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EXECUTIVE SUMMARY

As part of Job Corps’ evidence-based, continuous improvement process, between 2019 and 
2024, it funded two college-focused, primarily nonresidential, variants of Job Corps de-

signed to be less costly than other Job Corps programs.1 The pilots also explored how a state or 
a college would implement Job Corps programs. The evaluation documents how these programs 
operated and explores whether student outcomes could be enhanced with these Job Corps vari-
ants. Most Job Corps students receive up to two years of services—secondary education and 
occupational training classes—in a residential setting, which includes furnished dorm rooms, 
meals, medical care, and living allowances. However, in the two pilots—the Idaho Job Corps 
(IJC) and Job Corps Scholars (JCS) programs—students received their education and training 
services in credit- or non-credit-bearing classes at a college with intensive Job Corps–provided 
personal and career counseling (1 counselor: 20 or 25 students rather than Job Corps’ usual 
1:60–90 ratio) instead of residential services.2 

The IJC model explored how well a state-managed four-site Job Corps program, offering both 
high school equivalency (HSE) degrees and occupational training, could serve young people. The 
State of Idaho used its one Job Corps center to offer housing to a small fraction of its students, 
but education and training services were mostly provided by a local college. Three completely 
nonresidential satellite versions of the program were operated out of a geographically diverse 
set of community colleges. 

The 26 JCS programs, spread across an additional 13 states, explored how well an almost entirely 
nonresidential Job Corps program located at and operated by a college could serve young people 
if the program focused on providing training, rather than HSE classes. Each college was allowed 
to add its own admission criteria (such as having a high school credential or a minimum math 
and/or English test score) to the basic Job Corps criteria, create its own program rules, and not 
offer HSE classes. Training was capped at 12 months (compared to Job Corps’ usual 24 months). 

The key research questions for the study were: How do students in these pilot programs compare 
to other Job Corps students? How did the programs provide education and training services? 
What were the short-term outcomes for pilot students? Combined, the two models offer lessons 
from the experiences of 2,680 young people (585 in IJC and 2,095 in JCS) across 30 geographically 
diverse examples of Job Corps programs that partnered closely with or were run by colleges. 

1	 The pilot operators were given between $13,500 and $15,000 per expected enrollee (Office of Job Corps, 
2024a; and U.S. Department of Labor, 2019a). In program year 2019 the average cost per enrollee was $44,001, 
including regional and national costs not included in the pilot grants (Office of Job Corps, 2019b).
2	 The college-located programs were run by four or five Job Corps staff members who were embedded in 
the college.
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This implementation and outcome study used mixed methods to arrive at its conclusions. To 
understand how the programs operated, 30 Job Corps program managers filled out surveys 
about their sites, and the research team conducted interviews with dozens of staff members and 
students. To understand students’ experiences, the team combined information from program 
records on education and/or training enrollment, credentials earned, time in the program, and 
completion and placement with information from focus groups and interviews with students 
and staff members. To examine employment outcomes, the team analyzed quarterly earnings 
records from the National Directory of New Hires (NDNH), benchmarking the outcomes of the 
IJC and JCS students to those of other Job Corps enrollees in geographically similar centers who 
enrolled during the same time—1,999 students in North Central states and 48,384 students in 
non–North Central states. The outcomes of these reference groups are presented to put the 
pilot programs’ student outcomes into context. The current study was not intended to be an 
impact evaluation with a valid comparison group. 

Both models offered students a wide selection of training options, more than 50 on average, 
because the colleges already had credit- and noncredit-bearing classes in many career and 
technical occupational tracks. Job Corps students who were educationally qualified to imme-
diately enroll in credit-bearing training classes were particularly successful in earning valuable 
degrees or credentials.3

The two models differed in the type of student they enrolled. IJC, which used existing Job Corps 
recruiting materials and offered HSE classes as well as training, enrolled students similar in age 
to other Job Corps students in Montana, Wyoming, North Dakota, and South Dakota (18.6 years 
old versus 18.3) and similarly educated (37.8 percent had a high school diploma or equivalency 
credential versus 31.0 percent). JCS colleges did not offer HSE classes and developed recruiting 
materials that emphasized helping students attend college while earning valuable occupational 
credentials. Its students were older (20.1 years old versus 18.8) and more educated than other 
non–North Central Job Corps students (85.0 percent had a high school credential versus 39.0 
percent).

The study finds that colleges successfully implemented their Job Corps programs. Both IJC 
and JCS students were more likely to complete the program (62.2 percent and 59.0 percent, 
respectively) than other Job Corps students (45.2 percent in the latest publicly available year, 
program year 2019). The median IJC student stayed in Job Corps 2.3 months longer than their 
counterpart (8.1 versus 5.8 months), while the median JCS student stayed 1.4 months longer than 
their counterpart (7.3 versus 5.9 months). JCS students could receive occupational training for 
a maximum of 12 months and up to 6 months of educational classes if they needed it to meet a 
prerequisite for that training. In IJC, no maximum was imposed on the different types of classes, 
and students could receive Job Corps services for up to two years.

3	 “Educationally qualified” students met a college’s educational prerequisites for a course, such as scoring at 
a particular level on an exam or having passed certain high school courses, such as algebra or geometry.
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Six quarters after enrolling, the quarterly earnings of JCS students entering with a high school 
credential were $5,390, while the earnings of the other non–North Central Job Corps students 
with a high school credential were $3,332. The earnings in Quarter 6 for JCS students entering 
without a high school credential reached a similar level, $5,135, while the other non–North Central 
Job Corps students without a high school credential earned $2,337. However, JCS students both 
with and without high school credentials at enrollment earned more than those in their refer-
ence groups even before the program (a statistically significant $664 more for JCS students with 
a degree and $924 more for those without the quarter before they applied to Job Corps). The 
IJC students, on the other hand, earned the same as those in their reference groups the quarter 
before applying to Job Corps. Yet, the IJC students with a high school credential upon entry 
earned $4,073 by Quarter 6, also significantly more than those in their reference groups, other 
North Central Job Corps students with a high school credential ($2,535). However, IJC students 
without a high school credential upon entry did no better than other educationally similar North 
Central Job Corps students ($3,019 versus $2,894).

This report suggests that these types of college-focused Job Corps variants may be a promising 
addition to its constellation of program types if Job Corps wants to enroll and serve more of its 
eligible population. Colleges were able to successfully implement Job Corps, and with the extra 
support the programs provided, students were able to earn valuable credentials and see strong 
labor market outcomes. While these earnings outcomes are consistent with the hypothesis that 
these college-focused Job Corps programs may have helped their students more than other Job 
Corps programs do, it is unclear how much of the growth in earnings was due to the programs 
versus other factors. A rigorous impact study is needed to determine if the programs are truly 
impactful or if they just attracted students who would have achieved better outcomes than 
average Job Corps students. A future study could also examine the cost and cost effectiveness 
of these models. IJC showed how a state could both capitalize on its existing Job Corps center 
facilities but also serve a more geographically diverse set of students by establishing additional 
programs in colleges across the state. In sum, the results of this study are encouraging with re-
spect to the potential of adding nonresidential college-focused variants to the Job Corps system.
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1
Introduction and Description of the  

Pilot Programs

The Job Corps program serves young Americans (ages 16 to 24) from low-income backgrounds, 
helping them complete their high school education and providing them career and technical 

training (CTT) to prepare them for meaningful employment.1 Job Corps centers are residential, 
which includes furnished dorm rooms, meals, medical care, and living allowances, though some 
offer a nonresidential option to some students that does not require them to reside at the center. 
Three-quarters of the centers are operated by private organizations, such as Adams and Associates. 
The other centers are operated by the U.S. Forest Service, the U.S. Department of the Interior, or 
Native American tribes.2 

Starting in fiscal year 2019, Job Corps funded several pilot programs aimed at exploring if the pro-
gram’s reach and/or student education and employment outcomes could be enhanced by offering 
its education and training through colleges and diversifying the types of operators that provide Job 
Corps services, with colleges and state governmental agencies managing the programs.3 As part of 
this effort, a four-site state-managed program in Idaho, Idaho Job Corps (IJC), and 26 college-run 
Job Corps Scholars (JCS) programs were created.4 The State of Idaho piloted a model where Job 

1	 To qualify as low-income, an applicant must meet one or more of the following criteria: is on public assistance, 
has income below the poverty level, is experiencing homelessness, is eligible for free or reduced-price lunch, or 
is a foster child. Applicants must also meet one or more of the following criteria: is basic skills deficient; did not 
graduate from high school; is homeless, is a runaway, is in foster care, or has aged out of foster care; is a parent; 
requires additional education; or is a victim of severe forms of trafficking in persons (Office of Job Corps, 2024b, 
Exhibit 1-1).
2	 Edgerton, 2022; U.S. Department of Labor, 2019. 
3	 Edgerton, 2022.
4	 Initially, a third non-college pilot, Louisiana’s Job Challenge, was part of the study. This program offers 
graduates of the National Guard Youth Challenge the opportunity to participate in a National Guard–operated Job 
Corps program. Challenges the program was experiencing, however, precluded their participation in the study.



Corps education and CTT services would be primarily delivered by four geographically dispersed 
Idaho community colleges that already offered these classes non-residentially. At one of the four 
sites, the State paired its one Job Corps center, Centennial, with the local community college. 
This site provided housing to a small number of students who had significant housing challenges. 
All other students were nonresidential. In the JCS model, colleges were the operator, delivering 
Job Corps services primarily in a nonresidential manner. These pilots provide Job Corps with 
valuable lessons on how new types of operators run a Job Corps program. 

In addition, these pilots offer lessons about what happens when Job Corps programs cut costs 
by both relying on the education and training infrastructure that exists in colleges and substi-
tuting intensive personal and career counseling for all or most of the residential services typi-
cally provided.5 For more than a decade, Job Corps has been partnering with colleges located 
close to their centers, often allowing some Job Corps students to take advanced classes at a 
partner college when a center does not offer them.6 In 2016, Job Corps funded a demonstration 
project designed to provide every student, not just advanced students, the opportunity to at-
tend college, earn college credits, and obtain advanced credentials.7 The residential Job Corps 
center provided students ages 16 to 21 with a college and career-academy experience—offering 
center-based high school–level education and support, combined with college-based training 
for all students. The evaluation of that demonstration project showed not only that this model 
was effective at increasing the amount of education and training students received, especially 
for enrollees who had a high school credential or who scored at a ninth-grade level in math and 
English at baseline, but also that this college-focused program expanded Job Corps’ reach into 
its target population, attracting the more college-oriented segment of the Job Corps–eligible 
population who did not otherwise apply to Job Corps.8 To learn more about how alternative 
types of partnerships with colleges would affect recruitment, the delivery of Job Corps services, 
and student outcomes, Job Corps commissioned this implementation and outcomes study of 
two alternative, primarily nonresidential college-focused programs, IJC and JCS. 

Given the earlier research, it was expected that, compared to most Job Corps programs, these 
nonresidential college-focused programs might:9 

•	Enroll more college-oriented Job Corps–eligible students (more deeply penetrating Job Corps’ 
target population),

•	Reduce the number of staff members a program needs to hire,

5	 The grants to the pilot operators for implementation were set to be between $13,500 and $15,000 per 
expected enrollee (Office of Job Corps, 2024a; and Employment and Training Administration, 2019). The average 
cost of Job Corps nationwide in Program Year 2019 was $44,001 (Office of Job Corps, 2019).
6	 Grossman, Olejniczak, and Klerman, 2021.
7	 Klerman et al., 2021.
8	 Klerman et al., 2021.
9	 Klerman et al., 2021.
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•	Offer students more CTT tracks from which to choose (which would make the program at-
tractive to students with broader sets of career interests), 

•	Enable students to earn college credits, and 

•	Give Job Corps students access to a wide range of resources available from the college, with 
no need to hire additional Job Corps staff.

On the other hand, because the programs were largely nonresidential, students would have to:

•	Be responsible for their own room and board,

•	Have reliable transportation to and from the program, and

•	Juggle their program commitments (classes and meetings) with shifting work and family 
responsibilities.

Because students would mostly be taking classes offered to the broader student body, the instruc-
tion might be less appropriate for the Job Corps students, and instructors might not appreciate 
the extra barriers many of these students face compared to standard college students. These 
obstacles could well cause students to drop out at higher rates than in other Job Corps programs. 
To offset these hurdles, more intensive personal and career counseling was provided, and the 
programs offered transportation assistance. IJC offered housing at the state’s existing Job Corps 
center, the Centennial Center, to students with particularly challenging housing barriers, while 
the college-located JCS and IJC sites tried to connect students with housing assistance services. 

To evaluate these variants, rather than jumping into an impact study, the U.S. Department of 
Labor first piloted the innovations and commissioned this implementation and outcomes study. 
The purpose of the evaluation was to determine if the models were operationally feasible or 
possibly needed refinement before embarking on a rigorous study to determine the impacts 
of the innovations.10

Unfortunately, the COVID-19 pandemic began to affect the United States in March 2020, less 
than six months after the first IJC students arrived (October 2019) and before the first JCS stu-
dents could begin (fall semester of 2020).11 All of Job Corps shut down for at least nine weeks, 
including the IJC and JCS programs.12 Instruction resumed remotely at first. By the Fall 2020 
semester, only 11 of the 30 programs were still fully remote, with that number dropping in 2021 
to 8 in the spring and 4 in the summer. On average, in-person instruction was suspended for 
10.3 months. The rapid and unexpected shift to a remote environment significantly affected 

10	 This approach of piloting an innovation and refining it using information from a formative implementation 
and outcomes study is similar to the early steps presented in Grossman et al., 2024. 
11	 Employment and Training Administration, 2019; Employment and Training Administration, 2020b. 
12	 Office of Job Corps, 2020a.
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both the quality of instruction and the appeal of the program to young people, according to 
interviews conducted with both staff members and students. This report highlights lessons 
that appear to be related to the structures of the colleges and pilot programs, rather than the 
pandemic, but readers should keep in mind that these programs operated during an unusual 
time. Lessons from these programs should thus be considered suggestive, rather than defini-
tive, evidence about what nonresidential college-focused Job Corps programs could achieve in 
the future. For example, staff members noted that students dropped out of the program when 
the only classes offered were remotely delivered, having been created hastily by instructors. 
Similarly, they said that many young people who might have applied did not, either because 
they felt they wouldn’t be able to learn well remotely, or because they could alternatively get 
a job, based on the booming 2021 labor market.13 Earnings may also have been affected by the 
strength of the economy. However, with these caveats in mind, the evaluation suggests that 
these types of college-focused programs might be a useful expansion of Job Corps’ offerings. 

The following section describes the two models. The chapter then presents the study’s research 
questions and the methods that were used to answer those questions. 

OVERVIEW OF THE TWO MODELS 

Both models sought to expand the program’s reach, boost outcomes, and lower costs by:

•	Operating or administering out of a college or partnering heavily with a college to provide 
many services,

•	Eliminating or significantly limiting residential services that most colleges could not provide, and

•	Modifying other aspects of service delivery, such as providing more counseling. 

Sixty-five percent of the JCS colleges and the college near IJC’s Centennial Center had inter-
acted with Job Corps before, such as by getting referrals from Job Corps, partnering with Job 
Corps at the local American Job Center, or providing instructors. Only 3 of the 26 JCS colleges 
and 1 of the 4 IJC colleges had not worked with the Job Corps–eligible students, who must be 
16–24 years old, a lawful permanent U.S. resident, meet various low-income criteria, and have 
needs for further education or training to find or keep a job.14 Thus, the learning curve for most 
program implementers was likely to be smaller than if the college had had no experience with 
Job Corps–eligible students. 

13	 Edwards, Essien, and Levinstein, 2022.
14	 Job Corps has 10 standard eligibility criteria that consider the applicant’s income, age, barriers, education 
and training needs, and disqualifying convictions. For additional detail on these criteria, see Chapter 1 in the Job 
Corps Policy and Requirements Handbook (Office of Job Corps, 2024b).
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Exhibit 1 provides an overview of the two models and highlights some of the areas in which the 
models were expected to modify components of the standard Job Corps program. Narrative 
descriptions follow.

Idaho Job Corps

The Idaho Department of Labor (IDOL) managed the IJC program, running 4 sites that were 
expected together to serve 750 students between October 2019 and September 2022.15 With 
input from the Idaho Office of the Governor, the IDOL developed a Job Corps model to serve 
both residential and nonresidential students by: 

•	Increasing the number of Idaho youth who had access to Job Corps education and training,

•	Leveraging existing education and training resources in colleges, and

•	Replicating the nonresidential parts of the program throughout the state, with a community 
college acting as a service base.

The IDOL based IJC out of the state’s one existing Job Corps center (Centennial), but most of its 
education and CTT services were provided by the local college, the College of Western Idaho 
(CWI), not at the center. Residential services (room and board) were offered at the Centennial 
Center, but—unlike at a typical center—they were only offered to a minority of students. To 
enable more people to attend this primarily nonresidential version of Job Corps, three satellite 
programs were based in geographically dispersed community colleges—the College of Southern 
Idaho (CSI), the College of Eastern Idaho (CEI), and North Idaho College (NIC). In these satel-
lites, all Job Corps services (education, CTT, and counseling and transition services) were based 
out of the college. 

As in most Job Corps programs, IJC students had up to two years to complete the program. 
Those who completed IJC could receive up to 12 months of post-completion services (placement 
and retention services), just like students who complete other Job Corps programs. 

Job Corps Scholars 

Between June 2020 and September 2023, JCS programs operated in 26 colleges across 13 
states—25 were 2-year colleges, and one was a historically Black 4-year university.16 These pro-
grams were to serve young people who met all standard Job Corps eligibility requirements and 

15	 This section is based on the Job Corps Scholars Funding Opportunity Announcement, Employment and 
Training Administration, 2020a; and Employment and Training Administration, 2019.
16	 Office of Job Corps, 2024a. The term “college” will be used throughout this report to cover the 2-year 
institutions and the one historically Black 4-year institution.
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Exhibit 1. Overview of the Standard Job Corps, Idaho Job Corps, and Job Corps Scholars Programs
 

Job Corpsa Idaho Job Corps (IJC) Job Corps Scholars (JCS)

Operators

Private for-profit organizations, 
the U.S. Forest Service, the U.S. 
Department of the Interior, the 
Bureau of Indian Affairs

Idaho Department of Labor 
(IDOL) 

25 community colleges and 1 
4-year historically Black university 

Locations

Approximately 120 centers 
across the 50 states and the 
U.S. territories

4 locations in the State of 
Idaho:

•	 One site paired a Job 
Corps center, Centennial, 
with its local community 
college.

•	 3 satellite sites were run 
out of geographically 
dispersed community 
colleges.

26 locations in 13 states: CA, FL (3), 
GA, IA (2), KY, LA, MI (2), MO (2), 
NC (3), NY (2), OH (2), OR (2), TX 
(2), WA, WV

(The Job Corps Scholars programs 
operated entirely out of colleges.)

Participant 
Eligibility

16–24 years old; lawful 
permanent U.S. resident; meets 
various low-income criteria; 
needs further education or 
training to find or keep a jobb 
(Centers range from 100 to 
1,500 students, Berk et al., 
2018.)

Job Corps–eligible youth 
who are Idaho residents (750 
students were expected to 
enroll over the life of the 
grant.) 

Job Corps–eligible youth (16–24 
years old) who are new college 
enrollees and meet the college’s 
admissions criteria for their chosen 
career and technical training 
(CTT) program, such as having 
a high school credential (Each 
college was expected to enroll 80 
students.)

Core 
Services

A full-service residential 
program providing secondary 
education (high school 
equivalency classes), CTT 
training and support for 
generally up to 24 months at 
the center

Up to 24 months of services 
(same as other Job Corps 
programs) but provided non-
residentially, mostly at the 
college (A small number of 
participants could live at the 
Centennial Center.)

CTT classes for no more than 12 
months; if required to meet CTT 
track standards, up to 6 months 
of secondary education remedial 
classes (developmental education, 
not high school equivalency 
classes)

Engagement 
Strategies

Personal and employment 
counseling (caseloads are 
often large, 60–90 students 
per counselor), residentially 
provided life skills classes

Counseling/advising staff, with 
a 25:1 limit on caseloads; life 
skills classes

Counseling/advising staff with a 
20:1 limit on caseloads; life skills 
classes 

Duration of 
services

Generally, up to 24 months of 
program services and up to 
12 months of post-program 
employment services 

Up to 24 months of program 
services and up to 12 months 
of post-program employment 
services 

Up to 12 months of CTT, up to 6 
months of developmental classes 
(if needed to enroll in CTT), and 
up to 12 months of employment 
counseling and placement services

Environment
Mostly residential, but some 
nonresidential students

Nonresidential except for 
some residential services at 
the Centennial Center 

Nonresidential, except for a few 
students in 5 of the colleges

Period of 
Operationc

Operated since 1964 by 
contractors with 2-year 
contracts

October 2019–September 
2022

June 2020–September 2023

SOURCE: Authors-designed exhibit based on information collected from the programs and from the Job Corps Policy and 
Requirements Handbook (Office of Job Corps, 2024b).
a Information from Edgerton, 2022; and Office of Job Corps, 2024b.
b Office of Job Corps, 2024b, Exhibit 1-1.
c The programs launched during the height of the COVID-19 pandemic, which affected their start-up and their 
operations throughout their contracts.
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were not currently enrolled in the college.17 In addition, JCS programs could also require students 
to meet the college’s existing admissions standards, such as having a secondary credential or a 
particular level of academic competence. Over 60 percent (61.5 percent) required a high school 
diploma or equivalency credential. The DOL asked each college grantee to provide these Job 
Corps–eligible youth with CTT classes in programs that could be completed in 12 months or 
less. College grantees also had to offer students intensive counseling services to support and 
facilitate their training and career success, as well as up to 12 months of employment placement 
assistance. While a student’s maximum time in CTT could not exceed 12 months, JCS programs 
could fund up to 6 additional months of developmental (remedial education) coursework when 
this was necessary for a student to qualify for their chosen CTT track. While JCS students had 
to fulfill all Job Corps eligibility requirements, the colleges could also impose their own existing 
CTT requirements, such as already having a high school credential or a given level of academic 
proficiency. 

Participating in the Job Corps pilot would be attractive for colleges because JCS students would 
have access to more financial and in-kind support than typical community college students, 
making them more likely to remain enrolled for longer than they would have without this level 
of support. 

Comparison of the Models to the Usual Residential Model 

The structure of the two pilots differed from that of the usual Job Corps center in several ways. 
In both models:

•	Residential services were not required nor expected. 

•	Caseloads for counseling and advising services were limited (no more than 20 students per 
counselor in IJC, and no more than 25 in JCS).18

But in addition for the JCS programs: 

•	A college was able to impose additional admissions eligibility requirements, such as having 
a high school credential;

•	CTT services were limited to a maximum of 12 months;19

17	 Job Corps has 10 standard eligibility criteria that consider the applicant’s income, age, barriers, education 
and training needs, and disqualifying convictions. For additional detail on these criteria, see Office of Job Corps, 
2024b, Chapter 1.
18	 Job Corps contracts have no stated caseload maximum. The last study reporting caseload size found the 
average counselor’s caseload ranged from 60 to 80 (Johnson et al., 1999).
19	 Employment and Training Administration, 2020a. In addition, JCS students had to be a new enrollee 
at the pilot college (i.e., not currently admitted or attending classes and not a transfer student). However, 
those who had been previously admitted but were not currently enrolled were eligible. Job Corps Scholars 
Eligibility Criteria webinar, Office of Job Corps, 2020b, minute 36. 
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•	If students needed stronger math or English Language Arts skills to qualify for their CTT classes, 
colleges could offer the student up to 6 months of developmental coursework; and finally, 

•	Job Corps’ student code of conduct and disciplinary policy did not apply to JCS students.

RESEARCH QUESTIONS AND METHODS 

To draw lessons from the pilots about how Job Corps could partner with colleges in the future, 
the evaluation addressed research questions in seven main areas: 

1.	 What staff did the programs hire, and how did that differ from standard Job Corps programs?

2.	 How did the programs recruit students?

3.	 Using those recruitment strategies, what types of students enrolled in these college-focused 
Job Corps programs, and how does this compare with standard Job Corps students?

4.	 How do college-focused Job Corps programs provide education and training services?

5.	 How do these college-focused Job Corps programs build a supportive environment that 
helps Job Corps students achieve their program goals? 

6.	 For how long did students engage in the programs, and how does this compare with other 
Job Corps students?

7.	 What are the short-term outcomes (such as credential receipt and earnings) for students, 
and how do those outcomes compare to those of other Job Corps students?20 

To address these research questions, the study team collected data from the following sources 
(Box 1 provides more detail on these data and the methods used to analyze them): 

•	A program survey of the 26 JCS and 4 IJC program directors/managers (May 2022), 

•	Administrative records on student activities and achievements from both Job Corps and the 
pilots, 

•	National Directory of New Hires (NDNH) earnings data collected on pilot and non-pilot Job 
Corps students who enrolled in Job Corps from October 2019 through March 2023, 

•	Monthly phone calls (30–60 minutes) with the IJC manager, 

20	 Originally, the implementation and outcomes study included a cost study, but because the pandemic 
profoundly affected how the programs recruited and delivered services, the cost study was dropped. 
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•	Five one-time exploratory phone calls with JCS site managers completed prior to the design 
of the program survey to understand the range of services being offered,

•	Quarterly narrative reports submitted by the pilots, and

•	Site visits to 5 JCS sites, the IJC’s Centennial Center, and 1 IJC satellite program in spring and 
summer 2023, as well as additional calls with staff at 4 other sites to:

	o Interview (virtually or in person) 70 staff from the programs, the colleges, and employers 
(from 9 JCS sites and 2 IJC programs), 

	o Conduct two in-person focus groups, 1 with 8 students and the other with 5, and 

BOX 1

Data Source Details and Methods

Data on program activities and achievements were obtained for all the IJC (585) and 
JCS (2,095) students from the Employment and Training Administration’s Grant Data 
Center. Comparable data was pulled from the Job Corps Data Center for their refer-
ence group (see Box 2). The reference group for IJC were the 1,999 Job Corps students 
who enrolled in four other North Central states’ centers at the same time as the IJC 
students (between 10/1/2019 and 12/31/2022). The reference group for JSC were the 
48,384 Job Corps students who enrolled in the non–North Central states’ centers at 
the same time as the JCS students (between 8/1/2020 and 9/30/2023). Means of all 
non-missing variables by group (IJC, JCS, and the two reference groups) were calcu-
lated. T- or chi-squared tests between all the groups’ means were run to determine 
whether differences were statistically significant. Means and frequencies of the survey 
data were also calculated by pilot. Statistical tests were not conducted on these data 
because the samples were too small. 

National Directory of New Hires data provides employment and earnings data from 
July 2020 until May 2023. Earnings data are inflation-adjusted to Quarter 4 2023 using 
the Consumer Price Index for all Urban Areas. Within that window, the study examined 
data from the quarter before a student enrolls, (Q(-1), through six quarters after the 
enrollment quarter (Q0). To ensure that the sample was consistent across the quarters, 
only individuals that had all six follow-up quarters were included in the analysis. The 
data covers the 228 IJC and 298 North Central Job Corps students who enrolled on 
10/1/2019 or later and the 963 JCS and 9,074 non–North Central Job Corps students 
who enrolled on 8/1/2020 or later. 

Qualitative data was thematically coded by a small team that met regularly to conduct 
inter-rater reliability checks to ensure consistent coding among team members and 
to refine or expand the codebook based on themes that emerged from the data. The 
common themes seen across programs are the ones highlighted in the report.

Nonresidential College-Focused Job Corps | 9



	o Have virtual interviews with 31 other program students (from 5 JCS sites, the IJC’s Centennial 
Center, and one IJC satellite program).

A mixed-method analysis strategy was applied to collect and analyze the relevant data. The study 
team iteratively analyzed the data and triangulated between qualitative and quantitative data to 
surface potential themes. The analyses provided a deeper understanding of the programs—how 
they operated, the challenges they faced, and the types of practices implemented to ameliorate 
problems. For example, information gathered from the one-time exploratory phone calls with 
JCS sites provided the foundation for a survey of center directors/managers. To ensure the team 
visited colleges that spanned the range of implementation choices, data from that survey and 
administrative Job Corps data pulled in March 2023 were used to select sites to be visited. The 
Job Corps data pulled in June 2023 were used to refine the qualitative codes used to tag and 
analyze site visit information. 

Exhibit 2 provides a timeline showing when the pilots operated and when the research activi-
ties occurred. 

REPORT STRUCTURE

Chapter 2 describes how the pilots staffed their Job Corps programs and recruited students. 
Chapter 3 examines how the pilots provided education and training, considering how services 
may have differed from training offered by standard Job Corps centers. Chapter 4 describes 
what the pilots did to support students in their quests to complete their education and training 
programs. Chapter 5 presents some short-term outcomes for pilot students and benchmarks 
them to the outcomes of standard Job Corps students. Chapter 6 offers key lessons learned 
and implications for policy.

Exhibit 2. Timeline of the Job Corps Scholars and Idaho Job Corps Programs and Research 
Activities

Idaho Job Corps
Job Corps Scholars

2019 2020 2021 2022 2023

Application and Program Service Records (Oct. 2019–Sept. 2023)

Staff and Student Interviews 
(June 2022–Sept. 2023)

Program 
Manager

Survey 
(May 2022)

National Directory of New Hires Records (July 2020–Sept. 2023)

SOURCE: Authors’ illustration based on information collected from the programs.
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2
Hiring Staff and Recruiting Participants

This chapter describes how the nonresidential college-focused Job Corps programs staffed 
their programs and what types of students they were able to recruit. 

STAFFING

A Job Corps center has many types of staff: recruitment staff, career counselors or case management 
staff, employment counselors or placement staff, secondary education instructors, CTT instructors, 
life skills instructors, mental health counselors, residential staff, and security staff. Because the 
JCS program and the IJC satellite sites were nonresidential and used the training infrastructures 
of the partner colleges, it was anticipated that these programs would need fewer dedicated staff 
members than residential Job Corps centers. 

Indeed, the number of program staff was much smaller in the programs located at colleges than 
at Idaho’s one residential center, Centennial. The IJC Centennial Center that provided housing for 
some of its participants—but not instruction—had about 17 staff members, while the 3 IJC college-
based satellites each had 5. Satellite IJC staff included a program coordinator, a workforce con-
sultant (who provided both recruitment and placement services), personal and career counselors, 
and a student activities/health coordinator. These satellite sites provided students with secondary 
education classes, CTT, and other services typically offered at a Job Corps center, such as tutoring 
and health services, by directing students to the existing services offered at the local college. The 
Centennial Center, on the other hand, had set up a formal partnership with its local college (CWI) 
to offer participants education, training, and some support services, but center staff also provided 
many support services. 

The staffing at the college-based JCS programs closely resembled the three IJC satellites, averaging 
4.8 staff members across the 26 colleges. Each of the JCS sites typically had a program manager 



or coordinator, one or two personal and career counselors, and one or two employment coun-
selors. Like the IJC satellite sites, all education and training services and many support services 
were provided by the college or, if the college did not have the needed service, by a referral 
organization. Five JCS programs also had a designated recruitment staff member, but most JCS 
programs asked all staff to help with recruitment and enrollment. One interviewee at a site with-
out a designated recruitment staff member said the ability to recruit more participants would 
be greatly improved if there was someone dedicated to recruitment. 

Hiring for new positions in a time-limited program posed challenges. However, the programs that 
operated out of a college (JCS and the IJC satellite sites) could hire from a pool of individuals 
who were already educating and training young people: existing college staff. Job Corps staff 
members interviewed during site visits noted that hiring from the college was quite useful as 
these staff members brought with them knowledge of college resources and procedures. Thus, 
they needed less training and could better direct students on how to access college services. 

The staffing of the Centennial Center was slightly different than most Job Corps centers because 
the multiple IJC sites were managed by the State (IDOL) out of the center. In particular, several 
IDOL staff members based at the Centennial Center were charged with overseeing both operations 
at Centennial and staff at the satellite programs. The Centennial program manager also served 
as the pilot’s overall grant lead, interfacing with Job Corps’ National Office and with the IDOL. 
As part of the State team, she had helped develop operating procedures for all sites and was 
responsible for hiring all staff and signing all contracts at all locations. The education program 
supervisor and the life skills instructor at Centennial similarly oversaw their respective services 
at all locations. The IDOL expected that by centralizing management, implementation across 
the state’s programs would be more consistent. As noted later, this does seem to be the case.

Staffing Challenges that Had an Impact on Students’ 
Experiences

Both Job Corps pilots faced significant challenges hiring and retaining staff, as did many em-
ployers during and soon after the height of the COVID-19 pandemic.1 In one four-month period 
in 2021, IJC lost 30 percent of its staff members. In particular, the IJC Centennial Center experi-
enced high turnover of residential advisors and cooks—jobs that paid between $15 and $18 per 
hour—because wages for these positions were often higher in the private sector. Later, as the 
grants that funded the two pilots were winding down, resignations at both pilots increased as 
staff members needed to find jobs before the grant ended.2 

1	 Fuller and Kerr, 2022. 
2	 An exodus of staff near the end of a grant period is often seen in DOL grants, such as with the Workforce 
Investment Regional Economic Development Initiative, Aging Worker Initiative, and Reentry Projects.
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Staff turnover at the JCS sites and the IJC satellite sites increased the workloads and lowered 
the morale of the remaining staff, leading students to have fewer long-standing relationships 
with their counselors. A JCS staff member said turnover also increased delays in services for 
students. Changes in caseloads for case managers and counselors required students to establish 
new relationships with other or new staff. One IJC staff member reported that some IJC partici-
pants had to change case managers three or four times. In one of the student focus groups, a 
student noted, “It was hard to figure it out, who your advisor is, if you weren’t told.” Another 
added that the program should “keep us up to date with staffing, who’s here or who’s leaving.” 
A JCS staff member reported that constant staff turnover also led to challenges in reaching 
students for post-graduation services because the participants did not know the new staff and 
did not have a relationship with them. Thus, in a later chapter of this report, when the earnings 
of program students are compared to those of other Job Corps students, the outcomes seen 
from these programs may be an underestimate of the outcomes of future students in more 
steady-state situations.

RECRUITING PARTICIPANTS 

A study of a prior college-focused Job Corps program, the Cascades College and Career Academy 
(CCCA), found that the Washington State–based program explicitly helped students earn college 
credits by enabling them to obtain their training from a college and attracted Job Corps–eligible 
young people who were better prepared academically, with the CCCA-eligible applicants being 
40 percent more likely to have finished high school and 83 percent more likely to have at least 
9th-grade proficiency in math and reading than Job Corps students at other geographically 
similar centers (that is, those in the Pacific Northwest).3 The study also showed that among 
CCCA-eligible applicants who were not offered a CCCA position (the control students), only 
57 percent enrolled in another Job Corps program, despite being given a referral to another 
nearby Job Corps center.4 In other words, this college-focused program attracted and served a 
different segment of Job Corps’ target population—students with different skills, interests, and 
abilities from those who enroll in non-college-focused Job Corps programs. Therefore, the cur-
rent implementation and outcomes study investigated if a similar pattern was found for the JCS 
and IJC programs, finding that, like in the Cascades project, JCS students were more educated 
(and older) than other Job Corps students. However, the IJC students were more similar to the 
average Job Corps students. Interviews suggest that the way the programs portrayed themselves 
to prospective students influenced who enrolled. The next section discusses how the programs 
recruited students and compares the characteristics of the program students to those of Job 
Corps students in standard centers in more detail. 

3	 This paragraph is based on the findings in Klerman et al., 2021, p. 23.
4	 Klerman et al., 2021, Executive Summary, page x.
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Recruitment Strategies

The study’s program survey found that the specific recruitment strategies staff used were fairly 
similar across the two sets of programs, though their messages differed. The most common re-
cruitment practices in both were the use of posters and flyers, working with the partner college 
and sometimes nearby community-based organizations, working with school districts and high 
schools, and encouraging word-of-mouth referrals. However, interviews revealed that IJC staff 
in their recruitment materials and process portrayed their program as an Idaho version of Job 
Corps, while JCS staff said their message was to portray their programming as enabling students 
to enroll in college and take occupationally related classes. In Idaho, program staff relied more 
heavily on Job Corps’ existing marketing system and materials. For example, they prioritized 
building relationships with the local Job Corps outreach and enrollment advisers across the state. 
When Job Corps–eligible Idahoans contacted these advisers but were not deemed to be a good 
fit for residential programs in nearby states, they were often referred to IJC as a nonresidential 
version of Job Corps. On the other hand, the JCS programs did not use Job Corps’ recruitment 
materials, with each college developing its own marketing materials focusing on earning college 
credits. JCS staff worked most closely with college admissions departments to get referrals of 
individuals who had approached the college but had not completed the enrollment process or 
who were simultaneously enrolled in high school and college (dual-enrollment programs). One 
JCS student, who had previously been enrolled at the college but had had to drop out, told 
researchers that when she decided to return, she connected with JCS staff as a result of seeing 
JCS materials on a table before her departure.5 

As the programs could only admit students who were not currently enrolled in the partner college, 
staff also worked to build relationships with high schools and General Educational Development 
(GED) programs to help with student referral and recruitment. Program staff worked with guid-
ance counselors, Parent Teacher Associations (PTAs), student success advisors, and community 
centers to develop referrals. The programs were especially appropriate for those students who 
were interested in dual-enrollment programs and could take CTT credits through the program 
while working toward a high school diploma or GED at their high school or through a GED pro-
gram. Staff visited local high schools to interact directly with students, dropping off flyers or 
setting up booths or tables to share information. Word-of-mouth referrals also came from the 
personal and professional networks of staff, who often referred former students or neighbors 
or recommended the program to colleagues or friends with college-age children.

Staff felt that the pandemic hampered recruitment, especially for IJC, whose recruitment efforts 
were shut down mid-operations when the Job Corps program closed nationally for nine weeks. 
Even when the IJC program reopened and JCS started up in June 2020, the lockdown orders in 
different states and the remote nature of different schools prevented the programs from re-
cruiting in person. In the end, IJC enrolled 585 individuals instead of the 750 they had planned. 
It took the JCS programs longer to enroll the number of students they wanted, but ultimately 
they enrolled 2,095, having expected to enroll 2,080. 

5	 IJC staff also worked with the admissions departments at their partner colleges, but to a lesser degree.
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When IJC and JCS staff members were asked what strategies helped increase enrollment, they 
suggested the following:

•	Setting a trial period for students to determine if they were able to keep up with program 
requirements,

•	Offering a large number of occupational training tracks and adjusting them based on student 
interest, and

•	Holding orientations during the application process.

IJC staff members felt that requiring students to sign a commitment form and go through a 
two-week trial period helped their retention rate. This strategy was used to allow students time 
to start engaging with staff and determine if they were able to keep up with IJC requirements 
like clocking in, knowing where to go for classes and meetings with case managers, and track-
ing activities and assignments. 

JCS staff members, whose sites began with limited numbers of training tracks (because they 
expected to fill classes with only Job Corps students), reported that increasing and adjusting the 
kinds of occupational training offered to meet students’ preferences attracted more students. 
JCS staff members also often mentioned holding orientations to build interest in the program 
and motivate students to join by encouraging interested students to see themselves as part of 
a group. Staff members could provide more information about the program, allowing students 
and their families to meet program staff and tour the facility. As a result, while JCS programs 
originally expected to enroll students in formal cohorts, colleges dropped cohort enrollment over 
the first year of implementation to increase their recruitment numbers and avoid losing students 
should their participation be delayed by having to wait for an enrollment cohort to accumulate.

Characteristics of Enrolled Participants

This section discusses the characteristics of the 585 IJC students and the 2,095 JCS students and 
compares them to similar Job Corps students. (See Box 2 for definitions of the groups.) 

Exhibit 3 shows that the IJC students were fairly similar to other geographically similar Job 
Corps students, while the JCS students were somewhat older and much more likely to have a 
high school diploma than other geographically similar Job Corps students.6 As noted in the first 
chapter, the JCS colleges were allowed to add their own requirements on top of the Job Corps 
eligibility criteria, with 16 of the 26 colleges requiring students to have a high school diploma or 
high school equivalency (HSE) credential. Thus, the educational differences are not surprising.

6	 In this section, only statistically significant differences (p = < 0.05) are discussed. 
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BOX 2

Benchmarking Pilot Students to Other Job Corps Students

To put the pilot students’ characteristics and experiences into context, they are com-
pared to those of other Job Corps students. However, Idaho is more rural and de-
mographically more white than the rest of the United States (Frey, 2021). Thus, IJC 
students are compared to Job Corps students who live in other North Central states 
that are rural and more white (North Dakota, South Dakota, Montana, and Wyoming). 
JCS students, who live in a more diverse set of states, are compared to the rest of 
Job Corps, “non–North Central Job Corps students.” Note, these are not impact study 
comparison groups but rather just reference groups.

Exhibit 3. Baseline Characteristics of the Pilot Enrollees and Other Job Corps Students

Idaho Job 
Corps

North 
Central 

Job Corps

Job 
Corps 

Scholars

Non–North 
Central Job 

Corps

Average Age (years) 18.6* 18.3 20.1* 18.7

Male (%) 63.4* 72.1 52.3* 64.3

Ethnicity (%)

Hispanic/Latino 24.8* 8.6 27.7* 20.6

Not Hispanic/Latino 73.7* 91.4 54.0* 79.4

Did not self-identify or missing   1.5* 0 18.3* 0

Race (%)

Black/African American    3.9*    8.4 31.2* 45.8

White 69.1* 53.7 41.3* 24.3

Other   4.6* 31.5   8.4* 12.3

Did not self-identify 22.4*   6.4 19.1* 17.7

Highest school grade completed 
between 1 and 12 (average) 10.7* 10.4 11.5* 10.6

Highest  educational level completed (%)

No high school attainment 56.9* 66.6  4.0* 57.2

High school diploma 33.7* 26.7 77.9* 38.2

High school equivalency  4.1*   4.3  7.1*  1.7

Othera  5.3*  2.4 11.1*  3.0

(continued)
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The average age of JCS enrollees was 20.1 years old, which was 1.5 years older, on average, than 
the IJC enrollees and about a year older than other non–North Central Job Corps students. Both 
sets of programs enrolled more women than other centers. Prior studies found that nonresi-
dential Job Corps programs tend to serve students who are more likely to be female and older 
because of their family responsibilities.7

As noted, 61.5 percent of the JCS programs required a high school credential. But even without 
that requirement, the programs enrolled mostly individuals with a high school education. Almost 
four-fifths (77.9 percent) of the JCS enrollees had a high school diploma, and an additional 7.1 
percent entered the program with an HSE credential. Among geographically similar Job Corps 
students, 57.2 percent had no high school credential, and only 38.2 percent had diplomas. Thus, 
JCS served a different slice of the Job Corps–eligible population than that served by other Job 
Corps centers. IJC, on the other hand, did not require a high school diploma prior to enroll-

7	 Schochet, Burghardt, and McConnell, 2008.

Idaho Job 
Corps

North 
Central 

Job Corps

Job 
Corps 

Scholars

Non–North 
Central Job 

Corps

Basic skills deficientb (%) 37.9 NA 15.5 NA

Received no public benefits  in the last 6 
months (%) 92.0* 27.7 74.7* 43.7

Experiencing homelessness (%)  5.5*  4.1  9.1*  4.8

In or aging out of foster care (%)  2.7*  1.3  2.5*  0.4

Disclosed a disability:  

cognitive, mental health, or  
other (%) 57.1* 14.0 13.4*  3.4

  Sample size 585 1,999   2,095 48,384

SOURCES: Outreach and Admissions Student Input System, Job Corps’ Center Information System, and the Employment 
and Training Administration’s Grant Data Center. The data covers IJC students and North Central Job Corps students who 
enrolled on 10/1/2019 or later and JCS students and non–North Central Job Corps students who enrolled on 8/1/2020 
or later. N = 2,095 for JCS students, N = 585 for IJC students, N = 1,999 for North Central Job Corps students, and N = 
48,384 for non–North Central Job Corps students.
NOTE: * indicates that the pilot group percentage differs statistically (at p = < 0.05) from that of its reference group of 
Job Corps centers. NA indicates that data is not available.
a Includes any prior postsecondary enrollment.  
b Basic skills deficiency in Job Corps is defined as students who score below Educational Function Level (EFL) 5 in 
reading and/or 6 in math on the TABE 11/12. No statistical tests against their reference were conducted because standard 
Job Corps programs do not record this variable at baseline.

Exhibit 3. Continued
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ment and provided HSE classes, like other centers. Its student body was more like that of other 
geographically similar Job Corps students, though slightly more educated. 

While the JCS students were older and more educated than other Job Corps students, it was 
common to hear in interviews that students in JCS had many more needs than typical students 
in the partner colleges. Given that eligible students must either be on public assistance, have 
income below the poverty level, be eligible for free or reduced-price lunch, be experiencing 
homelessness, or be a foster child, this higher level of need is to be expected. But Exhibit 3 
shows that fewer enrollees in both sets of programs, compared to other Job Corps students, 
had availed themselves of public assistance in the six months prior to applying to Job Corps, 
despite being income eligible. Students in both programs were more likely to be experiencing 
homelessness and more likely to be from the foster care system than other Job Corps students. 
In addition, pilot students were more likely to disclose that they had a disability, such as a cog-
nitive or mental health disability. 

In summary, as was found in the earlier CCCA study, the JCS program attracted and enrolled 
higher rates of the Job Corps–eligible population that already has a high school diploma or HSE 
credential than center-based Job Corps programs.8 Thus, having two types of programs avail-
able in the system might enable Job Corps to reach a broader segment of its target population. 
While this is an emerging pattern, more research should be done to determine if this claim 
is true. However, while the average JCS student, especially when the college required a high 
school credential, had completed more education than many other Job Corps students, all JCS 
students had limited incomes, and some had challenges, such as homelessness or basic skills 
deficiencies, that would make taking college courses difficult.

8	 Klerman et al., 2021. 
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3
Program Education and Career and Technical 

Training Services

The DOL’s expectation was that the pilot programs would deliver education and training ser-
vices to eligible young people, along with personal and career counseling and assistance.1 

While the Centennial Center would provide residential services to some students, all other sites, 
based in colleges, were expected to provide services in a nonresidential manner. The services the 
programs were expected to provide were: 

•	Secondary education,

•	Postsecondary career and technical training, 

•	Intensive counseling services to support and facilitate each student’s education and training 
completion and their employment and career success, and

•	Employment services. 

This chapter discusses how Job Corps education and training services were provided. The following 
chapter describes how the pilots delivered the other services. 

SECONDARY EDUCATION SERVICES 

The IJC model, by design, was more closely aligned than the JCS approach with the usual Job 
Corps model. The State of Idaho required all IJC sites to offer HSE classes, as all other Job Corps 
centers do, while JCS programs did not offer secondary education classes. Sixteen of the JCS col-

1	 Employment and Training Administration, 2019; Employment and Training Administration, 2020a.



leges chose to require students to have a high school credential upon starting the program. 
JCS colleges provided secondary education classes (primarily developmental math and English 
Language Arts classes) to the degree that they were needed for the students to qualify for their 
training courses. 

Half the IJC students (50.1 percent) and 9.9 percent of the JCS students started the program 
taking secondary education classes (see Exhibit 4). Almost all these students (all but 0.3 
percent in IJC and 4.8 percent in JCS) obtained an educational credential.2 In IJC, most of 
the credentials obtained were HSE credentials. 

The differences in the educational requirements and offerings of the two pilot models led to 
differences in outcomes. Only 9.9 percent of the JCS participants started the program in a sec-
ondary education class. Few of these secondary education enrollees (9.7 percent) earned a high 
school credential, but 86.5 percent of these JCS students passed the developmental courses 
and earned college credit or a recognized educational certificate below an associate’s degree. 
On the other hand, 50.1 percent of the IJC students chose to enroll in HSE classes, with 87.4 

2	 Besides high school credentials, students could earn a credential indicating they had passed their needed 
developmental courses or had achieved a particular English as a Foreign Language score on the TABE test (the 
Test of Adult Basic Education).

Exhibit 4. Percentage of Pilot Students Who First Enrolled in Secondary and 
Postsecondary Education Classes and the Educational Attainment of These  
Secondary Education Enrollees

   
Idaho Job 

Corps
Job Corps 
Scholars

Secondary education program 50.1 9.9

Of those, percent receiving:

High school diploma 8.2 6.3

High school equivalency 87.4 3.4

Associate’s degree 7.5 2.9

Other recognized education credential or 
college credit 19.8 86.5

Did not receive a credential while in program 0.3 4.8

Postsecondary education program 32.1 70.5

Did not enroll in an education program first 17.8 19.6

SOURCE: Employment and Training Administration’s Grant Data Center data. The data covers 
IJC students who enrolled between 10/1/2019 and 12/31/2022 and JCS students who enrolled 
between 8/1/2020 and 9/30/2023. N = 2,095 for JCS students and N = 585 for IJC students.
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percent of them earning an HSE credential. All but one student earned some sort of educational 
certificate or degree. 

CAREER AND TECHNICAL TRAINING SERVICES 

The postsecondary CTT courses offered in both models were similar in many ways to those of-
fered in most Job Corps programs. The most common CTT tracks offered were in health care, 
information technology, and manufacturing. Both models offered credentials that could be 
accumulated over time (stacked) and/or classes that supported multiple credentials or goals, 
such as an industry-recognized credential and a college degree (latticed). The parameters that 
the DOL placed on the two models, though, differed with respect to the maximum length of 
training. JCS students could enroll in CTT classes for no more than 12 months, while IJC students 
could train for up to 24 months (like in many Job Corps programs). What was particularly unique 
about CTT in the two models was that, unlike training classes at Job Corps centers, many of the 
pilot training classes were credit-bearing college courses. Thus, participants had opportunities 
to earn college credits as well as an occupational credential. 

The partner colleges provide occupationally focused training in two ways: students (both Job 
Corps students and others) can take noncredit courses offered by the workforce or continuing 
education side of the college that lead to an industry-recognized credential, or they can take 
credit-bearing classes on the academic side and receive an occupational certificate, usually after 
a one-year program of courses. The credits earned in the latter manner can be applied toward 
an associate’s degree if the student chooses to continue with college. There are advantages 
and disadvantages to both pathways. For example, noncredit pathways tend to be much shorter 
and not require a student to have already completed a high school diploma or its equivalent 
before enrolling. On the other hand, while the credit-bearing pathways are longer, they enable 
a student to build credits toward a degree. 

Each site customized its offerings based on a variety of factors—and changed its offerings 
over time as those factors changed. In other words, the programs provided the operators 
the flexibility to tailor training to student demand and the evolving local labor market. 

Every site offered many of their existing training programs that fit the requirements of the 
model, as this was the simplest and fastest route to offering training and classes that met the 
needs of local industry. While all the IJC sites and 24 of the 26 JCS sites offered credit-bearing 
classes—as credit-bearing academic programs are the bulk of college offerings—all the IJC 
colleges and 19 of the 26 JCS colleges also included some of their noncredit programs in their 
pilot offering. Over half the sites offered all the tracks (credit and noncredit) they had that fit 
within their model criteria (such as being completable within JCS’s 12-month time limit). Others 
chose a subset of these tracks, weighing various factors, such as the extent of local demand for 
occupations, the perceived constraints of potential students, the existing demand for various 
courses, and the ability to find the staff necessary for an expansion of enrollment in existing 
offerings. The average number of courses a college offered was 54, with a median of 28. Some 
interviewed JCS staff members indicated that their programs intentionally selected short-term 
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trainings that students could complete successfully, noting that many of them were taking a 
college course and envisioning themselves as college students for the first time. Interviewed 
staff members thought that if students could complete a short-term program successfully and 
build self-confidence about being a student, they might go on to complete more education or 
training. Some students stacked these trainings and credentials. For example, students could 
complete an eight-week Certified Nurse Aide program and then enroll in a phlebotomy class. 
Another college administrator said that they had decided not to offer trainings that were very 
heavily oriented toward information technology because they thought the Job Corps students 
might be at a disadvantage having grown up with limited access to computers and technology. 

Only six colleges developed new training tracks. The main impetus to develop a new course 
was to meet particularly high employer demand through the pilot funding. For example, one 
JCS college felt that one-year manufacturing tracks would seem too long for many of the pro-
gram students. So, the site decided to develop new, shorter-length, noncredit training options.3 
One staff member described how the JCS program leadership convened an employer advisory 
group to determine which skills were most essential for some entry-level manufacturing-related 
positions. A one-year manufacturing program became a five-week boot camp, which included 
welding (determined to be universally needed) along with basic components of safety and tool 
identification, robotics and programming, and forklift, electrical, and other Occupational Safety 
and Health Administration safety compliance issues. Another JCS college developed an accel-
erated associate’s degree program—an equivalent of two years condensed into one year with 
summer sessions—to meet high employer demand. 

Other colleges included noncredit credential trainings, such as apprenticeships, that later could 
qualify for college credit if the student subsequently enrolled in a credit-bearing program and 
the college had the practice of awarding credit for prior learning. For example, IJC’s CSI offered 
apprenticeship programs that, if they subsequently enrolled in a college that awarded credit 
for prior learning, would leave students only 15 credits shy of receiving their associate’s degree. 
This type of experience, while not credit-bearing, offered students a pathway to gain credit if 
they subsequently moved into a credit-bearing certificate or degree program. 

Over time, colleges that had planned to fill program training classes with cohorts of pro-
gram students dropped this cohort approach and expanded the number of offerings to 
better serve students. 

Originally, the JCS model expected students to move through training in cohorts. In theory, co-
horts would have enabled the JCS students to be in classes together and have the support that 
cohort training models often provide, as students and instructors get to know each other over 
the duration of the course and often develop trust and supportive relationships. After attempt-
ing to fill a smaller number of courses that would meet students’ needs and address enrollment 

3	 An advantage of noncredit programs is that, because they do not need to be accredited like credit-bearing 
programs, they can be developed and offered quickly and taught by adjunct instructors who come directly 
from industry and do not need to be regular college faculty.
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targets, the sites discovered that it was more efficient to allow students to join regular classes 
for general students. In this way, the program could offer a wider selection of tracks and serve 
students with a broad set of occupational interests without having to hire instructors to teach 
each of the tracks and fill those classes with Job Corps students. 

Ultimately, classes that mixed Job Corps and non–Job Corps students may have benefited students 
in addition to their programs. Students in both credit and noncredit tracks described making 
nice connections and friendships with non–Job Corps students in their classes. The interviewed 
students appreciated getting to know students who were not part of the JCS program. Once 
the programs made this transition of mainstreaming Job Corps students, program students 
participated in very few, if any, activities just among themselves. However, in interviews as well 
as focus groups, the students did not mention that this was problematic or disappointing. They 
continued to feel the support of the program through their relationships with their personal 
and career counselors. The students the study conducted interviews with indicated that they 
also appreciated the opportunity to pursue a much wider variety of training options. 

Students in both models who were able to immediately enroll in credit-bearing college 
courses (rather than first taking secondary education classes or enrolling in noncredit 
courses) were quite successful in earning a valuable degree or credential. But more of 
these academically stronger students in IJC were able to earn associate’s degrees than 
those in JCS (60.8 percent versus 8.3 percent). 

Exhibit 5 shows that of the 70.5 percent of JCS enrollees who started the program enrolling in 
credit-bearing college courses, 81.4 percent earned a recognized educational credential (either 
college credit or a credential) while in the program, and 8.3 percent earned an associate’s degree. 
Only 10.1 percent of these students left without some type of educational credential. Of the 32.1 
percent of IJC enrollees (188) who were able to directly enroll in college courses, 60.8 percent 
(114) of them earned associate’s degrees, and 49.2 percent earned credit or other credentials. 

These success rates show that many Job Corps–eligible students were successful in credit-bearing 
college pathways with the supports these programs provided. The percentage of associate’s 
degrees earned in IJC is particularly notable. While Exhibit 3 shows 3.9 percent (23) of the IJC 
enrollees entered having taken college courses, a total of 19.5 percent (114) of the IJC students 
ultimately earned an associate’s degree. The difference in the rates of associate’s degrees be-
tween the two models is undoubtedly related to the length of time program students could 
be enrolled in credit-bearing training courses. Model parameters allowed IJC students to take 
credit-bearing training for up to two years, while JCS students could take credit-bearing train-
ing courses for only one year. 

Across all students who enrolled first in secondary or postsecondary education classes, all 
but one (99.9%) of the IJC students received either a degree, diploma, college credit, or 
recognized postsecondary certificate while in the program, and 90.4 percent of the JCS 
students did so. 
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In summary, both models were highly successful at providing their students with one or more 
valuable secondary education and/or postsecondary credentials. Exhibit 6 shows that in JSC, 
only 9.6 percent of students who enrolled in secondary or postsecondary classes did not earn 
some education degree or certificate. Most (82.0 percent) of these education enrollees earned 
a postsecondary certificate (below an associate’s degree), but 7.5 percent were able to com-
plete an associate’s degree with their 12 months of CTT classes. On the other hand, in IJC, 53.2 
percent of students who took education classes earned a high school equivalency credential, 
5.0 percent earned a high school diploma, 30.4 percent earned an associate’s degree, and 29.7 
percent earned a recognized postsecondary certificate. 

A question for future research is how many more JCS students would have earned an associate’s 
degree had JCS not imposed the 12-month limit on training but rather allowed Job Corps’ more 
standard 2 years of participation. While 3.9 percent of the IJC students had attended college 
before enrolling in Job Corps (Exhibit 3), 7.6 percent of the JCS students had. Thus, had the JCS 
students had more time to take credit-bearing training, perhaps many more would have earned 
associate’s degrees.

Exhibit 5. Percentage of Students First Enrolling in Postsecondary Classes and 
the Educational Credentials They Earned

   
Idaho Job 

Corps
Job Corps 
Scholars

Percent of Students Enrolling First in Credit-
Bearing Postsecondary Classes 32.1    70.5

Of those, percent receiving:

High school diploma 4.2 0.5

High school equivalency 15.0 0.1

Associate’s degree 60.8 8.3

Other recognized education credential or 
college credit 49.2 81.4

  Did not receive a credential while in program <0.01 10.1

SOURCE: Employment and Training Administration’s Grant Data Center data. The data covers IJC 
students who enrolled between 10/1/2019 and 12/31/2022 and JCS students who enrolled between 
8/1/2020 and 9/30/2023. N = 2,095 for JCS students and N = 585 for IJC students.
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Exhibit 6. Percentage of Pilot Students First Enrolling in Any Education 
Classes and the Educational Credentials They Earned

   
Idaho Job 

Corps
Job Corps 
Scholars

Percent of Students Enrolling First in Education 
Classes 82.2 80.4

Of those, percent receiving:

High school diploma 5.0 1.0

High school equivalency 53.2 0.5

Associate’s degree 30.4 7.5

Other recognized education credential or 
credit 29.7 82.0

  Did not receive a credential while in program 0.2 9.6

SOURCE: Employment and Training Administration’s Grant Data Center data. The data covers IJC 
students who enrolled between 10/1/2019 and 12/31/2022 and JCS students who enrolled between 
8/1/2020 and 9/30/2023. N = 2,095 for JCS students and N = 585 for IJC students.
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4
Other Program Services to Support Students

Beyond education and training, Job Corps provides students with a wide range of other services 
that help them stay engaged long enough to finish the classes they intended to complete, as 

well as providing them with classes that further their ability to be self-sufficient workers. Job Corps 
centers provide physical and mental health services, various life skills classes, personal counseling, 
and recreational/social opportunities. Because colleges provide many of those same services to 
their students, the programs that operated out of a college were expected to be able to provide 
this same set of services to the Job Corps participants. 

To ensure their Job Corps students did not get lost in college and because Job Corps serves those 
who might have more trouble navigating college than the average college student, both mod-
els made intensive personal and career counseling a central component, limiting the caseloads 
of counselors to 20 students per counselor in JCS and 25 per counselor in IJC.1 Counselors were 
expected to assess their students’ needs, help them access college, community, and government 
resources to meet those needs, and help students decide what training program would be most 
appropriate for them, as well as monitoring their progress through the program. 

This chapter describes the personal and career counseling services and other support services 
the colleges provided to support students and build a sense of community. The chapter ends by 
examining how the students’ length of stay in the pilot programs compared to that of other Job 
Corps programs. 

1	 This decision was based on a review of the literature that found that counseling increased the retention of 
students with high risk factors (Employment and Training Administration, 2020a, p. 10). 



COUNSELING, MONITORING, AND SUPPORT SERVICES

A core service of both models was the intensive personal and career counseling provided for 
the enrolled Job Corps students. 

Students expressed that the personal and career counselors were critical to their success.

Students who participated in focus groups described the personal and career counselors as much 
more than simply staff members who connected them to resources. Rather, they described them 
more like family, even parents: “[My advisers] worked with me a lot … [from] juggling work … 
being a single dad to multiple children, to losing a job. They helped me with everything that 
I needed … to my vehicle breaking down, and then giving me the money to fix my personal 
vehicle. Everything, everything that I could have needed.” Counselors provided many students 
with emotional support, encouragement, and compassion. Some would even pick a student up 
to take them to class when the student was in a transportation bind.

Most of the programs set up recurring meetings to support students seeing their counselors 
regularly. The IJC model required students to attend weekly one-on-one meetings with their 
personal and career counselors, either in person or virtually. A few IJC staff members and students 
suggested that the IJC program (which enrolled more younger students, on average, than the 
JCS program did) had engagement challenges because some of the students were not mature 
enough to stay focused or persist in their college courses, where learning is more self-directed 
than it had been in high school. This is one of the reasons that students in IJC were mandated 
to meet weekly with their career and personal counselor. Nonetheless, one IJC staff member 
said that many of their students were not as college ready as they had expected. 

Only 4 of the 26 JCS sites required such frequent meetings. Twelve sites scheduled one-on-one 
meetings biweekly, while five scheduled monthly one-on-one meetings. The rest scheduled meet-
ings once a term or on an ad hoc basis. Perhaps the looser requirements were due to the fact 
that community colleges were used to serving an older (and presumably more mature) student 
body. Nationwide, the average community college student was 27 years old in 2016, while JCS 
students averaged 20.1 years old.2 However, in addition, staff proactively monitored students 
and met with each other to discuss or conference about challenges faced by particular students. 

A challenge that was often mentioned was juggling work and school. Because room and board 
were not provided by the program, the students had to cover these expenses. One JCS staff 
counselor suggested that as many as 95 percent of the program students at their site worked 
while in the program. Sometimes work affected a student’s program participation. Work schedules 
could shift to conflict with a class, or other work obligations could arise to prevent a student 
from attending class regularly. An IJC staff member noted that even if the program student did 
show up to class, they were sometimes tired from working long hours. One student said they 
worked nights to keep their day open for classes but that this was not ideal. This student sug-

2	 Beer, 2018. 
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gested that if they could not have a work schedule that allowed for their program obligations, 
they would likely have to choose work over school. One JCS student noted that they worked 
with their counselor to balance work and school schedules. 

Monitoring attendance closely was critical to supporting students in a timely manner. 

Staff members from both sets of programs noted that when students encountered challenges, 
it often resulted in attendance issues. Thus, staff at both IJC and JCS closely monitored atten-
dance to identify students who were struggling. Monitoring included checking for tardiness and 
absences from classes or counselor meetings and noting when staff had to contact a student 
multiple times to get a response. IJC required students to record (using an app) when they 
completed certain classes and activities. One IJC staff member suggested that attendance issues 
were even more common than in most Job Corps programs because the majority of students 
lived at home, where they were more likely to have to shoulder a variety of responsibilities that 
affected their program participation.

In addition to regular check-ins to provide students with guidance or support, the counselors 
also sought to track progress and identify when students were struggling by communicating 
with instructors and even accessing quiz and midterm exam grades. One JCS counselor reported 
that the counselors worked closely with instructors to identify challenges early so that they could 
provide support before students became discouraged and stopped participating. This type of 
proactive tracking was easiest when the program was fully integrated with a college, giving 
counselors access to the college’s learning management system, which allowed them to directly 
monitor homework and midterm grades. But when the program was structurally outside the 
part of the college that maintained the learning management system, access was problematic, 
such as at IJC’s Centennial Center, which was a separate entity from its college partner, CWI. 
Centennial staff members, in particular, noted many challenges getting access to the college 
systems, making the sharing of grades much more difficult. 

Interviewed staff members and students said the most common non-academic challenges 
students struggled with were mental health issues and housing- and transportation-related 
problems. The set of support services that were already available at the college for similar 
students, as well as what was available in the community, critically shaped how the pro-
grams could meet individual student needs—through on-campus services or with offsite 
referrals, sometimes using program funds to pay for them. 

The easiest way to address student needs was when the tuition and fees that Job Corps paid the 
college provided the program’s students with access to college-provided, on-campus supports. 
When Job Corps students did not have access to these services, the program could either pay 
for the services or have staff members make off-campus referrals and hope students availed 
themselves of these services. 

Both surveyed and interviewed staff members noted that mental health services were particularly 
critical and needed. Some of the students who spoke to the research team also noted that they 
had to deal with feelings of anxiety or being overwhelmed. To support students with mental 
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health challenges, all the IJC sites and 19 of the 26 JCS sites offered mental health counseling 
through the college. The other JCS programs provided it through on- or offsite non-college 
partners. Only one program college (a JCS site) did not offer mental health services. 

Whether these services were available on- or off-campus depended on how mental health 
support was delivered at the college. If these services were available to all students, the JCS 
students could access them. However, in some colleges, some non-academic services, such as 
mental health services, were available only for degree-seeking students. If the JCS programs 
at these sites were operating out of the workforce side of these colleges, the program had to 
refer students to offsite mental health services. In addition, staff in rural settings often noted 
the dearth of mental health services. For example, a staff member at an IJC satellite site said 
that “mental health services are severely lacking” in their area. Another challenge of providing 
mental health services was getting the students to attend. As one staff member put it, “Often 
times when mental health services are set up, it is difficult to ensure that students will attend. 
Often, they will miss appointments. This makes it difficult because we are required to pay for 
missed services.”

To support students with housing needs, the two pilot programs offered a variety of direct and 
indirect services. The IJC Centennial Center had residential dorms available like the usual Job 
Corps center. However, the Centennial Center had more stringent housing eligibility require-
ments than other Job Corps centers.3 A few JCS sites that had on-campus housing and significant 
funds in their budgets after paying for tuition and staff were able to offer residential housing, 
but again often just for those students with major housing or transportation barriers. Most of 
the JCS colleges offered no on-campus housing, but almost all of them did offer assistance in 
finding off-campus housing or connected students to outside services for securing low-cost 
housing. The programs largely did not have enough funds to both deliver the program and 
subsidize housing. Thus, a common reason cited by staff about students who exited the program 
was the need for housing. 

The vast majority of students did not live on campus, making transportation to college an issue. 
To help the Job Corps students with their transportation challenges, all the programs offered 
transportation support out of their grants. Program staff reported that this was one of the most 
used supports (besides assistance with books and school fees). The programs tailored their 
assistance to their geographic area. More rural colleges offered mileage reimbursement and 
gas assistance, while more urban colleges subsidized access to public transportation (bus or 
train passes). One JCS staff member said they also used gas cards as an incentive by requiring 
students to meet participation requirements in order to receive the benefit.

When the colleges allowed program students to participate in their extracurricular ac-
tivities, such as clubs and athletic events, the Job Corps students felt part of the broader 
college community.

3	 In particular, Centennial residential students had to be at least 18 years old and were interviewed to 
establish that they had “significant need” for residential services. Bamer, 2019.
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Many of the colleges offer a rich set of support services, such as tutoring, study halls, study 
skills classes, advising, and career guidance. When the fees the programs paid to the college to 
“enroll” the Job Corps students covered these extra services, program students could potentially 
fully integrate as any other college student and have access to all of the college’s resources, 
including the support services. Beyond providing students with the possibility of a richer set 
of services, some of the interviewed program participants and staff mentioned that this access 
made many students feel part of the broader college community. The programs offered the 
Job Corps students many college-based extracurricular activity options, such as participation 
in college clubs (all of the IJC programs and 24 of the 26 JCS programs) or access to athletic 
events (3 of the 4 IJC programs and 16 of the JCS programs) and fitness facilities (3 of the IJC 
programs and 17 of the JCS programs). 

It appears from the focus groups that when students expressed feeling more a part of the col-
lege environment and experience, they were also more likely to express wanting to continue 
with their education or training. Thus, helping Job Corps students feel part of a college during 
their Job Corps stay could not only provide a sense of belonging and reduce program dropout 
but might also affect longer-term educational outcomes. 

While IJS followed the usual Job Corps approach of proactively incentivizing and mandating 
particular non-core activities, such as life skills classes, JCS put much more responsibility 
on the students to decide how they would engage in services. 

Most of the program sites offered group and one-on-one personal preparation services and 
activities that focused on helping students build skills like time management and conflict resolu-
tion, become more self-confident, and learn to mitigate some of their life challenges for better 
engagement in the program. Topics also included connecting with local resources to address 
challenges like food insecurity and housing instability. Job Corps staff also engaged with com-
munity organizations, such as banks and financial counseling services, to host workshops and 
have professionals in the field deliver advice to the students. The focus of these life skills services 
and activities was to support students’ independence and confidence in areas like professional-
ism, finances, and maintenance of personal well-being so that they could function effectively 
after finishing the program and gaining employment. 

In IJC, as in most Job Corps programs, life skills classes were mandatory.4 In JCS, on the other 
hand, each college got to decide how life skills services were to be delivered—in classes, on 
an ad hoc basis, or individually through the personal counselors to students who need them. 
In general, the JCS colleges tended to treat the JCS students like their other students in that 
these “extracurricular” services were optional. Four colleges did not offer life skills services that 
were distinct from personal counseling; 15 of 26 had life skills classes and activities but did not 
make them mandatory for students. However, some of the skills addressed in life skills classes 
were also addressed in the mandatory career readiness classes that are developed with coun-

4	 In regular Job Corps programs, these classes help students meet Job Corps’ Career Success Standards. 
Office of Job Corps, 2024b, 3.4–11. 
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selors, including business etiquette and occupational wellness, as well as résumé building and 
interview preparation.

The national Job Corps model provides students with biweekly stipends that are tied to class 
attendance to increase attendance and length of stay.5 The IJC model did provide biweekly 
stipends, hoping to extend engagement in the program. However, some IJC staff members said 
these stipends were quite small and not a very effective incentive. When IJC students achieved 
larger milestones, such as earning a high school credential, they received more substantial fi-
nancial bonuses, though. According to one IJC staff member, these larger incentives were quite 
motivating. One student also told researchers, “You get $200, and you’re like, ‘Wow, I did it.’ And 
so that saves you money and that also makes you happy.” JCS colleges were less likely to offer 
incentives. Less than a quarter (23.1 percent) of the JCS programs offered financial incentives, 
and 38.5 percent offered non-financial incentives, such as recognition or a party, for achieving 
program milestones, such as completing a résumé or a mock interview.

Lastly, most of the programs tried to create a culture that was fun and cultivated a sense of 
belonging. Some sites used WhatsApp group messaging to keep students connected and en-
gaged. All the IJC programs and 17 of the JCS programs hosted social gatherings, which were 
for program students only. However, many of the interviewed students noted that between work 
and classes, they have little time to attend optional social gatherings. 

An engagement strategy that did not work as planned was organizing students into cohorts. 

The reason for organizing pilot students into cohorts is to encourage students to build relationships 
with each other and with staff, and originally, the IJS and JCS programs both expected students 
to go through in cohorts. However, because students had a broad range of career interests and 
the pandemic slowed enrollment, it was taking too long to create cohorts large enough to fill 
pilot-only classes. As a result, the initial cohort strategy was either dropped or changed. Staff 
members at one of the JCS programs that received a site visit reported that though they explored 
ways to engage cohorts, they were unsuccessful in getting students interested. Nonetheless, 
all the IJC sites and 17 of the 26 JCS sites held orientation sessions for all students by cohorts. 

To summarize, a key individual support appeared to be proactive attendance monitoring and 
assistance from counselors to catch and resolve problems early. Common student problems 
included school-work balance, family responsibilities, and mental health, housing, and transporta-
tion challenges. The high level of assistance that their personal and career counselors provided 
helped students more successfully negotiate work, school, family, and personal challenges. 
Mental health challenges seemed quite prevalent during the study period, which was during and 
soon after the height of the COVID-19 period. While colleges did their best to offer professional 
services either on campus or off, the availability of mental health services was limited, and the 
students did not always use the services that were available. To deal with housing challenges, 
the Centennial Center was able to offer housing to students with the most significant housing 

5	 Office of Job Corps, 2024b, Section 6.3.
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challenges, but relatively few of the other colleges had the facilities or the funds to do much 
more than provide housing referrals. The most common support provided was transportation 
assistance. Many of the interviewed students noted how grateful they were that the program 
could defray some of their transportation costs. Together, these and the other supports the 
programs offered students helped them stay in the programs longer than they otherwise could 
have. One of the interviewed JCS staff members explicitly noted that support services had a 
measurable positive impact on student retention and completion rates. Similarly, some students 
said the program’s assistance was instrumental in enabling them to stay in the program. The 
next section examines empirically how long pilot students were able to stay compared to other 
Job Corps students.

EMPLOYMENT PLACEMENT SERVICES 

Many colleges have strong relationships with their local employers. One of the reasons Job Corps 
wanted to test models operated or administered out of colleges was to see if these relationships 
could be leveraged to help Job Corps students find jobs. 

All the IJC programs and 88.5 percent of the JCS programs had program students use their 
college career services to identify job openings. A higher fraction of the JCS programs 
also relied on instructors to connect students to job opportunities (65.4 percent versus 
25.0 percent for IJS) and got commitments from local employers to hire graduates (42.3 
percent versus none of the IJC programs). 

To a large extent, both sets of programs used fairly similar strategies to help get students ready 
to find jobs. Both provided students with employment counselors, who—like in usual Job Corps 
programs—helped students find jobs, assisting them with preparing résumés and cover letters 
and developing interview skills, as well as providing job search and placement assistance. Exhibit 
7 shows that the two most common placement strategies used by both were referring students 
to local career services, in particular the college’s career services (all the IJC programs and 88.5 
percent of the JCS programs) and/or the local community employment assistance office (80.8 
percent of the JCS programs and 75.0 percent of the IJC programs). About half the sites also tried 
to bridge the work-based learning activities that transitioned students into full-time employ-
ment (53.8 percent of the JCS programs and 50.0 percent of the IJC programs). However, JCS 
instructors were asked more often than IJC instructors to connect their students to jobs. Only 
1 of the 4 IJC programs used this strategy, while 17 of the 26 JCS programs (65.4 percent) did 
so. The other placement strategy that differed between the two models was obtaining commit-
ments from local employers to hire a certain number of graduates. Among JCS programs, 42.3 
percent of them did this, while none of the IJC programs had this arrangement. 

Students’ relationships with their employment counselors were less close than they were 
with their personal and career counselors, making the transition problematic for some 
students. 
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Because personal and career counselors interacted with students from the beginning of the 
program, helping them achieve their program goals, students often had solid relationships 
with these staff. But when it came time to find a job, students were supposed to work with an 
employment counselor. Several interviewed staff members at JCS programs noted that this 
transition to a new counselor (that is, to the employment counselor) did not work well.6 One 
JCS staff member said the students had built trust with the personal and career counselors and 
that it is hard to transition that trust to someone new. Another said the distinction between 
roles was not as clear in practice as it was on paper. A few JCS programs received permission 
to combine the personal and career counselor and employment counselor roles, so that one 
coach worked with the students throughout the program with no need to pass them off from 
one staff member to another. Feedback from several program directors suggested that if they 
could start over from the beginning, they would combine the two roles.

PROGRAM COMPLETION AND TIME IN PROGRAM 

This section discusses the percentage of students who completed their Job Corps program, 
with exhibits examining how long the IJS and JCS participants stayed compared to other Job 
Corps students. The behavior of IJC students is compared to other Job Corps students in the 

6	 In the interviews conducted with two of the IJC programs, this issue was not covered. Thus, it is unclear if 
the issue was solely a JCS issue or also seen at the IJC programs.

Exhibit 7. Percentage of Pilot Programs Using Particular Strategies to Place 
Students in Jobs

Placement Strategies
Idaho Job 

Corps
Job Corps 
Scholars

Working with community employment assistance 
organizations 75.0 80.8

Working with college career services 100.0 88.5

Bridging work-based learning activities to full-time 
employment 50.0 53.8

Relying on instructors to connect students to job 
opportunities 25.0 65.4

Visiting different employers to gauge student "fit" 75.0 65.4

Local employer commitments to hire graduates 0.0 42.3

Other strategies 50.0 26.9

Number of Programs 4 26

SOURCE: Program survey of all 30 program directors/managers in May 2022.
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North Central states, while the reference group for JCS students is other Job Corps students 
in non–North Central states. The data show that both IJC and JCS students stay longer in their 
programs than those in their Job Corps reference groups. 

As a reminder, the IJC model allowed students to pursue education and training for a maximum 
of 2 years, while the JCS model capped the length of training at 12 months and education at 6 
months. Both groups could receive 12 months of post-program employment services. Because 
far fewer of the JCS enrollees needed to enroll in secondary education classes, many could go 
straight into their desired training classes after a brief orientation period. Thus, these students 
would be expected to participate for fewer months than IJC students. 

The completion rates of the pilot students were greater than that of other Job Corps 
students. 

About 60 percent of the students in both sets of programs (62.2 percent of IJC students and 
59.0 percent of JCS students) completed Job Corps. To graduate Job Corps, students must 
earn a high school credential while in the program and/or complete their career and technical 
training program.7 The latest publicly available data for Job Corps as a whole, 2019, showed a 
completion rate of 45.2 percent.8 As an exhibit described below will show, pilot students were 
less likely than other Job Corps students to drop out of the program. 

The median student in both models stayed longer than other Job Corps students.

The socio-demographic characteristics for IJC students were fairly (but not statistically) similar 
to those of other North Central Job Corps students (Exhibit 3)—being the same age (18) on 
average and only somewhat more likely to enter the program with some form of high school 
credential attainment (43.0 percent versus 35.1 percent). Despite this, IJC students stayed in 
their program longer than their reference group. Exhibit 8 shows the percentage of enrollees 
still in the program over time.9 The average length of stay in IJC was 9.8 months, compared 
to 8.1 months for other Job Corps students—a 20 percent increase in the average amount of 
education and training received. The difference in the median lengths of stay was even larger: 
8.1 months compared to 5.8 months. Exhibit 8 shows that IJC students were much less likely to 
leave the program early compared to other North Central Job Corps students.

JCS students also stayed in the program longer than their counterparts. The average length 
of stay in JCS was 8.6 months, compared to 8.0 months in other non–North Central programs. 
Thus, despite the JCS model’s 12-month cap on training duration, the average length of stay was 
still 7.5 percent longer than that in other Job Corps programs. The median length of stay—7.3 
months for JCS participants versus 5.9 months for geographically similar students—was 23.7 
percent longer. 

7	 U.S. Department of Labor, 2024.
8	 Office of Job Corps, 2019.
9	 These percentages are calculated using the survival rate formulas in Kaplan and Meier (1958). 
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Part of the longer stays might be explained by the composition of JCS students relative to their 
reference group. JCS students were substantially older (20 versus 18). Prior studies of Job Corps 
have found that older students, especially those 20 years old or older, stay substantially longer 
in the program than younger students.10 However, because almost all the JCS students (95.9 
percent) entered Job Corps with a secondary education certificate, most of them would not need 
the additional six months the programs allotted for students to pursue secondary education but 
could instead proceed immediately to taking their CTT classes after a brief orientation period. 
Because the DOL had placed a 12-month cap on training, the program’s training tracks were 
all intentionally 12 months or less. Despite this cap on their CTT engagement, the JCS students 
stayed longer than the geographically similar but younger students. In Exhibit 9, one sees stu-
dents leaving the program as they finish their shorter training tracks.11 

10	 Schochet, Burghardt, and Glazerman, 2001, p. 154.
11	 Because JCS allowed students to take up to 6 months of remedial developmental education classes, if they 
needed them, preceding their up-to-12-months training, JCS students could remain in the program for up to 18 
months.

Exhibit 8. Percentage of Idaho Job Corps and North Central Job Corps Students 
Retained Over Time in Months

SOURCE: These Kaplan-Meier survival rates are based on individual-level student data from Outreach 
and Admissions Student Input System, Center Information System, and Grantee Data Center. The 
data covers IJC students and North Central Job Corps students who enrolled between 10/1/2019 and 
12/31/2022. N = 585 for IJC students, and N = 1,815 for North Central Job Corps students.
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In discussions with program staff, staff members indicated that the COVID-19 pandemic also 
affected students’ length of stay. Job Corps centers closed from March 16, 2020, through May 
10, 2020.12 For students who were enrolled at the time, this extended spring break mechanically 
lengthens the number of weeks between their arrival date and their exit date. After May 10, 
centers reopened remotely. Because classes were delivered by the colleges, though, the remote 
status of IJC and JCS was dictated by the decisions of the colleges. In Fall 2020, many of the 
programs still only offered remote instruction. It was not until Fall 2021 that all the programs 
offered in-person instruction (with the exception of one that permanently switched to online-
only instruction). Students who did not like learning remotely may have dropped out earlier 
than they would have. Another factor that could have influenced how long students stayed in 
the programs was the strong economy that existed once the lockdowns ended. Program staff 
members told us that the wages for many of the jobs typically available to Job Corps–eligible 
students had increased, drawing students out of school and into the labor market. So the earlier 
cohort of program students—those enrolling before Fall 2021—were affected by unusual forces 
that might have both elongated students’ length of stay and shortened it relative to what it 

12	 Employment and Training Administration, 2020a.

Exhibit 9. Percentage of Job Corps Scholars and Non–North Central Job Corps 
Students Retained Over Time in Months

SOURCE: These Kaplan-Meier survival rates are based on individual-level student data from Outreach and 
Admissions Student Input System, Center Information System, and Grantee Data Center. The data covers 
JCS students and non–North Central Job Corps students who enrolled between 8/1/2020 and 9/30/2023. 
N = 2,095 for JCS students, and N = 45,930 for non–North Central Job Corps students. 
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would have looked like in a more typical period. Accordingly, Exhibit 10 displays the average 
length of stay for the early cohort of students who enrolled before Fall 2021 (whose participa-
tion was most affected by the pandemic) and for the later cohort of students who enrolled in 
Fall 2021 or later. 

The exhibit shows that the time in Job Corps was longer for the early cohort than the later one. 
This is true for both the students in the pilot programs and other Job Corps students. Once the 
colleges and the economy opened back up, stays in the pilot programs were shorter than pre-
viously—6.9 months for IJC students and 7.7 months for JCS students. While students in both 
pilots still stayed longer than other Job Corps students, the later cohort of IJC students stayed 
only 6 percent longer, while JCS students stayed substantially longer than their later cohort 
reference group, 30 percent longer. Thus, if these programs were replicated in the future, one 
could expect average stays of about 7 months.

In summary, the students in both models stayed in the Job Corps program longer than other Job 
Corps students throughout the study period. The longer stays are consistent with the hypothesis 
that the more intensive supports that the programs provided their students helped them to stay 
longer than they would have in a standard Job Corps program. However, the differences in the 
students’ characteristics could also be responsible for these differences. More research needs 
to be done to know for sure how the intensive counseling and support affected participation. 
The final section of the chapter discusses the reasons students left the programs despite the 
support services they were provided.

Exhibit 10. Average Length of Stay for the Early and Later Cohorts

Idaho Job 
Corps

North Central 
Job Corps 

Job Corps 
Scholars

Non–North Central 
Job Corps

Full Sample 9.8*   8.1 8.6* 8.0

   Early Cohort 12.9* 10.5 9.9* 8.7

   Later Cohort 6.9   6.2 7.7* 5.5

NOTE: * indicates that the length of stay for the pilot students was not equal to that of its reference 
group at a p = < 0.05 level.

SOURCE: Authors used Outreach and Admissions Student Input System, Center Information System, 
and Grantee Data Center data. The data covers the 585 IJC students and the 1,815 North Central Job 
Corps students who enrolled between 10/1/2019 and 10/30/2022 and the 2,095 JCS students and 
the 45,930 non–North Central Job Corps students who enrolled between 8/1/2020 and 9/30/2023 
(sample sizes for North Central and non–North Central Job Corps exclude enrollees for whom length 
of stay could not be calculated due to missing or implausible arrival and separation dates). The early 
IJC cohort (enrolling before 10/1/2021) consists of 279 students; the later cohort consists of 306 
students. The early IJC reference group consists of 612 students; the later cohort consists of 1,203 
students. The early JCS cohort (enrolling before 10/1/2021) consists of 878 students; the later cohort 
consists of 1,217 students. The early JCS reference group consists of 5,010 students; the later JCS 
reference group consists of 40,920 students.
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REASONS FOR EARLY PROGRAM EXIT

Students in the programs left their training programs before they completed them for a wide 
range of reasons, as they do in other Job Corps centers. Approximately 40 percent of the stu-
dents in both models (37.8 percent in IJC and 40.7 percent in JCS) left their program before 
completing either a high school credential or their CTT classes. The last publicly available in-
formation on Job Corps completion rates (for program year 2019) showed that the overall rate 
was higher, 54.8 percent.13 

Discussions with program staff members and students suggested that the most common 
reason for exiting prior to completion was employment. 

As noted previously, many students had to work while participating in the pilots to pay for their 
living expenses because the programs, for the most part, did not provide room and board. Some 
of those students struggled to manage both program participation and work at the same time. 
Other students simply chose to take advantage of the pandemic-related surge in wage rates, 
as well as the attractive hiring bonuses employers were offering for workers in what was a very 
tight labor market. While conflicts with employment needs were cited as the most common 
reason to leave, this reason is unlikely to have contributed to the differential lengths of stay 
between the students in the pilot programs and other Job Corps students. 

However, disciplinary action—a factor that is important with early program exit in other 
Job Corps programs, especially in the first three months—was much less prevalent in JCS 
than in IJC or most Job Corps programs.14

Because most Job Corps programs operate out of a residential center, there are many behavioral 
rules. On the other hand, colleges put relatively few rules on the behavior of nonresidential 
students. Job Corps’ code of student conduct did not apply to the JCS students.15 Almost all the 
JCS programs (23 of 26) just adopted their college’s disciplinary rules. In the program survey, 
69.2 percent of the JCS programs responded that disciplinary issues “had not been a problem,” 
with an additional 23.1 percent noting that there were rarely disciplinary issues. Interviewed JCS 
students said the programs had only attendance rules, and there were no mentions of students 
being separated from the program due to behavior. 

On the other hand, Centennial and the three IJC satellites reported that disciplinary issues 
arose “on a monthly basis.” There could be several reasons for the difference. First, the IJC 
students were younger. The research team’s analysis of disciplinary actions in Job Corps found 

13	 Office of Job Corps, 2019.
14	 From analysis done by the evaluation team on separation reasons by month in Job Corps using the 43,189 
Job Corps students who interviewed with Job Corps after October 2016 and arrived at the center before January 
1, 2018, using Outreach and Admissions Student Input System and Center Information System data. Disciplinary 
separations are heavily weighted toward the first three months of participation.
15	 Office of Job Corps, 2020b, minute 37.
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that older students (20 years old or older) were much less likely to be disciplined.16 Second, the 
IJC Centennial Center, which had a residential component and more closely resembled other 
Job Corps programs, had a curfew and other residentially related rules, including Job Corps’ 
“zero tolerance” policies around violence or threats of violence. However, one IJC student, who 
had been in another Job Corps center, said the rules at their other center were stricter than at 
Centennial, so “students had more chances to mess up” at Centennial than at other Job Corps 
centers. All three IJC satellite sites were also asked to adopt disciplinary policies that differed 
from their colleges and were more aligned with the usual Job Corps policies. 

In summary, this chapter described how the intensive personal and career counseling that the 
pilot programs provided were highly valued by the students. This counseling, as well as the 
transportation, mental health, housing, and other supports provided, may have contributed to 
the program participants being able to obtain more months of education and training than other 
Job Corps students and complete the program at a higher rate. But the students still faced many 
structural barriers and challenges that prevented many from completing the program. The next 
chapter examines the employment and earnings of the program students and compares them 
to the outcomes of geographically similar students in Job Corps.

16	 From analysis done by the evaluation team on separation reasons by month in Job Corps using the 43,189 
Job Corps students who interviewed with Job Corps after October 2016 and arrived at the center before January 
1, 2018, using Outreach and Admissions Student Input System and Center Information System data. 
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5
Short-Term Labor Market Outcomes

This chapter presents several short-term outcomes for the pilot program students and exam-
ines how they changed over time. First presented are the placement outcomes, as recorded 

in the DOL’s Grantee Data Center system. Then the chapter presents employment and earnings 
outcomes, as measured in the NDNH system, over the six quarters after the enrollment quarter 
for the students in the IJC and JCS programs. While these outcomes describe the post-program 
situations of the students, they say nothing about the effects of the programs on their students. 
Many of the students would have been employed even without the programs. Some portion of the 
observed outcomes could be due to the program, but how much is unknown. Readers are urged 
to keep this caveat in mind.

PLACEMENT OUTCOMES

Three-quarters of the IJC students (75.1 percent) who qualified for placement services (those who 
participated in the program for at least three months or who earned a high school credential or 
completed their CTT classes) were placed in a qualifying placement, while 61.1 percent of those 
individuals in JCS were placed. Exhibit 11 shows the types of placements that were made in the 
two models. While a smaller percentage of those exiting JCS were placed, many more of their 
placements were into full-time jobs than was the case for those exiting IJC (36.9 percent versus 
22.5 percent, respectively). The average wage at placement was also higher for JCS students than 
IJC students, $17.10 versus $12.74. The percentage placed in a high school credential program was 
greater for those exiting IJC, while placements into postsecondary education or training were 
greater for those exiting JCS. 

The program operators tried to track the exiting students over time, recording how many were 
still employed at 6 and 12 months after leaving the programs, but they were only able to recontact 
a very small percentage. At 6 months, only 6.8 percent of those exiting JCS and 30.4 percent of 



those exiting IJC were found. Even fewer were found at 12 months. Thus, NDNH data is used to 
examine how employment outcomes changed over time. 

EMPLOYMENT OUTCOMES OVER TIME

The rest of the chapter presents how employment and earnings of the programs’ students 
changed over time. Earnings are inflation-adjusted to Quarter 4 2023 price levels using the 
Consumer Price Index for All Urban Consumers. To provide some context for the changes ob-
served among the students in both models, the outcomes for each “Job Corps reference group” 
are also presented. As before, the outcomes of the IJC students are benchmarked against those 
of Job Corps students in other North Central states, while the outcomes of the JCS students are 
benchmarked against those of Job Corps students in all other non–North Central states. 

The comparisons between the program students and other Job Corps students should be in-
terpreted with care. The differences are not necessarily due to the programs. There are many 
observed and unobserved differences between the students who applied to the pilot programs 
and other Job Corps programs, as well as differences in the labor markets the four groups of 
students faced. In particular, Exhibit 3 shows that JCS students were older and more likely to 

Exhibit 11. Percentage of Exiting Pilot Students Placed in Different 
Types of Placements, by Model

SOURCE: Authors used Outreach and Admissions Student Input System, Center 
Information System, and Grantee Data Center data. The data covers the 585 IJC 
students who enrolled between 10/1/2019 and 12/31/2022 and the 2,095 JCS 
students who enrolled between 8/1/2020 and 9/30/2023. 
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have a high school credential than either IJC students or Job Corps students in general. The 
NDNH data also shows that students enrolled in both pilots earned more money than did other 
Job Corps students even before enrolling in the programs. Thus, some of the differences in their 
subsequent earnings are likely to be related to the characteristics of the students themselves 
and their labor markets rather than the effects of the programs. However, this chapter shows 
that the students in both pilots were more likely to be employed and earned more than students 
in their reference groups throughout the six-quarter follow-up periods. 

Rates of Employment Over Time

Exhibit 12 shows the percentage of students in the two pilots and in the two reference groups 
who were employed in a particular quarter. Exhibit 13 shows the earnings the program students 
and other Job Corps students had by program quarter. Quarter 0, Q0, is defined as the calendar 
quarter in which the individual enrolled in Job Corps. Q(-1) is the quarter before that, while Q1 
is the first calendar quarter after a student enrolled. The individuals included in the exhibits are 
the students for whom earnings could be observed in their quarter of enrollment as well as for 
at least six quarters post-enrollment.1 

By six quarters after enrollment, the employment rates increased by 50.5 percent for the 
IJC students and 21.9 percent for the JCS students. 

Exhibit 12 shows that just under half the IJC students (47.1 percent) had been employed at 
least for some time during the quarter in which they enrolled. Six quarters later, 70.9 percent 
had jobs (a 50.5 percent increase), with employment rates jumping from 48.5 to 60.4 percent 
between Q1 and Q2, reaching 65.2 by Q3. Depending on when in Q0 they enrolled, this jump 
could happen approximately 6 to 12 months after they enrolled in Job Corps. No large jump 
was observed among the JCS students. Among the JCS students, 61.6 percent were employed 
at least for some time during the quarter in which they enrolled. Six quarters later, 75.1 percent 
were employed (a 21.9 percent increase). 

One difference in the pattern of employment between the pilot students and other Job Corps 
students is that, among other Job Corps students, employment rates decrease from their entry-
quarter levels as they move to their residential Job Corps centers. This dip in employment is 
not observed among the primarily nonresidential program students who needed to continue 
working to support themselves. Indeed, the challenge of juggling work (to pay for their room 

1	 Of the IJC students, 39 percent of them have the required 6 quarters of post-enrollment data; of the JCS 
students, 46 percent do. The research team examined the outcomes in both the six-quarter pilot samples 
and using data from all the students (where fewer and fewer students are included in the later quarters). The 
patterns in outcomes were the same. In both samples, both IJC and JCS students earned more than their peers. 
Thus, this chapter uses the sample where the students across time are constant. The team also compared the 
results of the early cohort (that is, those who enrolled before Fall 2021) and the later cohort. The patterns did 
not differ qualitatively between the two cohorts. 
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and board) and program requirements was a common theme in the interviews that researchers 
conducted with program staff and students. 

The employment growth experienced by the reference groups can put these program changes 
into perspective. However, the difference in pre-enrollment employment rates, Q(-1), between 
the program students and other Job Corps students (46.2 percent versus 40.9 percent for IJC 
and 61.1 percent versus 47.7 percent for JCS) shows that the program students are not com-
parable to these reference students in terms of employment, especially for the case of the JCS 
students. With that noted, the growth rates in employment from their entry quarter, Q0, to 
Q6 was smaller for both reference groups: 39.1 percent for the IJC reference group and 26.3 
percent for the JCS reference group. Thus, the IJC percentage change was larger than for other 
geographically similar Job Corps students, while the JCS percentage change was fairly similar 
to that of geographically similar Job Corps students. 

Exhibit 12. Percentage of Pilot Students and Other Job Corps Students  
Employed in a Quarter

NOTE: Q0 is the quarter the student enrolled in Job Corps.

SOURCE: National Directory of New Hires (NDNH) (July 2020–May 2023), Outreach and Admissions 
Student Input System, Center Information System, and Grantee Data Center data. To maintain 
a consistent sample across quarters, only students with at least 6 quarters of NDNH data after 
their enrollment quarter are included. IJC students and North Central Job Corps students en-
rolled on 7/1/2020 or later. JCS students and non–North Central Job Corps students enrolled 
on 8/1/2020 or later. The sizes of the samples are: IJC = 227, North Central Job Corps students 
= 298, JCS = 963, and non–North Central Job Corps students = 9,074.
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Earnings Outcomes Over Time

Exhibit 13 shows the quarterly earnings the students had over time. The earnings of the IJC 
students grew from $1,163 to $3,395 by quarter 6, a 182.4 percent increase, while the earnings 
of the JCS students more than doubled, growing from $2,563 to $5,347. To put these increases 
into context, during those same quarters, the earnings of students in the IJC reference group, 
North Central Job Corps students, grew by 118.9 percent, while the earnings of students in the 
JCS reference group, non–North Central Job Corps students, grew by 92.2 percent. Note that, 
while the quarter before enrolling, the IJC students’ earnings of $1,163 were statistically equiva-
lent to those of the other geographically similar Job Corps students ($1,329), the JCS students’ 
earnings of $2,563 were significantly more than what was seen in their reference group ($1,482). 

As noted earlier, comparisons of the outcomes between the pilot students and those in their 
Job Corps reference groups are problematic because the groups inhabit different labor markets 
and have different observable and unobservable characteristics. Some part of the differences in 
earnings growth between the JCS and IJC students and other Job Corps students is undoubtedly 

Exhibit 13. Quarterly Earnings of Pilot Students and Other Job Corps Students

NOTE: Q0 is the quarter the student enrolled in Job Corps.

SOURCE: National Directory of New Hires (NDNH) (July 2020–May 2023), Outreach and Admissions 
Student Input System, Center Information System, and Grantee Data Center data. To maintain a 
consistent sample across quarters, only students with at least 6 quarters of NDNH data after their 
enrollment quarter are included. IJC students and North Central Job Corps students enrolled on 
7/1/2020 or later. JCS students and non–North Central Job Corps students enrolled on 8/1/2020 or 
later. Earnings are inflation-adjusted to Quarter 4 2023 using the Consumer Price Index for all Urban 
Consumers. One apparently errant observation was deleted from the dataset; this mid-follow-up 
observation was more than 5 times larger than the observation before and after that quarter. The 
sizes of the samples are IJC = 227, North Central Job Corps students = 298, JCS = 963, and non–
North Central Job Corps students = 9,074.
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due to these differences. Thus, the research team repeated the exercise controlling statistically, 
using regression analysis, for several baseline characteristics: the amount the individual earned 
in the quarter before they enrolled, Q(-1), the individual’s age at enrollment, and their baseline 
high school credential status, gender, and minority status, as well as whether the student was 
homeless, from the foster care system, or had a disclosed disability. The regressions were run 
separately for (1) IJC and the North Central Job Corps students, and (2) JCS and the non–North 
Central Job Corps students. When these observable characteristics were controlled, IJC students’ 
quarterly earnings went from being $102.94 more than other North Central Job Corps students 
in the enrollment quarter to $761.84 more six quarters later. For the JCS students, when observ-
able differences were controlled, the difference in quarterly earnings with their reference group 
went from $194.27 in the enrollment quarter to $2,006.31 in Quarter 6. Even though observable 
differences were controlled in this exercise, the labor markets the students work in and the stu-
dents’ unobservable characteristics still differ, thus the extent to which the differences between 
the program students and other Job Corps students is due to the program is unknown.2 

Earnings Outcomes By High School Credential Status

Because the earnings of individuals with and without a high school credential differ and the 
pilot students were more likely to have this credential, the research team disaggregated the 
samples by whether the student had a high school credential upon entry. Exhibit 14 shows the 
quarterly earnings over time separately for the IJC students who entered the program with and 
without a high school credential.

The earnings of IJC students who entered the program with a high school credential increased 
more than those of other geographically and educationally similar Job Corps students. By 
six quarters after the enrollment quarter, the earnings of IJC students who entered the 
program with a high school credential increased by 218.5 percent, while the earnings of 
other similarly educated Job Corps students increased by 106.5 percent, despite having 
similar pre-enrollment and enrollment quarter earnings (p = .51 and p = .63, respectively). 

The earnings of IJC students who entered the program without a high school credential 
increased by 160.2 percent, while the earnings of other similarly educated Job Corps stu-
dents increased by 125.4 percent over the same period. However, by Quarter 6, IJC students 
entering without a high school credential earned not much more than other similar Job 
Corps students, $3,019 versus $2,894 (p = 0.84).3 

2	 Earnings in each of the study quarters, Q0 to Q6, were analyzed separately using two simple OLS (Ordinary 
Least Squares) regressions: one on the earnings of that quarter for the sample of IJS and North Central Job 
Corps students and one on the earnings of that quarter for the sample of JCS and non–North Central students. 
Each regression included a dummy variable for being an IJS student or a JCS student or a regular Job Corps 
student from a North Central state or a regular Job Corps student from a non–North Central Job Corps state, 
as well as dummy variables for the individual’s age, whether they had a high school diploma or credential when 
they enrolled, and their earnings in Q(-1). 
3	 The pre-enrollment earnings of IJC students entering without a high school credential ($1,444) were also 
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Chapter 3 noted that 60.8 percent of IJC students who started the program enrolling in post-
secondary classes, as opposed to secondary education classes, earned an associate’s degree, 
while most of the students that started in secondary education classes earned only a high school 
credential while they were in the program. Indeed, IJS students with a high school credential 
when they entered the program saw a near tripling of their quarterly earnings—from $1,279 in 
Q0 to $4,073 in Q6—while other similarly educated Job Corps students experienced a doubling 
of their earnings (from $1,227 to $2,535) despite their pre-enrollment and enrollment quarter 
earnings being statistically similar (p = .76 and p = .88). The difference in earnings is consistent 
with the associate’s degree being valuable in the labor market. 

statistically the same as their reference group’s ($1,568). 

Exhibit 14. Quarterly Earnings for IJC Students With and Without a High School 
(HS) Credential at Enrollment Compared to Other Job Corps Students

NOTE: Q0 is the quarter the student enrolled in Job Corps.

SOURCE: National Directory of New Hires (NDNH) (July 2020–May 2023), Outreach and Admissions 
Student Input System, Center Information System, and Grantee Data Center data. To maintain a 
consistent sample across quarters, only students with at least 6 quarters of NDNH data after their 
enrollment quarter are kept. IJC students and North Central Job Corps students enrolled on 10/1/2019–
12/31/2022. Earnings are inflation-adjusted to Quarter 4 2023 using the Consumer Price Index for all 
Urban Consumers. One apparently errant observation was deleted from the dataset; this mid-follow-up 
observation was more than 5 times larger than the observation before and after that quarter. The size 
of these samples are IJC with a High School Credential (HS)=82, IJC without HS=146, North Central Job 
Corps students with HS=105, and North Central Job Corps students without HS=193.
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In JCS, the earnings of students who entered the program both with or without a high 
school credential increased more than other Job Corps students over the first six quarters. 
The earnings of JCS students entering without a high school credential grew 128 percent, 
while their reference group’s earnings grew 117.7 percent. The earnings of JCS students 
entering with a high school credential grew 110.4 percent, while their reference group’s 
earnings grew 72.7 percent.4

Exhibit 15 shows the quarterly earnings over time of the JCS students who entered the program 
with and without a high school credential. The earnings outcomes of the two groups of students 
are very similar. Chapter 3 noted that 82 percent of the JCS students who started in either sec-
ondary or postsecondary education classes earned college credits or a postsecondary certificate 
less than an associate’s degree. Few (2.9 percent) earned associate’s degrees. The similarity of 
the two groups’ earnings is consistent with the similarities of these in-program achievements.

In summary, the pilot students’ earnings grew substantially over the first year and a half after 
they enrolled in the programs, at least doubling their earnings. For IJC students entering with a 
high school credential, earnings were tripled. Other Job Corps students also saw a doubling of 
their earnings over that period, but the growth of the pilot students’ earnings was always greater 
than that of other Job Corps students. It is impossible to know, without a true impact study, 
how much of the greater earnings growth was due to the programs because the characteristics 
of the pilot students and those in the reference groups differed in important ways. However, 
unlike the JCS students, when the IJC students and those in their reference group are split by 
whether the student has a high school credential when they enrolled, the IJS students and those 
in the education-similar reference group with and without a high school credential had similar 
earnings both in the quarter before and in the quarter of their enrollment. By Quarter 6, the IJC 
students with a high school credential upon entry earned significantly more ($4,073 compared 
to $2,535 for other Job Corps students). IJC students without a high school credential upon 
entry, who for the most part left with no more than a high school equivalency credential, had 
similar earnings to those in standard Job Corps programs by Quarter 6 ($3,019 versus $2,894). 
JCS students both with and without high school credentials at enrollment earned significantly 
more than those in their reference groups, too, but did so even before the program.

Given this study is not an impact study with a valid comparison group, readers need to keep in 
mind that the degree to which the programs contributed to any of the pilot students’ higher 
earnings is still unknown. As this report has repeatedly cautioned, the pilot students were dif-
ferent from other Job Corps students in many ways. Importantly, they earned more than those 
in their reference groups even before entering Job Corps. However, the pattern of short-term 
outcomes suggests that both models could be promising avenues for further exploration and 
more rigorous evaluation.

4	 The p values for the tests comparing the Q6 earnings of each group with their reference group were 
both smaller than 0.001. Indeed, there was no statistical difference (p = .59) between the Q6 earnings for JCS 
students who entered with ($5,390) or without ($5,135) a high school credential. 
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Exhibit 15. Quarterly Earnings for JCS Students With and Without a High School (HS) 
Credential at Enrollment Compared to Other Job Corps Students

NOTE: Q0 is the quarter the student enrolled in Job Corps.

SOURCE: National Directory of New Hires (NDNH) (July 2020–May 2023), Outreach and Admissions Student 
Input System, Center Information System, and Grantee Data Center data. To maintain a consistent sample 
across quarters, only students with at least 6 quarters of NDNH data after their enrollment quarter are kept. 
JCS students and non–North Central Job Corps students enrolled on 8/1/2020–9/30/2023. Earnings are 
inflation-adjusted to Quarter 4 2023 using the Consumer Price Index for all Urban Consumers. The sizes of 
these samples are JCS without HS=163, JCS with HS=800, non–North Central Job Corps students without 
HS=5,255, and non–North Central Job Corps students with HS=3,819.
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6
Key Lessons Learned and Implications

As part of Job Corps’ evidence-based, continuous improvement process, between 2019 and 
2024, the DOL funded pilot programs and an evaluation to explore the viability of two, hope-

fully less costly, nonresidential college-focused model variants. IJC explored how well a state could 
serve its young people with Job Corps services if it paired the resources of its one Job Corps center 
with its community colleges. It offered housing to only a small fraction of its students at the Job 
Corps center, while the education and training services were mostly provided by a local college. 
Three completely nonresidential satellites of the program were operated out of a geographically 
diverse set of community colleges. JCS explored how well a college could serve young people if 
it provided Job Corps CTT classes (but not high school equivalency classes). The college was al-
lowed to add their own admission criteria to the basic Job Corps criteria. Over 60 percent (61.5 
percent) required a high school credential. The DOL capped JCS training at 12 months. Combined, 
the two pilots provide the field with 30 geographically diverse examples of Job Corps programs 
that partnered closely with or were run by colleges. Their experiences illustrate how these types of 
college-focused models might operate in the future—who might enroll in them, what challenges 
they might have, and what outcomes future students might experience. IJC also provides insights 
on how a state (or Job Corps itself) could enlarge Job Corps’ footprint by combining center-based 
programs with college-based programs.

This report suggests that colleges can successfully implement Job Corps programs, with many of 
the students earning valuable credentials and experiencing strong labor market outcomes. However, 
a rigorous impact study is needed to determine if the programs are truly impactful or if they just 
attract students who would have achieved better outcomes than average Job Corps students. A 
brief summary of the findings follows. 

It seems that when a nonresidential college-focused Job Corps program emphasizes that 
the program enables students to “attend college,” it attracts and enrolls more of the Job 
Corps–eligible population that has already finished high school than standard Job Corps 
programs do. By contrast, a nonresidential college-focused program that offers HSE classes 



and portrays itself as a standard Job Corps program appears to attract students who are 
like other Job Corps students. 

While both models were primarily nonresidential college-focused Job Corps programs, they 
attracted and served different populations. Who they attracted appears to depend on how 
they advertised and recruited and whether they provided HSE classes, as well as their program 
requirements. IJC programs advertised themselves as Idaho’s Job Corps program, offering HSE 
and training and using existing Job Corps recruiting materials. They attracted a population of 
students who were quite similar to those at nearby Job Corps centers. JCS programs, on the 
other hand, did not offer HSE classes and emphasized how the programs could help students 
“attend college” and earn an occupational credential, as well as possibly earn college credits. 
This approach attracted a student body that was older and more likely to have finished high 
school than those at standard centers. Given that many of the colleges required a high school 
credential, these differences are not surprising. But even those programs that did not require a 
high school credential attracted many who had completed high school. This suggests that the 
JCS program model may have attracted more educated students. Having these two types of Job 
Corps program “flavors” (IJC-like programs and JCS-like programs) available in the system could 
enable Job Corps to reach a broader segment of its target population. While this is an emerging 
pattern, more research should be done to determine if this hypothesis is true. 

The programs were able to offer students more CTT tracks from which to choose than 
what is typically available at other Job Corps centers. 

While the evaluation did not collect data on the tracks that students enrolled in, in interviews, 
staff members explicitly noted that being able to enroll Job Corps students in CTT classes that 
included college students enabled the program to offer their students a wider range of the 
classes than if the classes had had to be filled with Job Corps students only (as is the case in 
other Job Corps centers). 

Many program students earned college credits while in the program. 

All the IJC programs and almost all the JCS programs offered both credit and noncredit train-
ing classes. Noncredit classes enabled students who did not want to meet a college’s academic 
prerequisites to earn a credential, while credit classes enabled students to both earn a certificate 
and accumulate college credits. The implementation study did not collect student-level college 
records; thus, how the structure of the program affected the number of college credits the stu-
dents earned cannot be estimated. However, interviews with both staff members and students 
noted that many of the JCS and some of the IJC students did earn college credits. Students noted 
that successfully completing these college courses let them see that college was possible for 
them. In the IJC program, where students could take up to two years of college training courses, 
among the third (32.1 percent) of the students who started immediately in credit-bearing train-
ing classes, 60.9 percent were able to earn an associate’s degree. Only 8.3 percent of the JCS 
students who enrolled immediately in credit-bearing training earned an associate’s degree. One 
wonders how many JCS students could have earned an associate’s degree had the program paid 
for two years of training, as IJC did.
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The personal and career counselors were critical for providing support to many of the 
students. 

The personal and career counselors did much more than simply connect students to services. 
The amount of assistance they provided students on common challenges, such as mental health 
issues, transportation challenges, and work-school balance problems, was critical to the students’ 
success, according to the students. They spoke of how these counselors helped them solve a 
wide range of problems and provided them with encouragement to overcome the many barriers 
they had to navigate. Real-time attendance monitoring by the counselors was key to detecting 
these problems early. 

The programs gave Job Corps students access to other resources through a college without 
Job Corps having to hire staff to provide them. 

On average, the nonresidential IJC satellites operated with 5 Job Corps staff, while JCS programs 
operated with 4.8, far fewer than in residential Job Corps centers. Almost all the education and 
training services were provided by college-employed instructors. While this study cannot quantify 
how many students accessed college-provided non-teaching resources and support services, 
staff members and students alike mentioned that at least some of the program students did 
make use of college-provided services. For example, staff members mentioned that students 
were referred to the college’s career services, tutoring services, student clubs, and recreational 
facilities. 

Students mentioned that being treated as part of the campus community made them feel 
like they belonged. 

Once on campus, many of the program students (especially those enrolled in credit-bearing 
courses) had access to general college services, such as tutoring, career services, physical and 
mental health services, second-language support, and so forth. Interviewed students noted 
that having access to these services both enriched their time in Job Corps and made them feel 
more a part of the college. 

Both IJC and JCS students completed the program at higher rates and received more 
months of education and training than other Job Corps students. 

Compared to a 45.2 percent completion rate for Job Corps students in 2019, 62.2 percent of 
IJC and 59.0 percent of JCS students graduated their program. The median length of stay in IJC 
was 8.1 months, compared to 5.8 months for those in their Job Corps reference group—a 39.7 
percent increase in the average amount of education and training received. The median length 
of stay in JCS was 23.7 percent longer for JCS students than those in their Job Corps reference 
group, 7.3 months versus 5.9 months. 

Over the six quarters after the enrollment quarter, the earnings of both sets of pilot students 
grew substantially—increasing more than two and a half times for IJC students and more than 
doubling for JCS students. By Quarter 6, JCS students who entered the program with or without 
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a high school credential, as well as IJC students who entered the program with a high school 
credential, all earned more than students in their Job Corps reference groups. The earnings 
of IJC students who entered without a high school credential were the same as those in their 
reference group by Quarter 6.

While these earnings outcomes are consistent with the hypothesis that the programs may have 
helped students who, through Job Corps, enrolled in “some college” (as job applications often 
state) more than the usual Job Corps program would have, it is unclear how much of the earn-
ings growth was due to the program versus other factors. For example, students in both models 
earned more than the reference Job Corps students even before the program (except for IJC 
students entering without a high school credential), and the JCS students are on average older. 
Only a more rigorous evaluation of these college-focused Job Corps pilots can determine how 
impactful the programs are. However, the results of this study are encouraging with respect to 
the potential of adding nonresidential college-focused variants to the Job Corps system.

LIMITATIONS OF THE STUDY

The study has three major limitations. First, the COVID-19 pandemic greatly affected how the 
program could recruit and deliver its services for many months. IJC staff members, for example, 
strongly felt the pandemic was the main reason why that program was unable to recruit its tar-
geted number of enrollees (585 versus the expected 750). The programs had to deal with the 
implications of lockdowns and implement remote instruction with little or no preparation. The 
pandemic also affected the students’ physical and mental health, as well as the labor market 
they faced. Finally, the expanding labor market of 2021 gave individuals, at least in the short 
run, other options than participating in Job Corps. What the implementation would have looked 
like in a more stable environment with more time to mature and refine the models is unknown. 
Thus, readers should view the implementation results of the study as suggestive. 

Second, the study was designed to examine student outcomes, not to estimate the programs’ 
impacts on outcomes. The two reference groups—North Central Job Corps students and non–
North Central Job Corps students—were intended merely to provide some context for the 
magnitude of the outcome changes that were observed for the pilot students. The differences 
between a pilot’s outcomes and those of its reference group were affected not only by the dif-
ferent programs the students experienced but also the differences in the students’ characteristics 
and motivations, as well as differences in their labor markets. 

Third, a formal cost analysis was not conducted. While the per-enrollee costs of the pilots are 
quite likely to be less than that of Job Corps’ primarily residential program given the $13,500 to 
$15,000 per-enrollee grant, the actual cost is not known. Thus, it is unclear how many residential 
slots Job Corps would need to cut at a center to be able to afford, in a cost-neutral manner, to 
operate more geographically dispersed nonresidential college-based programs. The next study 
of these nonresidential college-focused programs should conduct such a cost analysis.
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POSSIBLE PROGRAM REFINEMENTS

The experiences of the programs suggest three areas for refinement that Job Corps may want to 
consider if it continues to investigate nonresidential college-focused model variants: supports to 
further enhance persistence, the approach to counseling, and access to college support services.

According to staff members and students, attendance and persistence in the programs appear 
to have been more of a challenge than expected. Work-school challenges are typical for com-
munity college students, but they may be more problematic for Job Corps students as they typi-
cally have fewer resources and may face more structural barriers. For example, transportation 
assistance was highly valued and used by the pilot students but also was not always enough to 
prevent chronic absenteeism. The high level of support personal and career counselors were 
able to provide students because of the manageable caseloads they had (20 or 25 students per 
counselor) was also highly valued by students. While work-school balance issues may be inherent 
to nonresidential college-focused programs, perhaps more thinking could occur around what 
else can be done to support the students or expand residential services. 

One advantage of college-based programs seems to be that if Job Corps students are given full 
access to services available to the overall student body, they potentially can access a broader set 
of services and supports than are typically available at a Job Corps center. However, the degree 
to which the pilot students were able to access the full range of college services depended in 
some colleges on whether the program was based out of the academic or the career side of the 
college. Perhaps Job Corps should consider asking its colleges to make these services available 
to its students no matter where in the college the program is housed or only partnering with 
colleges that can otherwise ensure Job Corps students have full access to their support and 
recreational services. 

How counseling is structured in these types of college-focused programs should also be ex-
amined. While many students formed strong relationships with their personal and career coun-
selors, staff members and students noted that the bonds did not transfer to the employment 
counselors. Some colleges wanted to combine these tasks in one person. This variant could be 
explored in the future. However, if these two very different jobs were combined, the training for 
these personal and employment counselors would have to cover both.1 Perhaps the personal 
counselors could continue to interact with the student but work closely with the employment 
staff, who would develop job placement opportunities and talk to employers. 

1	 While combining the roles could work, Grossman et al. (2023) found another challenge. When staff are 
charged with providing both personal and employment assistance, the personal assistance demands often 
grow to take up almost all the counselors’ time. 
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LESSONS ABOUT STATE-OPERATED JOB CORPS 
PROGRAMS

The IJC programs showed how a state could both capitalize on its existing Job Corps center 
and serve a more geographically diverse set of students by establishing additional programs in 
colleges across the state. Idaho took over the operations of its one residential Job Corps center 
but also expanded the program’s reach by opening fully nonresidential satellite programs in 
three of the state’s community colleges. Procedures were developed at the state level. Several 
key Centennial staff members were in charge of monitoring all three of the satellites’ opera-
tions. Because the state designed (and then monitored) the program, the four IJC programs 
implemented the program along similar lines. In particular, unlike for JCS, where each college 
created its own policies and rules, the policies and rules in the three satellites were fairly similar. 
These college-based programs also offered high school equivalency classes. The IJC program 
was designed to attract and serve students who were quite similar to the Job Corps students in 
nearby states. Thus, it appears that this state-managed set of Job Corps programs served stu-
dents at least as well as other nearby centers. Job Corps could work with other states to expand 
this type of program and management structure, studying the program’s impact. 

IMPLICATIONS FOR FUTURE NONRESIDENTIAL 
COLLEGE-FOCUSED PROGRAMS

The study suggests that if Job Corps added some nonresidential college-focused and/or college-
based programs to its assortment of offerings, it may be able to broaden Job Corps’ attractive-
ness to different segments of its eligible population. First, nonresidential programming can serve 
young people with family responsibilities, such as women with children. The broader range of 
training options colleges can offer also makes a college-focused Job Corps program appeal to 
individuals with a wider set of occupational interests. Finally, earlier research showed that the 
ability to earn college credits attracts more academically prepared Job Corps–eligible students 
than traditional centers do.2

College-focused programs seem to set a student on a pathway to a degree, enabling them to try 
college and earn at least some college credits, with some extra support available to them if they 
need it. Other Job Corps centers that do not partner with a college cannot do this. In addition, 
college campuses offer many opportunities and supports not offered to the same extent in other 
centers, such as a wider range of training options, tutoring, career services, second-language 
support, parenting support, extracurricular activities, and so forth, that could further enrich Job 
Corps students’ experience in these college-focused programs and even provide them with extra 
support should they avail themselves of the opportunities. 

2	 Klerman et. al, 2021.

56 | Nonresidential College-Focused Job Corps



Just being on a college campus can be a transformative experience for some students who may 
have never seen themselves as “college material.” With the intensive level of support these 
college-focused Job Corps pilots provided, many students were able to experience success 
in college courses and see that a college education could be a real possibility for them. More 
research and longer follow-up periods are needed to see how many of the pilot students end 
up returning to college, getting other certificates or degrees, and what the impacts on earnings 
are over both the short and the long term.

All in all, this implementation and outcomes study suggests that nonresidential college-focused 
Job Corps models are both feasible to implement and promising. They can be operated suc-
cessfully by the colleges themselves or by a state. Depending on how they recruit, they may be 
able to broaden Job Corps’ appeal to its target population, but the IJC pilot showed that they 
can also serve more geographically dispersed traditional Job Corps students at least as well as 
center-based programs. Expanding these models and conducting an impact study to ensure 
that they are cost-effective would be a well-warranted next step.

Nonresidential College-Focused Job Corps | 57





REFERENCES
Bamer, Erin. 2019. “Idaho JOBCorps Program, Now Under State Control, Prepares for First 

Students.” Idaho Press. Nampa, ID. October 8, 2019.

Beer, Allison. 2018. “Diversity of Community College Students in 7 Charts.” Washington, DC: 
Association of Community College Trustees. Website: https://perspectives.acct.org/stories/
diversity-of-community-college-students-in-7-charts.

Berk, Jillian, Linda Rosenberg, Lindsay Cattell, Johanna Lacoe, Lindsay Fox, Myley Dang, and 
Elizabeth Brown. 2018. The External Review of Job Corps: An Evidence Scan Report. Princeton, 
NJ: Mathematica Policy Research.

Edgerton, Adam K. 2022. Job Corps: A Primer. R47208. Washington, DC: Congressional Research 
Service. Website: https://crsreports.congress.gov/product/pdf/R/R47208.

Edwards, Roxanna, Lawrence S. Essien, and Michael Daniel Levinstein. 2022. “U.S. Labor Market 
Shows Improvement in 2021, but the COVID-19 Pandemic Continues to Weigh on the 
Economy.” Monthly Labor Review. 

Employment and Training Administration. 2019. Idaho Job Corps, Grant and Cooperative Agreement 
MI-00001-JC-19. Washington, DC: U.S. Department of Labor.

Employment and Training Administration. 2020a. Notice of Availability of Funds and Funding 
Opportunity Announcement for Job Corps Scholars Program. Washington, DC: U.S. Department 
of Labor. Website: https://www.dol.gov/sites/dolgov/files/ETA/jobcorps/pdfs/Funding%20
Opportunity%20Announcement.pdf.

Employment and Training Administration. 2020b. U.S. Department of Labor Awards Nearly $24 
Million in Grants for Job Corps Scholars Program for At-Risk Youth. 20-1114-NAT, May 28. 
Washington, DC: U.S. Department of Labor.

Frey, William H. 2021. Mapping America’s Diversity with the 2020 Census. Washington, DC: 
Brookings Institute.  https://www.brookings.edu/articles/mapping-americas-diversity-with-
the-2020-census.

Fuller, Joseph B., and William R. Kerr. 2022. “The Great Resignation Didn’t Start with the Pandemic.” 
Harvard Business Review. Website: https://hbr.org/2022/03/the-great-resignation-didnt-start-
with-the-pandemic.

Grossman, Jean, Hannah Betesh, Blake Dohrn, Daniel Litwok, and Jacob Klerman. 2024. Proposed 
Research and Evaluation Framework for the Job Corps Program. New York, NY: MDRC.

Grossman, Jean, Keith Olejniczak, and Jacob A. Klerman. 2021. Working Together: A First Look 
at Lessons from the Cascades College and Career Academy and Other Job Corps Partnerships 
with Community and Technical Colleges. An Implementation Brief from the Cascades Job Corps 
College and Career Academy Pilot Evaluation. Washington, DC: U.S. Department of Labor, Chief 
Evaluation Office.

Grossman, Jean, Victoria Quiroz Becerra, Betsy Tessler, and Gilda Azurdia. 2023. Changing 
Workforce Development Systems to Better Serve Young Adults and Advance Equity: The First Five 
Years of Generation Work. New York, NY: MDRC.

Nonresidential College-Focused Job Corps | 59

https://perspectives.acct.org/stories/diversity-of-community-college-students-in-7-charts
https://perspectives.acct.org/stories/diversity-of-community-college-students-in-7-charts
https://crsreports.congress.gov/product/pdf/R/R47208
https://www.dol.gov/sites/dolgov/files/ETA/jobcorps/pdfs/Funding Opportunity Announcement.pdf
https://www.dol.gov/sites/dolgov/files/ETA/jobcorps/pdfs/Funding Opportunity Announcement.pdf
https://www.brookings.edu/articles/mapping-americas-diversity-with-the-2020-census/
https://www.brookings.edu/articles/mapping-americas-diversity-with-the-2020-census/
https://hbr.org/2022/03/the-great-resignation-didnt-start-with-the-pandemic
https://hbr.org/2022/03/the-great-resignation-didnt-start-with-the-pandemic


Johnson, Terry, Mark Gritz, Russell Jackson, John Burghardt, Carol Boussy, Jan Leonard, and 
Carlyn Orians. 1999. National Job Corps Study: Report on the Process Analysis. Princeton, NJ: 
Mathematica Policy Research.

Kaplan, E. L., and Paul Meier. 1958. “Nonparametric Estimation from Incomplete Observations.” 
Journal of the American Statistical Association, 53 (282).

Klerman, Jacob A., Jean Grossman, Correne Saunders, Keith Olejniczak, Jane Herr, Affiong Ibok, 
and Tanya de Sousa. 2021. Evaluation of the Cascades Job Corps College and Career Academy 
(CCCA) Pilot: Final Report. Rockville, MD: Abt Associates.

Office of Job Corps. 2019. Job Corps Program Year (PY) 2019 Annual Performance Report. 
Washington, DC: U.S. Department of Labor.

Office of Job Corps. 2020a. “Job Corps Center Resumption of Physical Center Operations Checklist 
for COVID-19,” Job Corps Program, Instruction Notice 20-08. Washington, DC: U.S. Department 
of Labor. Website: https://supportservices.jobcorps.gov/Program%20Instruction%20Notices/
pi_20_08a.pdf.

Office of Job Corps. 2020b. “Job Corps Scholars: Eligibility Requirements.” Webinar from ETA, 
Office of Job Corps. Washington, DC: U.S. Department of Labor. Website: https://www.dol.gov/
sites/dolgov/files/ETA/jobcorps/JC%20Scholars/Job%20Corps%20Scholars%20Eligibility%20
Guide-20201123%201959-1.mp4.

Office of Job Corps. 2024a. “Job Corps Scholars Program.” Washington, DC: U.S. Department of 
Labor. Website: https://www.dol.gov/agencies/eta/jobcorps/job-corps-scholars.

Office of Job Corps. 2024b. Policy and Requirements Handbook. Washington, DC: U.S. Department 
of Labor. Website: https://prh.jobcorps.gov/Entire%20PRH%20PDF/PRH%20(Chapters%20
1-6)%20-%2008.20.24.pdf.

Schochet, Peter Z., John Burghardt, and Steven Glazerman. 2001. National Job Corps Study: The 
Impacts of Job Corps on Participants’ Employment and Related Outcomes [and] Methodological 
Appendixes on the Impact Analysis. Princeton, NJ: Mathematica Policy Research.

Schochet, Peter Z., John Burghardt, and Sheena McConnell. 2008. “Does Job Corps Work? Impact 
Findings from the National Job Corps Study.” American Economic Review 98, 5. 

U.S. Department of Labor. 2019. Job Corps Centers Proposed for Consolidation and Deactivation of 
Non-Operational Job Corps Centers: Comments Requested. 84 FR 16. Website: https://www.
federalregister.gov/d/2018-28357.

U.S. Department of Labor. 2024. The Code of Federal Regulations, Title 20, Chapter V, Part 686.120. 
Washington, DC. Website: https://www.ecfr.gov/current/title-20/chapter-V/part-686?toc=1.

REFERENCES (CONTINUED)

60 | Nonresidential College-Focused Job Corps

https://supportservices.jobcorps.gov/Program Instruction Notices/pi_20_08a.pdf
https://supportservices.jobcorps.gov/Program Instruction Notices/pi_20_08a.pdf
https://www.dol.gov/sites/dolgov/files/ETA/jobcorps/JC Scholars/Job Corps Scholars Eligibility Guide-20201123 1959-1.mp4
https://www.dol.gov/sites/dolgov/files/ETA/jobcorps/JC Scholars/Job Corps Scholars Eligibility Guide-20201123 1959-1.mp4
https://www.dol.gov/sites/dolgov/files/ETA/jobcorps/JC Scholars/Job Corps Scholars Eligibility Guide-20201123 1959-1.mp4
https://www.dol.gov/agencies/eta/jobcorps/job-corps-scholars
https://prh.jobcorps.gov/Entire PRH PDF/PRH (Chapters 1-6) - 08.20.24.pdf
https://prh.jobcorps.gov/Entire PRH PDF/PRH (Chapters 1-6) - 08.20.24.pdf
https://www.federalregister.gov/d/2018-28357
https://www.federalregister.gov/d/2018-28357
https://www.ecfr.gov/current/title-20/chapter-V/part-686?toc=1


ABOUT MDRC

MDRC, a nonprofit, nonpartisan social and education policy re-
search organization, is committed to finding solutions to some 
of the most difficult problems facing the nation. We aim to re-
duce poverty and bolster economic mobility; improve early child 
development, public education, and pathways from high school 
to college completion and careers; and reduce inequities in the 
criminal justice system. Our partners include public agencies and 
school systems, nonprofit and community-based organizations, 
private philanthropies, and others who are creating opportunity 
for individuals, families, and communities.

Founded in 1974, MDRC builds and applies evidence about 
changes in policy and practice that can improve the well-be-
ing of people who are economically disadvantaged. In service 
of this goal, we work alongside our programmatic partners and 
the people they serve to identify and design more effective and 
equitable approaches. We work with them to strengthen the im-
pact of those approaches. And we work with them to evaluate 
policies or practices using the highest research standards. Our 
staff members have an unusual combination of research and 
organizational experience, with expertise in the latest qualita-
tive and quantitative research methods, data science, behavioral 
science, culturally responsive practices, and collaborative design 
and program improvement processes. To disseminate what we 
learn, we actively engage with policymakers, practitioners, public 
and private funders, and others to apply the best evidence avail-
able to the decisions they are making.

MDRC works in almost every state and all the nation’s largest 
cities, with offices in New York City; Oakland, California; Wash-
ington, DC; and Los Angeles.
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