2003 INNOVATIONS AWARDS PROGRAM

Application Form

ID #: _______________

Category: ___________

State: _Pennsylvania___

1. Program Name

CWIA New Hire Data Mart

2. Administering agency

Center for Workforce Information and Analysis

3. Contact Person (Name and Title)

Deep Gupta, Division Chief, Statistical Program Div.

4. Address

220 Labor and Industry Building

7th and Forster Streets

Harrisburg, PA  17121

5. Telephone Number

717-787-6507

6. Fax Number

717-772-2168

7. E-mail address

dgupta@state.pa.us

8. Please provide a two sentence description of the program.

The primary purpose of this program is to provide functional access to the Center’s employment data and to increase the effectiveness of New Hire reporting in Pennsylvania.  To accomplish this goal, several data sources are extracted, transformed and loaded into the Center’s centralized data mart.

9. How long has this program been operational (month and year)

October 2002

10. Why was the program created? (What problem(s) or issue(s) was it designed to address?)

The national New Hire laws require employers to report newly hired individuals to the state within 20 days of their hire date.  The goal of these reports is to identify non-custodial parents who owe child support.  Although compliance is mandatory, many employers do not participate in this program.  

The primary reason the New Hire Data Mart (NHDM) was created was to improve employer reporting compliance with this program.  By loading information from the wage records and other data sources, the data mart identifies individuals who appear to be new to an employer.  These suspected new hires are then compared to the individuals reported to the New Hire program to verify employer compliance with the New Hire legislation.  

Although this program was created to enhance new hire reporting compliance, many additional issues have now been addressed due to the required processes.  The other issues that have been improved are as follows:

a. Employer predecessor identification
In the state Unemployment Insurance (UI) system, employers often are given new state identification numbers for non-economic reasons.  When this happens, a link is not always made from the old employer identifier to the new one.  This can cause the number of employer beginnings and endings to appear inflated.  As part of the new hire identification, the data mart processes all employees to identify relationships between employers in subsequent quarters.  This data can then be used to create “same employer” relationships to minimize inaccurate reporting of business births and deaths.

b. Correction of social security numbers
The source data for the wage records contains data that is “single-keyed” and thus subject to entry errors.  This is particularly important with respect to the social security number, which is used to identify a unique individual over time.   When looking at individual job histories over time, an SSN entry error will cause the individual to appear to not have worked at an employer in a given quarter, even though he/she did.  The individual will then appear to have been re-hired in the subsequent quarter when the error is corrected.  To minimize the occurrence of this problem, the data mart compares records from subsequent quarters to correct SSN’s when appropriate.  The final result is more reliable SSN information and more reliable job histories.  Corrected SSN information can be fed back into legacy computer systems to correct source files.

c. Identification of invalid social security numbers
As part of the process to identify new hires from wage records, the data mart performs a social security number “High Group” check to see if an individual’s SSN has ever been issued by the Social Security Administration.  By definition, any SSN that fails this test is invalid because it has never been issued.  Some of the invalid records are due to data entry errors and other errors loading the information.  It is clear, however, that some individuals are purposely using invalid SSN’s at multiple employers.  These individuals could be illegal aliens or individuals attempting to evade child support or some other type of detection.  

11. Describe the specific activities and operations of the program in chronological order.

Each quarter, two quarters of wage record data are loaded into the system.  After extensive data cleaning, the two quarters are matched, comparing employees, firm by firm, in one quarter with employees, firm by firm, in the prior quarter.   Two files are output – probable new hires by SSN and firm attachment and business ownership changes.

Business ownership changes include name changes, buyouts, spinoffs, and mergers.  These data are used for economic analysis and for data processing in the Employment and Wages Program and the Current Employment Statistics Program.

Probable new hires are compared with files of new hires reported by employers to the New Hire Program.  A new file is created showing employers who have apparent new hires that were not reported.  This output is used for outreach to employers to inform them of the legal requirement of reporting.

12. Why is the program a new and creative approach or method?

This program is a new way to address new hire compliance because it takes an existing data source and puts it to a new use.  The UI wage records have long been used for some economic analyses.   However, these data contain a wealth of information that can be used for additional purposes.  This project begins to use that information for additional, constructive purposes.  

The creativity of this program lies in the novel approaches that have been implemented to address the peripheral issues.  Center staff derived extremely creative methods to identify new hires, determine employer predecessor relationships, and correct social security numbers among other ideas.  Some of these general methods were performed manually in the past, but were not as possible at this level of detail because of technology limitations.  The new technologies used in the NHDM have allowed the Center staff to design detailed solutions to long-standing issues.  The solutions themselves were created by taking a fresh look at how to solve existing problems, and the creative approaches of the staff involved were fundamental to the success of this process.  

13. What were the program’s startup costs (provide detail about the specific purchases for this program, staffing needs, and other financial expenditures, as well as existing materials, technology and staff already in place).

Server --- $10,268

Oracle Software --- $38,500

Development services, including staff, and six licenses to Business Objects from Deloitte Consulting.

14. What are the program’s annual operational costs?

Maintenance for six licenses to Oracle Software --- $850

Depreciation on Server (5-year life expectancy) --- $2,054

Half position for employer outreach efforts --- $32,000

15. How is the program funded?

The program is funded out of the New Hire operations budget.

16. Did this program require the passage of legislation, executive order or regulations?  If yes, please indicate the citation number.

No.

17. What equipment, technology and software are used to operate and administer this program?

Server Equipment:

· IBM Intel Server

· Dual Pentium 700MHz Xeon processors

· 4 GB RAM

· 250 MB Hard disk

· Windows 2000 Server

Software:

· Oracle 9i

· Business Objects

The New Hire Data Mart (NHDM) resides on the Oracle database server in an open format available to various access methods.  In the initial phases of the program, Business Objects was the primary tool that has been used to access the data mart.  Because it is an open database other access methods have also been used.  These include the use of Microsoft Access, SAS, Active Server Pages and other proprietary Oracle access tools.  

18. To the best of your knowledge, did this program originate in your state? If yes, please indicate the innovator’s name, present address and phone number.

Yes.  Center for Workforce Information, under the Direction of Mary Ann Regan, 7th & Forster Sts., Harrisburg, PA 17121, phone 717-787-3266.

19. Are you aware of similar programs in other states?  If yes, which ones and how does this program differ.

Some parts of this system are similar to processes run by the U.S. Census Bureau and the Federal Office of Child Support Enforcement (FOCSE).  The Census Bureau’s Longitudinal Employer Household Dynamics system identifies probable new hires, but is not as thorough at data cleaning and business ownership change identification, and is not timely.  Also, the Census Bureau files may not be used for administrative purposes.  FOCSE files are also not timely and they do not address business ownership changes which give false indications of hiring.

20. Has the program been fully implemented?  If no, what actions remain to be taken?

Yes.

21. Briefly evaluate (pros and cons) the program’s effectiveness in addressing the defined problem(s) or issue(s).  Provide tangible examples.

To date, this program has been successful in its intended purpose.  The Center and the New Hire program now have the ability to identify employers who are not complying with the new hire laws.  We now have the potential to begin approaching these employers to force compliance, which will ultimately increase Child Support collections in a meaningful way.  At this early stage, quantifying these results is difficult.

We can quantify the successes that have been achieved for some of the incidental goals, however.  For identifying predecessor companies, we are now establishing company relationships between hundreds of companies where no relationship was previously known to exist.  In identifying invalid SSN’s, we are identifying approximately 18,000 wage records each quarter that are using invalid numbers.  There are several hundred individuals in these records that use the same invalid SSN at more than one employer, which infers intentional misuse of the SSN.  Likewise, we are correcting about 22,000 social security numbers in the wage records each quarter.  These corrections are achieved through the highly creative processes we have employed to catch mistyped SSN’s.  

The cons to the program’s effectiveness so far have been related to data quality.  Some of the underlying data has had issues that we were not aware of before the process began.  For example, we encountered duplicates in the wage records which should not exist, and we have found companies who do not accurately report wage records every quarter.  Even these drawbacks can be viewed positively, however.  Now that we know that certain data issues exist we can begin to take steps to correct the problems.  

22. How has the program grown and/or changed since its inception?

The program has grown considerably during its inception.  The fundamental changes have been the addition of increasingly detailed information to the data mart.  The first iterations contained individual-level new hire data combined with employer-level wage information.  This was helpful to identify general compliance levels, but it was not specific enough to identify specific companies who were not in compliance with the new hire laws.  Now that the individual-level wage records have been added, the ability to pinpoint non-compliant employers has been greatly enhanced.  

The program has also grown in terms of user access.  Originally, the information in the data mart was available through proprietary software to only a limited number of users in the Center.  In recent months, we have created new methods of access to the underlying data and more users have been given access.  This has increased the usefulness of the data mart considerably. 

23. What limitations or obstacles might other states expect to encounter if they attempt to adopt this program?

There are several limitations to adopting this program in other states.  One large obstacle is the physical availability of the data and the data quality.  This means that in some areas, the required data sources may not be correctly captured, or the underlying data quality may be suspect.  

In other jurisdictions, the political availability of the data will be an issue.  This refers to the process of combining these two data sets with other information.  In many states child support, new hire and employment data fall into different jurisdictions or departments who do not have data sharing agreements.  In these cases significant legal and political issues may have to be overcome before the data can be centralized.

