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*  Nearly 25% of all openings anticipated through 2014 will be in occupations generally requiring a bachelor's 

   degree or higher. Just over 50% of that demand will be centered in the occupations listed above.

*  Among the top 25 demand occupations requiring higher educational credentials, about 30% are in computer/IT

    related specialties.

*  According to recent wage survey results, the average annual wage for all occupations was $34,796. Twelve of the 

    top 25 demand occupations above offered wages more than double the overall average -- a clear indication that 

    education pays.

(Ranked by annual wage)

 BACHELOR'S DEGREE OR ABOVE 

TOP DEMAND OCCUPATIONS REQUIRING
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TOP DEMAND OCCUPATIONS REQUIRING 

   *  About 1 out of every 10 occupations in Maryland's economy in 2014 will require workers with a

       postsecondary award or an associate degree.

Annual Wage

POSTSECONDARY AWARD/ASSOCIATE DEGREE 

(Ranked by annual wages)
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(Ranked by annual wage)
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Plan Development Process 

Describe, in one page or less, the process for developing the state plan. 

1. Include (a) a discussion of the involvement of the Governor and the State Board in the development of the plan, and (b) a description of the manner in which the State Board collaborated with economic development, education, the business community and other interested parties in the development of the state plan. (§112(b)(1).)

The Department of Labor, Licensing and Regulation’s (DLLR) Division of Workforce Development, in conjunction with the Governor’s Workforce Investment Board (GWIB), led the initiative to develop Maryland’s Demand-Driven Two-Year Workforce Investment Plan.  The GWIB Executive Committee approved the proposed plan development process via email on April 27, 2007.  Personnel from DLLR and GWIB were identified to serve on a development team that would be responsible for researching and drafting components of the state plan.  Staff members were charged with assembling the plan and preparing all drafts for partner and community review and comment as needed.   

During each phase of the development process, the team sought input from significant partners such as economic development and business leaders, workforce development professionals, partner state agencies and other stakeholders who had significant interest in workforce development issues.  Various methods for data gathering and communication were used including e-mail, meetings, brainstorming sessions and data collection from local, regional and national workforce development areas.
2. Include a description of the process the State used to make the Plan available to the public and the outcome of the State’s review of the resulting public comments. (§§111(g), 112(b)(9).)

Significant steps were taken to make the plan available to the public including the following:

· A draft of the state plan was posted on the DLLR website on May 4, 2007, for 30-day public review and comment;

· Advertisements were placed in the Baltimore Business Journal and The Baltimore Sun inviting the public to review, respond and make recommendations to the plan posted on the DLLR website;

· Each of the 12 local workforce investment area directors and his/her workforce investment board chair were invited to review and make recommendations to the plan; 

· The plan was provided to strategic partners such as the GWIB Executive Committee and Subcabinet for their review and comment; and

· A notice of the plan’s availability was posted in each of Maryland’s One-Stop centers.

As stated in the bullets above, a draft of the State Plan was posted on the DLLR website from Friday, May 4, 2007, until Monday, June 4, 2007, for public review and comment.  No comments or recommendations were received from the public regarding the plan.   
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DLLR

Department of Labor, Licensing and Regulation

GWIB

Governor’s Workforce Investment Board

ABAWD
Able-Bodied Adults Without Dependent Children

ADA

Americans with Disabilities Act

ADVET
Assistant Director Veterans Employment and Training

AFL-CIO
American Federation of Labor and Congress of Industrial Organizations

ASP

Application Service Provider

BLN

Business Leadership Program

BSN

Bachelor of Science in Nursing 

BSU

Business Services Unit

CBO

Community-Based Organization

CDBG 
Community Development Block Grant

CLEO

Chief Local Elected Official

COMAR
Code of Maryland Regulations 

CSBG

Community Services Block Grant

CTE

Career and Technology Education

DBED

Department of Business and Economic Development

DHCD

Department of Housing and Community Development

DHR

Department of Human Resources

DJS

Department of Juvenile Services

DOD

Department of Defense

DORS

Division of Rehabilitation Services

DPSCS
Department of Public Safety and Correctional Services

DSU

Dislocation Services Unit

DVET

Director Veterans Employment and Training

DVHI

Disabled Veterans Hiring Initiative

DVOP

Disable Veterans Outreach Program

DWD

Division of Workforce Development

EEO

Equal Employment Opportunity

EI

Early Intervention

EOC

Employment Opportunity Credit

ESL

English as a Second Language

ETA

Employment and Training Administration

FSET

Food Stamp Employment and Training

FY

Fiscal Year

GOC

Governor’s Office for Children

GOBA

Governor’s Office of Business Advocacy

GACOEC
Governor’s Advisory Council on Offender Employment and Coordination
GED

General Educational Development

HR

Human Resources

IDP

Individual Development Plan

IFB

Invitations for Bids

ITA

Individual Training Accounts

JARC

Job Access/Reverse Commute

JTPA

Job Training Partnership Act
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LED

Longitudinal Employment Dynamics

LEP

Limited English Proficiency

LMI

Labor Market Information

LPN

Licensed Practical Nurse

LVER

Local Veterans Employment Representative

LWIA

Local Workforce Investment Area

LWIB

Local Workforce Investment Board

MABS

Maryland Automated Benefit System

MBW

Maryland Business Works

MCVET
Maryland Center for Veterans Education and Training

MDoA

Maryland Department of Aging

MEDC

Maryland Economic Development Commission

MHEC

Maryland Higher Education Commission

MIWE 
Maryland Institute for Workforce Excellence
MIS

Management Information Systems

MOU

Memorandum of Understanding

MSDE

Maryland State Department of Education

MWDA
Maryland Workforce Development Association

MWE

Maryland Workforce Exchange

NEG

National Emergency Grant

NIC

National Institute of Corrections’

OJT

On-the-Job Training

O*NET
Occupational Information Network

OWDS

Offender Workforce Development Specialist
POAC

Professional Outplacement Assistance Center 
PROVET
Promoting Reemployment Opportunities for Veterans

PY

Program Year

ReC

Baltimore’s Re-entry Center 
RES

Remployment Services
RESTART
Re-entry Enforcement Services Targeting Addiction, Rehabilitation & Treatment

RFP
Request for Proposals

SBA
Small Business Administration

SBDC
Small Business Development Centers

SCORE
Service Corps of Retired Executives

SEA
Self-Employment Assistance

STEP
Skills-Based Training Employment Promotion

TAA
Trade Adjustment Assistance

TANF

Temporary Assistance to Needy Families

TAP

Transition Assistance Program 

TCA

Temporary Cash Assistance

TEGL

Training and Employment Guidance Letter

UI

Unemployment Insurance

USDOL
United States Department of Labor

USPS

United States Postal Service

VA

Veterans Affairs

VETS

Veterans’ Employment and Training Service
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VFW

Veterans of Foreign Wars
VPL

Veterans Program Letter

WARN
Worker Adjustment and Retraining Notification Act
WEB

Women Entrepreneurs of Baltimore

WIA

Workforce Investment Act

WIB

Workforce Investment Board

WIFI

Workforce Investment Field Instruction

WRIS

Wage Record Interchange System

STATE VISION

I. Describe the Governor’s vision for a Statewide workforce investment system.  Provide a summary articulating the Governor’s vision for utilizing the resources of the public workforce system in support of the State’s economic development that address the issues and questions below. States are encouraged to attach more detailed documents to expand upon any aspect of the summary response if available. (§112(a) and (b)(4)(A-C).) 

At the most general level, Maryland’s economic and workforce development goals are the same:  to create a prosperous, competitive and growing economy in which all residents participate to the fullest extent possible.  Traditionally, economic development policies have focused on the needs of business for infrastructure, financing, fast permitting and favorable taxes, while workforce development policies focused on the needs of unemployed and disadvantaged workers.  Growing shortages of skilled workers have targeted the attention of both workforce and economic development managers on improving the skills of the workforce at large in order to prepare today’s job seekers for productive careers in the “new economy.”

The Governor’s vision for the State’s workforce development system is to balance the demand-driven approach with the supply-side.  This demand-driven workforce development system that prepares residents for careers and meets the needs of business is driving the work of state and local workforce and economic development agencies.   The administration’s mantra of “workforce development is economic development” illustrates the core principle that a successful public workforce development system is at the heart of any successful economic development policy is revolutionary and is changing the way in which public, private, faith-based and community organizations work together to meet the needs of business and the citizens of Maryland.    

In recent years, dramatic changes have been made at all levels of the state’s workforce development system.  The examples listed below are but a few of the changes shaping Maryland’s demand-driven workforce and economic development system. 

· The Governor signed Executive Order 01.01.2004.60, which broadened the scope of the Governor’s Workforce Investment Board beyond the federal Workforce Investment Act to encompass all aspects of the workforce development system.  The GWIB was charged with identifying inefficiencies within the state’s workforce development delivery system, developing improvement strategies and reducing costs.  The GWIB Subcabinet is coordinating this effort.

· The GWIB reconstituted its board to be more reflective of the business landscape across the state.  As membership changes, efforts continue to be made to ensure that new members representing the 13 targeted industry sectors are high-level private sector executives, selected because of their industry expertise, business acumen, ability to influence others and to bring resources to the workforce development system.

· The GWIB Center for Industry Initiatives serves as a national model in conducting a demand-driven approach to workforce development. The center’s industry-led, sector-based industry initiative process engages business, government and education leaders in 13 targeted industry sectors to address projected industry workforce needs and develop solutions.  The United States Department of Labor (USDOL) has supported the Maryland model though a $1 million grant and a recent USDOL review team stated that “the work of the Center for Industry Initiatives is leading the nation is this area.”

· The GWIB Subcabinet, which consists of deputy and assistant secretaries of partner state agencies, works diligently to find avenues for collaboration and to determine the best means of addressing workforce and economic issues while ensuring the responses remain business-driven.  As new members are appointed, every effort will be made to ensure continued coordination by all the existing partner agencies and new partners may be recruited to the Subcabinet to ensure that all future workforce related issues are addressed; for example, workforce housing and transportation.  As a result, partner agencies have begun working cooperatively and collaboratively to eliminate duplication and reduce administrative costs in order to redirect funds for direct service and programmatic activities.  Another critical function of the Subcabinet is to respond to the workforce needs identified by GWIB’s industry steering committees. 

· The GWIB initiated an effort to identify and define priority industry sectors for Maryland.  As a result, the DLLR Office of Workforce Information and Performance coordinated a process to develop common definitions for Maryland industry sectors.  Definitions were developed in conjunction with partner State agencies, the Governor’s Workforce Investment Board and business and industry.   

· The Division of Workforce Development, formed by the Department of Labor, Licensing and Regulation, strategically focuses on workforce development, efficiently providing seamless services to its job seeker and business customers.  

· The Maryland Workforce Exchange, a statewide, web-based case management and job matching system, is now accessible to job seekers and businesses via the Internet.

· Maryland Business Works, a statewide program designed to support existing Maryland businesses in the retention and growth of their incumbent workforce, encourages the promotion and creation of additional job opportunities and improves the skill level of the existing workforce. 
· Established in July 2001, the Governor’s Advisory Council on Offender Employment Coordination increases the employability of offenders leaving Maryland’s penal institutions as well as those individuals under the supervision of the Division of Parole and Probation by providing transitional support services.  
Ultimately, the vision of this dynamic and progressive workforce investment system is to create “A Maryland where every person maximizes his or her career potential and employers have access to the human resources they need to be successful.”1  In keeping with this philosophy, the Governor’s Workforce Investment Board has adopted the following mission: 

“To guide a nationally recognized workforce development system that is aligned with the economic and educational goals of the State of Maryland and that will result in a qualified workforce available to employers in the State of Maryland.”2
Critical to achieving this mission are several key guiding principles. They include creating a workforce investment system that is:

· Customer-driven, the ultimate customer being employers;

· Focused on economic development;

· Business-led;

· User-friendly;

· Locally planned and controlled; 

· Committed to maximizing worker potential; and

· Accountable for results and continuously improving.

To further support this mission, the GWIB Board developed four strategic goals in 2006.  They are:

Goal 1:
Maryland will have a cutting edge education system (K-16) that is supportive of the changing workforce needs of businesses in the State.

Goal 2:
Maryland will have a fully funded, comprehensive state workforce development system.

Goal 3:
Maryland’s workforce development system will be universally recognized as key to helping the state’s businesses grow and thrive in a global economy.

Goal 4:
Maryland will have a simple yet comprehensive measurement (report card) to evaluate the success of the state’s workforce development system. 
A. What are the State’s economic development goals for attracting, retaining and growing business and industry within the State? (§112(a) and (b)(4)(A-C).) 

Today, Maryland is a leading center of 21st-century enterprise and is recognized as a national leader in supporting biotechnology.  Home to more than 300 federal and academic research centers, the state has received global attention as the test bed of genomic mapping and bioscience applications.  Corresponding achievements in proteomics, aerospace engineering, computer science, bioinformatics and physical science further Maryland’s reputation as a significant technology center.   Acterna, Celera Genomics, Corvis, Hughes Network Systems, Human Genome Sciences, Lockheed Martin, MedImmune, Northrop Grumman, QIAGEN and Spirent Communications are just a few of the members of this growing technology base.

An established manufacturing sector spans 19 of the 20 major industrial categories and includes firms such as Bayliner Marine, Black & Decker, Hunter Douglas, Lippincott Williams & Wilkins, Volvo Powertrain, McCormick, Merkle Mailing, PRS Guitars, Perdue Farms, Procter & Gamble, Solo Cup and W.L. Gore.

Financial services is also a growing sector in the Maryland economy.  Home to the nation’s oldest brokerage firm, Deutsche Bank Alex. Brown, the state hosts the headquarters of T. Rowe Price Group, Legg Mason and corporate offices of insurers AEGON USA and GEICO.  Morgan Stanley; Ferris, Baker Watts and Merrill Lynch have a strong presence in Maryland.  Citibank, Bank of America, Metris and Toyota Financial Services maintain significant operations throughout the state.

Maryland provides excellent opportunities and tools for business growth and expansion, targeting growth sectors in the industries of manufacturing and technology.  Services are provided to help emerging businesses increase sales, stabilize and expand employment, improve worker productivity and increase capital investment.

Department of Business and Economic Development (DBED)

As the lead economic development agency for the State of Maryland, the Department of Business and Economic Development’s (DBED) mission is to attract new businesses, stimulate private investment, create jobs, encourage the expansion and retention of existing companies and provide businesses in Maryland with financial and workforce training assistance.  The department promotes the state’s many economic advantages and markets local products and services at home and abroad to spur economic development, international trade and tourism.  

With its vision to continue to build on Maryland’s unprecedented prosperity by promoting the positive story of Maryland’s great business climate and outstanding quality of life, DBED ensures that all areas of the state share equally in its prosperity and will continue to promote Maryland as a leader in the global economy.

Dividing the state into three distinct regions, the Department’s regional offices located throughout the state provide one-on-one assistance to businesses in the following areas:  workforce development, strategic planning and marketing, investment tax credits and loan guarantees, regulatory and permitting assistance, business location services and business and technology quality improvements.

Maryland Economic Development Commission (MEDC)

The Maryland Economic Development Commission was established in 1995 by James T. Brady, then secretary of DBED.  The Commission is a board of 25 Governor-appointed CEOs who work together to develop economic policy recommendations for the Governor and the Secretary of DBED.  The Commission holds business outreach events throughout the State, meeting with business leaders face-to-face to discuss mechanisms to enhance Maryland's economy.  The work of this body illustrates another way in which Maryland forges partnerships that are critical to remaining highly competitive in a global economy.  
The MEDC is committed to collaborating with the state board and a GWIB staff person serves as an Associate Member of the Commission and actively participates in the Commission's meetings and events.  In addition, Secretary David Edgerley serves as a member of the GWIB and the GWIB Executive Committee.   His participation provides yet another mechanism for sharing among the two organizations and their partners.
During 2005 and 2006, the Maryland Economic Development Commission focused on policy recommendations to support the growth and cultivation of entrepreneurs in Maryland.  Specifically, the Commission emphasizes achieving technological dominance, promoting diversity and encouraging creativity within Maryland's business community.  The Commission's recommendations also include providing entrepreneurs with plentiful access to business opportunities as well as access to capital through online directories.  In addition, the Commission recommends that the State establish the Maryland Business Registry, an Internet tool to assist start-up businesses with obtaining the necessary permits and licenses from State agencies.
Department of Labor, Licensing and Regulation

Secretary Thomas E. Perez is a nationally recognized consumer advocate and civil rights lawyer who has devoted his entire career to public service.  He is an Associate Professor of Law at the University of Maryland School of Law, where he teaches in the School’s nationally recognized clinical law program and Law and Health Program. 
From 2002 until 2006, Secretary Perez was a member of the Montgomery County Council.  In this capacity, he represented 175,000 residents in Silver Spring, Kensington, Takoma Park and Wheaton.  Secretary Perez was the first Latino ever elected to the Council, and served as Council President in 2005. 

Secretary Perez spent 12 years in federal public service.  He spent the bulk of his federal public service at the United States Department of Justice as a federal prosecutor for the Civil Rights Division of the Department of Justice. Secretary Perez also served as Special Counsel to Senator Edward Kennedy, and was his principal adviser on civil rights, criminal justice and constitutional issues. For the final two years of the Clinton administration, Secretary Perez served as the Director of the Office for Civil Rights at the United States Department of Health and Human Services. 

B. Given that a skilled workforce is a key to the economic success of every business, what is the Governor’s vision for maximizing and leveraging the broad array of Federal and State resources available for workforce investment flowing through the State’s cabinet agencies and/or education agencies in order to ensure a skilled workforce for the State’s business and industry? (§112(a) and (b)(4)(A-C).) 

The current administration has challenged Maryland’s leading workforce and economic development, education, faith-based and other non-profit organizations to continuously seek ways in which to maximize and leverage the broad array of federal and state resources available for workforce development initiatives.  The Governor’s Workforce Investment Board’s Subcabinet is an example of one such body that is continuously seeking ways to accomplish this task. 

The GWIB Subcabinet was originally convened to coordinate the efforts of GWIB partner agencies and to support the implementation of the Workforce Investment Act (WIA).  The group’s role later expanded to coordinate workforce development programs among the individual departments and to develop joint practices, policies and strategies that help meet the demands of Maryland businesses. State agencies that oversee or depend on components of both federal and state workforce programs have a representative (assistant secretary level or another senior staff level representative) on the Subcabinet. 

One major accomplishment of the GWIB Subcabinet was the development of a process to address workforce shortages within a single industry, healthcare.  This was accomplished with the understanding that the process would become the model for addressing worker shortages in other industry sectors.  Working in cooperation with private sector representatives on the healthcare steering committee, the Subcabinet developed strategies to address worker shortages identified by the steering committee in an effort to create a more demand-driven system.  As a result of those efforts, the Center for Industry Initiatives was created and funded by the US Department of Labor. A major contribution for the success of the Center is the partnership between government, education and the healthcare industry.  The work accomplished within the context of the Center has become the framework of the state’s sector-based approach designed to identify and address workforce shortages within other Maryland industries.  
In 2004, in an effort to contain cost within the state budget, the Maryland General Assembly required the board to “identify inefficiencies within the state’s workforce development delivery system.”  The Subcabinet saw this mandate as an opportunity to identify potential enhancements to Maryland’s workforce system and developed a report that identified ten opportunities for improvement.  The report was delivered to the General Assembly in June 2004.   Since that time, the Subcabinet has used this report to continue to drive and focus their work.  Progress to date includes:
1. Identify businesses or industries with growth potential that are currently experiencing or projecting worker shortages and determine how to serve their workforce needs using the industry sector-based approach.  The sector-based approach to workforce development is a demand-driven model for connecting specific industry needs that are established and presented by business with the workforce development system.  The GWIB Center for Industry Initiatives and its staff guide business leaders to address their industry’s respective current and projected industry workforce issues.  With early success from the initial healthcare industry initiative, a comprehensive and purposeful five-phrase industry initiative process has been developed and being applied to other industries in the state. The 13 targeted industries include manufacturing, healthcare, bioscience, aerospace, education, hospitality & tourism, business services, communications, finance & insurance, construction, information technology, retail, and transportation and warehousing industries
The Subcabinet and its members continue to play an important part in the industry initiative process. Members of the Subcabinet participate in and contribute to the five-phrase process of the various industry initiatives in a number of ways. Subcabinet members serve on industry steering committees and implementation teams.  They are also invited to present to the industry steering committee to provide information and education as the committees review the supply side and its programs.  Leaders of the industry initiative steering committees present updates to the Subcabinet and workforce development strategies and solutions are explored and pursued. The Subcabinet can assist in identifying appropriate collective and collaborative efforts with different state agencies to respond to the workforce issues and demand of the various industry initiatives. The Subcabinet reviews the recommendations and initiatives developed through by each industry initiative and works in collaboration with the industry leaders and steering committees in developing strategies and responses to fill the workforce gap between the industry demand-side and the government and educational supply-side.  

2. Identify interagency collaboration for the Maryland career clusters system in order to fully align workforce preparation at all education and training levels.  Career clusters are groupings of interrelated occupations that represent the full range of career opportunities in Maryland’s economy.  They reflect all levels of education and include a common core of academic, technical and workplace knowledge and skills required for education and training.  There is a long history of interagency collaboration related to the development of Maryland’s career clusters system within the Maryland State Department of Education (MSDE), but more needs to be done.  Resources have already been earmarked for training and curriculum writing associated with interagency cooperation as well as in the development of content standards.  As a result, 1.) members of each MSDE career cluster team have been included on each of the GWIB Center for Industry Initiative’s industry sector steering committees to ensure the sharing of demand-side information gets to the supply-side of the equation; 2.) the career clusters model is shared with each industry sector steering committee so that industry member are aware of the academic, technical and workforce training that takes place within our high schools; 3.) the preparation the State’s career development model has been developed to include K-16+ and a tool designed for adults receiving services across the partner agencies, and 4.) the career clusters information is being used by programs that serve at-risk youth and adults.  
3. Execute a plan to market local workforce investment areas to businesses.  Many Maryland employers are unaware of the One-Stop system.  The system must have a clear identity, message and standardized approach.  Additional resources and stronger business linkages are also needed.  A plan has been developed that will bring together education, economic development and workforce development to devise a new marketing strategy.
4. Eliminate duplication and reduce costs through improved consolidation and coordination of federal and state workforce dollars and programs.  There is considerable overlap in the services provided through the Workforce Investment Act and the Wagner-Peyser Act.  Through consolidation, duplicative efforts can be eliminated and cost savings realized and/or services improved.  In 2004 the Division of Workforce Development was created within the Department of Labor, Licensing and Regulation.  Savings realized from consolidation were passed on to the local areas for direct service activities.
5. The Maryland Workforce Exchange was launched in 2004.  Staff continue to increase their skill level in its use and utilization.  Over 5,000 public users access the site on an average day.    Internet access became available to job seekers and employers beginning in July 2005.  The system continues to be developed and customized to better serve staff and the public users.  Support of local workforce needs, such as BRAC, are currently being developed in the Exchange.  Expansion plans include creating access for other workforce development system partners.

6. Identify opportunities for the Department of Social Services and local workforce investment areas to combine resources in a collaborative and efficient manner to improve services to low-income individuals.  Combining Temporary Assistance to Needy Families (TANF) and WIA resources is a long-standing concern for many service delivery areas in Maryland and has been recognized as a gap in the workforce development system that should be addressed rapidly to ensure that our labor supply keeps pace with the demands of our growing economy.  Plans are underway to develop a facilitated meeting between WIA and TANF service delivery agencies to develop a joint plan and policy for improved coordination.

7. Fully integrate adult education with Maryland’s workforce development system.  It is important that all partner agencies understand the roles and services of Maryland’s adult education programs.  With Subcabinet leadership, Maryland is participating in a national project with the U.S. Department of Education and six other states to enhance the alignment of the services provided by adult education programs and One-Stop centers. Using an interagency team approach, a plan is being developed to strengthen effective relationships between state and local adult education agencies and workforce development partners. State partners will work with interagency leaders from two local areas to design models of integrated services and to provide professional development and technical assistance to the local entities to facilitate customer referral and other activities. The year-long demonstration will create new models for State implementation including opportunities for increased customer referrals, expanded literacy services in Maryland One-Stops, adult education representation on local boards and improved connections between agency systems. The project will culminate with a national symposium to showcase the results of the demonstrations and the findings will be published.

8. Design a strategy to expand support for transitioning ex-offenders into the Maryland workforce.   There are currently many barriers impacting ex-offenders’ abilities to reenter the workforce.  Agencies are looking at reallocating resources for programs and services with documented performance outcomes for ex-offenders in the community.  
Recognizing the many barriers impacting inmates and ex-offenders' abilities to successful reenter the workforce and to be successful, in 1991 the Governor recognized there was a real need to coordinate programs among service providers.  The Governor’s Advisory Council on Offender Employment Coordination (GACOEC) was created specifically to focus on identifying issues around transitioning ex-offenders, encourage and provide a stronger support system for a transition into employment and to address the barriers to successful reentry.  This effort was underway at the time of the development of the original list of 10 recommendations for systems improvement.  Since that time there have been many examples of results of this effort of coordinate and focus effort to support successful transitions of people with criminal records including:

· Creation and funding for Baltimore’s Re-entry Center (ReC)

· Development of Maryland’s Offender Workforce Development Specialist (OWDS) training program. 

· Creation of three positions under the Department of Labor, Licensing and Regulation (DLLR) to address prisoner reentry issues related to workforce development. Two of these positions will be posted in Baltimore City and Baltimore County to act as case managers. 

· Testimony on various legislative issues including the creation of inmate training programs, development of prisoner reentry workforce programs, child support modification and incentive programs, and others. 

· Development of Prisoner Reentry Resource Flyers for Maryland, District of Columbia, and northern Virginia. 

· Coordination of various “Mock” Job Fairs in various prison facilities. 

· As a result of the partnerships created through the Governor’s Advisory Council on Offender Employment and Coordination, the Department of Public Safety and Correctional Services (DPSCS), the Maryland State Department of Education’s (MSDE) Correctional Education Program, the GACOEC secured two exciting workforce development opportunities with the National Institute of Corrections’ (NIC) Offender Workforce Development initiative.  
· Twelve workforce development professionals from MSDE, the Department of Labor Licensing and Regulation (DLLR), state and local correctional facilities and One-Stop career centers from Baltimore City, Baltimore County, Montgomery County and Anne Arundel County were selected to participate in NIC’s Offender Workforce Development Specialist (OWDS) training.  This intensive three-week training gives these staff the skills needed to move offenders into employment, including engaging employers and marketing offenders.  Of the twelve team members only three are from state government, with the rest coming from the local level.  These twelve individuals join six others, who were previously certified as OWDS professionals.
· Workforce development staff from state and local agencies completed the OWDS “Train the Trainer” program; each staff member was certified and now have to ability to train other job development professionals in these areas.  We plan to use these individuals to enhance the capacity and credentials of other workforce development professionals serving offenders.

· The Maryland Department of Public Safety and Correctional Services and the Maryland Department of Business and Economic Development will identify potential employers and make referrals to organizations that could provide placement assistance.
· Maryland has recently been selected as an NIC “partner state.”   The state, through DPSCS, has been awarded $25,000.  Those funds will be subcontracted to a vendor who will deliver the OWDS training to workforce development staff from both the state and local government levels, as well as community-based employment organizations.  The goal is to have as many people within the workforce development community as possible, using similar, successful strategies to link offenders to employment and engage employers.  The grant was initially slated to end on June 30, 2007; however, we have been advised that NIC plans to support the initiative for another year, providing an additional $15,000 through June 30, 2008.  The project partners plan to collectively explore strategies to sustain this initiative beyond 2008. Additionally, the GWIB created a Challenged Population Committee to identify and address issues in placing populations at risk of being unemployed.  This group worked to identify and quantify each group represented within Challenged Populations, understanding the issues related to each group to bridge the gaps in services between the current state and the goal of self-sustaining employment and make policy recommendations for improvements in services.  Goals for the Challenged Populations included linking the strategic plan to a defined market need; assessing employer’ needs and identifying obstacles to employment; creating a system with well-defined accountability; facilitating the outreach to the business community to obtain direct support; and establishing lines of communication between private sector business (demand side) and the public sector (supply side).  The first set of recommendations was presented to the GWIB Executive Committee in January of 2006.  Future efforts will focus on creating linkages between the efforts of the committee and GWIB industry steering committees to address their workforce shortage areas.

9.  Increase job opportunities for persons with disabilities.  The high rate of unemployment for persons with disabilities is a long-standing and significant problem both nationally and in Maryland.  Local workforce investment boards (LWIBs) and One-Stops are working to become more accessible and welcoming to persons with disabilities.  During Program Year 2005, DLLR received fourth year federal funding to hire a “Disability Navigator” for each of the state’s twelve WIAs. Under this initiative, DLLR works closely with the Maryland Department of Disabilities, the U.S. Department of Labor, and the Social Security Administration to help job seekers with disabilities access the career services available in Maryland’s One-Stop Career Centers.

The combined role of the Disability Navigator includes: facilitating universal access to the One-Stop system; conducting outreach to disability service providers; developing links with One-Stop business services staff to increase recruitment, hiring and accommodation of persons with disabilities; and working directly with customers with disabilities to access available programs and ensure provision of necessary benefits, services and supports.

10. Build capacity among workforce development system partners by expanding the role of the Maryland Institute for Workforce Excellence (MIWE) to include training that will facilitate closer working relationships and cooperation among partners.  Interagency efforts are underway to position MIWE to be the trainer of choice for the industry sector-based approach for public and private sector personnel involved in sector initiatives. 
GWIB Subcabinet partner agencies include the following:

· Department of Labor, Licensing and Regulation (DLLR)

· Department of Business and Economic Development (DBED)

· Maryland State Department of Education (MSDE), including the Division of Rehabilitation Services

· Maryland Higher Education Commission (MHEC)

· Department of Housing and Community Development (DHCD)

· Department of Human Resources (DHR)

· Department of Juvenile Services (DJS)

· Maryland Department of Aging (MDoA)

· Department of Health and Mental Hygiene (DHMH)

· Department of Public Safety and Correctional Services (DPSCS)

Leadership is provided by the executive director of the Governor’s Workforce Investment Board who serves as the permanent chair of the Subcabinet.  A partnership agreement delineates the purpose and role of each member and is signed by the Secretary or head of each Department represented on the GWIB Subcabinet.  The partners agree that Maryland’s workforce development system should be guided by the vision, mission and guiding principles established by the GWIB.   As such, a significant focus of the Subcabinet is to eliminate duplication of administrative functions and to maximize the resources of each agency and the entire workforce development system.  For a complete listing of current Subcabinet members, refer to Attachment A: GWIB Subcabinet Members. 

The Subcabinet and its members are an important part of the industry initiative process. Members of the Subcabinet participate in and contribute to the five-phase process of the various industry initiatives in a number of ways. Subcabinet members serve on industry steering committees and implementation teams.  They are also invited to present to the industry steering committee to provide information and education as the committees review the supply side and its programs.  Leaders of the industry initiative steering committees present updates to the Subcabinet and workforce development strategies and solutions are explored and pursued. The Subcabinet can assist in identifying appropriate collective and collaborative efforts with different state agencies to respond to the workforce issues and demand of the various industry initiatives. The Subcabinet serves as a conduit to the GWIB in presenting industry needs and the appropriate state support, strategy or policy.  The Subcabinet reviews the recommendations and initiatives developed through by each industry initiative and works in collaboration with the industry leaders and steering committees in developing strategies and responses to fill the workforce gap between the industry demand-side and the government and educational supply-side.  

With the success of the initial healthcare initiative and its industry summit and industry monograph in 2003, the importance and need to establish the Center for Industry Initiatives was supported.  In 2004, the Governor’s Workforce Investment Board received a $1,000,000 grant to establish the Center for Industry Initiatives.  The Center staff members are charged with refining and applying the proven process that was utilized with the healthcare industry.  This approach serves as a model that is applied to Maryland’s other targeted industries. The USDOL grant provided the funding to establish the infrastructure to the center and support the costs of four administrative staff: a director, an industry initiatives coordinator and two industry analysts.  It supports the complete development and implementation of the demand-driven, sector-based approach in working closely with industry leaders to address their workforce needs. Additionally, the center staff provides consultative and technical assistance to other states and organizations in assisting them with the development of their own sector-based initiatives. The center staff will guide and monitor the work of 13 industry initiatives directed by industry leaders across the State of Maryland.  

The 13 targeted industry sectors include:

· Aerospace

· Bioscience

· Business Services

· Communications

· Construction

· Education

· Finance & Insurance

· Healthcare

· Hospitality & Tourism

· Information Technology

· Manufacturing

· Retail

· Transportation & Warehousing

The Center for Industry Initiatives has developed and published “Building Your Industry’s Workforce: A Demand-Driven Approach to Workforce Development”; a comprehensive process guide detailing the steps and elements that are being used in Maryland’s industry initiative process. The guide provides a complete step-by-step, five-phrased process for industry leaders to direct their respective demand-driven, sector-based industry initiative approach. Also, the center published an executive summary process guide providing an overview of Maryland’s demand-driven industry initiative process. Both publications are available upon request and posted on the GWIB web site at www.mdworkforce.com. 

The continued effective and swift implementation of these GWIB recommendations will require the full attention, participation and cooperation of all parties committed to improving the state’s workforce development system.  It will also require that Maryland businesses continue to be engaged on a strategic and operational level throughout the workforce investment system. 
C. Given the continuously changing skill needs that business and industry have as a result of innovation and new technology, what is the Governor’s vision for ensuring a continuum of education and training opportunities that support a skilled workforce? (§112(a) and (b)(4)(A-C).) 

To support the continuously changing skill needs of business and industry, Maryland has adopted the career cluster approach to educating the workers of tomorrow.  Key partners, including the Maryland State Department of Education, the Maryland Higher Education Commission, the Governor’s Workforce Investment Board, the Maryland Business Roundtable for Education (MBRT) and local workforce investment areas, have joined forces to ensure that Maryland’s young people are aware of the career opportunities available to them in various industries.  These partners share the goal of having students understand the opportunities as well as the education and training required for successful careers.

The MSDE career clusters are driven by what students need to know and do in order to graduate fully prepared for further education and careers in the 21st-century global economy.  Career clusters provide an important context for educational reform efforts as outlined in the MSDE Achievement Matters Most:  Maryland’s Plan for Every Student and the Policies and Procedures for Career and Technology Education (CTE) programs.  Under the leadership of MSDE, Maryland business leaders organized the state’s career clusters system. 

Career clusters have been embraced nationally at both secondary and postsecondary levels.  Maryland is a recognized leader in successfully adapting the national framework to the state’s economy and school reform.  Local school systems and schools are using the career clusters system to organize teaching and learning to meet the specific needs and resources of their communities.   

At a time when the need for skills-driven education and high academic and technical achievement is greater than ever, we are losing many of our high school students to indifference.  Maryland career clusters and a preK-Adult framework for career development promote student success by relating high school and adult curriculum and content standards to their future goals and aspirations.  In turn, more students can reach high levels of performance, thus closing the achievement gaps.  Not unlike choosing a subject major in college, students have the opportunity to select a field of interest and learn about the educational requirements and various career options they have within that particular cluster.

MSDE’s ten career clusters are:

· Arts, Media and Communication

· Business Management and Finance

· Consumer Services, Hospitality and Tourism

· Construction and Development

· Environmental, Agricultural and Natural Resource Systems

· Health and Biosciences

· Human Resource Services

· Information Technology

· Manufacturing, Engineering and Technology

· Transportation Technologies

The MSDE career clusters provide a foundation for young people to make decisions regarding career direction and provide the necessary information regarding aptitude, skills and educational requirements for each industry sector.   The GWIB is working closely with MSDE to get input from members of their Career Cluster Steering Committees to further enhance the relationship between the partner agencies and to enhance the work being done by economic development.  Representatives from MSDE were instrumental members of the Industry Sector Definition Team, which defined and prioritized the GWIB’s industry sectors.  This process also included integrating the defined industry sectors with the MSDE career clusters.  Connecting education, workforce and economic development and business ensures that Maryland has a high-quality workforce that attracts and retains businesses to the state.

For detailed information regarding the MSDE career clusters refer to: : http://www.marylandpublicschools.org/NR/rdonlyres/FCB60C1D-6CC2-4270-BDAA-153D67247324/10145/MarylandCareerClustersBooklet_03_2006.pdf: Maryland Career Clusters – Restructuring Learning for Student Achievement in a Technologically Advanced, Global Society.
In addition to working closely with MSDE to prepare high school students for careers in Maryland businesses, the Maryland Higher Education Commission (MHEC) has strategically aligned itself with the GWIB in a coordinated manner that fully engages employers, postsecondary education institutions and state, local and regional workforce development agencies.  MHEC has formed a Workforce Shortage Council to develop a process to allocate state scholarship money to occupations identified as the most critical to the state.  The GWIB provides forums to bring together all the required elements for success since it encompasses private industry, preK-16+ education and all government sectors.  Additionally, GWIB employs its sector-based, five-step process to identify and address workforce development issues and to provide valuable information regarding current and future industry sector workforce needs and trends.
In its 2004 state plan, MHEC encouraged all postsecondary institutions to support workforce development initiatives in the state, including those coordinated by the GWIB.  Since that time, numerous representatives from higher education institutions, including administrators, faculty and staff, participate on or contribute to the industry initiative steering committees guided by the GWIB Center for industry Initiatives to address industry workforce demand and identify solutions.  Dr. Robert Caret, President, Towson University, chairs the Education Industry Initiative Steering Committee.  

       Source:  2004 State Plan for Postsecondary Education, December 2004

Maryland’s adult education and family literacy programs provide an opportunity for out-of-school youth, parents and adults to improve their skills to meet the challenges of the 21st -century workforce.  An array of classroom, workplace and distance learning education options is available from the statewide Literacy Works network of local systems, community colleges and community organizations.  These services connect under skilled adults to the education services necessary to obtain a high school diploma, to become proficient in the English language or to enhance the basic skills essential to participate in Maryland’s economy.  
Maryland is also transforming its primary high school credentialing service, the GED testing, to an e-business platform.  This will make access to services for employers and residents available 24/7 through the Internet.  Additional scholarship opportunities have been developed to encourage and support adult high school graduates transitioning to postsecondary education and training.  Maryland’s correctional education program provides the education and career training services that enable incarcerated individuals to prepare for community reentry and to meet the needs of the workplace.
 

It is important to note that in addition to the collaboration and programmatic activities cited above, several key educational leaders have been appointed to the Governor’s Workforce Investment Board including the state superintendent of schools, a representative from the Maryland Higher Education Commission and community college presidents, board of trustee members, a public university President and a CFO from a private university.  These members will ensure the continuously changing education needs of business will be reflected and addressed throughout the state’s preK-16+ educational programs.

D. What is the Governor’s vision for bringing together the key players in workforce development including business and industry, economic development, education, and the public workforce system to continuously identify the workforce challenges facing the State and to develop innovative strategies and solutions that effectively leverage resources to address those challenges? (§112(b)(10).) 

The quality of Maryland’s current and future workforce is vital to the economic future of the state.  Maryland’s continued economic strength is directly linked to its ability to produce and continuously develop a highly skilled workforce.  To hold its competitive edge, Maryland must forge an education and training system that can stay ahead of rapid shifts in demand for new and increased skills.  The health of the economy depends directly on the health of the public workforce development system.

Maryland’s workforce development system is a publicly funded, comprehensive, aligned system that trains workers for current and future employment.  This system includes, at the local and state levels, career awareness, education and training from the preK-16 system to the reemployment of retired seniors and every stage in between.  Integrated into this system are the support services needed by workers, such as daycare and transportation services. The system is essential to identifying issues and developing policies to address the skills gap between people that need employment, incumbent workers in need of training and businesses that need skilled employees.

The public workforce system is made up of industry leaders, public agencies, and ultimately, Maryland’s job seekers and businesses.  There are four stages that make up the workforce development system.  The first stage is that of the Governor and the Governor’s office.  Maryland’s Governor is responsible for guiding the workforce development system as a whole but relies heavily on others for assistance.  This support comes largely from the second stage, the Governor’s Workforce Investment Board, led by the chair of the board.  The board is responsible for gathering information from other agencies, businesses and organizations, synthesizing the information and reporting the recommendations to the Governor.  The third stage is that of the workforce development system providers.  These agencies work with the direct suppliers and recipients of the public workforce development system.  The final, largest and most important stage consists of the actual job seekers and employers.  These are the customers of the workforce development system.  The system exists to serve the needs of both business and the job seeker. 

These four stages of the workforce development system are outlined in the following chart.
[image: image7.wmf]*  Occupations generally requiring a high school education will provide the largest source of opportunities

    through 2014, with openings due to growth and replacement averaging about 68,600 annually.

*  Replacement needs, which tend to be higher in occupations requiring limited education/training and in 

   lower paying occupations, are expected to account for about two-thirds of all openings in this educational 

   category.

*  In 20 of the top 25 demand occupations in the high school or less category, replacement demand will outpace growth 

   opportunities. The outlook for stock clerks and secretaries, occupations appearing on the top demand list, will be

   supported solely by the need to replace workers leaving these occupations.


The O’Malley-Brown administration believes the Governor’s Workforce Investment Board must play a vigorous role in the effort to grow Maryland’s workforce and has charged each of the state agencies with workforce programs under their operational jurisdiction, along with local and regional workforce and economic development agencies and other stakeholders, to collaborate and develop a workforce development system that will serve as a national model.  The system must be demand-driven, integrating the policy and direction of each of the state agencies with workforce development responsibilities with the workforce needs of the private sector.  This industry initiative process is used to determine private sector needs and is the foundation for the sector-based approach.

The GWIB is the state’s chief policy-making body on workforce development as mandated by the Federal Workforce Investment Act of 1998.  The board is a business-led group of approximately 40 members, 51% of whom are from the private sector, charged with guiding Maryland’s public workforce development system.  Private sector members are selected high-level executives who are recognized leaders in their industry and represent the 13 targeted industry sectors.  The board is responsible for developing strategies and policies that form a coordinated workforce system for a multiplicity of education, employment and training programs.  It brings together and focuses various workforce development partners and stakeholders on a single outcome:  a properly prepared workforce that will meet the current and future demands of Maryland employers.

The GWIB formulates an effective workforce policy for the State of Maryland based on business demand for workers.  Maryland currently has unemployed workers and, at the same time, businesses that are struggling to recruit employees.  Between these workers and businesses lies a skills gap.  The board is committed to identifying these skills gaps and creating policy that will promote training opportunities in occupations that are in current demand.  In the long term, the board along with partner agencies in the Subcabinet will align the public workforce development system to ensure that workers’ skills match business demands.

E. What is the Governor’s vision for ensuring that every youth has the opportunity for developing and achieving career goals through education and workforce training, including the youth most in need, such as out of school youth, homeless youth, youth in foster care, youth aging out of foster care, youth offenders, children of incarcerated parents, migrant and seasonal farmworker youth, and other youth at risk? (§112 (b)(18)(A.) 

To be successful, the state’s workforce system must anticipate the future workforce needs of business and must support the preparation of youth and connect them to employment opportunities.  To this end, the state board has identified at least one seat to be held by an appointed member to represent the youth perspective and provide guidance to the board regarding youth initiatives at the local, regional and state levels.  The board will also explore critical linkages with state and local preK-16 educational systems to promote school-to-career opportunities and to ensure that educational programs are geared to prepare young people for viable careers in Maryland businesses.

In Maryland, these opportunities are provided to in-school youth through the career cluster system.  MSDE’s career cluster framework is organized around what students need to know and do in order to be fully prepared for further education and careers in the 21st century.  When the academic curriculum is related to students’ future goals and interests and enhanced by work-based experiences, student performance improves and achievement gaps narrow.  An important partner in helping young people develop career goals is the Maryland Business Roundtable for Education (MBRT).  The MBRT is a coalition of more than 100 leading employers that has made a long-term commitment to support education reform and improve student achievement in Maryland.  This group launched the Achievement Counts campaign to demonstrate the connection between achievement in school and success in the workplace by:

· Developing “Skills for Success” – the abilities to communicate, problem solve, use technology and work in groups – which were integrated into high school standards and curriculum;

· Initiating a speakers bureau, comprised of more than 1,500 business people, that motivates high school freshman to begin planning their futures and providing concrete reasons why working hard in school will enable them to get and keep the jobs they want;

· Establishing the Maryland Scholars Program to motivate students to take and master rigorous high school coursework;

· Launching an interactive multi-media teen website called “Be What I Want to Be” that highlights exciting careers and demonstrates what students need to know to qualify for these jobs and continues to expand the industry-specific content, expand the career exploration information and explore other opportunities for improvement to the site.  In 2006 the site logged over 1 million hits with over 2,000 active student users ; and

· Conducting workforce skills surveys to gauge employer needs and satisfaction with high school and college graduates. 

Youth who are disconnected from the public education system receive services through a variety of public and privately funded organizations.  Local youth councils work closely with local management boards and other organizations in their communities to ensure that these young people have access to education and training resources to prepare them for successful careers.  

Examples of youth-oriented programs currently available in Maryland include:

· Basic Education and Literacy Services: Provides funding to local programs for adult and youth education and literacy services, including GED instruction, to improve the education and basic skill level of adults and out-of-school youth and prepare them for employment and self-sufficiency.  

· Career and Technology Education: Provides leadership, coordination and technical assistance to local school systems and community colleges for the development of new and improvement of existing Career and Technology Education programs.  

· Correctional Education: Provides skills training and education to inmates in Maryland prisons in order to help them transition back into society and the workforce.

· PreK-12 System: Provides elementary, middle school and secondary education to children ages 5-17.  Programs include School-to-Career initiatives, job shadowing and internships, special education services, gifted and talented instruction and alternative models for at-risk populations.

· Faith-Based and Community Organizations: Provides a full array of support services and training to youth at the local and state level.

· Department of Rehabilitation Services (DORS): Provides an array of services such as training, employment assistance and assistive technologies to individuals with a physical or mental impairment that presents a substantial impediment to employment.

· Workforce Investment Act (DLLR/WIA): Provides federal funding for programs and services that support targeted youth populations.
In 2005, Maryland’s Governor, recognizing the need for greater coordination and integration of services to children and their families, created the Governor’s Office for Children (GOC).  Since the inception of the office, the GOC has worked to inform and support the collective and specific work of the Children’s Cabinet and to promote values, policies and practices that continually advance the well-being of Maryland’s children and families.  Maryland has used a results-based framework to measure advances in the well-being of children and families, bringing together different agencies and the community to formulate strategies that will most impact an indicator; elevate discussions and planning to a higher level of impact and shared responsibility; and allow state and local partners to prioritize what make the most sense on a state level and in a local jurisdiction.  Working in concert with the Annie E. Casey Foundation, early efforts of the GOC were designed to develop strategies and measures to ensure progress through a “Leadership in Action Program” (LAP) focused on school readiness.  
In October 2006, a similar effort was begun that focused on transition-aged youth.  More than 40 representatives from state and local government youth-serving agencies (including GWIB, GWIB Subcabinet members, a local WIB, and other agencies working with youth), advocacy organizations and other types of youth councils and committees were brought together to focus on developing a five-year action agenda for transitioning youth to ensure that they are ready for college, work and life.  As the work of the Youth Leadership in Action Program conducts research, explores measures and make recommendation, every effort will be made to support those recommendations that will promote values, policies and practices that continually advance the well-being of youth and their families.
STATE WORKFORCE INVESTMENT PRIORITIES
II. Identify the Governor’s key workforce investment priorities for the State’s public workforce system and how each will lead to actualizing the Governor’s vision for workforce and economic development. (§§111(d)(2) and 112 (a).) 

The Governor’s Workforce Investment Board (GWIB) 
The Governor’s Workforce Investment Board (GWIB) is the state’s chief policy-making body on workforce development as mandated by the federal Workforce Investment Act (WIA) of 1998.  The Board is made up of approximately 43 members – eight cabinet secretaries from state departments involved in workforce development, other entities as required under WIA, but with a 51% majority of private sector industry leaders.  The GWIB is Maryland’s chief strategy and policy making body for workforce development.  In 2004, the scope and role of GWIB was further defined and expanded by the Governor’s Executive Order 01.01.2004.60.  Under this Executive Order, the Board’s responsibilities were broadened to include providing guidance to the state’s workforce development system by developing policies and disseminating information that will contribute to maintaining a high-quality workforce.  
The Board’s goal is to create a demand-driven workforce development system that connects employers to the best educated and most highly skilled workforce in the world and is charged with advising the Governor on the following matters:

· Development of policies and the dissemination of information that will contribute to a high-quality workforce development system that is demand-driven, innovative, proactive, collaborative, and linked with economic development and labor market opportunities;

· Development of a state plan for Maryland’s workforce investment system which sets clear goals and unifies the efforts of various parts of the system, including education, workforce development, business and economic development, and other services in a coordinated strategy to upgrade and promote the status of Maryland workforce;
· Promotion and coordination of private sector involvement in the workforce investment system through the development of partnerships among state agencies, the business community and the local workforce investment boards; 

· Establishment and maintenance of an accountability system to measure the results of Maryland’s workforce investment system, including programs administered by state and local agencies, in relation to the state plan;

· Identification of issues which require input from the Board under the provision of the federal WIA legislation; and
· Working to support the state’s preparation of the workforce for the thousands of jobs coming to Maryland due to BRAC.
In the summer of 2006, the Board identified four goals.  They are:
Goal 1:
Maryland will have a cutting edge education system (K-16) that is supportive of the changing workforce needs of businesses in the State.

Goal 2:
Maryland will have a fully funded, comprehensive state workforce development system.

Goal 3:
Maryland’s workforce development system will be universally recognized as key to helping the state’s businesses grow and thrive in a global economy.

Goal 4:
Maryland will have a simple yet comprehensive measurement (report card) to evaluate the success of the state’s workforce development system. 
GWIB Subcabinet
The GWIB Subcabinet is led by the executive director of the GWIB and made up of high-level government personnel including deputy and/or assistant secretaries with interest in the state’s workforce system.  The goals of the Subcabinet are to:
· Support/facilitate workforce development goals; 

· Ensure that the workforce system is responsive to consumers and employers; 

· Address workforce development needs of the state and provide the best services; 

· Serve as convener, coordinator, connecting group for the workforce development system; 

· Execute the vision of the GWIB Executive Committee; 

· Provide linkages to other groups; 

· Educate GWIB members about workforce development issues; 

· Elevate emerging issues to the appropriate level; 

· Recommend solutions for workforce development issues and concerns; 

· Create linkages to make the workforce system work; 

· Talk and listen to each other; and
· Disseminate information down, sideways, throughout entire workforce. 

The Subcabinet also reviews the recommendations and initiatives developed by each of the steering committees within the Center for Industry Initiatives and works in collaboration with these industry leaders and steering committees in developing strategies and responses to fill the workforce gap between the industry demand-side and the government and educational supply-side.  

Center for Industry Initiatives

Maryland has been identified as a national leader, being one of the first states to adopt and implement the industry-led, demand-driven, sector-based approach to workforce development.  The approach was born out of initial work focused on the healthcare industry.  The GWIB championed the industry-led, demand-driven, sector-based, approach to address critical shortages being faced by all segments of the healthcare industry.  Key executives from the private sector including the President of  the Johns Hopkins Health System and the President and Chief Executive Officer of Adventist HealthCare, Inc., education, labor, professional associations and government participated in the initial five-phase process.

Since 2003, Maryland’s five-phase sector-based process has garnered local, regional  and national attention and is considered a model for addressing critical current and projected workforce development issues and implementing strategies though a collaborative partnership between industry, education and government.  In 2004, GWIB received a grant from the U.S. Department of Labor to establish the Center for Industry Initiatives.  The center and its staff guides and monitors an industry-led, sector-based, five-phase industry initiative process engaging industry, government and education leaders in collaboratively addressing an industry’s workforce issues.  The United States Department of Labor (USDOL) has supported Maryland model with a $1 million grant and a recent USDOL review team stated that “the work of the Center for Industry Initiatives is leading the nation is this area.”

The five phases of Maryland’s industry initiative process include:

Phase I:    Getting organized 

Phase II:   Researching and assessing the industry

Phase III:  Conducting the industry summit

Phase IV:  Developing an industry plan of action

Phase V:   Implementing an industry plan of action

III. STATE GOVERNANCE STRUCTURE (§112(b)(8)(A).)  

A.  Organization of State agencies in relation to the Governor: 

1. Provide an organizational chart that delineates the relationship to the Governor of the agencies involved in the public workforce investment system, including education and economic development and the required and optional One-Stop partner programs managed by each agency. 

See Attachment B: State Workforce Development Partner Agency Communication Channels.
Refer to link to 2006 Annual GWIB Report http://www.mdworkforce.com/lib/pdf/annualreport2006.pdf 

2. In a narrative describe how the agencies involved in the public workforce investment system interrelate on workforce and economic development issues and the respective lines of authority.
The GWIB Subcabinet, a committee of the board, is a premier example of how government agencies, the state board and local community-based organizations are leading the revolutionary change across Maryland’s workforce investment areas.  This body, led by the GWIB’s Executive Director and made up of high-level government personnel including deputy and/or assistant secretaries, examines the existing workforce development system.  It recommends ways in which improvements can be made to eliminate duplication, maximize resources, prepare young people and adults for meaningful careers and provide Maryland businesses with a workforce that meets their needs. 

The GWIB Subcabinet meets on a regular basis.  Each partner agency comes to the table prepared to share information and to develop strategies to maximize the resources of the state’s workforce development system.  Communication from this interagency group is shared at all levels.  Members share the information with their respective agency secretaries and staff members.  Communication is strategically directed to the state board as well as to the local workforce investment areas.  Currently, there are plans to develop a Subcabinet page on the GWIB website.  This vital link to information will provide partner agencies, local workforce investment areas, employers and the public with real-time information regarding workforce development issues, trends and action items and strategies being implemented by the Subcabinet.  Also planned for the website is a monthly calendar of workforce development activities that span all partner agencies.  
Listed below are examples of agency programs geared at enhancing opportunities for Maryland’s citizens and businesses.

Maryland Department of Aging (MDoA)

· Senior Employment Program:  Provides subsidized training and employment for a period of up to two years for people who are economically disadvantaged and age 55 and older. MDoA administers the program in Allegany, Calvert, Caroline, Charles, Dorchester, Garrett, Kent, Queen Anne's, St. Mary's, Somerset, Talbot, Washington and Worcester counties. Referrals to sponsors in other counties are available. 
Maryland Department of Business and Economic Development (DBED)  

DBED provides funding for two workforce training programs which provide critical funding support that is integrated with the Department’s overall efforts to grow Maryland’s economy.  The programs help to strengthen the state’s competitive position and insure that Maryland has the skilled workers necessary to attract and retain businesses in the state.  These programs also build goodwill in the business community and foster partnerships with local economic development organizations, workforce development partners and the business community.  The Maryland community college network and institutions of higher education are critical to the delivery of training funded through the Department’s workforce training programs.  

· Maryland Industrial Training Program (MITP):  Provides incentive grants for the development, retention and training of employees in firms locating or expanding their workforce in Maryland.  The program operates as an economic development strategy program to encourage growth through the increase of capital investments and an increase in the number of new jobs created in the state.  The program is generally part of an incentive package designed to encourage business expansion and assistance with relocation of companies to Maryland.  The program provides financial assistance through grants which reimburse grant recipients for eligible costs associated with new workforce development and training related activities necessary in expansion of operations.  

· Partnership for Workforce Quality (PWQ):  is a valuable business development tool which delivers resources that allow companies to enhance training and leverage investments in their workforce.  The program enables companies to acquire new skills and technologies that serve as a catalyst for growth.  Participating companies develop and implement training systems and programs that are designed to improve business competitiveness and worker productivity; upgrade worker skills for new technologies and production processes; and promote employment stability.  The program targets Maryland’s manufacturing and technology companies which are investing in modernization and have fewer than 500 employees.   

Maryland State Department of Education (MSDE)

· Adult Education and Literacy Services: Provides funding to local programs for adult and youth education and literacy services, including GED instruction, to improve the education and basic skill level of adults and out-of-school youth to prepare them for employment and self-sufficiency.  

· Career and Technology Education: Provides leadership, coordination and technical assistance to local school systems and community colleges for the development of new and the improvement of existing Career and Technology Education programs.  Career Development is an integral part of Career and Technology Education programs.  A range of work-based learning opportunities provides career awareness and in-depth career preparation.

· Correctional Education: Provides skill training and education to inmates in Maryland prisons to help them transition back into society and the workforce.

· Division of Rehabilitation Services (DORS): Provides an array of services such as training, employment assistance and assistive technologies to individuals with a physical or mental impairment that presents a substantial impediment to employment.

Maryland Higher Education Commission (MHEC)

· Community Colleges: A statewide system of 16 community colleges provides education and training programs to prepare citizens for entry-level positions in business and industry.  State support for community colleges includes the Cade formula and unrestricted grants.

· The Office of Student Financial Assistance: There are 14 financial assistance programs designed to attract undergraduate and graduate students into workforce shortage areas.  

· Public Four-Year Colleges and Universities: Undergraduate and graduate education at 17 public universities and colleges. 
Maryland Department of Housing and Community Development (DHCD)

· Community Development Block Grant (CDBG): The state distributes competitive federal HUD funds to local governments in non-urban areas for eligible housing, public infrastructure, public facilities and economic development activities.  Economic development activities (25% of the funds) must involve the employment of mostly low and moderate-income persons.  These are generally used for loans to businesses for start-up or expansion or for infrastructure grants.  

· Community Services Block Grant (CSBG): Provides general operating support to community action agencies across the state that serve people at or below 125% of federal poverty guidelines.  Agencies provide a variety of services, including employment services, all designed to assist the customer in becoming self-sufficient. 

Maryland Department of Human Resources (DHR)

· Food Stamp Employment and Training (FSET) and Able-Bodied Adults Without Dependent Children (ABAWD): Provides training and employment services to qualified food stamp recipients and ABAWD customers.  

· Child Care/Purchase of Care: Provides vouchers for childcare to low-income families to enable them to achieve and maintain economic self-sufficiency.  

· Family Investment Administration: Provides employment and training assistance as an integral element of serving Maryland citizens through the Federal Temporary Assistance to Needy Families (TANF) program.  This program, administered by local departments of social services, serves eligible families who are in financial need and provides access to other support services, such as child care and Medicaid.

· The Maryland Fatherhood Initiative Grant Program: Provides a variety of services to fathers including parenting skills instruction, education, employment development and counseling. 

· Job Access/Reverse Commute (JARC): Creates or expands transportation opportunities for current and former Temporary Cash Assistance (TCA) recipients and other low-income workers.  

· Temporary Assistance to Needy Families (TANF):  Programs are developed and implemented for eligible, needy families with a child to meet one or more of the four TANF purposes: 1) to provide assistance to needy families; 2) to end dependence of needy parents by promoting job preparation, work and marriage; 3) to prevent and reduce out-of-wedlock pregnancies; and 4) to encourage the formation and maintenance of two-parent families.

Maryland Department of Juvenile Services (DJS)

· Corporate and Small Business Alliance: Partners with the business community in order to foster the development of responsibility, character and life skills of juvenile offenders through job training and placement.

· Placement Services: Provides systematic early screening and assessment of youth who come to the attention of the department and is designed to protect public safety, hold youth accountable for their behaviors, identify health, family and educational needs and develop an individual service plan for each participant.

Maryland Department of Public Safety and Correctional Services (DPSCS)

· RESTART: Reentry Enforcement Services Targeting Addiction, Rehabilitation and Treatment, known as RESTART, focuses not only on control and custody in state facilities, but on education, substance abuse treatment and reentry support services to address the needs of inmates returning to the community to enhance public safety and to reduce recidivism rates.

Maryland Department of Labor, Licensing and Regulation (DLLR)

· Apprenticeship Program: The Maryland Apprenticeship and Training program brings together employers and organized labor to develop apprenticeship programs.  Apprentices typically start earning 50% of the wages that fully qualified workers earn.  
· Wagner-Peyser/Employment Service: Provides a variety of self-services, facilitated self-help services and staff assisted services to secure employment.  The program is designed to assist all employers seeking workers and people seeking jobs.  

· Veterans’ Services: Assists eligible veterans and spouses of veterans in obtaining employment and/or training assistance, provides information to separating active duty personnel on employment matters and encourages services to veterans by all staff through an incentive awards program.

· Workforce Information and Performance: Operates multiple federal and state cooperative programs whose activities include the collection and development of data on employment, unemployment and other factors relating to labor supply/demand.  Data are analyzed and disseminated through a series of core products and activities.

· Maryland Business Works: A statewide program designed to support existing Maryland businesses in the retention and growth of their workforce.  It encourages the promotion and creation of additional job opportunities and improves worker retention by increasing the skill level of the existing workforce.

· Trade Adjustment Assistance (TAA) Services: TAA provides job training, out-of-state job search assistance, relocation assistance and travel allowance for training to displaced manufacturing workers where the layoff or plant closure is caused by foreign competition.

· Unemployment Insurance: Provides financial benefits to workers unemployed through no fault of their own.  Program determines employer tax rates and collects taxes to fund the benefit outlays.

· Work, Not Welfare Tax Credit - The Employment Opportunity Credit (EOC): Designed to assist welfare recipients in securing employment.  It provides a financial incentive in the form of state income tax credits for employers who hire these individuals.

· Work Opportunity Tax Credit/Welfare-to-Work Tax Credit: Designed to help individuals, such as social service recipients, persons with disabilities, youth and low-income individuals, who have consistently had the most difficulty in securing employment.  Employers are given a financial incentive, in the form of federal income tax credits, for hiring these individuals.

· Workforce Investment Act  (WIA) Title I: A federal program that assists adults, youth 14-21 years of age and dislocated workers to obtain employment services, assessment, employment assistance and skills training.  Program services are administered through 12 workforce investment areas via One-Stop centers that offer citizens and employers access to publicly funded workforce services.  Note: Adult Education, Wagner-Peyser, Perkins Act and Rehabilitation Services are also included in other WIA titles.

In addition, the GWIB Subcabinet and its members are an important part of the industry initiative process. Members of the Subcabinet participate in and contribute to the five-phase process of the various industry initiatives in a number of ways. Subcabinet members serve on industry steering committees and implementation teams.  They are also invited to present to the industry steering committee to provide information and education as the committees review the supply side and its programs.  Leaders of the industry initiative steering committees present updates to the Subcabinet and workforce development strategies and solutions are explored and pursued. The Subcabinet can assist in identifying appropriate collective and collaborative efforts with different state agencies to respond to the workforce issues and demand of the various industry initiatives. The Subcabinet reviews the recommendations and initiatives developed through by each industry initiative and works in collaboration with the industry leaders and steering committees in developing strategies and responses to fill the workforce gap between the industry demand-side and the government and educational supply-side.  

B.  State Workforce Investment Board (§112(b)(1).) 
1. Describe the organization and structure of the State Board. (§111).)
The Governor’s Workforce Investment Board was established by executive order in 1983 as an agency to promote comprehensive planning and coordination of employment and training programs in the state.  Two subsequent executive orders have been signed, the latest in November 2004.  The GWIB has served and continues to function as the designated state workforce investment board, with planning and coordination responsibilities related to federal support received through the Workforce Investment Act and other programs for workforce development efforts.  

Membership of the board consists of the following individuals and is consistent with (§111): 

· The Governor 

· The Secretary of Department of Labor, Licensing and Regulation 

· The Secretary of the Department of Business and Economic Development 

· The Secretary of the Maryland Higher Education Commission
· The Secretary of the Department of Human Resources 

· The State Superintendent of Schools, Maryland State Department of Education 

· The Secretary of the Department of Public Safety and Correctional Services 

· The Secretary of the Department of Aging 

· The Secretary of the Department of Juvenile Justice

· Two representatives of the Senate of Maryland, appointed by the President of the Senate 

· Two representatives of the Maryland House of Delegates, appointed by the Speaker of the House 

· The President of the Maryland Workforce Development Association  

Members appointed by the Governor represent private sector business and industry, labor, education, local government, community-based organizations, youth service providers and other organizations and individuals with interest, experience or expertise in workforce investment activities. 

No less than 50% of the members appointed by the Governor are representatives from private sector businesses and serve four-year staggered terms. All governmental agency representatives serve as long as they hold the office or designation.  A chairperson from private sector business serves at the pleasure of the Governor.  The chairperson may not be an elected official or an employee of the State of Maryland or any local government.   The board is required to report annually to the Governor and the General Assembly on the implementation and results of Maryland’s workforce investment system.

For a detailed listing of Board members, refer to Attachment C: GWIB Members.
2. Identify the organizations or entities represented on the State Board. If you are using an alternative entity which does not contain all the members required under section 111(b)(1), describe how each of the entities required under this section will be involved in planning and implementing the State’s workforce investment system as envisioned in WIA. How is the alternative entity achieving the State’s WIA goals? (§111(a-c), 111(e), and 112(b)(1).) 

For a detailed listing of organizations represented on the state board, refer to Attachment C: GWIB Members.
3. Describe the process your State used to identify your State board members. How did you select board members, including business representatives, who have optimum policy-making authority and who represent diverse regions of the State as required under WIA? (20CFR 661.200).) 

For each vacant business and industry board position, the state board must assemble a list of names of three to four high-level executives from the private sector for the Governor’s consideration.  Industry leaders from all targeted industry sectors are identified as potential candidates. The board forwards to the Governor’s Appointment Office the list of nominees for consideration and possible appointment to the GWIB.  The Governor’s Office and the Secretary of Appointments must review and approve all nominations. Upon approval, official appointment letters are forwarded to new board members from the Governor’s Appointment Office.  Each letter includes the board member’s appointment start date as well as the term expiration date.

Organized labor groups, such as the AFL-CIO, may nominate individuals for the labor appointments.  The President of the Senate selects and appoints the two members of the senate and the Speaker of the Maryland House of Delegates appoints the two house members.  The secretary from each partner agency at the state level is a mandated board member. 

4. Describe how the board’s membership enables you to achieve your vision described above. (§§111(a-c) and 112(b)(1).) 

Pursuant to (§§111(a-c) and 112(b)(1)), the board chair and executive director of the GWIB have worked diligently to identify high-level executives who are recognized as industry leaders.  Each new appointee has undergone stringent review by both the executive committee and the Governor’s Appointment Office to ensure they are capable of working with fellow board members and have the ability to commit resources to create a world-class workforce development system.  Maryland has identified 13 industry sectors, each of which will ultimately have representation on the state board.

Board members are expected to lead efforts related to their specific industry sector and to identify workforce issues, local, regional and national trends and potential solutions to address them.   Special committees and/or workgroups may be created to address a particular issue or to develop a strategy that will focus on the needs of a targeted population.  For example, a Challenged Population Committee was created to focus on developing strategies designed to address the needs of those individuals who encounter significant barriers to employment.  These populations include at-risk youth, out-of-school youth, ex-offenders, inmates and persons with disabilities.   
The GWIB Subcabinet, another committee of the GWIB, brings together representation from each partner agency and comes to the table prepared to share information and to develop strategies to maximize the resources of the state’s workforce development system.  Communication from this interagency group is shared at all levels.  Members share the information with their respective agency secretaries and staff members.  Communication is strategically directed to the state board as well as to the local workforce investment areas.  
5. Describe how the Board carries out its functions as required in sec. 111 (d) and 20 CFR 661.205. Include functions the Board has assumed that are in addition to those required. Identify any functions required in sec. 111 (d) the Board does not perform and explain why. 

The roles and responsibilities of the state board are defined by executive order, its by-laws and in accordance with the Workforce Investment Act.  Generally, the state board has the following duties and responsibilities:

· The development of policies and the dissemination of information that will contribute to a high-quality Maryland workforce development system that is demand-driven, innovative, proactive and collaborative, that links with economic development and education and that offers universal access to skill development and labor market opportunities. 

· The development of a state plan for Maryland’s workforce investment system which sets clear goals and unifies the efforts of the various parts of this system, including education, workforce development, business and economic development and other services, in a coordinated strategy to upgrade and promote the status of Maryland’s workforce. 

· The promotion and coordination of private sector involvement in the workforce investment system through the development of partnerships among state agencies, the business community and local workforce investment boards. 

· The establishment and maintenance of an accountability system to measure the results of Maryland’s workforce investment system, including programs administered by state and local agencies, in relation to the state plan. 

· Board members who are industry leaders of targeted sectors assist in forming steering committees to coordinate their industry initiative and monitor the process and accomplishments of the initiative.

· Any other issues which require input from the board under the provisions of the federal Workforce Investment Act. 
For detailed information regarding the latest revisions to the GWIB, refer to Attachment D: Executive Order, 01.01.2004.60, Governor’s Workforce Investment Board, 11/1/04.

6. How will the State board ensure that the public (including people with disabilities) has access to board meetings and information regarding State board activities, including membership and meeting minutes? (20 CFR 661.205) 

Notices for regularly scheduled board meetings, information regarding board activities and its membership roster are posted on the GWIB website at http://www.mdworkforce.com. Meeting notices are faxed and/or sent by email to workforce partners and other interested persons upon request.  Persons who need special accommodations because of a disability may contact the staff person listed on the meeting notice to arrange suitable accommodations.  All meetings are held in facilities that are compliant with the requirements outlined in the Americans with Disabilities Act (ADA).

7. Identify the circumstances which constitute a conflict of interest for any State or local workforce investment board member or the entity that s/he represents, and any matter that would provide a financial benefit to that member or his or her immediate family. (§§111(f), 112(b)(13), and 117(g).) 

Pursuant to the Section 111(f) of the Workforce Investment Act, no board member may participate in a matter under consideration by the board regarding the provision of services by the board member or an entity that the board member represents.  Similarly, no board member may participate in any matter in which the board member, a qualifying relative or a business associated with the board member or qualifying relative has a direct financial interest.  The policy developed by the state board further provides that a member participating in the development of specifications for a state or local procurement is precluded from submitting a bid or proposal for that procurement.

In addition, no board member may intentionally use the prestige of his or her public position for that board member’s private gain or that of another.  Except in the discharge of an official duty, no board member may disclose or use confidential information acquired by reason of the board member’s public position and not available to the public for personal economic benefit or for the economic benefit of another.   Moreover, board members may not use their status in marketing their private businesses.

Any board member with a potential or actual conflict of interest must disclose that fact in writing to the board chairman as soon as the potential conflict is discovered and, to the extent possible, before the agenda for a meeting involving the matter at issue is prepared.  If it should be determined during a meeting that a conflict of interest exists, the board member must verbally declare such a conflict of interest, such declaration must be clearly noted in the minutes and such board member must excuse him/herself from the remainder of the discussion and voting.  Board members representing local One-Stop partners may serve on the local workforce investment board’s oversight committee, but may not participate in a particular discussion if it directly impacts that partner’s program.

No board member may solicit or accept any gratuity, gift or time of monetary value from suppliers, contractors or subcontractors of the board. Gifts of nominal value (under $25) are permissible.  The board shall adopt procedures that serve to minimize the appearance of conflicts.  Each board member shall annually sign a statement that he or she has reviewed this conflict of interest policy and is aware of his or her responsibilities under it.

A board member who fails to comply with this policy will be subject to sanctions to be determined by the board, including the possibility of termination.  Each local workforce investment board is required to develop provisions for penalties, sanctions or other disciplinary actions for any violations of the state or local conflict of interest policy.
8. What resources does the State provide the board to carry out its functions, i.e., staff, funding, etc.? 
In 2003, the foundation was laid for Maryland to be recognized nationally as a leading workforce investment system.  As part of this change, the structure of the board was modified.  Previously, the board functioned as an independent agency of the State of Maryland, formulating state workforce policy.  Pursuant to Executive Order 01.01.2004.60, dated November 1, 2004, under the signature of Governor Robert L. Ehrlich, Jr., the board is authorized to obtain such professional, technical and clerical personnel as may be necessary to carry out its functions in accordance with the appropriate state budgetary and administrative requirements.  GWIB staff will comprise an office that resides within the Department of Labor, Licensing and Regulation.  In addition to the funds that are provided by the State of Maryland as part of the operating budget for the board’s annual operation, each partner agency of the GWIB Subcabinet also provides a portion of the funding to support state board administration and operations.
C.  Structure/Process for State agencies and State board to collaborate and communicate with each other and with the local workforce investment system (§112(b)(8)(A).) 

1. Describe the steps the State will take to improve operational collaboration of the workforce investment activities and other related activities and programs outlined in section 112(b)(8)(A), at both the State and local level (e.g., joint activities, memoranda of understanding, planned mergers, coordinated policies, etc.). How will the State board and agencies eliminate any existing State-level barriers to coordination? (§§111(d)(2) and 112(b)(8)(A).) 

Cabinet secretaries of partner agencies are board members and attend meetings regularly to ensure uniform understanding of GWIB activities.  Each partner agency enters into a formal partnership agreement that outlines the roles and responsibilities of all members.  Additionally, the state board and partner agencies work to eliminate existing state-level barriers to coordination through the efforts of this body.  It is also the function of the Subcabinet to ensure that partner agencies cooperate and collaborate to maximize resources and eliminate duplication of efforts wherever possible.  Members identify and develop coordinated policies, programmatic mergers, and memoranda of understanding and joint activities to ensure this is accomplished.  The Subcabinet also discusses trends and potential solutions to workforce development issues and focuses on pooling the resources of the various partners to maximize results.  At the local level, workforce investment boards are encouraged to integrate One-Stop services and maximize partner resources.

2. Describe the lines of communication established by the Governor to ensure open and effective sharing of information among the State agencies responsible for implementing the vision for the public workforce system and between the State agencies and the State workforce investment board. 

The Governor communicates directly with executive staff of each of the eight partner agencies responsible for workforce development programs.  Executive staff, including the secretary, deputy and assistant secretaries and strategic leaders of each agency, participate on state board, Subcabinet or special committees and workgroups of the GWIB.   This cross-pollination ensures a fully integrated resource sharing system and fosters an environment where resources are used efficiently and to the fullest extent possible.   For a detailed graphic outlining the communication channels between the Governor and partner state agencies, refer to Attachment B:  State Workforce Development Partner Agency Communication Channels.
To further illustrate this collaborative relationship among agencies, the GWIB Subcabinet meets regularly.  Each partner agency comes to the table prepared to share information and to develop strategies to maximize the resources of the state’s workforce development system.  Communication from this interagency group is shared with staff at all levels.  Streams of communication are also strategically directed to the state board as well as to the local workforce investment areas.  Industry leaders from the various sector initiatives also report information related to their specific committee’s work, findings and/or recommendations which may affect future decisions of the board or Subcabinet.  

Currently, there are plans to develop a Subcabinet page on the GWIB website.  This vital link to information will provide partner agencies, local workforce investment areas, employers and the public with real-time information regarding workforce development issues, trends, action items and strategies being implemented by the Subcabinet and its member agencies.   A monthly calendar of workforce development activities which span across all partner agencies is currently on the website.

3. Describe the lines of communication and mechanisms established by the Governor to ensure timely and effective sharing of information between the State agencies/State Board and local workforce investment areas and local Boards. Include types of regularly issued guidance and how Federal guidance is disseminated to local Boards and One-Stop Career Centers. (§112(b)(1).) 

Since becoming integrated into the DLLR organizational structure, the GWIB has developed a strong relationship with the Division of Workforce Development under the direction of the Assistant Secretary, Andrew Moser.  The GWIB Executive Director regularly attends WIA directors’ meetings and semiannual state board and LWIB chair meetings.  The Assistant Secretary attends meetings of the state board and the GWIB Executive Committee and serves on the GWIB Subcabinet and the GWIB Challenged Population Committee.  

Communication to the local workforce investment areas occurs on numerous levels.  New information and changes to policy and procedures are disseminated via Workforce Investment Field Instructions (WIFI).  All WIFI directives are accessible electronically at the following site: http://www.dllr.state.md.us\employment\wifi.html.  For a short description of WIFIs referenced in this state plan, refer to Attachment E.  Information is also available at quarterly directors’ meetings and monthly Maryland Workforce Development Association (MWDA) meetings attended by the local directors and through regular emails and in-person communication. 

DLLR’s Division of Workforce Development has also created three regional field representative positions to serve as liaisons between the state and the local workforce investment areas.  Each field representative is assigned four local areas and is responsible for providing a direct link for ongoing communication and ensuring the local workforce investment areas receive guidance and technical assistance/support in a timely fashion.

4. Describe any cross-cutting organizations or bodies at the State level designed to guide and inform an integrated vision for serving youth in the State within the context of workforce investment, social services, juvenile justice, and education. Describe the membership of such bodies and the functions and responsibilities in establishing priorities and services for youth? How is the State promoting a collaborative cross-agency approach for both policy development and service delivery at the local level for youth? (§112(b)(18)(A).) 

The Governor’s Office for Children

Recognizing the need to establish a single set of priorities, the Governor created the Office for Children in 2005.  This office was designed specifically to ensure closer coordination and integration of services to children and their families.  Since the inception of the office, the GOC has worked to inform and support the collective and specific work of the Children’s Cabinet; promote values, policies and practices that continually advance the well-being of Maryland’s children and families.  

Since 1996, Maryland has used a results-based framework to advance the well-being of children and families, designed to bring together different agencies and the community to formulate strategies that will most impact an indicator; elevate discussions and planning to a higher level of impact and shared responsibility; and allow state and local partners to prioritize what make the most sense on a state level and in a local jurisdiction.  Working in concert with the Annie E. Casey Foundation, early efforts of the GOC were to develop strategies and measure to ensure progress through a “Leadership in Action Program” (LAP) focused on school readiness.  

In October 2006, a similar effort was begun focused on transition-aged youth.  Bringing together more than 40 representatives from state and local government youth-serving agencies (including GWIB, a local WIB, MSDE, and other state agencies working with youth), advocacy organizations and other types of youth councils and committees and focused on developing a five-year action agenda for transitioning youth to ensure that they are ready for college, work and life.  As the work of the Youth Leadership in Action Program conducts research, explores measures and make recommendation every effort will be made to support those recommendations that will promote values, policies and practices that continually advance the well-being of youth and their families.  

Maryland has a strong network of local workforce investment area youth councils.  The Department of Labor, Licensing and Regulation, through its Office of Workforce Information and Performance, will continue to provide local workforce investment areas with labor market information that is specific to Maryland’s youth workforce.  Local youth councils use this information during strategic planning, RFP development and the identification of appropriate youth service providers.  Local area youth caseworkers use many types of labor market information to provide career guidance and placement assistance to their customers. Youth demographic and employment reports tailored to specific regions may be requested from DLLR by both the state and local youth councils to facilitate projects, grant applications or other efforts.

For additional information, refer to Attachment F - Maryland’s Youth Workforce 2005.
IV. ECONOMIC AND LABOR MARKET ANALYSIS (§112(b)(4).): As a foundation for this strategic plan and to inform the strategic investments and strategies that flow from this plan, provide a detailed analysis of the State’s economy, the labor pool, and the labor market context. Elements of the analysis should include the following: 

A.  What is the current makeup of the State’s economic base by industry? 

Maryland’s economic base, which, in 2005, included 2,497,416 jobs, draws its employment from just over 161,100 business sites. Private sector employers provide about 8 out of every 10 jobs, or a total of 2,048,797 jobs, in Maryland’s employment base. Within the private sector, nearly 84% of all jobs are in service-providing industries, with trade, transportation and utilities and professional and business services industries holding the largest market shares. These two industries, when combined, account for about 4 out of every 10 jobs in the private sector economy.

[image: image8.wmf]Skilled/Available

Total

Demand 

Occupations

Demand

Education/Training

Industry

Within the Industry

2004-2014*

Requirement

Healthcare

Registered Nurse

24,080

Postsec.award/Assoc. degree

Nursing Aides/Orderlies

9,535

Postsec.award/Assoc. degree

Home Health Aide

7,895

High school or less

Medical Assistant

3,920

High school or less

LPN's

3,920

Postsec.award/Assoc. degree

Med/Health Svc.. Mgr.

2,710

Bachelor's or higher

Pharmacist

1,840

Bachelor's or higher

Education

Elementary School

11,910

Bachelor's or higher

Secondary School Teacher

9,285

Bachelor's or higher

Teachers' Aide

8,845

High school or less

Professional 

Accountant

8,400

Bachelor's or higher

&

Computer Systems Analyst

8,150

Bachelor's or higher

Business Services

Systems Eng., Software

6,360

Bachelor's or higher

Systems Eng., Applications

6,125

Bachelor's or higher

Management Analyst

6,070

Bachelor's or higher

Computer Support Specialist

4,020

Postsec.award/Assoc. degree

Trade

Retail Salesperson

45,080

High school or less

Cashier

35,365

High school or less

Counter & Rental Clerk

6,425

High school or less

* Openings due to growth and replacement

Reflects economy-wide demand

Recent Trends
Maryland’s labor market, building on the momentum established the previous year, continued to expand in 2005, with private sector jobs advancing at a rate of 1.7 percent. While a modest gain by 1990’s standards, 2005’s expansion was nonetheless the strongest growth since the 2001 recession. A number of factors stood behind this upturn. The initiatives of the Federal Reserve to keep inflation in check and the impact generated by historically low interest rates helped to bolster consumer and business confidence which, in turn, encouraged the spending activity needed to shore up the economy. 

The number of jobs on Maryland’s private sector payrolls, increasing by 33,828 between 2004 and 2005, expanded at a rate identical to that of the nation. Both the goods-producing and service-providing components of the economy participated in this expansion. Service-providing industries, however, generated most of the new employment, contributing about 9 out of every 10 new jobs added in the private sector during 2005. 

Professional and Business Services took the lead in the State’s job expansion, accounting for 3 out of every 10 jobs added during 2005. Growth in this sector, at 2.7 percent, was a full percentage point higher than the rate of overall private sector expansion. Within this business sector, firms providing architectural/engineering services, management/technical consulting services, employment services and computer systems design services were among the top jobs producers.  

In Education and Health Services, an industry accounting for about 16.6 percent of the State’s private sector base, a growth rate of 1.9 percent advanced employment by 6,363 jobs. More than three-fourths of the sector’s increase resulted from hiring activity in health services, specifically in hospitals and ambulatory healthcare services where physician’s offices are categorized. 

Construction was the fastest growing industry in the statewide economy during 2005, expanding at a rate of 3.6 percent. Special trade contractors and building construction, specifically residential building, were the primary sources of expansion in this sector. Between 2004 and 2005, the number of housing units authorized for construction rose by more than 10%, helping to propel this increase. Low mortgage interest rates not only increased affordability, but also pushed home values higher, giving consumers the ability to tap into the equity in their homes to use not only for remodeling but also to funnel back into the economy for other goods and services. The construction surge helped to fuel job generation in the finance sector as well. 
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Those consumers taking advantage of refinancing opportunities and the additional dollars realized through home appreciation found themselves with more disposal income. This income translated into increased buying power, contributing to upturns in trade, and leisure and hospitality -- industries where consumers are key contributors to economic vitality.

Economic conditions throughout much of 2005 were, for the most part, conducive to growth. As the year progressed, however, rising energy prices lent some uncertainty to the pace of continued expansion. Throughout much of 2006, we saw widely fluctuating gasoline prices during the better part of the year, some initial phasing in of increased home energy costs, and a slowing in both home building and sales. These factors, however, did not create a significant drag on overall economic activity. Based on current indicators, it appears as if Maryland’s economy, as well as that of the nation, has transitioned into a period of stabilization. 

B. What industries and occupations are projected to grow and/or decline in the short term and over the next decade? 

As 2006 came to a close, Maryland’s economy seemed to be shaking some of the sluggishness created by the slowing in the construction and housing markets. Recent reports showing an increase in home sales – the first in more than a year – appear to support this resurgence. This renewed activity, coupled with the continued strength and durability in Maryland’s service economy, bode well for both short- and long-term growth in Maryland’s job base. In the short-term, a modest, yet sustainable pace of growth will guide Maryland’s business expansion. 

Annually, Maryland’s job base is expected to expand at a rate of about 1.4%, which translates into a gain of between 35,000 and 40,000 jobs per year through 2014. Expansion in Maryland through 2014 will closely parallel that of the nation in terms of the types of industries and occupations expected to make the best showings, however, growth in Maryland’s economy predicted at a rate of 14.8 percent over the ten-year period will outpace that of 12.9 percent expected nationally. Both nationally and in Maryland, virtually all the anticipated growth will occur in the service-providing sector. In Maryland, the education/health care services, professional and business services, and trade/transportation/utilities industries will be the expansionary frontrunners in both short- and long-term forecasts.

In examining the long-term outlook, all of Maryland’s industry super sectors are expected to add jobs at varying rates of expansion with the exception of manufacturing. While overall manufacturing is expected to decline, some of the feeder industries in the Aerospace and Bioscience Sectors will provide additional opportunities according to future forecasts. Foremost among these is pharmaceutical manufacturing. The development of two major bio-parks in Baltimore will facilitate this future expansion.

Just over a third of all anticipated expansion in the service economy will result from growth in education and health services. Projected increases in employment in elementary and secondary schools will drive expansion in educational services while, in healthcare, ambulatory health care services which includes doctor’s offices and medical labs to name a few and nursing and residential care facilities, when combined, will account for nearly two-thirds of the sector’s expansion. 

In the diverse professional and business services industry, computer systems design and management, scientific and technical consulting firms – businesses that incorporate many technology driven jobs – will be among the largest job generators. Employment services, one of business services’ component industries, will also be a sizeable job contributor. In trade/transportation/utilities, food and beverage stores, grocery stores, general merchandise stores, auto dealers, transit and ground transportation and wholesalers of professional and commercial equipment and supplies will be industries on the move.
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    in this educational category.

   *  Health-related occupations, those involving either direct care or medical record information maintenance, 

       will account for nearly 60% of the top demand occupations in this educational category.

   *  Registered nurses is expected to be not only one of the fastest growing, but, also, one of the 

       occupations with the largest number of openings in Maryland's economy through 2014. 

TOP DEMAND OCCUPATIONS REQUIRING 

   *  About 1 out of every 10 occupations in Maryland's economy in 2014 will require workers with a

       postsecondary award or an associate degree.

   *  The top 20 occupations highlighted above will account for slightly more than 75% of the overall demand 
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Hairdressers, Hairstylists, & Cosmetologists

Preschool Teachers, Except Special Education

Nursing Aides, Orderlies, & Attendants

Medical Secretaries

Fitness Trainers & Aerobics Instructors

Medical Records & Health Information Technicians

Library Technicians

Automotive Service Technicians & Mechanics

Medical & Clinical Laboratory Technicians

Emergency Medical Technicians & Paramedics

Bus & Truck Mechanics & Diesel Engine Specialists
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Computer Support Specialists

Licensed Practical & Licensed Vocational Nurses

Real Estate Sales Agents

Electrical & Electronic Engineering Technicians

Radiologic Technologists & Technicians
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Among the major occupational professional and related occupations, which are heavily concentrated in the top growth industries of professional and business services and healthcare and, service occupations, which have high concentrations in consumer-related industries such as healthcare and food service will be the biggest job suppliers in Maryland as well as nationally. Demand will exist for workers with diverse skills and training. Following are lists of top demand occupations for the 2004-2014 forecast period by educational attainment levels.
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C.  In what industries and occupations is there a demand for skilled workers and available jobs, both today and projected over the next decade? In what numbers? 

The industries expected to show short-term employment potential are, for the most part, expected to be notable gainers over the long-term. The demand for workers in these industries will generate job openings for both skilled and unskilled workers.  Some of the occupations, both skilled and unskilled, required to maintain and support growth in Maryland’s economy are as follows:
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D.   What jobs/occupations are most critical to the State’s economy? 

In Maryland, the goal is to maximize both workforce and business capacity. In working toward this goal, the Department of Labor, Licensing and Regulation has adopted the prevailing philosophy that “workforce development is economic development.” This mantra reinforces the charge to the employment and training community to ensure that workforce training and skills development focus on demand-driven occupations. A workforce with the requisite skills necessary to support economic growth and development will help to establish Maryland as the “place to do business.”  

The labor issues facing Maryland, as well as the nation, involve the interplay of multiple factors such as changing demographics, technology, business practices and public policies. These factors have increased growth in select industries such as healthcare and professional and business services, making particular occupations within these industries critical to the state’s economy. 

In recent years, demand for healthcare has risen in response to the aging of the population, advanced diagnostic technologies that have expanded treatment options and life expectancy and increased awareness/emphasis on preventative medicine.  When analyzing current program enrollments against demand projections, it is apparent that this renewed demand has created supply/demand gaps in a number of skilled healthcare occupations.  Registered nurses, radiologic technicians, medical/clinical lab technicians and licensed practical nurses are among those occupations in which supply/demand gaps have been identified.
Professional and business services, an industry sector primarily driven by business demand, is composed of a diverse group of industries that perform support services on behalf of others. Changes in business practices and the growing use of technology have increased the support provided by this business sector. Occupations in computer-related and engineering specialties are among the critical demand occupations needed to staff professional/business services firms and to support activities in several of Maryland’s industry sectors, including aerospace and bioscience to mention a few. 

E. What are the skill needs for the available, critical and projected jobs?
Maryland, unlike many other states, is experiencing extremely low unemployment (3.9% in 2006). As a result many employers are having difficulty finding available workers.  The available candidates often lack basic workplace skills as well as academic and occupational skills.  As a result Maryland employers are concerned with the quantity and quality of candidates applying for jobs.  

Many employers when asked about skill requirements for entry-level jobs, most often speak to the need for good workplace skills including interpersonal communication, critical and higher order thinking, teamwork and self management skills.  Frequently, if given a candidate with these “soft skills” employers are willing to provide training in job-specific skills.

GWIB’s Center for Industry Initiatives is working with business leaders from key industries in the state to identify current and future workforce challenges.  Leaders  representing education from K-12, community colleges, 4-year institutions and private career schools are engaged to help identify strategies to address the challenges and workforce shortages.  Each industry monograph provides information on the findings with recommendations to address the shortage areas.  Each monograph is published and posted on the GWIB website and shared with educational institutions (K-16+) throughout the State.  

The Aerospace, Tourism/Hospitality, and Healthcare steering committees have completed their monographs. The Healthcare Steering Committee has reconvened to review its progress and make new recommendations.  Other industries’ reports soon to be released include Bioscience and Education.  These industry steering committees are in various stages of the process.   Once finalized, the results will be posted on the GWIB website for use by the workforce development, economic development and educational communities around the state.

The GWIB Subcabinet is working to find ways to better connect employers within high growth/high demand industries with often untapped sources of labor that are not generally considered as a recruitment pool.  These populations include people with disabilities, ex-offenders, youth aging out of foster care and other at-risk youth, and older workers.   This strategy can provide a short-term solution to worker shortages while the industry process will bear results over the long term. 

F.  What are the current and projected demographics of the available labor pool (including the incumbent workforce) both now and over the next decade?

Maryland’s labor force was estimated to number 3,002,729 persons in 2006
. Unemployment averaged 3.8% of the labor force, or 115,102. (For comparison, U.S. unemployment was 4.6% in 2006.) The state’s jobless rate has been inching steadily downward since 2003, after climbing following the recession of 2001. Maryland’s labor force and unemployment numbers tend to vary somewhat throughout the year, generally peaking during the summer due to the influx of students in to the seasonal labor pool.  

A demographic analysis of the labor force (based on 2004 estimates from the Current Population Survey) indicates slightly less than half were female; about one-third were racial minorities; and about 8% were of Hispanic origin. By age cohort, about 7 out of 10 labor force participants were between the ages of 25 to 54 years. Often referred to as the “prime working age group” this segment traditionally records the highest labor force participation of the major age categories. 

Joblessness varied among different population groups, with women posting higher unemployment levels than men, and minorities, on average, recording greater jobless rates than white workers. The youngest labor force participants (16-24 years) had the highest unemployment of the three age groups.
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Projections for 2015 forecast Maryland’s labor force to number 3,263,580 persons – a gain of 260,851 persons, or 8.7% from 2006. Faster growth by female participants will result in a labor force nearly half female. Indications are, though, that the long rising labor force participation rate of women is stabilizing. Male workers, while not increasing in numbers as fast as females, will still have a higher labor force participation rate. 

The minority labor force is expected to grow at a faster rate than that for white non-Hispanics, thus increasing their share of the state’s labor force. Above average birth rates for minorities, high levels of immigration, and fewer job market leavers will propel this trend. 

Shifts in the age composition of the labor force are expected as well. The aging of the baby boom generation into the 55 and over group, coupled with higher labor force participation than in the past, will result in a much larger presence of older workers. Still, 25 to 54 year olds will continue to have the highest labor force participation, and will account for most of the workforce. The 16 to 24 age group will see the slowest labor force gains, resulting in a job market with proportionally fewer young, new workers.   

In summary, forecasts for the next 10 years project a labor force for Maryland that is slightly more female, with larger numbers of older workers, and an increased share of racial minority and Hispanic origin participants than today.     

G.  Is the State experiencing any “in migration” or “out migration” of workers that impact the labor pool? 

Maryland experienced a net out-migration of residents in 2004 – the first such loss in five years.
 Including the flow of federal personnel to and from overseas assignments, out-migration totaled 1,418. More significantly, however, after subtracting federal citizen movements, the state sustained a net loss of 4,812 residents to the rest of the U.S.
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Healthcare
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Factors behind this trend include a slight relative weakening in the state’s economy, the pull of the South for retirees, and the attraction of lower housing costs in border states. 

The District of Columbia was the top source of in-migration to Maryland, as it has been for many years, though the numbers have declined significantly from the 1990’s. Second in population inflow was New York – typically a major contributor to in-migration. Movers from these two areas likely migrated for different reasons. D.C. residents tend to relocate to border counties, thus remaining in the same job market, and may simply perceive Maryland as a desirable place to live. New York’s weak economy of the last few years may have been the incentive behind much of that state’s out-migration.

Florida, long a popular destination for retirees as well as job seekers, was the recipient of the most out-migrants from Maryland. Border states, however, are increasingly receiving larger numbers of migrants.  Pennsylvania in particular has been steadily gaining residents from Maryland, ranking second for out-migration.  More affordable housing in Pennsylvania and West Virginia, increasingly attractive as Maryland’s housing costs have accelerated in recent years, is a probable factor in much of this outflow.

The job market implications for Maryland from current domestic migration flows are likely not major. A large proportion of the population transfers are occurring in border areas that generally share a common labor market and require few job changes. For example, employed District of Columbia residents who move to nearby Maryland counties may hold jobs in Washington, and while they will become members of Maryland’s labor force, they remain part of D.C.’s workforce. Conversely, working Marylanders who move north of the Mason-Dixon Line become part of Pennsylvania’s labor force, while continuing to be in Maryland’s workforce. In the long run though, these migrants may find subsequent employment in their new home states. 

It remains to be seen whether Maryland’s 2003-2004 negative population flow was an aberration or a return to the net out-migration trends experienced during the 1990’s.      

H.  Based on an analysis of both the projected demand for skills and the available and projected labor pool, what skill gaps is the State experiencing today and what skill gaps are projected over the next decade? 
The DLLR Office of Workforce Information and Performance provides GWIB’s Center for Industry Initiatives with initial industry profile data.  This data is reviewed and responded to by each industry initiative steering committee. The committee addresses the top 25 occupations within each active industry Office of Workforce Information and Performance.  The data also provides the base source of data for each industry’s detailed work in researching and gathering information on its industry and its workforce that will be included in the industry monograph.  An example of an industry sector data profile, specifically of the healthcare industry, is included as Attachment G:  Healthcare Industry Sector Report.

Maryland’s five-phase sector-based approach has garnered national attention and is considered a model for addressing critical current and projected workforce development issues and developing strategies and solutions.  
The five phases of Maryland’s industry initiative process include:

Phase I:    Getting organized 

Phase II:   Researching and assessing the industry

Phase III:  Conducting the industry summit

Phase IV:  Developing an industry plan of action

Phase V:   Implementing an industry plan of action

With the healthcare initiative, a May 2004 report generated by the Maryland Higher Education Commission, in cooperation with the Department of Labor, Licensing and Regulation’s Office of Workforce Information and Performance addressed Maryland’s top 25 healthcare occupations in demand.  The report analysis compared the projected total annual openings from 2000-2010 to the number of annual graduates from Maryland’s postsecondary healthcare programs in FY 2002.   The following findings are identified: 

· A gap between the projected demand and the reported supply was identified for 23 of the top 25 demand healthcare occupations.

· Substantial gaps of more than 40% for 19 of the top 25 demand occupations are projected.

· The future gap may narrow for occupations with increased program enrollments and graduates as reported by higher education institutions.

· The current gap may be less than reported for occupations requiring short-term training.  This may be due to underreporting of students completing postsecondary courses that are not part of a formal certificate program, high school programs or training provided by an employer for their employees.

· There may be significant implications if downward trends in enrollments/graduates continue and alternative sources of trained healthcare workers are unavailable for several of the top 25 occupations, including, registered nurses, diagnostic medical sonographers, respiratory therapists/technicians, medical and clinical lab technologists and radiologic technologists/technicians and medical transcriptionists.
The Industry Initiative Steering Committees work to gather, review, analyze and validate data such as this and then develop strategies in an industry plan of action to address workforce issues and shortages within their industry. 
The Healthcare steering committee, after completing an initial industry initiative to address the nursing workforce shortage, has recycled back into phase 1 of a new industry initiative effort to address other healthcare industry occupational shortages and skills gaps such as pharmacists, physicians, physical therapists, occupational therapists, dentists and others. Aerospace, Hospitality and Tourism and Bioscience steering committees are also advanced in their process to address their respective industry workforce needs. 

I.  Based on an analysis of the economy and the labor market, what workforce development issues has the State identified? 

Included in “J” below.

J. What workforce development issues has the State prioritized as being most critical to its economic health and growth? 

Workforce development issues identified as critical to the state’s economic health and growth include:

· Keeping pace with technology changes in all of the targeted industries and ensuring that workers have essential education and skills to meet employer needs; we expect the overall percentage of occupations that require some level of postsecondary education to continue to grow, placing significant demands on our education system;

· Addressing the current and future shortage of workers that will be compounded by the exit of baby boomers from the workforce; 

· Helping special populations such as ex-offenders, persons with disabilities, senior citizens, long-term public assistance recipients and at-risk youth to enter the mainstream workforce; and

· Working to resolve immigration issues, such as the H-2B program and the constraints and affects this law has on vital Maryland industries such as agriculture, seafood processing and hospitality and tourism.

In addition to the issues identified above, several issues and workforce development trends identified through the sector-based approach by the healthcare industry may also serve as the foundation of workforce issues and trends in other Maryland industries.   Significant issues identified in the healthcare industry include:

Recruitment and Attraction: 

· Encouraging young people to explore the many opportunities that exist within each industry sector; 

· Diversifying the workforce by ensuring that non-traditional worker populations become aware of industry career opportunities; and

· Engaging higher education and industry trainers to create non-traditional learning opportunities (e.g., virtual job shadowing and internships) to prepare new workers.

Retention: 

· Creating and/or enhancing workplace mentoring programs for new employees; and

· Expanding the use of technology to reduce stress and employee errors.

Professional Development:  

· Creating a clearinghouse of training programs and opportunities for staff development; and

· Expanding career pathway programs to other targeted populations.

State Policy and Financial Incentives:

· Linking scholarships to Maryland employment opportunities within the various industry sectors; and

· Drafting legislation to support particular issues within given industries.

Military Worker Transition:

· Attracting transitioning military personnel and their significant others to employment opportunities in Maryland.

The aforementioned healthcare trends and issues may be identified as significant within other industry sectors across the state.  The sector-based approach enables each industry to clearly identify and address their long-term demand needs, specific issues, trends and strategies.
For more detailed information, refer to the following links on the GWIB website: http://www.mdworkforce.com/hc/pdf/monograph.pdf and http://www.mdworkforce.com/hc/pdf/postsummitreport.pdf 

For information on Occupational Projections 2004-2014, visit the DLLR website:
http://www.dllr.state.md.us/lmi/iandoproj/
V. OVERARCHING STATE STRATEGIES
A.  Identify how the State will use WIA Title I funds to leverage other Federal, State, local, and private resources in order to maximize the effectiveness of such resources and to expand the participation of business, employees, and individuals in the Statewide workforce investment system? (§112(b)(10).) 
 In times of funding reductions at the federal, state and local level, leveraging resources is critical to the sustainability of the workforce development system and support from the highest level of government is necessary to create an atmosphere of collaboration and partnership.  Maryland’s Governor and his cabinet secretaries have worked together to create such an environment. The new resource map, (Attachment H – Maryland’s Demand-Driven Workforce Development System) identified the partners that work together to solve Maryland’s workforce challenges.  The role of business and the investment of employer time and knowledge cannot be overemphasized.  Industry leaders must participate in the “process” of identifying the knowledge and skills necessary to support and grow their businesses, particularly in light of rapidly changing technologies. Their participation on state and local workforce investment boards, sector-based steering committees and academic business advisory groups is critical. Working with government and education partners, they can shape the direction and content of both academic and skills training programs in Maryland.  The primary source of leverage resources are not necessarily financial, but include in-kind and volunteer work from the private sector.
Innovative programs, like Maryland Business Works, have been highly successful in leveraging financial resources from the business community.  In the past two years, the Department of Labor, Licensing and Regulation has used two-million dollars in WIA incentive and discretionary funds to leverage an investment of an additional two-million dollars from businesses interested in upgrading the skills of their existing workers.  Maryland’s Teach for the Health of It initiative, which prepares registered nurses for faculty positions at local higher education institutions, also leverages significant resources from the business community. Maryland's Teach for the Health of It initiative includes a segment that provides funds for incumbent healthcare training. This segment has provided $500,000 in federal funds and leveraged an additional $400,000 in training resources from healthcare employers.
Maryland’s One-Stops are funded primarily with federal Title I Workforce Investment Act dollars.  Centers supported with Wagner-Peyser funds were also located statewide, sometimes in the same local community.  The Department of Labor, Licensing and Regulation has made a commitment to eliminate duplication and streamline services, both centrally and at the One-Stop level.  The reorganization of the central staff eliminated duplicative positions and organized units by function rather than by funding stream.  This has resulted in a more efficient operation and will allow DLLR to pass the savings along to customers at the local level.  With the exception of the Western Maryland Workforce Investment Area, all Wagner-Peyser and WIA programs are now co-located. The one remaining location will be as sufficient leased space becomes available.  At the local level, services to both job seekers and the business community are becoming more efficient.  Duplication in the provision of Core services has been eliminated.  Coordinated planning is taking place and services to the business community are no longer competitive, but collaborative.  Business service representatives from all partners now use a team approach, with any representative able to present the full array of workforce development services to the business customer. 

The GWIB Subcabinet continues to work together to ensure that all required WIA partners have a physical presence in Maryland’s One-Stop centers and that customer services are integrated.  Identifying partner resources to support the One-Stop infrastructure continues to be a challenge, but progress is being made. At the request of the Subcabinet, local and state representatives are discussing opportunities for the Department of Social Services and local workforce investment areas to work more collaboratively, to combine resources and to provide more efficient services to low-income individuals.  Within the State Department of Education, both the Division of Rehabilitation Services (DORS) and the Office of Adult Education are actively seeking ways to better integrate services and to locate additional staff within the One-Stops.  Closer collaboration and resource sharing between WIA, Department of Human Resources, DORS and Adult Education were identified as top priorities of the Subcabinet for the year ahead.

B.  What strategies are in place to address the national strategic direction discussed in Part I of this guidance, the Governor’s priorities, and the workforce development issues identified through the analysis of the State’s economy and labor market? (§112(b)(4)(D), 112(a).)

Maryland is well positioned to address the national strategic direction as outlined by the United States Department of Labor through the vision and strong support of the Governor and the collaboration between his workforce board, departments and workforce development partners.  As evidenced throughout this plan, Maryland is creating a demand-driven workforce development system, led by business and supported through integrated One-Stop centers.  A synergy has been created where workforce information drives analysis by business-led committees and results in strategies that will impact economic and workforce development. Once high-growth, high-demand industries and occupations are identified and validated, state and local areas can effectively recruit and prepare the appropriate workforce and the education system can respond appropriately.  Seamless service delivery to both job seeker and business customers is a priority and is supported through state policy, local administrative control, common data collection and reporting and integrated staff development and monitoring.  The involvement of state, local and faith-based and community partners will provide enhanced resources to support and maintain the workforce investment system.
C.   Based on the State’s economic and labor market analysis, what strategies has the State implemented or plans to implement to identify and target industries and occupations within the State that are high growth, high demand, and vital to the State’s economy? (§112(a), 112(b)(4)(A).) The State may want to consider: 

1. Industries projected to add a substantial number of new jobs to the economy; or 

2. Industries that have a significant impact on the overall economy; or 

3. Industries that impact the growth of other industries; or 

4. Industries that are being transformed by technology and innovation that require new skill sets for workers; or 

5. Industries that new and emerging and are expected to grow. 

The identification of high-growth, high-demand industries and occupations will be accomplished through the collaborative efforts of the following state and local partners:

· Governor’s Workforce Investment Board 

· Local Workforce Investment Boards 

· Maryland Department of Labor, Licensing and Regulation, Division of Workforce Development 

· Maryland Department of Business and Economic Development

· Local Economic Development Offices
· Business and Industry

· Secondary and Postsecondary Education

The process begins with labor market information and industry profile data, provided through DLLR’s Office of Workforce Information and Performance, to both local workforce investment areas and the Governor’s Workforce Investment Board’s Center for Industry Initiatives.  Thirteen industry sectors have already been identified by the center as those with existing shortages or high growth potential and they reflect approximately 85% of all Maryland employers.  The data provided by DLLR is validated by business-led industry sector steering committees, serving as the basis for each industry’s detailed research and workforce report.  The reports identify skills required for key occupations within each sector, gaps between supply and demand, career ladders and other important workforce issues and industry trends (Refer to Attachment G for an example of an industry sector report).  This critical information will then be provided to LWIBs, DBED and Maryland’s secondary and postsecondary education partners.  The Department of Business and Economic Development will work with state and local partners to both attract and retain high-growth, high-demand industries.  Local boards, in collaboration with their economic development partners, will use this same data to identify which high-growth, high-demand industries have a presence in their area and to facilitate local workforce development planning.  It is critical that local boards have this information to target their limited federal training dollars to occupations for which there will be a demand and an opportunity for growth. This data is also critical to the development of education and training programs offered by Maryland’s secondary and postsecondary institutions.  Maryland’s State Plan for Postsecondary Education specifically identifies this collaborative use of data, as a means of responding to shifting workforce needs.
Base Realignment and Closure 2005

The Base Realignment and Closure 2005 (BRAC) decisions will bring more than 45,000 new jobs to Maryland by 2011. The bulk of these positions will come into Aberdeen Proving Ground from Ft. Monmouth and Fort Meade from Defense Intelligence Service Agency.  It is anticipated the growth will bring 28,000 new households to the commuter shed from this event.  Maryland’s Department of Labor, Licensing and Regulation secured USDOL National Emergency Grant (NEG) BRAC Planning funds to begin the planning process for the BRAC Impact. The main focus of these funds was an impact study.  

The Maryland Department of Business and Economic Development (DBED) managed the four-task impact study.  The study measured the impact of this growth on local planning, public facilities, the environment, schools, infrastructure (in particular, transportation, water and sewer), workforce issues, housing, financial requirements, and regulatory issues.  The study was prepared by the Science Applications International Corporation (SAIC), the Maryland Department of Planning, the Baltimore Metropolitan Council, and Towson University’s RESI, with input from the City of Baltimore and Anne Arundel, Baltimore, Cecil, Harford, Howard, Montgomery, and Prince George’s counties. 

State, Local and Regional Cooperation and Coordination

The Military Council and BRAC Subcabinet 

Maryland developed a Secretary–level Council, for building a coordinated strategy for dealing with the Department of Defense Civilian and Military operations within the State.  It is this council that oversaw the actions of the State BRAC Planning Committee and the NEG Planning Grant. The same coordinated, concerted effort that brought BRAC success to Maryland is now required to most efficiently and effectively determine how best to plan for and invest in the infrastructure improvements required.  
In 2007, Governor Martin O’Malley put together legislation for the formation of a BRAC subcabinet under the office of Lieutenant Governor Anthony G. Brown to oversee the state’s role in the BRAC transition. Asuntha Chiang-Smith has been hired to coordinate work by the subcabinet, which includes a variety of state agencies that will play a role in accommodating the growth that will come with the jobs in the next several years. 

The subcabinet will oversee the development of state and local action plans for delivering services during the BRAC transition, and solicit additional resources to implement projects.  It will identify structure, staff and funding for implementation phase. The subcabinet will be working with local officials and Maryland's congressional delegation to gather information to form a plan with budget and legislative priorities by December 2007.  

Workforce Innovation in Regional Economic Development  (WIRED)

A key component of any response to the BRAC Growth is a WIRED approach.  Multi-state resources will need to be used to achieve workforce, economic and talent development growth goals into the foreseeable future.  State and local coordinators will need to develop system capacity to share resources and focus training, recruitment, and placement needs for BRAC transition within Mid-Atlantic Region.

Critical components of this regional approach will require the development and building of an organism to manage a regional project.  This project organization will need to provide regional leadership.  The organization will need to develop a coherent strategy for growing our regional economy. It will require building a network of partner assets and resources.  It will entail leveraging regional resources for improving our workforce development infrastructure.  The project management will need to analyze the Strengths, Weaknesses, Opportunities and Threats of the region to assess where resources will be most effective.  Above all the leadership will need to develop a regional identity for implementing a sustainable partnership strategy leading to a regional economy able to compete globally.  The BRAC Project will allow for building a sustainable strategy for regional economic growth.  This regional approach will begin with BRAC and allow for sustained growth beyond the BRAC Impact period.  

D.  What strategies are in place to promote and develop ongoing and sustained strategic partnerships that include business and industry, economic development, the public workforce system, and education partners (K-12, community colleges, and others) for the purpose of continuously identifying workforce challenges and developing solutions to targeted industries’ workforce challenges? (§112(b)(8).)

Maryland’s Governor has established workforce development as a top priority.  There is a  clear mandate from both the Governor and the Maryland Legislature for departments to work collaboratively and, where possible, to deliver constituent services in an integrated manner.  The Governor has encouraged the secretaries of labor, education, economic development, higher education, human resources, aging, public safety and juvenile services to fully support the GWIB and to collectively identify workforce needs and develop solutions.  The Governor has also re-energized the board with new business members who are leaders in key Maryland industries including manufacturing, healthcare, aerospace, education and hospitality and tourism.  He has charged the GWIB and its partner agencies with the task of making Maryland’s workforce system truly responsive to the needs of its customers. 

The GWIB Subcabinet, in its recent report to the Maryland Legislature, identified many opportunities for improving the workforce development system and is continuing to look at ways that agencies can work together to eliminate duplication and create efficiencies.  There is a continued sharing of information and resources across departments to address common problems.

· The departments of education and labor are working together to better integrate adult education services in the One-Stop centers.

· The Department of Labor, Licensing and Regulation developed common definitions for Maryland industry sectors through a collaboration with the GWIB, the departments of education and economic development and business and industry. 

· The departments of labor, education and public safety are working together to provide improved workforce development services to incarcerated and recently released individuals.  This includes creating opportunities for training “behind the fence” to be credited toward apprenticeship requirements or licensure.

· The departments of labor and human resources continue to address accessibility and employment issues related to individuals with serious barriers.

· The Employment Systems Transformation Steering Committee was created to facilitate and support disability system change in Maryland and was funded through a grant from the USDOL Office of Disability Employment Policy.  Partners in the grant include DLLR, DORS and the Maryland Department of Disabilities.  

· Multi-agency workgroups around workforce development issues have become routine. 

As Maryland’s retirement-age population rapidly increases, the existing workforce will shrink, making it critical that every available worker be integrated into the workforce.  Once connected to the workforce, these same workers must continually upgrade their skills to keep up with changes in technology and business operations.  In order for Maryland’s workforce development system to be effective, its numerous partner agencies must collaborate and coordinate their efforts.  It is important that staff in these agencies have the knowledge and skills necessary to make this happen.  Currently there is no uniform set of knowledge and skills to support improved coordination, nor is there an agreed upon approach to training and professional development among agencies.  The agencies often seek partner representation on workgroups, but this results in the cross-training of only a few agency representatives.  

The Maryland Institute for Workforce Excellence (MIWE) is a not-for-profit staff development and networking organization that helps train frontline staff, supervisors and administrators. MIWE has initiated efforts to expand its scope of services beyond employment and training agencies to education, economic development, human services and the private sector.  In an effort to ensure that professional and support staff of partner agencies possess the knowledge and skills needed to effectively collaborate, the Subcabinet has proposed using incentive grant resources to develop interagency professional development training specifically targeted at two initiatives: The state’s industry sector-based approach to workforce development and the state’s career clusters framework for organizing and delivering the education and training needed to prepare Maryland’s workers.  The benefits of this approach are numerous: improved collaboration can help eliminate duplication of services, education and training services can be better targeted to the needs of Maryland’s businesses and important systemic improvements can be shared more universally and efficiently.

MIWE also recently developed a curriculum specifically targeted at all business services personnel in multiple agencies, including WIA, Wagner-Peyser, Veterans and economic development.  Graduates of this training will possess a complete “toolkit” of business services resources.  Businesses will no longer be approached by multiple organizations; instead, one individual with a thorough knowledge of all of Maryland’s business resources can work with an employer.  This coordinated approach will benefit all agencies involved by maximizing staff efficiency and providing improved services to our business customers. 

E.  What State strategies are in place to ensure that sufficient system resources are being spent to support training of individuals in high growth/high demand industries? (§112(b)(17)(A)(i), and 112(b)(4)(A).)

Under the leadership of the Governor’s Workforce Investment Board, the Department of Labor, Licensing and Regulation and the Maryland Higher Education Commission are re-evaluating the statewide training provider list to ensure that occupational training programs prepare workers for careers with growth potential and sustainable wages.  To further enhance the statewide training provider list, construction-related apprenticeship programs will be added in FY 08.  In addition, WIFI 10-06 required LWIAs to describe in their local five-year strategic plans how strategies will be implemented to meet the demands of the local labor market, particularly industries and occupations that are high-growth and high-demand. 

Data collected as a result of the effort of the Center for Industry Initiatives are made available on the GWIB website.  This data also provide reliable labor market information directly from Maryland’s industry leaders and can be used for career exploration exercises.  In addition, DLLR and GWIB have worked closely in the development of the Maryland Business Round Table for Education’s speakers’ bureau and supporting website that provides career information targeted to youth (www.BeWhatIWantToBe.com).  The website profiles workers in a range of high wage, high-demand occupations and are aligned with Maryland’s industry sectors as well as the Maryland State Department of Education’s career clusters.

F.  What workforce strategies does the State have to support the creation, sustainability, and growth of small businesses and support for the workforce needs of small businesses as part of the State’s economic strategy? (§§112(b)(4)(A) and 112(b)(17)(A)(i).)

There are many resources available, primarily through the Department of Business and Economic Development, to support and sustain small businesses in Maryland.  The Governor’s Office of Business Advocacy and Small Business Assistance (GOBA) was established to help Maryland businesses navigate through the processes and regulations of local, state and federal governments.  GOBA has developed a coordinated approach to guide, stimulate and promote the development of small businesses in Maryland.  The goal is to connect small and minority-owned businesses to the appropriate resources, provide information and offer assistance with everything from permits and licensing requirements to creating a business plan.  The Business License Information System (BLIS) is available to quickly connect businesses to information on the permits and licenses needed to start, relocate or expand a business in Maryland.

During 2005 and 2006, the Maryland Economic Development Commission focused on policy recommendations to support the growth and cultivation of entrepreneurs in Maryland.  Specifically, the Commission emphasizes achieving technological dominance, promoting diversity and encouraging creativity within Maryland's business community.  The Commission's recommendations also include providing entrepreneurs with plentiful access to business opportunities as well as access to capital through online directories.  In addition, the Commission recommends that the State establish the Maryland Business Registry, an Internet tool to assist start-up businesses with obtaining the necessary permits and licenses from State agencies.
Another important resource is Maryland’s network of Small Business Development Centers (SBDC), whose goal is to provide small and emerging businesses with training, confidential business counseling and management assistance.  The centers provide assistance with the development of a business plan, solve problems and find sources of capital.  Maryland maintains a network of 15 SBDC satellite offices across the state in four major regions, with headquarters in College Park, Maryland.  This network represents a partnership between the U.S. Small Business Administration (SBA) and the University of Maryland College Park.
The Service Corps of Retired Executives (SCORE) is another important resource to small business owners.  This non-profit organization is dedicated to entrepreneur education and the formation, growth and success of small businesses.  Local chapters provide free counseling and low-cost workshops in their communities.  

State Dislocated Worker discretionary funds are used to support a Self-Employment Assistance (SEA) program for unemployment insurance recipients who are likely to exhaust benefits.  Maryland was one of eight states to pass enabling legislation to operate this program and it has been very successful.  The program is currently operated by Women Entrepreneurs of Baltimore (WEB) and, although interest is very high, the number of available slots is limited by available funding. The program includes classroom instruction, the development of a business plan, information on supporting resources and mentoring.  While the Self-Employment Assistance program is only available in the Baltimore metro region, Maryland encourages all of its One-Stop centers to provide entrepreneurial workshops as part of their menu of services. One-Stop center staff members are able to access a variety of resources through the SBA, SCORE, SBDCs and local chambers of commerce.  In most instances, these on-site workshops can be developed at no cost to One-Stop customers.  The Professional Outplacement Assistance Center offers a series of evening seminars to customers considering the development of income streams.  They include franchising, real estate development, establishing a consulting business and establishing a small Internet-based business. 
In addition to start up and growth issues, small businesses generally have limited resources available to provide skill upgrade training to their existing employees.  When the state initiated Maryland Business Works, an innovative incumbent worker training program, small businesses with 50 employees or less were identified as a priority user.  This program offers small businesses the opportunity to provide skills training, literacy instruction and English as a Second Language (ESL) courses to their employees, with 50% of the cost absorbed by state incentive dollars. The application and approval process has been streamlined to make access easily available to small businesses.
G.  How are the funds reserved for Statewide activities used to incent the entities that make up the State’s workforce system at the State and local levels to achieve the Governor’s vision and address the national strategic direction identified in Part I of this guidance? (§112(a).)

Maryland’s use of reserve funds to support the workforce development system is focused in six main areas:

· Support and enhancements to the technology infrastructure: launching the public side of the Maryland Workforce Exchange, improving self-service navigation, strengthening case management and reporting, improving access for the disabled and improving the system backbone to speed processing and increase reliability.

· Programs that support the early engagement of Dislocated Workers: increased Rapid Response capacity at the local level and early intervention programs with Unemployment Insurance claimants who have been identified as unlikely to return to their prior jobs.

· Technical Assistance, Training, Research and Evaluation: wage record archive maintenance, support of the Maryland Institute for Workforce Excellence, subject area experts to identify problems and develop systems and training that resolve them.

· Innovative programs, demonstration projects and services to special populations: offender re-entry program, non-traditional entrepreneurial training program, at-risk youth program and incumbent worker training through Maryland Business Works.

· Administration of the workforce investment system and local area incentives: While all of these efforts support the system as a whole, those that provide the most direct incentive include supplements to local area formula funds, local area incentives related to performance and funding for the Maryland Business Works program.  Local workforce investment boards have expressed their unanimous support of this innovative incumbent worker training program and most consider this the single most important resource available to them.
H.  Describe the State’s strategies to promote collaboration between the public workforce system, education, human services, juvenile justice, and others to better serve youth that are most in need and have significant barriers to employment, and to successfully connect them to education and training opportunities that lead to successful employment. (§112(b)(18)(A).)
The GWIB has convened a Subcabinet, which consists of high-level leadership from several state agencies with a stake in workforce development.  The Subcabinet membership includes: MD Department of Business and Economic Development, Department of Public Safety and Correctional Services, Maryland State Department of Education including the Division of Career Technology and Adult Education and Division of Rehabilitation Services, Department of Human Resources, Department of Juvenile Services, Maryland Higher Education Commission, DLLR’s Division of Workforce Development, and GWIB.  The Subcabinet meets regularly for the purpose of promoting collaboration and coordinating services.  

Since there is no requirement for a State Youth Council in the current federal legislation, GWIB has chosen to not convene a Youth Council.  However, Maryland does have a Youth Council as part of the Governor’s Office for Children (GOC) made up of youth for the purpose of advising the GOC’s Children’s Cabinet and members of the GWIB Subcabinet. A local WIB director has been actively involved in GOC’s Leadership in Action efforts focused on transitioning youth between the ages of 18 to 21.  The Leadership Action Committee has identified benchmarks to measure progress over time and developed recommendations that will advance the issues around youth making successful transitions to life, further education and work are just being finalized.  One of the purposes of the YLAP was to create greater coordination among state and local departments and agencies, faith-based organizations, and community-based organizations to identify and address areas for improvement to ensure the successful transition of all youth ages 18 to 21 to work, life and further education.

It is noteworthy that as a part of the recommendations of the Governor’s Office for Children Youth Leadership in Action focused on Transitioning Youth, there is a recommendation to expand the existing Children’s Cabinet to include the Secretary of the Department of Labor, Licensing and Regulation.  Consequently, the Children’s Cabinet would have a similar make-up that of a State Youth Council and could provide the coordination of services and oversight of both the state’s youth programs funded under US DOL but could also better leverage the resources of others organizations that provide services to youth.

I.   Describe the State’s strategies to identify State laws, regulations, policies that impede successful achievement of workforce development goals and strategies to change or modify them. (§112(b)(2).)

It is the responsibility of the Governor’s Workforce Investment Board and the Department of Labor, Licensing and Regulation to identify laws, regulations and policies that may impede the successful achievement of the Governor’s workforce development goals.  Three important issues have recently been identified and DLLR is developing strategies to address them:

· Returning veterans have been identified as an important source of skilled and experienced workers.  Although Transition Assistance programs are provided at all state military installations, many veterans elect not to return to or relocate in Maryland because their retirement benefits are taxed.  This is not the case in many bordering states.  Legislation was passed in 2006 exempting the first $5,000 of Veterans’ retirement income from state taxes. Legislation was introduced in 2007 to increase the $5,000 exemption or eliminate the tax on retirement income entirely. Removing this barrier and providing veterans and their spouses with training and employment opportunities in high-growth, high-demand occupations will expand Maryland’s workforce and improve its economy.  The legislation was not passed.  This issue needs to receive more attention and be revisited during the next legislative session (2008).

· Partnerships between DLLR and the Maryland Department of Public Safety and Correctional Services were developed to provide expanded workforce services to ex-offenders.  This population faces many barriers in making a successful transition to work. One of these relates to obtaining a license or credential.  In the past, inmates were trained, only to find that something in their criminal history prevented them from becoming licensed. Top-level managers from DPSCS and DLLR’s Division of Workforce Development and Occupational and Professional Licensing met to identify occupations where changes in law or policy can expand licensure opportunities for this population. As a result, barriers will be removed and correctional staff will be provided information to better assess an inmate’s suitability for training. 

· Ex-offenders have also had difficulty receiving apprenticeship credit for occupational training they receive “behind the fence.”  Moving the Office of Apprenticeship and Training into DLLR’s DWD has created a new opportunity for policy change in this area.  DLLR is working with the Apprenticeship Council to identify ways that ex-offenders, who would otherwise qualify for an apprenticeship, receive full credit for their training and work experience during incarceration.

J.  Describe how the State will take advantage of the flexibility provisions in WIA for waivers and the option to obtain approval as a workflex State pursuant to § 189(i) and §192.

Maryland recognizes workforce development as a major economic issue and strongly supports federal legislation that would combine the WIA and Wagner-Peyser systems and funding streams.  The Governor has expressed strong interest in Maryland becoming a demonstration site for consolidation in the absence of legislation.  

The Department of Labor, Licensing and Regulation and the Governor’s Workforce Investment Board are requesting renewals of several waivers at this time, including:

· A waiver for the ability to approve local area requests to transfer amounts of up to 100% of local area allocations between the Adult and Dislocated Worker funding streams;

· A waiver of the requirement to competitively procure training providers for Older and Out-of-School Youth and the provision that precludes the use of Individual Training Accounts for this same population; 
· A waiver to gain additional flexibility in the use of WIA formula funds to meet special workforce demands in the local areas.  This would allow local areas to request that a portion of their formula allocations be used as if they were state discretionary funds and be targeted to special projects that are tied to local economic demands; and
· A waiver to continue using Common Measures for performance.
For detailed information regarding the aforementioned waiver requests, refer to Attachment I.

MAJOR STATE POLICIES AND REQUIREMENTS
VI. Describe major State policies and requirements that have been established to direct and support the development of a Statewide workforce investment system not described elsewhere in this Plan as outlined below. (§112(b)(2).)  

A.  What State policies and systems are in place to support common data collection and reporting processes, information management, integrated service delivery, and performance management? (§§111(d)(2) and 112(b)(8)(B).)

The Maryland Workforce Exchange, known as the Exchange, is the state’s integrated data collection, case management, information management and reporting system.  First introduced in the spring of 2004, it provides one system for both WIA and Wagner-Peyser programs.  The system is used by staff and customers in all One-Stop Centers and is available to businesses and the general public via the Internet.  Direct access by partner agencies will follow.  Training on the Exchange functionality and performance management is provided jointly to both WIA and Wagner-Peyser staff.

Prior to the reorganization of the Division of Workforce Development, staff in many different units generated federal and internal management reports.  The Office of Workforce Information and Performance was created to link the reporting, performance and labor market information distribution functions within the division.
B.  What State policies are in place that promote efficient use of administrative resources such as requiring more co-location and fewer affiliate sites in local One-Stop systems to eliminate duplicative facility and operational costs or to require a single administrative structure at the local level to support local boards and to be the fiscal agent for WIA funds to avoid duplicative administrative costs that could otherwise be used for service delivery and training? (§§111(d)(2) and 112(b)(8)(A).)

Within the Department of Labor, Licensing and Regulation, there was significant overlap between the Wagner-Peyser funded activities of the Maryland State Job Service and those funded under the Workforce Investment Act.  DLLR’s Division of Workforce Development reorganized its central staff in July 2004 to create a more streamlined and efficient operation.  Duplicative positions were eliminated and responsibilities for tasks shared in common by both WIA and Wagner-Peyser funding streams were combined.  Units were organized by function rather than funding.  They include the Office of Administration, Office of Field Operations and Office of Workforce Information and Performance.  The Maryland Office of Apprenticeship and Training was also moved into the division.  Apprenticeship is an important workforce development strategy and this move helped integrate these services into the One-Stop system.  The cost savings associated with these changes are distributed to the local workforce investment areas for direct services to customers.

Under the guidance model at the local level, Wagner-Peyser funded staff remain on the state payroll and are supervised by DLLR’s Division of Workforce Development; however, they  receive daily guidance from the WIA directors to ensure a coordinated, more seamless workforce development effort in each local area.  Cross training is encouraged and the elimination of duplicative services at the One-Stop strongly supported. Although a challenge for both local and state staffs, the effort results in stronger services and a single point of contact at the local level for both job seekers and area businesses.  Maryland has one remaining LWIA with separate WIA and Wagner-Peyser operated One-Stop centers. This when suitable space is identified to house staff from both independent local offices.  As Maryland maintains a strong economy, WIA funds continue to decline.  The state has encouraged LWIAs to reduce infrastructure costs and to assess the feasibility of reducing the number of affiliate sites within their areas. 

C.  What State policies are in place to promote universal access and consistency of service Statewide? (§112(b)(2).) 

Prior to the reorganization of the Division of Workforce Development, all state policy guidance was issued independently to WIA and Wagner-Peyser funded staff, creating an atmosphere of division and a lack of real understanding about the total workforce development system.  The integrated policy guidance system provides the same universal information to all state and local staff.  Three regional representative positions have been funded to support the 12 local workforce investment areas to provide consistent methods of program monitoring and technical assistance.  Professional development and credentialing opportunities are available to both central and local staff through the Maryland Institute for Workforce Excellence.  Courses are developed to meet the needs of the collective workforce development system and its partners.  Cross-training and integrated services provide an increased opportunity for true universal access.  Resources that fund special staff such as disability navigators or special services such as language interpreters are made available to all local areas to create a consistent level of service to special populations. The state will continue to develop and refine strategies to meet the needs of targeted populations in its workforce system.
D.  What policies support a demand-driven approach, as described in Part I. “Demand-driven Workforce Investment System”, to workforce development – such as training on the economy and labor market data for local Board and One-Stop Career Center staff? (§§ 112(b)(4) and 112(b)(17)(A)(iv).)

The Division of Workforce Development’s Office of Workforce Information and Performance provides the initial profile data that is validated by business-led industry steering committees, as part of Maryland’s sector-based approach to workforce development.  This office has also launched a major effort to provide both outreach and training to the workforce development system.  Presentations to LWIBs, local workforce investment area directors and One-Stop center staff have increased their understanding of exactly what information is available and how it can be used to impact strategic planning and operations.  As a result, there has been an increased demand for both targeted materials and presentations.  The Office of Workforce Information and Performance will provide training, consultation and technical assistance related to LMI products and systems.  Recent sessions have included training on Virtual LMI, America’s Labor Market Information System and the Longitudinal Employment Dynamics (LED) program.  Several new products have been developed as the result of local input including a Quarterly Local Area Fact Sheet with labor force statistics, trends and key industries and occupations.  

While the department’s website is the primary vehicle for information and product distribution, an e-mail distribution list has been developed to notify preferred users, such as the GWIB and LWIAs, of new product releases and training sessions.
E.  What policies are in place to ensure that the resources available through the Federal and/or State apprenticeship programs and the Job Corps are fully integrated with the State’s One-Stop delivery system? (§112)(b)(17)(A)(iv)).

DLLR will recommend that the Governor’s Workforce Investment Board adopt a motion to include structured apprenticeship programs on the statewide training provider list in FY 08.  Furthermore, enhancements to the DLLR website are planned that would establish a virtual apprenticeship information center.  Job seekers, career consultants, educators, parents, and youth will be able to research apprenticeship opportunities on this site.  The  web page that will list all primary employer/sponsors, their training and hiring dates, contact persons name and phone number and relevant information about their individual programs and apprenticeship in general for the State of Maryland / DLLR.  

The next step will be to have a dedicated phone line staffed by a knowledgeable individual to provide information and assistance to people interested in applying, employers/sponsors, DWD staff and partners and the general public.  Additionally, that person will also be responsible for updating the web site as new or amended information comes in from sponsors. A link to the page will be on both, the DLLR web site and the MWE page.

There is presently a task force comprised of Maryland Apprenticeship and Training Council members, sponsors and workforce development staff who are working on developing and implementing ideas to educate the public on apprenticeship and promote it as a viable alternative to a traditional college education.  The one-stop information center is the first product of that task force.  We are working under the theme of Apprenticeship: The Working College.  Two key participants are the representative from the State Board of Education and a representative from the Association of Community Colleges.

Maryland also played a role in the US Department of Labor Redesign of the Apprenticeship Information System (RAIS) training conference and continues to be involved in the testing and preparation for implementation of that system, which is the federal reporting system.  It will allow for us to extract information about apprenticeship in our State and all other states and compare our progress and look at best practices.

Every LWIB is required to develop linkages with Job Corps by: 

· Providing space in the local One-Stops for Job Corps staff; 

· Inviting Job Corps representatives to participate on youth councils or local boards;

· Promoting local youth programs that partner with Job Corps; and 

· Assisting in the identification and referral of eligible youth to Job Corps programs.

INTEGRATION OF ONE-STOP SERVICE DELIVERY
VII. Describe the actions the State has taken to ensure an integrated One-Stop service delivery system Statewide. (§§112(b)(14) and 121).)
Maryland is close to its goal of total consolidation and integration of its One-Stop system.  In 11 of the 12 local workforce investment areas, WIA and Wagner-Peyser staff work side-by-side in an integrated setting to provide seamless services to job seeking and business customers.  The twelfth area has begun the consolidation process.  Maryland has always allowed for local flexibility.  Consolidation and integration empower LWIA directors to set overall policy and vision for their One-Stop operation in each local jurisdiction, within WIA and Wagner-Peyser regulations and in cooperation with the state.
A.  What State policies and procedures are in place to ensure the quality of service delivery through One-Stop Centers such as development of minimum guidelines for operating comprehensive One-Stop Centers, competencies for One-Stop Career Center staff or development of a certification process for One-Stop Centers? (§112(b)(14).)  

Maryland has a number of strategies in place to ensure consistency and quality of service delivery through the One-Stop centers across the state.  One-Stop centers are monitored for quality and compliance.  A Workforce Investment Field Instruction system provides guidance to the local offices on matters of policy.  The Maryland Institute for Workforce Excellence (previously the Maryland Institute for Employment and Training Professionals (MIETP)) provides staff development and networking opportunities for professionals in the workforce development field.  Staff members are encouraged to take advantage of training offered by MIWE, including certifications as global career development facilitators, certified workforce development professionals, certified professional résumé writers and federal job search trainers.  MIWE also sponsors affinity groups, which provide an opportunity for professionals who perform similar functions for their respective organizations to come together to share "best practices" and address issues of common interest. These groups include:

· Assessment Affinity Group: One-Stop center staff and others who work directly with job seekers review assessment needs for customers, explore various assessment instruments, identify strengths and limitations of instruments and share experiences using various assessment approaches.

· Youth Affinity Group: Staff from local workforce investment areas come together on a regular basis to address areas of concern, identify issues and share ideas to boost their organization's performance in the area of youth programming. 

B.  What policies or guidance has the State issued to support maximum integration of service delivery through the One-Stop delivery system for both business customers and individual customers? (§112(b)(14).) 

Local workforce investment boards must implement and maintain numerous policy and operational directives to conform to the Workforce Investment Act.  LWIBs must work closely with state and federal partners to develop and institute numerous policies that ensure full integration of programs.  A system of field instructions known as Workforce Investment Field Instructions has been established at the state level to provide instruction, guidance and assistance to local grant recipients and service providers.  In the past, a separate system of field instructions had been maintained for state staff in the field.  As Maryland moved closer to full consolidation of state and local programs, these two systems of field instructions have been combined to provide direction to all staff, both state and local, in the field.  The Department of Labor, Licensing and Regulation will ensure that all WIFI directives are accessible electronically at the following site: http://www.dllr.state.md.us/employment/wifi.html.

LWIBs must not only comply with each WIFI, but also ensure that each of their local partners is fully aware of those with relevance to their specific operations. Local WIA plans must provide assurance that LWIBs have a WIFI distribution process in place that allows each local partner to remain fully informed.

WIFIs cover topics ranging from planning guidelines to One-Stop service delivery to policies for specific populations.  Recent WIFIs have focused on funding for disability accommodations, guidelines for the Veterans’ program incentive awards, entrepreneurial training, planning guidelines, limited English proficiency policy requirements and the Disability Navigator program.  All field instructions are aimed at ensuring consistent, integrated services in all One-Stops across the state.
C.  What actions has the State taken to promote identifying One-Stop infrastructure costs and developing models or strategies for local use that support integration? (§112(b)(14).)

In an effort to promote integration in its One-Stops, the State of Maryland performed assessments of local One-Stop infrastructure costs, partner participation and contributions.  The results led to collaboration with the state board and were the basis for revamping the state’s monitoring system.  Data compiled has led to the development of cost allocation and MOU models, and has facilitated the provision of a seamless delivery of quality services at the One-Stop level.
D.   How does the State use the funds reserved for Statewide activities pursuant to §129(b)(2)(B) and 134(a)(2)(B)(v) to assist in the establishment and operation of One-Stop delivery systems? (§112(b)(14).)

Due to the decrease in the state’s allotments over the past years, local areas have lost substantial funding essential to the delivery of One-Stop services. In an effort to ease the burden this places on the local areas, the state has used funds from the state reserve to assist in maintaining the One-Stop system.  The state uses reserve funds to support innovative projects to enhance the quality of One-Stop services, professional development through MIWE, maintenance of the training provider list and development and enhancement of the Maryland Workforce Exchange.
E.  How does the State ensure the full spectrum of assets in the One-Stop delivery system support human capital solutions for businesses and individual customers broadly? (§112(b)(14).)

On both state and local levels, partnerships with all agencies and organizations contributing to the goals of workforce development are pursued.  Since the ultimate goal of most “special population focused” agencies is employment, these agencies have missions that mesh with those of the One-Stops.  The Maryland Department of Labor, Licensing and Regulation is working with a number of state departments, including aging, education, disabilities, corrections and human resources (re: TANF) to create an employment system that will result in a prepared, skilled competitive workforce that includes all citizens.  Tapping into these special populations and identifying their unique needs and contributions provides businesses with a broader source of employees.  At the same time, preparing these special populations to compete in the open job market provides them with a broader source of jobs, a far cry from the sheltered workshops and limited employment opportunities of the past.  

Locally, involving private, faith-based and community organizations in service delivery, via full on-site partnership, electronic or telephonic referrals, greatly increases the breadth of services that the One-Stops are able to provide.
VIII. ADMINISTRATION AND OVERSIGHT OF LOCAL WORKFORCE INVESTMENT
         SYSTEM 
A.  Local Area Designations  

1. Identify the State’s designated local workforce investment areas and the date of the most recent area designation, including whether the State is currently re-designating local areas pursuant to the end of the subsequent designation period for areas designated in the previous State Plan. (§§112(b)(5).)

At the recommendation of the Governor’s Workforce Investment Board and at the request of local elected officials, the Governor originally designated 12 local workforce investment areas that define zones for service delivery, pursuant to the Workforce Investment Act, Section 116.  They are:

Anne Arundel County 

Baltimore City 

Baltimore County 

Frederick County 

Lower Shore (Somerset, Wicomico and Worcester Counties)

Mid-Maryland (Carroll and Howard Counties)

Montgomery County 

Prince George’s County 

Southern Maryland (Calvert, Charles and St. Mary’s Counties)

Susquehanna Region (Cecil and Harford Counties)

Upper Shore (Caroline, Dorchester, Kent, Queen Anne’s and Talbot Counties)

Western Maryland (Allegany, Garrett and Washington Counties)

All of the workforce investment areas except Southern Maryland are governed by their area’s Local Workforce Investment Board. The Southern Maryland Workforce Investment Area is balance of state and operated by the Maryland Department of Labor, Licensing and Regulation under the auspices of the Governor’s Workforce Investment Board. Current area designations were recently reviewed and will remain unchanged through the end of the period covered by this state plan, or June 30, 2009.   As part of the review process, the GWIB reviewed the designations and solicited feedback from all chief local elected officials.   

2. Include a description of the process used to designate such areas. Describe how the State considered the extent to which such local areas are consistent with labor market areas: geographic areas served by local and intermediate education agencies, post-secondary education institutions and area vocational schools; and all other criteria identified in section 116(a)(1) in establishing area boundaries, to assure coordinated planning. Describe the State Board’s role, including all recommendations made on local designation requests pursuant to section 116(a)(4). (§§112(b)(5) and 116(a)(1).)

All 12 Job Training Partnership Act service delivery areas requested designation as local workforce investment areas.  In accordance with Section 116 (a) (2) (A), the state board acknowledged the automatic designation of four service delivery areas with populations at or above 500,000 (Baltimore City, Baltimore County, Montgomery County and Prince George’s County) and the remainder were discretionary. The state board and the Governor considered the following information at the time of original and subsequent designation:

· Geographic areas served by local educational agencies and intermediate educational agencies;

· Geographic areas served by postsecondary educational institutions and vocational education schools;

· The extent to which such areas are consistent with labor market areas;

· The distance that individuals need to travel to receive services provided in such local areas; and

· The resources of such local areas that are available to effectively administer workforce activities.

There has been no significant change in geographic or economic factors since the original and subsequent designations. 
3. Describe the appeals process used by the State to hear appeals of local area designations referred to in §112 (b)(5) and 116(a)(5). 

A unit of general local government or grant recipient that requests, but is not granted designation as a local area under paragraph (2) or (3) of Section 116 (a) may appeal to the state board.  The unit of local government or grant recipient must submit a letter of appeal to the state board.  If dissatisfied with the decision of the state board, the unit of local government or grant recipient may request a review by the USDOL secretary pursuant to Section 116 (a) of the Act.  No letters of appeal have been submitted to the state board.

B.  Local Workforce Investment Boards -- Identify the criteria the State has established to be used by the chief elected official(s) in the local areas for the appointment of local board members based on the requirements of section 117. (§§112(b)(6), 117(b).)

Nine LWIBs were grand fathered when originally certified, pursuant to Section 117 (I) and three LWIBs (Baltimore City, Montgomery County and Southern Maryland) elected to reconstitute themselves as LWIBs, meeting the membership requirements defined in Section 117 (b).  The composition of these boards must continue to fulfill these membership requirements upon recertification. However, since the initial certification, Southern Maryland has become balance of state and is operated by the Maryland Department of Labor, Licensing and Regulation under the auspices of the Governor’s Workforce Investment Board.
Maryland requires each local area to develop an agreement between the local workforce investment board and the chief local elected official(s) (CLEO) that clearly delineates each partner’s role and responsibilities.  This agreement is incorporated in the administrative section of the local plan and addresses the following issues:

· Process, in accordance with Section 117 of the Act, by which the CLEO makes appointments to the LWIB including, for areas consisting of more than one unit of local government, clarification on roles of respective individual local elected officials in appointment of board members.  

· Areas of joint LWIB/CLEO responsibilities including: LWIA plan development, One-Stop operator selection process, eligible youth provider designation, selection of training providers, identification of eligible Intensive service providers, budget development, program oversight, negotiation of performance standards, establishment of a youth council and clarification on the scope of the partnership.

· General liability issues

· Administrative issues
C.  How will your State build the capacity of Local Boards to develop and manage high performing local workforce investment system? (§§111(d)(2) and 112(b)(14).)
Communication and coordination between the state and local boards is critically important in building a strong, high performing workforce investment system.  The capacity of local boards will be increased through:

· Representation on the state board by the president of the Maryland Workforce Development Association;

· Representation by local board members on the state board’s subcommittees or workgroups;

· Designation of a staff member of the state board to serve as a liaison for each of the LWIBs;

· Identification of LWIB needs and coordination of technical assistance;

· Involvement of LWIB members and LWIA directors on sector-based industry steering committees;

· Dissemination of labor market information on high-growth, high-demand industries and occupations to LWIBs;

· Dissemination of steering committee implementation plans and recommendations to LWIBs; and

· Annual joint meetings of state and local board chairs.
D.  Local Planning Process -- Describe the State mandated requirements for local workforce areas’ strategic planning. What assistance does the State provide to local areas to facilitate this process, (112(b)(2) and 20 CFR 661.350(a)(13).) including:
1. What oversight of the local planning process is provided, including receipt and review of plans and negotiation of performance agreements? and 

2. How does the local plan approval process ensure that local plans are consistent with State performance goals and State strategic direction?

The Department of Labor, Licensing and Regulation, in coordination with the Governor’s Workforce Investment Board, provides policy guidance related to the development of local plans through its Workforce Information Field Instruction system.  With the impending passage of WIA reauthorization legislation, Maryland has elected to require that boards submit two-year plans effective July 1, 2007.  The required content of local plans is based on previous WIA plan requirements, with additional sections added to align the local plans with state planning guidelines and the national strategic vision.  The state analyzed demographic and prior performance information in anticipation of performance negotiations with USDOL. To the extent feasible, information from the WIA Diagnostic Planning Tool was also used.  Performance negotiations with local boards will take place after federal negotiations, but prior to final plan submissions.  

Local boards were instructed to submit draft plans no later than April 16, 2007, and final plans no later than June 1, 2007.  Local areas had the option of submitting informational copies as they post their plans for public comment.  State representatives within the Division of Workforce Development reviewed all local plans prior to final submission and provided comments and recommendations.  Reviewers ensured that local plans addressed all requirements and were consistent with the state’s strategic vision before local funding allocations were made available.

E.  Regional Planning (§§112(b)(2), 116(c).)  

1. Describe any intra-State or inter-State regions and their corresponding performance measures. 

2. Include a discussion of the purpose of these designations and the activities (such as regional planning, information sharing and/or coordination activities) that will occur to help improve performance. For example, regional planning efforts could result in the sharing of labor market information or in the coordination of transportation and support services across the boundaries of local areas. 

3. For inter-State regions (if applicable), describe the roles of the respective Governors and State and local Boards.

Maryland has developed positive working relationships with other states in USDOL Region II, which are facilitated through leadership meetings at the regional office.  These relationships have made it easier to coordinate multistate services to the business community, employer recruitments, plant closures and rapid response presentations.  Participation in the Business Relations Group is another important tool that promotes regional coordination and planning.  Maryland has developed data sharing agreements with each of its surrounding states (Delaware, Pennsylvania, Virginia and West Virginia) and the District of Columbia to enhance our federal performance.  

Within Maryland, there are many examples of regional partnerships that support services to both job seekers and businesses.  Maryland businesses with multiple locations have found it beneficial to submit a single coordinated incumbent worker training application through the Maryland Business Works program.  This has been made possible through cooperative relationships developed between local areas that also support efforts to address business expansion and contraction.
F.  Allocation Formulas (112(b)(12).)  

1. If applicable, describe the methods and factors (including weights assigned to each factor) your State will use to distribute funds to local areas for the 30% discretionary formula adult employment and training funds and youth funds pursuant to §§ 128(b)(3)(B) and 133(b)(3)(B).

After careful consideration of the discretionary formula’s impact on the local       jurisdictions, the state elected to use the standard allocation formula mandated in Sections 128(b)(2) and 133(b)(2) of the Workforce Investment Act.

2. Describe how the allocation methods and factors help ensure that funds are distributed equitably throughout the State and that there will be no significant shifts in funding levels to a local area on a year-to-year basis.

The state’s allocation formula is based on the number of unemployed in areas of substantial unemployment, the excess number of unemployed and the number of economically disadvantaged.  These factors ensure that funds are distributed to areas that have populations with the greatest need.  The 90% hold-harmless provision for within state allocations ensures that there will be no significant shift in local area funding levels on a year-to-year basis.

3. Describe the State’s allocation formula for dislocated worker funds under §133(b)(2)(B).

The state’s allocation formula for dislocated worker funds is based on the following factors and weights:

· Insured unemployed data - 10%

· Number of unemployed - 10%

· Declining industry data - 5%

· Unemployment Insurance exhaustions - 20%

· Number of layoff closings - 5%

· Number enrolled prior year - 15%

· Number placements prior year - 10%

· Number in training prior year - 25%

4. Describe how the individuals and entities on the State board were involved in the development of the methods and factors, and how the State consulted with chief elected officials in local areas throughout the State in determining such distribution.

Prior to the implementation of WIA in 2000, the state collaborated with the state board to determine the feasibility of using the 30% discretionary formula to allocate WIA funds.  After various factors and methods were examined, a joint decision was made to use the standard allocation formula pursuant to section 128(b)(3)(B) and 133(b)(3)(B) of the Act.

The State held meetings with the directors of the local workforce investment areas to discuss the funding formulas.   At one of the Maryland Workforce Development Association meetings, local directors were given allotment projections based on the funding formula options outlined in WIA.  The directors, as the agents of the local WIBs, were to consult with their chief local elected officials as to their preferred funding formula.  

In order to alleviate shifts in local area allocations, the state, after consultation with the state board and local area directors, implemented the 90% hold-harmless provision two years prior to its requirement by the Workforce Investment Act. 

G.  Provider Selection Policies (§§112(b)(17)(A)(iii), 122, 134(d)(2)(F).)  

1. Identify the policies and procedures, to be applied by local areas, for determining eligibility of local level training providers, how performance information will be used to determine continuing eligibility and the agency responsible for carrying out these activities.
An occupational training provider obtains a place on the Maryland State List of Occupational Training Providers by nomination through an LWIB.  The Maryland Higher Education Commission reviews and verifies documentation submitted by training provider applicants.  A description of how performance information is used to determine continued eligibility is provided in Section G,(3).

For occupational training referrals, occupational training providers and programs must be on the Maryland State List of Occupational Training Providers with the following exceptions:

1) The occupational training provider is offering unique programs and enrolling no more than 2 WIA students per program, per year;  or

2) The LWIB grants a waiver to a customer being served by a training provider not on the list because there is a demand for the occupation in the LWIB area.

Use of these two exceptions shall be documented in the LWIB files.  

A separate set of forms and application procedures exist for each type of training provider.  The forms and application procedure are labeled as a specific version for:

· Two- and four-year public and private institutions

· Private career schools

· Exempt institutions

· Out-of-state institutions

Application procedures and forms are included in the Appendix of Workforce Investment Field Instruction Number 5-00, Change Number One, available at http://www.dllr.state.md.us. All forms are also available from the Maryland Higher Education Commission’s website at www.mhec.state.md.us. 

The state has designed an outline Internet training component application in the Maryland Workforce Exchange System. This component of the system is operational, and tracks training applications electronically.

2. Describe how the State solicited recommendations from local boards and training providers and interested members of the public, including representatives of business and labor organizations, in the development of these policies and procedures.

Recommendations from the local workforce areas, training service providers and interested members of the public were solicited through direct participation in the development of the state plan, through a series of public hearings, work groups and electronically at DLLR’s website: http://www.dllr.state.md.us.

3. How will the State maintain the State’s eligible training provider list? 
Potential training providers must be an accredited public or private degree granting institution, an approved private career school or have been granted exempt status by MHEC.

If a provider is not in one of the above categories, then the provider must complete the Training Provider Questionnaire and submit it to MHEC for review and determination of status.  The provider will be notified of its status in writing and given appropriate direction and follow-up paperwork.  The Training Provider Questionnaire may be obtained from the local workforce investment board or MHEC.

All programs/courses of study must be nominated by the local workforce investment board to be included on the Maryland State List of Occupational Training Providers.  The LWIB Nomination Form is obtained from MHEC by the provider who completes and submits it to the LWIB for review of each nominated program/course of study.  The signed form indicates if the request to add is approved or denied by the LWIB; it is then returned to the provider.  

When an approved LWIB Nomination Form is received from the local workforce investment board, the potential training provider must then follow the directions in the application packet for nominating programs. The packet is obtainable from MHEC. 

If the programs/courses of study have been in existence for more than one year, they must meet the minimum performance standard prior to being added to the Maryland State List of Occupational Training Providers.  Instructions on the procedure to demonstrate minimum performance standards are obtainable from MHEC.

An initial institution application must also include the WIA Data Collection Affirmation form and Memorandum of Understanding form.  Both forms are obtainable from MHEC.

All completed forms are then submitted to MHEC for addition to the Maryland State List of Training Providers.  Programs/courses of study not meeting minimum standards cannot be added to the Maryland State List of Occupational Training Providers.  All nominated programs/courses of study must be MHEC approved or included in the MHEC exempt status.  

If all application steps are completed correctly, approved programs will be included on the Maryland State List of Occupational Training Providers in approximately 45 days.

Potential out-of-state training providers must follow a special procedure for inclusion on the Maryland State List of Occupational Training Providers.  Details are available from the MHEC website:  http://www.mhec.state.md.us . 

Program data for all providers on the Maryland State List of Occupational Providers is collected and reviewed annually by DLLR/MHEC to ensure that performance standards are met. 

A program/course must meet the minimum performance standards identified below to remain on the Maryland State List of Occupational Training Providers.  Although training providers will be required to track and report the performance of both full- and part-time students enrolled in programs/courses on the Maryland State List of Occupational Training Providers, initial eligibility to remain on the Maryland State List of Occupational Training Providers will be based on the performance of full-time students enrolled in these programs/courses.  

Requirement 1:

A minimum employment rate of 61% for WIA customers who successfully complete the program/course. (There must be at least six WIA customers enrolled in the program/course during the year for this performance indicator to be utilized.)
or

A minimum employment rate of 61% for all WIA customers who exit the program/course. (There must be at least six WIA customers enrolled in the program/course during the year for this performance indicator to be utilized.)

and

Requirement 2:

A minimum employment rate of 61% for all students who successfully complete the program/course.

or

A minimum employment rate of 61% for all students who exit the program/course.
The state transmits performance data collected annually on each occupational program on the Maryland State List of Occupational Providers to training providers and LWIBs.  The state identifies WIA programs with performance below the minimum level required for eligibility to remain on the Maryland State List of Occupational Training Providers.  The state informs the training providers and LWIBs of the opportunity to appeal the program data and the procedures for appeal. The programs identified by the state are removed from the Maryland State List of Occupational Providers unless successfully appealed.  The state informs the training providers and LWIBs of the decision to remove a program from the Maryland State List of Occupational Providers based on the performance data.  

4.  Describe the procedures the Governor has established for providers of training services to appeal a denial of eligibility by the local board or the designated State agency, a termination of eligibility or other action by the board or agency, or a denial of eligibility by a One-Stop operator. Such procedures must include the opportunity for a hearing and time limits to ensure prompt resolution.
If a training provider or LWIB has an issue with the data presented and/or the decision to remove a program from the Maryland State List of Occupational Training Providers, the provider or LWIB must submit a written appeal within 30 calendar days.  Appeals must:  (1) state the basis of the appeal including the facts and issues that support the appeal and (2) provide additional verifiable data that substantiates a higher level of program performance that meets the requirement to remain eligible to be on the Maryland State List of Occupational Training Providers.  

Written appeals must be submitted to MHEC to the Director of Academic Affairs—Career & Workforce Education, Maryland Higher Education Commission, 839 Bestgate Road, Suite 400, Annapolis, MD 21401. MHEC will remove any individually identifiable data before forwarding the appeal to DLLR for review.  DLLR will review written appeals submitted in a timely manner by training providers or LWIBs.  

A program that wins an appeal based on the submission of additional verifiable data will be eligible to remain on the Maryland State List of Occupational Training Providers.  A program whose appeal is denied will be ineligible for WIA funding and will be removed from the Maryland State List of Occupational Training Providers.  A program failing to appeal or failing to appeal within the specified 30-day period will be ineligible for state funding and will be removed from the Maryland State List of Occupational Training Providers.  The decision of DLLR will be final.

5. Describe the competitive and non-competitive processes that will be used at the State level to award grants and contracts for activities under title I of WIA, including how potential bidders are being made aware of the availability of grants and contracts. (§112(b)(16).) 

Procurements are handled in accordance with the Code of Maryland Regulations (COMAR) Title XXI as follows:

	State of Maryland Procurement Requirements

	Value
	Solicitation
	Public Notice Requirement
	Award Criteria

	$2,500 or less
	Oral, Written or Published
	None
	Procurement Officer Judgment

	More than $2,500 but not more than $10,000
	Oral, Written or Published
	None
	Most favorable price or evaluated price or most advantageous offer

	More than $10,000 but not more than $25,000
	Written and Published by the Dept. of General Services - may supplement with oral or written solutions
	Written description posted on bid board or published in newspaper 3 working days before response is due
	Most favorable price or evaluated price or most advantageous offer

	All solicitations, Invitations for Bids, or Requests for Proposals More than $25,000
	Written and approved by Dept. of Budget & Mgt. to solicit bids or proposals
	Written description posted on Contract Weekly, eMaryland Marketplace for a minimum of 21 days before response is due.
	Most favorable price or evaluated price or most advantageous offer. DBM approval, based on procurement method used, bid or offer amount, can also be subject to approval by Board of Public Works.


Non-competitive bidding is handled in accordance with COMAR Title XXI, 21.05.05 under the following conditions:  

A sole source procurement is not permissible unless a requirement is available from only a single vendor. The following are some examples of circumstances that could necessitate sole source procurement: 

a. When only one source exists that meets the requirements; 

b. When the compatibility of equipment, accessories or replacement parts is the paramount consideration; 

c. When a sole vendor's item is needed for trial use or testing; 

d. When a sole vendor's item is to be procured for resale; and

e. When certain public utility services are to be procured and only one source exists. 

WIA formula funded grants to local workforce investment areas are exempt from the procurement process.

6. Identify the criteria to be used by local boards in awarding grants for youth activities, including criteria that the Governor and local boards will use to identify effective and ineffective youth activities and providers of such activities. (§112(b)(18)(B).)

Maryland coordinates youth activities funded under Title I of the Workforce Investment Act with other youth-directed state and local agencies such as local educational agencies, county welfare offices, juvenile services, courts, rehabilitation agencies and community-based organizations.  This collaboration ensures the non-duplication of services and maximizes return on investments.

Under the WIA, each local workforce investment board, in partnership with the local elected officials, has established youth councils as a subgroup within each local board responsible for the development and oversight of youth programs within the local areas.

Each local workforce investment area awards youth contracts on a competitive basis based on program requirements in WIA and the criteria established by the local workforce investment board and local youth council.  WIFI 10-06 directs local areas to describe in their local five-year plan how local youth strategies that will address the four elements of the USDOL/ETA youth vision.  These elements are:

· Youth served in alternative education programs must receive a high quality education;

· Investments of WIA youth resources must be demand-driven, helping youth acquire the skills needed to be successful in a 21st century economy;

· Investments should be prioritized to serve youth most in need, including out-of-school youth (and those at risk), youth in foster care or aging out of foster care, offenders, children of incarcerated parents, homeless youth, Indian and Native American youth, youth with disabilities and migrant and seasonal farm worker youth;

· Youth programs must be performance-based and outcome focused.

Youth providers are monitored annually by both the state and each LWIA.  Providers with a history of poor program performance, who fail to improve after receiving technical assistance, would not receive continued WIA funding.

H.  One-Stop Policies (§112(D)(14).)  
1. Describe how the services provided by each of the required and optional One- Stop partners will be coordinated and made available through the One-Stop system. Include how the State will consolidate Wagner-Peyser Act funds to avoid duplication of Core services. (§112(b)(8)(A).)
Within the State of Maryland, the local workforce investment areas have been granted considerable authority and flexibility in determining how and to what level their required partners are integrated into the 19 Comprehensive One-Stop Centers.  Required partners operate within the One-Stop system across the State to provide a full array of services for all populations.

Within many of the local areas, required partners have representatives assigned to and housed within local One-Stop centers on a full-time basis.  Staff members are fully integrated into operations and are available to serve customers.  Customers have myriad resources available to them through these collaborative partnerships.

In some local areas, partners maintain a part-time physical presence on scheduled days or times. In still other circumstances partners are linked electronically.  This is normally determined by customer volume, geographic distance and availability of space or resources.

The integration of WIA and Wagner-Peyser programs within the state is a work in progress. The Department of Labor, Licensing and Regulation took the first steps toward consolidation by undertaking a reorganization of its central staff in the Division of Workforce Development.  Duplicative staff positions were eliminated and responsibilities for tasks shared in common by both funding streams (e.g., fiscal, personnel, performance monitoring, etc.) were integrated.  The Office of Workforce Information and Performance and the Office of Apprenticeship and Training were also folded into the new structure. Savings realized from this streamlining process will be passed on to the 12 local areas to be used for direct services.

Within each of the 12 local areas, the One-Stop centers have entered into a new era of cooperation and integration with their partners, thus creating a seamless service delivery system.  All facilities across the state are currently integrated with the exception of one county in Western Maryland. Efforts are currently under way to locate a new consolidated facility.  This will allow all of the partners to be housed within the same facility so that they may better integrate their services.  In addition, Wagner-Peyser staff has assumed the primary responsibility for providing Core services across the system in an effort to eliminate duplication.  Coordination is now taking place with regard to job fairs and mass recruitment events.  There is universal access to job orders through the Maryland Workforce Exchange. 

In an effort to better leverage available resources, the state has adopted a Guidance Model for all 12 local workforce investment areas.  Under this model, the LWIA directors provide a leadership role within their area.  They are responsible for setting the overall policy and vision for the One-Stop operations in their local jurisdiction, within WIA and Wagner-Peyser regulations and in collaboration with DLLR.  Although many guidelines will come from DLLR, based on federal requirements and regulations, the LWIA directors have been granted the flexibility to set the policies regarding local, integrated operations.  The LWIA directors are expected to partner with their Wagner-Peyser administrators to ensure that applicable federal and state guidelines and regulations are met and that the use of resources available meets the needs of their customers.  

Two of the three one-stop career centers in the Western Maryland Workforce Investment Area are fully integrated.  The partners in the Allegany County one-stop career center include the Employment Service, Veterans’ Programs, WIA and Vocational Rehabilitation.   The LWIA is currently working with the local school system to integrate Adult Basic Education and GED Programs into the Allegany County one-stop center.  In Garrett County, the co-located partners in the one-stop career center also include the Employment Service, Veterans’ Programs, WIA, and the Division of Rehabilitation Services.

Currently, a variety of county and state agencies are co-located with the WIA program in the Washington County one-stop career center including DORS and Economic Development.  Because of limited funding, the WIA and Employment Service programs cannot afford to co-locate in a single one-stop center in Hagerstown.  However, customers can conveniently access services from both programs because of the very close proximity of the two centers.  The estimated distance between the two centers is approximately 100 feet.  Should the WIA program move into the space leased by DLLR from county government, its rent would nearly triple.  Increasing overhead expenditures would require further staff reductions, which would impact the quality of services offered.  DLLR will explore opportunities to co-locate the programs when the lease expires.

Beyond the required one-stop partners, DLLR has encouraged all LWIAs to include faith-based and community-organizations, the local TANF agency, and Adult Basic Education programs in local one-stop career center operations to enhance service delivery.  

2. Describe how the State helps local areas identify areas needing improvement and how technical assistance will be provided.

DLLR conducts annual programmatic, eligibility, performance and fiscal monitoring.  The focus of monitoring is: 

· To ensure compliance with state and federal regulations;

· To determine if One-Stop partner resources are maximized; and

· To determine if the full array of services is available to all populations in an integrated seamless manner.

Findings are shared with the local WIA directors after each monitoring visit. In addition, each local WIA director receives a quarterly letter summarizing all monitoring activity and the status of administrative, fiscal and operational activities for the quarter. Where appropriate, technical assistance is provided and corrective action is formulated.  The state also conducts the annual WIA Data Element Validation and uses these findings to provide necessary technical guidance and feedback to the locals.  

Since October 1999, DLLR has utilized its Workforce Investment Field Instruction system to communicate rules, regulations and policies to the local areas. This system was established at the state level to provide instruction, guidance and assistance to the LWIA grant recipients and service providers.  LWIBs must not only comply with each WIFI, but must also ensure that each of their local partners are fully aware of those with relevance to their specific operations.  Local workforce investment area plans must provide assurance that LWIBs have a WIFI distribution process in place that allows each local partner to remain fully informed.  DLLR has ensured all WIFI directives are accessible electronically at the following site: 

http://www.dllr.state.md.us/employment/wifi.html 

Three regional representatives are responsible for providing hands-on assistance and guidance, attending local board meetings and conducting regular monitoring assessments in the local WIA areas. Each is responsible for one third of the state’s One-Stop system.  

In an effort to provide operations staff with current and cutting edge skills, DLLR has brought together various groups of workforce professionals within the state to discuss common issues, policies, regulations and share best practices as well as lessons learned.  Local WIA and Wagner-Peyser administrators meet on a regular basis.  Local veterans’ staff have formed the Veterans’ Forum, which meets quarterly to discuss issues related to employment and training.  Business services staff meet quarterly and Early Intervention facilitators meet semi-annually. 

The Maryland Institute for Workforce Excellence provides staff development and networking opportunities for professionals in the workforce development system.  Since all of the following organizations are part of the statewide workforce system, MIWE serves the staff from the Workforce Investment Areas, Wagner-Peyser, the Department of Business and Economic Development, the Department of Human Resources and the Maryland State Department of Education with the purpose of increasing collaborative efforts among the partner agencies.  MIWE also provides these same services to various non-profit organizations that help move people into the workforce.  MIWE helps front-line staff acquire and develop the skills they need to provide exceptional service to their customers, while also assisting supervisors, managers and directors to provide the guidance and leadership necessary for effective, efficient and demand-driven program operations. MIWE also provides local staff the necessary venue to network with other employment and training professionals by offering them the opportunity to participate in affinity groups.  Two groups are active: the Assessment Affinity Group and the Youth Affinity Group.   A business services affinity group is being formed.

3. Identify any additional State mandated One-Stop partners (such as TANF or Food Stamp Employment and Training) and how their programs and services are integrated into the One-Stop Career Centers.
Currently there are no additional state mandated One-Stop partners.

I.   Oversight/Monitoring Process -- Describe the monitoring and oversight criteria and
      procedures the State utilizes to move the system toward the State’s vision and achieve
      the goals identified above, such as the use of mystery shoppers, performance
      agreements. (§112(b)(14).) 

To ensure the seamless delivery of effective and efficient services to One-Stop customers, the state must review both the operation and management of its One-Stop centers and the function of local workforce investment boards. 
One-Stop Monitoring and Oversight
One-Stop monitoring consists of two major components: desk monitoring and on-site monitoring.  One-Stops are monitored to:

· Ensure the One-Stop is operating in compliance with WIA law and regulations;

· Ensure the services provided by the One-Stop meet a consistent level of quality across the state; and

· Identify best practices, which include policies, procedures and structures that facilitate service delivery or remove barriers to the receipt of services.

The following sections detail the content, frequency and the product of the review and any action required as a result of the monitoring.  

a. Desk monitoring consists of quarterly fiscal, programmatic and performance monitoring of both WIA and Wagner-Peyser operations.  An analysis of the programmatic and fiscal data is developed by a team, which includes field staff, monitors and programmatic and fiscal specialists.  Both the team and senior management staff review this analysis during a quarterly review meeting.  The major components of desk monitoring include:

i. WIA

· Fiscal Monitoring includes a review of expenditures and obligations to identify if the local area or vendor, if it is a special project not going through an LWIB, is on target.

· Programmatic monitoring includes a review of the following: number of registrants, number of exiters, number of WIA Adults and Dislocated Workers in training, number of WIA Youth enrolled in programs, number of the most at-risk youth served, number of veterans served and whether the local area is meeting the 9 common performance measures.

ii. Wagner-Peyser

· Programmatic monitoring includes a review of new job seekers, services received, number of exiters and entered-employment and retention rates for both Wagner-Peyser and Veterans’ programs.

iii. Products

· A letter is developed for each local director, including areas of effective practice, potential problems and existing problems or concerns. 

· If major problems are identified, a corrective action plan is required.

b. On-site monitoring consists of annual programmatic and fiscal monitoring and a review of how the grantees monitor their sub-recipients.  The components of the on-site monitoring are:

i. WIA
Programmatic Monitoring

· A data validation sample from the prior year is pulled for each local area using the Mathematica Validation Software.  Data is validated to ensure local areas are properly documenting services and outcomes.  In addition, a sample of current participants is pulled and the same eligibility and services information is validated.  

· An in-depth review of the operation of the One-Stop will address staffing, customer flow, cost sharing, linkages and referral and level of involvement of the One-Stop partners.  In addition a key component is observation of services including those provided at the One-Stop and a sample of vendors.  This observation includes: ensuring that Core services are universally and easily accessible that customers needing Intensive services receive them in a timely manner and that staff are trained and knowledgeable about the services available through the One-Stop as well as other community resources.
· An Equal Employment Opportunity review is done.  The review ensures that policies and procedures have been developed in accordance with EEO requirements.  Participant data is reviewed to ensure there are equitable services and outcomes.

· Procurement monitoring is done to ensure the procurement of goods and services under the WIA program are consistent with applicable federal regulations.  The monitoring includes a detailed review of a sample of each type of procurement used by the local area in the last 12 months, including RFP, IFB, small procurement and sole-source procurement.  In addition, the LWIA’s procurement policies and procedures are reviewed to ensure they are consistent with WIA law and regulations and that the avoidance of conflict of interest is clearly articulated and followed, especially in the awarding of contracts for workforce services.
Fiscal Monitoring

· Tracking quarterly reports to source documents includes reviewing the primary fiscal system and any subsidiary systems used in the preparation of reports.  A random sample of invoices is checked to ensure supporting documentation is present, costs are reasonable and allowable and payments are correct and timely.

· Reviewing internal controls to ensure they are adequate includes separation of duties and an adequate review and approval process.

· Reviewing obligational controls to ensure the grantee neither over nor under commits or expends funds is completed quarterly.
Grantee Sub-Recipient Monitoring

· Review the grantee’s sub-recipient monitoring instruments to ensure appropriate fiscal and programmatic areas are monitored.  Obtain the list of sub-recipients that were monitored last year and the schedule of sub-recipients to be monitored in the current year.

· Review a sample of the sub-recipient monitoring reports to include noting any problems identified and corrective actions taken.

ii.     Wagner-Peyser

· Programmatic monitoring includes the same in-depth review of One-Stops as described in WIA, section B(1)(2).

iii.    Products

· Draft monitoring report and exit conference within 30 days of the on-site visit.  Grantee has 30 days to respond to the report.

· Final monitoring report, which incorporates or takes into account Grantee responses to the draft monitoring reports.  This is completed within 60 days of the draft report.

· Corrective action response within 30 days of receipt of final report, if corrective action is necessary.

· Desk or on-site review, whichever is appropriate, to ensure corrective action steps are taken.  The timeframe is dependent on the severity of the problem.
Workforce Investment Board Monitoring and Oversight

1. Local WIB monitoring and oversight is designed to ensure local boards meet the membership and function requirements of WIA, Section 117. This is done through a biennial board recertification process.  It is important that local boards serve as both change agents and drivers of the accountability effort at the local level.  In order for the local board to successfully support integration and collaboration, the state must ensure the appropriate stakeholders are represented and the board is fulfilling its mandated role.  

2. During the recertification process, the state board reviews:

· The composition of each local board and adherence to established membership         criteria as outlined in Section 117 (b);

· The satisfactory performance of required board functions as outlined in Section 117 (d);

· The establishment and appropriate composition of a youth council or alternative entity, as specified in Section 117 (h), that carries out the required duties;

· The fiscal integrity of the local board; and

· The performance of the local area on WIA performance measures.

3.    Local boards are recertified for a two-year period, unless they have failed to meet all established requirements.  The state board may elect to recertify a local board for one year, if there are minimal deficiencies.  In such cases, the LWIB must develop an improvement plan to address any deficiencies and receive technical assistance from DLLR.  The state will monitor the local board’s progress and, if satisfactory, will certify the WIB for an additional year. 

J.   Grievance Procedures. Attach a copy of the State’s grievance procedures for participants and other affected parties (including service providers.) (§122(g) and 181(cc).) 

A copy of Maryland’s grievance procedure for participants and other affected parties is included as Attachment J.

K.  Describe the following State policies or procedures that have been developed to facilitate effective local workforce investment systems (§§112(b)(17)(A) and 112 (b)(2),): 

1. State guidelines for the selection of One-Stop providers by local boards.

State guidance regarding the selection of One-Stop providers by local boards is outlined in a Workforce Investment Field Instruction (7-99). The LWIB, in agreement with the chief local elected official, must select the One-Stop operator through one of three methods: a competitive process, an agreement between the LWIB and a consortium of entities specified in the law or through grandfathering of existing One-Stop sites.  The LWIB must develop a selection process that provides opportunities for interested organizations or consortia to apply and, once selected, enter into a written agreement that outlines the roles and responsibilities of the One-Stop operator.  There must be written procedures concerning the possible termination of a One-Stop operator and the performance of the operator must be evaluated quarterly.

2. Procedures to resolve impasse situations at the local level in developing memoranda of understanding (MOUs) to ensure full participation of all required partners in the One-Stop delivery system.

The Department of Labor, Licensing and Regulation may be called on to resolve differences between the LWIB and a partner unable to reach agreement.  The decision of DLLR will take into account the specific issues under dispute, as well as any mitigating circumstances. If an impasse with a WIA required partner is not resolved through the alternatives available, any partner that fails to execute an MOU may not be permitted to serve on the LWIB and a corrective action request will be issued to the responsible state agency.  In addition, any local area in which an LWIB has failed to execute an MOU with all required partners is not eligible for incentive grant awards.

3. Criteria by which the State will determine if local Boards can run programs in-house. 

The state has determined local boards can run programs in-house if they submit a waiver request that includes the following:

· Satisfactory evidence there is an insufficient number of eligible providers of the program in the local area;

· Information demonstrating that the board meets the requirements to provide services; and

· Information demonstrating that the program prepares participants for demand-driven occupations in the local area.
4. Performance information that on-the-job training and customized training providers must provide.

Providers of on-the-job (OJT) and customized training are not subject to the same policy requirements or certification system required for eligible Individual Training Account (ITA) providers. Local workforce investment areas are required to establish procedures to collect comprehensive data for all WIA customers involved in OJT or customized training activities.  They must also collect performance information on each OJT employer and customized training activity and distribute this data to the local One-Stop system. To ensure consistency, past performance is used to determine whether employers are eligible for subsequent contracts and/or agreements. Two areas are examined in determining whether or not an employer should lose eligibility for a subsequent period: the extent of the failure to retain a significant portion of the participants and the reason for separation of any trained employees. During the sixth months following the completion of training, the LWIB must confirm with the employer the employment status of each participant trained under the WIA agreement.  Employers who have not retained at least 75% of the WIA participants trained and employed at the end of the agreement period, adjusted for voluntary quits and general layoffs, are ineligible for another WIA agreement.

Local workforce investment areas must describe all procedures established for OJT and customized training in their five-year local plans. These procedures are reviewed, approved and monitored by the State.

5. Reallocation policies.

The Workforce Investment Act provides the state with the option of de-obligating funds from local areas based upon failure to meet minimum obligation requirements specified in the Act and regulations. Each local area must obligate at least 80% of its funds in the first year of a grant.  All unobligated funds in excess of 20% percent are subject to recapture and reallocation. 

If the state meets its obligation requirements, the 80% obligation requirement will not be enforced on local areas. The State has modified the de-obligation policy to best serve the changing needs of Maryland’s workforce system as a whole.  Any proposed modifications to this policy are discussed with the local area directors and the state board.

WIA law and regulations state the recapture of funds is mandatory in the second year of a grant. All local area WIA funds that have not been expended at the end of the second year of the grant period must be recaptured.  These funds may be reallocated to local areas that have met the expenditure requirements or used for statewide activities.  Since the state uses a large share of its reserve funds to support local area needs, funds recaptured based on expenditures are added to the state reserve.

6. State policies for approving local requests for authority to transfer funds (not to exceed 20%) between the Adult and Dislocated Worker funding streams at the local level.

Local areas may transfer up to 20% of WIA Adult and WIA Dislocated Worker funds between the two programs. Transfers must be made between funding streams from the same program year.  Local areas must obtain the state’s approval before transferring funds.  Requests for the transfer of funds must be submitted in writing no later than the seventh quarter of the program period.  Transfers to or from the WIA Youth funding stream are not allowed.

The State of Maryland is submitting a waiver request for the ability to transfer 100% of WIA funds between the Adult and Dislocated Worker programs.  Granting this request would allow the state greater flexibility in meeting the goals and needs of the state’s workforce.

7. Policies related to displaced homemakers, nontraditional training for low-income individuals, older workers, low-income individuals, disabled individuals and others with multiple barriers to employment and training.

The employment and training needs of all job seekers will be met through the provision of Core, Intensive and Training services accessible through Maryland’s One-Stop system. It is the policy of DLLR to prohibit all forms of unlawful discrimination in employment and in the delivery, provision of and access to any DLLR service, program, resource or opportunity. To ensure that special populations are appropriately served and that non-traditional career opportunities are presented, LWIBs are encouraged to provide professional development training to all front-line personnel.  They are also encouraged to include service providers and community-based organizations that serve special populations on the local board, or its workgroups and subcommittees.

Each LWIB must develop a local policy regarding priority of service for the provision of Intensive and Training services to Adults and Dislocated Workers under WIA Title I and this policy must be incorporated into the local plan.   The adult priority of service policy must provide priority to recipients of public assistance and other low-income individuals.  Local plans must also clearly define how the needs of displaced workers, displaced homemakers, low-income individuals, public assistance recipients, women, minorities, individuals training for non-traditional employment, veterans and individuals with multiple barriers to employment including older workers, individuals with limited English-speaking abilities and individuals with disabilities, will be met.

A local board may elect to provide training without the use of Individual Training Accounts to special low-income participant populations facing multiple barriers to employment.  Those special participant populations may be individuals with significant cultural or language barriers, ex-offenders, homeless individuals or many include individuals from other locally defined populations.  To provide such training, the local board must develop criteria to determine the demonstrated effectiveness of the training provider, which must include the financial stability of the organization, demonstrated program performance and an explanation of how the program relates to the workforce investment needs identified in the local plan.
8. If you did not delegate this responsibility to local boards, provide your State’s definition regarding the sixth youth eligibility criterion at section 101(13)(C)(iv) (“an individual who requires additional assistance to complete an educational program, or to secure and hold employment”). (§§ 112(b)(18)(A) and 20 CFR 664.210).)

Maryland delegates the responsibility of defining the sixth youth eligibility criterion to local workforce investment boards.
IX. SERVICE DELIVERY -- Describe the approaches the State will use to provide direction and support to local Boards and the One-Stop Career Center delivery system on the strategic priorities to guide investments, structure business engagement, and inform service delivery approaches for all customers. (§§112(b)(17)(A) Activities could include: 
A.  One-Stop Service Delivery Strategies: (§112(b)(2) and 111(d)(2).)

1. How will the services provided by each of the required and optional One-Stop partners be coordinated and made available through the One-Stop system? (§112(b)(8)(A).)
All required partners in the One-Stops are included in each local MOU and plan of service.  Required partners may be full- or part-time or linked electronically to the One-Stop.  Partners meet regularly at LWIB meetings and are linked through the Maryland Workforce Exchange system.  Local office literature reflects the availability of partner services as well as methods of contact.  A key component of the One-Stop system is the integration of systems and the coordination of services.  Local workforce investment area plans must consider not only which partners will be located in the centers, but also how services are integrated to provide a seamless delivery system to the customer.  Common partner services such as resource area assistance, workshops and job development, are provided in a team approach.  Business services are coordinated so that employers will not be approached by representatives from multiple One-Stop partners.

2. How are youth formula programs funded under §128(b)(2)(A) integrated in the One-Stop system?
The state provides general policy guidance to LWIBs regarding youth participant eligibility, appropriate use of formula funding and required program elements, as outlined in Section 129 of the Act.  While programs and services for youth vary across the state, the One-Stop center is the primary entry point.  It is here that a young person may first hear about available opportunities and be assessed to determine eligibility for services.  While some One-Stops may have special resource or meeting areas targeted for youth, others integrate young people into the center’s general triage system.   One-Stop career professionals assist young people in the self-service area and refer those who may be interested in youth programs to designated specialists.  They may also be referred to partner organizations such as Job Corps, Rehabilitative Services or Social Services.  In addition to programs and services that are funded with WIA Youth formula dollars, youth age 18 or older are often served as adults, taking advantage of WIA Intensive and Training services through the One-Stop system.

3. What minimum service delivery requirements does the State mandate in a comprehensive One-Stop Centers or an affiliate site?
  The state mandates that One-Stop centers provide Core, Intensive and Training services.  Where feasible, Core services are provided through self-service and informational methods.  Core services are universally accessible through the physical One-Stop and electronically through the Maryland Workforce Exchange. 

Intensive services are provided to individuals who are unemployed or underemployed and having difficulty securing appropriate employment through Core services.  The individual must demonstrate difficulty overcoming obstacles that prevent him/her from retaining or securing employment leading to self-sufficiency.  Intensive services include, but are not limited to: comprehensive and specialized assessment, diagnostic testing, identification of employment barriers through in-depth evaluation, individual employment plan, group and individual counseling, career planning, case management and short-term pre-vocational services.   Additional Intensive services may include out-of-area job search, relocation, literacy, internships and work experience.  

Training services may be provided to individuals who are unemployed or underemployed and having difficulty securing appropriate employment through Intensive services.  The individual must demonstrate difficulty overcoming obstacles that prevent him/her from retaining or securing employment that leads to self-sufficiency.  Training services include, but are not limited to: occupational skills, OJT, cooperative education programs, private sector upgrading, apprenticeships, entrepreneurial training, job readiness, adult education combined with other training and customized training.  In most cases, training is obtained through the use of Individual Training Accounts.

4. What tools and products has the State developed to support service delivery in all One-Stop Centers Statewide?

The state has implemented a web-based system called the Maryland Workforce Exchange.  The Exchange is a virtual One-Stop network created to improve access to information about jobs, training and workforce support throughout Maryland. The Exchange connects agencies, programs and services electronically to assist staff, businesses and individuals in making the right decisions for future success.  Information and services available through the Exchange are accessible 24 hours a day, 7 days a week from any computer.  The system is available to businesses, job seekers and One-Stop center staff.  Job seekers register with the One-Stop system via the self-service, online Exchange system, and build a résumé which can be matched to available job openings.  Next, they do a self-directed job search through the Exchange. Business customers can manage their entire recruitment process online, listing their job openings and searching the Exchange for qualified candidates. Staff use the Exchange to document and manage job seeker and business activity.  Partner staff use the Exchange to document and manage Intensive services and Training activity. The url for the Maryland Workforce Exchange is www.mwejobs.com.  

The state also utilizes EmployOn, a spidering tool that provides access to the largest database of jobs in the industry – over 4.5 million positions in total at any given time.  Customers using EmployOn have instant access to job listings from over 100,000 online sources. The system offers standard keyword and job title searches, but it is unique in that it is optimized by skill-based job searches, allowing customers to see how their current skills may be transferable to other industries and careers. Additional electronic resources and tools are currently being explored to further enhance the system.

5. What models/templates/approaches does the State recommend and/or mandate for service delivery in the One-Stop Centers? For example, do all One-Stop Centers have a uniform method of organizing their service delivery to business customers? Is there a common individual assessment process utilized in every One-Stop Center? Are all One-Stop Centers required to have a resource center that is open to anyone?

Certain services, resources and procedures are mandated for all One-Stop centers. All One-Stops must have a large self-service area composed of computer stations with Internet connections, allowing customers to self-register and perform job search.  This is accomplished through use of the Exchange and other resources such as America’s Job Bank (which ends June 30, 2007), Monster, EmployOn and individual company web pages.  All One-Stops must have a receptionist who is knowledgeable enough to be able to explain services and triage customers.  All mandatory partners must be present or linked electronically.  All One-Stops must have a resource center including computers with programs to allow résumé and cover-letter preparation, office equipment including telephone, fax and copier for customer job search use and literature such as books, pamphlets, newspapers and videotapes that enhance an individual’s job search.  Early Intervention workshops for profiled unemployment insurance claimants are required.  Referral, testing and evaluation for training are required and performed regularly each week.  Services mandated by the Jobs for Veterans Act are required.  One-Stops must be accessible to all individuals.  Beyond the mandatory components, One-Stops are urged to provide workshops on specific job search issues to all customers.  Outreach to specific populations, such as ex-offenders and persons with disabilities, is recommended.  Agreements with faith-based and community organizations, both formal and informal, are encouraged.   

Business resource staff from all partners work together to provide seamless service delivery to business customers.  The Maryland Institute for Workforce Excellence has created a training package aimed at providing business resource staff from all partners with the skills to market the One-Stop system to businesses.  The following training modules are currently being delivered to all WIA and Wagner-Peyser business services and Veterans’ staff statewide:

· From Human to Business Services: It's Not as Different as You Think 

· What Drives Your Business Customer 

· Consultative Sales (Part I) 

· Delivering Human Resources Services 

· Sales Skills (Part II) 

· Marketing Business Services

· Labor Market Information as a Tool: Connecting Industries, People and Jobs 

· Economic and Workforce Development 

· Education and Workforce Development

Each participant is provided a business services tool kit and the skills required to deliver integrated business services to area employers. Tools have been developed for sales/account management skills and human resource services and will be developed shortly for marketing.  We will also be supporting the reinforcement and development of sales skills on an ongoing basis through the use of another hands-on, experiential tool, The Sales Activator.
A variety of assessment tools are being employed to allow local areas flexibility with their business customers.  The Assessment Affinity Group sponsored by MIWE provides recommendations regarding assessment approaches and the various instruments available.

Business services staff from all the One-Stops meet quarterly to share information and learn about current trends and policies regarding services to businesses. An ongoing component of the quarterly meetings is the development and refinement of local business services plans. This ensures that business services are provided consistently in One-Stops across the state while being responsive to unique local economic conditions.
B.  Workforce Information – A fundamental component of a demand-driven workforce investment system is the integration and application of the best available State and local workforce information including, but not limited to, economic data, labor market information, census data, private sources of workforce information produced by trade associations and others, educational data, job vacancy surveys, transactional data from job boards, and information obtained directly from businesses. (§§111(d)(8), 112(b)(1), and 134(d)(2)(E).)

1. Describe how the State will integrate workforce information into its planning and decision making at the State and local level, including State and local Boards, One-Stop operations, and case manager guidance.
The primary provider of workforce information is the Department of Labor, Licensing and Regulation’s Office of Workforce Information and Performance.  State and local professionals in government, education and business, as well as individual job seekers use this information in the One-Stop system. The leadership at DLLR has stressed the importance of getting relevant economic and workforce data to state agencies and local areas in clear, usable formats.  The Office of Workforce Information and Performance has been charged with the creation of this material, as well as training others how to use it.  The number of training sessions on both existing reports and new technologies has increased dramatically.  As outlined throughout this document, Maryland has created a system where this information is also validated by industry leaders through the sector-based approach and is then fed back to decision-makers at both the state and local levels.  

Creating a truly demand-driven system requires that reliable workforce information be analyzed by business and government and then used to develop strategies to meet state and local needs.  State and local agencies and boards are already using labor market information for strategic planning and program development.  The validation of this information by industry sector steering committees will clearly define the current and future needs of business and allow workforce development partners to improve their planning and delivery of services.  Education partners are particularly interested in long- range forecasts as they add or modify curricula and provide career guidance to both youth and adult learners.  At the One-Stop level, it is critical that limited training resources be targeted to industries and occupations with a high demand and the potential for career growth.  Training for case managers on the use of new workforce information and technologies will be provided by the Office of Workforce Information and Performance.

2. Describe the approach the State will use to disseminate accurate and timely workforce information to businesses, job seekers, and employment counselors, in easy to use formats that are readily accessible within One-Stop Career Centers and at remote locations such as libraries, schools, worksites, and at home.

Increasing awareness and providing easy access to information will be accomplished through aggressive product marketing. The Office of Workforce Information and Performance website will remain the primary vehicle for information and product distribution. A direct link will be established between this website and the Maryland Workforce Exchange, the system used in the One-Stop centers. To reinforce the relationship with workforce development customers, an e-mail distribution list has been developed to notify preferred customers of new product releases.  

The Office of Workforce Information and Performance will continue its role as an active information and service provider to the One-Stop system by relying on analysts to proactively market products, services and information. Training, consultation and technical assistance to One-Stop intermediaries, focusing on labor market information (LMI) products and systems and their utility in serving clients and in improving employer outreach, will provide the medium for outreach activities. 
SWA’s Regional Representatives, who serve as liaisons between the SWA and LWIAs, will further enhance LMI marketing efforts. These representatives provide a means of directly communicating local partners and determining their information needs.  

3. Describe how the State’s Workforce Information Core Products and Services Plan is aligned with the WIA State Plan to ensure that the investments in Core products and services support the State’s overall strategic direction for workforce investment.
Maryland has developed four strategic goals related to workforce development:

· To develop a workforce development system that produces the best educated and most highly skilled workforce;

· To develop a labor market system that will provide students, job seekers, incumbent workers, out-of-school youth and employers with the labor market training and assistance needed;

· To develop a governance system focusing on unified planning, continuous improvement and accountability; and
· To gain universal recognition of Maryland’s success in developing a world-class workforce development system.

To achieve these goals, the Department of Labor, Licensing and Regulation, through One-Stop funded grant activities and through fee-for-service activities, will make a concerted effort to bring participating partners together in order to focus on integrating systems, initiatives and services currently in place. This integration will facilitate information and product development but will also help guide marketing and dissemination activities.

Department staff will continue to pursue opportunities to bring GWIB and local workforce investment area staff together to assess and clarify data needs and to discuss information options. These collective brainstorming efforts will provide the forum necessary to ensure focused and tailored product and information development and service delivery. 

The need to identify critical issues facing the business community and economic development agencies and to assist in strategic planning efforts will be a departmental priority. The identification and analysis of industry data utilizing a sector-based approach and the involvement of department staff with industry sector employer committees will provide the appropriate forum to coordinate resources to ensure Maryland’s employment base continues to expand. Strengthening the partnership between these committees and local and state education and training providers will help create a seamless, coordinated, demand-driven workforce investment system. Department staff will play an integral role in helping to fulfill the informational needs critical to this effort. 

4. Describe how State workforce information products and tools are coordinated with the national electronic workforce information tools including America’s Career Information Network and Career Voyages.
America’s Career InfoNet, a USDOL tool designed to offer assistance and guidance in career planning, provides job seekers and career planners with a multitude of resources, including workforce information on a state-by-state basis. Maryland’s participation as an information provider to this system will increase resources. 

Career Voyages, a nationally developed tool that is designed to bridge the gap between education and workforce skills, provides career planners with the opportunity to access resources by industry sector.  Workforce information at the sector level, along with the skills-based occupational projection data, being developed by the Bureau of Labor Statistics, will increase the utility of Career Voyages for Maryland’s career planners.  

The alignment of these systems – America’s Career InfoNet, Career Voyages, Virtual LMI, LED and the Exchange – will increase the assets available to Maryland’s workforce, strengthening efforts to provide a seamless, demand-driven service delivery system.   

C.  Adults and Dislocated Workers 

1. Core Services. §112(b)(17)(a)(i).   

a. Describe state strategies and policies to ensure adults and dislocated workers have universal access to the minimum required Core services as described in §134(d)(2).

Through DLLR, Maryland has developed a statewide service delivery infrastructure that involves 19 comprehensive One-Stop centers and 13 satellite centers.  In addition, DLLR has developed a customer-focused and user-friendly automated system, the Maryland Workforce Exchange that allows individuals to access resources and information from other sources and locations via the Internet.  This system allows job seekers to:
· Find and contact employers who are seeking people with their skill sets;

· Review current job listings;

· Access labor market information to enhance career decision making;

· Complete an online résumé for review by employers;

· Determine what skills are needed to move to better jobs and learn where to acquire those skills;

· Access an approved list of training providers and their past performance;

· Learn how to locate resources to pay for training; and

· Locate supportive services (e.g., transportation, child care, job readiness). 

Within the parameters established by the Workforce Investment Act and the Wagner-Peyser Act, DLLR has ensured that Core services are available to all individuals through each of the local One-Stops.  In their five-year plans, the 12 local workforce investment areas have described the methods they will use to deliver Core services.  DLLR conducts annual programmatic, performance, eligibility and fiscal reviews of each LWIA.  During these reviews, DLLR’s regional representatives monitor each comprehensive One-Stop to ensure it is operating within the law and the services provided to customers are seamless and meet a consistent level of quality. 

b. Describe how the state will ensure the three-tiered service delivery strategy for labor exchange services for job seekers and employers authorized by the Wagner-Peyser Act includes: (1) self-service, (2) facilitated self-help service, and (3) staff-assisted service, and is accessible and available to all customers at the local level.
Through the state’s consolidation efforts, Wagner-Peyser staff is primarily responsible for providing Core services across the Maryland One-Stop delivery system through the three labor exchange tiers of service.  As provided for in the Act, Wagner-Peyser staff ensures that all center customers have access to self-service, facilitated self-help service and staff-assisted service within the structure of each center’s resource area.  The three-tiered service approach offers universal access for Core services.  As indicated above, the provision of services under the three-tiered service delivery strategy is one of the elements covered by monitoring staff as they conduct regular visits to the comprehensive One-Stops. 

c. Describe how the state will integrate resources provided under the Wagner-Peyser Act and WIA Title I for adults and dislocated workers as well as resources provided by required One-Stop partner programs, to deliver Core services.
A key component of the One-Stop delivery system is the integration of systems and the coordination of services.  Local workforce investment area plans must articulate not only which partners will be located in the centers, but also how services will be integrated to provide a seamless delivery system to customers.  Services commonly provided by multiple partners such as resource area assistance, workshops and job development, are provided in a team approach.  DLLR gives overall technical assistance to help LWIBs in the development of systems that both integrate and streamline services. Further specificity on the requirements of coordination among One-Stop partners is contained in the MOUs negotiated by each partner with the LWIB. 

DLLR has communicated service delivery strategies for job seekers to the local WIA Grant Recipients via the Workforce Investment Field Instruction No. 3-99.  In this field instruction, DLLR established a shared service delivery infrastructure which empowers One-Stop partners to offer the widest possible array of services that best meet customers’ needs. The One-Stop delivery system is required to broaden the array of services available for customers by offering the services of numerous partners without duplication.  Partners and the local workforce investment boards facilitate this process through the memoranda of understanding that were negotiated and signed.  These MOUs articulate how resources are shared and operational costs are allocated.  In addition, it is expected that using the system will enhance the customers’ self-sufficiency by giving them more choice and decision-making power in the service delivery process.

This field instruction also establishes three service levels through the One-Stop delivery system. This ensures the most job-ready individuals use Core services, such as job search assistance and referral, before accessing Intensive services or Training services.

Core services are universally available through the One-Stop system. The integration of Core services with One-Stop mandatory partners results in a wider array of resources and services available to customers.

Core services include:

· Outreach, intake (which may include Worker Profiling) and orientation to the system;

· Initial assessment of skill levels, aptitudes, abilities and supportive service needs; 

· Determination of eligibility for services for all partner employment and training programs; 

· Job search assistance (e.g., workshops), career information and counseling;

· Job matching and referral;

· Local, regional and statewide labor market information; 

· Information on financial aid, including Unemployment Compensation;

· Information on:

· Certified education and training providers, 

· Local performance outcomes of service providers, and 

· One-Stop activities, such as job fairs and supportive services;

· Orientation to personal computers for access to self-directed services, such as Internet access and résumé software;

· Coordination of information and services with school-to-careers activities; and 

· Follow-up activities, including reassessment services, where needed.

2. Intensive Services. (§112(b)(17)(a)(i).) Describe State strategies and policies to ensure adults and dislocated workers who meet the criteria in §134(d)(3)(A) receive Intensive services as defined.

The three-tiered service approach offers universal eligibility for Core services. Some job seekers will need more assistance beyond Core services. As defined in the local MOUs, One-Stop partners will determine which services to offer based on a variety of factors, such as skills assessment, customer’s literacy level, transportation availability and child or adult care needs. In addition, barriers to employment in connection with disabilities or substance abuse problems may also be considered at the time of this initial assessment. Finally, the number of times that a customer is referred to jobs, along with feedback from the employer or job seeker, may be an indicator that more Intensive service is needed. 

Through WIFI No. 3-99, DLLR establishes that Intensive services may be provided to adults and dislocated workers who are unemployed and unable to obtain employment through Core services, if the One-Stop operator determines that the individual is in need of more Intensive services.  Adults and dislocated workers who are employed, but who are determined by the One-Stop operator to be in need of Intensive services to obtain or retain employment that allows for self-sufficiency, are also eligible to receive Intensive services. To receive Intensive services, an individual must first receive a Core service. The decision to provide additional Core services is made on a case-by-case basis at the local level depending on the needs of the customer.

Intensive services include:

· Customized assessment of knowledge, skills, abilities and interests by use of various non-self service assessment tools;

· Development of an individual employment plan; 

· Group counseling;

· Individual career planning; 

· Case management; and

· Short-term pre-vocational and stand-alone services, such as adult basic education, English as a Second Language, GED, basic computer literacy, interviewing skills, and soft skills.

3. Training Services. (§112(b)(17)(A)(i).) 

a. Describe the Governor’s vision for increasing training access and opportunities for individuals including the investment of WIA Title I funds and the leveraging of other funds and resources.

DLLR’s vision is to leverage state general funds to increase training access and opportunities for individuals. Any increase in state general funds that we may receive will help offset any previous decline in WIA formula allocations.  While the state encourages local areas to increase the number of training slots, it also acknowledges that resources are limited and that training may not be the appropriate service for many job seekers.  In some instances, short-term software application classes may be all that is needed to make a job seeker marketable. For many dislocated workers, lengthy occupational training options are not feasible due to the immediate financial need of supporting a family.  In these cases, local offices will provide job search assistance, while encouraging customers to take advantage of company-sponsored skills upgrade training or incumbent worker training programs once they become re-employed.

b. Individual Training Accounts:  

i. What policy direction has the State provided for ITAs?

The state convened a workgroup with representatives from the local workforce investment areas, Governor’s Workforce Investment Board staff, Division of Workforce Development staff and a consultant to develop its ITA system and a related Individual Training Account guide.  This guide serves as a technical assistance manual for the ITA system.

The State of Maryland communicates policies to the local workforce investment areas through Workforce Investment Field Instructions.  In addition, the Local Workforce Investment Areas are required to describe their Individual Training Account policy in accordance with the Workforce Investment Act law and the regulations.   Local policies are reviewed, approved and monitored by the state. 

ii. 
Describe innovative training strategies used by the State to fill skills gaps. Include in the discussion the State’s effort to broaden the scope and reach of ITAs through partnerships with business, education, economic development, and industry associations and how business and industry involvement is used to drive this strategy.

One example of innovative strategies to fill skill shortages areas is the State’s efforts to develop a workforce to support the continued growth of this emerging high-wage, high-skill industry critical to the continued economic development of the state and the region.  The Maryland State Department of Education (MSDE) focused its WIA incentive grant funds on the development of the Project Lead The Way (PLTW) Biomedical Sciences program.  The funds from Maryland, along with funds from six (6) other states, including Connecticut, Indiana, Missouri, Oklahoma, Ohio and South Carolina, have been used to support curriculum, professional development and partnership building for the PLTW Biomedical program. The PLTW Biomedical Sciences program consists of four (4) sequenced courses that will prepare a diverse group of high school students to be successful in science, engineering and biotechnology programs at the postsecondary level.  The first course, entitled Principles of Biomedical Science, will be piloted in high schools in the partnering states in the fall of 2007.  The other three courses, entitled Human Body Systems, Medical Interventions, and Science Research, will be developed and piloted over the next several years with full implementation expected in 2011.
Understanding the need to streamline and focus the state’s financial assistance programs to address worker shortage areas in the state, the legislature passed Student Financial Assistance Reform legislation in 2005 requiring review of the consolidation of career/occupation state financial assistance programs including scholarships and work-study programs.  In response, the Maryland Higher Education Commission recommended a process for identifying workforce specific scholarships and grants by working in cooperation with DLLR to identify shortage areas on a biennial basis using employer surveys and industry and occupational projections to identify demand occupations.  Included in the report is also a comparison with other state’s financial aid programs.   The purposes of the Workforce Shortage Council are 1.) to provide information on critical occupational needs to postsecondary institutions, and 2.) to allocate a pool of state scholarship money to occupations of most critical need.
Beginning in PY 2003, the Department of Labor, Licensing and Regulation implemented a statewide incumbent worker training program called Maryland Business Works.  Utilizing Federal WIA incentive funds, this initiative continues to support existing Maryland businesses in the retention and growth of their workforce by providing matching funds to upgrade the skills of currently employed workers.

Maryland received $1.5 million in federal funding to support an initiative called “Teach for the Health of It.”  The initiative, which ends on June 30, 2007, was designed to increase the number of faculty in nursing programs, and as a result, to increase the number of individuals trained as nurses.  The development of this initiative was a direct outgrowth of the work of the Healthcare Steering Committee and its identification of workforce demands and the limited number of nursing graduates produced by Maryland’s higher education institutions. The success of the scholarship model has resulted in the January 2006 announcement that the state’s Health Services Cost Review Commission (HSCRC) intends to provide approximately $9.4 million annually over the next several years to increase the number of bedside nurses in Maryland hospitals. Funding for this initiative is being provided through a 0.1% increase to the rate structure of all hospitals, retroactive from July 1, 2005. 
iii. Discuss the State’s plan for committing all or part of WIA Title I funds to training opportunities in high-growth, high-demand, and economically vital occupations.

Maryland has developed an industry sector-based approach to workforce development and will use a part of WIA Title I funds to supplement these initiatives. The industry sector-based approach connects specific industry needs with the workforce development system.  Specifically, this approach focuses on industries facing workforce shortages.  Jobs are currently available in the following industries: healthcare, construction, information technology, some manufacturing, retail, teaching and hospitality and tourism industries.

The first example of a successful sector-based approach was the healthcare industry.  In 2002, the Governor’s Workforce Investment Board created a Healthcare Steering Committee, comprised of representatives from healthcare, education and government, to review workforce issues and select strategies to:

· Attract and recruit workers to the industry;

· Retain workers;

· Create career development systems for incumbent workers;

· Link state policies with the healthcare industry’s workforce needs; and 

· Assist military healthcare workers transitioning to the private sector.

The work of the steering committee culminated in the publication of an industry report and the convening of the Governor’s Healthcare Workforce Summit, held on August 28, 2003.  The participants selected projects and assigned champions to implement the projects in the aforementioned categories.

The Steering Committee meets monthly to continue the projects.  DLLR and GWIB have received two grants from the U. S. Department of Labor, one to create the Center for Industry Initiatives and a second to implement the “Teach for the Health of It Initiative.” Local workforce investment areas are required to include their strategies for committing WIA Title I funds to training opportunities in high-growth, high-demand and economically vital occupations in their local plans.
iv. Describe the State’s policy for limiting ITAs (e.g., dollar amount or duration)

Maryland does not have a state policy limiting the dollar amount or duration of ITAs.  Due to the wide variation among local areas, the state has allowed local workforce investment areas the flexibility to determine dollar amounts and duration for ITAs. The local workforce investment areas are best positioned to establish the limits based on their needs.  It is common for LWIAs with similar economies to cooperatively agree on ITA caps across a region.

The local plans are reviewed, approved and monitored by the state.

v. Describe the State’s current or planned use of WIA Title I funds for the provision of training through apprenticeship.

Historically, employers who participated in apprenticeship programs paid the related instruction costs and there was little demand for other funding sources.  However, the recent move of Maryland’s Apprenticeship and Training Program into the Division of Workforce Development has created opportunities to expand this approach to new occupational areas and to integrate the recruitment and assessment process within Maryland’s One-Stop system.   In addition, a link to apprenticeship training programs is available through the Maryland Workforce Exchange system. DLLR intends to look at national apprenticeship models that use WIA Title I dollars to determine their applicability in Maryland. DLLR’s newly created Offender Initiative is working with Maryland’s Apprenticeship and Training Program to establish apprenticeships inside of correctional institutions so that individuals can acquire credentials while incarcerated that will increase their employability upon reentry into the community.
vi. Identify state policies developed in response to changes to WIA regulations that permit the use of WIA Title I financial assistance to employ or train participants in religious activities when the assistance is provided indirectly (such as through an ITA) (20 CFR § 667.266(b)(1).) 

The local workforce investment areas are required to follow the limitations related to sectarian activities as described in the WIA law and regulations.  No additional state restrictions apply.

c. Eligible Training Provider List. Describe the State’s process for providing broad customer access to the statewide list of eligible training providers and their performance information including at every One-Stop Career Center. (§112(b)(17)(A)(iii).)

The statewide provider list will be maintained in a centralized database through cooperative efforts of DLLR and Maryland Higher Education Commission.  The provider list will be readily accessible to all customers of the workforce investment system through the One-Stop centers.  Each One-Stop center will have access to the statewide education and training provider list including data related to the core indicators of performance.  This information is available through the Maryland Workforce Exchange system.

d. On-the-Job (OJT) and Customized Training (§§112(b)(17)(A)(i) and 134(b).). Based on the outline below, describe the State’s major directions, policies and requirements related to OJT and customized training.  

i. Describe the Governor’s vision for increasing training opportunities to individuals through the specific delivery vehicles of OJT and customized training. 

ii. Describe how the State: 

· Identifies OJT and customized training opportunities; 

· Markets OJT and customized training as an incentive to untapped employer pools including new business to the State, employer groups; 

· Partners with high-growth, high-demand industries and economically vital industries to develop potential OJT and customized training strategies; 

· Taps business partners to help drive the demand-driven strategy through joint planning, competency and curriculum development; and determining appropriate lengths of training, and 

· Leverages other resources through education, economic development and industry associations to support OJT and customized training ventures.

On-the-Job and customized training are two important tools the state uses to support its demand-driven workforce investment system.  Both strategies begin with the employer’s workforce needs and are built with significant employer involvement at all stages.  The employer identifies the criteria for selecting appropriate trainees, assists in the development of training outlines and curricula and commits to hire and retain the individuals upon successful training completion.  The employer also invests resources to support 50% of the training costs. 

Maryland’s requirements related to OJT and customized training are incorporated into Workforce Investment Field Instruction 11-99, available electronically at http://www.dllr.state.md.us.  Providers of OJT or customized training are not subject to the same policy requirements or certification system required for eligible ITA providers.  LWIBs are required to establish procedures to collect comprehensive data for all WIA customers involved in OJT or customized training activities.  They must also collect performance information on each OJT employer and customized training activity and distribute the data to the local One-Stop system.  The LWIB must establish a method to exchange this data with their local One-Stop network.  To ensure consistency in dealing with employers participating in OJT and customized training, past performance is used to determine whether an employer is eligible for subsequent contracts and agreements.  Two areas are examined to determine if the employer should lose his/her eligibility for a subsequent period: the extent of the failure to retain a significant portion of the participants and the reason for separation of the WIA trained employees.  During the sixth month following the completion of OJT or customized training, each LWIB must confirm with the employer the employment status of each participant trained under the previous WIA agreement.

Each local WIB must describe all policies regarding OJT and customized training in its local plan.

The Governor’s Workforce Investment Board, through The Center for Industry Initiatives and its industry sector steering committees, will identify opportunities to market these strategies and engage new business and education partners. Each LWIB determines the industries and occupations to target when developing either OJT or customized training programs and markets these opportunities through their business services team.  Both OJT and customized training are part of the business services “tool kit” training, developed by the Maryland Institute for Workforce Excellence.
4. Service to Specific Populations. (§112(b)(17)(A)(iv).)

a. Describe the State’s strategies to ensure that the full range of employment and training programs and services delivered through the State’s One-Stop delivery system are accessible to and will meet the needs of dislocated workers, displaced homemakers, low-income individuals such as migrants and seasonal farmworkers, women, minorities, individuals training for non-traditional employment, veterans, public assistance recipients and individuals with multiple barriers to employment (including older individuals, people with limited English-speaking proficiency, and people with disabilities.)
The full range of employment and training programs are provided to all job seeking customers, with attention given to special populations.  Staff members are trained to accommodate the circumstances of individuals with barriers to employment.  Dislocated workers benefit from Early Intervention and Rapid Response services.  Three staff members are dedicated to providing services to migrant and seasonal farmworkers and the employers who utilize these workers.  Entrepreneurship and related training modules are emphasized.  

The Veterans program is a major emphasis, supported by dedicated staff in each local One-Stop.  

Administrators of local TANF programs sit on local workforce investment boards to ensure the inclusion of the needs of public assistance recipients in all workforce programs.  In some areas, there are formal agreements between Wagner-Peyser and TANF programs.  

There are three DLLR staff dedicated to working with individuals with limited English-speaking proficiency, along with many multilingual staff throughout the state.  Meetings have been held with all multilingual staff to share resources and to promote awareness and understanding of departmental programs that address the needs of individuals with limited English-speaking proficiency.  

Each local area has hired a disability navigator to provide expertise and serve as a resource person to the workforce investment system and individuals with disabilities. At the local level assistive technology has been purchased using the Disability Program Navigator grant. This equipment is utilized to provide persons with disabilities full access to services provided within the One-Stop system.
Several partner state agencies have implemented “special populations” committees.  DLLR staff sits on many of these committees to maximize resources, coordinate services and improve the service provided to special populations served by these agencies.

Examples of the existing committees and task forces are listed below:

· Department of Aging’s Workforce Development Committee

· Department of Disability’s Employment Systems Transformation Steering Committee

· Department of Education’s State Advisory Committee on Adult Education

· Governor’s Advisory Council on Offender Employment Coordination

· Department of Human Resources’ Maryland Homeless Policy Academy

The DLLR, in partnership with the Department of Public Safety and Correctional Services, has created a new Offender Initiative to increase employment opportunities for previously incarcerated individuals and to provide qualified, well-trained employees to businesses. The focus is on forming effective partnerships, increasing skills training opportunities within the correctional system and coordinating discharge plans with existing services/programs within the community.  The Initiative will strengthen coordination between the prison systems, the One-Stop system and community resources to facilitate a smoother transition from incarceration to gainful and meaningful employment.  A key element will be to provide opportunities for occupational licensure, professional certification and apprenticeship for skilled trades for individuals while they are still incarcerated.  The Coordinator for the Initiative works with agencies, correctional facilitates and One-Stops statewide, and two Case Managers are located in the jurisdictions with the largest number of offenders reentering the community.
b. Describe the reemployment services you will provide to unemployment insurance claimants and the Worker Profiling services provided to claimants identified as most likely to exhaust their unemployment insurance benefits in accordance with section 3(c)(3) of the Wagner-Peyser Act.

The delivery of reemployment services involves a coordinated approach, involving Unemployment Insurance (UI), Wagner-Peyser and Workforce Investment Act (WIA) funded staff. Early Intervention (EI), Maryland’s Worker Profiling program, includes the following steps:

· Every UI claimant receives a list of One-Stop services and locations included in a UI booklet and a statement regarding their monetary eligibility. 

· The first-pay list of claimants is used to extend written invitations to One-Stop orientations.  Claimants may access any of the available One-Stop services following their orientation. 
· A mailer was developed to describe the Maryland Workforce Exchange and its resources, a description of the services available through the One-Stop delivery system and the locations of all the comprehensive One-Stop centers and satellite sites.  This insert is mailed to all claimants with their Notice of Available Continued Claims.

· Claimants who simply walk into a center are scheduled for orientation at that time.

· Every “profiled” claimant is ranked statistically indicating the probability of his/her exhausting UI benefits prior to reemployment.
· EI workshop scheduling and initial program contacts are made according to statistical ranking; those with the highest rank are identified first for enhanced services.

· Each identified profiled candidate is contacted regarding participation in a job finding and career enhancing workshop that is at least 10 hours (2 days) in duration and includes four basic topics:

· Know yourself, your job skills and what you bring to the marketplace. Learn how to identify your skills and consider the transferability of those skills.

· Know the marketplace, what skills are currently in demand and how to locate potential job openings, including openings in new industries or skill sectors.

· Know how to secure a job, including contacting potential employers, responding to job opening announcements and networking for reemployment. Learn how to successfully complete applications and résumés, improve your interviewing skills and handle yourself in an interview. 

· Know what is available in the community to assist you in your job search, with emphasis on the opportunities offered within a One-Stop and working with Workforce Investment Act program providers.

· Each workshop participant is assisted in developing a re-employment plan.

· Each workshop participant will know, at the end of the workshop, that successful employment is the goal and that all One-Stop staff are available to assist with their job search.

· Each completer receives targeted and specific job search assistance, beginning in the workshop, with emphasis on appropriate and necessary labor market information. Self-assessment instruments, access to supportive services and partner agencies and individual and group counseling (career guidance) are available.  Job matching services, one-on-one conferences and follow-up activities and meetings used as tools to help customers obtain rapid reemployment.

· Each workshop participant is contacted for follow-up assistance and additional services.

· To further support the re-employment strategy, videos and concentrated “mini” workshops are used to provide additional assistance in areas of identified need. The Early Intervention model has shown that job-ready profiled claimants generally have a significant need in three primary areas: interviewing, résumé writing, and effectively completing job applications.  Workshops are available that address interviewing skills, application preparation, résumé writing and job search on the Internet.

Participants access services and attend workshops at the One-Stop.  They also receive referrals to upcoming job fairs and employer recruitment events and link with other One-Stop partners.  Partners may participate in the EI workshops or provide information on-site or through their websites.  Participants who need additional training to obtain employment are assisted through WIA programs.

With increasing numbers of individuals with limited English proficiency (LEP) filing UI claims, Maryland is responding to the need for Spanish-language workshops.  Workshop materials have been translated into Spanish and Spanish-speaking workshop facilitators provide Spanish-language workshops in the areas with the largest numbers of LEP claimants.  Spanish-language services are available in the rest of the State as well.
c. Describe how the State administers the unemployment insurance work test and how feedback requirements (under §7(a)(3)(F) of the Wagner-Peyser Act) for all UI claimants are met.
Working in collaboration with the Division of Workforce Development, in FY 08 the Division of Unemployment Insurance will mandate that UI claimants enroll in the Maryland Workforce Exchange (MWE) which includes posting a resume or enroll in the system by visiting a local one-stop career center for service.  

d. Describe the State’s strategy for integrating and aligning services to dislocated workers provided through the WIA rapid response, WIA dislocated worker, and Trade Adjustment Assistance (TAA) programs. Does the State have a policy supporting co-enrollment for WIA and TAA?

In 1991, Maryland fully integrated the Trade Adjustment Assistance (TAA) Unit within the Dislocated Worker Unit.  Additionally, it made available TAA Funds to the then JTPA local administrators.  Under WIA, this decentralized TAA funding stream has continued.  Within this system, dislocated workers and certified trade-impacted workers have received seamless employment transition services through the same statewide service delivery system.  With this integration, Maryland has had a policy of dual, tri and quad enrolling individuals in Dislocated Worker Formula, Rapid Response, National Emergency Grant (NEG) and TAA funded projects.  To further integrate all the federal Workforce Development Programs and ensure participants are enrolled in multiple funding streams, DLLR’s Division of Workforce Development has placed the responsibility for these state programs in the Office of Field Operations.  This integration policy maximizes limited resources to provide efficient services to job seekers, displaced workers and the employer community.  This on-going system restructuring has allowed for greater flexibility within our One-Stop system in meeting the integrated demands of our economy regionally, statewide and locally.

e. How is the State’s workforce investment system working collaboratively with business and industry and the education community to develop strategies to overcome barriers to skill achievement and employment experienced by the populations listed in paragraph (a.) above and to ensure they are being identified as a critical pipeline of workers? 

The state’s workforce investment system, through the GWIB, has identified 10 areas of focus for the current year, many of which are aimed at working collaboratively with business and industry and the education community to develop strategies to overcome barriers to skill achievement and employment experienced by specific job-seeking populations.  These include, but are not limited to:

· Identifying businesses or business sectors with growth potential that are currently experiencing or projecting workforce shortages and determining how to service their workforce needs, the industry sector-based approach;

· Identifying interagency collaboration for the Maryland career sector system in order to fully align workforce preparation at all education and training levels;

· Identifying opportunities for the Department of Social Services and local workforce investment areas to combine resources in a collaborative and efficient manner to improve services to low-income individuals;

· Fully integrating adult education into Maryland’s workforce development system;

· Designing a strategy to expand support for transitioning ex-offenders into the Maryland workforce; and

· Increasing job opportunities for ex-offenders.  

In addition, several other state agencies either are working with MSDE or have convened their own workforce-focused committees to address these issues.

A primary partner in this effort is the Maryland Business Roundtable for Education; a coalition of leading employers committed to education reform and improved student achievement. They are directly involved in helping students understand the connections between achievement in school and success on the job through a series of initiatives that include providing role models though a statewide speakers bureau, marketing Maryland Scholar’s program, development of an inter-active teen website, and assessing employer satisfaction with recent high school and college graduates through periodic business surveys.
f. Describe how the State will ensure that the full array of One-Stop services are available to individuals with disabilities and that the services are fully accessible?

The unemployment of persons with disabilities is a long-standing and significant problem both nationally and in the State of Maryland. Maryland has a national reputation as a leader in supporting and ensuring career opportunities for persons with disabilities, based on a number of nationally recognized programs of excellence such as the Rise Program, a self-employment and entrepreneurial program for persons with disabilities including individuals with significant developmental disabilities; Rehabilitation Technology Services, Workforce and Technology Center, which provides a wide array of assistive technology solutions for the successful employment of persons with physical, sensory and cognitive disabilities; and the Governor’s QUEST program which provides paid internships in state government for persons with disabilities.  

One-Stops and local workforce investment boards must establish as a priority the employment of persons with disabilities, both in terms of efforts with the business community and the operation of One-Stop centers.  Local workforce investment boards and One-Stops will aggressively work to educate and partner with employers on the issue of hiring persons with disabilities, such as establishing local Business Leadership Networks (BLN) and customized training programs.  Local WIBs will communicate to the business community the advantages of including persons with disabilities as a part of their workforce, including data demonstrating high employment retention and productivity rates of workers with disabilities.

Disability navigators have been established in each workforce investment area.  The Navigator position is intended to increase employment and self-sufficiency for individuals with disabilities by linking them to employers and by facilitating access to supports and services that will provide transition to employment. In addition, the disability navigator works with management and One-Stop partners to ensure access and participation of persons with disabilities in the programs and services offered by the center. 

Division of Rehabilitation Services counselors are physically located at several One-Stop centers and function as members of the One-Stop team.  The state is working to expand a DORS presence in all One-Stop centers.  Counselors from DORS take the lead role in assisting One-Stop customers with disabilities who request or require specialized services or accommodations in order to obtain employment.  Examples of specialized services include: assistive technology, supported employment and job coaching, medical rehabilitation services, adjustment to disability services, specialized services for the blind and deaf, modified driving systems and vehicle modifications and architectural modifications to homes.  In offices where the DORS counselor is not located on-site, there is a formal relationship with the local DORS office to provide services to One-Stop customers. The Maryland Department of Disabilities has convened an Employment Services Transformation Task Force to facilitate and support disability employment systems change in Maryland.  This is part of a comprehensive plan to organize all services in Maryland that affect persons with disabilities.  The manager of One-Stop services and the lead disability navigator are members of this task force.

DLLR has been working with a leading international business to submit a grant proposal to provide high level skills training to persons with disabilities who are employed in the Information Technology field.
g. Describe the role LVER/DVOP staff have in the One-Stop Delivery System? How will the State ensure adherence to the legislative requirements for veterans’ staff? How will services under this Plan take into consideration the agreement reached between the Secretary and the State regarding veterans’ employment programs? (§§112(b)(7), 112 (b)(17)((B); 322, 38 U.S.C. Chapter 41; and 20 CFR §1001.120).) 

The LVER has functional supervisory responsibility for the delivery of services to veterans in the One-Stop.  He/she also is responsible for developing an employer outreach plan for his/her One-Stop center, in coordination with the Business Resource unit and One-Stop center outreach personnel. The LVER staff is charged with employer contacts, especially federal contractors, to promote hiring veterans, sharing information on services available to hire disabled veterans (VA accommodations) and informing employers of One-Stop center services.  LVERs also provide job development for registered veteran applicants, and perform outreach services to employers, faith-based and community organizations and Veterans service organizations.

LVER staff also establishes self-directed job search work groups to benefit veterans and other eligible persons and facilitate the provision of employment, training and placement services for veterans and other eligible persons.  In some areas, the LVER conducts Transition Assistance Program workshops for transitioning service members and their spouses.

DVOP staff members are assigned to One-Stop center locations to provide case management, assessment, registration, referral and Core services to veterans, in accordance with priority levels established by Title 38, U.S.C.  DVOPs are primarily assigned to assist the needs of disabled veterans and those veterans and eligible persons who have employability barriers that require Intensive services in order to obtain and retain employment.  

Veterans found to have barriers to employment after assessment will receive Intensive services (case management) provided by the DVOP. One-Stop center personnel consult the DVOP, as necessary, during the intake and registration of veterans to determine what services best meet the customers’ needs. DVOP staff provide technical assistance as needed and may assist the LVER in training staff in the One-Stop center on the application of priority of services to veterans.  DVOP staff ensure that veterans have maximum access to labor market information, job referrals, referrals to supportive services and other services provided by the One-Stop center delivery system according to TEGLs, VPLs and other directives from USDOL concerning priority of service in WIA-funded programs.

Cross training of DVOP staff to enhance their knowledge of training programs and opportunities is required locally, but will only be offered when training does not conflict with Title 38, U.S.C. The services available to veterans cover the full spectrum of One-Stop center offerings. WIA partners, Wagner-Peyser staff and employability development staff are aware of the veteran population seeking employment. 

An individual development plan (IDP) is constructed to address the elimination of barriers to employment, to establish employment and training goals and to develop a plan to obtain services within the One-Stop center. 

Adherence to Legislative Requirements

The integration of staff and services is reinforced by giving the One-Stop centers ownership of service delivery and by tailoring the state veterans plan to meet the specific needs of local veteran job seekers. The state administrator of veterans’ services has met with the 12 labor exchange administrators and their respective LVERs to review the approved veterans’ state plan. Each LWIA is required to develop a local plan based on the descriptive outline of USDOL/VETS plans to the state. This is done with input from the LWIA director, labor exchange administrator and LVER. The plan is shared with all One-Stop staff before it is submitted as a final report.

Each LWIA’s plan is unique to its One-Stop center operation.  Statutory mandates of Title 38 U.S.C. and P.L. 107-288 are left in place.  However, policies and procedures regarding the delivery system, staff assistance, training, resources, outreach, out-stationed and physical facilities may differ in each WIA area. Once a plan has been submitted and approved, it is executed accordingly.  

Meetings are conducted at each LWIA site to provide staff with a presentation of veterans’ services including legislative requirements and USDOL/VETS requirements at the federal, state and local level.  The presentation is interactive allowing WIA staff to ask questions or request clarification on the utilization of staff and resources. A discussion of priority of services to veterans in USDOL/ETA federally funded programs is included. Managers in each location are responsible for ensuring that staff adheres to federal regulations related to providing prioritized services to veterans and other eligible persons.

Agreement Between Secretary and State Regarding Veterans’ Employment Programs

The DLLR Assistant Secretary for Workforce Development and members of his administrative staff met with the Maryland Director of USDOL’s Veterans’ Employment and Training Service (VETS) to review the approved grant application, the grant award letter, the Notice of Grant Award and the Grant Special Provisions to ensure that Maryland’s plan for veterans’ services conforms to the agreement with USDOL.  Services for veterans in Maryland conform to the approved veterans’ state plan narrative.  Managers’ quarterly veterans reports reflect veterans’ service activity in each area of the state and reveal compliance to or variance from the state plan.  Federal VETS staff members work closely with DLLR veterans staff throughout the year to assist them in carrying out the activities and goals of the plan.

The LVER will make recommendations to the One-Stop center labor exchange administrator, in cooperation with the WIA director, on how to improve services to veterans. The LVER will consult with the One-Stop center labor exchange administrator and administrator of veterans services before any recommendations or commitments are suggested. One-Stop center staff providing services to veterans will be encouraged to attend the National Veterans Training Institute (NVTI) for “Managing Veterans Programs” training or other related courses. 

h. Department of Labor regulations at 29 CFR 37, require all recipients of Federal financial assistance from DOL to provide meaningful access to limited English proficient (LEP) persons. Federal financial assistance includes grants, training, equipment usage, donations of surplus property, and other assistance. Sub-recipients are also covered when Federal DOL funds are passed through from one recipient to a sub-recipient. Describe how the State will ensure access to services through the State’s One-Stop delivery system by persons with limited English proficiency and how the State will meet the requirements of ETA Training and Employment Guidance Letter (TEGL) 26-02, (May 29, 2003) which provides guidance on methods of complying with the Federal rule. 

Maryland recognizes the growing challenge of ensuring access to services through the state’s One-Stop delivery system by persons with limited English proficiency. However, Maryland is also a leader in this aspect of service delivery due to a state law that provides more specific guidelines than the federal guidelines for providing services to this population. The DLLR Office of Equal Opportunity and Program Equity coordinated an assessment of needs, then developed and promulgated the departmental policy for providing access to limited English proficient customers in June 2003 to assure compliance with the state law, Presidential Executive Order 13166 and applicable federal regulations. This policy (Attachment K) has been promulgated through designated liaisons across all programs in the One-Stop system. These designated liaisons receive annual training and regular updates regarding all Equal Opportunity policies. 
While the DLLR Office of Equal Opportunity and Program Equity administers the department’s compliance with the policy and applicable laws and regulations, the Division of Workforce Development has been instrumental in developing and improving means of ensuring access to services for limited English proficient customers. Although many specific practices were in place prior to implementation of the state law and departmental policy, regular review and evaluation with respect to Training and Employment Guidance Letter 26-02 is accomplished with technical assistance from the State Monitor Advocate.
Several strategies have been effective in meeting the largest demands of the limited English proficient population in all One-Stops across the state. These include a statewide contract with a telephonic translation service that is accessible 24 hours per day, increasing the number of bilingual and multilingual staff who can provide oral interpretation within the department, despite shrinking funding and staffing resources in recent years; a commitment to regular meetings of multilingual staff across the department in order to best utilize and increase awareness of the staffing and other resources and share best practices available across the department and around the state; translation of critical documents and general public marketing materials into Spanish, which is the primary language among the state’s limited English proficient population; and provision of basic information in Spanish on the department’s website including a link to a Spanish language e-mail for referral of questions written in Spanish. 
Informal best practices guides provide simple practical suggestions for enhancing multilingual public access, including provision of appropriate notices to limited English proficient persons, and have been distributed to all DLLR management and supervisory personnel, as well as local WIA management staff. Each local service area also fosters relationships with community colleges and boards of education who assist with service delivery strategies, especially in the areas of instruction in English for speakers of other languages and English language assessments and readiness.  The Maryland Workforce Exchange provides a means for recording translation services (including the language) provided to One-Stop customers. The data recorded about the provision of these services is easily retrievable, thereby simplifying local and management staff’s ability to continually monitor the types and frequency with which such services are provided, so that informed decisions can be made for future planning. The State Monitor Advocate visits all One-Stops, at least annually, and monitors the adherence of the centers to basic principles and best practices for quality service delivery to limited English proficient persons. Central staff who monitor and administer the One-Stop complaint system are consistently informed regarding issues that arise around any type of service delivery in the One-Stops, including LEP issues.  Several noteworthy universities in Maryland have convened focus groups and workshops for business and service providers around the state in order to establish networks to address the concerns of immigrants, especially immigrants who are limited English proficient.  Workforce Development staff continually participate and partner in these types of workshops and networking opportunities in an effort to regularly assess local and statewide needs and respond appropriately to improve service accessibility for this population.

i. Describe the State’s strategies to enhance and integrate service delivery through the One-Stop delivery system for migrant and seasonal farmworkers and agricultural employers. How will the State ensure that migrant and seasonal farmworkers have equal access to employment opportunities through the State’s One-Stop delivery system? Include the following: 

The number of Migrant and Seasonal Farmworkers (MSFWs) the State anticipates reaching annually through outreach to increase their ability to access core, intensive, and training services in the One-Stop Career Center System.

Maryland’s migrant and seasonal farmworker population continues to decline slightly each year due to consistently increasing use of the H2A foreign worker program by agricultural employers, the small, but steady decline in fruit and vegetable acreage across the state, and a relatively consistent shift toward nursery stock production in all areas of the state. In spite of these slight declines in population, the state has not reduced its commitment of resources and staff to ensure that migrant and seasonal farmworkers have equal access to employment opportunities through the state’s One-Stop system. Maryland uses personnel largely on a regional basis to assist agricultural workers and growers to access the services of the One-Stop system. During peak season, from April through October, the state utilizes the equivalent of approximately 2.5 full-time positions to execute its outreach activities. The outreach specialist for the Eastern Shore performs outreach duties on a full-time basis during the peak season and the rest of the equivalent positions are constituted from the state monitor advocate, the rural services coordinator and several local staff. 

The state outreach staff covers the entire growing season from April to November and makes approximately 1,550 contacts annually, devoting approximately 115 staff days to the effort.  Eighty percent (80%) of the contacts are made on the Eastern Shore; 10 % are made from Washington, D.C. metropolitan counties north and west; and 10% are made from the Baltimore metropolitan counties south and east.  The state monitor advocate regularly assists with outreach efforts where local staff need bilingual assistance.  Outreach efforts are logged daily, especially during peak season, and summarized and reported on a monthly basis to the monitor advocate.
Telamon Corporation, a private non-profit organization, is the 167 Grantee for the state of Maryland and in co-located in the Salisbury One-Stop Job Market which provides services in Maryland’s significant MSFW area. Telamon assists the One-Stop Job Market to provide services to MSFWs in the local area according to its local MOU, as well as provides services in other area of the state as needs and resources allow.
Each workforce investment area has a staff person whose main function is to serve businesses as a resource representative and whose duties include providing services to agricultural employers. The state rural services coordinator regularly provides support and technical assistance to these staff persons. The state rural services coordinator and local business resource representatives maintain regular associations with state and local organizations that support agricultural businesses. These associations assist state and local staffs to keep abreast of situations and circumstances related to Maryland’s agricultural industry. 

As Maryland continues to improve its One-Stop service delivery system, administrative and local staffs are regularly updated concerning efforts to increase the ability of this targeted population to access Core, Intensive and Training services across the system. The reality remains that most migrant and seasonal farmworkers choose not to access system services, but new options and opportunities are regularly explored and adapted to local labor market conditions. Long-standing relationships among administrative and local staff with federal, state, and local agencies and personnel who serve agricultural employers and farmworkers aid the efforts to ensure maximum access to services and programs that benefit the state’s agricultural industry and those who work in it.

5. Priority of Service

a. What procedures and criteria are in place under 20 CFR 663.600 for the Governor and appropriate local boards to direct One-Stop operators to give priority of service to public assistance recipients and other low-income individuals for Intensive and training services if funds allocated to a local area for adult employment and training activities are determined to be limited? (§§112(b)(17)(A)(iv) and134(d)(4)(E).) 

The state requires each LWIB to develop a local policy regarding priority of service for the provision of Intensive services and Training services to Adults and Dislocated Workers under WIA Title I.  The LWIB's priority of service policy must include, but is not limited to, the following issues:

· Timing of policy application – The LWIB must indicate whether this is a constant local policy from day one of WIA implementation or if the policy is triggered upon certain obligation or expenditure levels of WIA Adult and Dislocated Worker funds.  Any threshold for triggering this policy must be clearly delineated.  In addition, the process for determining the availability of funds must also be clearly delineated. 

· Any Adult priority of service policy must provide priority to recipients of public assistance and other low-income individuals in the local area unless the local area has determined that funds are not limited. 

· Criteria may include the availability of other funds for providing employment and training related services in the local area, the needs of specific groups in the local area or other appropriate factors.

· With regard to Dislocated Workers and related limited funding, LWIBs must develop a policy providing priority of service for those needing Intensive and Training services.  The Dislocated Worker priority of service policy should provide sufficient latitude for allowing the LWIB to determine those most in need of Intensive and Training services.  This policy must be included in the LWIA plan. 

b. What policies and strategies does the State have in place to ensure that, pursuant to the Jobs for Veterans Act (P.L.107-288)(38 USC 4215), that priority of service is provided to veterans (and certain spouses) who otherwise meet the eligibility requirements for all employment and training programs funded by the U.S. Department of Labor, in accordance with the provisions of TEGL 5-03 (9/16/03/)?

Priority of service for veterans will be provided in the One-Stop centers in accordance with Title 38 and Training and Employment Guidance Letter (TEGL) 5-03.  Under Title 38 U.S.C and P.L. 107-288, veterans are prioritized in the following order to receive services in the One-Stop centers and through programs administered by USDOL/VETS:

· Special disabled veterans

· Other disabled veterans

· Other eligible veterans in accordance with priorities determined by the secretary

· Other eligible persons

· Certain spouses

The WIA One-Stop center operator, labor exchange administrator, LVER and DVOP staff monitor Title 38 U.S.C. veteran job seekers to ensure that they receive priority in accordance with applicable laws. The following actions promote and ensure veteran job seeker priority:

· DVOP/LVER staff assigned to One-Stop centers monitor job orders and services in the One-Stop centers.

· Qualified veteran job seekers are notified and referred before non-veteran job seekers.

· The Maryland Workforce Exchange system is designed to flag eligible veterans for referral.

· Staff are trained to identify Title 38 U.S.C. eligible veterans for referral.

· Job orders are noted when a veteran file search is performed against the active applicant pool.

· DVOP/LVER staff monitor the job bank for positions relative to the active applicant pool.

· DVOP staff are responsible for priority of services for veteran job seekers receiving “case management” services.

· Each One-Stop center has a sign on public display notifying job seekers of Federal priority laws, and handouts if requested.

· Information, including signage where permitted, for veterans and the public will be provided at CBOs, Veteran Services Organizations, outreach visits, locations frequented by veterans (e.g., Veterans of Foreign War VFW Post, American Legion Post, MCVET), during TAP and through mass mailings to veterans and employers.

· Veterans’ priority is reinforced during performance evaluations, staff meetings and training.

· The Incentive Award Program recognizes exceptional service to veterans.

Veterans are made aware of priority of service entitlement through TAP orientation sessions, staff-assisted services, signage, workshops, fliers, public service announcements, DLLR’s web page and other sites on the Internet providing information to veterans.

One-Stop center staff are made aware of priority of service requirements through full staff meetings, training and conferences, reviewing Title 38, U.S.C. and PL 107-288, local office evaluations by VETS, DLLR’s Division of Workforce Development reports, a desk guide, the local WIA plan and a review of the Manager’s Quarterly Report during staff meetings.

D.  Rapid Response. (112(b)(17)(A)(ii).) Describe how your State provides Rapid Response services with the funds reserved under section 133(a)(2).

1. Identify the entity responsible for providing Rapid Response services. Describe how Rapid Response activities involve local boards and Chief Elected Officials. If Rapid Response activities are shared between the State and local areas, describe the functions of each and how funds are allocated to the local areas.

The Dislocation Services Unit (DSU) is responsible for providing Rapid Response services within Maryland.  The Maryland Dislocation Services Unit is housed within the Department of Labor, Licensing and Regulation's Office of Field Operations, within the Division of Workforce Development.  The state Rapid Response Team works with chief local elected officials and local workforce investment boards to ensure dislocation services and Rapid Response assistance is provided statewide.  Maryland retains Rapid Response funds at the state level and allocates these resources to local areas as major dislocation events occur.

2. Describe the process involved in carrying out Rapid Response activities. 


a. What methods are involved in receiving notice of impending layoffs (include WARN Act notice as well as other sources)? 

The state administrator for dislocation services is the primary dislocation event point of contact.  In addition to formal WARN Notices, the state administrator and unit staff accept non-WARN Notices by mail, phone, fax and email.  These informal notices are handled with the same response as formal WARN Notices.  The DSU implements Rapid Response services for all of these events.  It assumes the primary role of ensuring that Rapid Response and dislocation transition services are provided. The DSU contacts the local WIA Rapid Response team to initiate their involvement in the dislocation event. Local boards and local elected officials are kept fully abreast of Rapid Response activities, and depending on the relative magnitude of the event, sometimes participate directly, particularly in the fact-finding process. 

b. What efforts does the Rapid Response team make to ensure that rapid response services are provided, whenever possible, prior to layoff date, onsite at the company, and on company time?

The DSU and local Rapid Response teams work with the Employer Transition team to develop a strategy for serving affected workers. Generally, the initial Rapid Response meeting is followed by a series of orientation meetings with workers.  Along with the orientation meetings, the employer is offered on-site group seminars to assist employees with job search and career transition.  These on-site sessions allow the local WIA team to provide seamless transition services prior to layoff.  When possible, the local team sets up transition assistance centers on-site to provide daily job transition support to the displaced population.  The on-site efforts vary based on employer support.  On occasions when the employer does not allow on-site access, worker transition services are provided at a neutral site near the workplace or directly through the One-Stop center.  Many times, programs and services need to be provided after normal business hours to accommodate the displaced population.  After the initial screening of service needs, the displaced worker requiring services beyond the Core services menu is moved to Intensive and Training services, as necessary.

c. What services are included in Rapid Response activities? Does the Rapid Response team provide workshops or other activities in addition to general informational services to affected workers? How do you determine what services will be provided for a particular layoff (including layoffs that may be trade-affected)?

In addition to orientation services, the state and local Rapid Response teams provide seminars, counseling, job fairs and résumé preparation workshops.  The level and variety of services provided through Rapid Response is determined by the orientation survey results, available on-site space at the workplace and worker availability for services.  These services may be provided on a modular basis or through a formal employer-based dislocation assistance center.  Within the DSU, the TAA Unit functions have been incorporated to provide immediate dislocation and Rapid Response services to trade-impacted workers.  Both manufacturing and non-manufacturing dislocated workers are provided the integrated dislocation services through the same venue. As the trade petition moves through the certification or denial process, potential trade-impacted workers are made aware of the TAA benefits available at certification.  This approach saves time and maximizes resources available to both dislocated workers and trade-impacted workers.  Also, this early intervention of a trade-impacted event leverages WIA resources and provides earlier opportunities for transitional employment success.

3. How does the State ensure a seamless transition between Rapid Response services and One-Stop activities for affected workers?

The One-Stop center system staff is part of the local integrated Rapid Response component.  With local participation from the beginning, Rapid Response services are focused on moving the displaced worker toward One-Stop services.  The strategy allows the dislocated worker to move incrementally into the Core, Intensive and Training service components of the One-Stop system without diverting the customer from his/her employment transition plan.

4. Describe how Rapid Response functions as a business service? Include whether Rapid Response partners with economic development agencies to connect employees from companies undergoing layoffs to similar companies that are growing and need skilled workers? How does Rapid Response promote the full range of services available to help companies in all stages of the economic cycle, not just those available during layoffs? How does the State promote Rapid Response as a positive, proactive, business-friendly service, not only a negative, reactive service?

At the earliest stages of any dislocation event, the Rapid Response team employs the use of the local Business Services Unit (BSU).  The BSU takes the lead in establishing job fairs to showcase in-demand skills held by the displaced workers.  These same in-demand skill sets are promoted and employer needs assessments are completed to match workers through BSU efforts.   As warranted, state and local economic development agencies collaborate in further facilitating current and upcoming employer workforce demands relative to the transferable skills of the displaced employees.  Agencies partner to promote available qualified workers and One-Stop facilities to prospective businesses.  Business associations, like the local chamber of commerce, have played a direct role in a number of major closures around the state. The ability to have business or employer advocate organizations involved in the strategic transition efforts of any dislocation event broadens the business reach for these displaced workers and the One-Stop team.  The BSU is available to businesses that are expanding or downsizing their workforce.  The development of an ongoing dynamic relationship between economic development, business organizations and BSU business representatives by teaming local job fairs, employment recruitment events and each other’s organizational functions has greatly increased cooperation.  This collaborative relationship enhances the One-Stop’s reputation by providing quality services to the employer community.

5. What other partnerships does Rapid Response engage in to expand the range and quality of services available to companies and affected workers and to develop an effective early layoff warning network?

Beyond the normal array of services, we have engaged through local involvement holistic case management services for the displaced population that includes transitional services for the entire family.  This innovative approach makes use of professional social workers’ skills in a non-traditional method.  With this extra social service component involved at the beginning, the displaced worker receives transition services that include mental health and financial assistance through the dislocation services system and not a clinic or welfare setting.  Maintaining a positive self-concept for the displaced worker and his or her family allows for a more productive employment transition.  Related to area businesses, the state and local Rapid Response teams have participated in a number of events statewide that have improved the One-Stop and workforce development agency image.  Over the past 15 years, the state and local Rapid Response teams have built a level of trust within the business community in sharing confidential business information.  This confidentiality has allowed the state and local teams to assist the business under the radar in developing and planning a successful transition services strategy.  Within major dislocation events, practices that have proven themselves end up becoming a part of the main menu of services to both workers and businesses.  Entrepreneur training and business incubator projects have proven to be worthwhile efforts for both displaced workers and the business community. Again, greater collaboration among local partners has aided the One-Stop system with developing and delivering more demand-driven services to their business partners.

6. What systems does the Rapid Response team use to track its activities? Does the State have a comprehensive, integrated Management Information System that includes Rapid Response, Trade Act programs, National Emergency Grants, and One-Stop activities? 

The state DSU maintains a database system that tracks both WARN and non-WARN Events.  Within the database a number of variables are maintained for data sort purposes and activities tracking. The Maryland Workforce Exchange is the state information management system that maintains participant records on all Dislocated Worker, Rapid Response, National Emergency Grant, Trade Act and One-Stop center participants.  These various participant projects and funding sources have an easy tracking process for participants within the Exchange. For the past 17 years, Maryland has dual-enrolled participants; since 2004, the Maryland Workforce Exchange has been the integrated database system for capturing and tracking data on participants enrolled in WIA, Wagner-Peyser and Trade. 

7.  Are Rapid Response funds used for other activities not described above; e.g., the provision of additional assistance to local areas that experience increased workers or unemployed individuals due to dislocation events?

Maryland’s Rapid Response funds are used to provide funding resources locally for services to dislocated workers in areas experiencing major events or multiple events that have maximized their WIA formula funds.  These funds are contracted based on demonstrated need beyond the formula capacity.  They are distributed incrementally and by program year.  Modifications are made as needed to expand the eligible Rapid Response population and add funding, as warranted.  Efficient leveraging of these Rapid Response funds allows the local system to maintain and sometimes build the capacity for delivering transitional services.  Another significant use of Rapid Response funds effort is in support of the state’s Early Intervention Workshops.   These workshops serve dislocated workers, identified through the UI Profiling Model, who are most likely to exhaust unemployment benefits.  The two-day workshops are gauged to improve their employment transition opportunities.  
E.  Youth. ETA’s strategic vision identifies youth most in need, such as out of school youth and those at-risk youth in foster care, youth aging out of foster care, youth offenders, children of incarcerated parents, homeless youth, and migrant and seasonal farmworker youth as those most in need of service. State programs and services should take a comprehensive approach to serving these youth, including basic skills remediation, helping youth stay in or return to school, employment, internships, help with attaining a high school diploma or GED, post-secondary vocational training, apprenticeships and enrollment in community and four-year colleges. (§112(b)(18).)

1. Describe your State’s strategy for providing comprehensive, integrated services to eligible youth, including those most in need as described above.  Include any State requirements and activities to assist youth who have special needs or barriers to employment, including those who are pregnant, parenting, or have disabilities. Include how the State will coordinate across State agencies responsible for workforce investment, foster care, education, human services, juvenile justice and other relevant resources as part of the strategy. (§112(b)(18).)

Recognizing the need for a comprehensive, coordinated and integrated system of services focused on youth and their families Maryland’s Governor created the Office for Children (GOC) and the Children’s Cabinet in 2005.  The Children’s Cabinet includes the Secretaries from the Departments of Budget and Management, Disabilities, Health and Mental Hygiene, Human Resources and Juvenile Services, as well as the State Superintendent of Schools for Maryland State Department of Education. The Executive Director of the Governor’s Office for Children chairs the Children’s Cabinet.  Since the inception of the office, the GOC has worked to inform and support the collective and specific work of the Children’s Cabinet; promote values, policies and practices that continually advance the well-being of Maryland’s children and families.  Using a results-based framework to advance the well-being of children and families, this approach is designed to bring together different agencies and the community to formulate strategies that will most impact an indicator; elevate discussions and planning to a higher level of impact and shared responsibility; and allow state and local partners to prioritize what make the most sense on a state level and in a local jurisdiction.  Working in concert with the Annie E. Casey Foundation, early efforts of the GOC were focused on the develop strategies and measure to ensure progress through a “Leadership in Action Program” (LAP) focused on school readiness.  

In October 2006, a similar effort was begun focused on transition aged youth.  Bringing together more than 40 representatives from state and local government youth-serving agencies (including GWIB, a local WIB, MSDE, and other state agencies working with youth), advocacy organizations and other types of youth councils and committees and focused on developing a five-year action agenda for transitioning youth to ensure that they are ready for college, work and life.  As the work of the Youth Leadership in Action Program conducts research, explores measures and make recommendation every effort will be made to support those recommendations that will promote values, policies and practices that continually advance the well-being of youth and their families. 

The Secretary of DLLR and a director from a local workforce investment area are members of the GOC’s Youth Leadership in Action Committee.  One of the purposes of the YLAP was to create greater coordination among state and local agencies and faith-based and community-based organizations to identify and address areas for improvement and to ensure the successful transition of all youth ages 18 to 21 to work, life and further education.

Draft recommendations have identified a goal of ensuring that all Maryland’s youth, with an emphasis on vulnerable youth, will be prepared to successfully transition into post secondary education, advance training and the workforce.  The recommendations include:

· Ensuring that all youth develop a career plan that articulates their goals and documents the pathways to the necessary education, training and employment in order to achieve those goals;

· Aligning secondary, postsecondary and out-of-school youth programs and ensuring that these lead to relevant careers as defined in the Maryland’s Career Cluster Framework (developed by the Maryland State Department of Education);

· Providing opportunities for all youth to develop the academic, social, career and technical skills, and experiences necessary to be successful in education, work and life;

· Providing all youth with the support services necessary for the successful transition to further education, training and employment. (Highest Priority)

Maryland will build on existing relationships and work to develop additional relationships with others interested in the issues to youth, particularly at risk youth, and current efforts underway around the state and with local agencies to support a comprehensive, integrated workforce system for youth that is aligned with the Department of Labor’s youth vision. 

Several members of the GWIB – its Board, Subcabinet and staff serve on the Children’s Cabinet or on the LAP.  This will ensure coordination of efforts and alignment of resources to meet the vision set forward – “to ensure that every youth in Maryland is ready for college, work, and life.  We will support the work of the GOC, the Children’s Cabinet and the work of the LAP, led support for implementation of strategies and build on existing relationships and develop new ones across state and local agencies in support of the strategies designed to improve services for transitioning youth through a further expanded comprehensive, integrated workforce system for youth that is aligned with the Department of Labor’s youth vision: 

· Promoting coordination and real partnerships across agencies;

· Developing a strategic youth plan and implementation strategies;

· Leveraging resources;

· Developing alternative education models;

· Developing demand-driven models; and

· Promoting services to the neediest youth.

Members of the GWIB and its Subcabinet with interest and expertise in youth issues will be encouraged to join the GOC’s Leadership in Action Committee and assist in developing and implementing strategies to ensure a success transition for youth throughout the state.

Each LWIB is required to develop a local area strategy for providing comprehensive services to youth that support the national youth vision. The strategy must adhere to WIA youth program requirements and be written into the LWIA plan.  DLLR will review, approve and monitor the plans and youth strategies.  Local workforce investment area youth councils will provide oversight and guidance at the local level for all the youth programs and services. Partnerships between key youth-focused agencies and organizations can be enhanced through the local youth council. Local management boards and faith-based and community organizations can provide important resources, particularly in the area of supportive services such as counseling, childcare, transportation and housing.  A director of a local WIB also serves on the GOC’s Leadership in Action Committee focused on youth and will be able to be the liaison between this group and other WIB leadership around the state

MIWE’s Youth Affinity Group will provide a venue for local area youth coordinators and staff to share best practices and collectively develop new program models and strategies for serving the neediest youth.  Baltimore City’s experience with developing and maintaining innovative youth programs, through its Youth Opportunity grant, will benefit the entire network of youth practitioners.

A state youth liaison has been designated to be the primary contact to receive youth-related information from USDOL and to distribute that information to all appropriate partners.  The liaison, along with representatives from several partner agencies, recently attended a Youth Forum in Philadelphia where they developed the framework for Maryland’s strategic youth plan.  Crosswalks of future statewide investments to improve performance and outcomes for the neediest youth were identified in facilitated group sessions.  Service gaps were identified that include:  lack of collaborative efforts to deliver life skills training, lack of access and funding to increase skills training and job development, lack of staff to oversee youth workforce development and lack of support services such as mentoring and mental health services.  

2. Describe how coordination with Job Corps and other youth programs will occur. (§112(b)(18)(C).)

Local WIBs, in collaboration with chief local elected officials, must establish youth councils as a subgroup within each board, responsible for the development and oversight of youth programs.  Local WIBs are required to develop partnerships with Job Corps by providing space for staff in the local One-Stops, inviting them to serve on youth councils, promoting youth programs that partner with Job Corps and developing a referral process of eligible youth to Job Corps programs.  These relationships are typically outlined in memoranda of understanding.

3. How does the State plan to utilize the funds reserved for Statewide activities support the State’s vision for serving youth?  Examples of activities that would be appropriate investments of funds include:

a. utilizing the funds to promote cross agency collaboration;

b. demonstration of cross-cutting models of service delivery;

c. development of new models of alternative education leading to employment;

d. development of demand-driven models with business and industry working collaboratively with the workforce investment system and education partners to develop strategies for bringing these youth successfully into the workforce pipeline with the right skills.

State reserve funds are used to support the Maryland Institute for Workforce Excellence.  MIWE is developing integrated professional development training specifically targeted at the multiple agencies involved in workforce and career preparation.  The training will relate to career sectors, the framework for organizing and delivering education and training to Maryland’s young people. These funds also support MIWE’s Youth Affinity Group, a networking group of youth program professionals that develop innovative program models and share best practices.  State reserve funds are also used to supplement WIA youth formula funds in several areas where the loss of youth funds would prohibit the effective provision of youth services.  The state has used WIA incentive dollars to support demonstration projects that would develop innovative, demand-driven models for the neediest youth.

e. Describe how your State will, in general, meet the Act’s provisions regarding youth program design (§§112(b)(18) and 129(c).
Each LWIB is required to develop and submit to DLLR a local youth strategy for providing services to eligible youth.  This strategy, which is incorporated into the local plan, must make available, as appropriate, the following WIA Youth program elements:

· Tutoring, study skills training and instruction leading to secondary school completion and preparation for postsecondary educational opportunities;

· Alternative secondary school services;

· Summer employment opportunities;

· Paid and unpaid work experiences;

· Occupational skills training;

· Leadership development opportunities;

· Comprehensive guidance and counseling;

· Supportive services;

· Follow-up services; and

· Adult mentoring.

USDOL approved our request to waiver the competitive procurement requirement for Older and Out-of-School youth programs and to allow the use of WIA Youth formula funds for Individual Training Accounts. This enhanced flexibility, particularly in rural areas where the number of successful youth program providers may be limited. 

Local youth programs will be monitored by DLLR’s regional representatives to ensure that all mandatory program elements are incorporated.  Best practices and successful models will be shared through MIWE-- and the statewide youth council.

F.  Business Services. (§§112 (a) and 112(b)(2).) Provide a description of the state’s strategies to improve the services to employers, including a description of how the State intends to:   
1. Determine the employer needs in the local areas and on a Statewide basis.
Maryland is committed to a demand-driven workforce system that identifies the workforce needs of business and then, develops responsive strategies with education and government leaders. The GWIB members include over twenty industry leaders from the business sector representing the manufacturing, healthcare, bioscience, aerospace, education, hospitality and tourism, business services, communications,  finance and insurance, construction, information technology, retail, and transportation and warehousing industries.  The GWIB is tasked with making Maryland’s workforce system responsive to business, enabling them to find the skilled candidates they need. 

Maryland practices an industry-led, demand-driven, sector-based approach to workforce development to connect specific industry needs with the workforce development system.  This approach focuses on identifying and addressing workforce development issues and trends. 

Each industry sector convenes an industry steering committee comprised of leaders and representatives from their respective industry, education and government and, through a collaborative and comprehensive industry initiative process, develops and implements solutions in an industry plan of action.  They review workforce issues and develop strategies to attract and retain workers in the industry, create purposeful linkages with the educational career programs, explore current and new state policies addressing the industry workforce needs and establish solutions that would provide the services needed by the industry for supporting the success of its workforce needs.

Maryland received a $1 million grant from U.S. Department of Labor to create the Center for Industry Initiatives.  The center and staff guides and monitors a comprehensive industry initiative process that involves industry leaders to address needs of its industry.

The center has published a comprehensive process guide that is made available and posted on the GWIB web site to support state or local initiatives or programs that address business need. The center guides industry leaders in the development of their respective industry steering committees to assure that membership represents the needs of the local businesses throughout the state. Maryland’s demand-driven industry initiative process assures that the workforce demand voices from local based as well as small and large businesses are heard and represented in an industry plan of action. As an example of this importance, the Hospitality and Tourism Industry Initiative Steering committee highlighted and incorporated the needs of small businesses in its industry in its plan of action. Each industry initiative steering committee convenes a statewide workforce conference and invited employers and businesses from each local area to participate. 

Through a USDOL grant, the healthcare industry initiative provides scholarships for nurses to become faculty members and developed an incumbent worker training program to upgrade the skills of current workers in lower-level positions in the healthcare industry.

Some LWIAs have initiated local-based activities to support their economy and workforce.  The GWIB will lend support to locally driven sector-based initiatives and provide policy guidance and technical support for statewide industry initiatives.  In addition, LWIBs and economic development entities work closely to identify industry trends and needs. 

2. Integrate business services, including Wagner-Peyser Act services, to employers through the One-Stop system.

In Maryland, the local workforce investment boards serve as the primary coordinator of workforce services in each jurisdiction.  While this approach makes the One-Stop more responsive to the needs of the local economy, it presents a challenge regarding the coordination and integration of services statewide.  Each local board must coordinate its services with local Wagner-Peyser operations, departments of social services, community colleges, state rehabilitation agencies and adult literacy programs.  The state must ensure continuity of services among different LWIAs.  Eight state agencies oversee components of both federal and state workforce programs in Maryland.  The GWIB’s role is to ensure this system is aligned with the economic and educational goals of the state resulting in a qualified workforce for Maryland employers.

The GWIB accomplishes this goal by coordinating with its agency partners, including economic development, the preK-16 education system, social services and labor, as well as with representatives from the business community.  At the same time, many other State agencies are spearheading efforts to organize their employment-oriented activities and create plans that encompass all agencies involved in the effort.  

A statewide business service staff meeting is held quarterly.  All One-Stop business services staff come together to share best practices, discuss ways to improve outreach to businesses, develop local business plans, learn new approaches to marketing, and identify processes and policies that could be improved.  Local WIA directors meet monthly to share information including operational concerns. These meetings ensure that services to businesses are as consistent statewide as possible while giving consideration to local needs and regional economies. Local labor exchange administrators do the same. 

On a service delivery level, the Maryland Institute for Workforce Excellence has developed a training package for all business resource representatives in the One-Stop system.  This training will provide the business resource representatives with a valuable “toolkit” of skills and strategies to serve business customers.

In order for Maryland’s workforce investment system to function effectively and to provide meaningful services to business and job seeking customers, a marketing plan must be developed.  The GWIB plans to utilize the experience and energy of its business sector members to market the state’s workforce development system.  

3. Streamline administration of Federal tax credit programs within the One-Stop system to maximize employer participation? (20 CFR part 652.3(b), §112(b)(17)(A)(i).)

Working within a limited budget, DLLR’s Tax Credit Unit administers the federal tax credit program directly with employers via mail.  The Tax Credit Unit markets the program to employers by making presentations to employer groups, organizations and partner organizations.  Literature on tax credits is available and shared at job fairs and other employer-focused events, as well as to agencies and organizations that work with the populations eligible for tax credits.  Information also is available online at http://www.dllr.state.md.us.

G.  Innovative Service Delivery Strategies (§112(b)(17)(A).)   
1. Describe innovative service delivery strategies the State has or is planning to undertake to maximize resources, increase service levels, improve service quality, achieve better integration or meet other key State goals. Include in the description the initiative’s general design, anticipated outcomes, partners involved and funds leveraged (e.g., Title I formula, Statewide reserve, employer contributions, education funds, non-WIA State funds).

While Maryland has made substantial progress in creating an integrated and seamless workforce delivery system, additional opportunities and challenges will arise.  Several initiatives to improve service delivery are either in development or have been introduced. 
Improved Service Quality and Maximized Resources

The Maryland Institute for Workforce Excellence is a non-profit staff development and networking organization that trains frontline staff, supervisors and administrators. MIWE has initiated efforts to expand its scope of services beyond employment and training agencies to education, economic development, human services and the private sector.  The Maryland Workforce Development Association’s annual workforce development conference has created new opportunities for networking and integrated professional development.   Through a unified training approach, workforce partners develop strategies to further integrate programs and services. 

Maryland’s Professional Outplacement Assistance Center is another highly successful provider of quality services to displaced workers in technical and professional fields.  POAC’s mission is twofold:  to provide a variety of reemployment resources and support services to unemployed professional, executive, technical and managerial workers; and to provide employers in the region with potential applicants from a pool of experienced and skilled professional workers.  Job seekers in today’s labor market are not merely searching for jobs.  They must compete for those jobs using traditional methods as well as numerous and sundry Internet-based application systems.  POAC’s JumpStart Reengineering Success program is a three-day state-of-the-art training program for the job seeker designed for the acquisition of employment in the new millennium. 

In addition, POAC offers seminars, workshops and simulations covering a wide variety of topics focused on job search, employer research, résumés and cover letters, communication skills, interviewing, compensation negotiation, income stream development and Internet training.  The training sessions are led by POAC staff and visiting professionals.  The sessions are generally held in the evenings to draw Maryland residents who are underemployed or busy attending interviews.  All of the programs generally have maximum attendance. Topics included:

· Franchising

· Network Marketing

· Real Estate Investment

· Establishing a Consulting Business

· Mining the Internet for Business Contacts

· Establishing a Small Internet Based Business

Many of the participants have been unemployed, seriously underemployed or individuals who are operating part-time businesses that they anticipate will grow into full-time, self-sustaining operations. Many are employed and are considering migrating to their own business.  

After the POAC-sponsored seminar programs, participants network with the presenters and many attend the appropriate Occupational Affinity Groups established by the POAC or participate in the monthly POAC Exchange which is designed to offer an exchange of job leads, network contacts or skill acquisition.

POAC staff believes that in today’s economy, the concept of “Network or No Work” is extremely important. To further encourage customer networking, POAC sponsors “Expand Your Network” evenings, which attract more than 200 individuals per evening. Individuals who have an interest in expanding their own personal networks or networking for business opportunities are encouraged to exchange email addresses and to share their professional and personal information. These “Expand Your Network” evenings have spawned smaller, more localized networking groups that meet bi-monthly in Baltimore City, and Baltimore, Anne Arundel, Howard and Montgomery counties.
POAC is committed to providing these valuable programs, as the information exchanged is pertinent to developing a viable alternative income development program that either augments or supplants traditional employment income models. These programs are always free and offer valuable information and advice to individuals who want to learn how to establish viable businesses or to test business ideas or enhance their business contacts.

POAC also maintains contact with past participants and a variety of community-based organizations through its eService network that encompasses nearly 68,000 users.  The eService network provides job leads, career management information and POAC event announcements, and gives users the opportunities to ask career-related questions.
Improved Service Levels to Special Populations

The Governor’s Workforce Investment Board established a Challenged Population Committee to identify resources and strategies to improve services to several special populations including ex-offenders, older workers, individuals with disabilities and youth. Several efforts are underway to assist the transition of incarcerated individuals into the workplace.  The Departments of Labor, Licensing and Regulation and Public Safety and Correctional Services have formed a partnership to improve the offender transition process:
· DLLR’s Office of Occupational and Professional Licensing is researching barriers to licensure or certification for individuals with criminal records who have received occupational training “behind the fence.”  Barriers will be removed and correctional case managers will receive information to enable them to better pre-screen incarcerated individuals for training. 

· DLLR’s Office of Apprenticeship and Training is looking at ways that ex-offenders can be granted apprenticeship credit for occupational training received during incarceration.

· DLLR has identified state reserve funds to support the state’s “Re-entry” initiative.  A coordinator oversees all aspects of the initiative, including working with the Office of Occupational and Professional Licensing and the Office of Apprenticeship and Training to achieve the goals described above. Special caseworkers work in the two jurisdictions with the largest numbers of offenders reentering the community to facilitate their transition to work.  Services include assessments, identification of barriers, assistance with obtaining proper identification and referrals to appropriate programs and services.   Linkages between One-Stop and correctional staff are being developed, resources shared and business and community partners identified.  Employer incentives, such as federal fidelity bonds and tax credits, are used to increase the number of job placements.  Follow-up is conducted to increase the likelihood of retention.  

· Select state and local workforce development staff are currently being credentialed to deliver specialized training to One-Stop partners on strategies and services for the ex-offender population.

· DLLR’s Secretary is a member of the Governor’s Advisory Council on Offender Employment Coordination.  The council was created to increase the employability opportunities of offenders leaving Maryland’s penal institutions and offenders under the supervision of the Division of Parole and Probation.  

Service Integration and Leveraging of Resources

Each local workforce investment area in Maryland has been allocated dedicated staff to work with its veterans’ population.  These staff members are funded through the USDOL/VETS Disabled Veterans Outreach Program (DVOP) or the Local Veterans Employment Representative Program (LVER).  The Department of Labor, Licensing and Regulation has been working closely with the Director of Veterans’ Employment and Training Service to enhance collaboration and identify strategies that will support the integration of this program into the One-Stop.  

· WIA Directors attended the Veterans’ conference to become more familiar with program and priority of service requirements and to discuss integration strategies with a facilitator from the National Veterans’ Training Institute.

· Local areas have been encouraged to include Veterans’ staff in One-Stop workgroups and organizational teams.  Local Veterans Employment Representatives, whose responsibilities include working with employers on behalf  of veterans, are receiving integrated Business Services training through MIWE and are an integral part of each One-Stop’s Business Services Team.

· The Promoting Opportunities for Veterans (PROVET) program assists veterans trained in healthcare occupations to acquire appropriate credentials and transition into civilian jobs.  
· DLLR has a full-time, out-stationed staff person at Bethesda Naval Hospital in support of the REALifelines program initiative to provide employment and training assistance to seriously wounded and injured service members and their families. 

· Maryland is continuing to look at employment and training opportunities that have previously been underutilized by veterans, including apprenticeships and on-the-job training.

· Maryland continues to foster partnerships at the federal, state and local level to enhance employment and training opportunities for special veterans’ populations including those who are homeless, ex-offenders or who have significant barriers to employment through the Homeless Veterans Reintegration Programs and Veterans’ Workforce Investment Program.

· Maryland, through a private non-profit organization (The Way Station), has been awarded a Veterans’ Workforce Investment Program (VWIP) grant to train veterans.  DVOP/LVER staff refer qualified veterans for training and/or other assistance.  Duties are outlined in an MOU written into the grant by The Way Station.

2. If your State is participating in the ETA Personal Re-employment Account (PRA) demonstration, describe your vision for integrating PRAs as a service delivery alternative as part of the State’s overall strategy for workforce investment.

Maryland has elected not to participate in the Personal Re-employment Account demonstration.
H.  Strategies for Faith-based and Community Organizations (§112(b)(17)(i).) Enhancing outreach opportunities to those most in need is a fundamental element of the demand-driven systems goal to increase the pipeline of needed workers while meeting the training and employment needs of those most at risk. Faith-based and community organizations provide unique opportunities for the workforce investment system to access this pool of workers and meet the needs of business and industry. Describe those activities to be undertaken to: (1) increase the opportunities for participation of faith-based and community organizations as committed and active partners in the One-Stop delivery system; and (2) expand the access of faith-based and community-based organizations' clients and customers to the services offered by the One-Stops in the State. Outline those action steps designed to strengthen State collaboration efforts with local workforce investment areas in conducting outreach campaigns to educate faith-based and community organizations about the attributes and objectives of the demand-driven workforce investment system. Indicate how these resources can be strategically and effectively leveraged in the State's workforce investment areas to help meet the objectives of the Workforce Investment Act.

Developing relationships with faith-based and community organizations provides the local One-Stops with outreach to previously untapped populations. It also will provide our customers with direct links to other necessary services not provided in the One-Stop delivery system.  And, it will expand the provision of existing services into communities where there is no One-Stop.  The introduction of business into the process will keep the demand-driven perspective and allow business to participate in the front end of the job readiness process.

The state intends to increase the opportunities for participation of faith-based and community organizations as committed and active partners in the One-Stop delivery system.  The One-Stop system will provide resources and opportunities to assist faith-based and community organizations that want to provide workforce development activities in their local community sites.  The One-Stops will work with business partners interested in the faith-based and community initiative, including developing business, government, faith, and community partnerships where business assists with the design of job search information provided at the community level and the One-Stops provide technical assistance.  These partnerships also will be used to support services via the faith-based and community organizations, while One-Stops provide job search skills for that same population and business provides employment opportunities.

The state will expand the access of faith-based and community organizations’ clients and customers to the services offered by the One-Stops.  One-Stop representatives will make presentations at board and/or committee meetings of local faith-based and community organizations as well as at related conferences, fairs, etc., to explain the services provided at the One-Stops and to encourage partnerships between the One-Stops and these organizations.  One-Stop literature will be shared with faith-based and community organizations.  Representatives of faith-based and community organizations will be invited to tour local One-Stops and meet with staff.  One-Stop managers will meet with faith-based and community organization management teams to discuss populations served, services provided at the community level and possible exchange and coordination of services to maximize resources.  The desired outcome is the development of non-financial memoranda of understanding outlining exchange of services, resource sharing and tracking of outcomes.
Pursuant to TEGL No. 1-05 and WIFI 17-04, local workforce investment boards received guidance on how to develop relationships with faith-based and community organizations to create opportunities that link one-stop services with individuals served by those organizations.  Successful local initiatives have included:

· In FY 06, the Anne Arundel Workforce Development Corporation won a competitive grant from USDOL to contract with faith-based and community organizations to serve incarcerated persons at two county detention facilities and low-income individuals residing in public housing communities.  Although the original grant funding expired, the one-stop center at Ordnance Road Correctional Facility is still managed by partnership between Mt. Olive AME Church and the LWIA.

· In 2006, Montgomery Works opened a One-Stop Career Center at the Montgomery County Correctional Facility. Faith-based partners provide one-on-one assistance to customers and conduct small group workshops.

· Since 2002, the Mayor’s Office of Employment Development in Baltimore City has supported the development of a re-entry transitional employment initiative, Project Bridge, which brings several faith-based and community-based service providers to serve more than 200 ex-offenders.
One Stop Career Center staff conducts outreach and marketing to faith-based and community organizations to keep them informed and engaged in center activities.  Upon request, career centers staff participates in FBO and CBO activities such as job fairs and career days, and provide career/job search workshops. Career centers provide information about employment and training opportunities through the Maryland Workforce Exchange and local workforce investment area’s websites.  Organizations may also receive information about one-stop services through LWIB newsletters and faxes.  

In many areas, representatives from faith-based and community organizations serve on the Youth Council and in other advisory capacities, most often when developing strategies to serve ex-offenders and disadvantaged youth.  Some one-stop career centers have faith-based and community partners that provide housing, life skills, food programs, counseling, mentoring, and other services.  For example, the Northwest Career Center in Baltimore City partners with Catholic Charities, the National Women's Project and other similar organizations to provide supportive services.  The Prince George's County WIB has relationships with several FBCOs that provide mentoring and transportation assistance as does the Southern Maryland LWIA.

X. STATE ADMINISTRATION   
A.  What technology infrastructure and/or management information systems does the State have in place to support the State and local workforce investment activities such as a One-Stop operating system designed to facilitate case management and service delivery across programs, a State job matching system, web-based self service tools for customers, fiscal management systems, etc.? (§§111(d)(2), 112(b)(1), and 112(b)(8)(B).)
The Maryland Workforce Exchange also known as the Exchange is the cutting-edge management information system accessed by all One-Stop staff, public job seekers and employers across the state.  It integrates services to create both a flexible and seamless delivery system.  The state recognized that existing information systems were acting as barriers to service delivery and that developing a single, integrated system could help to meet the goals of improving efficiency, eliminating unnecessary duplication, leveraging resources and facilitating collaboration.  To accomplish these goals, the state focused on using technology that would produce a flexible, responsive and scaleable system.  The Exchange utilizes Application Service Provider (ASP) technology which currently runs on a secured password protected Internet website.  This universal Internet access allows One-Stop staff to case manage their job seekers and contact manage their employers, allows job seekers to obtain self services and manage their workforce needs and connects employers to qualified job seekers.  The major attributes of this system, which either have been implemented or are planned for implementation, are:

· The comprehensive case management system tracks job seekers’ enrollment, multiple program participations, services, training, education, résumés, job preferences, job referral history, employment placement history, employment outcomes, workforce activity events and informal and formal assessments. The MWE has been updated and enhanced to accommodate the new requirements of Common Performance Measures, i.e. Literacy Numeracy Gains, the ability to enter and keep track of multiple tests and scores.   
· The Maryland employer and job seeker community are able to access the Maryland Workforce Exchange via the Internet.  Currently job seekers and employers can independently access the system from a One-Stop or through electronic technologies and receive staff assistance for their requests. 

· Employers are able to enroll in the MWE, post job orders, sign up for workforce events, match job seekers to their job orders, perform labor market research and create a web page advertising their company information and benefits on the Exchange site.

· Job seekers can independently enroll in the system, create multiple résumés, search for jobs by industry or occupation, perform an automatic job match, apply for jobs, manage job referrals, sign up for workforce events, research careers and research employers and training.    

· The Maryland State Approved Training Provider List is maintained on the Exchange.  Staff members are able to view this list and the offered courses and to review program performance information including completion and placement rates.  Qualified job seekers can be referred to the training via the system. 

· Required federal and internal management reports are generated from the Exchange to improve service delivery and accountability.  Case management reports provide a mechanism for case managers to stay “on-top” of their caseloads so that customers receive the appropriate services when they need them.  Performance reports provide a mechanism to ensure that progress is being made to accomplish the important goals and meet performance requirements.  There are real time online management reports accessible 24 hours a day by One-Stop staff to better assist staff with their current performance and ensure local accountability of performance goals.  Extracts are pulled from the Exchange for submission of labor exchange and WIA performance reports in the ETA system. 

B.  Describe the State’s plan for use of the funds reserved for Statewide activities under WIA §128 (a)(1). 

The state’s use of reserve funds can be subsumed under five main categories that support the state vision for the workforce development system.  These categories are:

1. Provide support and enhancements to the technology infrastructure and MIS: Major enhancements that will be supported in the upcoming years include improving the navigatability for self-service within the Maryland Workforce Exchange, strengthening the case-management and reporting component, improving accessibility for the disabled and improving the system backbone to speed processing and increase reliability. 

2. Programs that support the early engagement of Dislocated Workers so that they can quickly transition back to employment: The three major efforts funded under this are increasing Rapid Response capacity at the local level, an Early Intervention program with UI claimants that have been identified as unlikely to return to their previous jobs and the Professional Outplacement and Assistance Center which provides services especially geared to the needs of dislocated workers with professional, technical and managerial work histories.

3. Provision of funding for technical assistance, training, and research and evaluation: The state contracts with the University of Baltimore to maintain the wage record archive and to act as a data warehouse for workforce development and education programs.  This gives the state the capability to do cross program and longitudinal evaluations to determine the effectiveness and efficiency of services.  The state also supports the Maryland Institute for Workforce Excellence that provides training to all levels of staff, with a focus on front-line service delivery staff, in order to help the staff improve the quality of services delivered to customers.  The last major area of technical assistance is bringing in subject area experts able to work closely with state and local staff to identify problems, improve services, develop systems and provide training that supports those efforts.

4. Support of innovative programs, demonstration projects, and services to special populations: Major efforts that will be supported in the upcoming years include a comprehensive ex-offenders’ re-entry program, a non-traditional entrepreneurial training program and the development of new training modalities for incumbent workers through Maryland Business Works.

5. Administration of the workforce investment system:  Administrative funding is divided into three major components including funding for the Department of Labor, Licensing and Regulation to oversee the WIA programs, funding for the Governor’s Workforce Investment Board to enable it to adequately fulfill the role of the state board and funding for the Maryland Higher Education Commission to support the consumer information and approved service providers effort.

C.  Describe how any waivers or workflex authority (both existing and planned) will assist the State in developing its workforce investment system. (§§189(i)(1), 189 (i)(4)(A), and 192 .)

The state currently is not using workflex authority. It does have waivers in place to facilitate the continuing integration of the WIA and labor exchange staff to improve services, eliminate unnecessary duplication and increase the resources available for training.  We request the renewal of the following waivers:

· Renewal of the waiver that provides the ability to approve local area requests to transfer amounts of up to 100% of local area allocations between the Adult and Dislocated Worker funding streams;

· Renewal of the waiver of the requirement to competitively procure training providers for Older and Out-of-School Youth and the provision that precludes the use of Individual Training Accounts for this same population;

· Renewal of a waiver to gain additional flexibility in the use of WIA formula funds to meet special workforce demands in the local areas.  This would allow local areas to request that a portion of their formula allocations be used as if they were state discretionary funds and be targeted to special projects that are tied to local economic demands; and
· Renewal of the common measures waiver.
D.  Performance Management and Accountability. Improved performance and accountability for customer-focused results are central features of WIA. To improve, states need not only systems in place to collect data and track performance, but also systems to analyze the information and modify strategies to improve performance. (See Training and Employment Guidance Letter (TEGL) 15-03, Common Measures Policy, December 10, 2003.) In this section, describe how the State measures the success of its strategies in achieving its goals, and how the State uses this data to continuously improve the system. 

1. Describe the State’s performance accountability system, including any state-system measures and the state’s performance goals established with local areas. Identify the performance indicators and goals the State has established to track its progress toward meeting its strategic goals and implementing its vision for the workforce investment system. For each of the Core indicators, explain how the State worked with local boards to determine the level of the performance goals. Include a discussion of how the levels compare with the State’s previous outcomes as well as with the State-adjusted levels of performance established for other States (if available), taking into account differences in economic conditions, the characteristics of participants when they entered the program and the services to be provided. Include a description of how the levels will help the State achieve continuous improvement over the two years of the Plan. (§§112(b)(3) and 136(b)(3).)

The state performance accountability system focused on the 17 required WIA measures prior to Program Year 2006.  However, with the Department of Labor’s acceptance of Maryland’s PY 2006 Waiver request, the state’s performance accountability system now focuses on 9 Common Measures.  Maryland plans to request an extension of this waiver for PY 2007, PY 2008 and PY 2009.  The state has considered establishing additional goals that support Maryland’s strategic vision; however, prior to PY 2006 the number of federal measures had made this difficult.  In the past, the state has tried to develop additional measures for effectiveness and efficiency, but the limitations and inconsistencies in the data available prevented this from being successfully implemented.  In addition, it was determined that the 17 performance measures were somewhat overwhelming to the business representatives on the WIBs and adding additional state measures would only exacerbate the situation.  To help increase business involvement and to ensure the state’s workforce development system is demand driven, the performance measures have been kept to the required minimum.  

Maryland’s implementation of the Common Measures as the corner stone of the State’s performance accountability system provides a concise and efficient method to track progress toward the State’s established workforce investment vision.  The transition to Common Measures has been challenging and the main focuses of the Office of Workforce Information and Performance.  At this point Maryland has not established any performance measures in addition to the Common Measure due to the fact that the concentration has been transitioning to the Common Measures as well as implementing other associated changes in TEGL 17 – 05.  
Generally, Maryland and its local areas have performed well on the Core measures.  For 2003, Maryland’s performance was in the top five in the nation for the following measures: Adult Entered Employment Rate, Adult Credential Rate, Dislocated Worker Entered Employment Rate, Dislocated Worker Credential Rate, Older Youth Entered Employment Rate, Older Youth Credential Rate, Younger Youth Skill Attainment Rate and Younger Youth Diploma/GED Rate.  Maryland did not perform as well with the earnings measures and the retention measures.  For PY 2004, Maryland’s performance was in the top ten in the nation for the following measures: Adult Employment Retention, Adult Credential Rate, Dislocated Worker Credential Rate, Older Youth Entered Employment Rate, Older Youth Employment Retention Rate, Older Youth Earnings Change, Older Youth Credential Rate and Younger Youth Skill Attainment Rate.  For PY 2005 (note: the national ranking not yet available), Maryland exceeded the negotiated goal for 12 measures(Adult Entered Employment, Adult Employment Retention, Adult Earnings Change, Dislocated Worker Entered Employment, Dislocated Worker Employment Retention, Dislocated Earning Change, Older Youth Employment Retention, Older Youth Earnings Change, Older Youth Employment and Credential, Younger Youth Retention, Participant Customer Satisfaction and Employer Customer Satisfaction) and achieved at least 80% of the goal for the remaining measures (Adult Employment and Credential, Dislocated Worker Employment and Credential, Older Youth Entered Employment, Younger Youth Skill Attainment and Younger Youth Diploma Attainment). 

The state has found that a quality of life issue is having some negative impact on the state’s performance on the earnings standards.  Studies have shown that the Washington-Baltimore area, where 80% of the state population resides, has some of the worst commuting times in the country.  In terms of both total time and time wasted in traffic, the area always ranks in the top five nationally.  Therefore, a number of dislocated workers are accepting lower paying jobs near their home, rather than continuing to make arduous commutes.  The workers are basically exchanging money for time.  Not only does this depress the wage replacement rate, but because the dislocated workers are taking jobs that previously were available to Adults and Older Youth, the Adult and Youth earnings gains are also depressed.  There are four factors that make obtaining retention information from wage record data more difficult for the State.  Those factors are: Maryland has one of the lowest percentages of people working in covered employment; Maryland has one of the highest percentages of people commuting out-of-state to work; Maryland has one of the highest percentages of people working for the federal government; and Maryland has the highest percentage of people working for national security agencies, which neither report wages nor confirm employment.  To address some of the deficiencies caused by these four factors, Maryland will continue to improve its follow-up of the customers served, although that does entail additional cost to the system.

Starting in PY 2005, the state began  implementing the USDOL youth vision and started targeting special populations in need.  Working with harder-to-serve populations has proven to have somewhat of a negative impact on performance levels.  The state’s continuous improvement goal is to maintain performance levels while serving those most in need.

In 2004, the state convened a Performance Standards Technical Workgroup to address a number of performance standards related issues, including exploring the possibility of developing a model, using multivariate regression analysis, adjusting local performance standards based on local economic conditions and incorporating the characteristics of the participants served.  The state used the WIA Diagnostic and Planning Tools (WIADAPT) to consider local economic conditions; however, low numbers of participants and exiters in several small areas of the state negatively impacted the utility of this tool.  Despite a great deal of discussion and analysis, a valid and reliable model has not yet been developed for implementation at this time.  In lieu of having a valid and reliable method for adjusting local standards, the state, in consultation with the local areas, took a minimalist approach to making adjustment to the standards.  In Program Year 2004 each local area was held to the state negotiated level for the 17 measures, although local WIBs had the option of requesting adjustments to any measures excluding customer satisfaction (customer satisfaction is excluded since it should not be impacted by extraneous variables). Requests had to be accompanied by data supporting the request.  

In PY 2006, the Performance Standards Technical Workgroup was reconvened to review and revise the State’s incentive policy for PY 2005 and PY 2006.  This review included establishing local performance measures.  The group’s collective decision was to hold the local area to the State’s negotiated performance standards for all measures for PY 2005.  For PY 2006, the local areas will be held to the State’s negotiated performance standards, with the exception of the two Average Earnings measures.  The State will implement a local adjustment methodology for the Average Earning measures, based on analysis of actual WIA participant wage averages for the past four years.  

Maryland negotiated state performance goals for PY 2005 and PY 2006 (both the initial and the re-negotiations) with the USDOL regional office which are extremely challenging.  The initial PY 2006 negotiations reflected an average overall increase in PY 2005 of 21%, with some measures increased as high as 47% and an average overall increase in PY 2006 of 23%, with a high of 49%.  The re-negotiations for PY 2006 now require the state to meet the performance goals for the 9 Common Measures.  While the highest percent increase among the measures is now 26%, the new earnings measures are set significantly higher than analysis of past data would indicate as realistic.  DLLR has met collectively with all local WIA directors to discuss the impact of these challenging standards and also the possibility of negotiating local standards.  However, because the state standards are so high and any allowance given to one area will mean increases for others, the local areas have agreed to once again be held to the state standards.  

2. Describe any targeted applicant groups under WIA Title I, the Wagner-Peyser Act or Title 38 Chapters 41 and 42 (Veterans Employment and Training Programs) that the State tracks. (§§111(d)(2), 112(b)(3) and 136(b)(2)(C).) 3. Identify any performance outcomes or measures in addition to those prescribed by WIA and what process is the State using to track and report them?

The state’s management information system provides the capacity to track all potential target groups, including the following demographic characteristics:

· Individuals with a disability;

· Ethnicity and race;

· Veteran status;

· Limited English language proficiency;

· Single parent;

· Low income;

· Temporary Assistance to Needy Families; 

· Displaced homemaker;

· Pregnant or parenting youth;

· Youth who need additional assistance; and

· Basic literacy skills deficiency.
3.  Identify any performance outcomes or measures in addition to those prescribed by WIA and what process is the State using to track and report them.

In PY 2006, locally adjusted standards for Average Earnings Measures was based on an analysis of past average earnings data; however, no additional performance outcomes or measures beyond those required by WIA, Wagner-Peyser and Veterans’ programs have been identified.  However, Maryland will continue to examine the possibility and/or feasibility of establishing additional state performance measures.

4. Describe the State’s common data system and reporting processes in place to track progress. Describe what data will be collected from the various One-Stop partners (beyond that required by DOL), use of quarterly wage records (including how your State accesses wage records), and how the Statewide system will have access to the information needed to continuously improve. (§112(b)(8)(B).)

The Maryland Workforce Exchange is the comprehensive data collection and management operating system that all One-Stop staff use to enter job seeker and employer data for program and case management, as well as Federal reports.

The Exchange has real-time online management reports that can be accessed by One-Stop staff at any time.  These management reports capture job seeker demographics, informal assessment such as interest and aptitude, case management history, skill attainment status, Core services and staff-assisted services.  These reports also track employer contacts, industry, occupation, company size and the company history beyond the requirements of USDOL.  

The central office at DLLR prepares quarterly reports.  There are currently four sources of wage record data: data from the Maryland Automated Benefit System (MABS); data from adjoining states’ agreements, which include all states contiguous with Maryland; data from the Office of Personnel Management on civilian federal employment; and data from the Wage Record Interchange System (WRIS).  The first three databases are located in the Wage Record Archive, which is maintained by the University of Baltimore.  Because of confidentially restrictions, the WRIS data is maintained by DLLR.  The state has added Department of Defense (DOD) and United States Postal Service (USPS) data, via the Federal Employment Exchange System (FEDES).  The Office of Information Technology creates a state extract from the Maryland Workforce Exchange and the wage record data.  The extract is run through the Mathematica Data Validation software to eliminate errors and produce the required Federal reports.  We will continue to provide the local areas with on going training that addresses the technical aspects of the operating system and the administrative component of understanding performance issues. 

5. Describe any actions the Governor and State Board will take to ensure collaboration with key partners and continuous improvement of the Statewide workforce investment system. (§§111(d)(2) and112(b)(1).)

The Governor and the reconstituted board identified a 10-point approach to ensure improved collaboration and support continuous improvement in the statewide workforce investment system.  Some of the key components of the approach include:

· Identify interagency collaboration for the Maryland career cluster system in order to fully align workforce preparation at all education and training levels.  
· Eliminate duplication and reduce costs through improved consolidation and coordination of federal and state workforce dollars and programs.  

· Build capacity among workforce development system partners.  

· Fully integrate adult education into Maryland’s workforce development system.

· Identify opportunities for the Department of Social Services and local workforce investment areas to combine resources in a collaborative and efficient manner to improve services to low-income individuals.

· Improve connections with Maryland’s business community and job      seekers by focusing attention on updating and integrating the workforce Management Information System.

· A recent action on the part of MHEC designating GWIB as the “body” to provide workforce demand information to the higher education system is the first key link to coordinate the system. 

6. How do the State and local boards evaluate performance? What corrective actions (including sanctions and technical assistance) will the State take if performance falls short of expectations? How will the State and Local Boards use the review process to reinforce the strategic direction of the system? (§§111(d)(2), 112(b)(1), and 112(b)(3).)

The state board evaluates overall performance based on how local areas perform on the 17 required WIA performance measures for PY 2005 and the 9 Common Measure for WIA performance measures PY 2006.  Local boards use the same measures although some have additional local service level goals that are also used in evaluating performance.  If a local area continues to fail on performance, sanctions, including loss of local incentive funds and reorganization of the board, are an option.  Reorganization has not been necessary because a wide variety of technical assistance, training and research has been successful in addressing performance problems.  Those activities include several major efforts.  The state funds the University of Baltimore to maintain the wage record archive and to act as a data warehouse for the workforce development and education programs.  This gives the state the capability to do cross-program and longitudinal evaluation to determine the effectiveness and efficiency of the services.  

Maryland has developed a formal performance improvement process to help local areas monitor and improve performance.  This process begins with the production of a quarterly performance report that includes how each of the 12 local areas performed on the 9 required measures.  The report also includes the raw data that was used in the calculation of each standard and is immediately shared with the local areas, along with a data extract file that can be imported into the Mathematica Data Validation software.  If an area is failing to meet any of the standards, the state takes a number of actions. 

· Determine if the performance is a statistical anomaly in which case technical assistance is not provided around that particular measure.
· If a performance problem is suspected, produce outcome tables for any standard that was failed, using the Mathematica Data Validation software, and then conduct an analysis to determine what factors are causing the under-performance. These factors may include program design or vendor problems, poor communication between case managers and performance managers, lack of follow-up or supplemental data, abnormally high pre-program earnings and data migration problems from the implementation of a new MIS system in 2004.
· Share results with local areas through emails, teleconferences and meetings to determine what actions can be taken.  On-site technical assistance or multi-area group training sessions are available as appropriate.
The State has also developed technical assistance process that includes performance helpdesk, performance measure customized training and performance technical documentation (PM Alerts, Performance Guidance Letters).  The State also supports the Maryland Institute for Workforce Excellence (MIWE).  MIWE provides training to all levels of staff, with a focus on front-line service delivery staff, in order to help the staff improve the quality of services delivered to our customers.  The last major area of technical assistance is bringing in subject-area experts that are able to work closely with state and local staff to identify problems, improve services, develop systems and provide training that supports those efforts.  

7. What steps, if any, has the State taken to prepare for implementation of new reporting requirements against the common performance measures as described in Training and Employment Guidance Letter (TEGL), 15-03, December 10, 2003, Common Measures Policy. NOTE: ETA will issue additional guidance on reporting requirements for common measures.

After completing the assessment of the MIS to determine steps required to comply with the Common Measures reporting requirements, the process of modifying the system began.  Maryland has completed the majority of the required changes to conform to the common measures.  Several Common Performance Measures (over 24 sessions) training session focused on the impact of Common Measures have been provided to WIA and labor exchange staff.  Maryland will continue the in depth training as needed.

8. Include a proposed level for each performance measure for each of the two program years covered by the Plan. While the plan is under review, the state will negotiate with the respective ETA Regional Administrator to set the appropriate levels for the next two years. At a minimum, states must identify the performance indicators required under section 136, and, for each indicator, the State must develop an objective and quantifiable performance goal for two program years. States are encouraged to address how the performance goals for local workforce investment areas and training provides will help them attain their statewide performance goals. (§§112(b)(3) and 136.)

Maryland uses a variety approaches to ensure that goals for local areas and training providers are congruent with and supportive of reaching the statewide performance goals.  

· On a quarterly basis the actual performance is distributed and reviewed, technical assistance is provided to poor performing areas, and high performing areas are used to provide peer-to-peer assistance on best practices.

· For the Average Earning measures, in addition to the quarterly review process, the State developed an adjustment methodology based on historical data.  This was done because the earning standards are most impacted by local economic factors that are beyond the control of the LWIAs and have the greatest variability across areas.  If the local areas meet these adjusted goals, the State will make its standards, and the adjustment eliminates local areas having unreasonably low or high earnings standards.

· RFP training was provided to the local areas, which included how to better build the performance standards into the requirements for training providers.  A review of the previous RFPs, found poorly articulated performance requirements for a number of local areas.  Clearly articulating the requirements in the RFP has led to better performance by training providers.  It also resulted in better performance because contracts were restructured to take into account the timeframes for the measurement of performance, which could be well after the completion of service provision.

· The State, in conjunction with the Maryland Higher Education Commission, maintains the approved training providers list for ITAs.  Training providers must maintain a minimum level of performance in order to remain eligible for the list.  Historical performance data is provided across programs so that participants and staff can make informed choices about the most effective programs.

The table below represents the proposed performance levels for Maryland for PY 2007 and PY 20086 (See Attachment L: Requested Performance Goals for Workforce Investment Act Title IB Programs and Wagner-Peyser Act Program for Program Years 2007 and 2008). Maryland’s waiver to report only the Common Performance Measures was approved late in PY 2005. Therefore the PY 2007 negotiation levels are only for the 9 Common Measures.
PY 2007 and PY 2008 Proposed Performance Levels for Maryland

	Performance Measures
	PY 07
	PY 08

	Entered Employment Rate
	Adults
	80%
	80%

	
	Dislocated Workers
	88%
	88%

	
	Labor Exchange
	59%
	59%

	Retention Rate
	Adults
	85%
	85%

	
	Dislocated Workers
	86%
	86%

	
	Labor Exchange
	79%
	79%

	Average Earnings
	Adults
	$11,600
	$11,600

	
	Dislocated Workers
	$15,500
	$15,500

	
	Labor Exchange
	$11,600
	$11,600

	Youth Attainment of Degree or Certificate
	50%
	50%

	Youth Placement in Employment or Education
	60%
	60%

	Youth Literacy/Numeracy Gain
	51%
	51%


E. Administrative Provisions 

1.  Provide a description of the appeals process referred to in §116(a)(5)(m).

The Governor’s Workforce Investment Board will review any appeal request for designation of a local area.  The local units of government have 30 days from the time of the designation decision to file an appeal with the Board.  The appeal must include the following information:

a. Reason for the appeal;

b. Justification on how designating the local area would improve services to workforce investment customers; and

c. Detailed budget showing that the local area would have adequate resources to support the workforce development infrastructure.  

The board has 60 days to review the request and ask for clarification and additional information.  A decision will be made by the end of the 60-day period.
2.   Describe the steps taken by the State to ensure compliance with the non-discrimination requirements outlined in §188.

To ensure compliance with Section 188, the state does extensive equal opportunity monitoring.  The review verifies that policies and procedures are in place to guarantee that LWIAs comply with EEO requirements.  Participant data is reviewed to ensure there are equitable services and equitable outcomes.  Customers and potential customers are made aware of their rights including their rights to file a grievance if they feel there has been any discrimination.
XI.
ASSURANCES
1.
The state assures that it will establish, in accordance with Section 184 of the Workforce Investment Act, fiscal control and fund accounting procedures that may be necessary to ensure the proper disbursement of, and accounting for, funds paid to the state through the allotments made under sections 127 and 132.  (§112(b)(11).) 

2.
The state assures that it will comply with section 184(a)(6), which requires the Governor to, every two years, certify to the secretary, that - 

· the state has implemented the uniform administrative requirements referred to in section 184(a)(3); 

· the state has annually monitored local areas to ensure compliance with the uniform administrative requirements as required under section 184(a)(4);  and

· the state has taken appropriate action to secure compliance with section 184 (a)(3) pursuant to Section 184(a)(5).  (§184(a)(6).)

3. The state assures that the adult and youth funds received under the Workforce Investment Act will be distributed equitably throughout the state, and that no local areas will suffer significant shifts in funding from year to year during the period covered by this plan.  (§112(b)(12)(B).) 

4. The state assures that veterans will be afforded employment and training activities authorized in Section 134 of the Workforce Investment Act, and the activities authorized in chapters 41 and 42 of Title 38 US code.  The state assures that it will comply with the veterans priority established in the Jobs for Veterans Act.  (38 USC 4215).) 

5. The state assures that the Governor shall, once every two years, certify one local board for each local area in the state.  (§117(c)(2).) 

6. The state assures that it will comply with the confidentiality requirements of section 136(f)(3). 

7.
The state assures that no funds received under the Workforce Investment Act will be used to assist, promote, or deter union organizing.  (§181(b)(7).) 

8.
The state assures that it will comply with the nondiscrimination provisions of Section 188, including an assurance that a Methods of Administration has been developed and implemented (§188.) 

9.
The state assures that it will collect and maintain data necessary to show compliance with the nondiscrimination provisions of Section 188.  (§185.). 

10.
The state assures that it will comply with the grant procedures prescribed by the secretary (pursuant to the authority at section 189(c) of the Act) which are necessary to enter into grant agreements for the allocation and payment of funds under the Act. The procedures and agreements will be provided to the State by the ETA Office of Grants and Contract Management and will specify the required terms and conditions and assurances and certifications, including, but not limited to, the following: 

• General Administrative Requirements: 

-29 CFR part 97 --Uniform Administrative Requirements for state and Local Governments (as amended by the Act) 

-29 CFR part 96 (as amended by OMB Circular A-133) --Single Audit Act 

-OMB Circular A-87 --Cost Principles (as amended by the Act)

• Assurances and Certifications: 

-SF 424 B --Assurances for Non-construction Programs 

-29 CFR part 37 --Nondiscrimination and Equal Opportunity Assurance (and regulation) 29 CFR § 37.20

-CFR part 93 --Certification Regarding Lobbying (and regulation) 

-29 CFR part 98 --Drug Free Workplace and Debarment and Suspension Certifications (and regulation)

• Special Clauses/Provisions: 

Other special assurances or provisions as may be required under Federal law or policy, including specific appropriations legislation, the Workforce Investment Act, or subsequent Executive or Congressional mandates.

11. The state certifies that the Wagner-Peyser Act Plan, which is part of this document, has been certified by the State Employment Security Administrator. 

12.
The state certifies that veterans' services provided with Wagner-Peyser Act funds will be in compliance with 38 U.S.C. Chapter 41 and 20 CFR part 1001. 

13.
The state certifies that Wagner-Peyser Act-funded labor exchange activities will be provided by merit-based public employees in accordance with DOL regulations. 

14. The state assures that it will comply with the MSFW significant office requirements
 in accordance with 20 CFR part 653.
15.  The state certifies it has developed this plan in consultation with local elected
 officials, local workforce boards, the business community, labor organizations and
 other partners.
16. As a condition to the award of financial assistance from the Department of Labor under Title I of WIA, the grant applicant assures that it will comply fully with the nondiscrimination and equal opportunity provisions of the following laws:
--  Section 188 of the Workforce Investment Act of 1998 (WIA), which prohibits discrimination against all individuals in the United States on the basis of race, color, religion, sex, national origin, age, disability, political affiliation or belief, and against beneficiaries on the basis of either citizenship/status as a lawfully admitted 
immigrant authorized to work in the United States or participation in any WIA Title I--financially assisted program or activity;
--  Title VI of the Civil Rights Act of 1964, as amended, which prohibits discrimination on the bases of race, color and national origin;
--   Section 504 of the Rehabilitation Act of 1973, as amended, which prohibits discrimination against qualified individuals with disabilities;
--  The Age Discrimination Act of 1975, as amended, which prohibits 
discrimination on the basis of age; and
--  Title IX of the Education Amendments of 1972, as amended, which 
prohibits discrimination on the basis of sex in educational programs.
     The grant applicant also assures that it will comply with 29 CFR part 37 and all other regulations implementing the laws listed above.  This assurance applies to the grant applicant's operation of the WIA Title I-financially assisted program or activity, and to all agreements the grant applicant makes to carry out the WIA Title I-financially assisted program or activity.  The grant applicant understands that the 
United States has the right to seek judicial enforcement of this assurance.

17. The state assures that funds will be spent in accordance with the Workforce Investment Act and the Wagner-Peyser Act and their regulations, written Department of Labor guidance implementing these laws, and all other applicable federal and state laws and regulations. [image: image18.wmf]Employment Chg. 
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1  2006 GWIB Annual Report


2  Ibid.


� Maryland data for 2006 are preliminary.


� Data do not include international immigration.


� Migration data includes the population of all ages.  Census 2000 indicated that 77% of the total population was of working age (16 years and over)—the target group for the potential labor force.
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    in this educational category.

   *  Health-related occupations, those involving either direct care or medical record information maintenance, 

       will account for nearly 60% of the top demand occupations in this educational category.

   *  Registered nurses is expected to be not only one of the fastest growing, but, also, one of the 

       occupations with the largest number of openings in Maryland's economy through 2014. 

TOP DEMAND OCCUPATIONS REQUIRING 

   *  About 1 out of every 10 occupations in Maryland's economy in 2014 will require workers with a

       postsecondary award or an associate degree.

   *  The top 20 occupations highlighted above will account for slightly more than 75% of the overall demand 

Annual Wage

POSTSECONDARY AWARD/ASSOCIATE DEGREE 

(Ranked by annual wages)

20,082

23,012

25,784

28,192

29,043

32,592

34,132

35,320

35,771

38,768

39,984

40,915

43,889

44,470

45,828

52,838

53,782

56,755

59,393

69,839

0

10,000

20,000

30,000

40,000

50,000

60,000

70,000

80,000

Hairdressers, Hairstylists, & Cosmetologists

Preschool Teachers, Except Special Education

Nursing Aides, Orderlies, & Attendants

Medical Secretaries

Fitness Trainers & Aerobics Instructors

Medical Records & Health Information Technicians

Library Technicians

Automotive Service Technicians & Mechanics

Medical & Clinical Laboratory Technicians

Emergency Medical Technicians & Paramedics

Bus & Truck Mechanics & Diesel Engine Specialists

Legal Secretaries

Paralegals & Legal Assistants

Computer Support Specialists

Licensed Practical & Licensed Vocational Nurses

Real Estate Sales Agents

Electrical & Electronic Engineering Technicians

Radiologic Technologists & Technicians

Dental Hygienists

Registered Nurses

[image: image20.wmf]Annual 

Openings

945        

789        

860        

1,170        

734        

747        

874        

757        

1,288        

1,926        

1,141        

846        

950        

1,519        

790        

1,113        

885        

732        

1,801        

4,508        

850        

3,537        

959        

2,263        

3,048        

TOP DEMAND OCCUPATIONS REQUIRING 

(Ranked by annual wage)

 HIGH SCHOOL OR LESS 

Annual Wages

13,915

15,299

17,258

17,551

18,357

18,654

18,904

19,008

21,101

21,203

21,289

22,298

23,105

23,152

24,836

26,550

31,028

31,769

33,182

34,077

36,126

36,820

40,159

45,788

52,453

0

10,000

20,000

30,000

40,000

50,000

60,000

Waiters & Waitresses

Counter Attendants, Cafeteria & Food Concession

Food Preparation Workers

Janitors & Cleaners, Exc. Maids & Housekeeping

Cleaners

Teacher Assistants

Home Health Aides

Landscaping & Groundskeeping Workers

Receptionists & Information Clerks

Customer Service Representatives

Maintenance & Repair Workers, General

First-Line Supvs./Mgrs. of Retail Sales Wrkrs.

Executive Secretaries & Administrative Assistants

Sales Reps., WT & Mfg., Exc. Tech. & Sci. Prods.

[image: image21.wmf] 

Number

Percent

Elementary & Secondary Schools

30,102      

21.0      

Employment Services

22,487      

44.1      

Full-Service Restaurants

18,321      

23.5      

Computer Systems Design & Related Services

13,880      

26.2      

Building Equipment Contractors

13,336      

23.8      

General Medical & Surgical Hospitals

12,417      

15.0      

Offices of Physicians

11,893      

29.0      

Management, Scientific & Technical Consulting Services

10,695      

41.8      

Community Care Facilities for the Elderly

10,219      

64.2      
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Internet Svc. Providers, Web Search Portals & DP Svcs.

3,836      

50.8      

Res. Facilities, Ment. Retard./Health & Substance Abuse 

5,505      

50.4      

Employment Services

22,487      

44.1      

Office Administrative Services

4,273      

43.4      

Management, Scientific & Technical Consulting Services

10,695      

41.8      

Vocational Rehabilitation Services

3,778      

41.7      

* Based on industries with 2004 employment of 5,000+

Industry Highlights

2004 - 2014

 Detailed Industries Adding the Most Jobs 

  Detailed Industries with the Fastest Growth*

2004-2014

Employment Change
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*  Nearly 25% of all openings anticipated through 2014 will be in occupations generally requiring a bachelor's 

   degree or higher. Just over 50% of that demand will be centered in the occupations listed above.

*  Among the top 25 demand occupations requiring higher educational credentials, about 30% are in computer/IT

    related specialties.

*  According to recent wage survey results, the average annual wage for all occupations was $34,796. Twelve of the 

    top 25 demand occupations above offered wages more than double the overall average -- a clear indication that 

    education pays.

(Ranked by annual wage)

 BACHELOR'S DEGREE OR ABOVE 

TOP DEMAND OCCUPATIONS REQUIRING
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[image: image23.wmf]*  Occupations generally requiring a high school education will provide the largest source of opportunities

    through 2014, with openings due to growth and replacement averaging about 68,600 annually.

*  Replacement needs, which tend to be higher in occupations requiring limited education/training and in 

   lower paying occupations, are expected to account for about two-thirds of all openings in this educational 

   category.

*  In 20 of the top 25 demand occupations in the high school or less category, replacement demand will outpace growth 

   opportunities. The outlook for stock clerks and secretaries, occupations appearing on the top demand list, will be

   supported solely by the need to replace workers leaving these occupations.
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Sheet1

		Industry Highlights

		2004 - 2005

				Employment				Employ. Chg.		Share of

				2004		2005		2004 - 2005		PS Jobs

		Major Private Sector Industry Groups

		Natural Resources & Mining		6,775		6,891		116		0.3

		Construction		176,520		182,878		6,358		8.9

		Manufacturing		142,559		140,666		-1,893		6.9

		Trade, Transportation & Utilities		460,962		466,166		5,204		22.8

		Information		49,701		50,368		667		2.5

		Financial Activities		156,458		158,235		1,777		7.7

		Professional & Business Services		373,050		383,253		10,203		18.7

		Education & Health Services		333,819		340,182		6,363		16.6

		Leisure & Hospitality		224,797		229,246		4,449		11.2

		Other Services		88,121		89,141		1,020		4.4

		Nonclassifiable		2,207		1,771		-436		0.1

		Total Private Sector		2,014,969		2,048,797		33,828		100.0

		Growth By Detailed Private Sector Industries

		Full-service restaurants		151,016		156,906		5,890

		Architectural & engineering services		13,060		17,438		4,378

		Department stores		49,126		52,688		3,562

		Residential building construction		89,226		91,652		2,426

		Management & technical consulting svcs.		39,664		41,824		2,160

		General medical & surgical hospitals		50,303		52,243		1,940

		Limited-service eating places		55,550		57,312		1,762

		Building material & supplies dealers		16,251		17,535		1,284

		Building equipment contractors		25,897		27,113		1,216
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		Industry Highlights

		2004 - 2005

				Employment				Employ. Chg.		Share of

				2004		2005		2004 - 2005		Jobs

		Total Employment		2,461,074		2,497,416		36,342		100.0

		Total Private Sector		2,014,969		2,048,797		33,828		82.0

		Natural Resources & Mining		6,775		6,891		116		0.3

		Construction		176,520		182,878		6,358		8.9

		Manufacturing		142,559		140,666		-1,893		6.9

		Trade, Transportation & Utilities		460,962		466,166		5,204		22.7

		Information		49,701		50,368		667		2.5

		Financial Activities		156,458		158,235		1,777		7.7

		Professional & Business Services		373,050		383,253		10,203		18.7

		Education & Health Services		333,819		340,182		6,363		16.6

		Leisure & Hospitality		224,797		229,246		4,449		11.2

		Other Services		88,121		89,141		1,020		4.4

		Nonclassifiable		2,207		1,771		-436		0.1

		Major Industry Groups Share of Jobs = % of Total Private Sector
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		TOP DEMAND OCCUPATIONS REQUIRING

		HIGH SCHOOL OR LESS

		(Ranked by annual wage)
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		*  Occupations generally requiring a high school education will provide the largest source of opportunities

		through 2014, with openings due to growth and replacement averaging about 68,600 annually.

		*  Replacement needs, which tend to be higher in occupations requiring limited education/training and in

		lower paying occupations, are expected to account for about two-thirds of all openings in this educational

		category.

		*  In 20 of the top 25 demand occupations in the high school or less category, replacement demand will outpace growth

		opportunities. The outlook for stock clerks and secretaries, occupations appearing on the top demand list, will be

		supported solely by the need to replace workers leaving these occupations.
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		*  Nearly 25% of all openings anticipated through 2012 will be in occupations generally requiring a bachelor's

		degree or higher. Just over 50% of that demand will be centered in the occupations listed above.

		*  Among the top 25 growth occupations requiring higher educational credentials, about 30% were in computer/IT

		related specialties.

		*  According to recent wage survey results, the average annual wage for all occupations was $34,796. Twelve of the

		top 25 demand occupations above offered wages more than double the overall average -- a clear indication that education pays.
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		TOP DEMAND OCCUPATIONS REQUIRING

		POSTSECONDARY AWARD/ASSOCIATE DEGREE

		(Ranked by annual wages)

										Annual Wage								Annual

																		Openings

																		2,408

																		110

																		146

																		128

																		280

																		392

																		402

																		205

																		150

																		148

																		155

																		170

																		666

																		106

																		98

																		271

																		222

																		954

																		320

																		574

		*  About 1 out of every 10 occupations in Maryland's economy in 2014 will require workers with a

		postsecondary award or an associate degree.

		*  The top 20 occupations highlighted above will account for slightly more than 75% of the overall demand

		in this educational category.

		*  Health-related occupations, those involving either direct care or medical record information maintenance,

		will account for nearly 60% of the top demand occupations in this educational category.

		*  Registered nurses is expected to be not only one of the fastest growing, but, also, one of the

		occupations with the largest number of openings in Maryland's economy through 2014.
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Chart 1

		Industry Highlights

		2004 - 2005

				Employment				Employ. Chg.		Share of

				2004		2005		2004 - 2005		Jobs

		Total Employment		2,461,074		2,497,416		36,342		100.0

		Total Private Sector		2,014,969		2,048,797		33,828		82.0

		Natural Resources & Mining		6,775		6,891		116		0.3

		Construction		176,520		182,878		6,358		8.9

		Manufacturing		142,559		140,666		-1,893		6.9

		Trade, Transportation & Utilities		460,962		466,166		5,204		22.7

		Information		49,701		50,368		667		2.5

		Financial Activities		156,458		158,235		1,777		7.7

		Professional & Business Services		373,050		383,253		10,203		18.7

		Education & Health Services		333,819		340,182		6,363		16.6

		Leisure & Hospitality		224,797		229,246		4,449		11.2

		Other Services		88,121		89,141		1,020		4.4

		Nonclassifiable		2,207		1,771		-436		0.1

		Major Industry Groups Share of Jobs = % of Total Private Sector
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		Growth By Detailed Private Sector Industries

				Employment Chg.

		Industry Sector		2004 - 2005

		Full-service restaurants		2,409

		Architectural & engineering services		2,321

		Department stores		2,198

		Residential building construction		2,002

		Management & technical consulting svcs		1,961

		General medical & surgical hospitals		1,908

		Limited-service eating places		1,713

		Building material & supplies dealers		1,618

		Building equipment contractors		1,602

		Clothing stores		1,332

		Building foundation & exterior contractors		1,186

		Employment services		1,161

		Offices of physicians		1,092

		Electronic markets & agents & brokers		1,081

		Computer systems design & related svcs.		1,069
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		TOP DEMAND OCCUPATIONS REQUIRING

		BACHELOR'S DEGREE OR ABOVE

		(Ranked by annual wage)

												Annual Wage				Annual
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		*  Nearly 25% of all openings anticipated through 2014 will be in occupations generally requiring a bachelor's

		degree or higher. Just over 50% of that demand will be centered in the occupations listed above.

		*  Among the top 25 demand occupations requiring higher educational credentials, about 30% are in computer/IT

		related specialties.

		*  According to recent wage survey results, the average annual wage for all occupations was $34,796. Twelve of the

		top 25 demand occupations above offered wages more than double the overall average -- a clear indication that

		education pays.

		education pays.
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		*  Nearly 25% of all openings anticipated through 2012 will be in occupations generally requiring a bachelor's

		degree or higher. Just over 50% of that demand will be centered in the occupations listed above.

		*  Among the top 25 growth occupations requiring higher educational credentials, about 30% were in computer/IT

		related specialties.

		*  According to recent wage survey results, the average annual wage for all occupations was $34,796. Twelve of the

		top 25 demand occupations above offered wages more than double the overall average -- a clear indication that education pays.
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Sheet1

						Skilled/Available		Total

				Demand		Occupations		Demand		Education/Training

				Industry		Within the Industry		2004-2014*		Requirement

				Healthcare		Registered Nurse		24,080		Postsec.award/Assoc. degree

						Nursing Aides/Orderlies		9,535		Postsec.award/Assoc. degree

						Home Health Aide		7,895		High school or less

						Medical Assistant		3,920		High school or less

						LPN's		3,920		Postsec.award/Assoc. degree

						Med/Health Svc.. Mgr.		2,710		Bachelor's or higher

						Pharmacist		1,840		Bachelor's or higher

				Education		Elementary School		11,910		Bachelor's or higher

						Secondary School Teacher		9,285		Bachelor's or higher

						Teachers' Aide		8,845		High school or less

				Professional		Accountant		8,400		Bachelor's or higher

				&		Computer Systems Analyst		8,150		Bachelor's or higher

				Business Services		Systems Eng., Software		6,360		Bachelor's or higher

						Systems Eng., Applications		6,125		Bachelor's or higher

						Management Analyst		6,070		Bachelor's or higher

						Computer Support Specialist		4,020		Postsec.award/Assoc. degree

				Trade		Retail Salesperson		45,080		High school or less

						Cashier		35,365		High school or less

						Counter & Rental Clerk		6,425		High school or less

				* Openings due to growth and replacement

				Reflects economy-wide demand
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Sheet1

		Maryland

		2004 Labor Force Demographic Distribution

		(numbers in thousands)

				Civilian												Unemployment

		Population Group		Labor Force				Employment				Unemployment				Rate

		Total		4,223				2,762				121				4.2%

		Men		1,489				1,431				58				3.9%

		Women		1,394				1,394				64				4.6%

		White		1,939				1,939				68				3.5%

		Black/African American		773				725				48				6.2%

		Asian		123				120				3				2.5%

		Hispanic Ethnicity		232				222				10				4.4%

		16-24 years		381				341				40				10.5%

		25-54 years		2,020				1,956				64				3.2%

		55 years and over		482				464				18				3.7%

		Source:  U.S. Bureau of Labor Statistics, Current Population Survey
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		TOP DEMAND OCCUPATIONS REQUIRING

		HIGH SCHOOL OR LESS

		(Ranked by annual wage)
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		*  Occupations generally requiring a high school education will provide the largest source of opportunities

		through 2014, with openings due to growth and replacement averaging about 68,600 annually.

		*  Replacement needs, which tend to be higher in occupations requiring limited education/training and in

		lower paying occupations, are expected to account for about two-thirds of all openings in this educational

		category.

		*  In 20 of the top 25 demand occupations in the high school or less category, replacement demand will outpace growth

		opportunities. The outlook for stock clerks and secretaries, occupations appearing on the top demand list, will be

		supported solely by the need to replace workers leaving these occupations.
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		*  Nearly 25% of all openings anticipated through 2012 will be in occupations generally requiring a bachelor's

		degree or higher. Just over 50% of that demand will be centered in the occupations listed above.

		*  Among the top 25 growth occupations requiring higher educational credentials, about 30% were in computer/IT

		related specialties.

		*  According to recent wage survey results, the average annual wage for all occupations was $34,796. Twelve of the

		top 25 demand occupations above offered wages more than double the overall average -- a clear indication that education pays.
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		Industry Highlights

		2004 - 2014

						2004-2014

						Employment Change

						Number		Percent

		Detailed Industries Adding the Most Jobs

				Elementary & Secondary Schools		30,102		21.0

				Employment Services		22,487		44.1

				Full-Service Restaurants		18,321		23.5

				Computer Systems Design & Related Services		13,880		26.2

				Building Equipment Contractors		13,336		23.8

				General Medical & Surgical Hospitals		12,417		15.0

				Offices of Physicians		11,893		29.0

				Management, Scientific & Technical Consulting Services		10,695		41.8

				Community Care Facilities for the Elderly		10,219		64.2

		Detailed Industries with the Fastest Growth*

				Community Care Facilities for the Elderly		10,219		64.2

				Data Processing, Hosting & Related Services		3,441		60.3

				Home Health Care Services		4,154		58.6

				Internet Svc. Providers, Web Search Portals & DP Svcs.		3,836		50.8

				Res. Facilities, Ment. Retard./Health & Substance Abuse		5,505		50.4

				Employment Services		22,487		44.1

				Office Administrative Services		4,273		43.4

				Management, Scientific & Technical Consulting Services		10,695		41.8

				Vocational Rehabilitation Services		3,778		41.7

				* Based on industries with 2004 employment of 5,000+
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		TOP DEMAND OCCUPATIONS REQUIRING

		POSTSECONDARY AWARD/ASSOCIATE DEGREE

		(Ranked by annual wages)
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		*  About 1 out of every 10 occupations in Maryland's economy in 2014 will require workers with a

		postsecondary award or an associate degree.

		*  The top 20 occupations highlighted above will account for slightly more than 75% of the overall demand

		in this educational category.

		*  Health-related occupations, those involving either direct care or medical record information maintenance,

		will account for nearly 60% of the top demand occupations in this educational category.

		*  Registered nurses is expected to be not only one of the fastest growing, but, also, one of the

		occupations with the largest number of openings in Maryland's economy through 2014.
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