








ATTACHMENT E

Program WP WP ReEmployment Services TOTAL
Program / Phase Description 90% 10%
Availability of Funds| 2/17/09-6/30/09 | 7/1/09-6/30/10 | 7/1/10-9/30/10 | SubTotal WP 90% | 2/17/09-6/30/09 | 7/1/09-6/30/10 | 7/1/10-9/30/10 | SubTotal WP 10% | 2/17/09-6/30/09 | 7/1/09-6/30/10 | SubTotal RES

AVAICABLE FONDING 28,191 124,226 0 152,617 2,442 14516 0 16,958 0 300,029 300,029 32,578,785
Transfer amount (not to exceed 30%)
New Funding 28,191 124,426 0 152,617 2,442 14,516 0 16,958 0 300,029 300,029] $2,578,785
[WIETiscal agent .~ FIES. 0.00 0.15 0.00 0.15 0.00 0.00 0.00 0.00 0.00 0.25 0.25 3.26
PERSONNEL 0 7,289 0 7,289 0 0 0 0 0 14,330 14,330 $185,786
FRINGE 0 1,822 0 1,822 0 0 0 0 0 3,583 3,583 $46,447
PREMISES LEASE 0 663 0 663 0 0 0 0 0 1,303 1,303 $13,986
PREMISES MOVING CAP IMF 0 0 0 0 0 0 0 0 0 0 0 $0
COPIERS 0 80 0 80 0 0 0 0 0 158 158 $2,804
TELEPHONES 0 409 0 409 0 0 0 0 0 804 804 $3,876
DATA CIRCUITS 0 0 0 0 0 0 0 0 0 0 0 $0
MOSES FEE (see attachment) 0 0 0 0 0 0 0 0 0 0 0 $0
TRAVEL 0 318 0 318 0 0 0 0 0 625 625 $6,715
INFORMATION TECHNOLOGY (IT) 0 85 0 85 0 0 0 0 0 168 168 $5,712
SUPPLIES & EQUIPMENT ETC. 0 134 0 134 0 0 0 0 0 263 263 $6,408
OTHER 0 645 0 645 0 1,272 0 1,272 0 1,268 1,268 $33,199
SUPPORT SERVICES 0 0 0 0 0 0 0 0 0 0 0 $16,380

(Needs Based Payments) NBP 0 0 0 0 0 0 0 0 0 0 0 $3,620
TRAINING

Occupational Skills Training (ITA) 0 0 0 0 0 0 0 0 0 0 0 $738,957

Occupational Skills Training (Group) 0 0 0 0 0 0 0 0 0 0 0 $150,000

On-the-job training (OJT) 0 0 0 0 0 0 0 0 0 0 0 $50,000

Skill upgrading, retraining, Apprenticeship 0 0 0 0 0 0 0 0 0 0 0 $0

Adult Education 0 0 0 0 0 0 0 0 0 0 0 $180,000

Customized training 0 0 0 0 0 0 0 0 0 0 0 $0
Sub-Total TRAINING $ - - |8 - |9 - |3 - |9 - |9 - |9 - |9 - |9 - |3 - $1,118,957
SUBTOTAL-WIB FA EXP (locally paid) $0 $11,446 $0 $11,446 $0 $1,272 $0 $1,272 $0 $22,502 $22,502] $1,443,890
NOTE: Training and Support Services Categories
RETAINED AMOUNT $0 $0 $0 $0 $0 $0 $0 $0 $0 $0 $0 $0
[CONTRACT AMT-(WIB+CC) $28,191 $124,426 50 $152,617 $2,442 $14,516 0 $16,958 $24,994 $275,035 $300,020| $2,578,185
TOTAL ALL EXPENSES (Stala#—Contr) $28,191 $124,426 $0) $152,617 $2,442 $14,516 $0) $16,958 $24,994 $275,035 $300,029] $2,578,785




American Recovery and Reinvestment Act WIA
Budget Narrative for Total Funds

WIB Name: Hampden County Budget Submission: Initial: XX Mod: _ Date: 5/29/09

|. Cost Allocation Methodologies

The ARRA Budget as submitted provides the planned expenses from 3 discreet organizations,
the Regional Employment Board of Hampden County, Inc. and the combined expenses of the
two independent One-Stop Career Centers we charter and fund: FutureWorks, Inc. and the
Hampden County Career Center Inc. (dba CareerPoint). Each non-profit entity has its own Cost
Allocation Plan by which it assigns and costs to various grants and cost objectives. With that
said, we share the same principles in our cost allocation methodologies:

>

Whenever possible, we directly charge all costs to the benefiting grant and/or cost objective,
as in the case of contracts where all costs are directly charged. Staff salaries and fringe
benefits are charged to grants by cost category based on time worked and job performed; this
is how all 3 entities calculate FTEs.

Since we receive a number of non-federal grants and other income sources that have no
statutory or regulatory requirements for their expenditure; we frequently use these income
sources to provide match to federal grants for such items as rent, telephone and other support
costs. In every instance, we each ensure that federal grants (such as WIA, Wagner-Peyser,
etc.) contribute only their fair and equitable share of costs based on the allocation
methodology shown in the chart below, unless these costs have been covered by a non-
federal grant as noted above. Our goal is to ensure that all costs are equitably allocated,
while attempting to maximize federal grant sources for programs and direct services.
Therefore, all costs which can be specifically identified with a particular final cost objective,
i.e., atitle, a grant/contract, program activity, and cost category, are directly charged to the
benefiting grant/contract and cost category or program activity. The remaining cost items,
defined as unassignable direct costs, are allocated based on the following measurement of
benefits received by each cost objective. (Note: We have no moving costs)

COST METHOD(S) FOR ALLOCATING COST
Personnel Direct staff salaries
Premises Lease Shared Indirect based on FTE or % of FTE
Copiers Shared Indirect based on FTE or % of FTE
Telephones Shared Indirect based on FTE or % of FTE
Direct charged when applicable; otherwise Shared
Travel Indirect
Information Technology Shared Indirect based on FTE or % of FTE
Supplies & Equipment Shared Indirect based on FTE or % of FTE
Most Other Direct charged when available; otherwise Shared Indirect




I1. Line Item Budget Narrative

A. State-Paid-Retained - NONE

B. Funds for Career Center and WIB/Fiscal Agent Locally Paid Contract Expenses:

(rounded to nearest dollar, from Columns Left to Right):

Narrative describes expenses in their entirety, across the entire period of expenditures. Budget
form shows break-outs by two time periods: through June 30, 2009 and through June 30, 2010.
We are planning to expend all ARRA funds by June 30, 2010.

1. WIA Adult Funds: Total Funds: $1,062,441

a)

b)

Career Center - Locally Paid (Subtotal: $359,005)

Personnel Costs: $224,267. These funds will support 4.4 FTEs (3 hired as new and
1 person working on Rapid Response Grant not laid-off so retained) at the Career
Centers to provide core and intensive services, as well as case management for
ARRA WIA adult trainees in the two career centers.

Fringe: $64,813. These are for fringe benefits for the personnel.

Premises Costs: $29,150. These funds will be used for premises costs at the two
Career Centers for ARRA WIA staff working on ARRRA WIA adult services at
CareerPoint in Holyoke and FutureWorks in Springfield.

Copiers: $12,200. These funds will be for shared cost of the copiers. CareerPoint is
replacing all of its 13 year old copiers.

Telephones: $2,860. These funds will be for telephone expenses.

Travel: $1,000. These funds will support staff travel.

Information Technology: $11,300. These funds will support IT related expenses
such as hardware/software upgrades, computer equipment maintenance, website
support, etc.

Supplies & Equipment: $6,480. These funds will support office supplies, non-1T
equipment purchase/lease, printing and postage expenses for staff.

Other Costs: $6,935. These funds will be used to cover a variety of other NPS costs
such as instructional supplies (testing materials), advertising/marketing, outside
printing, insurance/audit, staff training, etc.

WIB/Fiscal Agent Funds - Locally Paid (Subtotal: $703,436, $106,244 in
administrative costs and $597,192 in program costs)

Personnel Costs: $78,567. These funds will be used to support authorized ARRA
WIA program activities for the WIB, including development of performance
measures, developing labor market data, promoting economic development activities
and securing private sector involvement in the local workforce development system
as well as ARRA WIA authorized program activities of the WIB as the WIA fiscal
agent, such as monitoring and evaluation. The costs support 1.33 FTE WIB/Fiscal
Agent staff, with no new staff hired.

Fringe: $19,642. These are for fringe benefits for the personnel.

Premises Costs: $5,643. Theses funds will be used for premises costs at the WIB.
Copiers: $1,227. These funds will be for shared cost of the copiers.

Telephones: $1,248. These funds will be for telephone expenses.

Travel: $2,846. These funds will support staff travel/parking.




Information Technology: $2,724. These funds will support IT related expenses such
as hardware/software upgrades, computer equipment maintenance, website support,
etc.
Supplies & Equipment: $2,921. These funds will support office supplies, non-1T
equipment purchase/lease, printing and postage expenses for staff.
Other Costs: $14,900. These funds will be used to cover a variety of other NPS costs
such as advertising/marketing, meeting and event costs not elsewhere classified (e.g.,
food, conference fees), audit and legal costs, consultants, outside printing, dues and
subscriptions, insurance, testing materials and accounting services.
Support Services/Needs related Payments: $10,000. This will be for support
services to eligible ARRA WIA adults, i.e., work related tools, clothing, testing, etc.
Of this $1,820 will be for available for needs-related payments.
Training Costs: $563,718. 59% of available ARRA WIA adult program funding is
used for ITAs, on-the-job training and group training to ARRA WIA adults (see
supportive services above for additional amounts to total to required 60% minimum).
Break-outs by sub-categories are:

o ITA: $328,718

o Group: $75,000

o OJT: $25,000

0 Adult Education (integrated with occupational skills): $135,000

. WIA Dislocated Worker Funds: Total Funds: $1,046,740

a) Career Center - Locally Paid (Subtotal: $341,506)

Personnel Costs: $214,242. These funds will be used to provide WIA services in the
two career centers for dislocated workers, and will support 4.4 FTEs (3 hired as new
and 1 person working on Rapid Response Grant not laid-off so retained).

Fringe: $61,900. These are for fringe benefits for the personnel.

Premises Costs: $25,874. These funds will be used for premises costs at the two
career centers for WIA staff working on WIA dislocated worker services at
CareerPoint in Holyoke and FutureWorks in Springfield.

Copiers: $11,380. These funds will be for shared cost of the copiers. CareerPoint is
replacing all of its 13 year old copiers.

Telephones: $2,600. These funds will be for telephone expenses.

Travel: $685. These funds will support staff travel.

Information Technology: $8,350. These funds will support IT related expenses
such as hardware/software upgrades, computer equipment maintenance, website
support, etc.

Supplies & Equipment: $6,185. These funds will support office supplies, non-1T
equipment purchase/lease, printing and postage expenses for staff.

Other Costs: $10,290. These funds will be used to cover a variety of other NPS costs
such as instructional supplies (testing materials), advertising/marketing, outside
printing, insurance/audit, staff training, etc.



b) WIB/Fiscal Agent Funds - Locally Paid (Subtotal: $705,234, with $104,674 in
administrative costs and $600,560 in program costs)
= Personnel Costs: $85,600. These funds will be used to support authorized WIA
program activities for the WIB, including development of performance measures,
developing labor market data, promoting economic development activities and
securing private sector involvement in the local workforce development system as
well as WIA authorized program activities of the WIB as the WIA fiscal agent, such
as monitoring and evaluation. The costs support 1.53 FTE WIB/Fiscal Agent staff
with no new staff hired.
Fringe: $21,400. These are for fringe benefits for the personnel.
Premises Costs: $6,378. Theses funds will be used for premises costs at the WIB.
Copiers: $1,338. These funds will be for shared cost of the copiers.
Telephones: $1,415. These funds will be for telephone expenses.
Travel: $2,926. These funds will support staff travel/parking.
Information Technology: $2,734. These funds will support IT related expenses such
as hardware/software upgrades, computer equipment maintenance, website support,
etc.
= Supplies & Equipment: $3,090. These funds will support office supplies, non-1T
equipment purchase/lease, printing and postage expenses for staff.
= Other Costs: $15,114. These funds will be used to cover a variety of other NPS costs
such as advertising/marketing, meeting and event costs not elsewhere classified (e.g.,
food, conference fees), audit and legal costs, consultants, outside printing, dues and
subscriptions, insurance, testing materials and accounting services.
= Support Services/Needs Related Payments: $10,000. This will be for support
services to eligible ARRA WIA adults, i.e., work related tools, clothing, testing, etc.
Of this $1,800 will be for available for needs-related payments.
= Training Costs: $555,239. 59% of available ARRA WIA adult program funding is
used for ITAs, on-the-job training and group training to ARRA WIA adults (see
supportive services above for additional amounts to total to required 60% minimum).
Break-outs by sub-categories are:
o ITA: $410,239
o Group: $75,000
o OJT: $25,000
0 Adult Education (integrated with occupational skills): $45,000

. Wagner-Peyser 90%: Total Funds $152,617

a) Career Center - Locally Paid (Subtotal: $141,171):

= Personnel Costs: $82,278. These funds will be used to provide jobseeker and
employer services in the two career centers, CareerPoint in Holyoke and FutureWorks
in Springfield, and will support 2.0 FTEs, both newly hired.

» Fringe: $28,585. These are for fringe benefits for the personnel.

»  Premises Costs: $6,300. These funds will be used for premises costs.

= Copiers: $14,920. These funds will be for shared cost of the copiers. CareerPoint is
replacing all of its 13 year old copiers.

= Telephones: $350. These funds will be for telephone expenses.

= Travel: $343. These funds will support staff travel.




b)

Information Technology: $4,200. These funds will support IT related expenses
such as hardware/software upgrades, computer equipment maintenance, website
support, etc.

Supplies & Equipment: $2,816. These funds will support office supplies, non-1T
equipment purchase/lease, printing and postage expenses for staff.

Other Costs: $1,380. These funds will be used to cover a variety of other NPS costs
such as instructional supplies (testing materials), advertising/marketing, outside
printing, insurance/audit, staff training, etc.

WIB/Fiscal Agent Funds - Locally Paid (Subtotal: $11,446)

Personnel Costs: $7,289. These funds will be used to support a .15 FTE of staff time
conducting contract management and oversight of the two centers as well as
evaluation of Wagner-Peyser Programs, compiling and analyzing reports relating to
Wagner-Peyser 90% activities, and providing outreach and technical services to
employers. No new staff hired.

Fringe: $1,822. These are for fringe benefits for the personnel.

Premises Costs: $663. Theses funds will be used for premises costs at the WIB.
Copiers: $80. These funds will be for shared cost of the copiers.

Telephones: $409. These funds will be for telephone expenses.

Travel: $318. These funds will support staff travel.

Information Technology: $85. These funds will support IT related expenses such as
hardware/software upgrades, computer equipment maintenance, website support, etc.
Supplies & Equipment: $134. These funds will support office supplies, non-IT
equipment purchase/lease, printing and postage expenses for staff.

Other Costs: $645. These funds will be used to cover a variety of other NPS costs
such as advertising/marketing, meeting and event costs not elsewhere classified (e.g.,
food, conference fees), audit and legal costs, consultants, outside printing, dues and
subscriptions, insurance, testing materials and accounting services.

. Wagner-Peyser 10%: Total Funds: $16,958

a)

Career Center - Locally Paid (Subtotal: $15,686)

Personnel Costs: $9,383. These funds will be used to provide coordinated, joint
employer-related services by the two career centers, and will support .2 FTES, no new
hires.

Fringe: $3,711. These are for fringe benefits for the personnel.

Premises Costs: $560. These funds will be used for premises costs.

Copiers: $1,600. These funds will be for shared cost of the copiers. CareerPoint is
replacing all of its 13 year old copiers.

Supplies & Equipment: $266. These funds will support office supplies, non-1T
equipment purchase/lease, printing and postage expenses for staff.

Other Costs: $166. These funds will be used to cover a variety of other NPS costs
such as instructional supplies (testing materials), advertising/marketing, outside
printing, insurance/audit, staff training, etc.




b) WIB/Fiscal Agent Funds - Locally Paid (Subtotal: $1,272)

Other Costs: $1,272. These funds will be used to cover part of the audit.

. Wagner-Peyser Re-Employment Services: Total Funds $300,029

c)

d)

Career Center - Locally Paid (Subtotal: $277,527):

Personnel Costs: $171,087. These funds will be used to provide Ul claimant RES
services in the two career centers, CareerPoint in Holyoke and FutureWorks in
Springfield, and will support 4.25 FTEs, 4 as new hires.

Fringe: $63,829. These are for fringe benefits for the personnel.

Premises Costs: $23,400. These funds will be used for premises costs.

Copiers: $1,235. These funds will be for shared cost of the copiers.

Telephones: $2,200. These funds will be for telephone expenses.

Travel: $150. These funds will support minimal staff travel.

Information Technology: $11,450. These funds will support IT related expenses
such as hardware/software upgrades, computer equipment, website support, etc.
Supplies & Equipment: $2,887. These funds will support office supplies, non-1T
equipment purchase/lease, printing and postage expenses for staff.

Other Costs: $1,288. These funds will be used to cover a variety of other NPS costs
such as instructional supplies (testing materials), advertising/marketing, outside
printing, insurance/audit, staff training, etc.

WIB/Fiscal Agent Funds - Locally Paid (Subtotal: $22,502)

Personnel Costs: $14,330. These funds will be used to support a .15 FTE of staff
time conducting contract management and oversight of the two centers as well as
evaluation of RES, compiling and analyzing reports relating to RES activities, and
providing outreach and technical services to employers. No new staff hired.

Fringe: $3,583. These are for fringe benefits for the personnel.

Premises Costs: $1,303. Theses funds will be used for premises costs at the WIB.
Copiers: $158. These funds will be for shared cost of the copiers.

Telephones: $804. These funds will be for telephone expenses.

Travel: $625. These funds will support staff travel.

Information Technology: $168. These funds will support IT related expenses such
as hardware/software upgrades, computer equipment maintenance, website support,
etc.

Supplies & Equipment: $263. These funds will support office supplies, non-1T
equipment purchase/lease, printing and postage expenses for staff.

Other Costs: $1,268. These funds will be used to cover a variety of other NPS costs
such as advertising/marketing, meeting and event costs not elsewhere classified (e.g.,
food, conference fees), audit and legal costs, consultants, outside printing, dues and
subscriptions, insurance, testing materials and accounting services.




Commonwealth of Massachusetts

Attachment F

Hampden County Workforce Investment Area

| ARRA Youth Functional Program Budget

Total ARRA Allocation: $2,562,282 | Enter data ONLY in cells that are colored in RED. Cells colored in GREEN will auto-fill based via a formula
Pre-Summer First ARRA Summer First ARRA Year-Round Second ARRA Summer Second ARRA Year Round Total ARRA
Feb 17 - Apr 30, 2009 May 1 - Sep 30, 2009 Oct 1, 2009 - Apr 30, 2010 May 1 - Sep 30, 2010 Oct 1, 2010 - June 30, 2011 Feb 17, 2009 - Jun 30, 2011
ARRA Expenses Only sy | osy sy | osy sy | osy sy | osy sy [ osy sy [ osy
A. Costs of administration | $0 | | $91,510 | | $128,114 | | $36,604 | | $0 | | $256,228 |
B. Framework Services | sa7ss|  s3030| | si73ses| suizes2| | sw03225]  srazaa| | srsa24|  ss2.067] | $0 | 0| [  sssea12]  s244443)
C. Cost of summer jobs program operated by fiscal agent | = | | $0 | $0 | | = | | $0 | $0 | | = | | $0 | $0 |
D. Vendor-provided youth services
1. Summer employment - = $666,317 $462,915 $0 $0 $115,203 $80,057 - - $781,520 $542,972
2. Other WIA-recognized services $0 $0 $166,579 $115,729 $49,408 $34,310 $0 $0 $0 $0 $215,987 $150,039
3. Follow-up services $0 $0 $0 $0 $2,600 $1,805 $6,063 $4,214 $0 $0 $8,663 $6,019
Sub-total of Vendor-Provided Services: $0 $0 $832,896 $578,644 $52,008 $36,115 $121,266 $84,270 $0 $0 $1,006,170 $699,029
Total Period ARRA Expenses $7,765 $1,794,011 $391,175 $369,331 $0 AR
Unexpended ARRA Allocation to Carry-in to Next Period $2,554,517 $760,506 $369,331 $0 $0 T
Metrics
(1) Period Expenses % of Total ARRA Revenue 0.3% 70.0% 15.3% 14.4% 0.0% 100.0%
(2) Cumulative Expenses % of Total ARRA Revenue 0.3% 70.3% 85.6% 100.0% 100.0% 100.0%
(3) Fiscal Expenses as % of Total Period Expenses 0.0% 5.1% 32.8% 9.9% #DIV/O! 10.0%
(4) Framework Services % of Total Period Expenses 100.0% 16.2% 44.7% 34.4% #DIV/0! 23.4%
(5) Period OSY Expenses % of Total Period Expenses 39.0% 38.8% 27.6% 36.9% #DIV/O! 36.8%
(6) Cumulative OSY Expenses % of Cumulative Expenses 39.0% 38.8% 36.8% 36.8% 36.8% 36.8%




ATTACHMENT G

|[Date Submitted: 5/28/09

[Modification # if not new:

CHART 1

FY2010 AND FY2011 ARRA LABOR EXCHANGE PROGRAM SUMMARY

FY2010 and FY2011 ARRA Wagner-Peyser and
ARRA Wagner-Peyser Reemployment Services

Regional Employmnet Board of Hampden County, Inc.

Workforce Investment Board Name

(@) (b) (© (d) (e) 0
Planned Planned
Planned Planned FY2010 FY2011
July-June July-March FY2010 FY2011 ARRA ARRA
Program Activity in MOSES FY2008 FY2009 ARRA ARRA Wagner-Peyser | Wagner-Peyser
Wagner - Wagner-
Reemployment | Reemployment
Peyser Peyser ) )
Services Services
A. Job Seekers Services
1. Total Job Seekers Served 26,486 22,079 4,000 0 5,220 1,740
a. Total Job Seekers Unemployed 23,020 19,494 3,400 0 5,220 1,740
b. Persons with Disabilities 1,552 1,296 200 0 260 87
c. Ul Claimants Served 12,092 10,669 1,840 0 5,220 1,740
d. Veterans Served 736 630 184 0 240 80
B. Employer Services
1.Total Employers Served 948 744 175 0 0 0
a. New to Career Center 326 203 51 0 0 0
b. Repeat 622 541 124 0 0 0
2. Employers Listing Job Orders 705 542 155 0 0 0

Column Instructions:

Column (a) - Enter data from the Year-to-Date Column of the WIB level June 2008 OSCCAR.

Column (b) - Enter data from the Year-to-Date Column of the WIB level March 2009 OSCCAR.

Column (c) - Enter planned numbers for ARRA Wagner-Peyser for the period February 17, 2009 - June 30, 2010.
Column (d) - Enter planned numbers for ARRA Wagner-Peyser for FY2011

Column (e) - Enter planned numbers for ARRA Wagner-Peyser Reemployment Services for FY2010

Column (f) - Enter planned numbers for ARRA Wagner-Peyser Reemployment Services for FY2011

Notes:

"New" means that the employer has never received services from the Career Center. An employer that is new in a given month will appear in the monthly and the cumulative "new"
counts on OSCCAR for the remaining months of the fiscal year.

"Repeat" means that the employer has returned to the Career Center for service after having received services in a prior fiscal

year. At no time will a repeat employer be counted as new.

Attachment G: 4/21/2009




[Date Submitted: 5/28/09 [Modification # if not new: |

CHART 2

FY2010 and FY2011 ARRA TITLE | PROGRAM SUMMARY FOR
ADULTS

Regional Employmnet Board of Hampden County, Inc.

Workforce Investment Board Name

A B C D E

FY2010 Carry-in New in FY2011

ADULT PROGRAM ARRA from FY2010 FY2011 ARRA

TOTAL ARRA ARRA TOTAL
1. Participants 180 90 0 90
2. Program Exiters (2.a + 2.b) 90 90 0 90
a. Enter Employment 71 63

i. Average Hourly Wage at Placement $10.87 $10.87
b. Other Exit Reasons 19 27
3. Carry-Out to FY2011 (1 - 2) 90 0

4. Entered Employment Rate at Exit ( 2.a/ 2) 79% 70%

5. Total Participants in Training Activities (single count) 131 65 0 65
a. Basic Education / Literacy Skills 17 8 0 8
b. ESOL (ESL) 17 8 0 8
c. Occupational Skills Training (Including ITA) 116 65 0 65
d. On-the-Job Training (OJT) 5 0 0 0
e. Customized Training (TEGL 14-08, p 15-16) 0 0 0 0
f. Group Contracts Training (TEGL 14-08, p 15-16) 10 0 0 0
6. Training Participants Obtaining Certificate/Credential 51 41 0 41
7. Support Services 30 0 0 0
a. Needs Based Payments 5 0 0 0

Column B: Enter estimates of newly enrolled ARRA Title | Adult participants to be served in FY2010 - include enroliments from Feb 17, 2009 to June 30, 2010.
Column C: Enter estimates of WIA ARRA Title | FY2010 Adult participants that will carry-in to ARRA WIA Title | FY2011.

Column D: Enter estimates of newly enrolled ARRA Title | Adult participants to be served in FY2011.

Column E: Enter estimates only in cells that contain regular font: Enter Employment and Average Hourly Wage

Line 5: Enter estimates of particpants in each of the relevant training categories a-f. Line 5 should be less than or equal to the sum of a-f.

Note: Cells shown in bold blue font contain formulas that will calculate automatically based on data

entered in Columns B, C, D and E. Do not type in bold blue cells.
Attachment G: 4/21/2009



[Date Submitted: 5/28/09 [Modification # if not new:

CHART 3

FY2010 and FY2011 ARRA TITLE | PROGRAM SUMMARY FOR
DISLOCATED WORKERS

Regional Employmnet Board of Hampden County, Inc.

Workforce Investment Board Name

A B C D E

FY2010 Carry-in New in FY2011

DISLOCATED WORKER PROGRAM ARRA from FY2010 FY2011 ARRA

TOTAL ARRA ARRA TOTAL
1. Participants 190 80 0 80
2. Program Exiters (2.a + 2.b) 110 80 0 80
a. Enter Employment 95 69

i. Average Hourly Wage at Placement $15.38 $15.38
b. Other Exit Reasons 15 11
3. Carry-Out to FY2011 (1 - 2) 80 0

4. Entered Employment Rate at Exit ( 2.a/ 2) 86% 86%

5. Total Participants in Training Activities (single count) 130 51 0 51
a. Basic Education / Literacy Skills 5 2 0 2
b. ESOL (ESL) 5 2 0 2
c. Occupational Skills Training (Including ITA) 115 51 0 51
d. On-the-Job Training (OJT) 5 0 0 0
e. Customized Training (TEGL 14-08, p 15-16) 0 0 0 0
f. Group Contracts Training (TEGL 14-08, p 15-16) 10 0 0 0
6. Training Participants Obtaining Certificate/Credential 64 41 0 41
7. Support Services 30 0 0 0
a. Needs Based Payments 5 0 0 0

Column B: Enter estimates of ARRA Title | Dislocated Worker participants to be served in FY2010 - include enrollments from February 17, 2009 to June 30, 2010.
Column C: Enter estimates of WIA ARRA Title | FY2010 Dislocated Worker participants that will carry-in to ARRA WIA Title | FY2011.
Column D: Enter estimates of newly enrolled ARRA Title | Dislocated Worker participants to be served in FY2011.
Column E: Enter estimates only in cells that contain regular font: Enter Employment and Average Hourly Wage
Line 5: Enter estimates of particpants in each of the relevant training categories a-f. Line 5 should be less than or equal to the sum of a-f.
Note: Cells shown in bold blue font contain formulas that will calculate automatically based on data
entered in Columns B, C, D and E. Do not type in bold blue cells.
Attachment G: 4/21/2009



[Date Submitted: 5/28/09

[Modification # if not new:

CHART 4

FY2010 WIA TITLE | ARRA PROGRAM SUMMARY FOR YOUTH

Regional Employmnet Board of Hampden County, Inc.

Workforce Investment Board Name

A B C D E
FY2010 FY2010 FY2010 FY2010
ARRA YOUTH PROGRAM OLDER OLDER YOUNGER ARRA
(Age 19-21) (Age 22-24) (Age 14-18) TOTAL
1. Participants 210 90 550 850
a. Year Round Participants FY2010 35 13 47 95
b. ARRA Summer Youth Enrollments FY2010 210 90 550 850
i. Work Experience Completions 189 81 495 765
ii. Work Readiness Attainments 177 76 462 715
c¢. Out-of-School Participants (non-add) 210 90 40 340
2. Program Exiters (formula = 2.a+2.b+2.c+2.d) 175 77 503 755
a. Enter Employment 44 19 25 88
i. Average Hourly Wage at Placement $9.00 $9.00 $8.50 $8.86
ii. Employed-with-Credential (non-add) 5 3 8
b. Enter Post-Secondary Education or Training 15 6 25 46
c. Attending High School at Exit 385 385
d. Other Exit Reasons 116 52 68 236
3. Carry-Out to FY2011 (formula =1 - 2) 35 13 47 95
4. Employment or Education Rate ((2.a + 2.b) / (2-2.c)) 34% 32% 42% 36%
5. Enrollments by Ten Program Elements
a. Tutoring and Dropout Prevention 0 0 510 510
b. Alternative Secondary School, GED Prep, ESOL 12 12 12 36
¢. Summer Employment Opportunities 210 90 550 850
d. Other Work Experience, Internships, OJT 0 0 0 0
e. Occupational Skills Training 0 0 0 0
f. Leadership Development Opportunities 75 90 0 165
g. Adult Mentoring 35 13 47 95
h. Comprehensive Guidance and Counseling 210 90 550 850
i. Supportive Services 210 90 550 850
j. Follow-up Services 0 0 0 0
6. Obtained Certificate/Credential* at Completion (Older) 10 10 20
7. Attained HS Diploma or Equivalent (Younger) 6 6

Note: Cells in Column E shown in bold blue font contain formulas that will calculate automatically based on data entered in Columns B, C and D. Do

not type in bold blue cells.
Additional calculations:
Out-of-School Percentage of Total Participants

Younger Youth Diploma Rate (formula = 7 /( 2-2c.))

40%
5%
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CHART 5

FY2011 WIA TITLE | ARRA PROGRAM SUMMARY FOR YOUTH

Regional Employmnet Board of Hampden County, Inc.

Workforce Investment Board Name

A B C D E
FY2011 FY2011 FY2011 FY2011
ARRA YOUTH PROGRAM OLDER OLDER YOUNGER ARRA
(Age 19-21) (Age 22-24) (Age 14-18) TOTAL
1. Participants 35 13 47 95
a. Year Round Participants FY2011 0 0 0 0
b. ARRA Summer Youth Enrollments FY2011 35 13 47 95
i. Work Experience Completions 32 12 45 89
ii. Work Readiness Attainments 30 11 40 81
c¢. Out-of-School Participants (non-add) 35 13 5 53
2. Program Exiters (formula = 2.a+2.b+2.c+2.d) 35 13 47 95
a. Enter Employment 27 10 7 44
i. Average Hourly Wage at Placement $9.00 $9.00 $8.50 $8.92
ii. Employed-with-Credential (non-add) 17 6 23
b. Enter Post-Secondary Education or Training 3 1 2 6
c. Attending High School at Exit 33 33
d. Other Exit Reasons 5 2 5 12
3. Carry-Out to FY2012 (formula =1 - 2) 0 0 0 0
4. Employment or Education Rate ((2.a + 2.b) / (2-2.c)) 86% 85% 64% 81%
5. Enrollments by Ten Program Elements
a. Tutoring and Dropout Prevention 0 0 40 40
b. Alternative Secondary School, GED Prep, ESOL 5 3 5 13
c. Summer Employment Opportunities 35 13 47 95
d. Other Work Experience, Internships, OJT 0 0 0 0
e. Occupational Skills Training 0 0 0 0
f. Leadership Development Opportunities 35 13 0 48
g. Adult Mentoring 7 2 5 14
h. Comprehensive Guidance and Counseling 35 13 47 95
i. Supportive Services 35 13 47 95
j. Follow-up Services 35 13 47 95
6. Obtained Certificate/Credential* at Completion (Older) 2 8 10
7. Attained HS Diploma or Equivalent (Younger) 12 12

Note: Cells in Column E shown in bold blue font contain formulas that will calculate automatically based on data entered in Columns B, C and D. Do

not type in bold blue cells.

Additional calculations:

Out-of-School Percentage of Total Participants
Younger Youth Diploma Rate (formula = 7 /( 2-2c.))

56%
86%

Attachment G: 4/21/2009
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American Recovery and Reinvestment Act (ARRA) of 2009

Planning Questions

Part A: General Strategies and Services for WIA Title | Adult, Dislocated

Worker and Wagner-Peyser Programs

Economic Analysis

1. The regional economic conditions that have informed the service delivery strategies planned

for ARRA are as follows:

a) The locally identified economic trends and emerging industries for job growth in the near

and long term are as follows:

Hampden County has a diverse labor force of 224,039 individuals that are sixteen years of age or
older in February 2009. This is a net increase of 2300 participants or 1% increase which is
relatively flat labor force growth. However, 208,484 individuals were employed in February
2008 compared to the 202, 135 for February of 2009 with a net job loss of 6349 positions. As it
stands for February of 2009, 21904 individuals are unemployed for am unemployment rate of
9.8% for Hampden county, up from a rate of 6.0% or 13,255 unemployed for the same time
period last year.! Higher concentrations of unemployment in the present in the more urban cities
of Springfield and Holyoke for February 2009 at 11.2% and 11.1% respectively.?

Based on the 2007 U.S. Census Bureau American Community Survey 3-Year estimates *shown
below in Table 1 are the top six industry employers in Hampden County.

Hampden County Top Six Employment Industries
60,000 53,994
50,000
;‘g’ggg 28,363 23873
’ ) 14,901
20,000 1 15,996 17,192
10,000 -
0 13.70% 11.50% 7.70% 7.20% 26.10% 8.30%
Manufacturing Retail trade Finance and Professional, Educational, Arts,
insurance scientific, and  health care, and entertainment,
management, social assistance and recreation,
and and
administrative accommodation,
and food senvices
Table 1

! MassLMI West Region Factsheet April 2009

2 Labor Force, Employment, and Unemployment April 2009- MA EOLWFD-DUA
#2007 U.S. Census Bureau American Community Survey 3-Year estimates
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b) The anticipated emerging hiring trends for these industries include:

The nationwide economic downturn has resulted in employment declines across all sectors in
Massachusetts except for moderate increases in educational, healthcare and social services and a
small increase in the government sector.* Although the leisure and hospitality sector showed
some decline of the past year, job postings are still at a moderate level. The Commonwealth has
faired much better than other states because of industry location quotients on average below 1.5
meaning we are not as heavily dependant on a specific industry to provide employment
opportunities. Industry sectors that have location quotients greater than 1.5, such as the auto
industry or the oil industry have huge economic impact in the states in which they are located.

As shown in the 4™ Quarter 2008 Massachusetts Job Vacancy Survey, this is the data for the
following sectors located in the Pioneer Valley:

e Health/Education 35%
e Trade, Transportation 21%
e Leisure, Hospitality, and Other Services 25%
e Professional, Business, and IT 6%
e Financial and Public Administration 7%

Manufacturing, Construction, and Mining 6%

Academic requirements for these postings were:

e No educational requirement 11%
e High School / Vocational 53%
e Associates degree or higher 36%

The Massachusetts Business Hiring Expectations for the 1% Quarter 2009 has the following
hiring expectations in the Pioneer valley as demonstrated in Table 5. We can see a majority of
employers in manufacturing, IT, educational services, arts and entertainment, and public
administration are looking to maintain existing levels of employment while 36% in professional
services, 25% in administrative and support and waste services, and 29% in accommodation and
food services expect increases.

2006 — 2016 Employment Projections

These projections for more than 800 detailed and summary level industries and occupations are
not, and cannot be, precise forecasts. Instead they are indicators of the relative size, general
direction, and likely future impact of industrial and occupational changes within the state’s
economy. Although a single growth rate estimate suggests a straight-line trend between 2006
and 2016, the figure generally incorporates the cyclical fluctuations common to most
occupations and sectors. At any given point in time, therefore, a projection may seem on or off
target; in the long term, it should reflect the dominant pattern.

These projections were completed during a time of unprecedented economic turmoil. The nation
entered a recession late in 2007 and the economy was seriously disrupted at the end of 2008
when the credit markets froze. As this document neared its publication date, Congress was
expected to enact an economic stimulus package; but the ultimate scope and nature of the

* MA CES-790: adjusted data for MA for the past 13 months
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program were undecided. It is always difficult to project changes in employment, but the
dramatic events that are currently taking place make forecasting especially uncertain.

It should be noted that Massachusetts employment projections also apply to the individual
Workforce Investment Areas (WIA) and the New England Cities and Town Areas (NECTA) that
are located in the Commonwealth as well as the aggregate of all cities, towns, and counties.
While the may be differences in regional industry sector location quotients, the ratios of job
growth remain constant.

The Massachusetts economy is projected to expand 6.3 percent by 2016, generating 216,650 net
new jobs. An additional 768,330 job openings will result from the need to replace workers who
retire or change careers. A total of nearly 1 million jobs will need to be filled by 2016. Over the
next 10 years, technological advances will spur the demand for more highly educated workers.
This ongoing trend, along with the aging of the population, will play a significant role in shaping
job growth through 2016. Jobs will continue to exist for workers at all levels of education and
training, but education requirements will increase and change the skill content in many
occupations.”

Highlights of the projected changes

Job growth will vary widely by industry, occupation, and education, but more than 83% of all net
new nonfarm wage and salary jobs will emerge in 1) health care and social assistance and 2)
professional, scientific, and business services — industries in which high-tech companies
abound. Health care alone will account for nearly 65,000 jobs between 2006 and 2016. As a
result of strong growth in the health care and professional, scientific, and business service
industries, demand for professional and technical workers will increase the fastest among all
occupational groups and will generate the most new jobs. Service workers — which includes
nursing and home health aides and waiters and waitresses — will gain the 2nd largest number of
new jobs through 2016. Together, these two occupational groups, which are at opposite ends of
the education and earnings spectrum, will account for virtually all of the state’s net new jobs by
2016 (over 98 percent).

Of the 20 fastest-growing occupations, 11 are concentrated in health care and information
technology. An additional four are found in the life sciences. The remaining five are primarily
community and social service and personal service jobs. Fourteen of the 20 fastest-growing
occupations will require an associate’s degree or higher. Due to retirements and other
replacement needs, jobs will continue to be available at all levels of education and training. In
fact, more than three times as many job openings will result from the need to replace workers
(768,330)as from economic growth (216,650). Replacement needs tend to be high in occupations
where a greater than average proportion of workers are near retirement, such as teaching, and in
occupations where a large concentration of young and part-time workers results in high job
turnover, such as waitressing. Education and training requirements will continue to rise through
2016. Approximately 60 percent of all net new jobs created from economic growth between
2006 and 2016 will require an associate’s degree or higher.

® Commonwealth of Massachusetts Employment Projections Report 2006-2016
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c) The general Career Center customer demographic trends (education level, work history,
etc.) since the recession began, including unemployment insurance claimant trends in your
region, and how these trends have influenced ARRA planning strategies are as follows:

Based on the most recent profiles provided by the state, show demographic trends for our regions

Ul claimants, as compared to statewide averages, did not surprise us:

= Slightly higher % of males vs. female

= Higher Latino and Black %s

= Higher %s in the 9™ — 11" grade education by 5.2%, but lower in 4+ years of college by
13.2%

= Higher % in all age groups 34 and under; lower in all age groups 35+

= Higher % in prior weekly wages that are $799 and lower; lower in $800 + (8.5% lower for
wages of $1500+)

= Roughly about same in “spell”/length of Ul claim

Bottom line, we see a higher percentage in our region of younger males with lower educational
levels with not great paying jobs before getting laid off. And the two highest industries &
occupational classifications experiencing lay-offs are in construction and production.

Hampden County serves more job seekers than any other region in the state in raw numbers
(26,486 last FY and as of March 31, 22,079, about 2,000 more than this time last year) and their
profile does not differ much from the Ul claimant probably because we also serve more
unemployed and Ul claimants as well. Again, we see higher percentages than statewide averages
of males, Latino and Blacks, those with lower educational backgrounds, and those aged 45 and
younger. Since Holyoke and Springfield also have the 1% and 3rdhighest poverty rates in the
commonwealth, and we have historically also had the highest DTA caseloads in our region, we
are also serving a poorer community.

In response, a primary mission of the REB’s workforce development system has been and still

is to help low-income families move out of poverty and achieve economic self-sufficiency.

Current strategies by our One-Stop Career Centers to meet this challenge include:

= ensuring that all low-income customers are aware of the Earned Income Tax Credit,

= advising low-income workers entering employment of the numerous benefits and subsidies
that they may still qualify for including food stamps and child care,

= actively promoting the importance of life-long learning with all job-seekers,

= providing financial aid counseling for post-secondary skill upgrading, and

= outreaching to more employers that pay higher wages.

The REB supplements this with aggressive sectoral strategies and expansion of our financial

resources through grants, foundations and other leveraged funds to support the centers efforts

and expand our reach. The Hampden County region will work to align utilization of our locally

allocated ARRA funds, along with additional state and federal ARRA funds that will be

available on a competitive basis, with the REB’s strategic plan goals and objectives so that we:

= take a leadership role in integrating workforce development with initiatives that support
business recovery and growth and enhance the skills of workers, particularly those that have
lost their jobs during this economic downturn and which provide training opportunities for
jobs in targeted emerging and/or high growth industries, such as in health care, “green jobs”,
precision machining and early childhood education through which we already have sectoral
training initiatives in place in collaboration with institutions of higher education,
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= align with adult literacy programs and services to integrate literacy with occupational skills
training with workforce development, resulting in career directed employment opportunities,

= develop youth employability skills and

= increase key stakeholders' understanding of the pivotal role of workforce development in
community and economic development and how ARRA funds are being used to support
economic recovery through workforce development so that support for resources to expand
public and private investment in the system continues.

While still in an economic recovery, career options do exist for those that need training services.
The REB will continue to promote an ITA training system that is market driven and based on
customer-choice. The REB will actively outreach to training vendors to ensure a multitude of
varied skills training options will be available to meet the needs of adults, older youth, and
dislocated workers. To further expand training options, and potentially increase wage outcomes,
the REB will continue to offer OJT as a training option for Adults and Dislocated Workers and
explore group contracting where that is most efficient and effective way to serve a certain cohort
of trainees that does not interfere with the customer choice options. HealthCare, precision
machining, early childhood education and “green jobs” continue to be targeted sectoral efforts
overseen by the REB and we are weaving WIA and ARRA into our current and future efforts in
these areas.

The career centers’ core labor exchange services will be focused on meeting the skills demands
of their employer customers, through the appropriate matching of job seekers to the various job
openings based on their educational and skill backgrounds. We continue to have focused efforts
on the homeless, ex-offenders and even though direct DTA funding has been eliminated, the
welfare population will continue to be also served.

The Re-Employment Program services for Ul claimants will specifically provide targeted
services as outlined under Part B of this narrative response that will focus efforts on this
population to re-engage them in employment and help them return to as contributors to the
regions economic growth.

Also, we expect to aggressively pursue Federal and State discretionary and competitive grants
this coming year to further build the skills of workers in targeted industries and we will continue
to implement and/or oversee initiatives and services that address the basic education and literacy
services of our future and current workforce through our WIA and non-WIA youth efforts and
through the LiteracyWorks of Hampden County Initiative.

Collaboration
2. Strategies for outreach and collaboration with major regional partners to align workforce
development strategies toward regional development are as follows:

The REB works closely with economic development, including business organizations, closely
in all its work, ARRA notwithstanding. Our “high performing board” designation is a testament
to that work which played prominently in the states certification standards and criteria,
specifically in our response to how our strategic plan aligns with the vision and priorities of
regional economic development partners the strategies that support regional economic priorities
in the region.
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As a result of the downturn in the economy we are working as closely as ever on those
collaborations, through participation in meetings hosted by the Economic Development Council
with companies to retain them in the region by providing information on local workforce
development services, data, and incentives for hiring, training new workers or retaining and
upgrading current workers. Also, our work with the Economic Development Partners (EDP),
which consists of representatives of all major economic development agencies in the region, and
the Pioneer Valley Plan for Progress which was created in 1994 when a number of Pioneer
Valley community, business, education, and political leaders came together to develop and
implement a plan calculated to move the region from recession to robust economic growth, is
more critical now than ever. The current Plan identifies thirteen strategic goals as critical for
growing the people, companies, and communities that grow the region and of those several relate
to our strategic plan:

Attract, retain, and grow existing businesses and priority clusters
Integrate workforce development and business priorities
Improve and enrich pre-K to 12 education

Support higher education and retain graduates

In addition the REB and our economic development partners continues to have cross-border
collaboration with the greater Hartford region on both economic and workforce development
efforts that can benefit the entire cross-border region.

As for education partners, the REB met with the Community College Presidents (who both sit on
our Board) and their staff to look at what new opportunities ARRA provides for even great
collaboration, given that we already partner with them in all our sectoral training and capacity
building initiatives and that they are already major ITA training providers. We also work closely
with the local school departments and School-to-Career Partnerships on the implementation of
our youth programs. Our Youth Council meetings not only draw voting members but also many
other youth serving CBOs and FBOs and we met several times in planning for an aggressive
ARRA summer youth program. Many of these agencies and other civic groups will be worksites
this summer for the youth as we look to expand that base of sites to meet the job placement
needs of both ARRA and YouthWorks.

At the Career Center level, the centers have a long history of collaboration with any and all
community based partners. Business related examples include, (but are not limited too) the
business account teams meet with representatives of the Western Mass Community Development
Corporation every month to get updates on economic development activity; meeting with the
Mayor’s Industrial Development Advisory Council (MIDAC) on a monthly bases; having
membership in all the different Chambers of Commerce; and for CareerPoint, being the technical
training arm of the Employers Association of New England.

FutureWorks also creates a Labor Market Information Newsletter that goes out to all partner and
is a member of Society for Human Resource Management, Human Resource Development and
the Employers Association and actively participates in staff development and industry updates.

Both centers are also closely aligned with the school systems and shares in many projects such
as: School to Career, MCAS, P21, and Workplace Readiness Certificate Programs. Further the
centers have multiple collaborations and are grant partners with the colleges in ‘Green Jobs’ and

6
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health care initiatives; CareerPoint hosts an Adult Learning Center at their location and there are
specialized grants with the Boy’s and Girl’s Clubs (Shannon), the Salvation Army (computer
training), Junto’s Collaborative (WE Holyoke) & Enlace de Familia (Holyoke Se Une) and many
other CBQO’s in the region. Grants with community colleges, area health care providers, the
Sheriff’s Department and many others create a collaborative expectation anytime one works with
our centers.

Services
3. Consistent with the goals of the Recovery Act, we are planning for innovative services,
which compare to past service delivery practices as follows:

In general, the region will align ARRA programming with our strategic goals, as noted under
questions 1 and 2. Specific customer services geared to those most impacted by the ARRA
funds include the creation of, at CareerPoint, two new ‘Job Developers’, a ‘Walk-In Counselor’
to address those individuals with significant barriers, and two bi-lingual WIA counselors to
address the additional training and case management needs of ARRA recipients. In addition, a
bi-lingual computer trainer was added to again deal with the technical needs of the customers.
A fast-track workshop and employment division of the center was created to assist those people
who simply need to get back to work and don’t have the real-time ability to go through training.
And the Re-employment Program service delivery mechanism is being created as a new way to
assist Ul claimants in their return to work.

FutureWorks expanded the WIA team adding 4 new counselors (2 brand new and 2 retained
from another grant) to focus on ARRA WIA training and employment initiatives. They also
addressed the issue of heavy resource room activity by hiring a staff person to help deliver
Wagner Peyser services. The ARRA dollars related to Re-Employment Services will be funding
2 career specialists that will provide job development and expanded intensive services to this
cohort. Along with staffing, FW is expanding our physical space to accommodate increased
numbers and easy access. The ARRA monies will also provide equipment needed for the new
counselors to be able to function in a timely manner. One specific new tool that they plan on
using is the “Key Train” Work Keys assessment system will allow for timely assessment and
program referral.

As noted previously we will be aligning the use of our ARRA training funds, along with
additional state and federal ARRA funds that will be available on a competitive basis, with the
REB’s strategic plan goals and objectives so that we take a leadership role in integrating
workforce development with initiatives that support business recovery and growth and enhance
the skills of workers, particularly those that have lost their jobs during this economic downturn
and which provide training opportunities for jobs in targeted emerging and/or high growth
industries, such as in health care, “green jobs”, precision machining and early childhood
education through which we already have sectoral training initiatives in place in collaboration
with institutions of higher education and which may have a literacy component.

4. We can ensure that ARRA funds will supplement and not supplant existing resources which
are spent on workforce programs and services because we are very specifically using ARRA
resources to augment our existing funding streams to serve more customers in very targeted
ways. ARRA funding will be utilized to provide training to those individuals currently
enrolled in WIA Title I who were unable to access training due to Hampden County having
already obligated all of its WIA Title | Formula funding. Additionally staff and resources
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have been added to serve an even larger number of individuals beyond what normally would
have been served with existing resources. The service design for all the new programs will
focus on a type of immediate “triage” assessment. The counselor and customer will develop a
targeted Career Action Plan with the appropriate program referrals and regular follow-up.

5. Specific strategies will be implemented to ensure the capacity of the area workforce system
to provide services to a significantly expanded customer base.

The REB has informed and updated all One Stop Career Centers and other workforce partners as
to new and existing resources, guidance as to how the funds may be used and recommendations
for successful program implementation. Planning meetings have been on-going including both
the local and state workforce partners. Existing historical data and new projected numbers have
been researched and proposed.

a) The following additional services will be provided to accommodate an increased influx of
customers:

Additional staff at the entry, triage, job development and workshop levels of service will assist
those who need nothing but a job. Additional counselors and case managers will address the
increase in training and case management customers. Some Career Specialists will also be doing
more targeted job development with the help of the Employer Services unit.

If appropriate, new work/ training models will be implemented in certain industries, including
OJT and Group Trainings. New recruitment strategies and partnerships are being explored
particularly in the industry areas of construction (including Green Jobs) and Health Care. The
RES program will allow the center to outreach in a more timely manner to bring certain
unemployed job seekers into the center. Once here, they will participate in a Re-Employment
Seminar and have a chance to meet individually with a career specialist to outline a new Career
Action Plan. (see Section B for more details on RES).

b) The Career Centers are adding/hiring additional staff as follows:

Career Point is added two new “Job Developers’, a “Walk-In Counselor’, two bi-lingual WIA
case management counselors and a bi-lingual computer trainer.

FW is transferring 2 Rapid Response counselors in addition to 2 new hires to assess and service
the increase in ARRA WIA Dislocated and Adult customers. The busy Resource Room will be
shored up with the addition of a new full time career specialist. The intensive Re-Employment
Services component will consist of 2 new career specialists to work closely with targeted
unemployed job seekers. Finally, a new bi-lingual youth specialist has been hired to assist with
targeted summer youth activities.

6. Specific strategies will be implemented to ensure the capacity of the area workforce system
to deliver an expanded level of services in a timely manner.

a) Our strategies for triaging customer needs include that fast track services leading to
increased job creation in our Resource Center, Walk-In team, Youth and Business Account
Divisions will ensure those needing short term interventions will not be put through a
bureaucratic process. New ARRA staff will be thoroughly knowledgeable and cross-trained

8
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in all center services and programs. The customers will all get an overview in a group setting
but then be able to meet individually with a career specialist. At this point observation and
interviewing will allow the counselor to do a job readiness inventory, and develop a Career
Action Plan. The CAP will plainly identify appropriate next steps whether the customer is
pursuing training or just job search. The career specialist will then refer to services and do
regular contact to ascertain success.

b) We are examining the customer base to better understand work history trends and identify
transferable skills through Career Center staff working with REB professionals, meeting on a
regular basis to look at market trends and review career center and other state reports. State
labor market experts also present at local workforce conferences and share local targeted
data. In addition, the career center runs various monthly crystal reports that offer us detailed
information about our job seekers. Training and employment specialists met internally to
discuss and target job leads and employment trends. Also, flexible orientations, increased
access to Walk-In services and additional person-to-person interactions will give the staff and
customer a better understanding of how to take advantage of OSCC services to meet their
individualized and unique needs.

c) The current expertise of Career Center staff is being enhanced related to pre-screening,
assessment and referral to ensure quality referrals to apprenticeship or open-shop jobs that
will require specific skills and experience as follows:

The Centers are working with local unions and Associated Building Contractors (ABC) to ensure
that access to union positions, apprenticeship opportunities and all open shop jobs will be made
available to all appropriate customers. This includes a formal agreement with ABC to work on a
grant designed to help Springfield area unemployed minorities and/or women who have accessed
FutureWorks. The goal is to cooperatively work to establish a ready labor pool for ABC
contractors in the Springfield area.

Additionally, the centers are in process of meeting with local union heads to develop a better
understanding of their apprenticeship screening process and following career track and will
establish better linkages with the unions. This will include the establishment of a timely referral
process, the establishment of personal working relationships with union staff and the opportunity
for union staff to meet jobseekers at the centers to detail career options and career ladders.
Several meetings have already occurred with the guidance of the local DOL Apprenticeship
Specialist.

Career center staff are attending conferences on green jobs and doing research. In the healthcare
area, current grants have offered expanded knowledge about this rapidly expanding industry with
thousands of job titles. The addition of the Work Keys program will also provide current labor
market and industry information while providing the customer with a concrete view of where
their skills match the industry area. The center also continues to use the TABE (grade-level
assessment) & SDS Interest Inventory.

The REB has also, through its recent Green Jobs Pathways out of Poverty grant, begun to
develop career pathways and skills requirements for jobs in weatherization, energy auditing, and
solar hot water boiler installation. Through this, the centers will be trained in implementing
WorkKeys assessments on customers and the REB will be developing, with Holyoke
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Community College as our key partner in this grant, up-to-date work and job skills requirement
for these occupations.

Prior work in our precision machining sectoral initiative included enhancing Career Center staff
knowledge of the skills and experience requirements of jobs in this industry and specifically for
the members of the Western MA Chapter of National Tooling & Machining Association which
will continue as this initiative moves forward with new efforts to develop new market
opportunities for those companies in a new John Adams Innovation Institute grant we received
last year.

Additionally, by working together (via the high performance board initiative), the two centers are
eliminating any/all competition that might interfere.

d) The current expertise of Career Center staff is being enhanced to provide job placement
assistance that meets the supply/demand criteria for the emerging job market as follows:

Both union and nonunion contractors are positioning themselves to take advantage of the
emerging job market. For example union leaders have been clear that many of the so called
‘green jobs’ require the application of skills the unions are already teaching. The alignment of
career center staff in partnerships, like the one described in the answer to 6 c¢) above, provides
real time information and feedback of local labor market conditions in specific fields and
applicant screening profiles. We will know what work contractors are anticipating, what skills
they will need to do that work and be in the position to identify successful applicants in a timely
manner.

Relationships established with the local healthcare providers (through a WCTF grant),
manufacturers, unions, economic development professionals and the general business
community will help with the demand side of the equation. By outreaching into the recently laid
off or job losing populations combined with our usual large numbers of walk-in job seekers will
address the supply side of the equation. The use of ARRA funds to establish Job Developer
positions (that did not previously exist) will ensure the centers focus on matching the two sides
together. This differs from our long standing philosophy of teaching our job seekers to fish,
rather than providing the fish, but these are extraordinary times and philosophies need to be
challenged.

Finally, the REB runs an Employer Services workgroup that meets on a regular basis and
compares LMI to actual employer postings and center activity. The employer services units are
in constant contact with local employers to ascertain their specific hiring needs. Surveys, site
visits and employers doing direct recruitment at the center all lead to an extensive knowledge of
local conditions.

7. Our process for determining which individuals will be enrolled in ARRA is as follows

For Wagner-Peyser, we will enroll all those served under ARRA RES and ARRA WIA into
ARRA Wagner-Peyser. In FY’09, since we have obligated all of our Formula WIA training
funds, we are enrolling all new trainees in ARRA; after July 1* we are strategically aligning our
WIA ARRA funds to target individuals:

= referred to group training contracts;
= referred from ARRA RES program for training; and those
10
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= interested in training in key critical sectoral areas: health care, manufacturing, early
childhood education and green jobs (which also can be RES participants and could be
through a group contract)

Also, literacy skills may be provided in combination with the sectoral training and be part of an
ITA or group contract.

8. The following local policies are in place to promote universal access and consistency of
service throughout the local region:

Universal access will continue to be the mainstay of the centers philosophy and a central theme
in the REB’s charter with centers. The REB will ensure consistency in service through regular

(daily) contact with the center staff and has weekly meetings with the centers and monthly joint
coordination meetings between the REB, both centers and Rapid Response. Further, the REB’s
One-Stop Career Center Committee, a sub-committee of the Board, provides oversight over all

center operations.

All career center staff have been cross-trained to assist any career center customer. Frequent
surveys and observation allow us to gauge our customer’s satisfaction level with center services
as well as annual site visits by members of the REB’s One Stop Committee. The RES program in
particular will bring in a group of targeted unemployed job seekers to quickly begin intensive
services as soon as possible. Center staff are bilingual, bi-cultural and mirrors the local
demographics. Finally, our centers have always been universal access since we opened our
doors over 10 years ago and continue to serve record numbers of people as compared to other
regions of the state.

Training

9. The following specific strategies will be implemented to expand training opportunities,
bearing in mind that a minimum of 60% of ARRA program funds must be expended on
training services:

The REB has always maintained at least 50% of WIA dollars for training with the adult or low
income population being given a priority status. The ARRA funding will increase the amount of
training funds to 60% but still prioritize to the neediest groups. In addition, targeted efforts with
ex-offenders, homeless, welfare and non-custodial parents are given special attention. Finally we
have always maintained a priority status for veterans.

In Hampden County we are fortunate to have an extensive array of ITA approved courses
available. Approved providers include both proprietary schools and three area Community
Colleges. The REB has met with the Community College Presidents to discuss further expanding
their offerings on the ITA approved list as well as potential group training offerings in targeted
sectors including healthcare, green jobs, and early Childhood education.

The REB will also be convening a meeting of existing ITA vendors to further discuss the current

course offerings and encourage the development of new programs to address the needs of the
changing labor market.
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10. Strategies the region to target specific sectors and occupations for training (e.g. contracts
for education and training for certain skill areas, outreach to hiring businesses, training for
front line Career Center staff, etc.) are as follows:

As noted in Question 7, interested we are prioritizing training in key critical sectoral areas such
as health care, manufacturing, early childhood education and green jobs which could be through
a group contracts with community colleges and other education providers on our approved ITA
list. Qutreach to businesses will similarly target companies from these industries and who have
will have job openings in these sectors. In addition, we will outreach to companies that receive
ARRA funds for construction and green-job related projects that will need to hire additional
workers for those projects.

11. The following training strategies be utilized:

ITA _Xyes __ho

Group Training _Xyes __ho

oJT _Xyes __ho

Customized ___yes _Xno

Skill Upgrading _Xyes ___no (not separate in budget as would
more than likely be part of a group contract for incumbent
workers)

ABE/ESOL _Xyes __ho

(in connection with occupational)

12. In conjunction with provisions of the Recovery Act, for FY2010, we plan to contract with
institutions of higher education or other eligible training providers to provide group
training.

a) The criteria that would guide that decision and where we see potential for group training is
in training for jobs in targeted emerging and/or high growth industries and which align with
our regional strategic plans, such as in health care, “green jobs”, precision machining and
early childhood education through which we already have sectoral training initiatives in place
in collaboration with institutions of higher education. Our first preference would be to utilize
the ITA process to fund any training under ARRA. However, if startup costs for a program,
including “curriculum development” by Institutions of Higher Education in the specific
context of providing training to WIA participants, are prohibitive given the uncertainty of
enrollment through ITA’s, then a group contract may be a more viable option.

a) Customer choice will not be limited since only participants who are deemed appropriate for
training and are interested in training in the particular field would be referred to the program.
Participants who prefer other options would still have available to them the full array of ITA
approved courses to choose from.

13. The REB has a written process currently in place to procure group training and we see no
changes to the current written procurement policy.

14. ARRA requires that support services, which may include needs-related payments are made
available to support the employment and training needs of the priority populations. We are
prepared to implement:
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Support Services _Xyes __ho
Needs Related Payments _Xyes __ho

15. The REB has revised its policy in place for Support Services to add in a section for Needs-
Related Payments which will be submitted to DCS by no later than June 15, 2009

Job Match, Job Development, Job Referral, Job Placement

16. Information is utilized to determine which employers are hiring to connect to/inform the
work of the Career Center case managers to counsel jobseekers for actual job openings as
follows:

At CareerPoint, the Business Account Representative (BAR) Team will meet with the Career
Counselors on a regular basis to make sure they have access to the most updated information on
companies hiring, job postings, hot jobs and any relevant trends that seem to be emerging. The
two new Job Developer positions will work under the auspices of the BAR Team and will
therefore be directly tied to this process. In addition to the BARs meeting with Case Managers
and Career Counselors on a regular basis, we will continue to employ our current communication
strategies of posting and updating “Hot Jobs’ daily in the ‘Morning Meeting’, via emails and
through a posted listing on our shared folder at CareerPoint. Finally, all departments come
together every two weeks for an “All Staff Communication” in which all communicated the
recent happenings and upcoming events.

FutureWorks publishes a monthly Labor Market Report that is specific to the Greater Springfield
area. Supplied information includes; ranking of job openings by NAICS classification and hiring
activity by NAICS code. They also update a list of career center specific openings daily and
publish a Job of the Day each weekday on our website. Partnerships with contractors through
local unions and Associated Building Contractors will give case managers a heads-up on
anticipated openings and training options. Case managers are notified of all recruitments.

17. Job match, job development, job referral and placement strategies will meet the specific
supply/demand criteria for the emerging job market as follows:

First, as can be seen on OSCCAR reports, our region provides significant job search and
development services to its customers already and we are now placing even more emphasis on
job development.

At the centers, Job Development Teams meet on a regular basis with employer service
representatives; the Veteran’s Representative job developing for veterans and other “targeted”
staff job developing for the following populations; ex-offenders, noncustodial parents, the
homeless, youth and welfare recipients. Each one of these areas is represented on the Centers
Job Development Team. Outreach to any and all customers that have not received a service in
45 days to ensure the best customer service and supply of customer needs also occurs as this is
extremely crucial in these times and job seekers are quick to “fall through the cracks’, lose hope
and give up. The overwhelming media exposure highlighting all the lost jobs has people
believing that jobs simply are out there. We need to give job seekers the accurate information
that labor exchange is still happening and will hopefully be reinvigorated by the ARRA funding.
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Further, the REB’s Manager of Employer Services is overseeing a pilot Business Service Unit
that will test how our current two independently operated Centers can work in an integrated
manner to provide a single point of contact to those services. We will primarily target about
20%, or 50, of “new” employers to the career center system and in particular, those in the health
care and precision manufacturing industry clusters, as it is the long-term goal for the centers to
develop a new type of relationship with these employers. An additional 20 others will be “re-
activated” who have not listed a job in the previous 12 months. Also, we are laying the
groundwork for how the Centers can respond to future needs in emerging industries, such as in
“green jobs”, so that we are best positioned to be responsive to those needs and opportunities
especially as we implement our new Green Jobs initiative from the Department of Energy and
pursue new green jobs training grants.

We have already also laid groundwork in our current industry sector initiatives in health care,
manufacturing and early childhood education to assess supply and demand for those jobs in our
region.

Priority of Service
18. Strategies that will ensure emphasis on serving public-assistance recipients, low-income
and under-skilled adults, and adults who are disconnected from the workforce as follows:

The REB oversees education, job training and employment related services to targeted
population groups within the county, including youth, dislocated workers, economically
disadvantaged adults, public welfare recipients and other individuals of our society that can
benefit from skill development programs.

The REB has developed a clear understanding of the multiple and varying needs of public-
assistance recipients, low-income and under-skilled adults, and adults who are disconnected from
the workforce. In addition to the DTA funded programs currently administered by the REB, the
REB and the two area One Stop Career Centers operate targeted programs for homeless
individuals as well as ex-offenders. The barriers that face these populations are similar and often
individuals can benefit from multiple programs. The Career Centers also have a Disability
Navigator on staff that facilitates persons with disabilities in utilizing and availing themselves of
the services and programs that the Centers operate.

The REB also convenes and coordinates a “Quartet” meeting that brings together the directors of
the local TAO offices, service providers, Career Centers, and staff from the DTA central office
to discuss progress in DTA funded programs, challenges to the current system, and strategies to
more effectively serve the DTA population.

19. ARRA WIA Title | Adult funds allocated to the local area been determined to be limited for
FY2010 and therefore:

a) We are assuring the statutory priority for low-income individuals and recipients of public
assistance as follows:

Under WIA, with the tiered, work-first service strategy, more funds are now allocated to support

the One-Stop Career Center infrastructure and to deliver core and intensive services. The

delivery of intensive and training services will be provided on an as-needed basis to customers

that move to these tiers of service options. Further, resources for intensive and training services
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will be targeted for those who are welfare recipients, homeless and/or low-income adults, as
follows:

20.

Recipients of welfare will have immediate access to intensive and training services, or be

placed at the top of a waiting list, if any, when such services are not available to that

individual under TANF resources.

Individuals, employed or unemployed, that are determined to be in a family that meets the

"low income™ definition described in the WIA law (section 101, (25)), will have immediate

access to intensive and training services or be placed at the top of a waiting list, if any.

If an individual referred by a mandated partner meets at least one of the above criteria, they

will be granted first priority for intensive and/or training services

If an individual who is Homeless meets at least one of the above criteria, they will be granted

first priority for intensive and /or training services. The Hampden WIB has designated

$65,000 of WIA Adult ITA funds to be targeted for serving the Homeless population.

Pursuant to the Stewart B. McKinney Homeless Act, an individual who lacks a fixed, regular,

and adequate night time residence. It also includes persons whose primary nighttime

residence is either:

e A supervised publicly or privately operated shelter designed to provide temporary living
accommodations (including welfare hotels, congregate shelters, and transitional housing
for the mentally ill,

e An institution that provided a temporary residence for individuals intended to be
institutionalized, or

e A public or private place not designed for or ordinarily used as, a regular sleeping
accommodations for human beings.

Veterans’ (covered persons) priority of service will be assured for all federally funded

employment and training services provided through the local workforce development system

by identifying them at each potential point of entry for each federally funded employment

and training program accessible through the local career center system. Once identified there

are numerous ways that veterans and covered persons are made aware and served in a

priority of service manner. They include, but are not limited to:

= Vets are encouraged during orientation to the center to identify themselves so we can
assure they are receiving priority service. This simply means that they receive ‘head of
the line’ access to all federally funded programs. Veterans or covered persons are
encouraged to set up time with the Veteran Representative (DVOP/LVER), but not
mandated. The advantages of being case managed by the Vet Rep is that he can serve as
watch-dog for specific employment opportunities and get them to the vet-candidate
before the general public, in addition to access to specific training opportunities.

= |fa Vet comes in when no orientation is taking place, the Veteran Representative can also
do an individual orientation if needed. The Veteran Representative also documents Vet
status by viewing the DD214 and immediately schedules any Veteran interested in
training to the very next session.

= FutureWorks also has an ESGR (Employer Support For Guards & Reserves)
Ombudsman on staff that can work with Veterans in the absence of the LVER.

= |n addition, signs are posted in the reception area, resource center and counseling areas to
serve as a reminder that these priorities exist.

= All staff are trained to pay attention when counseling/supporting/guiding job seekers to
continually check the data base if a person discussed a veteran background to make sure
they are categorized correctly.
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As for services to be provided:

=  The Veteran Rep (DVOP/LVER) participates in a daily morning meeting in which all new,
“Hot Jobs” are announced before being posted to the general public.

= Any and all job opportunities that are emailed to the center are forwarded to the Veteran Rep
(DVOP/LVER) before being forwarded to the rest of staff.

= The Veteran Rep is an active member of the Business Account Rep Team to make sure he
has access to all job postings before they are posted.

= The Veteran Rep is an active member of the Disability Team to again make sure any
opportunities are made clear to the vet-job seekers.

= The Veteran Representative does a bi-weekly update to all staff on programmatic updates
and policy changes that exist for veterans. This ensures that veterans will be notified of their
opportunities and priorities whether they choose to work with the Vet Rep or not.

= The Vet Rep (DVOP) updates the Career Center services to all community Veteran Services
weekly. In this two-way meeting, he can also get updated to any community opportunities
available.

= Several staff including the Veterans Representative and the Center Directors do outreach to
Veteran agencies on a regular basis

= Additionally, all VVeterans(covered persons) are also waived the fees for any fee-based
services.

In regards to WIA services and in accordance with Workforce Issuance No. 09-02, priority of

service is as follows:

= First priority would be public assistance recipients and low-income individuals who are also
covered persons. These individuals will have immediate access to intensive and training
services or be placed at the top of a waiting list, if any.

= The second priority would be given to public assistance recipients and low-income non-
veterans.

= Among participants who are not public assistance recipients or low-income individuals,
covered persons will receive priority over non-veterans.

Transparency
21. The following strategies will be employed by the local area to satisfy the *““transparency”

requirements of the Recovery Act:

The REB has convened open meetings of our Youth Council and Board of Directors to discuss
our plans and strategies for implementing ARRA already, as well as held meetings with youth-
serving agencies that work with minority youth, mayors, the community colleges, economic
development partners, labor representatives and others. In addition, we plan to have a meeting
with ITA providers in the next few weeks. Throughout all the meetings we are outlining our
initial thinking and getting feedback on our strategies.

All written plan materials will be posted on our website with a link from the home page. In
addition, we will broadcast fax to our current bidders list which includes about 200
organizations, and issue an e-newsletter to the database of 850 organizations, legislators and
interested parties on our database, information to direct individuals to our website and to review
and comment on our plan documents.

As the year unfolds, reports on our progress will be presented at Youth Council and Board
meetings and e-newsletters will highlight our successes and challenges.
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Part B: Reemployment Services (RES) Program

Service Delivery

All RES Ul Claimants will receive a CCS, a Triage or Mini-Assessment, development of a
Career Action Plan and, at a minimum, one other service such as a referral to a high-quality
employment opportunity.

1. We have been in full participation with the state in designing our local ARRA Re-
Employment Service Program (RES) models through input at meetings, conference calls and
in attendance at the DOL Region 1 ARRA conference.

2. Career center staff have been aligned by function rather than by funding stream via the
blending of Wagner Peysor and Re Employment Services Funds to meet the needs of our
Universal Access and Ul customers sets the standard to identify services in accordance of
need and not by funding silo. In addition, the creation of a Walk-In counseling/triage Team
funded through Wagner Peysor, WIA and now expanded by ARRA funds allows for
continued braiding and blending. Finally, the expansion of our Business Account Rep Team
with ARRA funds to include Job Development clearly indicates our intent to serve based on
customer need and not by funding stream. The two primary units consisting of Career
Services and Employer Services work closely and coordinate on a daily basis with
administration and support services. Career Services is the largest component and
encompasses the major functions of Job Seeker Counseling & Services, Training Specialist
and Targeted Programs (Navigator, Welfare, Ex-Offender, and Homeless).

Service Components

Career Center Seminar/ Orientation

The CCS is the orientation and entry point for the programs. The CCS will outline career center
services as well as the claimant’s responsibilities. The CCS will include all required information
and a Job Search Readiness Inventory.

3. The following process engages the claimant in the CCS and ensures they are linked to an
additional service when they leave the CCS:

The career center also offers a full overview of all career center services and provides for some
interactive exchange. The customer is asked to complete center membership forms and an
eligibility form to help to determine the customer’s needs. At the end of the group session,
customers are asked to identify if they are interested in training or working with a career
specialist for job search. Those customers then get an individual meeting to further assess,
complete a job readiness inventory, and schedule follow-up appointments , workshops or
targeted program referral. Customers are then encouraged to participate in additional services
almost immediately, as statistics indicate that those that engage demonstrate greater outcomes
than those that don’t. Additionally, we are looking at technology that will enter the customer
into our data base immediately allowing for shortening of any lag between Orientation/CCS and
next service.
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4. We have assessed our need to make adjustments with regard to capacity for offering the
CCS as follows:

Centers are working with the state and reviewing current and historical data to determine the
right number of referrals. At this time CareerPoint believes with added 2 RES staff they have
sufficient physical and operational capacity to offer the CCS. FutureWorks is expanding their
physical space to free up a room for hosting these weekly sessions and is also hiring 2 RES
facilitators. The state is currently reviewing the Career Center Seminar and Job Readiness
Inventory to update materials and we will incorporate these changes and follow the state’s lead.

5. Our strategy to ensure that all of the staff who present the CCS possess excellent
presentation and engagement skills is as follows:

CareerPoint has always had a professional Training Department to ensure all information
presented at workshops is done so in a professional, engaging and effective manner. Although
this department has been decreased do to budget cuts, the philosophy remains intact. With the
cut in trainers, they expanded the training requirement to all staff. A current professional trainer
created a Training 101 curriculum and all CCS providers (and all other workshop providers) are
expected to complete this training before flying solo in a workshop. This process will transfer to
newly hired RES staff.

FutureWorks interviewed over 50 candidates for the RES positions to make sure that they are
selecting the most skilled individuals. Once the new staff is in place, they will under-go an
extensive training and become part of the center training team. Any new or relevant staff
development opportunities will also be pursued and customer feedback will be included.

a. Is training or different staff needed to effectively present this important part of the
program? If yes, do you need assistance?

At this moment, it appears that we have the capacity and expertise to provide this information in
a professional manner. The RES specialists would be part of any on-going training programs
internally and industry wide. If an area of assistance emerges, we will not hesitate to ask for
assistance.

Triage/ Mini- Assessment

The goal will be for triage to be conducted immediately following the CCS however if a
customer needs to be scheduled for a later appointment, an effort will be made to avoid a gap
that exceeds five working days. The purpose of this Triage/Mini-assessment interview is to
review the Job Search Readiness Inventory, schedule the claimant for needed services, determine
if the claimant has viable job skills, and begin to formulate a Career Action Plan. At triage point
a customer may be deemed eligible for targeted services: i.e.: Veteran, DTA customer, TAA
customer and may be immediately referred to specialized staff who will meet with the customer
to develop a Career Action Plan.
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6. Our strategy to provide a CCS, including a job-readiness inventory and triage /mini-
assessment, development of a Career Action Plan and at least one other service to every
RES participant is as follows:

The CCS is being modified to include all the new services, opportunities and expectations. The
CCS will be offered to all new customers and mandatory for the RES customers. Skilled
facilitators will give a center over-view of all services and programs. This will be done in a
group setting, followed by individual interaction with the specialist to assess, interview and
complete the Career Action Plan. The customer will leave with a clear understanding of
appropriate next steps whether training or job search. The CCS will also be available on an
individual basis for those customers unable to do the group session (e.g. Disability or language
barrier).

CareerPoint will also be testing a self administered Triage/Mini Assessment/CAP tool that will
lead to formal Career Action Plan for customers that may not want one-on-one services, whether
it be due to learning style, personal choice or simply ‘not their cup of tea’ so honor that request
while getting them the material/information needed to make a successful return to work/career.
The self administered product will at least give this small group a sense of ownership into the
process and will maximize the potential of a positive outcome.

7. The Triage/Mini Assessment tools we will use that will allow a quick but accurate gauge of
the participant’s job search skills will include:

a. If yes, please identify the tool(s) that will be used.
b. If no, please describe your plan to identify or develop such a tool?

Both centers use the Self Directed Search for an Interest Inventory and can offer the TABE
locator if appropriate. In addition the state is reviewing the “Work Keys/ Key Train” assessment
system which we would welcome in our regions. We also plan to develop a supplemental
Triage/Mini Assessment/CAP tool to be utilized conjointly with the updated CCS curriculum.

Career Action Plan (CAP)

The CAP will document skills, identify any barriers and create the framework for the customer to
achieve reemployment. CAP steps will include job search skills development (e.g. workshops,
training), job referral, job development and and/or job placement assistance. The Massachusetts
One Stop Employment System (MOSES) built-in Career Action Plan will be utilized when
establishing, in conjunction with customer, specific tasks and goals. All staff will be given
access to the CAP tool within MOSES.

8. Our local service delivery design for managing the CAP process is

All staff will be thoroughly trained on the MOSES case management system as well as how to
quickly and effectively “triage” each customer. The CAPs would become part of the internal
quality control review done by the internal “No Excuses” team. Both the Career Services
Manager and WIA Title 1 Coordinator are part of a quality control checks system as the WIA
counselors have remarkable experience and expertise managing the CAP that already exists in
MOSES. They are playing a crucial role in the development of the new tool and will provide
training to the rest of the staff upon its completion.
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9. The career center will ensure that staff is effectively using MOSES to record the CAP as,
upon receiving the training, a report will be created to ensure that RES customers are
receiving the appropriate services and achieving the desired outcomes. Strategic changes in
the process and/or delivery will be created on an as-needed basis. Further, the REB
maintains an IT Coordinating group that is made up of IT staff from both centers as well as
the REB. This group meets on a regular basis to review reports and data entry processes.
Any new staff person must attend a MOSES 101 training session followed by Case
Management by trained local MOSES experts before they can log into the system.

In-Depth Assessment

A more in-depth assessment will be necessary for some claimants, especially those with deficient
or out of date skills, those lacking educational preparedness and those who lack clarity on
occupational goals.

10. The following activities and tools will comprise “in-depth” assessment:

The centers already employ the use of the TABE and SDS as part of an in-depth assessment. In
addition the state is purchasing another electronic assessment system, most likely the “Work
Keys” System. Specific in-depth assessments actually follow the particular barrier. There are
diagnostic and assessment tools to assess disability and functioning. There are assessment tools
for social integration for ex-offenders and needless to say there are many assessment tools for
youth of all inclinations. We will continue to use the most appropriate tool required whether we
apply, collaborate or refer to get the appropriate information.

11. The following process and rationale will be used to refer claimants who are permanently
separated to in-depth assessment:

With a long history of dedicated services to the “hardest to serve’, we make sure all customers
get the necessary services and or support needed to accomplish their respective career goals.
This includes identifying when an in-depth assessment is necessary in order to assist a claimant
in moving forward in their service delivery plan.

Career Center Group Services

Workshops

Many claimants will need services and skills for their job search that are best delivered in a
group setting. Participation in job skills related workshops may be critical to the success of the
CAP. Many job seekers have trouble finding jobs because they have a deficiency in one or more
of the skills that are taught in job search skills workshops. Once a Career Center determines the
most critical workshops needed by every job seeker, a flow has been designed that allows the
workshops to be accessed in a timely manner.

12. Career Center staff will determine which workshops are most needed to support the CAP
outcomes as follows:

Recommended workshops will be determined by a careful review of application, eligibility,
assessment instrument and interview with the client. The training customer will be on a fast track
due to unemployment approval timelines and contracting process. Training workshops are
scheduled on a regular basis and can even be offered individually to those that need it. The job
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search candidate will be able to select from a full list of workshops offered on a regular basis and
widely advertised at the center and on our web page.

Moving forward, as is currently the case, all workshops are vetted against what our customers
tell us; either by customer satisfaction surveys or with their feet. Workshops are always under
scrutiny to make sure the needs of our current customers are being met. If a workshop is put
back ‘on the shelf’, it remains intact, as it may be crucial at another time. The centers constantly
review the strategies, outcomes and delivery of all presentations to ensure the curriculum meets
the needs. All staff are encouraged/required to share improvement ideas. These ideas often are
generated from customer feedback and input.

13. The scheduling and menu of workshops will accommodate high-volume by:

Just as in question #12, the schedule is reviewed each month. Some workshops work better in
the evening and others better in the AM or afternoon. Some work better on a Monday as
opposed to a Friday. Continual tracking of attendance, survey feedback and customer feedback
ultimately drives the decision. We try to balance the timing of workshops around Ul high traffic
times, parking restrictions and manageability in the center. With all that said, we try our
absolute hardest to make sure each customer receives the workshop they need/want at the time
they need/want. A few offerings, (Orientation, CCS’s, etc ) are often provided at similar times
during the month to accommodate customer planning requirements.

FutureWorks is also xpanding space to double the amount of workshop rooms available. A new
waiting area is also being designed to accommaodate large numbers of Ul customers without
tying up a workshop room. The expanded space and new staff will allow us to offer more
workshops more frequently. Sign-up is also simple and can be done by phone or in person.

14. The process to ensure that all customers will learn about training opportunities is that:

All training opportunities are reviewed in the Orientation/CCS. A monthly calendar (always
different, supporting the continual improvement methods described earlier) is put out monthly,
posted on the websites and distributed at numerous CBO’s and business forums around the
community. In addition, all staff are given the draft of the calendar in advance, so they can start
marketing to customers as soon as possible.

The training customer then has a chance to meet individually with the counselor and explore
appropriate training opportunities. It is important that this happen as soon as possible due to the
time sensitive nature of the process. However, if a customer is undecided at entry, they may be
referred at any point to a training counselor. The names and contacts of the counselors are given
at the CCS and are also available at the front desk and resource room.

Training Services -
If during the Triage/Mini Assessment it is determined that a customer requires additional skills
and or training, the customer should be referred to training.
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15. The process and rationale that will be use to refer claimants in need of training to WIA or
other training is:

A counselor will review the job readiness inventory and any assessments in conjunction with the
customer to determine appropriate referral. The rationale used will be whether or not the
customer is able to find a living wage job on their own. Other factors reviewed would be
finances, labor market for the selected training, education level, and residency.

All customers in need of training are referred to the WIA-ARRA Counseling Team for
assessment, determination of eligibility and the beginning of the ITA or Group Training process.
All requirements and opportunities are explained during this process. In addition, constant
communication with the vendors occurs to ensure proper, timely and successful referrals occur in
a non-bureaucratic manner. If a customer requires training and/or support that is more
individualized and barrier driven, specialized departments, (disability, homeless, veterans,
mature worker, non-English speaking, ABE, DTA, Out-of-School Youth, MCAS deficient
Youth, ex-offenders, etc) are in place to address and support the individual customers training
and/or case management needs.

16. RES staff will be aware of the rationale and will be trained in the process to make
appropriate referrals through:

Cross-training of the RES counselors in the basic WIA process and regular updates and staff
development with all career center staff will facilitate in understanding the referral process.
Regular meetings/communication with Training Vendors ensures that the referral and training/
course are designed to meet the needs of the customer/learner. Career Center staff suggests
curriculum modifications to meet the needs of the learner. Additionally, vendors are also
suggesting referral modifications to make sure the referred candidate has the best opportunity to
succeed.

Job Match, Job Development, Job Referral and Job Placement
Once a customer has undergone an assessment and has a Career Action Plan, the career center
staff will work with the customer to match his/her skills with jobs.

17. Effective job referral and job development services will be provided to increased numbers of
claimants via:

The hiring of Job Developers with ARRA funds will be designated to make sure the increased
numbers of claimants will have a fast-track access to jobs and/or job referrals.

At CareerPoint, one of the Job Developers will be geared to work with claimants with barriers,
(low income/DTA, homeless {or at risk}, etc), while the second Job Developer will be geared to
more professional and traditional claimants. The two will work closely with the Youth Job
Developer, ex-offender Job Developer(s) and disability Navigator) to ensure single-point-of-
contact with all Business contacts (as is their request). FutureWorks also updates a list of career
center specific openings daily and publish a Job of the Day each weekday on our website.
Partnerships with contractors through local unions and Associated Building Contractors will give
case managers a heads-up on anticipated openings and training options. Case managers are
notified of all recruitments.
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18. Job development and/or business service units will support this model:

As was noted under a similar question for Adult and Dislocated Worker populations (and which
will not be different for RES participants), our region provides significant job search and
development services to its customers already and we are now placing even more emphasis on
job development. At the centers, Job Development Teams meet on a regular basis with employer
service representatives; the Veteran’s Representative job developing for veterans and other
“targeted” staff job developing for the following populations; ex-offenders, noncustodial parents,
the homeless, youth and welfare recipients. Each one of these areas is represented on the Centers
Job Development Team. The new Job Developers will be part of the Business Account
Representative Team. The BAR Team provides business/employer contact information daily
with special emphasis “‘Hot Jobs’” and specialized employment opportunities.

And the pilot Integrated Business Service Unit previously described will test how our current
two independently operated Centers can work in an integrated manner to provide a single point
of contact to those services and we are targeting increased employer participation from health
care, precision manufacturing industry, and green job clusters, as it is the long-term goal for the
centers to develop a new type of relationship with these employers, and the RES participants will
benefit from these value-added efforts.

Ongoing Customer Contact

We recognize that continued, ongoing contact with customers during job search and training
services through job placement is vital to their success. Career Centers will use MOSES to
record services and ongoing contact provided to customers.

19. The process that will be used to ensure ongoing RES customer contact is that:

The RES counselor will be doing case management and follow up similar to the WIA program.
The counselor will be in contact every 30 days until the customer finds suitable employment.
Regular outreach occurs with current contacts that develop a break in their service patterns. This
will continue for RES customers as well. In addition, WEB pages, mailings and on-going email
contact are all designed to maintain constant communication. Finally, regular communication
with the hiring employer is crucial to make sure the newly acquired position is working out.

Reporting
ARRA requires transparency and accountability; therefore it is imperative to track the successful

outcomes of the services provided to our Career Center customers. The MOSES database will be
utilized to track all services to CC customers.

20. Our process to monitor timely recording and tracking of services to customers is:

Using the ARRA specialized service and other appropriate career center service buttons, regular
weekly and monthly reports that mirror the extensive suite of reports in place for WIA already
have been created to monitor the usage and effectiveness of the ARRA funds and services.
Whenever possible, staff records on-time data entry for services. When this is not possible, staff
makes notations and either data enters at off-times or relays to managers to incorporate support
services assistance. Quality control checks are performed on a monthly basis at the REB, as well
as monthly career center management review. We will be taking the advice and guidance of
statewide and national requirements as they get communicated.
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Part C: Youth Program

Section A: please provide one or two paragraphs of narrative response to each question.

A. PROGRAM PERIODS

1) Briefly summarize local plans to implement programming between February 17, 2009 and
June 30, 2011. Use the different time frames listed below to guide your response. In addition,
approximate the local area’s spending rate in percentage in each timeframe. (Attach a Board
approved plan of action, with timelines, for spending the ARRA funding between if available).
Please include information on planned enrollments, as listed in Attachment G, Chart 4, as you
respond to these questions.

February — | No enrollments and minimal spending during this time period as we are in the
April 2009 planning phase, developing sub-contracts and budgets, ordering applications,
forms and supplies; getting applications out.
May to Sept | Plan to spend 70% of the funds and enroll 850 youth in the summer program.
2009 = May and June will be heavily spent on processing applications, determining
eligibility and setting up worksite agreements.
= The summer program worksites will officially have youth begin on July 6"
and end no later than August 28™ although some will end one week sooner.
= All youth will participate in our Youth Work Readiness Certificate Program
as part of their program, typically at the beginning and will be followed into
the worksite with a MA Work-Based Learning Plan.
= September will be spent on closing out summer portion of the sub-contracts
and begin to plan for year-round activities.
Oct 2009 to | Plan to continue working with some youth with 15% of remaining ARRA funds.
April 2010 Depending on the level of remaining funds from the summer, we will re-convene
the Youth Council and Board to make planning decisions based on that amount
and to see how best to utilize remaining ARRA with year-round WIA activities
so that we make strategic continued funding decisions based on that real-time
picture. Leveraging funds with our Green Jobs grant for instance seems to be a
good strategic use of the funds.
May to Sept | Plan to spend remaining funds of 15% for a small 2" summer component.
2010
Oct 2010 to | Do not currently plan on having any funds left in this period.
June 2011

2). Describe how the local area will balance the need to spend money quickly to stimulate the
economy with the need to provide quality programming to youth served with ARRA/WIA

funding?
Please We are planning an aggressive summer program, as noted above, to stimulate the
Describe economy, get money into youths pockets and into their family’s budgets, but not

sacrificing quality work experience and a well rounded and safe summer
experience overall. No youth with just be in a “job” — they will be learning
about workplace requirements and improving their work readiness skills while
working with caring adults as supervisors.
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Section B: please check “yes” or “no” to the question. In the box below the question,
provide up to one paragraph of narrative response to each question.

B. WAGES/STIPENDS Yes | No

1). Will the wages being paid to ARRA/WIA Title | Summer Youth customers
meet the Massachusetts minimum wage requirements (TEGL 14-08 Section 16C)? X
If no describe your policy regarding wages.

Please
Describe

Youth will mostly be paid the minimum $8/hour however older youth maybe paid a
higher wage, up to $12/hour maximum.

2). Will any ARRA/WIA Title | Summer Program Youth customers receive wages
or stipends for the classroom portion of their summer employment? If yes, please
describe the board approved policy regarding wages/stipends for classroom
portions of the summer employment (TEGL 14-08 Section 16C).

X

Please
Describe

All youth will have work experience as part of their summer program, but for r
integrated education-work readiness-work experience the equivalent wage paid to
the youth for the work experience portion will apply to the classroom portion.

3). Will the local area provide Supportive Services to participants during the
summer program? If yes, please describe the board approved policy regarding X
supportive services.

Please
Describe

We will provide bus passes to ALL youth in the summer program to ensure they
have transportation in place to their worksites and be able to get to bank to cash
checks, etc. The REB also has a performance incentive policy which will pay
successful youth a $100 payment.

4). Will the local area use the Work Opportunity Tax Credit (WOTC) as an
incentive to employers to hire disconnected youth ages 16-247? If yes, please X
describe the anticipated process.

Please
Describe

The One-Stop Career Centers and REB staff market the WOTC to employers and
explain the process of how to obtain the credit to ensure participation of those
interested.

5). The Secretary of Labor and Workforce Development has placed a wage cap at

$12 per hour for Title I WIA youth program participants being served with ARRA X

funds. Will the local area’s wage exceed this standard? (If yes describe your
policy regarding wages.)

Please
Describe

We are in compliance.
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Sections C, D & E: please provide one or two paragraphs of narrative response to the
guestion in the box below each question.

C. WORKSITE/EMPLOYER SELECTION

1). What will the local area do to ensure that participating worksites offer meaningful work
experiences for customers that match career interests and aptitudes that are developmentally
appropriate and introduce and reinforce the rigors, demands, rewards, and sanctions associated
with holding a job (TEGL 14-08 section 16E)?

Please Worksite agreements are developed with site supervisors by the vendors and each
Describe | and every one is reviewed and approved by REB staff to ensure the job duty
descriptions are meaningful and match the REB assessment of the youth. The MA
Work-Based Learning Plans will further document their attainment of these work
readiness skills.

2). Describe how the local area will recruit employers that are committed to helping participants
receive the experience and training that is required to meet the work readiness goals set for
summer employment participants (TEGL 14-08 Section 16E)?

Please The REB carries out a massive marketing campaign to employers which includes
Describe | an Employer Outreach Breakfast, direct mailing campaign, placing ads in Chamber
newsletters. VVendors supplement these activities with their own direct outreach.

3). What actions will the local area take to ensure that work experience arrangements do not
unfavorably impact current employees, do not impair existing contracts for services or collective
bargaining agreements and the fair selection process for worksites (TEGL 14-08 Section 16E)?

Please These matters are ensured in the development of the worksite agreement and signed
Describe | to.

4). What is the local area’s plan to focus services on the neediest youth, including youth at risk
of dropping out, youth in and aging out of foster care, youth offenders and those at risk of court
involvement, homeless and runaway youth, youth of incarcerated parents, migrant youth, Indian
and Native American youth, and youth with disabilities (TEGL 14-08 Section 16E), see also
section G?

Please We have developed working relationships with all the agencies that serve these
Describe | youth target groups and, as we do for regular WIA, prioritize them for services. As
you can see by our WIA participant characteristic reports. For ARRA, we will
serve even more at-risk youth of all categories.

5). What is the local area’s plan to provide age appropriate work experiences for the various
youth cohorts including younger youth (ages 14 — 18) Older Youth (ages 19 — 21) and Young
Adults (ages 22 — 24) (TELG 14-08 section 16E)?

Please Our strategy is to ensure older youth have experiences that included development
Describe | of potential supervisory skills as they may be “peer mentors” to younger youth at a
same worksite. Through the development of the worksite agreements, we will
ensure the work experiences provide age-appropriate work skills that will develop
the youth and enhance their pre-summer work readiness levels.
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D. FRAMEWORK SERVICES

1). Please describe the local area processes and organizational responsibility for determining
eligibility including use of the 5% window.

Please The REB reviews and certifies eligibility for all youth, including any that may be
Describe | enrolled through the 5% window although with our large state-funded YouthWorks
and private sector summer jobs programs we do not see a need to use this window
as we can serve the youth into these other programs if over-income.

2). What tool(s) will the local area consider appropriate for the objective assessment and
flexibility for documenting the individual service strategy of youth served with ARRA/WIA
funds during the summer months. (TEGL 14-08 section 16E)?

Please The REB will have all youth take the TABE test, go through the work readiness
Describe | training pre-assessment tools and an 1SS will be developed for all as goals for the
program are individually determined.

3). How will the assessment tools described in question 2 assist in determining which of the
program design elements will be part of the summer program (refer to Part F of this plan for list
of program design options)? We anticipate that we will determine that in addition to summer
work experience, youth will be determine to need some academic tutoring, leadership
development, and adult mentoring. All youth will receive supportive services.
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E. ADMINISTRATIVE READINESS

1). What staffing plan is in place in order to implement the ARRA/WIA between February 17,
2009 and June 30, 2011? Please describe and enumerate the positions at the LWIB, Framework
Service Provider and Vendors including those necessary to determine eligibility for a larger
number of youth. In addition describe any training that is planned for new staff.

Please
Describe

The LWIB will not hire any new staff throughout the duration of ARRA. As the
Fiscal Agent, the REB has already hired 3 temporary staff (college graduates) to
assist existing staff in delivering the framework services and to visit worksites once
operational. Procured vendors will being to expend funds to develop their programs
during April-June and then will run their summer programs. After they end, we
will be making new planning decisions regarding the expenditure of the remaining
funds.

2). What plans are in place to ensure the local area will be able to spend at least 30% of funding
on out of school youth as required by WIA (TEGL 14-08 section 6 C)?

Please
Describe

In regular WIA we target 65% of our funds for out-of-school youth; while we will
target less than that for ARRA the vendor contracts are targeted to serve 35%- 40%
on out of school youth.

3). What are the plans for monitoring (fiscal and program) the ARRA/WIA project through June
2011? Please describe specifically monitoring plans during the summer (TEGL 14-08 Section
9). Attach a fiscal and program monitoring schedule with timeline.

Please
Describe

All vendors will be monitored both fiscally and programmatically in the summer

and at least 10% sample of individual worksites will also be monitored. The

schedule is as follows:

= July 20 — August 7: Summer fiscal monitoring of youth payroll and Program
Vendor and Worksite Monitoring

= December 2009 — May 2010: For Year-Round full fiscal systems monitoring

= March 2010: REB Program Site Visits

= July 19 — August 6: Summer fiscal monitoring of youth payroll and Program
Vendor and Worksite Monitoring (if we have second summer program)

This is augmented Monthly Vendor meetings to address and resolve any
programmatic or fiscal issues.

4). Will the local area have the capacity to operate the ARRA/WIA program and the regular
WIA program concurrently and will there be any foreseeable problems spending the funds
before June 2011?

Please
Describe

Yes. We do not see this as a problem.

5). Massachusetts has requested specific waivers from USDOL which have not yet been
approved in time for this plan. Which of these does the local area anticipate implementing for
the ARRA/WIA program (ITA’s for youth, framework/Follow up non-procurement, ARRA
procurement flexibility, use of the work readiness for indicator for 18 - 24 after the summer
only)? (if none enter N/A).

Please
Describe

ITA’s for youth (current waiver, but only for after the summer) and use of the work
readiness for indicator for 18 - 24 year olds (after the summer only).
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Section F: please check all of the boxes that describe your program design. In addition, in
the boxes at the bottom of the lists please provide a one paragraph description for each

type selected.

F. PROGRAM DESIGN

Check
here
if Yes

1). Please indicate by check mark the type of program model that will be
incorporated into the local ARRA youth program.

Incorporating green work experiences: Driven by the need to go green, we will be
participating in several green initiatives. Worksites such as at MassHousing will
teach weatherization and window replacement skills. Other sites are adding in
“green” components to their work experiences by instructing what environmental
impacts the work will have.

Connections to registered apprenticeship: The WIA youth program currently has pre-
apprenticeship programs however, we are currently cultivating an opportunity with
our local building trades union. This will provide an excellent opportunity for our
local youth.

Integration of work-based and classroom-based learning activities: All WIA ARRA
youth participants will be required to complete a work based learning certificate
program. This activity will take the first week of summer activities so youth can
expand upon there summer job experiences. Additionally, many of our ARRA youth
will be required to attend an academic component through our local school
departments as part of their WIA summer commitment.

Academic and occupational linkages: The WIA youth program is directly linked with
our local Community Colleges as well as our four year institutions. The program is
very aggressive in expanding educational opportunities for our participants and all
providers are encouraged to explore all options.

Continued services supporting older/out-of-school youth during non-summer months:

It is our plan to enroll out of school youth who successfully complete the ARRA
summer job program into our year round WIA program or with continued ARRA
funds for 22-24 year olds. Out of school youth will be provided high support and
will aggressively pursue their high school diploma or GED. Additionally, will we
look to secure long term employment opportunities as well as career exploration.

Pre-apprenticeship models:

Group Training/Group Worksites: We have several worksites that accommodate a
group of youth (with no MORE than a 10:1 supervisor to youth ratio). As for
occupational “training”, our first preference is to utilize our ITA process. The
infrastructure is in place in Hampden County, and we have an expansive list of ITA
vendors.

Other:

Please
Describe
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2). Please indicate which of the 10 program elements will be provided as part of the
summer jobs program?

Tutoring, Study Skills Drop Out Prevention

Alternative Secondary Education

Summer Employment

X[ X[ XX

Work Experience

Occupational Skills

Leadership Development

Supportive Services

Adult Mentoring

Comprehensive Guidance and Counseling

X | X[ X[ X[ X

Follow Up Services (for year-round participants only; not for summer-only)

Please While we intend to only track and report work readiness indicator as a performance
Describe | measure during the summer, youth will receive other program elements that will
lead to their improving basic skills, returning to school or going to college, etc.

3). How will the local area determine if and when 12 month follow-up will be required for youth
being served with the ARRA funds during the summer period(s) of May 1 through September
30, (TEGL 18-08 section 16E)?

Please We will only carry out follow-up for youth who we continue to work with after the
Describe | summer portion is over.

4). What will the local area do to prioritize veterans or their spouses who are eligible for the
ARRA/WIA Title | youth services (TEGL 14-08 section 16C)?

Please During our recruitment period, eligible veteran’s or their spouses go to the “top of
Describe | the list” for placement in the summer program and for if services continue post-
summer.

5). How will the local area ensure there are opportunities for those older and out of school youth
that are not returning to school after September 2009 to reconnect into academic or occupational
or other training opportunities (TEGL 14-08 section 16E)?

While we intend to only track and report work readiness indicator as a performance measure
during the summer, youth will receive other program elements that will lead to their improving
basic skills, returning to school, going to college or another occupational program, entering a
GED program, etc. Our vendors will ensure that a next step goal is looked at for each youth as
they complete the summer portion of the grant.
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Section G: please indicate the planned number of enrollments of youth who are referred by
Massachusetts youth serving agencies. In addition, in the box at the bottom of the list
please provide up to one paragraph of narrative description for each agency indicated.

G. CONNECTIONS TO STATE YOUTH SERVING AGENCIES Planned
Enrollments

Department of Children and Families 125
Department of Mental Health 50
Department of Transitional Assistance 500
Department of Youth Services 250
Massachusetts Rehabilitation Commission 70
Massachusetts Juvenile or Family Court 50
Other
Other
Please
Describe

31




ATTACHMENT H

Section H: please check all of the boxes that indicate what work readiness goals will be used
for the summer employment program. In addition, in the boxes at the bottom of the lists

please

provide a one paragraph description for each type selected.

H. WORK READINESS INDICATOR

Documentation Cg
Skill Group S Specific Work Readiness Goals here
ource :
- if Yes
World of work awareness X
Labor Market knowledge X
Career Readiness Local Decision Occupational Information X
Skills Values Clarification X
Career Planning X
Job Search Techniques X
Daily Living Skills X
Mass Work Attendance and Punctuality X
Work Ethic and ass vvork Workplace Appearance X
. . Based Learning - — ——
Professionalism Plan Accepting Direction/Criticism X
Motivation and Taking Initiative X
Workplace culture, policy & safety X
N Speakin X
Communication Mass Work LI.O g
. Istening X
& Interpersonal Based Learning - -
; Interacting with Co-Workers X
Skills Plan .
Speaking X
Other Other Other
Other Other Other
Other Other Other
Please
Describe

1). What pre-employment workshops or work readiness curriculum will be instituted to provide
youth a baseline for entering worksites and achieving the work readiness outcome? Please
consider career center seminars, vendor curriculums, or work experiences models.

Please
Descri

The REB has a well known Workplace Readiness Certificate Program in which all
be | vendors, career center staff, etc. for ALL REB youth programs are trained in through
a “train the trainer” approach and then provide to youth as part of their program
design. The purpose of the Workplace Readiness Certificate Program is to develop a
youth’s basic work readiness skills in four competency areas as measured by the
Massachusetts Work-Based Learning Plan:

e Communication and Literacy
Completing entire Activities
Acting Professionally
Interacting With Others

The curriculum also includes activities to help youth develop essential job search skills such
as completing a job application, developing a resume and interviewing.
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® WIA-funded Youth Service Providers Survey ®
Workforce Investment Area -- FY 2010

Youth Program Design Framework

1. Which of the following functions do you consider to be included in your ‘youth program
design framework’? (Check all that apply)

X Outreach and recruitment
X Eligibility determination

X Objective assessment

X Development of Individual Service Strategy
X Case management

X Follow-up services

X Data collection, tracking and reporting

2. Identify the organization(s) that provide these framework services to eligible youth in your
workforce area.

REB of Hampden County Inc., with procured vendors Outreach and recruitment

REB of Hampden County Inc. Eligibility determination
REB of Hampden County Inc. Obijective assessment
REB of Hampden County Inc. Development of ISS
Procured vendors (see table) Case management

REB of Hampden County Inc., with procured vendors Follow-up services

REB of Hampden County Inc., with procured vendors Data collection, tracking and
reporting

3. Please estimate the cost of providing your youth program design framework functions paid
for by WIA Youth funds. $431,600 (ARRA)




4. Were any of the framework services awarded as a result of a competitive bid? Check one
answer that best fits your situation.

Yes. Most of the framework functions were awarded to a single* organization,
which is performing those tasks on behalf of eligible youth and all youth service
providers in our workforce area.

Yes. Most of the framework functions are being performed by youth service
providers as a part of their delivery of youth services.

No. Our framework functions are being performed by the WIA fiscal agent, and
did not have to be awarded on a competitive basis.

X Other. (Please describe): Most framework services are performed by the REB, as
the WIA Fiscal agent, except that certain functions are supported by competitively
procured WIA youth vendors (outreach, recruitment for example) and case
management is an integral part of the vendor responsibilities.

Approved Youth Service Providers

Complete the form that appears on the next page, using additional pages as necessary. Make
sure you include the following information:

» ldentify each organization that has been approved by your workforce investment board
or youth council to provide WIA youth services.

» For each provider, provide basic contact information, the amount of contract award*,
and a brief description of the youth who will be served through the contract.

*  Please note that award amounts for Regular WIA are planning estimates. ARRA
awards are for the summer program component only as that is all we have contracted
for at this time.

» For each provider, check which of the ten WIA program elements* will be provided
through the service contract.

* Please note that the chart reflects that all youth vendors make available all 10
program elements through their REGULAR WIA contracts and for any ARRA youth
that are served after the summer program is complete. For ARRA summer
component, which are the current award amounts listed on the following page, please
refer to Narrative Question F. 2) for elements we expect to provide.



Attachment |

Service Providers

ARRA
Work
site

Tutoring,
study skills

Alternative
education

Summer
jobs

Work
experience

Occupa-
tional
training

Leadership
develop-
ment

Supportive
services

Adult
mentoring

Follow-up
services

Guidance
counseling

Service provider:

New England Farm Worker’s Council: 1628-1640
Main St., Springfield MA and 225 High Street,
Holyoke, MA , Ana West: 272-2280

Amount of Regular contract award:$580,337
Amount of ARRA contract award:$579,826

Describe youth to be served: 16-21 Out-of-
school youth for Year-Round WIA funds; All 14-24
youth for ARRA funds.

X

X

X

X

X

X

X

X

X

X

Service provider:
YWCA: 7 Orleans Street, Springfield, MA, 733-
9172, Mary McCrae X-102

Amount of Regular contract award:$156,556
Amount of ARRA contract award:$140,890

Describe youth to be served: 16-21 Out-of-school
youth for Year-Round WIA funds; All 14-24 youth
for ARRA funds.

Service provider:

MCDI: 140 Wilbraham Avenue, Springfield, MA,
781-5640, Ebony Hopper X- 212

Amount of Regular contract award:$128,709
Amount of ARRA contract award:$207,830

Describe youth to be served: 16-21 Out-of-
school youth for Year-Round WIA funds; All 14-24
youth for ARRA funds.




Service Providers

ARRA
Work
site

Tutoring,
study skills

Alternative
education

Summer
jobs

Work
experience

Occupa-
tional
training

Leadership
develop-
ment

Supportive
services

Adult
mentoring

Follow-up
services

Guidance
counseling

Service provider:

New North Citizens Council: 2383 Main Street,
Springfield, MA, Eric Maldonado: 746-4885

Amount of Regular contract award:$138,001
Amount of ARRA contract award:$192,530

Describe youth to be served: 16+ In-School
youth for Year-Round WIA funds; All 14-24 youth
for ARRA funds.

X

X

X

X

X

X

X

X

X

Service provider:

Pathfinder Regional High School: 240 Sykes
Road, Palmer, MA, Christopher Pope: 283-9701

Amount of Regular contract award:$79,205
Amount of ARRA contract award:$71,280

Describe youth to be served: 16+ In-School
youth for Year-Round WIA funds; All 14-24 youth
for ARRA funds.

Service provider:
Holyoke Public Schools: Dean High School, 1045
Main Street, Holyoke, MA, Norm Leblanc: 534-2086

Amount of Regular contract award:$243,557
Amount of ARRA contract award:$219,186

Describe youth to be served: 16+ In-School
youth for Year-Round WIA funds; All 14-24 youth
for ARRA funds.
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Work Site Assurances

In paying attention to cautions about youth worksite placements (TEGL 14-08 Section 16E, the local
area makes the following assurances:

1). participant to staff ratios are no greater than 10 to 1
X Yes []No

2). the work experience of the participants will not impair existing contracts for services or collective
bargaining agreements nor replace the work of employees who have experienced layoffs
X Yes []No

3). employers site will be flexible in working with youth who have issues that may have barriers to
employment
X Yes []No

4). there is proper worksite supervision in cooperation with both worksite supervisors and program monitors
Yes [ ] No

9). summer employment will be a work experience intended to increase work readiness skills of participants

> Yes []No

6). there is a selection criterion that ensures that one employer is not favored at the expense of another
employer

X Yes []No

7). that Recovery Act funds are not used to place youth in summer employment or work experiences
outside the summer months in any of these facilities: casinos or any other gambling establishments,
aquariums, zoos, golf courses or swimming pools

X Yes []No

8). ensures that jobs created with Recovery Act funds meet Massachusetts minimum wage requirements

X Yes [ ]No

9). ensures that jobs created with Recover Act funds adhere all Child Labor Laws
X Yes [ ]No

076’
Signature: %7* V- Date: 5/20/‘3 >

(LWIB Board Chaj






