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LOCAL WORKFORCE INVESTMENT BOARD

CERTIFICATION PACKAGE

MERRIMACK VALLEY WORKFORCE INVESTMENT BOARD
Workforce Investment Board Name

LOWER MERRIMACK VALLEY
Workforce Investment Area

Submitted for Certification Review to

Massachusetts Department of Career Services

F ELECTED OFFICIAL:

. : ' -2/ /F
ature Date

William Lantigua, Mavyor, City of Lawrence
Typed Name and Title/City

IB CHAIR:

Date

Joseph Bevilacqua, President & CEQ, Merrimack Valley Chamber of Commerce
Typed Name and Title/Company Name

* Note: Signatures attest to agreement of Chief Elected Official and Workforce Investment Board
Chair related to the assurances and documents contained within this Certification package.
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LOCAL WORKFORCE INVESTMENT BOARD CERTIFICATION
CONTACT INFORMATION

Merrimack Valley Workforce Investment Board
Workforce Investment Board Name

Principal Contact

Typed Name: Rafael Abislaiman

Title: Executive Director

Mail Address: 439 South Union Street, Bldg. 2, Suite 102, Lawrence, MA 01843

E-mail Address: rabislaiman@mvwib.org

Telephone:  978-682-7099

Fax Number: 978-797-1901

The person named above will be the individual that state reviewers will contact if there are questions
or additional information is needed.

Chief Elected Official

Typed Name: William Lantigua

Title: Mayor, City of Lawrence

Mail Address: City Hall, 200 Common Street, Lawrence, MA 01840

E-mail Address: WLantigua@cityoflawrence.com

Telephone:  978-620-3010

Fax Number: 978-722-9200
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Workforce Investment Board Chairperson

Typed Name: Joseph Bevilacqua

Title: President

Mail Address:

E-mail Address: ijb@merrimackvalleychamber.com

Telephone:  978-686-0900

Fax Number: 978-794-9953

Workforce Investment Board Director

Typed Name: Rafael Abislaiman

Title: Executive Director

Mail Address: 439 South Union Street, Bldg. 2, Suite 102, Lawrence, MA 01843

E-mail Address: rabislaiman@mvwib.org

Telephone:  978-682-7099

Fax Number: 978-797-1901
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ASSURANCES

Conflict of Interest:

Appointed members of the Local Workforce Investment Boards are "special state
employees" within the meaning of the Massachusetts Conflict of Interest Law, G.L. c.
268A, §S 1-25, and, therefore, are subject to the provisions of that statute. The State Ethics
Reform Law, G.L. c. 268A, § 28, imposes education and biennial online training
requirements on public employees, including individuals appointed to Local Workforce
Investment Boards. In order to comply with the requirements of the statute Local Board
Members will be provided with a Summary of the Conflict of Interest Law prepared by the
State Ethics Commission, and a frequently asked questions instructional document outlining
the education and training requirements. All members of Local Boards must submit the
attached acknowledgment form indicating that they are aware of the various legal
requirements relating to the Conflict of Interest Law.

The online training must be completed every two years. If individuals have already
completed the on-line training during 2012, they do not have to repeat the training at this
time, but may simply submit a copy of the State Ethics Commission Receipt. If individuals
have not taken the Online Training Program yet, or if they completed the training prior to
2012, they must complete the training within thirty (30) days of receipt of this notice. The
LWIB will develop a fair and impartial review process, which incorporates in its by-laws a
conflict of interest statement that is in compliance with the Commonwealth of
Massachusetts conflict of interest laws (MGL Chapter 268A and B). This statement will
ensure that no LWIB member may participate in discussions or vote on proposals in which
the member has a financial or other interest as described in the statement. A signed Conflict
of Interest Statement for each member must be kept on file.

i. Reference: Ethics Site for the Sumimary of the Conflict of Interest Law for State

Employees http://www.mass.gov/ethics/education-and-training-
resources/implementation-procedures/state-employees-summary.html

ii. Biennial Online Training
iii. http://www.mass.gov/ethics/new-online-programs-available-december2012.html

Section 117 (e) of the Workforce Investment Act of 1998, and the Massachusetts Open
Meeting Law, G.L. c. 30A, §§ 18-25, impose certain obligations on Local Workforce
Investment Boards. Among these obligations are the legal requirements to conduct all
business in an open and transparent manner. The purpose of the Open Meeting Law is to
ensure transparency in the deliberations on which public policy is based. The Local Board
must assure compliance at all times with the Open Meeting Law by, among other things,
posting all meeting notices in a manner consistent with the law, by opening all meetings up
to the public to attend, and by keeping accurate minutes of all meetings. Local Boards are
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being provided links to the Massachusetts Open Meeting Law, Open Meeting Regulation,
and the Open Meeting Law Guide.

The LWIB ensures that it will conduct business in an open manner as required under

Section 117(e) of the Workforce Investment Act and consistent with the Massachusetts
Open Meeting Laws

Reference: Open Meeting Law Attorney General website.

Open Meeting Law: http://www.mass.gov/ethics/new-online-programs-available-
december2012.html

Open Meeting Law Regulation: http://www.mass.gov/ago/government-resources/open-
meeting-law/940-cmr-2900.html

Open Meeting Law Guide: http://www.mass.gov/ago/government-resources/open-meeting-
law/attorney-generals-open-meeting-law-guide.html

The LWIB assures that current policies and procedures in place for the local workforce
investment area for complaint resolution are consistent with WIA regulations and the
Commonwealth’s procedural guidance as defined in MassWorkforce Issuance # 11-27
Unified Workforce Investment System Complaint Process.

The Chief Elected Official in a local area shall serve as the local grant recipient for, and
shall be liable for any misuse of, the grant funds allocated to the local area under Sections
128 and 133, unless the Chief Elected Official reaches an agreement with the Governor for
the Governor to act as the local grant recipient and bear such liability. (WIA, Section 117
(d) 3)B)H)D)

The designated Chief Elected Official serves as the local grant recipient for a local area and
may designate an entity to serve as a local grant sub-recipient for such funds, or as a local
fiscal agent. Such designation shall not relieve the Chief Elected Official or the Governor of
the liability for any misuse of grant funds as described in sub clause (I). (WIA, Section 117

(d(3)(B)A)(ID)

The local grant recipient or an entity designated as the fiscal agent shall disburse such funds
for workforce investment activities at the direction of the local board, pursuant to the
requirements of WIA, if the direction does not violate a provision of this Act. The local
grant recipient or fiscal agent shall disburse the funds immediately on receiving such
direction from the local board. (WIA, Section 117 (d)(3)(B)(i)(III))

The LWIB will enter into a formal agreement with the Chief Elected Official clearly
detailing the partnership between the two entities for the governance, review and oversight
of Local Workforce Investment Activities (LWIB/CEO Agreement Template provided).
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Consistent with Section 118 of WIA, each local board in partnership with the Chief Elected

Official for the local area involved shall develop and submit an annual plan to the Governor.
(WIA, Section 117 (d)(1))

The LWIB, LWIB staff and any organization that directly provides staff to the LWIB may
not provide WIA services (including Wagner-Peyser) in the local workforce investment
area, i.e., core, intensive, or training, or participate in the management or operations of the
local One Stop Career Center

Consistent with section 121(d) of WIA, the local board, with agreement of the Chief Elected
Official shall designate or certify one-stop operators as described in section 121(d)(2)(A);
and may terminate for cause the eligibility of such operators. (WIA, Section 117 (d)(2)(A)(
& ii)).

The local board shall develop a budget for the purpose of carrying out the duties of the local
board under WIA subject to the approval of the chief elected official.” (WIA, Section 117
(d)3)(A))

The local board, in partnership with the chief elected official, shall conduct oversight with
respect to local programs of youth activities authorized under Section 129 of WIA, local
employment and training activities authorized under Section 134, and the one stop delivery
system in the local area. (WIA Section 117 (d)(4))

The local board, the chief elected official, and the Governor shall negotiate and reach
agreement on local performance measures as described in Section 136 of WIA. (WIA
Section 117 (d)(5))

There shall be established, as a subgroup within each local board, a youth council appointed
by the local board, in cooperation with the chief elected official for the area. (WIA Section
117 (h)(1))

The local board shall assist the Governor in developing the statewide employment statistics
system described in Section 15(e) of the Wagner-Peyser Act. (WIA Section 117 (d)(6))

The LWIB/Fiscal Agent will utilize a procurement process that maximizes open and free
competition. Procurement standards as delineated at 2 CFR, Part 215 (Uniform
Administrative Requirements for Grants and Agreements With Institutions of Higher
Education, Hospitals and Other Non-Profit Organizations), MGL Chapter 30b and 29 CFR
95.40-48 must be followed as appropriate. The LWIB/Fiscal Agent must be aware of
organizational conflicts of interest or other practices that may reduce competition. Written
procurement procedures demonstrating compliance with Public Law 105-220 Section 117
(d)(2)(B, C and D) of the Workforce Investment Act of 1998 covering the solicitation and
award of contracts for goods and services and records sufficient to adequately document
each procurement must be maintained.
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The Board assures that it and the local one-stop career center operator will carry out all
activities relevant to the provision of each program covered under the Annual Business Plan
in accordance with all Federal/State policies and procedures. The Board further assures that
a schedule for the monitoring of the Board and local one-stop career center activities will be
developed and agreed upon in concert with the Department of Career Services (DCS).

The Board assures that no funds provided through the Workforce Investment Act of 1998
and other programs as designated by the Commonwealth shall be used for, political activity,
lobbying (29CFR 93/PL 101-121,319/31USC1352) or propaganda purposes. Compliance
with the Hatch Act is also applicable where required.

The LWIB assures that it will focus its efforts on meeting the needs of local employers in
both the state and local workforce systems. The LWIB assures that it will provide that
connecting, brokering and coaching activities will occur that support these efforts. (Public
Law 105-220, Section 117 (d)(8)

The LWIB assures that linkages have been made by the LWIB with area employers and
economic development agencies in order to ensure a well-coordinated and non-duplicative
workforce investment system in the region.

Pursuant to Section 117 of the Workforce Investment Act of 1998 the Local Workforce
Investment Board must be comprised of representatives of certain unique and specific
members of the statewide workforce investment system. The Local Board, among other
functions, sets policy for the portion of the statewide workforce system within its area. As
such, the Local Board, in its entirety, must vote on such matters as the local workforce
investment plan. See WIA, §118; 20 CFR 661.300; 20 CFR 661.345.

WIA (sec. 117 (e)): Sunshine Provision — The local board shall make available to the public,
on a regular basis through open meetings, information regarding the activities of the local
board, including information regarding the local plan prior to submission of the plan, and
regarding membership, the designation and certification of one-stop operators, and the award
of grants or contracts to eligible providers of youth activities, and on request, minutes of
formal meetings of the local board.



AGREEMENT BETWEEN
THE MERRIMACK VALLEY WORKFORCE INVESTMENT BOARD
AND
THE MAYOR OF THE CITY OF LAWRENCE, MASSACHUSETTS

THIS AGREEMENT is made by and between the Merrimack Valley Workforce Investment
Board (MVWIB, or "the Board") and the Mayor of the City of Lawrence, Massachusetts, as the
Chief Elected Official (CEO) of the Merrimack Valley Workforce Investment Area.

WHEREAS, the Governor of the Commonwealth of Massachusetts has designated the Cities and
Towns of Lawrence, Andover, North Andover, Methuen, Haverhill, Newburyport,
Georgetown, Groveland, Rowley, Newbury, West Newbury, Salisbury, Amesbury,
Merrimack, and Boxford as a Workforce Investment Area (the Area) under the
Workforce Investment Act of 1998 (hereinafter referred to as WIA);

WHEREAS, the Board and CEO desire to ensure the provision of job training and employment
opportunities which will lead to maximum employment opportunities and enhance the
self-sufficiency of economically disadvantaged and other persons in the region; and

WHEREAS, the purpose of this agreement is to provide a basis for cooperation and a partnership
between the Board and CEO, which will lead to the success of the Merrimack Valley
employment and training system within the Workforce Investment Area; and

NOW THEREFORE, in consideration of the promises and the mutual covenants and obligations
contained herein, the Board and the CEO hereby agree to the following provisions as the
governing principles of their partnership, defining the roles and responsibilities of each
party.

I. ROLES AND RESPONSIBILITIES:

A. The CEO and City of Lawrence

L. The Governor of the Commonwealth of Massachusetts has designated the City of
Lawrence ("the City") as the Grant Recipient under Public Law 105-220, and as such is
the fiscally liable party for grant funds under WIA Title I Adult, Dislocated Worker and
Youth Programs, and for such other workforce development funds it receives under
Sections 128 and 133 of the Workforce Investment Act of 1988. In this capacity, the City
shall act as the fiscal agent for receipt and administration of WIA Title I grant funds, and
may act as Grant Recipient for other workforce or training related funds (the funds),
provided that receipt of such funds shall be subject to written agreement and procedures
between the Board and CEO for accountability of such funds.

2. The CEO shall select and appoint members of the local Workforce Investment Board in
accordance with the procedures set forth under WIA Sec. 117 in conjunction with state
policy, the MVWIB By-laws, and the MVWIB Diversity Plan. In making Board
appointments the CEO will consult with other Mayors, town officials, and business
associations in the area to ensure representation by the geographic, ethnic, and cultural
diversity of the Merrimack Valley population. Current Board membership includes
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representation from eight (8) of the region’s fifteen (15) municipalities; and, twenty-four
(24) of the thirty-six (36) private sector businesses are representative of critical and
emerging industries as identified in the region’s Labor Force Blueprint. The region is
comprised of three major metropolitan areas, Greater Lawrence, Greater Haverhill,and
Greater Newburyport. The Board is currently comprised of 12 private-sector members
from Greater Lawrence ; 8 private-sector members from Greater Haverhill ; and 8
private-sector members from Greater Newburyport'. Eight of our fifteen municipalities
are represented on the Board. The CEO shall maintain a goal and endeavor to make
future appointments to the Board resulting in representation from a minimum of 50% of
the region’s municipalities, as well as representation from a minimum of 50% of the
region’s critical and emerging industries. The CEO shall endeavor to make future
appointments giving preference to minority and women nominations in order to make the
Board more reflective of the region’s demographics. The CEO shall ensure that all legally
required parties are represented on the Board. Appointments shall be for staggered three-
year terms. Notwithstanding the foregoing, all members shall serve at the pleasure of the
CEO. Such removal shall become effective immediately upon delivery of the written
notice.

The CEO will ensure that units of government in the region participate in Workforce
Development activities by encouraging the participation of the Economic Development
Directors of the five (5) major cities to the MVWIB, and ensuring that all cities and
towns are notified of meetings and events. In addition, the CEO will encourage and
promote, no less than annually but more frequently if necessary, “workforce development
roundtable discussions” with stakeholders from throughout the region, including
municipal officials, business associations, and private sector representatives in order to
hear and communicate regional issues and concerns for inclusion in future MVWIB
strategic planning.

Private-sector candidates must be nominated by local business organizations and business
trade associations, and reflect the industrial and geographic composition of the business
community. Education candidates must be nominated by regional or local educational
agencies, institutions and organizations representing such local entities. Nominations for
the local provider candidate representing Adult Education and Literacy (WIA Title II)
must be made by the Massachusetts Department of Education. Labor candidates must be
nominated by local labor federations (or if no employees are represented by such labor
organizations-other representatives of employees). To the extent required by law,
nominations must be by letter and shall be kept on file locally by the WIB.

Direct appointments by the CEO include Community Based Organizations including:
those representing individuals with disabilities and veterans for local area in which there
is such an organization; private economic development entities; One-Stop Career Center
partners that carry out activities at the local level and other partners from state/regional
agencies, including but not limited to the lead partner; and other agencies representing
appropriate entities at the discretion of the CEO. ‘

All membership vacancies must be filled within 90 calendar days, and all One-Stop
Career Center partnership vacancies must be filled within 60 calendar days.

The CEO shall designate the WIA Title I Administrator, who has fiduciary responsibility
and fiscal oversight on the CEO’s behalf for all funds for which the City holds liability.

2
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11.

The Title I Administrator shall report directly to the Chief Elected Official.

The Valley Works Career Center is a workforce development collaboration of the City of
Lawrence Department of Training and Development (DTD) and the Division of Career
Services chartered by the MVWIB., DTD is the lead agency for the two Valley Works
Career Centers in Lawrence and Haverhill. The Valley Works Career Center is primarly
funded by various grants and allocations through WIA, the Commonwealth Corporation,
the Division of Career Services, the Massachusetts Department of Labor and Workforce
Development, the Department of Transitional Assistance, The U.S. Department of
Labor, the Department of Education, and the Commonwealth of Massachusetts.

The Executive Director of the ValleyWorks Career Center shall report directly to the
MVWIB Executive Director regarding ValleyWorks’s performance in relationship to the
implementation and attainment of goals and objectives contained in the MVWIB Annual
and Strategic Plans, and any other grants or initiatives operated through the ValleyWorks
Career Centers over which the MVWIB has oversight and administrative responsibility. .
The ValleyWorks Executive Director will provide the MVWIB Executive Director with
the information needed by the MVWIB in order for it to carry-out its monitoring and
oversight role. Both the MVWIB Executive Director and the One-Stop Career Center
Executive Director shall report to the CEO.

The City, through Title 1 Administrator utilizing the DGA as fiscal agent, will be
responsible for the accountability of the funds for which the City is liable through the
utilization of sound administrative and financial management systems, including audit
provisions, development of contract documents for subcontractors and sub-recipients
selected to provide services according to the provisions of this Agreement.

The One-Stop Career Center, chartered by the MVWIB, is encouraged to directly pursue
and receive other workforce development related grant funds, utilizing the assistance as
necessary of DGA and/or MVWIB staff. DGA will act as the fiscal agent for any and
all funds received for which the City of Lawrence is the grant recipient and will be
under the oversight of the WIA Title I Administrator representing the CEO.

The CEO is committed to an inclusive approach to working with other mayors in the
region. The CEO will endeavor to meet with other governmental leaders biannually to
discuss and act on regional workforce development issues.

B. The Merrimack Valley Workforce Investment Board

1.

The Merrimack Valley Workforce Investment Board shall serve as the Workforce
Investment Board for the Lower Merrimack Valley Workforce Investment Area; in that
capacity it shall provide oversight and administration of the workforce development
system across the area pursuant to the provisions of the WIA and other workforce
funding source law, regulation or requirements. With respect to this Agreement, the term
"oversight and administration shall mean resource planning, development and allocation,
performance management and review, examination, inspection, monitoring and
evaluation of program activities and performance as opposed to supervise and/or manage
and/or operate programs that provide direct services to individuals.
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At least annually the DGA on behalf of the MVWIB shall develop a draft budget for
carrying out the duties of the Board as described in Section 117 (d)(3)(A) of the WIA of
1998. The budget shall be amended as necessary to receive MVWIB approval. It shall be
submitted to the CEO for final approval prior to submission to the State. The Board shall
follow all applicable state and federal policies and procedures. All MVWIB funding shall
be managed through the DGA under the supervision of the MVWIB Executive Director
and the WIA Title I Administrator.

The Board shall work with all partners, including businesses, education and training
providers, and community-based organizations to ensure and advocate for the most
efficient use of funding, and to achieve collaboration and maximization of resources
between organizations for the benefit of all partners.

Consistent with section 121(d), the Board, with the agreement of the CEO, shall
designate or certify one-stop operators and may terminate for cause the eligibility of such
operators. The process for designation and performance review of the One-Stop Career
Center is based on the Charter Agreement, agreed upon performance standards, and an
objective review of the attainment of those performance standards. The certification
and/or termination of the Career Center operator must have the agreement of the CEO.

. The Board shall solicit and accept grants and donations from sources other than Federal

funds made available under WIA for purposes consistent with its functions and
responsibilities under this Agreement. Functions and responsibilities do not normally
include programmatic operation.

The Board shall keep accurate records of Board member appointments, including the
name and address of the appointee, the effective date of appointment, expiration date of
appointment, and category represented by the member (i.e. private sector, labor, etc.).

The Board shall be responsible for maintaining letters of nomination submitted by local
business organizations and business trade organizations; regional or local educational
agencies, institutions, or organizations representing such local entities; the Massachusetts
Department of Education; local labor federations and other groups of organized labor;
and other individuals and organizations.

The Board shall promptly notify the CEO and appropriate oversight agencies, in writing,
of any Board member resignations and shall advise the CEO, in writing, at least 60 days
prior to the expiration of a Board member's term of office.

The Board will have in place a conflict of interest policy which incorporates in its bylaws
a statement in compliance with the Massachusetts conflict of interest laws (M.G.L.
Chapter 268A and B). The Board is responsible to ensure that all Board and Youth
Council members sign a Conflict of Interest form and that such form is updated as
necessary and kept on file at the Board office. (A copy of the Form is attached hereto as
Attachment A.) No appointment shall be in force until the execution of a Conflict of
Interest statement.

The Board shall act in accordance with the Massachusetts Open Meeting Law (M.G.L. c.
39, § 23B et. seq.) and shall post all of its meetings, at a minimum at Lawrence City Hall,
the Valley Works Career Centers, and on the Board website, with email notification to all
Board members, all clerks of the Cities and Towns in the Lower Merrimack Valley
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Workforce Investment Area (LMVWIA) and any others requesting such notification.

The Board shall make available to the public, on a regular basis through open meetings,
information regarding activities of the Board, including information regarding the local
plan, and regarding membership, the designation and certification of one-stop operators,
and awards of grants and contracts to eligible providers of youth activities, and shall post
minutes of formal meetings of the Board or its committees on its website within 48 hours
of approval.

The Board shall negotiate Memoranda of Understanding (MOU) with all Required
Partners of the One-Stop Career Center. Once an MOU acceptable to the CEO has been
negotiated with a Required Partner, the CEO shall appoint a representative of that
Required Partner to the Board.

The Board, in cooperation with the CEO, shall establish as a subgroup, a Youth Council,
which shall include: at least four members of the MVWIB with special interest or
expertise in youth policy; representatives of youth service agencies, including juvenile
justice and local law enforcement agencies; representatives of local public housing
authorities; parents of eligible youth seeking appropriate assistance; individuals,
including former participants, and representatives of organizations that have experience
relating to youth activities; and representatives of the Job Corp, as appropriate; and which
may include other local individuals which the Board, in cooperation with the CEO,
determines to be appropriate. In order to provide outreach to the entire region, the Board,
working through its staff, shall establish a recruitment packet including an application for
nomination to the Youth Council, a detailed description of the tasks, responsibilities, and
expectations of membership, and an overview of the Workforce Investment Act as it
pertains to the Youth Council. These packets will be distributed to a broad spectrum of
youth service providers and other appropriate entities throughout the region. Responses
to this outreach will be presented to the Nomination Committee for recommendation of
appointment by the MVWIB Chair.

The Board shall ensure that all members of the Youth Council who are not members of
the Board shall be voting members of the Youth Council and nonvoting members of the

board, and that the Youth Council shall operate in accordance with section 117(h) of
WIA.

Consistent with the section 123 of WIA, the Board shall identify eligible providers of
youth activities in the area and may award grants or contracts on a competitive basis
based on the recommendations of the Youth Council.

Consistent with section 122 of WIA, the Board shall identify eligible providers of
training services in the area, as described in Section 134(d)(4).

The Board shall establish a diversity goal to the extent possible within the diversity of its
population and the requirement that mandatory representatives to the Board be CEO's or
optimum decision makers. The Board shall approve a Diversity Plan.

The Board shall maintain, and modify as necessary, a current set of bylaws, subject to
and consistent with all applicable laws, rules regulations and agreements in place.
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The Board shall obtain and maintain a tax exempt, non-profit corporate status pursuant to
26 U.S.C. 501(c)(3).

The Board shall assist the Governor in developing the statewide employment statistics
system described in the Wagner-Peyser Act.

The Board shall coordinate the workforce investment activities authorized under WIA
and carried out in the area with economic development strategies and develop other
employer linkages with such activities, including promoting and marketing the One-Stop
Career Center and providing information on workforce development initiatives and
resources to employers within the area.

The Board shall promote the participation of private sector employers in the regional
workforce investment system and ensure the effective provision, through the system, of
connecting, brokering, and coaching activities, through intermediaries such as the one-
stop operator in the local area or through other organizations, to assist such employers in
meeting hiring needs.

The Board will approve eligible service providers based on standards set by the State and
the Board. The Board establishes standards in addition to and in compliance with those
required by the state relating to training, employment, and employment-related
educational programs, and maintains a list of eligible providers with performance and
cost information.

The Board will be responsible for the development of Labor Market and Workforce
Development Reports for the area. The reports will identify changes in the labor market,
emerging and critical industries, growth occupations, declining industries, skills training
curricula recommendation to vendors as well as performance reports related to the
services provided by and through the One-Stop Career Centers in the area.

C. The Division of Grants Administration:

. The CEO has designated the Division of Grants Administration (DGA), a division of the

Merrimack Valley Workforce Investment Board (MVWIB) to act as Fiscal Agent to the
Board for any and all employment and training funds or other funds for which the City is
liable. Under the direction of the MVWIB and Title I Administrator the DGA will
receive and disburse grant funds, implement payment procedures for the ITA system, and
ensure the integrity and proper management of all procurement processes .

. The DGA will be responsible for ensuring the proper expenditure of funds by

subcontractors and other recipients in accordance with applicable state and federal
regulations as well as City fiscal management and audit systems.

. The DGA will also assist the MVWIB and the CEO by monitoring the use of funds

allocated by the MVWIB to the One-Stop Career Center and by ensuring compliance
with eligibility criteria.

. The DGA will provide technical assistance to the One-Stop Career Center and local

program providers as necessary to ensure that compliance with all fiscal regulatory
6



requirements and regulations for which the City is liable are met.

The DGA will advise the MVWIB, Title I Administrator and Career Center Director on
budgetary and other fiscal issues.

The DGA shall utilize and operate under the fiscal and personnel policies and procedures
that are approved by the MVWIB and certified by the state Division of Career Services
(hereinafter referred to as "MVWIB policies and procedures") for funds described under
Section 1.(A) (1) of this agreement. The MVWIB will ensure that all policies and
procedures are submitted to the state for certification and that the Title 1 Administrator,
acting for the CEO, is reflected as the Fiscal Agent for the Workforce Development
System.

The DGA will be responsible for the provision of budgetary functions, including
accounting in budgeting; financial, and cash management; assisting in the preparation of
procurement documents, purchasing; property management; payroll and personnel
management of designated staff, audit and coordinating the resolution of findings from
audits, reviews, investigations, and incident reports; and the development of operating
systems and procedures, necessary for the oversight and monitoring of administrative
and financial functions designated by the CEO, MVWIB Executive Director, or WIA
Title I Administrator . The DGA will also advise the local One-Stop Career Center
Executive Director on budgetary issues.

A representative from DGA shall participate in the preparation of all bids for services and
related activities of the MVWIB and shall attend all relevant meetings, including board

and committee meetings, upon the request of the MVWIB Executive Director and/or the
Title I Administrator.

DGA shall disburse funds immediately on receiving such direction from the Board in
accordance with WIA Section 117(d)(3)(B)(i)(III), so long as such direction does not
violate any applicable state or federal law, rule or regulation, or duly certified local policy
or procedure.

C. Joint Responsibilities

1.

The Board, the CEOQ, and the Governor (acting through the Division of Career Services)
shall negotiate and reach agreement on local performance measures as described in
section 136 of WIAThe Board shall designate the One-Stop Career Center Operator in
conjunction with the CEO. As determined in the One-Stop Career Center Charter, such
designation shall follow the Collaborative Career Center model, providing high quality
services to customers by building an integrated management system among the required
one-stop partners, as prescribed by WIA.

The Board’s Executive and Planning Committees will be the primary oversight entity
responsible to the Board and the CEO for developing the Charter, setting performance
goals, evaluating performance, and recommending remedial action when necessary. The
One-Stop Career Center Charter, executed by the Board, the CEO, and the One-Stop
Operator, shall provide performance goals, performance monitoring methodology, and
revocation policies and procedures. The Charter shall have a term of five years. In the
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event that the Board and the CEO determine that the One-Stop Operator is failing to meet
the requirements and performance outlined in the Charter agreement the Board and CEO
may take steps to revoke the One-Stop Operator’s designation and seek other models, in
accordance with the terms of the Charter and in keeping with the intent of WIA.

. The One-Stop Career Center, chartered by the MVWIB, is encouraged to directly pursue
and receive other workforce development related grant funds, utilizing the assistance as
necessary of DGA and/or MVWIB staff. DGA will act as the fiscal agent for any and
all funds received for which the City of Lawrence is the grant recipient and will be
under the oversight of the WIA Title I Administrator representing the CEO.

. Consistent with Section 118 of WIA, the Board, in partnership with the CEO, will be
responsible for the development and submission of the Annual Business Plan as required
by the Act. Plan preparation shall include the recommendations of WIB committees and
provide the opportunity for input from non-WIB members and the public. The Plan will
include training strategies, identification of critical and emerging industries, setting
performance goals, development of Career Center objectives, and preparation of budgets.
A copy of the draft plan will be provided to the CEO prior to its availability to the public.
The MVWIB will ensure the public notice of the plan’s availability and an invitation to

comment will be published in newspapers of general circulation within the Workforce
Investment Area.

. Monitoring and evaluation of the success of programs funded under the various
authorities of this agreement shall be conducted by the MVWIB staff who will then
report their findings to the Board. This requires the sharing of information pursuant to
the Act concerning the program performance, stability, and outcomes. The CEO and the
Board agree that such information shall be exchanged through reports, meetings, and
other media; and that analyses of performance and other data shall be equally shared.

. The Board shall endeavor to obtain all appropriate funds available for the area through
public or private grants and shall endeavor to maximize the funding available to support
workforce development programs in the area.

. The Board in collaboration with regional workforce development partners shall develop
strategies to ensure the success of the employment and training system in meeting the
goals stated in the Annual Business Plan, and in the performance standards of various
funded programs.

. The Board shall provide vision, policy guidance, and oversight for the workforce
development system across the Lower Merrimack Valley Workforce Investment Area
pursuant to the provisions of WIA. This shall include working with all partners,
employers, education and training providers, and community-based organizations to
ensure and advocate for the most efficient and effective use of funding, and to achieve
collaboration among all relevant entities wherever possible. The Board will provide
oversight for workforce development activities to determine their effectiveness in relation
to the overall goals of the region’s annual plan, the MVWIB Blueprint, and related
documents. This includes evaluating all programmatic activities, with the establishment
of corrective action plans for vendors and the chartered One-Stop Career Center if not
meeting performance standards. The Board will provide performance reports on the One-
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III.

Stop delivery system, training providers, and other relevant activities to the CEO on a
quarterly basis.

. The Chair of the Board, the MVWIB Executive Director, and the CEO and/or Title I

Administrator shall meet as they deem necessary, for the purpose of reviewing system
performance in terms of outcomes, placement rates, financial status, and other
appropriate subjects. This review will include reports issued by and to the Division of
Career Services (DCS), Commonwealth Corporation and other Federal and State funding
sources.

EMPLOYMENT STRUCTURE

The parties to this agreement understand and acknowledge that the Title I Administrator,
MVWIB, DTD and DGA staff are employees of record of the City of Lawrence.
However, all staff positions, programs, and costs are grant funded. The CEO retains
ultimate authority for expenditure, including but not limited to staffing, funded by said
grants.

The Division of Grants Administration under the management of the MVWIB Executive
Director has fiscal accountability to the CEO through the WIA Title I Administrator.

The MVWIB Executive Director, ValleyWorks Career Center Director a’k/a DTD
Executive Director and Title I Administrator report directly to the Mayor of the City of
Lawrence. MVWIB and DGA staff are supervised under the management of the
MVWIB Executive Director

The MVWIB Executive Director shall be hired by the Board, subject to the approval of
the CEO. The MVWIB Executive Director will hire WIB staff, in accordance with
agreed upon and approved MVWIB staffing levels. The Board retains autonomy of
oversight in terms of the local workforce investment system.

The Title I Administrator, WIB, DTD and DGA staff shall be employed under and
pursuant to applicable state, federal and municipal personnel policies and procedures.
Personnel policies and procedures may be modified or updated, as necessary, upon
agreement of the Executive Directors of both the WIB and DTD, with the final approval
of the CEO.

BUDGET DEVELOPMENT PROCESS

The MVWIB and Title 1 Administrator with the assistance of DGA and input from the
One Stop Career Center Director shall create a draft budget. Said budget will be
developed at least annually for all programs and grants under the purview of the Board
each fiscal year. The budget shall be based upon the approved Plan and any additional
resources developed for programs and services offered under MVWIB jurisdiction.
Included in this budget will be funding necessary to support the Board mandated roles
and responsibilities, funds needed to support the required administrative functions, and
funding for services provided through the One-Stop Career Center. After the proposed
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annual budget shall is negotiated by and between the MVWIB staff, and the WIA Title I
Administrator will be submitted to the MVWIB for amendment or approval. The CEO
will have final budgetary approval.

RESOLUTION OF DISAGREEMENTS

General Goal

It is the joint responsibility and shared authority of the Board and CEO to ensure the
effective service delivery of the workforce investment system, resulting in the most
beneficial mix of program services for customers and employers throughout the
Workforce Investment Area. The CEO has fiscal authority and final approval over all
expenditures for which the City has liability.

Conflict Resolution

In the event that said parties cannot reach agreement on any issue pertinent to the roles,
responsibilities, and liabilities described above as primary partners in the workforce
development system, each party shall agree to meet as soon as possible to discuss and
attempt to resolve such disagreements. The MVWIB Executive Director, the MVWIB
Chair, and the CEO or designee shall attend such meeting and develop a solution iaw
applicable state and federal laws and statutes.

TERM OF AGREEMENT

The initial term of this agreement will commence on the date of execution. This
agreement replaces any prior MVWIB/CEO agreement in its entirety, as well as any other
preceding agreements or statements by, between, or on behalf of any of the parties
concerning the matters covered herein. This agreement, with any other necessary
modifications, will remain in force until it is replaced by a superseding agreement, and
will be automatically renewed yearly as of July 1st. The Agreement shall remain in full
force and effect until terminated by either party upon thirty (30) day written notice to the
other party.

Amendments to this Agreement may be made if agreed upon in writing and signed by the
Chair and the CEO.

For the Merrim Igforce Investment Board:
Signature: /' {/‘/ - / Date: P 2)///

4
oA
»

Joseph acq (2
/4

For the Cify of Lawrence:

Signature: M L__Z Date:_ R / ,g 2//
William Lantigua, Mayor/Chief Elected Official
City of Lawrence
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1.1

(a)

(b)

(c)

(d)

(e)

()

1.2

BY-LAWS
O F
MERRIMACK VALLEY WORKFORCE INVESTMENT BOARD

Section 1
NAME, PURPOSE, RESPONSIBILITIES, LOCATION
CORPORATE SEAL AND FISCAL YEAR

Name and Purpose: The name of the Corporation is "Merrimack Valley Workforce
Investment Board”, in this document hereafter called MVWIB. The MVWIB is a
Workforce Investment Board organized pursuant to and in accordance with the
requirements of the Workforce Investment Act of 1998, Public Law 105-220, 112 Stat.
936 (the "Workforce Investment Act"). The purpose of the MVWIB is to carry out
all of the duties, responsibilities and functions of a Workforce Investment Board
under the Workforce Investment Act. The specific duties, responsibilities and
functions of the Corporation under and in accordance with the Workforce Investment
Act, and all other applicable federal and state laws, rules, regulations, policies
and procedures, include without limitation the following:

To function as a regional workforce investment board which will: continuously
evaluate the strengths and weaknesses of the workforce; provide oversight and
set performance standards for the region's One-Stop Career Center system;
identify regional employment needs; work with regional employers; organized
labor; municipal leaders and institutions of training and education; and develop
workforce/economic development initiatives that will best benefit the region's
stakeholders;

To develop policy concerning regional needs and objectives of programs funded
under the Workforce Investment Act of 1998 and the Wagner-Peyser Act of
1983 as amended in Section 652.8 of the Workforce Investment Act;

To assume a lead role in the development of the regional workforce development plans
through the development of Memoranda of Understanding (MOUs) with the required
partners as required by Federal law through the Workforce Investment Act and
any other funding sources, federal, state or private which require the participation or
oversight of the MVWIB.

To coordinate with other workforce development agencies in the region to provide
effective, neutral leadership in aligning the work of the various agencies and
institutions toward common goals;

To oversee and evaluate workforce development programs operated within the
region to determine their effectiveness through performance measurements as
required by the Workforce Investment Act;

To work in partnership with the Mayor of Lawrence, Essex County,
Massachusetts ("The Mayor"), acting as chief elected official ("CEQ") under
the Workforce Investment Act.

Jurisdiction: The jurisdiction of the MVWIB shall include the following cities and
towns: Amesbury, Andover, Boxford, Georgetown, Groveland, Haverhill, Lawrence,
Merrimac, Methuen, Newbury, Newburyport, North Andover, Rowley, Salisbury
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1.3

(a)

(b)

(c)

(d)

(e)

Q)

(9)

(h)

()

G)

1.4

1.5

and West Newbury (referred to herein as "the region™).

Responsibilities: The MVWIB shall, in accordance with the applicable
requirements of the Workforce Investment Act, be responsible for:

Conducting oversight with respect to local programs of youth activities authorized
under Section 129, local employment and training activities authorized under
Section 134 and labor exchange activities authorized under the Wagner-Peyser
Act, as amended and as well as other partner program activities provided in
conjunction with the one-stop delivery system in the local area;

Establishing a Youth Council as a committee of the board, with the members of
the Youth Council appointed by the board;

Selecting eligible youth service providers based on the recommendations of the
youth council, and identifying eligible providers of adult and dislocated worker
training and other services and maintaining a list of eligible providers with
performance and cost information;

Developing a budget for the purpose of carrying out the duties of the
Board;

Negotiating and reaching agreement on local performance measures with the
Mayor and the Governor of the Commonwealth of Massachusetts (the "Governor");

Assisting the Governor in developing the statewide employment statistics under
the Wagner-Peyser Act;

Coordinating workforce investment activities with economic development
strategies in developing employer linkages;

Promoting private sector involvement in the Statewide Workforce Investment System
through effective connecting, brokering and coaching activities through intermediaries
such as the One-Stop Career Center operator or operators in furtherance of the goal of
assisting employers in meeting hiring needs;

The collection and interpretation of labor data concerning the growth of key
economic sectors and specific workforce needs within the region and the
articulation of the education and employment skills required to fill those needs;

The identification of sectors of the population that would most appropriately be
served by the regional workforce development system.

Location: The principal office of the MVWIB in the Commonwealth of Massachusetts
shall be located at 439 South Union Street, Lawrence, Essex County,
Massachusetts. The directors may change the location of the principal office
in the Commonwealth of Massachusetts effective upon filing a certificate with
the Secretary of the Commonwealth.

MVWIB Corporate Seal: A majority of directors may adopt and alter the seal of the
MVWIB.
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1.6

2.1

(a)

(b)

(©)

Fiscal Year: The fiscal year of the MVWIB shall, unless otherwise decided by a
majority of the directors, end on June 30" in each year.

Section 2
VOTING DIRECTORS

Number and Composition: The number of directors of the MVWIB shall be fixed
in accordance with the directorship requirements of Section 117(b)(1) of the
Workforce Investment Act and the requirements applicable to the composition of
the directorship of the MVWIB as set forth in Section 117(b)(2) of the Workforce
Investment Act.

The membership of the MVWIB shall include individuals who have attained the
age of eighteen (18) and include the following:

1. Representatives of businesses in the region who:

i. Are owners of businesses, chief executives or operating officers of
businesses, and other business executives or employers with optimum policy
making or hiring authority;

ii. Represent businesses with employment opportunities that reflect the
employment opportunities of the Merrimack Valley; and

iii. Are appointed from among individuals nominated by local business
organizations and business trade organizations;

Representatives of local educational entities, including local school boards,
entities providing adult education and literacy activities, and post secondary
educational institutions (including representatives of community colleges),
individuals nominated by regional or local educational agencies, institutions or
organizations representing such local educational entities;

Representatives of labor organizations that represent employees within the
Merrimack Valley, nominated by local labor federations;

Representatives of community based organizations, including organizations
representing individuals with disabilities and veterans;

Representatives of economic development agencies, including private sector
economic development entities; and

Representatives of entities partnering with the One-Stop Career Center.

The MVWIB shall have a directorship of no less than twenty (20). There shall
be no maximum limit on the number of directors.

The MVWIB shall make every reasonable effort to ensure the inclusion of
minorities, women and other significant segments of the population. Likewise the
MVWIB shall make every reasonable effort to ensure a broad geographic
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representation of the region.

(d) Directorship of the MVWIB shall be such that no less than fifty-one (51)
percent are representatives of the private sector.

(e) Only one member of each agency, organization, business or other entity may
serve on the Board at the same time, provided that the agency, organization,
business or other entity is that member's primary employer, with the exception of
directors who are employed by the Commonwealth of Massachusetts or by any
of the municipal governments within the Board’s service delivery area.

() The Executive Director of the MVWIB and members of his/her staff shall not
serve as members of the MVWIB, but will be present to provide technical assistance
as ex-officio directors.

(9) Voting rights are restricted to MVWIB directors.

2.2 Appointment of Directors: Membership in the MVWIB shall be by nomination,
election and appointment by the CEO in accordance with the requirements set forth
above and otherwise in accordance with all applicable requirements of the
Workforce Investment Act and the regulations promulgated there under.

(a) The Nominating Committee shall recruit nominees from appropriate sources for
referral to the CEO for consideration.

(b)  The CEO will notify new directors of their appointment to the MVWIB in
writing.

(c) There is no limit on the number of terms an individual may serve. Each
member shall hold office until the next annual meeting of directors coinciding
with the end of his/her term and until his/her successor is elected and
qualified, or until his/her death, resignation, disqualification, or if a director
is otherwise removed.

(d)  Any meeting of the MVWIB for which notice of a vote for the removal of a
director or directors has been given, said director or directors may be removed
from the directorship by a two-thirds vote of the Executive Committee with
the concurrence of the CEO. Removal may occur when, in their judgment,
the Executive Committee considers it a public good or necessary for the
proper operation of the MVWIB. As an example, a reason for removal may
include two unexcused absences from regular Board meetings within a twelve
month period. It is expected that directors will contact the Executive Director prior
to scheduled meetings to inform him or her of an anticipated absence.

2.3 Tenure: At the start of a WIB, the directors shall be appointed for two years and
hold a random lottery within the first year in order to split into three equal parts,
each of which shall serve initial terms of one (1), two (2) or three (3) years so that
approximately 1/3 of the directors shall be subject to appointment each year.
Following the appointment of the initial directors as set forth above, successor
directors shall be appointed for three (3) year terms, subject to paragraph 2.2.
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2.4

2.5

2.6

2.7

2.8

2.9

2.10

Powers and Rights: The affairs of the MVWIB shall be managed by the
directors who shall have and may exercise all the powers of the MVWIB as
proscribed by the WIA, its associated rules and regulations, the articles of
organization, the WIB/CEO Agreement and these by-laws.

Resignation: A member may resign by delivering his written resignation to
the chair, treasurer or clerk of the MVWIB at a meeting of the directors or to
the MVWIB at its principal office. Such resignation shall be effective upon
receipt (unless specified to be effective at some other time), and acceptance
thereof shall not be necessary to make it effective unless it so states.

Vacancies: Any vacancy in the directorship, except a vacancy resulting from
enlargement (which must be filled in accordance with Section 2.1 and 2.2)
may only be filled by the CEO. Each successor shall hold office for the
unexpired term or until said successor dies, resigns, is removed or becomes
disqualified. The directors shall have and may exercise all their powers
notwithstanding the existence of one or more vacancies in their number.

Removal by CEQ: Notwithstanding the foregoing, the CEO may remove Board
directors, and such removal shall become effective immediately upon delivery of
the written notice.

Meetings: The annual meeting of the directors shall be held in October each
year. The annual meeting may be held at the principal office of the
MVWIB or at such other place within the United States as the MVWIB Chair or
the directors shall determine. If an annual meeting is not held as herein
provided, a special meeting of the directors may be held in place thereof with
the same force and effect as the annual meeting, and in such case all references
in these by-laws, except in this Section 2.8, to the annual meeting of the
directors shall be deemed to refer to such special meeting. Any such special
meeting shall be called and notice shall be given as provided in Sections 2.12 and
2.13.

Regular Meetings: The directors shall hold regular meetings, no less than
four (4) per annum or more frequently as the directors may determine.

Order of Business: The order of business at all MVWIB meetings shall be as
follows:

o Call to Order
e Approval of Minutes
Chair's Report
e Reports of Committee Chairs
e Executive Director’s Report
e Unfinished Business
o New Business

e Special Presentations
e Adjournment

The order of business may be altered or amended by a vote of the majority of the
directors present at said meeting.
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2.11

2.12

2,13

(a)

(b)

(©)

2.14

2.15

Minutes: The minutes of all meetings must be recorded and circulated in a
timely fashion prior to the next meeting to all MVWIB directors.

Special Meetings: Special meetings of the directors may be held at any time

and at any place within the United States. Special meetings of the directors may
be called by the CEOQ, Chair, or by any board member, and shall be announced by the
clerk/secretary, or in the case of the death, absence, incapacity or refusal of the

clerk/secretary, by any other member, upon written application of three or
more directors.

Call and Notice:

Annual and Regular Meetings: The Chair, in coordination with the Executive
Director, shall call all meetings, with reasonable notice, in accordance with
the Massachusetts Open Meeting Law. Except as otherwise expressly provided,
it shall be reasonable and sufficient notice to send notice to a member by regular
mail at least five (5) days before said meetings, or by overnight mail, fax or email
with confirmation at least forty-eight hours before, the meeting. Correspondence
shall be addressed to him at his usual or last known business or residence address.

Notice may also be given in person or by telephone at least twenty-four hours before
the meeting.

Special Meetings: Reasonable notice of the time and place of special meetings
of the directors shall be given to each member. Such notice need not specify
the purposes of a meeting, unless otherwise required by law, the articles or
organization or these by-laws or unless there is to be considered at the meeting: (i)
contracts or transactions of the MVWIB with interested persons; (ii)
amendments to these by-laws (as adopted by the directors or otherwise), (iii) an
increase or decrease in the number of directors or officers; or (iv) removal or
suspension of a member or officer.

Waiver of Notice: Whenever notice of a meeting is required, such notice need
not be given to any member if a written waiver of notice, executed by him (or
his attorney there under authorized) before or after the meeting, is filed with the
records of the meeting. A waiver of notice need not specify the purposes of the
meeting unless such purposes were required to be specified in the notice of such
meeting.

Quorum: A quorum of the Annual, Special, or Regular meetings of the MVWIB
shall constitute one third of the directors of the MVWIB present in person.
Any meeting may be adjourned to such date or dates not more than 90 days
after the first sessions of the meeting by a majority of the votes cast upon the
question, whether or not a quorum is present, and the meeting may be held as
adjourned without further notice. The directors present at a duly constituted
meeting at which a quorum was determined to be present may transact all of
the Board's business until adjournment, not-withstanding the withdrawal of
enough directors to leave less than a quorum.

Action by Vote: Each director shall have one vote. When a quorum is present
at any meeting, a majority of the votes properly cast by directors present in
person or duly represented shall decide any question, including election to any
office, unless otherwise provided by law, the articles or organization, or these by-
laws.
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2.16

2.17

3.1

4.1

(a)

Conduct of Meeting via Electronic Media: Any meeting of the directors may
be conducted using any available electronic means of communication, provided
that all directors are able to participate in such meeting either personally or by
electronic means as if each member were present at any such meeting and provided
the proceedings follow the Open Meeting Law.

Compensation: Member shall not be entitled to receive any compensation in
any form whatsoever for their services as directors. Directors shall not be
precluded from serving the MVWIB in any other capacity and receiving
compensation for any such services, provided that the directors shall adhere strictly
to this MVWIB's Conflict Of Interest Policy and the requirements of Section
117(g) of the WIA.

Section 3
NONVOTING MEMBERS

In addition to the voting directors described in Section 2 and referred to in these
by-laws as directors, there may also be a class of nonvoting members, hereinafter
referred to as nonvoting members, or such other term as the directors may
designate from time to time, who shall in such capacity have no right to
notice of, or to vote at, any meeting, shall not be considered for purposes of
establishing a quorum, and shall have no other rights or responsibilities except as
may be specifically delegated to them by the directors. The directors may
designate certain persons or groups of persons as nonvoting members from
time to time, and the directors may confer upon nonvoting members such
powers, rights or responsibilities, individually or in groups, as they deem necessary or
appropriate.

Section_ 4
COMMITTEES

Committees: By majority resolution, MVWIB directors may establish such
committees as they determine necessary or appropriate to assist them in
carrying out MVWIB responsibilities. Directors will maintain active involvement
in committees as specified by the MVWIB appointment documents provided to
and signed by each board member upon his/her acceptance of a committee
membership. Committee members who are not on the MVWIB will act in accordance
with guidelines established by the MVWIB.

In addition to any committee or committees established by the directors as
provided herein, the MVWIB shall have certain standing committees, more particularly
described as follows:

Executive Committee: The membership of the Executive Committee will be
comprised of the Chair, who shall serve as the Chairperson of the Executive
Committee, the Vice-Chair, Treasurer, the Clerk/Secretary, and the Committee Chairs.

No providers, vendors or others who receive remuneration from the activities
of the MVWIB shall be directors of the Executive Committee. The Executive
Committee will exercise the responsibilities delegated to it by a majority of
MVWIB directors.
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(b)

(©

(d)

(e)

4.2

4.3

4.4

4.5

wnN

Nou .k

Youth Council: The membership of the Council will include at a minimum the
following representatives:

Directors of the MVWIB with interest or expertise in youth policies;

Individuals with youth services experience;

Representatives of youth services agencies, including juvenile justice and local
law enforcement;

Representatives of a local public housing authority;

Parents of eligible youth seeking help under the Workforce Investment Act;
Representatives of the Job Corps; and

Representatives of organizations operating youth-related activities.

Under WIA, members of the Youth Council are not required to be directors of the
MVWIB. However, at least four members of the Youth Council will also be voting
directors of the MVWIB.

Planning Committee: The Planning Committee will develop workforce development
plan recommendations including resource allocations and specifications for the various
program categories. The Committee will also review all proposals submitted for
funding; develop contract recommendations; and oversee the evaluation process. This
Committee will also evaluate Career Center performance, assist in developing
corrective action plans, and utilize evaluation information to drive strategic planning.

Nominating Committee: The Nominating Committee will, following the guidelines
established by these By-laws, develop recommendations for Board membership
and will determine and oversee an orientation program for current and new
directors. This Committee shall also collect and deliver nominations for the posts of
Chair, Vice-Chair, Treasurer, Clerk/Secretary of the MVWIB. Sufficient notice will be
given to the Board that the Nominating Committee is receiving nominations.

Education Committee: The Education Committee will participate in joint efforts with
local and state partners to educate the public on the need for workforce development
resources that are responsive to employer needs. The Committee will also inform
legislators and others on workforce development issues.

Committees Generally: The Chair shall appoint each Committee Chair. The
Committee Chair shall fill a vacancy in any committee occasioned by the death,
resignation, inability or refusal of a member to serve. Any member shall be
entitled to attend any committee meeting, and each committee shall provide a
schedule of its meetings that shall be made available to any member upon request.

Meetings: Meetings of the committees may be held at such time as the
Committee Chairs may determine, with reasonable and sufficient notice as defined
in Section 2.14 given to each member of the committee.

Quorum: One third of the directors of a Committee shall constitute a quorum.
Any meeting may be adjourned by a majority of the votes cast upon the
question, whether or not a quorum is present, and the meeting may be held as
adjourned without further notice.

Action by Vote: When a quorum is present at any meeting, a majority of
the committee directors present and voting shall decide any question, unless
otherwise provided by law, the articles of organization or these by-laws.
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4.6

5.1

5.2

5.3

5.4

Conduct of Meeting Via Electronic Media: Any meeting of a committee may be
conducted by using any available electronic means of communication,
provided that all interested directors are able to participate in such meeting
either personally or by electronic means as if each member were present at any such
meeting and provided that the meeting complies with the Open Meeting law.

Section 5
OFFICERS AND AGENTS

Number and Qualification: The Chair of the MVWIB shall be from the private
sector. The MVWIB shall also have a Vice-Chair, Treasurer and a Secretary/Clerk,
and such other officers, if any, as the directors may determine. The MVWIB may
also have such agents, if any, as it may appoint. The Secretary/Clerk shall be a
resident of Massachusetts unless the MVWIB has a resident agent duly appointed
for the purpose of service of process. A person may hold more than one office at
the same time. If required by a majority of directors, any director shall give the
MVWIB a bond for the faithful performance of his duties in such amount and with
such surety or sureties as shall be satisfactory to the directors. With the exception
of the Executive Director, all MVWIB officers will be MVWIB directors.

Election: All officers shall be elected for an annual term by a simple majority of
the full Board. Elections shall take place at the Board's annual meeting. Officers shall

be recommended by the Nominating Committee or be nominated by any MVWIB

director at the annual meeting. Newly elected officers shall assume their office at
the next regularly scheduled meeting.

Tenure: The officers shall each hold office until the first meeting of the
directors following the next annual meeting of the directors and until his
successor is chosen and qualified, unless a shorter period shall have been
specified by the terms of his election or appointment, or in each case until he dies,
resigns, is removed or becomes disqualified. Each agent shall retain his authority
at the pleasure of the directors.

Chair: The Chair shall be a representative of a business located in the
jurisdiction of the MVWIB who satisfies the requirements of Section 2.1(a)(1)
above. The Chair shall preside at all regular and special meetings and shall
serve as functional head for all Board activities. He shall perform such duties
as are prescribed by the directors. The Chair shall be notified of all
committee meetings in addition to Regular and Special meetings.

The Chair shall see that all rules and by-laws are observed. Additional duties
include:

(a) Finalizing all agendas;
(b)  Identifying, with the executive director, board and executive committee
agendas for meetings;

(c) The authentication by his signature of all Board acts, policy
statements, and proceedings including the review and concurrence of
the Annual Workforce Development Plan;

(d) Assignment of various items, issues and proposals to appropriate
committees.
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5.5

5.6

5.7

5.8

5.9

5.10

Vice-Chair: The Vice-Chair shall be a representative of a business located in the
jurisdiction of the MVWIB who satisfies the requirements of Section 2.1(a)(1)
above. The Vice-Chair will perform such duties as prescribed by the
Chair.

Treasurer: The Treasurer shall be the chief financial officer and the chief
accounting officer of the MVWIB. He shall be in charge of its financial affairs,
funds, securities and valuable papers and shall keep full and accurate records
thereof. He shall have such other duties and powers as designated by the
directors. He shall also be in charge of its books of account and accounting
records, and of its accounting procedures. The duties of the Treasurer may be
carried out by a staff member of the MVWIB, subject to the oversight of the
treasurer.

Secretary/Clerk: The Secretary/Clerk shall record and maintain records of all
proceedings of the directors and officers in a book or series of books kept for
the purpose, which book or books shall be kept within the Commonwealth at the
principal office of the MVWIB or at the office of its Secretary/Clerk or of its
resident agent and shall be open at all reasonable times to the inspection of any
member. Such book or books shall also contain records of all meetings of
incorporators and the original, or attested copies, of the articles or organization and
by-laws and names of all directors and officers and the address of each. If the
Secretary/Clerk is absent from any meeting of directors or officers, a temporary
Secretary/Clerk chosen at the meeting shall exercise the duties of the
Secretary/Clerk at the meeting. The duties of the Secretary/Clerk may be carried
out by a staff member of the MVWIB, subject to the oversight of the Directors and
the Executive Director.

Suspension or Removal: An officer may be suspended or removed with or
without cause by vote of a majority of directors then in office at any special
meeting called for such purpose or at any regular meeting. An officer may
be removed with cause only after reasonable notice and opportunity to be
heard.

Resignation: An officer may resign by delivering his written resignation to
the Chair, Vice-Chair, Treasurer or Secretary/Clerk of the MVWIB, to a
meeting of the directors, or to the MVWIB at its principal office. Such
resignation shall be effective upon receipt (unless specified to be effective at some
other time), and acceptance thereof shall not be necessary to make it effective
unless it so states.

Vacancies: If the office of any officer becomes vacant, the directors may elect
a successor. Each such successor shall hold office for the unexpired term, and
in the case of the Chair, Vice-Chair, Treasurer and Secretary/Clerk until his
successor is elected and qualified, or in each case until he dies, resigns, is removed
or becomes disqualified.
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6.1

6.2

7.1

8.1

Section 6
EXECUTION OF PAPERS

Except as the directors may generally or in particular cases authorize the
execution thereof in some manner, all deeds, leases, transfers, contracts,
bonds, notes, checks, drafts and other obligations made, accepted or endorsed
by the MVWIB shall be signed by the Chair, by the Treasurer or by the
Executive Director.

Any recordable instrument purporting to affect an interest in real estate,
executed in the name of the MVWIB by two of its officers, of whom one is the
Chair and the other is the Treasurer, shall be binding on the MVWIB in favor of a
purchaser or other person relying in good faith on such instrument
notwithstanding any inconsistent provisions of the articles of organization, by-
laws, resolutions or votes of the MVWIB.

Section 7
PERSONAL LIABILITY

The directors and officers of the MVWIB shall not be personally liable for any
debt, liability or obligation of the MVWIB. All person, corporations or other
entities extending credit to, contracting with, or having any claim against the
MVWIB may look only to the funds and property of the MVWIB for the payment
of any such contract or claim, or for the payment of any debt, damages,
judgment or decree, or of any money that may otherwise become due and
payable to them from the MVWIB.

Section 8
INDEMNIFICATION

The MVWIB shall, to the extent legally permissible and only to the extent that its
present corporate and future status as an organization exempt under Section
501(c) (3) of the Internal Revenue Code of 1954, as amended, is not affected
thereby, indemnify each of its directors officers, employees and other agents
(including persons who serve at its request as an officer, employee or agent of
another organization in which it has an interest) against all liabilities and
expenses, including amounts paid in satisfaction of judgments, in compromise or
as fines and penalties, and counsel fees, reasonably incurred by him in
connection with the defense or disposition of any action, suit or other
proceeding, whether civil or criminal, in which he may be involved or with which
he may be threatened, while in office or thereafter, by reason or his being or
having been such a director, officer employee or agent, except with respect to
any matter as to which he shall have been adjudicated in any proceeding not to
have acted in good faith in the reasonable belief that his action was in the best
interest of the MVWIB; provided, however, that as to any matter disposed of by
a compromise payment by such member, officer, employee or agent, pursuant to
a consent decree or otherwise, no indemnification either for said payment of for
any other expenses shall be provided unless such compromise shall be approved
as in the best interests of the MVWIB, after notice that it involves such
indemnification: (a) by a disinterested majority of the directors then in office; or
(b) by a majority of the disinterested directors then in office, provided that there
has been obtained an opinion in writing or independent legal counsel to the
effect that such officer, employee or agent appears to have acted in good faith
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9.1

10.1

(a)

(b)

in the reasonable belief that his action was in the best interests of the MVWIB;
or (¢) by a majority of the disinterested directors entitled to vote, voting as a
single class.

Expenses including counsel fees, reasonably incurred by any such director,
officer, employee or agent in connection with the defense of time by the MVWIB
in advance of the final disposition thereof upon receipt of an undertaking by
such individual to repay the amounts so paid to the MVWIB if he shall be
adjudicated to be not entitled to indemnification under Massachusetts General
Laws, Chapter 180, Section 6. The right of indemnification hereby provided shall
not be exclusive of or affect any other rights to which any director, employee or
agent may be entitled. Nothing contained hereinto herein shall affect any rights
to indemnification to which MVWIB personnel may be entitled by contract or
otherwise under law. As used in this paragraph, the terms “director”,
“employee”, and “agent” include their respective heirs, executors and
administrators, and an “interested” member is one against whom in such
capacity the proceedings in question or another proceeding on the same or
similar grounds is then pending.

Section 9
COMPLIANCE WITH OPEN MEETING LAW REQUIREMENTS

In accordance with the requirements of Section 117 (c) of the Workforce Investment
Act, the board shall make available to the public, on a regular basis through open
meetings, information regarding the activities of the board, including information
regarding the Local Workforce Investment Plan prior to submission of the Plan, and
regarding directorship, the designation and certification of One-Stop Career Center
operators, and the award of grants or contracts through eligible providers of
youth activities. Upon request, the board shall make available to the public
minutes of formal meetings of the board.

All meetings of the board shall be subject to and conducted in compliance with the
requirements of Massachusetts General Law Chapter 39, Section 23B, the Open
Meeting Law.

Section 10
CONFLICT OF INTEREST

Conflict of Interest: In accordance with the requirements of Section 117(g) of the
Workforce Investment Act, a member of the board may not:

vote on a matter under consideration by the board:

(D regarding the provision of services by such member (or by an entity
that such member represents); or

(2) that would provide direct financial benefit to such member or the
immediate family of such member; or

engage in any activity determined by the Governor to constitute a conflict as
specified in the State Plan.
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10.2

11.1

11.2

11.3

The directors of the Board must further comply with the requirements of
M.G.L. c. 268A and 268B, and will notify the Chair of any situation that the
directors believes has the potential of being in conflict of interest or giving the
appearance of being in conflict of interest. Each member of the Board must
execute the necessary Conflict of Interest Policy documents to be a member of the
Board.

Section 11
MISCELLANEOUS

Parliamentary Authority: The rules contained in the current edition of Robert's
Rules of Order Newly Revised shall govern this body in all cases to which they
are applicable and in which they are not inconsistent with these By-laws or
any special rules or order this body may adopt.

Amendment: These by-laws may only be amended by the affirmative vote of a
majority of the directors, acting in their capacity as directors of the MVWIB.

Gender: The use of the masculine herein shall also refer to the feminine,
unless otherwise expressly provided, and the use of the singular herein shall
also refer to the plural, unless the context otherwise requires.
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INTERNAL REVENUE SERVICE
P. O. BOX 2508
CINCINNATI, OH 45201

rate: SEP 17204

MERRIMACK VALLEY WORKFORCE
INVESTMENT BOARD INC

439 SOUTH UNION ST STE 102

LAWRENCE, MA 01843

Dear Applicant:

DEPARTMENT OF THE TREASURY

Employer Identification Number:
80-0611253
DLN:
100160205
Contact Person:
JASON T SAMMONS ID# 31616
Contact Telephone Number:
(877) 829-5500
Accounting Period Ending:
June 30
Public Charity Status:
170(b) (1) (A) (vi)
Form 990 Required:
Yes
Effective Date of Exemption:
May 28, 2004
Contribution Deductibility:
Yes
Addendum Applies:
No

We are pleased to inform you that upon review of your application for tax
exempt status we have determined that you are exempt from Federal income tax
under section 501(c) (3) of the Internal Revenue Code. Contributions to you are
deductible under section 170 of the Code. You are also qualified to receive
tax deductible bequests, devises, transfers or gifts under section 2055, 2106
or 2522 of the Code. Because this letter could help resolve any questions
regarding your exempt status, you should keep it in your permanent records.

Organizations exempt under section 501(c) (3) of the Code are further classified
as either public charities or private foundations. We determined that you are
a public charity under the Code section(s) listed in the heading of this

letter.

Please see enclosed Publication 4221-PC, Compliance Guide for 501(c) (3) Public
Charities, for some helpful information about your responsibilities as an

exempt organization.

Letter 947 (DO/CG)



MERRIMACK VALLEY WORKFORCE

Sincerely,

Robert Choi -
Director, Exempt Organizations

Rulings and Agreements

Enclosure: Publication 4221-PC

Letter 947 (DO/CG)
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Ovetview

During the past three years, the Merrimack Valley Workforce Investment Board (MVWIB)
responded to cross-WIB region business and industry workforce needs by actively participating in
the following:

-A State Energy Sector Program (SESP) with the Greater Lowell and North Shore WIBs, where the
MVWIB itself job placed about thirty new clean energy workers and helped upgrade the skills of
thirty incumbent workers. This activity is also part of the MVWIB High Performing WIB three
workforce development focus areas.

-A Regional Innovation Grant (RIG) with the Greater Lowell and New Hampshire WIBs where the
current MVWIB Deputy Director wrote the Plan and Final Report.

-The Northeast Advanced Manufacturing Collaborative (NAMC), with the Greater Lowell, Metro
North and North Shore WIBs as well three Community Colleges and many Career Centers and
Vocational High Schools. It is still very much a work in progress but also one of our focus areas.

-MVWIB is an active participant in the Mass Workforce Board Association which regularly addresses
cross-WIB employer issues

MVWIB has also budgeted considerable Valley Works Career Center (VWCC) IT staff time to help
develop new, Statewide IT systems.

Our Board Chairman, Joseph Bevilacqua, heads one of the largest and most active Chambers of
Commerce in Massachusetts and it crosses several WIB regions. He and Governor Patrick are Co-
Chairmen of the MA Workforce Investment Board. He, other Board members and the Merrimack
Valley Workforce Investment Board Executive Director are in constant contact with area business
people and we always try to be responsive to their needs.

Mr. Bevilacqua is also chairman of the Massachusetts Economic Development Council and keeps the
MVWIB and staff informed of MA economic development strategies. This document includes charts
and document citations that demonstrate the MVWIB’s ability to analyze data relevant to both the
workforce and economic development systems.

MVWIB staff members are on the board of the Merrimack Valley Planning Commission (MVPC)
and the Merrimack Valley Economic Development Council (MVEDC). We have participated in the
development of the following goals for at least the last three years. Their current goals are as follows:

MVPC Economic Development Goals: MVEDC Goals:

*Comprehensive Economic Development *1-93 Tri-Town Interstate Completion
Strategy (CEDS)

*Business Incentives and Districts * Reinforcing industry clusters as economic
*Data/Technical Assistance drivers

*Brownfields Abatement

*Small Business Loan Fund * Strengthening the Partners for Progress


http://mvpc.org/programs/economic-development/�
http://mvpc.org/programs/economic-development/comprehensive-economic-development-strategy/�
http://mvpc.org/programs/economic-development/comprehensive-economic-development-strategy/�
http://mvpc.org/programs/economic-development/business-incentives-and-districts/�
http://mvpc.org/programs/economic-development/datatechnical-assistance/�
http://mvpc.org/programs/economic-development/brownfields-program/�
http://mvpc.org/programs/economic-development/small-business-loan-fund/�

The MVEDC is currently headed by David Tibbets, former MA Secretary of Housing and Economic
Development. The MVWIB was one of the Board members who voted to select him as head of
MVEDOC. Since then, we have supported MVEDC organizational goals related to event and project
planning via the Merrimack Valley Partners for Progress. The Partners bring together Northern
Essex Community College, Middlesex Community College, area Chambers of Commerce as well as
the Greater Lowell Workforce Investment Board and MVWIB to work together on more integrated
and aligned services to area employers. We have provided LMI information that helped shape its
employer focus and also prevented the Partners from entering into a bank worker trainee program
with Goldman Sachs because we knew that area small banks thought that Goldman’s reputation was
tarnished by the 2008 economic meltdown.

The Merrimack Valley Planning Commission (MVPC) is currently headed by Dennis DiZoglio, a
former mayor of the City of Methuen, which abuts Lawrence. We are a member of their leadership
team and shared the LMI information which helped shape their September 2012 Clean Energy
Action Plan and their 2013 MV Comprehensive Economic Development Strategy (CEDS). The
MVWIB Executive Director was one of three members on the Haverhill Garage Development Plan
which reinforced MVPC’s Mill Space refurbishment goals. At a March 23, 2013 quarterly board
meeting, the MVWIB Executive Director suggested that MVPC board prioritize its many projects in
anticipation of ongoing sequester cuts and that is a current work in progress. Deputy Director
Barbara Zeimetz or the Executive Director attended virtually all of MVPCs CEDS meetings and
directly influenced outcomes. As a result of those efforts MVWPC and MVWIB are now working
together to promote local hiring for municipal clean energy updates. A copy of the draft document is
in the attachments.

The MVEDC and MVWP both have regions that include communities outside of our Workforce
Investment Area (WIA). The Merrimack Valley Workforce Investment Board (MVWIB) serves
fifteen cities and towns in the Northeast section of Massachusetts sometimes known as the Lower
Merrimack Valley. Its cities and towns consist of: Andover, Amesbury, Boxford, Groveland,
Georgetown, Haverhill, Lawrence, Methuen, Merrimac, Newbury, Newburyport, North Andover,
Rowley, Salisbury, and West Newbury. The region has an especially diverse population with large
cultural, educational and economic differences amongst its constituent communities. Most of our
WIA Adult, Dislocated Worker and Youth funds serve low income people and most of them reside
in the cities of Lawrence, Haverhill and Methuen

The Merrimack Valley Workforce Investment Board charters and oversees the ValleyWorks Career
Center, which has two locations, one in Lawrence and one in Haverhill. ValleyWorks staff consist of
City of Lawrence Department of Training and Development employees and State employees from
the Commonwealth’s Department of Career Services. ValleyWorks has historically been one of the
most visited centers in the State with most on-site Lawrence customers generally being low-income
minorities while those visiting the Haverhill site being a mix of low-income and middle class white
and minority customers. From 2011 to 2013, about 15,000 individuals per year became ValleyWorks
member and about six hundred employers were annually served. The Centers regularly achieved or
exceeded its planned performance levels. Apart from a basic dashboard, this package contains
several examples of how MVWIB staff keep the Board informed of various situations and of how
VWCC and MVWIB staff perform in dealing with them.

In addition to the oversight of the local Career Center, the MVWIB brings additional resources and
oversight capacity to this region’s training vendors. We have historically worked with about fifty
individual vendors per year using WIA and non-WIA funds. Our non-WIA funding generally comes
from CommCorp, other State and Federal departments and from the private sector. We also work



with other regions and organizations that have different sets of funding streams and vendors which
we subcontract using shared funds.

The MVWIB develops joint strategies and works with vendors and public and private partners to
assist the following specific types of individuals, most of whom are low-income, and area businesses
and industry types, most of which have a noticeable area presence:

-limited-English speakers -hospitals and medical clinics

-immigrants and refugees -long-term care facilities

-ethnic or racial minorities -advanced manufacturers, many of which are
-veterans defense contractors

-the physically or mentally disabled -lead and asbestos abatement companies!

- adult and youth ex-offenders -companies in need of specialized I'T

-high school graduates and drop-outs -trucking and transportation companies

-the unemployed or underemployed -food processing/manufacturers

-clean energy companies

The Merrimack Valley Workforce Investment Board (MVWIB) began to develop its last Strategic
Plan in September of 2008. That effort responded to the State’s High Performing Workforce
Investment Board (HPWB) initiative. (In October 2010, MVWIB received HPWIB certification, in
part due to the quality of its Strategic Plan.)

Every effort was made to ensure that we received information from both workforce stakeholders and
entities involved in economic development. Stated perspectives reflect the priorities and needs of
critical employment sectors in the region, and are aligned with local economic development efforts.
They also embrace the three comprehensive workforce priorities outlined by the Governor:

¢ Build the capacity of the workforce system
¢ Address the regions skill gaps in key industries
¢ Enhance the youth pipeline to employment

1] Health Care, 2] Advanced Manufacturing and 3]Green/Life Sciences were chosen as this region’s
primary workforce development foci. Massachusetts Job Vacancy Survey indicated that the
healthcare field had the most numerous and frequent vacancies. The majority of this region’s
manufacturing sector jobs required an Associate’s Degree or higher. Green jobs were hard to track
and quantify because their definitions were flexible and they may occur in any type of business or
industry. Since then, we’ve found that clean energy and site abatement jobs are more easily defined..

At the time the plan and the HPW paperwork were started, 4.8% of Merrimack Valley WIA residents
were unemployed (December 2007). At the time of initial plan development, members used the
Massachusetts Job Vacancy Survey? which was based on fourth quarter of 2007 employment
numbers. 7700 employers across the Commonwealth responded to the 2007 survey. It indicated that
just 8% of employers thought they would be cutting jobs at their businesses while 30% expected to
increase hiring and 53% expected to keep their employment levels about the same.

! BLS data indicates that the City of Lawrence has more abatement workers per capita than any other municipality in the
United States
% Massachusetts Job Vacancy Survey, Massachusetts Office of Workforce Development, 4™ Quarter 2007.



Unfortunately, that did not happen. Instead, virtually all but high-end scientific and professional
services laid-off workers. At the time our strategic plan was developed, we did not know that the
MVWIA would have neatly twice as much unemployment for at least the next six years. Nor did we
know that our annual WIA funding would drop by over 30% in three years (counting ARRA funds
the drop would be greater).

At the time, Board, employer partner, and staff discussions focused on ensuring that employers in
critical Merrimack Valley employment sectors would have sufficient numbers of prepared workers to
till anticipated vacancies. We continue to consider this a key goal but we now temper it with the
realization that we must help as many residents find good jobs wherever they can using a lot less
workforce development money. The following indicates our region’s, and most of our principle
cities” above average underemployment rates in FY2013.

LA MNational LI WA Lawrence Hawverhill Methuen
Jualyr 5.6 8.3 7.8 13.9 5.9 8.8
August 5.4 8.1 7.9 14.8 7.0 8.8
September &4 T.8 7.9 14.6 7.1 8.6
October 5.2 7.9 7.6 13.9 5.7 8.2
MNowvember 5.1 7.7 5.4 13.9 5.8 7.9
December 5.5 7.8 7.8 14.1 7.1 8.6
January 7.4 7.9 8.4 15.1 7.6 8.8
February 5.8 T.7T T.e 14.2 7.0 8.6
March 5.8 7.6 8.1 15.1 7.3 8.5
April 5.3 7.5 8.1 15.0 T.2 8.5
M ay 5.8 7.6 7.9 14.7 5.7 8.3
June T.< T.6 B.6 15.7 7.3 a.1

As will later be noted, the Ul rate does not fully capture many area residents’ difficult situation. Many
more than the State average are disconnected from the labor force and they do not register in Ul
numbers.

MVWIB plans have been more tentative since the great recession. The economic outlook improves
then falters, usually because of world events, the growing national debt, and the political arguments
on how to deal with it. The most recent unemployment data as of this writing (7/2013) has
Merrimack Valley WIA unemployment increasing year-on-year to 8.5%, while the Massachusetts rate
also increased year- on-year to 7.2%)3.

We now consider the Merrimack Valley workforce system’s first priority to be ensuring that the
immediate needs of unemployed individuals are met as best possible with reduced funding in an era
of unclear global, national, political and regional developments. We focus much of our planning on
how to deal with current and future cuts and aim to do our best to attain the performance goals
annually provided to the Division of Career Services (DCS).

Due to UI On-line’s belated and imperfect arrival, our short-term plan also consist of ongoing
adjustments to the new realities occasioned by it. In this context we are conducting a thoughtful and
thorough analysis of the regions’ workforce and employment needs to ensure that diminishing dollars
are most effectively spent in facilitating Merrimack Valley residents access to the best jobs they
qualify for. But we also continue to strive to support businesses that are creating the products and
services that meet and will meet future consumer demands. As majority board members, they were
this plan’s the primary shapers.

® Massachusetts Unemployment Trends for Merrimack Valley Service Delivery Area July 2013



We use currently available media news, labor market information, workforce demographics, industry
projections and input from employers in key industries to adjust our short- and long-term strategic
plan as needed in a quickly changing economic and political landscape. Board, partners and staff also
discuss various workforce development funding scenarios and how to react to them appropriately at
various staffing and operational levels.

The below roughly illustrates how we use information.

T

Environmental Scanning Continuous Implementation
Innovation Performance Action Implementation
Values . . Gap Contingenc
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Future workforce development funding levels, how the nation handles the growing deficit, the
effective reform of K-12 and college education systems, how well the U.S. competes and leads the
global economy, and the long-term impact of UI on-line are all very uncertain. To meet current
national, State and regional challenges, the board has voted to create various signposts going forward.
Our last strategic plan version built on past success and lessons learned through a number of key
initiatives and collaborations. But the past now seems less useful for concrete future planning. To
maintain the flexibility current times seem to demand, MVWIB’s newly compiled and updated 2011-
2016 Strategic Plan builds on past goals while offering new guiding principles to shape our reactions
to changing events.

Our strategic plan is roughly organized on the basis of the Strategic Principles recently approved by
MVWIB through the year 20164 After elaborating on different aspects of those principals, we list
goals, activities, and benchmarks designed to measure and evaluate the impact of the Strategic Plan
over its remaining three years.

MVWIB 2011-2016 Strategic Plan Principles

Dislocated and ‘Adult’ Workers Principle 1. Continue to focus onr regional workforce development job
pipeline on advanced manufacturing, entry to low and mid-level health care, green technology and other emerging
industries as stated in our High Performing WIB document but do not lessen support to other areas that have job
openings and good wages.

Despite the post-2008 economic slowdown, this region’s advance manufacturing companies continue
to state that they need skilled machinists and entry level workers to replace aging machinists on the
point of retirement and to allow younger in-house personnel to upgrade so that they can fill more
senior positions. But formula WIA money has been steadily reduced over the past three years. This
region cannot sustain adequate staffing with just WIA formula funds. It has qualified for various
National Emergency Grants INEGs) to provide concentrated services for dislocated workers

4 MVWIB October 10, 2013 Annual Meeting minutes featuring Secretary Goldstein as principle speaker



affected by large closings or downsizings in various employment sectors that may not be in advanced
manufacturing or our two other stated focus areas.

Without NEG support, all of our VWCC unemployed or incumbent worker services, and all of our
employer services would suffer from a cumulative WIA formula funding cut of over 30% from FY
2011 to FY 2014. We cannot concentrate on just advanced manufacturing, entry to low and mid-level
health care and green technology but instead need to go to the areas where NEG grants indicate
there is most need and where significant NEG financial support is provided.

It may also not be best to direct an inordinate number of unemployed and underemployed customers
to those three sectors because each of them is extraordinarily dependent on Federal and State
government decisions which may overturned more suddenly than is normally the case with market
forces. As far as WIA ITAs go, we plan to instead treat our focus areas as we treat any other business
sectors — if LMI information indicates that there are immediate or soon-to-be job offerings, we
inform appropriate customers of the same and let them choose.

It is difficult to gauge future regional and Massachusetts advanced manufacturing job numbers.
There is an undoubted need to replace aging machinists with younger ones and there may be tens of
thousands of manufacturing job openings occurring in a few years. But Massachusetts is expensive
compared to other parts of the country and the world. Although fracking may lower the cost of
manufacturing in America, New York and New England have little of it. Fracking is also likely to
lower worldwide energy costs to the advantage of other manufacturing centers. Robotic technology
also seems to be reducing the number of employees needed to manufacture goods.

But there are few obvious MVWIA options to new manufacturing growth and MVWIB strives to be
involved in efforts to sustain it. So the MVWIB is an active member of the Northeast Advanced
Manufacturing Consortium (NAMC) which replaced the Northeastern Massachusetts Customized
Manufacturing Partnership (NMCMF). NAMC has had a rough beginning, in part because the
partnership now includes another WIB along with the three that previously formed NMCMF, and
also three Community Colleges and at least five vocational school - while again working with just a
$500,000 two year grant.

The following 2012-2014 Job projections were extrapolated from mass.gov and provided to the
Board and staff. It indicates that MVWIA’s health care employment openings are expected to grow
~while manufacturing stays flat.
Short Terim Inlédusitry Projections for Lower Merrimacl

‘he short term employment projections use historical and current industry employment to project how employment will chang

Cs Industry Title Employment Change

= 2012 2014 Net Percent
Jo00 Total All Industries 146,792 151,099 4,307 2.9 %%
200 Health Care and Social Assistance 22,153 23,058 205 4.1 %6
200 Ambulatory Health Care Services 8,313 8,804 491 5.9 %
200 Hospitals 4,987 5,059 72 1.4 %5
200 MNursing and Residential Care Facilities 5.316 5,467 151 2.8 %6
200 Social Assistance 3,537 3,728 191 5.4 %5
300 Agriculture, Forestry, Fishing and Hunting 241 2as 7 2.9 %%
200 Crop Production 151 153 2 1.3 %6
200 Construction 4,831 5,234 403 8.3 %
200 Construction of Buildings F25 757 32 4.4 %8
200 Heawy and Civil Engineering Construction F75 873 104 13.4 96
200 Specialty Trade Contractors 3,331 3,598 267 8.0 %5
200

200 Food Manufacturing 2,738 2,783 45 1.6 %6
200 Paper Manufacturing 276 257 -19 -65.9 %6
200 Printing and Related Support Activities 928 848 -80 -8.6 %6
200 Chemical Manufacturing 1,512 1,525 13 0.9 %5
200 Plastics and Rubber Products Manufacturing 537 Aa487 -50 -9.3 %6
o0 MNonmetallic Mineral Product Manufacturing 139 132 -7 -5.0 %%
Jo0 Fabricated Metal Product Manufacturing 2,112 2,001 -111 -5.3 %8
Jo0 Machinery Manufacturing 2962 233 -29 -Z.0 %%
Jo0 Computer and Electronic Product Manufacturing 5,307 5,007 -300 -5.7 95
200 Electrical Equipment, Appliance, and Component Manufacturing 1,255 1,164 -1 -7.3 %%
Jo0 Furniture and Related Product Manufacturing 297 272 -25 -8.4 %%
Jo0 Miscellansous Manufacturing 1.885 1.780 -105 -5.6 %5




Health care provides our regional workforce development system its largest number of entry- and
mid-level job openings. But though recent Federal changes in our health care system increases the
number of people insured, it is also intended to contain costs. Area health care employers believe
that we have already reached the high water mark in health care employment®. Even if this
perception is inaccurate, it and the new health care system’s current lack of clarity may lower
historical health care worker hire rates from now till 2016.

Many of the health care providers we are in touch with (below is a partial chart of those in Haverhill)
are hesitant to increase hiring until the impact of the new national health care reform act are better
known.

MVWIB is consequently seeking non-WIA funds in partnership with specific companies in order to
bolster this area’s entry-level health service related training. Hospitals and family health centers seem
to have enough capacity to develop funding and undertake in-house training. They are independently
approaching CommCorp for Massachusetts Health Care funding. MVWIB therefore plans to team
with smaller entities that have limited grant writing and training capacity. We currently have a
planning proposal in to CommCorp to help train entry-level and incumbent workers at long-term
care facilities. They will usually be trained for the higher paying jobs on the list left and below. Those
jobs are most often filled by low-income people whose first language is not English. They form this
region’s largest WIA-funding eligible group.

us us Employment by education by on-the-job trainin¢
Higher Lower =
¢ employed|| Hiy | wiy | iy category, 2010 and projected 2020
1 Pasition fm US BLS 2012 inUS Wage  Wage = Wage Employment by education by on-the-job training categery, 2010 and projected 20
2 |Personal care aides 985,230 10.01 20,830 9.57
3 Home health aides 339,330 1049 21,830 10.01 Total job
5 | d t i . . openings due to
4 | Personal care and service occupations 3,810,750 11.80 24,550 10.02 Employment Change o
5 Pharmacy aides 42,600 11.28 23,460 10.51 Percent replacement
& MNursing, psychiatric, and home health aides | 2,391,750 | 1169 24,320 1107 Humber distribution IR TR TEEES, BUIEEY)
Education, work =
7 Nursing, psychiatric, and home health aides 2,391,730 11.69 24,320 11.07 experience, and %o at
Ambul dri d attendants, " . . . on-the-job Distribu|
g |Amoulance drivers anc atiencants, excep 18,540 1197 24900 1127 training 2010 2020 | 2010 2020 Number | % | Humber | tion |
g Physical therapist aides 48,700 12.22 25,410 11.48 Total, all
occupations 14306220 | 183,537.00 100 | 100 |20,4s8.50 | 14.3 |54,737.40 1000 ¢3
10 |Orderlies 53,920 12.35 25,700 11.53
Doctoral or
1 |Nursi istant: 1,420,020 12.32 25,620 1174 professional
11 Nursing assistants degree 2440970 5,286_30 3.1 3.2 876.6 1909 1,701.80 3.1 se
12 Psychiatric aides 77,880 12.83 26,680 11.82 Internship/resi
dency 1,013.90 |1,250.70 0.7 | 0.8 236.8 | 23.4 471 0.9|s1s
13 Healthcare support occupations 3,915,460 13.36 27,780 12.28 - -
Apprenticeship _ _ _ _ _ _ _ i
14 Dietetic technicians 24,660 13.79 28,680 12.62 Long-term on-
15 | Occupational therapy aides 7,950 1436 29,870 1291 the-job - - B B - B - |
training
16 |Ophthalmic laboratory technicians 29,380 14.35 29,850 13.74 Moderate-term
; o on-the-jol
17 Pharmacy technicians 353,340 14.63 30,430 14.1 training - - - - - - - -
1g |Medical assistants 553,140 1469 30,550 1412 Short-term on-
the-job
19 |Phlebotomists 100,380 14.86 30,910 14.29 training 34 37.2 0 (8] 3.1 .2 0.6 Ols1e
20 Psychiatric technicians 67,760 15.93 | 33,140 | 14.45 None 3,361.80 |3,008.40 | 2.3 | 2.4 | 636.6 [|18.9 |1,221.20 2.2| &
Vet technologists and tech 83,350 1513 31,470 14.56 Master's
21 |Veterinary technologists anc technicians degree 1,986 00 2 417 20 1.4 (1.5 431.2 | 21.7 | 903.9 1.6 se
22 Medical equipment preparers 50,230 15.51 32,260 14.82 Internship/resi
o R —— dency 176 238.4 01 | 0.1 62.4 | 355 102.1 0.2] s+

® MVIB 4/26/2011 Quarterly Meeting at Holy Family Hospital



As seen above, among many other sources, the MVWIB uses Bureau of Labor Statistics to help keep
track of current health care employment trends, wages, and projected educated and training needs.
The chart indicates that ongoing and numerous entry-level hiring is expected.

The MVWIB allocates more WIA funding to healthcare worker training than to any other
employment sector. Although we sometimes train people for mid-level health job credentials, many
of those are expensive and take more than one year to complete. Current funding levels advise
against them and we instead support less expensive and briefer entry-level health care training. But
we are concerned that hiring rates may slow in all health sectors and consequently look for increased,
health care targeted funding in close cooperation with area employers. That is what we are currently
doing with long-term care facilities and what we plan to do with other entities as opportunity
presents.

kKK

The following is another recent LMVWIA job projection on mass.gov. Regardless of the expected
silver tsunami, manufacturing is way down on the list of expected job openings and not seen in the
below copy of an Excel spreadsheet until much further down the list.

rLower Merrimsck Vslley WiA-Long Term

Employmant  Employmant Change Change  Annual Suersge Annusl Auerage  Annual Auerage Education
Openings Openings

Title 2010 2020 Level Openings Toral Gramth Feplacements
Resistered Nurses 3,740 5,000 1,260 194 126 68
Fersonal Care Aides 1,384 833 84 a3 11 Less than high school
Nursing Aldes, Orderlies, and Attendants 1,520 454 &5 a5 20 Postsecondary non-degres sward
Elementsry School Teschars, Bxcept Specisl
Egucst 1,831 2,082 451 27.85% 21 a5 ES Bachelorzasgras
Sales Representa
Manufacturing,
442 74 44 20 Hi ol diploma or eguivalent
434 53 a3 15 H igl alent
41z 83 az 41 H
41 &7 42 45 Hi
416 78 a2 ES H
413 78 a1 37 Hi ol digloms or squivale
15 233031 388 g2 = 25 Hi ol diploma or equivalent
16 (131161 61 52 36 &
17 |151132 354 45 35
18 |353021 347 sz 35 57
15 151133 344 25 ERl 11
20 |353031 336 136 34 102
21 (211053 322 51 22 1s
22 (431011 315 &2 32 26
23 373011 Lznazcsping sna Groun 302 53 ER 20
24 1 Licansad Practical and Licensad Vocational Nurses 288 57 23 28
25 1 279 &8 28 38
25 335012 278 a2 28 12
27 131111 25 e 25 12
Secretaries and Adm
Lesgal, Me 1,465 227 43 23 zo High school diploma or eguivalent
Industrial E 532 225 az 22 20
535 =52 223 22 22 12

MVWIB will consequently take the same approach to manufacturing jobs as it has with health care
sector jobs — it will team up with specific are employers to seek public and private funds for
customized manufacturing training. We have done so as a founding member of the Northeast
Advanced Manufacturing Collaborative (NAMC). NAMC, though currently experiencing a very
rough start, should ultimately help this area’s unemployed and underemployed people join with area
manufacturing employers to successfully compete in the global marketplace.

Before teaming up with employers for larger than average manufacturing-related training and job
placement initiatives, MVWIB and VWCCC receive limited commitments to hire which, though
unenforceable, should at least increase program graduates likelihood of hire and employer
participation in training curriculum and program development.



We have other reasons to be cautious about dedicating inordinate amounts of WIA funding to
manufacturing. The following lists the manufacturing industry openings that occurred in the U.S.

during the first half of 2011.6

All Manufacturing Openings

% of Total
Openings Openings

Sales Representative 16,936 2.5%% Production Supervisor 4,314 7.9%
Software Engineer B, 695 1.3% Machinist 2,469 4.5%
Manufacturing Engineer 8,667 1.3%6 CMNC Machinist 1,786 3.3%
Account Executive 8,021 1.2%% Plant Manager 1,398 2.6%
Intern 7,025 1.1%4 Machine Operator 1,189 2. 2%
Account Manager 6,783 1.0%6 Manufacturing Supervisor 977 1.8%
Merchandiser 6,282 0.9%4 Production Worker 893 1.6%
Systems Engineer 5,867 0.9% Welder 770 1.4%
Process Engineer 4,640 0. 756 CHNC Prograrmirmner T26 1.3%
Quality Engineer 4,405 0.7% Assembler 665 1.2%

Non-production jobs accounted for more than 91 percent of all manufacturing job openings during

that period.” But few low-income people, i.e. most of the people that we serve, will find work in non-

production jobs unless they have a college degree. Most non-production jobs require at least an

Associate’s Degree. Although we sometimes join with customers and area Community Colleges to

split the cost of an Associate’s Degree education (with them using private fees or Pell Grants), and

hope to do more of that as will be indicated below, it is not the norm because we have so far found

private vendors to be more agile in achieving immediate employment goals. We instead prefer

shorter-term manufacturing ITAs, OJTs and Customized Training for production workers.

There are other, bigger reasons to be wary of dedicating larger amounts of WIA to manufacturing

job openings between now and 2016. This region is part of an area that receives the fifth largest

federal contract allocation in the country. Most of this $10B+ allocation is for advanced

manufacturing and related research activities.

Federal Federal Contract Spendin Defense % of
Metro Area Contract Spending Plc)er Job & | Contracts
Spending Total | Defense

Washington-Arlington-Alexandria, DC-VA-MD- | $79,366,339,680 $38,328,580,911 $27,137 | 48.29%
WV MSA
Northern Virginia, VA MSA $44,441,965,054 $29,665,207,355 $34,412 | 66.75%
Dallas-Fort Worth-Arlington, TX MSA $20,050,694,930 $18,706,396,879 $6,814 | 93.30%
Los Angeles-Long Beach-Santa Ana, CA MSA $17,686,539,154 $13,182,889,858 $3,313 | 74.54%
Boston-Cambridge-Quincy, MA-NH MSA $14,042,026,287 $10,565,862,081 $5,847 | 75.24%
Phili-Camden-Wilmington, PA-NJ-DE-MD $11,795,232,262 $7,437,633,267 $4,567 | 63.06%
MSA
San Diego-Carlsbad-San Marcos, CA MSA $11,699,542,921 $10,821,383,368 $9,222 | 92.49%
New York-Northern New Jersey-Long $11,218,634,037 $7,853,161,914 $1,371 | 70.00%°
Island NY-NJ-PA MSA

® U.S. Manufacturing Jobs: Where Companies Are Hiring, Center for Regional Economic Competiveness, November 2011

;73.11

U.S. Manufacturing Jobs: Where Companies Are Hiring, Center for Regional Economic Competiveness, November 2011

E.a

1/15/2013. The areas cited above are the top part of a much longer list.

Source: JobsEQ - www.jobseq.com and FPDS. Employment data as of 201294, Spending data FY2010-12 as of
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If defense funding continues to go down as needed and as automatically recurs in the Federal
sequester, this area’s advanced manufacturing may suffer a significant downturn before 2016. This is
somewhat ameliorated by Raytheon, our largest regional employer’s diverse number of foreign
defense and other contracts®. But even if the Sequester doesn’t impact this, manufacturing robotics
and 3-D printing may reduce the number of manufacturing job openings that will occur as a result of
older workers retirement. Though they are likely to keep non-production jobs in MA, if the
Commonwealth doesn’t find ways to reduce them, larger companies’ production facilities can simply
go to other parts of the country or overseas where there are fewer overhead costs. (Security and
quality control issues elsewhere will prevent a total displacement of MA manufacturing, we here are
concerned with continuous percentage drops.)

That is not to say that we should not seek to help bolster area manufacturer’s global competiveness.
Manufacturing is this region’s greatest wealth producer and may still be the second largest
employment sector, though that is hard to see with the increasing number of retail and service staff
all around us. Without manufacturing growth we are likely to continue our national decline. But given
our uncertain and limited funding situation, and the possibility that ongoing issues will not be
significantly addressed and ameliorated in the next three years, we hesitate to allocate large amounts
of WIA training funding to manufacturing without at least some employer guarantees between now
and 2016. As stated above we will instead seek manufacturer agreements to hire before we persuade
large numbers of low-income people to pursue careers in manufacturing.

kokok

This region has a large number of ‘green’ jobs and is possibly the MA WIA with their greatest
number throughout the State. Growing green jobs, especially those related to energy improvement,
have been a priority for both President Obama and Governor Patrick. But it is likely that many green
jobs depend on subsidies from Federal and MA government. Consequently, though their numbers
are likely to grow in the long-term, growth is likely to stop and the sector even shrink if Republicans
attain control of both houses of Congress in 2014.

Green sector job growth reduction and possible contraction are concern from now till 2016 both due
to politics and because of our national debt’s inordinate growth. Short-term subsidy cuts are possible
in virtually all green sectors. But MVWIB has not reduced its non-WIA funded efforts in this area.
We have successfully applied for two Environmental Protection Agency Grants and a Clean Energy
Sector grant and were also a past member of a CommCorp State Energy Center Grant.

We are currently negotiating an agreement with the Merrimack Valley Planning Commission (MVPC)
where we will dedicate WIA and private funds to train prospective and incumbent workers for clean

energy municipal infrastructure improvement projects. If successful, this will be a large new initiative.
Because of its importance, we include a draft copy of the proposed MVPC MOU in the attachments.

Dislocated and ‘Adult’ Workers Principle 2. Narrow who is considered marketable when unemployment is
high and expand who is considered marketable when unemployment is low. This especially applies to people formerly
employed in high unemployment sectors while other sectors that require similar skills have lower unemployment.

The board decided that, in this time of relatively high unemployment and relatively fewer
contributors to the Federal and Massachusetts tax base, we must focus more of our WIA funds on
helping to more quickly grow the number of people able to pay regional, Massachusetts and Federal
taxes.

® Raytheon President’s statement at the MVWIB event we hosted at Merrimack College 11/2012
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While unemployment is high, relatively less support will be provided to people who need long-term
WIA-funded training because a broader spectrum of people are considered eligible for shorter term
WIA-funded training for jobs that pay more than entry-level wages. The below chart illustrates the
concept.
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Although not exclusively so, for the last two years we have provide more intensive services and WIA
funded training to people who can more quickly return to work with less help. The below chart
illustrates how slightly fewer low income people were served when previously middle class people
not only used dislocated worker funds, but also started to qualify for WIA adult category funding.
The left or blue column represent 2011 percentages and the right or red column 2012 percentages.

Percentage of Total ADULT Participants

Black or | Asianor Math or
Age33 | Hispanic | African Pacific Less Cash Limited Feading Single Low
Female | or Older | orLatino | American | Islander | Disabled | Than H.S.|| Welfare || English |Level <80 | Offender Vet Parent Income

MVWIB rejects the notion that we are over-serving people who do not want to work. We anticipated
possible negative media coverage and collated the information on the below chart. Without counting
the number of visits, it shows the percentage of unemployed people VWCC served face-to-face per
community in 2012 (Does not include those from NH or other WIBs).

Number D e

of Actual 2012 | Unemploy

2010 May 2012 residents served face- | ¢d served
. Populatio | Unemploym | unemploy | to-face per face-to-

Clty / Town n ent Rate ed town face

Amesbury 16,283 5.2 847 330 39.0%
Andover 33,201 4.3 1,428 417 29.2%
Boxford 7,965 4.2 335 48 14.3%
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Georgetown 8,183 4.3 352 123 34.9%
Groveland 6,459 4.6 297 115 38.7%
HAVERHILL 60,879 6.4 3,896 2,412 61.9%
LAWRENCE 76,377 13.3 10,158 4,577 45.1%
Merrimac 6,338 2 127 129 101.6%
METHUEN 47,255 7.4 3,497 1,399 40.0%
Newbury 6,666 5.5 367 68 18.5%
Newburyport 17,416 4.3 749 253 33.8%
North Andover 28,352 5.2 1,474 513 34.8%
Rowley 5,856 4.4 258 56 21.7%
Salisbury 8,283 6.1 505 160 31.7%
West Newbury 4,235 4 169 57 33.7%
333,748 24,459 | 10,657

Fewer more educated or driven workers will be eligible for WIA services if the unemployment rate
goes down significantly before 2016.

Dislocated and ‘Adult’ Workers Principle 3. Focus WA Title I funds on occupational skills training and
not on academic remediation. Enconrage W1LA Title I recipients to dedicate a part of their acadenic remediation
Jfunding towards preparing adult and family literacy students for occupational skills training.

The Board approved that all dislocated workers and ‘adult’ category people have at least an average
7.9 TABE score average before referral to WIA funded training. During times of high
unemployment we cannot afford to train less educated people because their likelihood of finding and
keeping a job is less than that of people who have mastered at least junior high level academic skills.
(We also question whether increasingly smaller WIA Title I dollars can effectively remediate the
significant number of unemployed people who have academic skills above grade 7.9.

City of Lawrence residents have historically received the largest part of our WIA intensive services
and WIA Training dollars. Lawrencians over 25 years old have the 27 Jowest labor force
participation rate in Massachusetts (75%, MA average 83%)!. Unemployed individuals who are
actively seeking employment but are not employed are considered labor market participants. Others
are not. So it is possible for an area to have a lower unemployment rate and yet have fewer people
working than an area with a higher one.

Under another criteria, Lawrence residents averaged a 71% Labor Force Participation rate from
2007-2011 while 77% of the same ages did so statewide. In either case, the rate was significantly
lower. Lawrence’s unemployment rate is typically recorded as being 6% higher than the state
average. But its lower Labor Force Participation hides a much higher UI number.

Labor Force Participation Rate of 25-64 Year Old Lawrence and other gateway city residents

' Employment and Schooling Activities of Youth in Lawrence- Neeta Fogg and Paul Harrington June 2013 pg. 8 for
MVWIB
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The fact that ‘disconnected’ people do not look for work and are consequently not considered in
UI numbers greatly impacts this region’s funding. For example, from 2007 to 2011, it seemed that
Lawrence had a higher youth employment rate than the state average.!!

Since many of this region’s unemployed do not speak English as their first language, MVWIB will
continue to make it clear that high math skills can average up low English skills and that we will also
provide waivers for motivated people who have, for example, 4.0 English TABE and 10.0 Math.

Planning has also started on a Memorandum of Agreement with this WIA’s ESOL and ABE Title 11
education providers. The MOU will specify that we will prioritize acceptance of their eligible students
when there are funds to meet other Federally and State mandated priorities and when their students
have demonstrated a clear interest in employment as witnessed by their attendance, promptness,
application to learning and significantly improving ESOL or ABE scores over one academic year.

Unless the economy greatly improves, we expect the 7.9 stipulation to stay in place until 2016.

Dislocated and ‘Adult’ Worker Principal 4. Continne setting lower limits to how nuch Title I money should
be spent per individual. Base limits on funding availability and sector unemployment levels. Ensure customers have
achieved appropriate academic skill levels before placing them in WLA-funded training.

The need for appropriate academic skill levels was discussed in the previous section. We here add
that students often leave early from programs that provide both academic remediation and skills
training. Once they learn enough skills to get a job, they leave whether or not they know enough to
pass the GED test. Consequently, a while later, many are back on the unemployment line because
they do not have a diploma or GED

MVWIB plans to keep student training costs low to help more people get jobs quickly. Training’s
time length usually goes down when training vendors receive less money and the need for lengthy

™ Ibid pg 11
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training diminishes if we focus more of our funds on people who have fewer rather than more
literacy issues.

We consider this strategy appropriate for periods of high unemployment and growing debt but may
increase cost per individual before 2016 ends if more funds are available and national debt
accumulation slows.

Dislocated and ‘Adult’ Worker Principle 5. Because of the impact of UI On-line, expand marketing efforts
to draw-in people who would benefit from training and other W1A intensive services.

Although it is too soon to be sure, we expect that the drop in face-to-face career center visitors will
result in fewer candidates for referral to WIA services. To compensate for that, our strategic plan
includes attention to developing promotional materials where we do not over-promise services when
there is less money available, but t which increases appropriate client flow and helps WIA-funded
Career Center staff choose the most appropriate people for WIA training and intensive case
management.

Youth Principle 1. Help end the idea that the workforce development system is an alternative to acquiring a good
academic foundation and graduating from high school. Continue to consider poverty the over-riding barrier to
employment (and do not consistently demand that there be still more barriers).

“Since WIA was created in 1998, and before then during the Job Training Partnership Act, about
80% of our youth training funds have been dedicated to Lawrence youth. Lawrence is our region’s
largest City and it has our region’s greatest concentration of poverty. We can be proud of having
served many young people who subsequently went on to get and hold jobs. But as was discussed at
our last quarterly meeting in January, we cannot keep doing business as usual”.1?

Lawrence has historically received most of our WIA and CommCorp Youth funding. But, though
most of its youth now speak English, it has the second lowest youth employment to population and
labor force participation rates in the State. (Both compiled from 2007-2011 ACS data files)
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Labor Force Participation Rate, 16-24
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Most of the kids that don’t work also dropped out of school. An unknown number of those who
dropped out of school considered the workforce development system as an alternative to finishing
school and getting a high school diploma. The MVWIB’s plan is to help counter the possibility of
youth thinking that the workforce development system can lessen the harm to be done by their not
completing high school. Itis best that they become aware of that fact while in high school or at least
while they’re young.

Because of the gravity of the inner city situation, we need to stop using WIA as another chance
system for kids who drop out of school. From 2007 to 2011, an average of just 28% of 16 to 19
years old Lawrencians worked at any point in time'3. Numbers sometimes hide reality because, from
2007-2011, Massachusetts’ 16 to 24 year olds were recorded as having a higher average
unemployment rate of 12.7% than Lawrence youth who had a lower unemployment rate of 12.6%'4.

Apart from having nowhere near enough funds to act as alternative to the secondary school system,
MVWIB wants to be part of a network that holds inner-city schools accountable for their students’
learning. We plan to focus and promote our help to low-income youth who learn and graduate from
high school and want to work. We plan to provide those low-income youth with a larger number of
job-skill related, industry —recognized certificates. We will also look for public and private funds to
help low-income youth who want to work while also going to college.

Some may say that MVWIB is discriminating against minority youth by insisting that they have a
meaningful high school diploma before being able to receive WIA-funded training. But the prejudice
of low expectations is worse. Lawrence Public Schools are moreover about 95% Hispanic and
accusations of discrimination ignore that we will help the 60% of Hispanic youth who graduate or
who have a GED.

Like everyone else, Hispanic youth need positive role models. It is better that younger low-income
see older youth being helped for graduating than for not graduating high school. MVWIB supports
and will support the LPS Receivers efforts to greatly improve learning and graduation rather than
provide a perceived alternative to good school performance.

The old approach did not work. “The average labor force participation rate of 16- to 24-year old
youth was 48 percent in Lawrence over the 2007-2011 period”.'> On average, over the 2007-2011
period, only 28% of Lawrence 16-19 year old teens were employed for one hour or more per week..

3 Employment and Schooling Activities of Youth in Lawrence- Neeta Fogg and Paul Harrington June 2013 for MVWIB, p.
25

14 Employment and Schooling Activities of Youth in Lawrence- Neeta Fogg and Paul Harrington June 2013 for MVWIB, p.
25

5 bid p. 7
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Lawrence teens had the second lowest employment to population ratio in the state, second only to

Springfild (20%)!1e,

The Lawrence Public School district is the only Massachusetts district currently in receivership. A
large reason for this is its low high school graduation rate. The 2011 adjusted five year cohort
graduation rate for Lawrence high schools was just 60.6%. During that period, about 22% of
entering 9" graders graduated together from Lawrence High (LHS) (with an additional 6 percent
earning a GED)."7

Five years after entering LHS, 40 percent of students had not earned a regular diploma. Andrew
Sum has pointed to the statewide consequences of these numbers:

* Dropouts aged 16-24 are much less likely to be engaged in the labor force or be
employed throughout their lives than those who complete high school.

* Teen and young adult female high school dropouts were considerably more likely to
have one or more children out of wedlock. Out of wedlock children are more likely to
live in poverty.

* 16 to 24 year old high school dropouts are 6 times more likely to be put in jail than their
counterparts who finish high school.

* The odds of residing in a household with income below the poverty/near poverty
thresholds are sharply higher for young high school dropouts.

*  Over their expected working lives, high school dropouts will cost U.S. taxpayers a net
loss of about $5,200 per year---every year-- up to the age of 65.18

“Youth without eatly work experience are less likely to develop these skills and therefore are less
employable than those who have been exposed to the world of work and have therefore developed
the behavioral traits and soft skills that are a requirement for employment in any job”.1> Many low-
income minority youth who worked enough to graduate from high school are not finding jobs
because our system often prefers to help low-income minority youth who dropped-out. Both groups
of people will ultimately be harmed.

The MVWIB considers disconnected youth one of this region’s, state and nation’s most significant
long-term problems. Laws can be passed to make it more difficult for employers to export jobs and,
perhaps, to contain college costs. But it takes many years to change the attitudes and habits instilled
over generations. Over two years ago, we changed our policies so that MVWIA youth must have a
high school diploma or GED to qualify for WIA-funded training. Our strategy posits good public
schools in the center of what’s needed for workforce development. It recognizes that the MVWIB,
its employer majority and other members, are a junior but very necessary partner in that relationship.

' Employment and Schooling Activities of Youth in Lawrence- Neeta Fogg and Paul Harrington June 2013 for MVWIB
page 15.

7 Massachusetts Department of Elementary and Secondary Education, “ 5-Year Adjusted Cohort Graduation Rate 2011
Lawrence,”http://profiles.doe.mass.edu/nsc/gradsattendingcollege_dist.

8 Andrew Sum, et.al. “The consequence of Dropping Out of High School: Joblessness and Jailing’s for High School
Dropouts and the High Cost for Taxpayers,” Center for Labor Market Studies, Northeastern University, October, 2009

9 Employment and Schooling Activities of Youth in Lawrence- Neeta Fogg and Paul Harrington June 2013 for MVWIB.
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As the charts below illustrate, Lawrence has the State’s highest number of ‘disconnected’ 16 to 19
year olds and the third highest number of 20 to 24 year olds. More young females receive public
support than males do and young and ‘adult’ category females have historically received most WIA-
funded training. Apart from the fact that they most often stay home with babies and young children,
it may not be a coincidence that, contrary to national trends, more 16 to 24 year old females are
disconnected in Lawrence than are 16 to 24 males. Young Lawrencian females had the highest rate of
disconnection from school and work (33%), more than twice as high as that of young women residing
in Worcester (15%)20. A case can be made that undemanding and concentrated public support in a
small area and over two or three generations has helped create and sustain this situation.

The Proportion of 16- to 24-Year Olds in Lawrence and Five Gateway City Areas who were not
employed and Not Enrolled in School, ACS Survey average, by Gender and Age, 2007-2011
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“Disconnection from work and school places these [people] at a much higher risk of joblessness and
idleness in the future. Furthermore, disengaging from school and work also increases the risk of
socially deviant behaviors. ... Three out of ten teenagers and nearly 32 percent of young adults
between 20 and 24 years old in Lawrence were out of school and out of work. A comparison of
disconnection rates of young residents by race reveals a sharp difference; 12 percent of non-Hispanic
White residents of the area were disconnected from work and school compared to 34 percent of their
Hispanic counterparts. Non-White and Hispanic youth were at a considerably higher risk of
disconnection (nearly three times as high) than their non-Hispanic White counterparts”?!.

20 H
Ibid p 22

' Andrew Sum, et.al. “The consequence of Dropping Out of High School: Joblessness and Jailing’s for High School
Dropouts and the High Cost for Taxpayers,” Center for Labor Market Studies, Northeastern University, October, 2009
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To confront this situation, the MVWIB has generally adopted the remedies suggested by Dr. Paul
Harrington in the study we commissioned him to do with part of our High Performing WIB $100,000
grant. He suggests “that secondary high schools, local community colleges and workforce
development organizations are the best positioned institutions to assist teens and young adults who
are disconnected from the labor market.”’??

His recommendations are here included verbatim as part of this Strategic Plan. “Reinforcing behaviors
like attendance and punctuality can be imbedded into school and community settings. More
generally, these organizations must see themselves as responsible for helping build the skills
necessary to find and keep a job. What exactly can these organizations do?

Help teens overcome the challenges of employer screening by demonstrating how screening
mechanisms work—teaching young people how to think about on-line applications and to
understand the underlying reasons for each question that is posed on the application.

Provide students with help in acquiring the savvy required to get a job in today’s labor market.
Provide coaching and training in work readiness and career exploration and especially in life skills
like punctuality, taking direction and initiative so that young people can find and keep a job.
Programs in basic job hunting and job retention should be offered to all working age high school
students, with a strong emphasis on understanding how employers make their hiring decisions.
Take responsibility for brokering relationships between young people and local businesses.
Employers are sometimes more willing to take some risk in hiring a young person with little or no
work experience if they know that the local high school or community college is engaged in
screening these youngsters and will support both the job applicant and the employer to make a
successful new hire.

Provide an easily navigated, unified point of entry for employers who are potentially interested in
hiring young people for entry level positions. This means offering employers screening services
they value along with a chance to support youth programming in other ways in addition to hiring.
Comprehensive high schools should place a stronger emphasis on attendance and discipline. District
leadership should develop methods to closely monitor and manage attendance, punctuality and
discipline and self-control issues on a daily basis. Improvements in these areas will sharply bolster
credibility with area employers. Indeed, one of the mainstays of success for the state’s CTE
programs has been a strong emphasis on managing student behavior—swhich many believe helped
substantially improve CTE MCAS scores over the years.

Workforce development efforts should include supporting an in-school professional who connects
students with employers. Their task is to build long term credible relationships with local
employers and work with young people who do not have their own networks into the labor market
to find work.

Use subsidized work programs as springboards into employer paid positions. Young people in
subsidized jobs should come away from those positions with job seeking and job readiness skills.
This means that there should be competition among students for subsidized jobs and students
must pass the signal and screen tests that are found in the unsubsidized sector of the labor market.
Employers who participate in subsidized work programs must structure the experience in such a
way as to reinforce positive work behaviors including attendance self-discipline, initiative and
honesty.

An important idea about creating teen staffing agencies emerged from the Merrimack Valley youth
employer focus group. Employers often have short-term projects that require a few days or weeks
or work. Youth serving organizations should develop a teen staffing agency model to place young

2 Employment and Schooling Activities of Youth in Lawrence- Neeta Fogg and Paul Harrington June 2013 for MVWIB
page 30
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people with area employers on a short-term basis. Such teen temp help firms would be located at
retail malls or other central locations where a number of employers may be looking for temporary
help. Teens who perform well in their temp duties will have the added possibility that an employer

will hire them on a more permanent basis or recommend them to another firm for a permanent
job”.23

Before commissioning Dr. Harrington, MVWIB had reached many of the same conclusions and had
decided to try and to put a career center annex into Lawrence High School. The MVWIB Deputy
and Executive Directors had already participated in many of the Receiver’s initial studies and
recommendation sessions. The Executive Director had also been Chairman of the Lawrence
Superintendent Search Committee that decided not to recommend any applicants for Lawrence
School Committee review because of the gravity of Lawrence’s situation. That resulted in the Mayor
of Lawrence’s request for Massachusetts Receivership.

In 2012, the MVWIB worked together with President Lane Glenn of Northern Essex Community,
Receiver/Superintendent Jeff Riley and VWCC Executive Director Arthur Chilingirian to apply for a
U.S. Department of Labor Innovation Grant to place a ValleyWorks annex in Lawrence High. Our
proposal was, unfortunately, not funded but, as reflected in the below letter, a part of MVWIB’s
strategic plan is to try again as opportunities arise.

MWVIB

= WHRRBKFARSE ITNVESTMENT BOARD
]
March 15, 2012 430 South Union Street
Lawrence, MA 01843
Jeffrey Riley, Receiver Fhone:S78-682-703%

. Fax: 978-794-1901
Lawrence Public School System

255 Essex Street
Lawrence, MA 01840

Dear Mr. Riley:

The below undersigned Executive Committee of the Merrimack Valley Workforce Investment Board {MVWIB) hereby state
that our Board is strongly committed to helping the Lawrence Public School (LPS) Systermn and you succeed in improving the
academic performance and graduation rate of LPS students.

After Receivership was declared, MVWIB and our Career Center staff served as stakeholder group members for three
Lawrence Public Schools and our Planning Committee Chairman Peter Matthews is currently Co-Chair of the system-wide
Lawrence Public School Stakeholder Group. MVWIB members have both professional and heartfelt commitments to
improving the employment and educational opportunities of our region's inner-city youth - about 80% of whaom live in
Lawrence. All of us are prepared to do more.

Mational demographic information shows that, in our Republic, Lawrence’s future is also ours. Education is the way out of
poverty and we greatly appreciate your commitment to working with us on the Innovation Proposal we are currenthy
preparing for the U.5. Department of Labor. Whether or not the Federal Government agrees to fund a pilot career center
within Lawrence High School, please know that we will continue te believe that workforce development cannot provide a
reasonable alternative to high school learning and a high school diploma. You have our unstinting suppert for your efforts
to radically improve the entire LPS system.

~ rel —
; 'ﬁnn? ;‘-\ e - ) -
ste&[{Bevilacqua, Chairman Cal Williams, Youth Ceuncil Chair
President & CEO, MV Chamber Development Director, MA United Way
) - { " 53
~Feleal }1( P s PRI AY. L ava L/ } ]
Peter Matthews, Planning Committee Chair Ann Ormond, Meminations Chair

President & CEQ, MVF Credit Union President & CEQ, Newburyport Chamber

/ ,: Fiof i s

Rafael Abisiaiman, Executive Director

2 Employment and Schooling Activities of Youth in Lawrence- Neeta Fogg and Paul Harrington June 2013 for MVWIB
page 31-32
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Youth Principle 2. Continue to allocate a portion of youth subsidized enployment money by lottery while also
dedicating a portion to rewarding low-income youth who have maintained good grades/ comportment or who have
significantly improved them.

“By 2012 older workers in Massachusetts were 15 times more likely to be employed than were
teens -a partial result of rising employment rates among older workers, but largely a consequence of
unprecedented decline in the employment rates of teens”?*. In Lawrence, Methuen and Haverhill’s
poorest areas, at least 4 out of 10 out-of-school 16-24 year olds are neither employed, nor looking for
work.

“Part of the reason young people are more vulnerable to changes in economic conditions is that they
are frequently viewed as less productive workers, relative to adults. Indeed, we have seen considerable
evidence of firms substituting older workers for young people in even the most low skilled of
occupations”?.

As indicated by the below chart “This trend of substituting older workers for teens became
particularly pronounced beginning in 2007 with the onset of the ‘Great Recession’2¢
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Employers place great emphasis on trusting the referral sources or the sources of information they
use in making their hires. That is one of the reasons why vocational high school have such high
graduate employment rates.?’” A recent employer survey results indicate that employers often rate
teens poorly with respect to their work behaviors or what are sometimes called non-cognitive
skills?8

In the past, this region’s workforce development system focused its youth workforce development
efforts on low-income youth with a variety of additional barriers such as dropping out of school.
MVWIB now thinks that the inner-city youth employment situation is bad enough to warrant
focusing our efforts on all low-income youth. In order for them to be hired into unsubsidized jobs,
we must provide our employer partners with youth that they can rely on. In order to stop the

 Boosting Teen Employment Prospects- Paul Harrington, Nancy Snyder (CommCorp) pg 9

% Neeta P. Fogg and Paul E. Harrington, The Increased Presence of Older Workers in the Massachusetts Labor

Market: implications for Workforce Development Policies, Workplace Accommodation, and Universal Design.

Commonwealth Corporation, July, 2011

% paul E. Harrington and Nancy L. Snyder, “Signaling Success: Boosting Teem Employment Prospects, Prepared for

Commonwealth Corporation, Boston, Massachusetts, April 2013

# Employment and Schooling Activities of Youth in Lawrence- Neeta Fogg and Paul Harrington June 2013 for MVWIB,
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% Paul E. Harrington and Nancy L. Snyder, “Signaling Success: Boosting Teem Employment Prospects, Prepared for

Commonwealth Corporation, Boston, Massachusetts, April 2013
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perception that misbehaving low-income youth receive more public support than well-performing
ones, we must provide well-performing youth with more support.

In a 1990’s study, Christopher Ruhm found that, 6 to 9 years after graduation, those who worked 20
hours per week during their senior high school year had annual earnings that were 22 percent greater
than those who did not work. They were employed in higher level occupations than those who did
not work in high school and were more likely to have health insurance and participate in an employer
pension plan.?

VWCC TABE tests show that many inner-city Hispanic youth with recent, U.S. high school diploma
can barely perform at an 8" grade academic level. Those youth are by nature no less intelligent than
white or Asian youth. We must do our part to change the inner-city culture and institutionalized low
expectation that retard their academic progress. We should especially help low-income the middle
skilled minority youth to better compete in the marketplace. Like every other group, most minority
youth are middle skilled. If we do not help provide opportunities to low- income youth who have a
better chance of qualifying for unsubsidized employment, we may be keeping both them and
misbehaving low-income youth poor.

Youth Principle 3. Seck, enconrage and counsel economically disadvantaged youth who have a good academic
foundation to both work and go to college. Tangibly enconrage their dependability as appropriate.

There is also no doubt that education and training is the key to successful employment, especially
STEM-related skill acquisition. More than half of all new career ladder jobs require an Associates
degree or higher and there is virtually no occupational area that doesn’t require at least some basic
computer skills.

The critical challenge facing the MVWIB is ensuring that the workforce development system is
responsive to and understands industry needs as they continue to grow and evolve and that workers
are prepared with the education and skills to maintain those industries in the Commonwealth.

One of the key priorities in HPW and this updated Strategic Plan is the expansion and development
of activities that will support access to higher education and advanced training and retraining for
current and future job seekers and employees in the region. It is our current estimate that we cannot
reasonably promote college enrollment to everyone. Our country can no longer afford it, employers
increasing that their tax dollars are misused in trying to do so and many just look for reliable
employees with basic academic skills that they can train.

Although 80% of 2012 high school graduates entered college or certificate programs nationwide,
only about 33% percent may graduate from college and an unknown number attain useful
certificates. Historically unprecedented low numbers of college graduates currently find work related
to their college degrees. The situation is considerably worse for minority students.

Lawrence high school graduates go to college in high numbers. Within 16 months of high school
graduation, about 78 percent of the Lawrence graduating class of 2009-10 had enrolled at a post-
secondary educational institution. This was greater than the 74 percent statewide college enrollment
mean. But most Lawrence graduates were unlikely to complete a degree or certificate program. Most
of them a two-year college and the two-year college three year cohort graduation rate averages about

# Christopher J. Ruhm, “The Extent and Consequences of High School Employment,” Journal of Labor Research, Vol. 16,
No 3. Summer 1995, pp. 293-303
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16 percent, with the additional three year cohort transfer rate averaging about 22 percent.?® There
do not seem to be records of what happens to those who transfer to 4-year colleges.

This MVWIB strategic plan recognizes that all workers may not be college graduate material, but

nearly all of them must have or learn basic academic skills and new technologies and ways of doing
things. We must develop ways to better propel those who can succeed in college and those cannot.
Through different types of education and training we must help develop worthwhile options for all.

“High school attendance and suspension [are] powerful predictors of dropping out of college. So it is
no surprise to find that employers’ reluctance to hire young people without a college degree is
associated with the same negative behaviors of poor attendance and self-control (as measured by
disciplinary suspension) that cause secondary and post-secondary drop-out problems. Indeed, many
employers point to poor discipline at school and home as the source of shirking behavior among
young people.3!

As part of its strategic plan, MVWIB will try to help build a sense of responsibility in all youth
and their parents.

Evidence suggests that the labor market highly values a college degree even in bad economic times
but additional years of post-high school schooling with no degree or certificate make much less of a
difference for both employment and wages. ‘Perhaps the most heavily relied upon signal in the
hiring process is the level of educational attainment which is thought to be positively connected to
the productive abilities of job seekers. Employers use educational credentials as an indicator - albeit
an imperfect one - to determine which applicants are more likely to be productive.3?

MVWIB hopes to help guide low-income youth who can succeed in college to enroll in it while they
work. “The impact of working while in school is also positive at the post-secondary level— especially
among male community college students. Audrey Light finds that among men, those who work while
in school are more likely not to drop —out and that they do better academically. Statistical models
indicate that the long-term estimated economic gains are more than 25 percent greater than when
students don’t work while in-college.?> This also implies that one quarter or more of the net earnings
premium associated with earning a college degree may in fact be “the product of working while in
school—and not a product of the college degree per se”3.

Zimmer-Gembleck and Mortimer found that students who work for an extended number of weeks
while in school, but more limited hours of work (less than 20 hours per week) are substantially more
likely to earn a bachelor’s degree than students who do not work or who work more intensively over
the course of a week.

Whenever possible we will try to help appropriate low-income working kids enroll in community
college. If kids with good middle-skills attend while they work, they will not only prepare

30 -
Ibid p. 26
1 Employment and Schooling Activities of Youth in Lawrence- Neeta Fogg and Paul Harrington June 2013 for MVWIB
Eage 31
? Ibid p. 28
* Audrey Light, In-School Work Experience and the Returns to Schooling, Journal of Labor Economics, January
2001
3 Employment and Schooling Activities of Youth in Lawrence- Neeta Fogg and Paul Harrington June 2013 for MVWIB
page 28
% Melanie J. Zimmer-Gembleck and Jeylan T, Mortimer, Review of Educational Research, Winter 2006 pp. 537-566 and
Mortimer Working and Growing Up in America.
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themselves to earn more in the future and to keep jobs longer, they will also help create a dynamic
where more low-income hires may occur.

“Current employees were viewed by many employers as a superior way to screen workers for a job.
They believed that workers with good work values and behaviors were more likely to be associated
with individuals with similar values and behaviors.””3¢

Partner Relations Principle 1. Seek ont ways to cost-gffectively obtain data that helps gange the effectiveness of
career center Services and vendor offered training. Data should help gauge their respective effectiveness in both the short
and long term. Work with employer, educator and other partners to adjust action in accordance with the changing
economic and workforce development situation.

During the next three years, we will focus maximizing the opportunities for future success for all
Merrimack Valley youth, adult and dislocated workers. We strive to ensure that education and
training providers receive up to date information on the labor market and skill requirements for
employment in the primary labor market, and that collaborations between workforce development
organizations, employers, education and training providers and other key stakeholders serving youth
are continued and expanded.

That is currently difficulty to do because relevant data is often delayed and because information on
customers served is often anonymous. Due to confidentiality issues, we do receive information or
which customer get and lose jobs and when that happens. It would be very useful to obtain if not
real time information, at least timely news that we can use to gauge vendor and career center staff
performance. We find it especially difficult to get prompt I'TA outcome information. Due to the
system currently in-place, vendors are hurt if they promptly report details of their student job
placement in TrainingPro and we must instead depend on overworked career center case manager
reports to extend vendor training eligibility status. MVWIB will work to obtain or create systems that
track employer satisfaction and unemployed and underemployed worker progress

Because the State now provides less timely lay-off and employment info, MVWIB has been using
WantedAnalytics since 2011.

Search D

s40.900

1
-

As with Dr. Paul Harrington and his team, MVWIB also plans to contract Subject Matter Experts
whenever discretionary funds become available and work with them to inform higher authority as
appropriate.

% Ibid p. 28
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CITY OF LAWRENCE
MERRIMACK VALLEY WORKFORCE INVESTMENT BOARD (MVWIB)
PROFESSIONAL SERVICES CONTRACT

CONTRACT SRVS - 6457 - 85 CONTRACT START DATE: 3/5/2012
CONTRACT END DATE: 6/30/2012

NCY AND CONTRACTOR NAME AND ADDRESS

City of Lawrence, Merrimack Valley Workforce Investment Board Center for Labor Markets and Policy
439 South Union Street, Bldg. 2 Drexel University, 23001 Market Street
Lawrence, MA 01843 Philadelphia, PA 19104
TOTAL MAXIMUM DOLLAR AMOUNT OF CONTRACT: $23,500.00
CONTRACT FUNDING TITLE: FY 11 MVWIB High Performance Board
CFDA NUMBER (if applicable) 17.260

MODIFICATION NUMBER (if applicable)

The following sections herewith constitute the articles of this contract betwedn the two parties named above:
Section I Scope of Services
Section I1: Work Program and Schedule

Our in-house administrative information systems are excellent and their results will be shared with all
interested parties. We will also continue to improve them as we can.

65 NOSTHERN ESSEX COMMUNITY COLLEGE MACHINE OPERATOR CNC sa.08| 52208 sn,ﬂ 2 [wiaira| ssson
66 WOTRE DAME EDUCATION CENTER Mursing Assistant Training Program 1 55.254| TRADE
67 NOTRE DAME EDUCATION CENTER NURSING ASSISTANT SROGRAM 59.576] 57.183] wiaima| 51905
68 DETRRSON SCHOOL BOILER TRCHNICIAN IND FIREMAN LICENSE $1.550] TAADE
) PITIRSON SCHOGL 1 COMBO A HVACR, REFRIGIRATIGN, GiL & GAS WIAT| 511,950) WIAITA
] PETERSON SCHOOL BOILIR TECHNICIAN 2D FIREMAN UCENSE $1,550] wiaiTA | 515,050
n PORTER & CHESTER INSTITUTE DENTAL ASSISTING 56,000 WA ITA 56,000
¥2 _OUALTY & PRODUCTIVITY SOLUTICNS, INC - & TRADE
73 _CAIALITY & PRODUCTIVITY SOLUTIONS, INC | WP PLUS SIX SIGMA GREEN BELT CERTIFICATION 56,000 WA ITA
T4 QUALTY & PRODUCTIVITY SOUITIONS, I 51 SIGMA BLACK BELT CERTIFICATION sﬁa WA ITA | Sa200)
75 RED CAOSS CERTIFIED NURSE ASSISTANT 52,206] 51,103 WA ITA 53,305}
6 SALEM STATE COULEGE ADVANCED PROFESSIONAL COUNSELING 56.000] WA ITA s6,000)
7 SEACDAST CARGIR SCHOOLS WEALTH CLAIMS SPRCIALIST 55.000] WA ITA £5.000)
] TRAINING UNLIMITED Aeecunting with Deakkesping and Financs 1 5, TRADE
m TRAINING UNLIMITED 5L/ GEO 1 5, THADE
80 TRAINING UNLIMITED ESL {Nurse Assistant/Home Mealth dice 3 514,580] THADE
81 TRAINING UNLIMITED £51 Bagic g ) 13 332 TRADE
82 TRAINING UNLIMITED COMPUTER SUPPORT PROZESSIONAL 55,000 55,000 sin000) 2 A T2
8 TRAINING UNLIMITE MEDICAL ADMINISTRATIVE ASST 515,000) S15.000) 3 [wiamal siessed
54 UMASS LOW! Security Management and Homeland Security 1 57.380] TRADE 57,350}
8BS WILLLAM GEORGE ASSOCIATES Crmp T et o B e S B e 4 539.980| TRaDE
B6 ___ WILLLAM GEORGE ASSOCIATRS CADM PLUS 51X SIGMA GREEN B4LT 55,000 seo0] 1 WA ITA
B7 ___ WILLLAM GEORGE ASSOCIATHS LLAN ST SIGMA GREEN DALT CIRTIFICATION 59,900 L WIAITA
S WILLAM GEORGE ASSOCIATES PP/ GAPI FLWE 51X 5)GHA GREEN BEAT CIRTIFICATIGN 512,000 5 F: WA ITA
B9 WILLIAM GEORGE ASSOCIATES PP PLUS I SIGMA GREEN BELT CERTIFICATION 516,000 S0 3 wia T | 585 680
Sum of wia)
] Wi Sumoff  TUITIONS panT 2

ARAASESP|  ADULT] ow|  vours| verenans| Bookss| count | TS | wanmay | sumwaa
w0 L COURSE NAME AMOUNT| AMOUNT|  AMOUNT|  AMOUNT] FEFS) TRADE | & Trade
n §5E2531 $ 620733 v umw 51183254

Partner Relations Principle 2. Clearly advise State and Federal administrators on regional perceptions of
Jfederal and statewide policy and process changes as they impact direct services and service ontcomes. Raise issues
important to employers, educators and the unemployed.

We work and speak with everyone who will listen. In 2012, we hosted the President of Raytheon at
Merrimack College in North Andover along with our Northeast Advanced Manufacturing
Consortium partners and CommCorp.

During the application process for funds in order to provide manufacturing training in northeast
Massachusetts, we took issue with prospective funding scenarios.
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MERRIMACK VALLEY

MWIB

WORKFORCE INVESTMENT BOARD
|
439 South Union Street, Suite 102
Lawrence, MA 01843
Phone: 878-682-7099
Fanx: 978-794-1901

December 14, 2012

President Nancy Snyder
Commonwealth Corporation
2 Oliver Street, 5th Floor
Boston, MA, 02109

Dear Nancy,

Massachusetts’ Workforce Investment Boards (WIBs) have been asked to do cross-region
planning as a way of improving efficiencies and as a way of addressing prospective cuts in
Federal funding. The Patrick-Murray Administration’s strategic plan Choosing to Compete in
the 21% Century cites advanced manufacturing as worthy of support because it is an
essential part of the Massachusetts innovation economy.

In response to these two priorities, four north-east Massachusetts WiBs, three Community
Colleges, several technical vocational high schools and members of the Housing and
Economic Development Secretariat have spent several months working together to address
manufacturing sector workforce development needs in the North Shore, Greater Lowell,
Metro North and Merrimack Valley Workforce Investment Areas (WIAs). It was not easy to
reach agreement but we together decided to submit one Workforce Competitive Trust
Fund Grant (WCTF) under a funding limit that I considered unnecessarily low.

So it is concerning to read that Commcorp may fund a Northeast Region WCTF proposal
that has an out-of-the Northeast region WIB or Career Center as a partner. Attachedisa
copy of the emails that led me to this conclusion. [ find it difficult to envision a good
workforce development design that does not have the signed concurrence of at least one of
the four WIB and many Career Center Directors situated in north-eastern Massachusetts.

We hope that your organization sees the value in working together to implement joint,
cross-region advanced manufacturing employee training activities at a funding level that
makes productive results possible. Commcorp’s participation should improve the
advanced manufacturing workforce development efforts that our four WIA consortium is
working to implement.

Our willingness to be clear about our concern has enabled us to partner with various organizations
not typically involved in our workforce development efforts.

MERRIMACK VALLEY

yWIB

WORKFORCE INVESTMENT BOARD

TR
November 22, 2011 439 South Union Street
Lawrence, MA 01843
Diane Kelley Phone: 978-682-7099
US EPA Region 1 Fax: 978-794-1901

5 Post Office Square Suite 100, Mail code: OSRR7-2
Boston, MA 02109-3912

Dear Ms Kelley,

The Merrimack Valley Wotkfotce Investment Board (MVWIB) strongly supports the City of
Lawrence’s application to the EPA Brownfield Assessment program. The MVWIB is a workforce
development organization comptised of over thirty-five regional business, industry, labor, education
and training leaders. It spans fifteen cities and towns that include Lawrence, Methuen and Haverhill.
Our mission is to help foster sustained employment and business growth for regional prosperity.

MVWIB recently entered into a §300,000, two-year cooperative agreement with the US EPA via an
Envitonmental Workforce Development and Job Training Grant in support of “Training for
Sustainability”. The program job-trains unemployed or underemployed, low income individuals
living in contaminated and economically depressed areas for living-wage environmental remediation
jobs in the Green Economy. It brings together private sector employers, residents, community-

The MVWIB also supports the development of proposals and projects by other entities that build
workforce capacity in the region.
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July 22, 2013

Ms. Jessica Andors, Co-Director

Lawrence Community Works

168 Newbury Street

Lawrence, Ma. 01841

Re: City of Lawrence Working Cities Challenge Proposal

Dear Ms. Andors:

The Memimack Valley Workforce Investment Board (MVWIB) and its chartered ValleyWorks
Career Center (VWCC) serve one of the Commonwealth's fifteen workforce investment regions.
The MVWIB is responsible for the planning and delivery of employment, education and
occupational training programs for the 15 cities and towns that comprise the Lower Merrimack
Valley Workforce Investment Area. The MVWIB receives Federal, State and private resources
10 carry-out its mission alongside the City of Lawrence, which serves as the grant recipient for
our principal funding source - the federal Workforce Investment Act.

We support the proposed Family Resource Center because it plans to require parental
engagement in support of their children. It will also provide an oppertunity for us to connect with

a significant portion of the community in a positive way. The Center will assist us to better

identify barriers that may be discouraging Lawrence youth and adults from accessing WIB and
Faraar Cantar earvicae that wanld haln tham find annlv far and rtain inhe Wa want ta nrsvent

The WIB has actively worked with local institutions of higher education in support of funding for
new curriculum and program offerings in the healthcare and manufacturing sectors. It provides
technical assistance and linkage with appropriate training providers for employers seecking funding
through the Workforce Training Fund.

The MVWIB is active in creating and strengthening links between the workforce system and
educational institutions. A number of activities have focused on ensuring that the region’s youth are
receiving information and learning skills that are relevant to the future workplace including educating
school staff in the career pathways, job opportunities and workplace-specific skills required in the
regions critical and emerging industries. Employers are providing externships for teachers that
provide workforce/industry context to academic content. We ate also developing close relations
with Northern Essex Community College which has a new and very entrepreneurial President who is
bound to make it a much more agile player in economic development.

We will work with all public and private officials as constructively as possible in these times of
increasingly severe budget cuts and growing uncertainty.

KKk

The Mission of the Merrimack Valley Workforce Investment Board is reflected in the content of this
Strategic Plan: “Through consensus building and coordination the Board will create a leadership
framework for the collective action of workforce providers. The Board will serve as the repository
of valid, objective, factual information on workforce issues in the Merrimack Valley. The Board will
demonstrate the integrity to serve as impartial convener, broker and manger of relationships.”

In keeping with this Mission, the Merrimack Valley WIB will:
» Build the Merrimack Valley’s competitive workforce advantage.

» 'Through its oversight of the local workforce system, promote and enhance the region’s
economic development strategies
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» Identify opportunities to leverage new private and public investments through
collaborations and initiatives designed to improve the local labor supply and ensure that
Merrimack Valley businesses have the human capital needed to compete in the national
and global economy.

» Ensure that opportunities exist for all citizens to engage in and become productive
members of the workforce.

» Build 2 demand driven workforce system linking regional wotkforce investment
activities with economic development organizations..

» Includes continuous improvement as a priotity in all MVWIB activities.

The Merrimack Valley Workforce Investment Board (MVWIB) determined that the Governor’s
three required priorities reflect and incorporate other strategic issues and initiatives that had been
identified by the Board as priorities in FY’08 planning documents and discussions. The Governot’s
priorities are:

» Building the capacity of the workforce system
> Closing the Skill Gaps in key industries and sectors
» Enhancing the youth pipeline to education and employment

Within these overarching priorities are additional issues identified by the MVWIB that are
incorporated in the activities of the Strategic Plan:

Skill attainment and reemployment of dislocated workers

Older worker employment and retention

Enhanced career awareness, support and workforce preparation for at-risk youth
Expanded ABE/ESOL combined with employment preparation activities

Skill attainment, re-integration, and employment for ex-offenders

VVVVY

We have identified Strategic Issues:
Strategic Priority: Capacity Building

The Executive Committee and MVWIB staff in consultation with other Board members, workforce
stakeholders and state and local officials took responsibility for identifying the objectives and
benchmarks which address the strategic priority of building the capacity of the WIB.

Strategic Priority: Addressing the Skills Gap

The Skill Gap issue in the manufacturing and healthcare sectors in the Merrimack Valley have been
addressed in our previous discussions.

As we have previously noted the demographics of the region workforce describe a diverse population
with overall educational and wage levels that are below the state average. Neatly 66% of unemployed
adults accessing services through the Valley Works Career Center are basic skills deficient, meaning
their reading and math skills are lower than 9 grade levels. Nearly a third of dislocated workers,
meaning formerly employed, were basic skills deficient.
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Twenty two (22) of the 30 area industry sectors require at least an Associates Degree. Also distressing
is that the Merrimack Valley awarded smaller shares of associate’s degrees in engineering and
computer science than the other areas of the State.

At the beginning of this decade, the number of degrees awarded in the region had dropped 12% in
the previous ten years while increasing statewide by 15% and across the United States by 27%. There
is also a disconnect between fields of study and employment opportunities. In the Merrimack Valley,
typically only 6% of Bachelors are in Engineering and Computer Science, 42% of college graduates
receive degrees in Arts and Humanities. 37

These unfortunate statistics are not unique to the region or Massachusetts but are of genuine concern
relative to our future economic vitality. The choice being made by college students also speaks to the
need for career awareness and exploration activities for both youth and adults accessing education
and training.

Activities are focused on identifying new shorter-term and less expensive education and training
options that are relevant to the needs of employers in the region. We will seek to build
collaborations between employers and workforce development professionals to ensure that resources
are utilized effectively and productively to achieve real results. We will also support programming
that is gender neutral and incorporate outreach strategies geared to attracting more male participants
in education and training activities.

Strategic Priority: Enhancing the Youth Pipeline

The majority of career ladder jobs being created in the Merrimack Valley require post-secondary
education and/or training.

An organizer for the Painters and Allied Trades Union has been actively working with the MVWIB
for many years to encourage linkages with the Union and apprenticeships for local youth. We will
also be exploring anticipated opportunities through the Plumbing, Heating & Cooling Contractors

Association of Greater Boston.

Our Manufacturing Partnership has a strong interest in promoting youth career in the machine tool
and customized manufacturing industry. Youth will be recruited for our NAMC manufacturing

program

A special emphasis will continue to be engaging more males in Career Center activities and in training
program. This is a segment of the population that has been difficult to reach.

MVWIB will increase awareness of the role, resources and workforce information available through
the MVWIB in the region.

Activities, Timeframe, Benchmarks/Indicators

Activity: Timeframe Benchmarks/Indicators
A. Increase MVWIB profile e Creation of updated press kit and
through media and strategic MVWIB fact sheet

% National Center of Education Statistics, Integrated Post Secondary Education Data System, Tabulation by Center for
Labor Market Studies, Northeastern University, March 2008.



cvents. ® On-going | ® Development and dissemination of
MVWIB newsletter
® On-going | ® Identify key press contacts in each
MVWIB city and town.
® Identify opportunities to participate in
appropriate forums and panels.
B. Retain and expand MVWIB °

Organizational Memberships on
key workforce development
advisory groups, committees
and Industry organizations.

® On-going

Memberships on:

» MYV Economic Development
Council

» Merrimack Valley Planning
Commission CEDS Committee

» Merrimack Valley Chamber of
Commerce

» Greater Haverhill Chamber of
Commerce

» Gr Newburyport Chamber

» Amesbury Chamber Salisbury
Chamber Health Care Learning
Network Advisory Board

> Northeast STEM Advisory Board

» MV AHEC Advisory Board

» NECC Occupational Advisory
Board

» National Assn of Workforce Boards

» Mass Workforce Board Assn

C. Expand MVWIB website
offerings

® On-going

® On-going

Regularly update information on web
site.

Post monthly and quattetly reports,
labor market information, funding
opportunities on website.
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The MVWIB will promote activities that support and increase the economic vitality of employers and

workers in the region.

Activity: Timeframe Benchmarks/Indicators

A. The MVWIB will identify ® On-going | ® Identify key workforce partners for

and collaborate locally and joint activities.

110 1nt}y with other workforg ® On-going | ® Advocate for policy and funding
cvelopment partnets in ettorts changes that will increase resources in

to expand resources for the region

employers and job seekers. ‘

B. The M. AN IB .“.’ﬂl. engage in ® On-going e The MVWIB will collaborate in at least

cross regional initiatives one cross regional initiative annually.

including special projects and

grant opportunities

C. Regularly communicate with ® On-going | ® Invite and encourage regional political

local political leaders and other leaders to attend MVWIB meetings.

key stakeholders to ensure .

awareness of workforce

Hold legislative breakfast annually in
collaboration with ValleyWorks Career




development issues and needs. e Ongoing Center.

D. The MVWIB will participate | e Ongoin e The membership of the MVWIB will

in CQI activities that will participate in planned WIB Institute

support the effectiveness of the training,

Board. e On-going | ® The MVWIB requires CQI to be an
ongoing activity in Career Center
operations.

E. The MVWIB will actively ® On-going | ® The MVWIB ensures that at least one

recruit members from the employer from each critical sector is

identified critical sectors in the represented on the MVWIB,

region.

F. The MVWIB will engage in °

activities designed to promote
and advocate for policy changes
at the state and federal level that
will support workforce activities
in the region and State.

® On-going

The MVWIB will participate in joint
efforts with local and state partners to
advocate for additional workforce
resources.

The MVWIB will utilize demographic, labor market information and other relevant data from
employers to identify and address education and training needs in key employment sectors.

Activity: Timeframe Benchmarks/Indicators
A. Promote development and ® On-going | ® Ensure the participation of educational
partnerships with education and institutions on industry focus groups.
(tiralning provld;rs focused on ® (reation of new course offerings in
cvelopment of appropriate e On-going collaboration or consultation with
coursework for industries.
employers.
® T[acilitate employer involvement on
e On-going curr1cu}um committees and in
evaluation of program designs and
effectiveness
® Facilitate employer partnerships with
. vocational schools, proprietary schools
[ ] - .
On-going and trainers.
® Require employment involvement in all
MVWIB funded skill training activities
® On-going
B. Articulate opportunities for ® On-going | ® Work with employers and trainers to
employment/training in key identify demand employment
(13 : i 2 .. . ..
sectors for “middle skilled opportunities in key sectors requiring
individuals. less than a college degtee.
® Provide information to Career

® On-going

Counselors/Training providers, etc.
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C. Facilitate engagement of

_ _ ® On-going | ® Continue focus groups in key sectors
employers in the d§31gn af}q . for employers, education and training
development of skill acquisition providers and other stakeholders.
programs. ® Facilitate involvement of employers in

curriculum development, feedback and
e On-going evaluation of effectiveness of programs
for workers.
D. Better inform customers of | o FY 2014 e Establish list of vetted providers in key
their training and education skill areas.
options ® Postlist on MVWIB website.
E. Suppog. and encourage ® On-going | ® The MVWIB works with employers to
opportunities for_access to post facilitate links with higher
secondary education or further education/continued training for
training for the employed. employees.
F. Provide inc.entive.s for ® On-Going | ® The MVWIB ensures that employers
emplpyers to invest in employee are aware of resources available
learning and development through the WTE, WCTF or other
sources for incumbent worker training.
G. Promote utilization of on- e FY 2014 e Establish list of providers offering on-
line or remote education for line or remote education in key sectors.
employees by employers.
H. Ensure youth serving ® On-going | ® Support, develop, and promote

organizations receive
information on current and
future workforce skills gap,
education and training options.

collaborative activities that link skills
gap activities to youth pipeline
activities.

The MVWIB will ensure the quality and appropriateness of training options and providers.

Activity Timeframe Benchmarks/Indicators
_A- Ut.ilize vacancy surveys to ® On-going | ® Identify gaps in education and training
identify key demand in demand occupations.
occupations. ® On-going ® Provide information to trainers, career
but will be counselors, and community based
strengthen agencies.
ed
B. Analysis of the utilization e Annually e Report results to MVWIB Planning
and performance of current Committee.
vendors ® On-going | ® Assess quality and quantity of training
opportunities in key sectors
(Healthcare, Professional /Technical
Services.
e Help sustain key providers/programs

® On-going
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during this time of severe budget cuts
Remove non performing vendors from
approved training list.

The MVWIB will create and distribute current labor market and other informational materials to

schools, education and training providers, career counselors and other stakeholders.

Activity Timeframe Benchmarks/Indicators

A. Identify and disseminate ® Ongoing | ® The MVWIB will provide links to all
information on job openings, appropriate data sources.

skill requirements, and

education and training

opportunities on a regular basis.

B‘ Prom_ote and pr.ovide ® Ongoing ® The MVWIB will provide at least one
informational sessions on the labor market presentation per year for
labor market and workforce each school district in the region.
issues.

C. Provide information ® Ongoing ® Disseminate via MVWIB website and

regarding critical and emerging
employment sectors and
occupations for use by job
seekers, students, educators and
trainers.

newsletter distribution.
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The MVWIB will support and facilitate the expansion of programs providing ABE and ESOL in the
region that provide pathways to future employment.

Activity Timeframe Benchmarks/Indicators
A. Identify and support ¢ Ongoing e  Work with SABES program project,
successful programs that create focused on facilitating transition of
pathways for ABE/ESOL ABE/ESOL students to community
participants with Community colleges.
Colleges and VWCC
B. Identify and support O Ongoing e  Provide Technical Assistance to
successful program models employers developing proposals.
that combine . e Support ESOL demo project with
ABE/ GEDI/ EkSﬂlOL with 0 Ongoing collaborating employers.
occupational skifls training. e Create a MOA prioritizing WIA
e FY2014 training access to dedicated
ABE/ESOL learners who cannot find
work
D. Support the inclusion of 0 Ongoing e Support and promote intention of
Career Exploration and DOE to add these activities in 5 year
Guidance within ABE plan.
programs.
E. Increase the transition of 0 Ongoing ® Increase percentage of individuals
unemployed ABE/ESOL to transitioning from ABE/ESOL
skill training activities. programs into I'TAs or group training.
F. Expand linkage between 0 Ongoing ® Require linkage with Career Centers




ABE/ESOL programs and
Career Centers,

for all MVWIB funded activities for
the unemployed or underemployed.

The MVWIB will promote and support activities that will retain or expand employment
opportunities for older workers, ex-offenders, people with disabilities and others with perceived

barriers to employment.

Activity

Timeframe

Benchmarks/Indicators

A. Identify and develop
strategies that will support the
hiring and retention of older
workers; support employment
of people with disabilities; and
provide employment
opportunities for ex-offenders
and other groups with barriers
to employment

® On-going

® On-going

® On-going

® On-going

® On-going

® On-going

® On-going

® On-going

® On-going

Build on previous job retention
initiatives.

Support collaborative proposal with
Operation Able to U.S.DOL.

Provide information to employers on
the impact of baby boomer retirements.

Disseminate information on best
practices in hiring/retaining older
workers.

Secek funding for focused older worker
projects within the region.

Participate in forums and events
focused on retaining/hiring older
workers

Engage in at least one collaborative
effort to increase resources for people
with disabilities each year.

Ensure employers and employment
counselors are aware of tax credits
available when hiring individuals in
targeted groups.

Provide information and training for
staff on assisting individuals with
CORI issues to obtain employment.

Youth in the Merrimack Valley Workforce Investment Area will all have access to appropriate
services that maximize future employment opportunities.

| Activity

| Timeframe

| Benchmarks/Indicators
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A. All MVWIB youth will have | OOn-going | @ RFPs will encouraged education at
the opportunity to pursue a ABE/ESOL vendor sites
high school diploma or
GED on-site at VWCC or

1B f ED/ESOL
at ABE/ESOL vendor sites *  WIB support for GED/ESO

0 Ongoing programs will increase each year.

B. Career Pathways/ 0 On-going | @ The MVWIB will require Career Center
Connecting Activities/ staff to provide a list of MCAS
Summer programs will be remediation providers to all eligible
linked to MCAS youth coming to the Centets.
remediation. e The MVWIB will prioritize youth in

need of MCAS remediation for
0 On-going enrollment in Summer Jobs and
Connecting Activities programs.

C. Training and educational e Develop targeted training programs
initiatives will be aligned through dialogue with employers and
with high growth and 0 Ongoing education/training providers.
emerging industry sectors. e Requite collaboration between

education/training providers and
employers in the development of all
program proposals.

D. Requite career exploration 0 Ongoing e Identify employers and other relevant
and awareness activities information and materials that will
within all MVWIB funded provide technical assistance to vendors
programs. designing activities.

E. Develop and expand 0 Ongoing e Convene post secondary providets to
activities designed to develop collaborative outreach activities
promote increased in region.
transition to post secondary | 0 On-going | e Occupational Career Days in schools.
education.

0On-going | o  Continue presence of Community
College staff at Catreer Centet.

F. Promote value of post 0 Ongoing e Provide Career Awareness programs for
secondary education for youth and parents throughout the
parents and students region:

Utilize Cable TV
Radio stations

CBOs and FBOs
Social networking sites

VVYVYVY

Community forums for parents
and youth.

The MVWIB will facilitate relationships between employers and education and training providers to
ensure the delivery of relevant academic and vocational instruction as appropriate.



Activity: Timeframe Benchmark

A. The MVWIB will facilitate 0 Ongoing ®  Meetings will be scheduled for the
and coordinate forums for manufacturing, healthcare and life
employers, education and sciences industries.
training providers and other ® Representatives from both vocational
workforee stakeholders to schools are active Youth Council
exghange information on 0 Ongoing Members.
skill needs and
requirements.

B. The MVWIB will assist 0 Ongoing e The MVWIB will identify volunteers
educators in obtaining /mentors from industry interested in
employer participation in participating in this activity.
curriculum review,
development, and
evaluation for programs
focused on STEM skill
acquisition.

C. Additional externships for 0 On-going | @ The number of externships will increase
teachers will be developed. each year.

D. Linkage and involvement of | O On-going | @  Applicants must demonstrate
appropriate employers will involvement of employers in design and
be required in all MVWIB evaluation of program activities.
funded training activities.

E. Align training and 0 Ongoing e Increased number of related training
educational initiatives with programs and placements for youth that
new stimulus/recovery offer career advancement opportunities
proposals, e.g. green jobs in industties particulatly attractive to
(construction, retrofitting of males.
buildings and others) ) 0 Ongoing ® Increased employment in the numbers
healthcare, manufacturing, of work-ready youth filling related jobs.
life sciences.

F. Expand and improve youth | O0On-going | @ Emphasize soft skills and work readiness
work readiness services, preparation as an integral part of all
including soft skills and youth programs.
internships. e Identify successful workforce

preparation curriculum for replication.
0Ongoing | ®  Expand high school internship
programs.
0 Ongoing ® Promote exploration of the

development of a recognized work
readiness certificate for youth either

Statewide or locally.
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G. Facilitate access to training 0 Ongoing ® Form focus group of representatives
and apprenticeship from municipalities and the construction
programs for youth in the and building trades to advise on stimulus
Merrimack Valley. bill infrastructure activities and program

development.

0 Ongoing e Encourage hiring requirements for local
residents on projects.

0 Ongoing e  Work with NCMP focus group to
develop pipeline activities in
manufacturing industry.

. The MVWIB will 0 On-going | @ Quarterly Performance reviews.
continuously monitor and 0 e Bi Annual on site monitoring.
review vendor quality and o o
® Program Monitoring reports.
performance. 0 > )
® Participant evaluations.
The MVWIB will actively o e The MVWIB will research and identify
support collaborations of potential models for replication.
youth serving organizations
that provide a continuum of | g
progress tow ard future ® The MVWIB will prioritize these models
employability through .
inteorated i . for funding
grated programming.
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The MVWIB will support and vendor program options to engage youth, adults and dislocated
workers who have significant barriers to employment or are under-employed.

Activity Timeframe Benchmarks/Indicators

A. Support and seck resources | O Ongoing .
to expand the program
options providing
ABE/ESOL/GED
preparation for youth and
adults with less than a high

school diploma.

Identify potential program models for
expansion or development.

0 Ongoing ® Promote and support proposals for
additional revenue for services to

targeted populations.

B. Examine effectiveness of 0 Ongoing .
One-Stop Career Center
services to meet the unique
employability needs of °
adults, dislocated workers
and unemployed youth.

Increased engagement of older youth,
with an emphasis on males in activities
at the One-Stop Career Centers.
Partnerships developed with vendor
providing new options in vocational
training.

0 Ongoing

C. Increase in numbers of 0 Ongoing °
training options that are

more gender neutral.

More males enrolled in education and
training activities.

0 Ongoing ®  More females engaged in training in
non-traditional occupations.




. Support development of 0 On-going Continue and expand externship
non-traditional education programs to build teacher awareness of
models that incorporate “real” job requirements and needed
educational curriculum and skills.
vocational training. 0 Ongoing Support the development of

occupational simulations as a teaching
and skill development tool.
0 Ongoing Convene educators, providers and

industry at least once a year for a
presentation on MV labor market
information and/or roundtable
discussion with critical industry
employers.

. Increase outreach and

marketing for youth in
places where youth receive
services, reside, play, hang-

0 On-going

MVWIB Youth Council will establish a
marketing committee of members and
other youth programming stakeholders.

pathways for court involved
youth and adults.

out, etc. 0 Ongoing A marketing plan will be developed.
0 Ongoing Marketing matetials and strategy
. developed.
0 Ongoing Plan executed.
Increase number of at risk youth in
region who are aware of and access
services at CC.
Cultivate role models and o Mentors will encourage targeted youth
mentors for youth and to enroll in WIB related programs.
adglts from industry, The number of at risk youth
neighborhoods, and participating in career center programs
successful graduates of will increase each year.
careet center programs.
. Develop employment o Provide CORI-related training to

career centers and youth serving
organizations to assist youth with
criminal records.

Identify models and support
development of programming for court
involved youth and adults.
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Merrimack Valley WIB Strategic Plan Evaluation Method

We work to meet the performance outcomes listed in our Annual Plan. The Merrimack Valley WIB
will review progress on its Strategic Plan at least quarterly utilizing the benchmarks, indicators and
timeframes delineated in the preceding pages. A status report on the progress made in achieving
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planned objectives related to the goals and activities will be provided to all MVWIB members at
quarterly meeting and will be available to other system stakeholders and interested parties on the
MVWIB website bi-annually. In addition the MVWIB provides quarterly reports on the website for
all funded activities under the oversight of the WIB including customer utilization statistics and
performance data.



Merrimack Valley Planning Commission (MVPC) and
Merrimack Valley Workforce Investment Board (MVWIB)
Local Hiring

Memorandum of Understanding

I. Purpose of this Memorandum

This Memorandum of Understanding (MOU) creates a Local Hiring agreement between the partners
listed above and below. The partners recognize that all Merrimack Valley residents should have
the opportunity to participate in the benefits of regional economic development. This agreement
therefore promotes Merrimack Valley resident participation in the implementation of MVPC
regional plans and in correlated MVVWIB-sponsored job training. It especially promotes local
hiring in the high unemployment municipalities of Lawrence, Methuen and Haverhill. In sum,
this agreement articulates how area residents will be promoted for employment on construction-
related projects implemented as part of MVPC regional plans, and how they will be prioritized
for MVWIB sponsored training that supports local skill development for area economic
development projects.

Il. Partners

Merrimack Valley Workforce Investment Board (MVWIB): Provides local labor market
information and is the chief planner, policy maker, training funder and advocate for regional
workforce development in accordance to the Workforce Investment Act of 1998 (WIA).
Merrimack Valley Planning Commission (MVPC): Fosters cooperative efforts amongst area
communities in order to resolve common regional problems. It provides area communities with a
venue to plan jointly and seeks resources to promote, coordinate, and execute orderly regional
development.

I11. Communities

This MOU will be in effect on projects in the following Merrimack Valley cities and towns:

Amesbury Haverhill Newburyport
Andover Lawrence North Andover
Boxford Merrimac Rowley
Georgetown Methuen Salisbury
Groveland Newbury West Newbury



IV. Definitions
The following words shall have the meanings prescribed herein for purposes of this MOU:

Contractor shall mean a prime contractor or a subcontractor performing construction work
related to a Covered Project. Lower-tier subcontractors are included in this definition.

Covered Project shall have the meaning set forth in Section V. of this MOU.

Developer shall mean a person, firm, partnership, Limited Liability Company,

corporation, joint venture, proprietorship, trust, association, or other entity entering

into a disposition and development agreement, an owner participation agreement, a

loan agreement, or a similar agreement with the MVPC or projects to implement MVPC regional
strategies.

Local Resident shall mean any person for whom the principal place where that person
normally eats and sleeps and maintains his or her normal personal and household affects are
within the municipal limits of one of the fifteen cities and towns listed in Section 1V.

First Source Referral System shall mean the primary means by which prospective area job hires
are located, screened and forwarded to prospective employers for their review. The First Source
Referral System includes job counseling and may include training. They shall both be funded
and overseen by MVWIB.

Trainer A person involved in preparing an individual or group of individuals for a particular
employment task or responsibility.

V. Projects Covered

This MOU shall cover residential, institutional, industrial, commercial development and/or
construction projects in any of the fifteen communities listed in Section 11 which:

a. Receive $50,000 or more in public loans or grants bid administered by the MVVPC. This
includes, but is not limited to, the MVPC EPA-funded Brownfields Revolving Loan Fund
and EPA Brownfields grants or;

b. Arise from the MVPC Merrimack Valley Priority Growth Strategy and the
implementation plans developed to realize the orderly development of the region
(including, but not limited to, the MV Clean Energy Action Plan, Planning Ahead for
Growth, and the Comprehensive Economic Development Strategy 2008 and 2013) or;

c. Receive any incumbent or prospective worker MVVWIB training support funded by WIA
or other private or public sources.



VI. Local Hiring Policy

Developers, contractors, and subcontractors of the projects listed in Section VI above will be
strongly encouraged to comply with the following recommendations:

a.

Commencing with the start of the MVVPC supported project, a minimum of 40 percent of
total employee craft or trade work hours shall be completed by Merrimack Valley
residents contracted by each and every contractor/subcontractor responsible for MVPC
supported work that meets the criteria set in Section V above. This requirement shall be
included in specification and bid documents whenever possible.

If the projects are located in Lawrence, Haverhill or Methuen, a minimum of 20% of the
total employee hours by craft or trades shall be completed by residents of those specific
cities. This will commence with the start of the project by each and every contractor/
subcontractor responsible by contract to perform work, in accordance with the plan
specifications and bid documents.

The MVWIB supported First Source Referral System will be used to hire local residents
for covered projects. Developers, Contractors and Subcontractors will list all job
opportunities with the system free of cost within 2 days of the information being
available. They will consider system referred local candidates for hire to fulfill the Local
Hiring Policy. If none are suitable, additional local candidates should be sought and
considered for MVWIB supported training in order for them to become suitable without
prospective employer training costs.

VII. Implementation

The MVPC will facilitate compliance on covered projects by:

a.

Including the Local Hiring Policy in all communications materials prepared to advertise
or inform the general public and potential developers, contractors and subcontractors
about upcoming projects.

Describing the Local Hiring Policy in all RFBs and requiring a response from bidders as
to how they will fulfill the policy if selected. Responses will be considered in selecting
the winning bidder.

Including the Local Hiring Policy in final contracts for all developers, contractors and
subcontractors. Contracted entity will ensure that its subcontractors comply with the
recommendations.

Keeping the MVWIB informed of upcoming projects hiring plans, RFBs and contracts
(including copies of non-confidential project documents, and information on project
bidders/developers, and contract winner) so the MVWIB can use its First Source Referral
System to appraise Merrimack Valley residents of upcoming employment opportunities.



e. Connecting Developers, Contractors and Subcontractors with the MVWIB to implement
the First Source Referral System. MVWIB will then inform trainers of prospective
training opportunities.

Developers, contractors and sub-contractors will demonstrate compliance by:

a. Designating a contact person for all matters related to implementation of this Policy.
Each Developer/Contractor shall forward the name, address, and phone number of the
designated individual to the MVPC. If the contact person changes, the Developer/
Contractor shall immediately notify the MVPC. Subcontractors will forward names to
the Developer or Contractor.

b. Using the First Source Referral System and its affiliated trainers.

(i) The Developer/Contractor will notify the MVPC and the MVWIB of job
opportunities at least 4 weeks prior to commencing operations in a Covered
Project. They will also provide a clear and complete description of job
responsibilities and qualifications, including expectations, salary, minimum
qualifications, work schedule, duration of employment, required standard of
appearance, and any special requirements (e.g. language skills, drivers’ license,
etc.). Subcontractors will be instructed by contractors to follow the same
procedures.

(if) The Developer/Contractor shall use normal hiring practices, including
interviews, to consider all applicants referred by the First Source Referral System
during a six-week period after initial notification, or until all open positions are
filled, whichever is sooner. The First Source Referral System shall, as quickly as
possible, refer qualified applicants for available jobs. The Developer/Contractor
shall make good faith efforts to fill all available positions with applicants referred
by the First Source Referral System. If at the conclusion of the six-week period
the Developer/Contractor has been unable to fill all available positions with
applicants referred by the First Source Referral System, the Developer/Contractor
may use other recruitment methods, although shall continue to make good faith
efforts to hire applicants later referred by the First Source Referral System.

(iii) Ongoing Hiring Process. After Developer/Contractor has commenced
operations in a Covered Project, it shall continue to use the First Source Referral
System to fill positions that become available.

c. Developers/Contractors shall provide area residents with equal opportunity for
employment, retention, promotion, assigned job duties, shift assignments and on-the-job
training.



The MVVWIB will facilitate compliance on covered projects by:

a. Maintaining and sharing lists of Merrimack Valley residents qualified for and interested
in working on the projects listed in Section V1.

b. Customizing Job Training to meet contractor needs whenever funding is available. The
First Source Referral System shall develop and coordinate job training with one or more
appropriate job training organizations.

c. Being responsive to developer/contractor specialized job training requests for area
applicants they intend to hire or for low-income incumbent workers who reside in
Lawrence, Haverhill and Methuen.

d. Referring qualified workers to job openings listed by Developers/Contractors and Sub-
contractors.

VII11. Enforcing Compliance

The MVPC and MWIB will monitor adherence to the Local Hiring Policy by requiring quarterly
reports from each Developer/Contractor that detail employment of local residents. These should
be completed 30 days after the completion of each quarter. It shall include, at a minimum the
following information:

(a) the percentage of available employment and promotions that have gone to
residents;

(b) a short description of each job that has been filled, and whether a resident
was hired;

(c) for each resident that was hired, whether that resident is still employed
by the Developer/Contractor;

(d) descriptions and numbers of jobs that will become available, if known, in
the future, and an estimated timetable for availability of such jobs; and

(e) any difficulties the Developer/Contractor is having with obtaining qualified referrals
through the First Source Referral System.

(F) a list of all local residents who applied for vacancies.
The MVPC and MVVWIB will establish a review committee that will meet semi-annually to
review progress on complying with the Local Hiring Policy and to make suggestions for

improvements. This will be open to the public.

Good faith efforts will be made by the MVPC and MVWIB to address compliance issues with
Developers/ Contractors. Non-compliance could impact their success on future bids.



IX. Term

This MOU shall be in effect from the date signed into perpetuity. Either party may terminate this
MOU through a written statement to the other party asserting the reason(s) for termination.
Reconciliation should be attempted prior to termination.

X. Partner Signatories:

Rafael Abislaiman Date Dennis DiZoglio Date
Executive Director Executive Director
MVWIB MVPC



2. Dashboard or Scorecard

Attached is a copy of the dashboard provided at our Annual MVWIB Meeting last week. It reflects the
small of training funded during the First Quarter of FY2014 due to the Federal Sequester. Also attached
is a copy of the most often used MVWIB dashboard format.

Its relevant information is often provided in chart format that compares categories year-on-year
examples of those are also here provided. Also included are examples of vendor support allocations and
annual budget allocation comparisons.

a. We normally communicate dashboard information to the board in-hard copy at quarterly full board or
monthly Planning Committee meetings. If a vote is required and that vote requires relevant information,
we send electronic dashboard-related information to board members at least three days before the
meeting at which the vote is to take place. Since our board includes many area mayors and legislatures
as ex-oficio members, they also receive the information via email.

Since some complicated information cannot be communicated on charts. We also share findings, public
letters and essays with board members and the general public. The greatest recent example of that is
the work we commissioned to Dr. Paul Harrington. We most often communicate results to the general
public via our web site, official newspaper postings and via press releases. We occasionally also do so via
Spanish and English language radio.

b. The information on MVWIB's dashboard/scorecard indicates the value added to the region by the
board’s impact on employers, job seekers and youth. Our system has been in-place for years so MVWIB
likes to compare how we are doing presently as compared to the past. Employers have a better sense of
our contribution if they have a framework to judge it by.

We also believe that parts of the system require significant modifications. MVWIB has not been shy
about stating that tax-payers dollars should be allocated in ways that result in real, sustainable
improvements within the low-income workforce. MVWIB regularly communicates that most low-income
people want to work and improve the conditions in which their families live. Our board makes it clear
that it is interested in helping people who want to learn and work.

MVWIB believes that area employers, job seekers and youth appreciate and agree with this message
that all-too-often isn’t as clearly articulated as it should be by public-private partnerships such as a
workforce investment board.

The MVWIB has an outstanding group of learners and doers as its members. Their interest in soliciting
information from a broad range of sources, shaping dashboard-related information to illustrate where
change is needed ,and then putting the word out at regional, statewide and national forums is a
testament to the MVWIB's value.
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WIA Fourth Quarter Performance Comparison Report

Actual to Date - Total Job Seekers Served

FY'11 1,570

eryBB800 i 14,33

13,900 14,000 14,100 14,200 14,300 14,400 14,500 14,600 14,700

Actual to Date - Ul Claimants Served

FY'12 7,736

-+ T T T L

T T T Ll
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Actual to Date - Total Entered Employment

2,100 2,200 2,300 2,400 2,500 2,600 2,700
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WIA Fourth Quarter Performance Comparison Report

WIA Adult - Total Exiters

FY'10

Fy'11

132
FY'12
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FY'11
FY'12
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WIA Fourth Quarter Performance Comparison Report

WIA Dislocated Worker - Total Exiters

0 50 100 150 200 250 300

WIA Dislocated Worker - New Enroliments into
Training (ITA's only)

47
WIA Dislocated Worker - Total Entered
Employments
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WIA Fourth Quarter Performance Comparison Report

WIA Dislocated Worker - Average Exit Wage

FY'10 | <1044
FY'i1
FY'12
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WIA Youth - Total Customers Enrolled
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WIA Fourth Quarter Performance Comparison Report

- WIA Youth - Total Entered Employments

FY'10
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Merrimack Valley Workforce Investment Board
FY 11-FY 12 Fourth Quarter Report Comparison for Job Seekers by Gender and Age
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Merrimack Valley Workforce Investment Board
FY 11-FY 12 Fourth Quarter Report Comparison for Job Seekers by Ethniciy and Education
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Merrimack Valley Workforce Investment Board
FY 11-FY 12 Fourth Quarter Report Comparison for WIA Title I Adult Participant Characteristics
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Merrimack Valley Workforce Investment Board
FY 11-FY 12 Fourth Quarter Report Comparison for WIA Title I Adult Participant Characteristics
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Merrimack Valley Workforce Investment Board
FY 11-FY 12 Fourth Quarter Report Comparison for WIA Title I Adult Participant Characteristics
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Merrimack Valley Workforce Investment Board
FY 11-FY 12 Fourth Quarter Report Comparison for WIA Title I Adult Participant Characteristics
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Merrimack Valley Workforce Investment Board
FY 11-FY 12 Fourth Quarter Report Comparison for
WIA Title I Dislocated Participant Characteristics
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Merrimack Valley Workforce Investment Board
FY 11-FY 12 Fourth Quarter Report Comparison for
WIA Title I Dislocated Participant Characteristics
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Merrimack Valley Workforce Investment Board
FY 11-FY 12 Fourth Quarter Report Comparison for
WIA Title I Dislocated Participant Characteristics
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MVWIB Training Vendor Three- Year Allocation
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2 MERRIMACK VALLEY WORKFORCE INVESTMENT BOARD
3 Group Programs and [TA's Comparlson
4
Group Program | Group Program Cost
Provid P t | ITAC No.
s ovider rogram Cost per Participant TTA Cost per Participan ourse No.
6 |LARE Emergency Medical Technician {Adult) $88,778.00 $3.328.33 n/a nfa
7 |LARE Medical Assisting {Youth) $51,283.00 96,410.38 $4,995.00 11036517 ; 1036145  |higher group enroliment cast this year.
B |LARE Certifiad Pharmacy Technician $125,308.00 $4,180.43 $5,275.00 1091065| 1.261832
9 |LARE Automotive Appraisal $89,554.00 $7,462.83 n/a nfa
10 Intemational Institute of GL|Green Handyman $70,341.00 $4,689.00 $4,689.00 1086297
11 ' Custom Group |In!ro to Machine Shop $94,563.00 $3,941.00 §7,020.00 1086274| 1.781274 times greater
12 Clean Edison 87 $47,604.00 $1,586.80 $1,745.00 1075592| 1.099698
13 Notre Dame Academy HSG Enhanced Nurse Assistant Program 55,516.00 nfa $2,320.00 1082217
14 Lawrence Training School |Asbestos Abatement $18,984.00 51,054.67 $3,240.00 1088044] 3.072061 times greater
15 tawrence Training School  [Lead Abatement $§17,784.00 $988.00 $2,810.00 1088045| 2.945344 times greater
MVWIB FY 2013 Training Percentages
' H i 1 1 3 .8
Total
Programmatic Total Training
FY 2013 Expenditures Expenditures % Training
WiA Adult $673,018.00 $189,926.00 28.22%
WIADWT $825,492.00 $246,499.01 29.86%
Trade (includes Trade Case
Management, Solo Cup
NEG, Sonoco/Debbie
Staffing NEG) $1,618,137.96 $640,457.50 39.58%
EPA $227.920.35 $139,946.12 61.40%
SESP $39,793.00 $39,793.00 100.00%
Walmart $14,064.00 $10,064.00 71.56%
TOTAL Training as a % of
Total Programmatic $3,398,425.31 $1,266,685.63 37.27%




MVWIB Unaudited Plan and Annual Budget Actual Expenditures

; A | 8 | ¢ I e K H
1 i Merrimack Valley Workforce Investment Baard
|
, |EYA213COST| Fyao1 | Fy 2012 | Fy 23
| [SOURCE) ,
3| Acwsl | Acus Fian 148 PERTINENT TO CATEGORY:
| Staffing-
Individuals $200,785 | $298,732 | $261790 -DCS & Local salary, fringe, payroll, etc
4 | chargedas
| Staffing - Direct R
| Customer | $1320.774 | $2.203.046 | $2.406.638 Resource room, outre:t::. reception, counselors,
5 J Suooort
| N - Travel, memberships, employee training, service
< iStamng-FIelated $217.967 | $128406 | $203336 fees, certificates, etc
| Building- $220,103 | $293,151 | $270470 | - Rent, lease inclusions, maintenance, security, etc.
7 Premises
Equipment & s2nme | $209430 | $321008 - Copiers, telepho?e. toner, printing, desks, chalrs,
g Supplies paper, testing materials, books,etc
. - Heating, walls, roof, wall partitioning as charges or
; Capital Costs chargebacks
Youth Program so13123 | 623445 | se83104 - Subrecipient contra{:tors. youth wages, youth
10 | Costs supportive services
Information $22015 | $256.795 | 254091 -IT salaries, web, servers, Verizon circuits, licenses,
1 Technology(IT) PCs, laptops, consultants, etc
|
| IBAINING FOR
15 5 CUSTOMERS;
E Training-Direct:
ITAs and other | $897,439 | $635,209 | $654,439
13 | directtraining
| Tralning-Direct:
IAs andother | o\ oipa19| s1170845 | 687,327
direct training
14 | (TAAINEGS)
Supportservioes| 4oy 203 | se6455 | $69.500
15 {non-youth)
| Training Related-
16 | Materlals, tools,
Other - Legal, clty fees, moving expenses, audit, marketing,
17 | communication, etc

18|
19|  TOTALS  $6.004137 $4648213 $5812523
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Merrimack Valley FY 2013 Individual Training Accounts

PEOPLE

TRAINED SECTOR'S NAME Dollars Allocated
55 Health Care $240,105
11 Information Technology $80,636
16 Manufacturing $77,295
11 Finance $68,000
7 Management $49,520
8 Transportation and Warehousing $38,260
7 Construction $35,375
1 Arts, Entertainment, and Recreation $2,989
1 Professional, Scientific, and Technical $2,080
1 Utilities $1,550

127 TOTAL $628,491*
AVG COST PER $4,948.75

*Unaudited numbers



3. MVWIB Performance Tools:

a. The MVWIB and VWCC utilize a variety of qualitative and quantitative performance tools
to measure the effectiveness and success of our programs and services and to ensure proper

oversight of programmatic activities and results in keeping with the goals and objectives of
the Strategic Plan.

Quality Standards:

The lead operator and principal partner participate with the MVWIB in a continuous process of
defining and refining quality and process standards that includes input from the Career Center
frontline staff, feedback from customers regarding their expectations, and industry benchmarks
that ensure high quality customer service, and that sets models of excellence. A priority will be
placed on the effective implementation of the staff integration model described in the current
MVWIB/VWCC Charter which will promote:

. timely service which will more quickly identify the customers workforce needs.;
J treating customers with respect;

J meeting, and wherever possible, surpassing customers' expectations;

. recovering dissatisfied customers;

o identifying and creating strategies that will meet individual customer's needs; and

Quantitative Measures:

The Merrimack Valley MVWIB requires outcomes in two general areas for individual
customers: referral to, placement in, and retention in a job; and/or referral to, enrollment in, and
retention in an education or training program and in services to employers.

The outcomes to be collected on individuals are WIA Performance Measures/Common
Measures as indicated.

Additionally, User Characteristics: total number served monthly, quarterly and annually,
gender, race/ethnicity, age, welfare status, disabilities, education, employment status at
time of registration and occupation must be reported.

The MVWIB also requires performance outcomes specifically for training related placements. The
following are the performance expectations expected for individuals enrolled in training through
Individual Training Account (ITA's).

Training Completion rate of 80%

Training Entered Employment Rate of 75%
Training Related Entered Employment rate of 70%
An average wage of at least $11.00

The MVWIB requires that the following outcomes be collected and analyzed on businesses:



1. User characteristics: number of companies served by industry; total new employer accounts
developed by NAICS code during the reporting period; new job postings taken/filled and
resultant fill rate.

2. Number of job posting received and filled on a quarterly basis by NAICS code.

3. Service utilization: total number of businesses served; types of services provided (core and
fee based).

4. Repeat business from employers, as defined by companies who have two or more service
dates.

b.Reporting Requirements:

Reporting requirements will be established and revised as needed by the MVWIB in consultation
with the ValleyWorks Career Center lead operator. These include but are not limited to: A monthly
ValleyWorks Narrative Report highlighting jobseeker and employer customer activities and
progress/concerns with various categorical grants and other noteworthy service initiatives or new
activities.

e A quarterly review and analysis of Points of Service Surveys and other
Customer evaluations.

e Quarterly planned vs. actual performance reports for all current career center funding
sources outlined on Attachment D of this document. .

e Annual Progress/Performance report to the MVWIB Board.

As outlined in the MVWIB/VWCC Charter, the following reporting requirements will also be
required in a format acceptable to the MVWIB:

e A quarterly report indicating progress made in the implementation of the integrated
service model described in the FY 13/14 Annual Plan. Report should include customer
service data, improvements noted, challenges identified and and any
changes/modifications or other notable impacts of the process thus far. Also, to be
included, any improvements in customer (both business and job seeker) service that you
attribute, at least in part, to the implementation of the Integrated model.

Information as feasible should be provided in the aggregate and by career center service site
(Lawrence, Haverhill and satellites as appropriate). The ValleyWorks Career Center
lead operator and principal partner will maintain records as required by the MVWIB and
state and federal agencies overseeing implementation of career centers. The ValleyWorks
Career Center lead operator and principal partner will provide access to the MVWIB, to
DWD, DCS, DUA, and to other authorized government agencies, to the information
needed for monitoring, and evaluation of ValleyWorks Career Center performance.

The MVWIB and the ValleyWorks Career Center lead operator recognize that full
reporting of the data elements listed above is dependent, in part, on the capacity, quality
and timeliness of the state's career center information systems.



Any anticipated reporting issues and or problematic data elements will be promptly
reported to the MVWIB so that alternative report requirements can be developed. In the
event that ValleyWorks anticipates not being able to comply with any requisite monthly,
quarterly, or yearend reporting requirements and/or deadlines, the MVWIB shall be
notified in advance of notifying such reporting entity as to the reason(s) for the delay,
and so as to assist ValleyWorks with negotiating alternative compliance deadlines with
the funding source(s) in question.

Performance Review:

To ensure that the goals and objectives of the MVWIB Strategic Plan and Annual WIA
Plan are met performance review procedures will include:

Review of written monthly reports submitted to the MVWIB staff and Planning
Committee by the ValleyWorks lead operator in collaboration with the principal partner.
The reports will cite performance at all center sites and review all program initiatives.

Quarterly statistical plan vs. actual performance reports on all funding sources/initiatives.
On-going "Voice of the Customer" review activities.

Review of quarterly reports on staff integration efforts.
Charter Renewal Activities. The MVWIB will provide the ValleyWorks Career Center lead

operator, principal partner and the CEO with oral and written reports of findings from this
annual and charter-end review process.



4. Revenue Plan

Out budget supports the strategies within our Strategic Plan. It primarily cite the need for flexible ways to
make WIA allocations as based on LMI and appropriate customer choice while seeking additional funds as
they become available to support our focus areas and deal with sequester cuts and otherwise diminished
funding. Our health, advanced manufacturing and green/clean energy/ health science focus areas all have
separate funding and we add WIA funds to them as LMI and customer interest dictate. We look for every
opportunity to apply for other public and private funds that complement our mission and we are always on
the look-out for Rapid Response and National Emergency Grant to further assist area workers.

It is unlikely that there will be enough money to fully implement our SP strategies, especially since they are
scalable and the need is so great in this area. But we have enough to make a positive difference.

The following illustrates how our ‘gap analysis’. It makes adjustment to our annual budget in order to more
fully implement our strategies. Now that all funds have been accounted for between the reconciliation of year
end expenses and carry- in funds, and since we have been able to receive additional funding since July 1,
2013. MVWIB fiscal staff created the attached spreadsheet to document these changes.

These changes in revenues and expenditures relate to municipal staffing and overhead funds only, i.e. non
training funds, and also exclude any reference to ValleyWorks Career Center DCS (merit) staff.

The summary includes the following:

- Additional/(Reduction) of FY13 Projected Carry In Funds and Addition of New Funding Resources:
+$377,042
- Adding back the salary and fringe costs to retain the 9 staffs anticipated to be laid off in December

2013: -$273,300
- Eliminating the cost of the projected UI and Payoff costs for the 9 staffs anticipated to be laid off in
December 2013: £$191,450

- Adding back the 12 furlough day cost for staffs: -$81,295
- Adding the cost of a 2.5% Non Union Increase for FY14, to be consistent with the Union : -
36,031

- Eliminating the cost of staffs who will retire, work a reduced schedule, and be out on a no pay status:

+$37,073

Based on the above scenario, we have an additional $214,939 in lag funds to either use for unexpected
overhead costs in FY14, such as Haverhill Rent, penalties on the Lawrence Rent after the current lease ends,
increased IT Migration Costs, or used to carry forward into our FY15 Budget. We will also track and ensure
that all staffing and overhead costs are fully expended on the NEG’s and State Funds that end on or before
June 30, 2014, as this is what these projections assume.

As far as the furlough days, we will soon discus, before the month’s end next week, whether we should
immediately stop all future furlough days this Fiscal Year (8 more for November 2013 — June 2014). Then,
determine whether staff should be able to use their vacation or personal time to make up for the 4 days
already taken without pay (July — October 2013), or if they could somehow make up these 28 hours, or if we
should just consider these 4 days as furlough.



| Total Ptoleotin' Balance 3214'938.57

Staff & & Overhead
Dueshead LCarrg In. Jotal
Lamyln LCostsiMew Additional =
2 |EUNDING SOURC Losts Funding EY14 Funding Months Of Salary & Fringe
4 Ly [ c [ D ilF, e ! G
3 | WA Youth Program $0.00 517,624.76 517.624.76 Career Services Advisor $31,330.00
4 | WiA Adult Program $20.000.00 525,543.18 £5,843.1S Career Services Advisor $31,410.00
m5 WiA DW Program 5100,000.00 5140,517.36 S540.517.56 NEG Job Developer $31,515.00
& | WIA Youth Admin 527,300.00 517,678.53 (59,521.47) Career Services Advisor $32,015.00
~ 7 | WIA Adult Admin 50.00 50.00 50.00 Customer Services Rep $30,209.00
8 WIA DW Admin $27.500.00 556,139.07 528,635.07 Youth Admin Assistant $25,557.00
L9 | Program 51382,721.00 5152.951.33 5230.33 Business Services Rep $32,512.00
10 | Deb Staffing Admin 536,779.00 £38.851.20 52,102.20 Resource Development Mgt $28,493.00
1t | SoloCupProgram $172100.00¢ 5171 46S.4% (5631.51) Human Resource Mgr $30,259.00
12 | Solo Cup Admin £10,600.00 546,325.72 $35,725.72 TOTAL COST
13 CIES Model i 513 447.00 $17.331.00 53,554.00
Furiough Days - Add Back
14 CIES Model il 517,516.00 $25,310.00 57.,794.00 to All Staff Pay $861,295.00
Non Unlon 2.5% increase -
15 EPA $23,224 00 $5,724.00 (517,500.09) same as Unlon $36,031.00
1 Program $114,760.00 5206,566.26 591.506.26 TOTAL COST
17 | Youthworks-Admin 521,931.00 531,933.85 510,002.83
18 BOG-Program 533,335.00 538,722.00 515,394 00
19 BOG-Admin S4,609.00 55,170.00 $561.00
Connecting Actlvities-
20 Program 858,557.00 $80,357.00 {59,208.00) TOTAL SAYINGS $191.450.00
Connecting Activities-
2 Admin $2,618.00 59,255.00 [5363.090)
Career Services Advisor -
22 | DWT NEG-Program 50.00 536,359.00 536,359.00 Retire Feb'14 ($14.974.889)
Workshop Spedclalist - 20
23 | DWT NEG-Admin £0.00 515,194.00 51S5,194.00 hours per week as of Jan'i4  ($10,639.65)
Youth Career Counseior -
Philips-f1ersen Set Anticipated No Pay Status -
24 Aside-Program 51S7,000.00 5261,635.00 S574,635.00 12 weeks
STEM Clean Energy-
26 Program 50.00 512,963.00 $19,965.00 TOTAL SAYINGS
STEM Clean Energy-
26 Admin 50.00 51,248.00 51,245.00
STEM Power
27 | Network-Program 50.00 54,000.00 54,000.00 —
28 | TOTALFUNDS $1.092,187.00 $1468.239.95 $377.042.95 TOTAL COSTS 162,103.38
31 | SUMMARY OF STAFFING/OYERHEAD FUNDS
32
33 Total Additional Revenues $377.042.95
34 Total Additonal Staffing Costs ($162,103.38)
35



Merrimack Valley Workforce Investment Board
One-Stop Career Center System Charter

Granted To:

The City of Lawrence Department of Training and Development (DTD),
as designated lead operator for
The ValleyWorks Career Centers of Lawrence and Haverhill
in collaboration with
The Department of Career Services (DCS),

as principal partner

By the:
The Mayor of Lawrence/Chief Elected Official

and

The Merrimack Valley Workforce Investment Board (MVWIB)

Charter Period:

July 1, 2013-June 30, 2016
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. MISSION AND VALUES

Through this document, the Chief Elected Official and the Merrimack Valley Workforce
Investment Board (MVWIB) delineates the Charter Agreement between the CEO/MVWIB and
the ValleyWorks Career Center (VWCC). The Charter is designed to provide high quality,
customer oriented workforce development services for job seekers and employers throughout
the fifteen cities and towns that comprise the Lower Merrimack Valley Workforce Investment
area.

The ValleyWorks Career Center Mission:

The mission of the Valley Works Career Center is to build and promote workforce
potential to support regional business growth and economic prosperity.

Intent and Focus:
The ValleyWorks Career Centers will articulate and accomplish this Mission through:

o Leadership — Development and implementation of decisive, informative,
adaptive and effective ways to affect the desired results and continually improve
the agency effectiveness and performance.

o Integrity — Conducting business in a professional and ethically responsible
manner demonstrated in appropriate everyday interaction with all.

o Communication — Communicating openly and honestly with all to deliver
messages in a way that promotes positive results.

o Accountability - Ownership of actions and the delivery of desired results
through the effective use of resources.

o Teamwork — Establishing and building collaborative efforts that establish and
demonstrate productive relationships to meet organizational goals and
objectives.

o Respect - Recognizing the unique value of each individual and acting with
professionalism and dignity at all times.

o Service Excellence —-Commitment to the provision of quality services without
compromise every day.

ILTHE CEO-MVWIB/ VWCC CHARTER
A. The Charter-Principal Parties and Career Center location:

The Merrimack Valley Workforce investment Board, pursuant to the authority granted to it by the
Massachusetts Executive Office of Labor and Workforce Development

(EOLWD) grants a One-Stop Career Center Charter to the ValleyWorks Career Center(s)
(VWCC). The principal parties to this charter are the Chief Elected Official (CEO), the
Merrimack Valley Workforce investment Board (MVWIB), the Department of Training and
Development (DTD) a/k/a ValleyWorks Career Center lead operator, and principal partner, the
Department of Career Services (DCS). The ValleyWorks Career Center, lead operator and its
principal partners will provide comprehensive services through (2) collaborative career centers
presently located at: Heritage Place 439 South Union Street, Bldg.2 Lawrence, MA, and at



offices located at Northern Essex Community College in Haverhill, MA. Additional services may
be offered at community-based sites such as DTA local offices and other stakeholder sites
approved by the MVWIB as appropriate and supportable.

A. Term of the Charter:

This Charter covers the period from July 1, 2013 through June 30, 2016 provided that the
renewal terms and conditions in this Charter are met. The Charter may be renewed on an
annual basis for three (3) twelve (12) month periods ending on June 30, 2016 if the Operator
demonstrates performance in accordance with the provisions of this Charter and unless
terminated as set-out below.

B. Renewal Terms and Conditions:

In addition to the day to day management of the local one-stop system, the lead operator is
accountable for the implementation and operation of a highly effective workforce development
delivery system which will insure that the general public, individual customers and employers
have access to a wide range of services designed to prepare and promote employment
opportunities for current and future job seekers and to ensure and support the continued growth
and vitality of current and future employers and economic development efforts in the Lower
Merrimack Valley.

To achieve these objectives the Lead Operator and Principal Partner will:

1. Achieve the performance measures, and standards and customer satisfaction
expectations established by the MVWIB (see Section VI and Attachment B); for all
grants and programs provided through the VWCC barring significant unforeseen
changes in funding availability, or regulatory, legal or legislative changes beyond the
operator’'s control.

2. In collaboration with the MVWIB, develop and implement an integrated staffing model
designed to improve efficiencies and demonstrate measurable improvements in the
provision and quality of customer service delivery for job seekers, employers and other
targeted populations and programs.

3. Participate in monitoring and evaluation activities as requested by federal and State
funding entities and the MVWIB.

4. Correct any performance problems identified by the MVWIB, the Commonwealth’s
Quality Assurance Units or other state, federal, or other organizations providing funding
to ValleyWorks Career Center.

5. Ensure all identified statutory and programmatic requirements are met.

If the CEO or MVWIB determines that the Operator has not performed its obligations
pursuant to the Charter, the CEO and MVWIB expressly reserve the right not to renew the
term of the Charter on successive years. In the event that the CEO/MVWIB determines
initially not to renew the term of the Charter, the CEO/MVWIB shall send written notice of
such determination to the Operator not later than March 1, including in such written notice
the reason or reasons for the CEO/MVWIB's determination.



The Operator shall have the opportunity to provide written responses to the CEO/MVWIB’s
written notice and to meet with the CEO/MVWIB before a final decision is made by the
CEO/MVWIB, in their sole discretion. Following such written responses and any such
meeting if the CEO/MVWIB still determines not to renew the term of the Charter it shall send
written notice of such determination to the Operator not later than April 1 including with such
written notice the reason or reasons for its decision, and upon the delivery of such written
notice the term of the Charter shall end on June 30, subject to all of the terms and
conditions set forth in this Charter, including without limitation the provisions set forth in
Paragraph 11 below. The CEO/MVWIB and the Operator agree that if the term of the
Charter is renewed by the CEO/MVWIB through the end of the third fiscal year, the
CEO/MVWIB shall not have any obligation to renew the Charter for any period of time
following the end of the third fiscal year. The CEO/MVWIB expressly reserves the right,
however, to extend the term of the Charter beyond the end of the third fiscal year or to enter
into a new Charter with the Operator without the necessity of the CEO/MVWIB issuing a
request for proposals, provided that no such extension of the term of the Charter or new
Charter shall become effective unless accepted in writing by the Operator.

Notwithstanding anything contained herein to the contrary, the CEO/MVWIB expressly
reserves the right, after negotiation with the Operator, to change the terms and conditions of
this Charter, particularly those terms and conditions relating to the One-Stop Career Center
operating plans and budget, the disposition of fee income, performance standards (including
customer satisfaction measures), new conditions imposed upon the CEO/MVWIB by and/or
the DCS and/or any other conditions relating to the successful realization of the
CEO/MVWIB’s vision for One-Stop Career Centers in the MVWIB WIA. The CEO/MVWIB
expressly reserves the right to make any such changes at the time of any renewal of this
Charter. With the exception of changes in the performance standards set forth in
Attachment B which shall be subject to annual modification and change, the CEO/MVWIB
agrees to provide the Operator with at least ninety (90) days prior notice of any proposed
change in the terms and conditions of this Charter that the CEO/MVWIB desires to make.
The Operator shall have a period of fifteen (15) days following its receipt of notification by
the CEO/MVWIB of any such proposed changes to determine whether or not it agrees to
any such proposed changes. In the event that the Operator does not agree to the changes
proposed by the CEO/MVWIB, the Operator shall be entitled to terminate this Charter
effective as of the end of the then current fiscal year by delivering written notice of
termination to the CEO/MVWIB on or before the date which is thirty (30) days from the date
of receipt by the Operator of the CEO/MVWIB’s written notice of proposed changes.

C. Funding Availablility:

In the event that sufficient resources to support the operation of the ValleyWorks Career
Centers are no longer available or otherwise properly terminated, this Charter Agreement
shall also terminate. Likewise, if the Charter Agreement is properly terminated, the
Commonwealth of Massachusetts Funding Contract shall also terminate forthwith with the
identified fiscal agent for the ValleyWorks Career Center.

ill. THE MERRIMACK VALLEY COLLABORATIVE MODEL

The Merrimack Valley Workforce investment Board has been authorized by the Massachusetts
Executive Office of Labor and Workforce Development to grant a Charter to provide Career
Center services through comprehensive One-Stop Career Centers located in Lawrence and
Haverhill.



The ValleyWorks Career Center is an integrated partnership between existing organizations—
chartered, supported, and overseen by the Workforce Investment Board in collaboration with the
Chief Elected Official (CEO). The key collaborative model elements are:

« An organizational partnership between the lead collaborative organizations, DTD and DCS
that will be responsible for direct service to customers (job and training seekers, businesses,
vendors and other community partners);

» The development of additional career center partners, working with the lead operator and
principal partner collaboratively to coordinate the necessary resources, systems, and
procedures; to provide services to specific targeted customers.

« Afully integrated management and operational structure is planned and will be made
operational during FY2014. It is expected that this management structure will build and
enhance the collaboration of the partners in building a comprehensive and seamless local
system in which staff duties and priorities are developed through shared objectives, and
shared responsibility in providing quality services to meet customer demands and to
meeting the accountability and performance standards required by the CEO/MVWIB and the
Commonwealth.

« A cooperative, supportive and complementary relationship with the CEO/MVWIB. The lead
operator and principal partners will work cooperatively to meet programmatic and
performance requirements for all publically and privately funded activities operated as part
of the Career Center through the CEO/MVWIB.

IV. ROLES AND RESPONSIBILITIES

This charter document has been reviewed and approved by the Chief Elected Official of the
City of Lawrence and by the MVWIB. Both parties are responsible under federal legislation and
state policies for jointly approving the charter and the allocation of resources to the
ValleyWorks Career Center lead operator.

The MVWIB, the Chief Elected Official, Department of Training and Development (DTD), the
Department of Career Services(DCS), and ValleyWorks each have distinct roles in the
development, operation and financing of the career centers.

A. Merrimack Valley Workforce Investment Board The MVWIB is responsible for
establishing policies and overseeing the implementation and ongoing operation of the
region’s career centers. The MVWIB is responsible for the development of governing
workforce policy in the region to be implemented under the direction of the MVWIB
Executive Director and MVWIB staff. These responsibilities include:

1. Policy and Program Development

e Establishment of program, policy and performance standards and reports consistent with but
not limited state and federal requirements. Provide oversight and monitoring of attainment
of programmatic objectives, performance measures, goals and statutory requirements of
funders and the MVWIB as outlined in this Agreement.

« Establish and provide oversight and monitoring of state-mandated policies and standards to
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be utilized by career centers. Participation and development of policy and processes with
State and local partners or funders to resolve issues impacting the delivery of services by
the ValleyWorks Career Center lead operator.

Seeking opportunities for additional funding. Administration and allocation of resources for
employer and job seeker customers within the rules and regulations set forth by funding
source and statutory guidelines as appropriate. Collaborate with Career Center leadership
in the development of program plans and budgets.

The MVWIB shall work with the Commonwealth and other workforce partners to ensure
adequate levels of funding for the One Stop Career Center system.

Collaboratively work together to review key components of the local labor exchange system,
including the required core and intensive service menus, number of centers, sites, budget
and costs and criteria for fee-based services.

Review any changes in the Merrimack Valley One-Stop Career Center System with the
CEO, reviews include additional partners, service menus, number of centers, sites, budget
and fee schedules.

Chartering and Monitoring

The MVWIB shall select and Charter an operator(s) for the local career center system with
the CEO; and approve any additional funding or programmatic activity provided or required
by the Career Center, write and sign the career center charter, evaluate operations, and
renew the charter or conduct a competitive procurement for new operators with the CEO.

The MVWIB shall monitor the One Stop Career Center quality, outcomes, and cost
performance utilizing the following measures: on-site visits and observations, record review,
third party evaluations and review, data analysis of customer flow and outcome reports and
records, monthly performance reports and other performance measures and indicators
determined by the MVWIB. The WIB will also be included in any monitoring activity
performed by the State, Federal or other funding source at the Career Center. The MVWIB
will inform the CEO of results.

Conduct performance monitoring and evaluation of the ValleyWorks Career Center as part
of annual charter review and periodic re-chartering process.

Ensure that data is collected and that reports required by the MVWIB, career center
funding sources and state and federal agencies are produced and submitted in a timely
manner.

In conjunction with the Chief Elected Official and the Executive Office of Labor and
Workforce Development, consider any appeals of decisions to terminate or not to renew
the charter.

Capacity Building

The MVWIB shall require that customer satisfaction and continuous quality improvement
systems are in place at the ValleyWorks Career Centers.



Convene and broker the involvement of stakeholders in career center relationships,
including employers; job seekers; local elected officials and other policy makers; education,
training, employment and support service agencies; and other interested parties.

Direct all funding appropriated to the MVWIB for career centers and any other MVWIB
resources developed for the support of services at and through the ValleyWorks Career
Centers lead operator as appropriate.

Oversee all system-wide marketing efforts in collaboration with the ValleyWorks Career
Center Operator for the workforce investment region. With respect to employer customers
the MVWIB and Career Center will work together to identify critical and emerging industries
in the region and ensure that the Career Center Operator will focus marketing efforts and
job training efforts on those sectors.

Identify and allocate available resources to enhance the capability of the ValleyWorks
Career Centers, including the development of financial and non-financial Memoranda of
Understanding with state agencies and other key system stakeholders.

Assist the ValleyWorks Career Center Operator in the identification of training resources for
staff which may include initial staff training, best practices and national models.

. Chief Elected Official (CEO)

The Chief Elected Official of the City of Lawrence, Massachusetts holds, as required and
designated in federal legislation, the responsibility and liability for the appropriate use of
funds for workforce services provided through the Workforce investment Act of 1998 (WIA)
for the fifteen (15) cities and towns in the Merrimack Valley Workforce Investment Area. In
that capacity the CEO will:

« Review, adjust as necessary and approve allocation of resources by the MVWIB for
Career Center funding in the Annual Budget.

« With the MVWIB, consider any appeals of decisions to terminate or not to renew the
charter.

. The Department of Training and Development, as ValleyWorks Career Center lead
operator, and the Department of Career Services, as principal partner for the
ValleyWorks Career Centers

As lead operator and principal partner for the ValleyWorks Career Center, the Department
of Training and Development (DTD) and the Department of Career Services (DCS) will
manage and provide direct client services in conformance with all regulations and policies,
to ensure high quality services for the employer and job seeker customers of the Merrimack
Valley Workforce Development System.

1. Operations:

« Work with the MVWIB in the development of the WIA Annual Plan.



Deliver required core and intensive services and develop value-added, fee-based
service menus for employers and job seekers.

Meet MVWIB, state, and federal legislative, regulatory, and program requirements.
Performance measures and other quality measures will be updated annually and
incorporated by reference to this charter agreement.

Participate in the selection of career center locations with the MVWIB/CEO and
review leasing, refurbishing and other costs with them. Maintain career center
facilities and equipment at high performance levels.

In consultation with the MVWIB, continuously review and improve the ValleyWorks
Career Center service delivery systems.

Recruit, train, and supervise staff designed to achieve ever-improving customer
services.

Ensure customer data and all other required reporting information is appropriately
entered into information systems (MOSES), as required by the MVWIB, state and
federal career center reporting policies. Analyze and report data as needed and/or
required on a weekly, monthly, quarterly basis to ensure timely service provision
and follow-up with job/training seeking customers and employers.

2. Continuous Quality Improvement

Help develop a customer-driven, continually improving and learning organization.

Establish, operate, and improve effective information systems and provide staff
training in information data collection procedures.

Work with the MVWIB and State DCS/DUA, EOLWD, as well as other State
oversight authorities, to identify the best available state-level resources and
information system capacities to improve data collection and analysis capabilities.

D. The Division of Grants Administration

The DGA acting as the fiscal agent for both the City and the MVWIB shall utilize all policies and
procedures, including personnel policies and processes certified by the state Department of
Career Services (hereinafter referred to as "MVWIB/COL policies and procedures"). DGA will
ensure that all policies and procedures are submitted to the state for certification

The DGA is responsible for the execution of fiscal administrative functions, including accounting
in budgeting; financial, grant and cash management; procurement and purchasing; property
management; payroll and personnel management; general oversight, audit and coordinating the
resolution of findings from audits, reviews, investigations, and incident reports.

V. IMPLEMENTATION

A. Recognition of State, MVWIB, and CEO Authorization

The Merrimack Valley One-Stop Career Center System will include the state One-Stop
Career Center logo and cite the MVWIB's and CEQO’s chartering role in all formal documents



and marketing materials, to the maximum extent feasible.

B. Annual Plan

The Lower Merrimack Valley Workforce Investment Area’s Annual Plan, goals and
performance objectives, as approved by the MVWIB, shall be incorporated each year as an
integral part of the charter agreement. The Annual Plan will include the planned WIA goals
and objectives for the subsequent fiscal year and reflect the coordinated efforts of the
MVWIB, and the ValleyWorks Career Center partners in meeting both local and State goals
and performance requirements.

The plan may be modified and updated at intervals determined by the MVWIB and with the
approval of the MVWIB Planning/ Executive Committee to reflect changes in organizational
structure; new implementation and/or performance measures required by the MVWIB or
additional funding partners; revisions to customer service menus; changes in the Career
Center location or partners, changes required by state and federal legislation, regulations
and policy..

All Charter modifications and/ or required updates, must be approved by the MVWIB and the
Chief Elected Official. The lead operator shall submit to the MVWIB Planning Committee
and MVWIB staff their inputs to the Annual Plan and accurate Annual Plan outcomes as a
condition of charter extension/renewal. The approved Annual Plan, updated as required by
the CEO/MVWIB, shall be incorporated by reference into this charter and shall be forwarded
to appropriate State agencies.
Vi. PERFORMANCE REQUIREMENTS
A. Qualitative Measures

Quality Standards:
The lead operator and principal partner shall participate with the MVWIB in a continuous
process of defining and refining quality and process standards that includes input from
teams of the Career Center frontline staff, feedback from customers regarding their
expectations, and industry benchmarks that ensure high quality customer service, and that
sets models of excellence. A priority will be placed on the effective implementation of the
staff integration model described in Attachment C. which will promote:

« timely service which will more quickly identify the customers workforce needs.;

« treating customers with respect;

« meeting, and wherever possible, surpassing customers’ expectations;

« recovering dissatisfied customers;

« identifying and creating strategies that will meet individual customer’s needs; and

« identifies operational strategies that address bottlenecks that are systemic within

the Career Center, resolves or circumvents them, and provides frontline staff with
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the tools they need to meet customer needs.
B. Quantitative Measures

The Merrimack Valley MVWIB requires outcomes in two general areas for individual
customers: referral to, placement in, and retention in a job; and referral to, enrollment in, and
retention in an education or training program.

The outcomes to be collected on individuals are WIA Performance Measures/Common
Measures as indicated. (see Attachment B )

Additionally, User Characteristics: total number served monthly, quarterly and annually,
gender, race/ethnicity, age, welfare status, disabilities, education, employment status at time
of registration and occupation must be reported.

The MVWIB also requires outcomes for training related placements. The following are the
performance expectations expected for individuals enrolled in training through Individual
Training Account (ITA’s).

Training Completion rate of 80%

Training Entered Employment Rate of 75%
Training Related Entered Employment rate of 70%
An average wage of at least $11.00

The MVWIB requires that the following outcomes be collected and analyzed on businesses:
1. User characteristics: number of companies served by industry; total new employer
accounts developed by NAICS code during the reporting period; new job postings
taken/filled and resultant fill rate.
2. Number of job posting received and filled on a quarterly basis by NAICS code.

3. Service utilization: total number of businesses served; types of services provided
(core and fee based).

4. Repeat business from employers, as defined by companies who have two or more
service dates.

Vil. REPORTING, MONITORING AND EVALUATION REQUIREMENTS
A. Reporting Requirements:
Reporting requirements will be established and revised as needed by the MVWIB in
consultation with the ValleyWorks Career Center lead operator. These include but are not
limited to:
« A monthly ValleyWorks Narrative Report highlighting jobseeker and employer customer

activities and progress/concerns with various categorical grants and other noteworthy
service initiatives or new activities.
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« A quarterly review and analysis of Points of Service Surveys and other Customer
evaluations.

¢ Quarterly planned vs. actual performance reports for all current career center funding
sources outlined on Attachment D of this document. .

e Annual Progress/Performance report to the MVWIB Board.

For the re-chartering period, the following reporting requirements will also be required in a
format acceptable to the MVWIB:

« A quarterly report indicating progress made in the implementation of the integrated
service model described in the FY 13/14 Annual Plan. Report should include customer
service data, improvements noted, challenges identified and and any
changes/modifications or other notable impacts of the process thus far. Also, to be
included, any improvements in customer (both business and job seeker) service that
you attribute, at least in part, to the implementation of the Integrated model.

Information as feasible should be provided in the aggregate and by career center service site
(Lawrence, Haverhill and satellites as appropriate). The ValleyWorks Career Center lead
operator and principal partner will maintain records as required by the MVWIB and state and
federal agencies overseeing implementation of career centers. The ValleyWorks Career Center
lead operator and principal partner will provide access to the MVWIB, to DWD, DCS, DUA, and
to other authorized government agencies, to the information needed for monitoring, and
evaluation of ValleyWorks Career Center performance.

The MVWIB and the ValleyWorks Career Center lead operator recognize that full reporting of
the data elements listed above is dependent, in part, on the capacity, quality and timeliness of
the state's career center information systems.

Any anticipated reporting issues and or problematic data elements will be promptly reported to
the MVWIB so that alternative report requirements can be developed. In the event that
ValleyWorks anticipates not being able to comply with any requisite monthly, quarterly, or year-
end reporting requirements and/or deadlines, the MVWIB shall be notified in advance of
notifying such reporting entity as to the reason(s) for the delay, and so as to assist ValleyWorks
with negotiating alternative compliance deadlines with the funding source(s) in question.

B. Evaluation:

The MVWIB shall be responsible for evaluating the lead operator and principal partner’s
performance in implementing and operating the ValleyWorks Career Centers in accordance
with the measures set forth in this Charter Agreement, and of relaying that information to the
CEO.

The MVWIB will monitor all programs on an ongoing basis and at least annually in greater
detail. The lead operator and principal partner will be provided with the results of these
monitorings and will respond, as needed, to corrective action.

In addition, it is recognized that the ValleyWorks Career Center lead operator and principal
partner shall be evaluated by the Commonwealth’s Quality Assurance Unit and other state and
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federal agencies providing funding to ValleyWorks Career Center.

VIIl. MVWIB ALLOCATION OF FUNDING PRINCIPLES SUPPORTING CAREER CENTERS:

The guiding principles for determining MVWIB funding allocations within the Merrimack Valley
Workforce Investment Area integrated budget are:

1. Minimizing the budget impact on service to customers,

2. Providing the MVWIB with accurate information to establish policy, support continuous
improvement, and carry out its legislative oversight mandates. Representatives from the
MVWIB, DCS, DGA and DTD/ValleyWorks will work together to develop the region’s
annual integrated budget.

IX. REMEDIES, SANCTIONS AND APPEALS
A. The Goal of Mutual Cooperation

It is the intent of the parties that problems be avoided, openly discussed once identified,
expeditiously corrected and resolved by mutual cooperation whenever feasible. The MVWIB
and the ValleyWorks Career Center lead operator and principal partner are committed to the
continuous quality improvement of services provided to employer and job seeker customers.
Identifying and resolving performance problems, systemic coordination barriers and customer
dissatisfaction is central to continuous quality improvement and all parties shall adopt, maintain
and show evidence of a commitment to this approach.

B. Performance Review

The following types of review procedures will be conducted by the MVWIB staff and Planning
Committee to evaluate progress toward organizational development and effectiveness and the
delivery of ever-improving value to customers and marketplace success. Performance review
procedures will include:

1. Review of written monthly reports submitted to the MVWIB staff and Planning Committee
by the ValleyWorks lead operator in collaboration with the principal partner. The reports
will cite performance at all center sites and review all program initiatives.

2. Quarterly statistical plan vs. actual performance reports on all funding sources/initiatives.

3. On-going “Voice of the Customer” review activities.

4. Review of quarterly reports on staff integration efforts.

5. Charter Renewal Activities. The MVWIB will provide the ValleyWorks Career Center lead
operator, principal partner and the CEO with oral and written reports of findings from this
annual and charter-end review process.

C. Performance Problems and Corrective Action Plans

The ValleyWorks Career Center lead operator and principal partner shall inform the MVWIB in
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writing as soon as possible whenever it appears that a problem or event may occur or be
occurring, that could undermine the successful implementation or operation of the ValleyWorks
Career Centers or could lead to the lead operator’s default under the terms in this charter or its
funding sources.

If the Fiscal Agent or MVWIB has a problem or event occurring, or that may occur, which could
potentially undermine the successful implementation or operation of a business component or
practice of the ValleyWorks Career Center System, the MVWIB and/or Fiscal Agent shall inform
in writing all affected system stakeholders including the lead operator and/or principal partner as
soon as is practicable. In the event of an emergency, or other time sensitive
developments/notifications, telephone, fax and/or email notifications are required. Such
notifications are to be immediately followed up in writing with copies to all affected system
stakeholders.

In those instances when performance and customer problems are identified and remain
unresolved, the MVWIB will consult with the ValleyWorks Career Center lead operator. The
ValleyWorks Career Center lead operator will develop a plan in collaboration with the principal
partner and the MVWIB to resolve the problems. If the MVWIB believes that the plan to resolve
the problems has not been implemented within thirty days, the MVWIB shall provide a written
notice to the career center operator identifying the problem(s) and requesting resolution within
thirty days. A copy of such notice will be also be provided to the CEO, the Department of
Workforce Development and the Department of Career Services. If the ValleyWorks Career
Center lead operator is not responsive to this request and the problem persists without
resolution, the MVWIB may recommend that the charter be terminated.

D.Default

The term "default" as used in this charter shall mean not carrying out roles and responsibilities
outlined above in Section |V. Roles and Responsibilities, for the lead operator and principal
partner, DTD/ValleyWorks and DCS, within the time frame outlined above and within the
constraints and resources provided by other parties in this charter and by state and federal
sources.

Each of the following events, unless resolved within an applicable thirty-day grace period or
resolved through the appeal process, shall constitute a default.

*Generally, a default by the ValleyWorks Career Center lead operator will occur when
there is a breach or failure in the performance of any material terms, provisions,
obligations, or conditions of this charter, and when such default, breach, or failure
continues in effect, or remains uncorrected beyond any applicable notice or grace period
provided for in this charter.

*Breach of Representation or Warranty. A default shall occur if any material
representation or warranty made by the ValleyWorks Career Center lead operator herein
or in the lead operator’s Annual Plan or in any other instrument or document relating to
the ValleyWorks Career Centers shall at any time be materially false.
In the event of a default which occurs as the result of fraud, there is no thirty-day grace period.
*Fraud. A default shall occur if the ValleyWorks Career Center lead operator is
misusing career center funds, deliberately or knowingly charging customers for core
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services, or otherwise defrauding the MVWIB or the grant recipient, the CEO or
misusing State or Federal funds which are supporting the One-Stop Career Center as
identified by the Commonwealth of Massachusetts or USDOL.

E. Grace Period

A grace period is the period of time following a default during which the charter remains in full
force and effect, notwithstanding the default. During the grace period, the ValleyWorks Career
Center lead operator has the opportunity to correct the default. There shall be a thirty-day (30)
grace period following written notice to the ValleyWorks Career Center lead operator from the
MVWIB. A copy of the notice will also be provided to the CEO and the Department of Career
Services (DCS), and the Department of Workforce Development (DWD). If any such default
remains uncorrected upon the expiration of the thirty (30) day grace period, the MVWIB shall be
entitled to exercise any or all of its remedies as provided in this charter agreement.

F. Remedies and Termination
1. Termination of the Charter by the MVWIB

Upon the occurrence of default or any violation as identified under Section IX-D, and the
expiration of any applicable grace period, the CEO/MVWIB shall be entitled, following a vote of
concurrence from the MVWIB, to terminate this charter immediately by delivering written notice
of termination to the ValleyWorks Career Center lead operator, Executive Director. Upon the
delivery of such written notice, the charter shall terminate and the ValleyWorks Career Center
lead operator shall have no further rights with respect to the implementation or operation of the
ValleyWorks Career Centers. A copy of the notice of termination shall be provided to the CEO
and the Commonwealth. At the discretion of the CEO/MVW!IB, reasonable notice and close out
provisions and costs may be negotiated depending on the termination circumstances.

In the case of fraud, the CEO/MVWIB may take immediate action to revoke the charter or seek
other changes in performance and administration of career centers.

2. Action by the Commonwealth of Massachusetts

A copy of the termination notice shall be delivered to the DWD, DCS, the MVWIB staff and
Planning/Executive Committee, and the Chief Elected Official, so that they may take such
action, as they deem appropriate. Upon termination of the charter, the Commonwealth of
Massachusetts contracts with the ValleyWorks Career Center lead operator will simultaneously
terminate unless otherwise extended for a specified period to allow for negotiated close out
activities.

3. Termination of the Charter upon Termination of the Commonwealth of Massachusetts
Funding Contract

Regardless of whether a default has occurred, if the Commonwealth of Massachusetts funding
contract is terminated by the DWD or DCS, this charter shall simultaneously terminate without
any requirement of the delivery of written notice of termination by the CEO/MVWIB to the
ValleyWorks Career Center lead operator. In the event of any such termination of the charter
agreement, the ValleyWorks Career Center lead operator shall not have any further rights with
respect to the implementation or operation of career centers.
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G. Appeal Process

If the ValleyWorks Career Center lead operator is notified of the CEO/MVWIB’s decision to
terminate the charter, it shall have two weeks from the receipt of such notice to provide a written
appeal to the MVWIB Executive Director, the MVWIB Planning/Executive Committee, and the
Chief Elected Official.

Within two weeks of receipt of an appeal, CEO or CEO representatives, the Chair of the MVWIB
Planning or Executive Committee wills convene the Committee, the MVWIB Executive Director,
representatives of the ValleyWorks Career Center lead operator, the principal partner and
others as appropriate to consider renewal of the charter. The Mayor or Mayor’s representatives
and the MVWIB Planning or Executive Committee will gather information and debate the merits
of arguments presented, which will then be presented to the CEO and the MVWIB. The
CEO/MVWIB will make its decision concerning charter renewal within two weeks of its first
meeting.

If the ValleyWorks Career Center lead operator is not satisfied with the decision of the
CEO/MVWIB, another appeal may be made within two weeks in writing to the MVWIB and the
Chief Elected Official. The MVWIB Chair and the Chief Elected Official shall convene an appeal
hearing within two weeks, provide all parties with a description of the process to be followed,
gather and consider such information as they consider to be relevant, and consider the merits of
the appeal until consensus between the MVWIB and the Chief Elected Official is reached. In the
event a consensus between the MVWIB and the CEO cannot be reached, the decision of the
Chief Elected Official to renew or not to renew the charter shall be final.
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X. SIGNATORIES

By signing below, each of the parties agree to the items outlined in the ValleyWorks Career
Center Charter. This is a binding contract.

CHIEF ELECTED OFFICIAL

William Lantigua Date
Mayor, City of Lawrence

MERRIMACK VALLEY WORKFORCE INVESTMENT BOARD

/A~ T-( -7

Rafael Abislaiman Date
Executive Director

o Vil

JgsepH Bevilacqua | Date
airman

VALLEYWORKS, LEAD OPERATOR

Wm C/)qﬁl/v«—\_/ 7)!’)3

Arthur Chilingirian Date '
Executive Director, ValleyWorks Career Center

MASSACHUSETTS DEPARTMENT OF CAREER SERVICES
VALLEYWORKS, PRINCIPAL PARTNER

M A

Dawn Beatti Date
S Operations Manager

17



ATACHMENT A

COLLABORATIVE PARTNERS

Massachusetts Department of Elementary and Secondary Education
Operation ABLE

JOB CORPS

Massachusetts Department of Career Service

Massachusetts Department of Unemployment Assistance

City of Lawrence Department of Training and Development
Commonwealth Corporation

Massachusetts Commission for the Blind

Massachusetts Rehabilitation Commission

Northern Essex Community College, (Carl D. Perkins Vocational & Technical
Education Act)
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ATTACHMENT B

MERRIMACK VALLEY WORKFORCE INVESTMENT BOARD

FY 2014 WIA PERFORMANCE GOALS

CONTACT PERSON / EMAIL:

Rabislaiman @ mvwib.org-Bzeimetz@mvwib.org

WORKFORCE AREA: .
Merrimack Valley
STATE LOCAL AREA
PERFORMANCE ENTER kY2014
MEASURE FY 2014 EY 2013 PROPOSED
STATE GOAL LOCAL GOAL LOCAL
GOAL*
WIA ADULT MEASURES
Entered Employment Rate 83% 70% 71%
Employment Retention Rate 90% 80% 80%
Six Month Average Earnings $12,700 $10,000 $11,000
WIA DISLOCATED WORKER MEASURES
Entered Employment Rate 85% 83% 83%
Employment Retention Rate 95% 85% 85%
Six Month Average Earnings $21,000 $18,000 $19,000
WIA YOUTH MEASURES
Placement in Employment/Education 81% 75% 78%
Attainment of Degree/Certificate 72% 65% 66%
Literacy/Numeracy Gain** 45% 26% 30%

Any proposed goal level below the State goal level must be accompanied by a justification

**The minimum acceptable goal level for Literacy/Numeracy Gain for FY 2014 is 30%.
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IATTACHMENT (

INOTIFICATION of LOCAL SYSTEM CHANGES

FISCAL YEAR 2014 CHANGES

Please describe any programmatic, infrastructure or organizational changes planned for
FY2014, including those that will result from any budget reduction/augmentation.

Please complete this form and submit as part of your FY2014 Local Annual Plan package.

Local Area: Lower Merrimack Valley

Are changes planned for FY2014: XIYES ONO

If significant service design or other changes from FY2013 are planned for FY2014, describe
below each change to the local workforce development model. For each planned change, the
description should include both:

a. adiscussion of the basis for the planned changes and
b. adiscussion of the projected outcome(s) and benefit(s) to be realized as result of the
planned change.

1. Staff integration

In the FY 13 Plan WIBs and Career Centers were asked to work together to develop a Customer
Service model which would better integrate the roles and responsibilities of DCS State funded
and locally funded ValleyWorks Career Center staff. The focus of the integration plan was to
better triage customers coming in the door to ensure that customers were receiving those services
that they most needed to gain employment in the most efficient manner, that customers eligible
for targeted services were identified quickly and to respond to the challenges of declining
resources both in finances and in staff.

Local DCS, WIB and VWCC senior staff met on an ongoing basis over several months to
discuss these challenges. Further meetings included discussion with DCS/Executive Office
Staff, the Labor Unions representing both State and Local union employees and VWCC State
and local staff. A number of staff training days are in progress to cross train staff in the various
requirements and processes associated with the different funding and programs available to
customers.
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The attached ValleyWorks Career Center Integrated Customer Flow Chart graphically delineates
the various pathways available for customers depending on their needs and specific
circumstances. Our model begins at the Career Center Seminar (CCS) which provides ALL
customers with a mandatory orientation to Career Center services available for job seekers. The
CCS includes the completion of an Individual Needs Assessment (INA). Every customer will
complete this worksheet at the CCS. All customers will also receive information on available
community resources and services. The CCS will also help identify specialized target groups i.e,
Veterans, Trade eligible customers, REA and profiled customers and direct them to the next set
of services specific to them. All pathways will assist in identifying customers who may be
eligible for other available programs and/or reemployment benefits.

We expect that barring other significant changes in funding or workforce policy that the new
model will be in place by the end of the first quarter of FY 14.

2. UI online changes and impact.

On July 1, 2013 UI Online will be launched for all jobseekers and employers. UI Online will
change the role of walk in staff. Walk-in-staff will no longer work one on one with claimants
assisting them to file their claims or provide services for customers with existing claims. In their
new role walk in staff will act as Navigators to assist claimants in navigating the online system to
process their own claims and/or check on the status of their current claim. Walk-in-staff will
also be included in the integration plan for VWC and will be generalists for all points of services
offered through VWCC.

The WIB has serious concerns about the impact on our customers many of whom are linguistic
minorities who have come to rely on assistance from staff when they have questions or concerns
about completing initial applications or issues with their ongoing claims. We appreciate the fact
that staff resources have been provided to our region to support the transition and mitigate the
impact that this change will cause hopefully in the short term.

3. Impact of funding cuts:

The decline in WIA funding particularly in the Youth and Dislocated Worker programs, the first
quarter funding cuts caused by the sequestration and the delay and elimination of funding for
previously State and other funding sources has caused and will likely continue to cause
significant changes in a number of areas in our region. The three outlined below are those that
have been identified and are being acted upon based on our current financial analysis.

a. Change in Haverhill location/Possible Lawrence relocation

Our ValleyWorks Career Center satellite in downtown Haverhill was closed as of June 30, 2013.
The costs of continued operation of that Center in that location were prohibitive. The VWCC
and WIB met several times with City Officials in an effort to identify a more affordable location
in the downtown area to no avail. Subsequently Northern Essex Community College offered to
make space available for a minimal operation to launch Ul Online in the City during the summer,
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with the potential of a larger space becoming available later in the fall which would allow for a
return to a fully operational VWCC satellite. Those issues are still under discussion at this time,
pending further financial analysis and negotiation, and the exploration of any other options that
may be available to reduce costs and maintain a presence in the eastern half of our workforce
region.

One potential mitigating factor related to the above is the fact that the current lease on our major
VWCC operation in Lawrence will also end in December of 2013. We have already notified the
landlord of our need to at a minimum RFP for space and possibly to relocate that operation as
well. It is possible that an RFP would be issued for both locations. All of these questions will
need to be resolved before the end of the calendar year.

b. Staff furloughs 1 day each month for all but Director positions

In an attempt to avoid some staff reductions we have worked with the local labor Union and staff
and will institute 12 unpaid furlough days for Management and union and non-union WIB and
VWCC staff over the next 12 months beginning in July 2013.

c. Possible staff reductions

Thus far during the past seven months we have eliminated or not re -filled 10 positions, four
Management and six line staff. We are anticipating at least two retirements in the next four
months. Currently we have 11 positions that will be eliminated by December 31, 2013 without
additional funding or other unanticipated staff reductions. In the past several months we have
applied for a number of projects and supported several collaborative efforts both regionally and
with the state that we hope will provide some staff support resources.

d. Possible change in financial relationship with City of Lawrence

The MVWIB has been in discussion with the City of Lawrence about a change in the fiscal
relationship that would utilize the MVWIB 501 © 3 corporation for all funding other than WIA
that supports workforce development activities in the region modeled on the agreements in use
by several other WIBs throughout Massachusetts. The WIB Certification process due in late
December will focus on articulating these changes and agreements.
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ATTACHMENT D
GRANTS INCLUDED IN ANALYIS OF YWCC PERFORMANCE*

WIATITLE ONE ADULT PROGRAM

WIA TITLE ONE DISLOCATED WORKER PROGRAM
WIA TITLE ONE YOUTH PROGRAM

WAGNER PEYSER LABOR EXCHANGE PROGRAM
VETERANS PROGRAM

NATIONAL EMERGENCY GRANT PROGRAMS
TRADE ENROLLMENTS AND OUTCOMES

REA PROGRAM

. EUC PROGRAM

10. BOG PROGRAM

11. EPA PROGRAM

12. YOUTHWORKS PROGRAMS

13. PATHWAYS PROGRAM

14. CONNECTING ACTIVITIES

15. DTA CIES

16. WORKFORCE COMPETITVE TRUST FUND MANUFACTURING PROGRAM

XIS AEWNNE

*Qther grants may be added to this list during the fiscal year as appropriate
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ATTACHMENT E

VALLEY WORKS CAREER CENTER INTEGRATION IMPLEMENTATION PLAN

1)

2)

3)

4)

5)

6)

Staff Implementation Schedule*

May 17,2013 Met with all VWCC staff, staff from DCS Hurley Building and staff from
the MVWIB to discuss the new process and the what, why, when and flow of integration.

Held 3 full days of staff training to educate staff regarding the different functions/tasks as
well as the different points of service that need to be staffed throughout the integration
process. These days were May 31%, June 7™ and June 21°% *3, In addition, we held
specific training for staff that includes WIA, TRADE and TABE testing. There are a few
staff that is still in need of TABE training which will be completed in December. The
majority of staff has completed all the training that was provided. Those who did not and
are need of additional training will receive it in smaller groups also by the end of
November.

September-October 2013 Selected 4 Employment Advisors and 2 Veterans
Representatives to begin piloting the integration process. The Employment Advisors have
job shadowed each other to learn the functions/duties necessary to provide comprehensive
services to all customers as well as shadow points of service where they will be assigned.
The Veterans Representatives did not shadow staff because their supervisor feels they
have been working with WIA customers and are ready to begin the process and have
worked the necessary points of service.

October 21- October 25 2013 The Employment Advisors and the Veteran
Representatives will each be assigned WIA current case files for case management. The
former CSA’s will handle the TRADE customers until all Employment Advisors have
completed TRADE training. The Veteran Representatives will be given all WIA current
case files for case management with the exception of TRADE customers and NEG
customers. The Veteran Representatives will be backups for Veteran NEG customers.

October 28.2013 The Employment Advisors and the Veteran Representatives will begin
to meet with new customers that they are assigned.

October, 2013 the Workshop team has added additional resume workshops to assist those
without resumes as well as work with customers whose resumes need to be updated and
refined. Workshops are currently available. If we need additional workshops they will be
added. The management team will monitor the flow of customers who need resumes to
ensure we have the capacity to provide customer resumes in a timely manner.
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7) November, 2013 Training will begin for 3 more Employment Advisors. The 3
Employment Advisors will job shadow integrated staff as well as shadow the points of
service where they will be assigned. Dawn and Lisa will work together to provide me a
schedule by the end of October of their training needs. The 3 Employment Advisors will
be integrated by the end of November and will be assigned new cases from the customers
using the Resource Room.

8) January, 2014 Training will begin for the 4 Ul staff. The 4 Employment Advisors will
job shadow integrated staff as well as shadow the points of service where they will be
assigned. Dawn and Lisa will work together to provide me a schedule by the end of
December of their training needs. The 4 Employment Advisors will be integrated by the
end of January and will be assigned new cases from the customers using the Resource
Room.

9) January/February, 2014 I have contacted Tom Cartier (DCS) do provide MOSES
TRADE training for staff. He is looking at available dates/times. Once the training is
complete all staff will be able to provide TRADE services to customers. Tom contacted
me this morning and informed me that a new MOSES TRADE specific build will occur in
December or January. There will be training in January or February to discuss the new
TRADE regulations and entry into MOSES. All Employment Advisors will attend this
training.

10) By the end of January.2014 there will be 11 Employment Advisors and 2 Veteran
Representatives fully integrated. Changes will be made to the integration process if new
staff are hired and in need of training.

*Full Staff integration as outlined in the FY 14 Annual Plan Narrative was originally
planned for the end of the first quarter of FY 14. The impact of a number of
unanticipated events including sequestration in terms of available funding and staffing
changes, and the issues related to the service demands of Ul customers because of the
transition difficulties to Ul on line has moved that time line as indicated by the
Implementation Plan above to the beginning of the third quarter of FY 14 in January.
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