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WIOA LOCAL PLAN OVERVIEW 
FISCAL YEARS 2018-2021 

Massachusetts’ WIOA 4‐Year Local Plan, as required at WIOA section 108, is the culmination of a 

deliberate strategy to align all of the WIOA required activities in a coherent manner that averts 

duplication.  The MA WIOA Local Plan builds upward and outward from the documents listed in the 

Table of Contents, which coalesce into the first year of the Massachusetts 4‐year local plan.   

For FY18, the Commonwealth has focused on Local Memoranda of Understanding (MOU) that 
articulate integrated service strategies for priority WIOA populations and Regional Data Packages, 

comprised of critical data and analysis illustrating employer demand and worker supply in each of the 

seven new planning regions. In addition, the Local Plan includes the local Strategic Plan for the 

Workforce Board that describes local career pathway models, and current local data and information 

addressing the needs of the local Adult Basic Education population as well as performance indicators 

and participant summaries to support customer service planning. 
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SECTION I: REGIONAL DATA PACKAGE & ADULT BASIC EDUCATION ALLIGNMENT 
 

DATA PACKAGE           

DEMOGRAPHIC  CONTEXT                    

Population growth: Projections through 2035 show the share of older residents in Massachusetts increasing, with 

working age population declining.  

Trends in race, ethnicity, and national origin: Population growth is driven by immigration, and by the growth of 

non‐white racial groups.  

Regional commuter patterns: Illustrates percentage of residents employed in region but living outside it, residents 

living and employed in the region, and the percentage of residents living in region but employed outside it. 

EMPLOYER  DEMAND  SUMMARY                  

General employment patterns: Comparison of state and regional unemployment rates between 2005 and January 

2017, along with a comparison of median state wages and median regional wages. 

Industry data: A comprehensive view of regional sector makeup, organized according to total wages and total 

employment. Prominent industry groups are highlighted and arranged according to average weekly wages. The 

largest fifteen employers of each top industry in the region are identified and ranked.  

Occupational data: Jobs and professions defined by SOC codes are indexed according to share of employment, 

employer demand, and Demand Star Ranking. 

CAREER  PATHWAYS                      

Projected employment through 2024 and median annual earnings for key career pathways important to the region. 

INVESTIGATING  THE  EMPLOYMENT  SUPPLY  GAP              

Supply gap ratio: A proxy measure for understanding which occupations present labor supply deficiencies that 
are outstripped by employer demand. It shows which occupations have more job openings than qualified 
workers to fill those same job openings. 

Labor supply/employer demand = supply gap ratio 

ADULT BASIC EDUCATION SURVEY         

SURVEY  RESULTS  ANALYSIS                    

The Massachusetts Department of Education’s Adult and Community Learning Services (ACLS) 

Request for Proposal for Adult and Community Learning Service grants will provide adult education 

direct services in each of the 16 workforce development areas.  The grants will support the 

development of innovative adult education programs to effectively serve shared customers. This 

section provides comprehensive information that will assist bidders in aligning Adult Education 

activities and services with the workforce system.  
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Southeast Mass 
Data Package
Massachusetts Workforce Skills Cabinet 2017
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Table of Contents

I. Regional Map
II. Demographic Context and Overview
III. Employer Demand Data
IV. Supply Gap Data

This report contains critical data and analysis illustrating employer demand and worker 
supply in the region. Developed under the auspices of the Massachusetts Workforce Skills 
Cabinet to inform workplace service strategies.

Page 4



Regional Structure – Workforce Skills Cabinet Planning Regions 
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II. Demographic Context and Overview

• Population trends in age, race, ethnicity, and immigration

• Commuter patterns in and out of the region

• Data summary
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Projected State Population Growth by Age, 2010-2035

Demographic Deep Dive

The share of older residents is increasing, while the share and number of the working age population is declining. 

UMass Donahue Institute, Long-term Population Projections for Massachusetts Regions and Municipalities, March 2015
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State Trends, Race/Ethnicity and Place of Origin

Demographic Deep Dive

Massachusetts population growth is driven by immigration, and by growth in diverse populations.

Source: Commonwealth Corporation via 2000 Census, 2012-2014 American Community Survey, PUMS. 

Massachusetts 2000 2012-2014 Share of Total 
Population 2012-2014 Absolute Change Percent Change Average Annual 

Growth Rate

Total Population* 6,131,752 6,447,295 100% 315,543 5.1% 0.4%

Nativity

Native Born 5,279,860 5,326,213 83% 46,353 0.9% 0.1%

Foreign Born** 851,892 1,121,082 17% 269,190 31.6% 2.1%

Race/Ethnicity

White, non-Hispanic 5,026,398 4,817,401 75% -208,997 -4.2% -0.3%

Black, non-Hispanic 300,758 407,723 6% 106,965 35.6% 2.4%

Asian, non-Hispanic 224,242 375,130 6% 150,888 67.3% 4.0%

Hispanic 412,496 678,193 11% 265,697 64.4% 3.9%

Other race, non-Hispanic 167,858 168,848 3% 990 0.6% 0.0%

*Civilian non-institutional population

**Foreign born is defined here as those born outside of the 50 states and the District of Columbia, who was not born to American parents abroad, and people born in Puerto Rico and 
other U.S. territories.

Massachusetts 2000 2012-2014 Share of Total 
Population 2012-2014 Absolute Change Percent Change Average Annual 

Growth Rate

Total Population* 6,131,752 6,447,295 100% 315,543 5.1% 0.4%

Nativity

Native Born 5,279,860 5,326,213 83% 46,353 0.9% 0.1%

Foreign Born** 851,892 1,121,082 17% 269,190 31.6% 2.1%

Race/Ethnicity

White, non-Hispanic 5,026,398 4,817,401 75% -208,997 -4.2% -0.3%

Black, non-Hispanic 300,758 407,723 6% 106,965 35.6% 2.4%

Asian, non-Hispanic 224,242 375,130 6% 150,888 67.3% 4.0%

Hispanic 412,496 678,193 11% 265,697 64.4% 3.9%

Other race, non-Hispanic 167,858 168,848 3% 990 0.6% 0.0%

*Civilian non-institutional population

**Foreign born is defined here as those born outside of the 50 states and the District of Columbia, who was not born to American parents abroad, and people born in Puerto Rico and 
other U.S. territories.
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Regional Trends, Race/Ethnicity

Demographic Deep Dive

The total population in Southeast MA has increased slightly over the past ten years, driven by growth in minority populations that 
counteracts a decline in the white population.

Source: American Community Survey, Selected Characteristics of the Total and Native Populations of the United States, 5 Year Averages 2011-2015 

Total Population Estimate: 1,359,366 
2011-2015 Average 
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Regional Trends, Place of Origin

Demographic Deep Dive

Almost ¾ of Southeast MA was born locally. The share of foreign-born residents has increased by 6% over the past ten years.

Source: American Community Survey, Selected Characteristics of the Total and Native Populations of the United States, 5 Year Averages 2011-2015 7
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Regional Trends, Education

Demographic Deep Dive

Although much of Southeast MA is highly educated, a significant portion of residents require language or basic skill remediation.

Source: American Community Survey 5 Year Averages 2011-2015 8

Total Population Estimate, 25+: 940,475 Total Population Estimate, 18+: 1,062,656
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Regional Commuter Patterns 

The Southeast MA’s employers face a net loss of approximately 135,000 employers who 
leave the region for work. 

U.S. Census Bureau, OnTheMap Application and LEHD Origin-Destination Employment Statistics (Beginning of Quarter Employment, 2nd Quarter 
of 2002-2014). 

Demographic Deep Dive 

332,134 

Living and Employed in Southeast MA 

288,940 

Living in Region but Employed 
Outside 

152, 536 

Employed in Region but Living 
Outside 
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Summary of Demographic Trends
Demographic Deep Dive

• As our State’s population ages, the share of working-age 
and young people is declining.

• The total population in Southeast MA has increased 
slightly over the past ten years, but decline in the white 
population has been accompanied by growth in minority 
and foreign-born populations.

• The Southeast region loses more workers to outside of 
the region than the amount of employees that it gains.

10
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III. Employer Demand Data

A. Context

B. Industry Overview

C. Occupation Overview

D. Career Pathways Page 14



Employer Demand Data
• Contextual data illustrates broadly the employment patterns in the region.
• Industry data shows which employers are prominent in the region.
• Occupation data shows which jobs people in the region do. People often 

perform the same jobs at different types of employers, and in different 
industries.

• This data is organized across several different criteria, and should guide 
your consensus and decision-making process.

• Consider how to layer in criteria to view and set priorities regionally. 

A. Context
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State and Regional Unemployment Rate 
Unemployment Rate Deep Dive 

Southeast MA’s unemployment rates tend to exceed those of the Commonwealth by an average of 
approximately .4%. 

 Source: Bureau of Labor Statistics, 2005-2017 Seasonally Unadjusted Data 
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Regional and Workforce Development Area Labor Force and 
Unemployment Rates between June 2016 and May 2017

Unemployment Rate: 4.9%

Unemployment Rate: 4% 726,631

291,199

131,004

189,785

114,643

697,379

280,974

125,778

181,601

109,026

29,251

10,224

5,226

8,185

5,616

0 100,000 200,000 300,000 400,000 500,000 600,000 700,000 800,000

Southeast Region

South Shore

Brockton

Bristol County

Greater New Bedford

Unemployment Employment Labor Force

Unemployment Rate: 4.3%

Unemployment Rate: 4%

Unemployment Rate: 3.5%
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Median Wage 
Southeast MA rivals its neighbor, the Cape and Islands, for wage, but 
borders Greater Boston, home to the region’s highest median wage. 

Occupational Employment Statistics Wages, 2015  

$36,317 
$38,433 

$40,646 
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$0

$10,000

$20,000

$30,000

$40,000

$50,000

$60,000

Berkshire Cape and
Islands

Central Greater
Boston

Northeast Pioneer Valley Southeast State

Annual Median 

Page 18



Industry Terminology

Industry Sector Sectors that represent general categories of economic 
activities, 2 digit NAICS

Industry Group More detailed production-oriented combinations of 
establishments with similar customers and services, 4 digit 
NAICS

Total Employment Total number of workers 

B. Industry Overview
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Southeast Region Sector Makeup
by total employment

DUA/BLS Quarterly Census of Employment and Wages, 
QTR 3 2016

Arts: 10,163
Management: 9,478
Real Estate: 6,547
Utilities: 3,070
Agriculture: 2,214

Page 20



Southeast Region Sector Makeup
by total wages

DUA/BLS Quarterly Census of Employment and Wages, 
QTR 3 2016
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Health Care Industry Groups

DUA/BLS Quarterly Census of Employment and Wages, QTR 3 2016; Conference Board Help Wanted OnLine

Largest Employers by 12-

month Job Postings

Employer Postings

South Shore 
Hospital 265

Signature
Healthcare 199

Kindred Healthcare 153

Life Care Centers
of America 148

Steward Health 
Care System, LLC 131

Number of Establishments and Total Employment
Average weekly wages for the Sector
and Industry Groups

$924

$1,206

$494

$759

$1,607

$710

16

8,076

113

597

137

18,373

16,898

12,517

10,664

8,473

General Medical and Surgical
Hospitals

Individual and Family
Services

Nursing Care Facilities

Offices of Physicians

Home Health Care Services
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Manufacturing Industry Groups

DUA/BLS Quarterly Census of Employment and Wages, 
QTR 3 2016; Conference Board Help Wanted OnLine

Employment share

Largest Employers by 12-

month Job Postings

Employer Postings

Johnson and 
Johnson Family of 

Companies
389

Haemonetics
Corporation 372

General Dynamics 76

Blount Fine Foods 68

Smith & Nephew 
Inc. 63

Number of Establishments and Total Employment Average weekly wages for the 
Sector and Industry Groups

58

20

66

153

35

3,480

3,449

2,685

2,211

2,159

Medical Equipment and
Supplies Mfg

Electrical Equipment
Manufacturing

Other Miscellaneous
Manufacturing

Printing and Related
Support Activities

Plastics Product
Manufacturing

$1,321

$2,080

$1,522

$1,260

$985

$1,151
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Construction Industry Groups

DUA/BLS Quarterly Census of Employment and Wages, 
QTR 3 2016; Conference Board Help Wanted OnLine

Largest Employers by 12-

month Job Postings

Employer Postings

DISH Network 
Corporation 64

State of 
Massachusetts 44

CAREGIVER 
Homes 15

American
Residential 
Services

12

T&K Asphalt 
Services 10

Number of Establishments and Total Employment
Average weekly wages for the 
Sector and Industry Groups

1,228

652

764

433

113

11,643

4,996

4,660

3,385

3,295

Building Equipment
Contractors

Other Specialty Trade
Contractors

Building Finishing
Contractors

Building
Foundation/Exterior

Contractors

Highway, Street, and
Bridge Construction

$1,351

$1,517

$1,359

$1,267

$1,380

$1,376

Page 24



Retail Industry Groups

DUA/BLS Quarterly Census of Employment and Wages, 
QTR 3 2016; Conference Board Help Wanted OnLine

Number of establishments

Employment share

Largest Employers by 12-

month Job Postings

Employer Postings

Lowe’s 846

Target Corporation 458

Macy’s 408

Bridgestone 235

Kohl’s Corporation 175

Number of Establishments and Total Employment Average weekly wages for the 
Sector and Industry Groups

555

85

280

255

520

17,235

9,072

6,371

6,054

5,227

Grocery Stores

Department Stores

Automobile Dealers

Building Material and
Supplies Dealers

Health and Personal Care
Stores

$617

$453

$456

$1,248

$719

$692
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Accommodation Industry Groups

DUA/BLS Quarterly Census of Employment and Wages, QTR 3 2016; Conference Board Help Wanted OnLine

Largest Employers by 12-

month Job Postings

Employer Postings

Red Robin 116

Dell 103

Panera Bread 81

Chipotle 65

Marriott 60

Number of Establishments and Total Employment
Average weekly wages for the 
Sector and Industry Groups

2,543

97

150

143

25

45,685

3,112

2,866

821

293

Restaurants and Other
Eating Places

Traveler Accommodation

Special Food Services

Drinking Places (Alcoholic
Beverages)

RV Parks and Recreational
Camps $402

$389

$529

$495

$266

$359
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C. Occupation Overview

What jobs are people doing, and what types of work do 
employers need people to do.

C1: Occupations Indexed by Share of Employment

C2: Occupations Indexed by Employer Demand

C3. Occupations Indexed by Demand Star Ranking
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Occupation Terminology

Employment Share Number of employees currently working in a specific 
industry or sector across all employers

Occupation A job or profession, not specific to an industry, defined by 
SOC code

C1. Occupations Indexed 
by Share of Employment
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Top 15 Occupations by Share of 
Employment, 2015 

Occupational Employment Statistics, 2015 Short-Term Projection Employment Base

BA+
Certificate/Associates
High School Diploma

7,048
7,390
7,460
7,996
8,014

8,883
9,345
9,723
9,976
10,066
10,439

11,355
11,793

14,838
24,294

Janitors and Cleaners, Except Maids and Housekeeping Cleaners
Secretaries and Administrative Assistants, Except Legal,…
Laborers and Freight, Stock, and Material Movers, Hand

Nursing Assistants
FirstLine Supervisors of Retail Sales Workers

Waiters and Waitresses
Counter Attendants, Cafeteria, Food Concession, and Coffee Shop

Stock Clerks and Order Fillers
General and Operations Managers
Customer Service Representatives

Combined Food Preparation and Serving Workers, Including…
Registered Nurses

Office Clerks, General
Cashiers

Retail Salespersons

or below
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Top 10 Occupations by Employment 
Share, 2015 Sub-BA

Occupational Employment Statistics, 2015 Short-Term Projection Employment Base

7,996

8,014

8,883

9,345

9,723

10,066

10,439

11,793

14,838

24,294

Nursing Assistants

FirstLine Supervisors of Retail Sales Workers

Waiters and Waitresses

Counter Attendants, Cafeteria, Food Concession, and Coffee
Shop

Stock Clerks and Order Fillers

Customer Service Representatives

Combined Food Preparation and Serving Workers, Including
Fast Food

Office Clerks, General

Cashiers

Retail SalespersonsRetail Salespersons

Cashiers

Office Clerks, General

Combined Food Preparation and Serving 
Workers, Including Fast Food

Customer Service Representatives

Stock Clerks and Order Fillers
Counter Attendants, Cafeteria, Food 

Concession, and Coffee Shop

Waiters and Waitresses

First Line Supervisors of Retail Sales Workers

Nursing Assistants
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Top 10 Occupation by Employment 
Share, 2015, BA+

Occupational Employment Statistics, 2015 Short-Term Projection Employment Base

83,780

66,350

35,020

28,630

27,220

26,420

24,970

24,130

22,490

18,780

Registered Nurses

General and Operations Managers

Accountants and Auditors

Software Developers, Applications

Elementary School Teachers, Except
Special Education

Software Developers, Systems Software

Financial Managers

Secondary School Teachers, Except
Special and Career/Technical Education

Management Analysts

Market Research Analysts and Marketing
Specialists

Statewide

Registered Nurses

General and Operations Managers

Accountants and Auditors

Software Developers, Applications

Elementary School Teachers, 
Except Special Education

Software Developers, Systems Software

Financial Managers

Secondary School Teachers, Except Special 
and Career/Technical Education

Management Analysts
Market Research Analysts and Marketing 

Specialists2,141

2,269

2,639

3,027

3,879

4,488

4,614

4,864

9,976

11,355

Substitute Teachers

Management Analysts

Healthcare Social Workers

Financial Managers

Middle School Teachers, Except Special and
Career/Technical Education

Secondary School Teachers, Except Special and
Career/Technical Education

Accountants and Auditors

Elementary School Teachers, Except Special Education

General and Operations Managers

Registered Nurses

Southeast

Registered Nurses

General and Operations Managers

Elementary School Teachers, 
Except Special Education

Accountants and Auditors

Secondary School Teachers, Except 
Special Education and Career/Technical
Middle School Teachers, Except Special 

Education and Career/Technical

Financial Managers

Healthcare Social Workers

Management Analysts

Substitute Teachers
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Employer Demand Terminology
Employment Projections Expected employment in 2017 (short term) and 2024 (long term) 

for a particular occupation, based on surveyed employers
Weighted Employer Demand Short term openings from replacement and growth (2017), long 

term openings from replacement and growth (2024), and 
advertised online postings, averaged 

Note: there are many different ways to measure “employer 

demand.” The WSC team acknowledges that none are perfect, 

and thus an average of three different measures seeks to find 

middle ground.

C2: Occupations Indexed 
by Employer Demand
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Top 15 Occupations by Indexed 
Employer Demand, All Education Levels

Occupational Employment Statistics, 2017 Projections and 2024 Projections, Conference Board Help Wanted OnLine

BA+
Certificate/Associates
High School Diploma

828

879

882

915

916

980

1,029

1,108

1,150

1,278

1,754

1,980

2,569

3,000

4,301

SpeechLanguage Pathologists

Light Truck or Delivery Services Drivers

Accountants and Auditors

Cashiers

FirstLine Supervisors of Food Preparation and Serving Workers

FirstLine Supervisors of Office and Administrative Support…

Combined Food Preparation and Serving Workers, Including…

Stock Clerks and Order Fillers

Physical Therapists

Social and Human Service Assistants

Customer Service Representatives

FirstLine Supervisors of Retail Sales Workers

Heavy and TractorTrailer Truck Drivers

Retail Salespersons

Registered Nurses

or below
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Top 15 Occupations by Indexed 
Employer Demand, Sub-BA

Occupational Employment Statistics, 2017 Projections and 2024 Projections, Conference Board Help Wanted OnLine

915

916

980

1,029

1,108

1,278

1,754

1,980

2,569

3,000

Cashiers

FirstLine Supervisors of Food Preparation and Serving
Workers

FirstLine Supervisors of Office and Administrative Support
Workers

Combined Food Preparation and Serving Workers, Including
Fast Food

Stock Clerks and Order Fillers

Social and Human Service Assistants

Customer Service Representatives

FirstLine Supervisors of Retail Sales Workers

Heavy and TractorTrailer Truck Drivers

Retail SalespersonsRetail Salespersons

Heavy Tractor Trailer Truck Drivers

First Line Supervisors of Retail Sales Workers

Customer Service Representatives

Social and Human Service Assistants

Stock Clerks and Order Fillers

Combined Food Preparation and Serving Workers, 
Including Fast Food

First Line Supervisors of Food Preparation and Serving 
Workers

Cashiers

First Line Supervisors of Office and 
Administrative Support Workers
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Top 10 Occupations Requiring a BA by 
Indexed Employer Demand

Occupational Employment Statistics, 2017 Projections and 2024 Projections, Conference Board Help Wanted OnLine 32

6,227

6,706

7,207

7,291

7,766

8,783

9,902

12,472

15,937

27,262

Financial Managers

Medical and Health Services Managers

Management Analysts

Network and Computer Systems Administrators

Computer Systems Analysts

Medical Scientists, Except Epidemiologists

Marketing Managers

Accountants and Auditors

Software Developers, Applications

Registered Nurses

Statewide

414

440

469

550

561

758

828

882

1,150

4,301

Secondary School Teachers, Except
Special and Career/Technical Education

Financial Managers

Computer Systems Analysts

Industrial Engineers

General and Operations Managers

Medical and Health Services Managers

SpeechLanguage Pathologists

Accountants and Auditors

Physical Therapists

Registered Nurses

Southeast Region
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Terminology

Demand Star Ranking Ranking of highest-demand, highest-wage jobs in Massachusetts, 
based on short-term employment projections (2017), long-term 
employment projections (2024), current available openings from 
Help Wanted Online, and median regional wage.

Ranking developed by State of Louisiana’s workforce system and 

implemented with support of Boston Federal Reserve.

C3: Occupations Indexed by Demand Star Ranking
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Selected 4- and 5- Star Occupations 
Requiring a High School Diploma

Occupational Employment Statistics, 2017 Projections and 2024 Projections, Occupational Employment Statistics 
Wages, Conference Board Help Wanted OnLine

Occupation Title Demand STARS Associated Industry
Annual Median 

Wages

Transportation, Storage, and Distribution Managers 4 Transportation and Warehousing $77,660

Food Service Managers 4 Accommodation and Food Services $55,019

Property, Real Estate, and Community Association Managers 5 Real Estate and Rental and 
Leasing $81,055

Claims Adjusters, Examiners, and Investigators 4 Finance and Insurance $68,750

FirstLine Supervisors of Police and Detectives 4 Public Administration $90,240

Police and Sheriff's Patrol Officers 4 Public Administration $62,743

Chefs and Head Cooks 4 Accommodation and Food Services $50,296

FirstLine Supervisors of Landscaping, Lawn Service, and 
Groundskeeping Workers 4 Administrative and Waste Services $44,203

FirstLine Supervisors of Retail Sales Workers 4 Retail Trade $42,599

FirstLine Supervisors of NonRetail Sales Workers 5 Retail Trade $83,744

Insurance Sales Agents 4 Finance and Insurance $58,947

Sales Representatives, Wholesale and Manufacturing, 
Except Technical and Scientific Products 4 Wholesale Trade $62,715
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4- and 5-Star Occupations Requiring an 
Associates/Certificate

Occupational Employment Statistics, 2017 Projections and 2024 Projections, Occupational Employment Statistics 
Wages, Conference Board Help Wanted OnLine

Occupation Title Demand STARS Associated Industry Annual Median Wages

Web Developers 4 Professional and Technical Services $60,924
Computer User Support Specialists 4 Professional and Technical Services $55,342
Respiratory Therapists 4 Health Care and Social Assistance $66,822
Dental Hygienists 4 Health Care and Social Assistance $84,601
Cardiovascular Technologists and Technicians 4 Health Care and Social Assistance $71,590
Diagnostic Medical Sonographers 4 Health Care and Social Assistance $85,447
Radiologic Technologists 4 Health Care and Social Assistance $70,650
Magnetic Resonance Imaging Technologists 4 Health Care and Social Assistance $84,830
Licensed Practical and Licensed Vocational Nurses 4 Health Care and Social Assistance $54,209
Occupational Therapy Assistants 4 Health Care and Social Assistance $59,160
Physical Therapist Assistants 4 Health Care and Social Assistance $58,469
Dental Assistants 4 Health Care and Social Assistance $42,246
Medical Assistants 4 Health Care and Social Assistance $34,569
Telecommunications Equipment Installers and Repairers, Except 
Line Installers 4 Information $71,759

Automotive Service Technicians and Mechanics 4 Retail Trade $44,387
Heating, Air Conditioning, and Refrigeration Mechanics and 
Installers 4 Construction $53,519

Heavy and TractorTrailer Truck Drivers 4 Construction $46,788
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Selected 5-Star Occupations Requiring a 
BA+

Occupational Employment Statistics, 2017 Projections and 2024 Projections, Occupational Employment Statistics 
Wages, Conference Board Help Wanted OnLine

Occupation Title Demand STARS Associated Industry Annual Median Wages

General and Operations Managers 5 Professional and Technical Services $96,257
Advertising and Promotions Managers 4 Professional and Technical Services $91,976
Marketing Managers 5 Professional and Technical Services $119,113
Sales Managers 5 Retail Trade $121,640
Public Relations and Fundraising Managers 4 Educational Services $110,368
Administrative Services Managers 4 Professional and Technical Services $86,317
Computer and Information Systems Managers 5 Professional and Technical Services $122,022
Financial Managers 5 Finance and Insurance $92,770
Industrial Production Managers 4 Manufacturing $97,019
Purchasing Managers 4 Manufacturing $105,845
Human Resources Managers 4 Professional and Technical Services $93,508
Training and Development Managers 4 Professional and Technical Services $125,488
Construction Managers 4 Construction $98,050

Education Administrators, Preschool and Childcare 
Center/Program 4 Educational Services $52,306

Education Administrators, Elementary and Secondary School 5 Educational Services $105,419
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D. Career Pathways

• Projected employment and median earnings for key career 
pathways important to the region 
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Retail Career Pathway

38

FirstLine Supervisors of Retail 
Sales Workers 8,080

8,330

Retail Salespersons 25,174 26,374

Sales Managers 1,672 1,711

2014 2024

Projected Employment

$22,162

$42,599

$121,640

$0

$20,000

$40,000

$60,000

$80,000

$100,000

$120,000

$140,000

Retail Salespersons FirstLine Supervisors of
Retail Sales Workers

Sales Managers

Median Annual Wages

Occupational Employment Statistics, 2014-2024

Bachelors
Certificate
High School Diploma
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Manufacturing Career Pathway

Team Assemblers 2,764 2,791

Electrical and Electronic 
Equipment Assemblers 675

640

Electromechanical Equipment 
Assemblers 175 165

FirstLine Supervisors of 
Production and Operating 

Workers 2,198

2,174

2014 2024

Projected Employment

$27,678
$32,516

$40,080

$60,346

$0

$10,000

$20,000

$30,000

$40,000

$50,000

$60,000

$70,000

Team Assemblers Electrical and
Electronic Equipment

Assemblers

Electromechanical
Equipment
Assemblers

FirstLine Supervisors
of Production and
Operating Workers

Annual Median Wages

Occupational Employment Statistics, 2014-2024

Bachelors
Certificate
High School Diploma
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Nursing Career Pathway

Occupational Employment Statistics, 2014-2024

Bachelors
Certificate
High School Diploma

Personal Care Aides 6,951
8,305

Nursing Assistants, 7851 8,467

Licensed Practical and Licensed 
Vocational Nurses 2,838 3,007

Registered Nurses 11,361
12,792

Nurse Practitioners 585 753

2014 2024

Projected Employment

$0

$20,000

$40,000

$60,000

$80,000

$100,000

$120,000

Personal Care
Aides

Nursing
Assistants

Licensed
Practical and

Licensed
Vocational

Nurses

Registered
Nurses

Nurse
Practitioners

Median Annual Wage
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Construction Career Pathway

Construction Laborers 4,933 5,210

Construction and 
Building Inspectors 390

401

FirstLine Supervisors of 
Construction Trades and 

Extraction Workers 1,790 1,874

Construction Managers 1,071
1,062

2014 2024

Projected Employment

$51,794

$64,010

$74,863

$98,050

$0

$20,000

$40,000

$60,000

$80,000

$100,000

$120,000

Construction
Laborers

Construction
and Building
Inspectors

FirstLine
Supervisors of
Construction
Trades and
Extraction
Workers

Construction
Managers

Median Annual Wage

Occupational Employment Statistics, 2014-2024

Bachelors
Certificate
High School Diploma
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Calculating the Supply Gap Ratio

• Supply Gap Ratio is a proxy measure for understanding which 
occupations are likely to NOT have enough talent to meet 
employer demand. 

• Supply / Demand = Supply Gap Ratio
• 100 qualified individuals / 50 potential openings = supply gap ratio of 2 

• 2 qualified individuals per opening (More supply than demand)
• 6 qualified individuals / 12 potential openings = supply gap ratio of 0.5

• 0.5 qualified individuals per opening (Less supply than demand)

Supply Gap Analysis

Supply Gap Ratio = Projected Qualified Individuals Per Opening

Page 45



Calculating Labor Demand & Labor Supply
Demand

How many potential job openings do are expected 
for a given occupation?

Average of total number of jobs for each 
occupation across three data sets…

• 2017 projections from openings and replacement 
(OES)

• 2024 projections from openings and replacement 
(OES)

• Help Wanted Online annualized 2016 job 
postings

Supply

How many qualified individuals are potentially 
available to fill a relevant job opening?

Sum of available workers or graduates related to an 
occupation from multiple data sets…

• Unique UI claims, 2016 (DUA)
• Relevant completer data

• Voc-Tech completers, 2013-2015 average (DESE), 50% 
available*

• Community College completers, 2013-2015 average 
(DHE), 90% available

• State University completers, 2013-2015 average (DHE), 
71% available

• Private University completers, 2013-2015 average 
(iPEDS), 55% available

*All retention figures are statewide, studies cited in Data 
Tool
**Occupations requiring post-secondary education only

Supply Gap Analysis
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0.00 0.10 0.20 0.30 0.40 0.50 0.60 0.70 0.80 0.90 1.00

Occupational Therapy Assistants
Radiologic Technologists

Massage Therapists
Medical Assistants
Nursing Assistants

Hairdressers, Hairstylists, and Cosmetologists
Architectural and Civil Drafters

Dental Hygienists
Medical Equipment Repairers

Bookkeeping, Accounting, and Auditing Clerks
Medical Records and Health Information Technicians

Preschool Teachers, Except Special Education
Licensed Practical and Licensed Vocational Nurses

Heavy and Tractor-Trailer Truck Drivers
Computer User Support Specialists

Automotive Service Technicians and Mechanics
Physical Therapist Assistants

Firefighters
Teacher Assistants

Environmental Science and Protection Technicians, Including Health
Web Developers

Industrial Engineering Technicians
First-Line Supervisors of Fire Fighting and Prevention Workers

More Openings than Qualified: Regional Sub-BA Occupations
Supply Gap Analysis

Among all occupations requiring an Associates or Certificate, computer/IT, healthcare support occupations, transportation, and a number of 
installation professions face supply gaps.

Occupations requiring a postsecondary non-degree award, some college, or an Associate’s Degree, 20+ Demand Index only

Source: OES Projections 2014-2024, OES Projections 2015-2017, HWOL 2016 average, iPEDS, Massachusetts Department of Higher Education, Department of Unemployment Assistance

4 Star Occupations

44

3 Star Occupations
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State Supply Gap Overview: BA Clusters
Supply Gap Analysis

Sales, Healthcare, Management, and Computer and Mathematical Occupations average the lowest ratios of qualified individuals per opening at 
the BA level.

Occupations requiring a Bachelor’s Degree, Demand Index 100+ Only 

0 1 2 3 4 5 6 7 8 9

Life, Physical, and Social Science Occupations

Arts, Design, Entertainment, Sports, and Media Occupations

Architecture and Engineering Occupations

Business and Financial Operations Occupations

Education, Training, and Library Occupations

Community and Social Services Occupations

Computer and Mathematical Occupations

Management Occupations

Healthcare Practitioners and Technical Occupations

Sales and Related Occupations

Supply Gap Ratio

Source: OES Projections 2014-2024, OES Projections 2015-2017, HWOL 2016 average, iPEDS, Massachusetts Department of Higher Education, Department of Unemployment Assistance

Under Supply, Ratio >1
Over Supply, Ratio <1

45
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More Openings than Qualified: State BA Occupations
Supply Gap Analysis

Occupations requiring a Bachelor’s Degree, 4 and 5 stars, Demand Index 100+ only

0 0.1 0.2 0.3 0.4 0.5 0.6 0.7 0.8

Computer and Information Systems Managers
Database Administrators

Software Developers, Systems Software
Middle School Teachers, Except Special and Career/Technical Education

Accountants and Auditors
Management Analysts

Architectural and Engineering Managers
Industrial Engineers

Elementary School Teachers, Except Special Education
Construction Managers

Sales Representatives, Wholesale and Manufacturing, Technical and Scientific Products
Human Resources Specialists

Marketing Managers
Computer Systems Analysts

Network and Computer Systems Administrators
Public Relations and Fundraising Managers

Human Resources Managers
Sales Engineers

Medical and Health Services Managers
Software Developers, Applications

Civil Engineers
Registered Nurses

Supply Gap Ratio

A number of 4 and 5 star occupations, largely in STEM fields, are in short supply.

Source: OES Projections 2014-2024, OES Projections 2015-2017, HWOL 2016 average, iPEDS, Massachusetts Department of Higher Education, Department of Unemployment Assistance 46
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Supply Gap Summary

Supply Gap Analysis

Associate’s, Some college, Post-secondary Certificate
• In the Southeast, a specific set of 3 and 4 star occupations face 

supply gaps – most notably in healthcare support, computer 
support/IT, engineering, installation, and transportation fields.

Bachelor’s Degree
• Across the State, we expect supply gaps in 4 and 5 star 

occupations primarily in STEM fields, with an emphasis on 
Healthcare and Computer and Mathematical occupations.
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Local Area Information Related to Adult Education and Literacy  

 
Introductory Statement: 
 
The questions put forward in relation to the upcoming ABE RFP in support of the development 
of innovative adult education programs to effectively serve shared customers are certainly 
relevant, as well as arguably critical to the RFP planning and preparation process.  Unfortunately 
due to a variety of factors the South Shore Workforce Development Board (SSWDB) is not able 
to provide comprehensive answers to the questions at the present time.   Please be assured that 
we take this request very seriously, but we do not have current data sets and information 
available to provide thoughtful, accurate and comprehensive responses.  We do not believe it is 
anyone’s best interest to make assumptions and statements that do not have the underlying data 
supports. 
 
The SSWDB is currently undertaking a comprehensive Strategic Planning process, which will 
include extensive data collection and focus group discussions with Partners, Vendors, 
Businesses, Community Organizations and Public Officials in the region.  The data, assessments 
and input generated through this Information Gathering process will allow the organization to 
accurately and honestly identify the various service and resource needs within the South Shore 
Service Delivery Area.   
 
As we collect data that pertains to the specific questions outlined we will be sure to convey that 
information to you.  In the meantime, we have provided answers to the questions as best as we 
can at the moment.    
 

1. ALIGNMENT WITH ADULT EDUCATION AND LITERACY ACTIVITIES 
  

In the past, the overarching goal of Career Pathway Models was an attempt to integrate 
adult literacy, ABE, General Equivalency Diploma (GED/HiSET) instruction, English 
language literacy (ELL), pre-collegiate developmental education with postsecondary 
career and technical education (CTE) certificates, associate degree programs, and 
potentially, a baccalaureate degree. However, today’s models focus less on articulation of 
educational programs and more on a progression to employment. They map occupational 
pathways within specific industry groupings to describe the skills needed to advance up 
occupational ladders and serve as longer-term advancement solutions to employment and 
skills shortages. Also, they frequently include bridge programs to provide entry points for 
the lowest-skilled worker. 
 
The South Shore region plans to implement the ‘progression to employment’ model 
whereby a robust referral process between partner agencies will facilitate identification of 
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the nuances inherent in various shared job seeker populations. This will be accomplished 
through integration and creation of teams comprised of Partner and Career Center staff 
and will encompass career planning, training (if applicable), professional development, 
marketing and business services. Customers will be grouped and shared as they progress 
through a continuum of Career Center services to assist them in acquiring gainful 
employment. Access to wrap-around services will also play a critical role in helping 
customers with significant barriers to employment achieve their objectives. 
 
The connections between adult education, postsecondary education and workforce will be 
strengthened. A strong emphasis will be placed on ensuring providers, including Higher 
Education Institution providing skills development, consist of stackable career pathways 
certificate programs that accelerate achievement of diplomas and credentials that lead to 
employment and self-sufficiency. 
 
WIOA defines a Career Pathway as a combination of rigorous and high-quality 
education, training and other services that: 
 
 Aligns with the skill needs of the businesses within the industries with the highest 

regional demand. 
 Positions an individual to be successful for a full range of secondary or postsecondary 

education options, including registered apprenticeships. 
 Includes counseling to support an individual in achieving their educational and career 

goals. 
 Includes, as appropriate, education offered concurrently with and in the same context 

as workforce preparation activities and training for a specific occupation or 
occupation cluster. 

 Organizes education, training and other services to meet the particular needs of an 
individual in a manner that accelerates the education and career advancement of the 
individual to the extent practicable. 

 Enables an individual to attain a secondary school diploma or its recognized 
equivalent and at least one recognized postsecondary credential. 

 Helps an individual enter or advance within a specific occupation or occupational 
cluster. 

 Ensure support systems are available to help the individual maintain their job with 
appropriate training and career pathway guidance. 

 
In order to meet these Career Pathway objectives, the SSWDB, SSCC and all Partners 
agree to work collaboratively to effectively map regional career pathways and ensure 
accessibility and availability of services to shared customers. It is also important to note 
that specific services are accessed in a customer-driven manner and that the resources 
each person will access are based on their particular needs and interests. 
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2. EDUCATIONAL AND SERVICE NEEDS OF PRORITY POPULATIONS 
 

It became apparent during the many discussions that lead to the creation of the recently 
submitted Partner MOU Agreement that the SSWDB Service Delivery Area (SDA) has 
two distinct regions within the larger identified South Shore region.  The needs, 
opportunities, challenges and industry clusters in the northern communities of the South 
Shore SDA are different than communities in the southern end of the South Shore SDA.  
Cities and towns from Hanover north have a higher population density; higher 
concentration of industries; and a stronger economic and employment link with the Great 
Boston Market Area.  Cities and towns south of Hanover are more rural in character; 
have a higher concentration of agriculture based industries; and have more commonalities 
with communities associated with abutting workforce development entities.   
 
It is also clear that the priority populations within these two regions are distinct as well.  
The communities on northern end of the region (Braintree, Quincy, Randolph and 
Weymouth) have very large immigrant populations, with a significant need for ESOL 
programs and services.  The Plymouth/Kingston areas in our southern region have similar 
needs as the identified northern communities.  In addition, the more rural communities to 
the south and urban environments to the north have significant percentages of their 
populations impacted by various employment barriers that influence individual access to 
enhanced education attainment and career pathway goals and objectives. 
  
The manner in which the SSWDB effectively services these two distinct regions within 
the larger South Shore SDA is an important component of the Strategic Planning process 
currently underway. 
 

3. PROJECTED NEED FOR ADULT EDUCATION AND ESOL PROGRAMS 
 

It is clear that the South Shore region lacks the ESOL program capacity to support the 
population demands.  Currently the average waiting time for an individual to participate 
in a subsidized ESOL program is two years, regardless of community within our region.  
There is a definitive need to increase the number of accessible ESOL programs and 
services in our region. 
 
In addition, a recent report in the 2017, volumn 19 issue 1 of MassBenchmarks identified 
that the Southeast and Cape Cod region has the highest disconnected rates and lowest 
school enrollment rates for young adults 20-24 years old in the state.  It is apparent that 
addressing this issue will be a high priority for the SSWDB as it formulates its goals and 
objectives in the next Three-Year Strategic Plan. 
 

4. CAREER PATHWAYS FOR ABE AND ESOL POPULATIONS  
 

Unfortunately the SSWDB does not have the quality data at the moment to provide a 
detailed and accurate response. 
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SECTION II: WORKFORCE BOARD STRATEGIC PLAN 
 

STRATEGIC VISION   

 

The Strategic Plan demonstrates utilization of “business intelligence” to develop data driven strategies 

based on analysis of Labor Market Information. The Strategic Plan includes strategies for the Board to 

convene, broker and leverage partnerships with key stakeholders, e.g., WIOA Core Partners, career and 

technical education, community colleges and other higher education entities, organized labor, and 

others.  

The Strategic Plan develops and/or replicates successful career pathway models and industry sector 

interventions that involve significant employer engagement activity and includes use of job driven 

strategies & innovative use of work‐based models of training interventions – OJT, apprenticeship, 

internship, etc. It describes the role of the board in the development of the region’s comprehensive 

economic development strategies as well as the coordination of the workforce activities with economic 

development strategies. 
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Workforce Development Board 

 

 

Three-Year Strategic Plan Outline 
July 1, 2017 -June 30, 2020 

 

 

 

Introduction: 
 

The South Shore Workforce Development Board (SSWDB) most recent adopted Strategic Plan 

was in June of 201 1 for the period of July 1, 2011 through June 30, 2014. In the spring of 2014 a 

planning session to update the 2011 Strategic Plan took place, and the result was a draft 

document submitted as part of the organization's Annual Certification on June 23, 2014. 

 
Since that period of time the organization has experienced a variety of administrative and 

staffing challenges that significantly impacted the implementation, administration and  

monitoring phases of the Strategic Plan . The SSWDB did not have an Executive Director for 

approximately a 10-month period in 2016, and experienced additional staff shortages throughout 

the same year.  As a result, the SSWDB was unable to effectively implement previous Strategic 

Plan priorities to optimize the identified goals and objectives, and build consistent and reliable 

data sets to be utilized as a foundation vision for a new Strategic Plan in July 1, 2017. 

 
In order to establish a realistic, comprehensive and meaningful Three-Year Strategic Plan the 

SSWDB wi11 undertake an organization-wide and Service Delivery Area self-assessment. The 

critical data and community input collected during this information gathering phase will occur in 

Year 1 of the Strategic Planning Process - providing the foundation principals in which to build a 

true and realistic comprehensive Strategic Plan through June 30, 2020. 

 
The restructuring and strategic planning process actually began in December 2016, when the 

organization hired a new Executive Director.  In the past six months the SSWDB has made 

several positive strides on a variety of fronts to set the organization on a strategic and productive 

track.  The SSWDB is in the midst of a complete restructuring, which includes staff re­ 

alignments, new policies & procedures, evaluation of programs and services, new data collection 

systems and resources, analysis of relationships between the SSWDB and South Shore Career 

Centers (SSCC) staff, and an overall re-branding, messaging and marketing of the SSWDB, as 

well as the SSCC operations. 

 

The SSWDB Local Board voted at their June 22, 2017 meeting to support the submission of 

this Strategic Plan Outline, which identifies the process and components in which a new 

Three-Year Strategic Plan will be created over the next six months. 
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This document outlines three distinct elements of the Strategic Planning Process: 

 
1. Overview of the existing organization and a brief summary of the visionary elements 

established as part of the Partner MOU Agreement planning process. 

 
2. Outline of the Year 1 Information Gathering Phase and development of a Strategic Plan 

through data collection, community input and internal analysis. 

 
3. Brief summary of the action items that will be associated with Year 2 and Year 3 of the 

Strategic Plan. 

 
The end result will be the development of a Three Year Strategic Plan established through a 

comprehensive and inclusive process that creates meaningful and realistic goals and objectives to 

meet the demands of local businesses, and ensures that youth and adult job seekers are provided 

the tools, resources and services to obtain quality career pathways that lead to sustainable 

employment opportunities. 

 

 
Element 1: Organization Overview 

 

Region: 
 

The SSWDB is the Local Workforce Development Board with oversight responsibility and 

policy-making authority for federal and state workforce development activities in the South 

Shore region. The region consists of the 

following 22 cities and towns: Braintree, 

Carver, Cohasset, Duxbury, Halifax, 

Hanover, Hingham, Holbrook, Hull, 

Kingston, Marshfield, Middleborough, 

Milton, Norwell, Pembroke, Plymouth, 

Plympton, Quincy, Randolph, Rockland, 

Scituate and Weymouth. 

 
The Region is home to a variety of industry 

clusters with a higher concentration in 

education, healthcare, financial services, 

professional, entertainment/food services, 

and retail as noted in the LMI data provided 

in Appendix A.  A comprehensive LMI data 

collection process will be undertaken Year 1 

of this Strategic Planning process. 

 

It is important to note that the Service 

Delivery Area (SDA) has two distinct 

regions within the larger identified South 

Shore region.  The needs, opportunities, 
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challenges and industry clusters in the northern communities of the South Shore SDA are 

different than communities in the southern end of the South Shore SDA.  Cities and  

towns from Hanover north have a higher population density; higher concentration of 

industries; and a stronger economic and employment link with the Great Boston Market 

Area.  Cities and towns south of Hanover are more rural in character; have a higher 

concentration of agriculture based industries; and have more commonalities with 

communities associated with abutting workforce development entities. The manner in 

which the SSWDB effectively services these two distinct regions within the larger South 

Shore SDA will be an important component of the Strategic Planning process. 

 

 
Greater Boston  Market Area: The northern communities within  the SSWDB Service 

Delivery Area (SDA) are also impacted by the Greater Boston Market Area as a result of 

accessible public transportation  connections including commuter boat, train, commuter 

rail and bus services. The Greater Boston Market Area provides numerous employment 

opportunities for residents of the South Shore SDA, benefiting not only area job-seekers 

but businesses within the Greater Boston region as well. The SSWDB, SSCC and 

organization Partners must remain cognizant of the economic resources and opportunities 

in Greater Boston, and foster opportunities to work collaboratively with businesses and 

workforce entities in both regions for the benefit of all in need of workforce development 

services and resources. 

 

One-Stop Career Centers: 

 
Within the South Shore Service Delivery Area the Local One-Stop Operator, South Shore Career 

Centers (SSCC), oversees the operations of two comprehensive career centers - Plymouth and 

Quincy. At the time of writing this Strategic Plan Outline the SSCC was undertaking a 

procurement process to seek new space for both facilities (current leases are up on June 30, 

2017). Also under consideration is incorporating the SSWDB offices into either the existing 

Quincy Center location or a new facility if the Career Center decides to move. 

 

In addition, the SSWDB and SSCC are looking to integrate additional Affiliated Sites and 

Access Points across the region, as well as possibly create a Mobile Access Point.  The Mobile 

Access Point would consist of a Van/Bus that would be retrofitted to accommodate the delivery 

of the various resources and services provided to job-seekers  and businesses across the region. 

(Diagram I ) 
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local One-Stop Career Centers - Opportunities 
 

 

 
Prot1.1rement Proce$5 for new f;u;ihtnpace to beiin in 

April, 2017, as all current leases are up on June 30th: 

 
Service Delivery Options Under Consideration: 

 
• Maintain a Mimm1.1m of one Comprehens1YeSite: 

Quincy, Plvmouth and/or Another Area Community 

 
• Multiple Aff1hatedSites and Accus Points: 

Loc11I Libraries. Community Centers, M l ls. (Qlleies 

 
• Create a Mobile Acceu Point: 

A  Van/Bus to Brina  One-Stop Services to 

Organlzat1ons, fac1hl11!s, Schools and Events 

throuahout  the  Reaion 

 
• Randolph Example: New Access Point and the 

establishment of s Co-Work Fi!cility 

 

 

Diagram 1 

 
Administration: 

 

The SSWDB is the Local Workforce Development Board with oversight responsibility and 

policy-making authority for federal and state workforce development activities in the South 

Shore region, including the administration of the Local One-Stop operators. The SSWDB is 

operated within the administration of the City of Quincy Workforce Development Department 

under Mayor Thomas P. Koch, who is the SSWDB Chief Elected Official.  The organization 

works in partnership with the South Shore Career Centers (SSCC), to provide businesses, job 

seekers and youth direct access to career development services and resources as part of the "One­ 

Stop" network across the Commonwealth of Massachusetts. 

 

Mission: 
 

The SSWDB will work in partnership with the South Shore Career Centers (SSCC) and all 

Partners to ensure businesses, job seekers and youth can efficiently access and utilize career 

development services and resources across the region through comprehensive and affiliate 

facilities, enhanced communication and collaboration among all entities. 

 

SSWDB Goals are to: 

 
• Align investments in workforce, education and economic development to respond to 

regional job growth. 

 
• Achieve positive results for businesses and job seekers including individuals with barriers 

to employment. 
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• Provide job seekers and existing workers with high-quality career training and supportive 

services needed to obtain and maintain a quality job/career path. 

 
• Help businesses find skilled employees and access education and training to meet their 

current workforce needs. 

 
• Strengthen career pathways, work-based learning, apprenticeship programs, sector 

strategies and business engagement. 

 
• Maintain a workforce system that values all Partners, and supports consistent 

collaboration and communication to sustain high-quality consistent delivery of services 

for businesses, job seekers and youth throughout the South Shore region. 

 
 

The SSWDB works with businesses, economic development specialists, educational institutions, 

community-based organizations and labor organizations to ensure that workforce development 

programming meets the needs of the region. 

 

 

Board of Directors: 
 

The SSWDB is led by a private sector majority Board of Directors (Local Board), appointed by 

the Chief Elected Official of the region, Mayor of the City of Quincy. The South Shore 

Workforce Development Board is a public body consisting of at least 19 and no more than 35 

directors. Within these limits, the Local Board may increase or decrease the number of directors 

serving on the board, including for the purpose of staggering the terms of directors. The Local 

Board meets the requirements of state and federal policy and aligns with both local and state 

strategic workforce objectives. Initially the Local Board must include members from four 

categories: Business, Workforce, Education & Training and Governmental & 

Economic/Community Development entities as established by the Workforce Innovation & 

Opportunity Act (WIOA) of 2014. Private sector members of the Local Board are senior 

executives or are individuals with optimal policy making authority and to the extent possible 

represent the demographic population from throughout the Local Board's geographic region. 

 
The purposes of the Local Board shall be to provide policy guidance and regional coordination 

for the workforce development system of the South Shore Workforce Development Service 

Delivery Area (SDA). The Board shall provide oversight and planning in reference to the 

components of the workforce development system to effectuate the development and alignment 

of strategic planning initiatives, program development and performance review that employ 

quality improvement methodologies in accordance with the Workforce Innovation and 

Opportunity Act (WIOA) of 2014 

 

The Board of Directors has experienced a significant amount of changes in the past year, with 

the loss of eight members in the spring/summer of 2017. In the coming months the Local Board 

will be addressing the need to add new members, and ensure the effective alignment of Local 

Board membership with the regions critical industries and business demands. 
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Organization Committees 
 

The SSWDB had various committees designed to support the work of the staff and volunteers of 

the organization and the South Shore Career Centers operations. However, several are currently 

inactive due to the organization-wide restructuring process currently underway. 

 
Ad-hoc Planning Committee: At the April 2017 SSWDB Board of Directors meeting the Local 

Board at the request of the Chairman established an Ad-hoc Planning Committee to work on a 

variety of policy development and planning initiatives with the organization staff.  This Ad-hoc 

Planning Committee consists of members of the Executive Committee and of the Local Board . 

 

The Committee's identified below require new member involvement and the further refinement 

of their goals and objectives. 

 
Executive Committee:  The Executive Committee is responsible for oversight and approval of 

all policy, fiduciary and operational aspects of the South Shore Workforce Investment System. 

 
Planning and Policy: The Planning Committee meets, as needed, to review and make 

recommendations concerning the Strategic Plan, Annual Plan and other associated planning and 

procedure policies as required . 

 

Youth Council:  The primary role of the Youth Council is to provide insight and expertise in 

youth policy. Its members reflect the region and assist the SSWDB in understanding and 

addressing youth education and workforce readiness issues. 

 
Workforce  and Industry  Cluster: The Workforce  and Industry  Cluster Committee examines 

the workforce needs of critical and emerging industries in the region as identified and makes 

policy and programmatic recommendations to address the needs. 

 

Organization Staff: 
 

The SSWDB employs staff and consultants as the Local Board deems necessary and fiscally 

responsible to carry out its mission. 

 
The SSWDB is subject to the statutory authority of the City of Quincy Workforce Development 

Department, which is within the Executive Office of the Mayor in the City of Quincy. The 

Director of the Workforce Development Department shall represent the Mayor/CEO on all 

administrative, programmatic and fiscal matters associated with the SSWDB, and shalJ provide 

staff oversight in conjunction with the SSWDB Executive Committee. All SSWDB staff shall be 

employed through the City of Quincy, and follow City of Quincy and SSWDB personnel 

guidelines to the fullest extent applicable. 

 
The current staffing structure includes three senior staff and office administrator. 

 
Executive Director:  The SSWDB Executi ve Director provides the day-to-day operations 

leadership for the organization. The Executive Director hires and supervises all staff of the 

organization, and is responsible for implementing the SSWDB's Annual Plan. The Executive 

Director supports the Local Board and its committees in the policy development and oversight of 
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the region's workforce investment system.  The Executive Director is hired by and reports to the 

SSWDB Board of Directors. 

 

Director of Business Services:  The Director of Business Services will serve as the SSWDB's 

lead contact for private sector businesses in the region.  The Director will develop workforce 

partnerships in the critical industries identified by the LMI for the region, and other industries as 

identified by the Executive Director and Local Board. The Director will market the Workforce 

Training Fund and other supports for workforce development and adult education in the region, 

and provide technical assistance to potential applicants.  This position reports to the Executive 

Director of the SSWDB. 

 

Director of Youth Services: The Director of Youth Services is responsible for the oversight of 

youth workforce programs in the South Shore region.  The Youth Director, under the supervision 

of the Executive Director, is responsible for the development of the annual request for Proposals 

for youth services and for working with the Youth Council to implement the review process. 

This position also supports the development of the youth summer jobs program and the Local 

Board's ongoing oversight of youth workforce programming in the region.  The position reports 

to the Executive Director of the SSWDB. 

 

Office Administrator: The Office Administrator is responsible for all administrative functions 

of the SSWDB, including the implementation of efficient organizational systems and handling 

SSWDB correspondence.  The position also provides assistance to all staff as appropriate and 

required to fulfill the goals and objectives of the organization.  The position reports to the 

Executive Director of the SSWDB. 

 

 

South Shore \Vorkforce Development Board, Inc. (50lc3) 
 

In an effort offset the consistent reduction in federal and state dollars, in the spring of 2107 the 

SSWDB Local Board supported the establishment of an active 501c3 non-profit charitable 

organization identified as The South Shore Workforce Development Board, Inc.   The primary 

purpose of the non-profit is to raise funds and undertake programmatic activities and events to 

support the work and mission of the overall organization, and the South Shore Career Centers. 

The SSWDB Inc. is to provide resources and services that will connect businesses, education 

institutions, community organizations and public agencies with one another and job seekers in 

support of strategic, market driven workforce development goals within the South Shore region. 

This will be accomplished through many of the goals and objectives identified in Diagram 2 
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State-\Vide Economic Challenges and Opportunities 
 

The unemployment rate in Massachusetts is at historic lows, with a rate of 3.6 percent in March 

of 2017, compared to 4.5 percent nationally. Although these low unemployment rates are a 

positive sign for the economy, it also signifies that those remaining unemployed more likely 

experience barriers to employment, and need more concentrated and specialized services. In 

addition, statistics are showing that Youth employment (18-24 years) continues to decline in 

Massachusetts. A recent report in the 2017, Volumn 19 Issue 1 MassBenchrnarks identified that 

the Southeast and Cape Cod region has the highest disconnected rates and lowest school 

enrollment rates for young adults 20 to 24 years old in the state. Undertaking a comprehensive 

analysis of National, State and Regional employment and economic trends/data such as this will 

be an important component of the Strategic Plan development. 

 
The development of the Strategic Plan also comes at a time when the SSWDB is joining fellow 

Workforce Development Boards across the Commonwealth in the implementation of new 

Federal Guidelines established under the Workforce Innovation and Opportunity Act of 2014 

(WIOA).  The refinement of the delivery of services and resources to meet these new guidelines 

will provide additional guiding principles and policies in support of the new Strategic Plan. 

 
Brief Summary of Strategies Identified in the Partner l\10U Agreement: 

 
The SSWDB worked closely for several months with a variety of Required Partners and Non­ 

required in the development of a Workforce System for the region that improves access to 

resources, maintains and efficient an effective customer flow process, implements a streamlined 

referral process and meets the demands of business in the region . Outlined below is a brief 

summary of the primary guiding principles, which shall also serve to guide the Strategic Plan 

goals and objectives as well. 

Alternative Financial Resources to 

Support an Expansion of Programs and Services 

 
Establish a Sponsol3h ip 

Programwith a ROI for 

Tiered levelsof ln11estment 
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Opportunities 
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j  - 

1.  Holistic Approach to Service Delivery 

 
The Workforce Innovation and Opportunities Act of 2014 (WIOA) mandates several key 

objectives to improve upon the work already accomplished through WIA. Specifically, a 

new, holistic approach to services emphasizes placing a priority on industry sectors that 

offer sustainable employment at a living wage in industries that are growing, using 

competency models for building curriculum and content contextualized to a targeted 

industry sector. Further, it encompasses an understanding of the importance of partnering 

with multiple agencies to assist in the outcome oflong-term, sustainable employment, as 

well as, identifying programs to support employment and job search activities within the 

context of existing policies and procedures. 

 

The purpose of this collaboration is to establish joint processes and procedures that will 

enable the Partners to integrate current service delivery systems, resulting in a seamless 

and comprehensive array of Post-secondary education, social services, job training and 

other workforce development services. (Diagram 3) In addition, the SSWDB will 

develop, convene and implement industry or sector partnerships as well as leverage and 

coordinate new Federal, state and/or private/philanthropic resources to support the 

local/regional career pathways system and programs. 

 
The SSWDB, SSCC and Partners are committed to aligning workforce development , 

education and other associated human and community services into a seamless, custorner­ 

focused network of providers to enhance local customer access. One of the primary goals 

is to improve long-term employment outcomes for individuals receiving assistance 

through a holistic service delivery system that continually strives to address the needs of 

all individuals, regardless of their barriers and/or constraints. This will be accomplished 

through open communication channels, an effective referral process, innovative 

technology delivery systems, using consistent and current data and information on the 

available services of all Partners and the employment and training needs of area 

businesses. 

 
 

WIOA Customer Flow - Career Center Seminar 

A Holistic Service Delivery Approach 
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Diagram 3 
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Following are.five.features that represent the underlying.facets of a holistic approach: 

 

Cohort Training -Educational studies have shown that learning is most effective 

among students who do so in a group, usually in a classroom setting. The South Shore 

region will build upon existing training and education models already in place and 

combine them with workshops and programs that utilize a cohort learning progression. 

 

Contextualized Learning -The focus of Workforce Development is for a job seeker 

customer to become gainfully employed in a sustainable career with adequate job skills. 

To create lasting workplace competencies, WIOA stresses the need for all content and 

curriculum to feature components that include: exercises, tests, reading, assignments and 

assessments to be drawn from real-life examples of actual workplace context in which the 

learning will be applied. This approach will apply to both workshops and cohort training. 

 

Contextualized Trainings -Designing customized training by providing intensive class 

scheduling, incorporating pedagogic strategies and best practices designed for students 

who need Adult Basic Education (ABE) skills or English language education and/or 

occupational postsecondary instructions. Create multiple entry points that accommodate 

participants entering at differing skill levels (including adults and out-of-school youth 

with very low basic skills). In addition, create multiple exit points at successively higher 

levels of education and employment that are aligned with marketable, stackable and 

"creditable"credentials. 

 

Industry Sectors -Another important feature of WIOA is its emphasis on driving 

workforce development efforts in specific (and desirable) industry sectors that show 

competitive wages, industry-recognized certifications, college credit programs that lead 

to degrees, regional and economic growth identified by Department of Labor sources. 

 

Business Engagement -One of the most challenging aspects of workforce development 

has been at the level of involvement and commitment on the part of the business 

community. The typical workforce training under WIOA would result in a candidate with 

freshly minted workplace skills and competencies, a resume and perhaps guidelines for a 

job search, but with few leads. 

 
2.   Career Pathways 

 
In the past, the overarching goal of Career Pathway Models was an attempt to integrate 

adult literacy, ABE, General Equivalency Diploma (GED/HiSET) instruction, English 

language literacy (ELL), pre-collegiate developmental education with postsecondary 

career and technical education (CTE) certificates, associate degree programs, and 

potentially, a baccalaureate degree. However, today's models focus less on articulation of 

educational programs and more on a progression to employment. They map occupational 

pathways within specific industry groupings to describe the skills needed to advance up 

occupational ladders and serve as longer term advancement solutions to employment and 

skills shortages. Also, they frequently include bridge programs to provide entry points for 

the lowest-skilled worker. 
 

 
 

 

Page 65



SSWDB THREE YEAR STRATEGIC PLAN OUTLINE - JULY 3, 2017 Page 
11 

 

The South Shore region plans to implement the 'progression to employment' model 

whereby a robust referral process between partner agencies will facilitate identification of 

the nuances inherent in various shared job seeker populations . This will be accomplished 

through integration and creation of teams comprised of Partner and Career Center staff 

and will encompass career planning, training (if applicable), professional development, 

marketing and business services. Customers will be grouped and shared as they progress 

through a continuum of Career Center services to assist them in acquiring gainful 

employment. Access to wrap-around services will also play a critical role in helping 

customers with significant barriers to employment achieve their objectives . 

 
The connections between adult education, postsecondary education and workforce will be 

strengthened. A strong emphasis will be placed on ensuring providers , including Higher 

Education Institutions providing skills development,will include stackable career 

pathways certificate program opportunities that accelerate achievement of diplomas and 

credentials that lead to employment and self-sufficiency. 

 
3. Continuum of Service for Businesses 

 
WIOA guidelines and policies are designed to ensure that workforce development 

programs are aligned with regional economic development strategies that meet the needs 

of area employers. The SSWDB, SSCC and Partners are committed to the Governor's 

directive to improve the responsiveness to employer needs and prepare job seekers for 

high-demand employment opportunities, referred to as "Demand-driven  2.0". The 

adoption of this employer-focused model enhances the federally defined labor exchange 

system under WIOA. 

 
The approach for Business customers will be to incorporate an industry-cluster model. 

New partnerships among Workforce Development Boards, economic development 

agencies, chambers of commerce, and community colleges will foster new information 

about regional labor markets that can be used by the public sector to redesign skills 

training and education programs to address the skills-gap that currently exists. Business 

involvement in industry forums will be important to ensure that their workforce 

development needs are met. 

 
In addition to receiving the full complement oflabor exchange and workforce 

development services from the OSCC system, business customers will also benefit 

through the use of a strategic candidate referral system that incorporates combined 

resources from all MOU Partners. The South Shore region will use a 'Segmented 

Industry-Approach' , where business customers will be identified by industry clusters, 

then, those industries will be contacted, assessed and serviced by the Business Services 

Representatives in accordance to their specific needs. 

 
Business Service Representatives will reach out to the companies, make the appropriate 

contacts to discover their workforce needs and provide the appropriate services that 

address their specific needs. (Diagram 4) 

 
All job seeker customers will be encouraged to participate in a career pathway model, 

thereby providing business customers with a quality pipeline to job-ready candidates to 

fill open positions. Further, skills training programs will be based on a comprehensive 
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Participltl!ina Recional 

needs assessment of businesses to ensure that programs offered by training vendors are 

demand-driven and match the stringent requirements of the marketplace. MOU Partners 

will refer their clients to the SSCC by way of a negotiated customer flow process. This 

will ensure consistency and quality referrals to business customers. 
 

 
 

 
 
 

 
Marketir«Approaeh to AttrJely 

Promote tile SouthStle<roefor 

Economic Md BusinessGr.:01..-.:h 
 

 

 

 

 

 

 
Diagram 4 

 
4.   Continuum of services for Priority Populations 

 
The SSWDB, SSCC and Partners are to develop an integrated service delivery system 

that supports job seekers and businesses through a customer-centered design focus with a 

clear understanding and vision for the region. The integrated service will identify the 

manner in which individual Partners provide complimentary services/resources to the 

individual along a career pathway that could span several years. Each Career Center will 

identify Teams (Diagram 5) among SSCC and Partner Staff that will provide 

individualized services to the customer. 
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Element 2: Information Gathering and Strategic Plan Development 

Element 2 of the Strategic Planning will consist of an extensive information gathering 

phase that will foster the underlying vision and values to support a Three Year Strategic 

Plan. This process will be undertaken in the first six months of Year 1, with an 

implementation phase to begin shortly thereafter. The following is an outline of the various 

disciplines that will be reviewed and analyzed in the development of the Strategic Plan. 

 
The Information Gathering Phase will include, but not be limited to, the following: 

 
• Focus group meetings/discussions with stakeholders consisting of public officials, 

community leaders, business representatives, partnering agencies, ITA vendors & 

participants, and job seekers of all ages and abilities. 

 
• An extensive data collection process to identify the strengths, weaknesses and needs of 

the South Shore Service Delivery Area.  Data sets will include labor market information, 

housing and economic development indicators, business demands and input from job 

seekers utilizing the South Shore Career Center staff and programmatic offerings. 

 
• Research and analysis of best practices from Workforce Development Systems across the 

Commonwealth, and throughout the Country to identify successful program and service 

offerings that could be of benefit to the South Shore region. 

 
Through these efforts the SSWDB will re-set its mission, goals and objectives to implement an 

employer-driven workforce system that encourages local innovation, community partnerships 

and clear career pathways for all participants based on local demand.  Year l of the Strategic 

Planning process will focus on numerous components of the organization and its program of 

work - encompassing a variety of programmatic and operational opportunities such as those 

identified in Diagram 6. 
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Diagram 6 
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Administration and Governance: 
 

The SSWDB has been actively updating a variety of internal policies and procedures to 

provide a clear direction for the organization, Local Board and staff.  Although there is a 

great deal more to do, several new guidelines have already created clarity to the work ahead, 

and the staff responsible for such work. 

 
• Adopt new Bylaws for the Public Board 

 
• Undertake an extensive recruitment initiative for new SSWDB Board of Directors 

with an emphasis on Business Sector involvement.  Board members will be 

identified based on the needs of the region and the competences required to 

successfully implement the goals and objectives of the organization. 

• Revitalize and establish SSWDB Committees, which includes: 

o New Goals, objectives and Committee outline of work 

o Committee Membership (Local Board and non-Local Board members) 

o Frequency of meetings, roles and responsibilities 

 
• Re-align SSWDB and SSCC staff to enhance their effectiveness and collaboration to 

improve the regions workforce delivery system. 

 
• Identity staffing needs and establish a strategy to address them, such as a grant writer 

to assist in raising additional revenues to support programming. 

 
• Establish an effective monitoring and review system for all staff with clear 

objectives and a proper recognition and review processes. 

 
• Establish Standard Operating Procedures and Job Descriptions for all staff so they 

clearly understand roles and expectations - SSWDB and SSCC. 

 

 

Marketing/Branding: 
 

A cohesive and comprehensive branding and marketing portfolio is the foundation to a 

successful business, and should be as well for the Workforce Development Team of the 

South Shore (SSWDB and SSCC).   It is important to establish an image and identity that 

lets people know what an entity is about the minute they see it.  Branding doesn't begin and 

end with the logo. The website, printed collateral (business cards, postcards, sales flyers, 

brochures), and online presence all need to complement one another. What is put out to the 

world as the "face" of the entity is vitally important and it is all intertwined. 

 
The SSWDB and SSCC have not undertaken an overall re-branding and marketing analysis 

for a number of years.  As a result the organizations utilizes different and outdated 

messaging, logo variations, alternating color schemes - resulting in disjointed, confusing 

and often competing marketing and branding messages for both entities. 
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The organization embarked on a new SSWDB marketing and branding campaign in January 

of 2017, and began a similar process for the SSCC in June 2017. The marketing initiative 

will continue through the development of the Strategic Plan, and will support the goals and 

objectives identified in Diagram 7. 

 
• Continue refinement of all branding, marketing, messaging and communication tools 

for the SSWDB, which includes: 

 

o New Logo and Tagline 

o New Website 

o New Brochure and Marketing Collateral 

o New Email Marketing and Social Media Tools 

o New Organization Newsletter 

 
• Continue refinement of all branding, marketing, messaging and communication tools 

for the SSCC, which includes: 

 

o New Logo and Tagline 

o New Website 

o New Brochure and Marketing Collateral 

o New Email Marketing and Social Media Tools 

o New Organization Newsletter 

 
• Develop and implement an outreach strategy to promote the services and resources 

offered by the SSWDB and SSCC throughout the region.  An extensive process will 

be undertaken to determine the target industry sectors in the region, and the 

businesses that can play a critical role in implementing a successful Demand 2.0 

Workforce System to support the region. 

 
o Utilize new marketing and branding tools to promote SSWD I SSCC 

o Strengthen Relationships with Local and State Public Leaders 

o Strengthen Relationships with Local and State Business Leaders 

o Strengthen Relationships with Local and State Community Partners 
 

 

 

 

 

 

 

 

 

 

 

 

 
 

Page 70



SSWDB THREE YEAR STRATEGIC PLAN OUTLINE - JULY 3, 2017 Page 
16 

 

----- 

 

 
 

 

 

 

 

 

 

 

 
 

Develop '·, 
lnform1tional Outreach '\ 
StrategyThrou&hSoc ial ./ 

 

,/ Fiedefine Bra.rdJnd Nillle    (

 Recognitionfor SSWBDancl 

SouthShore Cateer Centers 

 
 

"- l / 
t. 

Wdb - 

 

 

 
Strengthen CoRabora ions 

with Public,Privr.ttnd 

Non-Profit Stctor le . 

as welt ISlll!a Plrtnel'l 

 

 

 
Communiatiot\ Teclvlologyand 

Progr 1mma:ic lin1'3geswr.h:n II tht Two SS Car H r 

 

 

 

 

 

 

 
 

Diagram 7 

Medi a and Rei..tant Repetts levtliof 

Ctnttrs and SSWD6 
 

 

Effectivefy Netwotl< and Outreach 

 

Policies and Planning Documents: 
 

The organization must consistently update and shape policies and procedures so that they 

effectively address the needs and demands of the region, partners and customers.  The SSWDB 

must ensure that it is always ready to continuously evaluate and be ready to make adjustments I 

amendments as need to maintain a viable, adaptable and effective Workforce Delivery System 

for the region. 

• SSWDB will continue the development and refinement of the SSWDB policies and 

procedures to meet WIOA requirements. 

 
• SSWDB will complete Phase II of the Umbrella Partner MOU Agreement to further 

define Shared Customers, Referral Process, Data Collection, Inputting and 

Reporting, Monitoring and Outcome Measurements. 

 
• Address the Programmatic Findings and Areas of Concern identified by the 

Executive Office of Labor and Workforce Development in response to the SSWDB 

March 2017 WIOA Readiness Review. 

 
• Identify and address the various information technology and wage record matching 

challenges to create an effective and reliable process to match job seekers with the 

available employment and training opportunities. 

 
• Finalize and submit the SSWDB 2017/2018 Annual Plan. 

Strengthen and Revitalize the Organization 

Through Outreach,Marketing and Brandin 

with BusinessOrglriutions, 

Companiesand Pub5c LHders 

inthe Reg on 
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• Develop and implement an effective Evaluation and Monitoring System for the 

SSCC to ensure they are meeting the system-wide agreed upon goals and objectives, 

as well as those outlined in the 2017/2018 Annual Plan and the Policy for One-Stop 

Certification. 

 

Data Collection: 
 

Quality, accurate and current data will guide a comprehensive and effective workforce delivery 

system for the region.  It is also critical to know and understand the type of data needed that 

supports the organizations mission, as well as the various industry clusters in the region.  The 

data will be utilized to understand the labor market needs and trends within the region, and to 

design/modify a program of work that effectively addresses them.  The data will also be utilized 

to inform public policy makers and businesses to help guide their current and future planning. 

 
• Establish an effective and consistent process to collect, analyze, monitor and report 

on Labor Market Information (LMI). 

 
• Establish a process and communication channels in which data is effectively shared 

with all organization Partners and public/private leaders in the region. 

 
• Identify local, state and federal entities/partners to assist in effective data collection, 

analyzing and reporting. 

 
• Effectively utilize data to ensure the programs, services and resources offered by the 

SSWDB address the demands and needs of the region. 

 

 
\Vorkforce Development Team Programs and Services: 

 
As stated by WIOA, core Partners are to align, connect and integrate services by sharing 

resources, and jointly designing services in ways that improve outcomes for shared customers 

(youth, job seekers, businesses) and prioritize serving individuals with barriers to employment. 

In order to maintain and sustain an effective workforce delivery system and access all entities 

involved must meet regularly to collectively undertake continuous planning and service deliver 

evaluation to ensure goals and objectives are being met. 

 
• Maintain an active and interactive Youth Initiative that ensures accessibility and 

establishes an environment in which Youth want to participate in. Establish a 

process in which to effectively increase appropriate staffing. 

 
• Establish a plan to implement a Demand 2.0 Business support system that ensures 

programs, resources and services are aligned with the needs and demands of 

businesses within the region. 

 
• Establish systems and partnerships to ensure all individuals, regardless of their 

barriers, have efficient access to the programs and services offered. 
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• Address the programmatic findings and areas of concern identified by the Executive 

Office of Labor and Workforce Development in response to the SSWDB March 

2017 WIOA Readiness Review. 

 
• Ensure resources and services are aligned to address the needs and expectations of 

businesses through a holistic customer centered approach. 

 

 

Education and Training: 
 

The connections between adult education, postsecondary education and workforce will be 

strengthened . A strong emphasis will be placed on ensuring providers , including Higher 

Education Institutions providing skills development, incorporate stackable career pathways 

certificate programs that accelerate achievement of diplomas and credentials that lead to 

employment and self-sufficiency . 

 
• Identify the gaps between the skill needs of businesses and those of incumbent 

workers to more effectively utilize training dollars and vender service providers . 

 
• Strengthen connections between youth and adult education, postsecondary education 

and the workforce. 

 
• Ensure occupational pathways within specific industry groupings are in place to 

advance occupational ladders and serve as longer-term advancement solutions to 

employment and skills shortages. 

 
• Identify and establish marketable skills, skills based career pathways and registered 

apprenticeship programs. 

 

 

 
Regional  Planning and I ntegration: 

 
The SSWDB maintains an active involvement in a variety ofregional planning initiatives 

through various state and local partners. It is critical for this involvement to continue, and for the 

SSWDB to become a significant regional player in support of sustainable economic and business 

development principals across the region. 

 
• Define the manner in which larger regional planning initiatives shape local goals and 

objectives in support of the South Shore region. 

 
• Develop working partnerships and collaborations with local and regional business 

and economic development organizations. 

 
• Identify partnering opportunities within the Southeastern MA region, which includes 

the Brockton Area WIB, Bristol WIB and new Bedford W IB, educational 

institutions and community based organizations. 
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• Analyze how regional and local labor markets are influenced by state, national and 

international economic factors, trends and policies. 

 
• Create opportunities for the SSWDB to link into the South Shore Chamber of 

Commerce " 2030 Vision for the South Shore", and become an active member of the 

implementation team. 
 

 
New Non-profit 50 lc3 

 
In the spring of 2107 the SSWDB Local Board supported the establishment of an active 501c3 

non-profit charitable organization identified as The South Shore Workforce Development Board, 

Inc.  The primary purpose of the non-profit is to raise funds and undertake programmatic 

activities and events to support the work and mission of the overall organization, and the South 

Shore Career  Centers. The SSWDB Inc. is to provide resources and services that will connect 

businesses, education institutions, community organizations and public agencies with one  

another and job seekers in support of strategic, market driven workforce development goals 

within the South Shore region. 

• Provide guidance in the establishment of the newly created SSWDB 50I c3: 

o Establish and expand Board of Directors 

o Establish a Program of Work 

o Identify and Refine Revenue Generating Strategies 

o Secure Sponsors and Grant Opportunities 

Page 74



SSWDB THREE YEAR STRATEGIC PLAN OUTLINE - JULY 3, 2017 Page 20  

Element 3: Implementation , Evaluation and Monitoring 
 

The third Element of the Strategic Plan is the actual implementation phase, which includes 

consistent evaluation and monitoring to ensure the goals and objects are being met.  This 

phase of the Strategic Plan will be rermed and expanded upon as part of the rmal document 

once the Information Gathering and Development  Phase is complete. 

 

Year 2 and 3 

 
• Based on the community input and LMI data gathered in Year 1, establish a 

comprehensive and responsive workforce delivery system to meet the needs and 

demands of the South Shore region. 

 
• Implement a Strategic Plan with associated Action Items to support a fluid and 

responsive workforce delivery system to meet the needs and demands of the South 

Shore region. 

 
• Undertake a comprehensive and consistent process in which quality LMI data is 

collected, utilized and reported throughout the region. 

 
• Create industry specific value added systems and programs. 

 
• Build upon the established regional relationships and planning initiatives to shape a 

vision and program of work in which the SSWDB and SSCC effectively contribute 

to a sustainable economic development strategy for the South Shore region. 

 
• Establish realistic goals, objectives and outcome measurements to monitor the 

effectiveness of the SSWDB and SSCC to address the needs of businesses, job 

seekers and youth with the region. 

 
• Monitor the goals and objectives established in the Partner MOU Agreement to 

evaluate its effectiveness and responsiveness to address the needs of the region, 

businesses and jobseekers regardless of their barriers to employment. 

 
• Create a schedule I time frame to refine and modify goals, outcomes and objectives. 

 
• Establish a continuous process of improvement, evaluation and monitoring practices. 
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SECTION III: MEMORANDUM OF UNDERSTANDING 

 
METHODS OF INTEGRATED SERVICE DELIVERY 

 

The Local Board convened the OSCC Partners and other stakeholders into “MOU Teams” (defined 

locally) to strategize integrated, coordinated, person‐centric service design and delivery within the 

One‐Stop Career Center for youth, job seekers, and businesses. The OSCC service design is articulated 

in the Local WIOA Joint Partner Umbrella MOUs, effective July 1, 2017.   

The Local Boards engage with businesses to understand their needs and develop an integrated 

education and workforce system that supports career pathways to prepare residents with foundation, 

technical, professional skills and information and connections to postsecondary education and training.  

WIOA partners are working to construct career pathways aligned with business demand across federal, 

state and community‐based partnerships that will improve foundation skills and facilitate the transition 

to postsecondary education and training for individuals with barriers to employment, including adults 

who are undereducated and with limited English proficiency. 
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SECTION IV: PARTICIPANT SUMMARIES AND PERFORMANCE INDICATORS 
 

CAREER CENTER PARTICIPANT AND OUTCOME SUMMARIES 

PROFILE  OF  CAREER  CENTER  CUSTOMERS  

A profile of customers served at the One‐Stop Career Centers in the workforce area during Fiscal Year 

2017 (July 1, 2016 – June 30, 2017). Profiles and outcomes data are provided for customers who received 

services at the One‐Stop Career Centers under the WIOA Title I Adult, Dislocated Worker and Youth 

Programs and the Trade Adjustment and Assistance Program.  

WIOA  TITLE   I  ADULT  PARTICIPANTS  SUMMARY    

The Adult program provides job search assistance and training opportunities to unemployed and other 

job seekers, with priority to public assistance recipients, low‐income individuals, and those that are 

basic skills deficient and others who face barriers to employment.    

WIOA  TITLE   I  DISLOCATED  WORKER  PARTICIPANTS  SUMMARY  

The Dislocated Worker program provides job search assistance and training opportunities to individuals 

experiencing job dislocation resulting from a layoff or business closing or who have exhausted 

Unemployment Insurance, to help them return quickly to the labor force. 

WIOA  TITLE   I  YOUTH  PARTICIPANTS  SUMMARY  

The Youth program provided employment and training activities to provide youth assistance in 

achieving careers and academic and employment success and provides opportunity for training and 

supportive services. 

WIOA  TRADE  ADJUSTMENT  ASSISTANCE    

The Trade Adjustment Assistance (TAA) program assists workers impacted by foreign Trade providing 

training, employment and case management services, job search and relocation allowances, wage 

supplements for those 50 or older, and Trade Readjustment Allowances (TRA).   

WIOA PRIMARY INDICATORS OF PERFORMANCE 

The Primary Indicators of Performance for the WIOA Title I Programs, WIOA Title III, Wagner Peyser 

and WIOA Title II, Adult Education will be used to measure and evaluate performance for the local area.  

These are federal performance indicators negotiated with the U.S. Department of Labor and the U.S. 

Department of Education. 

ADDITIONAL PERFORMANCE DATA 

Career Center Performance Reports are located at:  http://www.mass.gov/massworkforce/ccpr/ 
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Total Individuals Served 10,990

Gender
Male 5,695 52%
Female 5,294 48%

Ethnicity
White 7,879 72%
Black or African American 1,583 14%
Hispanic or Latino 526 5%
American Indian or Alaskan Native 112 1%
Asian 713 6%
Hawaiian Native or Other Pacific Islander 25 0%
Other 907 8%

Age
18 or under 152 1%
19-21 207 2%
22-45 4,732 43%
46-54 2,588 24%
55+ 3,311 30%

Education
Less than High School 552 5%
High School Diploma or Equivalent 2,948 27%
Some College/Vocational Degree 1,728 16%
Associate Degree 1,200 11%
Bachelors Degree 2,963 27%
Advanced Degree 1,110 10%

Self-Identified Persons With Disabilities 574 5%

Unemployment Insurance Claimants 8,418 77%

Veterans 647 6%

Employers Served 558

Employers Listing Job Orders 289 52%
Employers Receiving Referrals 132 24%
Employers Who Hired a Job Seeker Referral 15 3%

PROFILE OF CAREER CENTER CUSTOMERS 
SOUTH SHORE WORKFORCE DEVELOPMENT AREA

 FISCAL YEAR 2017
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Title I Adult
Title I Dislocated

 Worker
Trade Adjustment

Assistance

Total Participants YTD 16 112 55
Female 69% 62% 69%
Age 55 or Over 25% 33% 47%
Less than High School 6% 7% 22%
Limited English 0% 4% 38%
Math or Reading Level <9.0 6% 5% 0%
Disabled 13% 5% 3%
Cash Welfare 0% na na
UI Claimant na 102% 100%
Offender 0% 0% 0%
Veteran 6% 4% 3%
Single Parent 31% 8% 3%
Low Income 100% na 3%

Total Program Participants YTD 16 112 32

New Program Enrollments 8 68 4
New Training Enrollments 8 56 13
New & Carry-in Training Enrollments 30 97 31
ABE/GED or Equivalent 0 0 0
ESL 0 0 25
Occupational Skills Training 15 88 15
OJT 0 0 0
Other.  0 0 0

Total Exits YTD 10 55 10
Entered Employments YTD 5 31 5
Entered Employment Rate at Exit 56% 57% 50%
Average Pre-Wage na na $15.85
Average (Post) Wage $23.63 $21.60 $15.69
Wage Retention Rate (post/pre-wage) na na 99%
Degree/Certification 11 66 na

Note:  Data on entered employments and wages obtained from the participants.

Source:  DCS, CCPR http://www.mass.gov/massworkforce/ccpr/fy-2017/

SOUTH SHORE WORKFORCE DEVELOPMENT AREA - FY 2017 - 3RD QUARTER ENDING MARCH 2017

TITLE I ADULT AND DISLOCATED WORKER, AND TRADE PARTICIPANT SUMMARIES

Participant Characteristics (%)

Enrollments By Activity

Exit and Outcome Summary
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In-School Out-of-School Total Youth

Total 48 56 104
Age 14-18 91% 64% 77%
Age 19-21 9% 27% 18%
Age 22-21 0% 9% 5%
Female 45% 46% 46%
Disabled 55% 7% 46%
HS Student 100% 0% 46%
HS Dropout 0% 91% 50%
Limited English 2% 2% 2%
Math or Reading Level <9.0 0% 9% 5%
Offender 0% 2% 1%
Welfare 13% 9% 11%
Foster Child 6% 2% 4%
Homeless/Runaway 11% 4% 7%
Pregnant/Parenting 2% 13% 8%
Requires Additional Assistance 53% 36% 44%

Educ., Trng, & Tutoring 47 35 82
ABE/GED or Alternative 47 55 102
Financial Literacy 0 0 0
Summer Employment Opportunity 0 0 0
Work Experience/OJT 47 0 47
Occupational Skills Trng 0 20 20
Leadership Dev/Community Services 47 55 102
Mentoring 47 55 102
Guidance/Comprehensive Counseling 47 55 102
Other (non program) 0 55 55

Total Exits YTD 12 28 40
Entered Employments YTD 7 10 17
Entered Post-HS Training YTD 1 4 5
Placed in Employment/Education Rate 67% 50% 55%
Average Wage $11.29 $10.83 $11.01
Degree/Certification 9 14 23

Note:  Data on entered employments and wages obtained from the participants.

Source:  DCS, CCPR http://www.mass.gov/massworkforce/ccpr/fy-2017/

SOUTH SHORE MASS WORKFORCE DEVELOPMENT AREA - FY 2017 - 3RD QUARTER ENDING MARCH 2017

TITLE I YOUTH PARTICIPANT SUMMARY

Participant Characteristics (%)

Enrollments By Activity

Exit and Outcome Summary
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SOUTH SHORE WORKFORCE DEVELOPMENT AREA 

PRIMARY INDICATORS OF  
PERFORMANCE 

FISCAL YEAR 2017 
7/1/16 -6/30/17 

FISCAL YEAR 2018 
7/1/17 – 6/30/18 

WIOA TITLE I ADULT 
Employed 2nd Quarter After Exit 83% 86% 
Employed 4th Quarter After Exit 75% 77% 
Median Earnings at 2nd Quarter After Exit $4900 $5200 
Credential Attainment Rate  Baseline Indicator 
Measureable Skill Gains Baseline Indicator 
Effectiveness in Serving Employers Baseline Indicator 

 
WIOA TITLE 1 DISLOCATED WORKER 

Employed 2nd Quarter After Exit 84% 86% 
Employed 4th Quarter After Exit 83% 85% 
Median Earnings at 2nd Quarter After Exit $7500 $7600 
Credential Attainment Rate  Baseline Indicator 
Measureable Skill Gains Baseline Indicator 
Effectiveness in Serving Employers Baseline Indicator 

 
WIOA TITLE 1 YOUTH 

Employed 2nd Quarter After Exit 80% 80.5% 
Employed 4th Quarter After Exit 72% 73% 
Median Earnings at 2nd Quarter After Exit   
Credential Attainment Rate  Baseline Indicator 
Measureable Skill Gains Baseline Indicator 
Effectiveness in Serving Employers Baseline Indicator 

 
WIOA TITLE III WAGNER-PEYSER  

Employed 2nd Quarter After Exit 60.0% 64.0% 
Employed 4th Quarter After Exit 60.0% 62.0% 
Median Earnings at 2nd Quarter After Exit $5,100.00 $5,500.00 

 
WIOA TITLE II ADULT EDUCATION 

Measureable Skill Gains 41.0% 42.0% 
 
Goal Setting: 

 State level performance goals for Title I and Wagner-Peyser programs were negotiated by the Department of Career 
Services, Executive Office of Labor and Workforce Development (DCS/EOLWD) with the U.S. Department of Labor, 
Employment and Training Administration. (DOL/ETA).   

 DCS/EOLWD negotiated performance goals for Title I with each local Workforce Development Board.  Local Boards 
adopt the State Wagner-Peyser goals. 

 Adult and Community Learning Services, Massachusetts Department of Elementary and Secondary Education 
(ACLS/DESE) negotiated for Measureable Skill Gains only with the U.S. Department of Education, Office of Career, 
Technical, and Adult Education (ED/OCTAE).  Each provider’s final performance will be assessed against the State 
goals based on individual local factors. 

 A Baseline Indicator is one for which States did not propose goals.  Data will be collected during FY17 and FY18 that 
will be used for goal setting beginning in FY19.    
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