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Executive Summary

The state of Maryland is at a pivotal moment in its economic trajectory. Governor Wes Moore
challenged his Workforce Development Board to craft a workforce plan that would increase
Maryland’s economic competitiveness and advance access to opportunity. To do this, the
Board must put in place innovative and evidence-based approaches to supercharge our
economy and address persistent equity gaps in the wealth-building of our people. Though
Maryland has the lowest unemployment rate, the highest median household income, and
among the highest levels of educational attainment in the nation, Maryland’s labor force
participation rate continues to lag. The state's prosperity is unevenly shared. And that's
putting the brakes on economic growth.

Maryland is not lacking assets: the state has a diverse mix of industries, a significant presence
of federal agencies and military installations, and colleges and universities that count world-
class research institutions among their ranks. But Maryland needs a tactical and shrewd plan
of action that connects all the dots. For Maryland to lead the nation in economic
competitiveness — attracting good jobs, capital investment, and innovative industries — the
state needs a clear roadmap to chart that journey. More Marylanders need to get back in the
labor force in order for our state to be the leader, it can be in both growth and opportunity.

That is why the Governor's Workforce Development Board is pleased to present its roadmap
for economic success and equity with the 2024-2028 Maryland State Workforce
Development Plan. This Plan sets forth an ambitious vision for an aligned and coordinated
workforce development ecosystem that will leave no one behind. It aims to boost Maryland's
economic competitiveness and ensure that economic growth is equitable by creating
pathways to work, wages and wealth for all Marylanders.

While this document meets the requirements of the federal Workforce Innovation and
Opportunity Act (WIOA) of 2014 for a four-year Combined State Plan, addressing the state’s
talent needs extends beyond designated federal funding streams. As such, this Plan’s strategic
elements tie together a broad range of partners and resources, aligning around four core
strategic pillars to realize our ambitious vision for Maryland:

I.  Supercharge Key Sectors: Set statewide sector priorities, identify skill needs, and drive
industry partnership to shape and deliver workforce solutions.

.  Advance Equity and Access: Ensure equitable access to quality training and
employment opportunities for all Marylanders.

[l Prepare the Future Workforce: Transform and expand career-connected learning
opportunities to ensure every young person has access to a family-sustaining career
pathway, regardless of their plans to obtain a college degree.

\VA Improve System Alignment and Accountability: Revisit system-wide performance
goals, expectations, coordination, accountability, and feedback loops to ensure
workforce system partners are working together efficiently and effectively.

The Board is committed to continuing to develop these strategies, drive alignment, and
accelerating implementation of innovative workforce development solutions that build robust
talent pipelines for Maryland’s employers and advance pathways to work, wages and wealth
for all Marylanders. Implementation of the combined set of strategies outlined above (and
further detailed below) be data-driven, outcomes-focused, and tackled with the sense of
urgency required to meet the moment. Our work will leverage existing assets across the state
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and across industry partners to ensure a competitive workforce for the state's emerging and
growth industries, including cybersecurity, healthcare, clean energy, infrastructure, and
manufacturing.

The Board also recognizes that disparities hide in averages and that despite the State’'s many
assets, there remain significant gaps to close in employment, education, and wealth-building
opportunities. Maryland’s continued economic growth and success must lift those who have
historically been left behind. Maryland is commmitted to building a competitive and inclusive
economy where every Marylander can thrive. A high-performing workforce development
system, delivering critical employment and training services to thousands of Marylanders each
year, is a necessity for delivering on this commitment. Maryland's 13 local workforce
development boards are central partners in this work, as they lead delivery of these services
on-the-ground in a total of 33 American Job Centers across the state. Their contributions to
this Plan have been invaluable and their continued partnership as we implement these
strategies will be crucial to Maryland's success.

Maryland’s workforce development system also connects services and programs that are
delivered by several agencies and funding streams, many of which are represented in this
comprehensive Plan. These include core Workforce Innovation and Opportunity Act programs
serving adults, dislocated workers, youth, and people with disabilities; Temporary Assistance
for Needy Families (called Temporary Cash Assistance in Maryland); the Supplemental
Nutrition Assistance Program Employment & Training Program; Jobs for Veterans State
Grants; the Community Service Block Grant; Unemployment Insurance; the Senior
Community Service Employment Program; Correctional Education; and Registered
Apprenticeship (RA), among others.

The following pages present an analysis of the current state of Maryland’s economy; our vision
for Maryland’s workforce development system and the strategies to implement that vision;
plans for coordinated activity among workforce development system partners; and program-
specific plans and performance measures. This Plan has been prepared by the business-led
Governor's Workforce Development Board in partnership with leaders at the Maryland
Department of Labor, Maryland State Department of Education, Maryland Department of
Human Services, and Maryland Department of Housing and Community Development, along
with additional private and non-profit sector leaders and the leaders of Maryland's 13 local
workforce development boards.

The future is bright for Maryland even though our work is far frorn complete. This plan builds
on steps the Moore-Miller Administration is already taking to advance workforce and
economic opportunity and lays out strategic priorities for the work ahead. We will move with
urgency, and in partnership, to leverage the momentum for change and progress in Maryland
and create an equitable workforce system that works for all Marylanders.
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Strategic Priorities for Maryland’s Workforce Development System 2024-2028

. Supercharge Key Sectors

Strategies

Activities

1.1: Align workforce programs and
resources to Maryland's targeted
in-demand and emerging
industry sectors.

1.1.A: Build on labor market information to map skills and
training assets and gaps to develop targeted solutions
to blockages in talent pipelines, develop career
pathways, and inform new or recurring state
investments.

1.1.B: Coordinate workforce development initiatives to
enable Federal investments and regional projects.

11.C: Identify new sustainable methods to fund sector
strategies, including with private and philanthropic
support.

12:. Expand RA for new
occupations in targeted in-
demand and emerging industry
sectors.

1.2.A: Increase the state's capacity to recruit new
employers/sponsors, including by leveraging business
leaders and members of the GWDB.

1.2.B. Expand education and outreach to industry to
reduce negative perceptions about apprenticeship
while working to reduce administrative requirements
for participation.

1.2.C. Collaborate with partners and stakeholders to
recruit successful training and apprenticeship program
training providers to the ETPL; streamline ETPL
application process.

1.3. Invest in what works. |dentify
local strategies that are working
and support expansion,
replication and scaling across the
state.

1.3.A: Identify best practices in local areas that are
scalable and facilitate the sharing of best practices.
1.3.B: Increase focus on incumbent worker training by
targeting funding for incumbent worker training
projects in conjunction with business.

1.3.C: Continue investing in proven models at the State
level, such as EARN Maryland.
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Il. Advance Equity and Access

through identifying barriers facing targeted
populations and expanding services to
address those barriers.

Strategies Activities
2.1 Apply an equity lenstoaddress Maryland’s | 21.A: Work actively through outreach,
labor force participation inequities and gaps | marketing, business engagement, and

targeted worker preparation to bridge
inequities and ongoing gaps in workforce
participation.

21.B:  Further statewide and local
collaborations with community
organizations, nonprofits, and local agencies
that provide support for dependent care
services.

2.1.C: Expand partnership with the Maryland
Department of Health and other entities to
support the behavioral health needs of
workers and families.

2.2: Support employers in building their
capacity to recruit, hire, retain, and upskill
employees from diverse populations.

22.A. Educate employers about the
resources available to them to address
barriers, the importance of addressing
barriers, and encourage them to implement
supportive policies and practices.

2.2.B: Offer employer incentives for creating
inclusive hiring and workplace policies and
practices for diverse populations, such as
funding for workplace literacy courses.

2.3: Align job matching process and labor
exchange systems to support skills-based
hiring.

2.3.A: Establish a framework that recognizes
and evaluates the knowledge and skills
gained through prior learning, work
experience, military service, and formal
training.

2.3B: Identify and
pathways focused
opportunities.

2.3.C. Encourage employers to reevaluate
and adjust education requirements for jobs,
including unnecessary college degree
requirements.

implement career
on skills-based job
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1ll. Prepare the Future Workforce

Strategies

Activities

31 Increase participation in RA
(particularly School-to-Apprenticeship)
and attainment of industry-recognized

31.A: Develop a comprehensive statewide CTE
framework  that clarifies agency roles,
responsibilities, and types of programs available.
3.1.B: Raise standards of industry alignment and
career-connected outcomes for high school RAs,
youth apprenticeships, and industry-recognized
credential attainment.

31.C: Prioritize RA and STA when pursuing
discretionary grants to support state programs
and when designing state grant programs, where
appropriate.

credentials  among high  school
students.
32: Support dissemination and

implementation of best practices for the
deployment of career counselors to
every public middle and high school in
Maryland.

3.2.A: Collaborate across CTE Committee, the
Blueprint Accountability Implementation Board
(AIB), LWDBs, and partner agencies and
institutions to convene peer learning and best-
practice sharing opportunities.

32.B: Provide counselors resources and
information on the variety of apprenticeships,
other work-based learning, and related programs
available and their alignment with industry
needs.

32.C. Explore new technologies to provide
students and workers with improved tools to
independently explore and identify matches
between their interests and skills and in-demand
occupations and careers.

3.3: Elevate public service as a career
pathway and connect opportunities
with  workforce development and
apprenticeship.

3.3.A: Identify opportunities to braid resources to

support participants with barriers to
participation.
3.3.B: Identify opportunities to build pre-

apprenticeship and state-registered
apprenticeships into service programs, such as
Maryland'’s Service Year Option.
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IV. Improve System Alignment and Accountability

Strategies

Activities

4. Revisit policy and performance
incentives and assessment frameworks
to align activities with the vision for
Maryland’s workforce system.

41A: Revisit and, as necessary, revise
performance metrics and incentives, as well as
data collection and analysis capabilities that
inform decision-making.

41.B: When developing policy, continue to
emphasize local and regional flexibility to
customize workforce programs and services to
their area’s unique needs, where possible.

4.2: |dentify and act on opportunities to
enhance the efficiency of the workforce
development system.

4.2.A: Review and, where needed, improve and
streamline existing resources for job seekers and
employers to access up-to-date information on
programs and services.

4.2.B: Streamline collaboration process with
community organizations, nonprofits, and local
agencies that provide support for program
participants.

4.3 Foster local innovation to deliver
regionally relevant workforce solutions
that advance the state’'s vision and
strategies.

43.A. Develop and launch investment vehicles
that support local initiatives aligned to the
strategies above, including those driven by
LWDBs.

4.3.B: Collaborate with LWDBs to identify key
industries in each region and tailor workforce
development initiatives to meet the specific
needs of those industries.

Narrative detail can be found beginning in section I1(b)(2) on page 86.
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ll. Strategic Elements

The Unified or Combined State Plan must include a Strategic Planning Elements section
that analyzes the State’s current economic environment and identifies the State’s overall
vision for its workforce development system. The required elements in this section allow
the State to develop data-driven goals for preparing an educated and skilled workforce
and to identify successful strategies for aligning workforce development programs to
support economic growth. Unless otherwise noted, all Strategic Planning Elements apply
to Combined State Plan partner programs included in the plan as well as to core
programs. Where requirements identify the term “populations,” these must include
individuals with barriers to employment as defined at WIOA Section 3. This includes
displaced homemakers; low-income individuals; Indians, Alaska Natives, and Native
Hawaiians; individuals with disabilities, including youth who are individuals with
disabilities; older individuals; ex-offenders; homeless individuals, or homeless children
and youths; youth who are in or have aged out of the foster care system; individuals who
are English language learners, individuals who have low levels of literacy, and individuals
facing substantial cultural barriers; farmworkers (as defined at section 167(i) of WIOA and
Training and Employment Guidance Letter No. 35-14); individuals within 2 years of
exhausting lifetime eligibility under the Temporary Assistance for Needy Families
program; single parents (including single pregnant women); and long-term unemployed
individuals. Additional populations include veterans, unemployed workers, youth, and
others that the State may identify.

. (a)_Economic, Workforce, and Workforce Development Activities Analysis

The Unified or Combined State Plan must include an analysis of the economic conditions,
economic development strategies, and labor market in which the State’'s workforce
system and programs will operate.

[1.(a)(1) Economic and Workforce Analysis

(A) Economic Analysis.

The Unified or Combined State Plan must include an analysis of the economic conditions
and trends in the State, including sub-State regions and any specific economic areas
identified by the State. This must include:

(i) Existing Demand Industry Sectors and Occupations. Provide an analysis of the
industries and occupations for which there is existing demand.

(ii) Emerging Demand Industry Sectors and Occupations. Provide an analysis of the
industries and occupations for which demand is emerging.

(iii) Employers’ Employment Needs. With regard to the industry sectors and occupations
identified in (A)(i) and (ii), provide an assessment of the employment needs of
employers, including a description of the knowledge, skills, and abilities required,
including credentials and licenses.

(B) Workforce Analysis.
The Unified or Combined State Plan must include an analysis of the current workforce in

the State and within various state regions. Provide key analytical conclusions in
aggregate as well as disaggregated among populations to identify potential disparities in
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employment and educational attainment and understand labor force conditions for items
(i)-(iii) below. Populations analyzed must include individuals with barriers to employment
described in the first paragraph of Section Il. Analysis must include—

(i) Employment and Unemployment. Provide an analysis of current employment and
unemployment data, including labor force participation rates, and trends in the State.

(ii) Labor Market Trends. Provide an analysis of key labor market trends, including across
existing industries and occupations.

(iii) Education and Skill Levels of the Workforce. Provide an analysis of the educational
and skill levels of the workforce.

(iv) Comparison of Economic and Workforce Analytical Conclusion. Describe areas of
opportunity for meeting hiring, education, and skills needs identified in the economy
compared to the assets available in the labor force in the state.
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1.0 Economic Analysis

Economic Analysis. The Unified or Combined State Plan must include an analysis of the
economic conditions and trends in the State, including sub-State regions and any specific
economic areas identified by the State.

Maryland’'s economy has lagged national growth over the past several years. Between 2017 and
2019, the nation’s real (inflation-adjusted) GDP grew by 5.5 percent. However, over the same
timeframe, Maryland's GDP only rose by 0.7 percent. As shown in Figure 1 below, the national
real GDP was 11.3 percent larger in 2022 than 2017 levels. In contrast, Maryland'’s real GDP grew
by only 3.1 percent over that same period.

Figure 1: Real GDP Indexed to 2017 Levels in Maryland and United States, 2017 - 2022
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Figure 2 below shows how Maryland's real GDP has grown over the past five years by high-
level industry.
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Figure 2: Change in Maryland Real GDP By Industry, 2017 - 2022
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Maryland'’s Information sector expanded by the second largest amount, with real GDP rising
by $5.6 billion between 2017 and 2022. Growth in this sector was largely driven by the
Publishing Industries (Except Internet) subsector, which grew by $3.9 billion. Maryland’s Data
Processing, Hosting, and Other Information Services subsector grew by $840.8 billion
between 2017 and 2022. Maryland recently enacted an incentive program to exempt data
centers from paying sales and use taxes. The focus on data processing and hosting may lead
to future growth in this subsector.

The rise in real GDP in Maryland’s Real Estate and Rental and Leasing sector is good news,
with growth occurring largely in the past two years. Between 2017 and 2019, Maryland’s real
GDP in the sector fell by $2.2 billion. In 2020, real GDP in the sector fell by another $394 million.
In 2021, real GDP rose by $1.8 billion and in 2022 it rose by another $2.7 billion. It is important to
note that this increase in value is beyond the nationwide rise in property values — real GDP
controls for inflation.

Although 10 of Maryland'’s 20 high-level industry sectors grew between 2017 and 2022, only two
sectors grew at a faster rate in Maryland than nationally - Government and Agriculture,
Forestry, Fishing, and Hunting.

Maryland’'s Government sector grew by 3.6 percent in Maryland versus 2.8 percent growth

nationally. This was largely the result of growth in Federal Civilian GDP which grew by 9.4
percent in Maryland between 2017 and 2022. Maryland's Agriculture, Forestry, Fishing, and
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Hunting sector expanded by 0.6 percent in Maryland between 2017 and 2022 while the
national sector contracted by 3.8 percent. In Maryland, the growth was largely due to strength
in the Farms subsector, which grew by 1.0 percent.

In December 2023, the Bureau of Economic Analysis (BEA) published data on gross domestic
product (GDP) in Maryland's counties for 2022 and also revised data for 2017 through 2021. In
total, Maryland's real (inflation adjusted) GDP grew by $6.4 billion in 2022. As mapped below in
Figure 3, 44.4 percent of that growth took place in Baltimore City. Other counties in Central
Maryland and the DC suburbs, especially Montgomery and Prince George's counties,
expanded as well.

Figure 3: Change in Real (Inflation-Adjusted) GDP by County, 2021 - 2022
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Within Baltimore City, the main driver of GDP growth was the Information industry. According
to BEA, the sector’s contribution to real GDP grew by $1.1 billion. Statewide, real GDP from the
Information sector grew by 20.7 percent; in Baltimore City the sector grew by 34.8 percent.
The growth appears to be tied significantly to increased worker productivity — BEA estimates
that Baltimore City employment in the sector grew by “only” 4.3 percent in 2022.

The second strongest sector for Baltimore City was Government; in 2022, the City's
Government sector grew by $542 million in real GDP. Nearly half of this sector's growth in real
GDP in Maryland in 2022 occurred in Baltimore City. Finally, Baltimore City's Real Estate and
Rental and Leasing sector expanded by $439 million for a 7.5 percent growth rate, well above
the state growth rate of 4.5 percent.

Notably, seven counties in Maryland experienced a decline in real GDP between 2021 and 2022.
The largest drop occurred in Howard County, where real GDP fell by $342.5 million. The decline
in Howard County was largely driven by cuts in two sectors: real GDP in Construction fell by
$312 million and real GDP in Wholesale Trade fell by $307 million. These two sectors fell
statewide but fell at a higher rate in Howard County. Additionally, even in sectors that
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expanded, Howard County generally saw slower growth relative to Maryland. For example, the
Information sector in Howard County was the largest growing sector in 2022; however, it grew
at a slower rate (14.8 percent) than Maryland (20.7 percent). Although Howard County’s real
GDP fell in 2022, its growth rate during the pandemic (3.9 percent between 2019 through 2022)
still outpaces the state growth rate of 2.5 percent.

Figure 4 shows how real GDP has varied by county in Maryland on a percentage basis.
Somerset County had the largest growth rate of any Maryland county in 2022, with real GDP
growing by 15.7 percent ($133 million). Growth in Somerset County was driven by gains in the
Agriculture, Forestry, Fishing, and Hunting sector which expanded by $109 million in 2022. This
was a gain of 196.8 percent. This sector's GDP experiences large swings in the county. In 2017,
real GDP for the sector in Somerset County was estimated at $129 million. Two years later, in
2019, real GDP for the sector had fallen to $51 million.

Garrett County had the largest percentage point drop in real GDP, with real GDP falling by 6.4
percent in 2022 (a loss of $85 million). The drop in GDP appears largely driven by a slowdown
in Construction, which had a 31 percent drop in value ($49 million).

Figure 4: Percent Change in Real (Inflation-Adjusted) GDP by County, 2021 - 2022
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Figure 5 shows how Maryland’s counties have fared during the economic recovery. In 2022,
eight counties still had real GDP below 2019 levels.
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Figure 5: Percent Change in Real (Inflation-Adjusted) GDP by County, 2019 - 2022

Source: Bureau of Economic Analysis

As Figure 5 illustrates, Maryland’s real GDP growth during the pandemic has not been equal
by region. Western Maryland and Southern Maryland have generally struggled. While growth
has been fairly strong in Central Maryland and the Capital region, Maryland's Eastern Shore,
especially the lower shore has seen some of the strongest growth on a percentage basis during
the economic recovery. Wicomico County, centered by Salisbury, has seen its real GDP grow
by $415 million since 2019 for a growth rate of 8.3 percent. Wicomico County's GDP growth has
been very broad based. The largest sector to expand has been Manufacturing which grew by
$125 million for a growth rate of 19.3 percent. The next strongest sector, Real Estate and Rental
and Leasing, grew by $85 million. Notably, the county saw strong gains in Management, with
the sector growing by 40.2 percent ($52 million), well above the 8.7 percent growth rate for
Maryland as a whole.

While Maryland faces long-term challenges with indicators such as GDP growth, the state also
faces some short-term challenges in recovering from the pandemic. Maryland's total nonfarm
employment growth rate ranks 45th between February 2020 and November 2023. The state’s
private-sector growth rate over the same period ranks 47%. Figure 6 shows how employment
has changed by industry in Maryland between February 2020 and November 2023.
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Figure 6: Maryland Employment Change by Industry, February 2020 - November 2023
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As Figure 6 shows, employment in Maryland’'s Government sector has grown the most of any
of the state’s high-level industries. Since February 2020, the sector has added 19,400 jobs and
Maryland has the fourth-best growth rate in the nation. Maryland’s growth is largely due to an
increase in Federal Government jobs — since February 2020 the subsector has added 13,900
jobs.

Maryland'’s Professional, Scientific, and Technical Services sector has also seen strong growth.
The industry added 18,500 jobs between February 2020 and November 2023. Although this is
strong growth in terms of the number of jobs, Maryland'’s growth could be larger. Maryland
ranks 35" for growth in this industry since February 2020 and the state's 7.1 percent growth
rate lags the 13.0 percent growth seen at the national level.

Maryland’'s Transportation, Warehousing, and Utilities sector has added 12,800 jobs since
February 2020. While the sector's growth rate ranks 18" since February 2020, growth in
Maryland has slowed over the past year. Between November 2022 and November 2023,
Maryland’s Transportation, Warehousing, and Utilities sector has actually contracted by 600
positions and the state's growth rate ranks 27%.

Among Maryland’s high-level industries, none has contracted more than Accommodation and
Food Services. Since February 2020, the industry has lost 25,900 jobs. Maryland has the 49%
ranked growth rate since February 2020. The state's Health Care and Social Assistance sector
has also been slow to recover. Since February 2020 Maryland has lost 11,600 jobs in the industry
and has the 48" ranked growth rate.
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As employment patterns vary by industry, they also vary by geography. Figure 7 on the next
page shows the change in private-sector employment by county between 2019 and 2022. Note
that county data will not match the monthly employment data discussed above, as they are
from different programs that report on different timeframes.

As Figure 7 highlights, Montgomery County has seen the largest decline in private-sector
employment of any Maryland County. Between 2019 and 2022, employment fell by an
estimated 22,380 jobs. The largest declines were in Accommodation and Food Services (a loss
of 4,666 jobs) and Administrative and Support and Waste Management and Remediation
Services (a loss of 4,105 jobs). Manufacturing added the most jobs of any industry in the county
over the three-year period, expanding by 924 jobs.

Howard County saw a drop in employment even with the county’s large increase in GDP, as
seen in Figure 5. One reason for the county's drop in employment while GDP rises is that the
county has seen a drop in employment in many industries that contribute less to GDP per
employee than other industries. For example, the two industries that have lost the most
employment in Howard County are Arts, Entertainment, and Recreation (a loss of 1,687 jobs)
and Administrative and Support and Waste Management and Remediation Services (a loss
of 1,593 jobs). GDP per capita is lower in these industries than, for example, Professional,
Scientific, and Technical Services which added 1,043 jobs in Howard County between 2019 and
2022.

Figure 7: Annual Average Private Employment Changes by County, 2019 - 2022

Source: Bureau of Labor Statistics, QCEW Program
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1.1 In-Demand and Emerging Occupations in Maryland

Provide an analysis of the industries and occupations for which there is existing demand.
With regard to the industry sectors and occupations identified, provide an assessment of
the employment needs of employers, including a description of the knowledge, skills, and
abilities required, including credentials and licenses.

Maryland’s diverse economy provides many different career pathways for residents. This
section examines in-demand and emerging occupations within Maryland.

111  Top In-Demand Occupations

For this analysis, in-demand occupations are those with the most current job postings on the
Maryland Workforce Exchange. Figure 8 shows the ten occupations with the most job
openings posted as of December 25, 2023.

Figure 8: Occupations with the Most Job Postings on the Maryland Workforce Exchange
on December 25, 2023

Registered Nurses 5,611
Computer Systems Engineers/Architects 2,658
Software Developers 1,776
Retail Salespersons 1,644
Customer Service Representatives 1,290
Physical Therapists 1,249
Network and Computer Systems Administrators | 1,163
Physicians, All Other 1,132
Nursing Assistants 1,071
Fast Food and Counter Workers 965

Source: Maryland Workforce Exchange

The following sections present more detail for each of these occupations. Namely, each section
contains information on:
e Projected growth between 2020 and 2030;
e Projected openings each year due to growth, labor force exits, and job transfers
e The location quotient for each industry;
e The typical education and required experience for the occupation as sourced from the
Bureau of Labor Statistics;
¢ Employment and average wages in each of Maryland'’s local workforce areas in 2022;
e The most requested certifications, skills, and tools and technologies in job openings for
each occupation as of November 2023; and
e The employers with the most active job openings in November 2023 for each
occupation.

1.1.1.1 Registered Nurses

The occupation with the most current job postings in Maryland is Registered Nurses. As of
December 25, 2023, there were 5,611 job postings, more than double the number for the
occupation with the second-most postings. As Figure 9 illustrates, not only are there a high
number of current openings, but future growth for this occupation is projected to be strong.
The number of registered nurses is expected to grow by 12,325 by 2030 and there will be an
estimated 5,253 job openings each year due to growth, labor force exits (retirements), and
occupational transfers.
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Figure 9: Key Metrics for Registered Nurses in Maryland

Estimated Growth 2020 - 2030 12,325
Estimated Percent Growth 2020 - 2030 17.27%
Projected Annual Openings, 2020 - 2030 | 5,253

Location Quotient, 2022 0.91
Typical Education Bachelor's degree
Required Experience None

Source: Maryland Department of Labor, Bureau of Labor Statistics

As Figure 10 illustrates, there were an estimated 49,790 Registered Nurses employed in
Maryland in 2022. These nurses earned an average annual wage of $87,990. The Baltimore City
Workforce Region employed the most Registered Nurses (13,900) and also had the highest
average wages ($92,887).

Figure 10: Current Employment and Wages for Registered Nurses by Workforce Region,
2022

Maryland Statewide 49,790 $87,990
Anne Arundel Workforce Region 4,030 $87,663
Baltimore City Workforce Region 13,900 $92,887
Baltimore County Workforce Region 6,650 $87,188
Carroll Workforce Region 1,070 $81,290
Frederick Workforce Region 1,530 $82,884
Howard Workforce Region 2,130 $84,696
Lower Shore Workforce Region 1,810 $78,120
Montgomery Workforce Region 8,030 $90,084
Prince George's Workforce Region 3,090 $91,427
Southern Maryland Workforce Region 1,360 $86,887
Susquehanna Workforce Region 2,060 $87,128
Upper Shore Workforce Region 800 $76,407
Western Maryland Workforce Region 2,170 $74,693

Source: Maryland Department of Labor, Bureau of Labor Statistics

Figure 11 through Figure 14 contain information on Registered Nurses based on current job
openings in the state. The following tables show the top certifications, job skills, and tools and
technology requested. Additionally, Figure 14 shows which employers have the most current
postings. This information can support workforce training efforts statewide.

Figure 11: Most Requested Certifications for Registered Nurses in Maryland Job Openings
in November 2023

Certification in Cardiopulmonary Resuscitation (CPR) | 3,219
Advanced Cardiac Life Support Certification (ACLS) 2,447
Basic Life Support (BLS) Certification 1,499
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‘ Pediatric Advanced Life Support (PALS) 1,0M

Source: Maryland Workforce Exchange

Figure 12: Most Requested Job Skills for Registered Nurses in Maryland Job Openings in
November 2023

Ensures patient safety 641
Enhance patient care 464
Discharge planning 455
Medication administration 45]
Risk management 360

Source: Maryland Workforce Exchange

Figure 13: Most Requested Tools and Technologies for Registered Nurses in Maryland Job
Openings in November 2023

Microsoft (MS) Office 193
Protective clothing 162
Personal protective equipment N4
Telemetry 109
Ventilators 105

Source: Maryland Workforce Exchange

Figure 14: Employers With the Most Job Openings for Registered Nurses in November 2023

University of Maryland Medical System | 1,114
Johns Hopkins Medicine 618
MedStar Health, Inc. 345
Anne Arundel Medical Center 218
Adventist HealthCare Inc. 138

Source: Maryland Workforce Exchange

1.1.1.2 Computer Systems Engineers/Architects

As of December 25, 2023, there were 2,658 active job postings in Maryland for Computer
Systems Engineers/Architects. This occupation typically requires more education and training,
as shown in Figure 15. According to data from the Bureau of Labor Statistics, the typical worker
in this occupation has a bachelor's degree and five years or more of experience. This
occupation is heavily concentrated in Maryland, indicated by its location quotient of 2.37. This
is the second-highest concentration nationwide, behind only Colorado. This occupation is
expected to add expand by 818 jobs by 2030 and is projected to have 582 annual job openings
each year due to growth, labor force exits (retirements), and occupational transfers.

Figure 15: Key Metrics for Computer Systems Engineers/Architects in Maryland

Estimated Growth 2020 - 2030 818
Estimated Percent Growth 2020 - 2030 10.19%
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Projected Annual Openings, 2020 - 2030 | 582
Location Quotient, 2022 2.37
Typical Education

Bachelor's degree

Required Experience 5 years or more
Source: Maryland Department of Labor, Bureau of Labor Statistics

As Figure 16 illustrates, there are currently 7,370 Computer Systems Engineers/Architects
employed in Maryland earning an average wage of just over $150,000. The Montgomery
Workforce Region employs the largest number of these workers (1,550). Wages are highest in
the Anne Arundel Workforce Region at $160,476.

Figure 16: Current Employment and Wages for Computer Systems Engineers/Architects
by Workforce Region, 2022

Maryland Statewide 7370 $150,455
Anne Arundel Workforce Region 930 $160,476
Baltimore City Workforce Region 680 $135,686
Baltimore County Workforce Region 660 $148,137
Carroll Workforce Region 100 $150,991
Frederick Workforce Region 380 $148,480
Howard Workforce Region 920 $151,909
Lower Shore Workforce Region 40 $104,869
Montgomery Workforce Region 1,550 $147,742
Prince George's Workforce Region 590 $139,667
Southern Maryland Workforce Region 300 $142,067
Susquehanna Workforce Region 150 $148,215
Upper Shore Workforce Region 30 $115,975
Western Maryland Workforce Region 90 $122,731

Source: Maryland Department of Labor, Bureau of Labor Statistics

Figure 17 through Figure 20 contain information on Computer Systems Engineers/Architects
based on current job openings in the state. The following tables show the top certifications,
job skills, and tools and technology requested. Additionally, Figure 20 shows which employers
have the most current postings. This information can support workforce training efforts
statewide.

Figure 17: Most Requested Certifications for Computer Systems Engineers/Architects in
Maryland Job Openings in November 2023

Certified Information Systems Security Professional (CISSP) | 187
Cisco Certified Network Associate (CCNA) 89
CompTIA Advanced Security Practitioner (CASP+) 72
CompTIA Security+ Certification 54
Certified SAFe Agilist (SA) 42

Source: Maryland Workforce Exchange
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Figure 18: Most Requested Job Skills for Computer Systems Engineers/Architects in

Maryland Job Openings in November 2023

System design o17
Software design 728
System integration 507

Analyze and gather user requirements | 401

Modify existing software 400
Source: Maryland Workforce Exchange

Figure 19: Most Requested Tools and Technologies for Computer Systems
Engineers/Architects in Maryland Job Openings in November 2023

Python 892
JavaScript 505
Git 463
Ct++ 461
Derive software 418

Source: Maryland Workforce Exchange

Figure 20: Employers With the Most Job Openings for Computer Systems
Engineers/Architects in November 2023

Leidos 123
Booz Allen Hamilton Inc 93

ManTech International Corporation | 90
Peraton 78

Avid Technology Professionals, LLC | 76
Source: Maryland Workforce Exchange

1113 Software Developers

As of December 25, 2023, there were 1,776 active job postings in Maryland for Software
Developers. Through 2030, there are expected to be 3,392 job openings each year in the
occupation. This is driven by strong growth — employment projections from the Maryland
Department of Labor estimate that employment in the occupation will expand by 20.9 percent
between 2020 and 2030.

Figure 21: Key Metrics for Software Developers in Maryland

Estimated Growth 2020 - 2030 7,533
Estimated Percent Growth 2020 - 2030 | 20.91%
Projected Annual Openings, 2020 - 2030 | 3,392
Location Quotient, 2022 1.01

Typical Education Bachelor's degree
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‘ Required Experience None

Source: Maryland Department of Labor, Bureau of Labor Statistics

In 2022 there were 27,800 Software Developers employed statewide. The average wage for this
occupation is high at $135,386. The Montgomery Workforce Region (5,640) and Anne Arundel
Workforce Region (5,250) employ the most Software Developers. Wages are highest in the
Anne Arundel Workforce Region ($146,847).

Figure 22: Current Employment and Wages for Software Developers by Workforce Region,
2022

Maryland Statewide 27,800 $135,386
Anne Arundel Workforce Region 5,250 $146,847
Baltimore City Workforce Region 1,890 $125,717

Baltimore County Workforce Region 2,340 $134,230
Carroll Workforce Region 260 $142,599
Frederick Workforce Region 690 $130,707
Howard Workforce Region 3,840 $140,668
Lower Shore Workforce Region 90 $112,805
Montgomery Workforce Region 5,640 $132,390
Prince George's Workforce Region 2,250 $130,808
Southern Maryland Workforce Region | 970 $133,093
Susquehanna Workforce Region 650 $138,782
Upper Shore Workforce Region 10 $115,745

Western Maryland Workforce Region | 180 $1N3,247

Source: Maryland Department of Labor, Bureau of Labor Statistics

Figure 23 through Figure 26 contain information on Software Developers based on current job
openings in the state. The following tables show the top certifications, job skills, and tools and
technology requested. Additionally, Figure 26 shows which employers have the most current
postings. This information can support workforce training efforts statewide.

Figure 23: Most Requested Certifications for Software Developers in Maryland Job
Openings in November 2023

Cisco Certified Network Associate (CCNA) 82
Systems Security Certified Practitioner (SSCP) 72
Certified Information Systems Security Professional (CISSP) | 69
GIAC Security Essentials (GSEC) 66
CompTIA Advanced Security Practitioner (CASP+) 46

Source: Maryland Workforce Exchange

Figure 24: Most Requested Job Skills for Software Developers in Maryland Job Openings
in November 2023

System design 415
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Software design 323

System integration 251

Develop software 195

Developing web-based applications | 179
Source: Maryland Workforce Exchange

Figure 25: Most Requested Tools and Technologies for Software Developers in Maryland
Job Openings in November 2023

Python 815
C++ 532
Structured query language (SQL) 424
JavaScript 413
UNIX 392

Source: Maryland Workforce Exchange

Figure 26: Employers With the Most Job Openings for Software Developers in November
2023

The Johns Hopkins University Applied Physics Laboratory | 154
Booz Allen Hamilton Inc 84
Peraton 71
iNovex Information Systems, Inc. 69
Wood Consulting Services, Inc. 48

Source: Maryland Workforce Exchange

1.1.1.4 Retail Salespersons

As of December 25, 2023, there were 1644 active job postings in Maryland for Retail
Salespersons. As Figure 27 shows, this is an occupation that experiences high levels of turnover.
While the occupation is expected to grow through 2030, there are an estimated 10,374 job
openings projected each year through 2030 that will need to be filled with new retail
salespersons. These occupations typically do not require formal education or experience,
making workforce training less of an obstacle to meeting employer demand.

Figure 27: Key Metrics for Retail Salespersons in Maryland
Estimated Growth 2020 - 2030 4,673

Estimated Percent Growth 2020 - 2030 6.75%
Projected Annual Openings, 2020 - 2030 | 10,374

Location Quotient, 2022 1.03
Typical Education No formal educational credential
Required Experience None

Source: Maryland Department of Labor, Bureau of Labor Statistics
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As Figure 28 presents, in 2022 there were 67,170 Retail Salespersons employed statewide.
Employment was highest in the Baltimore County Workforce Region (10,710) and the
Montgomery Workforce Region (10,460). Average wages in this occupation are relatively low
and this contributes to the high levels of turnover.

Figure 28: Current Employment and Wages for Retail Salespersons by Workforce Region,

2022

[Areaname [ Employment | Annual Wage |
Maryland Statewide 67170 | $33,833
Anne Arundel Workforce Region 8,630 | $32,956
Baltimore City Workforce Region 4,430 | $32,251
Baltimore County Workforce Region 10,710 $33,619
Carroll Workforce Region 1,520 $33,753
Frederick Workforce Region 2,900 $35,179
Howard Workforce Region 4220 | $33,893
Lower Shore Workforce Region 2,460 $31,347
Montgomery Workforce Region 10,460 $35,613
Prince George's Workforce Region 8,780 $35,127
Southern Maryland Workforce Region 3,370 $34,807
Susquehanna Workforce Region 3,410 $33,927
Upper Shore Workforce Region 1,650 $31,606
Western Maryland Workforce Region 3,430 $30,988

Source: Maryland Department of Labor, Bureau of Labor Statistics

Figure 29 through Figure 32 contain information on Retail Salespersons based on current job
openings in the state. The following tables show the top certifications, job skills, and tools and
technology requested. Additionally, Figure 32 shows which employers have the most current
postings.

Figure 29: Most Requested Certifications for Retail Salespersons in Maryland Job Openings
in November 2023

Pediatric Advanced Life Support (PALS) 20
Certified Laboratory Equipment Specialist (CLES)
Certified Senior Data Scientist (CSDS)

Certification in Cardiopulmonary Resuscitation (CPR)

Certified Occupancy Specialist Advanced (COSA)
Source: Maryland Workforce Exchange

Figure 30: Most Requested Job Skills for Retail Salespersons in Maryland Job Openings in

November 2023
Customer service 2,012
Inventory management 394
Stand for extended periods of time | 158
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Cash handling 134

Inventory control 128

Source: Maryland Workforce Exchange

Figure 31: Most Requested Tools and Technologies for Retail Salespersons in Maryland Job

Openings in November 2023

Cash Register

464

Point of sale (POS) systems

108

Cash drawers

53

Forklift

53

Microsoft (MS) Office

52

Source: Maryland Workforce Exchange

Figure 32: Employers With the Most Job Openings for Retail Salespersons in November

2023
(EmployerName [ JobOpenings
CVS Health 86
Food Lion 85
Weis Markets, Inc. 69
DTLR VILLA 52
Goodwill Industries of the Chesapeake, Inc. | 52

Source: Maryland Workforce Exchange

11.1.5 Customer Service Representatives

As of December 25,2023, there were 1,290 active job postings in Maryland for Customer Service
Representatives. Similar to Retail Salespersons, Figure 27 this is an occupation that
experiences high levels of turnover. As outlined in Figure 33, While the occupation is expected
to grow by 2.8 percent through 2030, there are an estimated 6,686 job openings projected
each year through 2030 that will need to be filled with new Customer Service Representatives.
These occupations typically require a high school degree and no experience, making
workforce training less of an obstacle to meeting employer demand.

Figure 33: Key Metrics for Customer Service Representatives in Maryland

Estimated Growth 2020 - 2030 1,451
Estimated Percent Growth 2020 - 2030 | 2.83%
Projected Annual Openings, 2020 - 2030 | 6,686
Location Quotient, 2022 0.92

Typical Education

High school diploma or equivalent

Required Experience

None

Source: Maryland Department of Labor, Bureau of Labor Statistics
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As Figure 34 shows, in 2022 there were 47,110 Customer Service Representatives employed
statewide. Employment was highest in the Baltimore County Workforce Region (7,010) and
the Montgomery Workforce Region (6,960).

Figure 34: Current Employment and Wages for Customer Service Representatives by

Workforce Region, 2022

Maryland Statewide 47110 $42,572
Anne Arundel Workforce Region 5,140 $40,612
Baltimore City Workforce Region 5350 $43,771

Baltimore County Workforce Region 7,010 $43,321

Carroll Workforce Region 920 $39,423
Frederick Workforce Region 1,750 $43,867
Howard Workforce Region 3,630 $44,359
Lower Shore Workforce Region 1,300 $39,124

Montgomery Workforce Region 6,960 $44,988
Prince George's Workforce Region 4,880 $42916

Southern Maryland Workforce Region 1,690 $41,097
Susquehanna Workforce Region 1,900 $39,809
Upper Shore Workforce Region 1,020 $39,478
Western Maryland Workforce Region 2,530 $38,854

Source: Maryland Department of Labor, Bureau of Labor Statistics

Figure 35 through Figure 37 contain information on Customer Service Representatives based
on current job openings in the state. The following tables show the job skills and tools, and
technology requested. Additionally, Figure 37 shows which employers have the most current

postings.

Figure 35: Most Requested Job Skills for Customer Service Representatives in Maryland

Job Openings in November 2023

Customer service 1,644
Mops floors 315
Dusting 261
Bag merchandise 178
Provides customer assistance | 142

Source: Maryland Workforce Exchange

Figure 36: Most Requested Tools and Technologies for Customer Service Representatives
in Maryland Job Openings in November 2023

Cash Register 293
Microsoft (MS) Office 198
Fuel pumps 178
Cell Phone 147
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‘ Personal protective equipment | 79
Source: Maryland Workforce Exchange

Figure 37: Employers With the Most Job Openings for Customer Service Representatives
in November 2023

Royal Farms 198
The Home Depot, Inc 128
McDonald's Corporation 85
Family Dollar Stores, Inc. 70
Walgreen Company 61

Source: Maryland Workforce Exchange

1.1.1.6 Physical Therapists

As of December 25, 2023, there were 1,249 active job postings in Maryland for Physical
Therapists. The number of Physical Therapists is expected to grow by 992 between 2020 and
2030 and there are projected to be 342 openings each year due to growth, labor force exits,
and occupational exits. These projections do not account for existing shortages and thus differ
from the level of current openings. Increasing the number of Physical Therapists in the state is
a longer-term project, as employers typically require extensive education.

Figure 38: Key Metrics for Physical Therapists in Maryland
Estimated Growth 2020 - 2030 992

Estimated Percent Growth 2020 - 2030 | 18.09%
Projected Annual Openings, 2020 - 2030 | 342

Location Quotient, 2022 0.98
Typical Education Doctoral or professional degree
Required Experience None

Source: Maryland Department of Labor, Bureau of Labor Statistics

As Figure 39 shows, there are currently 4,000 Physical Therapists working statewide in
Maryland. The highest concentration is in the Baltimore metro area — In 2022 there were 890
Physical Therapists employed in the Baltimore City Workforce Region and 650 employed in
the Baltimore County Workforce Region. Wages for this occupation are high, with an average
statewide wage of $96,251. Wages are highest in the DC suburbs with salaries in the two
workforce regions in Montgomery County and Prince George's County averaging over
$100,000 per year.

Figure 39: Current Employment and Wages for Physical Therapists by Workforce Region,
2022

Maryland Statewide 4,000 $96,251
Anne Arundel Workforce Region 260 $97,152
Baltimore City Workforce Region 890 $92,639
Baltimore County Workforce Region 650 $97,966

MARYLAND STATEWIDE WORKFORCE DEVELOPMENT PLAN DECEMBER 2024



Carroll Workforce Region 80 $94,615

Frederick Workforce Region 140 $99,435
Howard Workforce Region 190 $96,670
Lower Shore Workforce Region 90 $94,910

Montgomery Workforce Region 680 $100,179
Prince George's Workforce Region 310 $100,441
Southern Maryland Workforce Region 150 $98,090
Susquehanna Workforce Region 190 $96,389

Upper Shore Workforce Region 80 $88,708
Western Maryland Workforce Region 200 $89,407

Source: Maryland Department of Labor, Bureau of Labor Statistics

Figure 40 through Figure 43 contain information on Physical Therapists based on current job
openings in the state. The following tables show the top certifications, job skills, and tools and
technology requested. Additionally, Figure 43 shows which employers have the most current
postings.

Figure 40: Most Requested Certifications for Physical Therapists in Maryland Job
Openings in November 2023

Certification in Cardiopulmonary Resuscitation (CPR) | 873
Certified Strength and Conditioning Specialist (CSCS) | 69

Basic Cardiac Life Support (BCLS) Certification 59
Advanced Cardiac Life Support Certification (ACLS) 57
Basic Life Support (BLS) Certification 35

Source: Maryland Workforce Exchange

Figure 41: Most Requested Job Skills for Physical Therapists in Maryland Job Openings in

November 2023
Job Openings
Customer service 169
Discharge planning 157
Program planning 18
Relieve pain N4
Experience with electronic medical records | 109

Source: Maryland Workforce Exchange

Figure 42: Most Requested Tools and Technologies for Physical Therapists in Maryland Job
Openings in November 2023

Goggles 63
Masks 63
Goniometer 40
Sphygmomanometer 40
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‘ Braces 8
Source: Maryland Workforce Exchange

Figure 43: Employers With the Most Job Openings for Physical Therapists in November
2023

MedStar Health, Inc. 68
University of Maryland Medical System | 44
ATl Physical Therapy 41
BAYADA Home Health Care, Inc. 39
Fox Rehabilitation 36

Source: Maryland Workforce Exchange

1.1.1.7 Network and Computer Systems Administrators

As of December 25, 2023, there were 1,163 active job postings in Maryland for Network and
Computer Systems Administrators. The number of Physical Therapists is expected to grow by
1,506 between 2020 and 2030 and there are projected to be 1,178 openings each year due to
growth, labor force exits, and occupational exits. Maryland has the fourth highest location
guotient in the country for Network and Computer Systems Administrators at 1.6.

Figure 44: Key Metrics for Network and Computer Systems Administrators in Maryland
Estimated Growth 2020 - 2030 1,506

Estimated Percent Growth 2020 - 2030 9.84%
Projected Annual Openings, 2020 - 2030 | 1,178

Location Quotient, 2022 1.6
Typical Education Bachelor's degree
Required Experience None

Source: Maryland Department of Labor, Bureau of Labor Statistics

As Figure 45 shows, in 2022 there were 9,310 Network and Computer Systems Administrators
employed in Maryland earning an average wage of $107,932. The Montgomery Workforce
Region employed the largest number of workers with 2,400. Wages were highest in the
Howard Workforce Region where 940 Network and Computer Systems Administrators were
employed.

Figure 45: Current Employment and Wages for Network and Computer Systems
Administrators by Workforce Region, 2022

Maryland Statewide 9,310 $107,932
Anne Arundel Workforce Region 820 $115,569
Baltimore City Workforce Region 940 $99,144
Baltimore County Workforce Region 920 $107,183
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Carroll Workforce Region 90 $103,036
Frederick Workforce Region 330 $105,499
Howard Workforce Region 940 $116,749
Lower Shore Workforce Region 80 $85,530

Montgomery Workforce Region 2,400 $110,020
Prince George's Workforce Region 960 $108,378
Southern Maryland Workforce Region 410 $109,755
Susquehanna Workforce Region 200 $102,545
Upper Shore Workforce Region 70 $82,595

Western Maryland Workforce Region 130 $84,885

Source: Maryland Department of Labor, Bureau of Labor Statistics

Figure 46 through Figure 49 contain information on Network and Computer Systems
Administrators based on current job openings in the state. The following tables show the top
certifications, job skills, and tools and technology requested. Additionally, Figure 49 shows
which employers have the most current postings. This information can support workforce

training efforts statewide.

Figure 46: Most Requested Certifications for Network and Computer Systems
Administrators in Maryland Job Openings in November 2023

Cisco Certified Network Associate (CCNA)

216

Certified Information Systems Security Professional (CISSP) | 162

CompTIA Security+ Certification 10
CompTIA Advanced Security Practitioner (CASP+) 99
CompTIA Cybersecurity Analyst (CySA+) 82

Source: Maryland Workforce Exchange

Figure 47: Most Requested Job Skills for Network and Computer Systems Administrators
in Maryland Job Openings in November 2023

Capacity analysis 222
Configures network components | 207
System capacity analysis 201
Customer service 173
Experience with Linux 109

Source: Maryland Workforce Exchange

Figure 48: Most Requested Tools and Technologies for Network and Computer Systems
Administrators in Maryland Job Openings in November 2023

VMWare 523
UNIX 500
Operating system software 297
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Python 218

Windows Server 216
Source: Maryland Workforce Exchange

Figure 49: Employers With the Most Job Openings for Network and Computer Systems
Administrators in November 2023

Booz Allen Hamilton Inc 65
Peraton 64
Leidos 53

ManTech International Corporation | 38

iNovex Information Systems, Inc. 31
Source: Maryland Workforce Exchange

1.1.1.8 Physicians, All Other

As of December 25, 2023, there were 1,132 active job postings in Maryland for All Other
Physicians. The Maryland Department of Labor projects there will be an estimated 399 job
openings each year through 2030 for new physicians due to growth, labor force exits, and
occupational transfers. Policies to address physician shortages require time due to the high
levels of education required for this occupation.

Figure 50: Key Metrics for Physicians, All Other in Maryland
Estimated Growth 2020 - 2030 152

Estimated Percent Growth 2020 - 2030 | 1.09%
Projected Annual Openings, 2020 - 2030 | 399

Location Quotient, 2022 1.36
Typical Education Doctoral or professional degree
Required Experience None

Source: Maryland Department of Labor, Bureau of Labor Statistics

As Figure 51 illustrates, in 2022 there were 7,390 Physicians, All Other working in Maryland
earning an average wage of $208,466. Over half of statewide employment was in the
Montgomery Workforce Region where 4,320 physicians worked. Wages were highest in the
Susgquehanna Workforce Region where workers earned an annual average wage of $320,683.

Figure 51: Current Employment and Wages for Physicians, All Other by Workforce Region,
2022

Maryland Statewide 7,390 $208,466
Anne Arundel Workforce Region 160 $251,300
Baltimore City Workforce Region 770 $257,926
Baltimore County Workforce Region 580 $223,169
Carroll Workforce Region 50 $264,555
Frederick Workforce Region 140 $269,227
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Howard Workforce Region 100 $241744
Lower Shore Workforce Region 130 $271,979

Montgomery Workforce Region 4,320 $189,474
Prince George's Workforce Region 350 $244,788
Southern Maryland Workforce Region 120 $250,628
Susquehanna Workforce Region 140 $320,683
Upper Shore Workforce Region 60 $244,575
Western Maryland Workforce Region 140 $256,514

Source: Maryland Department of Labor, Bureau of Labor Statistics

Figure 52 through Figure 55 contain information on Physicians, All Other based on current job
openings in the state. The following tables show the top certifications, job skills, and tools and
technology requested. Additionally, Figure 55 shows which employers have the most current
postings. This information can support workforce training efforts statewide.

Figure 52: Most Requested Certifications for Physicians, All Other in Maryland Job

Openings in November 2023

Certification in Cardiopulmonary Resuscitation (CPR) | 116
Advanced Cardiac Life Support Certification (ACLS) 66
ABPS Board Certification in Family Medicine (BCFM) | 22
ABPS Board Certification in Internal Medicine (BCIM) | 22
Certified Nursing Assistant (CNA) 22

Source: Maryland Workforce Exchange

Figure 53: Most Requested Job Skills for Physicians, All Other in Maryland Job Openings in

November 2023
Customer service 53
Discharge planning 52
Cardiopulmonary resuscitation | 31
Provides patient education 25
Skills training 21

Source: Maryland Workforce Exchange

Figure 54: Most Requested Tools and Technologies for Physicians, All Other in Maryland

Job Openings in November 2023

Electronic medical record (EMR) systems | 59
Microsoft (MS) Office 45
Endoscopy equipment 3]
eClinicalWorks software 15
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‘ Microsoft PowerPoint | 1 |
Source: Maryland Workforce Exchange

Figure 55: Employers With the Most Job Openings for Physicians, All Other in November
2023

Johns Hopkins Medicine 43
University of Maryland Medical System | 38
TidalHealth 30
LifeBridge Health 28
MedStar Health, Inc. 20

Source: Maryland Workforce Exchange

1.1.1.9 Nursing Assistants

As of December 25, 2023, there were 1,071 active job postings in Maryland for Nursing
Assistants. Employment in this occupation is expected to grow by 17.7 percent through 2030
and there are projected to be 5,521 job postings each year through 2030 due to growth, labor
force exits, and occupational transfers. Employers typically require a Certified Nursing
Assistant certification and no other education or experience.

Figure 56: Key Metrics for Nursing Assistants in Maryland
Estimated Growth 2020 - 2030 6,570

Estimated Percent Growth 2020 - 2030 | 17.74%
Projected Annual Openings, 2020 - 2030 | 5,521

Location Quotient, 2022 112
Typical Education Postsecondary non-degree award
Required Experience None

Source: Maryland Department of Labor, Bureau of Labor Statistics

In 2022, there were 26,240 Nursing Assistants employed statewide. Average wages for these
workers are relatively low at $37,176 — well below the statewide average wage of $69,750 in
2022. Employment is highest in the Montgomery Workforce Region (5,340), Baltimore County
Workforce Region (4,870), and Baltimore City Workforce Region (4,230).

Figure 57: Current Employment and Wages for Nursing Assistants by Workforce Region,
2022

Maryland Statewide 26,240 $37176
Anne Arundel Workforce Region 1,950 $38,051
Baltimore City Workforce Region 4,230 $37,363
Baltimore County Workforce Region 4,870 $36,220
Carroll Workforce Region 770 $37,361
Frederick Workforce Region 840 $38,152
Howard Workforce Region 1,060 $35,.812
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Lower Shore Workforce Region 880 $34,793
Montgomery Workforce Region 5,340 $38,090
Prince George's Workforce Region 1,990 $39,298
Southern Maryland Workforce Region 770 $38,590
Susquehanna Workforce Region 1,090 $36,741

Upper Shore Workforce Region 500 $35,347
Western Maryland Workforce Region 1,280 $33,760

Source: Maryland Department of Labor, Bureau of Labor Statistics

Figure 58 through Figure 61 contain information on Nursing Assistants based on current job
openings in the state. The following tables show the top certifications, job skills, and tools and
technology requested. Additionally, Figure 61 shows which employers have the most current
postings. This information can support workforce training efforts statewide.

Figure 58: Most Requested Certifications for Nursing Assistants in Maryland Job Openings
in November 2023

Certified Nursing Assistant (CNA) 1,196
Certification in Cardiopulmonary Resuscitation (CPR) 1,039
Registered Nurse (RN) 758
Nationally Certified Emergency Medical Technician (NREMT) | 208
Basic Life Support (BLS) Certification 165

Source: Maryland Workforce Exchange

Figure 59: Most Requested Job Skills for Nursing Assistants in Maryland Job Openings in
November 2023

Catheter care 178
Enhance patient care 146
Ensures patient safety 144
Customer service 132
Prepares rooms for new patients | 101

Source: Maryland Workforce Exchange

Figure 60: Most Requested Tools and Technologies for Nursing Assistants in Maryland Job
Openings in November 2023

Restraints 158
Splints 152
Stretchers 120
Crutches 18
Foley catheters 18

Source: Maryland Workforce Exchange
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Figure 61: Employers With the Most Job Openings for Nursing Assistants in November
2023

University of Maryland Medical System | 197
Johns Hopkins Medicine 148
MedStar Health, Inc. 95
Anne Arundel Medical Center 67
CommuniCare Health Services 44

Source: Maryland Workforce Exchange

1.1.1.10 Fast Food and Counter Workers

As of December 25, 2023, there were 965 active job postings in Maryland for Fast Food and
Counter Workers. Demand for this occupation is driven in part by high turnover —the Maryland
Department of Labor projects that there will be an average of 11,672 job openings each year for
this occupation due to growth, labor force exits, and occupational transfers.

Figure 62: Key Metrics for Fast Food and Counter Workers in Maryland
Estimated Growth 2020 - 2030 2,764

Estimated Percent Growth 2020 - 2030 5.04%
Projected Annual Openings, 2020 - 2030 | 11,672

Location Quotient, 2022 0.89
Typical Education No formal educational credential
Required Experience None

Source: Maryland Department of Labor, Bureau of Labor Statistics

As Figure 63 shows, in 2022 there were 52,640 Fast Food and Counter Workers employed in
Maryland. Of the ten occupations most in-demand at present, Fast Food and Counter Workers
have the lowest average annual wage at $30,093. Employment was distributed across the state
but was highest in the DC suburbs — there were 8,460 Fast Food and Counter Workers
employed in the Montgomery Workforce Region and 7,270 employed in the Prince George's
Workforce Region.

Figure 63: Current Employment and Wages for Fast Food and Counter Workers by
Workforce Region, 2022

Maryland Statewide 52,640 $30,093
Anne Arundel Workforce Region 5,760 $29,598
Baltimore City Workforce Region 4,040 $30,258
Baltimore County Workforce Region 6,850 $29,665
Carroll Workforce Region 1,340 $29,518
Frederick Workforce Region 2,590 $30,956
Howard Workforce Region 3,300 $29,527
Lower Shore Workforce Region 2,280 $27,463
Montgomery Workforce Region 8,460 $31,349
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Prince George's Workforce Region 7,270 $31,211
Southern Maryland Workforce Region 3,000 $30,504
Susquehanna Workforce Region 3,130 $30,092
Upper Shore Workforce Region 1,620 $29,101
Western Maryland Workforce Region 2,850 $27,677

Source: Maryland Department of Labor, Bureau of Labor Statistics

Figure 64 shows the most requested job skills for Fast Food and Counter Workers in Maryland
in November 2023. The number one skill requested in postings was customer service,
illustrating the importance of soft skills for this occupation.

Figure 64: Most Requested Job Skills for Fast Food and Counter Workers in Maryland Job
Openings in November 2023

Customer service 373
Taste test food 139
Food preparation 81
Cook food 50
Make menu recommendations | 46

Source: Maryland Workforce Exchange

Figure 65 contains the five employers with the most job postings on the Maryland Workforce
Exchange in November 2023 for Fast Food and Counter Workers.

Figure 65: Employers With the Most Job Openings for Fast Food and Counter Workers in
November 2023

McDonald's Corporation 201

Chipotle Mexican Crill, Inc. | 10

Wendy's International, Inc. | 81

Flynn Restaurant Group 60

Panera Bread Company 53
Source: Maryland Workforce Exchange

1.1.2 Top Emerging Occupations

Many of Maryland’s strongest and most in-demand occupations are those where Maryland has
a competitive advantage. For example, Maryland has the second-highest concentration of
workers in STEM occupations of any state excluding Washington DC. While many of the
occupations where Maryland is already strong will continue to experience growth, there are
many occupations that are emerging in importance in Maryland.

Figure 66 illustrates ten emerging occupations in Maryland. These occupations were selected
based on the following criteria:
= Occupations with a location quotient in 2022 below 1. This indicates that employment
in the occupation is not as concentrated in Maryland as it is nationwide.
= QOccupations which both do not require previous experience, and which require either
no formal education or a high school degree were excluded.
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» Occupations were sorted based on projected growth in the number of jobs between
2020 and 2030.

Figure 66: Key Metrics on Maryland’s Top Emerging Occupations

Registered Nurses | 12,325 17.3% 5,253 Bachelor's None
degree
Mo ferine Less than 5
Cooks, Restaurant | 4,942 38.0% 2,732 educational
. years
credential
Market Research
Analysts and 3,487 221% 2,046 Bachelor's None
Marketing degree
Specialists
Teaehing Some college
Assistants, Except | 3,404 12.7% 2,943 g¢ None
no degree
Postsecondary
First-Line
Supervisors of High school
Food Preparation 2,242 12.7% 2,985 diploma or Less than 5
; . years
and Serving equivalent
Workers
Humgq Resources 2157 14.1% 1750 Bachelor's None
Specialists degree
Secondary School
Teachers, Except Bachelor's
Special and 2,035 9.6% 1,689 dearee None
Career/Technical 9
Education
Licensed Practical Postsecondary
and Licensed 2,012 16.2% 1,217 non-degree None
Vocational Nurses award
Computer US.eI’. 1850 13.6% 1230 Some college, None
Support Specialists no degree
Heavy and Tractor- Postsecondary
Trailer Truck 1,779 6.3% 3,366 non-degree None
Drivers award

Source: Maryland Department of Labor, Bureau of Labor Statistics

More detail on each of these occupations is contained in the sections below. As with in-
demand occupations, each section contains information on:

e Projected growth between 2020 and 2030;
Projected openings each year due to growth, labor force exits, and job transfers

L]

e The location quotient for each industry;

e The typical education and required experience for the occupation as sourced from the
Bureau of Labor Statistics;

Employment and average wages in each of Maryland's local workforce areas in 2022;

e The most requested certifications, skills, and tools and technologies in job openings for

each occupation as of November 2023 when relevant; and
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e The employers with the most active job openings in November 2023 for each
occupation when relevant.

1.1.2.1 Registered Nurses

Registered Nurses are the most in-demand occupation in Maryland and information on this

occupation may be found in Section 1.1.1.1.

1.1.2.2 Restaurant Cooks

Between 2020 and 2030, the Maryland Department of Labor projects that there will be 4,942
additional Restaurant Cooks in Maryland for growth of 38.0 percent. Employers typically do not
require education but do require some related experience, as shown in Figure 67.

Figure 67: Key Metrics for Restaurant Cooks in Maryland

Estimated Growth 2020 - 2030 4,942
Estimated Percent Growth 2020 - 2030 | 38.0%
Projected Annual Openings, 2020 - 2030 | 2,732
Location Quotient, 2022 0.84

Typical Education

No formal educational credential

Required Experience

Less than 5 years

Source: Maryland Department of Labor, Bureau of Labor Statistics

As of 2022 there are 19,850 Restaurant Cooks employed statewide in Maryland. Wages are
relatively low in the occupation, with the average Maryland wage of $35,119 being almost half

the statewide average of $69,750 in 2022.

Figure 68: Current Employment and Wages for Restaurant Cooks by Workforce Region,

2022

[Areaname [ Employment | Average Annual Wage |
Maryland Statewide 19,850 $35119
Anne Arundel Workforce Region 2,580 $35,138
Baltimore City Workforce Region 2,020 $35143
Baltimore County Workforce Region 2,670 $34,460
Carroll Workforce Region 540 $33,903
Frederick Workforce Region 920 $36,663
Howard Workforce Region 1,110 $34,881
Lower Shore Workforce Region 1,050 $32,015
Montgomery Workforce Region 2920 $37,040
Prince George's Workforce Region 2,230 $36,937
Southern Maryland Workforce Region 1,100 $35,116
Susquehanna Workforce Region 1,060 $34,009
Upper Shore Workforce Region 680 $33,622
Western Maryland Workforce Region 900 $31,775

Source: Maryland Department of Labor, Bureau of Labor Statistics
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Employers across the state require Restaurant Cooks. Figure 69 shows those employers with
the most job postings on the Maryland Workforce Exchange in November 2023.

Figure 69: Employers With the Most Job Openings for Restaurant Cooks in November 2023

TGI Friday's, Inc. 36
Texas Roadhouse, Inc. 20
Buffalo Wild Wings, Inc. 19

Compass Group North America | 16

Bowlero Corporation 15
Source: Maryland Workforce Exchange

1.1.2.3 Market Research Analysts

The emerging occupation projected to add the third most jobs between 2020 and 2030 is
Market Research Analysts. Between 2020 and 2030, the occupation is projected to expand by
3,487 jobs in Maryland, a growth rate of 22.1 percent. Employment in the occupation typically
only requires a bachelor's degree.

Figure 70: Key Metrics for Market Research Analysts in Maryland
Estimated Growth 2020 - 2030 3,487

Estimated Percent Growth 2020 - 2030 22.1%
Projected Annual Openings, 2020 - 2030 | 2,046

Location Quotient, 2022 0.75
Typical Education Bachelor's degree
Required Experience None

Source: Maryland Department of Labor, Bureau of Labor Statistics

As Figure 71 shows, there were 10,670 Market Research Analysts employed in Maryland in 2022
earning an average wage of $72,583. Employment was highest in the Montgomery Workforce
Region (2,070) and the Baltimore County Workforce Region (1,580). Wages were highest for
workers in the Montgomery Workforce Region ($82,110).

Figure 71: Current Employment and Wages for Market Research Analysts by Workforce
Region, 2022

Maryland Statewide 10,670 $72,583
Anne Arundel Workforce Region 1,070 $67,274
Baltimore City Workforce Region 1,370 $73,735
Baltimore County Workforce Region 1,580 $70,321

Carroll Workforce Region 160 $62,386
Frederick Workforce Region 370 $70,373
Howard Workforce Region 990 $74244
Lower Shore Workforce Region 190 $53,258
Montgomery Workforce Region 2,070 $82,110
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Prince George's Workforce Region 910 $73,501
Southern Maryland Workforce Region 240 $63,866
Susguehanna Workforce Region 360 $67,513
Upper Shore Workforce Region 190 $60,081
Western Maryland Workforce Region 300 $60,898

Source: Maryland Department of Labor, Bureau of Labor Statistics

The next several tables contain information on requested certifications, job skills, and
technologies from job postings in November 2023 on the Maryland Workforce Exchange. As
Figure 72 illustrates, not many job openings for Market Research Analysts in Maryland require
additional certifications or licenses. The most common technologies requested in postings
were Microsoft Office (and, relatedly, Microsoft PowerPoint). Job openings were posted by a
number of employers and no single employer had significantly more jobs than another in
November 2023. Therefore, this table has been excluded from this section.

Figure 72: Most Requested Certifications for Market Research Analysts in Maryland Job
Openings in November 2023

Masters in Digital Marketing (Digital Marketing Specialist)
Certified Residential Mortgage Specialist (CRMS)
Imperva Cloud Security Certification (ICSC)

Senior Data Scientist

National Certified School Counselor (NCSC)
Source: Maryland Workforce Exchange
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Figure 73: Most Requested Job Skills for Market Research Analysts in Maryland Job
Openings in November 2023

Business development 45
Customer service 15
Strategic planning 10
Email campaigns 9
Data analytics 8

Source: Maryland Workforce Exchange

Figure 74: Most Requested Tools and Technologies for Market Research Analysts in
Maryland Job Openings in November 2023

Microsoft (MS) Office 57
Microsoft PowerPoint 38
Blogs 15
Google Analytics 12
Python n

Source: Maryland Workforce Exchange
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1.1.2.4 Teaching Assistants

Between 2020 and 2030, the Maryland Department of Labor projects that there will be an
additional 3,404 jobs for Teaching Assistants in Maryland for a growth rate of 12.7 percent. In
addition to high growth, the occupation experiences churn and there are projected to be an
average of 2,943 openings each year due to growth, labor force exits, and occupational
transfers.

Figure 75: Key Metrics for Teaching Assistants in Maryland

Estimated Growth 2020 - 2030 3,404
Estimated Percent Growth 2020 - 2030 12.7%
Projected Annual Openings, 2020 - 2030 | 2,943

Location Quotient, 2022 0.85
Typical Education Some college, no degree
Required Experience None

Source: Maryland Department of Labor, Bureau of Labor Statistics

In 2022, there were 19,130 Teaching Assistants employed across Maryland. Employment was
highest in the Montgomery Workforce Region (3,740), the Prince George's Workforce Region
(2,360), and the Baltimore County Workforce Region (2,350) in 2022. Wages were highest for
Teaching Assistants in the Anne Arundel Workforce Region ($41,185).

Figure 76: Current Employment and Wages for Teaching Assistants by Workforce Region,
2022

Maryland Statewide 19,130 $38,547
Anne Arundel Workforce Region 1,490 $41,185

Baltimore City Workforce Region 1,880 $41,090
Baltimore County Workforce Region 2,350 $39,191

Carroll Workforce Region 470 $40,116

Frederick Workforce Region 920 $38,753
Howard Workforce Region 1,230 $39,972
Lower Shore Workforce Region 830 $34,718
Montgomery Workforce Region 3,740 $37,376
Prince George's Workforce Region 2,360 $39,141

Southern Maryland Workforce Region 1,250 $37,300
Susquehanna Workforce Region 1,150 $37,633
Upper Shore Workforce Region 590 $37,470
Western Maryland Workforce Region 760 $34,333

Source: Maryland Department of Labor, Bureau of Labor Statistics

Figure 77 through Figure 80 present information on required certifications, skills, and
technologies from job postings on the Maryland Workforce Exchange as of November 2023.
The most requested certification was a certification in CPR. Teaching Assistants able to work
as a Board-Certified Behavior Analyst (BCBA) were also in demand. As Figure 80 shows,
prospective employers are typically county school systems.
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Figure 77: Most Requested Certifications for Teaching Assistants in Maryland Job
Openings in November 2023

Certification in Cardiopulmonary Resuscitation (CPR) | 31
Board Certified Behavior Analyst (BCBA) 21
Child Development Associate (CDA) Credential 9
First Aid Certification 6
Registered Behavior Technician 5

Source: Maryland Workforce Exchange

Figure 78: Most Requested Job Skills for Teaching Assistants in Maryland Job Openings in
November 2023

Customer service 71
Crisis intervention 22
Analyzes information 8
Supervise students 8
Providing information 7

Source: Maryland Workforce Exchange

Figure 79: Most Requested Tools and Technologies for Teaching Assistants in Maryland
Job Openings in November 2023

Microsoft (MS) Office 80
Microsoft PowerPoint 70
Pointers 16
Calendars 6
Braces 4

Source: Maryland Workforce Exchange

Figure 80: Employers With the Most Job Openings for Teaching Assistants in November

N
o
N
W

Montgomery County, Maryland Public Schools | 78
Harford County Public Schools 32
Celebree School 23
Calvert County Public Schools 17
Washington County Public Schools 15

Source: Maryland Workforce Exchange
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1.1.2.5 Supervisors of Food Preparation Workers

Between 2020 and 2030, the Maryland Department of Labor projects that there will be an
additional 2,242 jobs for Supervisors of Food Preparation Workers in Maryland. Workers in this
occupation typically do not need high levels of education but do need some previous
experience, usually as a food preparation worker. In 2023, Royal Farms was approved for a
registered apprenticeship program in Maryland to provide training for supervisors of food
preparation workers. This program may be a guide to increase training efforts in this
occupation.

Figure 81: Key Metrics for Supervisors of Food Preparation Workers in Maryland
Estimated Growth 2020 - 2030 2,242

Estimated Percent Growth 2020 - 2030 | 12.7%
Projected Annual Openings, 2020 - 2030 | 2,985

Location Quotient, 2022 0.86
Typical Education High school diploma or equivalent
Required Experience Less than 5 years

Source: Maryland Department of Labor, Bureau of Labor Statistics

Statewide, there were 17,940 Supervisors of Food Preparation Workers employed in 2022 in
Maryland. These workers earned an average wage of $43,621.

Figure 82: Current Employment and Wages for Supervisors of Food Preparation Workers
by Workforce Region, 2022

Maryland Statewide 17,940 $43,621

Anne Arundel Workforce Region 2,030 $44.172

Baltimore City Workforce Region 1,520 $43,752
Baltimore County Workforce Region 2,390 $42,933
Carroll Workforce Region 470 $42,157

Frederick Workforce Region 910 $45184
Howard Workforce Region 950 $42,827
Lower Shore Workforce Region 810 $39,863
Montgomery Workforce Region 2,940 $45,696
Prince George's Workforce Region 2,360 $44,999
Southern Maryland Workforce Region 1,080 $43,988
Susquehanna Workforce Region 950 $43,070
Upper Shore Workforce Region 560 $40,908
Western Maryland Workforce Region 890 $39,202

Source: Maryland Department of Labor, Bureau of Labor Statistics

Figure 83 through Figure 85 contain information on Supervisors of Food Preparation Workers
based on current job openings in the state. The following tables show the top job skills and
tools and technologies requested. Additionally, Figure 85 shows which employers have the
most current postings. This information can support workforce training efforts statewide.
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Figure 83: Most Requested Job Skills for Supervisors of Food Preparation Workers in

Maryland Job Openings in November 2023

Customer service 458
Inventory management 23]

Restaurant management 187
Taste test food 184
Developing team members 160

Source: Maryland Workforce Exchange

Figure 84: Most Requested Tools and Technologies for Supervisors of Food Preparation
Workers in Maryland Job Openings in November 2023

Microsoft (MS) Office 56
Cell Phone 25
Steam Table 24
Personal protective equipment 20
Alarms 14

Source: Maryland Workforce Exchange

Figure 85: Employers With the Most Job Openings for Supervisors of Food Preparation
Workers in November 2023

McDonald's Corporation 293
Wendy's International, Inc. 162
Panera Bread Company 58
TGI Friday's, Inc. 57
Checkers Drive-In Restaurants, Inc. | 29

Source: Maryland Workforce Exchange

1.1.2.6 Human Resource Specialists

Between 2020 and 2030, the Maryland Department of Labor projects that there will be an
additional 2,157 Human Resource Specialists jobs in Maryland. These jobs typically require a
bachelor's degree and the Department projects there will be an average of 1,750 job openings
every year through 2030 due to growth, labor force exits, and occupational transfers.

Figure 86: Key Metrics for Human Resource Specialists in Maryland

Estimated Growth 2020 - 2030 2,157
Estimated Percent Growth 2020 - 2030 14.1%
Projected Annual Openings, 2020 - 2030 | 1,750
Location Quotient, 2022 0.99

Typical Education Bachelor's degree
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‘ Required Experience None

Source: Maryland Department of Labor, Bureau of Labor Statistics

In 2022, there were 14,790 Human Resource Specialists employed statewide earning an
average wage of $81,594. Employment (2,920) and average annual wages ($89,677) were both
highest in the Montgomery Workforce Region.

Figure 87: Current Employment and Wages for Human Resource Specialists by Workforce
Region, 2022

Maryland Statewide 14,790 $81,594
Anne Arundel Workforce Region 1,380 $83,084
Baltimore City Workforce Region 2,020 $75,068
Baltimore County Workforce Region 1,840 $81,361

Carroll Workforce Region 180 $72,284
Frederick Workforce Region 470 $85,595
Howard Workforce Region 970 $80,916
Lower Shore Workforce Region 270 $65,814
Montgomery Workforce Region 2,920 $89,677
Prince George's Workforce Region 1,750 $89,348
Southern Maryland Workforce Region 500 $85,456
Susquehanna Workforce Region 640 $86,396
Upper Shore Workforce Region 200 $69,487
Western Maryland Workforce Region 340 $66,333

Source: Maryland Department of Labor, Bureau of Labor Statistics

Figure 88 through Figure 91 contain information on Human Resource Specialists based on
current job openings in the state. The following tables show the top certifications, job skills,
and tools and technology requested. Additionally, Figure 91 shows which employers have the
most current postings. This information can support workforce training efforts statewide.

Figure 88: Most Requested Certifications for Human Resource Specialists in Maryland Job
Openings in November 2023

SHRM Certified Professional (SHRM-CP) 13
Senior Professional in Human Resources (SPHR) 12
Board Certified Pharmacotherapy Specialist (BCPS) 8
Human Resource Business Professional (HRBP)

Certification in Cardiopulmonary Resuscitation (CPR) | 3
Source: Maryland Workforce Exchange
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Figure 89: Most Requested Job Skills for Human Resource Specialists in Maryland Job
Openings in November 2023

Customer service 88
New hire orientation 32
Benefits administration 24
Background investigations 23
Cold calling 18

Source: Maryland Workforce Exchange

Figure 90: Most Requested Tools and Technologies for Human Resource Specialists in
Maryland Job Openings in November 2023

Microsoft (MS) Office 85
Microsoft PowerPoint 46
Microsoft Word 16
Microsoft Excel 11

Hypertext markup language (HTML) 10

Source: Maryland Workforce Exchange

Figure 91: Employers With the Most Job Openings for Human Resource Specialists in
November 2023

Baltimore County, MD

ARServices

Roth Staffing Companies, L.P.
CCl Health & Wellness Services

MV Transportation, Inc. 3
Source: Maryland Workforce Exchange
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11.2.7 Secondary School Teachers

Between 2020 and 2030, the Maryland Department of Labor projects that there will be an
additional 2,035 Secondary School Teachers employed in Maryland. The Department also
projects there will be an average of 1,689 job openings every year through 2030 due to growth,
labor force exits, and occupational transfers.

Figure 92: Key Metrics for Secondary School Teachers in Maryland

Estimated Growth 2020 - 2030 2,035
Estimated Percent Growth 2020 - 2030 9.6%
Projected Annual Openings, 2020 - 2030 | 1,689
Location Quotient, 2022 0.91

Typical Education Bachelor's degree
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‘ Required Experience

None

Source: Maryland Department of Labor, Bureau of Labor Statistics

As shown in Figure 93, there were 16,890 Secondary School Teachers employed statewide in
2022 earning an average wage of $73,729. The Prince George's Workforce Region had the
highest average wage in 2022 at $80,943.

Figure 93: Current Employment and Wages for Secondary School Teachers by Workforce

Region, 2022

Maryland Statewide 16,890 $73,729
Anne Arundel Workforce Region 1,690 $71,299
Baltimore City Workforce Region 2,000 $70,291
Baltimore County Workforce Region 2,380 $70,382
Carroll Workforce Region 440 $71,230
Howard Workforce Region 1,590 $73,457
Lower Shore Workforce Region 590 $66,311
Montgomery Workforce Region 2,910 $79,878
Prince George's Workforce Region 1,500 $80,943
Southern Maryland Workforce Region 550 $76,984
Susquehanna Workforce Region 1,340 $72,743
Upper Shore Workforce Region 640 $67,004
Western Maryland Workforce Region 780 $70,345

Source: Maryland Department of Labor, Bureau of Labor Statistics

Figure 94 through Figure 97 contain information on Secondary School Teachers based on
current job openings in the state. The following tables show the top certifications, job skills,
and tools and technology requested. Additionally, Figure 97 shows which employers have the
most current postings. This information can support workforce training efforts statewide.

Figure 94: Most Requested Certifications for Secondary School Teachers in Maryland Job

Openings in November 2023

Maryland (MD) Advanced Professional Certificate

Maryland (MD) Professional Eligibility Certificate

National Board-Certified Teacher (NBCT)

Board Certified Pharmacotherapy Specialist (BCPS)

Certification in Cardiopulmonary Resuscitation (CPR)

— = (N|INN

Source: Maryland Workforce Exchange

Figure 95: Most Requested Job Skills for Secondary School Teachers s in Maryland Job

Openings in November 2023

Supervise students

Crisis intervention
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Stand for extended periods of time 5

Student teaching 3

Communicate with children’s parents | 2
Source: Maryland Workforce Exchange

Figure 96: Most Requested Tools and Technologies for Secondary School Teachers in
Maryland Job Openings in November 2023

Keyboard

Microsoft Excel

Microsoft PowerPoint

Laptop Computer

Personal Computer (PC)
Source: Maryland Workforce Exchange

Figure 97: Employers With the Most Job Openings for Secondary School Teachers in
November 2023

St. Mary's MD
Frederick County Public Schools

Washington County Public Schools

Nexus Family Healing

NN |o| o

Dorchester County Public Schools
Source: Maryland Workforce Exchange

1.1.2.8 Licensed Practical and Licensed Vocational Nurses

Between 2020 and 2030, the Maryland Department of Labor projects that there will be an
additional 2,012 Licensed Practical and Licensed Vocational Nurses in Maryland. Generally, this
occupation requires just an additional license and no significant education or training.

Figure 98: Key Metrics for Licensed Practical and Licensed Vocational Nurses in Maryland

Estimated Growth 2020 - 2030 2,012
Estimated Percent Growth 2020 - 2030 16.2%
Projected Annual Openings, 2020 - 2030 | 1,217

Location Quotient, 2022 0.68
Typical Education Postsecondary non-degree award
Required Experience None

Source: Maryland Department of Labor, Bureau of Labor Statistics

Of the 7,650 Licensed Practical and Licensed Vocational Nurses employed in Maryland in 2022,
the Baltimore County Workforce Region employed the most (1,450) followed by the
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Montgomery Workforce Region (1,300). Wages were highest in the Prince George's Workforce
Region ($64,127).

Figure 99: Current Employment and Wages for Licensed Practical and Licensed Vocational

Nurses by Workforce Region, 2022

Maryland Statewide 7,650 $60,177
Anne Arundel Workforce Region 600 $58,421
Baltimore City Workforce Region 910 $59,746
Baltimore County Workforce Region 1,450 $60,062
Carroll Workforce Region 240 $60,767
Frederick Workforce Region 240 $62,863
Howard Workforce Region 340 $61,067
Lower Shore Workforce Region 310 $55,057
Montgomery Workforce Region 1,300 $63,702
Prince George's Workforce Region 470 $64,127
Southern Maryland Workforce Region 210 $62,563
Susquehanna Workforce Region 380 $60,029
Upper Shore Workforce Region 140 $57,427
Western Maryland Workforce Region 560 $54,007

Source: Maryland Department of Labor, Bureau of Labor Statistics

Figure 100 through Figure 103 contain information on Licensed Practical and Licensed
Vocational Nurses based on current job openings in the state. The following tables show the
top certifications, job skills,and tools and technology requested. Additionally, Figure 103 shows
which employers have the most current postings. This information can support workforce

training efforts statewide.

Figure 100: Most Requested Certifications for Licensed Practical and Licensed Vocational

Nurses in Maryland Job Openings in November 2023

Licensed Practical Nurse (LPN)

30b Openings

1,483

Certification in Cardiopulmonary Resuscitation (CPR)

838

Registered Nurse (RN)

577

Licensed Vocational Nurse (LVN)

179

Advanced Cardiac Life Support Certification (ACLS)

91

Source: Maryland Workforce Exchange

Figure 101: Most Requested Job Skills for Licensed Practical and Licensed Vocational

Nurses in Maryland Job Openings in November 2023

Customer service 92
Medication administration 87
Direct nursing care 58
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Blood draws 45

Telemetry monitoring 45
Source: Maryland Workforce Exchange

Figure 102: Most Requested Tools and Technologies for Licensed Practical and Licensed
Vocational Nurses in Maryland Job Openings in November 2023

Electrocardiography (EKG) Machine 254
Intravenous (1V) pumps 254
Telemetry 143
Alarms 74
Catheters 52

Source: Maryland Workforce Exchange

Figure 103: Employers With the Most Job Openings for Licensed Practical and Licensed
Vocational Nurses in November 2023

FutureCare 42
CommuniCare Health Services 40
MedStar Health, Inc. 33
YesCare Corp 32
University of Maryland Medical System | 31

Source: Maryland Workforce Exchange

1.1.2.9 Computer User Support Specialists

Between 2020 and 2030, the Maryland Department of Labor projects that there will be an
additional 1,850 jobs for Computer User Support Specialists. These occupations typically only
require some college education and do not require prior experience.

Figure 104: Key Metrics for Computer User Support Specialists in Maryland

Estimated Growth 2020 - 2030 1,850

Estimated Percent Growth 2020 - 2030 | 13.6%
Projected Annual Openings, 2020 - 2030 | 1,230

Location Quotient, 2022 0.75
Typical Education Some college, no degree
Required Experience None

Source: Maryland Department of Labor, Bureau of Labor Statistics
As Figure 105 shows, there were 9,300 Computer User Support Specialists employed in

Maryland in 2022 earning an average wage of $60,078. The Montgomery Workforce Region
employed the most workers (1930) and had the highest average wages ($65,934).

MARYLAND STATEWIDE WORKFORCE DEVELOPMENT PLAN DECEMBER 2024



Figure 105: Current Employment and Wages for Computer User Support Specialists by
Workforce Region, 2022

Maryland Statewide 9,300 $60,078
Anne Arundel Workforce Region 980 $62,886
Baltimore City Workforce Region 1,070 $57,091

Baltimore County Workforce Region 1,020 $57,569
Carroll Workforce Region 80 $58,730
Frederick Workforce Region 270 $60,928
Howard Workforce Region 930 $59,536
Lower Shore Workforce Region 120 $51,856

Montgomery Workforce Region 1,930 $65,934
Prince George's Workforce Region 790 $64,024
Southern Maryland Workforce Region 300 $58,484
Susquehanna Workforce Region 240 $59,650
Upper Shore Workforce Region 140 $53,715

Western Maryland Workforce Region 220 $49,024

Source: Maryland Department of Labor, Bureau of Labor Statistics

Figure 106 through Figure 109 contain information on Computer User Support Specialists
based on current job openings in the state. The following tables show the top certifications,
job skills, and tools and technology requested. Additionally, Figure 109 shows which employers
have the most current postings. This information can support workforce training efforts

statewide.

Figure 106: Most Requested Certifications for Computer User Support Specialists in
Maryland Job Openings in November 2023

CompTIA A+ Certification 63
CompTIA Security+ Certification 4]
Cisco Certified Network Associate (CCNA) 22
CompTIA Network+ Certification 18
Apple Certified Support Professional (ACSP) | 13

Source: Maryland Workforce Exchange

Figure 107: Most Requested Job Skills for Computer User Support Specialists in Maryland

Job Openings in November 2023

Customer service 365
Troubleshooting computer hardware | 50
End user support 42
Resolve technical issues 36
Provide technical support 35

Source: Maryland Workforce Exchange
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Figure 108: Most Requested Tools and Technologies for Computer User Support Specialists
in Maryland Job Openings in November 2023

Microsoft (MS) Office 229
Microsoft PowerPoint 68
Workstations 66
Microsoft Windows 57
Microsoft Word 38

Source: Maryland Workforce Exchange

Figure 109: Employers With the Most Job Openings for Computer User Support Specialists
in November 2023

General Dynamics Information Technology, Inc. 14
Allegis Group, Inc. 13
Leidos 10

Motorola Solutions, Inc.

The Johns Hopkins University Applied Physics Laboratory | 8
Source: Maryland Workforce Exchange

1.1.210 Heavy and Tractor-Trailer Truck Drivers

Between 2020 and 2030, the Maryland Department of Labor projects that there will be an
additional 1,779 Heavy and Tractor-Trailer Truck Drivers in Maryland. Employers typically
require a Commercial Drivers License (CDL) and no other education or training. In addition to
the high growth, the Maryland Department of Labor projects there will be an average of 3,366
job openings every year through 2030 due to growth, labor force exits, and occupational
transfers.

Figure 110: Key Metrics for Heavy and Tractor-Trailer Truck Drivers in Maryland

Estimated Growth 2020 - 2030 1,779
Estimated Percent Growth 2020 - 2030 6.3%
Projected Annual Openings, 2020 - 2030 | 3,366

Location Quotient, 2022 0.74
Typical Education Postsecondary non-degree award
Required Experience None

Source: Maryland Department of Labor, Bureau of Labor Statistics

As shown in Figure 111, of the 26,150 Heavy and Tractor-Trailer Truck Drivers employed
statewide in 2022, the largest numbers were employed in the Prince George's Workforce
Region (3,700) and the Baltimore County Workforce Region (3,380). Wages were also highest
in the Prince George's Workforce Region ($59,767).
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Figure T11: Current Employment and Wages for Heavy and Tractor-Trailer Truck Drivers by
Workforce Region, 2022

Maryland Statewide 26,150 $55,798
Anne Arundel Workforce Region 2,920 $54,682
Baltimore City Workforce Region 2,930 $55,850
Baltimore County Workforce Region 3,380 $55,103
Carroll Workforce Region 910 $51942
Frederick Workforce Region 810 $57,673
Howard Workforce Region 2,140 $57,346
Lower Shore Workforce Region 900 $54,276
Montgomery Workforce Region 2,090 $57,688
Prince George's Workforce Region 3,700 $59,767
Southern Maryland Workforce Region 750 $54,757
Susquehanna Workforce Region 1,760 $56,909
Upper Shore Workforce Region 950 $49,814
Western Maryland Workforce Region 1,840 $53,285

Source: Maryland Department of Labor, Bureau of Labor Statistics

As Figure 112 shows, the most requested certification for Heavy and Tractor-Trailer Truck
Drivers is a Commercial Drivers License (CDL). Connecting workers with this license is a way to
increase the pipeline of qualified employees.

Figure 112: Most Requested Certifications for Heavy and Tractor-Trailer Truck Drivers in
Maryland Job Openings in November 2023

Commercial Drivers License (CDL) 369

Certification in Cardiopulmonary Resuscitation (CPR)

Certified Refrigeration Service Technician (CRST)

Certified Driver Trainer

Certified Pre-Award Research Administrator (CPRA)
Source: Maryland Workforce Exchange

NN | W N

1.2 In-Demand and Emerging Industries

Provide an analysis of the industries and occupations for which there is existing demand.
With regard to the industry sectors and occupations identified, provide an assessment of
the employment needs of employers, including a description of the knowledge, skills, and
abilities required, including credentials and licenses.

In addition to focusing on in-demand and emerging occupations, growing Maryland’s

economy requires a focus on industries as well. Figure 113, below, shows Maryland's largest
industries by employment in 2022. Industries are determined through 4-digit NAICS codes.
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Figure 113: Maryland’s Top Industries (4-Digit NAICS) by Employment in 2022

Regtaurants and other 169858 $25235 0.91
eating places

Generel meeles] and 93,370 73,896 112
surgical hospitals

Computer systems design 85022 131,863 195
and related services

Groc;ery and convenience 57900 32968 119
retailers

Employment services 57,522 65,818 0.85
Eulleling) egulfprisit 56,152 81,382 134
contractors

Offices of physicians 54,261 101,512 1.1
Servm?es to buildings and 49,032 40992 127
dwellings

Management, sqenUﬂc, a}nd 48857 113,391 154
technical consulting services

Architectural, engineering, 39570 106229 14
and related services

Scientific research'and 39189 131,481 55
development services

Warehousing and storage 39,149 40,492 117

Source: Bureau of Labor Statistics, QCEW Program

Additionally, Figure 114 represents Maryland'’s industries with the highest location quotients in
2022.

Figure T14: Maryland's Top Industries (4-Digit NAICS) That Employ Over 5,000 Workers by
Location Quotient in 2022

Scientific research.and 39189 131,481 5 e
development services

Navigational, measuring,

electromedical, and control 15,861 137,217 213
instruments manufacturing

Computer systems design and 85022 131,863 195
related services

Facilities support services 5,282 58,640 1.92
Beer, wine, and liquor retailers 5,708 30,634 1.86
Grantmaking and giving services | 5006 88,374 1.85
Private households 6,711 34,100 1.8
Pharmaceuycal and medicine 10,629 163,670 175
manufacturing

Educational support services 5,692 74,887 1.69
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Management, scientific, and
technical consulting services
Source: Bureau of Labor Statistics, QCEW Program

48,857 113,391 1.54

The Maryland Department of Labor projects growth for Maryland’s industries much as it does
for the state's occupations. However, industry growth is not reported on as granularly as
occupation growth. While the prior two tables examine Maryland's top industries by 4-digit
NAICS code, Figure 115 shows projected employment growth at the 2-digit NAICS code level.
As seen in Figure 115, total employment in Maryland is expected to increase by 305,269
between 2020 and 2030. The Healthcare and Social Assistance sector will experience the
largest positive change, accounting for 31% of the total projected growth.

Figure 115: Top Maryland Industries by Projected Employment Growth, 2020 - 2030

Healthcare and Social Assistance 88,293
Educational Services 32,323
Administrative and Support and Waste Management

and Remediation Services 29,363
Accommodation and Food Services 27,122
Professional, Scientific, and Technical Services 22,950
Arts, Entertainment and Recreation 16,868
Construction 13,713
Finance and Insurance 11,828
Management of Companies and Enterprises 9,772
Manufacturing 6,729

Source: Maryland Department of Labor

Many of the occupations discussed in Section 1.1 as top in-demand and emerging occupations
are in line with the expected growth by industry shown in Figure 115. For example, Registered
Nurses are the top in-demand occupation and the top emerging occupation for Maryland and
Health Care and Social Assistance is projected to be the industry that adds the most jobs over
the next few years. In addition to Registered Nurses, occupations such as Physicians, All Other,
Nursing Assistants, and Licensed Practical and Licensed Vocational Nurses have all been
discussed in Section 1.1.

Educational Services, the industry projected to add the second most jobs between 2020 and
2030, was represented in Section 1.1 through the inclusion of occupations such as Teaching
Assistants and Secondary School Teachers.

Maryland'’s strategy for growing its economy will likely contain a mix of occupation-focused
and industry-focused policies. Industry-focused policies should be designed to ensure that
workers are available to fill the jobs being added to the state. The following tables contain
examples of occupations that policy makers should keep in mind when thinking about
industry-focused strategies. Many of the below occupations have already been discussed in
more detail in Section 1.1.

Figure 116 contains information on example occupations in Maryland’s IT and Cybersecurity
workforce. While granular projections are not available for all subsectors of the IT and
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Cybersecurity sector, the Maryland Department of Labor projects that employment in the Data
Processing, Hosting and Related Services industry alone is projected to grow by 42% through
2030 for a total increase of 1,755 jobs. As the home of US Cyber Command, the NSA, and a
burgeoning quantum computing industry, Maryland is well positioned to continue growing
this industry cluster.

Figure 116: Example Occupations in the IT Sector and Employment and Wage Metrics

Computer Network Architects | 7,370 582 $150,450
Information Security Analysts | 9,070 1,003 $135,920
Computer and Information

Research Scientists 2,160 255 $132,370
Computer Systems Analysts 14,440 1,591 $108,120
Network and Computer

Systems Administrators 9,310 1178 $107.930
Compu.ter User Support 9300 1230 $60,080
Specialists

Sources: Maryland Department of Labor, Bureau of Labor Statistics

Another key industry is Maryland's biotech sector. Maryland was recently ranked third for
biopharma clusters nationwide according to Genetic Engineering and Biotechnology News.
Figure 117 highlights some example occupations within the biotech industry.

Figure 117: Example Occupations in the Biotech Sector and Employment and Wage Metrics

Bioengineers and 590 58 $109,200
Biomedical Engineers

Biochemists and

Biophysicists 200 [ $106,510
Microbiologists 1,810 187 $105,280
Zgolog|sts and Wildlife 230 =8 $84,000
Biologists

Biological Technicians 3,550 324 $52,450

Sources: Maryland Department of Labor, Bureau of Labor Statistics

Maryland’s healthcare sector is an important driver of the economy. As discussed previously,
many of the top in-demand and emerging occupations in Maryland are in this sector. Further,
as Figure 115 showed, Healthcare and Social Assistance is projected to add the newest jobs of
any major industry sector through 2030. Within Healthcare and Social Assistance, the
Maryland Department of Labor projects that:
e The Hospitals subsector will grow by 20 percent and add 29,395 jobs through 2030,
e The Nursing and Residential Care Facilities industry will grow by 25 percent and add
21,760 jobs through 2030, and
e The Social Assistance subsector (which includes childcare) will grow by 48 percent and
add 27,363 jobs through 2030.

Figure 118 provides information on some of the key occupations in the healthcare sector.
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Figure 118: Example Occupations in the Healthcare Sector and Employment and Wage
Metrics

Medical and Health Services 12,530 1497 $148 650
Managers

Nurse Practitioners 4170 417 $119,650
Registered Nurses 49,790 5252 $87,990
Mental Health and Substance

Abuse Social Workers LU gez $55,880

Home _Health and Personal 24,960 7 414 $32.590

Care Aides

Childcare Workers 6,750 2,635 $31,570

Sources: Maryland Department of Labor, Bureau of Labor Statistics

Maryland is also focusing on clean energy. For example, the Maryland Department of the
Environment's recently released Climate Pollution Reduction Plan that calls for a new clean
power standard that will result in 100 percent of Maryland'’s electricity consumption being from
clean sources by 2035. Ambitious goals in solar and offshore wind deployment in the state
mean Maryland will also need to build up this workforce. Maryland’s Utilities industry is
projected to grow by 18 percent and add 2,573 jobs through 2030. This may increase further as
the state continues its aggressive push to develop clean energy sources in-state rather than
rely on imports. Figure 119 shows employment and wage metrics for some occupations in the
clean energy sector.

Figure 119: Example Occupations in the Clean Energy Sector and Employment and Wage
Metrics

Environmental Engineers 810 e $106,230
Environmental Scientists and

Specialists, Including Health L7 228 $83,760
Environmental Engineering

Technologists and Technicians 240 41 $64,640
Solar Photovoltaic Installers 560 35 $53,340

Sources: Maryland Department of Labor, Bureau of Labor Statistics

According to projections from the Maryland Department of Labor, the state's Manufacturing
sector will see a 6 percent growth rate through 2030 and is expected to create 6,729 new jobs.
Within Manufacturing, the Food Manufacturing subsector is anticipated to expand the most,
growing by an estimated 3,691 jobs. This is followed by the Plastics and Rubber Products
Manufacturing industry, which is projected to add 2,112 jobs through 2030. For occupations,
Production Occupations are projected to grow in employment by 4.2 percent (3,752 new jobs)
through 2030. On average, there are projected to be 10,378 job openings in this occupation
group each year through 2030 due to growth, labor force exits, and job transfers. The difference
in projected growth between the Manufacturing sector and Production occupations reflects
the fact that, in Maryland, much of the growth in the sector is projected to be in non-traditional
occupations and in more managerial roles. Figure 120 presents key employment and wage
metrics for some occupations in the Manufacturing industry.
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Figure 120: Example Occupations in the Manufacturing Sector and Employment and Wage
Metrics

Chemical Plant and System 660 97 $67.762
Operators

Stationary Engineers and Boiler 820 236 $66,925
Operators

Machinists 1,780 290 $59,815
Welders, Cutters, Solderers, and 2370 297 $54397
Brazers

Inspectors, Testers, Sorters,

Samplers, and Weighers =040 682 $53503
M|sc§IIaneous Assemblers and 5,440 761 $41390
Fabricators

Packaging and Filling Machine

Operators and Tenders 2470 >47 $36,710

Sources: Maryland Department of Labor, Bureau of Labor Statistics
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2. Workforce Analysis

The Unified or Combined State Plan must include an analysis of the current workforce,
including individuals with barriers to employment, as defined in section 3 of WIOA4. This
population must include individuals with disabilities, among other groups in the State and
across regions identified by the State.

2.1 Employment and Unemployment
Provide an analysis of current employment and unemployment data, including labor force
participation rates, and trends in the State.

One of the challenges Maryland faces in regrowing employment is a labor force that has
changed post-pandemic. The labor force includes all Maryland residents who are employed or
are actively looking for work. In February 2020, as Figure 121 on the next page illustrates, 69.2
percent of Marylanders were in the labor force. However, that number fell to 65.2 percent as of
November 2023. This is even below the labor force participation rate from April 2020 of 65.9
percent.

Figure 121: Maryland’s Labor Force Participation Rate, January 2019 - November 2023
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66%

Labor Force Participation Rate
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Source: Bureau of Labor Statistics, LAUS Program

The Bureau of Labor Statistics (BLS) publishes annual data on the demographic composition
of each state’s labor force. This data allows policy makers to understand which groups are
increasing or decreasing their participation in the economy. As Figure 122 shows, between 2019
and 2022 BLS estimates that Maryland'’s labor force contracted by 115,000. The majority of this
drop came from ‘prime age workers, those aged 25 to 54. The labor force participation rate for
workers 55 and older fell by more (5.3 percentage points compared to 2.1 percentage points for
workers aged 25 to 54) but this group is relatively smaller in Maryland and thus influences the
losses less.
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Figure 122: Maryland Labor Force Changes by Age, 2019 - 2022

Total 3,300,000 3,185,000 115,000
Residents Aged 16 to 24 | 387,000 387,000 0

Residents Aged 2510 | 5,021,000 1943,000 78,000
S@Se"rje”ts sbyears e | cop g 855,000 -38,000

Source: Bureau of Labor Statistics, LAUS Program

According to the annual data from BLS, the drop in Maryland's labor force among workers
aged 25 to 54 has come entirely from women. Between 2019 and 2022, 29,000 prime age men
joined the labor force, and 107,000 prime age women left it in Maryland.

Figure 123: Changes in Maryland’s Labor Force by Sex for Workers Aged 25 to 54, 2019 -
2022

Total 2,021,000 1,943,000 -78,000
Men 992,000 1,021,000 29,000
Women | 1,029,000 922,000 -107,000

Source: Bureau of Labor Statistics, LAUS Program

BLS also provides more detailed age breakouts, as shown below in Figure 124. BLS estimates
that the majority of labor force exits among Maryland prime age women are concentrated in
the age range of 45 to 54 years of age. This age group also had the largest drop in labor force
participation of the three detailed age groups with a decline of 7.1 percentage points.

Figure 124: Labor Force Dynamics by Age for Prime Age Women in Maryland, 2019 - 2022

Soars | 357,000 | 816% 320,000 | 81.7% -37,000 | 01%

3510 44| 21,000 | 837% 314,000 | 77.9% 0 -5.8%

years

;fatr: >* | 358000 | 853% 288,000 | 782% -70,000 | -71%
9 2 - = 9

Total | 1,029,000 | 83.5% 922,000 | 79.3% 107,000 | “42%

Source: Bureau of Labor Statistics, LAUS Program

While younger Maryland women fell out of the labor force, this was largely the result of aging
and demographic changes since the group's labor force participation rate actually rose
slightly. Although the number of women between the ages of 35 and 44 in Maryland’s labor
force remained flat, because this group’s population rose their labor force participation actually
fell by 5.8 percentage points.
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Figure 125 contextualizes the drop in prime age women in Maryland'’s labor force by examining
demographic trends. One reason for the drop in Maryland’s labor force between 2019 and 2022
is that BLS believes the total number of prime age women in the state has fallen by 69,000.
Therefore, Figure 125 shows the total number of prime age women by detailed group in 2019
and 2022, the size of the labor force in 2022, and the size of the labor force in 2022 if labor force
participation rates for that age from 2019 applied (as contained in Figure 124). Finally, the chart
presents the difference between the estimated and actual labor force for prime age women in
Maryland in 2022.

Figure 125: Actual and Expected Number of Prime Age Women in Maryland’s Labor Force
in 2022

25 to 34 438,000 392,000 320,000 319,872 128
years

B o o 375,000 403,000 314,000 337,311 -23,311
years

j/iargo >4 419,000 368,000 288,000 313,904 -25,904
Total 1,232,000 1,163,000 922,000 971,105 -49,105

Source: Bureau of Labor Statistics, LAUS Program; Maryland Department of Labor
Calculations

According to the estimates in Figure 125, Maryland has lost 49,105 more prime age women
from the labor force than would be expected due to demographic changes alone. The ‘missing’
prime age women are roughly evenly split between the 35 to 44 and 45 to 54 age groups. This
suggests that, while childcare may be an issue for some women (particularly in the 35 to 44
age range), it is likely not the only issue keeping Maryland women from the labor force
(especially those between 45 and 54).

The drop in Maryland’s labor force has implications for the state’s unemployment rate.
Currently, as Figure 126 shows, Maryland has an unemployment rate of 1.8 percent (the lowest
rate in the country). This is only slightly above the record low set in September 2023 of 1.6
percent. This means Maryland is doing a nation-leading job in connecting workers who want
work with employment. Maryland will continue to work to ensure workers who have dropped
out of the labor force can re-enter.
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Figure 126: Maryland Unemployment Rate, January 2019 - November 2023
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Figure 127 shows the unemployment rate by county as of October 2023 (county data lags state
slightly and is not seasonally adjusted). Maryland’'s non-seasonally adjusted unemployment
rate in October was 2.1 percent. The highest unemployment rate in the state in October 2023
was in Somerset County which had a 3.1 percent unemployment rate. Baltimore City was close
behind with a 3.0 percent unemployment rate. Carroll County and Queen Anne’'s County had
the lowest rates in October 2023 at 1.7 percent. Howard County and Calvert County each had a
1.8 percent unemployment rate.

Figure 127: Non-Seasonally Adjusted Unemployment Rate by County, October 2023

Source: Bureau of Labor Statistics, LAUS Program
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2.2 Labor Market Trends

Provide an analysis of key labor market trends, including across existing industries and
occupations.

Available data on Maryland’s labor market suggests that conditions have cooled slightly from
highs during the pandemic but that the market remains hotter than the nation’s. For example,
the number of unemployed workers per job opening in Maryland was at a record low of 0.3 in
October 2023. This is about half the national rate of 0.7. As Figure 128 shows, this ratio was
similar in Maryland and the national economy pre-pandemic and for much of the recovery.

However, while the ratio nationwide has risen slightly in 2023, it has continued to fall in
Maryland.

Figure 128: Unemployed Persons Per Job Opening in Maryland and US, January 2019 -
October 2023
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Much of the difference between Maryland’s ratio and the national ratio is due to Maryland'’s
record low unemployment as discussed earlier. As Figure 129 illustrates, Maryland has a higher
rate of job openings than the nation, but this has been a feature of Maryland'’s labor market
pre-pandemic and throughout the economic recovery.
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Figure 129: Job Opening Rate in Maryland and US, January 2019 - October 2023
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Data from the Maryland Workforce Exchange paints a slightly different picture than the state
data from BLS. As seen below in Figure 130, Maryland Workforce Exchange data shows job
postings have returned to pre-pandemic levels. This would indicate a slightly cooler labor
market than data from BLS.

Figure 130: Job Postings by Month on Maryland Workforce Exchange
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Source: Maryland Workforce Exchange
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In November 2023, the most Maryland job postings were for Healthcare Practitioners and
Technical Occupations. According to data from the Maryland Workforce Exchange, there were
32,944 job postings that month in Maryland. However, of these, only 11,782 were “new” postings.
Most job postings in Maryland have been posted for a while. Of the 140,554 active postings
assigned in November that the Maryland Workforce Exchange classified by occupation, only
44887 (32 percent) were new postings that month. Figure 131 shows the ten occupations
(classified by two-digit SOC) with the most postings active in November 2023.

Figure 131: Occupations With the Most Maryland Job Postings in November 2023

Healthcare Practitioners and Technical

32,944

Computer and Mathematical

16,693

Management 15,494

Architecture and Engineering 8,888

Sales and Related 8,228

Office and Administrative Support 8,051

Healthcare Support 6,837

Business and Financial Operations 5,862

Food Preparation and Serving Related 5,090

Transportation and Material Moving 4,620

Maryland Job Openings in November 2023

Source: Maryland Workforce Exchange
Similar to Figure 131, Figure 132 displays the number of job postings in Maryland for the

industries with the most active postings in November 2023. These industries roughly reflect
the occupation breakout.
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Figure 132: Industries With the Most Maryland Job Openings in November 2023

Health Care and Social Assistance

43,603

Prof., Scientific, and Technical Services

35,134

Retail Trade

15,839

Educational Services

11,225

Manufacturing 8,779

Administrative and Support 8,222

Accommodation and Food Services

7,167
Public Administration - 4,986
Wholesale Trade - 3,445

Finance and Insurance . 3,274

Maryland Job Openings in November 2023

Source: Maryland Workforce Exchange

While Maryland job openings have accelerated during the past several years, the rate of hiring
in the economy has not accelerated significantly. As Figure 133 shows, the rate of hiring in
Maryland is currently slightly above the national average. However, Maryland'’s hiring rate did
not increase above pre-pandemic levels in 2020 through 2022 like the nation’s did.
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Figure 133: Rate of Hires in Maryland and USA, January 2019 - October 2023
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One reason for the lower hiring rate in Maryland is that Marylanders did not quit their jobs (to
be hired at another position) at the same rate as workers nationwide for much of the past
several years (mid-2020 through mid-2022) as seen in Figure 134. The quits rate in Maryland
has risen above pre-pandemic levels and in February 2023 hit a record high of 3.2 percent
(higher than the national rate hit during the “Great Resignation”). However, Maryland’s
increase in the quits rate has been for less time than the national trend. In October 2023,
Maryland'’s quits rate was 2.5 percent, just above the 2.3 percent average in 2019. The quits rate
data for Maryland indicates that, over the past several years, employers in the state have

generally found it easier to retain workers than employers nationwide. However, this dynamic
has been reversed over the past year.

MARYLAND STATEWIDE WORKFORCE DEVELOPMENT PLAN DECEMBER 2024



Figure 134: Quits Rate in Maryland and USA, January 2019 - October 2023
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23 Education and Skill Levels of the Workforce
Provide an analysis of the educational and skill levels of the workforce.

Maryland has a well-educated workforce. According to the US Census’ American Community
Survey (ACS) data, Maryland had the fourth-highest share of population with a bachelor’'s
degree or higher in 2022, excluding Washington DC. Maryland has the second-highest
concentration of workers in STEM occupations of any state excluding Washington DC.
Maryland ranks second (excluding Washington DC) for the share of its workforce that is made
up of employed science, engineering, and health doctorate holders. This highly educated
workforce powers the state's many high-tech industries, as discussed earlier in this report.

Figure 135 presents educational attainment levels for Maryland residents 25 and older. While
Maryland is one of the most-educated states in the nation, nearly 400,000 Maryland residents
aged 25 and older do not have a high school degree or equivalency. Just over one million
Marylanders only have a high school degree or equivalency. Many of the in-demand and
emerging occupations discussed in Section 1 require education beyond a high school degree
and ensuring these workers can find employment in the jobs of the future is a priority for the
state.

Figure 135: Educational Attainment in Maryland, 2018 - 2022 Average

No h|gh school degree or 383917 9.0%
equivalency

H|gh school graduate (includes 1012724 23.8%
equivalency)
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Some college, no degree 772,618 18.1%
Associate's degree 292,090 6.9%
Bachelor's degree 952916 22.4%
Graduate or professional degree 845,830 19.9%

Source: US Census Bureau, ACS

While 42.2 percent of Maryland’s population has a bachelor's degree or higher, educational
attainment varies significantly by region of the state. As Figure 136 shows, only four counties
have an above average share of the population with an advanced degree. Howard County (64.0
percent) and Montgomery County (60.0 percent) are densely populated with highly educated
workers. In contrast, Western Maryland and much of the Eastern Shore have much lower
educational attainment.

Figure 136: Percent of Population Over 25 With Bachelor’'s Degree or Higher, 2018-2022
Average

Source: US Census Bureau

2.4 Skill Gaps
Describe apparent ‘skill gaps’.

As discussed in the previous section, Maryland is a very well-educated state. Additionally, the
state’s high-tech industries are expanding, and demand is high for workers with advanced
degrees. However, this means that demand is lower for less-educated workers. As Figure 137
illustrates, the average unemployment rate in Maryland in 2022 was 3.2 percent. However, the
unemployment rate for workers with less than a high school degree or equivalency was 59
percent, nearly double the state rate. In contrast, the unemployment rate for workers with a
bachelor’'s degree or higher was extremely low at 2.1 percent. As discussed in future sections
of this report, providing workers with the training they need to find employment in high-
demand industries is a key area of focus for Maryland.
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Figure 137: Maryland Unemployment Rate by Educational Attainment, 2022
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The need for skilled workers is also evident when looking at job posting data. Figure 138 shows
the ten most requested tools and technologies in job postings on the Maryland Workforce
Exchange in November 2023. While some of these tools require little necessary training (e.g.,
Microsoft Office products) others generally require more in-depth training (e.g., programming
in Python or SQL).
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Figure 138: Top Technologies Requested in Maryland Job Postings Active in November

2023
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As Maryland considers strategies to train workers and ensure all Marylanders are benefitting
from the state’'s growth, the state must ensure workers who face barriers to employment are
able to participate in the economy. Figure 139 presents labor force data for different groups of
Maryland residents who face barriers to employment. Aside from veterans, these groups
generally have lower labor force participation rates than the Maryland average and have
higher unemployment rates.

Figure 139: Labor Force Characteristics for Key Groups

Total 6,180,253 | 100% - -
Population

Z‘;f;) O‘;‘ﬁ; ’;’Igg 4957297 | 80.2% 672% 51%
Disabilities 686,244 | 111% 50.9% 1.6%
Low Income 897,706 14.5% -- --
Poverty 558567 | 9.0% 47.0% 18.6%
g"edo'gleezous 18,343 03% 64.6% 7.2%
Youths 397376 | 6.4% 31.4% 18.0%
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Youths with

disabilities 58,077 | 0.9% 451% _
Homeless 4,01 0.1% - N
English
language 425006 | 7.3% - .
barriers

Single-parent

O - -
households 154,965 6.7%

Long-term 23000 | 0.4% - -
unemployed

Older (55+) 1,819,776 | 29.5% 451% 3.5%
Veterans 345104 7.2% 83.5% 3.0%

Note: Double dashes (--) indicate areas where data is not available. Labor force participation
rate is measured as a percent of the group that is either employed or has recently looked for
work. Count and percent of the population include all ages population or working age
population, depending on the data source.

Sources: US Census Bureau (2018-2022 Estimates), US Department of Housing and Urban
Development, Bureau of Labor Statistics

Figure 139 presents five-year averages in order to provide the smallest margin of error for labor
force estimates. Annual data does show that Maryland's tight labor market (as discussed
earlier) is helping to bring workers who face barriers to employment back into the workforce.
For example, even though Maryland'’s labor force participation rate has fallen between 2019
and 2022, the labor force participation rate for Marylanders with a disability has risen by 6.2
percentage points.

As noted in the table above, veterans have a higher labor force participation rate (83.5 percent)
than the state average. In fact, Maryland’s veterans had the fourth highest rate nationwide.
Furthermore, the 3.5 percent unemployment rate for the population between 2018 and 2022
was below the state average. Maryland is proud of its strong military presence. The state is
home to 14 military installations and a recent study from the Maryland Department of
Commerce estimated that the defense ecosystem in Maryland employed 389,949 workers in
2021, a 125 percent increase from 2016. The State's Department of Veterans Affairs and the
Maryland Department of Commerce's Maryland Military Installation Council are two groups
working tirelessly to provide Maryland veterans and active-duty military with support.

The state will continue to focus on ensuring all Marylanders have pathways to work, wealth,
and wages.

I. a. 1. C. Comparison of Economic and Workforce Analytical Conclusion. Describe areas of
opportunity for meeting hiring, education, and skills needs identified in the economy
compared to the assets available in the labor force in the state.

As discussed in earlier sections, Maryland has one of the lowest unemployment rates in the
nation, and unemployment rates are lowest for workers with higher levels of education. At the
same time, six of the ten occupations identified as in-demand occupations and four of the top
emerging occupations require at least a bachelor's degree. This means it will be difficult for
Maryland to fill worker demand solely from qualified workers who are actively looking for work.
Instead, Maryland will need to partner with employers and workers to ensure unemployed
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workers can have access to the skills and training they need to fill vacancies statewide.
Furthermore, the State will need to focus on re-engaging workers who have fallen out of the
labor force and ensure those workers also have the skills necessary.

As discussed in the following section (I1.(a)(2)), Maryland is prepared to address the skills gaps
the State faces head-on. Initiatives and partnerships between the Governor's Workforce
Development Board; Maryland Workforce Association; Maryland Department of Labor
(including the Division of Workforce Development and Adult Learning); other state agencies
such as the Maryland State Department of Education, Department of Human Services, and
Department of Housing and Community Development; and other partners at the state, local,
and federal level will ensure that Maryland'’s workforce is positioned to meet the needs of the
economy of the future.

MARYLAND STATEWIDE WORKFORCE DEVELOPMENT PLAN DECEMBER 2024



11.(2)(2) Workforce Development, Education and Training Activities Analysis

The Unified or Combined State Plan must include an analysis of the workforce
development activities, including education and training in the State, to address the
education and skill needs of the workforce, as identified in (a)(1)(B)(iii) above, and the
employment needs of employers, as identified in (a)(1)(A)(iii) above.

This must include an analysis of—

11.(a)(2)(A) The State’s Workforce Development Activities. Provide an analysis of the
State’s workforce development activities, including education and training activities of
the core programs, Combined State Plan partner programs included in this plan, and
required and optional one-stop delivery system partners.

Maryland’s workforce development system has an excellent foundation from which to launch,
support, and promote a shared statewide vision and strategy to advance the state’'s workforce
development activities. The Governor's Workforce Development Board (GWDB) is the
Governor's chief strategy and policy-making body for workforce development. In September
2022, Governor Moore joined newly appointed GWDB leadership, including a new Executive
Director, Chair,and Vice Chair, to co-facilitate a discussion to kick off development of the State
Workforce Plan. There, he laid out his priorities and his expectations for the Plan and for the
GWDB's leadership role in Maryland’s workforce system. In December 2022, Governor Moore
issued Executive Order 01.01.2023.22 to underscore this role for the GWDB and to streamline
its voting membership!!

The GWDB is a business-led board with a majority of its members representing the industrial
and geographic diversity of Maryland's business community. Additional members include the
Governor, cabinet secretaries, community colleges, the state Superintendent of Schools, state
and local elected officials, labor, and representatives of nonprofit organizations. As of 2022, the
GWDB includes the Career Technical Education (CTE) Committee, created as a part of the
GWDB under state law, to establish an integrated system of CTE that prepares students for
career success and aligns with employers’ talent needs.

The Maryland Workforce Association (MWA) is the membership organization of Maryland's 13
Local Workforce Development Boards (LWDBs). The LWDBs are established in each of
Maryland’s 13 Local Workforce Development Areas (Local Areas) to ensure that each area’s
workforce is well-prepared to meet the current and future needs of local employers. The MWA
works with the GWDB, MD Labor, and system partners to support a comprehensive and
aligned workforce system. Through MWA, the GWDB, MD Labor, and other partner agency
staff meet with LWDB leaders at least once per month to share updates, identify opportunities
for collaboration, and discuss other important matters pertaining to the public workforce
system.

Maryland’s State Workforce Plan includes the workforce functions of four state agencies:
Department of Labor; Department of Human Services (DHS), the agency charged with
administration of Maryland’'s Temporary Assistance for Needy Families (TANF) and
Supplemental Nutrition Assistance Program Employment and Training (SNAP E&T) programs;
the Maryland State Department of Education’s (MSDE) Division of Rehabilitation Services
(DORS), the agency charged with administration of the state’s Vocational Rehabilitation (VR)

1

https://governor.maryland.gov/Lists/ExecutiveOrders/Attachments/29/E0%2001.01.2023.22%20Governor
's%20Workforce%20Development%20Board_Accessible.pdf
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program; and the Department of Housing and Community Development (DHCD), the agency
charged with oversight of the Community Services Block Grant program. Key programs of
each state agency included in this Plan are as follows, with descriptions provided below:

* MD Labor Division of Workforce Development and Adult Learning (DWDAL)
o Workforce Innovation and Opportunity Act (WIOA) Title | Adult, Dislocated
Worker, and Youth programs
WIOA Title Il Adult Education and Family Literacy Act (AEFLA) program
WIOA Title Il Employment Service program under the Wagner-Peyser Act
Jobs for Veterans State Grant (JVSG)
Senior Community Service Employment Program (SCSEP)
o Additional grant programs, described below
= MSDE DORS
o Title IV VR Services
» Maryland DHS
o SNAP Employment and Training Program, called Food Supplement
Employment and Training (FSET)
o TANF - Temporary Cash Assistance (TCA)
» Maryland DHCD Division of Neighborhood Revitalization
o Community Service Block Grant (CSBG)

O O O O

The table below provides a graphic representation of the various State departments/divisions
and the breakdown of roles of the required and optional WIOA system partners in Maryland.

WIOA State Planjj Core Program [ Additional Maryland State Agency Delivering
Program per the WIOA Program

Workforce Program for

Innovation and j§ Maryland

Opportunity (Governor’s

Act determinatio

n)

WIOA Title | X MD Labor
Adult Program
WIOA Title | X MD Labor
Dislocated

Worker Program

WIOA Title | X MD Labor
Youth Program

WIOA Title 1l X MD Labor
Adult Education

and Family

Literacy Program

WIOA Title IIEX MD Labor
Wagner-Peyser

Program

WIOA Title IV X MSDE
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VR Program

TANF Program X DHS

SNAP E&T X DHS

Program

TAA Program X MD Labor

JVSG Program X MD Labor

Ul X MD Labor

SCSEP X MD Labor & Center for Workforce
Inclusion

CSBG X DHCD

Maryland Labor's DWDAL is responsible for the administration of the majority of the
programs described in this Combined Plan. The Division administers the WIOA Title |, Title I,
and Wagner-Peyser programs. The Division also administers the Trade Adjustment Assistance
Act program (Trade), the JVSG Program, and the SCSEP. SCSEP is also administered by non-
state partners, including the Center for Workforce Inclusion and its subgrantees. Additionally,
while not a formal State Plan partner, DWDAL also serves at the State Apprenticeship Agency

and houses the Maryland Apprenticeship and Training Program.
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The following organizational chart provides a visual representation of DWDAL programs.

Maryland Department of Labor

Office of the Secretary

Division of Workforce Development and Adult Learning (DWDAL)
Office of the Assistant Secretary
1

ERIN ROTH
Assistant Secretary

JOHN FEASTER Il
Deputy Assistant Secretary

i — 7 l

Office of the Assistant Office of Workforce Offlce of fault 3 Office of Correctional
Secretary Development Education al"ui Learning Education
Services

e Chief Learning Officer e Business Services e  Adult High School Program e  Academic Program
e Communications and e Data Performance Information Services e Grants

Outreach o Disability and Youth Services e Adult Instructional Services e Library Services
e Fiscal Administration e Dislocation Services ®  GED Testing Office e Literacy Adult and
e Labor Market Information e  Maryland Apprenticeship and Community System
e Monitoring and Training Program *  Occupational Program

Compliance e Reemployment Program *  Professional Development
e New Americans Initiative Directors *  School Psychologist
e  Policy e Statewide Reemployment *  Special Education Program
e Special Programs Programs (POAC, RESEA, ROW) e Technical Support

.

e Special Programs Transition Services

*  Veterans Services

The Division coordinates the efforts of Maryland’s 33 American Job Centers (AJCs), including
18 comprehensive AJCs and 15 satellite centers, as well as an additional 14 affiliate and mobile
units, which provide comprehensive services to both jobseekers and businesses. While
jobseekers are offered a wide range of career and training services, businesses are provided
with numerous types of assistance and growth services. The Division works alongside local
partners to provide Rapid Response and Trade Program activities (as appropriate depending
on authorization status). DWDAL coordinates many workforce training activities, including
Reemployment Services and Eligibility Assessment (RESEA), Reemployment Opportunity
Workshop (ROW), Rapid Response, etc. with the Division of Unemployment Insurance (DUI),
another division within MD Labor. DWDAL also has a number of specialized offices focused on
the diverse needs of Maryland’s businesses and jobseekers. Programs provided or overseen by
the Division’s Office of Workforce Development (OWD) include:

» The RESEA program was developed by the United States Department of Labor in an
effort to reduce the number of weeks that Ul claimants receive benefits. It is designed
to proactively help claimants who are most likely to exhaust benefits to identify
potential barriers to employment, assess work search progress, and expose individuals
to the vast array of services available through the workforce system.

* The ROW program is a full-day workshop offered to Ul claimants that do not receive
RESEA services. It is also designed to shorten the duration of Ul benefits received
through reemployment efforts.
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* The Veteran Services Unit operates the IVSG program. The JVSG program'’s mission
is two-fold: to provide employment and training services to veterans with significant
barriers to employment and to connect employers with work-ready veterans.

* The Foreign Labor Certification (FLC) program is an employment-based immigration
program that assists applicable employers who have obtained USDOL approval to
begin the hiring process of permanent or temporary foreign workers.

* The Tax Credit Unit is charged with administering federal tax credit programs, such as
the Work Opportunity Tax Credit, which offers income tax incentives to employers for
hiring members of targeted population groups, such as registered apprentices, ex-
offenders, or certain individuals with disabilities.

* The Migrant and Seasonal Farmworkers (MSFW) program provides a specialized
menu of services within the Wagner-Peyser program and exists to ensure MSFWs are
receiving the same employment services that non migrant seasonal farm workers
receive at the state's AJCs.

= DWDAL serves as the “State Apprenticeship Agency” and, in consultation with the
Maryland Apprenticeship and Training Council, is responsible for: registering
apprenticeship programs that meet federal and state standards; issuing certificates of
completion to apprentices; operating the Apprenticeship Maryland Program (AMP)
youth apprenticeship program in collaboration with MSDE; encouraging the
development of new programs through outreach and technical assistance; protecting
the safety and welfare of apprentices; and assuring that all programs provide high-
quality training.

* The New Americans Initiative provides much-needed outreach and technical
assistance for AJC staff to ensure equitable and meaningful access of services to work-
authorized New Americans and individuals with Limited English Proficiency (LEP).

* The Professional Outplacement Assistance Center (POAC) provides support to
individuals who are in the professional, executive, technical, managerial, and/or
scientific occupations, along with recent college graduates, who find themselves in
need of assistance to get reconnected to the labor market.

DWDAL is also home to the Office of Adult Education and Literacy Services (AELS). As the
WIOA Title Il administrator for Maryland, the Office selects local providers of adult education
instructional services via a statewide competition. Instructional services include Adult Basic
and Secondary Education, English Language Acquisition/Integrated English Literacy and
Civics Education, Family Literacy, and High School Diploma preparation. Maryland’s current
adult education providers include a wide range of community colleges, local public-school
systems, community-based organizations, public libraries, and the State's Correctional
Education program.

DWDAL also administers Maryland’s nationally recognized, state-funded, sector-based
workforce development program, Employment Advancement Right Now (EARN) Maryland,
in consultation with the GWDB. Established in 2014, EARN Maryland is an industry-led
program designed with the flexibility to ensure that Maryland employers are central partners
in developing the talent they need to compete and grow, while preparing Marylanders for
family-sustaining careers in Maryland’s key economic sectors. EARN Maryland continues to
serve as one of the state’s core workforce investments to:
» Address business workforce needs by focusing on industry sector strategies that seek
long-term solutions to sustained skills gaps and personnel shortages.
= Address the needs of workers by creating formal career paths to good jobs and
sustaining or growing middle-class jobs.
* Encourage mobility for Maryland's most hard-to-serve jobseekers through targeted job
readiness training; and
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= Foster better coordination between the public, private, and non-profit sectors and the
workforce, economic development, and education partners in regions across the State.

The success of EARN Maryland is seeded in meaningful collaboration among a diverse group
of stakeholders who make up a Strategic Industry Partnership (SIP) and includes employer
and industry partners, non-profit and community-based organizations, and workforce,
economic development, and education partners. Recognizing that a workforce system
disconnected from business fails to meet the needs of both employers and jobseekers, EARN
places employers at the center of the identification of workforce needs and skills gaps. Since
the program began in 2014, nearly 9,300 individuals have obtained employment, with just over
1,200 entering new employment during the first three quarters of 2023.

The publicly funded VR program in Maryland is administered by the MSDE’'s DORS in
accordance with the Rehabilitation Act of 1973 as amended by WIOA of 2014. DORS is funded
primarily by the United States Department of Education's Rehabilitation Services
Administration. The federal funding includes a state matching requirement (federal 78.7
percent and state match of 21.3 percent) and maintenance of effort requirement. DORS
provides services and support to assist eligible students, youth, and adults with significant
disabilities in transition to postsecondary education, training, and employment. DORS also
engages with businesses throughout Maryland, assisting them in recruiting and maintaining
qualified, valuable employees. DORS also serves as a resource on disability and employment
matters such as disability awareness training, workforce diversity and inclusion initiatives,
training on the Americans with Disabilities Act, solutions for reasonable accommodations, and
worksite consultations.

In Maryland, the TANF program is referred to as the TCA program and is delivered by the Local
Departments of Social Services (LDSS) offices. LDSS offices are the statewide framework for
delivering education, job training, job placement, and other services to assist TANF customers
with overcoming barriers to obtaining self-sustaining employment. Key components of the
program include:

= Collaborating with private and public sector partners to identify local growth
occupations and their associated education and training requirements.

= Assessing a customer’s respective skill sets, career interests, and barriers to obtaining
self-sustaining employment.

» Developing or procuring appropriate work-related services, including academic
remediation, targeted sector training, and job placement services.

TANF workforce development is built on a philosophy of “universal engagement.” This means
that customers are expected to participate in activities based on the results of individual
assessments with the goal of employment or removing barriers to employment. Many of the
remaining welfare families, in addition to many of the new families applying for TANF, may
face barriers that could impede their ability to secure and maintain employment. Workforce
development is designed to meet the critical, essential needs of the underemployed, newly
unemployed, and hard-to-place. In addition to workforce development, the TANF program
provides a broad range of services.

DHS's Family Investment Administration (FIA) has formed partnerships with other state
agencies, community organizations, and other administrations within DHS, including the
Child Support Enforcement, Social Services division. FIA works with these partners to promote
DHS’s goal to protect children by assisting their families to become independent through
work, personal, and family responsibility as well as community involvement. The Department
expanded its goals to include support for low-income working families and continues to
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strengthen those partnerships by empowering staff at the LDSS offices across the state to
work together to provide employment and training activities, supportive services, and benefits
that enable customers to obtain jobs and improve their economic circumstances.

The SNAP E&T program in Maryland is called the Food Supplement Employment and Training
(FSET) program and is housed within DHS FIA. The program works to connect individuals who
receive monthly food benefits with successful career training so they may achieve self-
sufficiency. Eligible SNAP recipients are connected with approved providers to receive
workforce training, job readiness, and other support services. Activities are at no cost to
participants, and providers are reimbursed for a portion of their expenses.

Maryland’s Ul program is administered by MD Labor's DUI. The program pays benefits to
Maryland workers who have lost their job through no fault of their own and meet the
program'’s eligibility requirements. Individuals wishing to file a claim may do so online or via
DUl's Claim Center phone line. Maryland’s AJC staff is trained to assist customers in filing
claims. To help customers to benefit from the wide range of job seeker services available to
them through the AJCs and WIOA partners, AJC staff administer the RESEA and ROW re-
employment programs to ensure they are taking full advantage of the public workforce
system's resources.

The Community Service Block Grant (CSBG) is overseen by DHCD's Division of Neighborhood
Revitalization and their local grantees in the state’s Commmunity Action Agencies (CAA). The
program'’s primary objective is to develop viable communities, principally for persons of low to
moderate income, by providing affordable housing and suitable living environments and
through the expansion of economic opportunities. The Maryland workforce system welcomed
DHCD as a State Plan partner in 2018, irrespective of whether they spend funds on
employment and training. The Maryland workforce system, with DHCD and the CAAs, serves
similar customers with barriers to employment.

Maryland’'s SCSEP services are offered by DWDAL and Senior Services America, Inc,, and are
designed to assist older workers in developing workplace skills that will enable them to attain
permanent, unsubsidized employment, either with their host agencies or other nonprofits,
government, or private sector employers. Participants are trained by a variety of employers,
including schools, physicians, healthcare agencies, hospitals, custodial and maintenance
service industries, senior service providers, administrative and management entities, retail
merchants, and transportation, security, and technology companies. SCSEP services are
available tojob seekers,ages 55 and older, who are unemployed, meet established low-income
guidelines, and desire an opportunity for training and employment. Program participants are
given a training assignment that most closely matches their personal goals for employment.
Training assignments are coordinated with nonprofit or government agencies, also known as
host agencies, and are limited to 40 hours per pay period at the established minimum wage
hourly rate. Applicants are not required to have previous work experience.

Also, within Maryland Labor, the Office of Correctional Education provides educational
opportunities for incarcerated individuals, enabling them to become independent and
productive workers, citizens, and parents. The Office, with the oversight of the Correctional
Education Council and in partnership with the Department of Public Safety and Correctional
Services (DPSCS), is responsible for the academic, occupational, and transitional education
programs provided in Maryland’s correctional institutions.
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I1.(a)(2)(B) Strengths and Weaknesses of Workforce Development Activities

Provide an analysis of the strengths and weaknesses of the workforce development
activities identified in (A), directly above.

The members of the GWDB, including the MD Labor and other WIOA Partners, as well as its
business-majority membership, have identified a number of strengths in Maryland’s
workforce development ecosystem to build on, including:

» Maryland’s central and highly accessible location along the Eastern seaboard, its
proximity to the nation’s capital, and its rich landscape of research institutions yields a
diverse and robust industry mix supporting a strong state economy. This includes
industries that can offer good, family-sustaining jobs and careers, including
cybersecurity and IT, healthcare and life sciences, infrastructure, manufacturing, and
education.?

» Maryland positions itself as an attractive destination for both external talent and the
development of its own "homegrown" workforce. The state is known for its diverse
population, with residents from various ethnic and cultural backgrounds. Baltimore
and areas surrounding Washington, DC are particularly diverse. The state is also home
to several prestigious educational institutions that attract students and professionals
from around the world, contributing to the diversity of the state.

» The Moore-Miller Administration has prioritized an intentional reinvigoration of the
GWDB and its intended functionality as the Governor's chief strategy and policy-
making body for workforce development, as a platform for agency collaboration and
industry engagement, and as a driver for system accountability and continuous
improvement.?

» A clear and shared commitment to expanding access to high-quality, low-cost, non-
degree career pathways, with a focus on RA and other high-quality, paid experiential
learning opportunities.

» Establishment of the GWDB's CTE Committee under state law as a platform for
strategic alignment across education, workforce development, and industry
stakeholders around reimagining and improving CTE and apprenticeship
opportunities and employment outcomes for students across the state, including joint
development of the Perkins State CTE Plan with MSDE.

e The consolidation of a large number of workforce development programs under the
Division for Workforce Development and Adult Learning within the MD Labor,
including WIOA Titles |, Il, and Ill, Correctional Education, and RA, fosters greater
program alignment and coordination.

Opportunities
No system is perfect, and Maryland certainly has challenges related to workforce development

activities. Some of these challenges include:

* Maryland has been slower to rebound its labor force participation rate post-pandemic,
compared to nearby states and the U.S. on average, with around 160,000 fewer workers
in the labor force today than before the pandemic. Labor force participation rates

2 See data in Section Il.(a)(1). Economic and Workforce Analysis, including Figure 62: Maryland’s Top
Industries (4-Digit NAICS) by Employment in 2022, with details on annual wages per industry.
3

https://governor.maryland.gov/Lists/ExecutiveOrders/Attachments/29/E0%2001.01.2023.22%20Governor
's%20Workforce%20Development%20Board Accessible.pdf
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remain particularly low among youth, young adults, working-aged women, and older
workers.

= There is often a mismatch between what employers need and what is available in the
labor market, signaling a need for employers and workforce development and
education entities to actively partner to ensure education and workforce development
efforts truly align to industry needs and successfully connect job seekers to good jobs.

» The landscape of workforce development programs and services in Maryland is
complex and layered, at times challenging for employers and jobseekers to navigate.
This signals a need to more consistently distribute and connect potential customers
with clear information on programs and services available, and for greater alignment
and coordination among partners within and across the state and local levels.

» Alarge number of Marylanders lack a high school diploma, and additional Marylanders
lack a postsecondary degree or credential, making it difficult for them to obtain many
jobs.# This signals both a need for more education and credentialing and a need to
reexamine whether diplomas and degrees are truly required for a number of jobs for
which a candidate without these qualifications may have the appropriate skills and/or
experience to succeed in the job.

» Many Marylanders face barriers to participation in workforce opportunities such as lack
of affordable transportation or dependent care, or lack of access to obtaining a
standard driver's license. Many people with disabilities, New Americans, and people
who have been incarcerated face population-specific yet significant barriers to
participation in Maryland’s labor force as well.

» There is a need for the advancement of digital equity and expanded support for
universal access to technology, including broadband access and digital skills.
Maryland is working to capitalize on and align workforce efforts with the federal
Broadband Equity, Access, and Deployment (BEAD) Program, which is providing
$42.45 billion nationally to expand high-speed internet access.

Maryland is poised to advance solutions to these challenges with many of the strengths noted
above, particularly those strengths that position Maryland for inclusive economic growth;
position the GWDB to serve critical functions around statewide vision and strategy,
partnership, and accountability; and position MD Labor's DWDAL to continue to be the central
leader in implementing many elements of the state's workforce development strategy. All of
Maryland'’s core partners will work collaboratively to address these challenges.

4 Maryland’s rate of 86.3% is roughly in the middle of US States, compared to highest states (Montana at
94%) and lowest (California, 83%). https://news.maryland.gov/msde/wp-
content/uploads/sites/12/2023/02/Graduation-Data-_02_28 2023.pdf and multiple sources including
https://www.usnews.com/education/best-high-schools/articles/see-high-school-graduation-rates-by-state
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[1.(a)(2)(C) State Workforce Development Capacity

Provide an analysis of the capacity of State entities to provide the workforce development
activities identified in (A), above.

The key State agencies that deliver workforce system partner programs include:

*  MD Labor
= MSDE DORS
» Maryland DHS

Each of these agencies is led by experienced managers and staffed with experienced
professionals. Across the state, Maryland’'s WIOA partners operate 33 AJCs strategically located
to provide access to services to employers and job seekers. Alignment and coordination across
these programs ensure that Maryland effectively leverages its existing resources to deliver
outstanding customer service to the citizens and businesses that are vital to growing a
prosperous and inclusive Maryland economy, one that leaves no one behind. Workforce
system partners from these state agencies and other recipients of federal funding utilize a
combination of Federal and state funding to support the delivery of services. This braided
funding is key to efficiently delivering services. The GWDB and local areas are committed to
working together to ensure that Maryland develops a workforce system that strives beyond
WIOA to collaboratively meet the needs of job seekers and employers.
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l. (b) State Strategic Vision and Goals

The Unified or Combined State Plan must include the State’s strategic vision and goals for
developing its workforce and meeting employer needs in order to support economic
growth and economic self-sufficiency. This must include—

[1.(b)(1) Vision

The Moore-Miller Administration is deeply committed to building pathways to “work, wages
and wealth” for all Marylanders in order to continue to grow a thriving and inclusive economy
that lifts up every Maryland family. This vision is central to the State's workforce development
efforts, which will be focused on supporting the Governor's commitment to making Maryland
an ever more economically competitive and inclusive state. Inclusivity, diversity, and equity
are central to increasing competitiveness - not opposing interests to choose between - as so
many states, localities, companies, and systems are learning.

As the Governor has said, “The north star of our administration is to ‘leave no one behind.”
Guided by this north star, Maryland'’s vision for Maryland’s workforce system is an aligned and
coordinated system delivering talent solutions that support a dynamic, inclusive, and
competitive economy, creating opportunities for all businesses to thrive and for every
Marylander to access pathways to work, wages, and wealth.

To support this vision, the following core values of the Moore-Miller Administration will guide
Maryland’s workforce system partners in their work to realize this vision:

= Belnnovative: Collaborate across agencies and stakeholders to identify and implement
bold solutions.

» Be Data-Driven: Rely on data and experiences to inform our decisions.

*  Move Urgently: Move quickly and diligently with a purpose.

» Challenge the Status Quo: It is okay to disagree and offer a new viewpoint.

» Be Outcomes-Focused: Spend each day focused on leaving no one behind.

The GWDB serves as the Governor's chief strategy and policy-making body for workforce
development by engaging key business, labor, education, community, and State and local
government leaders to collaborate and advise the Governor on business-led workforce
approaches that advance Maryland's economic competitiveness and build pathways to
work, wages and wealth for all Marylanders. The GWDB is charged with setting the vision
and strategy for the state's workforce system, fostering and modeling partnerships that
support that vision and strategy, and holding the workforce system accountable to
established goals for performance and continuous improvement to realize that vision.

During the next four years, Maryland’s workforce development system will focus on sector
strategies, access and equity, apprenticeship, and other experiential learning to prepare the
future workforce, and system alignment and accountability. Through the leadership of
Governor Moore, we will create a Maryland where no one is left behind. Investments under
WIOA will be directed to meet our state's unigue workforce needs through business-led and
barrier mitigation strategies. Investments under WIOA will also offer flexibility for local areas
to both align with our statewide priorities and tailor solutions to constituents’ needs.
Investments will also focus on meeting regional needs and expanding business-led
strategies for enhancing our state’s talent pipeline.
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11.(b)(2)_Goals

Describe the goals for achieving this vision based on the analysis in section (a) above of
the State’s economic conditions, workforce, and workforce development activities. This
must include—

I.(b)(2)(A) Goals for preparing an educated and skilled workforce, including
preparing youth and individuals with barriers to employment and other
populations.

The State has identified four core strategic pillars to focus the activities of Maryland’s
workforce system in a unified direction. The four strategic pillars include:

1. Supercharge Key Sectors: Set statewide sector priorities, identify skill needs, and drive
industry partnership to shape and deliver workforce solutions.

2. Advance Equity and Access: Ensure equitable access to quality training and
employment opportunities for all Marylanders and support employers in hiring,
retaining and upskilling diverse talent.

3. Prepare the Future Workforce: Transform and expand career-connected learning
opportunities to ensure every young person has access to a family-sustaining career
pathway, regardless of their plans to obtain a college degree.

4. Improve System Alignment and Accountability: Revisit system-wide performance
goals, expectations, coordination, accountability, and feedback loops to ensure
workforce system partners are working together efficiently and effectively in a way that
supports the vision for Maryland'’s workforce system.

These pillars were developed through facilitated discussion among the GWDB, then validated
and finalized with supporting strategies by members of the GWDB, staff from workforce
system partner agencies, and LWDB leaders from each of Maryland’s 13 LWDBs. Maryland will
execute a set of strategies under each pillar to enhance a workforce system that provides
residents with training and skills that meet the demands of emerging industries.

The strategies under each pillar will also promote diversity, equity, inclusion, and accessibility
in the workforce. Maryland is committed to addressing barriers to employment for groups
historically left behind, such as people with intellectual and developmental disabilities, and
helping to ensure that workforce development programs benefit a broad and diverse range
of individuals. Critical to success will be coordinating workforce development efforts with
broader economic development goals, identifying key sectors for growth, ensuring that
workforce development initiatives support economic development objectives, and fostering
collaboration between workforce development agencies and stakeholders statewide.

11.(b)(2)(B) Goals for meeting the skilled workforce needs of employers.

Meeting the skilled workforce needs of employers requires a strategic approach that aligns
educational and training programs with the demands of industries. The State of Maryland's
four strategic pillars will guide the state's strategy implementation. The strategies and
activities described below will guide Maryland's workforce development system and partners
to meet the needs of citizens and employers.
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1.Supercharge Key Sectors

Strategies

Activities

1.1: Align workforce programs and
resources to Maryland’'s targeted
in-demand and emerging industry
sectors.

1.1.A: Build on LMI to map skills and training assets and gaps
to develop targeted solutions to blockages in talent pipelines,
develop career pathways, and inform new or recurring state
investments.

1.1.B: Coordinate workforce development initiatives to enable
Federal investments and regional projects.

11.C: Identify new sustainable methods to fund sector
strategies, including with private and philanthropic support.

1.2: Expand RA for new occupations
in targeted in-demand and
emerging industry sectors.

1.2.A: Increase the state's capacity to recruit new
employers/sponsors, including by leveraging business
leaders and members of the GWDB.

1.2.B. Expand education and outreach to industry on
apprenticeship’s value and return-on-investment, while
working to streamline administrative requirements for
participation.

1.2.C: Collaborate with partners and stakeholders to recruit
successful training and apprenticeship program training
providers to the ETPL; streamline ETPL application process.

13. Invest in what works. Identify
local strategies that are working
and support expansion, replication
and scaling across the state.

1.3.A: Identify best practices in local areas that are scalable and
facilitate the sharing of best practices.

1.3.B: Increase focus on incumbent worker training by
targeting funding for incumbent worker training projects in
conjunction with business.

1.3.C: Maryland will continue investing in proven models at the
State level, such as EARN Maryland and Maryland Business
Works, as well as initiatives being implemented by LWDBs
that have performed well and have potential for replication
and expansion.

2. Advance Equity and Access

Strategies

Activities

2.1 Apply an equity lens to address
Maryland’s labor force participation
inequities and gaps through
identifying barriers facing targeted
populations and expanding services

2.1.A: Work actively through outreach, marketing, business
engagement, and targeted worker preparation to bridge
inequities and ongoing gaps in workforce participation.

2.1.B: Further collaborations with

statewide and local
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to address those barriers.

community organizations, nonprofits, and local agencies that
provide support for dependent care services.

2.1.C: Expand partnership with the Maryland Department of
Health and other entities to support the behavioral health
needs of workers and families.

2.2: Support employers in building
their capacity to recruit, hire, retain,
and upskill employees from diverse
populations.

2.2.A: Educate employers about the resources available to
them to address barriers, the importance of addressing
barriers, and encourage them to implement supportive
policies and practices.

2.2.B: Offer employer incentives for creating inclusive hiring
and workplace policies and practices for diverse populations,
such as funding for workplace literacy courses.

2.3: Align job matching process and
labor exchange systems to support
skills-based hiring.

2.3.A: Establish a framework that recognizes and evaluates
the knowledge and skills gained through prior learning, work
experience, military service, and formal training.

2.3.B: Identify and implement career pathways focused on
skills-based job opportunities.

2.3.C. Encourage employers to reevaluate and adjust
education requirements for jobs, including unnecessary
college degree requirements.

3. Prepare the Future Workforce

Strategies

Activities

31: Increase participation in RA
(particularly School-to-
Apprenticeship) and attainment of
industry-recognized credentials
among high school students.

3.1.A: Develop a comprehensive statewide CTE framework that
clarifies agency roles, responsibilities, and types of programs
available.

31.B: Raise standards of industry alignment and career-
connected outcomes for high school RAs, youth
apprenticeships, and industry-recognized credential
attainment.

3.1.C: Prioritize RA and STAwhen pursuing discretionary grants
to support state programs and when designing state grant
programs, where appropriate.

3.2: Support dissemination and
implementation of best practices
for the deployment of career
counselors to every public middle
and high school in Maryland.

3.2.A; Collaborate across CTE Committee, the Blueprint
Accountability Implementation Board (AIB), LWDBs, and
partner agencies and institutions to convene peer learning
and best-practice sharing opportunities, with an emphasis on
access and equity to ensure career counselors can effectively
engage all students.
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3.2.B: Provide counselors resources and information on the
variety of apprenticeships, other work-based learning, and
related programs available and their alignment with industry
needs, and on opportunities to broaden access for targeted
population groups into promising industries and occupational
areas.

3.2.C. Explore new technologies to provide students and
workers with improved tools to independently explore and
identify matches between their interests and skills and in-
demand occupations and careers.

3.3: Elevate public service as a career
pathway and, where appropriate,
connect opportunities with
workforce development and
apprenticeship.

3.3.A: ldentify opportunities to braid resources to support
participants with barriers to participation.

3.3.B: Identify opportunities to build pre-apprenticeship and
state-RAs into service programs, such as Maryland's Service
Year Option.

4. Improve System Alignment and Accountability

Strategies

Activities

4.1: Revisit policy and performance
incentives and assessment
frameworks to align activities with
the vision for Maryland's workforce
system.

4.1.A: Revisit and, as necessary, revise performance metrics
and incentives, as well as data collection and analysis
capabilities that inform decision-making.

4.1.B: When developing policy, continue to emphasize local
and regional flexibility to customize workforce programs and
services to their area’s unique needs, where possible.

4.2: |dentify and act on opportunities
to enhance the efficiency of the
workforce development system.

42.A: Review and, where needed, improve and streamline
existing resources for job seekers and employers to access
up-to-date information on programs and services.

4.2.B: Streamline collaboration process with community
organizations, nonprofits, and local agencies that provide
support for program participants.

4.3: Foster local innovation to deliver
regionally relevant workforce
solutions that advance the state's
vision and strategies.

4.3.A: Develop and launch investment vehicles that support
local initiatives aligned to the strategies above, including
those driven by LWDBs.

4.3.B: Collaborate with LWDBs to identify key industries in
each region and tailor workforce development initiatives to
meet the specific needs of those industries.
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By focusing on these strategies and activities, Maryland will develop a skilled workforce that
meets the evolving needs of employers, drives inclusive economic growth, and positions the
state as a hub for innovation and industry excellence.
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I1.(b)(3) Performance Goals

Using the table provided in Appendix 1, include the State's expected levels of performance
relating to the performance accountability measures based on primary indicators of
performance described in section 116(b)(2)(A) of WIOA. (This Strategic Planning element
only applies to core programs.)

The U.S. Department of Labor Employment and Training Administration sets performance
goals to measure the effectiveness of workforce development programs. Performance
measures for the 2024 program year are currently being negotiated with the ETA. Some
common areas of focus include:

=  Employment Rates — Goals related to increasing employment rates for individuals
participating in workforce development programs.

= Earnings Increase — Objectives to enhance the earnings of individuals who have
undergone workforce training and development.

" Training Completion Rates — Objectives to increase the rates at which participants
successfully complete training programs.

= Skill Attainment — Targets related to the acquisition of new skills and competencies by
program participants.

= Retention Rates — Related to workers' retention and potentially advancement in a job
or career pathway.
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I1.(b)(4) Assessment

Describe how the State will assess the overall effectiveness of the workforce
development system in the State in relation to the strategic vision and goals stated above
in sections (b)(1), (2), and (3) and how it will use the results of this assessment, which may
include evaluation findings, and other feedback to make continuous or quality
improvements.

To ensure that the workforce system continuously improves, Maryland's WIOA partners will place
the business and job seeker customers who rely on the workforce system at the center of decisions.
Maryland’'s WIOA partners must continue to strive for excellence, innovation, and the best service
delivery possible. People who need services the most will benefit from a system that operates out of
realistic and outcomes-driven expectations and is empowered with the flexibility to take risks and
experiment when needed to serve target populations.

In recognition of the strengths and opportunities outlined in Section Il.(a)(2)(B) Strengths and
Weaknesses of Workforce Development Activities and recognizing the importance of a shared
set of performance benchmarks and success metrics that incentivize the type of performance and
service delivery needed to ensure Maryland’s workforce system realizes the state's vision and leaves
no one behind, Maryland will spend the remainder of 2024 developing a new performance metric
framework. This effort will be led by the GWDB and MD Labor's DWDAL and will include evaluation
of what has and has not worked well, including the implementation of the previous Benchmarks of
Success framework and engagement of state and local partners.
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l. (c) State Strategy

The Unified or Combined State Plan must include the State's strategies to achieve its
strategic vision and goals. These strategies must take into account the State’s economic,
workforce, and workforce development, education and training activities and analysis
provided in Section (a) above. Include discussion of specific strategies to address the
needs of populations provided in Section (a).

[1.(c)(1) Industry Sector, Occupations, and Career Pathways Strategies

Describe the strategies the State will implement, including industry or sector
partnerships related to in-demand industry sectors and occupations and career
pathways, as required by WIOA section 101(d)(3)(B), (D). “Career pathway” is defined at
WIOA section 3(7) and includes registered apprenticeship. “In-demand industry sector or
occupation” is defined at WIOA section 3(23).

1: Supercharge Key Sectors
Setting statewide sector priorities, identifying skill needs, and driving industry leadership and
partnership to shape and deliver workforce solutions. The State's priority sectors include:

» Cybersecurity and Information Technology
» Healthcare and Life Sciences

» Infrastructure

» Manufacturing

*» Transportation and Logistics

» Hospitality and Tourism

These represent top priorities that will be a focal point for state investments and projects.
Highest-demand occupations within these sectors, as well as the prevalence of other high-
priority sectors, may vary by region or local workforce area. GWDB and the State program
leadership commit to respect local geographic diversity. Setting these priorities does not
prevent each local workforce board from focusing on, serving, and addressing local needs.
Sector-specific descriptions are below, followed by summaries of strategies 1.1 - 1.3 in the table
above.

It is important to note that the public sector - including federal, state, and local government -
is a large and growing employer category in Maryland, employing workers across most or all
of the industries listed above. Occupations with particularly high concentrations in the public
sector in Maryland include cybersecurity and IT professionals, healthcare workers, skilled
tradespeople, education workers, and those business/finance and administrative roles.

Across these industries, Maryland will make particular efforts toward diversity and inclusion,
working to expand the diversity of the industries and expand access for populations historically
left behind. Bringing more women into IT and Manufacturing, supporting returning citizens in
accessing a broader range of occupational areas, and expanding options for people with
disabilities are among cross-industry efforts that will be prioritized.

Cybersecurity, Information Technology and Emerging Tech Fields

This industry is a major economic driver for Maryland and provides some of the most growing
and high-paying job and career opportunities. The Moore-Miller Administration is focused on
leveraging Maryland'’s high concentration of cybersecurity and IT-related organizations and
companies in the state, thanks to its proximity to Washington, D.C. Collaboration between
academia, government, and industry fosters advancements in cybersecurity technologies and
practices in regions across the state. For example, The Fort Meade Cyber District, located in
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Anne Arundel County, is a designated area that focuses on cybersecurity and technology. It
includes Fort George G. Meade, a key center for cybersecurity operations. The growth in
Computer Systems Engineering jobs is expected to exceed 10% by 2030, with annual salaries
ranging from $100,000 to $150,000 per year.

There remains significant unmet need among employers and this sector offers a number of
occupations for which four-year degrees may not be required, and to which RA and other skills-
focused training, hiring, and upskilling approaches can be applied. Cybersecurity
opportunities are growing across industries including manufacturing, healthcare,
transportation and logistics, and government.

Maryland will focus on developing a thorough and comprehensive understanding of the
current and projected labor market landscape and available training assets and will target
investments where gaps exist. The IT sector is poised for change in Maryland. There is fear of
job losses resulting from Artificial Intelligence (Al), quantum computing, and other
developments and innovations, but as our understanding of these fields continues to develop,
there are likely also opportunities for expansion and new opportunities in fields we are only
beginning to understand. We must craft workforce and training strategies and accelerate our
education and training institutions’ ability to quickly develop training programs to meet needs
we have yet to identify.

The workforce system'’s efforts will be aligned with and supportive of Maryland State Executive
Order 01.01.2024.02 — Catalyzing the Responsible and Productive Use of Artificial Intelligence
in Maryland State Government, particularly activities focused on Al's workforce impacts as
described in section F.1a.

Finally, this industry is also one that has struggled with diversity, so efforts discussed in the
Advancing Equity and Access strategic pillar of this Plan to expand access for women, people
of color and other groups to opportunities in Cybersecurity, IT and related fields will be critical
to this sector.

Healthcare and Life Sciences

It is evident that Maryland's healthcare industry is diverse and thriving, encompassing various
healthcare providers, biotech, and life sciences. Maryland's healthcare industry includes a wide
range of providers, from home health care services to major teaching hospitals and hospital
centers. Healthcare and Life Sciences are expected to experience significant job growth,
surpassing other industries in the coming years. The healthcare industry in Maryland
anticipates a need for over 12,000 new registered nurses by 2030, with competitive annual
salaries ranging from $74,000 to $93,000. At the same time, the industry is already
experiencing acute shortages in many occupations, so strengthening development of a skilled
healthcare workforce will be necessary for Maryland to remain strong and continue to grow in
this area. Strategies to meet this objective must incorporate open pathways into healthcare
careers, including by leveraging those with relevant occupational experience and credentials
to enter this workforce, such as immigrants and veterans.

Maryland is also a hub for Biotech and Life Sciences, particularly with the |-270 biotech corridor.
The state is home to numerous federal labs, ranking first in STEM concentration, and leading
in federal and NIH obligations for research and development. The [-270 biotech corridor
includes 500+ biotech firms, 2,000 life science companies, federal laboratories, federal
agencies, and renowned medical universities and centers. Companies such as Medlmmune-
AstraZeneca, GlaxoSmithKline, Abbott, Westat, and the University of Maryland Baltimore's
BioPark contribute to the corridor's prominence. The biotech corridor currently holds the sixth
position among similar hubs based on talent, funding availability, and real estate. Maryland
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projects a significant rise in its ranking, aiming to secure the third position or higher in the near
future. Overall, Maryland's healthcare sector appears to be a dynamic and promising industry
with substantial opportunities for growth and development.

The Maryland Direct Support Professional (DSP) Consortium came together in an effort to
alleviate the high turnover rate in the profession. In close partnership with the Maryland
Developmental Disabilities Administration (DDA), the consortium developed a DSP |l
credential, which provides opportunities for DSPs to become more highly skilled and leads to
advancement opportunities and increased wages.

Infrastructure

Maryland'’s infrastructure presents myriad business and work/job opportunities that cross a
number of industry sectors or areas, including manufacturing, construction, transportation,
and the utilities and energy sectors. When considered as a macro sector, infrastructure is one
of the most promising areas for Maryland's economic development, providing mid- and high-
wage jobs and diverse, achievable career pathways.

In terms of Transportation Infrastructure, several major surface transportation infrastructure
projects require close collaboration across stage agencies and local partners to prepare the
required workforce. These includes a total of $7 billion in awards from the USDOT-FRA, which
will support an anticipated 100,000 good-paying jobs in construction and will make the
Amtrak and MARC rail service safer, faster, more reliable and more convenient for passengers.
These projects include replacing the 150-year-old B&P Tunnel with the new Frederick Douglass
Tunnel and replacing three bridges along the rail corridor north of Baltimore.

Notably, Maryland’s state Department of Transportation announced in April 2024 that, in
support of the Baltimore Workforce Hub and the state's workforce development efforts, it is
allocating an unprecedented $24 million of federal funds over six years to support
transportation infrastructure workforce in the state. This initiative, developed in partnership
with Maryland Department of Labor, will help Marylanders enter good jobs in the
transportation sector through increasing access to resources, occupational training, and
critical wraparound services including quality affordable childcare.

Maryland will continue to capitalize on current and planned infrastructure projects to expand
access to good jobs and to supply a quality workforce to major infrastructure projects and the
companies implementing them. To support these projects, the state will need more than
13,000 new construction workers by 2030, with wages that can exceed $50,000 annually. Key
industries and sub-industry areas that will support Maryland’s infrastructure projects over the
coming years include, but are not limited to, general construction, bridge construction, road
construction, public transit expansion, energy, shipping, and ports. Electric Vehicle (EV)
infrastructure will also produce many job opportunities, including necessary retraining and
upskilling of automotive service technicians and mechanics and service station technicians to
service the growing numbers of EVs, electricians at all EV sites, and to infrastructure positions
in electrical power-line installers and repairers, electricians, and other construction jobs.
Workforce initiatives will focus on opportunities for incumbent worker re-training in
conjunction with industry to meet this growing demand.

In addition to transportation infrastructure, additional sub-sector focus areas within
infrastructure include energy, housing construction, and broadband expansion activities
summarized below:

» Energy: Maryland has set the most aggressive GHG emissions reduction goals in the
nation. Under the Climate Solutions Now Act (CSNA) of 2022, a target has been
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established at 60% (over the 2006 level) by 2031 and net-zero emissions by 2045.
Delivering on these goals will require an appropriately skilled workforce in occupations
in construction, utilities, green manufacturing, and electrification occupations
including charging technicians and HVAC transition to installation of hydrogen
infrastructure. Maryland will also continue to develop its offshore wind sector, including
through investments such as Maryland Works for Wind. Maryland’s total approved
offshore wind projects are expected to create more than 12,000 direct full-time
equivalent jobs during the development and construction phase and more than 3,000
jobs during the 20-to-30-year operations and maintenance phase. More broadly,
energy production, transmission and delivery continue to provide many good jobs, and
as noted elsewhere, retirements are significant so training new workers and upskilling
current workers will continue to be necessary. The Eastern Shore for instance expects
700 new linemen jobs as they rebuild the entire power grid.

» Housing: The housing construction industry in Maryland is a significant sector of the
state’s economy, contributing to both residential and commercial development. There
is a growing emphasis on green building practices and sustainability in Maryland's
housing construction industry. Developers and builders are increasingly incorporating
energy-efficient design features, environmentally friendly materials, renewable energy
technologies, and green building certifications (such as LEED and ENERGY STAR) into
residential and commercial projects. Sustainability initiatives aim to reduce
environmental impacts, lower energy consumption, and improve indoor air quality in
buildings.

» Broadband Expansion: There are hundreds of job and career opportunities linked to the
efforts to reduce, and eventually eliminate, the number of communities and residents
being underserved by the current internet infrastructure. Maryland's Office of
Statewide Broadband within the Maryland DHCD is leading this effort.

Some of the occupations resulting from this work will include equipment operators, carpentry,
welders, masonry, charging technicians, HVAC and hydrogen infrastructure workers, a range
of IT-related positions, as well as traditional occupations such as line workers. Maryland is
committed to ensuring all infrastructure jobs, including those in the sub-sectors listed above,
are good jobs. Maryland’s Jobs That Build program, currently supported by ARPA funds,
provides employers in infrastructure fields with funding for payroll incentives as well as
employee support programs for transportation, housing, and childcare needs. To date, the
program has served more than 2,600 workers.

Manufacturing

The pandemic has underscored the importance of a robust, resilient, and adaptable
manufacturing sector for responding to crises and ensuring the availability of essential goods.
The lessons learned from the pandemic underscore the need for continued investment in the
manufacturing sector, with a focus on flexibility, innovation, and collaboration to enhance
resilience in the face of future challenges. Maryland's manufacturing sector includes priority
and key hubs for advanced manufacturing. The State prioritizes manufacturing to support
green and carbon reduction goals with a priority on Green Manufacturing. In the future, the
manufacturing industry's growth will be focused to support Maryland infrastructure projects,
including green industry projects like the offshore wind efforts, railroad and transportation
equipment, and steel. Maryland’s workforce system will also capitalize on strong aerospace
and defense industries. Maryland has a larger population base to draw from for these
industries than competitor states in the northeast and has strong infrastructure and
connections to government departments to continue to spur growth in the industry. The
manufacturing industry will need more than 6,700 new workers by 2030 in positions including
electricians, industrial maintenance, CNC, and others.
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Maryland has a number of strong programs and partnerships to build from in this area. For
instance, at the state level, the Maryland Manufacturing Extension Partnership (MEP) is,
through the EARN program, helping expand new and growing companies in the industry
through initiatives like Lean Six Sigma and the Manufacturing Bootcamp and Incumbent
Worker Training Program. This program has trained more than 150 incumbent workers on
subjects like safety, leadership, and compliance as well as upskilling in new equipment and
technologies.

Transportation and Logistics

The Transportation, Distribution, and Logistics industry sector encompasses a wide range of
jobs and careers involved in the movement of goods and services from one location to another.
This sector plays a crucial role in the economy by facilitating the efficient flow of products
across various supply chains. Commercial Driver's License (CDL) training remains one of the
largest of the State's training fields in use of WIOA Individual Training Accounts (ITAs) and
simply by Maryland’s geography with 1-95 and I-70, the northeast’s largest routes, crossing the
state, trucking jobs will remain plentiful. Truck drivers are not the only occupation in the
industry; the industry also needs dispatchers, fleet managers, pickers, packers, forklift
operators, supervisors, inventory managers, logistics coordinators, and supply chain analysts.
As technology continues to evolve and supply chains become more complex, new job
opportunities are likely to emerge for software developers, data analysts, engineers, and
autonomous vehicle technicians.

Hospitality and Tourism

The GWDB recognizes that entry-level occupations in the hospitality industry can serve as a
crucial step on a career pathway for various workers, particularly younger individuals or those
facing challenges like language barriers or limited skills. Collaborating with educational
institutions and industry partners to create pathways for skill development and education will
provide opportunities for workers to move up the career ladder by enhancing the skills of
entry-level workers, setting them on the path for career advancement. Developing initiatives
focusing on diversity and inclusion within the hospitality industry will create a more
welcoming and equitable work environment for all workers. Addressing language barriers will
help ensure that all workers can effectively coommunicate in the workplace, and offering
support services such as mentorship programs, counseling, or support groups will help them
overcome challenges and succeed in their careers.

1.1 Align workforce programs and resources to Maryland’s targeted in-demand and
emerging industry sectors.

Mapping skills and training assets and identifying gaps are crucial steps in developing effective
sector-specific strategies for workforce development. This process may include performing a
comprehensive skills assessment within each targeted sector to identify the specific technical
and soft skills required for different occupations; analyzing job descriptions and industry
reports, and conducting surveys to understand the skill landscape; creating an inventory of
existing training programs, certifications, and educational courses related to each sector; and
conducting a thorough analysis of the labor market within each sector, including current and
projected demand for skills. The strategy will also consider the impact of technology trends on
skills requirements within each sector and help ensure that training programs incorporate
relevant digital skills and emerging technologies to meet industry demands. The GWDB will
work closely with employers to validate findings and gather additional insights.

Coordinating workforce development initiatives to enable Federal investments and regional

projects requires strategic planning and collaboration among key stakeholders. The more
recent major federal investments and projects in Maryland include the Bipartisan
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Infrastructure Law (BIL), the Inflation Reduction Act (IRA), the Good Jobs Challenge, and the
Baltimore Tech Hub recently designated under the Regional Technology and Innovation Hubs
(Tech Hubs) program at the Economic Development Administration. Baltimore is also one of
five cities across the country named as a Workforce Hub by President Joe Biden, a designation
that will enable Baltimore to train hundreds of city residents to take on the construction jobs
that will be needed to complete and sustain the new Frederick Douglass Tunnel, among other
development projects.

The City of Frederick is part of the National League of Cities’ Good Jobs, Great Cities Program,
which includes 16 cities working to develop innovative and scalable city-supported solutions
that upskill and reskill workers into quality, high-demand jobs in infrastructure, clean energy,
and advanced manufacturing jobs. Great Jobs, Great Cities focuses on supporting residents
from historically underserved and underrepresented communities in order to address key
shortcomings in their education and workforce ecosystem. Maryland plans to align several of
these investments with its priority sectors.

The GWDB will leverage the Community Services Block Grant (CSBG) resources through the
network of seventeen Community Action Agencies in Maryland to promote economic stability
and mobility among low-income populations. The CSBG's services include employment
assistance; education and training programs; housing and energy assistance; emergency
services (food and shelter); health care and nutrition services; youth programs; community
development initiatives. The CSBG program supports a range of direct services designed to
assist low-income individuals and families with achieving self-sufficiency.

By systematically mapping skill needs, availability of those skills in the current labor market,
and existing training assets, the GWDB and workforce system partners can develop targeted
sector-specific strategies that align with the evolving needs of industries and can tailor
investments to strategically fill specific gaps. This approach ensures that the workforce is
equipped with the right skills to contribute to the growth and competitiveness of key sectors
within the state.

Maryland will continue to invest in what we know already works to support regional sector
partnerships in these sectors, particularly in EARN Maryland. The state will also explore
additional funding opportunities and will support and partner with regional and local partners
including workforce boards to explore opportunities to finance regional and local sector
strategy investments. There will also be a new focus on infusing private and philanthropic
resources into new projects to optimize state investments.

1.2 Expand RA for new occupations in targeted in-demand and emerging industry sectors

Expanding Registered Apprenticeship (RA) programs for new occupations and participants,
with employers taking a leading role, is a priority for the Moore-Miller Administration.
Additionally, the Maryland General Assembly has set ambitious targets around RA expansion:
the General Assembly’'s Apprenticeship 2030 Commission is focused on strategies to reach
60,000 Registered Apprentices across the state, while the Blueprint law aims for 45% of public
high school graduates to have completed the high school level of a Registered Apprenticeship
or another industry-recognized credential by the time they graduate. This strategy will build
on recent or planned investments the Moore-Miller Administration has announced that
expand RA into sectors such as government, public safety, and hospitality, and will require the
continuous identification and introduction of new occupations to the RA model that align with
the evolving needs of industries, including emerging technologies and changing job roles.
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To expand access to these opportunities among populations historically underserved through
the apprenticeship model - such as women, people of color, and people with disabilities -
outreach and support mechanisms that ensure inclusivity and diversity in apprenticeship
participation will be a priority. The GWDB and MD Labor will also continue to encourage and
support employer collaboration to develop curriculum, training materials, and performance
benchmarks and recognize employers who demonstrate a commitment to developing their
talent pipelines and expanding access to good jobs through apprenticeships.

GWDB and MD Labor are committed to support local and regional efforts toward expanding
apprenticeship through providing technical assistance, helping build connections between
local areas and key business/industry sectors and industry organizations, and among areas to
support building and expanding high-quality apprenticeship programs.

The workforce system will expand education and informational outreach and other
communications to continue educating employers, educators, individuals, families and other
stakeholders on the value of apprenticeship to expand the pool of participants.

Maryland Labor will also work to expand the pool of training providers delivering
apprenticeship and other training. MD Labor will work to recruit and engage a broader pool of
providers to add successful and promising training and apprenticeship programs to the
Eligible Training Provider (ETPL) list. Maryland will streamline the processes and support
providers, including businesses and industry groups, in the ETPL application process and
securing referrals from WIOA Title | to their training programs.

1.3. Invest in what works. Identify local strategies that are working and support expansion,
replication, and scaling across the state.

Maryland recognizes the importance of strategic investment in proven local initiatives that are
yielding positive outcomes, especially in Maryland'’s key industry sectors. This involves closely
collaborating with local businesses, commmunity organizations, and educational institutions to
pinpoint effective programs that have demonstrated tangible results. Whether it is
apprenticeship programs, mentorship programs, skill development initiatives, or language
access services, the goal is to invest resources wisely in initiatives that have proven their
effectiveness. Maryland will continue investing in proven models at the State level, such as
EARN Maryland and Maryland Business Works, as well as initiatives being implemented by
LWDBs that have performed well and have potential for replication and expansion.

Maryland and the nation face major retirements in key sectors, including manufacturing and
construction. The first source for filling these vacancies will be younger or less experienced
workers. Maryland will specifically work with business to expand and fund incumbent worker
training programs to support this upskilling of the current workforce and dedicate parallel
effort of the local workforce programs to provide new workers to fill the entry-level positions
opened up through this upskilling. Maryland will also continue to invest in proven models such
as EARN Maryland as described in prior sections of this Plan.

Maryland seeks to create a statewide framework that maximizes the impact of successful
strategies and provides financial support, resources, and guidance to facilitate the expansion
of these initiatives to reach a broader audience. Through this commitment to investing in what
works, Maryland aims to build a resilient workforce, unlocking opportunities for workers to
thrive and progress along their career pathways. This strategy aligns with our broader vision of
fostering economic growth, promoting workforce development, and ensuring that all
residents have access to meaningful and sustainable employment opportunities.
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2: Advancing Equity and Access

Ensuring equitable access to quality training and employment opportunities to all
Marylanders and supporting employers in hiring, retaining, and upskilling diverse talent
includes engaging with communities that are underrepresented in the labor force, and
collaborating with community organizations, non-profits, and local leaders to ensure that
information about employment opportunities and support services reaches every corner of
the state.

Addressing the growing need in the care workforce is paramount. Aligning workforce
programs and resources with Maryland's targeted in-demand and emerging industry sectors,
notably the social assistance subsector, which is projected to grow by 48%, is crucial. A
recognized impediment to employment and workforce participation is "Family Care/"
encompassing all caregiving responsibilities. Maryland can address two challenges at the
same time by expanding training to bring more workers into the dependent care industry,
while at the same time expanding that industry and its workforce will open up new and
expanded dependent care spaces for families of workers across the workforce. Maryland will
continue to support statewide and local strategies to provide supportive services for the
workforce, ensuring services such as childcare, transportation, housing, healthcare, mental
health, and many others for participants in workforce programs and for workers in conjunction
with employers.

Forty-five percent of Maryland's 55+ population remains active in the workforce, a substantial
number totaling 820,718 individuals. The representation of older adults in the workforce is
poised to exceed 25% and the GWDB recognizes that experience and knowledge are timeless,
with their transfer to younger generations playing a pivotal role in fostering economic growth.
Embracing age diversity, the GWDB supports a multigenerational workforce trend and
endorses educational and vocational institutions offering upskilling, reskilling, and training
opportunities for older adults and those re-entering the workforce (such as women after child-
rearing). The GWDB is aligned with the Maryland Dept of Aging's new Longevity-Ready
Maryland initiative that prioritizes the well-being of older people, people living with disabilities,
and caregivers across all of state government, proactively addressing the needs arising from a
growing older adult population.

The GWDB is also aligned with the Maryland Department of Disabilities workforce programs
that are aimed at supporting individuals with disabilities in obtaining and maintaining
employment the state’ cross agency Employment First® efforts, which are based on a national
framework led by the US Department of Labor's Office of Disability Employment Policy. Aimed
at individuals with the most significant disabilities, Maryland’s efforts promoted competitive,
integrated employment and was the second state in the country to eliminate subminimum
wage. These programs are designed to promote inclusion, accessibility, and equal
opportunities in the workforce.

The GWDB and many LWDBs support the Maryland Department of Corrections programs and
services to support returning citizens, those individuals who are transitioning from
incarceration back into the community, with programs designed to help returning citizens
successfully reintegrate into society, reduce recidivism, and build a productive and law-abiding
life.

5 For the purposes of this Plan, Maryland views Employment First as a framework centered on the
premise that all individuals are capable of full participation in the workforce, and that as a system
Maryland must strive to support all individuals on a pathway to meaningful, competitive, employment with
family-sustaining wages.
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2.1 Apply an equity lens to address Maryland'’s labor force participation inequities and
gaps.

Recognizing the persistent labor force participation inequities and gaps in Maryland, the
GWDB's approach is to apply an equity lens to systematically address and rectify these
disparities, recognizing certain demographic groups, including but not limited to
communities of color, individuals with disabilities, and marginalized populations, face barriers
that hinder their full participation in the labor force. This strategy will include conducting in-
depth data analysis to identify specific disparities in labor force participation across various
demographics. This data-driven approach identifies the root causes of inequities and tailors
interventions accordingly.

Applying an equity lens to Maryland's labor force participation efforts, Maryland can create an
environment where all individuals, regardless of background, have equal access to and
representation in the workforce. This commitment aligns with the vision of a fair, inclusive,
and thriving economy for the benefit of all Maryland residents.

2.2: Expand access to supportive services for job seekers facing barriers to employment
and/or training.

Addressing barriers, such as limited availability of accessible and affordable transportation or
dependent care, is crucial for ensuring equal access to employment and workforce
development opportunities. It is not only childcare, but options and programs for partner care,
elder care, and “other” care for whoever in a household may require the support and the
presence of a caregiver. Collaborating with employers, community organizations, nonprofits,
and local agencies that provide support for services is critical to determining viable solutions.
Maryland’s workforce system will consider workforce development programs with flexible
scheduling, including evening and weekend options, to accommodate individuals with
diverse schedules and responsibilities.

One potential strategy is to develop improved tools for workers at all levels to learn about and
put in place savings for future care needs. By implementing a multifaceted approach that
involves collaboration with employers, community organizations, and policymakers, Maryland
can effectively address situational barriers, making employment and workforce development
opportunities more accessible and inclusive for all residents.

Maryland is committed to fostering collaboration with key public agency partners to address
critical aspects affecting workforce development. Including expanding rates of driver's license
attainment as a fundamental step in accessing job opportunities. Costs associated with
driver's education, testing fees, and license application fees can be a significant barrier,
especially for low-income individuals. Individuals with limited proficiency in English may
struggle with understanding written materials and communicating during the testing
process. Often considered the first industry-recognized credential, a driver's license plays a
pivotal role in facilitating access to various jobs.

An important commmunity partner includes the network of seventeen Community Action
Agencies in Maryland funded by the Community Services Block Grant (CSBG) program to
support economic stability and mobility among low-income populations, providing
employment assistance; education and training programs; housing and energy assistance;
emergency services (food and shelter); health care and nutrition services; youth programs; and
community development initiatives.
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Partnering with the Maryland Department of Transportation Motor Vehicle Administration
(MVA) to address barriers for citizens obtaining drivers can contribute significantly to
workforce development and overall community well-being. The GWDB will explore the
possibility of setting up support services within MVA offices or in collaboration with
community organizations to assist individuals with the application process and provide
informational materials and resources to guide citizens through the application process.

Additionally, Maryland acknowledges the significant challenges posed by housing instability
to worker stability and employment. Working with the Maryland DHCD. DHCD administers
various programs aimed at increasing the availability of affordable housing for Maryland
residents. This effort seeks to not only address the pressing issue of worker housing stability
but also contribute to the expansion of housing construction across the state. Through this
strategy, the GWDB will explore additional supportive service collaborations to create a
comprehensive approach that uplifts workers and their families.

By aligning efforts with public agencies and implementing targeted strategies, Maryland aims
to enhance the overall well-being of its workforce, ensuring that individuals have the
necessary tools and support to secure meaningful employment, advance their careers, and
achieve stability.

2.3: Support employers in building their capacity to recruit, hire, retain, and upskill
employees from diverse populations.

Addressing barriers is essential for promoting fair and inclusive workforce development.
People with disabilities, older workers, and people with criminal histories often face challenges
in accessing employment opportunities. Diversity, Equity, and Inclusion, and Accessibility
(DEIA) policies do not always include protections for older workers or promotion of age
diversity and algorithmic bias in employment software dismisses older workers and people of
color. There are too many penalties, across the workforce, genders, ages, etc., for moving out
of the workforce for periods of time. We must support businesses in removing this barrier to
equitable advancement pathways.

This strategy may include encouraging employers to consider an individual's qualifications
first, allowing for a fairer assessment, and promoting fair chance hiring practices that provide
individuals the opportunity to demonstrate their skills and qualifications. Providing resources
for employers to foster diverse and welcoming environments will help strengthen anti-
discrimination policies to ensure that workplaces are inclusive and free from bias.

Through this strategy, Maryland can work towards creating a more inclusive workforce
environment that supports individuals with criminal records in their efforts to secure
employment and contribute positively to their communities.

2.4: Align job matching process and labor exchange systems to support skills-based hiring.
Maryland aims to be at the forefront of workforce development, promoting a skilled and
adaptable workforce that meets the needs of a dynamic and evolving economy, and is
pursuing several approaches to advance skills-focused training, recruitment, hiring and
retention strategies in both the public and private sectors.

Aligning credit for prior learning and experience with career pathways, including licensing and
RA opportunities, is a strategic approach to opening up opportunities for all Marylanders and
recognizes and values the unique skills and experiences that many including veterans and
skilled immigrants bring to the workforce. This strategy will include establishing a framework
that recognizes and evaluates the knowledge and skills gained through military service, work

MARYLAND STATEWIDE WORKFORCE DEVELOPMENT PLAN DECEMBER 2024



experience, and formal training and identifying specific opportunities to integrate credit for
prior learning into licensing and RA programs. This will also require collaboration with local
areas, particularly those with concentrations of these populations.

Collaborating with policymakers to remove barriers and creating supportive policies at the
state and federal levels that recognize and reward skills through credit for prior learning is
critical. This is particularly relevant for many of our key industries and will be addressed by
continuing to explore methods of recognizing credentials and experiences gained in the
military; credentials, learning, and skills from other countries; and the learning and credentials
individuals gain while incarcerated. Maryland can leverage work already being done on
crosswalks and prior learning assessment efforts already being developed in partnership with
industry.

The Maryland General Assembly included in Maryland’s Fiscal Year 2025 budget funding for
the GWDB to conduct and publish a study on advancing skills-based hiring approaches,
including identifying best public and private sector practices, and preparing actionable policy
and program recommendations for the Governor and General Assembly to consider. This
provides a focused opportunity to explore and plan this strategy further in 2024 to 2025.

3: Preparing the Future Workforce

Transforming and expanding career-connected learning opportunities for youth and young
adults to ensure every young person has access to a family-sustaining career pathway,
regardless of their plans to obtain a college degree, and employers are partners in building the
talent pipelines of the future. Maryland recognizes that efforts to prepare the future workforce
begin as early as possible in students’ education. Some initiatives are formally providing career
information and preparation in early elementary school, and cross-cutting skills can be
developed at the earliest ages. We support our education system in creative opportunities to
weave career-connected learning in conjunction with industry at all levels of education. And
there can be multi-generation initiatives like linking family literacy into Head Start
programming or partnering with the Department of Budget and Management for training of
childcare workers to meet the ever-growing need for childcare providers.

3.1: Increase participation in RA (particularly School-to-Apprenticeship) and attainment of
industry-recognized credentials among high school students.

The College and Career Readiness (CCR) Pillar of the Blueprint for Maryland’s Future aims to
ensure that students graduate from high school with the knowledge and skills required to be
successful as they enter college or begin their career, and that they are on a structured career
pathway at the time of graduation.?” This necessitates the creation of a CTE system that offers
rigorous high school apprenticeships as the primary industry-recognized credential that
produces graduates ready and qualified to work within in-demand fields.® As such, the GWDRB's
CTE Committee is defining the types of apprenticeship programs and industry-recognized
credentials that will count toward the Blueprint's ambitious goal that, by the 2030-31 school
year and each year thereafter, 45% of public high school graduates will have completed the
high school level of a RA or another industry-recognized credential by the time of graduation.

The CTE Committee is focusing on aligning and supporting collaboration across partners,
including MD Labor and MSDE, to significantly expand RAs for high school students using the
School-to-Apprenticeship model that currently operates on a relatively small scale in Maryland.

8 The Blueprint for Maryland’s Future bill text, https://aib.maryland.gov/Pages/blueprint-law.aspx
7 Apprenticeship 2030 Commission 2023 Interim Report, January 2024, https://bit.ly/424pf9d
8 AIB’s Blueprint Comprehensive Implementation Plan, Updated August 2023, https://bit.ly/3U0YBf9
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School-to-Apprenticeship will be considered the preferred method for fulfilling the Blueprint’s
45% goal, in recognition of RA as a “gold standard” workforce development model.

The CTE Committee is also developing a new definition and set of criteria by which the
Committee will approve industry-recognized credentials of value, as well as new criteria for
allowing non-registered youth apprenticeships to count toward the Blueprint 45% goal only
when apprentices earn an industry-recognized credential or earn credit toward an industry-
recognized credential.

Additionally, the GWDB (including the CTE Committee), MD Labor, and all WIOA partners are
committed to actively and regularly pursuing federal discretionary grant awards to support
the expansion of RA. As opportunities become available, Maryland's workforce stakeholders
will collaborate on applications to bolster the State's resources for this successful “earn and
learn” model.

3.2: Support dissemination and implementation of best practices for the deployment of
career counselors to every public middle and high school in Maryland.

Supporting career counselors in middle and high schools in Maryland is crucial for providing
students with comprehensive guidance and support. This strategy will foster collaboration
across stakeholders, including school administrators, teachers, parents, and local businesses,
to create a supportive network for career counseling initiatives and potentially establish
partnerships with community organizations and workforce development agencies to broaden
resources. A key to this strategy is implementing early career exploration programs at the
middle school level to introduce students to various career paths and industries as well as the
range of training options available. It will involve partnering with businesses to offer hands-on
experiences and mentorship opportunities, including apprenticeships. The work of career
counselors will be complemented by other Blueprint work to partner with employers to build
out School-to-Apprenticeship RA programs and other credentialing opportunities for high
school students. New online and technology-based resources may also be tools engaged by
career counselors to support students’' exploration, including matching interests and skills to
in-demand occupations and careers.

The GWDB CTE Committee and the Maryland Workforce Association have spearheaded efforts
to provide training and develop and disseminate best practices. The GWDB and will continue
to work together, along with other partner agencies at the state and local level, to expand
career counseling and to develop and disseminate best practices that will foster continued
improvement as this new program is being implemented.

By implementing this strategy, Maryland can support career counselors, ensuring that
students receive the guidance and support needed to make informed decisions about their
future careers.

3.3: Elevate public service as a career pathway and, where appropriate, connect
opportunities with workforce development and apprenticeship.

Elevating service as a career pathway and integrating paid service opportunities, such as
Maryland's new Service Year Option, with workforce development and apprenticeship
programs is a valuable strategy to promote civic engagement, skill development, and
attainment of industry-recognized credentials. Maryland's workforce system will support
integrating service-related career pathway planning into workforce development programs,
establishing partnerships with service organizations, including those offering the Maryland
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Service Year option, and collaborating on designing programs that integrate service
experiences with workforce development and apprenticeship initiatives.

4: Improve System Alignment and Accountability

Revisiting and, where needed, revising system-wide performmance goals, expectations,
coordination activities, accountability, and feedback loops to ensure program partners are
working together efficiently and effectively in a way that supports the vision for Maryland'’s
workforce system. We will work toward new or improved measures that tell the story of our
work, recognizing that “data isn't information” and qualitative measures can supplement the
systems'’ required performance measures.

4.1: Revisit policy and performance incentives and assessment frameworks to align
activities with the vision for Maryland’s workforce system.

Revisiting policy and performance incentives, as well as assessment frameworks, is a key
activity for the GWDB and MD Labor to undertake to ensure that Maryland's workforce system
aligns with the state's vision and is structured in a way that will ensure employers and target
populations are served well by the workforce system. The GWDB will seek input on the
effectiveness of existing policies and gather insights on areas that require attention, through
consultations with key stakeholders, including government agencies, employers, educational
institutions, community organizations, and workforce development professionals.
Implementing the strategy will include conducting a thorough review of current workforce
development policies to identify areas that may need adjustment or enhancement and
ensure that policies are aligned with the state's overall vision and priorities for economic
development and workforce improvement. Activities like cross-program referral and
customer data management need continued attention to collect and maintain data and
reduce duplication while maintaining confidentiality and privacy.

4.2: Identify and act on opportunities to enhance the efficiency of the workforce
development system.

In striving toward seamless alignment and coordination, Maryland'’s workforce system will also
work to identify opportunities to increase efficiencies and facilitate cross-program and cross-
partner collaboration in serving businesses and jobseekers. One identified opportunity to
support this is by developing a centralized resource for job seekers and employers to access
up-to-date information on programs and services, as well as tools to facilitate program intake
and referrals.

To address this opportunity, the GWDB, MD Labor, and other core partners will explore
strengths and challenges associated with existing tools and platforms, including the MWE,
and whether there are opportunities to improve on or redesign digital solutions for employers
and jobseekers.

4.3: Foster local innovation to deliver regionally relevant workforce solutions that advance
the state’s vision and strategies.

Fostering local innovation to deliver regionally relevant workforce solutions is a strategic
approach that aligns with the broader statewide vision and priorities. This approach recognizes
the importance of tailoring workforce development initiatives to the unique needs and
characteristics of different regions within the state. By fostering local innovation and tailoring
workforce solutions to regional needs, Maryland can create a more agile and responsive
workforce development system. This approach not only supports the statewide vision but also
enhances the economic resilience and competitiveness of individual regions within the state.
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Many local areas across Maryland are already delivering relevant workforce solutions that may
be scalable by working together.

Several local workforce areas across Maryland are pursuing sector-based industry partnerships
with business and building new approaches to training through those initiatives, including
Apprenticeships and work-based learning in non-traditional industries such as IT, childcare,
and healthcare. Most local workforce areas are delivering entrepreneurship training and
building partnerships with small business programs, in recognition of the many changes the
new economy is making to the nature of work and the need for these creative, self-starting,
and more nimble skills in the current and future workplace. Some local workforce areas are
working toward common intake forms, automated support for referrals to help ensure
individuals get access to additional services from which they may benefit, and more
comprehensively shared data systems across partners.
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[1.(c)(2). Program Alignment Strategies

Describe the strategies the State will use to align the core programs, any Combined State
Plan partner programs included in this Plan, required and optional one-stop partner
programs, and any other resources available to the State to achieve fully integrated
customer services consistent with the strategic vision and goals described above. Also
describe strategies to strengthen workforce development activities in regard to
weaknesses identified in section li(a)(2).

Maryland’s program-level alignment strategies include three main components:

1) WIOA Alignment Group Activities

2) Connections with the MWA

3) Other workforce stakeholders, such as Maryland’'s Community Colleges, CSBG partner
agencies, occupational training providers, and State-level sister agencies

WIOA Alignment Group Activities

Several WIOA alignment activities have been conducted via the WIOA Alignment Group,
whose purpose is to align core programs and services, one-stop partner programs, and other
resources at the program leadership level to achieve fully integrated customer services
consistent with the strategic vision and goals. The WIOA Alignment Group builds on
established partnerships with state agencies, industry and workforce intermediaries, Local
Areas, and training providers to support program alignment and expansion, particularly for
vulnerable populations, youth, and dislocated workers.

Other alignment activities that GWDB, DWDAL, or other workforce system representatives at
the state level engage in include:

» Eligible Training Provider List (ETPL) expansion to increase participation of education
and training institutions in WIOA-funded training. The ETPL includes an extensive
menu of trainers, including EARN Maryland training partnerships and RAs, broadening
the pool of potential training options for program participants seeking training.
Additional efforts continue to build on these successes and make training more diverse
and more accessible.

= Aligning Perkins CTE State Plan development with WIOA State Workforce Plan
development for the first time, through collaboration between the GWDB's CTE
Committee and MSDE.

» Coordination and alignment with the Maryland Department of Commerce, whose
Secretary sits on the GWDB's Executive Committee as well as the CTE Committee, on
current and projected priority sectors for aligning workforce and economic
development efforts, convening industry and engaging industry perspectives on
crucial policy issues such as defining industry-recognized credentials.

» The Skilled Immigrant Task Force, a collaboration between MD Labor and DHS
Maryland Office of Refugees and Asylees (MORA), as well as the Integrated English
Literacy and Civics Education Program, a program delivered via coordination between
Title Il and local WIOA Title | programs.

» Continued integration of TANF and SNAP into the wider WIOA system as full partners,
increasing meaningful access to WIOA services for TANF/SNAP work-eligible
individuals who are determined to be ready, supported, and eligible. Since many TANF
recipients fall into WIOA Priority of Service populations, integration is critical, and so
the State agencies are providing extensive technical assistance to local service delivery
entities toward more extensive co-enrollment and services, expanding co-location
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efforts and linking TANF and/or SNAP recipients to the full range of WIOA training
models.

» Since 2018, MD Labor has worked to align with other departments, including Maryland
Departments of Health, including the Maryland Office of Overdose Response, and
Public Safety and Correctional Services (DPSCS) to mitigate the impacts of the opioid
crisis on Marylanders. MD Labor has invested over $10 million in multiple strategic
initiatives that were developed in partnership with other state agencies and key
stakeholders.

» The GWDB Executive Director serves on the Cyber Maryland Board for TEDCO
(Maryland Technology Development Corporation), on behalf of the Secretary of MD
Labor. The Cyber Maryland Board has been tasked by the Maryland General Assembly
with conducting a labor market analysis and developing recommendations for
policymakers and for public-private partnerships to address cybersecurity talent
needs. TEDCO is an independent instrumentality of the State of Maryland, established
in 1998 to facilitate the creation of businesses and support their growth in all regions of
the State. This engagement will support the alignment of workforce activities focused
on this sector and will ensure efforts undertaken by TEDCO and the State (including
the GWDB) to assess market needs and solutions are additive rather than duplicative.

» The Correctional Education Council (CEC) is a statutorily mandated group that is co-
chaired by MD Labor and DPSCS. The Council was established in 2008 to oversee the
implementation of the Correctional Education program. Topics at CEC meetings
include classroom instruction, implementation of the Tablet Program, Special
Education initiatives, expanded library resources, increased occupational
opportunities, transition services, and opportunities for post-secondary education.

» The Two-Generation (2Gen) Economic Security Commission, overseen by DHS,
includes MD Labor representation, as well as other State partners, and works to
advance opportunities to end the cycle of poverty through coordinated activities, such
as “cradle to career” planning.

*  When applicable, MD Labor and GWDB contribute to federally or state-required
planning activities, such as those completed by the Maryland Higher Education
Commission (MHEC) and the Maryland Department of Health. Specifically, the
workforce system contributes labor market analysis and suggestions such as
establishing RA programs to meet employer demands to partner agencies’ strategy
documents.

MWA

The MWA is the membership organization of the executive directors of Maryland’s 13 Local
Areas and their LWDBs. The LWDBs are established in each area to ensure that each area’s
workforce is well-prepared to meet the current and future needs of local employers. The MWA
works with the GWDB, MD Labor and system partners to support a comprehensive and
aligned workforce system. Through the MWA, the GWDB and MD Labor leadership
collaborate with LWDB directors regularly, including a monthly meeting to share updates,
identify opportunities for collaboration, and discuss other important matters pertaining to the
workforce system.The MWA President is a required voting member of the GWDB per
Executive Order 01.01.2023.22.

Other Workforce Stakeholders

In addition to the many partners listed above, Maryland is also working to further integrate
other relevant stakeholders into the traditional workforce system, including the CSBG and
other critical partners. This includes, but is not limited to, community colleges, organizations
that provide occupational training, and other State agencies that have not historically been
engaged in workforce development. Low levels of unemployment, coupled with significant
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federal investments following the pandemic, have increased the need for collaboration on
occupational projects. For example, MD Labor and the GWDB frequently connect with other
executive-level departments to support them in grant applications and labor market
decisions as they work to bolster their workforce. Examples of recent collaborations include
the Maryland Energy Administration and the Maryland Department of Natural Resources.
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lll. Operational Planning Elements

(a) State Strategy Implementation. The Unified or Combined State Plan must include-

(1) State Board Functions. Describe how the State board will implement its functions under
section 101(d) of WIOA (i.e., provide a description of Board operational structures and
decision-making processes to ensure such functions are carried out).

The GWDB serves as the Governor's chief strategy and policy-making body for workforce
development by engaging key business, labor, education, community, and State and local
government leaders to collaborate and advise the Governor on business-led workforce
approaches that advance Maryland's economic competitiveness and build pathways to work,
wages and wealth for all Marylanders.

The GWDB is a business-led board with a majority of its members representing the industrial
and geographic diversity of Maryland’'s business community. Additional voting members
include the Governor, cabinet secretaries, college presidents, the state Superintendent of
Schools, state and local elected officials, labor organizations, and representatives of nonprofit
organizations. As of 2022, the GWDB includes the CTE Committee, created as a part of the
GWDB under state law to establish an integrated system of CTE that prepares students for
career success and aligns to employers' talent needs.

Governor Wes Moore began an overhaul of his GWDB in September 2023, when he joined
recently appointed leadership and members, including a new Executive Director, Chair, and
Vice Chair, at a public meeting of the Board. There, he co-facilitated discussion of his priorities,
his expectations for the GWDB's role in Maryland, and what is and is not working well in
workforce development today. In December 2023, Governor Moore issued Executive Order
01.01.2023.22 to further define the role of the GWDB within Maryland’s workforce system and
toimprove its operational efficiency and effectiveness by streamlining its voting membership.

As articulated in this Executive Order, the priority focus areas and functions of the GWDB
under the Moore-Miller Administration include, but are not limited to:

» Building talent pipelines to supercharge growth in Maryland's key industry sectors;

» Addressing barriers to employment experienced by underserved populations;

» Expanding access to affordable, high-quality, career-connected experiential learning
and industry-recognized credentials, including apprenticeship and career and
technical education (CTE) opportunities;

= Aligning systems, services and resources to strategically leverage Maryland's assets;
and

=  Supporting collaboration with LWDBs and other local stakeholders to ensure those
closest to workforce challenges are central to the solutions.

The GWDB'’s vision for Maryland's workforce system is an aligned and coordinated system
delivering talent solutions that support a dynamic, inclusive, and competitive economy,
creating opportunities for all businesses to thrive and for every Marylander to access pathways
to work, wages, and wealth.
This vision includes:
» A highly efficient, coordinated, and collaborative ecosystem of state and LWDBs,
partner agencies, institutions, and employers; and,

MARYLAND STATEWIDE WORKFORCE DEVELOPMENT PLAN DECEMBER 2024



» [Increased access to and affordability of both degree and non-degree pathways to
quality jobs and family-sustaining careers.

The GWDB's mission is to develop strategies, drive alignment, and accelerate implementation
of innovative workforce development solutions that build robust talent pipelines for
Maryland’s employers and advance pathways to work, wages and wealth for all Marylanders.
To support this vision and mission, the GWDB has adapted core values from the Moore-Miller
administration to serve as the value basis for not only the GWDB but for Maryland'’s workforce
system and its partners in their work to realize this vision. These core values include:

» Belnnovative: Collaborate across agencies and stakeholders to identify and implement
bold solutions.

» Be Data-Driven: Rely on data and experiences to inform our decisions.

*  Move Urgently: Move quickly and diligently with a purpose.

» Challenge the Status Quo: It's okay to disagree and offer a new viewpoint

» Be Outcomes-Focused: Spend each day focused on leaving no one behind

To ensure the GWDB is able to carry out the above functions and to execute on the above
vision, mission and values, the GWDB relies on the following key oversight and management
positions:

= A GWDB Chairperson who presides over all meetings, appoints committees, and is
responsible for leading the Board in its activities and for serving as a principal liaison
between the Governor and the Board, along with the Board's Executive Director. As
necessary to facilitate the Board's performance of its WIOA duties and responsibilities,
the Chairperson duties include: facilitating and driving high-performance governance
of the Board; setting priorities and meeting agendas with the Executive Director;
holding Board members and committees accountable to established goals and
milestones; communicating and coordinating with the Executive Director; facilitating
Board and Executive Committee meetings; appointing Board members to
committees, as appropriate; serving as an ambassador of the Board and of Maryland’s
workforce system; and various advocacy and public relations responsibilities.

» A GWDB Vice Chairperson who serves at the pleasure of the Board Chair, carrying out
the functions of the Chair in their absence and providing strategic thought partnership
to the Chair and Executive Director of the Board.

» An Executive Committee that is comprised of a majority membership representing
private sector employers, including the GWDB Chair and Vice Chair, one member
representing community-based organizations, and four members of the Governor's
cabinet representing the most essential partners in workforce development: MD Labor,
the Maryland Department of Commerce, the MSDE, and the MHEC. The Executive
Committee steers overall Board strategy and develops recormmendations to the Board
in the areas of strategic planning, legislation, and operations.

»  GWODB staff members, led by an Executive Director, provide strategic support, subject
matter expertise, and administrative support to the Board to ensure it successfully
carries out its functions under WIOA, under Maryland state law, and within the broader
workforce development ecosystem in Maryland.

The GWDB has leveraged the development of this State Workforce Plan as an opportunity to
build new relationships, deepen partnerships, and align stakeholders around a shared strategy
that includes areas for the GWDB to lead in implementation. For the first time in Maryland, the
WIOA State Workforce Plan has been developed with business-driven Board leadership and
has engaged direct feedback from and collaboration with LWDBs.
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To accelerate implementation of this State Workforce Plan, the GWDB will focus its efforts on
bringing together industry leaders to map skill needs and inform sector strategies and state
investments, on fostering greater alignment and coordination among partners, on exploring
new innovative approaches including investment vehicles for workforce programs, and on
supporting collaboration with LWDBs. In addition, the GWDB is also committed to fulfilling its
strategic leadership and oversight roles in Maryland’s CTE and youth apprenticeship system
via its CTE Committee, as required under the Blueprint for Maryland’s Future, and is examining
current practices to ensure complete fulfillment of its WIOA responsibilities.

(2) Implementation of State Strategy. Describe how the lead State agency with
responsibility for the administration of each core program or a Combined State Plan
partner program included in this plan will implement the State’s Strategies identified in
1i(c) above. This must include a description of—

(A) Core Program Activities to Implement the State’s Strategy. Describe the activities the
entities carrying out the respective core programs will fund to implement the State’s
strategies. Also describe how such activities will be aligned across the core programs and
Combined State Plan partner programs included in this plan and among the entities
administering the programs, including using co-enrollment and other strategies, as
appropriate.

To support Maryland's comprehensive and collaborative workforce system, the Maryland
WIOA Partners are committed to ensuring effective coordination and alignment of the State's
WIOA programs through strategic policy development, coordinated resource sharing, and
collaboration with local and regional partners. Together, Maryland's WIOA Partners will
facilitate the creation of a strong, skilled workforce that effectively connects with businesses
to help them compete in the global, State, and local economies. Consistent with Governor
Moore's vision, the WIOA Partners will continue to ensure that customers are provided with
the services they need, in a way that avoids duplication of programs and activities carried out
through the system.

WIOA Partners will also conduct strategic outreach to entities outside of the formal WIOA
network to: (1) educate them on the vast array of services, programs and supports available
through the WIOA network in an effort to raise awareness among their customers; and (2) to
learn about the available services and supports that exist outside of the WIOA network that
could potentially benefit jobseekers, such as health resources, child care services, financial
empowerment tools, and library resources.

MD Labor's DWDAL leads the State WIOA workforce system’s implementation of operational
protocols, programs, and practices. The Division is committed to the collaborative
implementation of policies and procedures that promote systems improvement, efficient
operations within the AJC system, and the expansion of established best practices related to
service provision. Maryland is positioning itself to make certain that investments in the State's
workforce system foster an ecosystem of innovation. With a commitment to continuous
improvement, Maryland will continue to take a customer-focused approach to workforce
development issues to successfully meet both jobseeker and business needs.

Core program activities to implement the State’s strategy include:

=  MD Labor includes WIOA Partners in policy decision-making meetings as well as shares
completed policies with them through the State’'s WIOA network email.

=  The WIOA partners, at the local and State level, are represented on the WIOA Alignment
Group committees, working to collaborate with the GWDB on the vision for the State
and to implement it. Commmittees previously met on a monthly basis. This group’s
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future activity will be coordinated with the new GWDB committee being formed to
focus on the Board's WIOA-mandated roles around system alignment and policy
development.

* MD Labor has an updated MOU/RSA policy (2021), and with the assistance of USDOL,
developed a fiscal tool that was distributed to all partners in January 2020. DWDAL's
Fiscal Administration Sub-Recipient Financial Handbook outlines the guidelines for
partners in terms of sub-awards, monitoring, and system standards.

»  Maryland’'s WIOA partners have convened on three different occasions thus far to bring
together local, state, and federal subject matter experts to break down silos and plan a
path forward for the State of Maryland, concerning the implementation of WIOA. Each
Convening brought together 150-250 State and local leaders from the workforce
system.

» Maryland WIOA partners established the Maryland Apprenticeship Think Tank in
January of 2018. The Think Tank is a network of professional organizations committed
to expanding apprenticeship opportunities to individuals with disabilities. Through a
diverse array of initiatives — research, education, public engagement, and on-the-
ground innovation and practice — the Think Tank shares information on emerging
trends and opportunities, best practices in apprenticeship and highlight how
apprenticeship can break into new industry sectors and serve a more diverse
population of VR individuals. Think Tank members consist of a variety of leaders from
DORS, including leadership from DORS' Workforce Training Center, along with MD
Labor, Maryland Department of Disabilities, the Community College of Baltimore
County, and community program providers such as, the ARC, who are collaborating to
secure lasting change in the area of Youth, Pre-Apprenticeship and RA at the State and
local level. The pandemic put a hold on Think Tank activities, however, MD Labor and
DORS are exploring ways to reengage and update the Think Tank.

= Co-location of services: when possible, partners are encouraged to coordinate services
in a shared physical location to enhance customer access. The Upper Shore and Prince
George's County have been leaders on this effort, establishing AJCs and LDSS at the
same site.

* Maryland continues to seed opportunities to invest in the co-enrollment of WIOA Title
| and Title Il participants through the Career Pathways project (mentioned above) in
order to fully integrate adult education and training services.

» The State created a new policy on TAA in 2022 and requires Local Areas to co-enroll
Trade participants in WIOA Title | program, so customers have a full menu of
opportunities available to them.

* The State allows partner access to the MWE in order for staff at DORS, DHS (TANF), and
DHCD to determine if their customers are enrolled in or should be referred to partner
programming.

* Maryland’s State Plan partners are all represented on the GWDB, and thus this serves
as the primary entity that drives employer voice in the State’s WIOA programming.
Through these connections, partners such as WIOA Title | and Title Ill interact with
businesses to gauge evolving trends, demand, and how to fill critical vacancies. Title Il
learns of the academic demands related to literacy and numeracy that employers
require in their workplaces. Title IV utilizes GWDB connections to further develop
opportunities aligned with integrating individuals with varying levels of ability into
Maryland’'s workforce. And finally, SCSEP, TANF, SNAP E&T, TAA, DUI, JVSG, and CSBG
staff are able to align the training services for jobseekers with the hiring
practices/requirements of the State’s business community.

(B) Alignment with Activities outside the Plan. Describe how the activities identified in (A)

will be aligned with programs and activities provided by required one-stop partners and
other optional one-stop partners and activities provided under employment, training
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(including Registered Apprenticeships), education (including career and technical
education), human services and other programs not covered by the plan, as appropriate,
assuring coordination of, and avoiding duplication among these activities.

Collaboration is the hallmark of Maryland’'s WIOA implementation. Through continuous
engagement with a range of state, local, and nonprofit organizations serving shared
customers, Maryland’s workforce system partners have developed deeper relationships that
have allowed them to serve targeted populations with more integrated, effective, and
innovative service offerings. The positive results of these efforts have enabled Maryland to:

» Expand RAs;

» Strengthen strategic industry partnerships through the EARN Maryland program;

» Leverage the skills of the State's immigrant population;

» Extend the reach of the workforce system into communities through the public library
system; and

» Address the negative impacts of the State's opioid crisis; and implement a 2Gen
approach to service delivery.

RAs

The Moore Administration is committed to supporting RA as the State's premiere workforce
solution. Maryland'’s goal is to align apprenticeships with the workforce system to ensure that
traditional RA opportunities expand alongside the creation of new opportunities grounded in
labor market demand. During the 2016 Legislative Session of the Maryland General Assembly,
the Department sponsored Senate Bill 92, a measure that transferred the State's
apprenticeship programming to MD Labor's DWDAL. This legislative enactment, approved
unanimously by the Assembly and signed into law by former Governor Hogan, provided key
resources for the growth and expansion of apprenticeships. The states of Pennsylvania and
Delaware have subsequently adopted similar legislation based on Maryland's model.

In 2016, the USDOL awarded MD Labor $2.2 million to accelerate the development of, and
expand availability to, RA opportunities in the State. Through the ApprenticeshipUSA
Acceleration Grant and the ApprenticeshipUSA Expansion Grant, MD Labor was able to invest
in the State’s RA programming, leveraging funds to grow and diversify RAs. Based on MD
Labor’s successful utilization of those grants, USDOL provided Maryland with an additional
ApprenticeshipUSA expansion grant in the amount of $1,816,649 in 2018. In 2019, USDOL
awarded Maryland another $2,854,797.39 to directly serve new Registered Apprentices,
develop new RA programs, and expand the number of existing RA Sponsors. In 2020 Maryland
received an American Apprenticeship Initiative grant from the USDOL in the amount of
$6,012924.00 to further expand upon RA by serving apprentices, employers and
sponsors. Funding was also allocated to expand upon registering high school students directly
into RA programs and to further integrate Community Colleges into RA. Maryland’s
continued success with these grants and with the growth of RA led to two additional awards
in 2023 for a combined amount of $6,650,620.00.

This series of USDOL grants has enabled Maryland to significantly expand RAs as a workforce
development solution. Since October 2012, the number of Registered Apprentices has grown
by approximately 46 percent. As of October 2023, Maryland had 11,480 registered apprentices
earning and learning. This also marks the second year in a row in which Maryland has
averaged over 11,000 active apprentices each month of the year, the highest participation rate
in state history. Since the Maryland Apprenticeship and Training Program was integrated into
Maryland’s workforce system in October 2016, a total of 180 new RA programs have been
created. An additional 38 programs have been reactivated since November 2016.
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The end goal for the 2019, 2020 and 2023 expansion grants is to provide Maryland’s business
community with a sustainable employment pipeline in both traditional and non-traditional
industry sectors.

Expanding Capacity by Increasing Staffing and Infrastructure

To grow pre-apprenticeship and RA opportunities, key infrastructure investments were
needed in the Maryland Apprenticeship and Training Program. Maryland utilized the
grant funding to expand the apprenticeship unit from four to fourteen staff. The
program team now includes the Program Director, three Program Managers, two
Grant Managers, an Administrative Specialist and seven Apprenticeship Navigators.
The Maryland Apprenticeship and Training Program team served a new record of over
12,000 RAs in 2022 and continues to maintain over 11,000 apprentices actively earning
and learning each month.. As of November 2023, the Program has exceeded 10,000
Registered Apprentices and the second consecutive year the program exceeded 11,000
registered apprentices. The Maryland Apprenticeship and Training Program has over
125 active occupations, 200 active registered sponsors and over 3,000 approved
employers who have participated in RA during this time. The staff has conducted over
450 Compliance Reviews of RA Sponsors since January 2017.

Maryland WIOA partners established the Maryland Apprenticeship Think Tank in
January of 2018. The Think Tank is a network of professional organizations committed
to expanding apprenticeship opportunities to individuals with disabilities. Through a
diverse array of initiatives — research, education, public engagement, and on-the-
ground innovation and practice — the Think Tank shares information on emerging
trends and opportunities, best practices in apprenticeship and highlight how
apprenticeship can break into new industry sectors and serve a more diverse
population of VR individuals. Think Tank members consist of a variety of leaders from
DORS, including leadership fromm DORS' Workforce Training Center, along with MD
Labor, Maryland Department of Disabilities, the Community College of Baltimore
County, and community program providers such as, the ARC, who are collaborating to
secure lasting change in the area of Youth, Pre-Apprenticeship, and RA at the State and
local level.

Outreach/Education

A variety of public engagement strategies are being utilized to increase awareness of
RA as an essential tool for workforce development, recruitment, and training the next
generation of skilled workers. Outreach and education are critical components to
building partnerships that develop the RA program as the solution to Maryland'’s 21st
century workforce needs. Likewise, MD Labor has looked to increase collaboration
between the Maryland Apprenticeship Training Program, LWDBSs, and other workforce
agencies to identify strategies for connecting jobseekers to RA programs.
Apprenticeship staff members regularly engage with staff from LWDBs to participate
in job fairs and also in outreach to potential business partners for RA,;

Maryland has had regular discussions with its RA counterparts, both regionally and
nationally. These efforts have helped to share best practices for robust engagement
with external partners;

MD Labor conducts extensive outreach on an ongoing basis to chambers of commerce,
industry associations, the GWDB, and LWDBs. Robust industry engagement facilitates
the development of multi-employer programs and program templates. Maryland's
EARN program, a signature workforce initiative built on strategic industry partnerships,
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has continued to thrive under this approach: through EARN, over 500 industry sector
partnerships are being nurtured;

» Funding from the 2020 State Apprenticeship Expansion Grant has been utilized to
design the state'’s first comprehensive outreach plan exclusively for RA. This plan
includes the following elements: development of a series of videos to promote the
benefits of RA, development and use of informational messages that are shown in each
of Maryland’s over 60 Motor Vehicle Administration locations, and information posters
being placed on Maryland Transit Administration buses.

Advancing Innovative Practices

The State has leveraged events during National Apprenticeship Week each year since 2016 to
increase involvement from Local Areas and the WIOA partners. Maryland’s Apprenticeship and
Training Program has provided training opportunities for Local Areas and WIOA partner staff
to become more familiar with RA opportunities. Maryland is continuing to make a concerted
effort to add RA sponsors to the ETPL. Since 2017, the State has seen the list grow from 0O
sponsors participating to over 65 as of 2023.

Skilled Immigrant Task Force

Maryland recognizes the detrimental effects of brain waste on the economy. “Brain waste” is
the result of the underutilization of the skills and experience of foreign-trained
immigrants. Because of the economic hardships of immigrants looking for employment
opportunities that align with their professional backgrounds and training, Maryland submitted
a Letter of Interest to the White House National Skills and Credential Institute in 2016. The LOI
identified four key barriers to the integration of skilled immigrants in Maryland’s workforce,
including:

LEP

Even though most foreign educated individuals possess technical skills needed to perform
skilled jobs, they often lack the English proficiency necessary to communicate effectively in a
workplace. A study by the Migration Policy Institute found that Maryland has 113,000 LEP
individuals who have completed some form of college or higher.

Complex licensing and credentialing processes

Many professional careers in the United States are within regulated professions, many of which
are regulated at the state level. In order to return to previous professions, immigrants have to
undergo licensing processes that are particularly complex due to foreign credentials not often
well understood or fully recognized. In addition, the licensing process is costly, timely, and
confusing for many immigrants.

Limited experience of Maryland’s workforce system in working with foreign-born
individuals

The ability to assist foreign-born individuals navigate the complex workforce development
system requires specialized accommodation and the provision of culturally appropriate
services that is often lacking at the local level. Staff at the AJCs and other federal or state
funded workforce projects require professional development to enhance services to skilled
immigrants seeking to re-enter their profession.

Lack of social capital on the part of immigrants
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Numerous studies assert the importance of social connections to find employment. For many
newly arrived immigrants who have little to no social connections, finding a job can be difficult
despite having all other qualifications.

The Maryland Skilled Immigrant Task Force was created in June 2016 to address these issues,
based on the conviction that Maryland can lead the way in creating a win-win environment in
which immigrants secure jobs that match their professional and educational backgrounds
while simultaneously meeting the hiring demands of the business commmunity. The Task Force
is co-sponsored by MD Labor, but many other organizations also contributed toward its
creation, including Baltimore City Community College, the Baltimore Mayor's Office for
Immigrant and Multicultural Affairs, City of Baltimore Mayor's Office of Employment
Development, the Gilchrist Immigrant Resource Center in Montgomery County, International
Rescue Committee, Lutheran Immigration and Refugee Service/Higher, Montgomery College,
Upwardly Global, the Welcome Back Center of Suburban Maryland, and World Education
Services (WES) Global Talent Bridge.

The Maryland Office for Refugees and Asylees (MORA) operates within the DHS-FIA. MORA
provides support and services to federally recognized refugees and other humanitarian
immigrants including asylees, certified Victims of Trafficking, Special Immigrant Visa holders
from Iraq and Afghanistan, Cuban and Haitian entrants, and certain Amerasian people. MORA
has helped more than 40,000 refugees and eligible humanitarian immigrants make Maryland
their home through a statewide network of public and private organizations. MORA provides
transitional cash assistance, employment services, ESOL classes, vocational training, health
case management, and other supportive services. MORA also partners assist individuals to
become independent, contributing members to the national and local economy through a
number of transitional services aimed at helping the clients achieve social and economic self-
sufficiency.

In 2017, the Task Force issued the first ever Maryland Workforce System Survey: Serving
Limited English Proficiency (LEP) Individuals and Skilled Immigrants. The tool surveyed WIOA
partners from MD Labor, Local Areas, DORS, and LDSS regarding how the workforce system
engages immigrants and those with LEP. Of the 428 responses, 51 percent were from those in
direct-service positions. Respondents indicated interest in learning how to enhance service to
these populations through cross-training and professional development opportunities. The
complete survey is available at
http://www.labor.maryland.gov/employment/wdskilledimmigrantsurvey.pdf. The Task Force
was also key in establishing Maryland's Third WIOA Convening in January 2018, which focused
on training for Local Areas and state staff on the provisions of Section 188 of WIOA, the State's
Nondiscrimination Plan, and DWDAL's proposed Language Access Plan.

Most recently, the Task Force, in collaboration with MD Labor and several Local Workforce
Areas, hosted a two-part virtual Job Resource and Hiring Fair for New Americans in Maryland,
including immigrants, refugees and asylees. The goal of the Part 1 event - Pre-Event Webinar
was to increase workforce service accessibility and job opportunities for New Americans in
Maryland. It set jobseekers up for success at the Part 2 event - Hiring Fair by sharing
information on Résumé & Cover Letter Strategies, Job Interview Techniques & Tips, Credential
Evaluation Information, and MD Labor Job Seeker Services. The Hiring Fair matched skilled
immigrants with employers in industries in which they were interested. The Task Force
conducted a survey to best match labor supply with industry demand, and a panel of
employers were featured. The Task Force surveyed skilled immigrants and skilled immigrant
service providers to identify their career interests, workforce experience, and career readiness
needs. This two-part virtual event addressed all language accommodation and workforce
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culture information needs. These events were simultaneously interpreted into all requested
foreign languages as well as American Sign Language. Follow-up feedback was conducted
with participants to inform the evolution of best practices for offering multilingual workforce
events.

Additionally, Maryland seeks to enhance services to and remove barriers for English language
learners through several grant and technical assistance opportunities. First, Maryland was
chosen as one of eight U.S. localities to receive customized technical assistance from WES
Global Talent Bridge to advance its skilled immigrant integration efforts. Each of the eight pilot
communities received 12 hours of coaching and advising provided by WES Global Talent
Bridge; 12 hours of additional customized technical assistance from national experts; and four
interactive web-based training sessions with WES Global Talent Bridge and other national
partners on topics related to immigrant professional integration. Second, MD Labor
participated in the National Occupational Licensing Learning Consortium, a peer-learning
consortium focused on occupational licensing policies. This selective group worked on
understanding ways to remove barriers to labor market entry and improve professional
licensing portability and reciprocity. Member states identified areas within their individual
policies that may impede entry for populations most burdened by those policies as well as
potential solutions to reduce related barriers. These populations include skilled immigrants,
people with criminal records, active-duty military, veterans and their spouses, and
unemployed and dislocated workers. From participation in this consortium, several changes
have been made that reduce language-related licensing barriers for the LEP population for
the barber, cosmetology, plumbing, and HVAC professions. LEP individuals seeking a barber
or cosmetology license are now able to utilize language interpreters for theory exams and
those seeking a plumbing or HVAC license are now able to use a translation dictionary for
exams.

Maryland’s Response to the Opioid Crisis

Opioid and other substance use surged in Maryland over the last decade, resulting in an urgent
and growing public health threat affecting all demographics and geographical settings. In
2017, Former Governor Larry Hogan declared a state of emergency in response to the opioid
epidemic ravaging Maryland communities, thus solidifying the state’s response framework
and encouraging ongoing cooperation and mobilization of partners. Although Maryland saw
the number of opioid-related overdose deaths trend downward before the pandemic, COVID-
19 and a shift in the state’s drug supply had a detrimental impact on that progress. In fact,
according to the Maryland Office of Overdose Response, in 2021, Maryland experienced 2,800
overdose related fatalities, representing the largest number in the State's history, largely due
to a shift from heroin to fentanyl use. In the 12 months between July 2022 and July 2023, there
were 2,583 fatal overdoses in Maryland with fentanyl being involved in about 81% of those
deaths.

Since 2018, MD Labor has invested over $10 million in multiple strategic initiatives, developed
in partnership with other state agencies and key stakeholders, to mitigate the impacts of the
opioid crisis on Marylanders. Early efforts included a USDOL National Health Emergency
Dislocated Worker Demonstration grant and an award from the Women’'s Bureau which built
a foundation by which the Department could implement workforce programming that had a
positive impact on the employment and earning potential of individuals impacted by
substance use. Simultaneously, MD Labor strengthened partnerships with state agencies
including the Maryland Departments of Health and Public Safety and Correctional Services, as
well as the Maryland Office of Overdose Response, which have led to some of MD Labor’s most
successful substance use-related programming.
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As a result of the partnership with the Behavioral Health Administration (BHA) and the DPSCS,
MD Labor led efforts on a grant proposal to the OOCC that received funding in August 2019.
The pilot developed a new offering through MD Labor’s Correctional Education program to
train Certified Peer Recovery Specialists (CPRSs). Since the initial grant award, MD Labor, in
partnership with BHA and DPSCS, has continued to receive funding through FY24 from the
OOCC to expand the project throughout the state's correctional institutions.

Starting at the Maryland Correctional Institution for Women, the Certified Peer Recovery
Specialist Training for Incarcerated Individuals program has since expanded to nine more
institutions in every corner of the state. Students are introduced to the peer recovery specialist
role through a two-week classroom training and then engage in 500 hours of experiential
learning. The training program culminates in a statewide certification conferred by the
Maryland Addiction and Behavioral-health Professionals Certification Board following the
passing of an exam.

Students released after completing training work with MD Labor's assigned Reentry
Navigators, interface with employers and can connect successful trainees to employment in
the behavioral health field upon release. For the students who are incarcerated for a longer
period, the CPRS certification provides a more meaningful purpose, allowing the skills learned
through the training to help countless other incarcerated individuals through their recovery
journey. In 2023, DPSCS added CPRS as a paid work assignment, thus allowing individuals who
graduate from the program the opportunity to be paid for the behavioral health support they
provide within their institution.

The impact of this training has been significant and far-reaching. For example, the students
trained earn their required 500 hours of supervised work or volunteer experience by providing
direct peer support to fellow incarcerated women. Further, this certification is highly sought
by employers in the mental and behavioral health fields and will greatly increase employability
upon release. Additionally, the content delivered through the credential training process
simultaneously supports each incarcerated citizen in further developing their personal
recovery, increasing the likelihood for sustained recovery after release back into the
community.

As of October 2023, over 1700 unique individuals across the institutions have received
behavioral health support from a peer and 24 students have been certified. Several students
have been released and have found employment as a peer specialist in the community with
employers such as the Office of Public Defender, local health departments, and non-profit
organizations.

In November of 2022, the MD Labor launched Supporting Recovery Through Employment
(SRTE), which sought to build upon best practices learned through previous Opioid Workforce
Innovation Fund (OWIF) grants. SRTE was similarly focused on building a pipeline from
training to employment for individuals in recovery from a substance use disorder but offered
a higher award threshold for applicants at $100,000 and an increased cost per participant at
$7,500. The decision to increase the award amount and cost per participant was directly
related to learnings from OWIF, in which grantees shared that prospective participants were
presenting with higher needs and more complex barriers. Eleven grantees from across the
state were awarded a total of nearly $1 million. Projects included training for commercial
driving licensing, solar installation, culinary, and peer recovery. When the grant concluded in
October 2023, nearly 500 participants were placed into training, 260 had earned an industry-
recognized credential, and over 200 obtained employment.
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In September of 2020, Labor was awarded $4,589,064 from USDOL to provide training and
other services through the Support to Communities: Fostering Opioid Recovery through
Workforce Development grant. MD Labor awarded funding to seven Local Areas representing
14 jurisdictions across the state that have experienced negative social and economic impacts
due to the opioid crisis. Despite the COVID-19 pandemic impacting enrollment and service
delivery in the first two years of the grant, the Support to Communities program has placed
over 600 participants into training and nearly 400 have obtained employment. This grant will
continue through August 2024.

Continuing the long tradition of partnership with BHA, MD Labor was awarded over $440,000
through BHA's State Opioid Response funding via the Substance Abuse and Mental Health
Services Administration, to create a Recovery Friendly Workplace program. In 2023, MD Labor
sub awarded three pilot-sites, Susquehanna Workforce Network, Western Maryland
Consortium, and St. Mary's County Health Department, to launch Maryland’s Recovery Friendly
Workplace model. This model, which is largely based on successful initiatives from both New
Hampshire and Rhode Island, is intended to build a network of employers who create
workspaces that are both appropriately responsive to, and welcoming of, people in recovery
and those impacted by substance use. The sub awardees have commmitted to hiring a full-time
CPRS who will serve as a “Recovery Friendly Advisor” and act as a liaison between the pilot site
and the business community. Funding for this pilot lasts through September 2024, by which
MD Labor expects to have at least 25 employers onboarded as “recovery friendly”. Jobseekers
impacted by substance use will also benefit from the Recovery Friendly Workplace program
as they will be guided toward employers who have undergone steps to ensure their workplace
is supportive of recovery. The project plans to serve 75 individuals impacted by substance use
through connections to supportive services and/or employment.

2Gen

Maryland isamong a handful of states nationwide integrating a 2Gen approach into workforce
system services to disrupt the cycle of intergenerational poverty. Current research indicates
that 40 percent of Maryland adults who received TCA in FY 2016 and 2017 received Food
Supplement Program (FSP) benefits as children. These statistics substantiate the unfortunate
reality that programs intended to be short term interventions have, in some cases, ended up
supporting multiple generations of families. The 2Gen approach creates an opportunity to
realign programs and deliver services using a more holistic, family-centric model that
produces positive outcomes.

To break the cycle of poverty among Maryland families, then-Governor Larry Hogan signed
Executive Order 01.01.2017.03 to produce a Final Report on the Two-Generation Family
Economic Security Commission and Pilot Program, an interagency, multidisciplinary
commission to evaluate current programs and policies. Under the provisions of the Executive
Order, the Commission was charged with investigating policy challenges, opportunities, and
recommendations regarding the mitigation of multigenerational poverty as follows:

1. Identify services and policies within State programs that can be coordinated to support
a multigenerational approach;

2. ldentify program and service gaps and inconsistencies between federal, State policies
and local policies;

3. ldentify, test, and recommend best practices utilized on federal, State and local levels;
and

4. Solicit input and guidance regarding 2Gen approach practices and policies from
external sources with direct knowledge and experience in the field of multigenerational
poverty including, but not limited to, 2Gen approach practicing states, federal and

MARYLAND STATEWIDE WORKFORCE DEVELOPMENT PLAN DECEMBER 2024



Maryland agencies, private foundations, community-action partnerships, and welfare-
advocacy organizations.

The Commission, chaired by Lieutenant Governor Boyd K. Rutherford, held eight public
meetings, commencing on June 28, 2017. Input from those meetings was integrated into
the Final Report on the Two-Generation Family Economic Security Commission and Pilot
Program report, which was issued in December of 2018. In addition to providing relevant
statistics and profiling best practices from pilot programs, the Report delivered Commission
findings and recommendations. These included a recommendation to create a 2Gen Program
Officer position within DHS to focus on the 2Gen mission and approach on behalf of the State.
The new position, which was filled in 2019, serves as the liaison between state agencies,
executive staff, the legislature, and federal partners.

Active 2Gen programs currently overseen by DHS include the following:

Whole Family Approach - Following the report’'s recommendations, the State's TANF plan has
adopted a 2Gen approach to serving families. The 2Gen approach intentionally works to build
the whole family’s well-being through coordinated programs and services both within the
administrations of DHS and throughout the State of Maryland. The 2Gen approach to TANF
helps families navigate state and local resources to achieve their goals; and promotes policies
and services that reflect the lived experience and input of customers.

2Gen Innovation Grants - Maryland’s 2Gen Innovation Grants provide funding for community-
based organizations seeking to implement and test new approaches to coordinating services
for families receiving TANF. The grant program will fund proposals for technical assistance,
strategic planning, updates to data management, management of information systems, or
other approaches that result in simultaneous interventions for both parents and children,
reflect 2Gen best practices, and demonstrate a clear effort to remove silos in existing programs
or strategies that serve different members of the family.

DHS Special Target Populations -Families with disabilities: DHS is committed to
strengthening a diverse workforce and connecting TANF customers and their families with
disabilities to the supports necessary so that they may fully participate in the state's
economy. DHS will enhance staff knowledge and strategies on connecting customers with
disabilities with career pathways best suited to a family’'s specific situation. In doing so, the
agency will leverage resources and expertise of WIOA partners including but not limited to
MSDE DORS.

Rehabilitation Services and MD Labor - Returning citizens: Approximately 10,000 individuals
are released from prison each year in Maryland. Within three years, 40 percent are rearrested.
The unemployment rate among those released exceeds 50 percent. While research shows that
an employed ex-offender is less likely to commit crimes and return to prison, a criminal record
is the greatest barrier to employment, creating a vicious cycle wherein affected individuals
become dependent on criminal activity for living. To interrupt this cycle, the State is providing
returning citizens with training opportunities, access to expungement services, and career
pathways that are accessible to those with criminal records.

Non-Custodial Parents - DHS will maximize the impact the TANF Block Grant has on families
by supporting non-custodial parents (NCP). NCPs eligible to participate include those with
children who receive TANF, SNAP, SSI, Medicaid, and/or CHIP. Expanding the eligible
population for workforce and training services with the goal of increasing earnings for NCP's
will reduce caseloads and prevent TANF leavers from returning to assistance. Supporting NCPs
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also means that they will be more equipped to meet child-support obligations - decreasing
the likelihood that their children will also become welfare recipients.

LEP —-DHS is committed to TANF programming that is nimble and responsive to the changing
needs of the States’ diverse population. Maryland will use TANF to address the needs of families
with LEP by creating programs that address barriers unit to the population such as low English
language literacy, lack of U.S. work experience, unrecognized education and training
credentials, limited professional networks, cultural differences and more.

Substance Abuse - DHS is clear on the impact of the current opioids crises. The Department
has noted a shift in caseload demographics such as children residing with relatives as well as
an increased need for supportive services such as mental health and/or substance abuse
treatment. DHS will ensure any family impacted by substance abuse has the necessary
services needed to successfully gain and maintain employment. Through supportive services,
the Department will make the necessary referrals, not only to those experiencing a substance
abuse disorder but also to those impacted by a family member experiencing addiction. In
alignment with the States’ 2Gen approach, families who are impacted by substance abuse will
be screened so both somatic and mental health needs are addressed for all impacted
members of a family.

Caretaker Relatives - Due to the current drug crisis, DHS has noted a trend of increased cases
where grandparents and/or other relatives are caring for minors. These trends are most
notable in areas with higher rates of opioid misuse. Presumably, parents are unable or
unwilling to care for their children due to a variety of reasons that are directly related to drug
abuse such as prolonged absences fromm home, incarceration, admission to treatment facilities,
etc. DHS will intentionally screen caretaker relatives and identify opportunities for enhanced
supports that address secondary trauma and an often-complex system to navigate.

Youth - In harmony with the DHS's 2Gen approach, the agency is committed to providing
youth with the resources and opportunities they need to make informed choices that will
positively impact their education and career goals. Work-based learning is a proven practice
that leads to better employment outcomes as adults. DHS will provide youth opportunities for
contextualized learning to better enhance career opportunities as they enter the workforce.

Transitional Support Services - The Transitional Support Services (TSS) initiative began in July
2019. The purpose of the initiative is to help TANF leavers to smoothly transition to self-
sufficiency. Through TSS, a TANF household is able to continue to receive cash assistance for a
period of time after their TANF case closes due to income over-scale. DHS will continue to
enhance the program to include additional support services (i.e. case management and post-
job placement) assistance to ensure that TANF leavers are able to not only maintain
employment, but also, they thrive. DHS is currently developing a process to automatically refer
TSS recipients to the SNAP E&T to access additional services that will lead to increased
household income and improved overall economic wellbeing.

Extended the Allowable Time Period for Vocational Education and Education
Program - Beginning July 1, 2020, the State will allow an applicant or a recipient to meet the
work activity requirement for a maximum of 24 months by either:

» Engaging ina minimum of 20 hours per week of vocational education training that

is directly related to employment and education that leads to an associate degree,
a diploma or a certificate; or
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= Engaging in an average of at least 20 hours per week of education directly related
to employment, which may include an adult basic education program, an English
as a second language program, or a high school diploma/GED program.

Maryland's Total Human Services Information Network (MD THINK) - DHS is building a
groundbreaking technology platform that will transform the State’s ability to deliver vital
human services to constituents. The first program of its kind in the nation, MD THINK will serve
more than two million Marylanders through one cloud-based platform. It will integrate the
state’s health and human services applications, so workforce system partners can more
effectively and efficiently deliver multiple services on a unified platform.

(C) Coordination, Alignment, and Provision of Services to Individuals. Describe how the
entities carrying out the respective core programs, Combined State Plan partner
programs included in this plan, and required and optional one-stop partner programs wiill
coordinate activities and resources to provide comprehensive, high-quality, customer-
centered services, including supportive services (e.g. transportation), to individuals,
including those populations identified in section 11(a)(1)(B), and individuals in remote areas
The activities described shall conform to the statutory requirements of each program.

Jobseekers as Customers: Coordination, Alignment, and Provision of Services

Jobseekers as Customers: Coordination, Alignment, and Provision of Services

For jobseekers— especially jobseekers who are unemployed or who face barriers to
employment—this approach means that the State will strive to ensure customers who are
receiving multiple services across agencies are not discouraged or disenfranchised by
unnecessary bureaucracy. Instead, Maryland customers will feel encouraged and assisted by
the workforce system because the WIOA Partners will continue to communicate often and
effectively, taking action to align efforts across programs when possible. The WIOA Partners
meet on a monthly basis through the WIOA Alignment Group to discuss implementation and
alignment efforts, and to address the progress and opportunities for improvement, which
would include training opportunities for staff.

Maryland leverages multiple avenues and access points to provide efficient and effective
services and systems for customers. To help operationalize alignment efforts, to help
operationalize alignment efforts, MD Labor, Department of Human Services (DHS), Maryland
State Department of Education (MSDE) Division of Rehabilitation Services (DORS),
Department of Housing and Community Development (DHCD), and local workforce partners
are committed to cross training employees and sharing resources and data, as appropriate
and when possible. Collaboration between State and local workforce partners and the co-
location of resources will further foster improved customer service, as it will help identify
commonalities and ensure that processes are in place to provide a greater number of services
to shared customers. The WIOA Partners will explore ways to include incentives for local
providers to serve those who are most in need of assistance. The WIOA Partners are further
committed to placing jobseekers in the center of service delivery solutions.

Maryland's WIOA Partners are committed to serving the following target populations,
identified by the State as individuals with barriers to employment:

= Target Populations: Individuals with Barriers to Employment
= Displaced Homemakers

= Eligible MSFWs

= Ex-offenders

» Homeless individuals
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Individuals facing substantial cultural barriers

Individuals with disabilities, including youth with disabilities

Individuals within two years of exhausting lifetime eligibility under Part A of the
Social Security Act

Individuals who are English language learners

Individuals who are unemployed, including the long-term unemployed
Individuals who have low levels of literacy

Individuals without a High School Diploma

Low-income individuals (including TANF and SNAP recipients)

Native Americans, Alaskan Natives, and Native Hawaiians

Older individuals

Single parents (including single pregnant women and non-custodial parents)
Veterans

Youth who are in or have aged out of the foster care system

Maryland is dedicated to continued discussions regarding the individual barriers noted on the
above list and is open to exploring whether additional barriers to employment should be
included. Maryland allows for Local Areas to include specific additional barriers that the Local
Areas may wish to include in their service delivery. These individuals face challenges that
require the WIOA Partners to work together to coordinate services and to implement
innovative strategies to meet their needs throughout the job acquisition, training, and
business recruitment processes.

Maryland’s WIOA system will:

Incorporate continuous staff training, which is paramount to understanding and
properly utilizing the tools available to facilitate assessment, to disseminate
information on services available throughout the system, and to refer customers to
appropriate WIOA partner organizations.

Provide multiple access points to increase outreach and balance efficiency among
the various persons involved with the customer experience.

Create a robust menu of services and appropriate referrals that can effectively meet
the needs of a diverse customer base.

Establish relationships, competence, and accountability among all partners
involved in the system. Through the Alignment Group, the WIOA Partners will
establish deeper relationships and accountability to enhance the customers’
experiences.

Encourage sharing of information among partners, such as creating a resource
map, workforce network blog, WIOA listserv, and a common customer service
management system. The Alignment Group will provide guidance to the system.
Encourage greater business involvement in workforce processes, in Workforce
Development Boards, and in the sharing of “industry-related” work skills and
behavioral expectations. This includes a greater collaborative role for community
colleges and industry organizations in developing programs that meet labor
market needs in the Local Area.

Research developing a common intake process that provides the ability to access
customer information on services provided and next steps in the process.

Reduce duplicative processes to expand staff's ability to serve customers more
efficiently;

Establish guidelines for WIOA Partners to manage and refer customers to other
partners;

Identify liaisons among the various partners to assure that customers experience a
seamless flow and referral to appropriate services.
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= Develop a mechanism for clear identification of resources and service
responsibilities among the partners and within the community.
= Place customers at the center of policy decisions regarding service delivery.

Maryland’'s WIOA system can be a pathway to the middle class and a means to maintain and
build the skills necessary to remain in the middle class. Maryland is commmitted to ensuring its
target populations are able to access the WIOA system on a priority basis. The State will ensure
WIOA priority of service provisions are appropriately followed and monitored through several
means. Within the WIOA local plans, Maryland will require Local Areas to provide details on
how priority shall be given in the Local Area within the requisite parameters of the law and
State policy. Additionally, Maryland’'s WIOA Memoranda of Understanding will ensure priority
of service is effectively offered. Maryland policy requires that local WIOA Memoranda of
Understanding contain provisions regarding a number of key components, including priority
of service.

Supportive Services

To fully address the wide range of barriers that WIOA participants may face, Maryland is
committed to offering a diverse array of supportive services, as appropriate. Supportive and
wrap-around services will provide financial and other assistance to participants who would not
be able to successfully participate otherwise. Using a systems approach, the WIOA Partners
are committed to working together to ensure supportive service resources are leveraged
effectively for jobseekers. By taking advantage of opportunities to braid funding streams
within Maryland's WIOA system, participants may be supported with transportation
assistance, suitable attire for work, tools, work or training equipment, child or dependent care,
graduation fees, union fees, clothing for interviews or work, and more.

Maryland’s WIOA Partners recognize that supportive service needs vary widely by participant
and geography and, therefore, supportive services must be designed to assist in the removal
of the specific barriers that individual participants face. The State will consider customer
feedback to drive decision-making to ensure that supportive service funding is allocated in a
way that truly meets customer needs. In recent policy development efforts, the State has
discussed increased costs for transportation, housing, and clothing, and has adjusted
suggested thresholds for support service expenses.

Additionally, programs working with out-of-school youth ages 16-24 are strongly encouraged
to work with Local Management Boards through the Governor's Office for Children to plan and
implement supportive services that respond to the needs of youth in their respective
jurisdictions. Local Management Boards are local government designees established in each
of Maryland’s 24 jurisdictions to ensure the coordinated implementation of a local inter-agency
service delivery system for children, youth, and families. Local Management Boards are able to
apply for flexible State funds from the Children’s Cabinet to support programming that aligns
with Governor Moore'’s goal of leaving no one behind. These flexible State funds may provide
necessary supports that could not otherwise be provided with existing, less flexible Federal
dollars. It is envisioned that collaborative planning and implementation will prevent service
duplication and ensure that State funds are used to fill gaps in services. Local plans must
address how they will leverage and coordinate supportive services in service delivery.

Youth Programs have continued to utilize service models that best meet the needs of their
participants. This includes the continuation of virtual services, hybrid service models, and in-
person services. Local Programs have instituted virtual training platforms as well as Al
programs to provide access to job shadowing opportunities for youth participants. Local Areas
continue to be innovative in their approach to serving youth across the State. Areas are
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continuing to build strong partnerships with community-based organizations as well as local
agency partners. These relationships have proven to be valuable in creating referral processes
between agencies such as Division of Rehabilitation Services (DORS) and the Department of
Health (DHS), as we have seen arise in the necessity of health services, primarily mental health
services.

All of Maryland'’s Core Partners are committed to aligning activities and resources, including
for those participating in the Trade Adjustment Assistance (TAA) program. The WIOA
Alignment Group meets monthly to discuss continuous coordination of services, referrals, and
co-enrollment. In order to ensure, comprehensive, customer-centered services, the partners
have adopted strategies, not limited to, including:

» Co-location of services: when possible, partners are encouraged to coordinate
services in a shared physical location to enhance customer access. The Upper Shore
and Prince George's County have been leaders on this effort, establishing American
Job Centers (AJCs) and Local Departments of Social Services (LDSSs) at the same
site. Additionally, several Division of Rehabilitation Services (DORS) offices are co-
located with American Job Centers throughout the state;

* Maryland continues to seed opportunities to invest in the co-enrollment of WIOA
Title | and Title Il participants through the Career Pathways project (mentioned
above) in order to fully integrate adult education and training services;

» The Staterevised its policy on TAAin 2021 and requires Local Areas to co-enroll Trade
participantsin WIOATitle | program, so customers have a full menu of opportunities
available to them; and

* The State allows partner access to the Maryland Workforce Exchange (MWE) in
order for staff at DORS, DHS (TANF), and DHCD to determine if their customers are
enrolled in or should be referred to partner programming.

(D) Coordination, Alignment and Provision of Services to Employers. Describe how the
entities carrying out the respective core programs, any Combined State Plan partner
program included in this plan, required and optional one-stop partner programs will
coordinate activities and resources to provide comprehensive, high-quality services to
employers to meet their current and projected workforce needs and to achieve the goals
of industry or sector partners in the state. The activities described shall conform to the
statutory requirements of each program.

As the most direct beneficiaries of a strong pipeline of skilled workers, Maryland businesses are
a primary driver for and consumer of the State's workforce system. All of Maryland’s workforce
system partners proactively engage businesses early and often in the development of services,
to ensure workforce solutions meet quality criteria and are responsive to employer needs. In
addition to working with businesses to innovate new workforce solutions, the State's
workforce system must also ensure businesses are benefiting from the wide array of existing
professional development, support services, and incumbent worker resources available
through Maryland's network of AJCs.

DORS

DORS continues to expand engagement with businesses to assist them with their workforce
needs and provide for quality VR services and employment outcomes. Like its WIOA Partners,
DORS has embraced the dual-customer model and has dedicated staff tasked with employer
outreach and engagement.
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The DORS Business Relations Branch includes a Program Manager and seven regional
Business Services Representatives. This organizational structure ensures statewide coverage,
information sharing, collaboration, and a team approach to employer engagement. The
Business Relations Branch works closely with the agency's Workforce and Technology Center
(WTC) Employment Services to coordinate services to employers that enhance services and
prepare consumers to meet employer needs. WTC's training advisory committees engage
employers in specific industries to ensure training programs are in line with industry needs
and standards, Additionally, DORS Rehabilitation Technology Services provides assistance to
employers through onsite technology assessment services.

DORS Business Services Representatives collaborate with MD Labor and local workforce
business services representatives for business outreach and quality services. The WIOA
Partners and their Business Services teams agree to work together to ensure quality customer
service to businesses. Through frequent communication and collaborative efforts, the WIOA
Business Services Team members have developed a deeper understanding of the services
each partner offers, and, after understanding a business’s needs, connections are made with
appropriate team members to ensure the workforce needs are met. Additionally, the local
Business Services Teams collaborate with WIOA partners to sponsor events beneficial to
businesses, such as trainings, business summits, and job fairs.

Title 1l

Adult Education and Literacy Service is a vital component of Maryland’s workforce system.
Providing academic instruction, high school equivalency pathways, workforce preparation and
integrated education and training for adult learners provides these individuals with the skills
they need to compete in global, regional, state, and local economies. Effectively assessing the
needs of the adult learner is key to ensuring that the individual receives the time and attention
they need to not only secure a competitive wage job, but to secure an in-demand career with
advancement, to support and thrive in their family and community.

In all jurisdictions of the State, Adult Education is at the table at both the local Workforce
Development Boards, as well as in local and regional planning of workforce services. This
interconnectivity results in businesses having coordinated access not only to a pipeline of
talent, but also educational services that can provide the skills potential employees would
need to be successful.

By accurately measuring a learner's literacy, numeracy, and English language skills, Maryland’s
WIOA system is better equipped to provide comprehensive, high-quality services to
businesses to by providing the learner/jobseeker tailored education and/or training plan, and
ultimately assist the individual in obtaining gainful employment based upon the workforce
needs of local businesses. Maryland's comprehensive Basic Skills Assessment Policy ensures
that all aspects of the workforce system are properly assessing the linguistic and academic
skills of all job seekers.

English language learners represent over 60% of the Title Il adult education population. They
provide substantial contributions to Maryland's workforce and economy and seek to improve
their skills to broaden their workforce and career opportunities as well as economic
advancement. Maryland’s workforce system must strive to tailor services for this population as
they obtain English literacy, secondary level upskilling, training for in-demand careers, and
workforce preparation services. With a historically low unemployment rate, businesses must
be able to tap into the underutilized resource of skilled immigrants in our State. The English
Language Acquisition services of Maryland’s Title Il providers, combined with Workplace
Literacy services and the expertise of Maryland's Skilled Immigrant Task Force provide
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businesses both access to this segment of the workforce, as well as the tools for both
businesses and adult learners to use to be successful in their career pathway.

Maryland’s Skilled Immigrant Task Force provides WIOA partners and immigrant serving
communities with a shared forum to address the needs of Maryland’s immigrant population
including those who participate in the adult education and literacy services. The Task Force
has generated recommendations for holistically serving Maryland's skilled immigrant
population.

As businesses look towards the State workforce system for support in finding and hiring a
talented pipeline of workers, Title Il will continue its development of employer partnerships to
deliver Workplace Literacy programming. Workplace Literacy programs strengthen
employee retention by utilizing the expertise of adult education providers to deliver
contextualized adult literacy and English language acquisition courses at the job site, targeted
to the specific needs of each employer. Workers have the benefit of receiving needed
instruction at a convenient location, while also allowing the employer to invest in the needs of
their workforce to retain and promote from within.

GWDB

The GWDB serves as the Governor's chief strategy and policy-making body for workforce
development by engaging key business, labor, education, community, and State and local
government leaders to collaborate and advise the Governor on business-led workforce
approaches that advance Maryland's economic competitiveness and build pathways to work,
wages and wealth for all Marylanders. As described above and in accordance with the board
composition requirements of WIOA, the GWDB is comprised of a business-majority
membership. Following the GWDB's model and per WIOA requirements, the State similarly
requires LWDBs to develop business-majority Board memberships. Local Areas must also
outline in their local WIOA plans how they intend to provide a greater business voice in local
workforce services.

Maryland’s State Workforce Plan partners are all represented on the GWDB, and thus the
GCWDB serves as the primary entity that drives employer voice in the State's WIOA
programming and that serves as a platform for coordinated collaboration and alignment
across system partners at the state level.

Alignment of Business Services

As of February 2024, Maryland is working to transition leadership of almost all business service
outreach activities to local Title | partners apart from RA. While the State will continue to lead
apprenticeship business engagement and Maryland Apprenticeship and Training Council-
related activities, Local Workforce Development Areas will begin to oversee the remainder of
those efforts. In this new setup, some apprenticeship functions can be performed by both local
staff and RA, but the State will retain any items that require State merit staff. MD Labor will
work collaboratively with local partners to set expectations on critical points of
communication over the coming months.

The LVER is integrated into local business services teams in the Local Workforce Development
Area. The LVER's role has not changed with the business services transition.
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EARN Maryland

The EARN program, is a nationally recognized, State-funded competitive workforce
development grant program that is industry-led, regional in focus, and a proven strategy for
helping businesses cultivate the skilled workforce they need to compete. It is flexible and
innovative, designed to ensure that Maryland employers have the talent they need to compete
and grow in an ever-changing 21Ist century economy.

The goals of EARN are to:

» Address the demands of businesses by focusing intensively on the workforce needs
of a specific industry sector over a sustained period,;

» Address the needs of workers by creating formal career paths to good jobs,
reducing barriers to employment, and sustaining or growing middle class jobs; and,

» Encourage mobility for Maryland's most hard-to-serve jobseekers through job
readiness training, which may include GED® preparation, occupational skills
development, literacy advancement, and transportation and childcare
components.

EARN invests in strategic industry partnerships from key economic sectors in every region,
coordinating educational, workforce and economic development initiatives to address the
multiple needs of companies, starting with the training of skilled workers.

While traditional workforce programs often look to training entities or higher education to
determine training needs and develop curriculum, EARN'’s innovative model asks business and
industry partners to identify skills gaps and workforce training needs, as well as effective
training strategies and techniques for identified skill sets. Essentially, the direct involvement
of employers is required at every step in the process.

Because EARN targets services to individuals with barriers to employment, the provision of
wrap around services are a crucial element in the model's success. Strategic Industry
Partnerships who are awarded EARN grants must include at least two “diverse partners,” often
nonprofit organizations or LWDBs with extensive experience in barrier removal. Training plans
must describe how support services, including barrier removal services, will holistically meet
participant needs.

(E) Partner Engagement with Educational Institutions and other Education and Training
Providers. Describe how the State’s Strategies will engage the State’s community
colleges, adult education providers, area career and technical education schools,
providers on the State’s eligible training provider list, and other education and training
providers, as partners in the workforce development system to create a job-driven
education and training system. WIOA section 102(b)(2)(B)(iv). Include how the State’s
strategies will enable the State to leverage other Federal, State, and local investments to
enhance access to workforce development programs at these institutions.

Maryland maintains strong collaborative partnerships between educational institutions and
other WIOA State partners to create a job-driven education and training system. These
connections support a cohesive, integrated workforce system that prepares workers with the
in-demand skills that Maryland's employers need. To facilitate collaboration, Maryland houses
adult education and literacy programs (WIOA Title |l programs) within MD Labor's DWDAL,
alongside other WIOA programming. Program colocation fosters regular communication and
shared strategic planning, which helps to ensure that local adult education service providers
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and the WIOA Title | providers in Local Areas are positioned to effectively coordinate services
and resources.

With strong partnerships as a foundation, Maryland has employed a range of engagement
strategies:

Policy Development
MD Labor's DWDAL engages education partners in important policy initiatives:

» To reduce duplicative testing and streamline referrals between partner agencies,
DWDAL worked with education stakeholders (including representatives from
community colleges) to develop PI 2023-02 Basic Education Skills and English
Language Assessments, a policy on ABE and English language assessments. This
policy unifies requirements for Title | and Title Il providers. This policy is updated
annually to ensure it is current with all requirements and best practices.

» |n 2023, DWDAL released a new policy on Maryland's Eligible Training Provider
process, P1 2023-03 WIOA TTitle | Training & Maryland’s Eligible Training Provider List,
to ensure that Local Areas have sufficient numbers and a diverse pool of quality
providers of in-demand training. The ETPL policy was developed to: help Maryland
create an effective marketplace for the training programs available to WIOA
participants with Individual Training Accounts (ITAs); reduce burden on training
providers to submit accurate performance information and to guide WIOA
participants, in conjunction with staff, in selecting training in the State and Local
Areas; prohibit discrimination by training providers in accepting and enrolling
WIOA program participants; provide guidance on reciprocity with other states; and,
provide information on eligible training programs to WIOA participants in a way
that helps them make informed decisions, along with staff and within local policy,
on how to use their ITAs.

= As part of MD Labor's 2020-2023 State Apprenticeship Expansion Grant, which
provides funding from the USDOL for expanding RA opportunities throughout
Maryland, DWDAL created the 2021 Maryland Community College Apprenticeship
Initiative. This opportunity provides grant funds to increase the integration of
community colleges and RAs into Maryland’s workforce system.

» [N 2019, DWDAL released Pl 2019-04 Privacy and Data Security to provide statewide
guidance on the management of Personally Identifiable Information (PlIl), an
important issue when sharing participant information between partners.

Career Pathways

In an effort to strengthen career pathways implementation in Maryland, in 2018 MD Labor
launched the Career Pathways Program, which awarded up to $250,000 per jurisdiction to
increase WIOA Title Il learner access to Title | training and career opportunities while
addressing the needs of local businesses. Over 190 adult learners were served in various areas,
including healthcare, apartment maintenance, and diesel mechanics.

In addition to the career outcomes of the learners, the program culminated in the creation of
Career Pathways Connections for Adult Learners, a guide that addresses the persistent
challenge of connecting Title | and Title Il clients to co-enrollment opportunities, as well as the
benefits of utilizing the services of both programs to empower adult learners to advance in
their careers. This guide outlined the best practices learned and a roadmap to sustainable
implementation across the State. Establishing strong partnerships between agencies and
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meeting participants where they are were just a few of the recommendations made from this
pilot program. One standout jurisdiction was Howard County, in which two separate Title Il
providers formed a long-lasting partnership with the local AJC to serve the needs of English
learners in their jurisdiction. The local partnership in Howard County has continued beyond
the end of the grant, with its success being touted nationally at the EARN Economic
Integration webinar and a training at the 2023 National Association of State Directors of Adult
Education.

Youth Apprenticeships

Maryland has made great strides in building youth apprenticeship opportunities. Through the
work of the Maryland Youth Apprenticeship Advisory Committee (the “Committee”) and the
continued push by MD Labor, the MSDE, the Maryland Department of Commerce
(Commerce), and the Local Education Agencies (LEA) across the State, more students, parents,
and employers understand the benefits of apprenticeship opportunities for youth.

During 2018, groundwork was put in place to make youth apprenticeship available statewide
by the conclusion of the initial two-year, two-county pilot program. The Youth Apprenticeship
Advisory Board worked with MD Labor and MSDE to craft the educational framework
necessary for local public-school systems to design and implement their own youth
apprenticeship initiatives. Local county school systems were invited to submit proposals to
MSDE staff members to add the AMP as a Career and Technology Education (CTE) program of
study for its students. As a CTE program, local systems can use Perkins Grant funds to support
the program. Both departments are hopeful that this approach will help to facilitate the future
entry of additional participating school systems.

Expansion of AMP during this period of historically low unemployment is the ideal time for the
program to become a proven, sustainable workforce development strategy. In 2018, the
groundwork was put in place to expand youth apprenticeship to be available statewide. Labor,
Commerce, and MSDE's original goal for growing AMP during 2019 was to increase the
program from the original two pilot counties to a total of six participating school systems. As
a consequence of combined efforts, since the June 2018 unveiling by MSDE of the AMP CTE
Program of Study, all 24 of Maryland’s LEAs have adopted the model.

As the program has expanded, MD Labor and its partners have taken steps to ensure
adaptability by working with employers to identify a variety of training models for greater
program flexibility. This includes providing related instruction through any of the following
formats: through the local high school, through online programs offered either at the place of
employment or at the high school, at the work site of a participating employer, through an
industry association, through a Joint Apprenticeship and Training School, or through the
community college. The learning component is designed to comport with the needs of the
employer to include credentialing and certification. Maryland also focuses its recruitment of
employers from one of MSDE's ten Career Cluster areas which are based on the high-demand
sectors defined by Commerce. MD Labor, MSDE, and Commerce aligned the program with
federal, state, and local resources to ensure that AMP addresses Maryland's workforce and
economic development needs.

The number of youth apprenticeship employers approved to participate has grown from just
14 in the initial cohort year of 2016-2017 to over 575 by November 2023. The program has seen
similar growth in the number of youth apprentices being served over that same time period,
increasing from 11 to over 625.
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MD Labor and MSDE are committed to growing the program to scale so that as many of
Maryland’s young people as possible can utilize this innovative career pathway program. For
example, as part of MD Labor's 2020-2023 State Apprenticeship Expansion Grant, which
provides funding from the USDOL for expanding RA opportunities throughout Maryland,
DWDAL created the 2021 Maryland Youth Apprenticeship Initiative. This opportunity provides
grant funds to increase youth apprenticeship opportunities throughout the state.

Training without the close involvement of industry and business will likely be to no avail.
Maryland has embraced employer and industry driven models to training through the EARN
Maryland program and through the State's investments in RAs.

EARN Maryland

EARN Maryland is the State's nationally recognized workforce program. The program is
industry-led, designed to address business workforce needs by focusing on industry sector
strategies that produce long-term solutions to sustained skills gaps and personnel shortages.
The success of the program is seeded in collaboration among a diverse group of partners,
including employer and industry partners, nonprofit and commmunity-based organizations, and
workforce, economic development, and education partners. Based upon employer-identified
training needs, Strategic Industry Partnerships provide education and skills training to
unemployed and underemployed Marylanders, including support for individuals with specific
barriers to employment. EARN also provides career advancement strategies for incumbent
workers.

Since the program began in 2014, EARN has been recognized as a national best practice for its
innovation and implementation of sector strategies. In 2015 and 2016, the National Skills
Coaalition and Urban Institute praised EARN as a leader in industry-led workforce initiatives. In
2017, EARN was highlighted at the National Conference for State Legislatures as a model to be
emulated. Additionally, at the request of the National Skills Coalition, EARN Maryland staff
provided technical assistance to states seeking to emulate this national best practice. In 2018,
EARN was named one of the Top 25 programs in Harvard's 2018 Innovations in American
Government Award competition, which highlights exemplary models of government
innovation.

As of October 2023, nearly 9,300 individuals, many of whom have barriers to employment, have
obtained employment as a result of their participation in EARN programming. Additionally,
over 13,000 incumbent workers have participated in training, earning a new skill, certification
or credential. Employer partners identify many benefits to their employees participating in
EARN training, including increased cost savings, productivity and retention.

In an effort to build upon the success of the program, the annual budget for EARN has more
than doubled in size since the inception of the program, which has significantly increased the
reach of the program.

Due to the critical role of employer and industry partners in the implementation of the
program, EARN partnerships are encouraged to grow their employer network. In 2023, the
Business Economic and Community Outreach Network (BEACON) performed a survey to
ascertain the effectiveness of the program from the perspective of EARN employer and
industry partners. 81% of survey respondents stated that they have a significant competitive
advantage over their peers, with 17% responding that EARN participants have at least some
competitive advantages. A mere one percent of employers surveyed responded that EARN
participants had no competitive advantage over their counterparts. In addition, nearly 99% of
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respondents affirmed that their participation in EARN is worth the investment and the same
percentage believe that the program has had a positive impact on their business.

The results of this survey solidify the impact of the industry-led model in improving business
outcomes and best serving Maryland’s workforce.

Over the last several years, the Department has continued its partnership with the Maryland
DHS' SNAP E&T Program. Funded by the United States Department of Agriculture, the
program connects people who receive monthly food supplement benefits (SNAP, food
stamps) to job-driven training programs. The program requires a cost-match with non-federal
funding. Participating programs will be reimbursed up to 50 percent of allowable program
costs, thus increasing the State's and other non-federal funders’ investment and increasing
the number of Marylanders to receive in-demand skills training. Because EARN is a state-
funded program, EARN Maryland partnerships have the means to provide the cost match.
Sixteen EARN grantees are FSET providers, including the Jane Addams Resource Corporation,
Civic Works, Humanim, Job Opportunities Task Force, NPower, Per Scholas, Maryland Food
Bank, BCR Cyber, ByteBack, , Maryland New Directions, ITWorks, Vehicles for Change, Goodwill
Industries of the Chesapeake, Paul's Place, the National Center for Institutions and Alternatives,
and I'm Still Standing Community Development Corporation.

On February 16, 2023, the State Workforce System issued Pl 2023-03 WIOA Title | Training &
Maryland'’s Eligible Training Provider List. The policy was the result of over a year's worth of
convening stakeholders, public comment, and technical assistance. Both EARN partnerships
and RAs were represented in the discussions and policy formulation. Prior to 2017, EARN
partnerships had not been included on the ETPL but based on the feedback fromm EARN
partnerships, community colleges, and others, the State established a process that would
allow EARN Maryland performance outcome reports to count as past performance data
submitted for initial eligibility. Since then, there have been several EARN grantees added to
the ETPL.

RAs

Since becoming a part of MD Labor DWDAL in 2016, the Office of Apprenticeship and Training
has made a concerted effort to utilize this time-tested model as the State's premiere workforce
solution. The structure of RA is flexible and innovative, allowing for businesses to create a
structured training model to connect highly skilled workers to the employer. The Apprentices
benefit through the OJL, which allows them to earn an income while they learn the skills
needed for the job.

Leveraging federal funding for the acceleration and expansion of apprenticeship
opportunities, the State hired additional staff charged with building partnerships with new,
existing and inactive sponsors and/or businesses. Industry engagement and participation are
also key to the successful expansion of RA in Maryland. Outreach to chambers of commerce
and industry associations, and State and LWDBs are occurring. The connections with these
industry groups nurtured several opportunities to engage industry to develop multi-employer
programs and program templates. Lastly, relationships are being leveraged with sector
partnerships through EARN.

In January 2017, there were no RA sponsors on the State's ETPL. Due to the effort of the Office

of Apprenticeship and Training, and as a result of intensive outreach, over 55 have since joined
the ETPL to leverage WIOA funding.
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(F) Improving Access to Postsecondary Credentials. Describe how the State’s strategies
will improve access to activities leading to recognized postsecondary credentials,
including Registered Apprenticeship certificates. This includes credentials that are
industry-recognized certificates, licenses or certifications, and that are portable and
stackable.

Maryland has established a strong record of implementing best practices related to improving
access to education and industry-recognized credentials. The State continues to actively invest
in a variety of initiatives that will drive the excellence of Maryland’s workforce today and well
into the future. Going forward, Maryland's workforce system partners continually work
together to achieve the goal of increasing earning capacity of Maryland’s workforce system
customers by maximizing access to and use of skills and credentialing.

IELCE and IET

Adult Education grantees of WIOA Title Il funds in Maryland are encouraged to design and
deliver Integrated Education and Training programming that meets the needs of the local
workforce area as well as the career goals of adult learners in their jurisdiction. These providers
are strongly encouraged to plan these activities with the participation of other core program
partners, certified training providers, and businesses to develop programs that will meet the
needs of a high-demand industry. |IET programs should be a component in a comprehensive
Career Pathway program. The three IET components of Adult education and literacy activities,
Workforce preparation activities, and Workforce training must be provided contextually and
concurrently for a specific occupation or occupation cluster for the purpose of educational and
career advancement. The instruction must be aligned with the CCR standards and integrate
workforce preparation activities.

Adult Education providers are required to complete an IET Planning Tool for each cohort to
ensure there has been proper planning and considerations made on the best way to deliver
this instruction concurrently and contextually. In addition, the provider must identify all
planned completions of MSG Type IV (Progress Towards Milestones) and MSH Type V (Industry
Recognized Certifications) that will be accomplished during the cohort.

WIOA Section 243 funding authorizes Integrated English Literacy and Civics Integration
funding for successful applicants. The three required components of IELCE course work are:

1. English Language Acquisition (speaking and comprehension);
2. Literacy (reading and writing); and
3. Civics education (the rights and responsibilities of citizenship and civic participation).

In addition to the required components, |[ELCE programs are required to align programming
with Maryland’s ESOL content standards, as well as being taught concurrently with instruction
on the rights and responsibilities of citizenship and civic participation, understanding the
American systems of government, education, healthcare, and the American
workplace. Finally, programs receiving IELCE funds under Section 243 of WIOA must ensure
that students in the program have access to integrated education and training (IET). Access
to an IET means that students who are in Section 243 (IELCE) funded services are also able to
attend an IET course, if interested; however, students enrolled in the IELCE program are not
required to participate in such service.
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RAs

Governor Moore's strategic vision for the workforce system is to provide businesses with the
skilled workforce they need to compete in the global, regional, and local economies. A bedrock
strategy within that vision is the expansion of RA opportunities. The State's goal is to align RAs
with Maryland’s workforce system to ensure that traditional RA expands alongside the creation
of new opportunities grounded in labor market demand.

Maryland’s Apprenticeship and Training Program registers three types of apprenticeships:
time-based, competency-based, and hybrid models. Competency-based apprenticeship
programs are a new addition to Maryland's menu, introduced into State regulation in 2017. By
expanding the menu of apprenticeship models, Maryland has created new opportunities for
employers and prospective apprentices seeking alternatives to a time-based apprenticeship.

Maryland has received nearly $20,000,000 in funding to expand RA from the USDOL since
2016. The latest award comes in the form of the 2023 State Apprenticeship Expansion Grant in
the amount of $6,650.620.00. These funds will serve to align RAs with public sector
apprenticeships and degree bearing apprenticeships in hospitality in conjunction with
community college partners and will provide public sector employers and private businesses
with a sustainable pipeline in both traditional and non-traditional industry sectors.

Maryland has devoted the majority of funding from each of its USDOL apprenticeship grants
directly into programming that enable existing RA programs to increase in size while also
allowing for significant investments in new RA programs. For example, as part of the 2020
State Apprenticeship Expansion Grant, Maryland has dedicated $3.2 million to support an
Employer Incentive Program (which reimburses employers who hire new apprentices a
portion of wages), and a series of awards to expand both registered and youth apprenticeship.

MD Labor has increased its RA staff to integrate apprenticeship into the workforce system by
adding Apprenticeship Navigators. A primary area of focus for the Apprenticeship Navigator
role is to conduct outreach to the business community, existing sponsors, inactive sponsors,
and other potential stakeholder groups. These outreach activities have resulted in the
registration of 180 new apprenticeship sponsors, and the reactivation of 38 RA Sponsors since
September 2016. Additionally, staff have worked to expand the Youth Apprenticeship Pilot
Program into AMP. The AMP program provides youth apprenticeship opportunities to
participating school systems throughout the state. Originally a two-county pilot program,
AMP has now expanded to all 24 local school systems. Presently available to high school
students through their school system, youth apprenticeships are “earn and learn” work
opportunities focused on high-growth, high demand industries. A youth apprentice
participating in this program receives paid, supervised, structured, On-the-Job Learning (OJL)
from a mentor in a specific in-demand occupation with the related instruction being provided
by the school system, commmunity colleges, union training center, association, or online. Youth
apprenticeship students work a minimum of 450 hours with a certified employer, while
receiving concurrent related instruction through their high school. Participating students
typically work during the summer after their junior year and during their senior year with a
state-approved employer. They work with a mentor to learn valuable skills and earn industry
credentials and high school credit. Students also receive training in interpersonal/social skills
and general knowledge of the world of work. Since the program'’s inception for the 2016-2017
school year, the number of youth apprentices has climbed from 11 to over 625, with over 575
businesses being approved for the program as of November 2023.

MD Labor will increase opportunities for engagement with the business community,

jobseekers and RA Sponsors by utilizing a cross-training strategy of the Business Solutions,
Reentry Navigators, Local Veteran Employment Representatives (LVER), and Apprenticeship
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and Training staff. This strategy provides RA strategies to be provided by all business facing
staff creating an efficient outreach effort for Maryland businesses.

ETPL

To expand the number and diversity of high-quality training providers on the ETPL, the State
conducted a highly collaborative process to develop a new ETPL policy and processes.
The WIOA Title | Training & Maryland’s ETPL policy, updated in 2021and updated again in 2023,
was desighed to encourage the participation of the education and training institutions that
play such a pivotal role in building a highly qualified workforce. Outcomes of the new policy
indicate the inclusive development process was successful in commmunicating the value of the
list to stakeholders. Applications from community colleges have seen a sharp increase, and in
the short period of time the new policy has been implemented, 58 RA programs have been
added. In order to include additional providers on the ETPL.

(G) Coordinating with Economic Development Strategies. Describe how the activities
identified in (A) will be coordinated with economic development entities, strategies, and
activities in the State.

Coordinating with Commerce

Recognizing that greater collaboration between agencies may require the use of common
platforms, data collection, and information sharing, MD Labor works with representatives from
Maryland’'s Commerce Department to align processes and leverage each agency's core
strengths in a more coordinated way. Staff who administer business services attend quarterly
training on business retention, growth and layoff aversion strategies, as well as economic and
industry indicators and LMI. Additionally, representatives from MD Labor and Commerce will
continue discussions to allow for greater coordination of services, including but not limited to
access to Commerce’s current business services platform.

Furthermore, joint investment in incumbent worker training programs, such as Maryland
Business Works, support employer strategies for upgrading the skills of currently employed
workers. Incumbent worker training programs invest not only in the employee who obtains
transferable skills and industry-recognized credentials, but also supports the competitiveness
of Maryland’s businesses by ensuring that their incumbent employees can effectively adapt to
meet continually advancing technologies. Additionally, these programs typically support
business retention and expansion efforts. They do so not by developing basic skill levels in
occupations with growing demand, a primary focus of Maryland's EARN program, but by
supporting company efforts to update skills for new processes and equipment.

Both MD Labor and the Commmerce Department have previously invested in matching grant
programs directed to businesses. These investments in Maryland’s businesses provided
customized training solutions for individual companies with unique or proprietary technical
skill requirements. Under WIOA, incumbent worker training can be used to help avert
potential layoffs of employees, or to increase the skill levels of employees. MD and Commerce
will continue to work collaboratively to find ways to renew efforts to increase incumbent
worker training funds and will jointly market the availability of these training funds to ensure
Maryland’s businesses are competitive and their employees are well-trained to compete in a
global marketplace.

(b) State Operating Systems and Policies. The Unified or Combined State Plan must
include a description of the State operating systems and policies that will support the
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implementation of the State strategy described in section Il Strategic Elements. This
includes—

(1) State operating systems that support coordinated implementation of State strategies
(for example labor market information systems, data systems, communication systems,
case management systems, job banks, etc.).

Maryland is committed to moving towards an integrated systems approach, in which its
separate legacy data systems will be replaced gradually. While MD Labor, DORS, DHS, and
DHCD can report on each individual WIOA program to the respective federal oversight
agencies, Maryland does not currently have an integrated system that is accessible to all
partner programs. MD Labor is therefore currently unable to access data from agencies, like
DORS and DHS, which collect data outside of the MWE system, and agencies may have limited
knowledge of how partner programs are serving mutual customers.

The MWE serves as the data system for a number of WIOA programs: the WIOA Title | Adult,
Dislocated Worker, and Youth programs; WIOA Title |ll Wagner-Peyser employment services,
JVSG, MSFW, Dislocated Worker Grants, Trade and the ETPL. ETPL is managed in the MWE
along with all provider data. Local Area can use the MWE to track locally defined programs.
The MWE REX module supports Ul claimants alongside the Ul modernization efforts. However,
TANF, VR, Adult Education, and the CSBGs use their own data collection systems.

WIOA partner agencies have been granted “read only” basic access, to MWE. This allows
partners the ability to view a shared customer. Journey through the local AJC.. On December
18, 2017, the WIOA partners issued Policy Issuance 2017-10: Partner Access to the MWE. The
policy allows for read-only access to the MWE be granted to WIOA partners. The proper
Memorandum of Understanding has been executed between partners and confidentiality
statements for individual users outline responsibilities to maintain confidentiality and to
protect PII.

In short, while many of the State's WIOA programs use the MWE for the processes previously
described several of the State's other WIOA programs operate in a different agency data
system. At times, this can challenge the ability to share information on mutual customers.
Recognizing this challenge, in the interim, Maryland is committed to establishing data sharing
agreements in the absence of one common State system. Maryland is also committed to
exploring common platform methods that will help us to improve system
coordination. Currently, MD Labor's WDQI grant is using workforce data and along with
the Maryland Longitudinal Data System (MLDS) for data integration and research.

(2) The State policies that will support the implementation of the State’s strategies (for
example., co-enrollment policies and universal intake processes where appropriate). In
addition, provide the State's guidelines for State-administered one-stop partner
programs’ contributions to a one-stop delivery system and any additional guidance for
one-stop partner contributions.

WIOA Policy Work

The GWDB sets forth public policy guidance for the workforce system. This includes, but is not
limited to, the promotion of sector strategies and the development and growth of industry-led
partnerships for workforce training delivery. The GWDB plays the critical role of finding ways
to promote Maryland’'s workforce system to businesses and jobseekers alike. GWDB also
provides needed insight into the needs of Maryland’'s businesses and will be apprised of
operational policy needs.
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Maryland is committed to a collaborative approach to operational policymaking and will
continue to encourage participation from State and local partners across the WIOA system.
The WIOA Partners will develop WIOA policies using DWDAL's eight step process for policy
development (http://www.labor.maryland.gov/employment/mpi/):

Maryland’s 8-Step Process for WIOA Policy Development
Determine policy need

Policy Session with Subject Matter Experts

Policy drafting

Review & Comment Period

Updates to draft

Final approvals

Policy dissemination

Policy modification (when applicable)

©NOUTA NN

The WIOA Partners have a robust and collaborative operational policy plan in place to guide
the state's workforce system. Maryland is commmitted to implementing WIOA with a true
systems approach, and therefore, MD Labor, DORS, DHS, and DHCD are committed to jointly
issuing policies, memos, and guidance documents for the WIOA system, in line with the
direction of the GWDB, and as appropriate. Jointly issuing operational policies is Maryland's
way of ensuring all staff and system partners, regardless of which agency or organization they
represent, will have the same expectations, training, and understanding of how to interact with
customers and each other.

By taking a collaborative, thoughtful approach, which allows for subject matter experts across
the system to weigh in, the WIOA Policy Work Group, in coordination with the WIOA
Alignment Group and the GWDB, successfully works to provide policy guidance on a variety of
topics that are key to WIOA implementation. The USDOL has touted Maryland'’s approach to
policymaking as a national best practice and Maryland often provides technical assistance on
the development of policies to other states via webinars and conference call.

All of Maryland'’s policy guidance is provided on MD Labor’'s website to ensure ease of access
for staff and the general public, alike (http://www.labor.maryland.gov/employment/mpi/). To
help identify specific WIOA policy needs, the WIOA Policy Work Group solicits feedback from
the State's other WIOA Workgroups to ensure policy needs were documented and subject
matter experts from relevant State and local organizations were appropriately identified and
engaged. Additionally, MD Labor reviewed its existing policies and identified areas that could
benefit from improvement and/or alignment with other WIOA programes.

The WIOA Policy Work Group, in consultation with the other WIOA Work Groups, thus
identified a variety of policy needs and work is ongoing to fully develop strong policies that
align with the State Plan’s vision. The Policy Work Group has strategically solicited the
expertise of a wide range of subject matter experts, ranging from directors to front-line staff,
which represent many different organizations and will continue to work systematically to issue
policy guidance as necessary for effective and efficient system operations.

These collaborative, comprehensive policy efforts build on and leverage state policies that
promote a systems approach to implementing WIOA. Maryland has intentionally developed
policies that align with the State’s strategies under WIOA. For example, in order to have a
comprehensive system that serves customer needs, Maryland has issued policies related to co-
enrollment. This is evident in recent issuances about the State's career pathways project that
encourages co-enrollment between Title | and Title Il, a 2022 TAA policy issuance, which
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outlines co-enrollment in TAA and WIOA Title |, as well as how TAA and Ul coordinate. These
issuances are available at the link above. One-Stop partner contributions are outlined in
various policy issuances and representatives from partner organizations participate in MD
Labor’s policy development process. For example, the State has recently issued policies on
topics related to privacy of shared customer data, coordinated performance goals, data
validation, and National Reporting System (NRS)-approved assessments for the WIOA system.

In terms of outlining One-Stop partner contributions, MD Labor has an MOU/RSA policy, and
with the assistance of USDOL, developed a fiscal tool that was distributed to all partners in
January 2020. DWDAL's Fiscal Administration Sub-Recipient Financial Handbook outlines the
guidelines for partners in terms of sub-awards, monitoring, and system standards.

Finally, when a shift in strategy or service delivery occurs, the State's policy development
framework allows for quick action to support system stakeholders. As temporary allowances
emerged during the beginning of the COVID-19 pandemic, Maryland opted to rapidly develop
a pandemic flexibility policy to memorialize all finite changes to operations. On June 25, 2020,
and then later on June 22, 2021, MD Labor issued COVID-19 Flexibility Guidelines for the
Maryland Workforce System policies to document temporary changes such as increases in
administrative costs, changes to remote assessments, and use of funds for PPE and
sanitization resources.

(3) State Program and State Board Overview

(A) State Agency Organization. Describe the organization and delivery systems at the
state and local levels for the programs covered in the plan, including the organizational
structure. Include an organizational chart.

Four Maryland State agencies are responsible for administration and oversight of the State’s
WIOA System:

=  MD Labor-DWDAL DU,
= MSDE DORS;

* Maryland DHS FIA; and

* Maryland DHCD.

This section details both the state and local organization and delivery systems for the
Maryland’s WIOA programs.

Organizational charts can be found below:
Department of Labor (MD Labor) and Division of Workforce Development and Adult Learning

(DWDAL) Organizational
Charts: https://labor.maryland.gov/employment/wioadllrdwalorgchart.pdf.

MD Labor Division of Unemployment Insurance (DUI) Organizational

Chart: https://labor.maryland.gov/employment/wioadllrduiorgchart.pdf.
Department of Human Services (DHS) Organizational

Chart: https://msa.maryland.gov/msa/mdmanual/18dhr/pdf/18dhs.pdf.

Maryland State Department of Education (MSDE) Division of Rehabilitation Services
(DORS): https://labor.maryland.gov/employment/wioamsdeorgchart.pdf.
Department of Housing and Community Development (DHCD) Organizational
Chart: https:/msa.maryland.gov/msa/mdmanual/17dhcd/pdf/17dhcd.pdf.
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MD Labor - DWDAL

MD Labor’s organizational structure includes the Office of the Secretary, Office of the Deputy
Secretary, and seven Divisions. As one of the seven Divisions, the DWDAL is responsible for
administering the majority of programs set forth in this Combined Plan.

DWDAL's administration activities include:

e Overseeing Title | funding awarded to the State’s designated Local Areas;

¢ Developing policies and procedures to guide the overall workforce system;

¢ Managing the statewide information and technology system for case management,
performance reporting, and LMI —the MWE; and

e Providing technical assistance related to programming and system improvements.

The Governor designated 13 Local Areas in Maryland. Each Local Area operates at least one
comprehensive AJC, as well as one or more affiliate centers or specialized service access points.
A network of AJCs currently serve Maryland job seekers and businesses. A list of AJCs by county
is available at the following link: http://www.labor.maryland.gov/county/.

DWDAL works collaboratively with the business-led Boards responsible for governing the
implementation of workforce system services delivered in and through local AJCs within their
Local Areas.

DWDAL’s Organizational Composition

The DWDAL Office of the Assistant Secretary (OAS) ensures Division initiatives and program
activities are aligned with the strategic vision for the State's workforce system. The DWDAL
OAS coordinates the work of three Offices: 1) the OWD; 2) the Office of AELS; and 3) the Office
of Correctional Education.

DWDAL - Office of the Assistant Secretary (OAS)

» The Policy Unit identifies and prioritizes policy needs and leads an inclusive policy
development process that incorporates broad stakeholder input to produce clear,
practical guidance. In addition to policy development, the Policy Unit supports
strategic planning activities within DWDAL and works closely with the Maryland
Workforce System’s Chief Learning Office to enhance system cohesion through
consistent implementation of system-wide policies and best practices.

» The Professional Development and Technical Assistance Unitis led by the Chief
Learning Officer (CLO), whose position is jointly funded by MD Labor, the DHS, and
DORS. The role of this Unit is to establish, maintain, and promote a high quality,
coordinated professional development system for Maryland's workforce system that is
collaboratively developed, cohesively designed, and collectively managed.

= The New Americans Unit expedites immigrant integration into the economic and civic
life of the state through outreach and community engagement efforts. Through such
efforts, the New Americans Unit shares information on training and employment
opportunities with immigrants who call Maryland home and promotes adult literacy
and English language acquisition for immigrants, including foreign born professionals.
The New Americans Unit partners with MORA to jointly co-sponsor the Maryland Skilled
Immigrant Task Force. The Task Force works to create a win-win environment in which
immigrants are able to secure jobs that match their professional and educational
backgrounds while simultaneously meeting the hiring demands of the business
community along with DHS MORA. The Task Force focuses on the issues of LEP,
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addressing challenges associated with complex licensing and credentialing processes,
limited experience of Maryland’'s workforce system in working with foreign-born
individuals, and the lack of social capital on the part of immigrants.

» The Special Grants Unit oversees the implementation of multiple grant-funded
programs that support innovative, integrated workforce system solutions. The Special
Grants Unit administers the EARN Maryland program, the State's nationally-
recognized, industry-led workforce development model that uses sector strategies to
produce long-term solutions to skills gaps and personnel shortages. The unit also
oversees multiple grant initiatives designed to address Maryland's serious opioid crisis.

»  Communications and Outreach Unit works in coordination with other DWDAL units,
other Divisions within MD Labor, and external State agencies and other organizations
to ensure that accurate, clear, and consistent messaging regarding DWDAL programs
and services is effectively relayed to businesses, jobseekers, and the public.

» The Monitoring and Compliance Unit provides fiscal and programmatic monitoring of
local workforce and adult education entities to ensure compliance with applicable
federal and state law.

» The Fiscal Administration Unit ensures the effective, prudent and efficient use of public
resources in accordance with the laws and regulations established by both the Federal
government and the State of Maryland. The Unit does this by establishing and adhering
to fiscal controls, administrative systems, and processes. The Fiscal Administration Unit
provides meaningful fiscal information to the Division's leadership team that
empowers them to align strategic business decisions with the multiple sources of
available funding. The Unit manages and assists in maintaining solvency of the funding
for all DWDAL programs.

OWD

The OWD is comprised of 12 units. Some of these units oversee the implementation of multiple
programs, while other focus on a single program. Their specific functions are as follows:

» The AJC Operations Unit provides centralized oversight of MD Labor’s Labor
Exchange Administrators (LEAs). LEAs manage employment and training
programs and services throughout the State's AJCs. The AJC Operations Unit
administers jobseeker services through Wagner-Peyser and WIOA Title | Adult,
Dislocated Worker, and Youth programs funding.

» The Dislocation Services Unit (DSU)provides centralized oversight and
administration of Rapid Response and Trade Program services:

e Rapid Response services are designed to reduce or eliminate the time
an individual receives Ul benefits by quickly connecting businesses and
workers impacted by a dislocation event with workforce system
resources. Maryland Rapid Response teams work with businesses and
jobseekers to customize services, providing them onsite at an affected
business or at an alternate location and accommodating work
schedules, as needed.

e The Trade Program provides aid to eligible workers who lose their jobs,
or whose hours of work and wages are reduced, as a result of increased
imports or production transfers abroad. The Trade Program provides
trade-affected workers with opportunities to obtain the support,
resources, skills, and the credentials they need to return to the workforce
in @ good job. Trade program services include employment and case
management services, training, job search allowances, relocation
allowances, reemployment and Alternative / Reemployment Trade
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Adjustment Assistance wage subsidies for older workers, and income
support in the form of Trade Readjustment Allowances (TRA).

» The Reemployment Services Unit provides centralized oversight and administration of
the RESEA program and the ROW:

e The RESEA Program:1) assists Ul claimants in becoming employed sooner; 2)
reduces the number of weeks that Ul benefits are paid out to claimants; 3)
improves the solvency of the Ul trust fund; and 4) reduces fraudulent Ul claims
and overpayments. The DWDAL and DUI jointly administer the RESEA program,
which is available in all Local Areas across the State. State workforce staff funded
under the RESEA grant coordinate and facilitate RESEA workshops in AJCs
throughout the State, making it easy for participants to smoothly transition
from developing an Individual Reemployment Plan (IRP) to accessing services
that will help them quickly regain employment.

e The ROW Program is a full-day workshop offered to Ul claimants identified
using Maryland’s Worker Profiling and Reemployment Services (WPRS), not
chosen for RESEA to shorten the duration of Ul benefits received through
reemployment efforts.

» The POAC Unit assists recent college graduates and jobseekers otherwise prepared for
or with work experience in professional, executive, technical, managerial, and/or
scientific occupations to find appropriate employment opportunities. POAC provides
employers with access to an e-service program where they can use active marketing
approaches to promote employment opportunities.

» The Veteran Services Unit operates the JVSG. The JVSG Program offers employment
and training services to Veterans with significant barriers to employment and connects
employers with work-ready Veterans.

» The Foreign Labor Certification Program Unit assists applicable employers, who have
obtained USDOL approval to begin the hiring process of permanent or temporary
foreign workers. The program assists employers across Maryland in navigating federal
program requirements, including application processing, data collection, wage and
prevailing practice surveys in specific employment areas where foreign workers have
been brought to Maryland.

» The Tax Credit Unit administers federal and state tax credit programs that offer income
tax incentives to employers for hiring members of targeted population groups, such as
ex-offenders or certain individuals with disabilities.

»  MSFW Unit ensures migrant and seasonal farm workers receive the same employment
services that non-migrant seasonal farm workers receive at Maryland AJCs.

» The Reentry Services Unit works to increase access to employment for Maryland
citizens with criminal backgrounds. The unit provides technical assistance to
jobseekers, staff, and employers to increase the number of individuals hired with
criminal history and barriers to employment. As part of the unit's responsibilities, unit
staff work with local AJCs to administer the federal Bonding Program.

» The Youth and Disability Services Unit provides coordination and technical assistance
support to the Local Areas and partner service providers responsible for serving WIOA
Title | youth program participants and AJC customers with disabilities.

» The Apprenticeship and Training Program Unit works collaboratively with the
Maryland Apprenticeship and Training Council to: 1) register apprenticeship programs
that meet federal and state standards; 2) issue certificates of completion to apprentices;
3) encourage the development of new programs through outreach and technical
assistance; 4) protect the safety and welfare of apprentices; and 5) assure that all
programs provide high-quality training.

» The Performance Unit collects, analyzes, and produces labor market and workforce
information as a service to businesses, jobseekers, students, and workforce entities. The
unit is organized into three units that manage: 1) performance and data quality; 2) the
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MWE, and 3) LMI. Additionally, the unit manages and maintains the Workforce
Information Database, the production of industry and occupational employment
projections, and other workforce information and economic products and services.

» The SCSEP Unit assists job seekers 55 or older who are unemployed, meet established
low-income guidelines, and desire an opportunity for training an employment, to
access training and employment services. SCSEP participants receive training in
workplace skills and access to unsubsidized employment, either with nonprofit or
government agencies — known at “host agencies” - or private sector employers.

Office of Adult Education and Literacy Services (AELS)

The Office of AELS provides services to Maryland’s adult learners, as required under WIOA Title
ll. The Office selects local providers of adult education instructional services via a statewide
competition. Instructional services include Adult Basic and Secondary Education, English
Language Acquisition / Integrated English Literacy and Civics Education, Family Literacy, and
High School Diploma preparation.

Maryland'’s current providers include a wide-range of community colleges, local public-school
systems, community-based organizations, public libraries, and the state’'s Correctional
Education program. A complete listing of local providers of adult education authorized under
Title Il can be found at: http://www.labor.maryland.gov/gedmd/programs.shtml. The Office
provides monitoring, technical assistance, professional development, and assistance to these
providers, and serves as the State's contact for adult education with the United States
Department of Education. The Office administers Maryland’'s GED® and National External
Diploma Program®, which help adult learners and out-of-school youth to obtain their Maryland
High School Diplomas. A complete listing of GED®testing sites in Maryland is found
at http//www.labor.maryland.gov/gedmd/ged.shtml.

Correctional Education

The Office Correctional Education provides educational opportunities for incarcerated men
and women that enable them to become independent and productive workers, citizens, and
parents. Correctional Education, with the oversight of the Correctional Education Council and
in partnership with the DPSCS, is responsible for the academic, occupational, and transitional
programs provided in Maryland’s correctional institutions.

The academic program begins with basic literacy and continues along a learning continuum
through high school equivalency completion. Special education services are also available to
eligible students. Upon attainment of the Maryland High School Diploma through passage of
the GED® examination, students may participate in one of 23 occupational programs or
postsecondary education courses. Many of the occupational programs provide unique
opportunities for the justice-involved individuals to obtain nationally recognized credentials,
with the goal of reaching economic self-sufficiency.

Occupational Programs Offered by Maryland Correctional Education:

o Architectural CADD

e Automotive Body Repair

e Automotive Maintenance and Inspection
e Building Maintenance

e Fabric and Upholstery Cleaning

e Furniture Upholstery
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e Graphic Arts and Design
e |ntroduction to Word and Excel

o Office Practice and Management
e Office Technology

e Pre-Apprenticeship Carpentry

e Pre-Apprenticeship Electrical

e Pre-Apprenticeship Facilities Maintenance
e Pre-Apprenticeship HVAC/R

e Pre-Apprenticeship Masonry

e Pre-Apprenticeship Plumbing

e Pre-Apprenticeship Sheet Metal
e Pre-Apprenticeship Welding

e Print Communication

e Roofing

¢ Small Engine Repair

e Warehouse/Distribution

e Woodworking/Finish Carpentry

Transitional programs also provide students with skills for developing short and long-term
employment plans including job search strategies and soft skills training for job readiness. In
short, the program seeks to provide educational opportunities to support the inmate's
successful reentry and reintegration into the community.

MSDE - DORS

DORS administers Maryland's VR program. DORS provides services and supports to assist
eligible students, youth, and adults with significant disabilities transition to postsecondary
education, training, and employment. VR services and Pre-Employment Transition Services
are provided by the following branches:

e The Office of Field Services provides services such as career counseling, assistive
technology, vocational training, work readiness training, job development services, and
Pre-Employment Transition Services. Staff members are located in 24 field offices
located throughout the state, some of which are co-located with AJCs.

e The Office for Blindness and Vision Services specializes in services to individuals whose
primary disability is blindness or vision loss, to assist them in achieving their goals of
employment and of independence in their homes and communities. The Office
oversees the Maryland Business Enterprise Program (BEP) for the Blind, a program that
prepares individuals who are legally blind to operate vending, gift, or food service
businesses in public facilities, in accordance with the Randolph Sheppard Act.

e The Workforce and Technology Center is a comprehensive VR facility that offers career
assessment services, career and skills training, job placement assistance, Assistive
Technology services, and other medical and support services. A complete listing of
DORS Regions and Offices is available at the following
link: http://dors.maryland.gov/resources/Pages/locations.aspx.

DHS -FIA

Maryland refers to the TANF program as the TCA program. The TCA program is implemented
through LDSSs, located in all of the State’s 24 jurisdictions. The locations of LDSS offices and
contact information can be accessed at http://dhs.maryland.gov/local-offices. Through LDSS
service points, workforce system customers may access or receive referrals to education, job
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training, job placement, and other services to help them overcome employment barriers and
obtain self-sustaining employment. Additionally, this part of DHS also administers the SNAP
E&T program.

MD LABOR-DUI

DUI administers Maryland's Ul compensation program, as well as some components of the
Trade Program. DUI processes Ul claims and serves qualified Ul recipients. DUI staff work
collaboratively with DWDAL-OWD staff responsible for delivering RESEA and ROW programs,
to assist unemployed Marylanders in determining their eligibility for and access to Ul benefits.

The Community Service Block Grant

The Community Services Block Grant (CSBG) program supports a range of direct services
designed to assist low-income individuals and families with achieving self-sufficiency through
a statewide network of seventeen Community Action Agencies. Congress annually
appropriates funds for the CSBG program which are administered at the state level by the
Maryland Department of Housing and Community Development. Community Action
Agencies (also known as CSBG Eligible Entities or CAAs) receive 90 percent of the funds
allocated to Maryland in order to operate programs and services that effectively address the
causes and conditions of poverty in the Agency's service area. These Agencies have been
formally designated by local governing bodies in every jurisdiction in Maryland to serve as the
official anti-poverty agency for that jurisdiction.

(B) State Board. Provide a description of the State Board activities that will assist State
Board members and staff in carrying out State Board functions effectively. Also, provide a
membership roster for the State Board consistent with 20 CFR 679.110-120, including
members’ organizational affiliations and position titles.

Membership Roster

= Hon. Wes Moore, Governor

= Carim Khouzami, Board Chair, CEO, Baltimore Gas & Electric

= Delali Dzirasa, Board Vice-Chair, Founder & CEO, Fearless, Inc.

* Ferris Allen, lll, Thoroughbred Horse Trainer, Warwick Stable

= Kevin Anderson, Secretary, Maryland Department of Commerce

* Hon. Vanessa Atterbeary, State Delegate, District 13

» Alexander Austin, President & CEO, Prince George's Chamber of Commmerce

» Marco V. Avila, P.E., Vice President, WSP

= Calvin Ball, County Executive, Howard County

= John D. Barber, Jr., President of Local 177, Northeast Regional Council of Carpenters

= Hon.Joanne C. Benson, State Senator, District 24

= Gary E. Bockrath, Consultant

» Jennifer W. Bodensiek, Chief Development Officer, Junior Achievement of Greater
Washington

» Donald Boyd, Supervisor of Strategic Initiatives, Dorchester County Public Schools

= BrianS. Cavey, International Vice President, International Association of Heat and Frost
Insulators & Allied Workers

= Dr. Annesa Cheek, President, Frederick Community College

= Jody Boone, Acting Assistant State Superintendent, DORS, Maryland State
Department of Education

= Donna Edwards, President, MD State and DC AFL-CIO
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= Mackenzie Garvin, Director, Baltimore City Mayor's Office of Employment
Development

= Steven W. Groenke, CEOQ, Storbyte, Inc.

= Kevin D. Heffner, President and CEO, LifeSpan Network

» Stacey Herman, Director, Project SEARCH and CORE Foundations, Kennedy Krieger
Institute

= Matthew R. Holloway, Farmer, Quantico Creek Sod Farms, Inc.

» Cormac Hughes, Campus President, Lincoln College of Technology

= Dr. Roderick King, Chief Diversity, Equity and Inclusion Officer, University of Maryland
Medical System

» Larry Letow, President, CyberCX

* Aminah “Amie” J. Long, Human Resources Director, Chaney Enterprises

= Jessica Mente, Director of Training. Royal Farms

» Kirkland 3. Murray, President & CEO, Anne Arundel Workforce Development
Corporation, and President, Maryland Workforce Association

= Stephen Wayne Neal, President & CEO, K. Neal International Trucks, Inc.

= Myra W. Norton, CTE Committee Chair. Senior Director, Johns Hopkins Technology
Ventures

* Sanjay Rai, Acting Secretary, Maryland Higher Education Commission

= Charles A. Ramos, Consultant

= Edward C. Rothstein (COL Ret), Commmissioner, Carroll County Commissioners Office

* Martin “Marty” Schwartz, President, Vehicles for Change

* Michelle B. Smith, President & CEO, 15 Choice, LLC

* Brian Stamper, Executive Director of Manufacturing Sciences, AstraZeneca

* Inez Stewart, Senior Vice President of Human Resources, Johns Hopkins Medicine

» Teaera Strum, Chief Executive Officer, Strum Contracting Company, Inc.

* Michael D. Thomas, Vice President, Workforce Development & Continuing Education,
Baltimore City Community College

= Perketer Tucker, Director, Office of Adult Education and Literacy Services, Maryland
Department of Labor

= Charles T. Wetherington, President, BTE Technologies, Inc.

= Carey Wright, Interim State Superintendent of Schools, Maryland State Department of
Education

= Portia Wu, Secretary, Maryland Department of Labor

= Charnetia V. Young, Director, Business Development and Workforce Initiatives, CVS
Health

The following members of the Governor's Cabinet work with the GWDB in a non-voting
capacity, serving as advisors on select topics and engaging as partners on initiatives of the
Board that are relevant to their department missions.

* Carol Beatty, Secretary, Maryland Department of Disabilities

= Jacob Day, Secretary, Maryland Department of Housing and Community Development

» Rafael Lopez, Secretary, Maryland Department of Human Services

* Paul Monteiro, Secretary, Maryland Department of Service and Civic Innovation

» Carmel Roques, Secretary, Maryland Department of Aging

* Vincent “Vinny” Schiraldi, Secretary, Department of Juvenile Services

* Laura Herrera Scott, Secretary, Maryland Department of Health

*» Carolyn Scruggs, Secretary, Maryland Department of Public Safety and Correctional
Services

* Paul Wiedefeld, Secretary, Maryland Department of Transportation

» Anthony “Tony” Woods, Secretary, Maryland Department of Veterans Affairs
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Board Activities

The GWDB holds four quarterly meetings annually, which are open to the public. In Fall 2023
meetings were switched from a fully virtual format to a hybrid format, with an option for Board
members and members of the public to participate either in-person or virtually. The GWDB's
Executive Committee holds quarterly virtual meetings that are typically scheduled one month
in advance of full Board meetings to discuss the agenda for upcoming meetings and other
issues, as appropriate. In addition, topic-specific working groups were convened to support
strategic plan development over fall and winter 2023-2024.

To support Plan implementation the GWDB will stand up three new committees to align with
Pillars I, Il, and IV of the Strategic Plan above (with the CTE Committee aligning to Pillar I1).
These will be committees focused on industry partnerships and sector strategies; on access,
equity and barrier removal;and on system governance and alignment. The committee focused
on system governance and alignment will support the GWDB's required functions under
WIOA, including the development and approval of policy to guide the overall workforce system
as well as policies specific to LWDBs and Local Areas, such as board and job center certification,
regional and local planning guidance, and resource sharing agreements.

To further support implementation of the Plan, the GWDB will continue to partner closely with
the MWA, which represents 13 LWDB directors across the state, in enhancing guidance and
operations of the state's LWDBs. The Executive Director and two Deputy Directors of the
GCWDB and a leadership team from MD Labor's DWDAL attend meetings of the MWA, which
meets regularly to discuss matters pertaining to the workforce system and exchange
information on current issues.

Additional expectations for the activities of the GWDB are outlined in the Executive Order
signed by Governor Moore in December 2022. The Executive Order can be accessed
at: https://governor.maryland.gov/Lists/ExecutiveOrders/Attachments/29/EQ%2001.01.2023.22
%20Governor's%20Workforce%20Development%20Board_Accessible.pdf

Additionally, as a result of the Blueprint for Maryland'’s Future legislation, in 2022 the GWDB
established a CTE Committee within the Board. The Blueprint for Maryland’s Future, which
became law per Maryland Constitution Chapter 36 of 2021, is an expansive education reform
bill aimed to develop school programs and standards that provide Maryland students with a
world-class education. The legislation includes multiple components including early
childhood education, teacher training and retention, resources for students, and an emphasis
on CCR. The legislation mandates the creation of a CTE Committee within the GWDB. The
purpose of the CTE Committee is to build an integrated, globally competitive framework for
providing CTE to Maryland students and the workforce. This CTE Committee will have
oversight for developing a statewide framework for CTE, including supporting and overseeing
reporting against the legislated goal that by the 2030-2031 school year, 45% of high school
students shall complete a high-school level of a RA or another industry-recognized credential
by the time of graduation.

As of Fall 2023, the CTE Committee holds a minimum of four quarterly public meetings, also
held in a hybrid format similar to the GWDB public meetings, with a majority of meetings held
at CTE high schools and featuring optional member tours of facilities. The CTE Committee has
multiple duties, including but not limited to:

» Defining the “high-school level of a RA” as utilized in Blueprint legislation;

» Defining what types of apprenticeship and industry-recognized credentials will be
counted toward the 45% goal noted above;
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= Developing a new and rigorous definition, set of criteria, and comprehensive review
process for industry-recognized credentials;

=  Working with the business commmunity to develop CTE learning opportunities and
ensuring that CTE programs are aligned with labor industry demands;

» Addressing operational issues associated with delivering CTE and apprenticeships
to high school students; and

» Establishing a CTE Expert Review Team to review school CTE programs.

The CTE Committee is composed of the following GWDB members: State Superintendent of
Schools; Secretary of Higher Education; Secretary of Labor; Secretary of Commerce; Chair of
the CTE Skills Standards Advisory Committee; and six members who collectively represent
employers, industry or trade associations, labor organizations, community colleges,
agricultural community, and experts in CTE programming.

The GWDB and CTE Committee will be working with partners across Maryland to build a CTE
system that prepares students to begin careers and develop the skills necessary to meet the
workforce and economic development needs of the 21st century.

(4) Assessment and Evaluation of Programs and AJC Program partners.

(A) Assessment of Core and One-Stop Program Partner Programs. Describe how the core
programs will be assessed each year based on State performance accountability
measures described in section 116(b) of WIOA. Describe how other one-stop delivery
system partner program services and Combined State Plan partner programs included
in the plan will be assessed each year. This State assessment must include the quality,
effectiveness, and improvement of programs broken down by local area or provider.
Such state assessments should take into account local and regional planning goals.

Measuring Maryland’s Success: Revising Systems for More Comprehensive Performance
Accountability and Evaluation

While MD Labor, MSDE, DHS, and DHCD are capable of reporting on each individual program
to the respective federal oversight agency, Maryland does not currently have an integrated
performance reporting and accountability system that includes partner programs. Under
WIOA, states must report Title | and Il program files through the USDOL, while Adult
Education and VR files are submitted through the Department of Education. As shown, the
Maryland Workforce Exchange (MWE) currently houses the following USDOL programs: WIOA
Adult, Dislocated Worker. Youth, Wagner-Peyser, JVSG, SCSEP, and Trade program
participants. While the State has successfully increased the capacity of the MWE by adding in
2017 a module focused on reemployment of Ul claimants, TANF, SNAP, VR, Adult Education,
and CSBG are not currently MWE users.

To address the lack of integrated performance accountability and reporting systems, and as
part of its previously described work in the coming year to review and, where needed, redesign
routine mechanisms for partner engagement, performance reporting and assessment, and
system evaluation mechanisms, the GWDB and its staff will collaborate with partner program
leadership on development of a new assessment and evaluation model and cadence. This will
include responding to the requirements under WIOA around comprehensive and rigorous
evaluations led by and reporting to the state workforce development board.

As part of this undertaking, GWDB staff will work especially closely with DWDAL team

members who oversee monitoring and assessment, to integrate existing processes and
resources or tools into a comprehensive performance reporting and evaluation system. For
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example, DWDAL's monitoring unit's annual review is an oversight activity that offers
opportunities for technical assistance and corrective action. Their monitoring review process
assesses progress in service delivery, identifies areas of compliance, provides technical
assistance to help resolve non-compliance issues, and ensures that Federal and State funds
are used responsibly according to the laws and regulations. Additionally, DWDAL's
performance assessment unit is part of the annual state performance assessment (WIOA
Section 116). This assessment helps with the identification of performance success or failures
with respect to the primary indicators of performance for each of the six WIOA core programs
in each local area.

Information on Performance Measures

Under WIOA Adult, Dislocated Worker, JVSG, Wagner-Peyser, Title || and Title IV Performance
Measures are as follows:

¢ Employment Rate QTR2- Percentage of participants in unsubsidized employment in
the second quarter after exit (Q2 post-exit).

¢ Employment Rate QTR4— Percentage of participants in unsubsidized employment in
the fourth quarter after exit (Q4 post-exit).

e Median Earnings — Median earnings of participants in the second quarter after exit
(Median earnings Q2 after exit).

e Credential Rate — Percentage of participants with postsecondary credential attainment
or high school diploma or GED® during participation in the program or within one year
after exit. (WP and JVSG is excluded)

e Measurable Skills Gain — Percentage of participants who, during the PY, are in
education or training programs that lead to recognized postsecondary credential or
employment, and who achieve measurable skills gain (documented academic,
technical, occupational or other forms of progress, toward the credential or
employment). (WP and JVSC is excluded)

In accordance with §677.155(d)(1-6), the primary indicators for the youth program under title |
of WIOA are:

WIOA Youth Performance Measures

* Placementin Employment or Education QTR2 — Percentage of participants who are
in education and training, or in unsubsidized employment, during the second
quarter after exit (Q2 post-exit).

»  Placementin Employment or Education QTR4 — Percentage of participants who are
in education and training, or in unsubsidized employment, during the fourth
quarter after exit (Q4 post-exit).

* Median Earnings - Median earnings of participants in the second quarter after exit
(Median earnings Q2 after exit).

» Credential Rate - Percentage of participants with postsecondary credential
attainment or high school diploma or GED® during participation in the program or
within one year after exit.

* Measurable Skills Gain - Percentage of participants who, during the PY, are in
education or training programs that lead to recognized postsecondary credential
or employment, and who achieve measurable skill gain (documented academic,
technical, occupational or other forms of progress, toward the credential or
employment).
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In accordance with §677.155(a)(1)(vi), there is a new primary indicator for the effectiveness in
serving employers under WIOA, which is:

WIOA Effectiveness in Servicing Employers Measures

o Employer Penetration Rate- addresses the programs' efforts to provide quality
engagement and services to all employers and sectors within a state and local
economy. Percentage of employers using WIOA core program services out of all
employers in the state.

o Repeat Business Customers- addresses the programs' efforts to provide quality
engagement and services to employers and sectors and establish productive
relationships with employers and sectors over extended periods of time; percentage of
employers who have used WIOA core program services more than once during the last
three reporting periods.

e Retention with Same Employer in the 2nd and 4th Quarters after Exit. Addresses the
programs' efforts to provide employers with skilled workers; Percentage of participants
with wage records who exit and were employed by the same employer in the second
and fourth quarters after exit.

States must select two of the three measures above to report on for PY 2022 and PY
2023. Maryland chose to report on all three for PY 2022 in an effort to provide a complete
picture of how the programs are currently engaging with employers and meeting their
needs. The implementation of WIOA performance accountability requirements was phased in
and implemented by July 1, 2016 (PY 2016). Performance reporting of the negotiated
performance measures began PY 2017.

While MD Labor, MSDE, DHS, and DHCD are capable of reporting on each individual program
to the respective federal oversight agency, Maryland does not currently have an integrated
system that includes partner programs. Under WIOA, states must report Title | and Il program
files through the USDOL, while Adult Education and VR files are submitted through the
Department of Education. As shown, the MWE currently houses the following USDOL
programs: WIOA Adult, Dislocated Worker, Youth, NDWG, Wagner-Peyser, JVSG, SCSEP, and
Trade program participants. While the State has successfully increased the capacity of the
MWE by adding in 2017 a module focused on reemployment of Ul claimants; TANF, SNAP, VR,
Adult Education, and CSBG are not currently MWE users.

The WIOA partners intend to replace the existing multiple systems with a new system that will
include imaging and workflow management, and a robust business rules engine like MWE to
aid in eligibility determination and creating and managing benefit plans, as well as report
performance accountability measures. As previously noted, Maryland’'s WIOA partners are
dedicated to placing customers at the heart of the WIOA system.

Maryland's WIOA partners are further commmitted to conducting ongoing evaluations of
workforce activities carried out in the state in order to promote, establish, implement, and
utilize methods for continuously improving core program activities. This will allow the WIOA
system to achieve high-level performance within, and high-level outcomes from the workforce
development system.

Core WIOA Programs

WIOA standardizes performance requirements across core programs. For the WIOA Title |
Adult and Dislocated Worker Programs, Title || Adult Education and Literacy programs, Title Il
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Wagner-Peyser employment services, and Title IV VR, the primary indicators of performance
are, as follows:

»  Employment during 2nd quarter after exit,

»  Employment during 4th quarter after exit,

* Median earnings,

» Credential attainment rate, (Excludes Title Il and JVSG)
* Measurable skills gain, (Excludes Title Ill and JVSG) and
» Effectiveness in serving employers.

For the WIOA Title | Youth program, the primary indicators of performance are, as follows:

»  Employment, education, or training during 2nd quarter after exit;
»  Employment, education, or training during 4th quarter after exit;
* Median earnings;

= Credential attainment rate;

» Measurable skills gain; and

» Effectiveness in serving employers.

Title Il Wagner-Peyser (Employment Services) and JVSGC is exempted from Credential
Attainment and Measurable Skill Gains. Effectiveness in Serving Employers is a pilot measure,
where states must select two of the three federal proposed metrics. This measure is measured
across all six core programs. Data sharing agreements are required to secure data from VR in
order to report these measures for PY 2017 and thereafter. For PY 2022 and PY2023 Maryland
selected toreport all three effectiveness measures. WIOA explains that each state shall identify
within the State Plan its expected levels of performance for each primary indicator, for each
program, for the first two PYs covered by the State Plan. The law subsequently explains that
the levels agreed to by the state, the Secretary of Labor, and the Secretary of Education, shall
be considered to be the state adjusted performance and shall be incorporated into the State
Plan prior to its approval. Maryland received from USDOL further guidance on the WIOA
performance measures via Training and Employment Guidance Letters (TEGL 10-16 Change 2)
and Training and Employment Notices (TENs). Maryland’'s WIOA partners are committed to
continuing to work closely with USDOL in anticipation of additional information.

In October of 2023, the Office of Workforce Information and Performance was eliminated and
operations moved to OWD (MWE and Performance) and OAS (LMI). MD Labor's Performance
Unit works with Local Areas and Regions and takes performance assessment into account
when establishing goals. Local Area staff use the MWE to report, on an individual customer
basis, the data needed to produce the performance measures used to review actual
accomplishments. The Performmance Unit produces, reviews, and provides copies of the WIOA
and Wagner Peyser Quarterly reports. The Performance Unit also provides to the Local Areas
a quarterly summary report, which highlights the Local Areas’ performance compared to their
locally negotiated goals. This report indicates their current status (exceeding, meeting, or
failing) for each of the measures. In addition, MD Labor also provides the Local Areas data
extract files (for both WIOA and Wagner Peyser) to conduct their own analysis of the individual
records.

Procedures are in place to address substandard performance. The first step is to determine if
the performance for the particular measure or measures is a local issue or a data reporting

issue. If the latter is the case, then no technical assistance is provided.

If a determination is made that the area is experiencing a performance issue that cannot be
attributed to a reporting issue, then a more extensive review of the performance data is
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performed. Thisis a vital part of the review process. The detailed data is analyzed to determine
possible factors that may be influencing performance, sufficient and poor. It is important to
note that the Local Areas now have the capability to review the performance outcomes tables
that are used to produce their local performance measures and how their performance relates
to the State.

The State follows a formal analysis process. A standard procedure is utilized at quarterly
intervals that includes taking the extract from the previous quarter and matching with the
current quarter to reveal changes (some changes are expected). Each performance measure
is reviewed closely, both positives and negatives.

“High” is defined as 95 percent and above. “Low” is defined as close to 90 percent and
below. When low is determined, the data for that particular Local Area is analyzed closely. All
fields that attribute to the measure definition are examined. Findings are always shared with
Local Areas. If findings affect more than one Local Area, information is communicated and
shared throughout. Local Areas, State staff, and managers are notified when an issue is
determined.

Every two years, the state and USDOL negotiate Maryland'’s targets for performance measures
for employment services for Veterans, as part of the WIOA state plan submission timeline. As
part of both program and fiscal monitoring, Local Area leadership and MD Labor’s Title Il
Reemployment Program Directors complete an assessment survey regarding partners, their
service delivery, and their performance. When a partner is not performing well, and/or not in
accordance with the MOU or RSA, a Corrective Action Plan is developed.

Performance reports, partner feedback, and Corrective Action Plans are considered in goal
negotiations AND taken into account during the review of Local and Regional Plans. Maryland
has a robust procedure of reviewing and editing Local and Regional Plans, and the DWDAL
Monitoring and Compliance Unit, as well as representatives fromm OWIP, participate in that
effort. The Plans are broken into sections and reviewed by Subject Matter Experts who then
work with the Regions and Local Areas to refine their goals.

When developing the State’'s policy on monitoring (Pl 2019-07 Monitoring) and other
monitoring tools, stakeholders considered how to involve partners and leadership in the
evaluation process. As a result, reports are often shared with Local Directors and LWDB Chairs.
Additionally, MD Labor's Program Monitoring Questionnaire includes, but is not limited to, the
following questions for evaluation prior and during monitoring visits:

*» Pleasedescribe any special, shared, or coommon responsibilities taken on by the AJC
partners to improve service delivery within the AJC. For example, which partners
provide assistance in the resource room, reception, workshops, assessments,
participant outreach, etc.?

= Describe the processes and tools that are in place to support continuous
improvement activities in the AJC.

» How is the Local Area integrating and partnering its programs within the AJC?
Please provide examples of the integration/coordination of activities (USDOL Core
Monitoring Guide).

* How does the Local Area assess its performance integration, and how is the data
used?

* What area of integration has been identified as a priority for the Local Areas and
what action had been taken for this integration?
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The responses are used to guide discussions during visits, provide technical assistance, and
again, contribute to Maryland's overall commitment to continuous partner and workforce
system’s evaluation. Moreover, MD Labor's Program and Fiscal Monitoring Questionnaires
contains a subsection for each program to ensure comprehensive assessment of all partners.

Using this process during Covid became challenging. Both the initial COVID period and the
post-crisis period continue to have a profound impact on the Monitoring and Compliance Unit.
With limited staff, the unit had to find new ways to communicate, engage, track, and observe
the local area's activities. Monitors, who had the responsibility of ensuring locals implement
the law to improve access to the public workforce system, studied remotely how local areas
worked together and strengthened their network amid the crisis with limited staff using the
electronic questionnaire. For the monitoring unit, having a limited staff made it challenging to
train new local staff, incorporate their new virtual procedures in the review process, identify
potentially new risks, and build relationships with new local leaders - but it was done.
Nonetheless, the MD Labor Department compliance unit had taken proactive steps to ensure
that the wagon train kept moving by using remote communications, new tools and
technology. In this way, new risks were prevented from developing using the new Risk
Assessment tool, and evaluation spreadsheets. Any training provided was based on local needs
determined through outreach by the monitors as well as information obtained from local
directors and key staff. To maintain momentum in a now seemingly remote environment, the
monitors had scheduled annual remote training for topics where deficiencies were
identified. The Program and Fiscal Questionnaire and use our internal Technical Assistance
log are also used for this purpose. Monitors were responsible for making sure every local area
was familiar with all aspects of the referral system that should be integrated in their daily
service delivery and the significance of electronic document collection, the storage of PIl, and
authentication of electronic signatures during the crisis - and in today's post environment.

Despite the challenges posed by the pre- and post-pandemic, the Monitoring and Compliance
Unit is committed to ensuring that monitoring reviews will continue throughout 2024 and
beyond. Keeping in mind that WIOA charges local areas to deliver a broad array of quality
integrated services to customers of the public workforce system- the team will act with
intention as the quality analyst to confirm the quality of the system through various
communication channels and discussions. Moreover, through the quality checks, the localities
will be expected to highlight how they continue to engage businesses and customers through
virtual services, meetings, online training, and in-person thus ensuring that the provisions of
WIOA are maintained. The monitors will observe how local areas are continuing to increase
access to and opportunities for the employment, education, training, and support services that
individuals need, particularly those with barriers to employment. More importantly, how they
continue to build partnerships to strengthen the workforce system.

Additional specific examples are listed below:

TANF

The U.S. Department of Health and Human Services assesses state TANF performance based
on the Work Participation Rate (WPR) performance indicator. Under the WPR, states must
engage TANF work eligible individuals in federally approved, countable work activities for a
specific number of hours per week. By statute, the target WPR is 50 percent. Below is

Maryland’'s WPR federal indicator:

WPR - The total number of work eligible TANF recipients that have met their work
requirement, averaging 30 hours per week (20 hours a week for single parents with one or
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more children under six years old), in the month. In addition to the federal WPR, Maryland
assesses performance based on the following indicators:

» Job Placements — The total number of TANF recipients that were placed in a
subsidized public employment, subsidized private employment, unsubsidized
employment, or OJT activity;

» Ten Dollar per Hour Job Placements — The total number of TANF recipients that
were placed in a subsidized public employment, subsidized private employment,
unsubsidized employment, or OJT activity and scheduled for 30 hours per week or
more;

» Job Retention — Achieve a job retention rate of 75 percent; and

» Strategic Benchmark Goals - increasing the earning capacity of TANF recipients
through employment, skills and credentialing, eliminating barriers to employment,
and increasing core life skills.

Maryland DHS will continue to focus on the primary federal TANF performmance measure of 50
percent for WPR. In addition to WPR, DHS will begin to provide and report out data on TANF
outcomes for the first three proposed Common Measures: Employment, Retention, and
Median Wages.

Trade Program

USDOL assessed Maryland's Trade performance through the Participant Individual Record
Layout (PIRL). The PIRL is used by USDOL to compile the TAADI, TRADE Data Integrity feature
where the data extract captures the full universe of Trade applicants, including Trade
participants who receive benefits and services across programs. A standardized set of data
elements that includes information on participant demographics, types of services received,
and performance outcomes is a key component of this reporting structure. As the TAADI is
intended to track information on Trade activity on a “real time” basis for individuals, from the
point of Trade eligibility determination through post-participation outcomes, the data are
used to respond quickly and effectively to the management information needs of Congress,
the Executive Branch agencies of the federal government, and a variety of stakeholders who
develop and implement Trade program design. In addition, Trade assessment data are made
available to the public based on industry, state, and national aggregates through a query-able
search feature on the Trade website located at www.doleta.gov/tradeact, which provides an
unprecedented level of transparency on Trade participation.

JVSG Program

Annually, the state and USDOL negotiate Maryland'’s targets for performance measures for
employment services for Veterans. Performance during previous periods guides the
performance negotiation process to ensure that performance levels are both realistic and
challenging. States are expected to develop strategies and policies that demonstrate
continuous improvement. USDOL measures the effectiveness of a state’s employment
services by reviewing:

» The JVSG Program; and
= All other USDOL administered programs that are offered to Veterans through the
AJC delivery system.

Should the state fall short of its negotiated targets, USDOL's Veterans Employment Training

Services (VETS) provides technical assistance to help the state achieve success in providing
Veterans with employment services that lead to viable opportunities for employment. In
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accordance with TEN 8-16, the WIOA core program indicators and reporting requirements now
also apply to the JVSG program; Employment Rate Quarter 2, Median, and Employment Rate
Quarter 4. JVSG also negotiates performance of all veterans for Employment Rate Quarter 2,
Median, and Employment Rate Quarter 4. JVSG also reports the Individualized Career
Services Rate (goal of 90%) and the Services to Non-Veterans (0%). Individualized Career
Services Rate is of exiters, the number who received individualized career services plus those
in training divided by the total number in the current quarter. Services to Non-Veterans is
Total Current Eligible Veterans divided by Total Participants Served equals Service Rate to
Veterans; 100 minus the Service Rate to Non-Veterans is the Service Rate to Non Veterans.

(B) Previous Assessment Results. For each four-year state plan and state plan
modification, provide the results of assessments of the effectiveness of the core programs
and other one-stop partner programs and Combined State Plan partner programs
included in the Unified or Combined State plan during the preceding 2-year period (i.e. the
2-year period of the plan modification cycle), in accordance with methods described in
4(A) .Describe how the State is adapting its strategies based on these assessments.

In 2017, Maryland was held to 14 measures. The 14 measures included Employment Rate
Quarter 2 (Adult, Dislocated Worker, Wagner-Peyser and Youth- Employment and Education
Rate Quarter 2), Employment Rate Quarter 4 (Adult, Dislocated Worker, Wagner-Peyser and
Youth- Employment and Education Rate Quarter 4), Median Earnings (Adult, Dislocated
Worker, Wagner-Peyser), and Credential Attainment (Adult, Dislocated Worker, and
Youth). Median Earnings for Youth and Measurable Skills Gains were considered baseline
measures/indicators. Baseline indicators are certain primary indicators of performance that
will be used as baseline data to inform the process to determine the negotiated levels of
performance in future program years.

Maryland exceeded 13 measures and met 1 (Adult Median Earnings). In 2018, Maryland
exceeded all 14 measures. In 2019, Maryland, exceeded 13 of the 14 measures and met 1
measure (Youth Credential Attainment).

In 2020, Maryland was held to 18 measures. The 18 measures included Employment Rate
Quarter 2 (Adult, Dislocated Worker, Wagner-Peyser and Youth Employment and Education
Rate Quarter 2), Employment Rate Quarter 4 (Adult, Dislocated Worker, Wagner-Peyser and
Youth- Employment and Education Rate Quarter 4), Median Earnings (Adult, Dislocated
Worker, Wagner-Peyser, and Youth), Credential Attainment (Adult, Dislocated Worker, and
Youth), and Measurable Skill Gains (Adult, Dislocated Worker, and Youth). Of the 18 measures,
Maryland exceeded all 18 measures for federal reporting.

In PY2021, Maryland exceeded 15 of the 18 measures and met 3 (Employment Rate Quarter 2
Adult, Employment Rate Quarter 2 Dislocated Worker, and Employment Rate Quarter 2
Wagner Peyser), with 4 of the 12 Local Areas “not meeting” the Dislocated Worker Employment
Rate Quarter 2 and four only “meeting.” For Adult Employment Rate Quarter 2, six areas only
met the measure, two did not meet, and four exceeded. For Wagner Peyser Employment Rate
Quarter 2, six areas only met the measure, one did not meet, and five exceeded.

In PY2022, Maryland exceeded the 18 measures. In regards to Credential Attainment, of the 13
local areas; 4 areas failed Adult Credential, 4 areas failed Youth Credential, and 2 areas failed
Dislocated Worker Credential.

In PY2023 Quarter 1, under new standards, Maryland exceeded 16 of the 18 measures, meeting
two measures (Dislocated Worker Employment Rate Quarter 2 and Adult Credential
Attainment). In regards to Credential Attainment, which has the most areas of the 13 regions
failing; three areas failed Adult Credential and five areas met, four areas failed Youth Credential
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and one area met, and two areas failed Dislocated Worker Credential and two areas met. In
regards to Dislocated Worker Employment Rate Quarter 2, two areas failed the measures and
four areas met the measure.

In response to COVID-19 and recognizing the need to improve outcomes related to dislocated
workers, Maryland’'s Combined WIOA State Plan partners worked collaboratively to bolster the
workforce system. There are multiple entry points to services, and Maryland subscribes toa “no
wrong door” philosophy for customer access to services. Weekly orientations, walk-ins, partner
referrals, ROW, and RESEA are typical entry points for new customers.

The State’s Core Partners continuously reflect on strengths and weaknesses in the system.
Previously, the Data and Dashboard commmittee completed analyses of shared partner data to
identify opportunities for enhancement and shared a “Scorecard Data Dashboard” with the
WIOA Alignment Group. The Scorecard revealed system strengths in the areas of achieving
skills gains and room for improvement in coordinating life management skills instruction, such
as financial education.

Moving forward, while MD Labor, MSDE, DHS, and DHCD are capable of reporting on each
individual program to the respective federal oversight agency, Maryland does not currently
have an integrated performance reporting and accountability system that includes partner
programs. Under WIOA, states must report Title | and Il program files through the USDOL,
while Adult Education and VR files are submitted through the Department of Education. As
shown, the Maryland Workforce Exchange (MWE) currently houses the following USDOL
programs: WIOA Adult, Dislocated Worker. Youth, Wagner-Peyser, JVSG, SCSEP, and Trade
program participants. While the State has successfully increased the capacity of the MWE by
adding in 2017 a module focused on reemployment of Ul claimants, TANF, SNAP, VR, Adult
Education, and CSBG are not currently MWE users.

To address the lack of integrated performance accountability and reporting systems, and as
part of its previously described work in the coming year to review and, where needed, redesign
routine mechanisms for partner engagement, performance reporting and assessment, and
system evaluation mechanisms, the GWDB and its staff will collaborate with partner program
leadership on development of a new assessment and evaluation model and cadence. This will
include responding to the requirements under WIOA around comprehensive and rigorous
evaluations led by and reporting to the state workforce development board.

As part of this undertaking, GWDB staff will work especially closely with DWDAL team
members who oversee monitoring and assessment, to integrate existing processes and
resources or tools into a comprehensive performance reporting and evaluation system. For
example, DWDAL's monitoring unit's annual review is an oversight activity that offers
opportunities for technical assistance and corrective action. Their monitoring review process
assesses progress in service delivery, identifies areas of compliance, provides technical
assistance to help resolve non-compliance issues, and ensures that Federal and State funds
are used responsibly according to the laws and regulations. Additionally, DWDAL's
performance assessment unit is part of the annual state performance assessment (WIOA
Section 116). This assessment helps with the identification of performance success or failures
with respect to the primary indicators of performance for each of the six WIOA core programs
in each local area.

Preceding Performance

Maryland'’s previous performance assessment results are, as follows:
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Title 1 and Title 11l Performance - Maryland PY 2017 / FY 2018

Education and
Employment
Rate QTR2

Youth
Education and
Employment

Standard MD % Standard
Performance Achieved
Employment
Rate QTR2
Adults 72% 76.9% 106.8%
Dislocated 80% 82.6% 103.2%
Workers
Labor Exchange 55% 63.6% 115.7%
Employment
Rate QTR4
Adults 70% 76.7% 109.6%
Dislocated 75% 80.5% 107.3%
Workers
Labor 55% 64.7% N7.7%
Exchange
Median
Earnings
Adults $6,500 $5,994 92.2%
Dislocated $7,800 $8,123 104.1%
Workers
Labor $5,000 $5,505 110.1%
Exchange
Youth $3,363 Baseline
Youth

73.5% 122.5%

Rate QTR4
Youth 60% 76.6% 127.7%
Credential
Attainment
Adults 57% 739% 129.7%
Dislocated 55% 70.5% 128.3%
Workers
Youth 60% 76.5% 127.5%
Measurable
Skills Gains
Adults 475% Baseline
Dislocated 40.6% Baseline
Workers
Youth 44 7% Baseline
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Employer

Effectiveness
Measures
Retention 62.8% Baseline
With Same
Employer
Penetration 8.8% Baseline
Rate
Repeat 40.9% Baseline
Business
Title | and Title 1l Performance - Maryland PY 2018 / FY 2019
Standard MD %Standard
Performance Achieved

Employment
Rate QTR2

Employment

Adults 75% 76.3% 101.7%
Dislocated 80% 84.4% 105.5%
Workers

Labor 58% 66.7% 115.0%
Exchange

Education and
Employment
Rate QTR2

Youth
Education and
Employment
Rate QTR4

Credential
Attainment

Adults

Rate QTR4
Adults 71% 74.9% 105.6%
Dislocated 76% 83.2% 109.5%
Workers
Labor 57% 68.0% 19.2%
Exchange
Median
Earnings
Adults 118.0%
Dislocated $7,900 $9,585 121.3%
Workers
Labor $5,000 $6,209 124.2%
Exchange
Youth $3,386 Baseline
Youth

75.8% 13.2%

58%

63.8%

109.9%
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Dislocated 56% 59.2% 105.7%
Workers
Youth 65% 66.2% 101.8%
Measurable
Skills Gains
Adults 65.8% Baseline
Dislocated 69.4% Baseline
Workers
Youth 46.6% Baseline
Employer
Effectiveness
Measures
Retention 66.4% Baseline
With Same
Employer
Penetration 8.3% Baseline
Rate
Repeat 30.6% Baseline
Business

Title | and Title Il Performance - Maryland PY 2019

Education and

Standard MD % Standard
Performance | Achieved
Employment
Rate QTR2
Adults 75% 80.5% 107.3%
Dislocated 80% 84.4% 105.5%
Workers
Labor Exchange 58% 67.4% 116.2%
Employment
Rate QTR4
Adults 71% 77 1% 108.6%
Dislocated 76% 83.8% 110.3%
Workers
Labor 57% 69.3% 121.6%
Exchange
Median
Earnings
Adults $5,900 $6,712 113.8%
Dislocated $7.900 $9,480 120.0%
Workers
Labor $5,000 $6,695 133.9%
Exchange
Youth $3,800 Baseline
Youth
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Employment

Measurable

Rate QTR2
Youth 67% 73.6% 109.9%
Youth
Education and
Employment
Rate QTR4
Youth 61% 72.5% 118.8%
Credential
Attainment
Adults 58% 63.7% 109.8%
Dislocated 56% 61.2% 109.2%
Workers
Youth 65% 64.7% 99.5%

Skills Gains
Adults 57.2% Baseline
Dislocated 62.2% Baseline
Workers
Youth 497% Baseline
Employer
Effectiveness
Measures
Retention 63.3% Baseline
With Same
Employer
Penetration 8.5% Baseline
Rate
Repeat 28.9% Baseline
Business

Title | and Title Il Performance - Maryland PY 2020

Employment

Standard

MD
Performance

% Standard
Achieved

Rate QTR2
Adults 76% 77.3% 101.7%
Dislocated 80% 83.0% 103.8%
Workers
Labor Exchange 59% 60.0% 101.7%

Employment

Rate QTR4
Adults 72% 76.6% 106.4%
Dislocated 76% 82.2% 108.2%
Workers
Labor 58% 61.8% 106.5%
Exchange
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Education and
Employment
Rate QTR2

Median
Adults $6,200 $7614 122.8%
Dislocated $8,000 $9,982 124.8%
Workers
Labor $5,550 $6,876 123.9%
Exchange
Youth $3,410 $3,737 109.6%
Youth

70.6% 102.3%

Youth
Education and
Employment

Rate QTR4
Youth 63% 72.3% M4 7%
Credential
Attainment _
Adults 60% 65.5% 109.1%
Dislocated 56% 59.9% 106.9%
Workers
Youth 62% 65.0% 104.9%
Measurable
Skills Gains
Adults 52% 70.5% 135.7%
Dislocated 52% 75.8% 145.7%
Workers
Youth 48% 65.7% 136.9%
Employer
Effectiveness
Measures
Retention 63.0% Baseline
With Same
Employer
Penetration 9.8% Baseline
Rate
Repeat 28.6% Baseline
Business

Title 1 and Title Ill Performance - Maryland PY 2021/FY2022

Standard MD

Performance

% Standard
Achieved

Employment
Rate QTR2

Adults

76% 74.3% 97.8%
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Dislocated 80% 77.9% 97.3%
Workers
Labor Exchange 59% 58.8% 99.7%
Employment
Rate QTR4
Adults 72% 74.0% 102.7%
Dislocated 76% 79.8% 105.0%
Workers
Labor 58% 63.5% 109.5%
Exchange
Median
Earnings
Adults $6,200 $7,855 124.7%
Dislocated $8,000 $10,053 122.6%
Workers
Labor $5,550 $6,839 122.1%
Exchange
Youth $3,410 $4,104 120.4%
Youth

Education and
Employment
Rate QTR2

Youth
Education and
Employment

75.5% 109.4%

Rate QTR4
Youth 63% 71.7% 112.1%
Credential
Attainment
Adults 60% 62.9% 103.1%
Dislocated 56% 62.9% 112.3%
Workers
Youth 62% 70.6% 113.8%
Measurable
Skills Gains
Adults 52% 65.6% 123.8%
Dislocated 52% 72.4% 136.5%
Workers
Youth 48% 58.7% 122.4%
Employer
Effectiveness
Measures
Retention 63.2% Baseline
With Same
Employer
Penetration 8.4% Baseline
Rate
Repeat 22.8% Baseline
Business
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Title |1 and Title Il Performance - Maryland PY 2022/FY2023

Standard MD % Standard
Performance | Achieved
Employment
Rate QTR2
Adults 75% 82.0% 109.4%
Dislocated 78% 80.4% 103.0%
Workers
Labor Exchange 59.5% 63.6% 106.9%
Employment
Rate QTR4
Adults 73% 80.5% 110.2%
Dislocated 77% 80.7% 104.7%
Workers
Labor 59.5% 66.4% M.7%
Exchange
Median
Earnings
Adults $6,400 $8,562 133.8%
Dislocated $8,250 $9,326 1M3.0%
Workers
Labor $6,000 $7.954 132.6%
Exchange
Youth $3,500 $4,590 131.1%
Youth

Education and
Employment
Rate QTR2

71.5% 81.5% 114.0%

Youth
Education and
Employment

Rate QTR4
Youth 65% 78.7% 121.1%
Credential
Attainment _
Adults 62% 62.3% 100.5%
Dislocated 56.5% 65.5% 116.0%
Workers
Youth 63% 66.6% 105.7%
Measurable
Skills Gains
Adults 58% 71.0% 122.5%
Dislocated 59% 71.9% 121.8%
Workers
Youth 54% 65.1% 120.5%
Employer
Effectiveness
Measures
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Retention
With
Employer

Same

65.8%

Baseline

Penetration
Rate

7.5%

Baseline

Repeat
Business

26.0%

Baseline

Title Il Measurable Skill Gains (MSG) By Entry Level (from NRS Table 4) - July 1, 2023 - June

30,2023
All Periods of Participation:
ot [Tl tumber
Total Number [Number of
Workplace Percentage of
. of PoPs PoPs 5 5
Entering Total Number Pyl 5 G Literacy Pops |(Periods of
R . Achieving At [Attaining a . s . . .
Educational |of Periods of Achieving an |Participation
.. . .. Least One Secondary .
Functioning |Participation o MSG Other with
Educational [School
Level (PoPs) .. X Than EFL and (Measurable
Functioning |Diploma or o o
Secondary Skill Gains
Level Its
Equivalent S?hOOI
Diploma
ABE Level1 [484 188 1 0 39.04%
ABE Level 2 (2,044 664 24 1 33.70%
ABE Level 3 2,485 635 134 0 30.94%
ABE Level 4 (1,910 543 195 3 38.79%
ABE Level 5 (538 118 388 4 39.03%
ABE Level 6 (290 10 92 1 35.51%
ABE Total 7,751 2,158 634 9 34.84%
ESL Level1l [579 268 0 0 46.28%
ESL Level 2 1,227 645 0 0 52.56%
ESL Level 3 [2,587 1,157 0 2 44.80%
ESL Level 4 (3155 1,236 0 6 39.36%
ESL Level 5 |2,624 959 1 31 37.76%
ESL Level6 (2,077 454 0 53 24.89%
ESL Total 12,249 4,729 1 92 39.36%
Grand Total [20,000 6,887 535 101 37.61%

Title 1l Educational Functioning Level Gain for Pre- and Post-Tested Participants (from NRS
Table 4B) - July 1, 2023 - June 30, 2023

Entering Educational Total Number of Number with |[Percentage Achieving
Functioning Level Participants EFL Gain EFL Gain

ABE Level 1 270 188 69.62%

ABE Level 2 1,080 675 62.50%
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Entering Educational Total Number of Number with |Percentage Achieving
Functioning Level Participants EFL Gain EFL Gain
ABE Level 3 1,213 686 56.55%
ABE Level 4 951 589 61.93%
ABE Level 5 174 67 38.50%
ABE Total 3,688 2,205 59.78%
ESL Level1 330 267 80.90%
ESL Level 2 767 642 83.70%
ESL Level 3 1,641 1,149 70.01%
ESL Level 4 2,170 1,237 57.00%
ESL Level 5 1,715 964 56.20%
ESL Level 6 1,421 460 32.37%
ESL Total 8,044 4,719 58.66%
Grand Total 11,732 6,924 59.01%

Title 1l Core Follow-Up Outcome Achievement (from NRS Table 5) - July 1, 2022 - June 30,

2023

All Periods of Participation:

Total Number of Percentage of
Total Period of PoPs in which Partici arg\ts in
Primary Indicator of Participation (of |Participants P
- 2 All PoPs
Performance participants who |Achieved Outcome .
. 5 o Achieving
exited) or Median Earnings Outcome
Value for All PoPs
Employment Second Quarter 11,522 4176 26.26%
After Exit
Employment Fourth Quarter 10378 3.805 26.66%
After Exit
Median Earnings Second
Quarter after exit 11522 $7,193.00 N/A
Attained a Secondary School
Diploma/Equivalent and
Enrolled in Postsecondary 814 264 32.43%
Education or Training within
one year of exit
Attained a Secondary School
D|ploma/qu|v§Ient and 814 64 25 43%
Employed within one year of
exit
Attained a Postsecondary
Credential while enrolled or 267 66 24.71%
within one year of exit
Attameql any credential 1079 209 58.63%
(unduplicated)
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Table: All Periods of Participation

Total Periods

Total Number of Periods
of Participation in which

Percentage of
Participants in All

(unduplicated)

Primary Indicators of Participants Achieved |Periods of
of o o of

Performance Participation Outcome or Median Participation

P Earnings Value for All Achieving
Periods of Participation |Outcome

Employment Second Quarter 16934 5436 2210%

after exit

Employment Fourth Quarter 18322 6761 26.90%

after exit

Median Earnings Second

Quarter after exit 16,799 $5211.00 N/A

Attained a Secondary School

Diploma/Equivalent and

Enrolled in Postsecondary 998 17 1.70%

Education or Training within

one year of exit

Attained a Secondary School

Dlploma/qulvglent and 998 6 0.60%

Employed within one year of

exit

Attained a Postsecondary

Credential while enrolled or  [300 9 3.00%

within one year of exit

Attained any credential 1288 25 5 48%

WIOA Title IV VR

DORS - Federal Standards & Indicators Report, Federal FYS 2021 & 2022

Standard Federal [Federal |Federal
FY 2021 [FY 2022 |Standard
At least one
Number of Closed Cases with an Employment Outcome more than the
974 1,004 previous year.
Federal
Standards Minimum
Standard
Of the Closed Cases that received services, the percentage 2528% [3351%  |55.80%
with an Employment Outcome
Of the Closed Cases with an Employment Outcome, the
percentage that have a wage greater than or equal to 9897% [99.30% [72.60%
Minimum Wage.
Of the Closed Cases with an Employment Outcome, the
percentage that have a wage greater than or equal to the [100.00% [100.00% |62.40%
Minimum Wage and have Significant Disabilities.
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Federal |[Federal |[Federal

Standard FY 2021 |FY 2022 [Standard

Ratio of Average State Wage to the average wage of
Closed Cases with Employment Outcome that have wages|0.63 0.70 0.52
greater than or equal to Minimum Wage.

Difference between the percentage of Closed Cases with
Employment Outcomes that have a wage greater than or
equal to the Minimum Wage that are Self Support at
Application and the percentage of Closed Cases with|56.432 |50.351 53.000
Employment Outcomes that have a wage greater than or
equal to the Minimum Wage that are Self Support at
Closure.

Ratio of Minority Service Rate to Non-Minority Service Rate|0.867 0.914 0.800
Table: DORS - Federal Standards & Indicators Report, Federal FYs 2022& 2023

TANF
Preceding Performance

Under current law, states receive credit against their work standards for reductions in the
number of families receiving assistance under TANF and associated state programs from
FY2005 forward. Maryland received a caseload reduction credit of 38.2 percent for FFY 2022.
After applying the 38.2 percent caseload reduction credit to the required overall rate of 50
percent for FFY 2022, the adjusted WPR target for Maryland to meet became 11.8%. Maryland
achieved an overall participation rate of 12 percent. The Fiscal Responsibility Act of 2023 bill
proposes to change the period for which caseload declines are measured, so that states would
receive credit for reductions in families receiving assistance only from FY2015 forward. This will
take effect in FFY 2026.

In the chart below we show the WPR broken out for each local department of social services.
It is clear the WPR for each local department is significantly lower than our previous table in
2020-2024 WIOA Combined State Plan. The sharp decline is mainly due to work requirements
being waived during COVID and fully resuming in January 2022. The below chart reflects FFY
2022 (October 1, 2021 - September 30, 2022). COVID coupled with several legislative changes,
forced DHS to re-think how to best serve TANF families. Maryland is taking advantage of our
large caseload reduction credit for our WPR, this gives us the opportunity to adopt a more
customer-centered approach in service delivery. In the past DHS has been compliance driven.
Shifting to a more customer-centered approach in service delivery is onerous and takes
significant time to train all DHS staff. As DHS continues to strive towards serving the whole
TANF family and meeting families where they are the WPR will slowly continue to improve.

TANF, Federal FY 2022 Aggregate Scores At-A-Glance

Jurisdiction WPR Total Job[Total Full-Time 30% Above
Placements Minimum Wage Job Placements|
Large Counties
*Baltimore City|7% 886 288
" ,
Baltimore 40 1141 542
County
—
Prince 4% 650 359
George's
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Jurisdiction WPR Total Joquta_I Full-Time 30% Above
Placements Minimum Wage Job Placements|

Medium

Counties
*Anne Arundel (5% 642 252
*Montgomery [20% 566 310
Wicomico 7% 188 41
Harford 7% 207 108
*St. Mary's 2% 101 20
Howard 10% 147 93
Washington 2% 345 114
Cecil 3% 85 37

Small Counties
Frederick 1% 61 20
Charles 3% 49 29
Allegany 2% 170 40
Dorchester 0% 1 1
Caroline 7% 59 12
Carroll 3% 30 9
Somerset 4% 77 16
Queen Anne's |3% 29 9
Calvert 4% 49 13
Worcester 5% 25 1
Garrett 4% 38 7
Talbot 3 27 7
Kent 1% 5 1

MARYLAND 12% 5,578 2,329

Trade Program

FY 2016:
Goal FY 2016 Q1 (As |[FY 2016 Q2 (As |FY 2016 Q3 (As of |[FY 2016 Q4 (As
of 03/10/16) of 05/31/16) 09/01/16) of 12/09/16)

E;aplzrdgitures 85% - 115% |Discrepancy Discrepancy Discrepancy Explained

TRA o o .
Expenditures 85% - 115% |Pass Pass Pass Explained
éf(izﬁgitures 85% - 115% |Pass Pass Pass Explained

Job Srch / Reloc 85% - 115% |Pass Pass Pass Explained

Exp
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- FY 2016 Q1 (As [FY 2016 Q2 (As [FY 2016 Q3 (As of |[FY 2016 Q4 (As
of 03/10/16)  |of 05/31/16) 09/01/16) of 12/09/16)
Tenure 100% 100.0% 100.0% 100.0% 100.0%
ONET 100% 83.1% 89.7% 100.0% 100.0%
ISP 100% 100.0% 100.0% 100.0% 100.0%
NAICS 90% 97.1% 100.0% 100.0% 100.0%
Credential 70% 54.4% 51.6% 67.0% 69.3%
Rapid Response [55% 60.6% 40.0% 60.0% 64.9%
Case 50% 87.7% 85.5% 79.4% 81.8%
Management
Training 75% 56.3% 67.5% 69.2% 80.2%
Completion
Agent Liable  [75% 89.2% 84.8% 75.7% 77.3%
Employment 500, 100.0% 100.0% 100.0% 100.0%
After Exit
Wages Prior 100% 100.0% 100.0% 100.0% 100.0%
Wages Following[100% 100.0% 100.0% 100.0% 100.0%
FY 2017:
FY 2017 Q1 (As of FY 2017 Q2 (As of[FY 2017 Q3 (As ofFY 2017
R HEL s 03/01/17) 05/24/17) 09/08/17) Q4
Training o 11E0 , .
Expenditures 85% -115% |Pass Discrepancy Discrepancy
TRA Expenditures [85% -115% |Discrepancy Pass Pass
A/RTAA . . .
Expenditures 85% -115% |Pass Discrepancy Pass
Job Srch / Reloclgeor 1150, |pass Pass Pass
Exp
Tenure 100% 100.0% 100.0% 100.0%
ONET 100% 100.0% 100.0% 100.0%
ISP 100% 100.0% 100.0% 100.0%
NAICS 90% 99.5% 100.0% 97.2%
Credential 70% 71.6% 75.6% 72.9%
Rapid Response |55% 75.9% 73.7% 68.9%
Case 75% 89.6% 86.7% 83.3%
Management
Training 75% 83.8% 81.9% 78.7%
Completion
Agent Liable 75% 88.4% 85.7% 83.2%
E;‘tp'oy ment After oo, 100.0% 100.0% 100.0%
Wages Prior 100% 100.0% 100.0% 100.0%
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Measure Target FY 2017 Q1 (As ofFY 2017 Q2 (As of[FY 2017 Q3 (As offFY 2017
9 03/01/17) 05/24/17) 09/08/17) Q4
Wages Following [100% 100.0% 100.0% 100.0%

FY 2018:
FY 2018 Q1 (As of[FY 2018 Q2 (As of[FY 2018 Q3 (As|FY 2018 Q4 (As of
DL Target |2/2o118) 06/08/18) of 09/10/18)  |01/02/19)
— S i
E;agglnnd%tures ﬁgo/}: Discrepancy Discrepancy Pass Discrepancy
(¢) i
ESéenditures ﬁgo/}: Discrepancy Pass Pass Discrepancy
(¢) i
é{(zzﬁgitures 181;//0 Discrepancy Pass Pass Pass
(0]
0, i
JEC;E Srch / Reloc 181;//0 Pass Pass Pass Pass
(0]
Tenure 100% [100.0% 100.0% 100.0% 100.0%
ONET 100% [100.0% 100.0% 100.0% 100.0%
IEP 100%  [100.0% 100.0% 100.0% 100.0%
NAICS 90% 93.9% 97.1% 96.7% 96.4%
Credential 70% 70.0% 85.7% 83.9% 81.5%
Rapid Response |55% 75.4% 66.7% 62.2% 65.4%
EAZSneagemen o [75% [753% 87.9% 86.3% 86.6%
(T:fr':g;gtion 75%  |75.0% 80.0% 79.5% 87.1%
Co-Enrollment [50% 3.9% 3.2% 4.4% 7.1%
ifr?epr'g( 'i'?e”t 100%  [100.0% 100.0% 100.0% 100.0%
Wages Prior 100% [100.0% 100.0% 100.0% 100.0%
\F/\é?gif‘mg 100%  [100.0% 100.0% 100.0% 100.0%
FY 2019 Q2 FY 2019 Q3 (FY 2019 Q4
Measure Target aszgg:g:] ho) (As of (As of (As of
05/29/19) 09/03/19) 12/06/19)

Training Expenditures

85%
115%

‘|Discrepancy

Discrepancy

Discrepancy

Discrepancy

TRA Expenditures

85%
115%

"|Discrepancy

Pass

Pass

Pass

A/RTAA Expenditures

85%
115%

"|Discrepancy

Pass

Pass

Discrepancy
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FY 2019 Q1 FY 2019 Q2 FY 2019 Q3 |FY 2019 Q4
Measure Target (As of 03/11/19) (As of (As of (As of
05/29/19) 09/03/19) 12/06/19)
Job Srch / Reloc Exp 18122{2 |Pass Pass Pass Discrepancy
Rapid Response 55% 96.4% 96.1% 87.5% 96.2%
Petition Number 100% 100.0% 100.0% 100.0% 100.0%
[EP 100% 100.0% 100.0% 100.0% 100.0%
Co-Enroliment 50% 6.5% 5.6% 4.7% 11.5%
Case Management 75% 100.0% 100.0% 100.0% 100.0%
er'n”;ggment Caselong 100.0% 100.0% 100.0% 100.0%
Training Completion 75% 82.1% 87.1% 81.3% 82.4%
Credential 70% 84.0% 81.5% 77.8% 78.1%
Service in Quarter 95% 100.0% 100.0% 100.0% 100.0%
ONET 100% 100.0% 100.0% 100.0% 100.0%
NAICS 90% 100.0% 100.0% 100.0% 100.0%
Wages 100% 100.0% 100.0% 100.0% 100.0%
12/31/2019 03/31/2020 |06/30/2020 (09/30/2020
Measure Target
Percent Percent Percent Percent
Training Expenditures 85% - 115% |Discrepancy |Discrepancy |Pass Pass
TRA Expenditures 85% - 115% |Pass Discrepancy |Discrepancy |Pass
A/RTAA Expenditures 85% - 115% |Pass Pass Pass Pass
Job Srch / Reloc Exp 85% - 115% |Pass Pass Pass Pass
Rapid Response 0.6 95.2% 93.0% 94.3% 90.4%
Petition Number 1 100.0% 100.0% 100.0% 100.0%
[EP 1 100.0% 100.0% 100.0% 100.0%
Co-Enrollment 0.5 14.6% 17.9% 18.8% 17.8%
Case Management 0.75 100.0% 100.0% 100.0% 100.0%
Training Case Management [0.9 100.0% 100.0% 100.0% 100.0%
Training Completion 0.75 81.8% 81.6% 84.8% 85.7%
Credential 0.75 85.2% 78.3% 75.0% 80.8%
Service in Quarter 0.95 98.6% 98.7% 100.0% 100.0%
ONET 1 100.0% 100.0% 100.0% 100.0%
NAICS 0.9 100.0% 100.0% 100.0% 100.0%
Wages 1 100.0% 100.0% 100.0% 100.0%
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12/31/2020 03/31/2021 06/30/2021
Measure Target

Percent Percent Percent
Training Expenditures 85% -115%  |Pass Pass Pass
TRA Expenditures 85% -115%  |Discrepancy Discrepancy Discrepancy
A/RTAA Expenditures 85% -115%  |Discrepancy Discrepancy Discrepancy
Job Srch / Reloc Exp 85% -115%  |Discrepancy Discrepancy Pass
Rapid Response 65% 83.3% 92.3% 76.9%
Petition Number 100% 100.0% 100.0% 100.0%
[EP 100% 100.0% 100.0% 100.0%
Co-Enrollment 75% 6.3% 0.0% 0.0%
Case Management 75% 100.0% 100.0% 100.0%
Training Case Management 90% 100.0% 100.0% 100.0%
Training Completion 75% 89.5% 87.5% 84.8%
Training Result 80% 80.0% 83.3% 97.8%
Service in Quarter 95% 100.0% 100.0% 100.0%
ONET 100% 100.0% 100.0% 100.0%
NAICS 90% 100.0% 100.0% 100.0%
Wages 100% 100.0% 100.0% 100.0%
JVSG
PY 2015 Veteran Program Assessment Results
DVOP Specialists: ( Source VET-200A) .I".'aergg‘:tti:ted g;l:formance Z‘;an dar d°f
Intensive Services Provided to Individuals by DVOP
Specialists/Total Veterans and Eligible Persons Served by|90% 85% 94%
DVOP Specialists in the State (New)
Veterans' Entered Employment Rate (VEER)Weighted 60% 68% 113%
Veterans’ Employment Retention Rate (VERR) 83% 81% 98%
Veterans' Average Earnings (VAE) (Six-Months) $19,400 $18,556 96%
Disabled Veterans' EER (DVEER) 49% 51% 104%
Disabled Veterans' ERR (DVERR) 83% 81% 98%
Disabled Veterans' AE (DVAE) (Six Months) $22,600 $21,872 97%
Performance Targets for Labor Exchange Services|Negotiated Q-4 % off
for Veterans (Source: ETA-9002D): Targets Performance |[standard
Veterans' Entered Employment Rate (VEER) 52% 55% 106%
Veterans' Employment Retention Rate (VERR) 84% 81% 96%
Veterans' Average Earnings (VAE) (Six-Months) $19,700 $19,957 101%
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Performance Targets for Labor Exchange Services|Negotiated Q-4 % off
for Veterans (Source: ETA-9002D): Targets Performance |[standard
Disabled Veterans' EER (DVEER) 50% 49% 98%
Disabled Veterans' ERR (DVERR) 84% 83% 99%
Disabled Veterans' AE (DVAE) (Six Months) $23,000 $22,809 99%

PY 2017 WIOA Veteran Program Assessment Results

DVOP Specialists: Negotiated Targets Q-4 Performance
Employment Rate QTR2 57.2%
Employment Rate QTR4 53.5%

Median $7,018

Veterans' Employment Rate QTR2 56.7%

Veterans' Employment Rate QTR4 53.4%

Veterans' Median $6,960

Disabled Veterans' Employment Rate QTR2 54.1%

Disabled Veterans' Employment Rate QTR4 52.4%

Disabled Veterans Median $7,884

PY 2018 WIOA Veteran Program Assessment Results:

DVOP Specialists: Negotiated Targets|Q-4 Performance|(% of standard
Employment Rate QTR2 55% 57.5% 104.5%
Employment Rate QTR4 52% 55.9% 107.5%
Median $6,800 $7,253 106.7%
Veterans' Employment Rate QTR2 (WP) [55% 60.3% 109.6%
Veterans' Employment Rate QTR4 (WP) [52% 59.1% 113.7%
Veterans' Median (WP) $6,800 $6,939 102.0%

PY 2019 WIOA Veteran Program Assessment Results:
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DVOP Negotiated Q-4 Performance % of standard
Specialists: Targets

Employment Rate | 55% 55.2% 100.4%
QTR2

Employment Rate | 52% 55.8% 107.3%
QTR4

Median $6,800 $6,694 98.4%
Veterans’ Employment | 55% 59.9% 108.9%
Rate QTR2 (WP)

Veterans’ Employment | 52% 58.5% 112.5%
Rate QTR4 (WP)

Veterans’ Median | $6,800 $7,153 105.2%
(WP)

PY 2020 WIOA Veteran Program Assessment Results:

DVOP Specialists: Negotiated Targets [Q-4 Performance (% of standard
Employment Rate QTR2 53% 53.2% 100.4%
Employment Rate QTR4 51% 50.1% 98.2%

Median $6,600 $7,533 114.1%
Veterans' Employment Rate QTR2 (WP)  [55% 52.1% 94.7%
Veterans' Employment Rate QTR4 (WP)  [52% 52.4% 100.8%
Veterans' Median (WP) $6,800 $7,659 112.6%

PY 2021 WIOA Veteran Program Assessment Results:

DVOP Specialists: Negotiated Targets |Q-4 Performance |% of standard
Employment Rate QTR2 53% 52.2% 98.5%
Employment Rate QTR4 51% 51.1% 100.2%
Median $6,600 $8,549 129.5%
Veterans’ Employment Rate QTR2 (WP) 55% 53.9% 98.0%
Veterans' Employment Rate QTR4 (WP) 52% 51.8% 99.6%
Veterans' Median (WP) $6,800 $8,226 121.0%
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PY 2022 WIOA Veteran Program Assessment Results:

DVOP Specialists: T::g::isated g;l:formance % of standard
Employment Rate QTR2 51% 49.9% 97.8%
Employment Rate QTR4 50% 49.9% 99.8%
Median $6,800 $9,334 137.3%
Veterans' Employment Rate QTR2 (WP) 55% 52.6% 95.6%
Veterans' Employment Rate QTR4 (WP) 52% 52.7% 101.3%
Veterans' Median (WP) $6,800 $8,946 131.6%

Maryland reviews the above results and utilizes them to enhance the workforce system.
Specifically, MD Labor utilizes these figures to provide ongoing technical assistance for Local
Areas, adult education providers, and partner programs. Evidence of this is reflected in
coordinated training for DVOPs/LVERs regarding serving Veterans with SBE, the Office of AELS
offering a Virtual Training Institute twice annually to providers in order to discuss best practices
that may lead to improved employment goals, and OWIP's regular technical assistance to look
at “High” and “Low” performance when Local Areas hover above or below 90 percent on
metrics.

Additionally, the State utilizes this data to adapt strategies and request technical assistance.
When Maryland recognized that very few adult learners were also enrolled in workforce
programming via Title |, the State shifted its strategy and made a targeted investment in co-
enrollment using Set Aside funds. Finally, on areas where the State may need improvement,
MD Labor requests assistance from VETS, ETA, and/or outside organizations.

(C) Evaluation. Describe how the State will conduct evaluations and research projects of
activities carried out in the State under WIOA core programs; how such projects will be
coordinated with, and designed in conjunction with, State and local boards and with State
agencies responsible for the administration of all respective core programs; and, further,
how the projects will be coordinated with the evaluations provided for by the Secretary of
Labor and the Secretary of Education under WIOA (WIOA Section 116(e )).

Recognizing that program evaluation and research are two key components of achieving
overall system improvement, Maryland’'s WIOA Partners are committed to working with
appropriate organizations to design and coordinate projects that inform sound WIOA
policymaking that is refined to appropriately meet shared customer needs. Evidence provided
by research and evaluations can improve policy in two main ways: it can lead policymakers to
adopt or scale-up programs or policies that are found to have net social benefits; or it can lead
policymakers to terminate existing programs that are found to have net social costs. The WIOA
Partners, therefore, agree to explore how independent evaluation efforts, that have been
historically contracted by each agency independently, can be coordinated to provide a
comprehensive, deeper look at the overall WIOA system.

In addition to this continued commitment, the State has developed formal monitoring tools
to conduct regular evaluations. All AJC program partners are assessed by both the State and
Local Areas twice annually in conjunction with formal monitoring by DWDAL's Monitoring and
Compliance Unit. As part of both program and fiscal monitoring, Local Area leadership and MD
Labor’s Title lll Labor Exchange Administrators complete an assessment survey regarding
partners, their service delivery, and their performance. When a partner is not performing well,
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and/or not in accordance with the MOU or RSA, a Corrective Action Plan is developed.

When developing the State's policy on monitoring (Pl _2019-07 Monitoring) and other
monitoring tools, stakeholders considered how to involve partners and leadership in the
evaluation process. As a result, reports are often shared with Local Directors and LWDB Chairs.
Additionally, MD Labor's Program Monitoring Questionnaire includes, but is not limited to, the
following questions for evaluation prior and during monitoring visits:

» Please describe any special, shared, or coommon responsibilities taken on by the AJC
partners to improve service delivery within the AJC. For example, which partners
provide assistance in the resource room, reception, workshops, assessments,
participant outreach, etc.?

» Describe the processes and tools that are in place to support continuous
improvement activities in the AJC.

» How is the Local Area integrating and partnering its programs within the AJC?
Please provide examples of the integration/coordination of activities (USDOL Core
Monitoring Guide).

» How does the Local Area assess its performance integration, and how is the data
used?

* What area of integration has been identified as a priority for the Local Areas and
what action had been taken for this integration?

Responses are used to guide discussions during visits, provide technical assistance, and again,
contribute to Maryland’s overall commitment to continuous partner and system evaluation.

(5) Distribution of Funds for Core Programs. Describe the methods and factors the state
will use in distributing funds under the core programs in accordance with the provisions
authorizing such distributions.

(A) For Title | programs, provide a description of the written policies that establish the
state's methods and factors used to distribute funds to Local Areas for—

TEGL15-22 outlines methods upon which the state must allocate PY23/FY24 WIOA Title | funds.
The allocation methods for Youth and Adult funds are a fixed formula. The allocation method
for Dislocated Worker funds allows flexibility at the state level within given parameters.

(i) Youth activities in accordance with WIOA section 128(b)(2) or (b)(3)

Maryland distributes WIOA Title | Youth funds in accordance with the formula allocation
method cited in WIOA Section 128 (b)(2)(A). Maryland decided not to set aside the allowable 15
percent of the funds, but rather to set aside 14 percent of the funds for the Governor's Reserve.
86 percent of funds will be distributed to the Local Areas using the following three factors
enumerated in Section 127(b)(1)(C) of WIOA:

= 33 1/3 percent shall be allotted on the basis of the relative number of unemployed
individuals in areas of substantial unemployment in each Local Area, compared to the
total number of unemployed individuals in areas of substantial unemployment in all
states;

= 33 1/3 percent shall be allotted on the basis of the relative excess number of
unemployed individuals in each state, compared to the total excess number of
unemployed individuals in all states; and

» 33 1/3 percent shall be allotted on the basis of the relative number of disadvantaged
youth in each state, compared to the total number of disadvantaged youth in all states.
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In determining an allotment in relation to a Local Area’s disadvantaged youth, the
allotment shall be based on the higher of— (1) the number of individuals who are age
16 through 21 in families with an income below the low-income level in such area; or (2)
the number of disadvantaged youth in such area.

The Local Area shall not receive an allocation percentage for a FY that is less than 90 percent
of the average allocation percentage of the Local Area for the two preceding FYs. Amounts
necessary for increasing such allocations to Local Areas to comply with the preceding
sentence shall be obtained by ratably reducing the allocations to be made to other Local Areas.
(ii) Adult and training activities in accordance with WIOA section 133(b)(2) or (b)(3)

Maryland will distribute WIOA Title | Adult funds in accordance with the formula allocation
method cited in WIOA Section 133 (b)(2)(A). Maryland decided not to set aside the allowable
maximum of 15 percent, but rather to set aside 14 percent of the funds as the Governor's
Reserve. 86 percent of funds will be distributed to the Local Areas using the following three
factors enumerated in Section 132(b)(1)(B) of WIOA:

= 33 13 percent shall be allotted on the basis of the relative number of unemployed
individuals in areas of substantial unemployment in each Local Area, compared to the
total number of unemployed individuals in areas of substantial unemployment in the
state;

= 3313 percentshall beallotted on the basis of the relative excess number of unemployed
individuals in each Local Area, compared to the total excess number of unemployed
individuals in the state; and

= 3313 percent shall be allotted on the basis of the relative number of disadvantaged
adults in each Local Area, compared to the total number of disadvantaged adults in the
state. The allotment shall be based on the higher of— (1) the number of adults in
families with an income below the low-income level in such area; or (2) the number of
disadvantaged adults in such area.

The Local Area shall not receive an allocation percentage for a FY that is less than 90 percent
of the average allocation percentage of the Local Area for the two preceding FYs. Amounts
necessary for increasing such allocations to Local Areas to comply with the preceding
sentence shall be obtained by ratably reducing the allocations to be made to other Local Areas.

(iii) Dislocated worker employment and training activities in accordance with WIOA
section 133(b)(2) and based on data and weights assigned

Maryland will distribute WIOA Title | Dislocated Worker funds in accordance with the formula
allocation method cited in WIOA Section 133 (b)(2)(A). 14 percent of the funds will be set aside
as the Governor's Reserve, 17.5 percent of the funds will be set aside for Rapid Response
Activities (the allowable maximum for Rapid Response is 25 percent), and 68.5 percent of funds
will be distributed to the Local Areas.

Maryland refers to TEGL 15-22 and WIOA section 133(b)(2) as a guide for allocations. Initially, the
Maryland WIOA Fiscal Accountability Workgroup, composed of Local Directors, local staff, and
staff frorn the DWDAL, met multiple times to discuss the allocation formula for Dislocated
Worker funds administered under Title | of WIOA. Specifically, WIOA Section 133 provides that
information that can be used in the formulation of the Dislocated Worker allocation includes
“insured unemployment data, unemployment concentrations, plant closing and mass layoff
data, declining industries data, farmer rancher economic hardship data, and long-term
unemployment data.” Utilizing the data referenced above, which included unemployment
statistics, Quarterly Census of Employment and Wages and other Bureau of Labor Statistics
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data, and other sources, the workgroup identified six factors to be used to determine the local
Dislocated Worker formula:

= Ul Exhaustees;

*» Insured Unemployed;

»  Unemployed;

» Declining Industries;

* Mass Layoffs/Plant Closings; and,
»  Farmer/Rancher Data.

The workgroup also recommmended the priority of the factors. While recommendations were
made, the workgroup deferred any final decision regarding the factors used, and the
weighting of those factors. Consistent with the purpose of the dislocated worker program, the
allocation method addresses current and future needs by focusing on unemployed
individuals. Maryland combines the Insured Unemployed and Unemployed into one factor
with a high assigned weighting. This was done to ensure that all unemployed individuals,
regardless of their status as receiving Ul benefits, can utilize dislocated worker funding within
the existing constraints of the law.

Based on that conversation and substantial research and data analysis, it was concluded that
the final factors and weighting for the Dislocated Workers local formula allocations are:

1. Priority Weighting Unemployed 49 percent;

2. Ul Exhaustee 29 percent;

3. Declining Industries eight percent;

4. Mass Layoffs/Plant Closings (WARN and other data) seven percent; and

5. Farmer/Rancher Data seven percent.
Dislocated Workers Formula Allocation Factors Priority |Weighting
Unemployed 1 49 percent
Ul Exhaustee 2 29 percent
Declining Industries 3 8 percent
Mass Layoffs/Plant Closings (WARN and other data) 4 7 percent
Farmer/Rancher Data 5 7 percent

Table: Factors and weighting for the Dislocated Workers local formula allocations

In accordance with TEGL 15-22, Local Areas that would receive less than 90 percent of their
relative share as compared to their last two years' funding level will be held at 90 percent.
Again, it is noted that pursuant to Policy Issuance 2016-01, Transfer Authority for WIOA Title |
Adult and Dislocated Worker Funds, as issued on January 12, 2016, and consistent with Section
133 of WIOA, a Local Area may transfer up to and including 100 percent of a PY and FY allocation
for Adult employment and training activities, and up to and including 100 percent of a PY and
FY allocation for Dislocated Worker employment and training activities between the two
programs. Transfers may only occur between Adult and Dislocated Worker funds within the
same funding phase.
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B. For Title 1l -

(i) Describe the methods and factors the eligible agency will use to distribute title Il funds.

For the Title Il Adult Education fund, Maryland awards grants to eligible providers through a
competitive application process to establish or operate programs that provide adult education
and literacy activities. The application process is open to eligible providers for seamless delivery
of services, ensuring that services are available in every jurisdiction based on the level of need.
The services provided must focus on the adult education goals described in WIOA Title I, which
are:

1. Assist adults to become literate and obtain the knowledge and skills, and credentials
necessary to attain employment and economic self-sufficiency;

2. Assist adults who are parents or family members to obtain the educational skills
necessary to become full partners in the educational development of their children and
lead to sustainable improvements in the economic opportunities for their families;

3. Assist adults in attaining a secondary school diploma and in the transition to post-
secondary education and training, including through career pathways; and

4. Assist immigrants and other individuals who are English language learners to improve
reading, writing, speaking and comprehension and mathematics skills and acquire
understanding of the American system of government, individual freedom, and the
responsibilities of citizenship.

In 2023, the DWDAL Office of AELS released a competitive grant application in Maryland,
authorized and funded under WIOA Title Il, to cover a program cycle of four years. The
development process for this competitive grant application included input from partner
programs overseen by DWDAL's OAS and OWD, as well as the external WIOA partners. The
competitive grant application was posted on the MD Labor website in January 2023, seeking
local providers of services to commence operation on July 1, 2023, continuing for a 4-year
period, pending compliance with all requirements of the grant. During the 4-year period,
annual continuation applications are required that must include activity and partnership
updates, performance reviews and projections, annual class schedules, data quality reviews,
budgets, and assurances.

All applicants for WIOA Title Il funding were required to submit a proposal in response to this
competitive grant application, including separate applications for providers seeking to deliver
Integrated English Literacy and Civics Education (IELCE) (WIOA Section 243 funds) or delivery
of the National External Diploma Program (NEDP).

Funding allocations by county are determined on the basis of need and demand. Need is
established through the U.S. Census data including the American Community Survey, which
identifies the numbers of individuals residing in counties with less than a high education and
those who speak English “less than very well” at home. Demand is established from historical
adult education enrollment data by county.

Proposals submitted in response to the competitive grant application are reviewed by AELS,
along with an independent team of reviewers including individuals with knowledge and
expertise in adult education, WIOA partner agency officials, and DWDAL personnel.
Applications are scored in alignment with the Considerations set out in WIOA, Title I, Section
231. Demonstrated effectiveness will be determined by the applicant’s submission of verifiable
data that documented previous successful provision of services Applicants are required to
submit performance data on the program'’s record of improving the skills of the eligible
population, including individuals at the lowest levels of literacy in reading, writing,
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mathematics, and English language acquisition Past performance must also include data
related to High School Diploma attainment and transition to post-secondary education and
training. Previously funded programs submitted data that has been entered in the Literacy,
Adult and Community Education System (LACES) in previous funding cycles, while new
applicants must demonstrate past effectiveness in serving basic skills deficient individuals and
success in achieving results in the performance areas listed above.

The following services are funded:

Table: Adult Education & Family Literacy Act Services

FEDERAL FUNDS

Fund Name

Services/Activities

Adult Basic Education (ABE) instructional services for learners at the ABE 1

Institutionalized*

ABE/ESL through 4 NRS levels, and/or English as a Second Language (ESL) instructional

services for learners at the ESL 1through 6 NRS levels

Adult Secondary Education (ASE) instructional services for learners at the ABE 5
ASE

through 6 NRS levels

Instructional services in local correctional facilities and other institutions
Local (including any prison, jail, reformatory, work farm, detention center, halfway

house, commmunity-based rehabilitation center, or other similar institution for the
confinement or rehabilitation of criminal offenders) for learners at any of the
ABE, ASE, and ESL NRS levels.

Family Literacy

Adult education instruction, partner program coordination, and parent

education

STATE FUNDS

Fund Name|Services/Activities

1=t priority-Local accountability and data reporting to LACES
Literac 2" priority-Direct instructional services to augment the services described for ABE/ESL,
y ASE, NEDP, IELCE (NRS Levels)
Works
3 priority-Locally developed and accepted State required Professional Development
activities for staff
AGE Adult General Education (AGE) funds are only available to local public-school

systems and designated for instructional services to learners at the ABE 5-6 levels

ADDITIONAL FUNDING OPPORTUNITIES

Fund Name [Services/Activities

IELCE

(federal) colf

Integrated English Literacy and Civics Education (IELCE) prepares adults who
are English language learners and places such adults in unsubsidized
employment in high-demand industries and occupations that lead to economic

development system and its functions to carry out the activities of the program.

sufficiency. Programs must integrate with the local workforce
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Fund Name [Services/Activities

National External Diploma Program (NEDP) is an applied performance
assessment system high school diploma option (see Assurances Section for the
Maryland National External Diploma Program)

NEDP (State
and federal)

DWDAL's Monitoring and Compliance Unit visits include fiscal and programmatic monitoring
that review partnerships, customer flow, fiscal, and programmatic files under Title | and Ill. This
monitoring occurs in accordance with MOUs, the State Plan, and Local Plans. Written reports
are provided identifying findings that require corrective actions, as well as areas of concerns as
a warning of future issues. Best practices are identified and shared with other areas. Sanctions
would apply following two years of poor performance which included reduction of funds or
decertification as an area. Additionally, the TAA program is also monitored by the Monitoring
and Compliance Unit.

JVSG Program audits each of the 13 Local Areas once every two years. The audit covers
partnerships and how mandatory partners in the State Plan operate and work together as it
relates to JVSG guidance.

Local performance negotiations are based on past performance and future modeling provided
by the USDOL. Information is used to measure how the system is operating as far as Title | and
[I.

Youth providers that are contracted out by Local Areas are assessed annually and are not
renewed if determined to be ineffective.

(ii) Describe how the eligible agency will ensure direct and equitable access to all eligible
providers to apply and compete for funds and how the eligible agency will ensure that it
is using the same grant or contract announcement and application procedure for all
eligible providers.

As the oversight and administrative agency for WIOA Title Il adult education programs, MD
Labor evaluates past performance in delivering adult education and family literacy activities,
in order to assess the effectiveness of applicants during the competitive process. Selected
applicants must document success in providing AELS.

Title Il providers in each jurisdiction are selected on the basis of a competitive application
process. The MD Labor office of AELS was responsible for developing and disseminating the
grant application for services to be delivered by local providers, as authorized and funded
under WIOA Title Il. The competitive grant application was posted publicly on the MD Labor
website. Only providers who responded to the competitive grant application in a timely
manner, adhering to all submission requirements and deadlines, were considered for funding
under WIOA Title Il.

MD Labor directly awarded grants to providers deemed to have successfully responded to the
competitive grant application requirements and satisfactorily documented previous success
in providing the services. Sub-contracts were considered for funding. Proposals submitted in
response to the competitive grant application were reviewed by AELS, along with an
independent team of reviewers that includes individuals with knowledge and expertise in
adult education, WIOA partner agency officials, and DWDAL personnel. Reviewers scored
applications on the considerations set out in WIOA, Title I, Section 231.

(C) Title IV VR In the case of a State that, under section 101(a)(2)(A)(i)of the Rehabilitation
Act designates a State agency to administer the part of the Vocational Rehabilitation (VR)
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services portion of the Unified or Combined State Plan under which VR services are
provided for individuals who are blind, describe the process and the factors used by the
State to determine the distribution of funds among the two VR agencies in the State.

DORS is a Combined Agency that provides services for individuals who are blind. As such this
provision is not applicable in Maryland.

(6) Program Data

(A) Data Alignment and Integration. Describe the plans of the lead State agencies with
responsibility for the administration of the core programs, along with the State Board, to
align and integrate available workforce and education data systems for the core
programs, unemployment insurance programs, and education through postsecondary
education, and to the extent possible, the Combined State Plan partner programs
included in this plan. The description of the State’s plan for integrating data systems
should include the State's goals for achieving integration and any progress to date.
Describe data-collection and reporting processes used for all programs and activities,
including the State’s process to collect and report data on co-enroliment, and for those
present in the one-stop centers.

(i) Describe the state’s plans to make the management information systems for the core
programs interoperable to maximize the efficient exchange of common data elements to
support assessment and evaluation.

WIOA Program Data System(s) Used |Year Contract Expires
Adult Program MWE 2029

Dislocated Worker Program MWE 2029

Youth Program MWE 2029
Wagner-Peyser Act Program MWE 2029

AEFLA Program LACES 2022

VR Program AWARE 2025

TANF Program WORKS N/A

SNAP E&T Program WORKS N/A

Trade Adjustment Assistance for Workers Program MWE 2029

JVSG Program MWE 2029

SCSEP MWE 2029

REO N/A N/A

Community Service Block Grant N/A N/A

Ul BEACON N/A - in negotiation

Table: WIOA Program Data and System Alignment

WIOA Program Data and System Alignment

Although MD Labor, MSDE, DHS, and DHCD report on each individual program to the
respective federal oversight agency, Maryland does not currently have an integrated system

with all partner programs. MD Labor is therefore currently unable to report data from agencies,
like MSDE-DORS and DHS-FIA, which report using their own established systems. Since 2020,

MARYLAND STATEWIDE WORKFORCE DEVELOPMENT PLAN DECEMBER 2024



Maryland has used MLDS to provide employment follow-up measures for Title Il reporting. In
2023, WIOA Title | and lll data was also added to the system. Non-credit enrollment and
training data fromm MHEC is currently in the test phase to be added to MLDS as well. In future
years, Maryland plans to leverage the MLDS partnership to assist with an increasing number
of follow-up measure projects, as well as to develop dashboards that will assist in measuring
the effectiveness of Maryland's workforce system.

As shown, the MWE currently houses WIOA Adult, Dislocated Worker, Youth, Wagner-Peyser,
JVSG, Trade, Apprenticeship, and SCSEP program participants, however, TANF, VR, and Adult
Education, are not currently in MWE. Due to contract end dates, the WIOA leadership team
recognizes that Maryland needs both short- and long-term solutions and goals to data sharing
and alignment. To reach the long-term goal of system integration or alignment, the WIOA
Alignment Group leadership team continues to identify potential options for common
platforms and data integration. The team will schedule demonstrations with vendors and will
work together to weigh the advantages and disadvantages of the options available.

DORS submits the Case Service Report (RSA-911) for the State VR Services Program and the
State Supported Employment Services Program to report data on open service records on a
quarterly basis, while adhering to “Guidance for Validating Jointly Required Performance Data
Submitted under WIOA” (RSA-TAC-19-01).

The Case Services Report (RSA-91) is aligned with the WIOA PIRL is derived from the Joint
Performance Information Collection Request and provides a standardized set of Data
Elements, definitions, and reporting instructions that will be used to describe the
characteristics, activities, and outcomes of WIOA participants.

DORS receives quarterly employment records through an agreement with the University of
Baltimore Jacob France Institute (JFI) and MD Labor. JFl serves as an operations contractor for
LABOR and JFI maintains and archives certain confidential LABOR Ul data, including
confidential wage information. DORS reports data on co-enrollment on a quarterly
basis Partner collaboration is tracked using Special Programs in the AWARE case
management system.

DHS is leading discussions with WIOA partners on long-term solutions in the development of
prototypes, using multiple technologies to evaluate which best suit the needs of the state.
Overall requirements and features are to be defined based on the suggestions from various
stakeholders. MD THINK is a cloud-based technology platform to revolutionize Maryland’s
delivery of human services. MD THINK will eventually integrate data systems from numerous
programs and agencies. Currently, these agencies all have their own systems, housing
disconnected yet overlapping in information. MD THINK represents the largest Information
Technology project in the history of Maryland. This modern “client-centric” integrated platform
will eventually provide employees, partner providers, and constituents of Maryland's human
services agencies an efficient and effective platform for delivering collaborative services. Aweb
and mobile front end will provide a central place to access any service from any participating
agency. MD THINK is being implemented program-by-program.

The WIOA partners intend to replace the multiple, existing systems, shown above, with a new
system that will be adaptable across multiple Maryland State agencies. All require a system
with similar attributes: a flexible, robust case management platform with safeguarding of Pll,
and a comprehensive, adaptable rules engine.
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In the short-term, the WIOA leadership team and the Data and Dashboard workgroup are
committed to working together to address data alignment and information sharing concerns
through the following methods:

» Creating an inventory of data that is collected, by WIOA program, to determine which
data elements (Social Security Number (SSN), demographic data, etc.) would be helpful
to partner WIOA organizations for eligibility purposes, etc,

» Establishing Memoranda of Understanding between WIOA agencies, when applicable;

» Developing one standard confidentiality/ethics form for use with all personnel within
the WIOA system to ensure staff understand, and agree with signature, to their
responsibilities related to safeguarding confidential WIOA records;

» Developing one standard waiver for use with customers at first touch within the WIOA
system to ensure compliance with applicable state and federal laws (e.g.. Family
Educational Rights and Privacy Act (FERPA); Health Insurance Portability and
Accountability Act (HIPPA); etc.);

» GCranting “read-only” basic access, with the appropriate releases, to limited WIOA
system staff;

» Recognizing that if a WIOA partner agency has verified eligibility documentation, then
the same documentation does not need to be duplicated by another state agency for
a common customer; and

» Recognizing that partner access to the MWE system to a read-only level requires a
team approach, where agencies must triage clients in order to properly enroll them
and provide the most appropriate services.

(ii) Describe the state’s plans to integrate data systems to facilitate streamlined intake
and service delivery to track participation across all programs included in this plan.

Maryland invested in the Maryland Total Human-services Integrated Network (MDTHINK), one
of the largest information technology projects in the state's history. MD THINK is a cloud-based
technology platform designed to revolutionize Maryland's delivery of human services. The
“client-centric” integrated platform will provide employees, partner providers, and
constituents of Maryland’s human services agencies an efficient and effective platform for
delivering collaborative services. A web-based and mobile-friendly front end provides a central
place to access any service from any participating agency. MD THINK is currently under
development in phases. Phase | of development involved certain DHS programs and was
completed in November of 2021. The State anticipates that DHS' partner WIOA programs will
be included in a later phase of development.

Until then, in the short term, effective with MD Labor Policy Issuance 2017-10 — Partner Access
to the MWE, MD Labor has expanded partner access to the MWE system to a read-only level.
Expanding partner access to the MWE system to a read-only level requires a team approach,
where agencies must triage clients in order to properly enroll them and provide the most
appropriate services. Currently, PIl, including SSN, disability status, etc. are stored and
protected through MWE, where partners can only see information that is pertinent to their
work. Additionally, limited read-only confidential Ul information can be viewed through the
MWE system and must be protected accordingly. MWE is a secure platform to protect the
confidentiality of customers. As access to the MWE is expanded, client protections are central
todetermining appropriate partner security level. Each partner contact should only be granted
access to data, forms, and reports relevant to their programs and those services offered by
those programs, but they cannot edit, change, or add data or case notes to the MWE system.
(iii) Explain how the State board will assist the governor in aligning technology and data
systems across required one-stop partner programs (including design and
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implementation of common intake, data collection, etc.) and how such alignment will
improve service delivery to individuals, including unemployed individuals.

Under its new leadership, the GWDB is in the process of standing up a new subcommittee
dedicated to system governance and accountability, and this work will include a new
exploration of efforts that have been undertaken but were unsuccessful or stalled in the recent
past. This committee will also develop recommendations and/or take action, as appropriate, to
assist the governor in aligning technology and data systems across required one-stop partner
programs in order to improve service delivery.

(iv) Describe the state’s plans to develop and produce the reports required under section
116, performance accountability system. (WIOA section 116(d)(2)).

Interoperability of Maryland’s WIOA Management Information Systems

Once integrated, the WIOA partners will be able to effectively use the WIOA management
system to assess the progress of participants exiting from core programs and completing
postsecondary education or entering into or retaining employment. The modernized WIOA
management system will provide a common data infrastructure from which ad hoc and
automatically generated reports may be produced. Once established, this system will provide
the ability to flexibly analyze and visualize data across the WIOA system, either in a
consolidated fashion or using system specific data. Analysts will have the ability to quickly
explore data through easily customized visualization tools. This allows for a drag and drop type
interface, which would eliminate the need for hard coding when generating a new report or
changing an existing report.

Until then, in order to collect the participant level data that will be aggregated and displayed
in USDOL quarterly reports, Maryland will use a standardized individual record file from the
MWE for USDOL program participants, called the WIOA PIRL. The PIRL provides a standardized
set of data elements, definitions, and reporting instructions that will be used to describe the
characteristics, activities, and outcomes of WIOA participants. Maryland will be able to meet
USDOL requirements to collect participant information that corresponds with the data
elements and descriptions delineated within the PIRL. Once collected, this information will
then be aggregated according to the conditions outlined in the WIOA Data Element
Specifications, which detail the common data elements and technical specifications necessary
for calculation of reporting elements under all the USDOL programs listed in the paragraph
below. Once aggregated, Maryland will submit the outcomes of the PIRL data to USDOL, which
will be displayed according to the frameworks within the USDOL Performance Scorecard and
the WIOA Pay-for-Performmance Scorecard. Each program mentioned in the supporting
statement will generate a program specific report that mirrors the construct of the USDOL
Performance Scorecard.

Additionally, to meet USDOL requirements, Maryland will certify and submit the USDOL
Performance Scorecard to USDOL on a quarterly basis and will submit the Pay-for-
Performance report(s) quarterly, when applicable. The accuracy, reliability, and comparability
of program reports submitted by Maryland using federal funds are fundamental elements of
good public administration and are necessary tools for maintaining and demonstrating
system integrity. The use of a standard set of data elements, definitions, and specifications at
all levels of the workforce system helps improve the quality of the performance information
that Maryland reports on its WIOA programs. The set of common performance indicators
represents the key results that Maryland strives to achieve for their customers, and that the
WIOA federal oversight agencies, like USDOL are interested in measuring. Using this set of
common indicators affords ETA the ability to describe, in a similar manner, the core purposes
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of the workforce system — through the program services received, how many people obtained
jobs; their earnings; and what skill gains they achieved. They are an integral part of Maryland’s
WIOA performance accountability system, and through the Workforce Performance
Accountability, Information, and Reporting System, Maryland will continue to collect and
report data on program activities, participants, and outcomes that are necessary for program
management and to convey complete and accurate information on the performance of
workforce programs to policymakers and stakeholders.

Section 116(d)(1) of WIOA mandates that the United States Secretaries of Labor and Education
develop a template for performance reports to be used by states, LWDBs, and eligible
providers of training services for reporting on outcomes achieved by participants in the WIOA
core programs. Required annual data for the core programs include those related to primary
performance indicators, participant counts and costs, and barriers to employment. Maryland
will work to ensure data are collected and reported in a timely and accurate manner.

The WIOA partners are dedicated to providing their staff with additional training regarding
performance reporting to ensure proficiency. Sec. 506(b)(1) of WIOA states that section 116 of
WIOA will go into effect at the start of the second full PY after the date WIOA was enacted.
WIOA was enacted on July 22, 2014. Therefore, Section 116's performance accountability system
is effective July 1, 2016. Approval of this information collection is required so that the states,
grantees, and other entities can begin programming their management information systems
in order to allow for collection of the necessary data to implement the data collection and
reporting requirements of Section 116 in accordance with the WIOA statute.

Local provider data and performance from the State’s Title || grantees is reported in LACES for
Adult Education programming and reported quarterly to OCTAE. An Adult Education
Specialist in MD Labor's DWDAL oversees this effort and works directly with the Manager of
Information Systems (MIS) at each Title Il site to collect data on a regular basis. Additionally,
this MD Labor staff person provides ongoing technical assistance to ensure data is accurately
compiled and entered by local providers.

Title IV DORS monitors performance on an ongoing basis. DORS staff have access to AWARE
VR standardized performance reports on an ongoing basis through weekly, monthly, quarterly,
and annual reports. Performmance is monitored regularly to ensure progress toward the
achievement of performance goals. Additionally, Alliance Enterprises has been working with
DORS and other VR agencies to develop new data reporting elements in accordance with
WIOA common performance indicators. As Alliance Enterprises updates AWARE, DORS will
ensure that staff are provided necessary training. Also, DORS staff will continue to work with
its workforce partners toward implementing WIOA common performance indicators.

(B) Assessment of Participants’ Post-Program Success. Describe how lead State agencies
will use the workforce development system to assess the progress of participants who are
exiting from core programs in entering, persisting in, and completing postsecondary
education, or entering or remaining in employment. States may choose to set additional
indicators of performance.

Through WIOA and the Personal Responsibility and Work Opportunity Reconciliation Act of
1996 (PRWORA), Congress requires states to track participants’ post-program success using a
series of measures. For the WIOA Title | Adult and Dislocated Worker Programs, Title Il Adult
Education and Literacy programs, Title Il Wagner-Peyser employment services, and Title IV
VR, the primary indicators of performmance are, as follows:

=  Employment during 2nd quarter after exit
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»  Employment during 4th quarter after exit

* Median earnings

» Credential attainment rate (excluding Wagner-Peyser)
* Measurable skills gain (excluding Wagner-Peyser)

» Effectiveness in serving employers

For the WIOATitle | Youth program, the primary indicators of performance are, as follows:
»  Employment, education, or training during 2nd quarter after exit

»  Employment, education, or training during 4th quarter after exit

* Median earnings

» Credential attainment rate

* Measurable skills gain

» Effectiveness in serving employers

For the TANF Program, the primary indicator of performance, based on PRWORA
requirements, is the WPR. The WPR is a measurement of families getting TANF cash assistance
that include an adult “engaged in work"—that is, participating in a qualifying work-related
activity for a sufficient number of hours per week. Maryland is fully committed to tracking
these mandated outcomes but recognizes that the WIOA system’s mark of success goes
beyond these measures. Utilizing the technical assistance provided to Maryland through its
participation in the U.S. Department of Health and Human Services’ Systems to Family Stability
National Policy Academy, the WIOA partners have worked collaboratively to determine how
best to measure success. As Maryland seeks to strengthen and enhance its workforce system
through implementation of the State Plan, success requires a commitment to innovation,
collaboration, and a true systems approach among the state's many workforce partners.

The WIOA partners are committed to driving resources, services, and collaboration towards
strategies that will effectively and efficiently push the system to make progress in reaching its
goals. The WIOA Alignment Group will work with the WIOA Work Groups and the GWDB to
find ways to effectively measure and strategize how best to meet benchmarks across the
system . Additionally, the GWDB and WIOA Alignment Group will continually revisit these
benchmarks to gauge progress and to determine whether additional measures should be
tracked.

Workforce Data Quality Initiative Grant (WDQI)

In July 2021, Maryland received a three-year WDQI Round VIII grant award to create a more
comprehensive database within the MLDS. The “Maryland WIOA Data Aligned” project will
integrate WIOA Titles | and Ill data, as well as the MHEC's community college non-credit
training data, into the MLDS. This project supports the vision articulated in Maryland's WIOA
State Plan. The Maryland WIOA Data Aligned project will help the workforce system think
systematically about how services are delivered, whether they effectively reach priority
populations, and eliminate existing gaps to build a better equipped and more equitable State
workforce. Connecting workforce, Ul, and education data contained in MLDS and improving
the quality and breadth of WIOA data in the MLDS is critical to workforce system
advancement.

MD Labor cannot determine needs, gaps in services, and system-wide outcomes without a
data-informed understanding. The Maryland workforce system agrees that this project is a
worthwhile effort. The WDQI award will enable MD Labor and grant partners to accomplish
projected goals within the next three years. By connecting this workforce and education data
not previously available longitudinally, all partners will accurately measure the successes and
challenges of the State’s workforce system to inform policymakers and other stakeholders.

MARYLAND STATEWIDE WORKFORCE DEVELOPMENT PLAN DECEMBER 2024



(C) Use of Ul Wage Record Data. Explain how the State will meet the requirements to
utilize quarterly Ul wage records for performance accountability, evaluations, and as a
source for workforce and labor market information, consistent with Federal and State law.
(This Operational Planning element applies to core programs.)

Use of Ul Data

Under WIOA, Ul wage records will continue to serve as the primary source for all employment
related performance measures. To obtain Ul Data, WIOA partners must (1) enter into an
approved data sharing agreement with DUI, (2) submit and keep current the required
confidentiality forms, and (3) recognize access to Ul Data pursuant to a data sharing
agreement as an in-kind contribution in a Resource Sharing Agreement or provide DUI an
annual fee for access to the information. These requirements imposed on WIOA partners are
necessary to demonstrate compliance with federal and state Ul information confidentiality
rules and allow the State to maintain its good standing with USDOL.

To guarantee that Maryland is seeing a full and accurate picture of the impact its WIOA
programs have on participants’ employment outcomes, the state plans to use supplemental
wage record data to document participants’ entry and retention in employment when wage
records are unavailable. Although a majority of employment situations will be covered by wage
records, certain other types of employment, particularly self-employment, are either excluded
from Ul wage records, or remain difficult to gain access to due to restrictions related to
confidentiality. WIOA partners take the responsibilities of privacy and confidentiality very
seriously. Therefore, the WIOA partners are dedicated to ensuring that staff who access and
review Ul wage records sign appropriate confidentiality and ethical disclosures every six
months.

Fiscal Management and Accountability System

All of Maryland’s WIOA programs use the Financial Management Information System (FMIS)
for fiscal and management accountability information. FMIS is an integrated database system
with purchasing and accounting components. FMIS runs on the Comptroller of Maryland's
Annapolis Data Center's computers and supports individual agency and statewide purchasing
and accounting operations.

FMIS supports purchasing functions through the Advanced Purchasing and Inventory Control
System (ADPICS) component and supports the accounting operations through the Relational
Standard Accounting and Reporting System (R*STARS) component. The integration of
procurement and accounting processing within FMIS results in two primary agencies, the
Department of Information Technology (DolT) and the Comptroller of Maryland, having
responsibility for separate aspects of FMIS. Specifically, DolT is responsible for daily FMIS
administration, including maintenance, operation, security, and backup of related database
records and the computer programs that perform online and overnight processing. The
Comptroller of Maryland’'s General Accounting Division (GAD) is primarily responsible for
R*STARS operations, security, and reporting.

(D) Privacy Safeguards. Describe the privacy safeguards incorporated in the State's
workforce development system, including safeguards required by section 444 of the
General Education Provisions Act (20 U.S.C. 1232g) and other applicable Federal laws.

Privacy Safeguards
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To protect PIl, Maryland adheres to USDOL guidance provided in Training and Employment
Guidance Letter 39-11, “Guidance on the Handling and Protection of PI.” MD Labor's DWDAL
issued a policy in spring 2019 on Privacy and Data Protection, outlining the Division’s privacy

safeguards. All programs under DWDAL must adhere to the policy.

Whenever possible, Maryland will continue to use unique identifiers for participant tracking
instead of SSNs. While SSNs may initially be required for performance tracking purposes, staff
may use a unique identifier to link each individual record back to the SSN. Once the SSN is
entered for performance tracking, the unique identifier may be used in place of the SSN for
tracking purposes. When SSNs are used for tracking purposes, Maryland requires its WIOA
programs to store or display SSNs in a way that is not attributable to any particular individual.
For Maryland’'s WIOA programs using the MWE, the state subsequently uses alternative
identifiers, such as state IDs, after SSNs have initially been supplied. When SSNs are used, this
information is truncated and encrypted within the MWE. Only WIOA staff with selective
privileges can access SSNs. To secure the System Internet communications within the MWE, a
Secure Sockets Layer (SSL) is used to encrypt a session between the server and the web user.
SSL is a program layer for managing the security of message transmissions in a network. The
programming for maintaining data confidentiality is contained in a program layer between an
application such as the System and the Internet's Transmission Control Protocol / Internet
Protocol (TCP/IP) layers. The “sockets” part of the term refers to the socket method of passing
data back and forth between a client and a server program in a network or between program
layers in the same computer. SSL uses the public-and-private key encryption system from RSA.
A digital certificate is an electronic "credit card" that establishes credentials when carrying out
transactions on the web and is issued by a certification authority. It contains a copy of the
certificate holder's public key, which is used for encrypting and decrypting messages and
digital signatures, and the digital signature of the certificate-issuing authority. This is used so
that a recipient can verify the certificate is real. The following data will always be encrypted
when it is accessed by the MWE System:

= SSN,

» Federal Employer Identifier Number,

* Wage Records,

» |dentifying information (including LEP and disability status),

» [Information relating to benefits and public assistance received, and
» User ID and Password.

The MWE system includes a set of permissions that determine the resources in the system
that a specific user can access and/or modify. For example, some staff will be able to only view
certain data while others will be able to view and modify this data. When MWE's creator,
Geographic Solutions, hosts the System, the data is secured behind the advanced firewall. In
addition, MD Labor's current policy on Pll recommends that SSNs are obtained for
performance and reporting purposes, but it also states that SSNs are not required for services
to be provided. Because SSNs are important for tracking outcomes, staff should seek SSNs,
and in doing so, should communicate the following to customers:

* You are not required to provide us with your SSN. Your receipt of services will not be
affected by disclosure or nondisclosure of your SSN or any other information that is
voluntarily requested.

» SSNs are used to facilitate efficient recordkeeping, integrated service delivery,
performance measurement, research, planning, and program evaluation.

*  Your SSN will be kept confidential and is intended for use only by the program
administrator and the federal government for reporting and evaluation.
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Due to privacy concerns among Local Areas and MD Labor, Maryland formed a workgroup in
2016 to assess policy related to privacy and to work with the federal oversight agencies, like
USDOL, to determine alternative methods of tracking that do not require staff to collect PII.
The desired goal is to obtain accurate eligibility documentation while reducing paper casefiles.
Utilization of a module within the MWE allows all eligibility information and supporting
documentation to be scanned and uploaded to the MWE eliminating the need for a paper file.

(7) Priority of Service for Veterans.

(A) Describe how the State will implement the priority of service provisions for covered
persons in accordance with the requirements of the Jobs for Veterans Act, codified
at section 4215 of 38 U.S.C., which applies to all employment and training programs
funded in whole or in part by the Department of Labor.

(B) Describe how the State will monitor priority of service provisions for veterans.

(C) Describe the triage and referral process for eligible veterans and other populations
determined eligible to receive services from the Jobs for Veterans State Grants
(IVSG) program’s Disabled Veterans' Outreach Program (DVOP)
specialist/Consolidated Position.

Men and women who have served in the U.S. armed forces or who have been the persons of
service members have made significant sacrifices on behalf of the United States. In recognition
of their service, and in accordance with the WIOA, the Jobs for Veterans Act of 2002[1], and the
Veterans' Benefits, Healthcare, and Information Technology Act of 2006,[2] Maryland is
committed to prioritizing services to "veterans and eligible persons" who meet the criteria for
“covered persons.” Maryland's workforce system must ensure that members of this population
have access to services that enable them to qualify for, find, and keep good civilian jobs in
occupations with career pathways.

The table below provides criteria for determining whether an individual meets the WIOA
definition for a “covered person:”
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Veterans

Eligible Persons

Veterans who have served at least one day in the active
military, naval, or air service, who were discharged or
released from service under any condition other than a

included as covered persons. This definition includes
Reserve units and National Guard units activated for
Federal Service.

condition classified as dishonorable, and who are|,
otherwise eligible for participation in programming are|"

An “eligible person” means an eligible
spouse/caregiver of any of the following:

a. Aneligible spouse/caregiver of any
veteran who died of a service- connected
disability;

b. An eligible spouse/caregiver of any
member of the Armed Forces serving on
active duty who, at the time of application
for the priority, is listed in one or more of
the following categories and has been so
listed for a total of more than 90 days;

Missing in action;

ii. Capturedintheline of duty by a
hostile force; or

iii. Forcibly detained or interned in the
line of duty by a foreign government or
power.

c. Aneligible spouse/caregiver of any
veteran who has a total disability resulting
from a service-connected disability, as
evaluated by the Department of Veterans
Affairs; or

d. An eligible spouse/caregiver of any
veteran who died while a disability was in
existence.

For universal access programs, such as Wagner-Peyser, covered persons must receive Priority
of Service over all other program participants. However, for programs with specific eligibility
criteria, such as the WIOA Title | Adult program, covered persons must first meet all statutory
eligibility requirements of the program to receive Priority of Service.

Priority of service for the WIOA Title | Adult Program must be provided in the following order:

= First, to "veterans and eligible persons" (or covered persons) (who also are included in
the groups given statutory priority for WIOA adult formula funds). This means that
"veterans and eligible persons" (or covered persons) who also are recipients of public

assistance, other low-income individuals, or ind

ividuals who are basic skills deficient

would receive first priority for services provided with WIOA adult formula funds.
= Second, to non-covered persons (individuals who are not "veterans and eligible

persons" (or covered persons)) who are included
adult formula funds.

in the groups given priority for WIOA

= Third, to "veterans and eligible persons" (or covered persons) who are not included in

WIOA's priority groups.

» Fourth, to any other populations identified by the Governor or Local Board for priority.
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» Last, to non-covered persons outside of the groups given priority under WIOA.

* Note: When past income is an eligibility determinant for Federal employment or training
programs, any amounts received as military pay or allowances by any person who served on
active duty, and certain other specified benefits, must be disregarded for the veteran and for
other individuals for whom those amounts would normally be applied in making an eligibility
determination. Military earnings are not to be included when calculating income for veterans
or transitioning service members for this priority.

For programs that target specific populations without statutory mandate, covered persons
must receive the highest priority for enrollment, consistent with the priority of service applied
to universal access programs. State and local operators do not have the discretion to establish
further priorities within the overall Priority of Service; this right is reserved for the United States
Secretary of Labor only. Local Area directors must ensure that local WIOA plans incorporate a
Veterans Priority of Service policy that is consistent with the requirements of State policy and
the law.

Identifying Veteran Status

Each American Job Center (AJC), or other relevant point of entry, should inform covered
persons that, by identifying as a Veteran or covered person, they are entitled to Priority of
Service. One of the responsibilities of the LVERs and the Consolidated DVOP/LVER is to ensure
that signage and detailed sign-in sheets exist at the point of entry. The workforce system and
affiliate program operators must enable "veterans and eligible persons" (or covered persons)
to identify themselves as Veterans at the point of entry to the system or program, so that
covered persons can take full advantage of Priority of Service.

AJCs and affiliate program operators must ensure that covered "veterans and eligible persons"
(or covered persons) are made aware of:

* Priority of Service entitlement;
= The full array of employment training and placement services available;
= Applicable eligibility requirements for programs and services.

Verifying Veteran Status

Any individual self-identifying as a covered person should be provided immediate priority in
the delivery of employment and training services. No covered person should be denied access
on a priority basis to any services provided by program staff in order to verify covered person
status. The only services that require eligibility verification are those that involve the use of
outside resources, such as classroom training. For example, to receive training services under
WIOA Title | programs, veteran status must be verified. Even in these instances, verification is
only necessary where a decision is made to commit outside resources to a covered person over
another individual. For all other purposes, covered persons should be enrolled and provided
immediate priority before providing verification as a covered person. It is neither necessary nor
appropriate for any staff to require verification of the status of a "veterans and eligible spouses"
(or covered persons)at the point of entry, unless the individual who self-identifies as a covered
"veterans and eligible spouses" (or covered persons):

1. Istoimmediately undergo eligibility determination and must be registered or enrolled
in a program; or,

2. The applicable federal program rules require verification of covered "veterans and
eligible spouses" (or covered persons) status at that time.
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To receive Priority of Service for career services, covered persons may self-attest their "veterans
and eligible persons" (or covered persons)status. To receive training services under WIOA,
however, Veteran status must be verified.

Implementing Priority of Service

The regulations provide that priority of service means the right of eligible covered persons to
take precedence over eligible non-covered persons in obtaining services. The regulations
further specify that taking precedence may mean:

» The covered person receives access to the service or resource earlier in time than the
non-covered person; or

» [fthe service or resource is limited, the covered person receives access to the service or
resource instead of or before the non-covered person.

The regulations specify how priority of service is to be applied across three different types of
qualified job training programs:

» Universal access programs that do not target specific groups;

= Discretionary targeting programs that focus on certain groups but are not mandated
to serve target group members before other eligible individuals; and

» Statutory targeting programs that are mandated by federal law to provide priority or
preference to certain groups.

Monitoring Compliance with Priority of Service

USDOL will monitor recipients of funds for qualified job training programs to ensure that
covered persons are made aware of and provided priority of service. Monitoring will be
performed jointly by the Veterans' Employment and Training Service (VETS), the USDOL
agency responsible for administering the program, and the Regional LVER.

The following will be used to measure compliance:

» The ratio of veterans referred to employment and WIOA services versus non-veteran
clients

» The ratio of veterans referred and accepted to WIOA training versus non-veterans

= Are veterans priority of service signage easily seen near entrance

= Arefront desk personnel fully versed on veteran priority of service

If monitoring identifies non-compliance with priority of service, the results of the monitoring:

1. Will be handled in accord with each program’s compliance review procedures; and
2. May lead to imposition of a corrective action plan.

Referral Process for Veterans Determined to Have Significant Barriers to Employment

The USDOL's Employment and Training Administration anticipates that approximately 30
percent of veterans seeking AJC services nationwide will be identified as having a significant
barrier to employment (SBE). This guidance is designed to assist DVOP specialists in targeting
services to eligible veterans and persons who meet criteria for SBE status in order to fulfill their
primary responsibility to provide intensive services to this population.
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An eligible "veterans and eligible persons" (or covered persons)is determined to have an SBE if
he or she attests to belonging to at least one of the criteria below:

» Aspecialdisabled or disabled veteran, as those terms are defined in 38 U.S.C. 4211(1) and;

Special disabled and disabled veterans are those:

o Who are entitled to compensation (or those who would be entitled to
compensation, yet are not receiving it due to the receipt of military retired pay)
under laws administered by the Secretary of Veterans' Affairs; or

o Who was discharged or released from active duty because of a service-
connected disability;

A homeless person, as defined in Sections 103(a) and (b) of the McKinney-Vento

Homeless Assistance Act (42 U.S.C. 11302(a) and (b)), as amended,;

» A recently separated service member, as defined in 38 U.S.C. 4211(6), who has been
unemployed for 27 or more weeks in the previous 12 months; i.e. the term of
unemployment over the previous 12 months remains 27 weeks; however, the
requirement of 27 consecutive weeks is eliminated;

» An offender, as defined by WIOA Section 3 (38), who is currently incarcerated or who
has been released from incarceration; i.e. the expanded definition of SBE includes any
eligible veteran or eligible person who is or is currently or formerly incarcerated by
removing the last 12 months requirement;

= Aveteran lacking a high school diploma or equivalent certificate;

» Alow-income individual (as defined by WIOA Section 3 (36));

= A veteran between the ages of 18 and 24 years old who possess limited civilian work
history;

= AVietnam-eraveteran.Vietnam-era veterans are those for which any part of their active
military, naval, or air service was during the Vietnam era (the period beginning February
28,1961, and ending May 7, 1975, in the case of a veteran who served in the Republic of
Vietnam during that period, and the period beginning August 5, 1964, and ending May
7,1975, in all other cases); and

» Eligible Transitioning Service Members, Spouses and Caregivers. In annual
appropriations bills since the consolidated Appropriations Act of 2014, Congress
authorized JVSG grants to support services described in VPL 07-14 to:

o Transitioning members of the Armed Forces who have been identified as in
need of individualized career services;

o Members of the Armed Forces who are wounded, ill, or injured and receiving
treatment in Military Treatment Facilities (MTFs) or Warrior Transition Units
(WTUs); and

o The spouses or other family caregivers of such wounded, ill, or injured
members.

Veterans who do not fall into one of the categories targeted for services by DVOP specialists
remain eligible for services under WIOA Title | for adults, dislocated workers, and youth, WIOA
Title Il for employment services under the Wagner-Peyser program.

During a Veteran’s initial visit, AJC staff are responsible for assessing the Veteran to determine
whether an SBE exists. If a Veteran self identifies as having an SBE, then AJC staff should use
the Eligibility Checklist to document status. The Checklist will be used by the AJC staff as a way
to lead a conversation concerning potential barriers. Staff should not ask the Veterans to
complete the form themselves. AJC staff shall assess the Veteran for SBEs in a private area to
allow the Veteran an opportunity to feel safe about providing sensitive information.

After the AJC staff’s initial assessment and delivery of Basic Career Services, Veterans with an
SBE that require and will benefit from intensive services shall be referred to the DVOP upon
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the Veteran's agreement. If a DVOP or the Consolidated DVOP/LVER is requested and is
unavailable, the self-attestation form will serve as a referral for DVOPs or the Consolidated
DVOP/LVER to follow-up. If the Veteran with an SBE refuses DVOP services, they shall be
provided with AJC services.

If an SBE is not identified, then the Veteran shall be provided with the applicable and available
ETA-administered AJC services. If a Veteran without an SBE indicates a preference to work
with a Veteran representative, Local Area staff should work with JVSG staff to ensure the
Veteran job seeker understands DVOP specialists, LVER, and the Consolidated DVOP/LVER
staff roles. Priority of Service must be given to all eligible Veterans and persons.

(8) Addressing the Accessibility of the AJC Delivery System for Individuals with
Disabilities. Describe how the one-stop delivery system (including one-stop center
operators and the one-stop delivery system partners), will comply with section 188 of
WIOA (if applicable) and applicable provisions of the Americans with Disabilities Act of
1990 (42 U.S.C. 12101 et seq.) regarding the physical and programmatic accessibility of
facilities, programs, services, technology, and materials for individuals with disabilities.
This also must include a description of compliance through providing staff training and
support for addressing the needs of individuals with disabilities. Describe the State’s one-
stop center certification policy, particularly the accessibility criteria.

WIOA System Accessibility for All Marylanders

Maryland’s WIOA oversight entities are committed to ensuring that individuals with disabilities
have equal access to all WIOA covered programs and activities. The State of Maryland will
ensure that sub-recipients establish and implement appropriate procedures and processes
under the Americans with Disabilities Act (ADA) and Rehabilitation Act -Title IV. The State of
Maryland has taken necessary steps to identify compliance under Section 188 of WIOA, which
contains provisions identical to those in Section 188 of Workforce Investment Act, as well as 29
CFR Part 38, which is similar to 29 CFR Part 37. Additionally, the state will ensure that all Local
Areas comply with provisions that prohibit discrimination against individuals who apply to,
participate in, work for, or come into contact with programs and activities that receive financial
assistance from USDOL, United States Department of Education, and the U.S. Department of
Health and Human Services. Section 188 of WIOA prohibits discrimination against all
individuals in the United States on the basis of race, color, religion, sex (including pregnancy,
childbirth, and related medical conditions, transgender status, and gender identity), national
origin (including LEP), age, disability, or political affiliation or belief, or against beneficiaries on
the basis of either citizenship status or participation in any WIOA Title I-financially assisted
program or activity. Section 188 also requires that reasonable accommodations be provided to
eligible individuals with disabilities. AJCs are expected to meet the needs of their customers
by ensuring universal access to their programs and activities for all qualified individuals.
Universal access includes performance of the following functions:

= Understanding local needs;

= Marketing and outreach;

* |nvolving community groups and schools;

» Affecting collaboration, including partnerships and linkages;
= Staff training;

*» Intake, registration and orientation;

=  Assessments and screening; and

= Service delivery.
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Maryland’s AJCs are required to provide reasonable accommodation for individuals with
disabilities to ensure equal access and opportunity. The term “reasonable accommodation” is
defined as “modifications or adjustments to an application/registration process that enables a
qualified applicant/registrant with a disability to be considered for the aid, benefits, services,
training or employment that the qualified applicant/registrant desires;” or “modifications or
adjustments that enable a qualified individual with a disability to perform the essential
functions of a job, or receive aid, benefits, services, or training equal to that provided to
qualified individuals without disabilities,” or “modifications or adjustments that enable a
qualified individual with a disability to enjoy the same benefits and privileges of the aid.” AJC
will make visible to participants that:

» Section 188 implements the nondiscrimination and equal opportunity provisions of
WIOA, which are contained in Section 188 of the statute.

» Section 188 prohibits discrimination against all individuals in the United States on the
basis of race, color, religion, sex (including pregnancy, childbirth, and related medical
conditions, transgender status, and gender identity), national origin (including LEP),
age, disability, or political affiliation or belief, or against beneficiaries on the basis of
either citizenship status or participation in  any WIOA Title I-financially assisted
program or activity.

= Section 188 also requires that reasonable accommodations be provided to qualified
individuals with disabilities in certain circumstances.

The state expects local providers to acknowledge in local plans and/or policies that they
understand that, while Section 188 regulations ensure equal opportunity for individuals with
disabilities, sub-recipients may also be subject to the requirements of:

= Section 504 of the Rehabilitation Act, which prohibits discrimination against individuals
with disabilities by recipients of federal financial assistance;

= Title | of the ADA, which prohibits discrimination in employment based on disability;

= Title Il of the ADA, which prohibits state and local governments from discriminating on
the basis of disability;

= Section 427 of the General Education Provisions Act; and

*  Maryland Anti-Discrimination laws.

The MD Labor Office of Fair Practices (OFP) maintains a current listing of businesses and
individuals who interpret, that provide for Braille, and other auxiliary aids and services.
Alternate formats including large format copies are made available upon request. The OFP
maintains regular contact with the Maryland Department of Disabilities for related guidance
and technical assistance.

Included in the administrative directives that the OFP has developed and disseminated is a
directive, entitled “Alternate Formats”, which documents the related policy and procedure and
includes a resource list of contacts.

DWDAL maintains contact with organizations and agencies that provide services to and/or
advocate on behalf of individuals with disabilities. Through these associations, MD Labor
receives regular guidance and technical assistance on providing notice and services to
individuals with disabilities.

The guidelines for the development and submission of each grant recipient’s Local WIOA Plan
included the requirement that recipients describe the steps they would take to ensure that
communications with individuals with disabilities, including individuals with visual or hearing
impairments, are as effective as communications with others.
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Monitoring of Sites

For WIOA programs under MD Labor's oversight, in order to confirm compliance under Section
188, DWDAL state Regional Program Monitors conduct onsite reviews. Prior to the
commencement of the visit, the Monitor confirms with the Program Manager or Director that
notification of the visit was received, staff are aware and requested information prior to the
visit is unchanged. The Program Monitor observes the site's triage system, confirms that
appropriate federal signs are visible to participants, and examines the kiosk to confirm that
appropriate WIOA, Veteran, ITA, and OJT information is available. A site walk-through
determines whether:

» EO Law Posters are in plain sight, centrally located, in needed languages and provide
state and local EO Officer contact information;

=  WIOA, Veteran, ITA, and OJT Literature are present;

» EOtaglineisinserted and correct;

= TTY/TDD or Relay Service number is provided where phone numbers are listed;

» Sijteis accessible, i.e. ADA compliant;

» Disability entrance sighage is present;

» Entrance and parking lot are accessible; and

* There are both Accessible stations and Assistive Technology.

The Monitor performs a case file review analyzing documentation, intake processes, eligibility
determination, and access to services based on the laws under WIOA Title | and Title IV from
randomly selected files for the PY. Tests will be performed using the monitoring tools, created
by the Monitoring Unit, along with instruments provided by MD Labor OFP. The Monitor
develops a report highlighting any discrepancies, findings, or concerns that will be forwarded
to the OFP and the OAS for further review. The WIOA partners are dedicated to ensuring that
subject matter experts in relevant areas, such as disabilities and accessibility, are included in
monitoring best practice training and discussions to ensure that WIOA programming is
delivered thoroughly and effectively.

As of January 2024, MD Labor's OFP administers the comprehensive EO monitoring of the
Local Areas.

DORS self-monitors for compliance with the provisions of the Americans with Disabilities Act
to ensure that all offices, programs, services, technology, and materials are fully accessible to
staff with disabilities and consumers with significant disabilities. On a daily basis, staff with
disabilities and participants in the VR program monitor DORS for accessibility. Monitoring
activities are also conducted by the United States Department of Education, Rehabilitation
Services Administration, as well as by state and federal auditors.

DHS provides assistance to individuals and families with disabilities applying for or receiving
TANF by ensuring equal access to people with disabilities; ensuring that policies, practices, and
procedures are modified for people with disabilities where necessary; and ensuring that
methods of administration do not discriminate on the basis of disability. Applicants and
recipients are provided special accommodations and auxiliary aids such as interpreters for
individuals with hearing impairments, large type reading materials for individuals with visual
impairments, and telephone interviews for those customers who are unable to visit a LDSS.
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Further, specifically with TANF workforce development programs, DHS requires LDSS to
complete an annual Plan for Achieving Self-Sufficiency (PASS).° Included in the annual plan
are project descriptions for all work program activities. In the Plan, LDSS are required to
describe their assessment, reasonable accommodation, and monitoring processes which will
include a communication strategy with vendors that provide workforce development services,
if applicable. Additionally, DHS conducts monthly technical assistance/monitoring calls and
annual on-site monitoring visits with each LDSS, which includes evaluation of ADA
compliance. Compliance will be measured, among other things, by the promulgation of
policies, tracking of requests for reasonable accommodations, and participation in DHS ADA
trainings. Finally, monitoring is also conducted by the U.S. Department of Health and Human
Services as well as state and federal auditors.

(9) Addressing the Accessibility of the AJC Delivery System for Individuals who are English
Language Learners. Describe how the one-stop delivery system (including one-stop
center operators and the one-stop delivery system partners) will ensure that each one-
stop center is able to meet the needs of English language learners, such as through
established procedures, staff training, resources, and other materials. Describe how
English language learners will be made aware of the opportunity to enroll and/or co-enroll
in all the core programs for which they are eligible.

Background

According to July 2023 MD Labor data, English language learners represent approximately 61
percent of the State's Workforce Innovation and Opportunity Act (WIOA) Title Il adult
education population. According to the Census Bureau's 2018-2022 American Community
Survey, Maryland is home to 6,161,707 residents and, of the statewide population aged five or
older, 19.8 percent report that they speak a language other than English at home and 7.3
percent report speaking English less than “very well.” Additionally, the Census Bureau reports
that, of the 965,638 foreign-born persons in Maryland of the age of five or older, 80.6 percent
speak a language other than English and 37.8 percent report speaking English less than “very
well” (U.S. Census Bureau, 2018-2022). These populations provide substantial contributions to
Maryland’'s economy every day. In turn, Maryland's workforce system must strive to tailor
services for this population as they obtain literacy and high school equivalency, training, and
employment services.

MD Labor takes seriously its commmitment to being in compliance with equal opportunity and
nondiscrimination matters. First, Maryland's Nondiscrimination Policy fulfills the requirements
of WIOA Section 188 and 29 CFR Part 38. The policy states that it is the position of the State of
Maryland to prohibit all forms of unlawful discrimination against any individuals in the United
States on the basis of race, color, religion, sex (including pregnancy, childbirth, and related
medical conditions, transgender status, and gender identity), national origin (including LEP),
age, disability, or political affiliation or belief, or against beneficiaries on the basis of
either citizenship status or participation in any WIOA financially assisted programs or
activities.

Second, MD Labor’'s OFP is responsible for overall compliance regarding equal opportunity and
nondiscrimination matters. The OFP provides technical assistance and professional
development opportunities. All Local Areas have designated an Equal Opportunity Officer to
ensure accessibility of the Local Areas’ AJCs. In addition to the equal opportunity and

9 PASS Plans are written by each of the 24 LDSS. These plans outline how each LDSS will provide employment and
training services to TANF and TANF related populations (non-custodial parents, foster youth and foster alumni).
These PASS Plans are not the same as the PASS plans defined by the Social Security Administration.
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accommodations training conducted by that office, Maryland is dedicated to ensuring that
frontline staff are trained to meet the needs of Maryland’s English language learners through
professional development opportunities.

Third, the presence of a language access plan displays the agency’'s commitment to ensuring
services for English language learners DWDAL and DUI jointly developed a Language Access
Plan (LAP) in 2020. The LAP was revised in 2022 and is currently under revision for publication
in the Spring of 2024. The LAP identifies how DWDAL and DUI, along with the statewide
network of AJCs and Title Il adult education sites, will work collaboratively to ensure workforce
system access for multilingual learners.

Language Access Services

The LAP is established pursuant to and in accordance with, State Government Article, §§10-1101,
Annotated Code of Maryland: “The General Assembly finds that the inability to speak,
understand, or read the English language is a barrier that prevents access to public services
provided by state departments, agencies, and programs, and that the public services available
through these entities are essential to the welfare of Maryland residents. It is the policy of the
state that state departments, agencies, and programs shall provide equal access to public
services for individuals with LEP."

The provision of equal access to public services details both spoken interpretation and written
translation services. There are two types of spoken interpretation services: in-person and
telephonic. In person and virtual interpretation are real-time, face-to-face oral interpretation
service options that allows customers to receive information in their preferred language with
incorporation of “cultural and syntactical context.” The State of Maryland currently contracts
with Ad-Astra, Inc. (Ad-Astra) to provide these services. Telephonic interpretation also allows
customers to receive information in their preferred language with incorporation of cultural
and syntactical context through the telephone, where the interpreter is able to relay the
messages of a staff person. The State of Maryland currently contracts with Language Line
Solutions, Inc. (Language Line) to provide this service. Based on Maryland Code, State agencies
and grantees must provide face-to-face, in-house oral language service if contact between the
agency and individuals with LEP is on a weekly or more frequent basis. In the LAP, MD Labor
provides guidance on implementing this code on a state-level and local-level.

To ensure speakers of other languages are aware of available interpretation language services
at the State's AJCs, a variety of resources are used. AJCs display “I| Speak” posters near the point
of entry, listing 38 identifiable languages that customers can point to so staff can arrange
appropriate interpretation services. AJCs may also display multilingual brochures specifically
designed for the LEP population as well as Equal Opportunity posters in languages other than
English.

Maryland Code also stipulates requirements for written translation services. Vital documents
must be translated into any language spoken by any LEP population that constitutes three
percent or more of the overall population within the geographic area. According to MD Labor’s
OFP, a “vital document” is one that conveys information that critically affects the program
recipient to make decisions about his or her participation in an activity. Documents that
require a signature and mention the continuation or termination of a benefit are considered
“vital.” This may include web-based information. The State currently contracts with Ad-Astra to
provide written translation services in order to ensure material is accessible to LEP individuals.
All state vendor contracts may be utilized by Local Areas.
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Maryland also uses “Babel Notices” to communicate the significance of vital information to
English language learners and LEP individuals. Local Areas should include Babel Notices
pursuant to the three percent population stipulation in State Law. For instance, DUI issues
Babel Notices with their communications, and DWDAL issues Babel Notices in
communications to ROW and RESEA customers. Census data should be used to determine
which languages to include and will be reviewed as new statistics become available. Data in
the MWE regarding LEP status and preferred language allows Local Areas to develop a
baseline of what populations use and require linguistic services. Local Areas are able to alter
their Babel Notices according to the languages most relevant to their areas.

To complement the 2022 LAP, the 2023 Language Access Plan Resource Guide was created to
create an easy-to-use resource for frontline staff to use when working with LEP customers. The
guide highlights applicable laws, strategies to access language needs, best practices in
working with LEP customers and interpreters, detailed instruction of accessing the State's
contracted language assistance vendors, and available resources to aid in working with LEP
customers.

Additionally, three professional development opportunities for staff were conducted to
reinforce the commitment to ensuring services are accessible to LEP customers. These
opportunities included a Language Assistance Services training to review the requirements of
the LAP, contracted vendors, best practices in working with LEP customers, and best practices
in working with interpreters. Additionally, staff were given the opportunity to engage with
language assistance vendors, Language Line and Ad Astra, during the Meet the Vendors
training. This training included a presentation by each vendor about their services and how to
access them, as well as the opportunity for staff to ask questions directly to the vendors. The
last training conducted was Refugee Resettlement 101, where the Director of MORA presented
on the refugee resettlement process in the U.S. There will be a continued focus on supporting
local area staff with training and professional development opportunities to ensure they have
the knowledge and resources needed to support the LEP population.

DWDAL and DUI publications available in Spanish include the Pocket Resume for Job
Interviews, Services for Migrant and Seasonal Farm Workers, GED® Testing, the publication
“What you need to know about Ul in Maryland,” and BEACON 2.0 Claimant User Guide.
Additional resources are continually reviewed for content and ease of translation. Because of
the significant number of Spanish-speaking claimants seeking services, the College Park Ul
Claim Center employs Spanish-speaking staff that review claims over the phone for claimants
from the entire State. The Division's Spanish speaking personnel also assist with employer
inquiries when necessary.

DORS currently has its website and written materials available in five non-English
languages: Chinese, French, Korean, Spanish, and Vietnamese. These languages were
selected based on Census data and customer requests. Similarly, DHS has forms and outreach
materials available in Spanish and English as well as FIA forms to apply for assistance available
in Amharic, Arabic, Burmese, Chinese, Farsi, French, Korean, Nepalese, Russian, TIG, Traditional
Chinese, and Vietnamese. Concerning DHS' local department of social services (LDSS) offices,
the preferred language of customers is recorded in the client database system. This
information is utilized to translate documents before sending them out to customers.
Multilingual pay, a program for increased compensation for staff fluent in more than one
language and who directly work with customers, acts as an incentive program for LDSS staff,
as well as Title Il AJC employees.

Using a translation application, MD Labor's website can be translated into more than 100
languages. The MWE is available in 20 languages. These languages were selected based on
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Census data and in adherence to State statute. DWDAL also created documents listing
multilingual DWDAL staff and Local Area AJC staff for internal reference.

Other Initiatives

In addition to ensuring language access services, MD Labor's New Americans Initiative will
provide much needed outreach and technical assistance for AJC staff. To ensure high quality
services to both jobseekers and businesses, professional development opportunities are
currently available and advertised through regular communications from Central Office
administration. Through leveraging partnerships under WIOA, new professional development
and training opportunities on topics relevant to all WIOA partners will be available to staff.
Providing accessibility to the workforce system for all of Maryland's jobseekers is central to
Maryland’s approach under WIOA.

MD Labor co-leads the Skilled Immigrant Task Force (Task Force) with DHS' MORA.
Recognizing the detrimental effects of brain waste on the economy, as well as the economic
hardships of immigrants looking for employment opportunities that align with their
professional backgrounds and training, Maryland submitted a Letter of Interest (LOI) to the
White House National Skills and Credential Institute in 2016. The LOI identified four key barriers
to the integration of skilled immigrants in Maryland’'s workforce, including LEP, complex
licensing and credentialing processes, limited experience of Maryland'’s workforce system in
working with foreign-born individuals, and lack of social capital on the part of immigrants. The
Task Force was created in June 2016 to address these issues, believing that the State of
Maryland could lead the way in creating a win-win environment in which immigrants secure
jobs that match their professional and educational backgrounds while simultaneously
meeting the hiring demands of the business community. The Task Force includes
representation from national agencies, state agencies, local governments, AJCs, adult
education providers, service providers, and local refugee resettlement agencies.

Serving the immigrant population of Maryland for their full integration into the State's
workforce system is one of the top priorities of the Task Force as well as MD Labor. In
collaboration with MD Labor and several Local Workforce Areas, the Task Force (SITF) hosted
a two-part virtual Job Resource and Hiring Fair for New Americans in Maryland, including
immigrants, refugees and asylees. The goal of the Part 1 event - Pre-Event Webinar was to
increase workforce service accessibility and job opportunities for New Americans in Maryland.
It set jobseekers up for success at the Part 2 event - Hiring Fair by sharing information on
Résumé & Cover Letter Strategies, Job Interview Techniques & Tips, Credential Evaluation
Information, and MD Labor Job Seeker Services. The Hiring Fair matched skilled immigrants
with employers in industries in which they were interested. The Task Force conducted a survey
to best match labor supply with industry demand, and a panel of employers were featured.
The Task Force surveyed skilled immigrants and skilled immigrant service providers to identify
their career interests, workforce experience, and career readiness needs. This two-part virtual
event addressed all language accommodation and workforce culture information needs.
These events were simultaneously interpreted into all requested foreign languages as well as
American Sign Language. Follow-up feedback was conducted with participants to inform the
evolution of best practices for offering multilingual workforce events.

MD Labor hosted a statewide virtual Apprenticeship Resource Fair for New Americans. RA is
Maryland’s premier “Earn While You Learn” career pathway. This event featured speakers from
the MD Labor presenting Maryland Apprenticeship and Training Program (MATP) and various
apprenticeship program sponsors in a variety of industries across the state.
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Currently, in year eight of the Task Force (July 2023-June 2024), the following workgroups have
completed or are working on the following:

e The Career Pathways workgroup is currently working to create six career pathways
guides for occupations in healthcare for Medical Assistant, Occupational Therapy
Assistant, Pharmacy Technician, Physician Assistant, Registered Nurse, and
Pharmacist. These guides include an overview of the occupations, and the step needed
to obtain certification/licensure in Maryland, with a focus on information targeted for
the immigrant and refugee population.

e The Business Engagement workgroup developed a presentation to highlight the
benefits of hiring internationally trained professionals (ITP) and ways to engage with
the ITP talent pool. This should ultimately connect employers to Task Force members
working directly to support ITPs. Workgroup members will then connect with local
chambers of commerce and workforce boards to be added to their meeting agendas
to present. Thus far, a presentation was made at the Greater Bethesda Chamber of
Commerce.

e For the past two years, the Job Fair workgroup has collaborated with a local church
community to host a job fair for their primarily Amharic-speaking community. Both job
fairs resulted in 100's of job seekers connecting with the resources and employers.

e Lastly, the Entrepreneurship Guide workgroup is working to develop a guide for
immigrants and refugees looking to start or grow their own business.

Additionally, Maryland seeks to enhance services to and remove barriers for English language
learners through several grant and technical assistance opportunities. First, Maryland was
chosen as one of eight U.S. localities to receive customized technical assistance fromm WES
Global Talent Bridge (GTB) to advance its skilled immigrant integration efforts through their
Skilled Immigrant Integration Program (SIIP). Each of the eight pilot commmunities received 12
hours of coaching and advising provided by WES GTB; 12 hours of additional customized
technical assistance from national experts; and four interactive web-based training sessions
with WES GTB and other national partners on topics related to immigrant professional
integration. Additionally, Maryland participated in two in-person, peer-learning convenings as
part of this project: one in Syracuse, New York and one in Toronto, Canada. As part of the pilot
group, each community participated in monthly calls with WES GTB and other participating
localities to share ideas and provide updates on the progress of strategic efforts. From
participating in this project, the Task Force created a guide for foreign-trained engineers
seeking to re-enter the engineering profession in Maryland as well as honed strategies for
employer engagement. The engineering guide was published in 2018.

Since participating in the SIIP Program Maryland is now part of the SIIP Alumni group which
offers quarterly training covering varying topics about skilled immigrant integration.
Additionally, for the past two years, Maryland has been able to participate in the SIIP Annual
convening which brings together past and present SIIP participants to surface any technical
assistance needs or best practices, networking opportunities, and discussions on topics such
as employer engagement, policy and advocacy, and funding strategies.

MD Labor participated in the National Occupational Licensing Learning Consortium; a peer-
learning consortium focused on occupational licensing policies. This selective group worked
on understanding ways to remove barriers to labor market entry and improve professional
licensing portability and reciprocity. Member states identified areas within their individual
policies that may impede entry for populations most burdened by those policies as well as
potential solutions to reduce related barriers. These populations include skilled immigrants,
people with criminal records, active-duty military, veterans and their spouses, and
unemployed and dislocated workers. From participation in this consortium, several changes
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have been made that reduce language-related licensing barriers for the LEP population for
the barber, cosmetology, plumbing, and HVAC professions. LEP individuals seeking a barber
or cosmetology license are now able to utilize language interpreters for theory exams and
those seeking a plumbing or HVAC license are now able to use a translation dictionary for
exams.

Along with the several representatives from Maryland Apprenticeship and Training Program
(MATP), the Office of New Americans Initiative (NAI) joined the US Department of Labor's (DOL)
Increasing Apprentice Diversity Cohort to develop the State Action Plan. For the National
Apprenticeship Week 2020, outreach video messages from several dignitaries (Governor, First
Lady, and DHS's Secretary) about Maryland’s RA Program were created in Korean and Spanish
aswell as English to raise awareness of the meaningful contributions apprenticeship programs
in the U.S. make to our country's workforce. Registered Apprenticeship Brochure is available
in Amharic, Chinese, Dari, French, Korean, Pashto, Russian, Spanish, Swahili, Tagalog, Tigrinya,
and Vietnamese.

MD Labor and MORA at DHS formed a workgroup with representatives from three local
resettlement agencies (International Rescue Committee (IRC), Ethiopian Community
Development Council, and Lutheran Immigration and Refugee Service) in Maryland to create
informative and helpful materials for employers to hire Afghan Special Immigrant Visas (SIVs)
resettling in the United States. MATP, NAlI and MORA work together to provide apprenticeship
opportunities to youth refugees. Additionally, DWDAL granted funding to two local
resettlement agencies, IRC and Lutheran Social Services of the National Capital Area, for
supportive services in connecting their clients with RA opportunities.

Stakeholder organizations continue to build relationships, share ideas, and discuss best
practices. The Task Force's workgroups created a Resource Guide for New American Job
Seekers, which lists nationwide and local organizations and services/programs with
descriptions, phone numbers, and links. This guide is also available in Arabic, Chinese, Dari,
French, Korean, Pashto, Spanish, Swahili, and Vietnamese. A Financial Literacy Guide which
lists a variety of financial education providers throughout Maryland as well as information
about common financial questions, including loans, taxes, unemployment, and frauds was
published. This guide is also available in Amharic, Chinese, Dari, French, Korean, Pashto,
Spanish, Swahili, Tagalog, Tigrinya, and Vietnamese.

Through policy issuances and monitoring, the state workforce system will ensure that the
needs of English language learners will be met.
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V. Coordination with State Plan

Programs

Describe the methods used for joint planning and coordination among the core
programs, and with the required one-stop partner programs and other programs and
activities included in the Unified or Combined State Plan.

MD Labor (including TAA), DHCD, DHS, DORS, and all other programs engaged in Maryland's
Combined Plan worked together to implement the Benchmarks of Success. The
Benchmarks reflected a shared and coordinated vision of excellence among the State's
workforce system partners and provide a strategic tool for continuous improvement.
Recognizing the importance of a shared set of performance benchmarks and success
metrics that incentivize the type of performance and service delivery needed to ensure
Maryland'’s workforce system realizes the state’s vision and leaves no one behind, Maryland
will spend the remainder of 2024 developing a new performance metric framework. This
effort will be led by the GWDB and MD Labor's DWDAL and will include evaluation of what
has and has not worked well, including in implementing the previous Benchmarks of
Success framework, and engagement of state and local partners.

Joint planning and coordination occurs between all partners. Specifically, strategies to
integrate the TAA include issuing a new policy in 2022 to ensure better coordination between
TAA and Ul, encouraging the co-enrollment of TAA participants in Title | programming,
extensive co-planning between the TAA and staff that administer Rapid Response/Business
Services, and representation on the WIOA Alignment Group via MD Labor's Director of
Workforce Development.

In order to guide the WIOA partners in this work, WIOA partners will work together to lay the
foundation of this new performance metric system. Strategic goals and corresponding
benchmarks will be focused around the central vision of the State Plan and the WIOA system.
In prior years, the committees of the WIOA Alignment Group below, convened by DWDAL,
formed the infrastructure for achieving this work and these focus areas will be incorporated
into the revisiting and potential revamp of the Benchmarks framework to be led by the GWDB
and DWDAL:

1. Executive Steering Committee- including the executive leadership from the core WIOA
partner agencies, responsible for providing strategic oversight and direction to the
Benchmarks initiative, and governing the WIOA Alignment Group;

2. WIOA Alignment Workgroup- responsible for ensuring the strategic vision of the
Executive Steering Committee is realized by providing operational guidance to the
other Benchmark committees;

3. Data and Dashboard- responsible for developing a consistent, sustainable system all
workforce partners can use to measure, analyze, display, and apply Benchmarks data
to continuously improve the quality and effectiveness of services;

4. Professional Development and Technical Assistance- responsible for producing,
disseminating, and facilitating professional development and technical assistance
programming that supports Maryland’s WIOA partners in what the Benchmarks are
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and how they can be used to drive continuous improvement; additionally, this
committee will conduct a stakeholder analysis;

5. Policy- responsible for identifying opportunities to support the implementation of the
Benchmarks via policy change; and

6. Communications- responsible for developing a plan that identifies stakeholders,
effective communication methods, and maps out the implementation of the
Benchmarks. This committee facilitates and maintains the internal commmunication
between the committees as well as external communication about the Benchmarks.

Maryland’s WIOA Alignment Group

The WIOA Alignment Group meets monthly and is the main coordinating body under
Maryland’'s Combined State Plan. The Alignment Group includes leadership from the key
programs represented in the Maryland State Plan. At a minimum, the Alignment Group will be
comprised of the following:

» At least one representative of the GWDB,;

= At least one representative from the Maryland MD Labor's DWDAL, including TAA;
= At least one representative from the Maryland MD Labor's DUI;

= At least one representative from the Maryland DHS’ FIA;

» At least one representative from the MSDE's DORS;

» At least two Local Area representatives, including the MWA chair;

= At least one local representative from the DORS;

= At least one local representative of a WIOA Title Il adult education service provider;
» At least one representative from a Local Department of Social Services (LDSS); and
= At least one representative from the DHCD.
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V. Common Assurances

(FOR ALL CORE PROGRAMS)

The Unified or Combined State Plan must include assurances that:

Assurance

1. The State has established a policy identifying circumstances that may present a conflict of interest for
a State Board or local board member, or the entity or class of officials that the member rep- resents,
and procedures to resolve such conflicts;

2. The State has established a policy to provide to the public (including individuals with disabilities)
access to meetings of State Boards and local boards, and information regarding activities of State
Boards and local boards, such as data on board membership and minutes;

3. The lead State agencies with optimal policy-making authority and responsibility for the
administration of core programs reviewed and commented on the appropriate operational planning
elements of the Unified or Combined State Plan, and approved the elements as serving the needs of
the populations served by such programs;

4. (a) The State obtained input into the development of the Unified or Combined State Plan and
provided an opportunity forcomment on the plan by representatives of local boards and chief elected
officials, businesses, labor organizations, institutions of higher education, the entities responsible for
planning or administrating the core programs, required one-stop partners and the other Combined
Plan programs (ifincluded in the State Plan), other primary stakeholders, including other organizations
that provide services to individuals with barriers to employment, and the general public, and that
the Unified or Combined State Plan is available and accessible to the general public; (b) The State
provided an opportunity for review and comment on the plan by the State Board, including State
agency official(s) for the Ul Agency if such official(s) is a member of the State Board;

5. The State has established, in accordance with WIOA section 116(i), fiscal control and fund accounting
procedures that may be necessary to ensure the proper disbursement of, and accounting for, funds
paid to the State through allotments made for the core programs to carry out workforce development
activities;

6. The State has taken appropriate action to secure compliance with uniform administrative
requirements in this Act, including that the State will annually monitor local areas to ensure compliance
and otherwise take appropriate action to secure compliance with the uniform administrative
requirements under WIOA section 184(a)(3);

7. The State has taken the appropriate action to be in compliance with WIOA section 188,
Nondiscrimination, as applicable;

8. The Federal funds received to carry out a core program will not be expended for any purpose other
than for activities authorized with respect to such funds under that core program;

9. The State will pay an appropriate share (as defined by the State board) of the costs of carrying out
section 116, from funds made available through each of the core programs;

10. The State has a one-stop certification policy that ensures the physical and programmatic
accessibility of all one-stop centers with the Americans with Disabilities Act of 1990 (ADA);

1. Service providers have a referral process in place for directing Veterans with Significant Barriers to
Employment (SBE) to DVOP services, when appropriate; and

12. Priority of service for veterans and eligible spouses is provided in accordance with 38 USC 4215 in all
workforce preparation, development or delivery of programs or services funded directly, in whole or in
part, by the Department of Labor.
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VI.

Program-Specific Requirements
for Core Programs

The State must address all program-specific requirements in this section for the WIOA
core programs regardless of whether the State submits either a Unified or Combined State

Plan.

ADULT, DISLOCATED WORKER, AND YOUTH ACTIVITIES UNDER TITLE I-B.

(1) Regions and Local Areas.

(A) Identify the regions and the Local Areas designated in the State.

Maryland’s Planning Regions

Regional planning is a requirement under Section 106 of WIOA. The Act requires the State to
identify planning regions as a part of the process for developing the State plan. Maryland'’s
Local Areas have historically entered into agreements wherein they developed regions and
produced plans to regionally target various industry sectors. Maryland’s workforce areas
include:

Anne Arundel County;

Baltimore City;

Baltimore County;

Carroll County;

Frederick County;

Howard County;

Lower Shore (made up of Wicomico, Somerset, and Worcester Counties);
Montgomery County;

Prince George's County;

Southern Maryland (made up of Charles, Calvert, and St. Mary's Counties);
Susquehanna (made up of Harford and Cecil Counties);

Upper Shore (made up of Kent, Queen Anne's, Talbot, Caroline, and Dorchester
Counties); and

Western Maryland (made up of Garrett, Allegany, and Washington Counties).

Based on a variety of considerations described in the next section of this plan, the State has
designated regions as follows:

Western - The Western region is comprised of the Western Maryland Local Area. This
Local Area is comprised of Maryland’s three most western counties: Garrett, Allegany,
and Washington.

Capital - The Capital region includes three Local Areas: Prince George's, Montgomery
and Frederick. All three are located along the Washington, D.C. corridor.

Central - The Central region is comprised of five Local Areas: Anne Arundel, Baltimore
County, Baltimore City, Carroll, Howard, and Susquehanna.

Southern - The Southern region is comprised of the Southern Maryland Local Area. That
Local Area is comprised of Calvert, Saint Mary's, and Charles Counties.
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= Eastern Shore - The Eastern Shore region is comprised of two Local Areas: Upper Shore
and Lower Shore.

(B) Describe the process and policy used for designating local areas, including procedures
for determining whether the local area met the criteria for “performed successfully” and
“sustained fiscal integrity” in accordance with 106(b)(2) and (3) of WIOA. Describe the
process used for identifying regions and planning regions under section 106(a) of WIOA.
This must include a description of how the State consulted with the local boards and chief
elected officials in identifying the regions.

Process for Determining Regions

The State of Maryland convened a group of stakeholders to examine proposed methodology
in delineating regions pursuant to Section 106 of WIOA. That group, consisting of the MD Labor,
economists, and local workforce development directors collaboratively reviewed the list of
variables that could be used to delineate regions of economic activity pursuant to Section
679.210 of the Notice of Proposed Rulemaking issued by USDOL on April 16, 2015.

The Executive Director of the GWDB contacted Maryland's chief elected officials explaining the
statutory requirements regarding regional planning in July 2015.

In October 2015, the WIOA workgroup on LMI distributed, for public review, a list of draft
variables that the State proposed to use for delineating regions. The MD Labor led workgroup
proposed the use of a similarity index that would include Local Areas with similar or shared
labor markets, shared commmon economic development areas, and adequate possession of
federal and non-federal resources to ensure that a proposed region would have appropriate
education and training institutions. The State considered the following additional variables:

» Population centers

» Commuting patterns

* Land ownership

» |ndustrial composition
» Location Quotients

» Labor force conditions
» Geographic boundaries

After allowing for adequate public comment, three (3) draft maps incorporating the variables
were circulated for public inspection, review, and comment. After consultation with the
Maryland'’s local workforce directors, the department issued a fourth map for review and
comment. The Workforce Investment Network of Maryland (WIN) which is now MWA,
comprised of the State’s Local Area executive directors, ultimately agreed to the designation
of areas listed above. That designation was consistent with commuting patterns, industrial
composition, and previous collaborations that the Local Areas engaged in in the past.

Functions of the Planning Regions

Pursuant to Section 106 of WIOA, LWDBs and chief elected officials must engage in a regional
planning process. That process must result in the preparation of regional plan. The regional
plan must incorporate the local plans for each of the Local Areas in the planning region and
must be aligned with Maryland’s State Plan. Maryland, pursuant to Section 106 of WIOA, will
provide technical assistance and LMI upon the request of a Local Area to assist with regional
planning. Pursuant to Section 106 of WIOA, each regional plan shall collaboratively engage in
a process that results in:
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» The establishment of regional service strategies, including use of cooperative service
delivery agreements

» The development and implementation of sector initiatives for in-demand industry
sectors or occupations for the region

» The collection and analysis of regional labor market data, in conjunction with the State

» The establishment of administrative cost arrangements, including the pooling of funds
for administrative costs, as appropriate, for the region

= The coordination of transportation and other supportive services, as appropriate, for the
region

» The coordination of services with regional economic development services and
providers

* The establishment of an agreement regarding collective negotiation with the State on
local levels of performance, and report on performance accountability measures for
Local Areas or the planning region as set forth in Section 116(c) of WIOA.

Subsequent Designation of Regions

Upon request of the chief elected officials from the Local Areas affected, or every two years
beginning July 1, 2016, the State will review the current configuration of regions. Should it be
determined that the regions no longer meet the needs of the State's workforce system, the
State will undertake a reconfiguration of the regions in coordination with Maryland's LWDBs
and chief elected officials.

Designation and Re-Designation of Local Areas

Upon request of a chief elected official(s) of a Local Area, the Governor shall approve the re-
designation of a Local Area that has performed successfully and sustained fiscal integrity. For
the purposes of these measures, Maryland adopts the following definitions:

»  Performed Successfully -- The term “performance successfully” means the Local Area
met or exceeded the adjusted levels of performance for primary indicators of
performance described in Section 116(b)(2)(A) (or, if applicable, core indicators of
performance described in Section 136(b)(2)(A) of the Workforce Investment Act of 1998)
for each of the last two consecutive years for which data are available preceding the
determination of performance under this paragraph.

» Sustained Fiscal Integrity -- The term “sustained fiscal integrity” means that the
Secretary has not made a formal determination, during either of the last two
consecutive years preceding the determination regarding such integrity, that the
administrative entity of the area misspent funds provided under Subtitle B of WIOA (or,
if applicable, Title | of the Workforce Investment Act of 1998) due to willful disregard of
the requirements of the provision involved, gross negligence, or failure to comply with
accepted standards of administration.

Upon receipt of a request from a chief elected official for a particular Local Area to re-designate
the Local Area, the Maryland MD Labor will conduct a review of the Local Area’s performance
and fiscal integrity to ensure that it both performed successfully and sustained fiscal integrity.
Upon conclusion of the same, the Secretary of the MD Labor will recormmend to the Governor
whether Local Area should be re-designated.

(C) Provide the appeals process referred to in section 106(b)(5) of WIOA relating to
designation of Local Areas.
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In the event that a unit of general local government (including a combination of such units) is
not granted re-designation, or an area is not re-designated as a planning region, the Local Area
or region may appeal the decision, pursuant to Section 106(a)(5) of WIOA to the GWDB. In the
decision not to re-designate a Local Area or region, the Governor shall temporarily designate
the successor for the previously designated Local Area or region. Should the previously
designated area or region wish to appeal, such an appeal must be made in writing within 30
days of the Governor's decision not to re-designate either the Local Area or region. If the appeal
does not result in a designation of the Local Area or a region, the United States Secretary of
Labor, after receiving a request for review from the unit and on determining that the unit was
not accorded procedural rights as specified under Section 102(b)(2)(D)(i)(I11) of WIOA, or that
the area meets the requirements as set forth above, may require the area be designated as a
Local Area or region.

The appeal process for initial designation of Local Areas is reflected in the GWDB's Local
Workforce Development Board Certification Policy. The Board will work with USDOL through
technical assistance to redevelop and reissue this policy. The updated issuance will include the
procedure for Local Areas to appeal designations to USDOL should they not be satisfied with
State decisions.

(D) Provide the appeals process referred to in section 121(h)(2)(E) of WIOA relating to
determinations for infrastructure funding.

On April 26, 2021, the GWDB approved Policy Issuance 2021-04, entitled WIOA Memorandum
of Understanding and Resource Sharing Agreements. The Policy outlines the requirements of
a WIOA compliant Memoranda of Understanding and Resource Sharing Agreements, and
further outlines the process in which disputes regarding funding are resolved. For purposes of
an appeal of a determination regarding the state formula of infrastructure funding, the
impasse process outlined in the Policy should be used to resolve the appeal. The impasse
process is as follows:

Impasse Step 1: GWDB Proposes Resolution

The GWDB Executive Director is responsible for notifying the GWDB Chair that an impasse has
been declared. At this point, the GWDB Executive Director and the DWDAL Assistant Secretary
must provide the GWDB Chair with relevant materials for review, including but not limited to:
A. The completed Dispute Resolution Form; and, B. GWDB Executive Director and DWDAL
Assistant Secretary's proposed joint resolution. In turn, the GWDB Chair is responsible for
selecting three GWDB members to serve as members of an Impasse Review Team. The
Impasse Review Team must investigate the dispute to obtain additional information or to
clarify the facts presented. Within 14 business days of the declaration of impasse, the Impasse
Review Team must meet to discuss the dispute with all appropriate State and local Partners.
After meeting, within seven business days, the Impasse Review Team must provide a written
response and dated summary of the proposed resolution to all appropriate Parties. The LWDB
Chair (or designee) then must contact the petitioner, the appropriate State and local Partners
(when a local Partner is not the petitioner) and the LWDB (when the Board is not the
petitioner) to verify that all appropriate Parties are in agreement with the proposed resolution.
The State will consider the dispute to be settled when all Partners are in agreement. If the
dispute is not resolved within ten business days of receipt of the GWDB Impasse Review
Team's written response, then Step 2 of the impasse procedure must be followed.
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Impasse Step 2: Governor Resolves Dispute

After an impasse has gone through Step 1and remains unresolved, then it is the responsibility
of the GWDB Chair to inform the Governor of the impasse. The Chair must provide the
Governor with relevant materials for review, including but not limited to: A. The completed
Dispute Resolution Form; B. GWDB Executive Director and DWDAL Assistant Secretary’s
proposed joint resolution; and C. The GWDB Impasse Review Team's proposed resolution.
Upon review, the Governor will determine how the impasse shall be resolved. The LWDB Chair
(or designee) will ensure that all Partners are aware of the Governor's decision. In accordance
with WIOA, the impasse decision made by the Governor shall be applicable to the Local Area
for that PY and for each subsequent PY for which Partners fail to reach such agreements.
Partners should be aware that there are consequences for noncompliance, and that these
consequences may include the withholding of federal and/or State funds, as appropriate and
allowable under applicable laws and regulations, including 2 CFR Part 200.38. If the State
cannot assist the LWDB in resolving the impasse, the Governor or the GWDB must report the
failure to the Secretary of USDOL and to the head of any other Federal agency with
responsibility for oversight of a Partner's program.

Appeal of Infrastructure Funding Determinations

Section 121 of WIOA provides two separate formulas for the provision of infrastructure costs:
the locally negotiated formula and the State-based formula. All Local Areas are encouraged to
come to a mutually beneficial infrastructure formula. Section 121(h) notes that should
consensus on a locally negotiated formula not be achieved, the State funding mechanism will
be used. When a locally negotiated formula is not achieved, and in accordance with Section
121, the Governor, after consultation with Chief Elected Officials, LWDBs, and the State board,
shall determine the portion of funds to be provided by each Partner. According 20 CFR 678.738,
the Governor must calculate the statewide cap on the contributions for one-stop infrastructure
funding required to be provided by each one-stop partner program for those Local Areas that
have not reached agreement. The cap is the amount determined under paragraph (a)(4) of
this section, which the Governor derives by. A. Determining the percentage of the
corresponding AJC Partner program provided in paragraph (d) of this section to the amount
of federal funds provided to carry out the one-stop partner program in the State for the
applicable FY; B. Selecting a factor (or factors) that reasonably indicates the use of AJCs in the
State, applying such factor(s) to all Local Areas in the State, and determining the percentage
of such factor(s) applicable to the Local Areas that reached agreement under the local funding
mechanism in the State; C. Determining the amount resulting from applying the percentage
determined in paragraph (a)(2) of this section to the amount determined under paragraph
(a@)(1) of this section for the AJC Partner program; and D. Determining the amount that results
from subtracting the amount determined under paragraph (a)(3) of this section from the
amount determined under paragraph (a)(1) of this section. The outcome of this final calculation
results in the Partner program’s cap.

(2) Statewide Activities.

(A) Provide State policies or guidance for the statewide workforce development system
and for use of State funds for workforce investment activities.

MD Labor's DWDAL has a robust policy development process and regularly issues policies for
the statewide workforce development system. Policies cover a variety of topics and
compliance metrics to include assessment, performance, monitoring, and discretionary
grants. The Division includes a Policy Unit made up of a director, policy analysts, and a special
assistant. The production of this unit is detailed in DWDAL's Pl 2015-01 Process for Policy
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Development. Input from system stakeholders and subject matter experts is collected for each
issuance through a structured three-meeting process and a two-week public comment
period.

State investment in workforce system activities includes but is not limited to the EARN
Maryland program, a portion of SCSEP, RA (though this is not WIOA-specific), co-enrollment of
participants between WIOA Titles | and Il programming, and funds for summer youth
programming. In recent years the Department has issued policies relate to this programming.
They are available at the link mentioned above.

The State’s WIOA Alignment Group, which is comprised of leadership representing all of the
workforce system partners, meets on a monthly basis. The role of the WIOA Alignment Group
is both strategic and tactical: it considers system-level opportunities for advancing the
integration and cohesion of the State's workforce system and develops system-level solutions.
The WIOA Alignment Group has led the development of certain policies to promote
interagency service integration. Additionally, the WIOA Alignment Group has also created a
brand-new CLO position to establish and build system-wide competencies through a systemic
approach to professional development. Professional development activities will include cross
training of partner program'’s services and on expanding staff expertise on successfully
supporting targeted populations, such as LEP individuals (as outlined in other sections of the
Plan), people with disabilities, youth, older workers, and other targeted groups.

One policy developed by the WIOA Alignment Group, Pl 2017-10 Partner Access to the
Maryland Workforce Exchange (MWE), was issued to provide opportunities for partner
agencies to access information on the MWE, MD Labor's statewide performance and case-
management data system which also offers a wide range of services to jobseekers and
businesses. Extending MWE access to partners allows staff to view information on shared
customers and deliver more streamlined, targeted services more quickly. The policy explains
the process partner agencies must follow to gain access to the MWE system, the
responsibilities of all partners in sharing MWE access, and requirements for MWE training.

The CLO position provides a unique opportunity for partner programs to share professional
development expertise and resources that previously dwelt in silos. The CLO works with an
advisory board to establish a professional development curriculum designed to equip
workforce staff across partner programs with system-level competencies. To ensure the
existing trainings available through partner agencies are fully leveraged and effectively
coordinated, the CLO conducts a comprehensive professional development program
inventory. The CLO monitors the landscape of policies across partner programs and facilitate
professional development and technical assistance to assist partner programs in consistently
implementing programming according to State and federal rules and requirements.

There are currently 9 professional development training modules available and over 1,400
users spanning across more than 40 organizations in Maryland (including State agencies) that
have benefited from the training. The training modules teach, refresh and test an individual's
knowledge of different programs and subjects within the State's workforce system.
Specifically, each of the 9 modules focus on a different aspect of the WIOA system, including
topics such as the Benchmarks of Success, the GWDB, the different WIOA Titles (Titles I-1V),
with additional topics and modules regularly being developed and made available to staff.
With a completion rate of 79% across users, the professional development training modules
have demonstrated great success in improving understanding and collaboration across all
organizations engaged in the workforce system, allowing staff to better serve both job seekers
and employers.
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(B) Describe how the State intends to use Governor's set aside funding for mandatory and
discretionary activities, including how the State will conduct evaluations of Title | Adult,
Dislocated Worker, and Youth activities.

Governor Moore’s WIOA Set Aside Funding

As required in Section 134 of WIOA, DWDAL has set aside funding for both required (section
134.2) and allowable (section 134.3) Statewide activities. The final determination of the use of
available funding for allowable activities is made by the Governor or their designee. MD Labor
is committed to providing funding opportunities for workforce delivery systems that are
innovative and industry-driven. MD Labor is particularly interested in providing funding to
workforce training opportunities in the industries identified in Governor Moore's strategic plan.
Additionally, in an effort to further align workforce development and apprenticeship
opportunities, MD Labor is committed to providing funding for apprenticeship opportunities
in nontraditional apprenticeship fields.

Innovation requires investment. Since the initial drafting of the State Plan, the WIOA partners
have dedicated their efforts to providing funding for projects and interventions with the
ultimate goal of systems change. As such, the WIOA Alignment Group discussed, in 2017,
various proposals that would provide seed funding for Local Areas to innovate and strengthen
local partnerships.

Career Pathways and Co-Enroliment Demonstration Projects

Maryland has invested $1.5 million of its WIOA Governor's set-aside funding in local workforce
entities since 2018 to support career pathway initiatives, for WIOA Title | Local Areas to partner
with WIOA Title Il Adult Education providers.

In keeping within the WIOA regulations’ focus on career pathway models, MD Labor developed
this initiative with the following goals in mind:

* [Increase WIOA Title Il adult learners’ access to WIOA Title | training and career
opportunities;

» Focuson meeting lower-level adult learners where they are regarding education levels,
and support them in meeting career goals;

= |ncrease adult learners’ co-enrollment in WIOA Titles | and |I;

=  Address the needs of businesses;

» Expand career pathways through piloting one or more proven interventions;

»  Support the creation of a Maryland WIOA Co-Enrollment and Career Pathways Guide
to facilitate the distribution of information related to best practices, successes,
challenges, and more; and

= Achieve sustainability once grant funds are exhausted or the project has ended
through connecting to the Maryland ETPL or by other means.

Local workforce entities had the opportunity to apply for up to $250,000 in funding to develop
innovative demonstration projects with a consortium of local partners, including adult
education providers and business partners. Eligible applicants were provided a menu of
interventions that were selected by the department after careful consideration and review of
national best practices.

These interventions include:

= English language acquisition,
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» Distance learning,

= RA or pre-apprenticeship,

» [ntegrated education and training,

*» Integrated English literacy and civics education, and

= Transition support specialists between local workforce and adult education entities.

Most of Maryland’s LWDBs applied for this funding, and ultimately the state selected seven
career pathway projects over three rounds of funding to offer adult learners innovative career
pathways. Through strategic investments such as these, the department is changing the way
the State approaches workforce development. The projects created with this funding began
on April 1, 2018, and are currently active. To date, a total of 176 individuals statewide have been
served by these career pathways grants, with nearly 100 receiving WIOA approved certificated
and certifications, and 84 entering employment.

Innovation requires investment. WIOA partners have dedicated their efforts to providing
funding for projects and interventions with the ultimate goal of systems change. As such, the
WIOA Alignment Group discussed, in 2017, various proposals that would provide seed funding
for Local Areas to innovate and strengthen local partnerships.

Reentry Navigators

The AJC at Mondawmin Mall is currently the only designated reentry center in the State. This
is based on need and the premise that many ex-offenders have historically returned to
Baltimore City upon their release. At the same time, correctional education programs are
offered throughout the state at various institutions. Before release, inmates take part in
Employment Readiness Workshops designed to make them aware of the AJCs, help with
resume building, etc. However, there is no systematic approach to referring those returning to
communities to the AJCs, or to area employers who would hire ex-offenders.

To address this need, MD Labor utilizes is using WIOA Set Aside Funding to support hire
Reentry  Navigators who can serve newly returning citizens incarcerated
individuals throughout the State. Reentry Navigators interface with inmates in correctional
education programs (both academic and occupational) and continue to serve these
individuals post-release through the local AJC. Navigators also interact with businesses who
hire ex-offenders.

In 2022, These individuals were converted to permanent contractual positions and report
directly to the Reemployment Program Directors Labor Exchange Administrator for the Local
Area. Due to the success of the pilot program, the remaining eight Local Areas were provided
permanent positions to expand the initiative statewide. The expansion will result in eleven 11
navigators across in the AJC across the state. are in the process of recruiting and hiring
dedicated Reentry Navigators to expand the initiative across Maryland.

Maryland Business Works

MD Labor has invested $2.5 million to date in the Maryland Business Works program. This
competitive grant provides business match funds for incumbent worker training that leads to
career growth and increased wages for participating workers. Participating businesses are
reimbursed for 50 percent of the training costs. In FY 20232021, MD Labor allocated
$237,523 for grants through this program. The grant served 212 trainees across a number of
industries and resulted in industry recognized credentials for all that completed training.
Other Potential Interventions and Projects
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The WIOA partners will continue to find ways to invest in the partnerships that continue to
form as a result of Maryland's implementation of the federal Act. The State has been in
discussion with new plan partners to find ways to implement workforce interventions for
homeless individuals. These potential interventions also align with the State's Benchmarks for
Success.

Evaluations

DWDAL's Monitoring and Compliance unit conducts annual evaluations of all Title | grantees
to ensure compliance as directed by Federal and State policies and regulations governed by
WIOA. These reviews are conducted onsite or remotely and cover both program and fiscal.

(C) Describe how the State will utilize Rapid Response funds to respond to layoffs and
plant closings and coordinate services to quickly aid companies and their affected
workers. States also should describe any layoff aversion strategies they have
implemented to address at risk companies and workers.

Rapid Response and Layoff Aversion in Maryland

In Maryland, Rapid Response is a collaborative effort that involves locally defined partnerships
with staff from MD Labor's DWDAL's Dislocation Services Unit (DSU), the Local Areas, the
state’s Business Solutions Team, and the MD Labor DUI. Rapid Response teams work with both
Worker Adjustment and Retraining Notification (WARN) and non-WARN businesses and
employees to quickly maximize public and private resources that will minimize the disruptions
on companies, affected workers, and commmunities associated with job loss. Generally, Rapid
Response Teams provide customized services onsite at an affected company, accommodate
work schedules, and assist companies and workers through the challenging transitions
associated with job loss. All Rapid Responses— irrespective of the size of the dislocation event
and whether it is a WARN or non-WARN situation—involve: (1) an initial business consultation,
which is employer-focused, and (2) an information session, which is employee focused.
DWDAL works collaboratively with the Local Areas, the DUI, and other relevant stakeholders
to ensure effective, customer-centric Rapid Response provision.

As noted in MD Labor’s Pl 2018-05 Rapid Response, for each Rapid Response event, it is the
responsibility of the local Rapid Response team’'s MD Labor Regional Business Solutions
Consultant to take the lead in ensuring all relevant parties remain informed throughout the
process. The local MD Labor’'s Regional Business Solutions Consultant may delegate tasks to
any member of the local Rapid Response team so long as all requirements contained within
Maryland’s Rapid Response policy are met and Rapid Response is effectively delivered.

Once an employer has submitted a Notice of Dislocation, the DSU must complete the
Dislocation Event Communication Template in the MWE for distribution to the relevant Local
Rapid Response team(s) across the state. For larger dislocation events involving 25+ impacted
workers, the MD Labor DSU must also distribute the completed dislocation event notification
form en masse to stakeholders beyond the local Rapid Response team, including the MD Labor
Secretary and the Governor's Office, to raise awareness and leverage additional support.

The local MD Labor Regional Business Solutions Consultant (or designee) is responsible for: (1)
capturing detail needed for reporting purposes in the MWE; and (2) managing and
coordinating the specific Rapid Response effort with relevant team members to decide:

*  What approach should be taken for the initial business consultation?
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=  Who specifically should participate in the initial business consultation from the local
Rapid Response Team and in what capacity?

WARN Protocols

To ensure quality coordination, MD Labor Business Solutions Team and DSU are responsible
for sharing WARN information with relevant staff frorn DWDAL, the affected Local Area(s), the
MD Labor DUI, and other relevant stakeholders in a timely manner. WARNSs are posted on MD
Labor's WARN Log within 48 hours of receipt of the notification. The Rapid Response team is
then responsible for keeping the Local Area well informed of its anticipated actions, and for
contacting the business in a timely manner to explain the importance of Rapid Response
services and to determine the business’ level of interest.

Non-WARN Protocols

In the absence of a WARN, a business may contact any member of the Rapid Response team.
For example, the business may contact the Local Area directly if it has an existing relationship
or it may contact the DUI to ask specific Ul questions. It is the responsibility of the individual
who has been contacted to ensure coordination and information sharing between the Rapid
Response team, DSU, and DUI occurs timely. In the same way that DWDAL must coordinate
with the Local Area(s), DUI, and other stakeholders in WARN situations, the Local Area(s) must
coordinate with DWDAL and keep DWDAL well-informed of its anticipated actions in non-
WARN situations, as it will be included in reporting to the USDOL.

Initial Business Consultation (Employer Focused)

The initial business consultation is an opportunity for designated members of the local Rapid
Response team to meet with the business to understand employer needs, investigate the
possibility of Trade impact,[l] and provide information regarding the benefits of moving
forward with offering an employee-focused Rapid Response Information Session.

In the initial business consultation, the local Rapid Response team should make available to
employers:

* Labor market and retraining information;

= On-site Ul bulk claim registration;

» Job placement services;

» Job seeking information;

» Referral to retraining opportunities; and

» Trade Adjustment Assistance program information.

The primary goals of the consultation are to: (1) support the business in meeting its needs; and
(2) secure the employer's commitment to offer an Information Session geared towards
employees. Staff should arrange for initial business consultations on company time at the work
site, when appropriate. To gain employer participation and support, the Rapid Response team
shall describe the benefits of holding an employee focused information session.

The secondary goal is to obtain information about the impacted workers, so additional services
can be planned and implemented appropriately. The Rapid Response team should encourage
the employer to provide the following information concerning the affected employees prior to
the employee focused Information Session, either by completing the template Impacted
Worker Information Form or through other means. Information gained in the initial business
consultation would ideally include:
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» Salary range for each affected employese;

» Average years of employment;

» Gender and age breakdown;

= Retirees;

» Retirement, pension or severance packages;

»  Whether job transfer will be available;

= Educational levels;

=  Commuter patterns;

» Literacy issues;

»  Whether there is a large English Language Learners population;
»  Whether job skills are unique to the employer;

*  Whether thereis a large number of older workers; and

»  Whether the company is utilizing an outplacement service for employees.

Prior to an employee-focused Rapid Response event, the designated Rapid Response team
should also encourage the business to solicit resumes from affected employees. Staff should
gather information concerning the skills and abilities of impacted workers to be used for
outreach with local businesses. Staff should use the information learned during a consultation
to inform future outreach opportunities and to provide information on business needs.

Information Session (Employee Focused)

The Information Session is an opportunity for designated members of the Rapid Response
team to meet with the impacted workers to:

» Advise the dislocated workers on the transition services that are available via the AJCs
and workforce system;

» Explain the basics of the Ul benefit system,;

* Provide assistance with planning for reemployment services to the labor force;

* Provide assistance with planning for and implementing an on-site displaced worker
assistance center;

* Provide financial resources, as available, to assist with a wide range of employment and
training services; and

» Offer informational sessions to help reduce worker anxiety and minimize negative
impact on the business.

The DUI's involvement will vary based on the size of the dislocation event and staff capacity.
For dislocation events impacting 25+ employees, DUI staff must have the capacity to actively
participate in the employee-focused information sessions. For smaller dislocation events, the
DUI staff will participate as capacity allows.

During smaller dislocation events where DUI in-person participation is not possible, the
Regional Business Solution Consultant from the local Rapid Response team should relay Ul
information through a standard PowerPoint and provide handouts and DUl contact
information, as time permits. If not enough time is permitted to cover any/all Ul information,
the local Rapid Response team must instead verbally provide DUI's contact information along
with handouts of the PowerPoint presentation and other relevant materials.

At the conclusion of the Rapid Response event(s), the Regional Business Solutions Consultant

(or designee) should complete the Rapid Response Summary Form and provide the summary
to the local Rapid Response Team.
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Layoff Aversion and Rapid Response

Staff who administer business services assist eligible businesses with layoff aversion and/or
Rapid Response along any given point of a business’ lifecycle.

Staff who administer business services offer an array of initiatives and strategies that work
towards job creation and layoff aversion. As defined by USDOL, layoff aversion is:

»  When a worker's job is saved with an existing employer that is at risk of downsizing or
closing; or,

»  When a worker at risk of dislocation transitions to a new job, with the same employer
or a different employer, and experiences no or a minimal break in employment.

Through on-going engagement with businesses, field representatives will establish
relationships with employers and obtain basic knowledge regarding the company, their needs
and processes as well as their well-being. If an employer contacts a field representative and
advises them they are struggling, or if the representative suspects difficulties or obtains
information suggesting trouble via news articles, current LMI or other sources, arrangements
can be made to work with the employer to take a pro-active approach.

Field representatives can assist employers with strategies such as: providing assistance with
incumbent worker training or other worker upskilling requirements; funding feasibility
studies; connecting companies to business loan programs or other resources; establishing
links to economic development activities and assistance; succession planning; proactively
identifying opportunities for potential economic transition into other growing industry sectors;
cost reduction; process improvement; and connecting businesses to qualified workers.

(D) Describe the State policies and procedures to provide Rapid Responses in cases of
natural disasters including coordination with FEMA and other entities.

For Disaster Planning, USDOL recommends that states use Rapid Response funds to plan for
disaster response before a disaster strikes. In keeping with that recommendation, MD Labor
has developed a plan and taken initial preparation and coordination steps to strive for strong
disaster preparedness. In the event of a disaster, MD Labor will use Rapid Response funds to
support the following activities:

» Devise prospective strategies to provide assistance to Local Areas experiencing
disasters;

» |dentify strategies for aversion of layoffs;

* Ensure mechanisms for regular exchange of information relating to potential
dislocations are in place;

» Collect and analyze data and information for a number of purposes; and

» Hold disaster drills.

In the event of a natural disaster, mass layoff, or other emergency, MD Labor’s Secretary will
work closely with the Governor and other cabinet-level staff to execute the appropriate actions
in a timely manner through the Department's position on the Maryland Emergency
Management Agency (MEMA) Board. The Secretary, in turn, will communicate with
appropriate staff, including the Rapid Response team, to ensure the state fulfills its obligation
to deliver the appropriate services and transitions workers to new employment as quickly as
possible. The Director of the Department’s Office of General Services serves as the point person
for MEMA. The Director takes part in daily conference calls throughout the immediate
aftermath of the emergency, and interfaces with Federal Emergency Management Agency

MARYLAND STATEWIDE WORKFORCE DEVELOPMENT PLAN DECEMBER 2024



(FEMA), MEMA and other state agencies to coordinate the appropriate response. That
information, in turn, is provided to senior staff of the Department.

In response to the State of Emergency caused by COVID-19 pandemic, the Regional Business
Solutions team ensured that affected business, employees, and job seekers had access to
information and services by transforming all in person visits to a virtual environment. The
Regional Business Solutions team conducted virtual rapid responses in an effort to inform
employers and dislocated workers about Ul, healthcare, workshare, and training opportunities
as well as providing them layoff aversion efforts by providing them with targeted recruitment
events. In addition, the Regional Business Solution team held virtual roundtables and town
meetings to help employers resolve their labor shortage and receive assistance in finding
resources for layoff aversion grant opportunities. Finally, the Regional Business Solutions team,
along with their partner network, coordinated numerous regional and industry sector
recruitment events to help employers with their recruitment needs and job seekers with their
search for employment. DWDAL, in turn, worked closely with staff from the Local Areas to
ensure that recruitment events, job fairs, job listings, and job clubs were widely distributed
utilizing social media and email blasts. These experiences have helped refine the Rapid
Response teams practices in a post-pandemic world.

Rapid Response teams are expected to be flexible and responsive. Therefore, it is appropriate
that Rapid Response teams play a key role in disaster response in partnership with other
internal and external government, nonprofit, and private agencies.

If necessary, Maryland will be able to access these funds for the following activities:

» Purchase and deployment of mobile units for service delivery in disaster areas;

= Support for organizing physical locations for disaster relief centers;

» Assist individuals with applying for Ul (and Disaster Unemployment Assistance);

» Support sharing information on services available, including temporary jobs through
National Dislocated Worker Grants;

» Hiring staff to support range of needs of impacted individuals, including counselors;
and

» Job search assistance.

The DSU, in partnership with the staff who administer business services, will continue to work
to ensure that Maryland businesses consider the importance of having an emergency plan
within their own organization. Staff will offer assistance in the development of their personal
disaster plan, according to their projected needs.

The federal government provides additional services to workers whose jobs are lost, or hours
greatly reduced, due to foreign trade or shifts in production out of the United States. The Trade
Act program is administered, staffed, and implemented by DWDAL and DUI, alongside the
state’s Local Areas. While not all job loss due to foreign competition meets the requirements
of the Trade Act, the Rapid Response team will work with businesses to provide information
on Trade Adjustment Assistance (TAA) and the benefits workers can receive if a business is
certified as trade-affected. A business, union, the Rapid Response team, or the workers
themselves can file a trade petition with the USDOL.

Rapid Response activities are offered to all worker groups notified of a layoff when the DSU
receives a WARN, Notice of Dislocation Event, or when notified of potential layoffs. The Rapid
Response Team or Business Solutions Representative works with businesses to schedule
Rapid Response information sessions for impacted workers. These sessions may be held
virtually, in-person, or a combination of both depending upon the preference of both the
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employer and impacted worker group. During these sessions, workers are informed of the
various services offered by the local AJC and the Ul program. When it is determined that a
potential Trade impact exists, Trade Program information sessions are coordinated, and
workers are informed of the Trade program benefits and options available. These individuals
may receive services through their local AJC, as appropriate, prior to their certification of
eligibility to apply for benefits and services under the Trade Act programs. Rapid Response
funds will be utilized to provide layoff aversion activities.

These activities include recruitment events to create business connections, to support Local
Area initiatives to re-train and to provide supportive services. The DSU reviews WARN notices
and works with businesses to determine if a petition can be filed as early as possible to speed
the process for Trade approval. If a worker has been dislocated and is waiting for TAA eligibility
determination, that person can receive career services at the local center. Once a petition is
approved, DSU staff notify impacted workers of the additional benefits available under Trade
and how to apply. Rapid Response funds are utilized to provide assistance to Local Areas in
situations where the layoff event results and a need beyond the availability of local resources,
including TAA assistance. Local Areas may request additional Rapid Response funds, or the
DSU may apply for a National Dislocated Worker Grant (NDWG) as needed to supplement
other funding to serve impacted workers that may not seek assistance under Trade.

TAA, offered at no cost to employers, allows impacted workers to access an even wider array of
services for which they would not otherwise be eligible. Once the adversely affected workers
become certified under the Trade program, DUI is notified and mails out letters to each of the
impacted workers of the Trade certified company. The Reemployment and Trade Unit places
advertisements in local papers and/or via online publication, announcing that the company
has been Trade Certified and providing instructions for next steps.

The DSU sends out packets to the impacted workers on the eligibility list that include a letter
notifying them of the TAA certification, dates, times and locations where they can attend a
Trade Information Session, and information on Rapid Response services. A Trade informational
session (or multiple sessions) is delivered by the DSU Field Representative in coordination with
Trade Program case managers local to the impacted workers, the Rapid Response team, and
local partner program staff. All services and benefits for which participants may be eligible
based on their approved petition identifier, are presented during these events. Investigations
may take several months and are concluded when USDOL makes a Trade Determination.
Irrespective of the USDOL determination, an initial Rapid Response is always offered and
arranged whenever possible for workers affected by business closings, regardless of the size of
the dislocation, and whether or not a WARN was received. Maryland strives to ensure all
workers receive the same services and information consistently and effectively. All impacted
workers may still receive services in any one of the AJCs. Once the notice of Trade Certification
is received, they may transition over to the Trade Adjustment Assistance Program if they
choose to take advantage of the additional services provided to them under their
corresponding certification number.

The TAA Program, outlined in Pl 2022-02 Trade Adjustment Assistance, enables adversely
affected workers to prepare for reemployment as quickly as possible by allowing Trade-
impacted participants to work individually with a case manager located in one of the statewide
AJCs. The case manager will work with the DSU to enroll eligible participants in the Trade
Program. Participants must be co-enrolled whenever possible, as co-enrollment allows the
individual to receive career services, reemployment services, training, and support services.
Funding for both programs is available at each of the AJCs. All Trade-affected workers are
Dislocated Workers. Individuals eligible for Dislocated Worker Services and TAA Services are
provided career services with the same case manager, providing a seamless approach to the
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development of an Individualized Employment Plan, training program, and other career
services.

Case management begins with an initial assessment of the individual’s skills, interests, abilities,
and goals. Marketable and transferable skills are identified during this assessment process, as
well as matching existing skills to available, suitable employment with local employers. Many
times, the trade petition is certified well after the assessment process, and because MD Labor
has a co-enrollment process, the individual can continue working with the same case manager
while being provided services and benefits under both the WIOA Title | Dislocated Worker
program and the Trade program.

After the assessment is completed, if it is determined that the individual requires retraining in
order to become reemployed in suitable employment, the case manager will continue
working with the individual to develop a training plan. Participants must research training
programs and requirements. They may access statewide LMI for this purpose. Training is
approved if (1) the proposed training meets the six criteria for approval of training under the
Trade Act, and (2) Federal Trade funds are available. The TAA state merit staff review and make
final determinations on retraining plans, ensuring they meet the Federal requirements under
the Trade Act. Co-enrollment continues through the end of the retraining program ensuring
the needs of the individual are met.

Maryland strives to provide high quality, integrated services that meet customer needs. When
assisting trade-impacted individuals, all partners work together to provide accurate and
consistent information. Both MD Labor divisions and the case manager working with the
individual must collaborate when developing Individualized Employment Plans. The case
manager must gather accurate information during the entire training program to provide
progress updates and report on benchmarks, and to ensure that the Trade Readjustment
Allowance deadlines are met. This is of paramount importance, as the individual must be able
to enter and complete the retraining program in the required amount of time with the
financial support provided. The DSU and the DUl Reemployment and Trade Unit work hand in
hand in an effort to provide TAA training and Trade Readjustment Allowance support without
interruption and in compliance with Program rules and guidance for the duration of their
services.

(E) Describe how the State provides early intervention (e.g., Rapid Response) and ensures
the provision of appropriate career services to worker groups on whose behalf a Trade
Adjustment Assistance (TAA) petition has been filed. (Section 134(a)(2)(A) and TAA Section
221(a)(2)(A) .) This description must include how the State disseminates benefit
information to provide workers in the groups identified in the TAA petitions with an
accurate understanding of the provision of TAA benefits and services in such a way that
they are transparent to the dislocated worker applying for them (Trade Act Sec.
221(a)(2)(A) and Sec. 225; Governor-Secretary Agreement). Describe how the State will use
funds that have been reserved for Rapid Response to provide services for every worker
group that files a TAA petition and how the state will ensure the provision of appropriate
career service to workers in the groups identified in the petition (TAA Sec. 221(a)(2)(A)).

The federal government provides additional services to workers whose jobs are lost, or hours
greatly reduced, due to foreign trade or shifts in production out of the United States. The Trade
Act program is administered, staffed, and implemented by DWDAL and DUI, alongside the
state’s Local Areas. While not all job loss due to foreign competition meets the requirements
of the Trade Act, the Rapid Response team will work with businesses to provide information
on Trade Adjustment Assistance (TAA) and the benefits workers can receive if a business is
certified as trade-affected. A business, union, the Rapid Response team, or the workers
themselves can file a trade petition with the USDOL.
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Rapid Response activities are offered to all worker groups notified of a layoff when the DSU
receives a WARN, Notice of Dislocation Event, or when notified of potential layoffs. The Rapid
Response Team or Business Solutions Representative works with businesses to schedule
Rapid Response information sessions for impacted workers. These sessions may be held
virtually, in-person, or a combination of both depending upon the preference of both the
employer and impacted worker group. During these sessions, workers are informed of the
various services offered by the local AJC and the Ul program. When it is determined that a
potential Trade impact exists, Trade Program information sessions are coordinated, and
workers are informed of the Trade program benefits and options available. These individuals
may receive services through their local AJC, as appropriate, prior to their certification of
eligibility to apply for benefits and services under the Trade Act programs. Rapid Response
funds will be utilized to provide layoff aversion activities.

These activities include recruitment events to create business connections, to support Local
Area initiatives to re-train and to provide supportive services. The DSU reviews WARN notices
and works with businesses to determine if a petition can be filed as early as possible to speed
the process for Trade approval. If a worker has been dislocated and is waiting for TAA eligibility
determination, that person can receive career services at the local center. Once a petition is
approved, DSU staff notify impacted workers of the additional benefits available under Trade
and how to apply. Rapid Response funds are utilized to provide assistance to Local Areas in
situations where the layoff event results and a need beyond the availability of local resources,
including TAA assistance. LWDBs may request additional Rapid Response funds, or the DSU
may apply for a NDWG as needed to supplement other funding to serve impacted workers
that may not seek assistance under Trade.

TAA, offered at no cost to employers, allows impacted workers to access an even wider array of
services for which they would not otherwise be eligible. Once the adversely affected workers
become certified under the Trade program, DUI is notified and mails out letters to each of the
impacted workers of the Trade certified company. The Reemployment and Trade Unit places
advertisements in local papers and/or via online publication, announcing that the company
has been Trade Certified and providing instructions for next steps.

The DSU sends out packets to the impacted workers on the eligibility list that include a letter
notifying them of the TAA certification, dates, times and locations where they can attend a
Trade Information Session, and information on Rapid Response services. A Trade informational
session (or multiple sessions) is delivered by the DSU Field Representative in coordination with
Trade Program case managers local to the impacted workers, the Rapid Response team, and
local partner program staff. All services and benefits for which participants may be eligible
based on their approved petition identifier, are presented during these events. Investigations
may take several months and are concluded when USDOL makes a Trade Determination.

Irrespective of the USDOL determination, an initial Rapid Response is always offered and
arranged whenever possible for workers affected by business closings, regardless of the size of
the dislocation, and whether or not a WARN was received. Maryland strives to ensure all
workers receive the same services and information consistently and effectively. All impacted
workers may still receive services in any one of the AJCs. Once the notice of Trade Certification
is received, they may transition over to the Trade Adjustment Assistance Program if they
choose to take advantage of the additional services provided to them under their
corresponding certification number.

The TAA Program, outlined in Pl 2022-02 Trade Adjustment Assistance, enables adversely
affected workers to prepare for reemployment as quickly as possible by allowing Trade-
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impacted participants to work individually with a case manager located in one of the statewide
AJCs. The case manager will work with the DSU to enroll eligible participants in the Trade
Program. Participants must be co-enrolled whenever possible, as co-enrollment allows the
individual to receive career services, reemployment services, training, and support services.
Funding for both programs is available at each of the AJCs. All Trade-affected workers are
Dislocated Workers. Individuals eligible for Dislocated Worker Services and TAA Services are
provided career services with the same case manager, providing a seamless approach to the
development of an Individualized Employment Plan, training program, and other career
services.

Case management begins with an initial assessment of the individual's skills, interests, abilities,
and goals. Marketable and transferable skills are identified during this assessment process, as
well as matching existing skills to available, suitable employment with local employers. Many
times, the trade petition is certified well after the assessment process, and because MD Labor
has a co-enrollment process, the individual can continue working with the same case manager
while being provided services and benefits under both the WIOA Title | Dislocated Worker
program and the Trade program.

After the assessment is completed, if it is determined that the individual requires retraining in
order to become reemployed in suitable employment, the case manager will continue
working with the individual to develop a training plan. Participants must research training
programs and requirements. They may access statewide LMI for this purpose. Training is
approved if (1) the proposed training meets the six criteria for approval of training under the
Trade Act, and (2) Federal Trade funds are available. The TAA state Merit staff review and make
final determinations on retraining plans, ensuring they meet the Federal requirements under
the Trade Act. Co-enrollment continues through the end of the retraining program ensuring
the needs of the individual are met.

Maryland strives to provide high quality, integrated services that meet customer needs. When
assisting trade-impacted individuals, all partners work together to provide accurate and
consistent information. Both MD Labor divisions and the case manager working with the
individual must collaborate when developing Individualized Employment Plans. The case
manager must gather accurate information during the entire training program to provide
progress updates and report on benchmarks, and to ensure that the deadlines are met. This is
of paramount importance, as the individual must be able to enter and complete the retraining
program in the required amount of time with the financial support provided. The DSU and the
DUI Reemployment and Trade Unit work hand in hand in an effort to provide TAA training and
Trade Readjustment Allowance support without interruption and in compliance with Program
rules and guidance for the duration of their services.

(b) Adult and Dislocated Worker Programs

(1) Work-based Training Models. If the State is utilizing work-based training models (e.g.
on-the-job training, incumbent worker training, transitional jobs, and customized
training) as part of its training strategy and these strategies are not already discussed in
other sections of the plan, describe the State’s strategies for how these models ensure
high quality training for both the participant and the employer.

EARN
EARN is a state-funded, competitive workforce program that is industry-led and regional in

focus. The program'’s flexible and innovative design ensures that Maryland’'s businesses have
the talent they need to compete and grow, while providing targeted education and skills
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training to Maryland jobseekers. EARN is comprised of Strategic Industry Partnerships (SIPs)
that represent a variety of industries, including healthcare, manufacturing, construction, and
biotechnology.

While traditional workforce programs often look to training entities or higher education to
determine training needs and develop curriculum, EARN'’s innovative model tasks business
and industry partners with designing the programs. At a higher level, employers are
challenged to look both within and beyond their individual organization, to identify the specific
skill needs for their workforce as well as the broader range of skills needed within their industry
sector.

Employers and industry partners are encouraged to analyze the diverse evolving needs within
their industry, too, such as training needs associated with keeping pace with increasingly
sophisticated technology, and the shifting demographics caused by retirements, etc. By
anticipating the changing landscape of training needs, curriculum can be designed flexibly to
perform over time as an effective workforce solution.

During the development of training, employer and industry partners are consulted to
determine which training strategies and techniques will be most effective in training for the
skill sets they need in workers. For instance, some employers indicate that in order to truly
master certain skills, on-the-job learning experiences, rather than classroom training, or some
combination of both, are ideal. Because employers are the experts on what makes a
competent employee, they are experienced in identifying the correct training techniques to
ensure success of skill formation.

Finally, employers and industry partners are required to participate in training. This occurs in
a variety of ways, including teaching specific courses, observing training, and mentoring
trainees. This level of participation not only allows employers to ensure the training meets their
vision, but also gives employers exposure to potential employment candidates.

Soft skills are frequently rated by EARN employers as being equal in importance with specific
occupational or technical skills. To address the soft skills issue, EARN partnerships participate
in identifying which soft skills are critical to success in the industry. Soft skills training is
implemented in the classroom and modeled in on-the-job work experiences. Some
partnerships utilize a simulated work environment throughout training that requires trainees
to clock in and out and practice leadership techniques on newer trainees. Essentially, trainees
are required to prove that they are able to meet employer standards and that they are
adequately prepared for employment.

Because EARN employers and industry partners are involved in training throughout the entire
process, they play a key role in quality control. Employers are encouraged to provide feedback
on training curriculum and implementation during quarterly partnership meetings
throughout their participation in the program. Due to the intentional flexibility of EARN,
changes to curriculum and/or training implementation can be made based on employer
feedback. Upon the completion of entry-level training, employers will ideally interview
successful candidates who have gone through training designed according to their standards.

EARN trainees often have significant barriers to employment, including criminal backgrounds,
low levels of literacy, lack of transportation, and disadvantaged backgrounds. Each industry
partnership operating an EARN grant must include at least two “diverse partners,” with
experience in barrier removal. Partnerships targeting underserved groups must focus on the
whole person when developing a training plan. An EARN trainee may have a wide array of
technical skills and strong soft skills, but without transportation to get to work on time, their
retention will not be high. To provide holistic services, partners work individually with trainees
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to ensure all barriers to employment are removed before entering the workforce, maximizing
the odds for success. Examples of barrier removal services provided to EARN trainees include
record expungement, bus tokens or a vehicle, providing bridge instruction in math and
reading, GED® courses, and stipends for training.

Since the program began in 2014, EARN has been recognized as a national best practice for its
innovation and implementation of sector strategies. In 2015 and 2016, the National Skills
Coalition and Urban Institute praised EARN as a leader in industry-led workforce initiatives. In
2017, EARN was highlighted at the National Conference for State Legislatures as a model to be
emulated. Additionally, at the request of the National Skills Coalition, EARN staff provided
technical assistance to states seeking to emulate this national best practice. In 2018, EARN was
named one of the Top 25 programs in Harvard's 2018 Innovations in American Government
Award competition, which highlights exemplary models of government innovation.

EARN has received these accolades because the program works. As of October 2023, nearly
9,300 individuals have obtained employment upon completion of EARN training. As of October
2023, over 13,000 incumbent workers participated in training, earning a new skill, certification
or credential.

EARN, Going Forward

By supporting company efforts to update skills for new processes and equipment, there is an
opportunity for staff who administer business services to educate businesses not currently
involved with EARN on both entry-level and incumbent worker training efforts, where
appropriate. Both MD Labor and Commerce have previously invested in matching grant
programs directed to businesses. These investments in Maryland’s businesses provided
customized training solutions for individual companies with unique or proprietary technical
skill requirements.

Much has been learned through the implementation of EARN to date, but there are new ideas
to explore and further develop to better serve businesses and jobseekers.

Areas for future exploration:

» Developing an approach for industry-lead programs to target special populations such
as those served by DORS, TANF, etc. - The interplay between industry-led partnerships
and provision of services to targeted populations is one that some grantees have
undertaken. Maryland looks forward to learning from their experiences.

* Bringing programs such as EARN to scale - EARN has been successful and has involved
more than 1,000 business and industry partners. However, Maryland has approximately
10,000 businesses. The effort to involve a larger number of businesses in industry-led
partnerships, leading to training, and the creation and use of career pathways, is a
challenge that EARN can help to address by providing lessons learned.

= OQutline strategies to increase work-based learning experiences such as paid
internships and RAs that provide jobseekers with the skills and credentials necessary
to secure employment and advance in their jobs with family sustaining wages and
benefits by building new sector partnerships and strengthening existing partnerships
- EARN will serve as the starting point for this, as some SIPs are providing work-based
learning experiences. Maryland looks forward to building on lessons learned.

= Tying business services with EARN - Maryland is committed to creating a business-
focused delivery system for workforce needs. In a business-focused system, customized
training can be used to meet the special requirements of an employer or group of
employers, conducted with a commitment by the employer to employ all individuals
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upon successful completion of training. Some EARN Partnerships are providing
incumbent worker training that meet an employer’s specialized needs. Under WIOA,
incumbent worker training is an allowable cost, so the partners will review best
practices from these training initiatives. The WIOA Partners collaborate with the
business to identify eligible program participants and potential sources of training
funds.

» |dentification and delivery of industry recognized credentials through industry-led
partnerships.

Maryland Business Works

Maryland Business Works is Maryland’s incumbent worker training program. It is available to
all businesses seeking to upskill their current workforce. LWDBs also can utilize funds for
incumbent worker training programs and continue to leverage State and local grants to meet
the needs of business. In Maryland, navigators have leveraged use of Title | funds, Maryland
Business Works funds, and RA tax credits to assist businesses reduce costs of creating work
and learn programs by blending each funding opportunity.

RA and Youth Apprenticeship

Maryland’'s expanding youth apprenticeship programming further demonstrates the State's
commitment to high quality work-based training opportunities for both participants and
employers.

Youth apprenticeship gives business the unique opportunity to train, influence, and shape
high school students into top-performing employees who are invested in their business. The
program requires that eligible employers hire AMP (the State's youth apprenticeship initiative)
participants in eligible career track occupations related to in-demand industries and provide
paid compensation, thus creating an “earn and learn” opportunity.

RAs are opportunities where workers “earn and learn.” While working on the job, employees
receive one-on-one full-time training from a skilled craftsperson as well as related classroom
instruction. An apprentice is “sponsored” by an employer or association and is paid according
to a progressive pay scale.

In both youth and RAs, Maryland's business and apprenticeship navigators work with Local
Areas, employers, and school systems to connect interested job seekers and students to high
performing apprenticeships. Using “boots on the ground” visits, navigators promote the work
and learn properties of RA to build relationships with businesses for future programs, as well
as referrals for employment.

Continuous work with Local Areas to educate staff on the value of apprenticeships as a
workforce tool builds additional partnerships as well as pipelines to fund related instruction
and OJL using Title | funding for those eligible under Title | youth, adult, and dislocated worker
programs.

Maryland will further ensure that at least 20 percent of youth formula funds at the local level
are used on work-based training activities such as summer jobs, OJL, and apprenticeship for
In-School Youth (ISY) and Out-of-School Youth (OSY). LWDBs must further utilize WIOA funds
in support of the business focused system. LWDBs must identify locally defined priority
industries and develop and provide appropriate services based upon input received from
employers and other key partners. Apprenticeships, OJL, incumbent worker training, and
individual training accounts can be used to provide business-driven training.
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(2) Registered Apprenticeships. Describe how the State will incorporate Registered
Apprenticeship into its strategy for service design and delivery (e.g., outreach to sponsors
and prospective sponsors, identifying potential participants and connecting them to
apprenticeship opportunities).

Governor Moore's strategic vision for the workforce system is to provide businesses with the
skilled workforce they need to compete in the global, regional, and local economies. A bedrock
strategy within that vision is the expansion of RAs, a time-honored work-based learning model
that offers both Sponsors and job seekers valuable benefits.

The apprenticeship model offers jobseekers access to one-on-one OJL training and related
classroom instruction as a path to mastering occupational skills. Most RAs provide
opportunities for career advancement that incorporate progressive wage increases aligned
with skill increases. Often, RAs also offer healthcare, retirement and fringe benefits, as well.

RAs provide desirable outcomes for employers, as well. The employees produced through RAs
are technically up-to-date workers capable of meeting existing workforce needs. Over time,
these same employees can become the pipeline of skilled workers employers can feel
comfortable promoting from technical to management positions. Besides these inherent
benefits, RAs are also associated with reduced employee turnover, quality output, increased
productivity and a more cohesive team.

Maryland has made significant progress towards the goal to align RAs with Maryland's
workforce system. During the 2016 Legislative Session, the Maryland General Assembly
transferred the State's RA program from Maryland'’s Higher Education Commission to Labor's
DWDAL. This legislative enactment, approved unanimously by the Assembly and signed into
law by then-Governor Hogan, has allowed the State to align RAs with workforce development
programming. The change also provides key resources for the growth and expansion of RAs.

Apprenticeship Models

RAs combine supervised, structured, OJL and Related Technical Instruction (RTI) to teach
Registered Apprentices the skills needed to succeed in a specific occupation. RAs are
voluntary, industry-driven programs sponsored by employers, employer associations, or jointly
by management and labor. A program sponsor can be an individual employer, groups of
employers, or combinations of employers and unions. Each sponsor develops a RA program
based on the needs of specific occupations.

Maryland recognizes three types of RAs:

e Time-based RA programs — The most common model, Time-based Programs combine
a full-time position requiring a minimum of 2,000 hours of paid OJL with 144 hours of
RTIL. Time-based programs vary in length from one to five years. Apprentices who satisfy
OJL and RTI requirements are certified as Journeypersons in the occupation.

e Competency-based RA programs — The Competency-based RA model was approved
under new regulations as a recognized RA model in 2017. In the Competency-based
Model, apprentices progress through a training program, mastering individually
identified and measured competencies. Sponsors measure apprentice skill gains
through demonstration during work activities. The model enables Sponsors to offer an
open entry and exit method, shortening the required time for apprentices who acquire
skills more quickly, while extending the training period for apprentices who need more
time to meet skill requirements.
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e Hybrid RA programs - This model blends elements of time and competency-based
models, blending OJL and RTI. Sponsors establish minimum and maximum ranges of
hours based on the job requirements.

The RA Process for Jobseekers

Jobseekers interested in exploring RA opportunities are encouraged to research trades to
learn more about related occupations. A list of all approved RA sponsors, occupations and
other information such as how to directly apply to a sponsor can be found on the
Apprenticeship Locator link on the Maryland Apprenticeship and Training Webpage:
http://www.labor.maryland.gov/employment/appr/.  Prospective  apprentices  seeking
additional information may also contact the Maryland Apprenticeship and Training Program
via email at info@mdapprenticeship.com.

Newly hired apprentices and their Sponsors must complete an Apprentice Agreement, which
must be filed with the Maryland Apprenticeship and Training Council. The Apprenticeship
Agreement formally classifies the individual as a Registered Apprentice. The Maryland
Apprenticeship and Training Council is responsible for registering and regulating the State
approved RA programs in Maryland. Apprentices who meet all program requirements receive
a certificate of completion and are nationally recognized journeypersons.

The RA Process for Sponsors

Potential Sponsors develop RA programs and apply for registration. The Maryland
Apprenticeship and Training Council reviews the “Standards of Apprenticeship” which include:

» An organized, written training plan;

* The terms and conditions of employment;
=  Provision of Related Technical Instruction;
* Anequal employment opportunity pledge;
» Proper supervision of the apprentice(s).

Maryland will continue to explore opportunities to leverage existing and future discretionary
grant opportunities to create and enhance pre-apprenticeship and apprenticeship programs
across Maryland and support the creation of new Sponsors.

ETPL

The State is committed to adding all RA programs that indicate interest to the State's ETPL.
Per MD Labor's Pl 2023-03 WIOA Title | Training & Maryland’s Eligible Training Provider
List policy, the comprehensive ETPL policy issued February 16, 2023, RAs are automatically
included on Maryland’s ETPL if approved via the extensive application and vetting process
conducted by Maryland’'s Apprenticeship and Training Council. Approved RAs will remain on
the ETPL as long as the program is registered or until the program Sponsor notifies the
Maryland Director of Apprenticeship and Training that it no longer wants to be included on
the list. In December 2016, Maryland Labor notified all existing RA program sponsors of their
eligibility to be on Maryland'’s ETPL and notified each new Sponsor as they were approved by
the Council. For inclusion, new Sponsors must complete and submit the form accessible at:
www.doit.state.mnd.us/selectsurvey/RegisteredApprenticeshipProgram.

Through outreach and educational efforts, the ETPL now includes over 65 RA programs.
Maryland’'s Apprenticeship and Training Council will continue to work with RA programs to
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encourage use of the ETPL as an important avenue to access WIOA funding for training and
to create pipelines for apprenticeship programs across Maryland.

Connecting Individuals with Disabilities to Apprenticeship Opportunities

The State of Maryland is committed to providing opportunities for individuals with disabilities,
and the RA program is no exception. RAs offer adults and young adults, including those with
disabilities, career pathways that provide earn while you learn opportunities within high-
demand occupations. To help build upon these opportunities, MD Labor and the MSDE's DORS
formed the “Apprenticeship Think Tank.”

The Think Tank focuses on three areas:

* Increasing awareness of RA through DORS counselor training, AJC staff training, and
outreach to DORS counselors with youth in and out of school. Training is offered both
statewide and to individual Local Areas.

e Increasing opportunities for participation in RA programs by directly connecting
jobseekers at AJC's and through their DORS counselors to apprenticeship programs,
pre apprenticeship training, and other support services to ensure successful
participation for individuals with barriers.

e Increasing participation in RA by developing relationships with current RA Sponsors to
support their efforts to hire individuals with disabilities. Both DORS and MD Labor
business staff cultivate relationships with new employers and current employers that
work with DORS to expand and create RA programs opportunities. Additional work is
being done to create and connect individuals with robust pre apprenticeship programs
to prepare for apprenticeship.

Youth Apprenticeships

Maryland has also made great strides in establishing youth apprenticeship opportunities.
Through the work of the Maryland Youth Apprenticeship Advisory Committee (the
“Committee”) and the continued push by MD Labor, MSDE, the Maryland Department of
Commerce (Commerce), and the LEAs across State, more students, parents, and employers
understand the benefits of apprenticeship opportunities for youth.

Youth apprenticeship became available across the State in 2018, at the conclusion of an initial
two-year, two county pilot program. The Youth Apprenticeship Advisory Board, MD Labor and
MSDE worked together to craft the educational framework necessary for local public-school
systems to design and implement their own youth apprenticeship initiatives. By doing so, the
local county school system can submit proposals to MSDE staff members to add the AMP as a
CTE program of study for its students. As a CTE program, local systems can use Perkins Grant
funds to support the program. Both departments are hopeful that this approach will facilitate
the entry of additional participating school systems.

Expansion of AMP during this period of historically low unemployment is the ideal time for the
program to become a proven, sustainable workforce development strategy. In 2018, the
groundwork was put in place to expand youth apprenticeship to be available statewide. MD
Labor, Coommerce, and MSDE's original goal for growing AMP during 2019 was to increase the
program from the original two pilot counties to a total of six participating school systems. As a
conseguence of combined efforts, since the June 2018 unveiling by MSDE of the AMP CTE
Program of Studly, all 24 of Maryland’s LEAs have adopted the model.
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As the program has expanded, MD Labor and its partners have taken steps to ensure
adaptability by working with employers to identify a variety of training models for greater
program flexibility. This includes providing related instruction through any of the following
formats: through the local high school, through online programs offered either at the place of
employment or at the high school, at the work site of a participating employer, through an
industry association, through a Joint Apprenticeship and Training School, or through the
community college. The learning component is designed to comport with the needs of the
employer to include credentialing and certification.

Maryland also focuses its recruitment of employers from one of MSDE's ten Career Cluster
areas, which are based on the high-demand sectors defined by Commerce. Labor, MSDE, and
Commerce aligned the program with federal, state, and local resources to ensure that AMP
addresses Maryland's workforce and economic development needs.

MD Labor and MSDE are committed to growing the program to scale so that as many of
Maryland’s young people as possible can utilize this innovative career pathway program.
Moreover, the Department will continue to explore ways to use youth apprenticeship as a
springboard to post-secondary education and/or job training and career development.

(3) Training Provider Eligibility Procedure. Provide the procedure, eligibility criteria, and
information requirements for determining training provider initial and continued
eligibility, including Registered Apprenticeship programs (WIOA Section 122).

Under WIOA, training is provided to eligible adults, dislocated workers, and youth through a
robust ETPL, comprised of entities with capabilities of training individuals to enter quality
employment. MD Labor plays a leadership role in ensuring the success of the ETPL in
collaboration with the State's LWDBs and other partners, such as the MHEC. Maryland’s ETPL
and therelated eligibility procedures were developed to ensure the accountability, quality, and
labor market relevance of programs of training services that receive funds through WIOA Title
[, Subtitle B.

MD Labor updated policy 2023-03 , “WIOA Title | Training & Maryland’s Eligible Training
Provider List" in February 2023. MD Labor streamlined the initial application process,
elaborated on the continued eligibility process, provided guidance on reciprocity with other
states, accounted for new federal guidance, and clarified items from the previous iterations.

WIOA participants can participate in any training program across the State (or within a State
with reciprocity) no matter what county they live in, assuming they meet the program
gualifications. Due to the COVID-19 pandemic, MD Labor is encouraging online training
programs to apply for inclusion on the ETPL. Increased online offerings will allow participants
across the State to choose the training that best meets their needs and interest, particularly
for individuals in rural areas.

When developing the ETPL policy, the State had the following goals in mind:

» Ensure that Local Areas have sufficient numbers and a diverse pool of quality providers
of in-demand training;

» Create an effective marketplace for the training programs available to WIOA
participants with Individual Training Accounts (ITAs);

» Guide WIOA participants, in conjunction with staff, in selecting training in the State and
Local Areas;
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*» Prohibit discrimination by training providers in accepting and enrolling WIOA program
participants; and

» Provide information on eligible training programs to WIOA participants in a way that
helps them make informed decisions, along with staff and within local policy, on how
to use their ITAs.

As the State workforce agency, MD Labor has been designated as the entity responsible for
defining and carrying out the processes and procedures for determining the eligibility of
training providers and programs of training services. MD Labor is specifically responsible for:

» Developing and maintaining the State ETPL and programs as described in 20 CFR
680.450 (initial eligibility), 20 CFR 680.460 (continued eligibility), and 20 CFR 680.490
(performance and cost information reporting requirements);

» Ensuring that programs meet eligibility criteria and performance criteria established
by MD Labor;

* Removing programs that do not meet State-established program criteria or
performance levels, as described in 680.480(c) and in this policy;

» Taking appropriate enforcement actions against providers that intentionally supply
inaccurate information or that substantially violate the requirements of WIOA, as
described in 680.480(a) and (b); and

» Disseminating the ETPL, accompanied by performance and cost information related to
each program, to the public and the LWDBs throughout the State, as further described
in 680.500.

The State’s LWDBs are responsible for the following functions:

» Carrying out the policies and procedures assigned to the LWDB;

* Documenting local policies and procedures as related to ETPL, including the handling
of Pll and the Family Educational Rights and Privacy Act;

» Ensuring the protection of Pll and other sensitive information;

=  Working with MD Labor to ensure there are sufficient numbers and types of providers
of training services, including eligible providers with expertise in assisting individuals
with disabilities and adults in need of adult education and literacy activities described
under WIOA sec 107(d)(10)(E), serving the Local Area;

» Ensuring the dissemination and appropriate use of the Maryland ETPL through the
local AJC delivery system; and

= Monitoring the ETPL and/or training providers who receive Title | funding, as they are
the entities that oversee and approve these training activities.

Initial Eligibility

The process of initial eligibility for inclusion on the ETPL is designed to ensure that WIOA
participants are using ITAs for high-quality training programs that are likely to result in positive
employment outcomes. The eligibility review process provides an opportunity to assess
whether training programs meet the quality standards required by Maryland to be included
on the ETPL and to ensure customers have access to up-to-date information about program
requirements and costs.

MD Labor, in consultation with the GWDB, is charged with establishing eligibility criteria and
procedures for the initial eligibility of training providers and programs to receive funds under
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WIOA Title |, Subtitle B. The State and its LWDBs must work together to ensure sufficient
numbers and types of training providers and programs to maximize customer choice while
maintaining the quality and integrity of training services. MD Labor will use the information
provided in ETPL application to inform customers and stakeholders on: (1) the ETPL website
and other related public materials; and (2) the ETPL annual performance report.

The application process for initial ETPL eligibility consists of one step unless the program must
also submit a separate application to MHEC for Private Career School approval. The ETPL initial
eligibility application is online here:https://www.labor.maryland.gov/employment/train/.

The applications must include the following key elements:

* Training Provider Name,

»  Employer Identification Number,

»  Type of Entity,

=  Address,

»  Whether the program is on another State's ETPL,

= Date the training program was established,

» Classification of Instructional Programs code,

» Relevant O*NET code(s) for the occupations for which the program prepares students,

» Training program title,

» Qualifications required of training staff,

» Certificate(s) awarded through the program,

» Certification(s) awarded through the program,

» Degree(s) awarded through the program,

» License(s) awarded through the program,

»  Whether the program offers a work-based learning component,

*  Whether the training institution offers career services,

» How the training is delivered (e.g. online, in-person, hybrid),

»  When the training is offered (e.g. day, evening, weekend),

* Program costs (total, fees, books, supplies, other),

»  Whether the program is accredited by the U.S. Department of Education,

= Total credit hours, and Total clock hours,

= Total number of weeks required to complete the training program,

*» Scheduled length,

* Required proprietary tests and minimum scores,

» Admission requirements,

= A description of the program’s existing partnership with the Maryland business
community if any,

» How the program will align with in-demand industry sectors and occupations (as
specified in the State Plan and/or Local Plans),

» Anassurance for data collection.

» Description of partnership with, if any, and relevancy for business.

» Description of how the provider's training services align with in-demand industry
sectors and occupations, as specified in the WIOA State and/or Local Plan(s).

= At least two quarters of verifiable performance outcome data for initial ETPL
consideration except for “new” training programs, which are exempted from this
requirement. New programs must submit all other application items, including the
assurance for data collection in the future.

» Commitment from the program provider to begin collecting and reporting to MD
Labor the SSNs of all individuals engaging in the program (to include all WIOA-funded
participants and all non-WIOA funded participants) on an annual basis, as prescribed
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by MD Labor, once included on the ETPL in order to meet performance requirements
of WIOA Sections 116(b)(2)(A)(i)(1)-(1V), 20 CFR 680.460(g)(1)-(4), and 20 CFR 361.230.

MD Labor displays relevant, aggregated data on the Department’s website to inform customer
choice. Initial eligibility for a particular program expires after one year of initial approval, and
therefore, providers must apply for continued eligibility each year after.

Continued Eligibility

The USDOL requires MD Labor to annually report on the performance of providers included on
Maryland’s ETPL. The information submitted by providers to MD Labor for annual reporting
purposes will: assist MD Labor in determining whether a program meets requirements for
continued ETPL eligibility; assist WIOA participants and members of the general public in
identifying effective training programs and providers; and benefit providers by widely
disseminating information about their programs and potentially as a tool to enhance their
programs, which in turn would provide a direct benefit to participants.

To complete the annual report, the WIOA Training Program Manager will rely on information
from three key places: (1) data submitted annually for reporting purposes by the providers; (2)
information provided in the ETPL application (or provided via ETPL program updates from the
training provider to the WIOA Training Program Manager); (3) data concerning WIOA
participants that are captured in the MWE. The annual report includes performance and cost
information for each program of study on the ETPL. The continued eligibility process accounts
for WIOA performance indicators, information reported to State agencies on federal and state
training programs other than WIOA Title |-B programs, the programs’ ability to provide
trainings that are physically and programmatically accessible for individuals who are
employed and individuals with barriers to employment, including individuals with disabilities.

Training programs that are on other State's ETPLs must still submit the initial online
application to join Maryland’s list; however, they do not need to provide performance data as
part of the initial application.

Removal from the ETPL
MD Labor may remove a program from the ETPL for one of the following reasons:

e Significant and repetitive customer complaints,

e Atthe MD Labor Secretary's discretion,

e Substantial violations (e.g., unauthorized sharing of participant PIl, fraud, breaking
State and/or federal law, etc.),

e Lack of in-demand determination, and/or

e Loss of approval, accreditation, or debarment.

Appeal Process

ETPL programs that are either (1) denied entrance to the ETPL or (2) removed from the ETPL
for one of the above-mentioned reasons can appeal the decision. The WIOA ETPL Program
Manager informs the provider in writing, with at least ten business days' notice, that it will soon
be removed from the ETPL, and provide information on how to appeal the decision. Similarly,
programs whose applications to the ETPL were denied are provided information on how to
appeal.
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Programs may appeal directly to the Assistant Secretary of MD Labor's DWDAL within 25
business days of notification of the removal or denial. Appeal must state, in writing, the basis
of the appeal, including the facts or issues that support the appeal and a request for a
conference, if one is desired.

Within 25 business days of receipt of an appeal request, MD Labor shall notify all relevant
parties (including the review team and, as appropriate, the MHEC) in writing of the date, time,
and location of the appeal conference. A program that is removed from the ETPL for
“substantial violations” shall be excluded for two years after which time the provider may
reapply for eligibility. A program that wins an appeal is eligible to remain on the Maryland ETPL
until time for eligibility renewal. The decision of the DWDAL Assistant Secretary will be final.

RA Programs

Under WIOA, RA programs are not subject to the same application and performance
information requirements or to a period of initial or continued ETPL eligibility as other training
providers. This is because they go through an extensive application and vetting process with
the Maryland Apprenticeship and Training Council to become a RA program sponsor. RA
program sponsors are, therefore, automatically eligible for inclusion on the state ETPL and will
remain on the list as long as the program is registered or until the program sponsor notifies
the Maryland Director of Apprenticeship and Training that it no longer wants to be included
on Maryland’s ETPL.

In December 2016, MD Labor notified all existing RA program sponsors of their eligibility to be
on Maryland’s ETPL. MD Labor is committed to adding all RA programs that indicate interest
to the State's ETPL.

(4) Describe how the State will implement and monitor for the Adult Priority of Service
requirement in WIOA section 134 (c)(3)(E) that requires American Job Center staff, when
using WIOA Adult program funds to provide individualized career services and training
services, to give priority of service to recipients of public assistance, low-income
individuals, and individuals who are basic skills deficient (including English language
learners).

Maryland’s WIOA system can be a pathway to the middle class and a means to maintain and
build the skills necessary to remain in the middle class. Maryland is commmitted to ensuring its
target populations are able to access the WIOA system on a priority basis. For the WIOA Title |
Adult Program, this means that Local Areas must provide priority for training activities to
individuals in the target populations.

Target Populations: Individuals with Barriers to Employment
= Displaced Homemakers
= Eligible MSFWs
» Ex-offenders
» Homeless individuals
*» Individuals facing substantial cultural barriers
» Individuals with disabilities, including youth with disabilities
*» Individuals within two years of exhausting lifetime eligibility under Part A of the Social
Security Act - TANF
» Individuals who are English language learners
» |Individuals who are unemployed, including the long-term unemployed
» [ndividuals who have low levels of literacy
= |ndividuals without a High School Diploma
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» Low-income individuals (including TANF and SNAP recipients)

* Long-term unemployed individuals

= Native Americans, Alaskan Natives, and Native Hawaiians

» Older individuals

» Single parents (including single pregnant women and non-custodial parents)
=  Veterans

*  Youth who are in or have aged out of the foster care system

Per TEGL 07-20, priority of service for Maryland workforce system customers is as follows:

e First, to veterans and eligible persons (who also are included in the groups given
statutory priority for WIOA adult formula funds). This means that veterans and eligible
persons who also are recipients of public assistance, other low-income individuals, or
individuals who are basic skills deficient would receive first priority for services provided
with WIOA adult formula funds.

e Second, to non-covered persons (individuals who are not veterans or eligible persons)
who are included in the groups given priority for WIOA adult formula funds.

e Third, to veterans and eligible persons who are not included in WIOA's priority groups.

e Fourth, to any other populations identified by the GWDB for priority.

e Last, to non-covered persons outside the groups given priority under WIOA.

Note: When past income is an eligibility determinant for Federal employment or training
programs, any amounts received as military pay or allowances by any person who served on
active duty, and certain other specified benefits, must be disregarded for the veteran and for
other individuals for whom those amounts would normally be applied in making an eligibility
determination. Military earnings are not to be included when calculating income for veterans
or transitioning service members for this priority.

The state will ensure priority of service provisions are appropriately followed and monitored
through several means. First, the Local Areas must adhere to these priority provisions and,
within their local plans, provide details on how priority shall be given in the Local Area within
these parameters. Specifically, Maryland asked its 13 Local Areas to provide “a description of
how the LWDB will provide priority of service that conforms to the State Plan. This should
include a description of additional local requirements or discretionary priorities, including data
to support the need and how the local requirement and/or priority will be documented and
implemented for the Adult program.”

Finally, Maryland will ensure priority of service is effectively offered through local WIOA
Memoranda of Understanding. The GWDB, MD Labor, DHS, DHCD and MSDE/DORS jointly
issued Pl 2021-04 WIOA Memoranda of Understanding & Resource Sharing Agreements with
fillable templates. This policy requires that WIOA Memoranda of Understanding contain
provisions regarding a number of key components, including priority of service. The policy
states that “all partners must certify within the local WIOA Memorandum of Understanding
that they will adhere to all statutes, regulations, policies, and plans regarding priority of service,
including, but not limited to, priority of service for the WIOA Title | Adult Program and for
veterans and their eligible spouses.” MD Labor will confirm priority of service during its annual
comprehensive monitoring conducted by the Monitoring and Compliance Unit under the
DWDAL.

(5) Describe the state’s criteria regarding Local Area transfer of funds between the adult
and dislocated worker programs.
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On behalf of the Governor, MD Labor annually allocates funds for both the WIOA Title | Adult
and Dislocated Worker programs. Allocations are made to LWDBs for Local Areas in
consultation with the chief local elected officials. As explained in WIOA Section 133, when
approved by MD Labor, a LWDB may transfer up to and including 100 percent of a PY and FY
allocation for Adult employment and training activities, and up to and including 100 percent
of a PY and FY allocation for Dislocated Worker employment and training activities between
the two programs. Procedures for transfers are outlined in MD Labor's Pl 2016-01 Transfer
Authority for WIOA Title | Adult & Dislocated Worker Funds. The Department will request
technical assistance fromm USDOL related to the requirement of the Governor's transfer
approval in the coming FY.

Transfers may only occur between Adult and Dislocated Worker funds within the same
funding phase. For example, PY 2021 expenditures cannot be transferred to PY 2020 funding.
LWDBs may not transfer funds to or from the Youth program. A LWDB may delegate its
authority under WIOA Section 133 to the director of Local Area or other designated signatory
of the Local Area. A delegation can only be accomplished through a resolution of the LWDB,
or by a process that is identified in the area's approved Local Plan.

When a LWDB elects to exercise its transfer authority, MD Labor will require that state policy
guidance on requesting a transfer, approving a transfer, and reporting a transfer is adhered to.
MD Labor has additionally established an appeal process for circumstances where a LWDB
wishes to appeal a denial of its transfer request. When approved by OFA, a LWDB may transfer
up to and including 100 percent of a PY and FY allocation for Adult employment and training
activities, and up to and including 100 percent of a PY and FY allocation for Dislocated Worker
employment and training activities between the two programs. A LWDB shall request a
transfer by completing the Funding Transfer Request form that includes the following
information:

* The number for the grant that expenditures would be transferred from;

» The number for the grant that expenditures would be transferred to;

=  The amount of the transfer;

= Ajustification for the transfer;

* The requested effective date of the transfer;

» Anassurance that there are sufficient funds in the budget for required activities for the
remainder of the PY and FY; and

» The Catalog of federal Domestic Assistance (CFDA) number, which is assigned by the
federal funding agency and is listed on the Notice of Obligation.

Transfer requests must be received at least 45 calendar days prior to the end of the grant. If a
LWDB has an unforeseen circumstance that may require an exception, the LWDB must
contact OFA immediately for further discussion and direction. If the transfer exceeds 50
percent, the LWDB must provide justification for the transfer and assurance that services will
be provided to the targeted population of the transferred funding source, with details on what
funding sources will be used. The effective date cannot be retroactive past the current
reporting period. In other words, the transfer would not change/affect the financial reports
previously submitted. LWDBs must submit completed request forms, signed by the LWDB
Chair (or the Director of the Local Area or other designated signatory of the Local Area,
designated by resolution or identified in the Local Plan, as set forth above), by email to the
DWDAL. In the event that the request is made by the Local Area Director, the LWDB Chair
must timely affirm that he or she has been apprised of the requested transfer. No request will
be reviewed by OFA until written affirmation is received. Written affirmation should be sent
via email to the DWDAL Fiscal Manager.
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Approving a Transfer

When determining whether a transfer request is approved or denied, OFA must consult the
DWDAL Director of the OWD and review the Local Area’s WIOA Adult and Dislocated Worker
funding expenditures, obligations, and balances to ensure these are in support of the LWDB's
request. OFA should request additional information or clarification from the LWDB, as needed.
As set forth in the state’s policy on the authority to transfer between WIOA Title | funds, a Local
Area must provide to DWDAL an assurance that there are sufficient funds in the budget for
required activities for the remainder of the PY and FY. Also, should the transfer exceed 50
percent, the Local Area must provide justification for the transfer and assurance that services
will be provided to the targeted population of the transferred funding source, with details on
what funding sources will be used. After reviewing the request, OFA shall email an official
determination to the LWDB Chair, the Local Area Director and the Local Area Fiscal Manager,
signed by the DWDAL Assistant Secretary, with the determination to approve or deny within
ten business days. OFA shall file documentation in the Local Area’s WIOA grant file and, when
approved, the transfer amount shall be posted on the grant tracking worksheet/system. A
LWDB may appeal a denial of its transfer request to the DWDAL Assistant Secretary within ten
calendar days from the received date of the denial notice. The appeal must be in writing and
state the grounds for the appeal.

Reporting a Transfer

When approved, Local Areas shall report the transfer to OFA on the Adult and Dislocated
Worker Quarterly Status Reports (QSRs). On the Adult QSR, Local Areas shall report the transfer
as “the amount of Adult funds expended on the Dislocated Worker Program.” On the
Dislocated Worker QSR, Local Areas shall report the transfer as “the amount of Dislocated
Worker funds expended on the Adult Program. “In turn, OFA shall report the transfer to the
USDOL on the Quarterly Financial Report for both “Local Adult” and “Local Dislocated Worker.”

(6) Describe the State’s policy on WIOA and TAA co-enrollment and whether and how
often this policy is disseminated to the local workforce development boards and required
one-stop partners Trade Act Sec. 239(f), Sec. 235, 20 CFR 618.325, 20 CFR 618.824(a)(3)(i)-

As outlined in Pl 2022-02 Trade Adjustment Assistance, TAA participants must be co-enrolled
in the WIOATitle | Dislocated Worker program. Individuals identified as TAA participants under
Trade petition certifications are qualified as dislocated workers under the WIOA definition of
the term. Therefore, TAA participants are eligible, by virtue of their TAA participant status, to
receive benefits and services funded under the Title | Dislocated Worker program. The
Dislocated Worker program offers complementary benefits not available through TAA. Co-
enrollment brings valuable resources to bear that help TAA participants accelerate their
reemployment process including offering supportive services and follow-up services.
Additionally, TAA Participant performmance outcomes improve through co-enrollment. Title |
Dislocated Worker staff and state staff must establish collaborative case management and file
Mmanagement processes to ensure services to co-enrolled customers are optimally integrated
and coordinated, duplication is avoided, and monitoring and data validation audits are
successful.

In cases where the customer declines co-enrollment or the individual does not meet the
eligibility requirements for WIOA Title |, TAA Case Managers must document the customer
declaration to decline as well as the reason the participant does not meet eligibility in the case
management system/MWE. WIOA Title | Dislocated Worker program co-enrollment is
monitored quarterly to ensure the state is meeting its co-enrollment target.
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The process and purpose of TAA co-enrollment in the WIOA Title | Dislocated Worker program
is reviewed and discussed during each of our annual Trade program training sessions and
reinforced during each of our local training and technical assistance sessions.

(7) Describe the State’s formal strategy to ensure that WIOA and TAA co-enrolled
participants receive necessary funded benefits and services. Trade Act Sec. 239(f), Sec.
235, 20 CFR 618.816(c).

A formal strategy that has been established in Maryland has been the designating of at least
one WIOA staff member in each local area to be the TAA program partner. This TAA WIOA
partner will work closely with the TAA program case manager to co-enroll each participant in
the WIOA Dislocated Worker program and assist with providing any related services as
necessary. TAA WIOA partner staff are trained alongside TAA program staff on current process,
procedures, strategy and documentation. This co-enrollment process will be done either
simultaneously or as a joint effort between both TAA program case manager and the TAA
WIOA partner case manager so that the process will be streamlined with the sharing of
paperwork/documentation required and seamless on the part of the participant.

(8) Describe the State’s process for familiarizing one-stop staff with the TAA program. 20
CFR 618.804(j), 20 CFR 618.305.

The Dislocation Services Unit provides both quarterly and annual training on the TAA program
benefits and processes. Additional training sessions are held upon request or with the
acquisition of any new TAA program staffing. TAA program handbooks are distributed to TAA
program staff and are available to any staff wanting information on the TAA program for cross-
training purposes. The Dislocation Services Unit offers to assist each Local Area with the
elimination of barriers and formalizing a smooth process flow between programs and services
provided to the individual.

(c) Youth Program Requirements. With respect to youth workforce investment activities
authorized in section 129 of WIOA, States should describe their strategies that will support
the implementation of youth activities under WIOA. State’s must-

(1) Identify the State-developed criteria to be used by local boards in awarding grants or
contracts for youth workforce investment activities and describe how the local boards will
take into consideration the ability of the providers to meet performance accountability
measures based on primary indicators of performance for the youth program as described
in section 116(b)(2)(A)(ii) of WIOA. Further, include a description of how the State assists
local areas in determining whether to contract for services or to provide some or all of the
program elements directly.

WIOA outlines a broader youth vision that is grounded in evidence-based strategies to support
a service delivery system that is dedicated to achieving high-levels of performance,
accountability and quality in preparing young people for the workforce. Through the WIOA
Title | Youth Program, WIOA places a greater emphasis on supporting the educational and
career successes of Out-of-School Youth (OSY). A minimum of 75 percent of WIOA Title | Youth
Program funds are required to be spent on OSY. The law also requires the Youth Program'’s
key elements to include dropout recovery strategies and services, education offered
concurrently with workforce activities and training, financial literacy education,
entrepreneurship, postsecondary transitional support, and LMI. Local Areas must spend at
least 20 percent of WIOA Title | Youth Program funds on work experiences that incorporate
academic and occupational education. The WIOA Youth Program is designed to support
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eligible youth in reaching their educational and career goals. To meet this aim, Local Areas and
local providers that are awarded competitive contracts must:

» Determine youth program eligibility;

» Conduct an objective assessment of the participant’s skills;

» Develop an Individual Service Strategy (ISS) with the participant; and,

= Utilize WIOA's 14 Youth Program elements to support the participant in reaching their
career and academic goals.

Selecting Service Providers

LWDBs have the option to directly provide some or all of the youth workforce development
activities to WIOA Title | Youth Program participants. For services not being directly provided
by the LWDBs, LWDBs have the option to develop contracts to select WIOA Title | Youth
Program service providers that will allow multiple agencies and organizations to fund different
aspects of the WIOA Title | Youth Program. Each local system of services can be coordinated
through a combination of contracts and MOUs between the participating entities.

In granting or contracting WIOA Title | Youth Program services, LWDBs must award grants or
contracts according to local procurement policies. Providers must be identified based on
criteria in the State Plan and take into consideration the ability of the providers to meet
performance accountability measures. Any selected providers funded are recipients of Federal
funds and are subject to WIOA rules.

LWDBs may determine the length of time for each provider contract as long as the contracting
process follows procurement guidelines. Additionally, a LWDB may award grants or contracts
on a sole-source basis only if it determines there is an insufficient number of eligible providers
in the Local Area for grants or contracts to be awarded on a competitive basis.

MD Labor encourages Local Areas that grant or contract out services to include MD Labor's
Disability and Youth Services Coordinator in the Request for Proposals evaluation and
selection process. Once funds are awarded, Local Areas must provide MD Labor with timely
copies of the selected service providers' contracts or grant agreements.

(2) Explain how the State assists local workforce boards in achieving equitable results for
out-of-school and in-school youth. Describe promising practices or partnership models
that local areas are implementing and the state’s role in supporting and scaling those
models within the state for both in-school and out-of-school youth.

WIOA outlines a broader youth vision grounded in evidence-based strategies to support a
service delivery system dedicated to achieving high-levels of performance, accountability and
quality in preparing young people for the workforce. Through the WIOA Title | Youth Program,
WIOA places a greater emphasis on supporting the educational and career successes of OSY.
The law includes the Youth Program'’s 14 key elements to include dropout recovery strategies
and services, education offered concurrently with workforce activities and training, financial
literacy education, entrepreneurship, postsecondary transitional support, and LMI. Local Areas
must spend at least 20 percent of WIOA Title | Youth Program funds on work experiences that
incorporate academic and occupational education. The WIOA Youth Program is designed to
support eligible youth in reaching their educational and career goals. To meet this aim, Local
Areas and local providers that are awarded competitive contracts, must:

=  Determine youth program eligibility;
= Conduct an objective assessment of the participant’s skills;
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» Develop an Individual Service Strategy (ISS) with the participant; and
»  Utilize WIOA's 14 Youth Program elements to support the participant in reaching his
or her career and academic goals.

Co-Enroliment

Given WIOA's focus on providing an integrated service delivery system that leverages
resources across the State, MD Labor encourages Local Areas to co-enroll youth participants
in both the WIOA Youth Program and other related programs when appropriate. The following
list provides examples of programs where co-enrollment may make sense for the youth
participant:

=  WIOATitle | Adult Program;

»  WIOATIitle | Dislocated Worker Program;
=  WIOATitle Il Adult Education Program;

»  WIOATTitle lll Wagner-Peyser Program;

= TANF Program;

= SNAP E&T;

= DORS Program;

=  JVSG Program;

= TAA Program;

= John H. Chafee Foster Care Independence Program;
» Local Management Boards;

» Job Corps; and/or,

=  Community-Based Organizations.

Additionally, MD Labor will utilize Maryland's Fostering Employment Program to focus
resources towards two WIOA target populations: foster care recipients and unaccompanied
homeless youth. The program provides opportunities for these two populations to access pre-
apprenticeship and RA opportunities across Maryland. This program allows for OSY who fall
within the eligibility guidelines of the program another option for co-enrollment.

Youth participants must meet eligibility criteria for participation within each program before
co-enrollment occurs. Maryland recognizes that the WIOA system’s mark of success goes
beyond the measures required by Federal partners. As Maryland seeks to strengthen and
enhance its workforce system through implementation of the State Plan, success requires a
commitment to innovation, collaboration, and a true systems approach among the State’s
many workforce partners. Maryland’s State Youth Services Coordinator continues to meet
quarterly with the LWBs designee to the Youth Program Managers meeting to address
performance results, provide training and technical assistance, offer opportunities for peer-to-
peer collaboration, and obtain Local Area input and successful implementation strategies of
WIOA programs.

In order to guide the WIOA Partners in this work, the Benchmarks of Success for Maryland's
Workforce System set forth a clear vision, goals, and measurable achievements that continue
to help define success and lay the core foundation of Maryland’s workforce system. These goals
and benchmarks are not mere measures, but rather provide a way of thinking systematically
about how Maryland delivers services. They reflect Maryland's dedication to focusing its efforts
on people who need the system'’s assistance the most. To be clear, the intention of these
benchmarks is not to be punitive; but rather, to be forward-thinking about what success really
means in Maryland. Utilizing these benchmarks, Maryland will work to create greater
opportunities for Maryland’s OSY through the alignment of the State's core partner programs,
as well as utilize best practices and innovative program strategies, to align statewide initiatives
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such as Youth Apprenticeship and the Blueprint for Success, which are primarily focused on
the in-school youth (ISY) population.

(3) Describe how the State assists local workforce boards in implementing innovative
models for delivering youth workforce investment activities, including effective ways
local workforce boards can make available the 14 program elements described in WIOA
section 129(c)(2); and explain how local areas can ensure work experience, including
quality pre-apprenticeship and registered apprenticeship, is prioritized as a key element
within a broader career pathways strategy.

Maryland will work alongside its Local Area partners to ensure that each area has the technical
knowledge and training to provide top-notch services to the youth participants across the
State. The State recently modified its State Youth Policy to reflect the State's desire to provide
the Local Areas the most flexibility to be innovative in designing services to meet the needs of
the participants and address the labor market needs of the Local Area. Furthermore, Federal
guidance has also offered the necessary clarifications on items such as supportive
services. Local Areas must ensure that each WIOA Youth Program provider consistently
conducts an objective assessment of each participant's academic levels, skill levels, and service
needs to properly identify the appropriate services and career pathways. The assessment must
include a review of basic skills; occupational skills; prior work experience; employability;
interests; aptitudes, including interests and aptitudes for nontraditional jobs; supportive
service needs; and developmental needs.

If the participant has been assessed by a provider to pursue another education or training
program within the last year, the WIOA Youth Program provider may use that existing
assessment to fulfill program requirements. When used, the provider must retain copies of
previous assessment(s) and/or assessment result(s) in the participant’s case file.

The ISS serves as a guide for both the participant and staff by outlining the necessary and
recommended next steps in the program. Through the ISS, staff should aim to identify the
appropriate combination and sequence of services to help the participant fulfill goals and
program requirements. Staff must interpret assessment results and incorporate those results
into service planning and activities. This will help to ensure that youth achieve established
goals and obtain desired career and educational outcomes. The ISS must map out anticipated
progress taking into account individual needs, abilities and goals.

Local Areas must ensure that each WIOA Title | Youth Program provider develops an ISS with
each youth participant after they have been objectively assessed. When developing the ISS,
the Youth Program staff and participants must jointly take the objective assessment results
into account.

The ISS must identify career pathways and must, at a minimum, include an examination of
short-term and long term:

Education goals;

Employment goals;

Appropriate achievement objectives or benchmarks/milestones; and,
Appropriate services.

INFNENIES

Once completed, Local Areas must ensure that the ISS is signed, either on paper or
electronically, by the Youth Program staff and participant. Local Areas must ensure that each
participant receives a signed copy of their ISS as record.
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Once an ISS is completed, if a participant then pursues a different education or training
program within the same quarter, the new WIOA Title | Youth Program provider may use the
existing ISS to fulfill program requirements. In order to ensure ongoing review of the ISS, staff
must meet with youth participants every 90 days, at a minimum, to review progress and make
necessary adjustments. As the ISS is a living document that should be adjusted as the
participant and case manager deem necessary, changes should be recorded, signed and
dated by both the staff person and participant. At times, the most recent ISS will remain in
effect with no changes. In this case, a case note should be created reflecting that the staff and
participants met to review the ISS and that no changes were necessary. The date of the
meeting must be listed in the case note. Examples of updates to the ISS include, but are not
limited to:

Participant progress;

Completed activities or benchmarks;

Rewriting new goals once objectives have been met;

Outlining a clear direction or career pathway for the participant;
Changes to household status;

Legal name changes;

Address changes; and,

Other updates to contact information.

ONO TR NN

MD Labor has provided policy guidance to Local Areas on each program element and will
continue to offer support to help Local Areas achieve related goals. MD Labor’s policy on the
WIOA Title | Youth Program clearly states that Local Areas must ensure that providers offer
youth participants access to each of the 14 key program elements. If the WIOA Title | Youth
Program provider does not directly offer all program elements, it must ensure that strong
partnerships and referral mechanisms are in place to provide access to each element, as
necessary. Through ongoing monitoring and technical assistance, MD Labor and the Local
Areas will ensure that access is effectively provided to youth participants.

(4) Provide the language contained in the State policy for “requiring additional assistance
to enter or complete an educational program, or to secure and hold employment”
criterion for out-of-school youth specified in WIOA section 129(a)(1)(B)(iii)(VIll) and for
“requiring additional assistance to complete an education program, or to secure and hold
employment” criterion for in-school youth specified in WIOA section 129(a)(1)(C)(iv)(Vll). If
the state does not have a policy, describe how the state will ensure that local areas will
have a policy for these criteria.

WIOA sections 129(a)(1)(B)(iii) (VIII) and 129(a)(1)(C)(iv)(VII) define eligibility criteria for the WIOA
Title | Youth Program. For ISY and OSY, one criterion is that an individual is low-income and
requires additional assistance to enter or complete an educational program or to secure or
hold employment. Comprehensive guidance on youth programming is outlined in MD
Labor's PI 2021-14 WIOA Title | Youth Program. Maryland's Local Areas will be required to define
what it means to “require additional assistance to enter or complete an educational program
or to secure or hold employment” in Local Plans and local policies. The DWDAL Monitoring and
Compliance Unit will verify the existence and accuracy of these documents while conducting
annual onsite and desk review activities. Additionally, the Division's Youth and Disability
Coordinator will be available to provide technical assistance to Local Areas requiring support
in complying with this measure.

(d) Single Area State Requirements.

This prompt is not applicable to the State of Maryland’s Workforce Plan.
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(e) Waiver Requests (optional). States wanting to request waivers as part of their title I-B
Operational Plan must include a waiver plan that includes the following information for
each waiver requested:

(1) Identifies the statutory or regulatory requirements for which a waiver is requested and
the goals that the State or local area, as appropriate, intends to achieve as a result of the
waiver and how those goals relate to the Unified or Combined State Plan;

(2) Describes the actions that the State or local area, as appropriate, has undertaken to
remove State or local statutory or regulatory barriers;

(3) Describes the goals of the waiver and the expected programmatic outcomes if the
request is granted;

(4) Describes how the waiver will align with the Department’s policy priorities, such as:
(A) supporting employer engagement;

(B) connecting education and training strategies;

(C) supporting work-based learning;

(D) improving job and career results, and

(E) other guidance issued by the Department.

(5) Describes the individuals affected by the waiver, including how the waiver will impact
services for disadvantaged populations or individuals with multiple barriers to
employment; and

(6) Describes the processes used to:

(A) Monitor the progress in implementing the waiver;

(B) Provide notice to any local board affected by the waiver;

(C) Provide any local board affected by the waiver an opportunity to comment on the
request;

(D) Ensure meaningful public comment, including comment by business and organized
labor, on the waiver.

(E) Collect and report information about waiver outcomes in the State’s WIOA Annual
Report.

(7) The Secretary may require that States provide the most recent data available about the
outcomes of the existing waiver in cases where the State seeks renewal of a previously
approved waiver.

1. Background

The State of Maryland is seeking a waiver from the requirements outlined in WIOA Section
134(c)(3)(H)(i) and 20 CFR 680.720(b) requiring that “employers may be reimbursed up to 50
percent of the wage rate of an OJT participant, and up to 75 percent using the criteria in §
680.730, for the extraordinary costs of providing the training and additional supervision related
to the OJT.” Maryland requests that the reimbursement rate for businesses with 50 or fewer
employees is increased from 75 to 90 percent.

Since the implementation of WIOA, Maryland’s Local Areas have worked closely with
businesses in their communities to increase training opportunities for local jobseekers. While
Maryland has been successful in increasing training opportunities across the State, Local Areas
have regularly noted in their Local Plans the difficulties in engaging small businesses for
training opportunities due to the financial burdens of participation. The U.S. Small Business
Administration (SBA) Office of Advocacy estimates that as of 2021, small businesses constitute
99.5% of Maryland's overall business landscape. By raising the reimbursement rate for OJT,
Local Areas will have an increased ability to support small businesses and provide more
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opportunities for jobseekers in their jurisdictions.

2. Statutory/Regulatory Requirements to be Waived

Federally, Maryland requests a waiver for the obligation of 20 CFR 680.720(b). There are no
known State, local statutory, or regulatory barriers in Maryland related to implementing the
requested waiver.

3. Actions Maryland Has Taken to Remove Local Barriers

MD Labor works closely with its local partners to ensure flexibility and to remove as many
barriers as possible for implementing workforce development programs. This includes
streamlining the ETPL process, working collaboratively on business services, and increasing
technical assistance related to Registered Apprenticeship. However, even with these activities,
Local Areas have struggled to recruit small businesses into the workforce system due to the
low OJT reimbursement rate.

4. Maryland’s Strategic Goals
This waiver request supports Maryland's four strategic pillars:

Supercharge Key Sectors;

Advance Equity and Access;

Prepare the Future Workforce; and,

Improve System Alignment and Accountability.

INFNENIES

By allowing more businesses to access the workforce system, which in turn increases capacity
for jobseekers to find meaningful employment, Maryland will be able to target each of the
above pillars.

More specifically, increased OJT reimbursement for small businesses will:

1. Create moretraining and employment opportunities for all individuals, including those
with barriers to employment;

2. Allow small businesses to train and customize their workforce onsite;

3. Allow small businesses to train workers with minimal risk due to the reduced cost;

4. Build a stronger pipeline for workers while simultaneously increasing retention for the
business;

5. Increase State support for Minority-Owned Business Enterprises, many of which are
small businesses; and

6. Lead tolong-term, family-sustaining wages for workers at the conclusion of OJT.

5. Complement of USDOL Priorities

USDOL's FY2022-2026 Strategic Plan establishes ETA's Performance Goal 1.1, which is to “create
customer-focused workforce solutions that serve all workers, including underserved
communities.” By increasing the ability for small businesses to participate in the workforce
system, and in return increasing opportunities for jobseekers to access high quality training
and employment, MD Labor is meeting the following ETA strategies outline in goal 1.1

1. Preparing America's workers for the jobs of the 21st century by investing in high-quality
workforce training programs and expanding access to underserved commmunities; and,

2. Strengthening training and employment services by supporting the workforce system
to provide critical employment and training services in a rapidly changing
environment.
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6. Quantifiable Programmatic Outcomes
Maryland would establish a goal of increasing OJT participation by 10%.

7. Benefiting individuals and groups
The waiver will benefit all populations seeking employment. It will also benefit small
businesses that engage with the workforce system.

8. Monitoring of Waiver Implementation
Several entities within MD Labor will monitor the waiver implementation in Maryland:

1. MD Labor's Office of Workforce Development will evaluate the impact implementing
the waiver has on Maryland's objectives and strategic goals;

2. MD Labor's Monitoring and Compliance Unit will monitor Local Areas to ensure
compliance with the new waiver requirements; and,

3. The MD Labor’s Director of the Office of Workforce Development will stay abreast of
waiver impact and all outcomes will be included in the WIOA Annual Report.

Title 1-B Assurances
The State Plan must include assurances that:

The State Plan must include

Include

1. The State has implemented a policy to ensure Adult program funds provide a priority in the
delivery of training services and individualized career services to individuals who are low
income, public assistance recipients and basic skills deficient;

Yes

2. The State has implemented a policy to ensure local areas have a process in place for
referring veterans with significant barriers to employment to career services provided by the
JVSG program'’s Disabled Veterans' Outreach Program (DVOP) specialist;

Yes

3. The State established a written policy and procedure that set forth criteria to be used by
chief elected officials for the appointment of local workforce investment board members;

Yes

4. The State established written policy and procedures to ensure local workforce investment
boards are certified by the governor every two years in accordance with WIOA section
107(c)(2);

Yes

5. Where an alternative entity takes the place of a State Board, the State has written policy
and procedures to ensure the alternative entity meets the definition under WIOA section
101(e) and the legal requirements for membership;

Yes

6. The State established a written policy and procedure for how the individuals and entities
represented on the State Workforce Development Board help to determine the methods
and factors of distribution, and how the State consults with chief elected officials in local
areas throughout the State in determining the distributions;

Yes

7. The State will not use funds received under WIOA Title | to assist, promote, or deter union
organizing in accordance with WIOA section 181(b)(7);

Yes

8. The State distributes adult, and youth funds received under WIOA equitably throughout
the State, and no local area suffers significant shifts in funding from year-to-year during the
period covered by this plan;

Yes
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The State Plan must include

Include

9. If a State Workforce Development Board, department, or agency administers State laws for
vocational rehabilitation of persons with disabilities, that board, department, or agency

ensure compliance and otherwise take appropriate action to secure compliance with the
Uniform Guidance under section WIOA 184(a)(3);

cooperates with the agency that administers Wagner-Peyser services, Adult and Dislocated ves
Worker programs and Youth Programs under Title |;

10. The State agrees to report on the impact and outcomes of its approved waivers in its Ves
WIOA Annual Report.

11. The State has taken appropriate action to secure compliance with the Uniform Guidance

at 2 CFR 200 and 2 CFR 2900, including that the State will annually monitor local areas to Ves

Adult Program Performance Indicators

Performance indicators table

Performance Indicators

PY 2024
Expected Level

PY 2024
Negotiated Level

PY 2025
Expected Level

PY 2025
Negotiated Level

Employment (Second

76.0 80.0 76.5 81.0
Quarter After Exit)
Employment (Fourth
Quarter After Exit) 74.0 77.0 74.5 78.0
Median Earnings (Second |- 8400.0 6650.0 8500.0
Quarter After Exit)
Credential Attainment Rate|55.0 62.0 60.5 62.0
Measurable Skill Gains 60.0 65.5 61.0 66.0

Effectiveness in Serving
Employers

Not Applicable!

Not Applicable!

Not Applicable!

Not Applicable!

" The Departments have not issued the final rule defining Effectiveness in Serving Employers.
As a result, states will not submit expected levels of performance for this indicator and the
Departments will not establish negotiated levels of performance for PYs 2024 and 2025.

Dislocated Program Performance Indicators

Performance Indicators |.! 2024 P PY 2025 PY 2025
Expected Level [Negotiated Level |[Expected Level |Negotiated Level

Employment (Second

Quarter After Exit) 79.0 80.0 79.0 81.0

Employment (Fourth

Quarter After Exit) 775 79.5 77.5 80.5

Median Earmng_f, (Second 8500.0 97000 5600.0 55000

Quarter After Exit)
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Performance Indicators

PY 2024
Expected Level

PY 2024
Negotiated Level

PY 2025

Expected Level

PY 2025
Negotiated Level

Credential Attainment
Rate

55.5

63.0

57.5

64.0

Measurable Skill Gains

61.0

65.0

615

65.0

Effectiveness in Serving
Employers

Not Applicable!

Not Applicable!

Not Applicable!

Not Applicable!

"The Departments have not issued the final rule defining Effectiveness in Serving Employers.
As a result, states will not submit expected levels of performance for this indicator and the
Departments will not establish negotiated levels of performance for PYs 2024 and 2025.

Youth Program Performance Indicators

Performance Indicators PY 2024 PY 2024 PY 2025 PY 2025
Expected Level |[Negotiated Level [Expected Level [Negotiated Level
Employment (Second
. 72.5 78.0 73.0 79.0
Quarter After Exit)
Employment (Fourth
67.0 71.0 67.5 72.0
Quarter After Exit)
Median Earnings (Second .,y 4600.0 3750.0 4800.0
Quarter After Exit)
Credential Attainment 615 635 635 64.0
Rate
Measurable Skill Gains 55.5 57.0 56.0 59.0
Effectiveness in Serving . . . ] . ] . ]
Employers Not Applicable! |Not Applicable Not Applicable! |Not Applicable

" The Departments have not issued the final rule defining Effectiveness in Serving Employers.
As a result, states will not submit expected levels of performance for this indicator and the
Departments will not establish negotiated levels of performance for PYs 2024 and 2025.

MARYLAND STATEWIDE WORKFORCE DEVELOPMENT PLAN

DECEMBER 2024



https://wioaplans.ed.gov/dashboard/481641#footnote-1
https://wioaplans.ed.gov/dashboard/481641#footnote-1
https://wioaplans.ed.gov/dashboard/481641#footnote-1
https://wioaplans.ed.gov/dashboard/481641#footnote-1
https://wioaplans.ed.gov/dashboard/481926#footnote-1
https://wioaplans.ed.gov/dashboard/481926#footnote-1
https://wioaplans.ed.gov/dashboard/481926#footnote-1
https://wioaplans.ed.gov/dashboard/481926#footnote-1

WAGNER-PEYSER ACT PROGRAM (Employment Services)

(a) Employment Service (ES) Staff.

Maryland is reviewed the flexible regulation, as released in Training and Employment Notice
13-19, “Announcing the Release of the Wagner-Peyser Act Staffing Flexibility Final Rule and
Amended Information Collections Associated with this Rulemaking,” released on January 13,
2020, and will continue to administer Wagner-Peyser Employment Services with State merit
staff.

(1) Describe how the State will staff the provision of labor exchange services under the
Wagner-Peyser Act, such as through State employees, including but not limited to state
merit staff employees, staff of a subrecipient, or some combination thereof.

Maryland is reviewed the flexible regulation, as released in Training and Employment Notice
13-19, “Announcing the Release of the Wagner-Peyser Act Staffing Flexibility Final Rule and
Amended Information Collections Associated with this Rulemaking,” released on January 13,
2020, and will continue to administer Wagner-Peyser Employment Services with State merit
staff.

Under Title Il of WIOA, the Wagner-Peyser Act, a greater emphasis is placed on providing
services to Ul claimants with referrals to additional AJC services. This is in an effort to ensure
claimants remain eligible for Ul benefits and to provide meaningful assistance in their efforts
to regain employment. Labor exchange services, which are the primary services provided
under Wagner-Peyser, fall under the basic career services identified in WIOA. Wagner-Peyser
state merit staff must use funds authorized by WIOA to provide basic career services.

As a result of increased collaboration, DWDAL and the DUl have enhanced staff training and
coordination on policy implementation efforts. The two divisions will continue working to
assess Title  and Il AJC staff training needs and DWDAL's CLO will assist with the development
and delivery of training.

As part of Maryland's WIOA Alignment Group, the CLO leads the Professional Development
and Technical Assistance Committee. The committee is comprised of partners from Maryland's
workforce system and contributes to the creation of professional development and training
opportunities for staff across the system. The committee meets monthly to discuss the needs
of staff and customers to determine the best method to deliver professional development
services. For example, MD Labor has invited partners from across the system to participate in
professional development opportunities when space is available.

Since February 2020, the Professional Development and Technical Assistance Committee
launched a Series of eLearning modules accessible online by the staff of all mandatory partners
of Maryland’s Workforce System. eLearning modules in this series are released bi-monthly and
are focused on informing front line staff about the Workforce System as a whole. There are
currently 9 professional development training modules available and over 1,400 users
spanning across more than 40 organizations in Maryland (including State agencies) that have
benefited from the training. The training modules teach, refresh and test an individual's
knowledge of different programs and subjects within the State's workforce system.
Specifically, each of the 9 modules focus on a different aspect of the WIOA system, including
topics such as the Benchmarks of Success, the GWDB, and the different WIOA Titles (Titles |-
IV), with additional topics and modules regularly being developed and made available to staff.
With a completion rate of 79% across users, the professional development training modules
have demonstrated great success in improving understanding and collaboration across all
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organizations engaged in the workforce system, allowing staff to better serve both job seekers
and employers.

In October 2019, DWDAL held a three-day reemployment retreat with targeted professional
development sessions for approximately 100 Wagner-Peyser and MD Labor central office staff.
Topics included utilizing the MWE, resume workshops, apprenticeship, veteran services,
recession planning, and accessibility. Staff from the DUI participated in the event and
presented on Ul eligibility and referral coordination. Other workshops on self-care, managing
stress, managing change, and finding better ways to connect with our customers were
provided.

In 2017, the State implemented the Reemployment Exchange (REX) module within
MWE. Maryland’s purchase of the REX module allows Ul claimants to record and store their
job search contacts and other reemployment activities. Integration of the two systems
provides a centralized data system and coordinated registration for Ul claimants to enter and
perform necessary tasks while collecting Ul benefits. Upon completion of a Ul registration, a
Wagner-Peyser registration is automatically created. Rather than seeking the same data
elements, requiring the claimant to spend more time on entering and re-entering information
into both systems, which is the case currently, the REX module allows for the claimant to focus
on what is important: reemployment.

Through the purchase of the REX module, Maryland is more proactive in its reemployment
activities. Jobseeker activity in the MWE creates and/or modifies a reemployment roadmap for
the individual. Implementing a robust, online system facilitates the sharing of information in
real time between the Ul benefits system and MWE. This, in turn, ensures proper payments are
made and those claimants are actually meeting the goals set for them by the State's workforce
and Ul staff. This requires the continued cross-training between workforce and Ul staff.

(2) Describe how the State will utilize professional development activities for Employment
Service staff to ensure staff is able to provide high quality services to both jobseekers and
employers.

The key goals of the Professional Development work group are to develop a systems approach
to professional development needs, determine best practices for the administration of
professional development, and ensure partner integration and cross-training opportunities.
The group aims to build a competent, cross-functional team capable of operating in a number
of disciplines and able to move flexibly between roles, locations, and funding streams to
provide seamless delivery of services. Recommendations generated by the work group include
opportunities for WIOA partners, including Wagner-Peyser, to promote professional
development.

Maryland utilizes the “The Hub” for virtual training and workforce system resources. “The Hub”
is a learning management system available to all Maryland State agencies that is maintained
by Maryland’'s Department of Budget and Management (DBM). The WIOA partners will
continue to use the Hub as the platform on which state and local partners, including Wagner-
Peyser staff, will be able to access a variety of training modules and resources. “The Hub" has
the capacity to create two home pages: one for MD Labor DWDAL internal training content
and a second for content added by external partners. The external home page presents an
excellent opportunity to facilitate improved service integration across the system. For
example, each partner can post a “101" module that provides other partners with the basics on
that organization’s mission, target audiences, resources, key initiatives, etc.
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Maryland is committed to the professional development of its staff and all WIOA partners.
Leveraging “the Hub” and other resources will allow the partners to learn from each other and
better assist their common customers.

The CLO and Labor have provided a variety of professional development opportunities to
enhance the skills of staff and to create promotional opportunities and a career pathway for
state merit staff. In 2022, current Reemployment Program Directors participate in a 6-day
retreat and training around the program and services provided in the AJC. The retreat provided
an overview of all DWDAL programs, including correctional education, adult education,
workforce development and performmance among others. In 2023, the retreat was offered for
interested staff in an effort to create a succession place for future leaders.

Maryland continues to offer workforce development credential training as the need arises.
Staff have access to Global Career Development Facilitator and Offender Workforce
development Specialist certification training, Training from the Back of the Room Certified
Professional Resume Writer and Federal Job Search trainers certifications.

In an effort to remain fresh in our reemployment programs, a yearly retreat is held for all staff
that provide reemployment and meaningful Ul assistance in the AJC. The retreat is developed
in partnership with Ul staff and offers workforce development and Ul topics as part of the
agenda.

(3) Describe strategies developed to support training and awareness across core programs
and the Ul program and the training provided for Employment Services and WIOA staff
on identification of Ul eligibility issues and referral to DUI staff for adjudication.

Under Title Il of WIOA, the Wagner-Peyser Act, a greater emphasis is placed on providing
services to Ul claimants with referrals to additional AJC services. This is in an effort to ensure
claimants remain eligible for Ul benefits and to provide meaningful assistance in their efforts
to regain employment. Labor exchange services, which are the primary services provided
under Wagner-Peyser, fall under the basic career services identified in WIOA. Wagner-Peyser
staff must use funds authorized by WIOA to provide basic career services.

As a result of increased collaboration, DWDAL and the DUI have enhanced staff training and
coordination on policy implementation efforts. The two divisions will continue working to
assess Title | and Il AJC staff training needs and the CLO will assist with the development and
delivery of trainings.

In August 2023, DWDAL held a two-day reemployment retreat with targeted professional
development sessions for over 130 Wagner-Peyser, Ul, and MD Labor central office staff. Topics
included utilizing the MWE, resume workshops, Ul training and accessibility. Staff from the DUI
participated in the event and presented on Ul eligibility and referral coordination.

DUI and DWDAL reemployment staff discuss issues related to adjudication informally via
phone daily. In addition, DUl and DWDAL meet monthly to discuss improvements to processes
in place and to make adjustments as needed. AJC staff track issues and numbers of claimants
entering the center using Google sheets. Staff also report issues through Google Virtual room
and Google Docs reporting.

The MWE was adapted to allow commmunication between workforce staff and DUI to report
issues for non-Reemployment Services Eligibility Assessment (RESEA) program claimants. In
addition, the current RESEA database crosswalks to DUI to report issues found during
eligibility reviews. Staff also email issues to an established email address and report issues on
a Google Doc for DUI to report other issues identified. BEACON will allow the two-way sharing
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of data with the MWE once it is fully implemented. This will eliminate the number of
interactions currently utilized.

In 2017, the State implemented the Reemployment Exchange (REX) module within
MWE. Maryland’s purchase of the REX module allowed the State to establish a single web-
based application for both workforce registration, fiing of unemployment claims, and
recording the three required job contacts/reemployment activities for each week that a
claimant files for Ul benefits. The common registration function allows for seamless transition
between Ul and workforce platforms. Integration of the two systems provides a centralized
data system and coordinated registration for Ul claimants to enter and perform necessary
tasks while collecting Ul benefits. Upon completion of a Ul registration, a Wagner-Peyser
registration is automatically created. Rather than seeking the same data elements, requiring
the claimant to spend more time on entering and re-entering information into both systems,
which is the case currently, the REX module allows for the claimant to focus on what is
important: reemployment.

Through the purchase of the REX module, Maryland is more proactive in its reemployment
activities. Immediately after an individual files an initial Ul claim or a Ul weekly certification in
REX, the system creates a reemployment roadmap for the individual. Implementing a robust,
online system facilitates the sharing of information in real time between the Ul benefits system
and MWE. This, in turn, ensures proper payments are made and those claimants are actually
meeting the goals set for them by the State's workforce and DUI staff. This requires the
continued cross-training between workforce and DUI staff.

(b) Explain how the State will provide information and meaningful assistance to
individuals requesting assistance in filing a claim for unemployment compensation
through AJC centers, as required by WIOA as a career service.

In collaboration with Reemployment Program Directors, DUI staff will continue to provide
training and technical assistance as needed. AJC offices have access to fact sheets, developed
by DUI, that provide basic instruction on how to apply for an initial Ul claim online or via
telephone. For customers that need additional intensive assistance, DUI staff will be available
by phone and email to answer specific questions AJC staff may not be able to provide.
Claimants will be able to reach subject matter experts at 410-767-3246 or
wayne.cooper@maryland.gov. Wagner-Peyser, ROW, and RESEA staff have been provided
training by DUI staff to answer most common questions posed. In addition, a FAQ site will be
available: http://www.labor.maryland.gov/employment/claimfag.shtml.

OWD and DUI staff created a process to address Ul claimant issues concerning Ul claims. A
whitelist was created of trusted phone contacts to DUI staff. OWD staff call the trusted
numbers and allow claimants to speak to DUI staff to determine needed steps to resolve Ul
issues on the claim. In addition, a kiosk pilot was deployed to allow claimants video capability
to discuss their issues with Ul staff in four AJC's across Maryland. AJC staff have access to
additional resources to assist claimants with their claim issues, including Google sheets and
docs to submit requests. True ID has been implemented to assist claimants without proper
technology in verifying their identity to speed processing of their claim.

(c) Describe the State’s strategy for providing reemployment assistance to Ul claimants
and other unemployed individuals.

DWDAL and the DUI work collaboratively to provide workforce development opportunities to

all Ul claimants, totally and partially unemployed, in Maryland. This is accomplished utilizing a
variety of strategies including initial mailers from DUI describing the requirement for
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workforce enrollment and call in of claimants for RESEA or ROW activities. Under the Maryland
Ul law, claimants must register in Maryland’s AJC system within five days of receiving the Ul
pamphlet. Claimants must register either in person by visiting their nearest AJC career center
or via the internet at_https://mwejobs.maryland.gov/vosnet/Default.aspx. A list of Maryland’s

AJCs is included as part of the mailed pamphlet.

WIOA increases connections between Ul and reemployment services and the Ul system.
Maryland offers its full array of AJC Services, including basic and individual career services and
training services under WIOA. Ul claimants will benefit from the enhanced services, including
the labor exchange services and career guidance that are included as career services under
Title | as well as activities that assist workers in identifying and obtaining jobs in in-demand
industries and occupations. Maryland utilizes permanent Wagner-Peyser staff to conduct
RESEA activities under WIOA Title Ill. From the Ul first pay list, claimmants most likely to exhaust
benefits are selected to take part in the RESEA program along with Unemployment
Compensation for Ex-Servicemembers (UCX) claimants. The remaining claimants will be
assigned to the ROW program. RESEA claimants may be referred to ROW as a result of the
RESEA after the eligibility review and if determined that it will assist in reducing the length of
unemployment. Historically, WPRS system identifies between 20,000-30,000 claimants
annually.

Maryland'’s purchase of the REX module will allow the State to establish a single web-based
common intake portal for both workforce registration and recording job
search/reemployment activities. The common registration function will allow for seamless
transition between Ul and workforce platforms.

(d) Describe how the State will use W-P funds to support Ul claimants, and the
communication between W-P and Ul, as appropriate including the following:

(1) Coordination of and provision of labor exchange services for Ul claimants as required
by the Wagner-Peyser Act;

The goal of reemploymentin Maryland is to ensure claimants are engaged with their local AJCs
beyond the initial mandatory contact for continued eligibility. Labor Exchange staff are an
important part of the strategy to keep claimants engaged in the centers. As part of this
strategy, Labor Exchange staff provide reemployment services to claimants during the one-
on-one assessment interviews for RESEA. Staff will make appropriate referrals to programs
based on assessment of need during the meeting.

The elements which comprise Maryland’s RESEA are AJC Orientation, LMI provision, Individual
Reemployment Plan, Referral to Reemployment and Training Services, Eligibility Review
Interview, and review of their Work Search Agreement. As part of the program, claimants are
required to complete two additional Reemployment Activities within 45 days of the completed
initial RESEA workshop. Claimants and trainers mutually agree upon which of the array of AJC
services are most beneficial to assist in a job search. Examples of AJC program referrals may
include WIOA training, the POAC, and specific training for ex-offenders, GED® seekers, seniors,
and other workshops (e.g. resume writing and interviewing). The mutually agreed upon service
is recorded on the claimant's Individual Reemployment Plan and after completion in the MWE.
The trainer follows the Individual Reemployment Plan to assure compliance with the
agreement. If a claimant fails to follow through on agreed upon reemployment services within
45 days, they are referred to Ul for adjudication.

In FY23, Maryland fully implemented Subsequent RESEA engagements at all AJCs. At the initial

RESEA event, claimants are provided an appointment for 5 weeks after the initial RESEA
session is completed. Reemployment staff review the IRP, provide another eligibility review
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and Work Search check. Suggestions to overcome barriers are made and training or more
intensive one-on-one sessions are recommended if needed.

ROW provides reemployment assistance to Ul claimants not served by the RESEA program.
ROW trainers provide services at AJCs. The goals of the program include reducing the duration
of Ul and connecting Ul claimants to Wagner-Peyser programs. The delivery of reemployment
services involves a coordinated approach, involving DUI, Wagner-Peyser, and WIOA Title | staff.
ROW is open to all jobseekers, whether they are a current Ul claimant or employed, depending
on available space.

Each identified profiled candidate is contacted regarding participation in a job finding and
career enhancing workshop for a six-hour presentation that covers, at a minimum, the job
acquisition process, which includes self-assessment, career transition, resume writing,
employment related correspondence, and interviewing. Local programs are encouraged to
provide well-rounded information with additional topics for customers and partners. Each
workshop participant will know by the end of the workshop that successful employment is the
ultimate goal, and all AJC staffers are available to assist with their job search. Each workshop
completer receives targeted and specific job search assistance, beginning in the workshop,
with emphasis on appropriate and pertinent LMI.

Self-assessment instruments, access to supportive services and partner agencies, and
individual and group counseling (career guidance) are available. The workshop includes
referral and access to program staff, training, and additional resources. In addition, local
training staff can access lists of workshop completers to provide follow up inquiries to potential
dislocated workers. Job matching services, one-on-one conferences, follow-up activities, and
meetings are used as tools to help customers obtain rapid reemployment. Each workshop
participant is contacted for follow-up assistance and additional services.

Workshops are available that address interviewing skills, application preparation, résumé
writing, social media, and job searches on the Internet. Participants can access information
and/or receive referrals to upcoming job fairs, employer recruitment events, and links to other
AJC partners. Partners participate in the RESEA and ROW programs to provide essential
information on-site. Participants who need additional training to obtain employment are
assisted through WIOA programs.

With increasing numbers of LEP individuals filing Ul claims, Maryland is responding to the
need by providing Spanish-language workshops (Spanish is the most common non-English
language spoken in the state). Workshop materials have been translated into Spanish, and a
Spanish-speaking workshop facilitator has been hired to provide Spanish-language
workshops in the areas with the largest numbers of LEP claimants. The Spanish language
facilitator will be available to the rest of the State as numbers increase to provide services to
claimants. In addition, the Spanish language facilitator has developed value added workshops,
such as interviewing strategies and basic computer classes, for RESEA claimants as part of
follow up services.

DWDAL and the DUI continue to work collaboratively to ensure that staff questions, concerns,
and challenges are quickly identified and addressed. There is great importance attributed to
the fact that DWDAL and the DUI's administration meet regularly to orient themselves toward
the highest standards for the RESEA program. Also, the Reemployment Program Manager and
the Ul Administrator jointly host regular program staff meetings to provide technical
assistance, guidance, and training in such areas as Ul eligibility issues, fact finding processes,
data system operations and reporting, site-specific issues from a more global perspective, and
integration of the RESEA program into the AJC fabric. These ongoing meetings are designed
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to enhance communication, clarify RESEA/ROW reporting errors, and address any program
related questions. USDOL recently cited how impressed they were by the level of
communication between DUl and DWDAL as it relates to collaborative work with Ul
claimants.

(2) Registration of Ul claimants with the State’s employment service if required by State
law;

DWDAL and the DUI work collaboratively to provide workforce development opportunities to
all Ul claimants, totally and partially unemployed, in Maryland. This will be accomplished
utilizing a variety of strategies including initial mailers from DUI describing the requirement
for enrollment and call in of claimants for RESEA or ROW for Ul claimants. Under the Maryland
Ul law, claimants must enroll in Maryland’'s AJC system upon receiving the Ul pamphlet.
Claimants must enroll either in person by visiting their nearest AJC career center or via the
internet at https://mwejobs.maryland.gov/vosnet/Default.aspx. A list of Maryland's AJCs is
included as part of the mailed pamphlet.

Using the WPRS, Maryland selects all Ul claimants who have received an initial payment. By
identifying these claimants, DWDAL/DUI can:

1. Engage claimants sooner;

2. Provide reemployment services to more claimants faster;

3. Ensure claimants are fulfilling work search requirements; and,

4. Refer claimants who may be non-compliant with Maryland Ul law for adjudication.

Maryland worked with the USDOL to update its current methodology, which was integrated
in September 2020. The decision was made to begin clean and to allow focus on completion
of modernization for a seamless transition. Once the methodology is fully updated, every two
years it will be reviewed and adjusted to reflect current economic conditions. By having a
current methodology, Maryland can provide a wide-reach of relevant reemployment services
to meet customers’ needs. Maryland offers its RESEA Program to claimants profiled as most
likely to exhaust benefits. ROW continues to be available service for all other claimants as a
path to reemployment.

By the fourth week of the initial claims filing process, profiled claimants are sent a letter, which
schedules them for one of the workshops immediately after selection. The letter reinforces the
requirement to register in the MWE. Follow-up emails are utilized as reminders of required
attendance. MD Labor will ensure profiled claimants are fully engaged and registered within
the workforce system. Claimants identified as failing to register will be directed to do so prior
to completion of the workshop, and registration will be verified by the trainer.

WIOA increases connections between the job training and employment services and the Ul
system. Maryland will offer its full array of AJC Services as options for reemployment services
to Ul customers, including basic and individual career services and training services under
WIOA. Ul claimants will benefit from the enhanced services, including the labor exchange
services and career guidance that are included as career services under Title | as well as
activities that assist workers in identifying and obtaining jobs in in-demand industries and
occupations. Maryland utilizes permanent Wagner-Peyser staff to conduct RESEA activities
under Title Il WIOA changes.

From the Ul first pay list, the WPRS will profile claimants weekly, with those profiled as most

likely to exhaust assigned to the RESEA program along with UCX claimants. The remaining
claimants will be assigned to the ROW program. RESEA claimants may be referred to ROW as
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a result of the RESEA after the eligibility review and if determined that it will assist in reducing
the length of unemployment. Historically, Maryland‘s WPRS system profiles between 20,000-
30,000 annually.

The elements which comprise Maryland’'s RESEA program are AJC Orientation, LMI provision,
Individual Reemployment Plan, Referral to Reemployment and Training Services, and
Eligibility Review Interview. Claimants and trainers will mutually agree upon which of the array
of AJC services are most beneficial to assist in a job search. Examples of AJC program referrals
may include WIOA training, POAC, and specific training for ex-offenders, GED® seekers, seniors,
and other targeted populations.

The mutually agreed upon service is recorded in MWE and on the claimant’s Individual
Reemployment Plan. The trainer follows the Individual Employment Plan to assure
compliance with the agreement. If a claimant fails to follow through on agreed upon
reemployment services within 45 days, they are referred to Ul for adjudication. The ROW
program provides reemployment assistance to Ul claimants not served by the RESEA
program. ROW trainers provide services at AJCs. The goals of the program include shortening
the duration of Ul and connecting Ul claimants to Employment Service programs. The delivery
of reemployment services involves a coordinated approach, involving DUI, Wagner-Peyser,
and WIOA Title | staff. ROW is open to all jobseekers, whether they are a current Ul claimant or
employed. Each profiled candidate is contacted regarding participation in a job finding and
career enhancing workshop for a six-hour presentation that covers, at a minimum, the job
acquisition process, which includes self-assessment, career transition, employment related
correspondence, and interviewing.

Local programs are encouraged to provide well-rounded programs with additional topics for
customers and partners. Each workshop participant will know by the end of the workshop that
successful employment is the ultimate goal, and all AJC staffers are available to assist with
their job search. Each participant who completes the workshop receives job search assistance,
beginning in the workshop, with emphasis on appropriate and necessary LMI. Self-assessment
instruments, access to supportive services and partner agencies, and individual and group
counseling (career guidance) are available.

The workshop includes referral and access information to program staff, training, and
additional resources. In addition, local training staff can access lists of workshop completers to
provide follow up inquiries to potential dislocated workers. Job matching services, one-on-one
conferences, follow-up activities, and meetings are used as tools to help customers obtain
rapid reemployment. Each workshop participant is contacted for follow-up assistance and
additional services.

Workshops are available that address interviewing skills, application preparation, résumé
writing, social media, coping with job loss, and job searches on the Internet. Participants access
services and attend workshops at the AJC. Participants also receive referrals to upcoming job
fairs and employer recruitment events and link with other AJC partners. Partners participate
in the RESEA and ROW workshops to provide on-site information pertaining to employment
or essential services.

Participants who need additional training to obtain employment are assisted through WIOA
programs. With increasing numbers of LEP individuals filing Ul claims, Maryland is responding
to the need for Spanish-language workshops. Workshop materials have been translated into
Spanish, and Spanish-speaking workshop facilitators provide Spanish-language workshops in
the areas with the largest numbers of LEP claimants. Spanish-language services are available
in the rest of the state as well.
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DWDAL and the DUI continue to work collaboratively to ensure that staff questions, concerns,
and challenges are quickly identified and addressed. There is great importance attributed to
the fact that DWDAL and the DUI's administration meet regularly, to orient themselves toward
the highest standards for the RESEA program. Also, the Statewide Reemployment Program
Director and the Ul Administrator host regular program staff meetings jointly to allow for
frequent training and technical assistance in such areas as Ul eligibility issues, fact finding
processes, data system operations and reporting, site-specific issues from a more global
perspective, and integration of the RESEA program into the AJC fabric. USDOL recently cited
how impressed they were by the level of commmunication between DUl and DWDAL as it
relates to collaborative work with Ul claimants.

(3) Administration of the work test for the State unemployment compensation system,
including making eligibility assessments (for referral to Ul adjudication, if needed), and
providing job finding and placement services for Ul claimants; and

Maryland utilizes permanent Wagner-Peyser staff to conduct RESEA activities under Title Il
WIOA changes. From the Ul first pay list, the WPRS will profile claimants weekly, with those
profiled as most likely to exhaust assigned to the RESEA program along with UCX claimants.
The remaining claimants will be assigned to the ROW. RESEA claimants may be referred to
ROW as a result of the RESEA after the eligibility review and if determined that it will assist in
reducing the length of unemployment. Historically, Maryland's WPRS system profiles between
20,000-30,000 annually.

The elements which comprise Maryland’s RESEA are AJC Orientation, LMI provision, Individual
Reemployment Plan, Referral to Reemployment and Training Services, and Eligibility Review
Interview. Claimants and trainers will mutually agree upon which of the array of AJC services
are most beneficial to assist in a job search. Examples of AJC program referrals may include
WIOA training, POAC, other job search workshops, specific training for ex-offenders, GED®
seekers, seniors, and other targeted populations. The mutually agreed upon service is recorded
in MWE and on the claimant’s Individual Reemployment Plan (IRP). DUI checks for IRP
completion in MWE to assure compliance with the agreement. If a claimant fails to follow
through on agreed upon reemployment services within 45 days, they will be referred for
adjudication.

The ROW program provides reemployment assistance to Ul claimants not served by the
RESEA program. ROW trainers provide services at AJCs. The goals of the program include
shortening the duration of Ul and connecting Ul claimants to Employment Service programes.
The delivery of reemployment services involves a coordinated approach, involving DUI,
Wagner-Peyser, and WIOA Title | staff. ROW is open to all jobseekers, whether they are a
current Ul claimant or employed. Each identified, profiled candidate is contacted regarding
participation in a job finding and career enhancing workshop for a six-hour presentation that
covers, at a minimum, the job acquisition process, which includes LM, self-assessment, career
transition, employment related correspondence, social media in job search and interviewing.

Prior to the pandemic ROW and RESEA sessions were provided at the AJCs. During the
pandemic, Maryland switched to providing virtual services, and staff are now trained and
equipped to host webinars. At present, Maryland offers a hybrid model of services where
customers who prefer to attend in person can, and others can login to the live webinar. Should
a disruption to services occur, Maryland will switch to providing all virtual services.

Local programs are encouraged to provide well-rounded programs with additional topics for

customers and partners. Each workshop participant knows by the end of the workshop that
successful employment is the ultimate goal, and all AJC staffers are available to assist with
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their job search. Each workshop completer receives targeted and specific job search
assistance, beginning in the workshop, with emphasis on appropriate and necessary LMI. Self-
assessment instruments, access to supportive services and partner agencies, and individual
and group counseling (career guidance) are available. The workshop includes referral and
access information to program staff, training, and additional resources. In addition, local
training staff can access lists of workshop completers to provide follow up inquiries to potential
dislocated workers. Job matching services, one-on-one conferences, follow-up activities, and
meetings are used as tools to help customers obtain rapid reemployment. Each workshop
participant is contacted for follow-up assistance and additional services.

Workshops are available that address interviewing skills, application preparation, résumé
writing, social media, and job searches on the Internet. Participants access services and attend
workshops at the AJC. They also receive referrals to upcoming job fairs and employer
recruitment events and link with other AJC partners. Partners participate in the ROW or RESEA
workshops to provide pertinent information on-site or through their websites. Participants
who need additional training to obtain employment are assisted through other WIOA
programs.

With increasing numbers of LEP individuals filing Ul claims, Maryland is responding to the
need for Spanish-language workshops. Workshop materials have been translated into
Spanish, and Spanish-speaking workshop facilitators provide Spanish-language workshops in
the areas with the largest numbers of LEP claimants. Spanish-language services are available
in the rest of the state as well.

Maryland identifies all claimants who require assistance in Spanish and connects them with a
gualified interpreter and translated documents. This is a change from the previous method of
calling-in based on first payment of a claim. If a claimant does fail to report to a required
reemployment activity a referral will be made to Ul for review. This allows labor exchange staff
to have claimants engaged within two weeks of filing for Ul. Claimants that fail to report and
register in the MWE are referred to unemployment staff for fact-finding and adjudication for
their continued eligibility for benefits.

DWDAL and the DUI continue to work collaboratively to ensure that staff questions, concerns,
and challenges are quickly identified and addressed. There is great importance attributed to
the fact that DWDAL and the DUI's administration meet regularly, to orient themselves toward
the highest standards for the RESEA program. The Reemployment Program Manager and the
Ul Administrator jointly host regular program staff meetings to allow for frequent training and
technical assistance in such areas as Ul eligibility issues, fact finding processes, data system
operations and reporting, site-specific issues from a more global perspective, and integration
of the RESEA program into the AJC fabric.

(4) Provision of referrals to and application assistance for training and education programs
and resources.

DWDAL and the DUI work collaboratively to provide workforce development opportunities to
all non-job attached claimants in Maryland. This will be accomplished utilizing a variety of
strategies including initial mailers from DUI describing the requirement for enrollment and
call in of claimants for RESEA or ROW for Ul claimants. Under the Maryland Ul law, claimants
must enroll in Maryland’s AJC system upon receiving the Ul pamphlet. Claimants must enroll
either in person by visiting their nearest AJC career center or via the internet

at https://mwejobs.maryland.gov/vosnet/Default.aspx. A list of Maryland's AJCs is included as
part of the mailed pamphlet.
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WIOA increases connections between the job training and employment services and the Ul
system. Maryland will offer its full array of AJC Services as options for reemployment services
to Ul customers, including basic and individual career services and training services under
WIOA. Ul claimants will benefit from the enhanced services, including the labor exchange
services and career guidance that are included as career services under Title | as well as
activities that assist workers in identifying and obtaining jobs in in-demand industries and
occupations.

e. Agricultural Outreach Plan (AOP). Each State agency must develop an AOP every four
years as part of the Unified or Combined State Plan required under sections 102 or 103 of
WIOA. The AOP must include an assessment of need.

(1). Assessment of Need - Provide an assessment of the unique needs of farmworkers in
the area based on past and projected agricultural and farmworker activity in the State.
Such needs may include but are not limited to employment, training, and housing.

According to the United States Department of Agriculture's (USDA) National Agricultural
Statistics Service, 12,429 farms were operating in the State in 2017, producing products valued
at almost $2.4 billion dollars for the year. Consistent with national statistics, 83 percent of
Maryland'’s farms are classified as family farms.

The agricultural sector continues to flourish, but agricultural employers are finding it difficult
to find local workers to work. This is leading to an increase in the numbers of farmers turning
to the H2A visa program to bring workers in from abroad. Maryland’s agricultural employers
anecdotally report that the need for labor has resulted in a struggle to recruit qualified U.S.
workers to meet their hiring needs. The employers continue to struggle with the increased
complexity and costs of bringing workers to Maryland using the H2A visa program.

Per the USDA's National Agricultural Statistics Survey (NASS) definition “A farm is any place
from which $1,000 or more of agricultural products were produced and sold, or normally would
have been sold, during the year.” The definition was first used for the 1974 Census of
Agriculture. It is consistent across current USDA surveys.® As the poultry industry increases in
Maryland, the number of full-time workers in the industry will rise and will no longer be eligible
for the same outreach available to migrant and seasonal farm workers.

Farm workers who work in Maryland face many of the same challenges confronted by farm
workers elsewhere. Access to affordable healthcare and dental services is limited for farm
workers who live and work in remote locations where reduced cost services are either
unavailable or require significant travel. Outreach staff will work with farm workers on an
ongoing basis to identify challenges and assist in addressing issues via referrals or other
assistance, as appropriate. Maryland has created new outreach materials that can be left for
farm workers in places they live and work. Maryland will use outreach materials that allow
workers to make contact using a mail-in request for assistance so that they can be served
confidentially. This is also anticipated to provide farmworkers additional means to contact the
State Monitor Advocate. The documents include a QR code that directly takes the Smartphone
user to the WhatsApp number of the State Monitor Advocate.

During scheduled pre-season housing inspections for incoming H2A workers, the employers
are encouraged to allow opportunities for outreach to their workers providing breaks for them
to be available. During outreach efforts, all farm workers (H2A, MSFW, and seasonal) are offered

1Ohttps://www.nass.usda.gov/Statistics by State/Maryland/Publications/Annual Statistical Bulletin/2016/
2016-2017%20MD%20Annual%20Bulletin.pdf
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assistance and services. Services available to farm workers include complaint resolution,
known as the complaint system. There has always been a need for housing inspections and
training on various safety issues such as heat stress training and safe pesticide usage. Maryland
will continue to partner with its National Farmworkers Jobs Program partner, Telamon, for
training to the farm workers.

(2). An assessment of the agricultural activity in the State means:
1. Identifying the top five labor-intensive crops, the months of heavy activity, and the
geographic area of prime activity;

As shown below, the top five major crop activities across Maryland continue to employ a
declining number of migrant and seasonal farm workers. The heaviest period of activity in
Maryland is during July, August & September and the primary activity areas are the Eastern
Shore and Central Maryland.

Top Five Labor-Intensive Crops for Migrant & Seasonal Farm Workers[4]

Per the NASS Report on Maryland farm products in 2020, Maryland was the nation’s leader of
broiler chicken production. Revenue from this commmodity is more than double that of all other
commodities combined.

Per the USDA 2022 Census Survey
https.//www.nass.usda.gov/Publications/AgCensus/2022/Full_Report/Volume_1,_Chapter_1_St
ate_Level/Maryland/

Crop Description
Grains, oilseeds, dry
beans, dry peas

Corn Maryland’s corn crop

According to the USDA 2022 Census, Soybeans are the next
highest crop.

Nurseries, greenhouses, |These operations are fourth in farm crop value but are more labor
floriculture intensive than the three top crops.

Dairy Milk production is the next largest farm commodity.

These are the number one crops in Maryland by value sold.

Soybeans

2. Summarize the agricultural employers’ needs in the State (i.e. are they predominantly
hiring local or foreign workers, are they expressing that there is a scarcity in the
agricultural workforce):

Anecdotal evidence suggests that Maryland'’s agricultural employers are challenged by the
scarcity of workers interested in the agricultural field. Historically, most Maryland farms were
family owned and operated and passed down through generations. Current trends suggest
that younger generations tend to leave for other employment because they do not want to
continue the family farm business. When this occurs, anecdotes collected from farmers
suggest that farms either go out of business or resort to hiring via the H2A Program. According
to online job postings, employers hiring in the Agriculture, Forestry, Fishing and Hunting
industry in Maryland need workers with landscaping, agricultural, and interpersonal skills. In
terms of tools and technology, employers need employees skilled in the use of cell phones,
forklifts, trucks, and fertilizer spreading equipment. Farms are adapting by changing their
business models. Some farms are adding events such as school visits for fall festivals and pick
your own operations.

Per the USDA:
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“Along with raising crops and animals, Maryland farmers earn income from agricultural
tourism, or_agritourism. According to the 2017 Census of Agriculture, some 295 farms

supplemented their income through agritourism, including farmers markets or farm stands,
farm visits, and county fairs. Throughout Maryland, agritourism events generate over $162
million for the economy and help support more than 1,000 jobs.”

3. Identifying any economic, natural, or other factors that are affecting agriculture in the
State or any projected factors that will affect agriculture in the State.

Climate change is affecting agriculture as Maryland's Eastern Shore is increasingly being
challenged by saltwater intrusion as more freshwater is being removed from the aquifers. In
fact, per the USDA, “The General Assembly ordered the Department of Planning, along with
the Departments of Agriculture, Environment, and Natural Resources, to devise a_plan to
adapt to saltwater intrusion and update it every five years (Chapter 628, Acts of 2018). In 2019,
saltwater intrusion had affected 10,174 forest acres.”

(3). An assessment of the unique needs of farmworkers means summarizing Migrant and
Seasonal Farm Worker (MSFW) characteristics (including if they are predominantly from
certain countries, what language(s) they speak, the approximate number of MSFWSs in the
State during peak season and during low season, and whether they tend to be migrant,
seasonal, or year-round farmworkers). This information must take into account data
supplied by WIOA Section 167 National Farmworker Jobs Program (NFJP) grantees, other
MSFW organizations, employer organizations, and State and/or Federal agency data
sources such as the U.S. Department of Agriculture and the U.S. Department of Labor
(DOL) Employment and Training Administration.

Previously, Maryland’'s MSFWs largely came from Florida and a few Southern states along the
Eastern Seaboard. Florida is no longer listed as a MSFW supply state. Due to hurricane damage
to citrus trees, many workers were re-trained in construction. When new citrus was ready for
harvest, many workers elected to stay in their training careers rather than return to farmwork.
This meant Maryland farmers/growers had to rely more heavily on H2A visas to staff their crop
harvests. The H2A population is predominately Latino and Spanish-speaking, or Haitian.

The MSFW population consists of long-time migrants who have been picking crops for years.
In Maryland, the MSFW growing season begins in early to mid-March when nursery workers
begin to arrive. Peak season is during July and August for harvesting vegetables including
tomatoes, cantaloupes, and other melons. The harvest season concludes with the fall apple
harvests, mostly in the Cumberland Valley of Western Maryland. Despite a declining number
of family farms overall, data from the Maryland Department of Agriculture suggest that the
vast majority of Maryland farms continue to be family farms that do not employ outside labor.

Maryland farms are mostly settled in pockets, maintained by Amish and Moravian families,
who are known to rely only on the labor of family and friends. Both the number of farms
employing MSFWs and the number of MSFWs who are employed have annually declined.
During the low season, winter, there are no known US based MSFW workers in Maryland. At
the peak season, Maryland estimated there were 1,302 MSFW and H2A workers.

The majority of Maryland'’s farm workers speak Spanish or Haitian Creole, and most are located
on Maryland's Lower Eastern Shore.

11 https://msa.maryland.gov/msa/mdmanual/01glance/html/agri.html
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(4). Outreach Activities — The local offices outreach activities must be designed to meet
the needs of MSFWs in the State and to locate and contact MSFWs who are not being
reached through normal intake activities. Describe the State agency’s proposed strategies
for:

(A) Contacting Farmworkers who are not being reached by the normal intake activities
conducted by the employment service offices.

There are 17 outreach workers in Maryland spread across the 13 local workforce areas. Outreach
will be conducted according to federal guidance. Outreach workers employ a variety of
strategies to contact MSFWs who are not being reached by the normal intake activities
conducted through the State's AJC network. MD Labor's MSFW Outreach Workers regularly
visit local farms to provide MSFWs with information on available employment services, offering
brochures and handouts that describe where AJCs and other organizations and resources are
located and how they can be accessed. Outreach workers will provide MSFWs with information
related to bilingual assistance, educational and training programs, health clinics, day care
services, transportation resources, and immigration assistance, as appropriate. Maryland has
created new outreach materials which use QR codes to immediately provide access to
information on resources to farm workers. These include a WhatsApp number for reaching
the State Monitor Advocate, and immediate resources as pictured on the outreach
card. Maryland is in the process of verifying farms with MSFW to target our outreach activities.

Outreach Workers monitor the MWE to identify MSFWs who register remotely. When a
potential MSFW is identified through MWE, staff will contact the individual via phone, email or
letter to provide information on the full array of AJC services and invite participation. In
addition, FLC staff provide information on farm worker rights, the Employment Service and
Employment-Related Law system, and support services to any H-2A workers and MSFWs they
encounter on work site visits. Mobile job centers equipped with computers are available in
some Local Areas, enabling MSFWs to use the MWE system, a job search tool designed for job
seekers, employers, training providers, workforce professionals, and others seeking workforce
services. MWE provides fast access, in both English and Spanish, to a complete set of
employment tools.

(B) Providing technical assistance to outreach staff. Technical assistance must include
trainings, conferences, additional resources, and increased collaboration with other
organizations on topics such as one-stop center services (i.e., availability of referrals to
training, supportive services, and career services, as well as specific employment
opportunities), the Employment Service and Employment-Related Law Complaint System
(“Complaint System” described at 20 CFR 658 Subpart E), information on the other
organizations serving MSFWs in the area, and a basic summary of farmworker rights,
including their rights with respect to the terms and conditions of employment.

Technical assistance is provided continuously to outreach workers, mainly by the State Monitor
Advocate. Because the staff is small in size, the State Monitor Advocate is able to accompany
local staff on outreach visits and review outreach topics, such as AJC services, career services,
employment opportunities, the employment service complaint system, other organizations
who serve MSFWs, and farmworker rights. Pre-season meetings are held annually with
complaint system training to review program requirements. While MD Labor has not
increased its number of staff who conduct outreach, the program is reviewed annually by
appropriate staff and supervisors in the AJCs. Personal interaction between the State Monitor
Advocate and local workforce staff helps to ensure that technical assistance is consistent and
updated as appropriate.
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With the advent of the use of virtual meetings, training is more readily available and can be
provided as needed. Outreach protocols and best practices are presented to outreach workers
and other staff, such as staff who administer business services. To increase awareness of
Human Trafficking and to help staff identify possible issues, training from the Federal DHS
website will be incorporated into the pre-season training.

Staff and the State Monitor Advocate review labor law posters annually and ensure that they
are posted in the places where MSFWs live and work. This seems to be the most effective
method for communicating rights regarding terms and conditions for employment. Staff also
visit places where H2A workers are employed, especially where field visits are conducted, to
ensure that workers have been given and understand the provisions found in their terms and
conditions for employment. New posters have also been provided to the AJCs by MD Labor’s
OFP.

During visits to agricultural worksites, Outreach Workers talk to MSFWs about farmworker
rights and explain the process for registering complaints with the Employment Service and
Employment-Related Law system, including assisting MSFWs in submitting complaints, as
requested. Outreach Workers are trained to identify apparent violations of housing and safety
regulations and can provide MSFWs with information on a range of support services. FLC staff
offer training to outreach staff so they will be prepared to conduct inspections of MSFW
housing, should it be required.

C. Increasing outreach staff training and awareness across core programs including the
Unemployment Insurance program and the training on identification of Ul eligibility
issues.

Outreach workers seek out opportunities to keep current with new trends in farming,
monitoring publications and newsletters related to agriculture, as well as networking through
outreach to various organizations at available public meetings. For example, the small local
publication, “Homegrown Frederick,” reports that local small distilleries, and microbreweries
are testing which grains grow best in Maryland. They are collaborating with local farmers to
supply their grains and to reduce possible risks of crop failures by identifying the best varieties
for local conditions.

Outreach training has been adapted to focus on the outreach workers role. The state provided
five training sessions with outreach workers to review the requirements for outreach and best
practices. Additionally, a handbook is being created for the outreach workers, the SMAremains
always available for ongoing guidance and assistance. The outreach document card is being
updated with additional information for distribution to the MSFW population.

MD Labor will seek connections with organizations that work with MSFW populations and
invite these organizations to partner on outreach efforts. Organizations will be invited and
encouraged to be part of AJC activities and training to ensure all partners have an awareness
of programs available to assist MSFW populations.

D. Providing State merit staff outreach workers professional development activities to
ensure they are able to provide high quality services to both jobseekers and employers

To ensure high quality services to both jobseekers and business, professional development
opportunities are currently available and advertised through regular communications from
Central Office administration. Under WIOA, through leveraging partnerships, new professional
development and training opportunities on topics relevant to all WIOA Partners will be
available to staff. To ensure a positive customer experience, when MSFWs are actively working
in the State, MD Labor’s outreach workers provide monthly reports to the State Monitor
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Advocate that assist in identifying professional development needs. Maryland’s State Monitor
Advocate is responsible for continuously reviewing state-wide agricultural activities and the
provision of labor exchange and training services to employers and employees within
agricultural communities.

Additionally, MD Labor provides workforce system-wide professional development to both
State staff and partner staff. While State staff receive a more comprehensive portfolio of
training options, system-wide training includes eLearning on the HUB. Training deployed via
the HUB includes modules on Title |, Title Il, Title Ill, Title IV, the Benchmarks of Success, GWDB,
Jobs for Veteran State Grant program. Modules planned for the future include SNAP E&T,
TANF, CSBG, Ul, Trade, and SCSEP.

E. Coordinating outreach efforts with NFJP grantees as well as with public and private
community service agencies and MSFW groups.

Coordinating with the National Farm Workers Jobs Program & Community Service Agencies
Telamon Corporation, Maryland's WIOA Title | Section 167 National Farm Workers Job Program
grantee, Telamon, is co-located with multiple WIOA agencies in the Salisbury AJC. The Job
Center and Telamon Corporation formalize their relationship via a Memoranda of
Understanding and Resource Sharing Agreement, which ensures MSFWSs receive the
appropriate level of assistance and identifies how resources will be shared, and contributions
will be made.

In a team approach, Telamon and MD Labor visit agricultural employers and MSFWs. Telamon
provides interpretation services to allow MD Labor to communicate with the MSFWs. MD
Labor offers job seeker services and referrals to supportive services. Telamon offers food bank
access, clothing, heat stress and pesticide training, ESOL training, and referrals to housing. The
Lower Shore Workforce Area provides the mobile one-stop to allow the MSFW's to access job
opportunities, and other resources available through MWE. The other workforce partners
provide literature about their services to the outreach team for distribution to the MSFWs and
are available for referrals.

Maryland coordinates with Telamon to provide outreach and services to farm workers in
Maryland. Telamon is co-located with the AJC in Salisbury, and provides interpretive services,
as needed for that office during outreach. They also provide training services to farm workers,
as requested by farmers and in coordination with outreach workers. Maryland is also working
with Telamon to expand outreach and services to MSFW dependents.

Maryland works with the Maryland Farm Bureau to better communicate information to a
number of farmers. The University of Maryland provides services and coordinates with the
State Monitor Advocate to better identify candidates for their assistance, such as youth mental
health services, and possible victims of human trafficking. Outreach workers and staff who
administer business services build relationships with employers of all types and seek out
opportunities to provide services. Maryland has also begun discussions with the Maryland
Department of Agriculture to develop partnerships to increase outreach outcomes by
partnering on visits and creating a seamless outreach approach.

5. Services provided to farmworkers and agricultural employers through the one-stop
delivery system. Describe the State agency's proposed strategies for:

(A) Providing the full range of employment and training services to the agricultural
community, both farmworkers and agricultural employers, through the one-stop delivery
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system. This includes:

(i) How career and training services required under WIOA Title | will be provided to MSFWs
through the one-stop centers;

All workers and employers in the agricultural field are able to access the same services that are
freely available to the public. Each of the State's AJCs is equipped with staff who provide a
variety of services for both jobseekers and employers. Staff stay current on available programs
and resources through staff meetings, trainings, and continuous information sharing. The full
range of services to the agricultural community is provided through Maryland’s AJC network.
The centers and staff provide services to jobseekers such as:

» Job search workshops and resources including internet access
» Reemployment services

* Veterans services

» Distribution of federal, State & local government information

» Career planning and training programs under WIOA Title |

= Accessto LM

» Bilingual assistance

» Complaint handling

There are multiple entry points to services, and Maryland subscribes to a “no wrong door”
philosophy for customer access to services. Weekly orientations, walk-ins, partner referrals,
ROW, and RESEA are typical entry points for new customers.

Customers learn about various career, individualized, and/or training services that may be
available to them. Customers also learn about LMI and the most effective way to begin their
job search. All customers receive instruction and staff assistance on registering in the MWE.

If customers express interest in or a need for individualized services, or a staff member
determines through interaction with the customer that individualized career services are the
right approach, customers are paired with a counselor to determine eligibility. Individuals who
desire to can begin the steps to determine edibility for Title | services. If necessary, AJC staff are
able toaccommodate individuals who are not able to attend the session in other ways. Referral
to AJC partners and community resources is discussed for barrier removal or support, as
appropriate and as needed.

MD Labor raises awareness of available services within the farm worker commmunity through
oral communication and distributing bilingual brochures specifically designed for this
community. Recognizing that many MSFWs may require English services, brochures provide
pictorial representations to ensure the message is effectively received.

Outreach to agricultural employers is conducted using a number of strategies. One effective
strategy has been through use of the Rural Services Coordinator who provides guidance and
technical assistance to local staff and works closely with individual agricultural employers
across the state. This relationship with agricultural employers assists the State agency to
provide a conduit to additional business services. The staff person works closely with the Rural
Service Coordinator to identify and assist new agricultural employers in the state.

(ii) How the State serves agricultural employers and how it intends to improve such
services.
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Maryland uses a regional business service approach. This strategy utilizes a team of business
professionals that are trained, flexible, and knowledgeable concerning all AJC programs. The
result is a decrease in employee fatigue and a complete resource to employers. Regional
business service staff are aware of the supply side of their region in working with agricultural
employers as well as the resources available within their region. Agricultural Employers may
utilize the MWE to advertise their available employment, allowing prospective employees to
apply for agricultural jobs.

Agricultural employers in Maryland are, increasingly, turning to the H2A Visa program to find
farm workers. During their quest for navigating the intricacies of the program, they turn to our
FLC team. This has helped foster a positive rapport between agricultural employers that has
led to a greater understanding of the benefits of outreach.

Staff who administer business services build relationships with agricultural employers to
determine their employee needs, and the skill sets of prospective recruits. Using this
information, job orders are created with the goal of more closely aligning the farmers’ needs
with job seekers. New outreach materials have been developed to provide information on
services available to business and job seekers in the AJCs. Yearly outreach training is provided
to the representatives so that they may better identify and serve the agricultural sector,
employers and employees. Commmunication between staff and the State Monitor Advocate will
ensure that farmworkers identified by the staff administering business services will be offered
any available services.
Maryland’s outreach staff have increased use of in-person contacts, networking events, local
office recruitment activities, job fairs,and community engagement events to improve services
to agricultural employers. Historically, these have not been employers targeted for activities
within the AJC. Integrating agricultural employers in this manner increases exposure to the
workforce system as well as creates new pipelines of talent to the employer. During unusual
situations, networking is conducted using technology, such as virtual meetings which allows
the Department to maintain relationships.

B. Marketing the employment service complaint system to farmworkers and other
farmworker advocacy groups.

Biannually, the State Monitor Advocate trains AJC staff on the Employment Service Complaint
System. AJC staff are equipped to market the Complaint System to jobseekers and customers.
The System is available through legal advocacy groups and other farmworker advocacy
organizations. Upon request, the State Monitor Advocate speaks at advocacy meetings to
highlight the System. MSFWs are advised of their right to file complaints during outreach visits.
There are also posters providing information about specific contacts with whom to file
complaints at AJCs. Additionally, the outreach workers, as well as the State Monitor Advocate
provide information on filing complaints, and all are made aware that they do not have to go
to an AJC to do so. Maryland does not have day-haul facilities. Advocacy groups are made
aware of the complaint system at joint meetings.

Maryland has an “Ayuda en Espafol” link on their Maryland Labor website. Through this email,
the State Monitor Advocate receives inquiries, including questions about jobs, licensing and
other labor related issues. Customers are offered complaint system services, when appropriate.
The State Monitor Advocate provides information on agencies that may be able to assist
MSFWs with challenges.

Maryland also participates in training provided by the Regional Monitor Advocate, as well as

the National Monitor Advocate. This provides opportunities to communicate with State
Monitor Advocates nationwide, which leads to the ability to help MSFWs wherever they are.
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Needs of workers can be identified locally, where help can be provided regardless of their
location.

C. Marketing the Agricultural Recruitment System for U.S. Workers (ARS) to agricultural
employers and how it intends to improve such publicity.

MD Labor markets the Agricultural Recruitment System to all agricultural employers to ensure
Maryland meets the regulatory requirements associated with FLC applications and serves the
full agricultural community. The majority of marketing for AJC services is accomplished by
outreach staff and staff administering business services. Additionally, MD Labor employs a full-
time Rural Services Coordinator who provides guidance and technical assistance to local staff
and works closely with individual agricultural employers across the State.

Outreach personnel and business representatives continually seek new opportunities to
market the Agricultural Recruitment System. The majority of marketing for AJC services is
accomplished through relationship building with the agricultural commmunity via in person
contacts, networking events, local office recruitment activities, job fairs and community
engagement events. Staff administering business services build relationships with agricultural
employers to determine their workforce needs and the skill sets of prospective recruits. Using
this information, job orders are created with the goal of more closely aligning the farmers’
needs with job seekers. New outreach materials have been developed to provide information
on services available to business and job seekers in the AJCs.

6. Other Requirements

A. Collaboration - Describe any collaborative agreements the State Workforce Agency
(SWA) has with other MSFW service providers including NFJP grantees and other service
providers. Describe how the SWA intends to build upon/increase collaboration with
existing partners and establish new partners over the next four years (including any
approximate timelines for establishing agreements or building upon existing
agreements).

Maryland is collaborating with Telamon, Maryland’s NFJP grantee, to increase its joint services
to eligible MSFWs and their dependents. We are working together to extend services provided
by the AJCs, and the NFJP office. With the use of new tools, such as remote meetings, we are
increasing the frequency of meetings and adding new partners, as appropriate. For example,
Salisbury University provides educational services to MSFWSs and their dependents. Telamon
has a dynamic youth services program which, with cooperation between our agencies, can
bridge initial assistance with longer term opportunities such as RAs and secondary education.

Historically, joint meetings between multiple partners have been conducted virtually. As
collaboration has progressed, there have been some in-person meetings between
representatives of multiple agencies. Maryland envisions that the increased partnership will
assist in identification and outreach to other partners, which, in turn, can lead to more
prospects for MSFW dependents. The increased partnership has allowed various participants
to identify multiple populations that can benefit from services, including farm workers. Part of
the discussions include opportunities to share training for outreach workers, as well as
identifying ways that the agencies can collaborate to better serve customers.

Maryland is utilizing its staff administering business services to increase communication with

employers and non- profit organizations that provide farm related services and employ local
workers to plant and harvest food which is then shared with families in need.
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The Salisbury Job Market, Tri-county Council, and Telamon Corporation have a formally
executed Memorandum of Understanding, which codifies the participation for provision of
services to the Agricultural Coommunity in that Local Area. Telamon has annually renewed its
partnership with the Job Corps program, which provides the majority of pesticide training
where needed across the State. The State Monitor Advocate and local staff attend periodic
meetings of agencies and partner organizations, which are known to provide services to
Maryland’s agricultural commmunity. It is intended that attendance and participation at such
meetings will build upon long-standing relationships and provide opportunities to forge new
partnerships to improve service delivery and commmunicate resources throughout agricultural
communities.

B. Review and Public Comment. In developing the AOP, the SWA must solicit information
and suggestions from NFJP grantees, other appropriate MSFW groups, public agencies,
agricultural employer organizations, and other interested organizations. In addition, at
least 45 calendar days before submitting its final AOP, the SWA must provide a proposed
plan to NFJP grantees, public agencies, agricultural employer organizations, and other
organizations expressing an interest and allow at least 30 days for review and comment.
The SWA must: 1) Consider any comments received in formulating its final proposed AOP;
2) Inform all commenting parties in writing whether their comments have been
incorporated and, if not, the reasons therefore; and 3) Transmit the comments and
recommendations received and its responses with the submission of the AOP.

The AOP must include a statement confirming NFJP grantees, other appropriate MSFW
groups, public agencies, agricultural employer organizations and other interested employer
organizations have been given an opportunity to comment on the AOP. Include the list of
organizations from which information and suggestions were solicited, any comments
received, and responses to those comments.

As a WIOA Combined State Plan partner, MSFW releases the AOP for review and public
comment via the State Plan’s review and public comment period. Maryland values the
feedback received during the WIOA Combined State Plan commment period, sending the plan
to its WIOA listserv of over 5000 individuals. The listserv contains partners of Maryland'’s
workforce system, including important stakeholders such as LWDB members, program
partners,and employers. Through this process, Maryland ensures that MSFW stakeholders and
partners have an opportunity to provide feedback on the plan.

Additionally, the AOP was sent to Telamon (Maryland’s NFJP Grantee) for commment. Telamon
has opted to provide no comments on Maryland's state plan at this time.

(C) Data Assessment. Review the previous four years Wagner-Peyser Act data reports on
performance. Note whether the State has been meeting its goals to provide MSFWs
quantitatively proportionate services as compared to non-MSFWs. If it has not met these
goals, explain why the State believes such goals were not met and how the State intends
to improve its provision of services in order to meet such goals.

Data assessment in Maryland continues to be challenging as the State continuously reports
low numbers of MSFWs in the MWE, which makes related quotients and ratios void of
meaning. The highest quarter showed 10 MSFWSs, though that number included many that
proved to be inaccurate after follow-up by staff. The system is updated and inaccurate
information on individuals is removed after being contacted by staff. Due to changes in
reporting, USDOL reports on the numbers of MSFWs appearing in the Agricultural System.
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MD Labor is committed to providing MSFWs quantitatively proportionate and qualitatively
equivalent services to the targeted population. To increase the number of customers
accessing AJC services, the State is commmitted to increasing outreach efforts and partnerships
developed, especially within areas where farm workers may live and work. By engaging
partners on a more regular basis to develop relationships with businesses and workers, MD
Labor can increase awareness of programs and services available. Creating partnerships with
community-based organizations to create a bridge to MSFWs will assist in developing trust
among the population. Maryland's challenge is the loss of farms as farmers retire, or leave
farming after closing due to climate challenges, and even the fluctuating market prices for
their goods.
Maryland continues outreach to all farm workers. All employment services are offered to the
farm workers as are available to any job seeker in an AJC, as well as follow-up services. The
seasonal farm workers in Maryland have not historically availed themselves of employment
services and resources. Each quarter, there are few self- identified farm workers. Staff reach
out to farm workers enrolled in the MWE to offer services. In many cases, it is determined they
are not farm workers and incorrectly checked the box during enrollment.

Outreach staff and local office management search the MWE for individuals self-identifying as
a farm worker. Contact is made via telephone to invite the farm worker to the center for
additional services. If it is determined that a customer does not meet the definition of a farm
worker, the designation is changed, and a case note entered describing why the change has
been made. If eligible under a different designation, staff makes referrals as appropriate.

In Maryland, we are seeing a decreasing number of customers identifying as farm workers in
the State seeking employment services. Individuals without a valid SSN may access self-
services in the AJCs through the MWE. They are not reported as part of performance.

(D) Assessment of progress. The plan must include an explanation of what was achieved
based on the previous AOP, what was not achieved and an explanation as to why the State
believes the goals were not achieved, and how the State intends to remedy the gaps of
achievement in the coming year.

Maryland continues to be challenged by the decline in agriculture and MSFWs across the
State. As stated earlier, while agriculture remains a multi-billion-dollar industry within the
State, the economic opportunity for the agricultural community continues to decline. This
decline requires constant re-evaluation of the resources that can be dedicated to services to
the agricultural community. Another concern is the aging population of farmers, farm workers,
and staff in Maryland. In spite of these challenges, Maryland believes that it continues to
provide exemplary services to its agricultural community.

Maryland has trained all AJC staff and partners on the MSFW and FLC programs. The State
Monitor Advocate and the Rural Services Coordinator provide refresher training in the spring
to all AJC staff as a reminder of the program and update on any changes. Also accomplished
per the plan, business staff has increased outreach to employers identified as agricultural
employers to provide services.

The number of traditional farms continue to decrease as aging farmers retire and their families
choose other careers. Outreach continues to smaller farms that are using alternate farming
models. These include using pick-your-own operations, employing individuals with disabilities,
expanding revenue streams by creating events such as special events, animal interaction
opportunities, and selling shares in farm products. Since the definition of farming includes
anyone who sells $1,000 of farm products, the smaller farms can easily qualify as farms.
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(E) State Monitor Advocate. The plan must contain a statement confirming the State
Monitor Advocate has reviewed and approved the AOP.

The State Monitor Advocate has reviewed AOP and was instrumental in its data collection and

composition. The State Monitor Advocate has approved the AOP.
Wagner-Peyser Assurances

The State Plan must include assurances that:

The State Plan must include

Include

1. The Wagner-Peyser Act Employment Service is co-located with one-stop centers,

(20 CFR 658.601).

or a plan and timeline has been developed to comply with this requirement within Yes
a reasonable amount of time (sec 121(e)(3));

2. If the State has significant MSFW one-stop centers, the State agency is complying

with the requirements under 20 CFR 653111, State Workforce Agency staffing Yes
requirements;

3. If a State Workforce Development Board, department, or agency administers

State laws for vocational rehabilitation of persons with disabilities, that board,
department, or agency cooperates with the agency that administers Wagner- Yes
Peyser Act services, Adult and Dislocated Worker programs and Youth Programs

under Title I; and

4. SWA officials:

1) Initiate the discontinuation of services;

2) Make the determination that services need to be discontinued;

3) Make the determination to reinstate services after the services have been

discontinued;

4) Approve corrective action plans;

5) Approve the removal of an employer’s clearance orders from interstate or

intrastate clearance if the employer was granted conditional access to ARS and did Yes
not come into compliance within 5 calendar days;

6) Enter into agreements with State and Federal enforcement agencies for
enforcement-agency staff to conduct field checks on the SWASs' behalf (if the SWA

so chooses); and

7) Decide whether to consent to the withdrawal of complaints if a party who

requested a hearing wishes to withdraw its request for hearing in writing before

the hearing.

5. The SWA has established and maintains a self-appraisal system for ES operations

to determine success in reaching goals and to correct deficiencies in performance Yes

Wagner-Peyser Program Performance Indicators
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Performance Indicators

PY 2024
Expected Level

PY 2024
Negotiated
Level

PY 2025
Expected Level

PY 2025
Negotiated
Level

Employment (Second

Quarter After Exit)

Quarter After Exit) 61.0 61.5
Employment (Fourth

Quarter After Exit) 61.0 615
Median Earnings (Second 6300.0 6400.0

Credential Attainment
Rate

Not Applicable

Not Applicable

Not Applicable

Not Applicable

Measurable Skill Gains

Not Applicable

Not Applicable

Not Applicable

Not Applicable

Effectiveness in Serving
Employers

Not Applicable!

Not Applicable!

Not Applicable!

Not Applicable!

"The Departments have not issued the final rule defining Effectiveness in Serving Employers.
As a result, states will not submit expected levels of performance for this indicator and the
Departments will not establish negotiated levels of performance for PYs 2024 and 2025.
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ADULT EDUCATION AND FAMILY LITERACY ACT PROGRAM

The Unified or Combined State Plan must include a description of the following as it
pertains to adult education and literacy programs and activities under title Il of WIOA, the
Adult Education and Family Literacy Act (AEFLA).

(a) Aligning of Content Standards

Describe how the eligible agency will, by July 1, 2016, align its content standards for adult
education with State-adopted challenging academic content standards, as adopted under
section T111(b)(1) of the Elementary and Secondary Education Act of 1965, as amended (20
U.S.C. 6311(b)(1)).

Maryland adopted the Career and College Readiness Standards for Adult Education to provide
a consistent and shared expectation across all adult education programs of the knowledge,
skills, and abilities needed to provide a seamless transition into post-secondary education and
the workforce and align with the K-12 Common Core State Standards implementation.

= MD Labor requires grant applicants to deliver instruction based on a comprehensive
curriculum that is clearly articulated with the CCR Standards for Adult Education and
the Maryland Content Standards for Adult ESL/ESOL and is "based on the most rigorous
research available and appropriate, including scientifically-valid research and effective
educational practice” (WIOA Sec. 231).

* |n addition to the CCR Standards for Adult Education and the Maryland Content
Standards for Adult ESL/ESOL, ESL Quality Program Standards, Professional Standards
for Teachers in Adult Education, Digital Literacy Framework, and Adult Education
Program Standards must be implemented in program delivery.

= All programs are monitored by the assigned MD Labor Adult Education Program
Specialist and the MD Labor Monitoring and Compliance Unit in order to determine
compliance with the standards and the extent to which progress is being made toward
achieving the stated goals and objectives. Both desk and onsite monitoring are used.

* MD Labor adopted three Adult Literacy Priorities and corresponding Focus Areas. One
of the priorities is Quality Instruction, the backbone of adult literacy programs, with a
corresponding Focus Area of Standards Alignment (CCR, etc.)

* Programs offering and delivering Integrated Education and Training (IET) must align
instruction with the CCR standards and integrate workforce preparation activities.

* MD Labor implemented the use of Proxy Hour Forms for instruction outside of the
classroom. The forms track audience, alignment to standards, reports available to
monitor proxy hours, and proxy hour type, including clock time, student mastery, and
teacher verification.

* Maryland’s Digital Literacy Framework for Adult Learners (2020) and its accompanying
Instructor Implementation Guide (2020), continue to structure and inform technology
instruction and digital integration for adult literacy and language acquisition across the
State. The Framework provides the scope and guidance to integrate the essential
elements and resources of digital literacy and to evaluate learner outcomes within the
existing legislation, standards, and frameworks of adult education.

b. Local Activities
Describe how the eligible agency will, using the considerations specified in section 231(e)
of WIOA and in accordance with 34 CFR 463 subpart C, fund each eligible provider to

establish or operate programs that provide any of the following adult education and
literacy activities identified in section 203 of WIOA, including programs that provide such
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activities concurrently. The Unified or Combined State Plan must include at a minimum
the scope, content, and organization of these local activities.

Adult Education and Literacy Activities (Section 203 of WIOA)

*= Adult education;

* Literacy;

=  Workplace adult education and literacy activities;
= Family literacy activities;

= English language acquisition activities;

= Integrated English literacy and civics education;

= Workforce preparation activities; or

* Integrated education and training that—

1. Provides adult education and literacy activities, concurrently and contextually
with both, workforce preparation activities, and workforce training for a
specific occupation or occupational cluster; and,

2. Is for the purpose of educational and career advancement.

Special Rule. Each eligible agency awarding a grant or contract under this section shall not
use any funds made available under this title for adult education and literacy activities for the
purpose of supporting or providing programs, services, or activities for individuals who are
under the age of 18 and are enrolled or required to be enrolled in secondary school under State
law, except that such agency may use such funds for such purpose if such programs, services,
or activities are related to family literacy activities. In providing family literacy activities under
this title, an eligible provider shall attempt to coordinate with programs and services that are
not assisted under this title prior to using funds for adult education and literacy activities under
this title for activities other than activities for eligible individuals.

The Maryland Department of Labor is the State agency that administers the Adult Education
and Literacy Program through WIOA. This work is done by the Division of Workforce
Development and Adult Learning, Office of Adult Education and Literacy Services (AELS). AELS
conducts the multi-year grant award process to fund WIOA Title Il programs. The office also
facilitates and leads all state leadership activities, including professional development,
program technical assistance, and programmatic and fiscal monitoring. AELS also assists local
providers in technical assistance to complete local program reports in accordance with
National Reporting System standards and prepares all state-level reports as required by the
US Department of Education.

Competitive Application Process

Muti-year grants are awarded on a competitive basis to eligible providers within the State. In
spring 2023, the State conducted an AEFLA competition in accordance with 34 CFR section
463 subpart C. A Request for Applications was released to start the competitive process to
award grants for a four-year period, from July 1, 2023, through June 30, 2027. The Request for
Applications was posted on the Department’s website and a press release announcing the RFA
was also released to promote direct and equitable access for eligible providers to obtain, apply
and compete for the WIOA Title Il funds. All eligible providers throughout the state had the
same grant announcement and process which was made public. Funding was awarded based
on jurisdictional need historical enrollment in programming that meets the goals of WIOA Title
Il and responses to the 13 considerations as required by WIOA . Successful grantees are
required to submit continuation applicants annually for each program year in the four-year
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cycle. While a part of the competitive application process, |IELCE (Section 243) funding is a
separate, optional application for which eligible agencies may apply.

The main application requires eligible providers to submit a cover page, application checklist,
determination of eligibility, demonstrated effectiveness, the thirteen considerations, family
literacy memorandum of understanding (if applying for family literacy funding), detailed
budget and assurances and certifications. Additional documents are required if the eligible
provider is seeking additional funds to provide services for the National External Diploma
Program and Integrated English Literacy and Civics Education/Integrated Education and
Training funding.

Applicants are required to respond to prompts outlining program delivery and instruction that
address the following 13 AEFLA funding considerations outlined in section 231(e) of WIOA:

Indicators of Regional Needs and Population Type
Serving Individuals with Disabilities
Program Competency and Past Effectiveness
Alignment with Local Workforce Plan
Program Intensity and Quality
Research Based Instructional Practices
Technology
Learning in Context/Integrated Education & Training for Transition
Quality of Staff and Professional Development
. Coordination with Other Education, Training, and Social Service Resources in the
Community
1. Flexible Scheduling and Coordination
12. Management Information Systems and Measurable Outcomes
13. English Language Acquisition and Civics Education

SOONOUAWN

Eligible providers who desired to apply for AEFLA funds to carry out the activities under
Sections 225, 231 and 243 must submit an application in response to the competitive Request
for Proposals. In the proposal, eligible providers must respond to the 13 considerations
documented in the application, demonstrate how the eligible provider will provide services
aligned with the Title that meets the needs of the target population of eligible individuals and
provide a comprehensive and aligned budget documenting how funds awarded will be spent
on allowable activities and expenditures.

The eligible provider must document in the proposal how the adult education and literacy
services are aligned with the local workforce plan, how concurrent enrollment will be
promoted and how the partner responsibilities to the American Job Center will occur.
Agreements with partners to deliver services under the Title must be clearly documented in
the proposal along with a submission of copies of agreements such as memorandums of
understanding the eligible provider will have with the partner organizations.

Within the proposal, how the eligible provider intends to meet the State's performance levels
must be clearly documented as well as how learner outcomes and data will be collected, and
the performance indicators will be reported to the State.

The grant applications are forwarded to the appropriate Local Workforce Development Board
for review. The Local Workforce Development Board was asked to review the WIOA Title Il
application(s) to determine whether the proposed activities are consistent with the Local
Workforce Development plan in accordance with WIOA Section 107(d)(11)(B)(i)(l) and 34 CFR §
463.21(b)(1) . If the application is not aligned, the LWB must provide comments of why the
application is not aligned.
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Grantees will serve eligible individuals, defined as (1) having attained 18 years of age (Note:
Maryland Compulsory Attendance Law requires learners to be enrolled in school until age 18.
Grant funds may only serve learners above these age limits.); (2) are not enrolled or required to
be enrolled in secondary school under State law; and (3) are unable to compute or solve
problems, or read, write or speak English at a level necessary to function on the job, in the
individual's family, or in society; Do not have a secondary school diploma or its recognized
equivalent, and have not achieved an equivalent level of education; or are an English language
learner.

Eligible providers must prove their past effectiveness in basic skills and/or English language
acquisition instruction, as well as supporting students in transitioning to post-secondary
education or career training by submitting documented evidence of demonstrated
effectiveness of improving learners' literacy outcomes, specifically eligible individuals who are
basic skills deficient in mathematics, reading, writing and English literacy. In addition, the
eligible provider must provide evidence of success in achieving outcomes for participants
related to employment, attainment of a high school diploma or equivalent and transition of
postsecondary education and training.

Eligible provider types include: Local education agencies, community-based organizations or
faith-based organizations, volunteer literacy organizations, institution of higher education,
public or private nonprofit agencies, libraries, public housing authorities, nonprofit institutions
that have the ability to provide literacy services to adults and families, consortia of agencies,
organizations, institutions, libraries, or authorities described above, or partnerships between
an employer and an entity described above.

Scope and Content of Programming

Through the application process and the guidance and technical assistance of the AELS team,
Maryland ensure that:

» Adult basic education classes provide instruction for adults with low basic skills and low
educational attainment, and help the most vulnerable adults gain access to the
services they need;

» Adult secondary education instruction assists students functioning at the adult
secondary education level to prepare for a high school diploma through the GED® or
the National External Diploma Program® and transition to postsecondary education
and employment;

= English language acquisition services assist eligible participants to achieve
competence in reading, writing, speaking and comprehension of the English language,
as well as the math skills needed to attain a high school credential and successfully
transition to postsecondary education and employment;

= All educational programming incorporates evidence-based practices, including the
essential components of reading instruction;

* [Instruction is contextualized with the needs of adult learners as they progress along a
career pathway, providing the support participants need to achieve their educational
and employment goals. This includes career pathways development and
contextualized and concurrent instruction through Integrated Education and Training
cohorts.

Workplace Adult Education and Literacy Activities
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Workplace literacy programs, offered by eligible providers in collaboration with employers or
employee organizations, provide opportunities for incumbent workers to strengthen their
basic skills development, contextualized to the particular needs of their own employment.
Workplace literacy activities give students the tools to perform on their jobs at a higher level
while also accessing basic skills development to meet their own educational goals, such as
obtaining and high school diploma or improving their English proficiency. Partnerships with
local Workforce Development Boards and American Job Centers are instrumental in assisting
Title Il providers in developing these employer partnerships.

Family Literacy Activities

Family literacy activities are those activities designed to take a collaborative two-generation
approach to improving economic opportunity for Maryland families. In this model, integration
between traditional adult literacy activities for parents and age-appropriate education to
prepare children for success in school and in life is paramount. This includes the incorporation
of interactive literacy activities between parents and their children, as well as training for
parents on how to be the primary teacher for their children and full partners in their
educational development.

English Language Acquisition Activities

English Language Acquisition Activities provide immigrants and English learners in improving
reading, writing, speaking and comprehension and mathematics skills. In addition, ELA
activities support the understanding of the American system of government, individual
freedoms, and the responsibilities of citizenship. ELA activities are often contextualized to a
student’s individual educational and career pathway. Instruction utilizes Maryland ESOL
Content Standards, as well as College and Career Readiness Standards.

Integrated English Literacy and Civics Education

Maryland awards Section 243 funding grants to eligible providers to carry out IELCE instruction
through the competitive application process. English learners continue to be a growing
segment of Maryland'’s adult education population, and demand for coursework that supports
the career needs of this population grows every year. Maryland’'s ESOL Content Standards and
taught concurrently with instruction on the rights and responsibilities of citizenship and civic
participation, understanding American systems of government, education, healthcare, etc.
and participation in the workforce. All programs providing IELCE instruction are required to
have Integrated Education and Training cohorts available to eligible learners to continue their
integrated pathway to a career.

Workforce Preparation Activities

Workforce Preparation Activities are those skills and competencies that apply to both the
workplace as well as to an individual's own life, namely critical thinking, digital skills, self-
management, working with others, and the understanding of information and systems. The
integration of these basic academic skills are necessary for a student to be successful in a
training program and on the job site itself. In Maryland, Workforce Preparation Activities are a
required component of an Integrated Education and Training Programs, delivered
concurrently and contextually with adult literacy and workforce training.

Integrated Education and Training

MARYLAND STATEWIDE WORKFORCE DEVELOPMENT PLAN DECEMBER 2024



Integrated Education and Training (IET) is a service approach that provides adult education
and literacy activities concurrently and contextually with workforce preparation activities and
workforce training for a specific occupation or occupational cluster for the purpose of
educational and career advancement. While not required, most IET courses in Maryland are
offered through providers that offer WIOA 243 IELCE/IET (Section 243 funding). There are three
components to IET:

» Adult education and literacy activities offered concurrently and contextually with;
=  Workforce preparation activities, and
»  Workforce training

Local programs that seek to provide IET as part of their service delivery have to conduct
significant research and planning into the needs of the local workforce area, as well as the
career goals of their adult learners. Title Il providers are encouraged to work in collaboration
with their local workforce development board and their local American Job Center/Title | &Il
providers to develop IETs that serve in-demand industries that meet the goals of students.

Some providers also offer IET to General Educational Development (GED) participants (Adult
Basic Education participants who are English speakers). Specialized technical assistance and
Communities of Practice to support this program type are provided by AELS throughout each
program year.

Special Rule

Each eligible agency awarded a grant or contract under this section shall not use any funds
made available under this title for adult education and literacy activities for the purpose of
supporting or providing programs, services, or activities for individuals who are under the age
of 18 and are enrolled or required to be enrolled in secondary school under State law, except
that such agency may use such funds for such purpose if such programs, services, or activities
are related to family literacy activities. In providing family literacy activities under this title, an
eligible provider shall attempt to coordinate with programs and services that are not assisted
under this title prior to using funds for adult education and literacy activities under this title for
activities other than activities for eligible individuals.

c. Corrections Education and other Education of Institutionalized Individuals. Describe
how the State will establish and operate programs under section 225 of WIOA for
corrections education and education of other institutionalized individuals, including how
it will fund, in accordance with the requirements of title Il, subtitle C, any of the following
academic programs for:

*» Adult education and literacy activities;

» Special education, as determined by the eligible agency;

» Secondary school credit;

* Integrated education and training;

= Career pathways;

= Concurrent enrollment;

= Peer tutoring; and

* Transition to reentry initiatives and other post release services with the goal of
reducing recidivism.

Each eligible agency using funds provided under Programs for Corrections Education and
Other Institutionalized Individuals to carry out a program for criminal offenders within a
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correctional institution must give priority to serving individuals who are likely to leave the
correctional institution within 5 years of participation in the program.

The Maryland Correctional Education program provides incarcerated individuals with high
quality services that facilitate successful transition into Maryland's workforce and
communities. Correctional Education provides academic, library, occupational, CTE training
programs, and transitional services to incarcerated students in State correctional institutions.
The academic program includes Adult Basic Education, GED® Preparation, Special Education,
and English for Speakers of Other Languages. The Library Services program provides
informational, research, and recreational reading services. Transitional classes include life
skills, financial literacy, introduction to computers, employment readiness and workforce
development, and career exploration. Specific attention is given to academic and transitional
students who are under 21 years of age to address their unique needs. Correctional Education
prepares incarcerated students to become responsible members of their communities.

Instruction is delivered in 17 state prisons and pre-release centers through the Maryland
Correctional Education Program, in partnership with the Maryland DPSCS. Funded programs
will deliver academic instruction in adult basic education, adult secondary education, and
English language acquisition for incarcerated individuals to provide the resources and tools
needed for transition to post-secondary education and training opportunities and
unsubsidized employment. Once students obtain their High School Diploma, then they may
be able to participate in additional Correctional Education, such as occupational training and
CTE.

The need for Correctional Education in Maryland is well documented. The average reading
level of the 18,500 incarcerated individuals currently in the Maryland State prison system is
between the 5th and 8th grade. Correctional Education provides a comprehensive education
program designed to meet the needs of students at all educational levels.

Pursuant to COMAR 09.37.02, education for certain incarcerated individuals is a requirement.
Within the State prisons, students with more than 18 months to serve on their sentence are
required to participate in Adult Education classes for a minimum of 240 days if they do not
have a high school diploma, unless they are exempt due to a medical, developmental, or
learning disability.

Special Education is available for eligible students under the age of 21, supported by an inter-
agency partnership. After earning a High School Diploma, several CTE or occupational
programs and transition offerings are available.

Maryland ensures direct and equitable access to correctional education services by providing
these services internally across all state correctional facilities. Education being mandatory for
incarcerated individuals without a high school diploma or equivalent ensures that every
eligible individual has access to educational opportunities regardless of their location or
personal circumstances. The MD Labor Correctional Education Program submits a proposal in
response to the multi-year AEFLA competitive request for proposals. The funds are competed
in accordance with 34 CFR Section 463 Subpart C. The main application for the 231 funds
requires the eligible providers to submit a cover page, application checklist, determination of
eligibility, demonstrated effectiveness, the thirteen considerations, a detailed budget and
assurances and certifications.

In the proposal, Correctional Education responds to the 13 considerations demonstrating the
degree to which CE is responsive to the needs of low literacy level learners, English language
learners and learners with disabilities in the state correctional facilities and the programs
ability to effectively serve the population. The applicant for AEFLA funds to establish and
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operate a correctional education program must demonstrate past effectiveness in basic skills
and/or English language acquisition instruction, as well as supporting students in transitioning
to available post-secondary education or career training in the institutions by submitting
documented evidence of past effectiveness of improving learners’ literacy outcomes,
specifically eligible individuals who are basic skills deficient, including evidence of success in
achieving outcomes for participants related to employment opportunities in the institutions,
attainment of a high school diploma or the equivalent and transition to available
postsecondary education and training. This is supported by sufficient funding, including Title
Il funds, allocated by the state to meet this mandate.

Maryland evaluates the effectiveness of its correctional education programs through the
Measuring For Results (MFR) system. This system tracks key data points, including GEDs
earned, occupational programs completed, transition programs completed, educational
functioning level gains, and the number of students served. This data is reviewed and updated
annually at the end of each fiscal year.

The Correctional Education Council (CEC) provides oversight for Maryland's correctional
education programs. This council, comprising key stakeholders and co-chaired by the
Maryland Department of Public Safety and Correctional Services (DPSCS), reviews program
proposals and outcomes to ensure they meet state goals and address the needs of the
incarcerated population. The council's review process ensures programs are aligned with best
practices and state priorities.

Although Maryland's correctional education services are provided internally, Labor ensures
standardized processes for any internal program development and funding allocations. New
programs are first internally suggested, composed of identified key performance indicators,
evaluation criteria, implementation timeline, and a detailed budget. The proposal is then
considered among other Labor priorities and funding is determined based on the projected
return. These proposals are then provided for review by the CEC to address proposals publicly
and identify any additional funding that may come from DPSCS.

In addition to the maximum amount funds allowable under this Title for administrative
activities, the state allocates funds to cover local administrative costs associated with
implementing and managing educational programs. This includes expenses for personnel,
materials, and training necessary to run the programs effectively.

Labor follows a standard Request for Proposals (RFP) process to work with outside partners
when necessary. This process involves publicly announcing opportunities, outlining clear and
consistent criteria for proposals, and evaluating submissions based on predefined public
criteria to ensure transparency, fairness, and compliance with federal regulations.

Offenders are eligible for Correctional Education occupational programs or advanced
education once they have earned their High School Diploma. Programs are designed to
reduce recidivism by supporting incarcerated individuals’ access to career pathway
opportunities through innovative approaches that support academic achievement and
transition to post-secondary training.

In FY22, Labor was chosen to receive a technical assistance grant from OCTAE to develop an
[ET program at two schools within the State prisons. The IETs were created to combine both
Academic and CTE training to inmates without a High School Diploma. The two schools,
located within the Maryland Correctional Institution for Women and the Maryland Correctional
Training Center — The Hill, provide men and women with training in either Hospitality or
Manufacturing to succeed upon release. Upon successful completion of approved
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occupational programs, graduates are eligible for additional diminution credits pending
DPSCS review.

Labor, in collaboration with the DPSCS, successfully piloted the use of 87 electronic tablets in
academic courses at eight State prisons from 2016-2020. The tablets provide incarcerated
individuals with secure, monitored access to digital education, rehabilitation, and job training
and placement resources in a controlled network environment. These tablets are used to
supplement and differentiate instruction.

In 2021, Labor procured an additional 400 tablets and upgraded the original 87 devices. In 2022,
236 more tablets were added to the transitional/reentry program, increasing the total to 723
tablets in the CE program. To date, all of the schools have received tablet training and have
been outfitted with tablets.

Incarcerated individuals with a High School Diploma may also participate in pre-
apprenticeships and nationally recognized non-union RAs. Maryland's intensive pre-release
transition program, in partnership with DPSCS and MSDE's Neglected and Delinquent Grant,
prepares individuals for life outside of the institution and provides job readiness in
collaboration with workforce partners.

Correctional Education's Occupational Program also includes the oversight of the Joint Skills
Training Partnership (JSTP) Program. This program is a collaborative effort between Labor's
Correctional Education staff and various DPSCS staff members. The program documents on-
the-job training for inmates who are near release and hold jobs in various departments within
Maryland correctional facilities. These departments range from the Dietary, Maintenance,
Library Services, and Education. Although incarcerated individuals must acquire specific skills
to be successful in these roles, they often fail to recognize that these skills are valuable assets
toward finding employment post-release. Labor staff trains DPSCS staff, recruits participants,
and works with both Occupational and Transitional staff to educate staff and students about
the connection between employment during incarceration and how it connects to lucrative
career opportunities upon release.

During the 2022-2023 school year, the Correctional Education Transition Program curriculum
is offered at 14 sites by nine instructors with 1,164 participants successfully completing courses
during FY 2023.

The following courses are currently offered in the Transition Program:

» Personal Assessment and Career Exploration
*  Employment Readiness Workshop;

= Financial Literacy;

= Health and Nutrition;

= Parenting;

» Introduction to Computers;

= Basic Keyboarding;

=  Success at Work;

=  Workshop Participation;

» Transition Planning for Under 21 Students;

» Life Skills for Reentry

= |nternet Job Search; and,

= Reentry and Employment Resource Skills Training.
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MD Labor's Office of Correctional Education-Transition and OWD collaborate to ensure CE
students have information about how to access employment services offered at the AJCs.
Labor hired twelve Reentry Navigators using WIOA Governor Set-Aside Funds, based at the
AJCs throughout Maryland, to provide inmates with resources behind the fence. This service
provides ex-offenders with a familiar point of contact once released to support their transition
to employment. OWD oversees the Reentry Navigators.

d. Integrated English Literacy and Civics Education Program.

Describe how the eligible agency will, using the considerations specified in section 231(e)
of WIOA and in accordance with 34 CFR 463 subpart C, fund eligible providers to establish
or operate Integrated English Literacy and Civics Education (IELCE) programs under
section 243 of WIOA. Describe how adult English language learners, including
professionals with degrees and credentials in their native countries, are served in IELCE
programs.

Describe how the Integrated English Literacy and Civics Education program under section
243(a) of WIOA will be offered in combination with integrated education and training
activities found in 34 CFR section 463.36.

Describe how the Integrated English Literacy and Civics Education program under section
243(a) of WIOA will include instruction in literacy and English language acquisition and
instruction on the rights and responsibilities of citizenship and civic participation.

Describe how the Integrated English Literacy and Civics Education program under section
243(a) of WIOA will be designed to prepare adults who are English language learners for,
and place such adults in, unsubsidized employment in in-demand industries and
occupations that lead to economic self-sufficiency.

Describe how the Integrated English Literacy and Civics Education program under section
243(a) of WIOA will be designed to integrate with the local workforce development
system and its functions to carry out the activities of the program.

The IELCE Program under Section 243 of WIOA is included in the competitive application
process for AEFLA funding and the IELCE funds are competed in according with 34 CFR
section 463 subpart C. The IELCE information, application instructions and application
were posted on the Department’s website and a press release announcing the RFA was also
released to promote direct and equitable access for eligible providers to obtain, apply and
compete for the WIOA Title Il funds. All eligible providers throughout the state had the same
grant announcement and process which was made public. All eligible providers were able to
apply for the IELCE funds.

Section 243 funds are a separate application that is in addition to the main AEFLA competitive
grant application. As such, any provider that wishes to use 243 funds to deliver IELCE/IET
activities is required to also apply for the full AEFLA grant funding. However, local programs
that complete the main competitive application are not required to also apply for 243 funds.

Eligible providers who desired to apply for IELCE funds as part of the AEFLA applicationto carry
out the activities under Sections 243 must submit the IELCE application in conjunction with
the main AEFLA competitive Request for Proposals. The AEFLA proposal, as stated previously,
requires all agencies to demonstrate past effectiveness in serving adult learners, which also
applies here for their IELCE (Section 243) application. In the IELCE proposal, eligible providers
must respond to the following prompts:
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» |n describing how the IELCE program will be delivered in combination with IET,
describe how the specific occupation or occupational cluster has been chosen such
that it aligns with the Local Workforce Plan. Use data to support. And how will
participants access and participate in the IET?

= Describe how the contextualized academic skills, workforce preparation and workforce
training of the IET will be of sufficient intensity and duration as well as having a single
set of learning objectives.

» Explain how the delivery of services will allow participants to achieve competency in
the English language and acquire the basic and more advanced skills needed to
function more effectively.

» Describe how the civic education component of IELCE will be offered to participants.
How will participants engage in activities and lessons that increase their awareness of
rights and responsibilities of citizenship, civic participation and U.S history and
government?

» Describe how the program plans to use technology to facilitate lessons and activities.

= How will technology be used to help prepare participants for the desired educational
and occupational outcomes?

= Describe how your IET(s) will coordinate with the local workforce development system
and/or Labor Market Information (LMI). How will this affect the IET choice, be the first
step in a career pathway and lead to recognized industry credentials?

» Describe how the IET aligns with the intended outcomes to area employer’s needs.

= Describe how the program will fund the IET. What is the driving force behind the choice
and who will provide the resources or funding?

» Describe the program strategy for participant recruitment and planning for
sustainability for the program year. How will the program identify eligible participants
for the IELCE/IET program? What barrier removal support services will the program
provide? Who will provide the support services?

In addition to the IELCE narrative, applicants must provide a comprehensive and aligned
budget documenting how funds awarded will be spent on allowable IELCE activities and
expenditures.

The eligible provider must document in the proposal how the IELCE adult education and
literacy services are aligned with the local workforce plan, how concurrent enrollment will be
promoted and how the partner responsibilities to the American Job Center will occur.
Agreements with partners to deliver |IELCE services under the Title must be clearly
documented in the proposal along with a submission of copies of agreements such as
memorandums of understanding the eligible provider will have with the partner
organizations.

The applicant must document how the eligible provider intends to meet the State's
performance levels must be clearly documented as well as how learner outcomes and data
will be collected, and the performance indicators will be reported to the State.

The IELCE application is also forwarded to the appropriate Local Workforce Development
Board for review along with the applicant's main AEFLA . The Local Workforce Development
Board was asked to review the WIOA Title Il application(s) to determine whether the proposed
activities are consistent with the Local Workforce Development plan.

In addition to outlining issues around funding, technology integration, and learner
recruitment, the IELCE application narrative requires applicants to address the following:

» Describe how the specific occupation or occupational cluster has been chosen such
that it aligns with your WIOA Local Workforce Development Plan.
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= Describe how IELCE participants will access and participate in the |ET.

= Describe how the contextualized academic skills, workforce preparation, and workforce
training of the IET will be of sufficient intensity and duration and has a single set of
learning objectives.

» Explain how the delivery of services will allow adults to achieve competency in the
English language and acquire the basic and more advanced skills needed to function
more effectively.

» Describe how the civics education component of IELCE will be offered to participants.
How will participants engage in activities and lessons that increase their awareness of
rights and responsibilities of citizenship and civic participation, and U.S. History and
Government?

» How local and State Labor Market Information (LMI) and employer needs will affect the
IET choice, be the first step in a career pathway, and lead to recognized credentials?

The awarding of IELCE funds is contingent upon a successful awarding of the main AEFLA
grant through the competitive application process. Amounts are awarded based on
jurisdictional need, past performance, and cost of cohort training planned. While providers are
allowed to utilize 243 funds to pay for workforce training, they are strongly encouraged to
develop local partnerships and leverage other resources when possible, to defray these
costs. Eligible providers whose |IELCE proposals are accepted and funded may expend no less
than 95 percent of the AEFLA funds to carry out the adult education and literacy service
activities under the Title. Providers may use the remaining IELCE funds for planning,
administration, American Job Center infrastructure costs, local workforce plan alignment
activities, contribute to establishing performance accountability measures and professional
development. The State does provide funds to eligible providers to offset some local
administrative costs that may be used for professional development and approved provider
administrative staff positions.

Maryland is fortunate to have a wealth of English learners emigrating to our State that already
possess advanced degrees, certifications, and skills training from their countries of origin. The
Maryland Department of Labor New American Initiatives Coordinator, in collaboration with the
Maryland Office of Refugees and Asylees (MORA), organizes the Maryland Skilled Immigrant
Task Force. This task force holds monthly meetings of skilled immigrant stakeholder groups,
including Title Il providers. This group also publishes career guides for skilled immigrants in a
variety of career clusters and provides a forum for the sharing of best practices in serving this
population. Our Adult education providers utilize this resource for guidance and best practices
in serving the skilled immigrant population in Maryland.

e. State Leadership. Describe how the State will use the funds to carry out the required
State Leadership activities under section 223 of WIOA.

Section 223 of WIOA outlines four required state leadership activities, which are detailed below.
Alignment of adult education and literacy activities with other core programs and one-stop
partners to implement strategies identified in the unified or combined State plan.

Maryland’s Title Il services, as overseen by MD Labor DWDAL, have an equal seat at the
workforce development table statewide. The State Director of Adult Educationis a full member
of the GWDB, and all local areas have Title Il representation on their LWDBs. Title Il has
representation on all applicable state initiatives around workforce development, including in
workforce policy planning and participation in state training initiatives.

All local Title Il grantees are required to align instruction and services to the goals of the LWDBs
and WIOA local plans and must report on these efforts continuously throughout the
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program. LWDBs also review Title |l grantee applications to ensure alignment with their local
goals and needs, as well as to provide formal feedback on any suggested change in
alignment. The State provides technical assistance to Title || grantees when negotiating local
resource sharing agreements, and State AELS staff will spend time in the field working with
local grantees to improve collaboration with local workforce areas. The successful Career
Pathways Connections for Adult Learners Initiative united Title | and Il practitioners in the field
to develop collaborative pathways to careers for our learners. Local areas that have
participated in the program have developed especially strong working relationships that have
been sustained long after the completion of the initiative.

In addition to general policy initiatives, Title Il has taken a lead role in specific policy initiatives,
such as the annual Basic Education Skills and English Language Assessments Policy and
manual, which outlines NRS-approved assessments for Maryland and guidelines for each, as
well as the MSG policy, which codified recent allowances in MSG attainment from the USDOE
and USDOL and provided a consistent framework to be used across all four WIOA Titles in
Maryland.

Establish or operate high quality professional development programs to improve adult
education instruction including:

* incorporating essential components of reading instruction

» instruction related to specific needs of adult learners

» instruction provided by volunteers or other personnel

= dissemination of information about models and promising practices

High quality professional development programs are vital to ensuring that Maryland’s adult
learners obtain the best instruction possible. To improve the instruction provided pursuant to
the four required areas of instruction, Maryland’s AELS provides the following services:

= Alllocal programs complete an annual professional development plan, in line with the
four required components in the state required activities, organized into three
Maryland focus areas: Quality Instruction, Learner Persistence, and Educational
Access. All instructors, regardless of full or part-time status are required to complete a
minimum of 10 hours of professional development per year. A vast majority of
instructors complete considerably more than 10 hours.

* |n addition to training and technical assistance provided to local program staff, AELS
members also provide professional development opportunities directly to local
instructors on a monthly basis, on a range of topics that support the three focus areas
and serve as a supplement to local professional development efforts.

» The AELS office also coordinates a week-long Virtual Training Institute twice a year for
all Maryland practitioners. What was created as a necessity during the COVID-19
pandemic has turned into a well attended series of webinars on various topics,
including instructional strategies, program management, and wraparound services for
learners. Sessions are presented by both AELS State staff, as well as by practitioners in
the field in Maryland and in other states as well. These training sessions are then
archived on the AELS YouTube channel, where local providers can utilize these sessions
in their own LMS and local professional development plans.

» Conducts quarterly Communities of Practice (CoP) for specific leadership roles in local
programs, which provide position-specific guidance and training. These CoPs, led by
the State office with input and significant participation from local providers, serve as
training opportunities, a platform for technical assistance, and a forum for the sharing
of best practices to improve student service delivery, instruction, and promotion. The
CoPs are as follows:
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Program Administrator CoP

Instructional Specialist CoP

Intake and Assessment Specialist CoP

Management Information Systems Specialist CoP

Transition Specialist CoP

Family Literacy CoP

IELCE/IET CoP

National External Diploma Program CoP

» The CLO, a position with the DWDAL, serves as a source of professional development
and training on the wide scope of WIOA, having created and delivered in-depth
sessions on understanding all aspects of WIOA, as well as other pertinent training
sessions on areas of interest to the entire workforce system in Maryland.

O O O O O O 0 O

Provision of technical assistance to local providers receiving funds including:

e Development and dissemination of instructional and programmatic practices based
on best available research in reading, writing, speaking, mathematics, English
language acquisition, distance education, and staff training

e Role of local providers as one-stop partners

e Assistance in use of technology including staff training and improving efficiencies

Robust and readily available technical assistance is a core service of the AELS Office. In
addition to the documentation available to local providers via the competitive and
continuation applications, AELS coordinates Quarterly Community of Practice
meetings. These gatherings allow similar positions at local programs across the state to meet,
ask questions, and get guidance from the State on issues that are pertinent to their needs. The
local Program Administrators also participate in their own CoP, as well as quarterly meetings
for all members of the local leadership teams to meet together and hear guidance from the
State at the same time. All of these CoP meetings are recorded and made available for
reference at a later date for local programs.

When appropriate, the partnerships between AJC and local Title Il providers are emphasized
to meet the needs of our adult learners. Technical assistance on these partnerships are shared
at appropriate CoPs (especially the Transition Specialist CoP), the Virtual Training Institute, and
in one-on-one technical assistance when programs are developing Integrated Education and
Training cohorts or negotiating resource sharing agreements. The State also utilizes the CLO
position to provide training on the functions of each core partner and how to utilize services
between partners. This is supplemented by the WIOA State Training Series that is available
through Maryland’s “The Hub”, which houses a series of online trainings outlining all partners
and programming of WIOA and the workforce system in Maryland.

Monitoring and evaluation of the quality of, and improvement in, adult education.

Monitoring and evaluation is paramount to ensuring the quality of programming and to
determine where to place improvement efforts. To that end, Maryland utilizes the LACES
database for the entry and tracking of student demographic and assessment data, as well as
pertinent information on staff, instructors, and classes. Each grantee is required to appoint a
Management Information Systems Specialist (MIS) to be the point person for the program on
all data needs and to assist the local leadership team in data analysis. Guidelines on data usage
and tracking are made available through the grant application and assurances, as well as
disseminated at data trainings and through the MIS Community of Practice meetings every
quarter.
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Regular monitoring of program efforts is conducted through quarterly data checks, mid and
end-of-year reporting, and program site visits by the assigned Adult Education Program
Specialist on the AELS team. Site visits are supplemented by desk monitoring and virtual
grantee team meetings. Through these efforts, regular lines of communication are kept open
between the State and local teams to increase transparency and lead program improvement
efforts.

The MD Labor Monitoring and Compliance Team leads annual enrollment verification and
fiscal monitoring efforts. Enrollment verification matches student data and assessment
information entered into LACES against local program records and reports to the State any
suggestions for improvements. Fiscal monitoring verifies that programs are spending funds
correctly and verifiably, in line with program guidelines. When necessary, these monitoring'’s
can lead to the requirement of Program Improvement Plans that are closely monitored by the
AELS team for compliance.

Finally, program improvement starts locally. Therefore, all programs receive training on how
to read, interpret, and analyze their own data and data trends on a regular basis. This
empowers programs to determine where they have areas for improvement and utilize the
Community of Practice meeting structure to obtain advice and support from the entire State
to drive program growth and improvement. In addition to State efforts, the AELS office also
offers technical assistance for programs to create their own internal program improvement
plans and activities that align with both their adult education goals and their local institutional
goals.

Describe how the State will use the funds to carry out permissible State Leadership
Activities under section 223 of WIOA, if applicable.

The State will carry out several State Leadership Activities that are permissible under section
223 of WIOA.

The development and implementation of technology applications, translation
technology or distance education including professional development to support the use
of instructional technology.

Since the COVID-19 Pandemic, synchronous and asynchronous online and hybrid instruction
is fully integrated into the service delivery model of all local programs. To that end, Maryland
provides local Instructional Specialist staff with the needed training and technical assistance
to support this learning modality. In addition, AELS created the Maryland Digital Literacy
Framework for Adult Learners Guide, which seeks to streamline legislation, standards,
competencies, and frameworks used in adult education that emphasize the usage and
incorporation of technology in the classroom. The Framework identifies seven interconnected,
essential elements of a digitally literate adult learner. Within each element, instructors are
provided with a definition, guiding questions, and situational examples of how to incorporate
these digital skills in the adult literacy classroom. In addition to the Guide, the Digital Literacy
Framework Learning Modules provide online, self-paced courses for instructors for additional
development of these elements and assist them in using class time to develop the digital
literacy skills students need to be successful in the classroom and in their lives.

In addition to digital literacy efforts in the classroom, AELS also implements Virtual Training
Institutes, which provide virtual training for instructors and adult education practitioners on
various topics that seek to improve instruction and delivery of services. Approximately 700
participants take advantage of these virtual conferences twice per year.

Content and Models for Integrated Education and Training and Career Pathways
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In an effort to strengthen career pathways implementation in Maryland, MD Labor launched
our Career Pathways Program, which awarded up to $250,000 per jurisdiction to increase
WIOA Title Il learner access to Title | training and career opportunities while addressing the
needs of local businesses between 2018 and 2021. Over 190 adult learners were served in
various areas, including healthcare, apartment maintenance, and diesel mechanics.

In addition to the career outcomes of the learners, the program culminated in the creation of
Career Pathways Connections for Adult Learnersin 2022, a guide that addresses the persistent
challenge of connecting Title | and Title Il clients to co-enroliment opportunities, as well as the
benefits of utilizing the services of both programs to empower adult learners to advance in
their careers. This guide outlined the best practices learned and a roadmap to sustainable
implementation across the State. Since then, local areas have established strong partnerships
between agencies and meet participants where they are, as recommended by the report. One
standout jurisdiction was Howard County, in which two separate Title Il providers formed a
long-lasting partnership with the local AJC to serve the needs of English learners in their
jurisdiction. The local partnership in Howard County has continued beyond the end of the
grant, with its success being touted nationally at the EARN Economic Integration webinar and
in a training at the 2023 National Association of State Directors of Adult Education. AELS
continues to develop the lessons learned from this demonstration project through targeted
training and professional development, especially in the work of the Transition Specialist
Community of Practice.

Integration of literacy and English language instruction with occupational skill training,
including promoting linkages with employers

The IELCE program, an optional component of Adult Education funding in Maryland, seeks to
provide immigrants and other English learners with the occupational skills training they need
to be successful along their career pathway. |IELCE courses, as part of a contextualized
Integrated Education and Training Model, provide English learners with English language
acquisition instruction, instruction on civics and the rights and responsibilities of citizenship,
and the technical skills needed to obtain certification or transition to a college program. In
Maryland, AELS technical assistance assists providers in developing pathways in healthcare,
information technology, and other in-demand fields as outlined by state and local LMI. Local
providers are supported through targeted training, site visits, and quarterly communities of
practice, where they can share successes and lessons learned with their fellow programs
throughout the state.

Content and Models for Integrated Education and Training and Career Pathways

Maryland committed $1,000,000 of WIOA funding to invest in demonstration projects that
support career pathway initiatives between 2018 and 2021. The grant program, which is the
first of its kind in Maryland, solicited innovative proposals from Local Areas to develop
demonstration projects that increase training and employment opportunities for Marylanders
lacking high school diplomas. Grant applicants were encouraged to prepare proposals for pilot
interventions involving proven strategies, such as (but not limited to) pre-apprenticeship
training, English Language Acquisition, distance learning, bridge programming, and pathways
to employment for out-of-school youth. Community partners and adult education providers
were encouraged to partner with Local Areas to participate in the opportunity.

Historically, the several programs, including the largest community colleges received funding

through MD Labor and a private foundation to implement IETs through Maryland’s MI-BEST
program. A Workforce Innovation Grant allowed the colleges to continue to develop this
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program in partnership with their workforce partners. For a number of providers, additional
professional development will be required to develop and implement IET programs. |IELCE
funding and WIOA rules that allow for a broader use of AEFLA funding have facilitated some
successful projects, however, the state encourages collaboration to leverage funding.

Maryland ESOL Content Standards

Maryland has a well-adopted ESOL Content Standards for adults that are incorporated into all
English language acquisition programs in the state. In 2023, AELS, in conjunction with
instructors and instructional specialists across the state, began the process to update these
standards to better align with the Maryland Digital Literacy Framework, updated ESL
assessments, and the needs of online, asynchronous, and hybrid instruction. When
completed, this new framework will provide all programs with a modern structure to base
English language acquisition on, as well as serve as a guiding light for future curriculum
development.

f. Assessing Quality

Describe how the eligible agency will assess the quality of providers of adult education
and literacy activities under title Il. Describe how the eligible agency will take actions to
improve such quality, including providing the activities described in section 223(a)(1)(B) of
WIOA. Describe how the eligible agency will use evaluations, data analysis, program
monitoring, or other methods to improve the quality of adult education activities in the
State.

Maryland assesses the quality of adult education providers using a combined desk and onsite
monitoring approach. Each grantee is assigned to an Adult Education Program Specialist
whose role is to provide monitoring and technical assistance to the grantees. Programs submit
data every quarter, with a Mid-Year report and Final Report delivered at the second and fourth
quarter. With the support of data analytics training and the MIS Community of Practice,
grantees analyze their program progress on a quarterly basis. . Specialists review the reports
and data (particularly NRS Tables 4 and 4B) and have follow-up discussions with the grantees.
Technical assistance is offered as needed and professional development is recommended
where indicated.

Annual reports are an opportunity for local programs to review their performance, especially
progress towards meeting State Measurable Skill Gains targets, work with their LWDB, and
other identified goals in their grant application. These reports inform both local and statewide
professional development efforts for instructors and for staff. All programs must have
comprehensive and robust professional development plans every year that are focused on the
needs of the adult learner. Programs plan and deliver professional development that aligns
with the three focus areas of the State: Quality Instruction, Learner Persistence, and
Educational Access. All professional development delivered by local programs is required to
align with at least one of these core focus areas. These areas ensure that programs are
delivered training that covers the essential components of reading instruction for adults,
addresses the needs of both instructors and volunteers, and targets what adult learners need
to be successful in class and in transitioning to post-secondary education and training.

The State supports local efforts by also delivering numerous statewide professional
development opportunities that are designed to support local efforts while also providing
multiple options for instructors to pull from for best practices. The State also actively
encourages sharing of professional development opportunities between programs as
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available and appropriate. The State maintains lists of these opportunities for professional
development for all programs and utilizes the Instructional Specialist Commmunity of Practice
meetings to help disseminate and share these ideas.

State performance is measured against state trend data and the negotiated performance
measures through the US Department of Education. Progress or lack of progress is compared
to projects undertaken over the past year to determine success or failure. Adjustments are
made as appropriate and the AELS team works to implement changes and seek additional
professional development or technical assistance that will help the State to meet its
goals. AELS works with its State WIOA partners on projects that improve all programs,
including strengthening career pathways opportunities for learners and improving
connections with employers to improve IET and workplace literacy outcomes.

Adult Education and Family Literacy Act Program Certifications and Assurances

The State Plan must include Include
1. The plan is submitted by the State agency that is eligible to submit the plan; Yes
2. The State agency has authority under State law to perform the functions of the YVes
State under the program;

3. The State legally may carry out each provision of the plan; Yes
4. All provisions of the plan are consistent with State law; Yes
5. A State officer, specified by title in the certification, has authority under State law Ves
to receive, hold, and disburse Federal funds made available under the plan;

6. The State officer who is submitting the plan, specified by the title in the YVes
certification, has authority to submit the plan;

7. The agency that is submitting the plan has adopted or otherwise formally Yes
approved the plan; and

8. The plan is the basis for State operation and administration of the program; Yes
The State Plan must include Include
1. The eligible agency will expend funds appropriated to carry out title Il of the

Workforce Innovation and Opportunity Act (WIOA) only in a manner consistent Ves
with fiscal requirements under section 241(a) of WIOA (regarding the supplement-
not-supplant requirement);

2. The eligible agency will ensure that there is at least one eligible provider serving Ves

each local area, as defined in section 3(32) of WIOA,

3. The eligible agency will not use any funds made available under title || of WIOA
for the purpose of supporting or providing programs, services, or activities for
individuals who are not “eligible individuals” within the meaning of section 203(4) Yes
of WIOA, unless it is providing programs, services or activities related to family
literacy activities, as defined in section 203(9) of WIOA,
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The State Plan must include Include

4. Using funds made available under title Il of WIOA to carry out a program for
criminal offenders within a correctional institution, the eligible agency will give
priority to serving individuals who are likely to leave the correctional institution
within five years of participation in the program.

Yes

5. The eligible agency agrees that in expending funds made available under Title Il
of WIOA, the eligible agency will comply with sections 8301 through 8303 of the Yes
Buy American Act (41 U.S.C. 8301-8303).

Certification Regarding Lobbying
Certification for Contracts, Grants, Loans, and Cooperative Agreements
The undersigned certifies, to the best of his or her knowledge and belief, that:

(1) No Federal appropriated funds have been paid or will be paid, by or on behalf of the
undersigned, to any person for influencing or attempting to influence an officer or employee
of an agency, a Member of Congress, an officer or employee of Congress, or an employee of a
Member of Congress in connection with the awarding of any Federal contract, the making of
any Federal grant, the making of any Federal loan, the entering into of any cooperative
agreement, and the extension, continuation, renewal, amendment, or modification of any
Federal contract, grant, loan, or cooperative agreement.

(2) If any funds other than Federal appropriated funds have been paid or will be paid to any
person for influencing or attempting to influence an officer or employee of any agency, a
Member of Congress, an officer or employee of Congress, or an employee of a Member of
Congress in connection with this Federal contract, grant, loan, or cooperative agreement, the
undersigned shall complete and submit Standard Form-LLL, "Disclosure of Lobbying
Activities," in accordance with its instructions.

(3) The undersigned shall require that the language of this certification be included in the
award documents for all subawards at all tiers (including subcontracts, subgrants, and
contracts under grants, loans, and cooperative agreements) and that all subrecipients shall
certify and disclose accordingly. This certification is a material representation of fact upon
which reliance was placed when this transaction was made or entered into. Submission of this
certification is a prerequisite for making or entering into this transaction imposed by section
1352, title 31, U.S. Code. Any person who fails to file the required certification shall be subject to
a civil penalty of not less than $10,000 and not more than $100,000 for each such failure.

Statement for Loan Guarantees and Loan Insurance
The undersigned states, to the best of his or her knowledge and belief, that: If any funds have

been paid or will be paid to any person for influencing or attempting to influence an officer or
employee of any agency, a Member of Congress, an officer or employee of Congress, or an
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employee of a Member of Congress in connection with this commitment providing for the
United States to insure or guarantee a loan, the undersigned shall complete and submit
Standard Form-LLL, "Disclosure of Lobbying Activities," in accordance with its instructions.
Submission of this statement is a prerequisite for making or entering into this transaction
imposed by section 1352, title 31, U.S. Code. Any person who fails to file the required statement
shall be subject to a civil penalty of not less than $10,000 and not more than $100,000 for each
such failure.

APPLICANT’S ORGANIZATION Enter information in this column

Applicant's Organization Maryland Department of Labor

PRINTED NAME AND TITLE OF AUTHORIZED|Enter information in this
REPRESENTATIVE column

First Name Portia

Last Name Wu

Title Secretary

Email portiawu@maryland.gov

1. Describe how your entity’s existing mission, policies, or commitments ensure equitable
access to, and equitable participation in, the proposed project or activity.

Section 427 of the General Education Provisions Act (GEPA) (20 U.S.C. 1228a) applies to a
State applicant submitting a state plan for a formula grant from the US Department of
Education. The State applicant is responsible for completing the GEPA Section 427 form that
provides a description of the steps the State proposes to take to ensure all program
beneficiaries have equitable access to, and participation in, its Federally funded, State-level
project or activity. The State applicant is also responsible for ensuring that its subrecipient
applicants complete the GEPA Section 427 form or a State developed form that sufficiently
meets the GEPA Section 427 requirement for any local-level-project and activity and
maintains the subrecipients’ responses in the State office.

State applicants must respond to four questions.

The first of four questions is:
Describe how your entity’s existing mission, policies, or commitments ensure equitable
access to, and equitable participation in, the proposed project or activity.

The Maryland Department of Labor's Adult Education and Literacy Services (AELS) is
committed to fostering inclusivity and accessibility in adult education programming. All
participants in federally funded adult education programs, including students, teachers, and
beneficiaries will be provided equitable access to educational programming and resources
regardless of gender, age, national origin, color, or disability.

As the demographic makeup of students in Maryland becomes increasingly diverse, AELS
recognizes the importance of addressing the various needs of students to ensure they can fully
engage in their education. AELS is dedicated to promoting inclusivity in all aspects of its
programming, addressing potential barriers to participation, and identifying and eliminating
those barriers.
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The second of four questions is:
Based on your proposed project or activity, what barriers may impede equitable access
and participation of students, educators, or other beneficiaries?

1. Digital equity and access — The COVID-19 pandemic brought to light disparities in
equity for students who lack digital devices and internet connectivity, hindering their
ability to fully engage in education. Digital equity and access apply to learners as well
as instructors.

2. Language access — Maryland has experienced a significant increase in its immigrant
population in recent years. Access to translated materials is imperative to ensure
comprehensive understanding of crucial documents and program information for all
learners.

3. 504 Compliance — Adult Education programs serve individuals with disabilities who
may require special accommodations to engage fully in their education. We
acknowledge the necessity of adapting numerous training materials to guarantee
equitable access for all students.

The third of four questions is:
Based on the barriers identified, what step