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I. WIOA STATE PLAN TYPE AND EXECUTIVE SUMMARY 

A. WIOA STATE PLAN TYPE 

This is a unified plan 

B. PLAN INTRODUCTION OR EXECUTIVE SUMMARY 

The State of Connecticut has opted to submit a Unified State Plan encompassing the six core 

programs covered by the Workforce Innovation and Opportunity Act (WIOA) ɀ Adult Program, 

$ÉÓÌÏÃÁÔÅÄ 7ÏÒËÅÒ 0ÒÏÇÒÁÍȟ 9ÏÕÔÈ 0ÒÏÇÒÁÍȟ 7ÁÇÎÅÒȤ0ÅÙÓÅÒ !ÃÔ 0ÒÏÇÒÁÍȟ !ÄÕÌÔ Education and 

Family Literacy Act Program, and Vocational Rehabilitation Program. In addition to the six 

aforementioned core programs, the Connecticut Unified State Plan also includes reference to the 

linkages for various Federal and State funded education and training, workforce development 

grants and programs.  

 Becoming a Leader in Effective Workforce Development 

Governor Lamont has stated his goal to ensure our CT workforce system is designed to meet the 

needs of 20th the 21st century. Toward that end, the Governor signed Executive Order No. 4 on 

/ÃÔÏÂÅÒ ςωȟ ςπρωȟ ×ÈÉÃÈ ÄÉÒÅÃÔÓ ÔÈÅ ÃÒÅÁÔÉÏÎ ÏÆ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌ ɉ'7#Ɋ ɀ 

formerly known as the Connecticut Employment and Training Commission. This body is 

responsible for partnering with the business community and knocking down barriers amongst 

state government agencies so that Connecticut can have the most aligned, high-quality, and 

equitable workforce development system in the country. The Council includes top executives 

from key industries as well as leaders of nonprofits, unions, the legislature, and educational 

institutions.  

 4ÈÅ #ÏÕÎÃÉÌ ÉÓ ÅÍÂÌÅÍÁÔÉÃ ÏÆ ÏÕÒ ÁÄÍÉÎÉÓÔÒÁÔÉÏÎȭÓ ÁÐÐÒÏÁÃÈ ÏÆ ÂÒÉÎÇÉÎÇ ÔÈÅ ÐÕÂÌÉÃ ÁÎÄ ÐÒÉÖÁÔÅ 

ÓÅÃÔÏÒÓ ÔÏÇÅÔÈÅÒ ÔÏ ÄÒÉÖÅ ÏÕÒ ÓÔÁÔÅȭÓ ÅÃÏÎÏÍÉÃ ÇÒÏ×ÔÈȢ 3ÔÒÁÔÅÇÉÃ ÇÏÁÌÓ ÏÆ the Council include: 

¶ strengthening the bridge from secondary to post-secondary education; 

¶ reducing barriers to training; and 

¶ measuring data-informed outcomes. 

 The first meeting of the GWC was held on November 21, 2019 and included a review of the 

#ÏÕÎÃÉÌȭÓ ÒÏÌÅȟ ÆÕÎÃÔÉÏÎÓ ÁÎÄ ÓÔÒÕÃÔÕÒÅȢ 3ÉØ ÃÏÍÍÉÔÔÅÅÓ ÈÁÖÅ ÂÅÅÎ ÆÏÒÍÅÄ ÔÏ ÁÄÄÒÅÓÓ ÔÈÅ ÓÔÁÔÅȭÓ 

primary industry clusters, data performance and planning, education and training, and 

supportive services. Council meetings will be held quarterly. The Council Chair has conducted a 

listening tour of businesses, universities and educational institutions, State and local leaders, 

philanthropic organizations, and Workforce Development Boards. A strategic plan will be 

submitted to the CT Legislature and Governor in October, 2020. 

4ÈÅ #ÏÕÎÃÉÌ ÁÎÄ ÉÔÓ ÃÈÁÉÒ ×ÉÌÌ ÔÁËÅ Á ÌÅÁÄ ÒÏÌÅ ÉÎ ÁÄÖÉÓÉÎÇ ÔÈÅ 'ÏÖÅÒÎÏÒ ÏÎ ÔÈÅ ÓÔÁÔÅȭÓ ×ÏÒËÆÏÒÃÅ 

ÄÅÖÅÌÏÐÍÅÎÔ ÓÔÒÁÔÅÇÙ ÁÎÄ ÓÕÐÐÏÒÔÉÎÇ ÔÈÅ ÓÔÁÔÅȭÓ ÅÃÏÎÏÍÉÃ ÇÒÏ×ÔÈȢ )Ô ×ÉÌÌ ÁÌÓÏ ÃÏÏÒÄÉÎÁÔÅ 

among stakeholders in the workforce system, including businesses, state agencies, quasi-public 

and independent entities, boards, councils, and commissions, public and private education and 

training institutions, workforce development boards, nonprofit institutions and labor unions.  

 Economic Development  

Key componenÔÓ ÏÆ 'ÏÖÅÒÎÏÒ ,ÁÍÏÎÔȭÓ ÖÉÓÉÏÎ ÔÏ ÔÒÁÎÓÆÏÒÍ ÔÈÅ ÓÔÁÔÅȭÓ ÅÃÏÎÏÍÉÃ ÄÅÖÅÌÏÐÍÅÎÔ 

strategy include aggressive business recruitment, collaborative work across agencies to better 



Page 4 

support existing businesses and onboard new ones, as well as a strategic and long-term 

economic policy focus, including in the important area of opportunity zones. To execute on this 

vision, Governor Lamont appointed David Lehman, a partner with Goldman Sachs, to serve in 

dual roles as the Commissioner of the Department of Economic and Community Development 

ɉ$%#$Ɋ ÁÎÄ ÁÓ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 3ÅÎÉÏÒ %ÃÏÎÏÍÉÃ !ÄÖÉÓÏÒȢ  

 )Î ÁÄÄÉÔÉÏÎȟ 'ÏÖÅÒÎÏÒ ,ÁÍÏÎÔ ÁÎÎÏÕÎÃÅÄ ÔÈÁÔ Ô×Ï ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÐÒÉÎÃÉÐÁÌ ÅÃÏÎÏÍÉÃ 

development entities ɀ the nonprofit Connecticut Economic Resource Center, Inc. (CERC) and 

DECD ɀ will form an innovative public-private partnership known as the Partnership to 

Advance the Connecticut of Tomorrow (PACT). Through this collaboration, CERC will function 

as the outward-facing recruitment arm on behalf of the state, and DECD will continue to 

support, promote, and advocate for existing businesses while also serving as the central 

resource to help new businesses navigate state and local government to minimize lag time, 

enhance services, and expedite relocation. As part of his mandate, Commissioner Lehman will 

ensure tight alignment between CERC and DECD. 

)Î ÒÅÃÏÇÎÉÔÉÏÎ ÏÆ ÔÈÅ ÖÉÔÁÌ ÒÏÌÅ ÍÁÎÕÆÁÃÔÕÒÉÎÇ ÐÌÁÙÓ ÉÎ ÔÈÅ ÓÔÁÔÅȭÓ ÅÃÏÎÏÍÙȟ ÔÈÅ 'ÏÖÅÒÎÏÒ ÈÁÓ 

ÁÐÐÏÉÎÔÅÄ Á ÃÈÉÅÆ ÍÁÎÕÆÁÃÔÕÒÉÎÇ ÏÆÆÉÃÅÒ ÔÏ ÏÖÅÒÓÅÅ ÅÆÆÏÒÔÓ ÔÏ ÇÒÏ× ÔÈÅ ÓÔÁÔÅȭÓ ÍÁÎÕÆÁÃÔÕÒÉÎÇ 

sector. This new position will operate under the umbrella of the DECD and will seek better 

coordination over multiple agencies, assuring that training and education is available to meet 

job demands, maintaining supply chains, providing a regulatory process that protects safety and 

the environment but is not redundant or unnecessarily burdensome, and establishing 

Connecticut as welcoming to such industries are all vital components for growth.  

/ÐÐÏÒÔÕÎÉÔÙ ÚÏÎÅÓ ÁÒÅ ÁÎÏÔÈÅÒ ÆÁÃÅÔ ÏÆ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ ÖÉÓÉÏÎ ÆÏÒ ÅÃÏÎomic development. The 

federal Opportunity Zones program was designed to incent public and private stakeholders to 

work together to rebuild American cities. Eligible investors who make qualified investments 

within those zones may be eligible for significant capital gains tax benefits. Seventy-two urban 

and suburban areas across Connecticut have been federally designated as Opportunity Zones. 

#ÏÎÎÅÃÔÉÃÕÔȭÓ ÓÔÁÔÅ ÇÏÖÅÒÎÍÅÎÔ ÁÎÄ ÉÔÓ ςχ ÍÕÎÉÃÉÐÁÌÉÔÉÅÓ ×ÉÔÈ ÄÅÓÉÇÎÁÔÅÄ /ÐÐÏÒÔÕÎÉÔÙ :ÏÎÅÓ 

are eager to leverage this program to encourage investments in Connecticut.  

CT innovation hubs continue to grow in the state, including incubators, accelerators, co-working 

spaces and maker spaces of all types.  These include: 

¶ The Borough496 incubator in Hamden, CT will offer below-market rent, mentoring and 

ÏÔÈÅÒ ÓÅÒÖÉÃÅÓ ÔÏ ÅÎÔÒÅÐÒÅÎÅÕÒÓȢ )ÔȭÓ ÁÌÓÏ ÁÎ ÅØÁÍÐÌÅ ÏÆ ÁÄÁÐÔÉÖÅ ÒÅÕÓÅ ÏÆ ÏÌÄ ÂÕÉÌÄÉÎÇÓ ɀ 

in this case, the long-shuttered Newhall School. 

¶ In Fairfield, CT SaÃÒÅÄ (ÅÁÒÔ 5ÎÉÖÅÒÓÉÔÙȭÓ ÎÅ× iHub, a partnership with Verizon, offers 

entrepreneurs access to university students, staff and services. 

 Digital Health CT, an accelerator for digital health and medical technology startups opened in 

ςπρω ÉÎ (ÁÒÔÆÏÒÄȢ )ÔȭÓ Á ÐÁÒÔÎÅÒÓÈÉÐ ÏÆ (ÁÒÔÆÏÒÄ (ÅÁÌÔÈ#ÁÒÅȟ 4ÒÉÎÉÔÙ #ÏÌÌÅÇÅ ÁÎÄ 5#ÏÎÎȢ  

 State Budget Impacts  

The State is investing in ConnectÉÃÕÔȭÓ ÆÕÔÕÒÅ ÂÙ ÐÏÓÉÔÉÏÎÉÎÇ ÔÈÅ ÓÔÁÔÅ ÁÓ Á ÌÅÁÄÅÒ ÉÎ ÅÆÆÅÃÔÉÖÅ 

workforce development efforts. This begins with supporting towns in their effort to provide 

every student with a high-quality K-12 education that lays the foundation for a lifetime of 

success, continues as students move through our excellent state college and university system, 

ÁÎÄ ÃÕÌÍÉÎÁÔÅÓ ÉÎ ÏÕÒ ÁÇÅÎÃÉÅÓȭ ÃÏÌÌÁÂÏÒÁÔÉÖÅ ÁÐÐÒÏÁÃÈ ÔÏ ÓÃÁÌÉÎÇ ÔÈÅ ÐÒÏÇÒÁÍÓ ÔÈÁÔ ÈÁÖÅ 

https://decd.cmail20.com/t/j-l-clkltht-jukutluhud-r/
https://decd.cmail20.com/t/j-l-clkltht-jukutluhud-y/
https://decd.cmail20.com/t/j-l-clkltht-jukutluhud-j/
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proven most successful in preparing the people of Connecticut with the skills they need and our 

businesses need to thrive in a 21st-century economy.  

 Apprenticeship pipelines have proven to be an excellent way to develop skills for good -

paying careers in manufacturing and other industries. Fifteen million dollars has been 

authorized through the state bond commission to support the Apprenticeship 

Connecticut Initiative and the development of workforce pipeline programs for entry -

level workers in manufacturing and other industry sectors in the state that are 

experiencing sustained workf orce shortages. The initiative includes outreach to 

ÕÎÄÅÒÓÅÒÖÅÄ ÐÏÐÕÌÁÔÉÏÎÓ ÁÎÄ ÙÏÕÔÈȢ 4ÈÕÓ ÆÁÒȟ Ô×Ï ÏÆ ÔÈÅ ÓÔÁÔÅȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ 

boards were awarded a combined  $4.7 million to train workers for manufacturing jobs 

through this funding.  The Workfor ce Alliance Manufacturing Careers Partnership will 

receive $3.45  million to  connect qualified candidates to unfilled employment 

opportunities in central Connecticut and shoreline areas through its Skill Up for 

Manufacturing program. The Northwest Regional Workforce Investment Board 

Manufacturing Industry Partnership will receive $1.25 million to address the shortage of 

skilled workers throughout the northwest workforce region (which includes Waterbury, 

Torrington and Danbury).  

 Strategic Initiatives  

 In 2019, the Partnership for Connecticut was launched to strengthen public education 

and promote greater economic opportunity in Connecticut. The Partnership aims to 

achieve three goals through the public outreach process: identify communities  and 

organizations currently helping children and young adults graduate high school and get 

jobs; discover areas in which these communities and organizations need more resources 

to advance their goals; and identify proven and promising programs that could have a 

positive impact.  

 4ÈÒÏÕÇÈ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÌÅÁÄÅÒÓÈÉÐ ÁÎÄ ÔÈÅ ÓÕÐÐÏÒÔ ÏÆ ÔÈÅ $ÁÌÉÏ 0ÈÉÌÁÎÔÈÒÏÐÉÅÓȟ ÔÈÅ 0ÁÒÔÎÅÒÓÈÉÐ 

seeks to raise $300 million over five years: $100 million from the State of Connecticut that will 

be matched by $100 million from Dalio Philanthropies and another $100 million from other 

philanthropists and business leaders. The partnership plans to invest this funding over the next 

five years in programs to help disadvantaged youth who have become disengaged or dropped 

out of school. 

 In addition, Connecticut has been awarded a $27 million federal grant to help create 

more community -ÂÁÓÅÄ ÅÁÒÌÙ ÃÈÉÌÄÈÏÏÄ ÄÅÖÅÌÏÐÍÅÎÔ ÐÒÏÇÒÁÍÓȢ 4ÈÅ ÓÔÁÔÅȭÓ /ÆÆÉÃÅ ÏÆ 

Early Childhood will be tasked with recruiting a culturally, racially and linguistically 

diver se early childhood workforce that is fairly compensated. The grant funding will help 

retain early childhood development workers, especially in low income neighborhoods. 

The funds will also be used to develop programs that would give parents a voice in earl y 

childhood programs in all communities.  

  

II. STRATEGIC ELEMENTS 

A. ECONOMIC, WORKFORCE, AND WORKFORCE DEVELOPMENT ACTIVITIES ANALYSIS 

1. ECONOMIC AND WORKFORCE ANALYSIS 

#ÏÎÎÅÃÔÉÃÕÔȭÓ ÅÃÏÎÏÍÙ ÈÁÓ ÂÅÅÎ ÇÒÏ×ÉÎÇ ÓÌÏ×ÌÙ ÓÉÎÃÅ ÔÈÅ ÅÎÄ ÏÆ ÔÈÅ ÇÒÅÁÔ ÒÅÃÅÓÓÉÏÎȢ  As of 

September 2019 Connecticut has now recovered 85% of the jobs lost from March 2008 to 
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January 2010 one of the few states in the nation where employment remains below its pre-

recession level.  Nevertheless, employment remains on an upward track with total employment 

up 8,800 (0.5%) from one year ago and private sector employment up 10,500 (0.7%) 

September 2018 to September 2019. 

 The industries with the largest increases in demand are health care, professional scientific and 

technical services, social assistance and manufacturing.  Demand in the health care industry 

overall is driven by the aging population.  Restructuring within the industry is moving care 

away from the large institutions (hospitals and nursing are facilities) to ambulatory care.  The 

largest projected increases through 2026 are in home health care services, offices of physicians, 

and outpatient care centers.  Within professional scientific and technical services, computer 

system design, management consulting, and architectural & engineering will be adding the most 

jobs although every industry in this sector is projected to grow. Within social assistance, 

individual & family services will add the most jobs.  Within manufacturing, the largest increases 

will be in transportation equipment manufacturing which includes aerospace and shipbuilding 

followed by fabricated metal product manufacturing but several other manufacturing industries 

are also projected to gain. During the two-ÙÅÁÒ ÐÅÒÉÏÄ ςπρφ1ς ÔÏ ςπρψ1ςȟ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÏÖÅÒÁÌÌ 

employment grew by 6,350 jobs, or 0.4%. The private sector increased 12,537 (0.9%), while the 

government sector declined 6,187 (-2.6%).  

 The three sectors with the largest two-year gains were Manufacturing, Other Services, and 

Transportation and Warehousing, which increased by 4,305, 4,095, and 3,568 jobs, respectively, 

from 2016 to 2018 shown in the figure below. The gains in Manufacturing and Transportation 

and Warehousing represent recent shifts in the Connecticut economy.  

Transportation and Warehousing growth is due primarily to the increased number of internet 

retailer warehousing distribution centers in the state, which began adding Connecticut locations 

in late 2015.  

 Increased on-line shopping has driven employment growth in Transportation and Warehousing 

and to declines in Retail Trade, which was down 3,691 in the two years preceding the 2018Q2 

projection base. Despite these declines, Retail Trade remains one of the largest sectors ɀ it 

averaged 180,000 jobs in 2018Q2. Finance and Insurance employment fell by 4,294 jobs during 

the two years ending 2018Q2, as banks and investment firms contracted. The insurance 

industry added nearly 800 jobs in this period.  

 Most of the decline in Government employment was at the state level. Education and Health 

each declined about 1,000 jobs, while Public Administration fell by over 2,000. Local 

Government also contracted. Other industries of note include Accommodations and Food 

Services, which continues to add jobs at a faster rate than the overall economy and Construction 

which was down over 1,000 jobs from 2016Q2 to 2018Q2, mostly due to a sluggish second 

quarter last year but which has since added jobs. As of March 2019 construction was up 2,500 

jobs from the previous year.  

Health Care and Social Assistance, the largest combined sector of the economy, continues to add 

jobs overall, driven by strong gains in Ambulatory Health Care and Social Assistance, up 4.9% 
and 3.8%, respectively, in the two years ending 2018Q2. These gains were tempered by losses 

in other components of the sector with Hospitals, down 1.5%, and Nursing and Residential Care 

Facilities, down 3.2%. Those two industries had respective employment peaks in 2012 and 

2014. 

 Connecticut manufacturing continues to maintain strong employment growth that began in the 

first quarter of 2016. This growth is unique to the region. Our 2.8% growth during the two years 
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that precede the short term projection period (2016Q2-2018Q2) compares favorably to the 

neighboring states of Massachusetts and New York, which were down 0.7% and 1.5%. 

#ÏÎÎÅÃÔÉÃÕÔȭÓ Ô×Ï-year Manufacturing growth outpaces the national average of 2.6% and is 

driven by strong gains in transportation equipment manufacturing. Announcements from major 

employers suggest that growth in this sector will continue for the foreseeable future. 

4ÒÁÎÓÐÏÒÔÁÔÉÏÎ ÅÑÕÉÐÍÅÎÔ ÉÓ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÌÁÒÇÅÓÔ ÍÁÎÕÆÁÃÔÕÒÉÎÇ ÉÎÄÕÓÔÒÙȟ ×ÈÉÃÈ ÉÎÃÌÕÄÅÓ ÂÏÔÈ 

aerospace and shipbuilding and encompasses about 28 percent of manufacturing employment 

in the state. 

 Over the past two years, overall manufacturing growth was heavily concentrated in 

transportation equipment, accelerating a multi-year trend.  In total, 11 out of 19 3-digit NIACS 

manufacturing industries added a combined 5,867 jobs over these growing sectors.  Two year 

manufacturing declines occurred in 8 industries and amounted to losses of 1,790 jobs.  The 

largest two year declines occurred in Computer and Electronic Products (-713) and Machinery 

Manufacturing (-498).   

 Aerospace products and parts manufacturing is a component industry of transportation 

equipment.  )Î ςπρψȟ #ÏÎÎÅÃÔÉÃÕÔȭÓ !ÅÒÏÓÐÁÃÅ ÅÍÐÌÏÙÍÅÎÔ ×ÁÓ ÔÈÅ ÆÉÆÔÈ ÈÉÇÈÅÓÔ ÉÎ ÔÈÅ ÃÏÕÎÔÒÙȢ  

This sector employs 2.1 percent of total private Connecticut employment, which is the third 

highest share in the country after Washington (3.0%) and Kansas (2.8%). Shipbuilding 

represents about 28 percent of transportation equipment manufacturing employment, and has 

continued to consistently add jobs, though growth has slowed in recent quarters.  Unlike other 

manufacturing areas, shipbuilding has shown very little cyclicality since 2000.  This differs 

significantly from shipbuilding employment nationally, which peaked in 2007 at 161,952, lost 

24.7% of its employment by early 2011 and was just over 86.4% of peak levels by the end of 

2018. 

 The portion of the manufacturing workforce over age 54 continues to increase suggesting that 

the need to replace retiring workers will only grow in coming years.  Over the past 10 years, the 

share of manufacturing workers over 54 has had one of the largest industry increases, up 11.0 

percentage points to 35.4% in 2018.  With more than a third of its workforce over age 54, 

manufacturing will need to hire many replacement workers in addition to filling the new jobs 

that are expected to be added in the short term. 

 #ÏÎÓÉÓÔÅÎÔ ×ÉÔÈ ÔÈÅ ÁÇÉÎÇ ÐÏÐÕÌÁÔÉÏÎȟ ÅÍÐÌÏÙÍÅÎÔ ÉÎ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÈÅÁÌÔÈ ÃÁÒÅ ÓÅÃÔÏÒ ÈÁÓ 

continued to expand. However there are structural changes within the sector which has 

implications for the outlook. Ambulatory care settings, such as Offices of Physicians, Home 

Health Care Services, and Outpatient Care Centers have been adding jobs which residential 

facilities such as nursing homes have been contracting. While employment at general hospitals 

increased in 2017, it declined slightly in 2018. Outpatient Care Centers have experienced large 

growth in the short term.  From 2016 to 2018 that industry grew by 22.2%. In the past ten years 

it has nearly doubled, up 84.9% from 6,318 in 2008 to 11,650 in 2018.  As with other sectors in 

the economy, the portion of the Healthcare and Social assistance workforce aged 55 and over is 

increasing.  Since 2001 the sector has seen its over 54 workforce increase from 15.1% to 26.2% 

in 2018, levels slightly below the over 54 share for all industries.  

 The finance and Insurance sector of the economy has shed jobs during the past 10 years, down 

19,259 jobs since 2008.  Most of this decline occurred within the Insurance Carriers (-8,109 or 

12.4%) and Credit Intermediation (-6,134 or 20.1%).  This industry employs proportionally 

fewer younger and older workers than the overall economy.  
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 Retail trade employment has been declining in recent years.  Annual average declines began in 

2015 down 0.1% from a year before.  Prior to this period the industry seemed to track overall 

nonfarm employment change.  From 2016-17 it fell 0.6% and accelerated its decline falling by 

1.5% from 2017-18.  As of May 2019, retail employment levels of 175,500 are just below the 

previous low of 176,400 reached in November 2008.  The largest declines were seen in Grocery 

stores (-1.7%), Clothing stores (-4.7%), and Health & Personal Care stores (-4.3%), which all 

declined by over 580 jobs.  Despite this challenging landscape for retail trade, Auto Parts, 

Accessories, and Tire Stores (+293 jobs, +6.3%), Building Material & Supplies dealers (+274 

jobs, +2.1%), Furniture Stores (+128, +4.9%) and seven other detailed industries added jobs 

over the year.  The overall trend for retail is the result of changes in consumer preferences 

derivative of online shopping and evident throughout the country. This reduced retail demand 

has increased demand for workers in the transportation and warehousing industry, which has 

been adding jobs since 2010. 

 A vast majority of job growth in Transportation and Warehousing has been driven by the 

Warehousing and Storage segment of the sector, which is up 1,729 jobs over the year.  Other 

internet commerce-related industries such as Courier & Express Delivery Services (+647 jobs), 

and General Freight Trucking (+196 jobs) added jobs in continuance of multi-year trends.  Taxi 

& Limousine Service and Other Ground Passenger Transportation were down a combined 204 

jobs, which is likely impacted by the growing popularity of ridesharing services. The strong 

gains in Warehousing and Storage employment began in 2013 and have added 4,544 jobs 

through 2018, an overall increase of 55%.  The 1,729 increase from 2017-18 alone is a 15.6% 

expansion, some of this increase may be attributed to the 2018 opening of a FedEx distribution 

center in Middletown which was noted to add between 500-1,000 jobs .  Other media 

announcements indicate that additional warehouses and distribution centers are expected to 

open in coming years.   Additional sources suggest that the nationwide shortage of truck drivers 

is contributing to warehousing expansion in Connecticut because that industry is shifting from 

long haul routes to shorter trips, and locations in the state can distribute to both New York and 

Boston.  

 The workforce age distribution of the Retail and Transportation & Warehousing industries 

differ in some ways from each other and from the overall Connecticut labor force.  Retail has a 

much larger share of its workforce under age 25 than the overall economy, 25 and 12 percent 

respectively.  As that sector declined, its under 25 workforce has fallen 18% over the past 10 

years, from 53,737 to 43,899 in 2018.  Its prime age workforce is down 3.2% while its over 54 

workforce has increased over 10 years by 8,748 or 27.2%  to 40,892 in 2018. Over the past ten 

years, Transportation and Warehousing grew 16.4%.  By age cohort, 48.6% of that ten year 

growth occurred in the over 54 age cohort, 6.2% in the prime age cohort and 23% in the under 

25 cohort.  This differs significantly from the overall economy, which was down 0.9% overall 

with the over 54 cohort up 30.4% and the prime and under 25 cohorts down -8.3 and -12.1% 

respectively.  From 2017 to 2018, the industry experience a large uptick in under age 25 

employment, in 2017 they were 8.7% of the labor force but accounted for 25.5% of growth 

through 2018. 

 ii.  Emerging Demand Industry Sectors and Occupations.   

Computer system design and related services is 27% of employment in the Professional, 

Scientific and Technical Services sector but represented 42% of the projected growth in that 

sector.  Occupations within this industry with the largest projected employment increase are 

Applications Software Developers, Computer and Information Systems Managers, Computer 

Systems Analysts, Systems Software Developers, and Customer Service Representatives. While 
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ÎÏÔ ÎÅÃÅÓÓÁÒÉÌÙ ȰÅÍÅÒÇÉÎÇȱ ÁÓ ÔÈÅÓÅ ÏÃÃÕÐÁÔÉÏÎÓ ÁÒÅ ÌÏÎÇ ÅÓÔÁÂÌÉÓÈÅÄȟ ÔÈÅ ÒÅÓÔÒÕÃÔÕÒÉÎÇ ÏÆ ÔÈÅ 

healthcare industry toward ambulatory and home care has increased demand for Personal Care 

Aides and Home Health Aides.  Combined employment in these two occupations is projected to 

grow by over 10,000 with over 80,000 total openings to fill the new positions and replace 

workers who either exit the labor force or transfer to different occupations. 

Employers are seeking a wide range of knowledge, skills, credential, and licenses.   In the large 

and growing health care sector, the largest demand is for Registered Nurses with a majority of 

ÊÏÂ ÐÏÓÔÉÎÇÓ ÉÎ ÔÈÉÓ ÏÃÃÕÐÁÔÉÏÎ ÃÕÒÒÅÎÔÌÙ ÓÅÅËÉÎÇ 2.Ó ×ÉÔÈ Á "ÁÃÈÅÌÏÒȭÓ $ÅÇÒÅÅ ÅÖÅÎ ÔÈÏÕÇÈ ÁÎ 

RN license iÓ ÏÂÔÁÉÎÁÂÌÅ ×ÉÔÈ ÁÎ !ÓÓÏÃÉÁÔÅȭÓ $ÅÇÒÅÅȢ  Personal Care Aides and Home Health 

Aides require less education and training.  Within the growing manufacturing sector, hiring is 

occurring at every education level.  The occupations showing the most growth with the 

#ÏÍÐÕÔÅÒ 3ÙÓÔÅÍÓ $ÅÓÉÇÎ ÁÎÄ 2ÅÌÁÔÅÄ 3ÅÒÖÉÃÅÓ ÇÅÎÅÒÁÌÌÙ ÒÅÑÕÉÒÅ Á ÂÁÃÈÅÌÏÒȭÓ ÄÅÇÒÅÅȢ 

 A concern is finding enough qualified people to meet employer demand not only in 

ÍÁÎÕÆÁÃÔÕÒÉÎÇȟ ÂÕÔ ÔÈÅ ÓÔÁÔÅȭÓ ÏÔÈÅÒ ÉÎÄÕÓÔÒÙ ÓÅÃÔÏÒÓ ÁÓ #ÏÎÎÅÃÔÉÃÕÔ ×ÉÌÌ ÆÁÃÅ Á ÓÕÒÇÅ in 
retirements. Forty-eight percent of all jobs in the state are identified as middle-skill and the 

demand for middle-ÓËÉÌÌ ÊÏÂÓ ÉÓ ÅØÐÅÃÔÅÄ ÔÏ ÒÅÍÁÉÎ ÓÔÒÏÎÇȢ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÓÕÐÐÌÙ ÏÆ ÈÉÇÈ-skill and 

lower-skill workers exceeds demand, while the reverse is true for middle-skill workers. Overall 

labor market measures, such as a low unemployment rate and high employment to population 

ratio, suggest that demographics and slow population growth are the largest challenges 

Connecticut faces as it attempts to accelerate job growth.  

 Middle-skill jobs generally require some significant education and training beyond high school 

ÂÕÔ ÌÅÓÓ ÔÈÁÎ Á ÂÁÃÈÅÌÏÒͻÓ ÄÅÇÒÅÅ ÉÎÃÌÕÄÉÎÇ ÁÓÓÏÃÉÁÔÅȭÓ ÄÅÇÒÅÅÓȟ ÖÏÃÁÔÉÏÎÁÌ ÃÅÒÔÉÆÉÃÁÔÅÓȟ ÁÎÄ ÏÎ-

the-job training (i.e., apprenticeships). Other qualities that are commonly lacking among recent 

hires or attempted hires are overall employability and technical skills. This includes deficits in 

advanced technical skills, math, writing, reading, 

English proficiency and computer skills. With the low unemployment rate in the state, 

employers are having difficulty filling positions at all skill levels and as a result job openings are 

ÎÅÁÒ Á ÒÅÃÏÒÄ ÈÉÇÈȢ 4ÈÅ #ÏÎÆÅÒÅÎÃÅ "ÏÁÒÄȭÓ (ÅÌÐ 7ÁÎÔÅÄ ÏÎ ,ÉÎÅ ÉÎÄÅØ ÓÈÏ×Ó ÎÅÁÒÌÙ υπȟπππ ÊÏÂ 

postings in Connecticut with 25% requiring a high school diploma, vocational training, or an 

!ÓÓÏÃÉÁÔÅȭÓ $ÅÇÒÅÅ ÁÎÄ σςϷ ÒÅÑÕÉÒÉÎÇ Á "ÁÃÈÅÌÏÒȭÓ ÄÅÇÒÅÅ ÏÒ ÍÏÒÅȢ    

 4ÈÅ ÖÁÒÉÏÕÓ ÅÎÔÉÔÉÅÓȟ ÐÁÒÔÎÅÒÓ ÁÎÄ ÓÔÁËÅÈÏÌÄÅÒÓ ÃÏÍÐÒÉÓÉÎÇ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÅØÔÅÎÓÉÖÅ ×ÏÒËÆÏÒÃÅ 

development system have planned and implemented a broad array of innovative initiatives 

ÁÄÄÒÅÓÓÉÎÇ #ÏÎÎÅÃÔÉÃÕÔȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÐÒÉÏÒÉÔÉÅÓȢ 4ÈÅÙ ÁÒÅ ÄÅÓÃÒÉÂÅÄ ÉÎ ÄÅÔÁÉÌ ÉÎ ÌÁÔÅÒ 

sections of the plan. 

#ÏÎÎÅÃÔÉÃÕÔȭÓ ÕÎÅÍÐÌÏÙÍÅÎÔ ÒÁÔÅ ÐÅÁËÅÄ ÉÎ .ÏÖÅÍÂÅÒ ςπρπ ÁÔ ωȢσ ÐÅÒÃÅÎÔ ÁÎÄ ÈÁÓ ÓÉÎÃÅ ÆÁÌÌÅÎ 

to 3.6 percent as of October, 2019.  #ÏÎÎÅÃÔÉÃÕÔȭÓ ÕÎÅÍÐÌÏÙÍÅÎÔ ÒÁÔÅ ÉÓ ÁÔ ÉÔÓ ÌÏ×ÅÓÔ ÌÅÖÅÌ ÓÉÎÃÅ 

ÅÁÒÌÙ ςππςȢ 0ÒÉÏÒ ÔÏ ςπρρȟ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÕÎÅÍÐÌÏÙÍÅÎÔ ÒÁÔÅ ×ÁÓ ÃÈÁÒÁÃÔÅÒÉÓÔÉÃÁÌÌÙ ÁÔ ÏÒ ÂÅÌÏ× 

national levels.  &ÒÏÍ ÅÁÒÌÙ ςπρρ ÔÈÒÏÕÇÈ ÌÁÔÅ ςπρψȟ #ÏÎÎÅÃÔÉÃÕÔȭÓ unemployment rate remained 

persistently above US levels, with the largest spread being 0.7 percentage points in October 

2014.  During the first half of 2019, The US and Connecticut unemployment rates have 
converged. 

 Annual average labor force participation peaked in 2008 at 69 percent, a level not seen since 

the early 1990s. After reaching a low of 64.9 percent in 2013, it was 63.1% percent in 2018 after 

dropping from 66.6% in 2017.  This drop corresponds with sharp declines in participation of 

the over 54 age cohort.  That cohort is down 3.2 points since 2017 to 45.8%.  That decline 

equates to an over age 54 drop of 22,000 since 2017 and mostly occurred in the age 55-64 
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segment of that group. The narrowing gap between labor force participation and employment to 

population ratios (EPR) corresponds with unemployment rate decreases in recent years.  EPR 

peaked in 2007 at 65.7% a year before the Labor Force Participation Rate (LFPR).  Since 

toughing in 2013, it has an average year-over-year percentage point increase of 0.6 percentage 

points through 2018.  From 2017 to 2018 it was down 0.2 points. 

 State-level age cohort labor force participation rate annual average data is available from 2001 

through 2018 .  Breaking down the overall labor force participation rate into three component 

age cohorts helps pinpoint contributing demographic trends. The overall working aged 

population (over age 16) increased by 7,000 from 2017 to 2018, while the labor force fell by 

17,000.  This labor force decline was driven by unemployment declining by 15,000 while 

employment fell by 3,000 (Note these amounts are subject to rounding error).    By age cohort, 

the working age population under 25 fell by 47,000, the prime age population grew 20,000 and 

the over 54 population was up 34,000. This labor force decline of 17,000 was driven by losses in 

the under 25 (down 29,000) and over 54 population (down 19,000).  The prime age labor force 

grew by 31,000.   

 The younger 16 to 24 age cohort has LFPR below that of prime age workers due primarily to 

ÓÃÈÏÏÌ ÅÎÒÏÌÌÍÅÎÔȢ )Î ÔÈÅ ÅÁÒÌÙ ςπππÓȟ ÔÈÅ ÃÏÈÏÒÔȭÓ ÐÅÁËÓ ÁÎÄ ÔÒÏÕÇÈÓ ÌÁÒÇÅÌÙ ÃÏÒÒÅÓÐÏÎÄÅÄ ×ÉÔÈ 

the overall labor force.  Since the recession, the cohort has gradually fallen from a 2007 peak of 

61.7% to a low of 49.3% in 2016.  Unlike prime aged workers, which saw its LFPR and EPR 

diverge during the recession due to EPR shifts, young workers in Connecticut have had a multi-

year long term trend downward from its 2007 peak.  In 2018, the under 25 population had a 

LFPR of 52.1% and an EPR of 45.4, both down from a year before.  From 2017 to 2018, the 

under 25 population decreased by 47,000 with corresponding employment decrease of 31,000 

and an unemployment increase of 2,000 for an overall labor force decline of 29,000. As 

#ÏÎÎÅÃÔÉÃÕÔȭÓ ÌÁÂÏÒ ÆÏÒÃÅ ÁÇÅÓ, the steady participation rate increase of the over 54 workforce 

from 2001-2017 had been positive labor market shift for the state.  In 2018 that trend shifted 

with sharp LFPR and EPR drops of 3.2 percentage points and 2.5 percentage points respectively 

from 2017.  These over 54 age cohort shifts correspond with one year labor force declines of 

22,000 and Employment declines of 15,000.  When looking at smaller age cohorts that comprise 

this over 54 group, most of the losses occurred in the 55-64 cohort, which had labor force 

declines of 19,000, of which 13,000 was due to employment decline from a year before.   

 In addition to annual average age cohort labor market data, information by gender, race, and 

ethnicity is also available and shows some interesting shifts within the Connecticut labor 

market.  Breaking down the four available race/ethnic cohorts into percent shares shows that 

ÔÈÅ ÌÁÒÇÅÓÔ ÓÈÉÆÔ ÉÎ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÌÁÂÏÒ ÆÏÒÃÅ ÄÕÒÉÎÇ ÔÈÅ ÐÁÓÔ ρπ ÙÅÁÒÓ ÈÁÓ ÂÅÅÎ ÔÈÅ ÇÒÏ×ÔÈ ÏÆ ÔÈÅ 

Hispanic cohort, which rose from 10.2% to 14.2% through 2018. Looking at unemployment 

rates, the unemployment rate for the Asian labor force has consistently been below other rates 

but recently converged with statewide and white populations as their rates fell. The rates for 

the Black and Hispanic populations in Connecticut have dropped as well, although those groups 

still trend above other cohorts.    

 The Quarterly Workforce Indicators (QWI) dataset allows for detailed analysis of industry 

employment by various demographic characteristics and employment measures. 

Total employment peaked in 2008. At that time, 13% of the Connecticut labor force was under 

age 25, 66.8% were between 25 and 54 (also known as prime age), and 20.2% were over age 54. 

By 2018, the share below 25 fell to 11.5%, the prime age share dipped to 61.9%, and the share 

over 54 rose to 26.6%. To put it another way, in 2018 (the latest available from the QWI) overall 

employment is at 99.1% of the 2008 peak and by cohort, the under 25 and prime age groups 
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are, respectively, down 12.1% and 8.3% while the over 54 cohort is up 30.4%. The demographic 

shifts over the past ten years continue trends that began even earlier. In 1998, the share of 

Connecticut employment for those three age cohorts was 12.6%, 73.5%, and 13.9%, 

respectively. This means the portion of the workforce in prime age is down 11.6 percentage 

points over 20 years while the portion over 54 has almost doubled.  The increasing portion of 

older workers also indicates that a large share of the workforce is approaching retirement age, 

heightening the need for replacement workers in coming years. 

 The sectors with largest percentage of workers under 25 are Accommodation & Food Services, 

Arts, Entertainment & Recreation, and Retail Trade. Two of these sectors, Accommodation & 

Food Services and Retail Trade saw their share of youth employment fall by 6.6 and 4.7 

percentage points from 2008-2018. Arts, Entertainment & Recreation youth employment share 

increased by 7.6 percentage points. The Manufacturing and the Transportation & Warehousing 

sectors also had youth employment share increases, up 0.8 and 0.5 percentage points. 

Manufacturing also saw large increases in the over 54 age cohort, decreases in prime age 

employment, and overall industry growth in recent years. Transportation & Warehousing youth 

employment growth is driven by expansion of that industry. Employment is up 16.4% overall 

since 2008. 

 Prime age employment ranges from 49.9% to 69.4% of employment for sectors in Connecticut. 

Every sector except Accommodation & Food Services has seen a decline in prime age 

employment share over the past 10 years. The sectors with the largest concentrations of prime 

age workers are Finance & Insurance (69.4%), Professional, Scientific, & Technical Services 

(68.4%) and Information (67.6%). 

 While most sectors experienced declines in the share of under 25 and prime age employment 

over the past 10 years, every sector had share increases of its over 54 workforce. This ranged 

between a 2.3 point increase in Arts, Entertainment and Rec. to an 11.1 point increase in 

Utilities. Large sectors with significant over 54 employment shares include Manufacturing, 

(35.4%) which had a 10.6 point increase in the past ten years and Educational Services (30.8%). 

These two sectors employ 25.1% of the over 54 workforce compared to 20.2% of the workforce 

overall. With more than 35% of its workforce over age 54, Manufacturing will need to hire many 

replacement workers in addition to filling the new jobs that are expected to be added in the 

short term. Educational Services growth has been hindered by the declining population of 

school-age children, but the large share of workers over 54 in that sector indicates that many 

replacement workers will be needed even amid overall employment declines. 

 Nationally, by 2026 the labor force participation rate for those over age 65 is expected to be 

nearly double its 1996 level. In addition to preparing to replace retiring workers, industries will 

need to make adjustments to accommodate older workers. Healthcare and Social Assistance is 

the largest sector in the state overall, and employs the most workers over 54, with over 71,000. 

This sector has had the largest total increase of over 54 workers, up 20,000 since 2008. This 

growth dwarfs the corresponding growth for prime age workers, which increased 8,500 over 10 

years. Employment for workers under 25 in this sector fell 1,600 since 2008. 

τπϷ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÐÏÐÕÌÁÔÉÏÎ ÈÁÓ Á "ÁÃÈÅÌÏÒȭÓ ÄÅÇÒÅÅ ÏÒ ÍÏÒÅ ÃÏÍÐÁÒÅÄ ÔÏ σσϷ ÆÏÒ ÔÈÅ 

nation.  )Î #ÏÎÎÅÃÔÉÃÕÔȟ ςςϷ ÈÁÖÅ "ÁÃÈÅÌÏÒȭs degrees (compared to 20% nationally) while 18% 

have graduate or professional degrees (compared to 13% nationally).  30% of workers are 

ÅÍÐÌÏÙÅÄ ÉÎ ÏÃÃÕÐÁÔÉÏÎÓ ÔÈÁÔ ÒÅÑÕÉÒÅ ÁÔ ÌÅÁÓÔ Á "ÁÃÈÅÌÏÒȭÓ ÄÅÇÒÅÅ ÔÏ ÅÎÔÅÒ ÔÈÅ ÏÃÃÕÐÁÔÉÏÎȢ  Many 

jobs within other occupations may require college degrees as well.  Looking ahead, 43% of 

ÐÒÏÊÅÃÔÅÄ ÇÒÏ×ÔÈ ×ÉÌÌ ÂÅ ÉÎ ÏÃÃÕÐÁÔÉÏÎÓ ÒÅÑÕÉÒÉÎÇ ÁÔ ÌÅÁÓÔ Á "ÁÃÈÅÌÏÒȭÓ ÄÅÇÒÅÅȢ  In addition, 

during the 2016-2026 projections period there is a projected increase of 14,000 in employment 
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ÉÎ ÏÃÃÕÐÁÔÉÏÎÓ ÔÈÁÔ ÒÅÑÕÉÒÅ ÍÏÒÅ ÔÈÁÎ Á ÈÉÇÈ ÓÃÈÏÏÌ ÄÉÐÌÏÍÁ ÂÕÔ ÌÅÓÓ ÔÈÁÎ Á "ÁÃÈÅÌÏÒȭÓ ×ÉÔÈ Á 

total of 224,018 openings in this category. 

 According to the Bureau of Labor Statistics job openings are near a record high both nationally 

and in Connecticut.  4ÈÅ #ÏÎÆÅÒÅÎÃÅ "ÏÁÒÄȭÓ (ÅÌÐ 7ÁÎÔÅÄ ÏÎ ,ÉÎÅ ÓÈÏ× ÎÅÁÒÌÙ υπȟπππ ÊÏÂ 

postings in Connecticut with 25% requiring a high school diploma, vocational training, or an 

!ÓÓÏÃÉÁÔÅȭÓ $ÅÇÒÅÅ ÁÎÄ σςϷ ÒÅÑÕÉÒÉÎÇ Á "ÁÃÈÅÌÏÒȭÓ ÄÅÇÒÅÅ ÏÒ ÍÏÒÅȢ 

#ÏÎÎÅÃÔÉÃÕÔȭÓ ÅÃÏÎÏÍÙ ÈÁÓ ÂÅÅÎ growing slowly since the end of the great recession.  As of 

September 2019 Connecticut has now recovered 85% of the jobs lost from March 2008 to 

January 2010 one of the few states in the nation where employment remains below its pre-

recession level.  Nevertheless, employment remains on an upward track with total employment 

up 8,800 (0.5%) from one year ago and private sector employment up 10,500 (0.7%) 

September 2018 to September 2019. 

 The industries with the largest increases in demand are health care, professional scientific and 

technical services, social assistance and manufacturing.  Demand in the health care industry 

overall is driven by the aging population.  Restructuring within the industry is moving care 

away from the large institutions (hospitals and nursing are facilities) to ambulatory care.  The 

largest projected increases through 2026 are in home health care services, offices of physicians, 

and outpatient care centers.  Within professional scientific and technical services, computer 

system design, management consulting, and architectural & engineering will be adding the most 

jobs although every industry in this sector is projected to grow. Within social assistance, 

individual & family services will add the most jobs.  Within manufacturing, the largest increases 

will be in transportation equipment manufacturing which includes aerospace and shipbuilding 

followed by fabricated metal product manufacturing but several other manufacturing industries 

are also projected to gain. During the two-year perioÄ ςπρφ1ς ÔÏ ςπρψ1ςȟ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÏÖÅÒÁÌÌ 

employment grew by 6,350 jobs, or 0.4%. The private sector increased 12,537 (0.9%), while the 

government sector declined 6,187 (-2.6%). 

 The three sectors with the largest two-year gains were Manufacturing, Other Services, and 

Transportation and Warehousing, which increased by 4,305, 4,095, and 3,568 jobs, respectively, 

from 2016 to 2018 shown in the figure below. The gains in Manufacturing and Transportation 

and Warehousing represent recent shifts in the Connecticut economy. 

Transportation and Warehousing growth is due primarily to the increased number of internet 

retailer warehousing distribution centers in the state, which began adding Connecticut locations 

in late 2015. 

 Increased on-line shopping has driven employment growth in Transportation and Warehousing 

and to declines in Retail Trade, which was down 3,691 in the two years preceding the 2018Q2 

projection base. Despite these declines, Retail Trade remains one of the largest sectors ɀ it 

averaged 180,000 jobs in 2018Q2. Finance and Insurance employment fell by 4,294 jobs during 

the two years ending 2018Q2, as banks and investment firms contracted. The insurance 

industry added nearly 800 jobs in this period. 

 Most of the decline in Government employment was at the state level. Education and Health 

each declined about 1,000 jobs, while Public Administration fell by over 2,000. Local 

Government also contracted. Other industries of note include Accommodations and Food 

Services, which continues to add jobs at a faster rate than the overall economy and Construction 

which was down over 1,000 jobs from 2016Q2 to 2018Q2, mostly due to a sluggish second 

quarter last year but which has since added jobs. As of March 2019 construction was up 2,500 

jobs from the previous year. 
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 Health Care and Social Assistance, the largest combined sector of the economy, continues to add 

jobs overall, driven by strong gains in Ambulatory Health Care and Social Assistance, up 4.9% 

and 3.8%, respectively, in the two years ending 2018Q2. These gains were tempered by losses 

in other components of the sector with Hospitals, down 1.5%, and Nursing and Residential Care 

Facilities, down 3.2%. Those two industries had respective employment peaks in 2012 and 

2014. 

 Connecticut manufacturing continues to maintain strong employment growth that began in the 

first quarter of 2016. This growth is unique to the region. Our 2.8% growth during the two years 

that precede the short term projection period (2016Q2-2018Q2) compares favorably to the 

neighboring states of Massachusetts and New York, which were down 0.7% and 1.5%. 

#ÏÎÎÅÃÔÉÃÕÔȭÓ Ô×Ï-year Manufacturing growth outpaces the national average of 2.6% and is 

driven by strong gains in transportation equipment manufacturing. Announcements from major 

employers suggest that growth in this sector will continue for the foreseeable future. 

4ÒÁÎÓÐÏÒÔÁÔÉÏÎ ÅÑÕÉÐÍÅÎÔ ÉÓ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÌÁÒÇÅÓÔ ÍÁÎÕÆÁÃÔÕÒÉÎÇ ÉÎÄÕÓÔÒÙȟ ×ÈÉÃÈ ÉÎÃÌÕÄÅÓ ÂÏÔÈ 

aerospace and shipbuilding and encompasses about 28 percent of manufacturing employment 

in the state. 

 Over the past two years, overall manufacturing growth was heavily concentrated in 

transportation equipment, accelerating a multi-year trend.  In total, 11 out of 19 3-digit NIACS 

manufacturing industries added a combined 5,867 jobs over these growing sectors.  Two year 

manufacturing declines occurred in 8 industries and amounted to losses of 1,790 jobs.  The 

largest two year declines occurred in Computer and Electronic Products (-713) and Machinery 

Manufacturing (-498).  

 Aerospace products and parts manufacturing is a component industry of transportation 

equipment.  )Î ςπρψȟ #ÏÎÎÅÃÔÉÃÕÔȭÓ !ÅÒÏÓÐÁÃÅ ÅÍÐÌÏÙÍÅÎÔ ×ÁÓ ÔÈÅ ÆÉÆÔÈ ÈÉÇÈÅÓÔ ÉÎ ÔÈÅ ÃÏÕÎÔÒÙȢ  

This sector employs 2.1 percent of total private Connecticut employment, which is the third 

highest share in the country after Washington (3.0%) and Kansas (2.8%). Shipbuilding 

represents about 28 percent of transportation equipment manufacturing employment, and has 

continued to consistently add jobs, though growth has slowed in recent quarters.  Unlike other 

manufacturing areas, shipbuilding has shown very little cyclicality since 2000.  This differs 

significantly from shipbuilding employment nationally, which peaked in 2007 at 161,952, lost 

24.7% of its employment by early 2011 and was just over 86.4% of peak levels by the end of 

2018. 

 The portion of the manufacturing workforce over age 54 continues to increase suggesting that 

the need to replace retiring workers will only grow in coming years.  Over the past 10 years, the 

share of manufacturing workers over 54 has had one of the largest industry increases, up 11.0 

percentage points to 35.4% in 2018.  With more than a third of its workforce over age 54, 

manufacturing will need to hire many replacement workers in addition to filling the new jobs 

that are expected to be added in the short term. 

 #ÏÎÓÉÓÔÅÎÔ ×ÉÔÈ ÔÈÅ ÁÇÉÎÇ ÐÏÐÕÌÁÔÉÏÎȟ ÅÍÐÌÏÙÍÅÎÔ ÉÎ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÈÅÁÌÔÈ ÃÁÒÅ ÓÅÃÔÏÒ ÈÁÓ 

continued to expand. However there are structural changes within the sector which has 

implications for the outlook. Ambulatory care settings, such as Offices of Physicians, Home 

Health Care Services, and Outpatient Care Centers have been adding jobs which residential 

facilities such as nursing homes have been contracting. While employment at general hospitals 

increased in 2017, it declined slightly in 2018. Outpatient Care Centers have experienced large 

growth in the short term.  From 2016 to 2018 that industry grew by 22.2%. In the past ten years 

it has nearly doubled, up 84.9% from 6,318 in 2008 to 11,650 in 2018.  As with other sectors in 

the economy, the portion of the Healthcare and Social assistance workforce aged 55 and over is 



Page 14 

increasing.  Since 2001 the sector has seen its over 54 workforce increase from 15.1% to 26.2% 

in 2018, levels slightly below the over 54 share for all industries. 

 The finance and Insurance sector of the economy has shed jobs during the past 10 years, down 

19,259 jobs since 2008.  Most of this decline occurred within the Insurance Carriers (-8,109 or 

12.4%) and Credit Intermediation (-6,134 or 20.1%).  This industry employs proportionally 

fewer younger and older workers than the overall economy. 

 Retail trade employment has been declining in recent years.  Annual average declines began in 

2015 down 0.1% from a year before.  Prior to this period the industry seemed to track overall 

nonfarm employment change.  From 2016-17 it fell 0.6% and accelerated its decline falling by 

1.5% from 2017-18.  As of May 2019, retail employment levels of 175,500 are just below the 

previous low of 176,400 reached in November 2008.  The largest declines were seen in Grocery 

stores (-1.7%), Clothing stores (-4.7%), and Health & Personal Care stores (-4.3%), which all 

declined by over 580 jobs.  Despite this challenging landscape for retail trade, Auto Parts, 

Accessories, and Tire Stores (+293 jobs, +6.3%), Building Material & Supplies dealers (+274 
jobs, +2.1%), Furniture Stores (+128, +4.9%) and seven other detailed industries added jobs 

over the year.  The overall trend for retail is the result of changes in consumer preferences 

derivative of online shopping and evident throughout the country. This reduced retail demand 

has increased demand for workers in the transportation and warehousing industry, which has 

been adding jobs since 2010. 

 A vast majority of job growth in Transportation and Warehousing has been driven by the 

Warehousing and Storage segment of the sector, which is up 1,729 jobs over the year.  Other 

internet commerce-related industries such as Courier & Express Delivery Services (+647 jobs), 

and General Freight Trucking (+196 jobs) added jobs in continuance of multi-year trends.  Taxi 

& Limousine Service and Other Ground Passenger Transportation were down a combined 204 

jobs, which is likely impacted by the growing popularity of ridesharing services. The strong 

gains in Warehousing and Storage employment began in 2013 and have added 4,544 jobs 

through 2018, an overall increase of 55%.  The 1,729 increase from 2017-18 alone is a 15.6% 

expansion, some of this increase may be attributed to the 2018 opening of a FedEx distribution 

center in Middletown which was noted to add between 500-1,000 jobs .  Other media 

announcements indicate that additional warehouses and distribution centers are expected to 

open in coming years.   Additional sources suggest that the nationwide shortage of truck drivers 

is contributing to warehousing expansion in Connecticut because that industry is shifting from 

long haul routes to shorter trips, and locations in the state can distribute to both New York and 

Boston. 

 The workforce age distribution of the Retail and Transportation & Warehousing industries 

differ in some ways from each other and from the overall Connecticut labor force.  Retail has a 

much larger share of its workforce under age 25 than the overall economy, 25 and 12 percent 

respectively.  As that sector declined, its under 25 workforce has fallen 18% over the past 10 

years, from 53,737 to 43,899 in 2018.  Its prime age workforce is down 3.2% while its over 54 

workforce has increased over 10 years by 8,748 or 27.2%  to 40,892 in 2018. Over the past ten 

years, Transportation and Warehousing grew 16.4%.  By age cohort, 48.6% of that ten year 

growth occurred in the over 54 age cohort, 6.2% in the prime age cohort and 23% in the under 

25 cohort.  This differs significantly from the overall economy, which was down 0.9% overall 

with the over 54 cohort up 30.4% and the prime and under 25 cohorts down -8.3 and -12.1% 

respectively.  From 2017 to 2018, the industry experience a large uptick in under age 25 

employment, in 2017 they were 8.7% of the labor force but accounted for 25.5% of growth 

through 2018. 
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At the onset of FY 2020 there were 620 eligible individuals being served by the 

Vocational Rehabilitation Program at the Bureau of Education and Services for the Blind 

(BESB). Of that number, 604 of these individuals had implemented Individualized Plans 

for Employment (IPEs). The projected number of new IPEs for FY 2020 is approximately 

125. Added to the 620 eligible individuals with pending and implemented IPEs at the 

onset of FY 2020, this would represent approximately 745 eligible individuals that are 

projected to receive services under an IPE in FY 2020. Projections for FY 2021 closely 

parallel FY 2020 projections, with approximately 750 individuals anticipated to receive 

services under an IPE in that fiscal year. In FY 2022, anticipated growth in the program, 

resulting from continued and focused outreach efforts to eye doctors and community -

based organizations, is anticipated to yield an increase in the total number of eli gible 

individuals served, potentially reaching 775 eligible individuals.  

 ii.  Emerging Demand Industry Sectors and Occupations.  

Computer system design and related services is 27% of employment in the Professional, 
Scientific and Technical Services sector but represented 42% of the projected growth in that 

sector.  Occupations within this industry with the largest projected employment increase are 

Applications Software Developers, Computer and Information Systems Managers, Computer 

Systems Analysts, Systems Software Developers, and Customer Service Representatives. While 

ÎÏÔ ÎÅÃÅÓÓÁÒÉÌÙ ȰÅÍÅÒÇÉÎÇȱ ÁÓ ÔÈÅÓÅ ÏÃÃÕÐÁÔÉÏÎÓ ÁÒÅ ÌÏÎÇ ÅÓÔÁÂÌÉÓÈÅÄȟ ÔÈÅ ÒÅÓÔÒÕÃÔÕÒÉÎÇ ÏÆ ÔÈÅ 

healthcare industry toward ambulatory and home care has increased demand for Personal Care 

Aides and Home Health Aides.  Combined employment in these two occupations is projected to 

grow by over 10,000 with over 80,000 total openings to fill the new positions and replace 

workers who either exit the labor force or transfer to different occupations. 

Employers are seeking a wide range of knowledge, skills, credential, and licenses.   In the large 

and growing health care sector, the largest demand is for Registered Nurses with a majority of 

job postings in this occupation currently seeking RNs with a BaÃÈÅÌÏÒȭÓ $ÅÇÒÅÅ ÅÖÅÎ ÔÈÏÕÇÈ ÁÎ 

2. ÌÉÃÅÎÓÅ ÉÓ ÏÂÔÁÉÎÁÂÌÅ ×ÉÔÈ ÁÎ !ÓÓÏÃÉÁÔÅȭÓ $ÅÇÒÅÅȢ  Personal Care Aides and Home Health 

Aides require less education and training.  Within the growing manufacturing sector, hiring is 

occurring at every education level.  The occupations showing the most growth with the 

#ÏÍÐÕÔÅÒ 3ÙÓÔÅÍÓ $ÅÓÉÇÎ ÁÎÄ 2ÅÌÁÔÅÄ 3ÅÒÖÉÃÅÓ ÇÅÎÅÒÁÌÌÙ ÒÅÑÕÉÒÅ Á ÂÁÃÈÅÌÏÒȭÓ ÄÅÇÒÅÅȢ 

 A concern is finding enough qualified people to meet employer demand not only in 

ÍÁÎÕÆÁÃÔÕÒÉÎÇȟ ÂÕÔ ÔÈÅ ÓÔÁÔÅȭÓ ÏÔÈÅÒ ÉÎÄÕÓÔÒy sectors as Connecticut will face a surge in 

retirements. Forty-eight percent of all jobs in the state are identified as middle-skill and the 

demand for middle-ÓËÉÌÌ ÊÏÂÓ ÉÓ ÅØÐÅÃÔÅÄ ÔÏ ÒÅÍÁÉÎ ÓÔÒÏÎÇȢ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÓÕÐÐÌÙ ÏÆ ÈÉÇÈ-skill and 

lower-skill wor kers exceeds demand, while the reverse is true for middle-skill workers. Overall 

labor market measures, such as a low unemployment rate and high employment to population 

ratio, suggest that demographics and slow population growth are the largest challenges 

Connecticut faces as it attempts to accelerate job growth. 

 Middle-skill jobs generally require some significant education and training beyond high school 

ÂÕÔ ÌÅÓÓ ÔÈÁÎ Á ÂÁÃÈÅÌÏÒͻÓ ÄÅÇÒÅÅ ÉÎÃÌÕÄÉÎÇ ÁÓÓÏÃÉÁÔÅȭÓ ÄÅÇÒÅÅÓȟ ÖÏÃÁÔÉÏÎÁÌ ÃÅÒÔÉÆÉÃÁÔÅÓȟ ÁÎÄ ÏÎ-

the-job training (i.e., apprenticeships). Other qualities that are commonly lacking among recent 

hires or attempted hires are overall employability and technical skills. This includes deficits in 

advanced technical skills, math, writing, reading, 

English proficiency and computer skills. With the low unemployment rate in the state, 

employers are having difficulty filling positions at all skill levels and as a result job openings are 

ÎÅÁÒ Á ÒÅÃÏÒÄ ÈÉÇÈȢ 4ÈÅ #ÏÎÆÅÒÅÎÃÅ "ÏÁÒÄȭÓ (ÅÌÐ 7ÁÎÔÅÄ ÏÎ ,ÉÎÅ ÉÎÄÅØ ÓÈÏ×Ó ÎÅÁÒly 50,000 job 
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postings in Connecticut with 25% requiring a high school diploma, vocational training, or an 

!ÓÓÏÃÉÁÔÅȭÓ $ÅÇÒÅÅ ÁÎÄ σςϷ ÒÅÑÕÉÒÉÎÇ Á "ÁÃÈÅÌÏÒȭÓ ÄÅÇÒÅÅ ÏÒ ÍÏÒÅȢ   

 4ÈÅ ÖÁÒÉÏÕÓ ÅÎÔÉÔÉÅÓȟ ÐÁÒÔÎÅÒÓ ÁÎÄ ÓÔÁËÅÈÏÌÄÅÒÓ ÃÏÍÐÒÉÓÉÎÇ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÅØÔÅÎÓÉve workforce 

development system have planned and implemented a broad array of innovative initiatives 

ÁÄÄÒÅÓÓÉÎÇ #ÏÎÎÅÃÔÉÃÕÔȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÐÒÉÏÒÉÔÉÅÓȢ 4ÈÅÙ ÁÒÅ ÄÅÓÃÒÉÂÅÄ ÉÎ ÄÅÔÁÉÌ ÉÎ ÌÁÔÅÒ 

sections of the plan. 

#ÏÎÎÅÃÔÉÃÕÔȭÓ ÕÎÅÍÐÌÏÙÍÅÎÔ ÒÁÔÅ ÐÅÁËed in November 2010 at 9.3 percent and has since fallen 

to 3.6 percent as of October, 2019.  #ÏÎÎÅÃÔÉÃÕÔȭÓ ÕÎÅÍÐÌÏÙÍÅÎÔ ÒÁÔÅ ÉÓ ÁÔ ÉÔÓ ÌÏ×ÅÓÔ ÌÅÖÅÌ ÓÉÎÃÅ 

ÅÁÒÌÙ ςππςȢ 0ÒÉÏÒ ÔÏ ςπρρȟ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÕÎÅÍÐÌÏÙÍÅÎÔ ÒÁÔÅ ×ÁÓ ÃÈÁÒÁÃÔÅÒÉÓÔÉÃÁÌÌÙ ÁÔ ÏÒ ÂÅÌÏ× 

national levels.  &ÒÏÍ ÅÁÒÌÙ ςπρρ ÔÈÒÏÕÇÈ ÌÁÔÅ ςπρψȟ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÕÎÅÍÐÌÏÙÍÅÎÔ ÒÁÔÅ ÒÅÍÁÉÎÅÄ 

persistently above US levels, with the largest spread being 0.7 percentage points in October 

2014.  During the first half of 2019, The US and Connecticut unemployment rates have 

converged. 

 Annual average labor force participation peaked in 2008 at 69 percent, a level not seen since 

the early 1990s. After reaching a low of 64.9 percent in 2013, it was 63.1% percent in 2018 after 

dropping from 66.6% in 2017.  This drop corresponds with sharp declines in participation of 

the over 54 age cohort.  That cohort is down 3.2 points since 2017 to 45.8%.  That decline 

equates to an over age 54 drop of 22,000 since 2017 and mostly occurred in the age 55-64 

segment of that group. The narrowing gap between labor force participation and employment to 

population ratios (EPR) corresponds with unemployment rate decreases in recent years.  EPR 

peaked in 2007 at 65.7% a year before the Labor Force Participation Rate (LFPR).  Since 

toughing in 2013, it has an average year-over-year percentage point increase of 0.6 percentage 

points through 2018.  From 2017 to 2018 it was down 0.2 points. 

 State-level age cohort labor force participation rate annual average data is available from 2001 

through 2018 .  Breaking down the overall labor force participation rate into three component 

age cohorts helps pinpoint contributing demographic trends. The overall working aged 

population (over age 16) increased by 7,000 from 2017 to 2018, while the labor force fell by 

17,000.  This labor force decline was driven by unemployment declining by 15,000 while 

employment fell by 3,000 (Note these amounts are subject to rounding error).    By age cohort, 

the working age population under 25 fell by 47,000, the prime age population grew 20,000 and 

the over 54 population was up 34,000. This labor force decline of 17,000 was driven by losses in 

the under 25 (down 29,000) and over 54 population (down 19,000).  The prime age labor force 

grew by 31,000.  

 The younger 16 to 24 age cohort has LFPR below that of prime age workers due primarily to 

ÓÃÈÏÏÌ ÅÎÒÏÌÌÍÅÎÔȢ )Î ÔÈÅ ÅÁÒÌÙ ςπππÓȟ ÔÈÅ ÃÏÈÏÒÔȭÓ ÐÅÁËÓ ÁÎÄ ÔÒÏÕÇÈÓ ÌÁÒÇÅÌÙ ÃÏÒÒÅÓÐÏÎÄÅÄ ×ÉÔÈ 

the overall labor force.  Since the recession, the cohort has gradually fallen from a 2007 peak of 

61.7% to a low of 49.3% in 2016.  Unlike prime aged workers, which saw its LFPR and EPR 

diverge during the recession due to EPR shifts, young workers in Connecticut have had a multi-

year long term trend downward from its 2007 peak.  In 2018, the under 25 population had a 

LFPR of 52.1% and an EPR of 45.4, both down from a year before.  From 2017 to 2018, the 

under 25 population decreased by 47,000 with corresponding employment decrease of 31,000 

and an unemployment increase of 2,000 for an overall labor force decline of 29,000. As 

#ÏÎÎÅÃÔÉÃÕÔȭÓ ÌÁÂÏÒ ÆÏÒÃÅ ÁÇÅÓȟ ÔÈÅ ÓÔÅÁÄÙ ÐÁÒÔÉÃÉÐÁÔÉÏÎ ÒÁÔÅ ÉÎÃÒÅÁÓÅ ÏÆ ÔÈÅ ÏÖÅÒ υτ ×ÏÒËÆÏÒÃÅ 

from 2001-2017 had been positive labor market shift for the state.  In 2018 that trend shifted 

with sharp LFPR and EPR drops of 3.2 percentage points and 2.5 percentage points respectively 

from 2017.  These over 54 age cohort shifts correspond with one year labor force declines of 

22,000 and Employment declines of 15,000.  When looking at smaller age cohorts that comprise 
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this over 54 group, most of the losses occurred in the 55-64 cohort, which had labor force 

declines of 19,000, of which 13,000 was due to employment decline from a year before.  

 In addition to annual average age cohort labor market data, information by gender, race, and 

ethnicity is also available and shows some interesting shifts within the Connecticut labor 

market.  Breaking down the four available race/ethnic cohorts into percent shares shows that 

ÔÈÅ ÌÁÒÇÅÓÔ ÓÈÉÆÔ ÉÎ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÌÁÂÏÒ ÆÏÒÃÅ ÄÕÒÉÎÇ ÔÈÅ ÐÁÓÔ ρπ ÙÅÁrs has been the growth of the 

Hispanic cohort, which rose from 10.2% to 14.2% through 2018. Looking at unemployment 

rates, the unemployment rate for the Asian labor force has consistently been below other rates 

but recently converged with statewide and white populations as their rates fell. The rates for 

the Black and Hispanic populations in Connecticut have dropped as well, although those groups 

still trend above other cohorts.   

 The Quarterly Workforce Indicators (QWI) dataset allows for detailed analysis of industry 

employment by various demographic characteristics and employment measures. 

Total employment peaked in 2008. At that time, 13% of the Connecticut labor force was under 

age 25, 66.8% were between 25 and 54 (also known as prime age), and 20.2% were over age 54. 

By 2018, the share below 25 fell to 11.5%, the prime age share dipped to 61.9%, and the share 

over 54 rose to 26.6%. To put it another way, in 2018 (the latest available from the QWI) overall 

employment is at 99.1% of the 2008 peak and by cohort, the under 25 and prime age groups 

are, respectively, down 12.1% and 8.3% while the over 54 cohort is up 30.4%. The demographic 

shifts over the past ten years continue trends that began even earlier. In 1998, the share of 

Connecticut employment for those three age cohorts was 12.6%, 73.5%, and 13.9%, 

respectively. This means the portion of the workforce in prime age is down 11.6 percentage 

points over 20 years while the portion over 54 has almost doubled.  The increasing portion of 

older workers also indicates that a large share of the workforce is approaching retirement age, 

heightening the need for replacement workers in coming years. 

 The sectors with largest percentage of workers under 25 are Accommodation & Food Services, 

Arts, Entertainment & Recreation, and Retail Trade. Two of these sectors, Accommodation & 

Food Services and Retail Trade saw their share of youth employment fall by 6.6 and 4.7 

percentage points from 2008-2018. Arts, Entertainment & Recreation youth employment share 

increased by 7.6 percentage points. The Manufacturing and the Transportation & Warehousing 

sectors also had youth employment share increases, up 0.8 and 0.5 percentage points. 

Manufacturing also saw large increases in the over 54 age cohort, decreases in prime age 

employment, and overall industry growth in recent years. Transportation & Warehousing youth 

employment growth is driven by expansion of that industry. Employment is up 16.4% overall 

since 2008. 

 Prime age employment ranges from 49.9% to 69.4% of employment for sectors in Connecticut. 

Every sector except Accommodation & Food Services has seen a decline in prime age 

employment share over the past 10 years. The sectors with the largest concentrations of prime 

age workers are Finance & Insurance (69.4%), Professional, Scientific, & Technical Services 

(68.4%) and Information (67.6%). 

 While most sectors experienced declines in the share of under 25 and prime age employment 

over the past 10 years, every sector had share increases of its over 54 workforce. This ranged 

between a 2.3 point increase in Arts, Entertainment and Rec. to an 11.1 point increase in 

Utilities. Large sectors with significant over 54 employment shares include Manufacturing, 

(35.4%) which had a 10.6 point increase in the past ten years and Educational Services (30.8%). 

These two sectors employ 25.1% of the over 54 workforce compared to 20.2% of the workforce 
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overall. With more than 35% of its workforce over age 54, Manufacturing will need to hire many 

replacement workers in addition to filling the new jobs that are expected to be added in the 

short term. Educational Services growth has been hindered by the declining population of 

school-age children, but the large share of workers over 54 in that sector indicates that many 

replacement workers will be needed even amid overall employment declines. 

 Nationally, by 2026 the labor force participation rate for those over age 65 is expected to be 

nearly double its 1996 level. In addition to preparing to replace retiring workers, industries will 

need to make adjustments to accommodate older workers. Healthcare and Social Assistance is 

the largest sector in the state overall, and employs the most workers over 54, with over 71,000. 

This sector has had the largest total increase of over 54 workers, up 20,000 since 2008. This 

growth dwarfs the corresponding growth for prime age workers, which increased 8,500 over 10 

years. Employment for workers under 25 in this sector fell 1,600 since 2008. 

τπϷ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÐÏÐÕÌÁÔÉÏÎ ÈÁÓ Á "ÁÃÈÅÌÏÒȭÓ ÄÅÇÒÅÅ ÏÒ ÍÏÒÅ ÃÏÍÐÁÒÅÄ ÔÏ 33% for the 

nation.  )Î #ÏÎÎÅÃÔÉÃÕÔȟ ςςϷ ÈÁÖÅ "ÁÃÈÅÌÏÒȭÓ ÄÅÇÒÅÅÓ ɉÃÏÍÐÁÒÅÄ ÔÏ ςπϷ ÎÁÔÉÏÎÁÌÌÙɊ ×ÈÉÌÅ ρψϷ 
have graduate or professional degrees (compared to 13% nationally).  30% of workers are 

ÅÍÐÌÏÙÅÄ ÉÎ ÏÃÃÕÐÁÔÉÏÎÓ ÔÈÁÔ ÒÅÑÕÉÒÅ ÁÔ ÌÅÁÓÔ Á "ÁÃÈÅÌÏÒȭÓ ÄÅÇÒee to enter the occupation.  Many 

jobs within other occupations may require college degrees as well.  Looking ahead, 43% of 

ÐÒÏÊÅÃÔÅÄ ÇÒÏ×ÔÈ ×ÉÌÌ ÂÅ ÉÎ ÏÃÃÕÐÁÔÉÏÎÓ ÒÅÑÕÉÒÉÎÇ ÁÔ ÌÅÁÓÔ Á "ÁÃÈÅÌÏÒȭÓ ÄÅÇÒÅÅȢ  In addition, 

during the 2016-2026 projections period there is a projected increase of 14,000 in employment 

ÉÎ ÏÃÃÕÐÁÔÉÏÎÓ ÔÈÁÔ ÒÅÑÕÉÒÅ ÍÏÒÅ ÔÈÁÎ Á ÈÉÇÈ ÓÃÈÏÏÌ ÄÉÐÌÏÍÁ ÂÕÔ ÌÅÓÓ ÔÈÁÎ Á "ÁÃÈÅÌÏÒȭÓ ×ÉÔÈ Á 

total of 224,018 openings in this category. 

II.(A)(1)(B)(iv) Skill Gaps -Describe apparent "skill gaps."According to the Bureau of Labor 

Statistics job openings are near a record high both nationally and in Connecticut.  The 

#ÏÎÆÅÒÅÎÃÅ "ÏÁÒÄȭÓ (ÅÌÐ 7ÁÎÔÅÄ ÏÎ ,ÉÎÅ ÓÈÏ× ÎÅÁÒÌÙ υπȟπππ ÊÏÂ ÐÏÓÔÉÎÇÓ ÉÎ #ÏÎÎÅÃÔÉÃÕÔ ×ÉÔÈ 

25% requiring a high school diploma, vocationaÌ ÔÒÁÉÎÉÎÇȟ ÏÒ ÁÎ !ÓÓÏÃÉÁÔÅȭÓ $ÅÇÒÅÅ ÁÎÄ σςϷ 

ÒÅÑÕÉÒÉÎÇ Á "ÁÃÈÅÌÏÒȭÓ ÄÅÇÒÅÅ ÏÒ ÍÏÒÅȢ 

2. WORKFORCE DEVELOPMENT, EDUCATION AND TRAINING ACTIVITIES ANALYSIS 

On October 29, 2019, Governor Lamont signed executive order #4, directing the creation 

ÏÆ ÔÈÅ 'ÏÖÅÒÎÏÒȭs Workforce Council (GWC), the new State Workforce Board. The Council 

is responsible for partnering with the business community and reducing barriers among 

state government agencies so that Connecticut can have the most aligned high -quality, 

and equitable workforce development system in the country. The following outlines 

strategies and activities to support the work of the GWC.  

 Connecticut Department of Labor  

Registered Apprenticeship and Pre- Apprenticeship 

The Office of Apprenticeship Training (OAT) admÉÎÉÓÔÅÒÓ #ÏÎÎÅÃÔÉÃÕÔȭÓ 2ÅÇÉÓÔÅÒÅÄ 

!ÐÐÒÅÎÔÉÃÅÓÈÉÐ ÓÙÓÔÅÍȟ ×ÈÉÃÈ ÉÓ ÓÕÐÐÏÒÔÅÄ ÂÙ ÔÈÅ ÓÔÁÔÅȭÓ ÇÅÎÅÒÁÌ ÆÕÎÄȟ ÆÅÄÅÒÁÌ ÆÕÎÄÉÎÇȟ ÁÎÄ 

industry support from registration fees. Registered apprenticeship is a proven solution for 

training and retaining talent and offeÒÓ ÉÎÄÉÖÉÄÕÁÌÓ ÔÈÅ ÏÐÐÏÒÔÕÎÉÔÙ ÏÆ ȰÌÅÁÒÎÉÎÇ ×ÈÉÌÅ ÅÁÒÎÉÎÇȢȱ 

 OAT provides registration, monitoring, technical assistance and consulting services for the 
administration of apprenticeship agreements per state regulations and standards. Registered 

Apprenticeship provides a structured training strategy that combines on-the-job training with 

related technical instruction. The office also qualifies employers for tax credits, works with the 

Department of Education, Department of Consumer Protection and other state agencies, and 

performs outreach to veterans, employer groups, unions and many community-based 
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organizations to promote Registered Apprenticeship and Registered Pre-Apprenticeship 

throughout Connecticut. 

 Aggressive outreach by CTDOL/OAT has increased apprenticeship in all areas. Currently, 1,710 

active employer-sponsors and 6,417 registered apprentices are involved in the program. In 

addition, 1,608 apprentices completed their apprenticeship training while 3,819 new 

apprentices were registered in the program this year ɀ Á ÓÉÇÎÉÆÉÃÁÎÔ ÉÎÃÒÅÁÓÅ ÏÖÅÒ ÌÁÓÔ ÙÅÁÒȭÓ 

total of 2,474. CTDOL/OAT intends to add an additional 800 apprentices over the next three 

years. This year, the program expanded into the insurance, banking, barbering and healthcare 

sectors through new industry partnerships while continuing its expansion efforts in the 

manufacturing and construction sectors. 

 Systemic modifications, such as streamlining the Apprentice Sponsorship registration and 

compliance paperwork, to assisting in creating a more user friendly, self-service system, have 

been instituted. For example, Registered Apprenticeship (RA) sponsors and Related Technical 

)ÎÓÔÒÕÃÔÏÒÓ ɉ24)Ɋ ÍÁÙ ÒÅÑÕÅÓÔ ÔÏ ÈÁÖÅ ÔÈÅÉÒ ÐÒÏÇÒÁÍÓ ÌÉÓÔÅÄ ÏÎ ÔÈÅ ÓÔÁÔÅȭÓ %ÌÉÇÉÂÌÅ 4ÒÁÉÎÉÎÇ ÁÎÄ 
Providers List available on the CTDOL website. This can lead to WIOA funding opportunities to 

support related instruction, OJT and supportive services. 

 Registered Apprenticeship and Non-Traditional Industries 

Registered Apprenticeship programs have grown outside of the traditional industries as more 

industries require skilled workers and trainings tailored to specific occupations. CTDOL/ OAT 

apprenticeship opportunities are now available in new industries including: 

  

¶ The Insurance Claims Representative national apprentic eship program was built 

in partnership with The Hartford insurance company, USDOL -OAT and Capital 

Community College. Apprentices participate in insurance -related instruction, paid 

on-the-job training, mentoring, and academic coaching while working on the f inal 

year of their associate degrees. Upon successful completion of the one -year 

program, apprentices have completed their degrees, obtained non -credit 

certificates in Insurance Claims Operations, passed the Connecticut Adjuster's 

license exam, and received their Federal Registered Apprenticeship completion 

certificate.                                 

   

¶ The Nurse Residency apprenticeship program at Yale New Haven Hospital and 

throughout Yale Healthcare Network hospitals includes extensive mentoring by 

indiv idually assigned experienced nurse practitioners/preceptors. Upon successful 

completion of the program, participants that are systemically trained for the specific 

nursing occupation receive a nationally recognized certificate of apprenticeship 

completion of the Nurse Residency Apprentice Program issued by the CT DOL/OAT. 

   

¶ The Junior Software Developer Apprenticeship with Independent Software, LLC. trains 
apprentices in the core set of skills required to be effective as a junior software 

developer or software engineer. Apprentices are matched with other companies to 

continue to develop their skills and abilities upon completion of the A100 

program,                                                                        

¶ The Manufacturing Innovation Fund (MIF ) Apprenticeship Program, supported 
through a $10.8 million state bond allocation, continues to provide financial 
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assistance in the form of a wage subsidy to manufacturers and tuition 

reimbursement to approved Apprentice Related Instruction Training Provid ers. To 

date over 700 apprentices and over 200 companies have received support through 

this program.  

 Apprenticeship Education Pathway 

CTDOL/OAT has formalized the Apprenticeship Education pathway to move individuals from 

multiple entry points through their educational and apprenticeships programs culminating in a 

credentialed career and a degree. 

Pre-Apprenticeship  

Quality pre-apprenticeship programs are an integral piece of a pathway for employers and 

students. A student may earn on-the-job credits toward a registered apprenticeship if employed, 

on a part time basis, after school, or as part of a Work Based Learning release program that may 

be established by the school and an apprenticeship employer sponsor. Pre-apprentices can 

carry up to 2,000 hours of on-the-job experience upon graduation into their registered 

apprenticeship program similar to how an Advanced Placement (AP) program is designed and 

recognized. 

 There are increasing amounts of careers that do not require a college degree yet require a 

certificate or credential inclusive or exclusive of post-secondary education. Career Technical 

Education (CTE), enhanced in high schools with industry recognized credentials, has recently 

been utilized as a workforce development pipeline. 

 CTDOL/OAT has partnered with the CT State Department of Education (SDE) to begin 

statewide strategic planning for CTE Perkins V programming implementation. Various plans 

will encompass policy considerations and the creation of Industry Councils at the local school 

district level for CTE credentialing, career exploration, career pathway development, business 

and industry led curricula alignment, Work Based Learning (WBL) partnerships and articulation 

agreements with post-secondary institutions for college credits. 

 CTDOL/OAT, in partnership with SDE, has expanded CTE under Perkins V, thus increasing 

Perkins V Pre-apprenticeship and Apprenticeship opportunities. These include work-based 

learning and the development of industry recognized credentials. CTDOL/ OAT has partnered 

wi th nearly 30 high schools and community colleges to credential their CTE courses and link 

them to the pre-apprenticeship program. Students enrolled at those schools now have the 

ability to enhance their theoretical knowledge with hands-on skill development. Additionally, 

through relationships built at these schools, CTDOL/OAT has been able to present the benefit of 

these credentials to school boards and encourage stable funding for Career Technical Education 

moving forward. Some new, exciting pre-apprenticeships include: 

 Goodwin College Insurance Pre-apprenticeship - creates a talent pipeline for insurance 

distributors in CT. Students obtain an Insurance Sales and Service Certificate, sit for state 

licensing, and enter paid pre-apprenticeship. After completing the 150 hours of pre-

apprenticeship, they move into their full-time job as an apprentice. 

 Women Can Weld - The North Central Region Jobs Funnel Program partnered with the 
Ironworkers Local 15 Apprenticeship Training Program to conduct a pre-apprenticeship 

program targeted specifically for women to get an introduction into welding. 

 &ÕÔÕÒÅ "ÁÎËÅÒÓȭ !ÐÐÒÅÎÔÉÃÅÓÈÉÐ 0ÒÏÇÒÁÍ - pairs instruction to pre-apprentices at Crosby High 

School with on-the-job training in local banks. 
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 Youth Manufacturing Pipeline Initiative - focuses on high school students in addressing the 

hiring needs of Electric Boat, members of the East Advanced Manufacturing Alliance (EAMA), 

and other manufacturers. 

                  

First Books Initiative 

This December, the Administration for Children and Families (ACF) and the First Books 

program partnered with the CTDOL Office of Workforce Competitiveness (OWC) to purchase 

high quality books to support literacy and learning for children visiting the American Job 

Centers (AJCs) with their parents. 

Through this initiative, OWC in partnership with The Workplace and the Northwest Regional 

Workforce Development Board, was awarded $5,000 in credits to purchase books for families 

receiving services at the AJCs. The books were provided to a cross sector of AJC customers to 

ÅÎÃÏÕÒÁÇÅ ÒÅÁÄÉÎÇ ÁÎÄ ÔÏ ÐÒÏÍÏÔÅ ÐÁÒÅÎÔÓ ÁÓ ÔÈÅÉÒ ÃÈÉÌÄÒÅÎȭÓ ÆÉÒÓÔ ÔÅÁÃÈÅÒÓȢ This effort aligned 

well with AJC family centered approaches to support positive engagement and pathways to 

success. 

Activities included: 

¶ Engagement of parents and grandparents at the AJCs in selecting  the titles so that 
parents are in the center of the initiative; 

¶ Introduction of learning at an early age, increase literacy levels, and teach parents the 
importance of reading to their children; 

¶ Development of  a lending library at the AJC; and 

¶ Activities and celebrations to foster opportunities for parents and their children to 

receive culturally diverse books through the various service delivery models across the 

AJC continuum of programs and services.   

RETAIN-CT  

In September 2018, the Connecticut Department of Labor was awarded Phase I funding under 

the Retaining Employment and Talent After Injury/Illness Network (RETAIN) Demonstration 

grant, jointly funded by the U.3Ȣ $ÅÐÁÒÔÍÅÎÔ ÏÆ ,ÁÂÏÒȭÓ /ÆÆÉÃÅ ÏÆ $ÉÓÁÂÉÌÉÔÙ %ÍÐÌÏÙÍÅÎÔ 0ÏÌÉÃÙ 

(ODEP), the Employment and Training Administration, and the Social Security Administration. 

This project tests the impact of early strategies that improve stay-at-work/return -to-work 

(SAW/RTW) outcomes of individuals who experience an injury or illness while employed. 

CTDOL has implemented a State-level intervention program designed to improve long-term 

SAW/RTW outcomes for workers with emerging musculoskeletal concerns to address the 

problem of growing work disability in the Connecticut workforce. The Phase I pilot is an 

eighteen (18)-month project focused on preventing long-term disability and job loss among 

workers with musculoskeletal injuries and disorders by providing early return-to-work 

facilitation and by encouraging best practices in occupational medicine. The project is led by 

CTDOL and involves other stakeholders, including the University of Connecticut Health Center, 

Capital Workforce Partners, The Hartford, community healthcare providers, and other State 

agencies. 

 The goals of the program are to:    
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¶ build capacity and public-private partnerships necessary to create specialized training 

 for health care providers in RTW planning; 

¶ create a uniform billing system that enables insurance companies to reimburse   
 providers for RTW efforts; 

¶ develop a State-based early RTW coordination program; and 

¶ design metrics for the continuous evaluation and improvement of these systems. 

 Phase 2 funding is expected to be made available in early 2020, which will allow 4 to 5 Phase 1 

grantees the opportunity to bring their pilot projects to scale. Funding of nearly $20 million is 

expected to be made available per state for that purpose and CTDOL will likely apply. This 

requires a project involving all five workforce development boards, at least four additional 

ÏÃÃÕÐÁÔÉÏÎÁÌ ÈÅÁÌÔÈ ÃÌÉÎÉÃÓȟ ÁÎÄ ÓÅÖÅÒÁÌ ÉÎÓÕÒÁÎÃÅ ÃÏÍÐÁÎÉÅÓ ÐÒÏÖÉÄÉÎÇ ×ÏÒËÅÒÓȭ ÃÏÍÐÅÎÓÁÔÉÏÎ 

and/or STD/LTD group disability benefits. 

 Connecticut State Department of Education (CSDE)  

CSDE continues ÔÏ ÓÕÐÐÏÒÔ )ÎÔÅÇÒÁÔÅÄ "ÁÓÉÃ %ÄÕÃÁÔÉÏÎ ÁÎÄ 3ËÉÌÌÓ 4ÒÁÉÎÉÎÇ 0ÒÏÇÒÁÍÓ ɉ)Ȥ"%34Ɋ 

projects using Title II, WIOA funds. CSDE conducted a new competition in April 2017 in which 

six adult education providers applied for and were awarded funding to offer training programs 

×ÈÉÃÈ ÁÌÉÇÎÅÄ ×ÉÔÈ ÔÈÅÉÒ ÌÏÃÁÌ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÂÏÁÒÄÓȭ ÉÄÅÎÔÉÆÉÅÄ ÉÎÄÕÓÔÒÙ ÓÅÃÔÏÒÓȢ 

Certification programs include manufacturing, customer service, health occupations and auto 

technicians. These projects, entitled Program Enhancement Projects (PEP), are being conducted 

through three Regional Education Service Centers: (CREC, EdAdvance, Eastconn), New London 

Adult Education, Norwich Adult Education, and the Women and Families Center in Meriden. The 

total funding for the projects is $180,000 with the promise to support a minimum of 94 

participants. CSDE will continue to offer the I-BEST program in its next program year. 

 Connecticut Workforce Development Council  

The Connecticut Workforce Development Council has received a grant of $500,000 from the 

Connecticut Health and Educational Facilities Authority (CHEFA) to provide a more customized 

approach to career planning ultimately leading to greater promise of labor market success. The 

CHEFA Grant Committee and Board of Directors recognized the need for funds to remove the 

barriers to employment, which usually are unpaid training costs, transportation, childcare, and 

work -related necessities (uniforms, tools, etc.). The grant is administered through case 

managers at the American Job Centers throughout the state.  Funds are paid directly to vendors, 

not individuals, and are tracked through databases detailing demographics of individuals 

served, job sectors, amounts paid and other data. 

A possible second year of funding at the $250,000 level for FY 2020 is being considered by the 

CHEFA Grant Committee and Board of Directors and will be reviewed in January 2020.  

 University of Connecticut  

The Next Generation Connecticut initiative intends to significantly expand educational 

opportunities, research and innovation in the science, technology, engineering and mathematics 

ɉ34%-Ɋ ÄÉÓÃÉÐÌÉÎÅÓ ÁÔ ÔÈÅ 5ÎÉÖÅÒÓÉÔÙ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȢ 4ÈÅ ÂÒÏÁÄ ÏÂÊÅÃÔÉÖÅ ÉÓ ÔÏ ÌÅÖÅÒÁÇÅ 5#ÏÎÎȭÓ 

ÓÔÒÅÎÇÔÈÓ ÁÎÄ ÒÅÓÏÕÒÃÅÓ ÔÏ ÈÅÌÐ ÂÕÉÌÄ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÆÕÔÕÒÅ ×ÏÒËÆÏÒÃÅȟ ÃÒÅÁÔÅ ÊÏÂÓ ÁÎÄ ÉÎÖÉÇÏÒÁÔÅ 

the state economy. The cornerstone of the effort is a major increase in student enrollment, 

faculty expansion, development of facilities for enhanced STEM research and teaching, and 

ÅØÐÁÎÓÉÏÎ ÏÆ ÃÒÉÔÉÃÁÌ ÐÒÏÇÒÁÍÓ ÁÔ 5#ÏÎÎȭÓ (ÁÒÔÆÏÒÄ ÁÎÄ 3ÔÁÍÆÏÒÄ ÃÁÍÐÕÓÅÓȢ 
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 Next Generation Connecticut aims to transform UConn into an elite public research institution, 

ÆÕÅÌÉÎÇ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÅÃÏÎÏÍÙ ×ÉÔÈ ÎÅ× ÔÅÃÈÎÏÌÏÇÉÅÓȟ ÔÒÁÉÎÉÎÇ ÈÉÇÈÌÙ ÓËÉÌÌÅÄ ÇÒÁÄÕÁÔÅÓȟ ÃÒÅÁÔÉÎÇ 

ÎÅ× ÃÏÍÐÁÎÉÅÓȟ ÐÁÔÅÎÔÓȟ ÌÉÃÅÎÓÅÓ ÁÎÄ ÈÉÇÈȤ×ÁÇÅ ÊÏÂÓȢ #ÏÍÐÏÎÅÎÔs include: hiring research and 

teaching faculty in STEM disciplines; building research facilities for materials science, physics, 

biology, engineering, cognitive science, genomics and related disciplines; constructing teaching 

laboratories; creating a STEM Honors program to attract high achieving undergraduate 

students; upgrading aging infrastructure; expanding Stamford degree programs; providing 

student housing in Stamford; and relocating the Greater Hartford campus to downtown 

Hartford. This aggressive investment hopes to dramatically increase UConn STEM research and 

graduates, producing innovations and inventions contributing directly to sustainable economic 

ÇÒÏ×ÔÈ ÉÎ #ÏÎÎÅÃÔÉÃÕÔȟ ×ÉÔÈ ÈÉÇÈȤ×ÁÇÅ ÊÏÂÓ ÆÏÒ Á 34%--skilled and educated workforce. 

 Connecticut  Technical Education and Career System (CTECS) 

In 2017, CTHSS was renamed to the Connecticut Technical Education and Career System 

(CTECS) to better reflect its mission which is focused on education and workforce development. 

Since that time, the CTECS Central Office leadership, beginning with Superintendent of Schools 

Jeffrey Wihbey, CTECS schools principals and CTECS faculty, has actively engaged in a wide 

range of partnerships and collaboration with employers, postɀsecondary institutions, Kɀ12 

schools, workforce agencies and others. 

 7ÏÒËÉÎÇ ÆÏÒ 3ÔÕÄÅÎÔÓ ÁÎÄ #ÏÎÎÅÃÔÉÃÕÔȭÓ &ÕÔÕÒÅ, the CTECS 2019 to 2022 strategic plan is central 

to accomplishing the system's mission. The plan is a product of one and a half years of gathering 

data, soliciting input, and reaching shared consensus with our stakeholders, industry, staff, 

students, parents and partners. It's a three-year road map that will inform all decision making 

and daily work. It outlines what CTECS wants to achieve, how to achieve it, and how success will 

be measured. Each of the five goals in the plan is accompanied by a set of strategies which are 

the action steps we will take to achieve each goal. A number of performance measures will be 

used to monitor our progress. 

 Our goals and strategies are organized around five themes: 

  

-    Culture, Climate, Instruction:  Cultivate and sustain safe, effective, collaborative schools for 

staff and students. 

  

-    Industry Alignment and Collaboration:  Collaborate with key regional employers to enhance 

and expand a coordinated statewide effort to develop curriculum, career pathways and 

experiential opportunities that cultivate highly-employable, workforce-ready students; respond 

to industry needs; and prioritize economic development. 

  

-    Access and Opportunities:  Partner and strengthen relationships with K-12 school districts 

and colleges to create clearly articulated career and technical education pathways and 

opportunities for a broader set of students and adult learners. 

  

-    Systems of Excellence: Redesign the CTECS operational model to facilitate flexibility, 

innovation and responsive education, to achieve success as a new, independent agency. 
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-    Human Capital:  Recruit, hire, develop and retain a diverse and high-quality CTECS 

workf orce.  

7ÏÒËÉÎÇ ÆÏÒ 3ÔÕÄÅÎÔÓ ÁÎÄ #ÏÎÎÅÃÔÉÃÕÔȭÓ &ÕÔÕÒÅ reaffirms CTECS' commitment to its mission of 

preparing students for successful careers and supporting Connecticut businesses and 

industries. The plan also demands close collaboration with various industries throughout the 

state, and the provision of ample opportunities for students to engage in hands-on, career 

development experience. Going forward these efforts and partnerships will become increasingly 

ÉÍÐÏÒÔÁÎÔ ÅÌÅÍÅÎÔÓ ÏÆ ÔÈÅ ÓÔÁÔÅȭÓ ÂÒÏÁÄ ×ÏÒËÆÏÒÃÅ Äevelopment strategy, particularly in 

occupations in critical industries demanding specific technical skills. 

State Board of Education ɀ Office of Career, Technical, and Adult Education  

In September 2018, the CSDE met with the CT-DOL to discuss Connecticut long-term industry 

and occupational projection data. In November 2018, the Assistant Director of Research and 

Information in the Office of Research and Information at the CT-DOL matched Connecticut 

industry and occupational data and projections to the National Career Clusters Framework. The 

CSDE examined each of the five WIBs occupational areas of growth and utilized an article 

published by the CT-DOL and the Connecticut Department of Economic and Community 

$ÅÖÅÌÏÐÍÅÎÔ ɉ#$%#$Ɋ ÐÅÒÔÁÉÎÉÎÇ ÔÏ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÌÏng-term industry and occupational 

projections for 2016ɀ2026. Through a triangulation of these data, and knowing the data are 

most complete for industries having payroll employment covered by unemployment insurance, 

top clusters for Connecticut emerged. 

In February 2019, the CSDE convened a core Perkins V leadership group consisting of key 

stakeholders to: analyze Connecticut Workforce Needs, establish Program Career Clusters and 

Pathways, and inform the CTE Transition and State Plans. 

 After consideration of the Perkins V leadership group analysis, stakeholder feedback, and the 

National Forum on Educational Statistics (NCES) and the School Courses for the Exchange of 

Data (SCED) coding system, the approved Perkins V Connecticut Career Clusters that will drive 

the pathways and programs or programs of study (POS) to be supported, developed or 

improved at the State and local levels are: 

¶ Agriculture, Food and Natural Resources; 

¶ Architecture and Construction; 

¶ Business Management and Administration; 

¶ Family and Consumer Sciences; 

¶ Finance; 

¶ Health Science; 

¶ Hospitality and Tourism; 

¶ Information Technology; 

¶ Manufacturing; 

¶ Marketing; 

¶ Science, Technology, Engineering and Mathematics; and 
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¶ Transportation, Distribution, and Logistics. 

   

 Partnering in CTE  

In Connecticut, the five regional WDBs are geographically aligned to the six RESCs across the 

state. The CSDE partnered with the CT-DOL and the Perkins V Leadership Workgroup to create 

a map that shows WIB/RESC alignment. The CSDE is working with the CT-DOL to establish a 

communications pipeline between WDBs and eligible recipients to stay up-to-date with 

workforce data, pathway and POS development, and high-skill, high-wage and in-demand 

industry sectors and occupations. 

  

In addition, the CT Perkins V plan promotes coordination and collaboration amongst agencies to 

ensure that every student, regardless of gender, race, ethnicity, family wealth, zip code or 

disability status, is prepared to succeed in lifelong learning and work beyond school. The 

following themes are supported throughout the plan including: 

  

¶ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÖÉÓÉÏÎ ÆÏÒ #4% ÉÓ ÔÈÁÔ ÁÌÌ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÓÔÕÄÅÎÔÓ ÈÁÖÅ ÁÃÃÅÓÓ ÔÏÄÁÙ ÔÏ ÈÉÇÈ-

quality, culturally responsive guidance, teaching, and learning that will position them to 

graduate tomorrow as innovators equipped with adaptable, transferable skills that will 
ÃÏÎÔÒÉÂÕÔÅ ÔÏ ÔÈÅ ÇÒÏ×ÔÈ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÈÉÇÈ-knowledge economy. 

  

¶ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÖÉÓÉÏÎ ÆÏÒ ÅÄÕÃÁÔÉÏÎ ÁÎÄ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÄÅÍÁÎÄÓ ÓÃÈÏÏÌÓȟ 

districts, and community colleges design rigorous pathways and programs of study from 

a perspective of bold innovation that fosters deep and long-lasting changes. 

  

¶ Furthermore, Workforce Innovation and Opportunity Act (WIOA) and Perkins V goals 

align to Title IV, Part B in which 21st Century School programs can partner with in-

demand fields of the local workforce or build career competencies and career readiness. 

This funding may provide workforce development boards with additional opportunities 

to collaborate and leverage resources for in-school youth services. Continued 

coordination with these programs will help to unify CSDE guidance. 

  

¶ The CSDE collaborates with outside agencies in order to braid funding, ensure 

cohesiveness among programs, and educate the whole child from preKɀ12. 

  

United States Department of Labor Job Corps  

Job Corps is a national, federally funded educational and vocational training program 

ÁÄÍÉÎÉÓÔÅÒÅÄ ÂÙ 53$/,ȟ ÔÈÁÔ ÈÅÌÐÓ ÌÏ× ÉÎÃÏÍÅ ÙÏÕÔÈ ɉÁÇÅÓρφȤςτɊ ÇÁÉÎ ×ÏÒËÐÌÁÃÅ ÓËÉÌÌÓȟ ÔÒÁÉÎ 

ÆÏÒ ÈÉÇÈȤÄÅÍÁÎÄ ÏÃÃÕÐÁÔÉÏÎÓȟ ÁÎÄ ÂÅÃÏÍÅ ÉÎÄÅÐÅÎÄÅÎÔ ÁÎÄ ÓÅÌÆȤÓÕÆÆÉÃÉÅÎÔȢ 7ÉÔÈ ÃÅÎÔÅÒÓ ÉÎ 

Hartford and New Haven, more than 400 students enroll each year to earn a high school 

diploma or GED, learn a trade, obtain third party certifications and receive assistance finding a 
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job. CTDOL has an assigned staff meÍÂÅÒ ×ÈÏ ÐÒÏÖÉÄÅÓ ÏÎȤÓÉÔÅ ÓÕÐÐÏÒÔ ÔÏ ÔÈÅ (ÁÒÔÆÏÒÄ ÁÎÄ .Å× 

Haven Job Corps Centers. 

 Connecticut P20 -WIN 

#ÏÎÎÅÃÔÉÃÕÔȭÓ 0ÒÅÓÃÈÏÏÌ ÔÈÒÏÕÇÈ 4×ÅÎÔÙ ÁÎÄ 7ÏÒËÆÏÒÃÅ )ÎÆÏÒÍÁÔÉÏÎ .ÅÔ×ÏÒË ɀ P20 WIN ɀ 

represents a groundbreaking approach to education and workforce traÉÎÉÎÇȤÒÅÌÁÔÅÄ ÄÁÔÁ 

sharing in Connecticut. P20 WIN provides a secure data vehicle for producing critical 

information to understand patterns over time and inform policy and strategy decisions to 

improve outcomes of education and training programs for Connecticut students. With P20 WIN, 

Connecticut can evaluate how well public education and training programs prepare students for 

additional education and careers in Connecticut. The Connecticut Office of Early Childhood 

(OEC), the Connecticut State Department of Education (CSDE), The Connecticut State Colleges 

and Universities (CSCU), the University of Connecticut (UCONN), the Connecticut Conference of 

Independent Colleges (CCIC) and Connecticut Department of Labor (CTDOL) are the State 

entities actively particiÐÁÔÉÎÇ ÉÎ 0ςπ 7).Ȣ !Î ÉÎÔÅÒȤÁÇÅÎÃÙ ÄÁÔÁ ÇÏÖÅÒÎÁÎÃÅ ÓÔÒÕÃÔÕÒÅ ÁÎÄ ÄÁÔÁ 
ÓÈÁÒÉÎÇ ÁÇÒÅÅÍÅÎÔÓ ÓÕÐÐÏÒÔ ÃÏÌÌÁÂÏÒÁÔÉÖÅ ÄÅÃÉÓÉÏÎȤÍÁËÉÎÇ ÁÂÏÕÔ ÄÁÔÁ ÁÃÃÅÓÓ ÁÎÄ ÕÓÅȢ 0ςπ 7). 

provides a systematic, secure and repeatable process to gather and analyze critical data to 

understand the impact of investments in education and workforce training programs, leading to 

better outcomes. Information regarding P20 WIN is available at http://www.ct.edu/p20win.  

ADS- BESB 

BESB VR Counselors directly facilitated the registration of 27 clients in partner services 

during onsite meetings with clients at the American Job Centers. Engaging clients who 

have some basic English language with the American Job Centers to enroll them into 

classes and or training sessions that as sist with resume writing or translating Spanish 

resumes into English has also been occurring.  At the American Job Centers, these clients 

have also participated in mock interviews, and job seeking skills classes have also been 

utilized.   

ADS Aging 

SCSEP participants often enter the program with few job skills and multiple barriers to 

employment. SCSEP only allows for a total of 48-months of training. The program is mindful of 

these challenges when developing an Individual Employment Plan (IEP) for participants and the 

focus of these plans is on the types of jobs that allow for short to moderate training periods to 

ensure participants are prepared for employment in growing labor markets. Such labor markets 

and trainings include Customer Service, Home Health Aide, Personal Care Workers and Food 

Service/Preparation. 

B. The Strengths and Weaknesses of Workforce Development Activities 

 4ÈÅ ÐÒÅÃÅÄÉÎÇ ÄÉÓÃÕÓÓÉÏÎ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÁÃÔÉÖÉÔÉÅÓ ÁÄÄÒÅÓÓÅÓ 

an inventory of selected noteworthy initiative s, programs, and services responsive to the 

goals that serve as the focus for this Unified State Plan. The process of developing 

#ÏÎÎÅÃÔÉÃÕÔȭÓ 5ÎÉÆÉÅÄ 3ÔÁÔÅ 0ÌÁÎ ÉÎÃÌÕÄÅÄ ÒÅÖÉÅ× ÏÆ ÔÈÅ 3ÔÒÅÎÇÔÈÓȟ 7ÅÁËÎÅÓÓÅÓ ÁÎÄ 

Opportunities.  

Strengths  

Connecticut continues to transform its workforce system into a business and industry driven 

model and design its services to meet local and statewide industry demands. The state 
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incorporates the key elements of the Workforce Innovation and Opportunity Act (WIOA) 

through its sector partnerships, career pathways development and system collaboration efforts. 

 4ÈÅ %ÁÓÔÅÒÎ #4 -ÁÎÕÆÁÃÔÕÒÉÎÇ 0ÉÐÅÌÉÎÅ )ÎÉÔÉÁÔÉÖÅ ɉ-0)Ɋ ÅØÅÍÐÌÉÆÉÅÓ ÔÈÅ ÓÔÒÅÎÇÔÈÓ ÏÆ ÔÈÅ ÓÔÁÔÅȭÓ 

workforce system. The MPI is an evidence-based, demand-driven workforce pipel ine model 

developed by the Eastern CT Workforce Investment Board (EWIB) and its partners. In four 

years, the regional MPI partnership has placed more than 1,500 people in living-wage jobs by: 

a) leveraging existing workforce development, industry, education and training, economic 

development, and apprenticeship systems and resources; b) using a demand-driven approach 

that responds directly to the documented needs of sectors with pressing workforce needs; and 

ÃɊ ÌÅÖÅÒÁÇÉÎÇ ÔÈÅ -0)ȭÓ ÁÓÓÅÓÓÍÅÎÔȟ ÃÕÓÔÏÍÉÚÅÄ ÔÒaining, and job placement model, which 

quickly prepares and immediately places more than 90% of workers (most of whom lack 

relevant industry experience) in jobs that offer a living wage and career pathway. 

The MPI model holds great potential to stimulate the Connecticut economy because it: a) can be 

replicated in several industries (e.g., manufacturing, health care, construction, transportation 
and logistics, hospitality, and IT) that project strong, long-term demand for skilled workers 

statewide; and b) has a high return on investment (the 1,500+ job placements the MPI has 

produced to date have ɀ thanks to employment multipliers ɀ created more than 3,800 jobs and 

produced approximately $120 million in annual wages). 

 #ÏÎÎÅÃÔÉÃÕÔȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÅÆÆÏrts are supported and encouraged by the strong 

relationships among executive leadership in key State agencies and key administrative and 

program staff in each organization. State, regional and local partners have a demonstrable track 

record of successful collaboration on applying for and winning significant national competitive 

grant awards that address strategic priorities, developing innovative partnerships responsive to 

employer priorities, and effective sharing of information and best practices. 

 Two examples illustrate this challenge: 

 First, transportation consistently ranks as one of the two biggest barriers to enrolling in and 

completing postsecondary education for low-income Connecticut residents. The Connecticut 

$ÅÐÁÒÔÍÅÎÔ ÏÆ 4ÒÁÎÓÐÏÒÔÁÔÉÏÎȭÓ 5-Pass CT program allows students enrolled in credit-bearing 

programs at most Connecticut community colleges and state universities and at all UConn 

campuses to ride buses and trains on most public transit systems for free. Students enrolled in 

non-credit-bearing programs do not currently qualify for U-Pass CT, however. Given the strong 

evidence behind non-credit-bearing programs (e.g., the workforce pipeline model) as a high-

return -on-investment tool for matching inexperienced workers to in-demand, good jobs, 

expanding the U-Pass CT program to pipeline participants and others enrolled in demand-

driven, non-credit education and training programs would represent a low-cost investment that 

leverages the existing public transit and U-Pass CT infrastructure and promises an immediate 

benefit for workers and businesses. 

Second, childcare consistently ranks as the other top-two barrier low -income residents face to 

ÁÃÃÅÓÓÉÎÇ ÐÏÓÔÓÅÃÏÎÄÁÒÙ ÅÄÕÃÁÔÉÏÎȢ &ÏÒÔÕÎÁÔÅÌÙȟ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÃÈÉÌÄÃÁÒÅ ÓÕÂÓÉÄÙ ÐÒÏÇÒÁÍȟ #ÁÒÅ 

4 Kids, recently received a $14 million increase in federal funding to raise reimbursement rates 
for families served by the program to participate in postsecondary education, vocational skills 

training, adult basic education, or job search. Only parents who receive cash assistance from the 

Temporary Assistance for Needy Families (TANF) program and who participate in the Jobs First 

Employment Services (JFES) program, however, qualify for this benefit. Other low-income 

parents ɀ including those who receive SNAP and/or Medicaid ɀ are not eligible for Care 4 Kids, 

dramatically reducing their ability to take advantage of opportunities (including tuition-free 
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opportunities) to enhance their skills and earn the credentials they need to qualify for a good 

job on a career pathway and escape unemployment, under-employment, and low-wage 

employment. According to the Connecticut Early Childhood Alliance, Connecticut is one of only 

two states in the country that does not currently have a provision that allows all low-income 

parents enrolled in job training programs or college to use the state childcare subsidy program. 

Expanding Care 4 Kids eligibility to all low-income parents would create upward mobility, as 

ÒÅÓÅÁÒÃÈ ÓÈÏ×Ó ÔÈÁÔ ÓÕÂÓÉÄÉÅÓ ÐÒÏÍÏÔÅ ÍÏÔÈÅÒÓȭ ÅÄÕÃÁÔÉÏÎÁÌ ÁÔÔÁÉÎÍÅÎÔȟ ÐÁÒÔÉÃÕlarly for those 

with low education levels. 

 The leadership role of the local Workforce Development Boards (WDBs) ɀ collaborating with 

CTDOL, other key State agencies and numerous local partners and stakeholders ɀ is a key asset 

ÉÎ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÁÂÉÌÉÔÙ ÔÏ develop innovative strategies, programs and services responsive to 

the needs of jobseekers, workers and employers. The WDBs and their partners have developed 

numerous effective programs, shared successful efforts and adjusted strategies as results 

dictate. 

 #ÏÎÎÅÃÔÉÃÕÔ ÈÁÓ ÁÎ ÅØÔÅÎÓÉÖÅ ÎÅÔ×ÏÒË ÏÆ ÃÏÍÍÉÔÔÅÄȟ ÍÉÓÓÉÏÎȤÄÒÉÖÅÎȟ ÅÆÆÅÃÔÉÖÅ 

ÃÏÍÍÕÎÉÔÙȤÂÁÓÅÄ ÏÒÇÁÎÉÚÁÔÉÏÎÓ ÁÎÄ ÎÏÎȤÐÒÏÆÉÔ ÓÅÒÖÉÃÅ ÐÒÏÖÉÄÅÒÓ ÄÅÌÉÖÅÒÉÎÇ ÅÆÆÅÃÔÉÖÅ ÏÎ 

workforce programs and services accessible to key target populations. Connecticut has an active 

ÐÈÉÌÁÎÔÈÒÏÐÉÃ ÓÅÃÔÏÒ ÔÈÁÔ ÉÓ ÉÎÃÒÅÁÓÉÎÇÌÙ ÅÎÇÁÇÅÄ ÉÎ ÓÕÐÐÏÒÔÉÎÇ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔȤÒÅÌÁÔÅÄ 

initiatives, including local community foundations, local United Ways and corporate 

foundations. 

 Outlined throughout this plan are numerous examples of workforce programs that strive to 

address the essential components of a comprehensive approach to career pathways responsive 

to employer needs and focused on good career opportunities. 

 Improvement Opportunities  

4ÈÅ ÎÅ×ÌÙ ÃÒÅÁÔÅÄ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ Council (GWC) brings together many of the most 

ÉÎÆÌÕÅÎÔÉÁÌ ÌÅÁÄÅÒÓ ÉÎ #ÏÎÎÅÃÔÉÃÕÔȭÓ ×ÏÒËÆÏÒÃÅ ÅÃÏÓÙÓÔÅÍ ÔÏ ÃÏÎÃÕÒÒÅÎÔÌÙ ÁÄÄÒÅÓÓ ÂÕÓÉÎÅÓÓ ÁÎÄ 

workforce needs. A successful workforce development system depends upon collaboration, 

alignment, innovation, equity, performance accountability, and access to sufficient information 

and data. The GWC shares a commitment to eliminating administrative and statutory barriers to 

ÓÕÃÃÅÓÓ ×ÈÅÒÅÖÅÒ ÐÏÓÓÉÂÌÅ ÁÎÄ ÓÕÐÐÏÒÔÓ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÅÆÆÏÒÔÓ ÔÏ ÉÍÐÒÏÖÅ ÏÕÔÃÏÍÅÓ ÆÏÒ ÉÔÓ 

workers, students, and businesses by creating a comprehensive vision and strategy for growing 

the economy through innovative, accessible, and easily navigable workforce programs. 

 Continuous professional development is required for workforce system staff in ord er to 

remain knowledgeable of current labor market conditions, as well as the latest initiatives 

and strategies. Cross agency staff training allows for increased knowledge of partner 

programs, creating a more holistic system. There are opportunities to est ablish more 

consistency around elements of the service delivery strategies so customers can more 

easily navigate services within the system. Many examples of local best practices and 

successful strategic implementation exist, but there is a need to take th ese best practices 

and identify how, or if, they can be appropriately implemented in consistent ways 
throughout the state.  

 Weaknesses 

Resource Challenges 

Insufficient funding limits the ability to take effective practices to scale and sustain them. 

ProspÅÃÔÉÖÅ ÐÁÒÔÉÃÉÐÁÎÔÓȭ ÎÅÅÄÓ ÁÎÄ ÄÅÍÁÎÄÓ ÆÏÒ ÓÅÒÖÉÃÅÓ ÈÁÖÅ ÏÖÅÒ×ÈÅÌÍÅÄ ÁÖÁÉÌÁÂÌÅ 
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resources and capacity of workforce programs and services across the state workforce system. 

Eligibility requirements can limit flexibility, innovation and responsiveness. As a result, some 

programs struggle to provide the optimal amount of assistance that customers may need. 

Individuals without work experience and/or poor educational achievement continue to have 

difficulty entering and competing in the CT workforce. 

 Two examples illustrate this challenge: 

 First, transportation consistently ranks as one of the two biggest barriers to enrolling in and 

completing postsecondary education for low-income Connecticut residents. The Connecticut 

$ÅÐÁÒÔÍÅÎÔ ÏÆ 4ÒÁÎÓÐÏÒÔÁÔÉÏÎȭÓ 5-Pass CT program allows students enrolled in credit-bearing 

programs at most Connecticut community colleges and state universities and at all UConn 

campuses to ride buses and trains on most public transit systems for free. Students enrolled in 

non-credit-bearing programs do not currently qualify for U-Pass CT, however. Given the strong 

evidence behind non-credit-bearing programs (e.g., the workforce pipeline model) as a high-

return -on-investment tool for matching inexperienced workers to in-demand, good jobs, 
expanding the U-Pass CT program to pipeline participants and others enrolled in demand-

driven, non-credit education and training programs would represent a low-cost investment that 

leverages the existing public transit and U-Pass CT infrastructure and promises an immediate 

benefit for workers and businesses. 

Second, childcare consistently ranks as the other top-two barrier low -income residents face to 

ÁÃÃÅÓÓÉÎÇ ÐÏÓÔÓÅÃÏÎÄÁÒÙ ÅÄÕÃÁÔÉÏÎȢ &ÏÒÔÕÎÁÔÅÌÙȟ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÃÈÉÌÄÃÁÒÅ ÓÕÂÓÉÄÙ ÐÒÏÇÒÁÍȟ #ÁÒÅ 

4 Kids, recently received a $14 million increase in federal funding to raise reimbursement rates 

for families served by the program to participate in postsecondary education, vocational skills 

training, adult basic education, or job search. Only parents who receive cash assistance from the 

Temporary Assistance for Needy Families (TANF) program and who participate in the Jobs First 

Employment Services (JFES) program, however, qualify for this benefit. Other low-income 

parents ɀ including those who receive SNAP and/or Medicaid ɀ are not eligible for Care 4 Kids, 

dramatically reducing their ability to take advantage of opportunities (including tuition-free 

opportunities) to enhance their skills and earn the credentials they need to qualify for a good 

job on a career pathway and escape unemployment, under-employment, and low-wage 

employment. According to the Connecticut Early Childhood Alliance, Connecticut is one of only 

two states in the country that does not currently have a provision that allows all low-income 

parents enrolled in job training programs or college to use the state childcare subsidy program. 

Expanding Care 4 Kids eligibility to all low-income parents would create upward mobility, as 

ÒÅÓÅÁÒÃÈ ÓÈÏ×Ó ÔÈÁÔ ÓÕÂÓÉÄÉÅÓ ÐÒÏÍÏÔÅ ÍÏÔÈÅÒÓȭ ÅÄÕÃÁÔÉÏÎÁÌ ÁÔÔÁÉÎÍÅÎÔȟ ÐÁÒÔÉÃÕÌÁÒÌÙ for those 

with low education levels. 

 Participant Challenges  

The very low literacy levels of many prospective participants of workforce programs ɀ 

ÃÏÍÐÏÕÎÄÅÄ ÂÙ ÌÁÃË ÏÆ ×ÏÒËȤÒÅÁÄÉÎÅÓÓ ɉȰÓÏÆÔȱɊ ÓËÉÌÌÓ ɀ limit prospects for career advancement 

and tax the capabilities of programs with limited resources. Many young people involved with 

ÔÈÅ ÊÕÖÅÎÉÌÅ ÊÕÓÔÉÃÅ ÓÙÓÔÅÍ ÁÒÅ ÁÔȤÒÉÓË ÏÆ ÆÕÔÕÒÅ ÉÎÖÏÌÖÅÍÅÎÔ ×ÉÔÈ ÃÒÉÍÉÎÁÌ ÊÕÓÔÉÃÅ ÓÙÓÔÅÍ ÁÓ 

adults. Criminal records are a practical impediment to employment for many individuals who 

aspire to productive careers. 

 System Challenges 

%ÁÃÈ ÏÆ ÔÈÅ 3ÔÁÔÅ ÁÇÅÎÃÉÅÓ ÅÎÇÁÇÅÄ ÉÎ #ÏÎÎÅÃÔÉÃÕÔȭÓ ×ÏÒËÆÏÒÃÅȾÔÁÌÅÎÔ-development efforts 

collects data and conducts analysis to support its priorities, investments and programs. 

However, the multiple systems are stand alone and do not interface with each other which 
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hinder the ability to compile critical data and insight and bring together key sources of 

information to assess challenges and identify opportunities. Data sharing between agencies is 

not always available and does not allow for cumulative system outcome reporting. 

 C. State Workforce Development Capacity  

#ÏÎÎÅÃÔÉÃÕÔȭÓ ÃÁÐÁÃÉÔÙ ÔÏ ÉÍÐÌÅÍÅÎÔ ÐÒÏÐÏÓÅÄ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÁÃÔÉÖÉÔÉÅÓ ÁÎÄ ÐÒÏÖÉÄÅ 

coordinated, aligned, integrated, comprehensive workforce development programs and services 

to jobseekers, workers and employers is strong, and improving. Governor Lamont and the 

'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌ ÓÕÐÐÏÒÔ Á ÓÅÒÉÅÓ ÏÆ ÉÎÉÔÉÁÔÉÖÅÓ ÁÎÄ ÉÎÖÅÓÔÍÅÎÔÓ ÔÏ ÁÄÄÒÅÓÓ 

#ÏÎÎÅÃÔÉÃÕÔȭÓ ×ÏÒËÆÏÒÃÅ ÃÈÁÌÌÅÎÇÅÓȟ Òanging from early childhood development, to strengthened 

ÃÁÒÅÅÒ ÁÎÄ ÔÅÃÈÎÉÃÁÌ ÅÄÕÃÁÔÉÏÎȟ ÔÏ ÉÎÄÕÓÔÒÙȤÓÐÅÃÉÆÉÃ ÅÎÈÁÎÃÅÍÅÎÔÓ ÉÎ ÈÉÇÈÅÒ ÅÄÕÃÁÔÉÏÎȟ ÔÏ 

focused training for targeted workers. 

 Likewise, the General Assembly has raised the broad workforce development, education and 

training agenda to a new level of attention and support through an array of investments in 

innovative programs. Many of these workforce development activities are described in the 

preceding section. Connecticut businesses and employers have increased their active support 

for and participation in numerous practical partnerships to help build the skills of the workers 

ÔÈÅÙ ÎÅÅÄ ÆÏÒ ÔÈÅÉÒ ÃÏÍÐÁÎÉÅÓ ÔÏ ÐÒÏÓÐÅÒȢ 4ÈÅ ÃÁÐÁÃÉÔÙ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ×ÏÒËÆÏÒÃÅ ÓÙÓÔÅÍ ÔÏ 

meet the challenges ahead is manifest in numerous examples. At both State and regional/local 

ÌÅÖÅÌÓȟ ÁÎ ÁÒÒÁÙ ÏÆ ÓÅÃÔÏÒȤÓÐÅÃÉÆÉÃ ×ÏÒËÆÏÒÃÅ ÐÁÒÔÎÅÒÓÈÉÐÓ ÁÒÅ ÉÎ ÐÌÁÃÅ ÔÏ ÐÒÅÐÁÒÅ ÔÁÒÇÅÔÅÄ 

ÊÏÂÓÅÅËÅÒÓ ÁÎÄ ÉÎÃÕÍÂÅÎÔ ×ÏÒËÅÒÓ ÔÏ ÍÅÅÔ ÅÍÐÌÏÙÅÒÓȭ ÎÅÅÄÓȢ 4ÈÅ ÓÔÁÔÅ×ÉÄÅ ÎÅÔ×ÏÒË ÏÆ 

comprehensive American Job Centers and satellite offices provide accessible facilities and 

presence in key communities. The P20WIN longitudinal data system provides increasingly 

useful information to guide system investment strategies.  

  

B. STATE STRATEGIC VISION AND GOALS 

1. Vision 

#ÏÒÅ ÔÏ 'ÏÖÅÒÎÏÒ ,ÁÍÏÎÔȭÓ vision for Connecticut is a nimble workforce ready to meet the needs 

of the 21st century economy. In October 2019, Governor Lamont signed Executive Order No. 4 

elevating the State Workforce Board by directing it do busiÎÅÓÓ ÁÓ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ 

#ÏÕÎÃÉÌȢ 4ÈÁÔ #ÏÕÎÃÉÌȟ ÔÈÒÏÕÇÈ ÉÔÓ ÃÈÁÉÒȟ ÎÏ× ÓÅÒÖÅÓ ÁÓ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ ÐÒÉÎÃÉÐÁÌ ÁÄÖÉÓÏÒ ÏÎ 

workforce development issues and coordinates the efforts of all state agencies and other 

entities promoting workforce development.  By breaking down silos within and outside of 

government and partnering with industry, philanthropy, and academia to meet and stay ahead 

of demand, the Council will ensure Connecticut has one of the most aligned, high-quality, and 

equitable workforce development systems in the country. 

#ÏÎÎÅÃÔÉÃÕÔȭÓ 3ÔÁÔÅ 7ÏÒËÆÏÒÃÅ "ÏÁÒÄ ÈÁÓ ÂÅÅÎ ÏÐÅÒÁÔÉÎÇ ÕÎÄÅÒ ÔÈÅ !ÌÔÅÒÎÁÔÉÖÅ %ÎÔÉÔÙ ÐÒÏÖÉÓÉÏÎÓ 

of the federal Workforce Innovation Act and Workforce Innovation and Opportunity Act since 

2000. Those provisions have allowed Connecticut to simultaneously implement the federal acts 

and abide by section 31-3i of the Connecticut General Statutes, which dictates the Board be 

composed of twenty-four members, a majority of whom represent business and industry, and 

the remainder of whom represent state and local governments, organized labor, education and 

community-based organizations, including a representative of a community action agency. For 

the last two decades, the U.S. Department of Labor has repeatedly approved that structure as 

each new Governor provided their workforce development vision and appointed leaders to the 

State Board. 
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In 2019, Governor Lamont decided to retain that grandfathered structure and appointed a slate 

of Board members that complies with section 31-3i and is substantially similar to the state 

board described in WIOA. The Board is now chaired by a strong business representativeɂ

Garrett Moran, a former president of Year-Up and chief operating officer at Blackstoneɂand 

includes three Fortune 500 CEOs, the CEO of CÏÎÎÅÃÔÉÃÕÔȭÓ ÌÁÒÇÅÓÔ ÐÒÉÖÁÔÅ ÅÍÐÌÏÙÅÒȟ ȟ ÕÎÉÖÅÒÓÉÔÙ 

presidents and public school superintendents, the Connecticut AFL-CIO president and 32BJ 

district director, elected officials, and experienced leaders of community-based organizations 

and of small and large companies in key industry sectors. 

To ensure a cohesive, collaborative, ongoing, and meaningful role for other key membership 

groups, Governor Lamont also appointed twenty ex-officio Board members.  Those ex-officio 

members include the Connecticut Commissioners of Labor, Aging and Disability Services, and 

Education, in addition to several others that are instrumental to WIOA administration in 

Connecticut.  Ex-officio members attend all meetings of the Board and its relevant 

subcommittees, lead the work of several of those subcommittees, regularly consult with the 

Chair and other members, and provide input into the State Plan and policy development. Since 

ÔÈÅ ÉÎÃÅÐÔÉÏÎ ÏÆ ÐÌÁÎÎÉÎÇ ÆÏÒ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌȟ 'ÏÖÅÒÎÏÒ ,ÁÍÏÎÔ ÁÎÄ #hair 

Moran have reached out to many other stakeholders to engage their support and input for the 

new CT workforce strategy. They have hosted informational meetings with and visited 

businesses, state public and private universities and colleges, local workforce boards, non-

profits, philanthropy, training programs, local schools, apprenticeships programs, chief elected 

officials, and border state Governors, all in an effort to be transparent, inform their knowledge 

of areas of concern and identify opportunities for future action. 

Connecticut and the New England region are experiencing significant workforce shortages 

across numerous industries. Business and government need solutions that source untapped 

pools of talent to support the overall growth of our economy. Governor Lamont recognizes the 

importance of implementing a two-generational or whole-family approach to service delivery 

that provides workers with families with access to the training, education and work supports 

needed to sustain employment such as: quality child care, elder care, transportation, health, and 

ÈÏÕÓÉÎÇȢ ! 3ÕÐÐÏÒÔÉÖÅ 3ÅÒÖÉÃÅÓ ÃÏÍÍÉÔÔÅÅ ÏÆ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌ ÈÁÓ ÂÅÅÎ 

created for this purpose to ensure that future program planning and policies recognize the 

needs of Connecticut families that have not achieved self-sufficiency. 

"Ù ÐÕÂÌÉÃÌÙ ÃÏÍÍÕÎÉÃÁÔÉÎÇ ÈÉÓ ÖÉÓÉÏÎ ÁÎÄ ÆÉÒÍÌÙ ÓÕÐÐÏÒÔÉÎÇ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌȟ 

Governor Lamont has set a deliberate, robust workforce development strategy to address 

current and future business, workforce and education needs in Connecticut. Executive Order #4 

states as follows: 

  7(%2%!3ȟ ÔÈÅ 3ÔÁÔÅȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÙÓÔÅÍ ÉÓ ÍÁÄÅ ÕÐ ÏÆ ×ÏÒËÆÏÒÃÅ ÔÒÁÉÎÉÎÇ 

providers, educational institutions, economic development and human services agen cies, 

labor unions, private employers, state and local governments, and other partners, all 

working together to serve students, job seekers, those currently employed, and 

employers; and  

 WHEREAS, the State of Connecticut is, thanks to the efforts of those partners, a leader in 

workforce development; and 

 WHEREAS, high-quality workforce development opportunities are increasingly essential to 

ÍÁÉÎÔÁÉÎÉÎÇ ÏÕÒ ÒÅÓÉÄÅÎÔÓȭ ×ÏÒÌÄ-class quality of life, ensuring their access to good jobs at good 

wages, supporting our strategic industry clusters, investing in and retaining our young 
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entrepreneurs, and creating vibrant cities and towns where talented employees want to work, 

play, raise families, and contribute to their communities; and 

 WHEREAS, according to the Center on Education and the Workforce at Georgetown 

University, since the 2008 recession, 99% of new jobs have required some postsecondary 

education, and, therefore, those with a high school diploma or less have been disadvantaged; 

and 

 WHEREAS, according to the McKinsey Global Institute, individuals without postsecondary 

credentials are four times more likely to be employed in highly automatable jobs than workers 

×ÉÔÈ Á ÂÁÃÈÅÌÏÒȭÓ ÄÅÇÒÅÅ ÏÒ ÈÉÇÈÅÒȟ ÁÎÄ ÔÈÁÔ ÍÅÍÂÅÒÓ ÏÆ ÒÁÃÉÁÌ ÍÉÎÏÒÉÔÉÅÓ have a significantly 

higher probability that some or all of their current job functions will be automated; and 

 WHEREAS, a successful workforce development system depends upon collaboration, alignment, 

innovation, equity, performance accountability, and access to sufficient information and data, 

and a commitment to eliminating administrative and statutory barriers to success wherever 

possible; and 

 7(%2%!3ȟ ÔÈÅ 3ÔÁÔÅ ÏÆ #ÏÎÎÅÃÔÉÃÕÔ ÃÁÎ ÉÍÐÒÏÖÅ ÏÕÔÃÏÍÅÓ ÆÏÒ ÏÕÒ ÓÔÁÔÅȭÓ ×ÏÒËÅÒÓȟ ÓÔÕÄÅÎÔÓȟ 

and businesses by creating a comprehensive vision and strategy for growing our economy 

through innovative, accessible, and easily navigable workforce programs; 

 NOW, THEREFORE, I, NED LAMONT, Governor of the State of Connecticut, by virtue of the 

power and authority vested in me by the Connecticut Constitution and by the statutes of the 

State of Connecticut, do hereby ORDER AND DIRECT: 

 The Connecticut Employment and Training Commission (CETC), established pursuant to 

Section 31-3h of the Connecticut General Statutes, shall al ÓÏ ÂÅ ËÎÏ×Î ÁÓ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 

Workforce Council.  

1. 4ÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌȟ ÔÈÒÏÕÇÈ ÉÔÓ ÃÈÁÉÒȟ ÓÈÁÌÌ ÓÅÒÖÅ ÁÓ ÔÈÅ ÐÒÉÎÃÉÐÁÌ ÁÄÖÉÓÏÒ 

to the Governor on workforce development issues and coordinate the efforts of all state 

agencies and other entities in promoting workforce development throughout the state. 

 2. In addition to the responsibilities of the CETC enumerated in federal and state law, the 

'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌ ÓÈÁÌÌ ÃÏÎÖÅÎÅ ÓÔÁËÅÈÏÌÄÅÒÓȟ ÉÎÃÌÕÄÉÎÇ ÂÕÓÉÎÅÓÓÅÓȟ ÓÔÁÔÅ ÁÇÅÎÃÉÅÓȟ 

quasi-public and independent entities, boards, councils, and commissions, public and private 

education and training institutions, workforce development boards, non-profit institutions, 

ÌÁÂÏÒ ÕÎÉÏÎÓȟ ÁÎÄ ÔÈÅ 3ÔÁÔÅȭÓ #ÈÉÅÆ -ÁÎÕÆÁÃÔÕÒÉÎÇ /ÆÆÉÃÅÒȟ ÔÏȡ 

 3.Develop a sustainÁÂÌÅ ÆÒÁÍÅ×ÏÒË ÆÏÒ ÃÏÏÒÄÉÎÁÔÉÏÎ ÁÍÏÎÇ ÁÌÌ ÓÔÁËÅÈÏÌÄÅÒÓ ÉÎ ÔÈÅ ÓÔÁÔÅȭÓ 

workforce development system, and report no later than January 1, 2020, and each year 

thereafter to the Governor and General Assembly about workforce coordination efforts and on 

how to further improve such coordination; 

1. Support state agencies and municipalities in their efforts to recruit businesses to 

Connecticut, such as by facilitating new pathways and programs to create the necessary 

supply of workers; 

2. Develop recommendations on potential state and federal statutory reforms to support 

the continuous improvement of workforce development services; 

3. In compliance with the Workforce Innovation and Opportunity Act, recommend an 

updated state plan for workforce development, which plan shall be submitted to the 

United States Department of Labor in March 2020, and review and recommend changes 
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to regional workforce development plans consistent with such state workforce 

development plan; and 

4. Study the future of work and the resulting implications ÆÏÒ #ÏÎÎÅÃÔÉÃÕÔȭÓ ×ÏÒËÆÏÒÃÅ 

needs and opportunities and report on its findings to the Governor and General 

Assembly by January 1, 2022. 

 4ÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌ ÓÈÁÌÌ ÒÅÖÉÅ× ÔÈÅ ÓÔÁÔÅȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÙÓÔÅÍ ÁÎÄ 

report to the Governor and the General Assembly by January 1, 2021. The report shall identify 

the workforce needs in Connecticut and recommend ways to: 

1. Emphasize data-driven outcomes, consistently measure outcomes across different 

programs and agencies, and improve labor market and programmatic data systems 

across state agencies; 

2. Reduce the cost of education and training borne by individuals; 

3. Improve the use of funds and resources under applicable state and federal programs; 

4. Reduce barriers to higher education and quality workforce training with an emphasis on 

two-generational and whole-family approaches, including through wraparound services, 

mentoring, and career navigation and coaching; 

5. Assist industry and labor in ongoing efforts to close racial and gender gaps in healthcare, 

education, building trades, STEM, and other fields; 

6. Improve opportunities for work -based, credit-bearing and non-credit bearing learning 

such as internships, apprenticeships and project-based learning with workplace 

application. Increase access to portable and transferable dual-credit coursework in high 

schools; 

7. Strengthen the bridge from high school into post-secondary training and education; 

8. Increase emphasis on career readiness in our public schools and universities by 

strengthening and supporting teaching of essential employability skills and habits of 

mind for the 21st century workplace, such as teamwork, professionalism, adaptability, 

complex problem-solving, situational awareness, cultural competencies, and resilience; 

9. Emphasize lifelong learning and provide opportunities for up-skilling to workers 

throughout their careers; 

10. Support businesses in shifting from degree-based hiring requirements to a skills-based 

focus because skill-based hiring can address inequities and improve job matching; 

11. Remove barriers for employers to engage as partners in the creation of a talent pipeline 

they need to be successful, such as train-to-hire and up-skilling initiatives for incumbent 

workers; 

12. Increase the speed of developing new courses and programs at state universities 

and colleges and other related educational institutions or workforce training 

providers in order to meet the needs of employers and to improve the labor 

market outcomes of graduates;  

13. Bring transparency to the credentials conferred by public higher education institutions 

by translating credentials wherever possible to the skills and competencies developed 
to attain those credentials; 
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14. Improve and standardize processes for enrollment, transfer, and credit for prior 

learning between and among training providers and educational institutions; 

15. Retain skilled individuals within Connecticut; and 

16. Introduce and mainstream best practices from academic research and from other cities, 

states, regions, and countries. 

17. 3ÔÁÔÅ ÁÇÅÎÃÉÅÓ ÓÈÁÌÌ ÁÓÓÉÓÔ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ Workforce Council as it conducts its review 

and makes its recommendations, including by providing it with all relevant information 

ÁÎÄ ÄÁÔÁ ÁÂÏÕÔ ÁÇÅÎÃÉÅÓȭ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÐÒÏÇÒÁÍÓ ÁÎÄ ÓÅÒÖÉÃÅÓȟ ÆÕÎÄÉÎÇ 

streams for these programs and services, and the outcomes of those programs and 

services. State agencies shall enact appropriate data-sharing agreements with one 

ÁÎÏÔÈÅÒ ÁÎÄ ×ÉÔÈ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌ ÔÏ ÆÁÃÉÌÉÔÁÔÅ ÓÕÃÈ ÁÎÁÌÙÓÉÓȢ 

 2ÅÃÏÍÍÅÎÄÁÔÉÏÎÓ ÆÒÏÍ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌ ÓÈÁÌÌ Éntegrate public contributions, 

include all regions of the state, and focus on providing workforce opportunities for all of 

#ÏÎÎÅÃÔÉÃÕÔȭÓ ×ÏÒËÅÒÓȟ ÁÎÄȟ ÔÈÅÒÅÆÏÒÅȟ ÉÎÃÏÒÐÏÒÁÔÅ ÓÔÒÁÔÅÇÉÅÓ ÔÏ ÐÒÏÖÉÄÅ ÏÐÐÏÒÔÕÎÉÔÉÅÓ ÆÏÒ 

people of any age, ancestry, gender, race, religion, sexual orientation, or gender identity or 

expression, as well as to justice-involved persons, individuals with disabilities, military service 

members and veterans, immigrants and refugees. 

 The GWC will conduct a strategic analysis of ConnecticuÔȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÙÓÔÅÍ ÔÈÁÔ 

includes an analysis of program funding, performance data, supply and demand, educational 

and training gaps. Governor Lamont asked the GWC to produce and deliver a strategic plan and 

recommendations to his office by January 2021. Therefore, Connecticut anticipates providing 

even more details on specific CT workforce strategies to the federal government in March 2021. 

The state remains confident that the new GWC committee and partner structure will guide 

Connecticut to meet this ambitious timetable. 

4ÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌ ɉ'7#Ɋ ÈÅÌÄ ÉÔÓ ÆÉÒÓÔ ÍÅÅÔÉÎÇ ÏÎ .ÏÖÅÍÂÅÒ ςρȟ ςπρω ÁÔ 

Southern Connecticut State University in New Haven. GWC membership: 

 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌ -ÅÍÂÅÒÓ ÁÎÄ #ÏÍÍÉÔÔÅÅ 3ÔÒÕÃÔÕÒÅ 

 Council Members  

Chairperson ɀ Garrett Moran, Year Up, President (retired) 

Vice Chairperson - Kelli-Marie Vallieres, Sound Manufacturing, CEO 

Chris Swift, The Hartford, CEO 

Cindi Bigelow, Bigelow Tea, CEO 

Cliff Asness, AQR, Managing Principal 

Dave O'Neill, Indeed, COO 

Erika Smith, ReNetx, CEO 

Jay Williams, Hartford Foundation for Public Giving, President 

Jim Loree, Stanley Black + Decker, CEO 

Juan Hernandez, 32BJ SEIU, District Director and Vice President 

Judy Olian, Quinnipiac University, President 
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Kevin Graney, Electric Boat, CEO 

Leslie Torres-Rodriguez, Hartford Public Schools, Superintendent 

Margaret Keane, Synchrony, CEO 

Marna Borgstrom, Yale New Haven Health, CEO 

Monette Ferguson, ABCD Inc., Executive Director 

Oni Chukwu, Aventri, CEO 

Peter Bevacqua, NBC Sports, President 

Peter Salovey, Yale University, President 

Ravi Kumar, Infosys, President 

Dr. Ruth Levy, Region 4 Schools, Superintendent (retired) 

Sal Luciano, Connecticut AFL-CIO, President 

Representative Toni Walker, CT House District 93 

Senator Tony Hwang, CT Senate District 28 

 Ex-Officio Members  

Amy Porter, Department of Aging and Disability, Commissioner 

Beth Bye, Office of Early Childhood, Commissioner 

Colin Cooper, Dept of Economic & Community Devel, Chief Manufacturing Officer, 

David Lehman, Dept of Economic and Community Development, Commissioner 

Deidre Gifford, Department of Social Services, Commissioner 

Jeffrey Wihbey, Connecticut Technical High School System, Superintendent 

Jennifer Widness, Connecticut Conference of Independent Colleges, President 

Josh Geballe, Department of Administrative Services, Commissioner 

Jordan A Scheff, Department of Developmental Services, Commissioner 

Kurt Westby, Department of Labor, Commissioner 

Maria Pirro-Simmons, Dept of Correction Unified District #1, Superintendent of Schools 

Mark Ojakian, Connecticut State Colleges & Universities, President 

Melissa McCaw, Office of Policy and Management, Secretary 

Miguel Cardona, State Department of Education, Commissioner 

Peter Denious, Connecticut Economic Resource Center, President and CEO 

Scott Gaul, Office of Policy and Management, Chief Data Officer 

Lieutenant Governor Susan Bysiewicz 

Timothy Larson, Office of Higher Education 
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Tom Katsouleas, University of Connecticut, President 

Vannessa Dorantes, Department of Children and Families, Commissioner 

 Partner Committee Members 

Alex Johnson, Capitol Workforce Partners, President & CEO 

Bill Villano, Workforce Alliance, President & CEO 

Cathy Awwad, Northwest Regional Workforce Investment Board, Executive Director 

John Beauregard, Eastern Connecticut Workforce Investment Board, President and CEO 

Joseph Carbone, The WorkPlace, President & CEO 

Alice Pritchard, Connecticut State Colleges and Universities system, Chief of Staff 

 Social Venture Partners 

Mark Argosh 

Tom Robey 

Sylvia Shepard 

Patrick Hackett 

Susan Adamsen 

Courtney Fero 

Shannon Marimon 

Alysica Angus 

Jennifer Gerber 

Joe Smialowski 

David Allon 

 Committees  

VC = Vice Chair 

SVP = Social Venture Partners 

 Manufacturing  

Council Members, Business Leaders: 

Jim Loree (Chair) 

Kelli-Mari Vallieres (VC) 

Kevin Graney 

 Other Members: 

Sal Luciano 

 Ex-Officio Members: 
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Colin Cooper 

Lieutenant Governor Susan Bysiewicz 

Jeff Whibey 

 Partner Committee Members: 

John Beauregard Tom Robey (SVP) 

Sylvia Shepard (SVP) 

 Healthcare + Bioscience  

Council Members, Business Leaders: 

Marna Borgstrom (Chair) 

Erika Smith (VC) 

 Other Members: 

Senator Tony Hwang 

President Peter Salovey 

 Ex-Officio Members: 

Kurt Westby (CAO) 

David Lehman 

 Partner Committee Members: 

Bill Villano 

Patrick Hackett (SVP) 

David Allon (SVP) 

 IT + Business Services 

Council Members, Business Leaders: 

Ravi Kumar (Chair) 

Margaret Keane 

 Other Members: 

President Judy Olian (VC) 

 Ex-Officio Members: 

Josh Geballe (CAO) 

Tim Larson 

 Partner Committee Members: 

Alex Johnson 

Susan Adamsen (SVP) 
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Joe Smialowski (SVP) 

 Data, Performance & Planning  

Council Members, Business Leaders: 

$ÁÖÉÄ /ȭ.ÅÉÌÌ ɉ#ÈÁÉÒɊ 

Cliff Asness 

 Other Members: 

Representative Toni Walker 

Jay Williams (VC) 

 Ex-Officio Members: 

Scott Gaul 

Kurt Westby 

Josh Geballe 

 Partner Committee Members: 

Mark Argosh (SVP) 

Courtney Fero (SVP) 

Education + Training:  

Council Members, Business Leaders: 

Chris Swift (Chair) 

Peter Bevacqua 

 Other Members: 

Leslie Torres-Rodriguez 

Dr. Ruth Levy (VC) 

 Ex-Officio Members: 

Mark Ojakian 

Tom Katsouleas 

Miguel Cardona 

Maria Pirro-Simmons 

Jennifer Widness 

 Partner Committee Members: 

Cathy Awwad 

Shannon Marimon (SVP) 

Alysica Angus (SVP) 
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Alice Pritchard (CAO) 

 Supportive Services  

Council Members, Business Leaders: 

Oni Chukwu (Chair) 

Cindi Bigelow (VC) 

 Other Members: 

Juan Hernandez 

Monette Ferguson 

 Ex-Officio Members: 

Beth Bye (CAO) 

Deidre Gifford 

Amy Porter 

Vannessa Dorantes 

Jordan Scheff 

 Partner Committee Members: 

Joe Carbone 

Jennifer Gerber (SVP) 

  2.Goals 

The GoveÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌ ÓÅÒÖÅÓ ÁÓ ÔÈÅ ÐÒÉÎÃÉÐÁÌ ÁÄÖÉÓÏÒ ÔÏ ÔÈÅ 'ÏÖÅÒÎÏÒ ÏÎ ×ÏÒËÆÏÒÃÅ 

development issues and coordinates the efforts of all state agencies and other entities in 

promoting workforce development throughout the state. The GWC is working to ensure that the 

statewide strategic vision not only exists, but is actively used to drive the Connecticut workforce 

ÓÙÓÔÅÍȭÓ ÇÏÁÌÓȟ ÓÔÒÁÔÅÇÉÅÓȟ ÓÔÁÆÆȟ ÐÁÒÔÎÅÒÓȟ ÁÎÄ ÄÅÃÉÓÉÏÎÓȢ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÇÒÏ×ÔÈ ÍÏÒÅ ÔÈÁÎ ÅÖÅÒ 

depends upon fostering an innovative, entrepreneurial and inclusive economic environment in 

which its residents can build strong careers and businesses can find highly-skilled employees. 

 4ÈÒÏÕÇÈ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌȟ #ÏÎÎÅÃÔÉÃÕÔ ÉÓ ÃÒÅÁÔÉÎÇ Á ÃÏÍÐÒÅÈÅÎÓÉÖÅ ÖÉÓÉÏÎ ÁÎÄ 

strategy for growing its economy through innovative, accessible, and easily navigable workforce 

programs and a workforce development system that includes collaboration, alignment, 

innovation, equity, performance accountability, and access to sufficient information and data. 

This includes a commitment to eliminating administrative and statutory barriers to success 

×ÈÅÒÅÖÅÒ ÐÏÓÓÉÂÌÅ ÁÎÄ ÔÈÅ ÉÍÐÒÏÖÅÍÅÎÔ ÏÆ ÏÕÔÃÏÍÅÓ ÆÏÒ ÔÈÅ ÓÔÁÔÅȭÓ ×ÏÒËÅÒÓȟ ÓÔÕÄÅÎÔÓȟ ÁÎÄ 

businesses. 

 ADS Vocational Rehabilitation Services  

#ÏÎÎÅÃÔÉÃÕÔȭÓ $ÅÐÁÒÔÍÅÎÔ ÏÆ Aging and Disability Services has adopted a complimentary set of 

strategies reflecting a commitment to increase employment opportunities for individuals with 

disabilities through the provision of vocational rehabilitation and support employment services. 

$ÅÔÁÉÌÓ ÁÒÅ ÁÖÁÉÌÁÂÌÅ ÉÎ ÔÈÅ ÄÉÓÔÉÎÃÔ ÐÌÁÎÓ ÆÏÒ ÅÁÃÈ ÏÆ ÔÈÅ $ÅÐÁÒÔÍÅÎÔȭÓ 6ÏÃÁÔÉÏÎÁÌ 2ÅÈÁÂÉÌÉÔÁÔÉÏÎ 

and Supported Employment programs included in the Unified State Plan. 
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 Goal A: Increase employment opportunities for eligible individuals of the Vocational 

Rehabilitation Program. 

 Goal B: Provide coordinated services to students with disabilities to prepare for careers and 

postsecondary education after exit from high school. 

 Goal C: Utilize Innovation and Expansion authority to identify services that can benefit groups 

of individuals with disabilities to increase access to career information, adaptive technology, 

and credential attainment. 

 Senior Community Service Employment Program (SCSEP)  

Two Senior Community Service Employment Program grants, administered by the Department 

of Aging and Disability Services and The WorkPlace, under Title V of the Older Americans Act, 

allow the state to serve low-income, unemployed individuals, ages 55 and older, statewide. 

Funded through the United States Department of Labor, SCSEP is the only federal workforce 

development program designed to serve older workers exclusively. 

 Program participants receive subsidized on the job training with local non-profit agencies. In 
doing so, they receive valued skills training and serve the community. SCSEP also provides 

participants resources to address barriers to finding and retaining employment and job 

development. Through these actions, SCSEP participants gain valuable experience and skills 

needed to gain employment outside of the program. 

In 2019, CT ranked 14 th in states with highest percentage of persons aged 65 or older. In 

addition to preparing to replace retiring workers, industries will need to make 

adjustments to accommodate older workers. Healthcare and Social Assistance is th e 

largest sector in the state overall, and employs the most workers over 54, with over 

71,000. This sector has had the largest total increase of over 54 workers, up 20,000 since 

2008. Training programs are needed at all levels in CT to upskill workers to r espond to 

technology changes and to retrain those who become unemployed. Older workers often 

pursue training in Healthcare, Manufacturing and IT.  

CT has two main workforce development programs that provide additional tailored 

services to older workers:  

1.  Senior Community Service Employment Program (SCSEP)  

A Senior Community Service Employment Program (SCSEP) funded by the U.S. 

Department of Labor under Title V of the Older Americans Act enables the provision of 

ÊÏÂ ÓËÉÌÌÓ ÔÒÁÉÎÉÎÇ ÔÏ ÌÏ×ȤÉÎÃÏÍÅ )ndividuals, age 55 and older. SCSEP participants are 

ÐÌÁÃÅÄ ÉÎ ÔÅÍÐÏÒÁÒÙ ÔÒÁÉÎÉÎÇ ÁÓÓÉÇÎÍÅÎÔÓ ×ÈÅÒÅ ÔÈÅÙ ÒÅÃÅÉÖÅ ÖÁÌÕÁÂÌÅ ÏÎȤÔÈÅȤÊÏÂ ×ÏÒË 

experience and training needed to gain meaningful employment. Participants will work 

20 hours a week at the training s ites for which they will be paid minimum wage.  

Program goals include:  

¶ assisting participants in acquiring marketable jobs skills;  

¶ helping participants secure meaningful unsubsidized employment program 

objectives;  

¶ participating in community service assignme nts to learn new skills in on the job 
training;  
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¶ assisting participants with résumé development;  

¶ assisting in developing job search skills;  

¶ increasing opportunities to obtain jobs in the private sector;  

¶ referring participants to supportive services as neede d; and 

¶ changing stereotypes about older workers through public education and 

demonstrated  

 success  

  

1. Platform to Employment  

The Platform to Employment (P2E) program was launched by The WorkPlace to assist 

ÔÈÅ ÌÏÎÇȤÔÅÒÍ ÕÎÅÍÐÌÏÙÅÄ ɉ×ÈÉÃÈ ÃÏÎÓÉÓÔ ÏÆ Á ÌÁÒÇÅ percentage of older workers) return 

ÔÏ ×ÏÒË ×ÈÉÌÅ ÁÄÄÒÅÓÓÉÎÇ ÅÍÐÌÏÙÅÒÓȭ ÎÅÅÄÓ ÔÏ ÒÅÃÒÕÉÔ ÓËÉÌÌÅÄ ×ÏÒËÅÒÓȢ 0ς% ÐÒÏÖÉÄÅÓ 
ÂÕÓÉÎÅÓÓÅÓ Á ÒÉÓËȤÆÒÅÅ ÏÐÐÏÒÔÕÎÉÔÙ ÔÏ ÅÖÁÌÕÁÔÅ ÁÎÄ ÃÏÎÓÉÄÅÒ ÈÉÒÉÎÇ ÑÕÁÌÉÆÉÅÄ ÐÁÒÔÉÃÉÐÁÎÔÓ 

in a work experience program. P2E supports ind ividuals who have exhausted their 

unemployment benefits and remain unemployed.  

Participants engage in a structured preparatory program including skills assessment, 

career readiness workshops, employee assistance services, coaching and other supports. 

Upon completion, participants are helped to find open positions at local companies. 

0ÌÁÃÅÍÅÎÔÓ ÏÃÃÕÒ ÏÎ Á ÔÒÉÁÌ ÂÁÓÉÓ ÁÎÄ ÁÒÅ ÓÕÂÓÉÄÉÚÅÄ ÏÖÅÒ ÁÎ ÅÉÇÈÔȤ×ÅÅË ÐÅÒÉÏÄȢ 4ÈÅ 

ÅØÐÅÃÔÁÔÉÏÎ ÉÓ ÔÈÁÔ Á ÃÏÍÐÁÎÙ ÓÁÔÉÓÆÉÅÄ ×ÉÔÈ Á ÃÁÎÄÉÄÁÔÅȭÓ ÐÅÒÆÏÒÍÁÎÃÅ ×ÉÌÌ ÏÆfer a 

ÆÕÌÌȤÔÉÍÅ ÊÏÂȢ 

The Connecticut General Assembly continues to fund P2E on a statewide basis with 

classes held in Bridgeport, Waterbury, New Haven, Hartford and the Norwich/New 

,ÏÎÄÏÎ ÁÒÅÁÓȢ 0ς%ȭÓ ÓÕÃÃÅÓÓ ÉÓ ÕÎÐÁÒÁÌÌÅÌÅÄȢ .ÅÁÒÌÙ ψπϷ ÏÆ #ÏÎÎÅÃÔÉÃÕÔ ÐÁÒÔicipants who 

complete the preparatory program take the next step into a paid work experience with 

local companies. Of this population, nearly 90 percent have successfully moved to 

employer payrolls with average annual earning at placement in excess of $50, 000. 

  

 Goal A: Provide coordinated job skills training and supportive services to prepare participants 

for employment in growing labor markets. 

 Goal B: Increase employment opportunities for eligible individuals in SCSEP. 

 3. Performance Goals 

Per Executive Order Number 4 ÓÉÇÎÅÄ ÂÙ 'ÏÖÅÒÎÏÒ ,ÁÍÏÎÔ ÉÎ /ÃÔÏÂÅÒȟ ςπρωȟ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 

Workforce Council is tasked with conducting ÁÎ ÁÎÁÌÙÓÉÓ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ×ÏÒËÆÏÒÃÅ ÓÙÓÔÅÍ ÁÎÄ 

producing a comprehensive report for improvements to be made such that the state closes its 

skills and credentials gaps, employers can more easily find the talent they need to grow, and 

that all residents, no matter their circumstances, will have access to high-quality job-training 

that is aligned to the needs of the economy. The Council is currently in the process of producing 

their report, which will be presented to the Governor and the Legislature no later than January 
1st, 2021. 

https://portal.ct.gov/-/media/Office-of-the-Governor/Executive-Orders/Lamont-Executive-Orders/Executive-Order-No-4.pdf
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4ÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌ ×ÉÌÌ ×ÏÒË ×ÉÔÈ ÓÔÁÔÅ ÁÇÅÎÃÉÅÓ ɉ$/,ȟ $33ȟ $#&ȟ /%#ȟ $$3ȟ 

CSDE, ADS, DMHAS, etc.) to ensure different workforce related funds are streamlined and 

providing the intended outcomes to the target populations. The GWC is also setting new goals 

ÁÎÄ ÄÅÖÅÌÏÐÉÎÇ ÍÅÔÒÉÃÓ ÔÏ ÁÓÓÅÓÓ ÐÒÏÇÒÁÍÓ ÔÈÒÏÕÇÈ ÉÔÓȭ ÃÏÍÍÉÔÔÅÅ ×ÏÒË ÁÎÄ ÁÎÁÌÙÓÉÓ ÏÆ ÄÁÔÁȢ 

CT plans to improve on the methods of overall performance tracking of programs and progress 

towards goals. The GWC Data Performance and Planning Committee is currently working on 

this issue and the work is described in section III. b. 6. A. ii. 

4. Assessment 

The Connecticut Department of Labor (CTDOL) Performance and Accountability Unit and WIOA 

Administration Unit, in collaboration with colleagues in comparable functions at ADS and CSDE, 

anticipate the development and maintenance of a dashboard tool to capture and summarize 

ÓÅÌÅÃÔÅÄ ÄÁÔÁ ÃÏÎÃÅÒÎÉÎÇ ÐÒÏÇÒÁÍ ÅÆÆÅÃÔÉÖÅÎÅÓÓ ÁÎÄ ÔÈÅ ÁÇÇÒÅÇÁÔÅ ÉÍÐÁÃÔ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ 

workforce system in addressing the vision, goals, and principles described above. 

 Broad measures to be reviewed regularly will include: 

 Business engagement and delivering value to business/employer customers. 

1. Measurable skills development in terms of educational attainment and workforce 

 credentials that matter to Connecticut businesses. 

2. 3ÅÃÕÒÉÎÇ ÊÏÂÓ ÉÎ ÄÅÍÁÎÄ ÏÃÃÕÐÁÔÉÏÎÓ ÓÈÏ×ÉÎÇ ÐÒÏÍÉÓÅ ÆÏÒ ÌÏÎÇȤÔÅÒÍ ÇÒÏ×ÔÈ ÉÎ ÉÎÄÕÓÔÒÙ 

ÓÅÃÔÏÒÓ ÖÁÌÕÁÂÌÅ ÔÏ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÅÃÏÎÏÍÉÃ ÅØÐÁÎÓÉÏÎȢ 

3. Earned wages that help jobseekers and workers attain financial security and 

demonstrate  career advancement. 

4. Workforce system investments that generate a quality return. 

  

  

C. STATE STRATEGY 

Economic development is most effective when approached with a clear vision, an eye for long-

term stability and growth, and a strong plan of execution. While the state needs to continue to 

manage its finances responsibly and to streamline government, it must also make the required 

investments to move our economy forward and innovate in ways that will benefit all 

Connecticut residents. 

 !Ó ÍÅÎÔÉÏÎÅÄȟ ËÅÙ ÃÏÍÐÏÎÅÎÔÓ ÏÆ 'ÏÖÅÒÎÏÒ ,ÁÍÏÎÔȭÓ ÖÉÓÉÏÎ ÔÏ ÔÒÁÎÓÆÏÒÍ ÔÈÅ ÓÔÁÔÅȭÓ ÅÃÏÎÏÍÉÃ 

development strategy include aggressive business recruitment, collaborative work across 

agencies to better support existing businesses and onboard new ones, as well as a strategic and 

long-term economic policy focus, including in the important area of opportunity zones. 

 ,ÅÄ ÂÙ ÔÈÅ 3ÔÁÔÅ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ /ÆÆÉÃÅ ÏÆ 7ÏÒËÆÏÒÃÅ #ÏÍÐÅÔÉÔÉÖÅÎÅÓÓȟ ÔÈÅ 3ÔÁÔÅ ÁÇÅÎÃÉÅÓ 

responsible for administration of the core WIOA programs encompassed by this Unified State 

Plan (Connecticut Department of Labor (CTDOL), Connecticut State Department of Education 

(CSDE), the Department of Aging and Disability Services (ADS), and the five Workforce 

Development Boards propose and will support a set of broadly-conceived strategies intended to 

ÁÃÈÉÅÖÅ ÔÈÅ ÖÉÓÉÏÎ ÁÎÄ ÇÏÁÌÓȢ 4ÈÅÓÅ ÓÔÒÁÔÅÇÉÅÓ ×ÉÌÌ ÓÅÒÖÅ ÁÓ Á ÆÒÁÍÅ×ÏÒË ÆÏÒ #ÏÎÎÅÃÔÉÃÕÔȭÓ 
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implementation efforts, with corresponding detailed State and local implementing actions to be 

developed. 

1. The State will be implementing new strategies this year following the signing of Governor 

,ÁÍÏÎÔȭÓ %ØÅÃÕÔÉÖÅ /ÒÄÅÒ Πτ ÉÎ /ÃÔÏÂÅÒ ςπρωȢ 4ÈÅ ÎÅ×ÌÙ ÆÏÒÍÅÄ '7# ÁÎÄ ÓÉØ ÃÏÍÍÉÔÔÅÅÓ ×ÉÌÌ 

be focused on establishing a cohesive industry sector and career pathway strategy for CT. 

 &ÕÒÔÈÅÒÍÏÒÅȟ ÔÈÉÓ ÓÅÌÅÃÔÉÏÎ ÆÒÏÍ ÔÈÅ %/Πτ ÅÓÔÁÂÌÉÓÈÅÓ ÔÈÅ '7#ȭÓ ÃÈÁÒÇÅȡ 

4ÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌ ÓÈÁÌÌ ÒÅÖÉÅ× ÔÈÅ ÓÔÁÔÅȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÙÓÔÅÍ ÁÎÄ 

report to the Governor and the General Assembly by January 1, 2021. The report shall identify 

the workforce needs in Connecticut and recommend ways to: 

1. Emphasize data-driven outcomes, consistently measure outcomes across different 

programs and agencies, and improve labor market and programmatic data systems 

across state agencies; 

2. Reduce the cost of education and training borne by individuals; 

3. Improve the use of funds and resources under applicable state and federal programs; 

4. Reduce barriers to higher education and quality workforce training with an emphasis on 

two-generational and whole-family approaches, including through wraparound services, 

mentoring, and career navigation and coaching; 

5. Assist industry and labor in ongoing efforts to close racial and gender gaps in healthcare, 

education, building trades, STEM, and other fields; 

6. Improve opportunities for work -based, credit-bearing and non-credit bearing learning 

such as internships, apprenticeships and project-based learning with workplace 

application. Increase access to portable and transferable dual-credit coursework in high 

schools; 

7. Strengthen the bridge from high school into post-secondary training and education; 

8. Increase emphasis on career readiness in our public schools and universities by 

strengthening and supporting teaching of essential employability skills and habits of 

mind for the 21st century workplace, such as teamwork, professionalism, adaptability, 

complex problem-solving, situational awareness, cultural competencies, and resilience; 

9. Emphasize lifelong learning and provide opportunities for up-skilling to workers 

throughout their careers; 

10. Support businesses in shifting from degree-based hiring requirements to a skills-based 

focus because skill-based hiring can address inequities and improve job matching; 

11. Remove barriers for employers to engage as partners in the creation of a talent pipeline 

they need to be successful, such as train-to-hire and up-skilling initiatives for incumbent 

workers; 

12. Increase the speed of developing new courses and programs at state universities 

and colleges and other r elated educational institutions or workforce training 

providers in order to meet the needs of employers and to improve the labor 

market outcomes of graduates;  
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13. Bring transparency to the credentials conferred by public higher education institutions 

by translating credentials wherever possible to the skills and competencies developed 

to attain those credentials; 

14. Improve and standardize processes for enrollment, transfer, and credit for prior 

learning between and among training providers and educational institutions; 

15. Retain skilled individuals within Connecticut; and 

16. Introduce and mainstream best practices from academic research and from other cities, 

states, regions, and countries. 

  

 2. Core Programs 

Representatives of State agencies responsible for administering core WIOA programs (CTDOL, 

ADS and CSDE) joined by representatives of other critical workforce system collaborators and 

stakeholders will participate in ongoing integrated State and local-level monitoring and 

oversight to identify gaps to be addressed and opportunities for effective program and resource 

alignment. Lead responsibility to review and assure alignment of programs and resources falls 

ÔÏ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌȢ 4ÈÅ #ÏÎÎÅÃÔÉÃÕÔ $ÅÐÁÒÔÍÅÎÔ ÏÆ ,ÁÂÏÒȭÓ 0ÅÒÆÏÒÍÁnce and 

Accountability Unit and Office of Research are charged with system performance review to 

ensure value and productivity of investments, analyze labor market information to identify 

gaps, needs and opportunities for innovation and improvement, and provide insight and 

ÇÕÉÄÁÎÃÅ ÔÏ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌ ÏÎ ÁÐÐÒÏÐÒÉÁÔÅ ÁÃÔÉÏÎÓȢ 

CT has embraced the Two-Generational (2Gen)/Whole Family Approach to service delivery, 

where possible, that focuses on creating opportunities for and addressing the needs of both 

children and adults together so that children and families get the education, workforce training, 

ÁÎÄ ÓÏÃÉÁÌ ÓÕÐÐÏÒÔÓ ÔÈÅÙ ÎÅÅÄ ÔÏ ÒÅÁÃÈ ÔÈÅÉÒ ÆÕÌÌ ÐÏÔÅÎÔÉÁÌ ÁÎÄ ÃÏÎÔÒÉÂÕÔÅ ÔÏ #ÏÎÎÅÃÔÉÃÕÔȭÓ 

growth. 

 2Gen requires the workforce system to innovate ɂ collaborating across agencies and sectors in 

new ways, sharing data, leveraging existing resources to drive down costs and promoting 

ÅÃÏÎÏÍÉÃ ÓÕÃÃÅÓÓ ÆÏÒ ÔÈÅ ×ÈÏÌÅ ÆÁÍÉÌÙȢ #ÏÎÎÅÃÔÉÃÕÔȭÓ ς'ÅÎ ÁÐÐÒÏÁÃÈ ÓÔÒÉÖÅÓ ÔÏ ÐÒÏÖÉÄÅ Á ÓÔÁÂÌÅ 

×ÏÒËÆÏÒÃÅ ÔÏ #ÏÎÎÅÃÔÉÃÕÔȭÓ economy and healthy children who are ready to thrive. This work is 

developed and supported by the public sector, the private sector, including nonprofits, 

philanthropy, academia, business, and parents. 

 In 2015, Connecticut became the first state in the nation to enact a 2Gen initiative in statute.[1]  

The statute established what is now the 2Gen Advisory Board.[2]  The bipartisan, statewide 

2Gen Advisory Board brings together the executive, legislative, and judicial branch, along with 

the private sector and parents, to advise the state on the 2Gen approach. Three action-oriented 

work groups of the 2Gen Advisory Board, focused on parent engagement, workforce, and 

benefits cliffs, and work collaboratively to develop solutions that promote family economic 

success. 

 The 2Gen Advisory Board work groups are cross-sections of the Board, whose membership 

includes various agencies and branches of government, the public and private sector, and 

parents. Each group is staÆÆÅÄ ÂÙ ÔÈÅ 3ÔÁÔÅ×ÉÄÅ ς'ÅÎ #ÏÏÒÄÉÎÁÔÏÒȟ ÄÅÓÉÇÎÁÔÅÄ ȰÌÅÁÄÓȱ ÆÒÏÍ ÔÈÅ 

ς'ÅÎ !ÄÖÉÓÏÒÙ "ÏÁÒÄȟ ÁÎÄ Á ÔÅÃÈÎÉÃÁÌ ÃÏÎÓÕÌÔÁÎÔ ÔÈÒÏÕÇÈ ÔÈÅ ÒÅÇÉÏÎÁÌ Ȱ7ÈÏÌÅ &ÁÍÉÌÙ !ÐÐÒÏÁÃÈ 

ÔÏ *ÏÂÓ ÐÒÏÊÅÃÔȟȱ ÆÏÃÕÓÅÄ ÏÎ ÉÍÐÒÏÖÉÎÇ ×ÈÏÌÅ ÆÁÍÉÌÙ ÐÏÌÉÃÙ ÁÎÄ ÐÒÁÃÔÉÃÅ ÉÎ .Å× %ÎÇÌÁÎÄȢ[3]  The 

'ÏÖÅÒÎÏÒȭÓ /ÆÆÉÃÅ ÁÎÄ ÔÈÅ /ÆÆÉÃÅ ÏÆ 0ÏÌÉÃÙ ÁÎÄ -ÁÎÁÇÅÍÅÎÔ ɉ/0-Ɋ ÁÒÅ ÁÃÔÉÖÅ ÍÅÍÂÅÒÓ ÏÆ ÔÈÅ 
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Benefits Cliffs and Workforce work groups, with the Federal Reserve Bank of Boston engaged in 

a consulting capacity.  The 2Gen Workforce Work Group developed the below recommendations 

ÆÏÒ #ÏÎÎÅÃÔÉÃÕÔȭÓ τ-year workforce development strategy: 

. Prioritize expanding local partnerships with human service agencies to better support parents 

engaging in workforce development. This could include: surveying parents to identify barriers 

to fully participating in the labor force; creating local maps of services (including child care, 

after school, transportation routes) as well as a resource map of work supports (Husky, child 

care, emergency vouchers); and establishing a coordinated network of service providers beyond 

mandated partners (but inclusive of them). The network should have regular information 

sharing meetings at the local level so that staff are aware of services and are able to make warm 

referral s. Coordination at the local level should have a goal of routinely identifying policy 

barriers to coordination and lifting them to the state level for resolution as necessary. 

¶  !ÍÅÎÄ ÔÈÅ ÓÔÁÔÅȭÓ 3.!0 %ÍÐÌÏÙÍÅÎÔ ÁÎÄ 4ÒÁÉÎÉÎÇ 0ÌÁÎ ɉ3.!0 %Ǫ4Ɋ ÔÏ ÁÕÇÍÅÎÔ ÃÁÓÅ 
management and utilize a portion of SNAP E&T 50/50 reimbursement for supportive 

ÓÅÒÖÉÃÅÓ ÆÏÒ ÅÍÅÒÇÅÎÃÙ ÎÅÅÄÓȢ %ȢÇȢ #ÏÌÏÒÁÄÏȭÓ Creating a Pilot Program for Emergency 

Employment Support Services (HB 19 ɀ 1107). 

  

¶ Train WIOA front line staff in family-centered coaching and benefits cliff counseling, 
which may include bettering connect families with resources for making career 

decisions in light of the cliff effect. 

   

¶ Identify 2-3 key metrics that would help local workforce boards and the state assess 

barriers for workers with families to workforce participation and include them in the 

state data system.  

 Survey employers for non-standard work hours (outside M-F, daytime) and identify gaps in 

child care services and transportation in coordination with OEC and DOT, and establish a plan 

for meeting employer and parent needs. 

¶ Utilize the one-ÓÔÏÐ ÃÁÒÅÅÒ ÃÅÎÔÅÒÓ ÁÓ ȰÈÕÂÓȱ ÏÆ ÉÎÆÏÒÍÁÔÉÏÎ ÁÎÄ ÒÅÓÏÕÒÃÅÓ ÂÏÔÈ ÉÎ ×ÅÂ-
based platforms and as locations known for a set of coordinated services for families. 

¶   

 In 2017 statute designated the Office of Early Childhood as the lead coordinating 

agency for 2Gen in the executive branch. In 2018, a statewide 2Gen Coordinator position 

was developed, now based out of the Office of Early Childhood. The Office of Early 

Childhood has led in cross-agency data sharing, smoothing cliffs in its benefits programs, 

incentivizing whole family approaches in its home visiting programs, and partnering 

with academia to pilot innovative 2Gen research projects that link child care and 

workforce. 

   

 2Gen workforce development practices are informing workforce policy in 

Connecticut. Through OEC and through other philanthropically-funded initiatives, best 

practices have been implemented at the community-level. The following are examples of 

community-level 2Gen efforts related to a whole family approach to workforce: 
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¶ SNAP Employment & Training (E&T) and Child Care: OEC is partnering with CSCU to 

offer families the opportunity to receive child care funding to support their enrollment 

in and completion of a SNAP E&T certificate. SNAP E&T participants with young children 
will receive a subsidy to pay for child care for both class and study time. OEC will pilot 

this project starting January 2020 at two colleges to stress test the procedure, measure 

the success of completion when child care is identified and child care costs are provided, 

and develop a protocol to provide this to a broader SNAP E&T population in spring 

2020, where early childhood and manufacturing higher education programs will be 

included. 

   

¶ The total sample size for FY20 is an estimated 160 participants. Under federal SNAP 
E&T rules, child care is considered a supportive service. All supportive service expenses 

offered to SNAP E&T participants are eligible for a 50% reimbursement by the federal 

government.  Therefore, the state will draw down federal resources as it invests in child 

care for this population. 

   

¶ Bristol Manufacturing and Child Care: Due to a growing labor shortage within area 
manufacturers, the leadership of Bristol Adult Education and Rowley Spring and 

Stamping, a local manufacturer, created a partnership in 2013 to train adults for a 

career in manufacturing, calling it the Adult Education Diploma and Certification 

(AEDAC) program. Upon completion of the program, participants qualify for jobs where 

they can earn livable wages and access full benefits. In 2019, OEC, the University of 

Connecticut, and Bristol Adult Education partnered to recruit, implement and evaluate 

the AEDAC, targeting parents with a child under age 6 by offering free on-site child care. 

 By mitigating the child care barrier, parents with young children have the 

opportunity to complete the 12-week program and ultimately earn a higher wage for 

their family. UConn is evaluating the project on measures of program attendance and 

completion, job placement, future earnings, as well as key family stability indicators. 

  

¶ Adult Education and Child Care: OEC is investing in a small-scale demonstration project 
at four adult education centers that will provide on-site child care to a cohort of students 

enrolled in adult education courses, with the goal of increasing enrollment, retention 

and graduation among families with young children. The communities of Bristol, 

Danbury, New London and Vernon served 42 families with 58 children in spring 2019. 

An estimated 52 families were served in the fall 2019 semester. OEC, University of 

Connecticut, and the State Department of Education developed this project after many 

conversations with parents and adult education providers who consistently cited child 

care as a major barrier to enrollment and completion. In addition to the anecdotal 

feedback we received, recent literature supports the linkage of child care and other 

support services to increase family economic mobility. UConn is measuring outcomes: 

attendance, retention and graduation, along with family stability, community 

connections, receipt of supportive services, and other key family indicators. 

  

¶ Meriden Family Resource Centers (FRC): Developed partnerships with Meriden Adult 
Education and other workforce development agencies so that the FRCs can become a 

single point of entry for many supportive services. Meriden FRCs also incorporated a 
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coaching model that takes a strength-based approach and long-term family success 

planning. 

  

¶ .ÏÒ×ÁÌËȭÓ -ÁÒÉÔÉÍÅ /ÄÙÓÓÅÙ 0ÒÅÓÃÈÏÏÌȡ $ÅÖÅÌÏÐÅÄ Á ÃÏÈÏÒÔ ÏÆ ÐÁÒÅÎÔÓ ×ÈÏ ÒÅÃÅÉÖÅÄ 
training in Early Childhood Education provision throughout the year. Parents were 

supported by free child care and stipends paid for by CAHS and OEC. Parents received 

 a Child Development Associate credential at the end of the year, are then 

employed by Maritime when possible, and offered the opportunity to continue to college 

towards higher levels of teacher certification. 

   

¶ Connecticut Working Cities Challenge cities: Danbury, Hartford, East Hartford, 

Middletown, and Waterbury, were funded by a three-year grant administered by the 

Federal Reserve Bank of Boston to engage in cross-sector, collaborative leadership, 

driven by data and family engagement, to spur workforce development and job-creation 

 in low-income neighborhoods. While not originally marketed as a 2Gen cohort, 

the cities have discovered in the design phase that their economic improvement 

initiatives necessitate a whole family approach. 

   

¶ Secure Jobs Connecticut: In 2015, twenty-five private funders and the Department of 

Housing spearheaded Secure Jobs Connecticut, a three-year pilot designed to increase 

the income of families transitioning from homelessness to housing by connecting them 

to the education, training, and the supports they needed to secure and maintain 

employment. Four strategies helped to bridge the gap between the housing and 

workforce systems at the local level: utilization of a Secure Jobs navigator, network-

building beyond housing and workforce organizations, case conferencing which 

included stakeholders from different organizations who focused on solutions for the 

whole family, and flexible dollars used to immediately remove individual barriers to 

employment, such as bus passes and childcare. A majority of clients (60%) were 

enrolled in at least one of the two major funding sources for workforce services: WIOA 

(Workforce Innovation and Opportunity Act) and JFES (Jobs First Employment 

Services). The Secure Jobs pilot resulted in increases in the number of parents (59%) 

working and an increase in their wages. However, at an average of $11.74/hour those 

wages were not high enough for the families to make ends meet. In Connecticut, the 

hourly wage needed to afford a typical 2-bedroom apartment is $24.72. Connecticut 
philanthropy launched Secure Jobs 2.0 in October 2019 and added creating a clearer 

pathway to help families obtain higher wages jobs by way of systems change that 

centers on improvements of access, speed, responsiveness and effectiveness of service 

delivery within and across organizations. Department of Labor staff have been a key 

partner not only in providing leadership to the pilot but also on-the-ground assistance 

to local communities. 

 Board of Regents for Higher Education    

The Connecticut Board of Regents for Higher Education (BOR) is the governing board for the 

Connecticut State College and University (CSCU) System. The CSCU System is comprised of 17 

public institutions of higher education, including 12 community colleges, four state universities, 

and one online degree-granting institution.  
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 The mission of CSCU is to contribute to the creation of knowledge and the economic growth of 

ÔÈÅ ÓÔÁÔÅ ÏÆ #ÏÎÎÅÃÔÉÃÕÔ ÂÙ ÐÒÏÖÉÄÉÎÇ ÁÆÆÏÒÄÁÂÌÅȟ ÉÎÎÏÖÁÔÉÖÅȟ ÁÎÄ ÒÉÇÏÒÏÕÓ ÐÒÏÇÒÁÍÓȢ #3#5ȭs 

learning environments transform students and help individuals achieve their personal and 

career goals. 

 The statutory responsibility of the 17 institutions that make up the Connecticut State Colleges 

and Universities is to provide access to quality and affordable higher education to the people of 

the state of Connecticut. The BOR is charged with setting policies to carry out that responsibility 

while aligning with the following goals: 

  

¶ to ensure that no qualified person be denied the opportunity for higher education on the 
basis of age, sex, gender identity or expression, ethnic background or social, physical or 

economic condition, 

¶ to protect academic freedom, 

¶ to provide opportunities for education and training related to the economic, cultural and 
educational development of the state, 

¶ to assure the fullest possible use of available resources in public and private institutions 

of higher education, 

¶ to maintain standards of quality ensuring a position of national leadership for state 

institutions of higher education, 

¶ to apply the resources of higher education to the problems of society, and 

¶ to foster flexibility in the policies and institutions of higher education to enable the 
system to respond to changes in the economy, society, technology and student interests 

   

 CSCU educates more students than any other institution in Connecticut. The size, 

geographic reach, and diversity of programs and talent give CSCU the flexibility and 

scalability to be an essential partner in any initiative that drives economic growth and 

the continued professional and personal growth of Connecticut residents. For students 

and taxpayers alike, CSCU represents a phenomenal return on investment. For every 

dollar students invest in their education, they will garner $6.60 in higher future 

earnings, with an average annual rate of return of 22.2%. For every $1 of public funding 

in CSCU, the state will receive $3.80 in added tax revenue and public sector savings. 

   

 As of the fall 2018 semester, CSCU serves more than 140,000 noncredit, 

certificate-seeking, undergraduate, and graduate students in hundreds of academic 

fields, with credentials ranging from manufacturing technology, cyber security, and 

allied health, nursing, education, and social work. Ninety- five percent of these students 

are current Connecticut residents who are building their futures in the state. CSCU 

educates 40 percent of all the higher education students and 68 percent of all public 

higher education students in Connecticut. In the last two decades, CSCU institutions 

have conferred over 260,000 degrees and certificates. 

  

Improvements and Achievements for Fiscal Year 2019  

¶ 3ÔÕÄÅÎÔÓ &ÉÒÓÔȟ #3#5ȭÓ ÌÏÎÇ-term strategy to improve student outcomes and fiscal 
sustainability is well underway. It will unify the existing 12 community colleges into a 
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single accredited institution ɀ maintaining access to all current campuses and satellites ɀ 

while implementing a Guided Pathways approach to improve student success. 

¶ #3#5 ÁÎÎÏÕÎÃÅÄ ÔÈÅ Ȱ4ÅÁÍ 7ÏÒËÓȱ !ÄÖÁÎÃÅÄ -ÁÎÕÆÁÃÔÕÒÉÎÇ 7ÏÒËÆÏÒÃÅ Development 

Strategic Plan, developed collaboratively with stakeholders across education, 

ÇÏÖÅÒÎÍÅÎÔ ÁÎÄ ÉÎÄÕÓÔÒÙȢ #3#5ȭÓ ÁÄÖÁÎÃÅÄ ÍÁÎÕÆÁÃÔÕÒÉÎÇ ÃÅÎÔÅÒÓ ÁÎÄ ÐÒÏÇÒÁÍÓ ÁÔ ÔÈÅ 

ÃÏÍÍÕÎÉÔÙ ÃÏÌÌÅÇÅÓ ÁÒÅ ÐÒÅÐÁÒÅÄ ÔÏ ÁÄÄÒÅÓÓ ÔÈÅ ÓÔÁÔÅȭÓ ÎÅÅÄ ÆÏÒ Á ÓËÉÌÌÅÄ ×ÏÒËÆÏÒÃÅ and 

are collaborating with the Workforce Development Boards to fill the manufacturing 

pipeline.  

¶ The BOR voted to make the institutional aid application available for undocumented 

students. 

¶ CSCU was awarded a number of grants, including from the Lumina Foundation for 
$291,300 to fund an adult learner policy; Third Sector selected CSCU to receive training 

and assistance in leveraging innovative financing to fund wraparound support services 

to students; the United States Department of Labor awarded CSCU $8 million to build 

upon successful Advanced Manufacturing Apprenticeship programs; the United States 

Department of Education awarded CSCU a $25.8 million GEAR UP grant that will assist 

the state in its efforts to increase the number of low-income students prepared to enter 

and succeed in postsecondary education 

¶ Today, community college graduates automatically gain acceptance and seamlessly 
transfer their credits in more than 25 concentrations toward a four-year degree, 

potentially saving students thousands of dollars in the process of attaining a world-class 

degree. Seeing the success of the TAP program between CSCU institutions, several 

private universities have now signed up to participate. 

¶ CSCU institutionalized the partnership with the Department of Social Services and is 

now the second community college system in the country to provide workforce 

education to Supplemental Nutrition Assistance Program (SNAP) recipients. 

¶ All CSCU schools are engaging female students and students from underrepresented 

populations in programming to peak their interest and pursuit of Science, Technology, 

Engineering and Math (STEM).  These efforts bring in partners from the Boys and Girls 

Clubs, the Connecticut Science Center, local school districts and other organizations to 

promote access and equity. 

¶ The state universities, through partnerships with local K-12 school systems, tackles 

these issues head on, working together to address the equity gap early and better 

preparing students, regardless of their backgrounds, for the rigors of a college 

education. 

¶ CSCU collaborated with the State Department of Transportation to offer the UPass 
program, giving students unlimited public transportation for a fee of just $20 per 

semester. For the current semester, CSCU has made 60,000 passes available to students 

at all the participating institutions. 

  

#3#5ȭÓ #ÈÁÌÌÅÎÇÅÓ 

¶ The single greatest challenge facing CSCU has been insufficient funding to make the 
critical investments those students and institutions need to thrive. The lack of funding is 

driven by two distinct factors: diminishing state support and declining enrollment. 
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¶ Successive years of budget cuts since 2015, as well as rescissions, lapses, and holdbacks, 

ÈÁÖÅ ÒÅÄÕÃÅÄ #3#5ȭÓ ÓÔÁÔÅ ÁÐÐÒÏÐÒÉÁÔÉÏÎÓ ÆÒÏÍ ΑσυρȢωω- ÔÏ ΑςψφȢςσ-ȟ Á ρωϷ 

reduction. These budget cuts are compounded by a 9% reduction in enrollment overall 
since 2013, and the associated loss of tuition and fee revenues. 

¶ CSCU provides affordable and accessible learning to students no matter how much they 
or their families earn. A large number of students require assistance from state or 

federal financial aid to pursue an education. In 2017, 48% of community college 

students and 35% of university students received a Pell grant. More than 8,000 students 

receive nearly $20M in Roberta B. Willis Scholarship awards from the state annually. 

¶ Despite these resources, more and more students and their families, particularly at the 
university level, are taking on significant debt to finance their educations. Narrowing 

attainment gaps and increasing completion rates will depend on making college 

affordable, providing necessary supports, and offering flexible schedules and more 

online options for working adult students. Understanding the challenges students face 

will help policymakers identify the resources and policies needed to help them 

overcome barriers to completion. 

¶ CSCU has already taken decisive steps, through Students First, to ensure that the 

promise of community college is there for future generations of Connecticut residents. 

Out of necessity, institutions have had to find new ways of educating and serving 

students with ever-diminishing resources. This has required fundamentally rethinking 

the way CSCU delivers instruction and services, manages resources, and governs 

institutions. 

   

WIOA Related Policy and Funding Solutions 

 CSCU has identified a number of innovative solutions to the challenges the 

system faces which align with the WIOA system. Implementing any of these will require 

additional resources from policymakers. 

¶ Partnerships with K-12ɂexpanding pathways from high school is essential for 

Connecticut to reach its goal of increasing college completion rates, closing the 

achievement gap, and increasing high school student engagement.  

¶ Partnerships with BusinessɂCSCU has been dedicated to addressing the needs of 
business and industry for a skilled workforce.  The state can help to meet employer 

demand by partnering to promote internships or apprenticeships for Connecticut 

college students and graduates.  Early exposure to employment opportunities while in 

higher education programs can help students and businesses to see their future in 

Connecticut.  CSCU colleges and universities can also address the incumbent worker 

ÔÒÁÉÎÉÎÇ ÎÅÅÄÓ ÏÆ ÔÈÅ ÓÔÁÔÅȭÓ ÓÍÁÌÌ ÁÎÄ ÍÉÄ-sized employers. 

  

Moving Forward 

 !ÃÃÅÓÓ ÁÎÄ ÁÆÆÏÒÄÁÂÉÌÉÔÙ ÒÅÍÁÉÎ ÐÁÒÁÍÏÕÎÔ ÔÏ #3#5ȭÓ ÍÉÓÓÉÏÎȢ #ÏÎÎÅÃÔÉÃÕÔ 

cannot continue to ask students and their families to absorb the cost of budget deficits. 

As enrollment challenges have hit nearly every institution in our system, CSCU has 

worked to better coordinate enrollment and marketing strategies. The system is 

exploring ways to attract more nontraditional students like adult learners with flexible 

schedules. And CSCU institutions are making progress on better outreach to school 

counselors and other K-12 groups across the state. 
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 The BOR will continue to pursue structural changes for the future and will 

accelerate efforts in the coming year. Every day, CSCU institutions collaborate with local 

communities and businesses to produÃÅ ÎÏÔ ÊÕÓÔ ÔÈÅ ÎÅØÔ ÇÅÎÅÒÁÔÉÏÎ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ 

workforce but the leaders and informed citizens needed for the future of Connecticut.    

  

In the 2019 session of the Connecticut General Assembly, Public Act 19-117 was passed 

including the establishment of a last-dollar scholarship program intended to ensure that 

Connecticut high school graduates who are attending college for the first time will be able to 

attend a Connecticut community college without any out-of-pocket charges for tuition or 

mandatory fees.  The Board of Regents has established policies related to the implementation of 

PACT, the Pledge to Advance Connecticut: 

¶ PACT will provide grants to eligible community college students that, when combined 
with other available financial aid, will reduce the cost of tuition and fees to $0. 

¶ The program will begin in the fall of 2020. 

¶ Generally, eligible students must graduate from a Connecticut high school and reside in 

Connecticut, complete a federal financial aid application, enroll for 12 credits or more 

for both the fall and winter/spring semesters, and meet Satisfactory Academic Progress. 

¶ Eligibility for assistance under PACT continues for three years from initial participation, 

for up to 72 credit hours, provided that students maintain eligibility. 

¶ Provisions are made for students with disabilities and for appeals. 

 The proposed policy has been crafted to meet the requirements of the law while aligning 

administratively with other forms of financial assistance that are already offered by the colleges. 

 Projections for the cost of the program range from $7 million to $15 million per year. The 

statute requires the state to identify a funding source during the 2020 legislative session. In the 

event that insufficient resources are made available to CSCU, the program is designed to allow 

for pro-rating of grants or awarding on a first-come-first -served basis. There is no requirement 

in the law or the proposed policy that CSCU dedicate existing state appropriations or tuition 

revenue to this program. 

  

  

[ 

III. OPERATIONAL PLANNING ELEMENTS 

A. STATE STRATEGY IMPLEMENTATION 

1. STATE BOARD FUNCTIONS 

'ÏÖÅÒÎÏÒ ,ÁÍÏÎÔȭÓ %ØÅÃÕÔÉÖÅ /ÒÄÅÒ .ÏȢ τ ÓÅÔÓ ÅØÐÅÃÔÁÔÉons and requirements for the 

'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌȢ 4ÈÅ #ÏÕÎÃÉÌ ÁÎÄ ÉÔÓ #ÈÁÉÒ ×ÉÌÌ ÔÁËÅ Á ÌÅÁÄ ÒÏÌÅ ÉÎ ÁÄÖÉÓÉÎÇ ÔÈÅ 

ÇÏÖÅÒÎÏÒ ÏÎ ÔÈÅ ÓÔÁÔÅȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÔÒÁÔÅÇÙ ÁÎÄ ÓÕÐÐÏÒÔÉÎÇ ÔÈÅ ÓÔÁÔÅȭÓ ÅÃÏÎÏÍÉÃ 

growth. 

 The Council will also coordinate among the important stakeholders in the workforce system, 

including businesses, state agencies, quasi-public and independent entities, boards, councils, 

/U:/WIOA%20State%20Plan%202020%20to%202023/WIOA%20USP%20February202020version.docx#_ftnref1
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and commissions, public and private education and training institutions, workforce 

developmeÎÔ ÂÏÁÒÄÓȟ ÎÏÎÐÒÏÆÉÔ ÉÎÓÔÉÔÕÔÉÏÎÓȟ ÌÁÂÏÒ ÕÎÉÏÎÓȟ ÁÎÄ ÔÈÅ ÓÔÁÔÅȭÓ #ÈÉÅÆ -ÁÎÕÆÁÃÔÕÒÉÎÇ 

Officer. 

Also, please refer to Section II.b above. 

2. IMPLEMENTATION OF STATE STRATEGY 

!Ȣ #/2% 02/'2!- !#4)6)4)%3 4/ )-0,%-%.4 4(% 34!4%ȭ3 342!4%'9 

The CTDOL WIOA AdministÒÁÔÉÏÎ 5ÎÉÔ ÁÄÍÉÎÉÓÔÅÒÓ ÔÈÅ 7)/! 4ÉÔÌÅ ρ" ÆÕÎÄÉÎÇ ÆÏÒ #4ȭÓ 

workforce development system which includes three of the core required partner programs ɀ 

Adult, Dislocated Worker and Youth. The administration of the funds includes but is not limited 

to the following functions; policy and procedure development, monitoring ɀ both 

programmatically and fiscally, development of grants and contracts, reporting, and 

management information system support. 

 4ÈÒÏÕÇÈ ÔÈÅÓÅ ÆÕÎÃÔÉÏÎÓȟ #4$/,ȭÓ 7)/! !ÄÍÉÎÉÓÔÒÁÔÉÏÎ 5ÎÉÔ ÉÓ ÁÂÌe to assist with the 

strategies and alignment of the core program activities of WIOA Title 1B with other required 
and non-required partner programs in the American Job Center network. This is accomplished 

through various means including the assignment of liaisons to the workforce development 

boards (WDBs) who have regular communication with the staff at the WDB and who also attend 

regularly scheduled meetings of the WDBs in order to keep abreast of their planning, priorities, 

policies and strategies for the ensuring that a full complement of programs and services are 

available to the job seekers and employers in the region. Technical assistance is also provided 

through regular meetings of the WIOA Administration Unit with the WDBs on various WIOA 

Title 1B topics including the negotiations of service delivery by and through required and non-

required partner programs; ensuring MOUs and appropriate cost sharing mechanisms are in 

place. Co-enrollment is a specific target of these efforts as well, with significant progress being 

made with regard to the co-enrollment of Trade Adjustment Assistance (TAA) participants in 

the WIOA Title 1B program for Dislocated Workers. The intent moving forward is to replicate 

the successful attributes of this work to increase co-enrollment across programs whenever 

appropriate. These combined efforts serve to lead and strengthen the commitments of the 

required partner and non-required partner programs in meeting the goals and objectives as 

ÏÕÔÌÉÎÅÄ ÉÎ ÔÈÅ ÓÔÁÔÅȭÓ ÓÔÒÁÔÅÇÙ ÉÎ ))ɉÃɊ ÁÂÏve. Core WIOA program activities in Connecticut will 

ÂÅ ÁÌÉÇÎÅÄ ÁÓ ÐÁÒÔÎÅÒÓ ÂÕÉÌÄ ÕÐÏÎ ÅØÉÓÔÉÎÇ ÉÎÔÅÒȤÁÇÅÎÃÙ ÒÅÌÁÔÉÏÎÓÈÉÐÓ ÁÎÄ ÐÒÏÇÒÁÍ 

collaborations. 

 American Job Centers (AJC) Customer Flow: 

¶ 7ÁÌËȤÉÎ ÃÕÓÔÏÍÅÒÓ ÁÔ ÃÏÍÐÒÅÈÅÎÓÉÖÅ !ÍÅÒÉÃÁÎ *ÏÂ #ÅÎÔÅÒÓ will be greeted at the main 
reception desk by a team of CTDOL and/or WDB partner staff, as front desk coverage 

will be a shared responsibility between the two partners. 

 CTDOL will provide Unemployment Insurance staff experts at affiliate and comprehensive 

ÏÆÆÉÃÅÓ ÔÏ ÁÎÓ×ÅÒ 2ÅÅÍÐÌÏÙÍÅÎÔ ÁÎÄ 5ÎÅÍÐÌÏÙÍÅÎÔ )ÎÓÕÒÁÎÃÅȤÒÅÌÁÔÅÄ ÉÎÑÕÉÒÉÅÓ ÆÒÏÍ 

customers. 

  

¶ Generally, the Career Centers in each comprehensive American Job Center are staffed 

jointly by CTDOL and WDB staff (with the exception of Hamden/New Haven), with each 

partner committed to assigning a minimum of one staff member on a full time basis.
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o  

Á  

¶ When a job seeker enters an American Job Center seeking 
services, the AJC staff will first determine whether or not the 

customer is registered in the CTHires system, which is used to 

track the services provided to each job seeker. If the customer is 

not registered, he or she will be guided to a computer and asked 

to complete the CTHires customer registration. If the customer 

needs assistance in completing the registration process, staff 

assistance will be provided. 

      

¶ American Job Center customers are provided with some form of 

orientation to the employment services that are available to them 

through all the various partners. Job Center staff discuss the 

ÃÕÓÔÏÍÅÒȭÓ job search plans and provides customers with the 

opportunity to sign up for employment readiness core 

workshops, such as Successful Job Search Strategies, 

Interviewing Strategies and Techniques, and Fundamentals of 

Resume Writing. Additional workshops are available depending 

ÏÎ ÔÈÅ ÒÅÇÉÏÎȢ )Æ ÔÈÅ ÃÕÓÔÏÍÅÒ ÎÅÅÄÓ ÏÎÅȤÏÎȤÏÎÅ ÊÏÂ ÓÅÁÒÃÈ 

assistance, career counseling, or a resume critique, every effort 

will be made to provide that service. If the customer is interested 

ÉÎ ÓÅÌÆȤÓÅÒÖÉÃÅ ÁÃÔÉÖÉÔÉÅÓȟ ÓȾÈÅ ÃÁÎ ÕÔÉÌÉze CTHires to conduct job 

searches, post a resume, or access online courses, and visit AJC 

Career Centers for access to computers, fax machines, copiers, 

resume paper, and free postage for mailing applications and 

resumes. Customers will also be informed about the various 

services available under WIOA.  

  

¶ #ÕÓÔÏÍÅÒÓ ×ÈÏ ÓÅÌÆȤÉÄÅÎÔÉÆÙ ÁÓ ÖÅÔÅÒÁÎÓ ÏÒ ÅÌÉÇÉÂÌÅ ÓÐÏÕÓÅÓ ×ÉÌÌ 

be assessed for significant barriers to employment and other 

ÃÈÁÒÁÃÔÅÒÉÓÔÉÃÓ ÔÈÁÔ ÑÕÁÌÉÆÙ ÆÏÒ ÏÎÅȤÏÎȤÏÎÅ ÊÏÂ ÓÅÁÒÃÈ ÁÓÓÉÓÔÁÎÃÅ 

from a CTDOL $ÉÓÁÂÌÅÄ 6ÅÔÅÒÁÎÓȭ /ÕÔÒÅÁÃÈ 0ÒÏÇÒÁÍ ɉ$6/0Ɋ 

3ÐÅÃÉÁÌÉÓÔȢ *ÏÂÓÅÅËÅÒÓ ×ÉÔÈ Á ÓÅÌÆȤÄÉÓÃÌÏÓÅÄ ÄÉÓÁÂÉÌÉÔÙ ÍÁÙ ÂÅ 
referred to either a Disability Program Navigator or Disability 

Employment Initiative representative (depending on region). 

Jobseekers with disabilities may also be referred to ADS for 

service. All customers have the option of accessing the universal 

services available to everyone in the center. 

      

¶ Staff is assigned to each of the career centers in the 
comprehensive American Job Centers to support and assist 

jobseekers in whatever way needed. Jobseekers needing to 

improve computer skills will be referred to a computer skills 

×ÏÒËÓÈÏÐ ÏÒ ÄÒÏÐȤÉÎ ÃÏÍÐÕÔÅÒ ÓËÉÌÌÓ ÃÌÁÓÓÒÏÏÍ ÔÏ ×ÏÒË ÏÎ 

developing or enhancing their computer skills. 
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¶ Customers interested in WIOA services will be connected to the 

appropriate WIOA representative or WIOA information session. 

      

¶ All American Job Center (AJC) customers will be asked if they are 
receiving public assistance benefits (i.e. TANF, SNAP, HUSKY, 

Care 4 Kids) and referred to the appropriate WIOA service entity 

to assist with any special needs beyond those offered by the AJC. 

Such referrals will be documented and outcomes noted. 

 Connecticut Department of Labor (CTDOL) services and WDB Title I services have been 

coȤÌÏÃÁÔÅÄ ×ÈÅÒÅÖÅÒȾ×ÈÅÎÅÖÅÒ ÐÏÓÓÉÂÌÅ ×ÉÔÈ 4ÉÔÌÅ ))Ⱦ!ÄÕÌÔ %ÄÕÃÁÔÉÏÎ ÁÎÄ 4ÉÔÌÅ 

IV/Vocational Rehabilitation Services. It is understood that space availability and cost 

ÍÁÙ ÂÅ ÂÁÒÒÉÅÒÓ ÔÏ ÁÃÈÉÅÖÉÎÇ ÔÈÅ ÏÂÊÅÃÔÉÖÅ ÏÆ ÃÏȤÌÏÃÁÔÉÏÎ ×ÉÔÈ !ÄÕÌÔ %ÄÕÃÁÔÉÏÎȟ ÂÕÔ ÔÈÅ 

two  Vocational Rehabilitation programs of ADS have been successful in achieving a 

model of part -time co-ÌÏÃÁÔÉÏÎ ÉÎ ÅÁÃÈ ÏÆ ÔÈÅ 7$" ÒÅÇÉÏÎÓȢ )ÆȾ×ÈÅÒÅ ÃÏȤÌÏÃÁÔÉÏÎ ÉÓ ÎÏÔ 

feasible, all staff in each of the comprehensive American Job Centers will be trained to 

become familiar with services provided by Adult Education and ADS and be able to make 

an intelligent, informed decision about when to refer a customer to one of these agencies. 

In turn, all staff at Adult Education and ADS has been trained to become familia r with the 
services available at the American Job Centers across Connecticut, capable of making 

referrals to those Job Centers for any customer.  

 The American Job Centers are hubs from which jobseekers can be referred to 

ÓÅÃÔÏÒȤÆÏÃÕÓÅÄ ÐÒÏÇÒÁÍÓ ÉÎ ÔÁÒÇÅÔÅÄ sectors such as Manufacturing, Health Care or 

Construction. Job Developers from organizations like ADS have joined the Regional 

Business Service teams in each region. 

 American Job Center staff will be familiar with these targeted sector grants and programs in 

each region and capable of making informed referrals to them. In some situations, targeted 

ÓÅÃÔÏÒ ÐÒÏÇÒÁÍ ÓÔÁÆÆ ÍÁÙ ÂÅ ÃÏȤÌÏÃÁÔÅÄ ÁÔ ÁÎ !ÍÅÒÉÃÁÎ *ÏÂ #ÅÎÔÅÒȢ !ÃÃÅÓÓÉÂÌÅ ÐÒÉÎÔÅÄ ÐÒÏÇÒÁÍ 

information is made available to jobseekers. 

 The regional WDBs deliver Adult and Dislocated Worker program activities through the 

American Job Center system via comprehensive and affiliate centers. Career services are 

provided to a wide range of jobseekers, with specialty programs directed to returning veterans 

and individuals with disabilities. Services include career coaching, guidance on job search 

techniques, skill and interest assessments, advice and support through peer groups, individual 

employment planning, and job development and placement. Occupational training is provided 

through access to Individual Training Accounts (ITAs). Business Services 

Teams engage employers and provide recruitment and hiring assistance, as well as access to an 

array of training resources for incumbent workers and new hires. 

 Priority o f Service 

Section 134(c)(3)(E) of WIOA establishes a priority requirement with respect to funds allocated 

ÔÏ Á ÌÏÃÁÌ ÁÒÅÁ ÆÏÒ ÁÄÕÌÔ ÅÍÐÌÏÙÍÅÎÔ ÁÎÄ ÔÒÁÉÎÉÎÇ ÁÃÔÉÖÉÔÉÅÓȢ 5ÎÄÅÒ ÔÈÉÓ ÓÅÃÔÉÏÎȟ ÏÎÅȤÓÔÏÐ ÃÅÎÔÅÒ 

staff responsible for these funds must give priority to recipients of public assistance, other 

ÌÏ×ȤÉÎÃÏÍÅ ÉÎÄÉÖÉÄÕÁÌÓȟ ÁÎÄ ÉÎÄÉÖÉÄÕÁÌÓ ×ÈÏ ÁÒÅ ÂÁÓÉÃ ÓËÉÌÌÓ ÄÅÆÉÃÉÅÎÔ ÉÎ ÔÈÅ ÐÒÏÖÉÓÉÏÎ ÏÆ 

individualized career services and training services. Under WIA, priority was 
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required to be given to public assistance reÃÉÐÉÅÎÔÓ ÁÎÄ ÌÏ×ȤÉÎÃÏÍÅ ÉÎÄÉÖÉÄÕÁÌÓ ×ÈÅÎ 3ÔÁÔÅÓ ÁÎÄ 

local areas determined that allocated funds were limited. Under WIOA, priority must be 

provided regardless of the level of funds. WIOA also expanded the priority to include individuals 

who are basic skills deficient as defined in WIOA section 3(5). 

  

6ÅÔÅÒÁÎÓ ÁÎÄ ÅÌÉÇÉÂÌÅ ÓÐÏÕÓÅÓ ÃÏÎÔÉÎÕÅ ÔÏ ÒÅÃÅÉÖÅ ÐÒÉÏÒÉÔÙ ÏÆ ÓÅÒÖÉÃÅ ÆÏÒ ÁÌÌ $/,ȤÆÕÎÄÅÄ ÔÒÁÉÎÉÎÇ 

programs, which include WIOA programs. However, when programs are statutorily required to 

provide priority for a particular group of individuals, such as the WIOA priority described 

above, priority must be provided in the following order: 

  

¶  

o First, to veterans and eligible spouses who are also included in the groups given 

statutory priority for WIOA adult formula f unds. This means that veterans and 

ÅÌÉÇÉÂÌÅ ÓÐÏÕÓÅÓ ×ÈÏ ÁÒÅ ÁÌÓÏ ÒÅÃÉÐÉÅÎÔÓ ÏÆ ÐÕÂÌÉÃ ÁÓÓÉÓÔÁÎÃÅȟ ÏÔÈÅÒ ÌÏ×ȤÉÎÃÏÍÅ 

individuals, or individuals who are basic skills deficient would receive first 

priority for services provided with WIOA adult formula funds.   

Á  

¶ 3ÅÃÏÎÄȟ ÔÏ ÎÏÎȤÃÏÖÅÒÅÄ ÐÅÒÓÏÎÓ ɉÔÈÁÔ ÉÓȟ ÉÎÄÉÖÉÄÕÁÌÓ ×ÈÏ ÁÒÅ ÎÏÔ 
veterans or eligible spouses) who are included in the groups 

given priority for WIOA adult formula funds. 

¶ Third, to veterans and eligible spouses who are not included in 
7)/!ȭÓ priority groups. 

¶ Fourth, to any other populations that may be identified by the 
Governor or Local Board for priority. 

¶ ,ÁÓÔȟ ÔÏ ÎÏÎȤÃÏÖÅÒÅÄ ÐÅÒÓÏÎÓ ÏÕÔÓÉÄÅ ÔÈÅ ÇÒÏÕÐÓ ÇÉÖÅÎ ÐÒÉÏÒÉÔÙ 

under WIOA. 

 Local areas established written policies and procedures to ensure priority for the populations 

described above for participants served in the WIOA Adult program. 

 #4$/,Ȥ!ÄÍÉÎÉÓÔÅÒÅÄ 3ÅÒÖÉÃÅÓ 

7)/! 4ÉÔÌÅ ρ ÁÎÄ 7ÁÇÎÅÒȤ0ÅÙÓÅÒ ÓÅÒÖÉÃÅÓ ÁÒÅ ÁÖÁÉÌÁÂÌÅ ÔÈÒÏÕÇÈ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÁÆÆÉÌÉÁÔÅ ÁÎÄ 

comprehensive American Job Centers. CTDOL will provide the following services: 

7ÁÇÎÅÒȤ0ÅÙÓÅÒ ,ÁÂÏÒ %ØÃÈÁÎÇÅȡ 5ÎÄÅÒ ÔÈÅ 7ÁÇÎÅÒȤ0ÅÙÓÅÒ !ÃÔȟ #4$/, %ÍÐÌÏÙÍÅÎÔ 3ÅÒÖÉÃÅÓ 

(ES) receives federal funding to provide universal access to an integrated array of 

ÅÍÐÌÏÙÍÅÎÔȤÒÅÌÁÔÅÄ ÌÁÂÏÒ ÅØÃÈÁÎÇÅ ÓÅÒÖÉÃÅÓȟ Éncluding job search assistance, job referral, and 

placement assistance for jobseekers, reemployment services to unemployment insurance 

claimants, and recruitment services to businesses with posted job openings. 

During the last program year a total of 35,352 Wagner-Peyser customers benefited from 

employment services, including: assistance with career choices and job searches; workshops on 

résumé writing, interviewing, and career exploration; information about specific companies and 

labor market trends; and, ÏÎÅȤÏÎȤÏÎÅ ÃÁÒÅÅÒ ÃÏÕÎÓÅÌÉÎÇȢ !Î ÁÄÄÉÔÉÏÎÁÌ τȟστχ ÉÎÄÉÖÉÄÕÁÌÓ 

ÒÅÃÅÉÖÅÄ ÒïÓÕÍï ÓÅÒÖÉÃÅÓ ÁÔ #4$/,ȤÓÐÏÎÓÏÒÅÄ ÅÖÅÎÔÓ ÁÎÄ ÉÎ ÔÈÅ !*# ÃÅÎÔÅÒÓȢ 3ÔÁÆÆ ×ÉÔÈ 
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ÂÏÁÒÄȤÃÅÒÔÉÆÉÅÄ ÃÒÅÄÅÎÔÉÁÌÓ ÆÒÏÍ ÔÈÅ 0ÒÏÆÅÓÓÉÏÎÁÌ !ÓÓÏÃÉÁÔÉÏÎ ÏÆ 2ïÓÕÍï 7ÒÉÔÅÒÓ ÐÒÏÖÉÄÅÄ 

resume preparation services. CTDOL meets the reemployment needs of many UI claimants 

through the Unemployment Insurance Reemployment Services and Eligibility Assessment (UI 

RESEA) program, which serves claimants who are either profiled as most likely to exhaust 

benefits or rÅÃÅÉÖÉÎÇ 5ÎÅÍÐÌÏÙÍÅÎÔ #ÏÍÐÅÎÓÁÔÉÏÎ ÆÏÒ %ØȤÓÅÒÖÉÃÅ ÍÅÍÂÅÒÓ ɉ5#8ɊȢ 3ÅÌÅÃÔÅÄ 

claimants report for services in the Bridgeport, Hamden, Hartford, Montville and Waterbury 

!ÍÅÒÉÃÁÎ *ÏÂ #ÅÎÔÅÒÓȢ $/,ȭÓ 2%3%! ÐÒÏÇÒÁÍ ÄÅÓÉÇÎ ÉÎÃÌÕÄÅÓ ÁÎ ÉÎÃÒÅÁÓÅÄ 5) ÐÒÅÓÅÎÃÅ ÉÎ ÔÈÅ 

AJCs and the extensive involvement of UI staff. Specifically, each RESEA customer meets one-on 

one with a UI expert to discuss the rights and responsibilities of the unemployment insurance 

program. Ongoing staff training includes an emphasis on enhancing the skills needed to assist 

claimants with their reemployment efforts; RESEA program representatives have been trained 

ÔÏ ÅÆÆÅÃÔÉÖÅÌÙ ÁÃÃÅÓÓ ÌÁÂÏÒ ÍÁÒËÅÔ ÉÎÆÏÒÍÁÔÉÏÎ ÓÐÅÃÉÆÉÃ ÔÏ Á ÃÌÁÉÍÁÎÔȭÓ ÊÏÂ ÓËÉÌÌÓ ÁÎÄ ÅÍÐÌÏÙÍÅÎÔ 

prospects, develop a reemployment plan to ÍÅÅÔ ÔÈÅ ÃÌÁÉÍÁÎÔȭÓ ÎÅÅÄÓ ÁÎÄ ÄÅÔÅÒÍÉÎÅ 

appropriate referrals to reemployment services or training. CTDOL completed more than 9,000 

ÉÎÉÔÉÁÌ 2%3%!Ó ÄÕÒÉÎÇ ÔÈÅ ρςȤÍÏÎÔÈ ÐÅÒÉÏÄ ÅÎÄÉÎÇ $ÅÃÅÍÂÅÒ σρȟ ςπρψȢ 

 Each RESEA must include the following minimum components to serve the needs of the 

claimant. 

¶ UI eligibility assessment and referral to adjudication, as appropriate, if an issue or 

potential issue(s) is identified; 

¶ Requirement for the claimant to report to an AJC; 

¶ Orientation to AJC services; 

¶ The ÐÒÏÖÉÓÉÏÎ ÏÆ ÌÁÂÏÒ ÍÁÒËÅÔ ÁÎÄ ÃÁÒÅÅÒ ÉÎÆÏÒÍÁÔÉÏÎ ÔÈÁÔ ÁÄÄÒÅÓÓÅÓ ÔÈÅ ÃÌÁÉÍÁÎÔȭÓ 

specific needs; 

¶ 2ÅÇÉÓÔÒÁÔÉÏÎ ×ÉÔÈ ÔÈÅ ÓÔÁÔÅȭÓ ÊÏÂ ÂÁÎËȠ 

¶ %ÎÒÏÌÌÍÅÎÔ ÉÎ 7ÁÇÎÅÒȤ0ÅÙÓÅÒ ÆÕÎÄÅÄ %ÍÐÌÏÙÍÅÎÔ 3ÅÒÖÉÃÅÓȠ 

¶ Development or revision of an individual reemployment plan that includes work search 
ÁÃÔÉÖÉÔÉÅÓȟ ÁÃÃÅÓÓÉÎÇ ÓÅÒÖÉÃÅÓ ÐÒÏÖÉÄÅÄ ÔÈÒÏÕÇÈ ÁÎ !*# ÏÒ ÕÓÉÎÇ ÓÅÌÆȤÓÅÒÖÉÃÅ ÔÏÏÌÓȟ ÁÎÄȾÏÒ 

approved training to which the claimant acknowledges agreement; and 

¶ The individual reemployment plan must contain a referral to at least one mandatory 

reemployment service and/or training. 

 In June of 2019, CTDOL received a Fidelity Bonding Demonstration Grant to help persons with 

criminal records, including ex-offenders recovering from opioid and other drug addictions 

obtain employment. These bonds provided to employers will help to reduce the risk of hiring 

individuals whose criminal backgrounds pose barriers to securing employment and in turn 

decrease recidivism. CTDOL plans to educate employers and the public on the availability of the 

bonds, which provide up to $25,000 coverage per employee over a six month period and 

encourage employers to use them as a hiring tool for persons with criminal records. 

 Trade Adjustment Assistance (TAA) helps individuals return to suitable employment as quickly 

as possible following employment loss. Participants are part of worker groups certified by the 

United States Department of Labor (USDOL) whose jobs were believed to be affected by 

increased imports or a shift in production to a foreign country.  Benefits to eligible workers 

include job training, job search assistance, relocation and readjustment allowances; health 
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coverage tax credit; and wage subsidies for individuals 50 years of age and older who return to 

lower-paying work. TAA activity during the program year included: 

 Worker group certifications: Petitions filed on behalf of workers from 18 companies were 

approved, with the workers determined by USDOL to be adversely affected by foreign trade and 

certified as eligible to apply for TAA; petitions filed on behalf of workers from four companies 

were denied. 

  

¶ Individual applications: 631 individuals were identified by USDOL as potentially eligible 
to apply for TAA benefits and 223 eligibility determinations were issued in response to 

submitted applications. 

  

¶ Training: 132 individuals entered TAA-approved training programs and 518 were active 

in training, with training payments totaling nearly $2.7M. 

  

¶ Trade Readjustment Allowances (TRA): $8,038,018M was provided for 14,541 weekly 

TRA claims, including 3,245 weeks of basic TRA, 9,724 weeks of additional TRA, and 

1,572 weeks of completion TRA. Individuals who satisfy applicable program 

requirements may receive one or more types of TRA income support: up to 26 weeks of 

basic TRA; up to 65 weeks of additional TRA, and up to 13 weeks of completion TRA. 

  

¶ Reemployment/Alternative Trade Adjustment Assistance (R/ATAA): $86,908 in 

payments was issued to eligible workers. 

 In addition to the regular activities of the program, recent additions to administrative staff have 

helped position the Connecticut TAA program to better serve its participants, employers and 

field staff. A unit supervisor is responsible for providing technical support to administrative and 

field staff, while the new TAA Employer Liaison assists Trade employers throughout the entire 

two lifecycle of a certification and is the single-point of contact for guidance and technical 

support. The duties of the newly created TAA Petition Coordinator are being fulfilled by our 

current Rapid Response Coordinator. This individual is responsible for identifying and filing 

petitions for certification consideration and to increase the number of petitions filed, leading to 

increased worker participation levels. 

 As of October 2019, Connecticut is seeking to add five TAA Navigators (one for each 

comprehensive American Job Center). The Navigators will work directly with participants and 

through their assigned case managers to assist them in receiving the maximum benefits and 

services available to them through Trade and other workforce development programs. The 

ultimate goal is to provide them with all the tools, guidance and support necessary to find 

suitable employment after their Trade impacted job. Connecticut will pursue both the Petition 

Coordinator and .ÁÖÉÇÁÔÏÒ ÐÏÓÉÔÉÏÎÓȟ ×ÈÉÃÈ ÁÒÅ ÍÏÄÅÌÅÄ ÁÆÔÅÒ /ÒÅÇÏÎȭÓ 4ÒÁÄÅ ÐÒÏÇÒÁÍ ÁÎÄ 

have been met with great success. 

 The Connecticut Department of Labor recently developed internal processes and procedures to 

making appropriate referrals and keeping in step with US$/,ȭÓ ÅÍÐÈÁÓÉÓ ÏÎ ÐÒÏÍÏÔÉÎÇ ×ÏÒË-

based training opportunities (on-the-job training and Apprenticeship) for TAA participants. 
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This includes promoting the program to employers through Business Service Representatives 

and educating participants regarding these opportunities. 

 Veterans Services: CTDOL advocates for and assists Connecticut veterans and covered persons 

with their employment and training needs through job search assistance, referral to supportive 

services, individualized career services that may include case management, and the provision of 

information about other state and federal programs. CTDOL ensures priority of service for 

veterans and eligible spouses and encourages their use of American Job Center (AJC) resources. 

/ÎÅȤÏÎȤÏÎÅ ÁÓÓÉÓÔÁÎÃÅ ÉÓ ÁÖÁÉÌÁÂÌÅ ÔÏ ÔÈÏÓÅ ÉÎÄÉÖÉÄÕÁÌÓ ÉÎ ÔÈÅ !*#Óȟ ÅÉÔÈÅÒ ÏÎ Á ×ÁÌËȤÉÎ ÂÁÓÉÓ ÏÒ 

by appointment.  CTDOL staff assisted 1344 eligible veterans under Wagner-Peyser with 713 

participants receiving services through the Jobs for Veterans State Grant (JVSG) program during 

the most recently completed program year 2018.  

 JVSG-ÆÕÎÄÅÄ $ÉÓÁÂÌÅÄ 6ÅÔÅÒÁÎÓȭ /ÕÔÒÅÁÃÈ 0ÒÏÇÒÁÍ ɉ$6/0Ɋ 3ÐÅÃÉÁÌÉÓÔÓ ÐÒÏÖÉÄÅ ÉÎÔÅÎÓÉÖÅ 

services and facilitate placements to meet the employment needs of veterans and eligible 

spouses who have significant barriers to employment or have otherwise been designated by the 
5Ȣ3Ȣ $ÅÐÁÒÔÍÅÎÔ ÏÆ ,ÁÂÏÒ 6ÅÔÅÒÁÎÓȭ %ÍÐÌÏÙÍÅÎÔ ÁÎÄ 4ÒÁÉÎÉÎÇ 3ÅÒÖÉÃÅ ɉ6%43Ɋ ÁÓ ÑÕÁÌÉÆÙÉÎÇ ÆÏÒ 

DVOP services. These barriers and designations include the following: 

 A special disabled or disabled veteran, as those terms are defined in 38 U.S.C. §4211(1) and (3); 

special disabled and disabled veterans are those who: 

 are entitled to compensation (or who, but for the receipt of military retired pay, would be 

entitled to compensation) under laws administered by the Secretary of Veterans Affairs; or, 

¶ ×ÅÒÅ ÄÉÓÃÈÁÒÇÅÄ ÏÒ ÒÅÌÅÁÓÅÄ ÆÒÏÍ ÁÃÔÉÖÅ ÄÕÔÙ ÂÅÃÁÕÓÅ ÏÆ Á ÓÅÒÖÉÃÅȤÃÏÎÎÅÃÔÅÄ ÄÉÓÁÂÉÌÉÔÙȠ 

¶ Veterans who had active military service, in whole or in part, during the Vietnam Era, 

which is Aug. 5, 1964, through May 7, 1975; for veterans who served in the Republic of 

Vietnam, the timeframe is Feb. 28, 1961, through May 7, 1975. 

¶ Á ÈÏÍÅÌÅÓÓ ÐÅÒÓÏÎȟ ÁÓ ÄÅÆÉÎÅÄ ÉÎ 3ÅÃÔÉÏÎÓ ρπσɉÁɊ ÁÎÄ ɉÂɊ ÏÆ ÔÈÅ -Ã+ÉÎÎÅÙȤ6ÅÎÔÏ 

Homeless Assistance Act (42 U.S.C. 11302(a) and (b)), as amended; 

¶ Á ÒÅÃÅÎÔÌÙȤÓÅÐÁÒÁÔÅÄ ÓÅÒÖÉÃÅ ÍÅÍÂÅÒȟ ÁÓ ÄÅÆÉÎÅÄ ÉÎ σψ 5Ȣ3Ȣ#Ȣ ɘ τςρρɉφɊȟ ×ÈÏ ÈÁÓ ÂÅÅÎ 
unemployed for 27 or more weeks in the previous 12 months; 

¶ an offender, as defined by WIOA Section 3 (38), who is currently incarcerated or who 
has been released from incarceration; 

¶ a veteran lacking a high school diploma or equivalent certificate; 

¶ Á ÌÏ×ȤÉÎÃÏÍÅ ÉÎÄÉÖÉÄÕÁÌ ɉÁÓ ÄÅÆÉÎÅÄ ÂÙ 7)/! 3ÅÃÔÉÏÎ σ ɉσφɊɊȠ 

¶ 6ÅÔÅÒÁÎÓ ÁÇÅÓ ρψȤςτȠ 

¶ Transitioning Service Members in need of intensive services (specifically, TSMs who 

have 

ÂÅÅÎ ÁÓÓÅÓÓÅÄ ÁÓ ÎÏÔ ÍÅÅÔÉÎÇ #ÁÒÅÅÒ 2ÅÁÄÉÎÅÓÓ 3ÔÁÎÄÁÒÄÓȠ ÁÒÅ ÁÇÅÓ ρψȤςτȟ ÒÅÇÁÒÄÌÅÓÓ ÏÆ 

whether they meet Career Readiness Standards; or are active duty service members being 

ÉÎÖÏÌÕÎÔÁÒÉÌÙ ÓÅÐÁÒÁÔÅÄ ÔÈÒÏÕÇÈ Á 3ÅÒÖÉÃÅ ÒÅÄÕÃÔÉÏÎȤÉÎȤÆÏÒÃÅɊȠ ÁÎÄ ×ÏÕÎÄÅÄȟ ÉÌÌÎÅÓs, or injured 

service members receiving treatment at Military Treatment Facilities or Warrior Transition 

Units (MTFs ɀ WTUs) and the spouses and family caregivers of such wounded, ill, or injured 

service members. 
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 Individualized career services include comprehensive and specialized assessments of skill 

levels and service needs, development of an individual employment plan to identify the 

employment goals, suitable objectives and appropriate combination of services for the 

participants to achieve the employment goals, group counseling; individual counseling and 

ÃÁÒÅÅÒ ÐÌÁÎÎÉÎÇȟ ÁÎÄ ÓÈÏÒÔȤÔÅÒÍ ÐÒÅÖÏÃÁÔÉÏÎÁÌ ÓÅÒÖÉÃÅÓ ÔÈÁÔ ÍÁÙ ÉÎÃÌÕÄÅ ÄÅÖÅÌÏÐÍÅÎÔ ÏÆ 

learning skills, communication skills, interviewing skills, punctuality, personal maintenance 

skills, and professional conduct to prepare individuals for unsubsidized employment or 

training. Veterans and eligible spouses who do not qualify to receive intensive services from a 

DVOP may receive these services from other AJC staff. 

 DVOPs will continue to employ effective outreach strategies to identify veterans and encourage 

their enrollment in the workforce system.  Outreach locations include, but are not limited to the 

Connecticut Department of Veterans Affairs State Veterans Home; U.S. Department of Veterans 

Affairs Clinics and Vet Centers; Connecticut State Colleges and Universities; local homeless 

shelters, libraries and town halls; community and veterans organizations including Veterans of 

Foreign Wars (VFW) and The American Legion; and military reserve and national guard units. 

DVOPs also participate in re-entry and ex-offender meetings and serve on a number of advisory 

ÂÏÁÒÄÓ ÉÎÃÌÕÄÉÎÇ ÔÈÏÓÅ ÏÆ ÍÅÍÂÅÒÓ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÄÅÌÅÇÁÔÉÏÎ ÉÎ ÔÈÅ 5ÎÉÔÅÄ 3ÔÁÔÅÓ #ÏÎÇÒÅÓÓȢ  

 ,ÏÃÁÌ 6ÅÔÅÒÁÎÓȭ %ÍÐÌÏÙÍÅÎÔ 2ÅÐÒÅÓÅÎÔÁÔÉÖÅÓ ɉ,6%2ÓɊȟ Álso funded by JVSG, conduct outreach 

to area employers to assist veterans in gaining employment and facilitate the employment, 

ÔÒÁÉÎÉÎÇȟ ÁÎÄ ÐÌÁÃÅÍÅÎÔ ÓÅÒÖÉÃÅÓ ÆÕÒÎÉÓÈÅÄ ÔÏ ÖÅÔÅÒÁÎÓ ÉÎ ÔÈÅ ÓÔÁÔÅȭÓ !*#ÓȢ ,6%2Ó ÁÒÅ ÁÖÁÉÌÁÂÌÅ 

to: 

¶ plan and participate in job and career fairs; 

¶ conduct job searches and workshops and establish job search groups, in conjunction 
with employers; 

¶ coordinate with unions, apprenticeship programs and businesses or business 

organizations to promote and secure employment and training programs for veterans; 

¶ inform Federal contractors of the process to recruit qualified veterans; 

¶ promote credentialing and licensing opportunities for veterans; and 

¶ coordinate and participate with other business outreach efforts. 

  

Coordination of Services: In providing services under JVSG, the DVOP will assess the need for 

intensive services, determine whether case management is necessary, and make appropriate 

referrals to other services available through CTDOL or other workforce partners. Veterans and 

ÅÌÉÇÉÂÌÅ ÓÐÏÕÓÅÓ ×ÉÔÈ ÓÉÇÎÉÆÉÃÁÎÔ ÂÁÒÒÉÅÒÓ ÔÏ ÅÍÐÌÏÙÍÅÎÔ ɉ3"%Ɋ ×ÉÌÌ ÂÅ ÃÌÁÓÓÉÆÉÅÄ ÁÓ ÊÏÂȤÒÅÁÄÙ ÏÒ 

ÎÏÔ ÊÏÂȤÒÅÁÄÙȢ 4ÈÏÓÅ ÄÅÅÍÅÄ ÎÏÔ ÊÏÂȤÒÅÁÄÙ ×ÉÌÌ ÒÅÃÅÉÖÅ ÉÎÄÉÖÉÄÕÁÌÉÚÅÄ ÃÁÒÅÅÒ ÓÅÒÖÉÃÅÓ ÆÒÏÍ ÔÈÅ 

DVOP and other AJC staff such as CTDOL Career Development Specialists and WIOA partners. 

Referrals to other agencies and organizations providing supportive services, including the 

Department of Veterans Affairs, will assist veterans with addressing barriers and resolving 

issues that hinder their ability to secure gainful employment.  AJC services such as job search 

ÁÎÄ ÃÁÒÅÅÒ ÐÌÁÎÎÉÎÇȟ ÒïÓÕÍïȤ×ÒÉÔÉÎÇ ÁÓÓÉÓÔÁÎÃÅȟ ÃÁÒÅÅÒ ÃÏÕÎÓÅÌÉÎÇȟ ÁÎÄ ÐÒÅÖÏÃÁÔÉÏÎÁÌ ÓÅÒÖÉÃÅÓ 

×ÉÌÌ ÁÌÓÏ ÈÅÌÐ ÔÈÅ ÖÅÔÅÒÁÎ ÁÔÔÁÉÎ ÊÏÂȤÒÅÁÄÙ ÓÔÁÔÕÓȢ  /ÎÃÅ Á ÖÅÔÅÒÁÎ ÉÓ ÄÅÔÅÒÍÉÎÅÄ ÔÏ ÂÅ ÊÏÂȤÒÅÁÄÙȟ 

the DVOP will work with the LVER to make employment connections while continuing to 

provide case management and other intensive services as appropriate.  CTDOL has 

implemented a case conference system whereby any CTDOL or partner staff member may refer 
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a job-ready veteran to an LVER for job development or job referral services, including veterans 

who do not qualify for JVSG but are served exclusively by the Wagner-Peyser, WIOA Adult, or 

WIOA Dislocated Worker programs.   

 JVSG Staff Development: The DVOPs and LVERs participate in required online and classroom 

ÃÏÕÒÓÅÓ ÆÁÃÉÌÉÔÁÔÅÄ ÂÙ ÔÈÅ .ÁÔÉÏÎÁÌ 6ÅÔÅÒÁÎÓȭ 4ÒÁÉÎÉÎÇ )ÎÓÔÉÔÕÔÅ ɉ.64)Ɋ ÁÎÄ ÁÒÅ ÁÆÆÏÒÄÅÄ 

opportunities to earn credentials such as Certified Professional Résumé Writer (CPRW).  CTDOL 

supports the participation of JVSG staff in the annual National Association of State Workforce 

Agencies (NASWA) Veterans Conference which provides training and networking 

opportunities.   

 Employer Outreach and Business Support: CTDOL organizes an annual career fair for veterans, 

Heroes 4 Hire, which serves hundreds of veterans and includes the participation of more than 

ρππ ÅÍÐÌÏÙÅÒÓȢ 4Ï ÂÅÔÔÅÒ ÁÓÓÅÓÓ ÅÍÐÌÏÙÅÒÓȭ ÏÎÇÏÉÎÇ ÓÅÒÖÉÃÅ ÎÅÅÄÓȟ #4$/, ÓÔÁÆÆ ×ÉÌÌ ÅÎÇÁÇÅ ÉÎ 

extensive, post-event employer follow-up. Proven methods of community outreach are utilized 

ÔÏ ÍÁØÉÍÉÚÅ ÖÅÔÅÒÁÎ ÁÔÔÅÎÄÁÎÃÅ ÁÎÄ ÐÒÏÍÏÔÅ ÔÈÅ !ÍÅÒÉÃÁÎ *ÏÂ #ÅÎÔÅÒ ÓÙÓÔÅÍȢ #4$/,ȭÓ ,6%2Ó 
also collaborate with the sponsors of other career fairs including those organized by local 

chambers of commerce, and the annual Mohegan Sun Vets Rock.  

 LVERs will perform structured outreach to better engage employers, identify new contacts, and 

maintain established relationships.  Service delivery strategies include the provision of routine 

follow -up after veterans are referred, more frequent employer visits, and a goal of offering 

assistance to every employer in the state.  CTDOL will rely on LVER staff to help increase the 

employer penetration rate and enhance relationships with business organizations. Additional 

collaboration with specific employers to more regularly assist with their hiring needs is also 

ÐÌÁÎÎÅÄȟ ÓÉÍÉÌÁÒ ÔÏ ÁÎ ÅØÉÓÔÉÎÇ ÐÁÒÔÎÅÒÓÈÉÐ ×ÉÔÈ 9ÁÌÅ 5ÎÉÖÅÒÓÉÔÙ ÔÈÁÔ ÐÒÏÖÉÄÅÓ ÆÏÒ ÐÅÒÉÏÄÉÃ Ȱ-ÅÅÔ 

ÁÎÄ 'ÒÅÅÔȱ ÅÖÅÎÔÓ ÆÏÒ ÖÅÔÅÒÁÎÓ ÓÅÅËÉÎÇ ÅÍÐÌÏÙÍÅÎÔȢ ,6%2Ó ÁÌÓÏ ÓÔÒÉÖÅ ÔÏ ÍÅÅÔ ÔÈÅ ÈÉÒÉÎÇ ÎÅÅÄÓ 

ÏÆ ÆÅÄÅÒÁÌ ÃÏÎÔÒÁÃÔÏÒÓ ÁÎÄ ÐÒÏÍÏÔÅ ÅÍÐÌÏÙÅÒÓȭ ÁÐÐÒÅÎÔÉÃÅÓÈÉÐ ÏÐÐÏÒÔÕÎÉÔÉÅÓ ÆÏÒ ÖÅÔÅÒÁÎÓȢ 

 #4$/, ÓÔÁÆÆ ÍÅÍÂÅÒÓ ÍÁËÅ ÒÅÆÅÒÒÁÌÓ ÔÏ ÔÈÅ 5ÎÉÖÅÒÓÉÔÙ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ 

Entrepreneurship Bootcamp for Veterans (EBV) program, which supports business 

initiatives for ve terans through experiential and small business management training. 

Staff also provides information to EBV participants each year about JVSG services.   

Additionally, CTDOL maintains relationships with partners of the U.S. Small Business 

Administration (SBA ), such as SCORE, and the Small Business Development Center 

(SBDC), which also includes the involvement of the Connecticut Department of Economic 

and Community Development and the University of Connecticut. JVSG staff attends the 

3"!ȭÓ 6ÅÔÅÒÁÎÓ "ÕÓÉÎÅÓÓ /Õtreach Center (VBOC) meetings and cover outreach tables to 

promote AJC services to veterans and to further support entrepreneurial development 

services.    

 Homeless Veterans: Services to homeless veterans will be coordinated with the grantees of the 

U.S. $ÅÐÁÒÔÍÅÎÔ ÏÆ ,ÁÂÏÒȭÓ (ÏÍÅÌÅÓÓ 6ÅÔÅÒÁÎÓȭ 2ÅÉÎÔÅÇÒÁÔÉÏÎ 0ÒÏÇÒÁÍ ɉ(620Ɋȟ ÔÈÅ 5Ȣ3Ȣ 

$ÅÐÁÒÔÍÅÎÔ ÏÆ 6ÅÔÅÒÁÎÓ !ÆÆÁÉÒÓȭ 3ÕÐÐÏÒÔÉÖÅ 3ÅÒÖÉÃÅÓ ÆÏÒ 6ÅÔÅÒÁÎÓ &ÁÍÉÌÉÅÓ ɉ336&Ɋ ÐÒÏÇÒÁÍȟ ÁÎÄ 

#4$/,ȭÓ Ï×Î (ÏÍÅÌÅÓÓ 6ÅÔÅÒÁÎÓȭ %ÍÐÌÏÙÍÅÎÔ 0ÒÏÇÒÁÍ ɉ(6%0ɊȢ  #4$/,ȭÓ $6/0Óȟ ÆÏÒ ÅØÁÍple, 

participate in regularly scheduled outreach at HVRP grantee locations to provide individualized 

career services and ensure the enrollment of HVRP participants in Wagner-Peyser. HVEP staff 

help identify homeless veterans and make referrals to HVRP, SSVF and JVSG and provide 

supportive services of their own to help connect homeless veterans with housing and 

employment.  JVSG staff also participates in annual Stand Down events that provide supplies 

and services to homeless veterans.       
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 VA Vocational Rehabilitation Participants: CTDOL has a long history of collaborating with state 

and federal agencies to provide services to veterans who may benefit from vocational 

rehabilitation. CTDOL continues to maintain those relationships and explore new approaches to 

improve effectiveness.  A Memorandum of Understanding between CTDOL, the Hartford 

Regional Office of the U.S. Department of Veterans Affairs/Vocational Rehabilitation and 

%ÍÐÌÏÙÍÅÎÔ $ÉÖÉÓÉÏÎȟ ÁÎÄ ÔÈÅ 5Ȣ3Ȣ $ÅÐÁÒÔÍÅÎÔ ÏÆ ,ÁÂÏÒ 6ÅÔÅÒÁÎÓȭ %ÍÐÌÏÙÍÅÎÔ ÁÎÄ 4Òaining 

Service, defines the partnership in place to assist veterans served under the auspices of Title 38, 

Chapter 31 of the United States Code. 

 Connecticut State Department of Education (CSDE) 

The Connecticut State Department of Education (CSDE) administers core programs and services 

listed in the Adult Education and Family Literacy Act (WIOA Title II). Each local and regional 

board of education must establish and maintain a program of adult classes or provide for the 

participation in a program of adult classes for its adult residents (Connecticut General Statutes 

3ÅÃÔÉÏÎ ρπȤφωɊȢ 

 #3$%Ȥ!ÄÍÉÎÉÓÔÅÒÅÄ !ÃÔÉÖÉÔÉÅÓ 

¶ ÔÏ ÓÕÐÐÏÒÔ ÓÈÁÒÅÄ ÇÏÖÅÒÎÁÎÃÅ ÓÔÒÕÃÔÕÒÅȟ #3$% ×ÉÌÌ ÐÁÒÔÉÃÉÐÁÔÅ ÉÎ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 

Workforce Council meetings. 

¶ to strengthen interagency partnerships, CSDE will: 

¶ have members of the CSDE Adult Education Unit serve as members of the five regional 
Workforce Development Boards. 

¶ share system infrastructure costs. 

¶ ÐÒÏÖÉÄÅ ÓÅÒÖÉÃÅÓ ÔÈÒÏÕÇÈ ÔÈÅ /ÎÅȤ3ÔÏÐ ÓÙÓÔÅÍȢ 

¶ ÍÁËÅ ÆÕÎÄÉÎÇ ÁÖÁÉÌÁÂÌÅ ÔÏ ÅÁÃÈ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÆÉÖe designated local workforce areas. 

¶ review and evaluate proposals with a team including representatives of the WDBs and 

/ÎÅȤ3ÔÏÐ ÓÙÓÔÅÍ ÐÁÒÔÎÅÒÓȢ 

¶ ÁÓÓÅÓÓ ÌÏÃÁÌ ×ÏÒËÆÏÒÃÅ ÁÒÅÁÓȭ ÎÅÅÄÓ ÁÎÄ 7$"Óȭ ÇÏÁÌÓ ÉÎ ÃÏÎÊÕÎÃÔÉÏÎ ×ÉÔÈ ÅÁÃÈ 7$"Ȣ 

¶ ÒÅÆÅÒ ÓÔÕÄÅÎÔÓ ÔÏ /ÎÅȤ3ÔÏÐ #ÅÎÔÅÒÓȟ ÍÏÎÉÔÏÒȟ ÁÃÔ ÏÎ ÒÅÆÅÒÒÁÌÓ ÆÒÏÍ /ÎÅȤ3ÔÏÐ #ÅÎÔÅÒÓȢ 

¶ ÐÒÏÖÉÄÅ ÁÐÐÒÏÐÒÉÁÔÅ ÔÒÁÉÎÉÎÇ ÆÏÒ /ÎÅȤ3ÔÏÐ ÐÁÒÔÎÅÒÓȢ 

  

To strengthen coordination and collaboration with key educational sectors and employers, 

CSDE will: 

¶ align Integrated Basic Education and 4ÒÁÉÎÉÎÇ ɉ)Ȥ"%34Ɋ ÔÒÁÉÎÉÎÇ ÃÕÒÒÉÃÕÌÕÍ ×ÉÔÈ 

ÅÍÐÌÏÙÅÒȾÌÁÂÏÒ ÍÁÒËÅÔ ÎÅÅÄÓȢ ɉ)Ȥ"%34 ÉÓ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÃÏÎÔÅØÔÕÁÌÉÚÅÄ ÉÎÔÅÇÒÁÔÅÄ 

education and training program strategy.) 

¶ ÐÁÒÔÎÅÒ ×ÉÔÈ ÃÏÍÍÕÎÉÔÙ ÃÏÌÌÅÇÅÓ ÔÏ ÁÓÓÉÓÔ ÁÄÕÌÔÓȭ ÔÒÁÎÓÉÔÉÏÎ ÔÏ ÐÏÓÔÓÅÃÏÎÄÁÒÙ ÅÄÕÃÁÔÉÏÎ 

and training. 

¶ ×ÏÒË ×ÉÔÈ ÔÈÅ /ÎÅȤ3ÔÏÐ ÓÙÓÔÅÍ ÔÏ ÁÄÄÒÅÓÓ ÔÈÅ ÎÅÅÄÓ ÏÆ ÌÏÃÁÌ ÃÕÓÔÏÍÅÒÓ ÁÎÄ ÅÍÐÌÏÙÅÒÓ 
and link adult education strategically to other employment and training services. 
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¶ ×ÏÒË ×ÉÔÈ ÔÈÅ 3ÔÁÔÅȭÓ ÌÏÎÇÉÔÕÄÉÎÁÌ ÄÁÔÁ ÓÙÓÔÅÍ ÁÎÄ ÕÓÅ Á ÃÏÍÍÏÎ ÉÎÔÁËÅ ÆÏÒÍ ÔÏ provide 

consistently defined and applied data from adult education programs. 

 to continue to invest in integrated technology to meet the unified technology 
requirements of WIOA and other Federal initiatives, CSDE will: 

¶ work to interface the Connecticut AduÌÔ 2ÅÐÏÒÔÉÎÇ 3ÙÓÔÅÍ ɉ#!23Ɋ ×ÉÔÈ ÔÈÅ 3ÔÁÔÅȭÓ 
common intake and reporting system. 

 to support engagement in continuous research and analysis to realize the 

ÐÏÔÅÎÔÉÁÌ ÏÆ ÓÔÁÔÅȭÓ ×ÏÒËÆÏÒÃÅ ÐÒÏÇÒÁÍÓ ÁÎÄ ÄÅÌÉÖÅÒÙ ÓÙÓÔÅÍÓȟ #3$% ×ÉÌÌ 

¶ ÃÏÎÔÉÎÕÅ ÔÏ ÏÆÆÅÒ ÔÈÅ )Ȥ"%34 Ðrogram and ensure that it is aligned with labor market 
needs. 

 to assist the entire WIOA partnership deliver a unified message, CSDE will:  

o ÐÁÒÔÉÃÉÐÁÔÅ ÉÎ ÃÏÏÒÄÉÎÁÔÅÄ ÓÙÓÔÅÍȤ×ÉÄÅ ÅÆÆÏÒÔÓ ÔÏ ÉÎÃÒÅÁÓÅ Á×ÁÒÅÎÅÓÓ ÏÆ ÔÈÅ 

Connecticut workforce system.  

  

Departm ent of Aging and Disability Services (ADS) Administered Activities  

4ÈÅ ÄÅÐÁÒÔÍÅÎÔȭÓ 6ÏÃÁÔÉÏÎÁÌ 2ÅÈÁÂÉÌÉÔÁÔÉÏÎ ɉ62Ɋ ÁÎÄ 3ÕÐÐÏÒÔÅÄ %ÍÐÌÏÙÍÅÎÔ ɉ3%Ɋ ÐÒÏÇÒÁÍÓ 

will assist individuals with disabilities to prepare for, secure, retain, advance in or regain 

employment.  

 Housed within the Department of Aging and Disability Services (ADS) are two Vocational 

Rehabilitation (VR) programs. The general VR program, situated within the Bureau of 

Rehabilitation Services (BRS), serves individuals with all types of disabilities except those with 

the primary disability of legal blindness. The Bureau of Education and Services for the Blind 

ɉ"%3"Ɋ ÓÅÒÖÅÓ ÃÏÎÓÕÍÅÒÓ ÔÈÁÔ ÁÒÅ ÌÅÇÁÌÌÙ ÂÌÉÎÄȟ ÁÓ ×ÅÌÌ ÁÓ ÃÕÒÒÅÎÔ ÏÒ ÆÏÒÍÅÒ ÔÒÁÎÓÉÔÉÏÎȤÁÇÅ 

consumers with visual impairments. Consumers who are legally blind and deaf or hard of 

hearing are served by either BRS or BESB. The Department of Aging and Disability Services 

(ADS) projects their core programs, including the two VR programs and the Senior Community 

Services Employment Program, will collectively assist approximately 9,700 individuals in FFY 

2020. Approximately 9,600 consumers are individuals with disabilities and 100 individuals are 

older workers. 

BESB VR Counselors are part of regional business services teams meeting regularly to 

discuss current employer needs within their regions, and to identify upcoming 

employment opportunities and skill requirements to be considered as a qualified 

candidate for these positions. Through the execution of Memorandums of Understanding 

and accompanying In frastructure Agreements, the VR Counselors are co -located on a 

part -time basis at the American Job Centers, encouraging clients to register for applicable 

services available through partner programs. Rehabilitation Technologists offer 

technical assistance on approaches to increase accessibility of the American Job Centers 

and partner services.  

4ÈÅ ÓÔÁÔÅȭÓ !*#ȭÓ ÍÁÉÎÔÁÉÎ ÁÎ )ÎÆÒÁÓÔÒÕÃÔÕÒÅ #ÏÓÔ !ÇÒÅÅÍÅÎÔ ×ÉÔÈ ÂÏÔÈ 3#3%0 ÇÒÁÎÔÓȢ 4ÈÅÓÅ 

ÁÇÒÅÅÍÅÎÔÓ ÁÌÌÏ× ÆÏÒ 3#3%0 ÓÔÁÆÆ ÔÏ ÕÓÅ ÃÕÂÉÃÌÅ ÓÐÁÃÅ ÁÔ ÔÈÅ !*#ȭÓ ÏÎ Á ×ÅÅËly basis. 

 Connecticut Department of Social Services Administered Activities  

The CT Department of Social Services (CTDSS) administers SNAP E&T, a work program 

designed to help SNAP recipients gain skills that will help increase self-sufficiency. SNAP E&T 
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offers short-term vocational programs that are job focused and employer driven. Offerings 

range from 1-day security guard programs to 2-year associates degrees. The program operates 

on a third party reimbursement model.  Partners investing nonfederal funds in allowable 

employment and training activities can leverage those funds and receive a fifty percent 

reimbursement.   In addition to leveraging funds, these partnerships allow CTDSS to leverage 

the expertise and experience of each partner. 

 The SNAP E&T components included in the CTDSS state plan of operations include; 

Education/Vocational Training, Supervised Job Search, Work Experience and Job Retention.  

These activities are delivered through eighteen partnerships that include five nonprofit 

organizations, a private nonprofit college, and all twelve community colleges within the 

Connecticut State Colleges and Universities (CSCU) system. The current partners delivering 

services are; Capital Community College (CCC) located in Hartford, Gateway Community College 

(GCC) located in New Haven, Housatonic Community College (HCC) located in Bridgeport,  

Asnuntuck Community College (ACC) located in Enfield, Northwestern CT Community College 

(NWCC) located in Winsted,  Three Rivers Community College (TRCC) located in Norwich, 

Naugatuck Valley Community College (NVCC)) located in Waterbury, Middlesex Community 

College (MXCC) located in Middletown, Quinnebaug Valley Community College (QVCC) located 

in Danielson, Norwalk Community College (NCC) located in Norwalk, Manchester Community 

College (MCC) located in Manchester, Tunxis Community College (TCC) located in Farmington, 

Goodwin College located in East Hartford, Community Culinary School of Northwestern CT 

located in New Milford, Connecticut Center for Arts and technology (ConnCAT) located in New 

Haven, Opportunities Industrialization Center located in New London, Capital Workforce 

Partners located in Hartford and Homeless Hospitality Center located in New London. In 

addition to the partnerships with service providers, CTDSS also partners with the Connecticut 

State Colleges and Universities (CSCU) system office to help coordinate statewide initiatives. 

CTDSS partners with CTDOL through an MOU, which allows data sharing needed to fulfill the 

annual reporting requirements, included in the Agricultural Act of 2014, also known as the 2014 

U.S. Farm Bill. In addition to the data share agreement, CTDSS utilizes CTDOL labor Market 

information (LMI) to approve programs based on the availability of jobs in selected 

employment fields. 

 As mandated in the Agricultural Improvement Act of 2018, SNAP E&T participants receive case 

management. Our current contractors provide case management services that are unique to 

their SNAP participants and beyond what they provide to their other non-SNAP clients. This 

includes employability assessments, progress monitoring, monthly case notes and coordination 

with other service providers. Case management services can also include referrals to other 

services such as Adult Basic Education or other support services to enable the participant to 

remain engaged in his or her activity. While skills building are the focus of the program, CTDSS 

balances the need for immediate employment with the goal of moving participants to self-

sufficiency. There are circumstances when the component will be Supervised Job Search or 

Work Experience.  

 Successful participants who begin employment after participating in an E&T component may 

participate in Job Retention services.  Job Retention provides support services to participants 

for a minimum of 30 days and a maximum of 90 days. Examples of supports offered are 

reimbursements for expenses that are reasonable and necessary; including equipment or tools, 

clothing or uniforms, and transportation needed to maintain employment. 

 As of October 14, 2019, there were 212,861 households, comprised of 364,474 individual 

recipients, receiving nutrition assistance from the Supplemental Nutrition Assistance Program. 
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These low-income households include approximately 54,400 individuals who are not exempt 

from SNAP general work requirements. The Connecticut SNAP population is a diverse group 

with varying degrees of work readiness.  

 In addition to direct food benefits, SNAP in Connecticut also includes free educational 

opportunities. SNAP E&T is a skills based, employment focused, work program. The SNAP E&T 

ÐÒÏÇÒÁÍȭÓ ÐÒÉÍÁÒÙ ÇÏÁÌ ÉÓ ÔÏ ÁÓÓÉÓÔ 3.!0 ÒÅÃÉÐÉÅÎÔÓ ÉÎ ÇÁÉÎÉÎÇ ÓËÉÌÌÓ ÁÎÄ ÕÔÉÌÉÚÉÎÇ ×ÏÒË-related 

activities that will lead to paid employment. SNAP E&T is voluntary, with a focus on vocational 

training. SNAP recipients, who are not receiving TFA, are encouraged to participate by self-

enrolling with the provider of their choice. Successful participants gain skills needed to find 

employment or improve employment in the current job market. The resulting outcome is 

increased self-sufficiency and decreased dependence on public assistance. 

 Community Services Block Grant (CSBG) 

CTDSS administers the CSBG federal block grant (approx. $8M annually) with assistance from 

the CT community action agency network. The purpose of CSBG is the reduction of poverty, 

ÒÅÖÉÔÁÌÉÚÁÔÉÏÎ ÏÆ ÌÏ×ȤÉÎÃÏÍÅ ÃÏÍÍÕÎÉÔÉÅÓȟ ÁÎÄ ÅÍÐÏ×ÅÒÍÅÎÔ ÏÆ ÌÏ×ȤÉÎÃÏÍÅ ÆÁÍÉÌÉÅÓ ÁÎÄ 

ÉÎÄÉÖÉÄÕÁÌÓ ÔÏ ÂÅÃÏÍÅ ÆÕÌÌÙ ÓÅÌÆȤÓÕÆÆÉÃÉÅÎÔȢ 

 #3"' ÃÁÎ ÐÒÏÖÉÄÅ ÁÎ ÁÒÒÁÙ ÏÆ ÓÅÒÖÉÃÅÓ Ȥ ÅÍÐÌoyment work supports, child and family 

development, community empowerment, independent living. CSBG has identified the following 

national performance indicators for states to follow:  2,943 persons employed; 1,741 maintain 

job for at least 90 days/achieve Á ȰÌÉÖÉÎÇȱ ×ÁÇÅȠ ςχȟσρρ ÒÅÃÅÉÖÅ ÅÍÐÌÏÙÍÅÎÔ ÓÕÐÐÏÒÔÓ ÓÕÃÈ ÁÓ 

skills/competencies; and 599 completion of ABE/GED. 

 Child Support  

CTDSS administers the statewide child support program. The goals of the child support 

programs are to assist families in reaching independence through increased financial and 

medical support, establish paternity for children born out of wedlock, and connect 

ÎÏÎȤÃÕÓÔÏÄÉÁÌ ÐÁÒÅÎÔÓ ×ÉÔÈ ÔÈÅ &ÁÔÈÅÒÈÏÏÄ )ÎÉÔÉÁÔÉÖÅȢ 

  

B. ALIGNMENT WITH ACTIVITIES OUTSIDE THE PLAN 

Preceding sections have described numerous programs and activities provided by education, 

human services, training and economic development partners that may be considered outside of 

the plan. CT believes that in order to be prudent and effective, these programs must be managed 

wi th a unified workforce strategy and vision led by Governor Lamont. 

 Activities conducted for and services provided to jobseekers, workers and employers through 

the core WIOA programs covered by this Unified State Plan represent a significant portion of the 

ÓÔÁÔÅȭÓ ÌÁÒÇÅÒ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÙÓÔÅÍȢ /ÔÈÅÒ ÖÉÔÁÌ ÅÎÔÉÔÉÅÓ and stakeholders in the 

broadly conceived workforce system include the Connecticut Department of Social Services 

(DSS), Department of Economic and Community Development (DECD), Board of Regents for 

Higher Education/Connecticut State Colleges and Universities (BOR/CSCU); Connecticut State 

$ÅÐÁÒÔÍÅÎÔ ÏÆ %ÄÕÃÁÔÉÏÎ ɉ#3$%Ɋ +Ȥρς ÃÏÍÐÒÅÈÅÎÓÉÖÅ ÓÃÈÏÏÌÓ ÓÙÓÔÅÍȟ #ÏÎÎÅÃÔÉÃÕÔ 4ÅÃÈÎÉÃÁÌ 

High School System (CTHSS), Office of Early Childhood (OEC), an extensive network of private 

colleges and universities represented by the Connecticut Conference of Independent Colleges 

ɉ##)#Ɋȟ ÐÒÏÐÒÉÅÔÁÒÙ ÓÃÈÏÏÌÓȟ ÒÅÇÉÏÎÁÌȾÌÏÃÁÌ #ÈÁÍÂÅÒÓ ÏÆ #ÏÍÍÅÒÃÅȟ ÓÅÃÔÏÒȤÆÏÃÕÓÅÄ ÂÕÓÉÎÅÓÓ 

ÁÓÓÏÃÉÁÔÉÏÎÓȟ ÏÒÇÁÎÉÚÅÄ ÌÁÂÏÒȟ ÃÏÍÍÕÎÉÔÙȤÂÁÓÅÄ ÏÒÇÁÎÉÚÁÔÉÏÎÓ ɉ#"/ÓɊ ÁÎÄ ÎÏÎȤÐÒÏÆÉÔ ÓÅÒÖÉÃÅ 

providers. Collectively this spectrum of stakeholders represents more workforce 
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ÄÅÖÅÌÏÐÍÅÎÔȤÒÅÌÁÔÅÄ ÒÅÓÏÕÒÃÅÓ ÁÎÄ ÐÒÏÇÒÁÍÓȟ ÓÅÒÖÉÎÇ ÍÏÒÅ ÐÁÒÔÉÃÉÐÁÎÔÓȟ ÔÈÁÎ ÄÏ ÔÈÅ ÃÏÒÅ 

7)/! ÐÒÏÇÒÁÍÓ ÃÏÖÅÒÅÄ ÂÙ ÔÈÉÓ 5ÎÉÆÉÅÄ 3ÔÁÔÅ 0ÌÁÎȢ 4ÈÅ ÓÔÁËÅÈÏÌÄÅÒÓ ÉÎ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÂÒÏÁÄ ÁÎÄ 

informal workforce system identified above have an impressive history and track record of 

collaboration in developing effective strategies and minimizing duplication. 

 State agencies, educational institutions and workforce partners will participate in the efforts of 

the GoveÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌ ÔÏ ÁÌÉÇÎ ÁÃÔÉÖÉÔÉÅÓ ÁÃÒÏÓÓ ÐÒÏÇÒÁÍÓȢ 4ÈÅ $ÅÐÁÒÔÍÅÎÔ ÏÆ !ÇÉÎÇ 

and Disability Services (ADS), for example, collaborates and cooperates in a coordinated 

manner through a set of specific agreements with a wide array of organizations, entities and 

ÐÒÏÇÒÁÍÓ ÁÍÏÎÇ ×ÏÒËÆÏÒÃÅȤÒÅÌÁÔÅÄ ÐÁÒÔÎÅÒÓ ÁÎÄ ÓÔÁËÅÈÏÌÄÅÒÓ ÎÏÔ ÓÐÅÃÉÆÉÃÁÌÌÙ ÃÏÖÅÒÅÄ ÂÙ ÔÈÉÓ 

Unified State Plan, to pursue and achieve their respective objectives. Details are available in the 

state plan for vocational rehabilitation and supported employment services incorporated in this 

Unified State Plan. 

 In CT, two entities receive federal funds for SCSEP. The State Unit on Aging, as the State 

Grantee and The WorkPlace, as the National Grantee, are active statewide partners. With 
the State Unit on Aging now part of ADS, the actions and goals of SCSEP are now included 

in this combined state plan to provide a roadmap for serving older workers along with 

individuals with disabilities under the other Bureaus of ADS.   Memorandums of 

Understanding a nd Infrastructure Agreements were developed to cultivate partnerships. 

Through these partnerships, the regular use of shared office and meeting space at the 

American Job Centers rounds out the services for older workers and workers across the 

life span. Wi th a dedicated presence at the AJC, SCSEP staff work collaboratively to 

integrate services delivered through the AJC.   Co-location limits the likelihood that older 

workers will miss opportunities to avail themselves of the quality services delivered 

throug h the American Job Centers. Co-location improves the connection between SCSEP 

staff, The WorkPlace and AJC staff through the visible presence as well as collaborative 

conversations centered on the best menu of services for each individual.      

 Another exaÍÐÌÅ ÏÆ ÁÎ ȰÏÕÔÓÉÄÅȱ ÃÏÌÌÁÂÏÒÁÔÉÏÎȟ ÉÓ ×ÉÔÈ ÔÈÅ /ÆÆÉÃÅ ÏÆ %ÁÒÌÙ #ÈÉÌÄÈÏÏÄ 

(OEC). The OEC will be an engaged partner with entities that prepare and provide 

training for individuals working with young children and their families across any 

setting. The OEC will partner with workforce entities to ensure individuals entering and 

ÒÅȤÅÎÔÅÒÉÎÇ ÔÈÅ ×ÏÒËÆÏÒÃÅ ÈÁÖÅ ÁÃÃÅÓÓ ÔÏ ÈÉÇÈȤÑÕÁÌÉÔÙ ÁÎÄ ÓÔÁÂÌÅ ÃÈÉÌÄ ÃÁÒÅ ÔÈÒÏÕÇÈ ÏÕÒ 

School Readiness Program, Child Day Care Centers, Smart Start, Preschool Development 

Grant progra m, and Care4Kids child care subsidy program.  

 4ÈÅ ÃÈÉÌÄ ÃÁÒÅ ÓÕÂÓÉÄÙ ÐÒÏÇÒÁÍ ÉÓ ÁÎ ÉÎÔÅÇÒÁÌ ÐÁÒÔÎÅÒ ×ÉÔÈÉÎ #ÏÎÎÅÃÔÉÃÕÔȭÓ ×ÏÒËÆÏÒÃÅ ÓÙÓÔÅÍȢ 

Funded by the federal Child Care Development Block Grant Act, Care4Kids provides a child care 

subsidy to parents who are either enrolled in TFA, enrolled in an approved education and 

training program, or who are employed. The childcare subsidy is intended to make child care 

more affordable, therefore, allowing parents to enter the workforce and stay employed. The 

child care subsidy can be used for all types of early childhood settings, including licensed 

centers and family child care homes, and unlicensed family, friend or neighbor. The CCDBG 

reauthorization of 2014 is requiring states to implement significant policy shifts that address 

continuity of care and quality of care for the child. The focus on continuity provides more child 

care stability for working parents. The OEC will be available to provide information to the 

Workforce Development Boards and various workforce partners on the importance of 

ÈÉÇÈȤÑÕÁÌÉÔÙ ÃÈÉÌÄÃÁÒÅ ÁÎÄ ÅÁÒÌÙ ÃÈÉÌÄÈÏÏÄ ÒÅÓÏÕÒÃÅÓȢ )Î ÁÄÄÉÔÉÏÎ ÔÏ ÐÒÏÖÉÄÉÎÇ ÍÁÔÅÒÉÁÌÓ ÁÔ ÔÈÅ 

American Job Centers, the OEC offers information and training through the Child Care Resource 

and Referral Service and Child Care 211 Infoline. 
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C. COORDINATION, ALIGNMENT AND PROVISION OF SERVICES TO INDIVIDUALS 

Key State agency and local WDB partners were engaged in the statewide process of planning for 

WIOA implementation at State and local levels, emphasizing coordination of services and 

resources to provide high quality customer services and requisite support services. The 

Commissioners of CTDOL, ADS and CSDE are responsible for the review, endorsement and 

modification of the Unified State Plan to ensure coordination objectives are met. 

 Commitments to service and resource coordination among these State agencies are captured in 

Memoranda of Understandings (MOUs) executed by the local workforce boards and the 

respective State agency Commissioners. Representatives of these State agencies participate in 

ÔÈÅ ÐÌÁÎÎÉÎÇ ÅÆÆÏÒÔÓ ÏÆ ÅÁÃÈ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÆÉÖÅ 7$"Ó ÔÏ ÄÅÖÅÌÏÐ ÁÎÄ ÕÐÄÁÔÅ ÌÏÃÁÌ 7)/! ÐÌÁÎÓȟ 

ÅÍÐÈÁÓÉÚÉÎÇ ÃÒÏÓÓȤ ÁÇÅÎÃÙ ÃÏÏÒÄÉÎÁÔÉÏÎ ÃÏÎÓÉÓÔÅÎÔ ×ÉÔÈ ÐÒÏÖÉÓÉÏÎÓ ÄÅÓÃÒÉÂÅÄ ÉÎ ÔÈÅ ÅÎÄÏÒÓÅÄ 

Unified State Plan. 

 Furthermore, the CSDE wi ll solicit eligible agencies to provide services to eligible individuals 

who are 17 years old or older, are not enrolled or required to be enrolled in secondary school 

under Connecticut law, are basic skills deficient, do not have a secondary school diploma or its 

recognized equivalent, or are English language learners through a Request for Proposals (RFP) 

process. Adult education programs will serve as the major Unified Plan Partner entry point for 

individuals who lack basic skills. Once a participant has enrolled, adult education provider staff 

will refer participants to an American Job Center or Youth Provider to conduct a workforce 

assessment and develop an educational/career plan. Once participants meet adult education 

exit criteria, they will be referred to the American Job Center for evaluation. A unified referral 

management system will help local programs track participants as they move from 

ÁÇÅÎÃÙȤÔÏȤÁÇÅÎÃÙȢ 4ÈÉÓ ÓÙÓÔÅÍ ×ÉÌÌ ÁÌÌÏ× ÐÒÏÇÒÁÍÓ ÔÏ ÇÉÖÅ ÔÉÍÅÌÙ ÁÓÓÉÓÔÁÎÃÅ ÔÏ ÐÁÒÔÉÃÉÐÁÎÔÓ ÉÆ 

they get stuck or seem to be dropping out. Information will be shared with adult education 

partners about adult education eligibility requirements, as well as dates, times, and locations of 

sites where adult education is offered.   

 The ADS and Vocational Rehabilitation (VR) programs offer a wide range of services to eligible 

individuals, including guidance and counseling, mobility training, rehabilitation technology, 

ÁÄÁÐÔÉÖÅ ÅÑÕÉÐÍÅÎÔȟ ÒÅÈÁÂÉÌÉÔÁÔÉÏÎ ÔÅÁÃÈÉÎÇȟ ÊÏÂ ÃÏÁÃÈÉÎÇȟ ÏÎȤÔÈÅȤÊÏÂ ÔÒÁÉÎÉÎÇȟ ÌÏ× ÖÉÓÉÏÎ 

services, as well as a variety of skills assessments. ADS/BESB provides services on a statewide 

itinerant basis through its office location in Windsor. ADS/BRS provides services in 14 offices 

across Connecticut where consumers may apply for assistance. In one of these locations, BRS is 

ÃÏȤÌÏÃÁÔÅÄ ×ÉÔÈ ÁÔ ÌÅÁÓÔ ÏÎÅ ÃÏÒÅ ÐÁÒÔÎÅÒ ÐÒÏÇÒÁÍȢ )Î ÓÅÖÅÒÁÌ ÏÔÈÅÒ ÌÏÃÁÔÉÏÎÓȟ ÏÆÆÉÃÅÓ ÁÒÅ ÉÎ ÃÌÏÓÅ 

ÐÈÙÓÉÃÁÌ ÐÒÏØÉÍÉÔÙ ÔÏ ÐÁÒÔÎÅÒÓȢ !Ó ÌÏÎÇȤÔÅÒÍ ÌÅÁÓÅ ÏÂÌÉÇÁÔÉÏÎÓ ÁÎÄ ÏÔÈÅÒ ÌÏÇÉÓÔÉÃÁÌ ÉÓÓÕÅÓ 

prevent movement toward increasing the number of ÃÏȤÌÏÃÁÔÉÏÎÓȟ ÉÔ ÉÓ ÂÅÌÉÅÖÅÄ ÔÈÁÔ ÆÏÒÍÁÌÉÚÉÎÇ 

referral processes and creating a service delivery structure that encourages partner 

collaborations will lead to improved coordination in services.  

 BRS and BESB have assigned staff to the primary American Job Center (AJC) locations in each of 

the five WDB regions to engage clients in services and to act as a dedicated liaison to the AJC. 
Staff serves on relevant committees and work groups at the AJCs. Through this approach, BRS 

and BESB staff become aware of initiatives, employment opportunities within each region, as 

well as workshops and training opportunities for consumers to register for and participate in.  

 SCSEP participants may register with the local American Job Centers.   The first visit to an 

America n Job Center can be overwhelming when an older worker is returning to the 

labor market.   Older workers may be individuals seeking employment after being 
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employed in a particular field for a length of time; individuals who have been out of the 

workforce for  a length of time; or individuals who have recently exhausted 

unemployment compensation. As a required WIOA partner, SCSEP staff presence at the 

AJC will increase visibility of the program as well as promote familiarity and willingness 

to actively engage i n services through AJC. The shared cubicle and meeting space 

promote interaction between SCSEP and AJC Staff.  These interactions increase 

collaboration and sharing of resources to support older workers. Older workers who 

come to the AJC can also be referred to SCSEP as they seek assistance. Older workers can 

meet their SCSEP program coordinator at the AJC as well as attend monthly job club 

meetings at the AJC.  However, since this co -location occurs on a part -time basis and 

SCSEP participants often access services on differing days and times, a second action to 

improve participant enrollment is the establishment of a single point of entry at the AJC 

ÆÏÒ 3#3%0ȭÓ ÏÌÄÅÒ ×ÏÒËÅÒÓȢ 4ÈÉÓ ÓÔÁÆÆ ÐÅÒÓÏÎ ×ÏÕÌÄ ÇÕÉÄÅ ÔÈÅ 3#3%0 ÐÁÒÔÉÃÉÐÁÎÔ ÔÈÒÏÕÇÈ 

the enrollment process  at the AJC to support ongoing and regular use of the AJC.   

 An additional aspect of this coordination includes cross referral processes already in place 

between the SCSEP Grantees.  With services that overlap in some areas of the state and due to 

the limited resources of each grantee, ADS and The WorkPlace work together and determine 

who and how to best serve the participant.  This program coordination streamlines program 

point of entry and services and maximizes limited resources.   

 Strategy: SCSEP will develop and implement marketing strategies aimed at increasing 

awareness of SCSEP services within labor market and job training initiatives. 

 During the last SCSEP Work plan, strides were taken to improve the partnership between 

3#3%0 ÁÎÄ ÔÈÅ ÏÎÅȤÓÔÏÐ ÓÙÓÔÅÍȢ 4ÈÅ 3ÔÁÔÅ 5ÎÉÔ ÏÎ !ÇÉÎÇ ÍÅÔ ×ÉÔÈ ÏÎÅȤÓÔÏÐ ÁÄÍÉÎÉÓÔÒÁÔÏÒÓ ÔÏ 

ÐÒÏÖÉÄÅ ÉÎÆÏÒÍÁÔÉÏÎ ÁÂÏÕÔ ÏÌÄÅÒ ×ÏÒËÅÒÓ ÁÎÄ ÁÂÏÕÔ 3#3%0Ȣ %ÁÃÈ ÏÆ ÔÈÅ ÓÔÁÔÅȭÓ 3#3%0 ÏÆÆÉÃÅÓ ÈÁÓ 

Á ×ÏÒËÉÎÇ ÒÅÌÁÔÉÏÎÓÈÉÐ ×ÉÔÈ ÔÈÅ ÌÏÃÁÌ ÏÎÅȤÓÔÏÐȢ )Î ÓÏÍÅ ÁÒÅÁÓ ÔÈÁÔ ÒÅÌÁÔÉÏÎÓÈÉÐ ÉÓ ÖÅÒÙ ÓÔÒÏÎÇ Ás 

ÓÕÂȤÇÒÁÎÔÅÅ ÓÔÁÆÆ ÉÓ ÃÏȤÌÏÃÁÔÅÄ ÉÎ ÔÈÅ ÏÆÆÉÃÅȢ 3ÔÁÆÆ ÐÒÏÖÉÄÅÓ ÉÎÆÏÒÍÁÔÉÏÎ ÁÂÏÕÔ 3#3%0 ÔÏ ÐÏÔÅÎÔÉÁÌ 

ÅÎÒÏÌÌÅÅÓȢ )Î ÏÔÈÅÒ ÒÅÇÉÏÎÓ ×ÈÅÒÅ ÃÏȤÌÏÃÁÔÉÏÎ ÉÓ ÎÏÔ ÁÖÁÉÌÁÂÌÅȟ 3#3%0 ÃÏÎÔÉÎÕÅÓ ÔÏ ÒÅÆÅÒ 

ÐÁÒÔÉÃÉÐÁÎÔÓ ÆÏÒ ×ÏÒËÓÈÏÐÓ ÁÎÄ ÊÏÂ ÄÅÖÅÌÏÐÍÅÎÔ ÓÅÒÖÉÃÅÓȢ 4ÈÅ ÏÎÅȤÓtops continue to be 

valuable resources for SCSEP participants across the state and the state will endeavor to 

continue cultivating these partnerships. 

  

D. COORDINATION, ALIGNMENT AND PROVISION OF SERVICES TO EMPLOYERS 

State Level 

#ÏÎÎÅÃÔÉÃÕÔȭÓ )ÎÔÅÒÁÇÅÎÃÙ Business Engagement Steering Committee consists of workforce 

system partners (CTDOL, OWC, Aging and Disability Services, Adult Education, Economic and 

#ÏÍÍÕÎÉÔÙ $ÅÖÅÌÏÐÍÅÎÔȟ 7ÏÒËÆÏÒÃÅ $ÅÖÅÌÏÐÍÅÎÔ "ÏÁÒÄÓ ÁÎÄ ÔÈÅ ÓÔÁÔÅȭÓ ÃÏÍÍÕÎÉÔÙ ÃÏÌÌÅÇÅÓ 

and university system) who continue to work collaboratively in developing a statewide vision 

that enhances and aligns the services offered to Connecticut businesses. The Committee 

supports the coordinated approach of its five Regional Interagency Business Engagement Teams 

to improve communication among all partners and develop innovative solutions to ever-

changing business challenges. All workforce partners contribute content for the Interagency 

Employer Resource Guide and Employer Reference Card publications which offer road maps to 

the many programs, services and incentives available to business. These publications are 

maintained by CTDOL and are available in print and electronic format and provide an important 

marketing tool for the business services professional. The Committee also hosts an annual 

Interagency training for front line staff serving employers which provides a platform for the 
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consistent communication of the statewide vision and an opportunity to educate all staff on the 

resources available to support the efficient delivery of programs and services to Connecticut 

businesses.   

 The Office of Workforce Competitiveness (OWC) engages with employers and workforce 

system stakeholders to promote strong employer and association-led industry partnerships, 

sector strategies and career pathways initiatives and support effective service strategies for the 

×ÏÒËÆÏÒÃÅ ÓÙÓÔÅÍȭÓ ÂÕÓÉÎÅÓÓ ÃÕÓÔÏÍÅÒÓȢ /7# ÍÁÉÎÔÁÉÎÓ Á ÌÉÓÔ ÏÆ ÉÎÄÕÓÔÒÙ ÓÅÃÔÏÒ ÐÁÒÔÎÅÒÓÈÉÐÓ 

and initiatives to coordinate state efforts and to inform and connect new entrants to share ideas 

and best practices. State Board meetings have included presentations from industry sector 

leaders and offered an opportunity for members to share this information with their 

constituencies. OWC has maintained a strong relationship with the CT Department of Economic 

and Community Development (DECD) and through their leadership and funding resources, CT 

has successful manufacturing and IT sector partnerships. The Manufacturing Innovation Fund 

and the Tech-Talent Initiative (described in previous sections) have provided millions of dollars 

to CT businesses to support and foster their growth. DECD recently hired a Manufacturing 

Professional to lead that sector and he is also an ex-ÏÆÆÉÃÉÏ ÍÅÍÂÅÒ ÏÆ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ 

Council. 

 OWC sponsors business breakfast seminars to provide information to business owners, human 

resources professionals, union leaders, etc. on current workforce issues. Presentations are given 

by staff from state agencies, colleges, businesses and non-profits. Recent topics have included: 

Creating an Inclusive Workplace with Assistive Technology, Cyber security Threats ɀ What Every 

Employer Needs to Know, Effective Participation in Unemployment Compensation Proceedings, 

Drug Testing in the Workplace, Family Medical LeavÅ !ÃÔ ɉ&-,!Ɋȣ(Ï× ÔÏ !ÖÏÉÄ -ÉÓÔÁËÅÓȟ -ÅÄÉÃÁÌ 

Marijuana in the Workplace, The "ÁÓÉÃÓ ÏÆ 7ÏÒËÅÒÓȭ #ÏÍÐÅÎÓÁÔÉÏÎ, and Wage and Hour Basics 

and Compliance for Employers. These seminars occur on a monthly basis and can be accessed 

through the businessct.com Web site, which provides streamlined access to business resources, 

industry sector partnerships, training assistance and incentives. Recently created publications ɀ 

#ÏÎÎÅÃÔÉÃÕÔȭÓ )ÎÄÕÓÔÒÙ 3ÅÃÔÏÒ 0ÁÒÔÎÅÒÓÈÉÐÓȟ %ÍÐÌÏÙÅÒ 2ÅÓÏÕÒÃÅ 'ÕÉÄÅȟ ÁÎÄ %ÍÐÌÏÙÅÒ 2ÅÓÏÕÒÃÅ 

Card offers a roadmap to the many programs, services and incentives that may be available to 

business. The publications are also available electronically through the businessct.com Web site. 

 OWC has been participating in workforce development technical assistance opportunities such 

as the National Governors Association (NGA) Center for Best Practices multistate collaborative 

project that supports state efforts to analyze and understand the on-demand economy in their 

respective states and to take action to identify policies to support economic opportunity for on-

demand workers. Through the project, states will share best practices and develop innovative 

ideas to improve economic outcomes and growth.  

 Local Level 

Each comprehensive American Job Center has organized Business Services functions to serve 

business customers in a single, unified, coordinated Regional Business Services Team structure. 

The Team consists of experienced business services professionals from a variety of partner 

organizationÓ ÉÎÃÌÕÄÉÎÇ ÔÈÅ ÓÔÁÔÅȭÓ 7ÏÒËÆÏÒÃÅ $ÅÖÅÌÏÐÍÅÎÔ "ÏÁÒÄÓȟ ÔÈÅ $ÅÐÁÒÔÍÅÎÔÓ ÏÆ ,ÁÂÏÒȟ 

Economic and Community Development, Aging and Disability Services (ADS), Education, 

regional community colleges and technical high schools, and regional/local economic 

development officials. 

 The Regional Business Services Teams coordinate services across programs and agencies to 

provide each business customer with effective strategies and aligned services that meet their 
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needs. Monthly working meetings among the Regional Business Services Teams support 

information sharing and cross-training on partner programs and lead to the coordination of 

service strategies and effective service strategies for the varied business customers. Program 

descriptions, services and incentives available to business customers are published in the 

Employer Resource Guide and Employer Resource Card. Business services are marketed 

extensively, consistent with a focused business outreach strategy in each region. Social media 

tools such as Facebook, Instagram, and Twitter are utilized as a low cost option to market 

workforce and education training programs, job fairs, events and available jobs. 

 Guiding principles of the Business Services Teams are: 

¶ )ÔȭÓ ÎÏÔ ÁÂÏÕÔ ÕÓ ɀ )ÔȭÓ ÁÌÌ ÁÂÏÕÔ ÔÈÅ "ÕÓÉÎÅÓÓȦ 

¶ We are committed to providing service to Business customers that is seamless. 

¶ Business customers in the CTHires databank must post all job openings for which 

recruitment support is provided. 

¶ All posted job openings will be communicated and made accessible to the full network of 

prospective jobseekers. 

¶ All job openings and recruitment efforts will be communicated to all Business Services 
Team members within 24 hours of becoming known. 

   

Furthermore, from the perspective of the ADS VR programs, the primary goal of coordinated 

ÁÃÔÉÖÉÔÉÅÓ ×ÉÔÈ ÅÍÐÌÏÙÅÒÓ ÉÓ ÔÏ ÅÓÔÁÂÌÉÓÈ ÌÏÎÇȤÔÅÒÍ ÐÁÒÔÎÅÒÓÈÉÐÓ ÔÈÁÔ ÆÏÓÔÅÒ Á ÍÕÔÕÁÌÌÙ ÂÅÎÅÆÉÃÉÁÌ 

ÒÅÌÁÔÉÏÎÓÈÉÐ ÆÏÒ ÂÏÔÈ ÔÈÅ ÅÍÐÌÏÙÅÒ ÁÎÄ 62 ÃÏÎÓÕÍÅÒÓȢ 4ÈÅÓÅ ÌÏÎÇȤÓÔÁÎÄÉÎÇ ÒÅÌÁÔÉÏÎÓÈÉÐÓ ÁÒÅ 

built on genuine interest in the work of each employer, their needs and their priorities. This 

could mean that an actual job opening for a particular client may not come along for some time, 

but the Vocational Rehabilitation Counselor is nonetheless a resource employers can turn to for 

information, referrals to other service providers, and to learn about job site accommodations 

and provisions of the Americans with Disabilities Act (ADA). Other valuable services such as 

informational interviews, job shadowing opportunities and work assessment site hosting can be 

offered. Company tours can be arranged for consumers to teach about a wide variety of careers, 

ÐÁÒÔÉÃÕÌÁÒÌÙ ÉÍÐÏÒÔÁÎÔ ÔÏ ÔÒÁÎÓÉÔÉÏÎȤÁÇÅ ÙÏÕÔÈ ÃÌÉÅÎÔÓ ×ÈÏ ÍÁÙ ÏÔÈÅÒ×ÉÓÅ ÈÁÖÅ ÖÅÒÙ ÌÉÍÉÔÅÄ 

exposure to actual job sites. 

!$3 ÉÓ ÅÎÔÈÕÓÉÁÓÔÉÃ ÁÂÏÕÔ #4ȭÓ ÃÏÌÌÁÂÏrative strategy that offers employers a seamless and 

coordinated team approach to placing job orders and identifying qualified candidates for 

employers. 

 In addition, CSDE promotes workforce preparation skills including literacy instruction, 

employability skills, career exploration and development, and links to employment, 

employment services and other options to respond to the evolving workforce needs of 

#ÏÎÎÅÃÔÉÃÕÔȭÓ ÂÕÓÉÎÅÓÓ ÃÏÍÍÕÎÉÔÙ ÁÎÄ ÔÏ ÐÒÏÍÏÔÅ ÉÎÄÉÖÉÄÕÁÌ ÓÅÌÆȤÓÕÆÆÉÃÉÅÎÃÙȢ 0ÒÏÖÉÄÅÒÓ ÄÅÖÅÌÏÐ 

partnersÈÉÐÓ ×ÉÔÈ ÌÏÃÁÌ ÂÕÓÉÎÅÓÓÅÓ ÆÏÒ ÏÎȤÓÉÔÅ ×ÏÒËÆÏÒÃÅ ÅÄÕÃÁÔÉÏÎ ÃÌÁÓÓÅÓ ÔÏ ÁÓÓÉÓÔ ÅÍÐÌÏÙÅÅÓ 

perform specific job tasks and increase productivity. Adult Education services are also included 

in the Employer Resource Guide and the Employer Resource Card that are published by DOL 

and distributed to employers. 

  

E. PARTNER ENGAGEMENT WITH EDUCATIONAL INSTITUTIONS 
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#ÏÎÎÅÃÔÉÃÕÔ ÅÄÕÃÁÔÉÏÎ ÌÅÁÄÅÒÓ ÁÎÄ ÔÈÅÉÒ ËÅÙ ÓÔÁÆÆ ÐÁÒÔÉÃÉÐÁÔÅ ÉÎ ÄÅÃÉÓÉÏÎȤÍÁËÉÎÇ ÐÒÏÃÅÓÓÅÓ 

defining and driving workforce system policy and strategy at both State and local levels. At the 

3ÔÁÔÅ ÌÅÖÅÌȟ #ÏÎÎÅÃÔÉÃÕÔȭÓ #ÏÍÍÉÓÓÉÏÎÅÒ ÏÆ %ÄÕÃÁÔÉÏÎ ɉÅØÅÃÕÔÉÖÅ ÌÅÁÄÅÒ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ +Ȥρς 

public schools system), and the President of the Board of Regents for Higher 

Education/Connecticut State Colleges and Universities (executive leader of a system of public 

τȤÙÅÁÒ ÕÎÉÖÅÒÓÉÔÉÅÓ ÁÎÄ ςȤÙÅÁÒ ÃÏÍÍÕÎÉÔÙ ÃÏÌÌÅÇÅÓɊ ÁÒÅ ÄÉÒÅÃÔÌÙ ÅÎÇÁÇÅÄ ÉÎ ÁÌÌ ÐÈÁÓÅÓ ÏÆ 

workforce development planning, strategy design, oversight and coordination. In addition, the 

Director of the Connecticut Technical High School System (CTHSS) ensures that the 

contributions of CTHSS are included, critical information is shared, and opportunities for 

coordination of programs and services are pursued, addressing the shared goal of ensuring that 

youths and adults (stÕÄÅÎÔÓɊ ÁÒÅ ÒÅÁÄÙ ÆÏÒ ÐÒÏÄÕÃÔÉÖÅ ×ÏÒË ÉÎ #ÏÎÎÅÃÔÉÃÕÔȭÓ ËÅÙ ÉÎÄÕÓÔÒÙ 

sectors.  

 #ÏÎÎÅÃÔÉÃÕÔȭÓ Preschool through Twenty and Workforce Information Network ɀ P20 WIN ɀ is a 

ÇÒÏÕÎÄÂÒÅÁËÉÎÇ ÁÐÐÒÏÁÃÈ ÔÏ ÅÄÕÃÁÔÉÏÎ ÁÎÄ ×ÏÒËÆÏÒÃÅ ÔÒÁÉÎÉÎÇȤÒÅÌÁÔÅÄ ÄÁÔÁ ÓÈÁÒÉÎÇ ÉÎ 

Connecticut. P20 WIN provides a secure data vehicle producing critical information needed to 

understand patterns over time and inform policy and strategy decisions to improve education, 

training and employment outcomes for Connecticut students. This new system allows 

Connecticut to evaluate how well our public education and training programs prepare students 

for additional education and careers in Connecticut. Executive leadership and senior research 

staff from the Connecticut State Department of Education (CSDE),  

Board of Regents for Higher Education (BOR), the University of Connecticut (UCONN), the  

Connecticut Conference of Independent Colleges (CCIC) and Connecticut Department of Labor 

ɉ#4$/,Ɋ ÁÃÔÉÖÅÌÙ ÐÁÒÔÉÃÉÐÁÔÅ ÉÎ 0ςπ 7).Ȣ !Î ÉÎÔÅÒȤÁÇÅÎÃÙ ÄÁÔÁ ÇÏÖÅÒÎÁÎÃÅ ÓÔÒÕÃÔÕÒÅ ÁÎÄ ÄÁÔÁȤ 

ÓÈÁÒÉÎÇ ÁÇÒÅÅÍÅÎÔÓ ÓÕÐÐÏÒÔ ÃÏÌÌÁÂÏÒÁÔÉÖÅ ÄÅÃÉÓÉÏÎȤÍÁËÉÎÇȢ 'ÏÉÎÇ ÆÏÒ×ÁÒÄȟ 0ςπ 7). ÐÒÏÖÉÄÅÓ Á 

systematic, secure and repeatable process to gather and analyze critical data to understand the 

impact of investments in education and workforce training programs, supporting coordination, 

alignment and integration consistent with WIOA principles, leading to better outcomes.  

#ÏÎÎÅÃÔÉÃÕÔȭÓ 0ςπ 7). ÌÏÎÇÉÔÕÄÉÎÁÌ ÄÁÔÁ ÁÎÁÌÙÓÉÓ ÃÁÐÁÂÉÌÉÔÙ ×ÉÌÌ ÁÌÌÏ× ÆÏÒ ÉÍÐÒÏÖÅÄ 

ÕÎÄÅÒÓÔÁÎÄÉÎÇ ÏÆ ÈÏ× #ÏÎÎÅÃÔÉÃÕÔȭÓ ÖÁrious education and training providers and programs ɀ 

ÉÎÃÌÕÄÉÎÇ +Ȥρςȟ #4(33ȟ #ÏÍÍÕÎÉÔÙ ÃÏÌÌÅÇÅÓ ɀ perform in helping students complete programs 

of study and perform in the workforce.   

 CSDE: Partner Alignment with Educational Institutions  

CSDE will promote partnerships among local adult education providers and institutions of 

higher education, especially community colleges, to promote the successful transition of 

participants to postsecondary education and training. CSDE will rely on information from the 

workforce development system to track the progress of participants who have exited from their 

programs and have entered postsecondary education and training.   

 ADS: Partner Alignment with Educational Institutions  

Both Vocational Rehabilitation Programs at ADS are actively involved in a variety of transition 

ÓÃÈÏÏÌȤ ÔÏȤ×ÏÒË ÉÎÉÔÉÁÔÉÖÅÓȟ ×ÉÔÈ ÅØÔÅÎÓÉÖÅ ÃÏÌÌÁÂÏÒÁÔÉÏÎ ÁÎÄ ÃÏÏÒÄÉÎÁÔÉÏÎ ÁÔ ÔÈÅ ÁÄÍÉÎÉÓÔÒÁÔÉÖÅ 

and service delivery levels of the organization. Through a cooperative agreement with the State 

Department of Education, the roles and responsibilities of the VR programs and the public 

educational system are clearly defined, including financial responsibilities and coordination of 

services and staff training. Representatives from both VR programs serve on an interagency 

transition task force and appointed representatives from the Connecticut State Department of 

Education serve on the State Rehabilitation Council to BESB and to BRS. VR program 
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ÉÎÆÏÒÍÁÔÉÏÎ ÉÓ ÐÒÅÓÅÎÔÅÄ ÁÔ ÉÎȤÓÅÒÖÉÃÅ ÔÒÁÉÎÉÎÇ ÐÒÏÇÒÁÍÓ ÆÏÒ ÐÕÂÌÉÃ school teachers and 

guidance counselors on issues affecting students who have disabilities. 

 Regarding higher education, the Board of Regents has a cooperative agreement addressing 

services available in the university setting for students with disabilities. This agreement is with 

both VR programs and describes responsibilities to ensure that students with disabilities 

ÁÃÈÉÅÖÅ ÅÑÕÁÌ ÁÃÃÅÓÓ ÔÏ ÃÌÁÓÓÒÏÏÍ ÉÎÓÔÒÕÃÔÉÏÎȟ ÉÎÔÅÒÎÓÈÉÐÓȟ ÁÎÄ ÓÃÈÏÏÌȤÓÐÏÎÓÏÒÅÄ ÁÃÔÉÖÉÔÉÅÓȢ 

 VR Program staff members participate and presenÔ ÉÎÆÏÒÍÁÔÉÏÎ ÁÔ "%3"ȤÏÒÇÁÎÉÚÅÄ ÉÎȤÓÅÒÖÉÃÅ 

training programs for public school teachers and guidance counselors on issues affecting 

ÓÔÕÄÅÎÔÓ ×ÈÏ ÁÒÅ ÂÌÉÎÄ ÏÒ ÖÉÓÕÁÌÌÙ ÉÍÐÁÉÒÅÄȢ "%3" #ÈÉÌÄÒÅÎȭÓ 3ÅÒÖÉÃÅÓ 0ÒÏÇÒÁÍ ÐÒÏÖÉÄÅÓ Á 

comprehensive training series every year for school district staff about low vision aids and 

adaptive technology, braille instruction, expanded core curriculum activities and resources 

available to facilitate the education and transition of students served by BESB. 

F. PARTNER ENGAGEMENT WITH OTHER EDUCATION AND TRAINING PROVIDERS 

4ÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌ %ÄÕÃÁÔÉÏÎ ÁÎÄ 4ÒÁÉÎÉÎÇ #ÏÍÍÉÔÔÅÅ ×ÉÌÌ ÅÎÇÁÇÅ ÅÄÕÃÁÔÉÏÎ 

and training providers to infuse new certificate programs to the eligible training provider list. 

The GWC has significant representation from business leaders from many industry sectors and 

will be identifying training gaps and educational solutions to those gaps. 

 4ÈÅ #3$% ×ÉÌÌ ×ÏÒË ×ÉÔÈ ÏÔÈÅÒ ÃÏÒÅ ÐÒÏÇÒÁÍÓ ÁÎÄ /ÎÅȤ3ÔÏÐ ÐÁÒÔÎÅÒÓ ÔÏ ÅÎÓÕÒÅ ÔÈÁÔ ÁÄÕÌÔ 

education and literacy activities are in alignment and to develop career pathways which provide 

access to employment and training services for individuals in adult education and literacy 

activities. The CSDE will collaborate with the DOL to assist local providers in partnering with 

OneȤ3ÔÏÐ #ÅÎÔÅÒÓ ÔÏ ÄÅÖÅÌÏÐ ÃÁÒÅÅÒ ÐÁÔÈ×ÁÙÓ ÁÎÄ ÐÒÏÖÉÄÅ ÁÃÃÅÓÓ ÔÏ ÅÍÐÌÏÙÍÅÎÔ ÁÎÄ ÔÒÁÉÎÉÎÇ 

services. Professional development will be provided to local programs, including orientation to 

ÁÄÕÌÔ ÅÄÕÃÁÔÉÏÎ ÐÒÏÇÒÁÍÓ ÁÎÄ ÓÅÒÖÉÃÅÓ ÆÏÒ /ÎÅȤ3ÔÏÐ ÐÁÒÔÎÅÒÓ ÁÎÄ ÏÔÈÅÒ ÁÇÅncies. Local adult 

ÅÄÕÃÁÔÉÏÎ ÐÒÏÖÉÄÅÒÓ ×ÉÌÌ ÒÅÆÅÒ ÁÄÕÌÔ ÌÅÁÒÎÅÒÓ ÔÏ ÔÈÅ 7ÏÒËÆÏÒÃÅ $ÅÖÅÌÏÐÍÅÎÔ "ÏÁÒÄÓȭ %ÌÉÇÉÂÌÅ 

Training Providers Lists for information about training opportunities in their region.   

 ADS liaison counselors work closely with the American Job Centers to make referrals for 

ÓÅÒÖÉÃÅÓ ×ÉÔÈÉÎ ÅÁÃÈ ÁÇÅÎÃÙȭÓ ÐÒÏÇÒÁÍÓȢ 7ÈÅÎ ÁÐÐÒÏÐÒÉÁÔÅȟ !$3 ÃÏÎÓÕÍÅÒÓ ÍÁÙ ÂÅ ÅÌÉÇÉÂÌÅ ÆÏÒ 

ÔÒÁÉÎÉÎÇ ÏÆÆÅÒÅÄ ÏÎ $/,ȭÓ ÅÌÉÇÉÂÌÅ ÔÒÁÉÎÉÎÇ ÐÒÏÖÉÄÅÒ ÌÉÓÔȢ #ÏÎÓÕÍÅÒÓ ÔÁËÅ ÁÎ ÁÃÔÉÖÅ ÒÏÌÅ ÉÎ ÔÈÅ 

process of pursuing these trainings, and VR Counselors are available to provide assistance. If 

there is a barrier to the ADS consumer accessing the trainings as a similar benefit to what ADS 

offers, the ADS counselor can approve payment to fund the DOL training. When ADS consumers 

access these DOL services, their names are automatically entered into the CTHires database 

allowing for optimal performance reporting. 

G. LEVERAGING RESOURCES TO INCREASE EDUCATIONAL ACCESS 

CSDE: Leveraging Resources to Increase Educational Access 

The funding of adult education programs in Connecticut braids state, local, federal, and private 

funding. There are 41 adult education programs in the state that provide mandated programs 

and continuing education classes.  The state provides up to 65% of the funding for local adult 

education according to a needs-based formula. Last year the state provided over $20,000,000 in 
funding and school districts contributed over $16,000,000. The state also received 

approximately $5,000,000 in federal WIOA Title II funds which are distributed through a 

competitive RFP process.  In addition many local adult education programs receive 

philanthropic and corporate contributions.  
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H. IMPROVING ACCESS TO POSTSECONDARY CREDENTIALS 

Connecticut recognizes the value and importance of postsecondary credentials and certificates 

to workers and businesses, and that they vary significantly by industry sector and specific 

ÏÃÃÕÐÁÔÉÏÎȢ ! ÖÁÒÉÅÔÙ ÏÆ ÓÅÃÔÏÒȤÓÐÅÃÉÆÉÃ ÉÎÉÔÉÁÔÉÖÅÓ ÁÒÅ ÕÎÄÅÒ×ÁÙ ×ÉÔÈÉÎ ÅÁÃÈ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ 

five local workforce areas, most in conjunction with the appropriate local WDB. 

In addition, the GWC committees will also be focused on examining characteristics of gaps in 

supply and demand, identifying high quality credentials and certifications, and ensuring swift 

access to training for CT residents. The GWC will solicit input from industry associations, 

unions, companies large and small to identify credentials of value, stackability, and ensure that 

proper marketing and messaging reaches students and job-seekers to improve WIOA program 

performance. The goal is to identify and verify the credentials employers value and that actually 

contribute to hiring, productivity and opportunity for career advancement.  

 Customers credential needs range between a GED, a RA, and a college degree. Two programs on 

the spectrum are described as follows: 

 CSDE offers three programs leading to a high school equivalency diploma: Adult High School 

Credit Diploma (AHSCD), General Educational Development (GED), and the National External 

Diploma Program (NEDP). Local adult education programs also provide basic skills and 

workforce education through its highly successful contextualized integrated education and 

ÔÒÁÉÎÉÎÇ ÐÒÏÇÒÁÍȟ )Ȥ"%34Ȣ !ÌÌ ÐÁÒÔÉÃÉÐÁÎÔÓ ÉÎ ÁÄÕÌÔ ÅÄÕÃÁÔÉÏÎȟ ÉÎÃÌÕÄÉÎÇ ÔÈÏÓÅ ÉÎ !ÄÕÌÔ "ÁÓÉÃ 

Education and English as a Second Language, will learn about career pathways and will be 

taught the skills needed to succeed in postsecondary education and training. Participants who 

earn the high school equivalency diploma will be referred to community colleges and other 

institutions of higher education to transition to postsecondary education and training. 

 With regards to Registered Apprenticeships, the CTDOL/OAT will continue to implement 

strategies to support expansion, diversification and integration of RAP and further our 

commitment to new programs. CTDOL/OAT staff provide outreach, marketing and technical 

assistance statewide. 

 Elements of our strategy include:  

¶ Creatively applying RA as an important workforce and career solution 

¶ Encouraging utilization of WIOA funding where applicable, to support training programs 
and supportive services  

¶ Building strategic and scalable partnerships in new sectors  

¶ Building communication links and convening meetings to introduce employers to 
apprenticeship  

¶ Cultivating relationships with Boards of Education, Superintendents, Career Technical 

Advisors and high school Guidance Counselors,  

¶ &ÏÓÔÅÒÉÎÇ Á ÂÅÔÔÅÒ ÕÎÄÅÒÓÔÁÎÄÉÎÇ ×ÉÔÈ #4ȭÓ #ÏÍÍÕÎÉÔÙ #ÏÌÌÅÇÅÓ ÏÆ ÌÉÎËÉÎÇ ÔÈÅÉÒ 

programs to workplace-based related instruction  

¶ Establishing the Connecticut Apprenticeship and Education Committee to:  

¶ coordinate and identify potential pre-apprenticeship and apprenticeship training 
program integration; 
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¶ leverage funding;  

¶ identify CTE programs within high schools and programs within higher education 
institutions for careers in various industries for credentialing as best practice models;  

¶ consult with members of insurance, manufacturing, health care, finance, biotechnology, 
STEM, education, construction, hospitality and any other appropriate  industry   to  

coordinate  and  identify   potential pre-apprenticeship  and  apprenticeship  training   

programs;  

¶ consult with SDE for the development of a best practices guide to help local and regional 

boards of education to incorporate relationships with the industries in their middle and 

high schools in accordance with Student Success Plans (SSP) and capstones; 

¶ working with workforce development system partners and the American Job Centers 

ɉ!*#ÓɊ ÔÏ ÉÎÃÏÒÐÏÒÁÔÅ ÁÐÐÒÅÎÔÉÃÅÓÈÉÐ ÉÎÔÏ ÔÈÅ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÙÓÔÅÍȭÓ ÂÕÓÉÎÅÓÓ 

model so that Workforce Board and AJC personnel can emphasize to their employees 

and job seekers the importance of an industry-recognized credential awarded through 

an apprenticeship;  

¶ increasing the numbers of low-income individuals and underrepresented populations in 

apprenticeship programs; and  

¶ on-ÇÏÉÎÇ ÍÏÄÅÒÎÉÚÁÔÉÏÎ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÁÐÐÒÅÎÔÉÃÅÓÈÉÐ )4 ÓÙÓÔÅÍ ÔÏ ÅÎÈÁÎÃÅ ÄÁÔÁ 
collection capabilities and reporting of programmatic data. 

 Furthermore, Registered Apprenticeships are also being considered throughout the 

corrections system for Service  Guide Dog Training, Barbering and Hairdressing 

apprenticeships. The goal of apprenticeships within the correctional facilities is intended 

to offer an opportunity to build work skillsets, job experience, potential licensure and 

earn an industry recognized  credential that may lead to an apprenticed career or other 

career opportunity upon return to society. Other considerations for Registered 

Apprenticeship include Peer Recovery Navigator and Certified Recovery Specialist 

training programs to combat the opio id crisis, Childcare development apprenticeships as 

well as Para-professional to educator pathways utilizing apprenticeships. Through these 

ÅÆÆÏÒÔÓȟ #4 ×ÉÌÌ ÂÅ ÐÏÉÓÅÄ ÔÏ ÅÎÈÁÎÃÅ ÔÈÅ ÓÔÁÔÅȭÓ ÅÃÏÎÏÍÙ ÁÎÄ ÇÒÏ×ÔÈ ×ÈÉÌÅ ÅØÐÁÎÄÉÎÇ 

registered apprenticeships whic h will support middle to high skilled jobs.    

  

  

I. COORDINATING WITH ECONOMIC DEVELOPMENT STRATEGIES 

Connecticut Department of Economic and Community Development  

The Connecticut Department of Economic and Community Development (DECD) is the state of 

ConnÅÃÔÉÃÕÔȭÓ ÌÅÁÄÉÎÇ ÁÇÅÎÃÙ ÒÅÓÐÏÎÓÉÂÌÅ ÆÏÒ ÓÔÒÅÎÇÔÈÅÎÉÎÇ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÃÏÍÐÅÔÉÔÉÖÅ ÐÏÓÉÔÉÏÎ 

in the rapidly changing, knowledge-based economy. DECD is focused on support for existing 

businesses and jobs with a wide range of programs and services to help companies prosper; 

promote Connecticut industries and businesses both domestically and across the globe; and 

ÓÔÒÅÎÇÔÈÅÎ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÃÏÍÍÕÎÉÔÉÅÓ ÂÙ ÐÒÏÖÉÄÅÄ ÆÕÎÄÉÎÇ ÁÎÄ ÔÅÃÈÎÉÃÁÌ ÓÕÐÐÏÒÔ ÆÏÒ ÌÏÃÁÌ 

community and economic development projects. The agency oversees a broad range of 

initiatives and programs in the following areas: business development, opportunity zones, 

brownfield redevelopment, arts, historic preservation, community revitalization and tourism. 



Page 74 

 DECD is executing a vision to dramatically improve th Å ÓÔÁÔÅȭÓ ÅÃÏÎÏÍÉÃ ÄÅÖÅÌÏÐÍÅÎÔ 

performance in conjunction with the Connecticut Economic Resource Center, Inc. (CERC) 

through a public -private partnership.   In addition, underway, the state is developing a 

long-term comprehensive, data -driven strategic plan  as well as a cluster strategy for 

recruitment and retention of companies.  

 4ÈÅ ÎÅÅÄÓ ÁÎÄ ÐÒÉÏÒÉÔÉÅÓ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÉÎȤÄÅÍÁÎÄ ÁÎÄ ÅÍÅÒÇÉÎÇ ÉÎÄÕÓÔÒÉÅÓ ÁÎÄ ÂÕÓÉÎÅÓÓÅÓ 

are: 

¶ ÆÉÓÃÁÌ ÓÔÁÂÉÌÉÔÙ ÏÆ ÔÈÅ ÓÔÁÔÅȭÓ ÆÉÎÁÎÃÅÓ ÔÏ ÅÎÓÕÒÅ Á ÓÔÁÂÌÅ ÁÎÄ predictable environment that 
will yield   private investment confidence 

¶ ÂÕÉÌÄ ÏÎ ÔÈÅ ÓÔÁÔÅȭÓ ÓÔÒÅÎÇÔÈÓ ɉÔÁÌÅÎÔȟ ÌÏÃÁÔÉÏÎȟ ÑÕÁÌÉÔÙ ÏÆ ÌÉÆÅɊ 

¶ focus on innovation, key business sectors to stimulate business development, including 

offshore recruitment 

¶ focus on talent development 

¶ streamline governmental processes/regulation 

¶ comprehensive multimodal transportation and infrastructure plan 

¶ collaborate with key partners to improve business climate 

 The state and its economic development partners are focused on key economic drivers such as 
Insurance/Financial Services, Manufacturing, Bioscience, Software, Data Services and 

Technology, and Tourism. The need for skilled talent in critical growth occupations in these key 

industry sectors has been identified as a strategic priority requiring a continued close 

cooperation and coordination of workforce and economic development efforts. The agency 

works closely with industries to address challenges and opportunities facing all businesses. 

 DECD is a strategic partner with the Department of Labor with the recent launch of the 

'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌ ÔÏ ÅÎÓÕÒÅ ÁÌÉÇÎÍÅÎÔ ÂÅÔ×ÅÅÎ ÉÎÄÕÓÔÒÙ ÎÅÅÄÓ ÁÎÄ ÄÅÖÅÌÏÐÉÎÇ ÔÈÅ 

talent pipeline. In addition, in the area of manufacturing and tech talent, DECD has resources in 

place to promote innovation and growth. 

 'ÏÖÅÒÎÏÒ ,ÁÍÏÎÔȭÓ ÁÄÍÉÎÉÓÔÒÁÔÉÏÎ ÐÌÁÎÓ ÔÏ ÒÅÆÏÒÍ ÔÈÅ ×ÁÙ ÓÔÁÔÅ ÇÏÖÅÒÎÍÅÎÔ ÐÒÏÖÉÄÅÓ 

incentives to private companies looking to add jobs or make significant capital investments in 

Connecticut. 4ÈÅ ÆÏÕÎÄÁÔÉÏÎ ÏÆ ÔÈÅ ÓÔÁÔÅȭÓ ÓÔÒÁÔÅÇÙ ÉÓ taking shape with a focus on four key 

programs, including two new concepts. Led by the Department of Economic and Community 

$ÅÖÅÌÏÐÍÅÎÔ ɉ$%#$Ɋ #ÏÍÍÉÓÓÉÏÎÅÒ $ÁÖÉÄ ,ÅÈÍÁÎȟ ÔÈÅ ÓÔÁÔÅȭÓ ÏÖÅÒÁÌÌ ÇÏÁÌ ÉÓ ÔÏ ÍÏÖÅ ÔÏ×ÁÒÄ Á 

performance-ÂÁÓÅÄȟ ȰÅÁÒÎ-as-you-ÇÏȱ ÓÙÓÔÅÍȟ ÍÅÁÎÉÎÇ ÅÍÐÌÏÙÅÒÓ ×ÏÎȭÔ ÒÅÁÐ ÓÔÁÔÅ ÉÎÃÅÎÔÉÖÅÓ 

until they create a certain number of jobs or make a certain level of investment. 

 The new strategy will not require the state to borrow money up front to incentivize job growth 

as the Department of Economic and Community looks to reduce its bond obligations. The 

objective is to develop a competitive strategy that works for taxpayers and grows the economy. 

The major programs the state will now focus on include:  

  

¶ a modified Small Business Express program that will no longer offer state loans or 
grants, but instead morph into a loan guarantee program run by private banks ɀ 
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emphasis would shift toward woman-owned companies, underserved communities and 

distressed municipalities  

  

¶ a Grow CT Rebate will reward companies in specific industries (finance and insurance, 
advanced manufacturing, health care, bioscience, technology, and digital media) that 

create at least 25 jobs paying above-average wages. 

  

¶ a greater focus on two existing incentive programs: the Urban and Industrial Site 
Reinvestment Tax Credit - which will be available to projects that add significant new 

economic activity and jobs at an old industrial site or urban center; and the Sales and 

Use Tax Relief Program that exempts businesses from paying the sales and use tax when 

they acquire tangible personal property, equipment and services from Connecticut 

)ÎÎÏÖÁÔÉÏÎÓȟ ÔÈÅ ÓÔÁÔÅȭÓ ÑÕÁÓÉ-public venture investor that oversees the program. 

 The state and its economic development partners are focused on key economic drivers such as 

Insurance/Financial Services, Manufacturing, Bioscience, Software, Data Services and 

Technology, and Tourism.  The need for skilled talent in critical growth occupations in these key 

industry sectors has been identified as a strategic priority requiring a continued close 

cooperation and coordination of workforce and economic development efforts. DECD is a 
ÓÔÒÁÔÅÇÉÃ ÐÁÒÔÎÅÒ ×ÉÔÈ ÔÈÅ $ÅÐÁÒÔÍÅÎÔ ÏÆ ,ÁÂÏÒ ÁÎÄ ×ÉÔÈ ÔÈÅ ÒÅÃÅÎÔ ÌÁÕÎÃÈ ÏÆ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 

Workforce Council strives to ensure alignment between industry needs and developing the 

talent pipeline. In addition, in the area of manufacturing and tech talent, DECD has resources in 

place to promote innovation and growth which include the following: 

 Chief Manufacturing Officer 

This newly created position is an important ambassador for the industry on matters of 

workforce development, business climate, regulations, etc. and will collaborate with private, 

public, academia, local, state and federal government partners to develop and implement a 

ÃÏÍÐÒÅÈÅÎÓÉÖÅ ÓÔÒÁÔÅÇÙ ÔÏ ÓÔÒÅÎÇÔÈÅÎ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÍÁÎÕÆÁÃÔÕÒÉÎÇ ÓÅÃÔÏÒȢ 

 Manufacturing Innovation Fund (MIF) 

Connecticut manufacturing is booming, fueled by a robust supply chain of 4,500 businesses. 

Nearly one of every ten Connecticut employees now works in the manufacturing sector ɀ and 

the demand for skilled manufacturers continues to accelerate. To advance manufacturing even 

faster, the state government established a $75 million Manufacturing Innovation Fund (MIF), a 

partnership of the state Department of Economic and Community Development (DECD) and the 

Connecticut Center for Advanced Technology, Inc. (CCAT). Among its many initiatives, the MIF 

supports innovation and gÒÏ×ÔÈ ÉÎ ÔÈÅ ÓÔÁÔÅȭÓ ÁÄÖÁÎÃÅÄ ÍÁÎÕÆÁÃÔÕÒÉÎÇ ÓÅÃÔÏÒȢ 4ÈÅ ÆÕÎÄ ÁÓÓÉÓÔÓ 

manufacturers to develop or modernize critical equipment, support technological advancement, 

encourage research and development, and provide critical workforce training. The objective is 

to strengthen the supply chain network of small/medium manufacturing companies and ensure 

Á ÐÒÏÄÕÃÔÉÖÅȟ ÆÌÅØÉÂÌÅȟ ×ÅÌÌȤÔÒÁÉÎÅÄ ÁÄÖÁÎÃÅÄ ÍÁÎÕÆÁÃÔÕÒÉÎÇ ÔÁÌÅÎÔ ÐÏÏÌ ×ÉÔÈ ÃÏÍÐÅÔÉÔÉÖÅ ÓËÉÌÌÓȢ 

DECD provides administrative oversight, with the counsel and support of an eleven-member 

advisory board, the majority from manufacturing companies. To date, DECD has directly 

invested approximately $27.7 million in workforce development through the Manufacturing 

Innovation Fund (MIF). This funding supports incumbent worker training and pipeline 

development by way of pre-apprenticeships, apprenticeships and youth programs.  

http://www.ct.gov/ecd
http://www.ccat.us/
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 Connecticut Tech Talent Fund  

The $10 million Connecticut Tech Talent Fund is a resource for both workers and employers to 

ensure Connecticut has the workforce talent needed to fuel growth in key industry sectors in 

the digital economy. To date, $4.5 million has been deployed to provide matching grants to 

companies hiring tech interns from local colleges and universities to specialized technology 

training programs focused on building capacity in the areas of Full Stack Development and Data 

Science and Analytics. This funding and programming meets a critical area of skills demand for 

Connecticut companies.     

 CSDE: Coordinating with Economic Development St rategies  

#3$% ×ÉÌÌ ÐÁÒÔÉÃÉÐÁÔÅ ÉÎ ÁÎÄ ÓÕÐÐÏÒÔ ÅÆÆÏÒÔÓ ÏÆ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌ ÔÏ ÁÓÓÉÓÔ 

Connecticut business employers by continuing to develop and implement contextualized 

ÉÎÔÅÇÒÁÔÅÄ ÅÄÕÃÁÔÉÏÎ ÁÎÄ ÔÒÁÉÎÉÎÇ )Ȥ"%34 ÐÒÏÇÒÁÍÓ ÔÈÁÔ ÁÄÄÒÅÓÓ ÔÈÅ ×ÏÒËforce needs of those 

businesses.  

ADS - BRS 

4ÈÒÏÕÇÈ ÏÎÇÏÉÎÇ ÃÏÌÌÁÂÏÒÁÔÉÏÎ ×ÉÔÈ ÔÈÅ $ÅÐÁÒÔÍÅÎÔ ÏÆ ,ÁÂÏÒȭÓ /ÆÆÉÃÅ ÏÆ 2ÅÓÅÁÒÃÈȟ Á 

significant amount of economic and occupational outlook data is made available to the 

ADS VR Counselors, all of whom receive monthly updates on labor market information. 

The VR Counselors have also participated in training conferences that included 

presentations on the current labor market and an analysis of the trends looking into the 

future. VR staff continue to active ly participate in meetings on both a statewide and 

regional basis to identify strategies to prepare program participants for the employment 

opportunities that exist and that will be available into the future. Representatives from 

ADS take part in monthly B usiness Service Team Meetings hosted by the 5 Workforce 

Investment Boards at the American Job Centers each month and collaborate regarding 

targeted outreach to local CT Businesses.  

ADS sponsors Industry Specific Training and Placement Programs at businesse s across 

Connecticut. These Workforce Development programs are made available to other 

organizations as well such as Department of Mental Health and Addiction Services and 

the Department of Developmental Services with plans for expansion to the Workforce 

Investment Boards.  

  

1. THE STATE OPERATING SYSTEMS THAT WILL SUPPORT THE IMPLEMENTATION OF THE 

34!4%ȭ3 342!4%')%3Ȣ  4()3 -534 ).#,5$% ! $%3#2)04)/. /&ɀ 

As administrative entity for WIOA implementation in Connecticut, CTDOL has lead 

responsibility to ensure that appropriate operating systems are in place and used effectively by 

all WIOA and workforce system partners, with appropriate oversight by the state board. CTDOL 

is currently working to refine the details of these necessary operational systems, including the 

ÓÔÁÔÅȤÌÅÖÅÌ ÌÁÂÏÒ ÍÁÒËÅÔ ÉÎÆÏÒÍÁÔÉÏÎ ÓÙÓÔÅÍȟ ÃÏÍÍÕÎÉÃÁÔÉÏÎ ÓÙÓÔÅÍȟ ÃÁÓÅȤ ÍÁÎÁÇÅÍÅÎÔ ÓÙÓÔÅÍȟ 

job bank, and data/reporting systems. A description of Data Collection and Reporting elements 

is included below. 

 Connecticut Department of Labor (CTDOL)  

Data collection and reporting for the six core WIOA programs (Adult, Dislocated Worker, Youth, 

7ÁÇÎÅÒȤ 0ÅÙÓÅÒȟ !ÄÕÌÔ %ÄÕÃÁÔÉÏÎ ÁÎÄ ,ÉÔÅÒÁÃÙ !ÃÔÉÖÉÔÉÅÓȟ ÁÎÄ 4ÉÔÌÅ ρ ÏÆ ÔÈÅ 2ÅÈÁÂÉÌÉÔÁÔÉÏÎ !ÃÔ ÏÆ 
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1973) will occur within separate case management systems located at each of three State 

agencies including the Connecticut Departments of Labor (CTDOL), Education (CSDE), and 

Aging and Disability Services (ADS). 

 #4$/, ÈÁÓ ÃÏÎÔÒÁÃÔÅÄ ×ÉÔÈ 'ÅÏÇÒÁÐÈÉÃ 3ÏÌÕÔÉÏÎÓ ÔÏ ÉÍÐÌÅÍÅÎÔ Á ×ÅÂȤÂÁÓÅÄ ÃÁÓÅ ÍÁÎÁÇÅÍÅÎÔ 

system, CTHires, to provide virtual services to individual jobseekers and employers, and to 

ÃÏÌÌÅÃÔ ÄÁÔÁ ÒÅÑÕÉÒÅÄ ÂÙ 7)/! ÆÏÒ ÒÅÐÏÒÔÉÎÇ ÏÎ ÓÅÌÆȤÓÅÒÖÉÃÅÓ ÁÎÄ ÓÔÁÆÆȤÁÓÓÉÓÔÅÄ ÓÅÒÖÉÃÅÓ ÆÏÒ ÔÈÅ 

!ÄÕÌÔȟ $ÉÓÌÏÃÁÔÅÄ 7ÏÒËÅÒȟ 9ÏÕÔÈȟ 7ÁÇÎÅÒȤ0ÅÙÓÅÒȟ ÁÎÄ 4ÒÁÄÅ !ÄÊÕÓÔÍÅÎÔ !ÓÓÉÓÔÁÎÃÅ ɉ4!!Ɋ ÁÎd 

Foreign Labor Certification, TANF/Jobs First Employment  

Services Program and the Work Opportunity Tax Credit (WOTC) Program.  

 Connecticut State Department of Education (CSDE)  

All adult education providers funded by the Connecticut State Department of Education (CSDE), 

Adult Education Unit, collect and report through the Connecticut Adult Reporting System 

(CARS). The data entered in CARS are used by CSDE to meet reporting requirements at the 

Federal and State levels. CARS data are the basis for completing the Federal reporting 

requirements of the National Reporting System (NRS). 

 CARS is a longitudinal database containing student information. The Student ID created for 

each new student in CARS is unique to that student across adult education providers and fiscal 

years. Students returning to adult education in a future fiscal year maintain the same CARS 

Student ID. Students who transfer from one adult education provider to another, or prepare in 

adult education and then register for the GED test are also able to utilize the same CARS student 

ID. 

 Connecticut Department of Aging and Disability  Services (ADS) 

The ADS maintains an approved vocational rehabilitation case management system for both of 

ÔÈÅ ÄÅÐÁÒÔÍÅÎÔȭÓ ÖÏÃÁÔÉÏÎÁÌ ÒÅÈÁÂÉÌÉÔÁÔÉÏÎ ÐÒÏÇÒÁÍÓȢ 4ÈÉÓ ÓÙÓtem runs locally on servers 

housed within ADS and contains case information relevant to individual consumers and 

reportable data. The vendor has maintained an active relationship with the Rehabilitation 

Services Administration (RSA) who governs data collection for public vocational rehabilitation 

ÐÒÏÇÒÁÍÓȢ 23! ÄÁÔÁ ÅÌÅÍÅÎÔÓ ÈÁÖÅ ÂÅÅÎ ÁÄÊÕÓÔÅÄ ÔÏ ÂÅ ÃÏÍÐÁÔÉÂÌÅ ×ÉÔÈ ÔÈÅ 7)/!Ȥ 0ÁÒÔÉÃÉÐÁÎÔ 

Individual Record Layout (PIRL) document. 

 SCSEP uses the SCSEP Performance and Results Quarterly Progress Reporting System (SPARQ) 

developed and maintained for the US Department of Labor. It is an online system and both 

grantees and sub-grantees have access to the system for data entry. Information about SCSEP 

locally, statewide and nationally can be accessed through this system. 

 WIOA Annual State and Local Area Reporting  

Reporting processes for the WIOA Annual State Performance Report will involve CTDOL 

obtaining electronic files for each report period from the three Connecticut State agencies for 

each of the six WIOA core programs. The WIOA Annual Local Area Performance Report is a 

subset of the WIOA Annual State Performance Report, covering only the Adult, Dislocated 

Worker, and Youth programs. Individual records in each of these electronic program files will 

be matched against the CTDOL database that stores the WIOA unique identifiers to determine if 

such identifier already exists. If it exists, the unique identifier will be appended to the record. If 

it does not exist, CTDOL will assign a unique identifier for each participant and will append it to 

the participant record. This process will ensure a common unique identifier across the six WIOA 
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core programs, and will ensure that this unique identifier will be the same for every period of 

participation. 

 These same electronic files will be matched to each of the electronic files for each of the six 

7)/! ÃÏÒÅ ÐÒÏÇÒÁÍÓ ÔÏ ÄÅÔÅÒÍÉÎÅ ÉÆ ÁÎ ÉÎÄÉÖÉÄÕÁÌ ×ÁÓ ÃÏȤÅÎÒÏÌÌÅÄ ÉÎ ÏÎÅ ÏÒ ÍÏÒÅ ÏÆ ÔÈÏÓÅ 

ÐÒÏÇÒÁÍÓȢ )Æ ÔÈÅ ÐÁÒÔÉÃÉÐÁÎÔ ×ÁÓ ÃÏȤÅÎÒÏÌÌÅÄ ÉÎ ÁÎÏÔÈÅÒ ÃÏÒÅ ÐÒÏÇÒÁÍȟ ÔÈÅ ÓÐÅÃÉÆÉÃ ÃÏÄÅ ÖÁÌÕe 

identified in the WIOA. Participant Individual Record Layout (PIRL) that applies to those 

services will be appended to the participant record. 

 These same electronic files will be used to obtain employment information for each program 

participant who has a social security number and an exit date from one or more of the six WIOA 

core programs. CTDOL currently is responsible for reporting wages, entered employment rates, 

ÁÎÄ ÅÍÐÌÏÙÍÅÎÔ ÒÅÔÅÎÔÉÏÎ ÒÁÔÅÓ ÆÏÒ ÉÎÄÉÖÉÄÕÁÌÓ ×ÈÏ ÅØÉÔ ÔÈÅ 7ÁÇÎÅÒȤ0ÅÙÓÅÒȟ !ÄÕÌÔȟ $ÉÓÌÏcated 

Worker, Youth, and Trade Adjustment Assistance programs. 

 %ÁÃÈ ÐÒÏÇÒÁÍȭÓ ÅÌÅÃÔÒÏÎÉÃ ÆÉÌÅ ÃÏÎÔÁÉÎÉÎÇ ÔÈÅ ÁÓÓÉÇÎÅÄ 7)/! ÕÎÉÑÕÅ ÉÄÅÎÔÉÆÉÅÒȟ ÃÏȤÅÎÒÏÌÌÍÅÎÔ 

data, wages, and employment information will be returned to each of the three State agencies 

for use in their Federal report submissions.    

 Eligible Training Provider (ETP) Performance Report  

CTDOL will use the CTHires case management system to collect data and generate the Eligible 

Training Provider Performance Report on all students in programs, and on WIOA participants, 

as required under WIOA. 

 Effectiveness in Serving Employers Report  

CTDOL will assume the role as lead agency in the Effectiveness in Serving Employers Report. 

Connecticut will be reporting on the Employer Penetration rate and Employee Retention.    

  

As lead administrative entity for WIOA implementation in Connecticut, CTDOL has 

responsibility to ensure that an appropriate and comprehensive set of state workforce system 

policies is established and are in place to guide effective WIOA service delivery. CTDOL has 

demonstrable experience and expertise in this role, having been responsible for administrative 

oversight and direction of the Workforce Investment Act (WIA) implementation in Connecticut. 

Building on a foundation of administratiÖÅ ÐÏÌÉÃÙ ÄÅÖÅÌÏÐÅÄ ÄÕÒÉÎÇ ÔÈÁÔ ÔÉÍÅȟ ÔÈÅ #4$/,ȬÓ 

WIOA Administration Unit has systematically drafted and developed the necessary inventory of 

7)/!ȤÒÅÌÁÔÅÄ ×ÏÒËÆÏÒÃÅ ÓÙÓÔÅÍ ÐÏÌÉÃÉÅÓȢ 4ÈÅ #4$/, 7)/! 0ÏÌÉÃÙ -ÁÎÕÁÌ ÃÁÎ ÂÅ ÆÏÕÎÄ ÁÔ 

http://www.ctdol.state.ct.us/wia/wioa.htm. The policy manual is designed to be updated as 

necessary to account for changes and improvements in WIOA service delivery over time.  

 Data Collection and Reporting  

Connecticut Department of Labor (CTDOL) maintains and operates an automated Workforce 

Development Business System to support the operational and management needs of the State of 

#ÏÎÎÅÃÔÉÃÕÔȭÓ /ÎÅȤ3ÔÏÐ ÅÍÐÌÏÙÍÅÎÔ ÓÅÒÖÉÃÅ ÄÅÌÉÖÅÒÙ ÓÙÓÔÅÍ ÕÎÄÅÒ ÔÈÅ 7Ïrkforce Innovation 

and Opportunity Act (WIOA). To address these operational, management, and reporting needs, 

CTDOL requires that state and contractor staff funded under the WIOA Adult, Dislocated 

7ÏÒËÅÒȟ 9ÏÕÔÈȟ 7ÁÇÎÅÒȤ0ÅÙÓÅÒ ÁÎÄ .ÁÔÉÏÎÁÌ $ÉÓÌÏÃÁÔÅÄ 7ÏÒËÅÒ grant programs enter data into 

the new CTHires system. Staff delivering services under the Trade Adjustment Assistance 

program also record data for this federal program into the new CTHires system. 

http://www.ctdol.state.ct.us/wia/wioa.htm
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 CTDOL also requires authorized representatives of contractor agencies funded under WIOA 

Adult, Dislocated Worker, and Youth programs to sign a Data Access Agreement, to ensure the 

protection of Personally Identifiable Information (PII) in their possession. United States 

Department of Labor (USDOL), Training and Employment Guidance Letter (TEGL) No. 39.11 is 

appended to the Data Access Agreement. In addition, staff members of these agencies that will 

access the new CTHires system are required to sign a form entitled Acknowledgment of Receipt 

of Confidential Information to advise them of responsibilities with respect to confidential 

information. 

Connecticut State Department of Education (CSDE)  

All adult education providers funded by the Connecticut State Department of Education (CSDE), 

Bureau of Health/Nutrition, Family Services and Adult Education, collect and report data 

through the Connecticut Adult Reporting System (CARS). The data entered in CARS are used by 

CSDE to meet reporting requirements at the Federal and State levels. CARS data are the basis for 

completing the Federal reporting requirements of the National Reporting System (NRS). 

CARS is a longitudinal database containing student information. The Student ID created for each 

new student in CARS is unique to that student across adult education providers and fiscal years. 

Students returning to adult education in a future fiscal year maintain the same CARS Student ID. 

Students who transfer from one adult education provider to another, or prepare in adult 

education and then register for the GED test are also able to utilize the same CARS student ID. 

Reporting processes for the WIOA Annual State Performance Report and WIOA quarterly 

reports will involve CSDE obtaining electronic files in a standard file format established by 

CTDOL. Individual records in each of these electronic program files will be matched against the 

CTDOL database that stores the WIOA unique identifiers to determine if such identifier already 

exists.  If it does exist, the unique identifier will be appended to the record.  If it does not exist, 

CTDOL will assign a unique identifier for each participant and will append it to the participant 

record.  This will ensure a common unique identifier across the three CT State agencies for each 

of six core programs, and will ensure that this identifier will be the same for every period of 

participation. 

These same electronic files will be matched to each of the electronic files for each of the six core 

programs to determine if an individual was co-enrolled in one or more of the six core programs.  

If the participant was co-enrolled in another core program, the specific code value identified in 

the WIOA Participant Individual Record Layout (PIRL) that applies to those services will be 

appended to the participant record. 

ADS- BRS 

The Vocational Rehabilitation Program at BESB has implemented a monthly tracking and 

reporting system to monitor their level of engagement in the American Job Centers. 

Through part -time co-location at the American Job Centers, BESB VR Counselors had an 

onsite prese nce at the centers 135 times during Program Year 2018, holding 115 client 

appointments at the centers. Additionally, BESB VR Counselors participated in 29 

Business Services team meetings during that time period. BESB VR Counselors directly 

facilitated the registration of 27 clients in partner services during these onsite meetings.  

The General Vocational Rehabilitation Program at the Bureau of Rehabilitation Services 

Vocational Rehabilitation Program (BRS) has implemented a monthly tracking and 

reporting sys tem to monitor the number of Work Readiness Training Programs we 

collaborate with the American Job Centers (AJCs) as well as the number of consumers 
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who have registered for these workshops. This collaboration consists of AJCs provide the 

facilitation of BR 3ȭÓ 7ÏÒË 2ÅÁÄÉÎÅÓÓ 4ÒÁÉÎÉÎÇ 0ÒÏÇÒÁÍ ÃÕÒÒÉÃÕÌÕÍ ÁÎÄ "23 ÐÒÏÖÉÄÉÎÇ ÔÈÅ 

upkeep of the training curriculum, providing training to AJC staff on the curriculum and 

disability sensitivity,  and providing evaluator services for consumers who attend the 

workshop us ing Community Rehabilitation Providers.   Since the initiation of the 

collaboration in September 2019, six (6) American Job Centers have offered a total of 

thirty -two (32) workshops which one hundred (100) BRS consumers have registered for. 

This program is available for BESB consumers as well.  

ADS continues to operate under a cooperative agreement with the CT Department of 

Labor (CTDOL) for the exchange of quarterly WIOA data. Under this agreement, ADS 

supplies CTDOL with identifying information of consumer records and VR program 

involvement. This information is processed in a database housed at CTDOL where each 

case is either matched or assigned WIOA Unique ID. This creates a common ID for all 

individuals in CT who access WIOA core programs. Program Involvem ent supplied by 

each of the core programs is matched to consumer records. CTDOL also connects wage 

data from their Unemployment Compensation Database to all cases identified as post 

exit. Inbound and outbound data is securely transmitted using Pilotfish Te chnology.  

  

  

ςȢ 4(% 34!4% 0/,)#)%3 4(!4 7),, 3500/24 4(% )-0,%-%.4!4)/. /& 4(% 34!4%ȭ3 

STRATEGIES (E.G., CO-ENROLLMENT POLICIES AND UNIVERSAL INTAKE PROCESSES WHERE 

APPROPRIATE).  ). !$$)4)/.ȟ 02/6)$% 4(% 34!4%ȭ3 '5)$%,).%3 &/2 34!4%-

ADMINISTERED ONE-STO0 0!24.%2 02/'2!-3ȭ #/.42)"54)/.3 4/ ! /.%-STOP 

DELIVERY SYSTEM 

As lead administrative entity for WIOA implementation in Connecticut, CTDOL has 

responsibility to ensure that an appropriate and comprehensive set of state workforce system 

policies is established and are in place to guide effective WIOA service delivery. CTDOL has 

demonstrable experience and expertise in this role, having been responsible for administrative 

oversight and direction of the Workforce Investment Act (WIA) implementation in Connecticut. 

"ÕÉÌÄÉÎÇ ÏÎ Á ÆÏÕÎÄÁÔÉÏÎ ÏÆ ÁÄÍÉÎÉÓÔÒÁÔÉÖÅ ÐÏÌÉÃÙ ÄÅÖÅÌÏÐÅÄ ÄÕÒÉÎÇ ÔÈÁÔ ÔÉÍÅȟ ÔÈÅ #4$/,ȬÓ 

WIOA Administration Unit has systematically drafted and developed the necessary inventory of 

7)/!ȤÒÅÌÁÔÅÄ ×ÏÒËÆÏÒÃÅ ÓÙÓÔÅÍ ÐÏÌÉÃÉÅÓȢ 4ÈÅ #4$/, 7)/! 0ÏÌÉÃÙ -ÁÎÕÁl can be found at 

http://www.ctdol.state.ct.us/wia/wioa.htm. The policy manual is designed to be updated as 

necessary to account for changes and improvements in WIOA service delivery over time.  In 

addition, throughout WIOA implementation, CTDOL and OWC have had many meetings and 

discussions with local Boards and other State agency partners to support optimal service 

delivery in the American Job Centers. State staff encourage co-enrollment whenever possible 

and discussions to work toward universal intake processes. The State hopes to move toward 

greater integration of services as case management systems allow. 

 Data Collection and Reporting  

Connecticut Department of Labor (CTDOL) maintains and operates an automated Workforce 

Development Business System to support the operational and management needs of the State of 

#ÏÎÎÅÃÔÉÃÕÔȭÓ /ÎÅȤ3ÔÏÐ ÅÍÐÌÏÙÍÅÎÔ ÓÅÒÖÉÃÅ ÄÅÌÉÖÅÒÙ ÓÙÓÔÅÍ ÕÎÄÅÒ ÔÈÅ 7ÏÒËÆÏÒÃÅ )ÎÎÏÖÁÔÉÏÎ 

and Opportunity Act (WIOA). To address these operational, management, and reporting needs, 

CTDOL requires that state and contractor staff funded under the WIOA Adult, Dislocated 

7ÏÒËÅÒȟ 9ÏÕÔÈȟ 7ÁÇÎÅÒȤ0ÅÙÓÅÒ ÁÎÄ .ÁÔÉÏÎÁÌ $ÉÓÌÏÃÁÔÅÄ 7ÏÒËÅÒ ÇÒÁÎÔ ÐÒÏÇÒÁÍÓ ÅÎÔÅÒ ÄÁÔÁ ÉÎÔÏ 

http://www.ctdol.state.ct.us/wia/wioa.htm
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the new CTHires system. Staff delivering services under the Trade Adjustment Assistance 

program also record data for this federal program into the new CTHires system. 

 CTDOL also requires authorized representatives of contractor agencies funded under WIOA 

Adult, Dislocated Worker, and Youth programs to sign a Data Access Agreement, to ensure the 

protection of Personally Identifiable Information (PII) in their possession. United States 

Department of Labor (USDOL), Training and Employment Guidance Letter (TEGL) No. 39.11 is 

appended to the Data Access Agreement. In addition, staff members of these agencies that will 

access the new CTHires system are required to sign a form entitled Acknowledgment of Receipt 

of Confidential Information to advise them of responsibilities with respect to confidential 

information. 

CTDOL Policy on Infrastructure Funding 

 

 MEMO:                   GP 17- 02 

 DATE:                    June 1, 2017     

 TO:                          Chief Elected Officials  

                                 Workforce Board Chairs  

                                 Workforce Board Directors  

                                 Commissioner Jackson, CT DOL 

                                 Commissioner Porter, CT DORS 

                                 Commissioner Wentzell, CT SDE 

                                 Commissioner Bremby, CT DSS                                  

 FROM:                    Kathleen Marioni  

                                 Executive Director  

                                 Office of Workforce Competitiveness  

SUBJECT:            Memorandum of Understanding Guidance  

                                One-Stop Infrastructure Cost Sharing  

 REFERENCES 

WIOA Sec. 121(c), 121(h), USDOL TEGL 17-16, 20 CFR 678.700 ɀ 678.760 

1. PURPOSE 

To provide updated guidance regarding one stop infrastructure cost sharing and the 

development of Memoranda of Understanding (MOUs). 

1. BACKGROUNDWIOA makes improvements to the public workforce system including a 

requirement that required partner programs dedicate funding for allowable 

infrastructure and other shared costs that are allocable to the partner and in proportion 

ÔÏ ÔÈÅ ÐÁÒÔÎÅÒȭÓ ÕÓÅ ÁÎÄ ÔÈÅ ÒÅÌÁÔÉÖÅ ÂÅÎÅÆÉÔ ÒÅÃÅÉÖÅÄ ÂÙ ÔÈÅ ÐÁÒÔÎÅÒ ÐÒÏÇÒÁÍȢ53 $/, ÈÁÓ 

recently provided detailed guidance to states regarding the development of MOUs and 

the determination of infrastructure and other shared costs (TEGL 17-16).  The 
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Memoranda of Understanding (MOU) between local Workforce Development Boards 

(WDBs) and one-stop partners is the instrument by which costs to support the one stop 

centers are outlined. The MOU must describe the operating budget of the one-stop 

centers, including how the costs of services provided by the one stop system and how 

the operating costs of the system will be funded, including the infrastructure costs for 

the one stop system. An Infrastructure Funding Agreement (IFA) detailing the respective 

costs of each partner agency is a mandatory component of the local Memorandum of 

Understanding between the WDBs and one-stop partners.Attached are USDOL TEGL 17-

16 and CT DOL MOU guidelines. In addition, USDOL has made available resources 

provided at recent WIOA convenings including the attached information regarding a 

comparison between local and state funding mechanisms. 

2. Connecticut Department of Labor WIOA PolicyOne-Stop Center Infrastructure Cost -

Sharing Agreements  1.  Purpose:                               This Issuance conveys guidance for 

Local Workforce Development Boards (WDBs), Chief Elected Officials (CEOs), and 

one-stop center Required Partners to manage creation of a lo cal infrastructure 

cost-allocation agreement (IFA). The deadline for advising the State of an impasse 

in completing the agreement is given, as is the deadline for submission of 

infrastructure budgets. Procedures are discussed whereby a State - determined 

in frastructure -cost allocation mechanism would be triggered if a local agreement 

is not reached prior to the State deadline. The appeals process for disputing the 

contribution required of a one -stop partner by such a State mechanism is 

described.   

3. Background:                        The Workforce Innovation and Opportunity Act (WIOA) 

requires local WDBs to develop and finalize a Memorandum of Understanding (MOU) 

among itself and its Required Partners, with the agreement of the Chief Elected Official, 

for the Local Workforce Development Area (LWDA). The MOU coordinates operation of 

the local one-stop delivery system, provision of programs and services, and 

apportionment of costs. The Office of Workforce Competiveness (OWC) previously 

issued initial IFA and MOU guidance, GP 17-02. 

4.  WIOA requires that the MOU include details on how the Local WDB, CEO, and one-stop 

center Required Partners will fund one-stop infrastructure costs for all comprehensive 

one-stop centers in the local area. It is recommended that any infrastructure cost-

sharing agreement for affiliated-site costs be negotiated separately from the statutorily 

required cost-sharing agreement covering comprehensive one-stop centers. WIOA sec. 

121(h) mandates that the State, through the designated authority of the Governor, 

provide guidance to assist local WDBs, CEOs, and one-stop partners to determine 

equitable and stable methods to fund one-stop center infrastructure costs. The cost-

allocation methodology must be in accord with Office of Management and Budget (OMB) 

Uniform Administrative Requirements, Cost Principles, and Audit Requirements for 

Federal Awards in 2 CFR Parts 200 and 2900. WIOA and its implementing regulations 
ÁÌÓÏ ÒÅÑÕÉÒÅ ÔÈÁÔ ÔÈÅ 3ÔÁÔÅȭÓ ÇÕÉÄÁÎÃÅ ÉÎÃÌÕÄÅ ÔÉÍÅÌÉÎÅÓ ÆÏÒ ,ÏÃÁÌ 7$"Ó ÔÏ ÎÏÔÉÆÙ ÔÈÅ 

State if local infrastructure cost- allocation negotiations reach an impasse.If the Local 

WDB and the required partners are unable to conclude and sign a local infrastructure 

cost-ÓÈÁÒÉÎÇ ÁÇÒÅÅÍÅÎÔ ÆÏÒ ÔÈÅ ÅÎÓÕÉÎÇ 0ÒÏÇÒÁÍ 9ÅÁÒ ÂÅÆÏÒÅ ÔÈÅ 3ÔÁÔÅȭÓ ÄÅÁÄÌÉÎÅȟ WIOA 

gives the State no recourse but to impose an alternative State infrastructure cost-

allocation mechanism. This is not an alternative to the local funding agreement. It is a 

statutory consequence triggered by an inability of the concerned parties in the LWDA to 

self-determine a funding plan.  
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5. Substance:                  State Guidelines 

6. In compliance with WIOA sec. 121(h)(1)(B)(ii) and the implementing rules at 20 

CFR 678.700-678.55, as well as US Department of Labor Guidance letters, e.g. 

Training and Employment Guidance Letter 17 -16, OWC herewith issues 

!ÔÔÁÃÈÍÅÎÔ ρ ÔÏ ÔÈÉÓ ÉÓÓÕÁÎÃÅ ÃÏÎÔÁÉÎÉÎÇ ÔÈÅ Ȱ#ÏÎÎÅÃÔÉÃÕÔ 7)/! )ÎÆÒÁÓÔÒÕÃÔÕÒÅ 

#ÏÓÔ 3ÈÁÒÉÎÇ 'ÕÉÄÅÌÉÎÅÓȢȱLocal MOU signatories are not bound to follow these 

recommendations; they may, in fact, adopt any local cost-allocation mechanism that is in 

accord with the Uniform Guidelines in 2 CFR Parts 200 and 2900. Nevertheless, we 

strongly encourage local WDBs, CEOs, and one-stop partners to develop their local 

infrastructure -cost allocation agreements using these guidelines.Notice of ImpasseAn 

agreement must be negotiated, signed, and in effect by January 1, 2018, therefore final 

IFAs are due by December 1, 2017 . Local WDBs must provide a Notice of Impasse to 

OWC no later than November 1, 2017  where local negotiations were unsuccessful. This 

notification may originate with the Local WDB, the CEO, or any one of the Required 

Partners.BudgetsLocal budgets upon which the local infrastructure cost-allocation 

agreements will be based must be submitted to OWC by November  1, 2017. These will 

be reviewed by OWC and the WIOA Administration Unit. In the event of unsuccessful 

negotiations for a local infrastructure cost- allocation agreement, any budget approved 

by the Local WDB, CEO, and Required Partners will be used by the State as a basis for a 

State-imposed mechanism, as mandated by the WIOA Final Rules. If, by the State 

deadline for local cost-allocation agreements, there is also no locally approved 

infrastructure budget, the WIOA Final Rules require the State to determine that budget 

for the local area. State Infrastructure Cost -Allocation Mechanism If, by December 1, 

2017 , the local infrastructure cost-allocation mechanism has not been completed, 

signed, and submitted to the State, the State will be statutorily compelled to impose a 

State infrastructure cost-allocation mechanism as prescribed by WIOA sec. 121(h) and 

the Final Rules in 20 CFR Part 678. The specific allocations in this mechanism will be 

transmitted to the LWDB, the CEO, and the one-stop Required Parties for the local area 

prior to the start of January 1, 2018, if feasible.The State mechanism generally makes 

fewer funds available than a local agreement. The U.S. Department of Labor notes in its 

ÐÒÅÁÍÂÌÅ ÔÏ ÔÈÅ 7)/! &ÉÎÁÌ 2ÕÌÅÓȟ Ȱȣ×ÈÉÌÅ ÕÎÄÅÒ ÔÈÅ ÌÏÃÁÌ-funding mechanism partner 

programs may contribute through any funds allowed by their authorizing statutes, 

under the State funding mechanism, infrastructure funds must come from 

ÁÄÍÉÎÉÓÔÒÁÔÉÖÅ ÆÕÎÄÓ ÆÏÒ ÔÈÅ ÍÁÊÏÒÉÔÙ ÏÆ ÐÁÒÔÎÅÒ ÐÒÏÇÒÁÍÓȢȱAppeals ProcessUpon 

receipt of the specific terms of a State infrastructure cost-allocation mechanism, any 

local WDB or one-stop required partner may appeal for cause, within 21 calendar days, 

ÉÎ ×ÒÉÔÉÎÇ ɉÅÌÅÃÔÒÏÎÉÃ ÏÒ ÈÁÒÄÃÏÐÙɊ ÔÈÅ 3ÔÁÔÅȭÓ ÄÅÔÅÒÍÉÎÁÔÉÏÎ ÒÅÇÁÒÄÉÎÇ ÔÈÅ ÐÏÒÔÉÏÎ ÏÆ 

funds (or non-cash contributions) it the Local WDB  or required partner is to provide. To 

be officially received, an appeal must fully contain evidence of the following: 

7.  

a. An introduction identifying the appellant and designating the letter as a formal 

appeal 

b. Full citations from WIOA or the WIOA Final Rules in Title 29 or Title 34 of the 

Code of Federal Regulations that support the appeal. 

8. ·         Identify the basis for the appeal. WIOA stipulates that a State mechanism 

allocation determination may be appeal ed only if the determination is 

inconsistent with the requirements of WIOA sec. 121(h)(2)(E). The Final Rule at 
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20 CFR 678.750 further limits admissible grounds for an appeal to three 

ÐÏÓÓÉÂÉÌÉÔÉÅÓȢ 4ÈÅ ÐÅÔÉÔÉÏÎÅÒ ÍÕÓÔ ÍÁËÅ Á ÃÁÓÅ ÔÈÁÔ ÔÈÅ 3ÔÁÔÅȭÓ ÄÅÔÅÒÍÉÎation is 

inconsistent with:  

9.  

a.  

i. the proportionate-share requirements in 20 CFR 678.737, or 

ii. the cost-contribution limitations in 20 CFR 678.730(c), or 

iii.  the cost-contribution caps in 20 CFR 678.738 

10. The letter must be signed (electronic signature is acceptable) and dated. 

11.  Appeals must be submitted to OWC in one of the following manners: 

12. e-mail to Kathleen Marioni, Executive Director of OWC, at Kathleen.marioni@ct.gov; or 

13. fax to the CT DOL, Attention Kathleen Marioni, at (860)263 -6529; or 

14. mail to CT DOL, OWC, Attention Kathleen Marioni, 200 Folly Brook Boulevard, 

Wethersfield, CT 06109. 

15.  The State will acknowledge the appeal and return a determination from OWC 

under the designated authority of the Governor as quickly as feasible. Until the 

appeals process is completed, the appellant will remain liable for its contribution 

as originally determined in the State funding mechanism. If a one -ÓÔÏÐ ÐÁÒÔÎÅÒȭÓ 

appeal to the State using the process described in 20 CFR 678.750 is successful 

and results in a change to the one -ÓÔÏÐ ÐÁÒÔÎÅÒȭÓ ÉÎÆÒÁÓÔÒÕÃÔÕÒÅ-cost 

contributions, then the WDB/partner MOU must be updated to reflect the final 

one-stop partner infrastructure - cost contributions.   

16. Actions:                     October 1, 2017  

17. A status report on each IFA must be submitted to OWC. This should include draft IFAs if 

available.November   1, 2017Local WDBs must submit a Notice of Impasse to OWC in 

cases where the Board determines it is unlikely an IFA will be negotiated and finalized 

by December 1, 2017. Local WDBs must submit local budgets for the infrastructure costs 

ÆÏÒ ÔÈÅ ÌÏÃÁÌ ÁÒÅÁȭÓ ÏÎÅ-stop centers to OWC on or before this date. These budgets will be 

reviewed by OWC and WIOA Administration.December 1, 2017All successfully 

completed and signed WDB infrastructure cost-sharing agreements must be submitted 

to OWC by December 1, 2017. These will be reviewed by OWC and WIOA 

Administration.If the local WDB has not finalized, signed, and submitted a local 

infrastructurecost-allocation mechanism to the State by December 1, 2017, the local 

WDB is required to notify the State. The State will in turn advise all signatories to the 

MOU that the infrastructure-cost allocations for PY 2017 (and for each subsequent 

program year for which the local WDB fails to reach such agreement) will be 

determined by the State, as required by WIOA sec. 121(h).The State one-stop 

infrastructure funding mechanism will be applied per the requirements of WIOA sec. 

121(h)(2) and the implementing regulations at 20 CFR 678.725 through 678.750, 

ÉÎÃÌÕÓÉÖÅȢ !ÌÌ ÓÉÇÎÁÔÏÒÉÅÓ ÔÏ ÔÈÅ -/5 ×ÉÌÌ ÒÅÃÅÉÖÅ ÔÈÅ 3ÔÁÔÅȭÓ .ÏÔÉÃÅ ÏÆ !ÐÐÌÉÃÁÔÉÏÎ ÏÆ 3ÔÁÔÅ 

Infrastructure Cost-funding Mechanism, with determinations of allocations, as soon as 

practicable after the local WDB provides the State with materials and documents 

mailto:Kathleen.marioni@ct.gov
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relating to the unsuccessful negotiation, as prescribed in 20 CFR 678.735(a).Appeal 

Process DeadlineWithin 21 calendar days following receipt of a State Notice of 

Application of State Infrastructure Co st-funding mechanism, any local WDB or 

Required Partner may appeal its allocation determination for such causes and in 

ÓÕÃÈ ÍÁÔÔÅÒ ÁÓ ÄÅÓÃÒÉÂÅÄ ÉÎ ÔÈÉÓ )ÓÓÕÁÎÃÅ ÕÎÄÅÒ Ȱ!ÐÐÅÁÌÓ 0ÒÏÃÅÓÓȢȱ 

18. Contact:                     Direct questions or comments regarding this issuance to Program 

Policy, Connecticut Department of Labor, at (860) 263-6755. 

19.   

20. References:                 7)/! 3ÅÃÔÉÏÎ ρςρȟ Ȱ%ÓÔÁÂÌÉÓÈÍÅÎÔ ÏÆ ÏÎÅ-ÓÔÏÐ ÄÅÌÉÖÅÒÙ ÓÙÓÔÅÍȢȱ 

21. ςπ #&2 0ÁÒÔ φχψȟ Ȱ$ÅÓÃÒÉÐÔÉÏÎ ÏÆ ÔÈÅ ÏÎÅ-stop delivery system under Title I of the 

7ÏÒËÆÏÒÃÅ )ÎÎÏÖÁÔÉÏÎ ÁÎÄ /ÐÐÏÒÔÕÎÉÔÙ !ÃÔȟȱ 3ÕÂÐÁÒÔ %ȟ Ȱ/ÎÅ-stop operating 

ÃÏÓÔÓȢȱ Attachments   CT DEPARTMENT OF LABORWIOA MOU Dispute Resolution 

Form   Dispute Submission Date _______________________________________________Local 

Workforce Development Bo ard          _________________________________Local Board Chair 

______________________________________________________ Petitioner 

____________________________________________________________                                    (Name Person 

Submitting Form)Re presenting 

_________________________________________________________                                    (Local Partner 

Organization)  Local Partners Involved in Dispute   Nature of Dispute (Describe the 

nature of the Dispute)   Contact Information for Local Partners   I, the undersigned, 

as representative of the above local partner, certify that the above information 

provided is to the best of my 

recollection.  _____________________________________________                  _______________Signature of 

Petitioner                                                                      Date  

            

1. POLICY 

            The WDB local plan guidelines issued on February 5, 2016, required the        submission of 

Memoranda of Understanding (MOU) between WDBs and required     partners, recognizing that 

the IFA and other components to the MOU would be    added going forward. 

            Per TEGL 17-16, Section 14, USDOL is providing an extension for the           implementation 

date of final FOAs to be in place no later than January 1, 2018. However, this extension does 

not change the deadline of July 1, 2017    for the rest of the MOU, as required in this TEGL. 

Therefore, MOUs must be       submitted to OWC by July 1, 2017.  

 As a status update, we are requesting that WDBs s ubmit draft or completed IFAs by 

October 1, 2017 to OWC. 

WIOA provides that in circumstances where the local  Board is unable to reach an agreement 

with required partners regarding     infrastructure costs that a State Funding Mechanism (SFM) 

will be applied. If a stalemate is reached, the WDB  must provide OWC the attached MOU 

Dispute Resolution Form and all   materials that were generated during the local negotiation 

process, including: 

  

¶  
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o Proposed cost allocation methodologies; 

o Proposed or agreed to infrastructure budgets; 

o Type and source of funds available; 

o Any proposed contribution amounts from partners; 

o Any agreed upon, proposed, or draft IFAs: and 

o Additional information as needed. 

Please direct questions to Kathleen Marioni at kathleen.marioni@ct.gov or (860) 263-6526. 

  

  

  

3. STATE PROGRAM AND STATE BOARD OVERVIEW 

A. STATE AGENCY ORGANIZATION 

Department of Aging and Disability Services  

The mission of the Department of Aging and Disability Services (ADS) is to maximize 

opportunities for the independence and well-being of people with disabilities and older adults 

in Connecticut. The primary customers of the agency are individuals with disabilities and older 

adults. In the employment-based programs, business/employers are a dual customer. 

 he Department has four programmatic bureaus, including: 

¶ Bureau of Aging Services (Aging) 

¶ Bureau of Disability Determination Services (DDS) 

¶ Bureau of Education and Services for the Blind (BESB) 

¶ Bureau of Rehabilitation Services (BRS) 

 Programs, policies and practices are designed to promote employment, independence, equal 

access, self-sufficiency and self-advocacy. ADS is the designated state agency for the two VR 

programs. Consumers with disabilities who need help finding employment may apply for 

assistance at the applicable ADS offices. They may seek assistance to prepare for, secure, retain, 

advance in, or regain employment in a competitive and integrated setting. Services may include 

vocational counseling, benefits counseling, job search assistance, skill training and career 

ÅÄÕÃÁÔÉÏÎȟ ÓÃÈÏÏÌȤÔÏȤ×ÏÒË ÔÒÁÎÓÉÔÉÏÎ ÓÅÒÖÉÃÅÓȟ ÏÎȤÔÈÅȤÊÏÂ ÔÒÁÉÎÉÎÇ ÉÎ ÂÕÓÉÎÅÓÓ ÁÎÄ ÉÎÄÕÓÔÒÙȟ 

assistive technology services for mobility, communication and work activities, vehicle and home 

modifications, supported employment services, restoration services for a physical or mental 

condition and assistance accessing transportation options. Once eligibility has been determined, 

consumers work with a VR counselor to develop an Individualized Plan for Employment (IPE) 

to identify the target employment goal and the services that ADS can provide to assist them in 

ÒÅÁÃÈÉÎÇ ÔÈÁÔ ÇÏÁÌȢ 4ÈÅ )0% ÁÌÓÏ ÉÄÅÎÔÉÆÉÅÓ ÔÈÅ ÃÏÎÓÕÍÅÒȭÓ ÒÅÓÐÏÎÓÉÂÉÌÉÔÉÅÓ ÔÏ ÈÅÌp reach the 

desired job goal. 

 ADS-SCSEP 

mailto:kathleen.marioni@ct.gov
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As the state SCSEP grantee, ADS relies on its sub-grantee, who is under contract to provide 

ÓÅÒÖÉÃÅÓ ÉÎ ÔÈÅ ÇÒÁÎÔȭÓ ÓÅÒÖÉÃÅ ÁÒÅÁÓ ÏÆ &ÁÉÒÆÉÅÌÄȟ ,ÉÔÃÈÆÉÅÌÄ ÁÎÄ New Haven Counties. Consumers 

seeking assistance in these areas can contact the sub-grantee or the State SCSEP Coordinator at 

ADS. In areas served by The WorkPlace, consumers can contact their local offices or the State 

SCSEP Coordinator at ADS, as well, to be directed to local services. 

 CT Department of Education  

The Connecticut State Department of Education is committed to quality adult education 

programs which are accessible to all Connecticut adults and lead to mastery of the essential 

proficiencies needed to function as productive citizens in work, family and community 

ÅÎÖÉÒÏÎÍÅÎÔÓȢ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÁÄÕÌÔ ÅÄÕÃÁÔÉÏÎ ÐÒÏÇÒÁÍÓ ÁÒÅ ÇÏÖÅÒÎÅÄ ÂÙ #ÏÎÎÅÃÔÉÃÕÔ 'ÅÎÅÒÁÌ 

Statutes, which require local school districts to offer education programs necessary to acquire 

basic literacy skills, elementary education, English language proficiency, secondary school 

completion and/or preparation for equivalency or proficiency examinations. Local school 

districts and other eligible agencies providing mandated adult education programs are 
ÒÅÉÍÂÕÒÓÅÄ ÂÙ ÔÈÅ #ÏÎÎÅÃÔÉÃÕÔ 3ÔÁÔÅ $ÅÐÁÒÔÍÅÎÔ ÏÆ %ÄÕÃÁÔÉÏÎ ÏÎ Á ÃÏÓÔȤÓÈÁÒÉÎÇȟ ÓÌÉÄÉÎÇ ÓÃÁÌÅ 

based on the relative wealth of a district. 

 "Ù ÓÕÐÐÌÅÍÅÎÔÉÎÇ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÃÏÍÍÉÔÍÅÎÔ ÏÆ ÓÔÁÔÅ ÁÎÄ ÌÏÃÁÌ ÁÄÕÌÔ ÅÄÕÃÁÔÉÏÎ ÄÏÌÌÁÒÓ ×ÉÔÈ 

WIOA Title II dollars, Connecticut expands its provider network while enhancing and 

ÓÕÐÐÏÒÔÉÎÇ ÐÒÏÇÒÁÍÓ ÁÎÄ ÓÅÒÖÉÃÅÓ ÔÈÁÔ ÁÒÅ ÍÏÒÅ ÃÏÍÐÒÅÈÅÎÓÉÖÅȟ ÃÏÓÔȤÅÆÆÅÃÔÉÖÅ ÁÎÄ ÒÅÓÐÏÎÓÉÖÅ 

to community needs. In addition to the local school districts, volunteer programs, community 

based organizations and other agencies provide adult education services in Connecticut by 

recruiting and retaining educationally and economically disadvantaged adults. By focusing on 

the needs of learners, families, communities and employers, adult education programs succeed 

ÉÎ ÉÍÐÒÏÖÉÎÇ ÔÈÅ ÓËÉÌÌÓ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÌÅÁÒÎÅÒÓȟ ÅÎÁÂÌÉÎÇ ÔÈÏÕÓÁÎÄÓ ÏÆ ÒÅÓÉÄÅÎÔÓ ÔÏ ÁÔÔÁÉÎ Á 

ÓÅÃÏÎÄÁÒÙ ÓÃÈÏÏÌ ÄÉÐÌÏÍÁȟ ÈÅÌÐÉÎÇ ÔÏ ÃÌÏÓÅ ÔÈÅ ÓËÉÌÌÓ ÇÁÐ ÉÎ ÔÈÅ ×ÏÒËÐÌÁÃÅȟ ÁÓÓÉÓÔÉÎÇ ÎÏÎȤ%ÎÇÌÉÓÈ 

speakers to learn English, easing the transition ÔÏ ÐÏÓÔȤÓÅÃÏÎÄÁÒÙ ÅÄÕÃÁÔÉÏÎȟ ÐÒÅÐÁÒÉÎÇ 

residents to attain U.S. citizenship and helping families to break the intergenerational cycle of 

illiteracy.   

 CT Department of Social Services 

CTDSS provides a wide range of services to children, families, older adults, persons with 

disabilities, and other individuals who need assistance in maintaining or achieving their full 

ÐÏÔÅÎÔÉÁÌ ÆÏÒ ÓÅÌÆȤÄÉÒÅÃÔÉÏÎȟ ÓÅÌÆȤÒÅÌÉÁÎÃÅ ÁÎÄ ÉÎÄÅÐÅÎÄÅÎÔ ÌÉÖÉÎÇȢ #4$33 ÄÅÌÉÖÅÒÓ Á ×ÉÄÅ ÖÁÒÉÅÔÙ 

of services to children, families, adults, people with disabilities and the elderly, including health 

care coverage, food and nutrition assistance, child support services, independent living services, 

ÅÎÅÒÇÙ ÁÓÓÉÓÔÁÎÃÅȟ ÁÎÄ ÐÒÏÇÒÁÍ ÇÒÁÎÔÓȢ #4$33 ÁÄÍÉÎÉÓÔÅÒÓ -ÅÄÉÃÁÉÄ ÁÎÄ ÔÈÅ #ÈÉÌÄÒÅÎȭÓ (ÅÁÌÔÈ 

Insurance Program; the Supplemental Nutrition Assistance Program and the Temporary 

Assistance for Needy Families program, among others. With a staff of about 1,900, the 

department provides services to more than 1 million Connecticut residents of all ages. 

 CT Department of Labor  

The Connecticut Department of Labor is committed to protecting and promoting the interests of 

#ÏÎÎÅÃÔÉÃÕÔ ×ÏÒËÅÒÓȢ )Î ÏÒÄÅÒ ÔÏ ÁÃÃÏÍÐÌÉÓÈ ÔÈÉÓ ÉÎ ÁÎ ÅÖÅÒȤÃÈÁÎÇÉÎÇ ÅÎÖÉÒÏÎÍÅÎÔȟ ×Å ÁÓÓÉÓÔ 

workers and employers to become competitive in the global economy. We take a comprehensive 

approach to meeting the needs of workers and employers, and the other agencies that serve 

ÔÈÅÍȢ 7Å ÅÎÓÕÒÅ ÔÈÅ ÓÕÐÐÌÙ ÏÆ ÈÉÇÈȤÑÕÁÌÉÔÙ ÉÎÔÅÇÒÁÔÅÄ ÓÅÒÖÉÃÅÓ ÔÈÁÔ ÓÅÒÖÅ ÔÈÅ ÎÅÅÄÓ ÏÆ ÏÕÒ 

customers. 
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 The CT Department of LabÏÒȭÓ 7)/! !ÄÍÉÎÉÓÔÒÁÔÉÏÎ 5ÎÉÔ ÈÁÓ ÁÄÍÉÎÉÓÔÒÁÔÉÖÅ ÒÅÓÐÏÎÓÉÂÉÌÉÔÉÅÓ ÆÏÒ 

the WIOA Title IB funded programs as well as a multitude of other federal, state and 

discretionary funded programs providing workforce development programming. 

 These programs include: Trade Adjustment Allowance, National Dislocated Worker Grants, 

including Disaster Relief, Rapid Response, State Youth Employment Program, Department of 

Children and Families Youth Employment Program, STRIVE, Second Chance Initiative, 

Opportunities for Long-term Unemployed a.k.a. Platform to Employment, Mortgage Crisis Job 

Training Program, Manufacturing Pipeline Initiative. The administrative functions of this unit 

includes but is not limited to policy and procedure development, monitoring ɀ both 

programmatically and fiscally, development of grants and contracts, reporting, and 

management information system support.   

 CTDOL local office staff members deliver direct services within American Job Centers under the 

7ÁÇÎÅÒȤ 0ÅÙÓÅÒȟ 4ÒÁÄÅ !ÄÊÕÓÔÍÅÎÔ !ÓÓÉÓÔÁÎÃÅȟ 5Îemployment Insurance, and Veterans 

programs. Examples of services provided under these programs include: assessment of skills, 
vocational counseling, provision of labor market and other information, provision of referrals to 

employment and to supportive services for individuals, recruitment services for employers, 

unemployment insurance, and rapid response assistance for employers and their employees. 

These services are designed to assist individuals to obtain employment to ultimately achieve 

ÓÅÌÆȤÓÕÆÆÉÃÉÅÎcy, and to assist employers to secure qualified employees to assist them to become 

competitive. 

 #4$/,ȭÓ 5ÎÅÍÐÌÏÙÍÅÎÔ )ÎÓÕÒÁÎÃÅ ɉ5)Ɋ /ÐÅÒÁÔÉÏÎÓȟ 5) 4ÁØȟ ÁÎÄ %3 "ÏÁÒÄ ÏÆ 2ÅÖÉÅ× ÁÒÅ 

separate divisions within CTDOL. These divisions work closely with the Employment and 

Training Division and the local American Job Centers to provide seamless customer services. 

Jobs First Employment Services (JFES):  

 4ÈÅ #ÏÎÎÅÃÔÉÃÕÔ $ÅÐÁÒÔÍÅÎÔ ÏÆ ,ÁÂÏÒȭÓ ɉ#4$/,Ɋ 7ÅÌÆÁÒÅ ÔÏ 7ÏÒË ÕÎÉÔ ÁÄÍÉÎÉÓÔÅÒÓ ÔÈÅ *ÏÂÓ 

First Employment Services (JFES) program, which serves recipients of Temporary Family 

!ÓÓÉÓÔÁÎÃÅ ɉ4&!ɊȢ 4&! ÉÓ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÃÁÓÈ ÁÓÓÉÓÔÁÎÃÅ ÐÒÏÇÒÁÍ ÆÏÒ ÌÏ×-income families or 

pregnant women using federal Temporary Assistance for Needy Families (TANF) funding.  TFA 

eligibility is administered by the Connecticut Department of Social Services (CTDSS). The 

CTDOL administers the JFES program in partnership with the Department of Social Services 

(DSS) and the five Workforce Development Boards (WDBs). The WDBs operate as 

intermediaries that subcontract with other organizations to provide services to JFES 

participants at American Job Centers (AJCs) located throughout the state.  Services include job 

search assistance, vocational education, adult basic education, unsubsidized employment, 

subsidized employment, case management, community service and other support services such 

as in-home assessments, case management and transportation benefits. All JFES participants are 

eligible to receive childcare subsidies through the Connecticut Office of Early Childhood 

(CTOEC). The ultimate goal of the JFES program is to enable participants, through employment, 

to become independent from cash assistance and be self-sufficient. 

 The Jobs First Employment Services program (JFES) has implemented a number of initiatives 

since the last CT WIOA state plan was submitted. First, CTDOL implemented the JFES CTHires 

electronic case management system in March 2018. Connecticut was the first state in the 

country to successfully implement a TFA/Welfare to Work system in partnership with Geo 

Solutions. 

 In April 2014, DOL began its initiative to implement a new web-based system known as 

Connecticut Helping Individuals and Employers Reach Employment Success (CTHires). This 



Page 89 

system will support the JFES program partners including Department of Social Services (DSS), 

Workforce Development Boards (WDBs) and subcontracted case management entities.  

 CTHires is a powerful online job seeker/workforce services system, accessed as a website from 

home, work or at an American Job Center. It was specifically designed for job seekers, 

caseworkers, employers, training providers and workforce professionals. The system provides 

fast access to a complete set of employment tools in one website.  

 Features to help job seekers: 

¶ Create and send résumés and cover letters to employers, 

¶ Research training providers, 

¶ Review available jobs and apply online, 

¶ Set-up job search agents to automatically review job postings and send notifications of 

jobs that match specific skills sets, 

¶ Track individual job search efforts and résumés sent, 

¶ Research regional labor market information, and 

¶ Utilize the email/message center to contact employers and case workers directly. 

 Features to help employers: 

¶ Define skills and post job orders to find potential candidates, 

¶ Research labor market information on salaries and economic data, 

¶ Set-up a Virtual Recruiter search agent to automatically find candidates within the 
system that match the job skills of the job order, and 

¶ Communicate with job seekers, agency staff, training providers and others within the 
system email and message center. 

 The launch for features and programs offered through CTHires ran in a phased approach. Phase 

I, which occurred in December 2015, included Wagner-Peyser, Workforce Innovation 

Opportunity Act (WIOA) and Trade Adjustment Assistance (TAA) programs. Phase II brought 

the JFES module and Phase III will bring in the Work Opportunity Tax Credit (WOTC) program. 

 The JFES program launched into CTHires in March 2018, making this a universal system for all 

the workforce development programs as WIOA, Wagner-Peyser and TAA launched as part of 

Phase I, in December 2015. The JFES module brought many benefits for the program, including: 

  

¶ Improved compliance with JFES state and federal requirements for tracking 

participation hours and timeliness of service delivery,  

  

¶ Developed a participant-directed and goal-driven employment plan which enables the 
participant and their Case Manager to collaborate on  any modifications, 

¶ Increased tracking of monetary penalties for noncompliance in cases where a 

participant must be referred for a potential sanction, 
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¶ Shared information with core partners including other workforce programs, state 

agencies, family service agency and childcare partners, 

¶ Streamlined off-site auditing with comprehensive reporting components, and 

¶ Enhanced data collection to ensure staff is capturing information accurately and timely. 

 After March 2018, the program development transitioned to developing the remaining 

requirements not required at the program launch date. These requirements include more  

specific JFES reports that rely on the use of Temporary Family Assistance (TFA) data from 

Department of Social Services (DSS). From March 2018 through November 2019, additional 

features have been or will be added to the JFES system, including: 

  

¶ Overall improved functionality on system screens to save time on data entry, 

¶ Enhanced attendance record functionality with an automated work participation report 

for federal TANF reporting needs, 

¶ Increased alerts to notify case management staff of participant updates or system issues 

in a more timely manner, 

¶ An automated interface with the subsidized childcare program to track participant 

applications, eligibility and enrollment in a child care program, 

¶ Improved interfaces with DSS to track participant engagement in services and financial 
transactions for participation and transportation benefits, and 

¶ Multiple program reports to track a wide variety of outcomes for JFES participants from 
employment and training outcomes, wage information, credential attainment, caseloads, 

timeliness of barrier resolution or management and access to supportive services, and 

progress in daily job searching tasks such as resume development. 

 2Gen Approach  

The CTDOL Deputy Commissioner and the JFES Unit Director have been very involved in the 

ÓÔÁÔÅȭÓ ς'ÅÎ )ÎÉÔÉÁÔÉÖÅȢ  As a result, the CTDOL JFES unit is looking at the entire JFES program 

through the 2Gen lens and is pursuing a number of enhancements to the program that are in the 

spirit of 2Gen. 

 Family Centered Coaching  

The Connecticut Department of Labor Jobs First Employment Services Unit is partnering with 

the Connecticut Association for Human Services for (1) 2 day training session on the topic of 

Family Centered Coaching. The training would be held on October 21, 2019 and October 29th at 

the DOL Central Office in Wethersfield. The trainees include approximately 35 individuals, 

including the staff in the DOL Jobs First Employment Services Unit, representatives from each of 

the 5 Workforce Development Boards and some of their front line Jobs First program 

supervisors. In November, 2019, all JFES case managers around the state will also receive 

Family Centered Coaching training. This training is in conjunction with the State of 

#ÏÎÎÅÃÔÉÃÕÔȭÓ ς'ÅÎ )ÎÉÔÉÁÔÉÖÅȢ 

 As DOL looks at the JFES program through the 2Gen lens, this training will be the foundation of 

the Jobs First Employment Services program going forward and will shape the way JFES 
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participants are connected to the JFES program and the customer flow will be driven by the 

principles learned in this training as we partner with the Workforce Development Boards to 

implement these changes. The DOL JFES Unit Director and Operations Coordinator have already 

been through this training and have a clear understanding of the value of the training and the 

impact it can have on the JFES program and its participants. The Family Centered Coaching 

ÁÐÐÒÏÁÃÈ ÐÕÔÓ ÔÈÅ ÃÌÉÅÎÔ ÉÎ ÔÈÅ ÄÒÉÖÅÒȭÓ ÓÅÁÔ ×ÈÅÒÅ ÔÈÅ ÃÌÉÅÎÔ ÉÄÅÎÔÉÆÉÅÓ ÔÈÅ ÇÏÁÌÓ ÁÎÄ challenges 

for themselves and their families. It focuses on the whole family unit rather than just the 

individual themselves. It also takes into account that families need different things at different 

times to move forward. This approach also incorporates a Mental Health screening component.  

Right now, approximately 50% of the clients referred to the JFES orientation session actually 

show up. We are moving from a group orientation session to a one on one orientation session 

which incorporates all of the principles of Family centered Coaching. We think this will improve 

the attendance rate at this orientation and lead to a greater level of engagement of these 

families who are living in poverty.  

 Implementation of Financial Literacy Workshops for Jobs First  Employment Services 

(JFES)  

Participants:       

The Connecticut Department of Labor (CTDOL) has partnered with the Connecticut Association 

ÆÏÒ (ÕÍÁÎ 3ÅÒÖÉÃÅÓ ɉ#!(3Ɋ ÔÏ ÐÒÏÖÉÄÅ ÔÈÅ Ȱ-ÏÎÅÙ -ÁÔÔÅÒÓȱ ÆÉÎÁÎÃÉÁÌ ÌÉÔÅÒÁÃÙ ×ÏÒËÓÈÏÐ ÔÏ ÁÌÌ 

Jobs First Employment Services (JFES) participants within 90 days of being granted Temporary 

&ÁÍÉÌÙ !ÓÓÉÓÔÁÎÃÅ ɉ4&!Ɋȟ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÃÁÓÈ ÁÓÓÉÓÔÁÎÃÅ ÐÒÏÇÒÁÍȢ  The workshops are facilitated 

by CAHS volunteers and are held in all of the American Job Centers (AJCs) across the state. The 

goal of the workshop is to help JFES participants take  

steps toward financial empowerment. An additional three months of one-on-one financial 

coaching will be offered to all JFES participants.  While financial empowerment includes the 

concept of financial literacy, the main focus is to build the skills needed to create a budget, 

ÍÁÎÁÇÅ ÍÏÎÅÙ ÁÎÄ ÍÁËÅ ȰÓÍÁÒÔȱ ÆÉÎÁÎÃÉÁÌ ÄÅÃÉÓÉÏÎÓȢ #!(3 ×ÏÒËÓ ÔÏ ÅÍÐÏ×ÅÒ ÁÎÄ ÅÑÕÉÐ #4 

residents to become financially stable and financially capable so they can build a secure future. 

These financial literacy workshops are being implemented statewide in November and 

December 2019. 

 In October 2018, CTDOL partnered with DSS, IRIS and Workforce Alliance to implement a pilot 

in New Haven which involved embedding a JFES case manager at the local Refugee Resettlement 

Agency (IRIS) in order to allow a more seamless transition for Refugees into the JFES program. 

This pilot was designed to remove some of the historical barriers that refugees have faced in 

transitioning into the JFES program, including confusion around who was supposed to serve 

them and to what extent, language barriers, transportation barriers and other bureaucratic 

obstacles. This Pilot has been referred to as a national model by representatives in the federal 

government who oversee services to refugees.  

 In April 2019, CTDOL launched a pilot in partnership with Uber and the Workforce 

Development Boards in the Eastern and Northwest regions. The pilot program was designed to 
provide an alternative transportation option for JFES clients living in these 2 regions where 

public transportation can sometimes be a problem for clients to seek or accept work. In July, 

2019, that Pilot was expanded to include the South Central and Southwest regions as well. As of 

October 2019, four of the five workforce regions in Connecticut were piloting the use of 

Uber/Lyft for their JFES participants and it has been very impactful for people who do not live 

near public transportation systems. 
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 CTDOL recently completed a Pilot program in partnership with the DSS Office of Child Support 

3ÅÒÖÉÃÅÓ ÁÎÄ ÔÈÅ *ÕÄÉÃÉÁÌ $ÅÐÁÒÔÍÅÎÔȭÓ /ÆÆÉÃÅ ÏÆ #ÈÉÌÄ 3ÕÐÐÏÒÔ %ÎÆÏÒÃÅÍÅÎÔȢ  Our three agencies 

came together to design a  program that  better connects dads who are unemployed  and have 

child support obligations and attempts to connect them with employment services at our 

American Job Centers around the state with the goal being to help them become employed so 

that they can then meet their child support obligations. We piloted the program in Hartford, 

Waterbury and Ne× "ÒÉÔÁÉÎ ÁÎÄ ×ÉÌÌ ÅØÐÁÎÄ ÔÈÉÓ ÐÒÏÇÒÁÍ ÓÔÁÔÅ×ÉÄÅ ÉÎ *ÁÎÕÁÒÙȢ )ÔȭÓ Á ÍÕÃÈ 

more dignified approach for the dads who come into our  

offices and gives the Judicial Magistrates much better information on what level of effort the 

dads are putting into their job searches. 

 A pilot was introduced in SFY 19 to certify 6 staff associated with the Jobs First Employment 

Services (JFES) program in the art of Employment Interviewing. The six staff that comprised the 

pilot included one representative from the CT Department of Labor, and one representative 

from each of the five Workforce regions. The five regional staff consisted of front-line JFES Case 
Managers, workshop presenters, job coaches, and supervisors from Workforce Development 

Boards.  

 The CEIP credential is offered through the Professional Association of Resume Writers and 

Career Coaches (PARW/CC).  PARW/CC was founded in 1990, becoming an industry leader as at 

a time when there were no other organizations for career professionals to exchange information 

and enhance skills to provide professional services to the general public.  Besides the CEIP 

certification PARW also offers educational opportunity additional industry-recognized 

credentials, including Certified Professional Résumé Writer (CPRW), Certified  

Professional Career Coach (CPCC), and Certified Empowerment & Motivational Professional 

(CEMP). 

 The pilot CEIP group is currently creating a workshop to be presented in each Workforce 

region specifically for JFES clients. The JFES staff serves clients who currently are receiving cash 

assistance through the Connecticut Department of Social Services.  The majority of JFES clients 

come with multiple barriers to employment, including lack of transportation, childcare, reading 

and math deficiencies, as well as having little or no work history. These barriers present unique 

challenges when clients attempt to enter the workforce, so the goal of the new workshop will be 

to help JFES clients learn how to go through the interview process by giving them skills and 

tools fÏÒ ÉÎÔÅÒÖÉÅ×ÉÎÇ ÉÎ ÔÏÄÁÙȭÓ ÊÏÂ ÍÁÒËÅÔȢ  The workshop will cover the basics, such as what 

to wear and what to bring, as well as more in-depth information such as non-verbal 

communication, developing strategies to respond to common interview questions, questions to 

ask the employer, and how to appropriately follow up after the interview. The strategies for 

interview responses will cover unique situations such as having no work experience, or multiple 

short-ÔÅÒÍ ÐÅÒÉÏÄÓ ÏÆ ÅÍÐÌÏÙÍÅÎÔ ɉÏÔÈÅÒ×ÉÓÅ ËÎÏ×Î ÁÓ ȰÊÏÂ ÈÏÐÐÉÎÇȱɊ ÁÎÄ ÐÏÔÅÎÔÉÁÌ ÂÁÒÒÉÅÒÓ 

such as criminal history. Additionally, the workshop will include an hour dedicated to clients 

participating in mock interviews, which can be a very insightful learning experience that will 

show clients specifically how they can improve their interviewing skills. 

 With the success of the pilot CEIP group, the CT Department of Labor saw the value in 

dedicating time and resources to have all staff of the JFES and Workforce Innovation 

Opportunity Act (WIOA) programs, state wide, obtain the CEIP certification.  Being CEIP 

certified has added, and will continue to add, validity to staff member skillsets when it comes to 

their capabilities as interviewing professionals. This certification process represents an 

enormous step forward for Connecticut in building the capacity of its workforce professionals 
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and the quality of the guidance being given to clients concerning their job interviews. Front-line 

staff for JFES and WIOA is co-located in the American Job Centers throughout the State of 

Connecticut. The CT Department of Labor JFES staff work closely with PARW/CC to coordinate 

the certification efforts through 4 sessions occurring within the state program year 2020. In 

each session, a blend of JFES and WIOA staff obtain certifications, starting with a motivational 

and educational kick-off meeting hosted by CT Department of Labor JFES staff that explain the 

expectations and give an overview of CEIP certification. 

 Revamped customer flow- CTDOL is currently reviewing the customer flow for the JFES 

ÐÒÏÇÒÁÍ ÁÎÄ ÐÌÁÎÓ ÔÏ ÍÁËÅ ÄÒÁÍÁÔÉÃ ÃÈÁÎÇÅÓ ÔÏ ÔÈÅ ÃÕÒÒÅÎÔ ÆÌÏ×Ȣ &ÉÒÓÔȟ #4$/,ȭÓ *&%3 5ÎÉÔ ×ÉÌÌ 

be forming a workgroup along with representatives of the 5 WDBs . We intend to change the 

current flow which requires the client to attend an initial group JFES orientation and instead, 

have the client attend a one on one meeting with their case manager which will incorporate 

many of the strategies learned in the Family Centered Coaching training. A mental health 

screening tool, the Patient Health Questionnaire-2, will also be incorporated into one of the first 

couple of appointments.     

 #4$/,ȭÓ *&%3 ÕÎÉÔ ÉÓ ÉÎ ÔÈÅ ÐÒÏÃÅÓÓ ÏÆ ÒÅÖÉÅ×ÉÎÇ ÔÈÅ ÉÎÆÏÒÍÁÔÉÏÎÁÌ ÐÁÃËÅÔÓ ÔÈÁÔ ÁÒÅ ÐÒÏÖÉÄÅÄ ÔÏ 

all JFES clients at their initial orientation to the program. The plan is to include more 

information pertaining to both employment and barrier removal. Informational brochures on 

Apprenticeship opportunities, a Connecticut Career Paths booklet, new Job Search strategies 

booklets and details on the barrier removal services available to JFES clients will all be included 

in the updated packets. 

 In SFY 17, Language Line was purchased and launched for the JFES Case Managers to use with 

their non-English speaking clients.  Language Line services translates 240 languages by using 

10,000 professionally trained individuals. Language line is accessed by calling a 1- 800 number, 

entering a special code and asking for the language needed for the interpreter services.  The 

interpreter services are available 24/7. The Language Line services are available statewide in all 

5 workforce development regions.  

 &ÏÒ ÔÈÅ *ÏÂȭÓ &ÉÒÓÔ ÐÒÏÇÒÁÍȟ ,ÁÎÇÕÁÇÅ ,ÉÎÅ ÉÎÓÕÒÅÓ ÔÈÁÔ ÎÏÎ-English/limited -English speaking 

individuals would be able to hear and understand all the program requirements, and benefits of 

the program in their own language.  4ÈÅ *ÏÂȭÓ &ÉÒÓÔ 3ÔÁÆÆ ×ÏÕÌÄ ÂÅ ÁÂÌÅ ÔÏ ÐÒÏÖÉÄÅ ÔÈÅ ÂÅÓÔ 

possible service to their clients by being able to understand what their clients need. This 

utilization of Language Line helps bridge language and cultural barriers to help strengthen 

client and case manager relationships, as well as build trust. The service has proven a valuable 

and critical tool for JFES case managers and has remained funded consistently since its launch. 

 Ȱ$Ï 7ÈÁÔ 9ÏÕ !ÒÅȱ ÉÓ ÁÎ ÁÓÓÅÓÓÍÅÎÔ ÔÏÏÌ ÕÓÅd to determine a Personality Type based on the 

book of the same name and research completed by Paul Tieger. Personality Types include 

sixteen different combinations of four unique personality indicators and tendencies, 

represented by a series of letters (INTJ, ENTP, INFP, etc.). These types were coined by Carl Jung, 

the father of analytical psychology, and the letters are a convenience to shorten the  

types. The letters were developed by Katharine Cook Briggs, who co-authored the Myers-Briggs 
Type Indicator ɉ-"4)ɊȢ Ȱ$Ï 7ÈÁÔ 9ÏÕ !ÒÅȱ ÁÌÓÏ ÕÔÉÌÉÚÅÓ ÔÈÉÓ ÓÈÏÒÔÈÁÎÄȢ 4ÈÅ ÔÈÅÏÒÙ ÉÓ ÉÎÄÉÖÉÄÕÁÌÓ 

that belong to a specific Personality Type are likely to behave in a certain way. Paul Tieger, in 

collaboration with Career Team LLC, developed a web-based version of the assessment that was 

purchased by the JFES Program in SFY 17. Shortly after the roll-out of  
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this new tool, CT Department of Labor held a kick-off presentation featuring Paul Tieger and 

Career Team, so all JFES case management staff received training on how to use the tool and the 

theories behind it. 

 A total of 1,500 licenses (300 each) were distributed to each of the 5 Workforce Board Regions 

for SFY 17.  4ÈÅ ÁÓÓÅÓÓÍÅÎÔ ÆÏÒ Ȱ$Ï 7ÈÁÔ 9ÏÕ !ÒÅȱ ÔÅÓÔÓ ÉÎÄÉÖÉÄÕÁÌÓ ÏÎ ÔÈÅÓÅ ÉÎÄÉÃÁÔÏÒÓ ÁÎÄ 

tendencies to provide clients with their own Personality Type and then makes the connection 

from Personality Type to potential alignment with suitable employment prospects. Clients 

receive a printable report that details information on their Personality Type and employment 

options to consider. 

 4ÈÅ Ȱ$Ï 7ÈÁÔ 9ÏÕ !ÒÅȱ ÁÓÓÅÓÓÍÅÎÔ ÔÏÏÌ ÈÁÓ ÂÅÅÎ ÉÎ ÕÓÅ ÆÏÒ ÏÖÅÒ σ ÙÅÁÒÓ ÂÙ ÔÈÅ *&%3 #ÁÓÅ 

-ÁÎÁÇÅÍÅÎÔ ÓÔÁÆÆȢ &ÏÒ 3&9 ςπȟ ÉÔ ×ÉÌÌ ÂÅ Á ÐÒÅÒÅÑÕÉÓÉÔÅ ÆÏÒ *ÏÂȭÓ &ÉÒÓÔ ÃÌÉÅÎÔÓ ÔÏ ÁÔÔÅÎÄ Á ÎÅ× 

Interviewing workshop created by JFES staff that has received the Certified Employment 

Interview Professional credential.  Prior to attendance in the Interviewing workshop, clients 

ÍÕÓÔ ÃÏÍÐÌÅÔÅ ÔÈÅ Ȱ$Ï 7ÈÁÔ 9ÏÕ !ÒÅȱ ÁÓÓÅÓÓÍÅÎÔ ÁÎÄ ÂÒÉÎÇ Á ÃÏÐÙ ÏÆ ÔÈÅ Ȱ$Ï 7ÈÁÔ 9ÏÕ !ÒÅȱ 
printed report listing their Personali ty Type and possible employment prospects to their case 

manager.  2ÅÑÕÉÒÉÎÇ ÔÈÅ ÃÌÉÅÎÔ ÔÏ ÂÒÉÎÇ ÔÈÅ Ȱ$Ï 7ÈÁÔ 9ÏÕ !ÒÅȱ ÒÅÐÏÒÔ ÔÏ ÔÈÅ )ÎÔÅÒÖÉÅ×ÉÎÇ 

×ÏÒËÓÈÏÐ ×ÉÌÌ ÈÅÌÐ ÔÈÅ ×ÏÒËÓÈÏÐ ÐÒÅÓÅÎÔÅÒ ÔÏ ÇÕÉÄÅ ÔÈÅ )ÎÔÅÒÖÉÅ×ÉÎÇ ×ÏÒËÓÈÏÐȭÓ ÃÏÎÔÅÎÔ ÂÙ 

tailoring their inter viewing advice towards the unique characteristics of their clients. 

 For SFY 20, the JFES unit recommended each Workforce Development Board (WDB) purchase 

desktop scanners that are compliant for use with the JFES and CTDOL electronic business 

system, CTHires. The paperwork burden on JFES participants and staff can be quite large, and 

all documentation is currently saved in a paper file which creates, at times, bulky records and 

ongoing needs for secured physical storage facilities. In an effort to go paperless, the JFES unit at 

CTDOL advised the WDBs of an implementation schedule as to when and how documents can be 

scanned into the electronic business system in order to avoid having to maintain a paper 

system. 

 This implementation schedule started on October 1, 2019 and continues in four phases through 

May 1, 2020. The JFES program staff will be scanning in documents including pay stubs to verify 

employment, verification forms for attendance in federally-mandated work activities, letters 

sent to the participant for appointment reminders or engagement needs, and electronic copies 

of the employment plan.  

 When possible, CTDOL is also advising the JFES staff to shred physical paper forms after 

securely scanning the documents into the business system. Some forms also allow the ability to 

bypass physical printed copies altogether. For example, the JFES Employment Plan can be 

signed using an electronic signature pad in CTHires. If the participant agrees, this plan can be 

emailed as opposed to printed so the participant can retain a copy while the master record 

ÒÅÍÁÉÎÓ ÉÎ ÔÈÅ #4(ÉÒÅÓ ÂÕÓÉÎÅÓÓ ÓÙÓÔÅÍȢ ,ÁÓÔÌÙȟ ÔÈÉÓ ÅÆÆÏÒÔ ×ÉÌÌ ÅÎÈÁÎÃÅ ÔÈÅ #4 $/, *&%3 ÕÎÉÔȭÓ 

ability to monitor cases off site, reducing the need to travel and review physical paper copies for 

questioned items. All documentation required for case reviews will now be securely stored 

within CTHires. The DOL JFES Unit is partnering with Capital Workforce Partners, the State 

Office of Early Childhood (OEC) and their 36 vendor organizations to pilot an initiative that 

involves having OEC vendors come to a handful of JFES Orientations to give a brief presentation 

about their home visitation program that is designed to improve parenting skills, ensure child 

safety, ensure that women bring their pregnancies to successful full term births and improve 

the employability of the parent who may want to work. OEC estimates that almost all of our JFES 

participants would be eligible for one of the home visitation programs that they offer. We 

agreed to start small and gauge the potential level of interest on the part of our JFES clients and 
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then proceed accordingly. If this model proves to be successful, we would expect to expand this 

model statewide. This partnership has great potential for expanding 2Gen footprint in 

Connecticut. We are hoping to launch this 3 week pilot with all the appropriate stakeholders in 

early 2020 at the Hartford AJC.  

 The DOL JFES Unit is also working with the State Office of Early Childhood on a second 

initiative. This initiative involves educating OEC vendors who conduct these home visits to 

parents, to assist them in becoming employed or get into training.  Currently, these vendor staff 

has limited knowledge of all that is offered through the American Job Centers. CTDOL is 

pursuing the possibility of having a tour/information session(s) conducted by a DOL Unit 

Director in each of the 5 comprehensive offices to increase their familiarity with what we have 

to offer. We would expect this to happen in early 2020. 

 The DOL JFES Unit is required to produce an Annual report on the details of the program. For 

the first time ever, the DOL JFES unit produced their Annual Report for SFY18 in the form of a 

customized video rather than a printed document. The 8 minute video was produced in 
partnership with the Media team at Middlesex Community College and the 5 Workforce 

Development Boards in Connecticut. The video featured both program data as well as several 

success stories of JFES clients and their employers telling their stories  in their own voices on 

camera which resulted in a very powerful video.  The DOL JFES Unit is currently working on 

their video for the SFY19 Annual Report which will feature a number of refugees who are 

participating in the New Haven JFES Refugee pilot.  

 In 2018, the CTDOL JFES Unit launched a second video project in partnership with Middlesex 

Community College and the 5 Workforce Development Boards. This time, the goal was to create 

an updated video that would be shown to all JFES clients at the JFES Orientation sessions 

around the state. This video would replace the old video which was more than 10 years old. The 

video was integrated into the JFES Orientation sessions in early 2019 and has been incredibly 

well received by our JFES participants who say that they find the video to be very inspiring. 

#4$/,ȭÓ *&%3 5ÎÉÔ ×ÏÒËÓ ÉÎ ÃÌÏÓÅ ÐÁÒÔÎÅÒÓÈÉÐ ×ÉÔÈ ÔÈÅ υ 7$"Ó ÔÏ ÉÄÅÎÔÉÆÙ ÔÈÅ ÔÒÁÉÎÉÎÇ ÎÅÅÄÓ ÏÆ 

the JFES case managers around the state. The CTDOL JFES Unit is responsible for organizing and 

implementing many of the professional development activities that the JFES case managers 

attend throughout the year. The grid shown below outlines the various trainings that the JFES 

case managers have attended throughout the past 4 years.  

  

Training Topic Facilitator(s) First Date 

Family-centered coaching Training Liz Fraser 10/21/2019  

CEIP- Certified Employment 

Interviewer Professional 

PARW/CC Self-study guide 10/10/2019  

CEIP -Certified Employment 

Interviewer Professional 

PARW/CC Self-study guide 7/12/2019  

Successful Interviewing -Building Magic Jay Block 6/14/2019  

Two Gen Overview Sarah Griffen 6/14/2019  

 Collaboration Mike Fazio- Workforce 180 6/14/2019  

Diversity Skills Training Carol Boin and Carlos Figeroa-CREC 4/25/2019  
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Training Topic Facilitator(s) First Date 

Training Topic Facilitator(s) First Date 

Advanced Facilitation/ Presentation 

Skills Training 

Cindy Maher (Leading Edge Coaching and 

Development) 

2/8/2019  

211/ Care 4 Kids Overview Annie Scully, Kate Quigley (211ct) Troy 

Moore, Care 4 Kids 

1/18/2019  

 CEIP- Certified Employment 

Interviewer Professional 

PARW/CC Self-study guide 1/2/2019  

Employer Engagement Training Mike Fazio- Workforce 180 10/11/2018  

Developing Awareness, Skill-Building 

and Motivation 

Cindy Maher (Leading Edge Coaching and 

Development) 

6/22/2018  

Domestic Violence Training Linda Blozie (CT Coalition Against 

Domestic Violence) 

11/9/2018  

Your Money, Your Goals Faye Griffiths-Smith-UConn Extension 10/12/2018  

ADS Referral Training Alicia Kucharczyk 9/7/2018  

Motivational Interviewing  Tiffany Parkhouse 6/6/2018  

Professional Ethics & Case Notes 

Training 

Bruce Benson 4/6/2017  

Substance Abuse Training Richard Fisher   (DMHAS) 3/8/2017  

CASAS Training Astrid Robitaille 1/1/2017  

Resume Training Deb Walker- Diana Ryan 11/17/2019  

Public Speaking / Presentation Skills Carol Boin 10/16/2019  

  

National Health Emergency - Dislocated Worker Opioid Emergency Grant  

In 2016 Connecticut ranked 11th among all states in highest rate of overdoses, with 27.4 deaths 

per every 100,000 people. This increase was seen in every county in CT across all racial 

populations and across all economic incomes. https://ctmirror.org/category/ct -

viewpoints/connecticuts -opioid-epidemic-a-glimpse-of-the-last-five-years/ . The disaster has 

led to significant effects on CT's Labor Force Participation as indicated in the American Action 

Forum report "State by State : The Labor Force and Economic Effects of the Opioid Crises" The 

report indicates the growth in prescription opioids from 1999-2015 caused the prime labor 

force participation rate to decline in CT by 1.6% or a loss of 22,900 jobs.  This decline resulted in 

a ÃÕÍÕÌÁÔÉÖÅ ÃÏÓÔ ÏÆ σρπ ÍÉÌÌÉÏÎ ×ÏÒË ÈÏÕÒÓ ÔÏ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÅÃÏÎÏÍÙ ÁÔ Á ÌÏÓÓ ÏÆ ΑρψȢς ÂÉÌÌÉÏÎ 

dollars in real economic output. 

 In October 2019, the Connecticut Department of Labor was awarded $1,585,948 with up to 

$4,757,845.00 for the CT National Health Emergency (NHE) Dislocated Worker Grant (DWG).  

4ÈÅ Ȱ#4 7ÏÒËÓ ÔÏ 2ÅÃÏÖÅÒȱ ÐÒÏÇÒÁÍ ×ÉÌÌ ÐÒÏÖÉÄÅ ×ÏÒËÆÏÒÃÅ ÓÅÒÖÉÃÅÓ ÔÏ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÄÉÖÅÒÓÅ 

population by leveraging existing resources with new initiatives.  In coordination with the CT 

Department of Labor, each of the states five workforce development boards will work together 

https://ctmirror.org/category/ct-viewpoints/connecticuts-opioid-epidemic-a-glimpse-of-the-last-five-years/
https://ctmirror.org/category/ct-viewpoints/connecticuts-opioid-epidemic-a-glimpse-of-the-last-five-years/
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to provide both state-wide and local initiatives aimed at providing training, career services and 

support, employer out-reach and disaster related employment to the state. The grant will 

combine two state-wide initiatives with five regional initiatives which will be coordinated 

through a Workforce Opioid Advisory Board selected and coordinated by the CT Department of 

Labor Commissioner or his designee.   

 State-Wide Initiatives  

Each comprehensive American Job Center will employ at least one Peer Recovery Navigator, 

supported by the WIOA NHE/DWG Disaster Employment Grant. Trained at the minimum level 

of Certified Counselors in Training or Peer Recovery Coaches, navigators will work to identify 

individuals in the occupations most associated with abuse and provide them with referrals to 

remove barriers, provide supportive services, obtain counseling and treatment and return 

participants to their former employment or employment which is more suited to their recovery 

efforts. These navigators will work at the American Job Centers and their hubs and in the 

communities they serve to provide the support services needed to obtain and continue in 
occupations that provide a living wage. In addition, Peer Navigators will work on the Employer 

Recovery Friendly Initiative.  !ÌÌ 0ÅÅÒ 2ÅÃÏÖÅÒÙ .ÁÖÉÇÁÔÏÒÓ ×ÉÌÌ ÂÅ ÅÎÒÏÌÌÅÄ ÉÎ #4ȭÓ #ÅÒÔÉÆÉÅÄ 

Alcohol and Drug Counseling Apprenticeship Program. 

 CT will join the growing number of states committed to providing employers with training on 

Ȱ2ÅÃÏÖÅÒÙ &ÒÉÅÎÄÌÙ 7ÏÒËÐÌÁÃÅÓȱȢ  Recovery Friendly Workplaces (RFW's) support their 

communities by recognizing recovery from substance use disorder as strength and by being 

willing to work intentionally with people in recovery.  RFW's encourage a healthy and 

safe environment where employers, employees, and communities can collaborate to 

create positive change and eliminate barriers for those impacted by addiction. Through its 

Business Service Unit and with the assistance of Peer Navigators, American Job Center will 

reach out to employers in the state of CT who wish to be designated by the Governor as 

Ȱ2ÅÃÏÖÅÒÙ &ÒÉÅÎÄÌÙȱȢ  Employers wishing to be designated as Recovery Friendly must attend an 

orientation, complete a short training program, commit to a recovery friendly work 

environment and be subject to an annual review. Employers designated as Recovery Friendly 

will receive recognition by the Governor, a distinctive sign to display regarding their 

designation, be advertised as a Recovery Friendly Workplace and receive valuable referral 

options for those affected by substance abuse and mental health issues. 

 Local Initiatives  

 #ÏÎÎÅÃÔÉÃÕÔȭÓ 7ÏÒËÆÏÒÃÅ $ÅÖÅÌÏÐÍÅÎÔ "ÏÁÒÄÓ ɉ7$"ÓɊ 

#ÏÎÎÅÃÔÉÃÕÔȭÓ 7ÏÒËÆÏÒÃÅ $ÅÖÅÌÏÐÍÅÎÔ "ÏÁÒÄÓ ÃÏÎÄÕÃÔ ÃÏÍÐÒÅÈÅÎÓive planning, and coordinate 

regional workforce development policy and programs. With a regional focus, the Boards assess 

regional employment and training needs and priorities, conduct planning for and coordinate 

programs that address those needs. In addition, the Boards create annual employment and 

training plans, and review regional grant proposals and plans submitted to state agencies by 

other organizations to assure that all regional planning is consistent with an overall statewide 

blueprint for workfor ce development. The Boards, with the Connecticut Department of Labor, 
other State agencies and private organizations, form a statewide partnership to achieve 

comprehensive workforce development in the State. 

 Workforce Development Board Initiatives  

4ÈÅ ÆÏÌÌÏ×ÉÎÇ ÄÅÍÏÎÓÔÒÁÔÅÓ #ÏÎÎÅÃÔÉÃÕÔȭÓ 7ÏÒËÆÏÒÃÅ $ÅÖÅÌÏÐÍÅÎÔ "ÏÁÒÄÓ ÌÅÁÄÅÒÓÈÉÐ ÉÎ 

ÁÔÔÒÁÃÔÉÎÇ ÆÕÎÄÓ ÔÏ ÓÕÐÐÏÒÔ #ÏÎÎÅÃÔÉÃÕÔȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÅÆÆÏÒÔÓ ÁÃÒÏÓÓ ÔÈÅ ÅÄÕÃÁÔÉÏÎ 
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and training continuum and the willingness of the WDBs to play a critical intermediary role in 

the efforts led by higher education and workforce system partners. Together they have 

developed and implemented several new industry sector partnerships with career pathway 

components. 

 Eastern Connecticut Workforce Investment B oard (EWIB)  

 %7)"ȭÓ (ÅÁÌÔÈ 0ÒÏÆÅÓÓÉÏÎÓ /ÐÐÏÒÔÕÎÉÔÙ 'ÒÁÎÔ 

The Health Professions Opportunity Grant (HPOG) is a five-year $7.5 million-dollar grant 

awarded to the Eastern CT Workforce Investment Board and its partners, the Northwest 

Regional Workforce Investment Board, and Workforce Alliance. The grant is focused on training 

participants receiving Temporary Assistance for Needy Families (TANF) and other low-income 

individuals in entry level healthcare occupations and advancing them along a healthcare career 

pathways through a) work-readiness and contextualized basic skills boot camp; b) occupational 

skills training resulting in a community college certificate; c) intensive, person-centered case 

management and other supportive services; d) work-based learning opportunities; and e) job 

placement assistance. Funding was awarded competitively to the Eastern Workforce 

Investment Board, in collaboration with Workforce Alliance and the Northwest Regional 

Workforce Investment Board. This contract period is renewed annually, with a start date each 

period of October 1.   

 Health Careers Advancement Project (HCAP)  

Health Careers Advancement Project (HCAP) funding provides opportunities for TANF 

recipients and other low income individuals to enter and advance along four health career 

pathways through a) work-readiness and contextualized basic skills boot camp; b) occupational 

skills training resulting in a community college certificate; c) intensive, person-centered case 

management and other supportive services; d) work-based learning opportunities; and e) job 

placement assistance. Funding was awarded competitively to the Eastern Workforce 

Investment Board, in collaboration with Workforce Alliance and the Northwest Regional 

Workforce Investment Board. This contract period is renewed annually, with a start date each 

period of October 1.   

 The Eastern Connecticut Manufacturing Pipeline Initiative  

The Manufacturing Pipeline Initiative (MPI) was established by the Eastern Connecticut 

Workforce Investment Board (EWIB), in partnership with manufacturing employers, 

community colleges, technical high schools, and workforce development partners, to respond to 

large-scale employer demand for skilled manufacturing workers. It was launched in 2016 by a 

Workforce Innovation Fund (WIF) grant from the U.S. Department of Labor (USDOL) and has 

been substantially sustained through a variety of state and philanthropic funding sources. Two 

over­arching goals undergird the MPI:  

1. Enhance strategic collaboration and alignment of workforce development and partner 

programs by ensur­ing that workforce development activities target the identified needs 

of regional employers through cus­tomized training, aligning training and employment 

services with available jobs, and expanding employer commitments to hire program 

completers. 

2. Strengthen the quality of American Job Center (AJC) services by increasing the use of 

high-quality skills as­sessment tools and case management methods, and by working 

directly with employers to identify training needs in growing industry sectors.  
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USDOL training dollars for the MPI expired on September 30, 2018 with the following results: 

¶ 6,681 portal registrants (exceeding the goal of 1,350) 

¶ 1,400 of these portal registrants earned high scores on the skills assessment (exceeding 

the goal of 564) which was developed by Electric Boat, other manufacturers, and the 

regional community colleges 

¶ 74 information sessions were delivered to 1140 individuals  

¶ 823 individuals enrolled in the program (exceeding the goal of 450) which included 
completing the one-on-one appointment with the case manager who developed a 

personal service plan as well as identifying the support service needs and informing of 

stipend policy 

¶ Customized trainings included Welding; Design; Introduction to Manufacturing; 
Sheetmetal/Shipfitter; Electrical; Inside Machinist; Outside Machinist 

¶ 44 training cohorts were held during this time 

¶ All participants that completed the program earned Pre-apprenticeship certifications 

from the CTDOL Office of Apprenticeship Training 

¶ 745 individuals employed 

¶ Although the USDOL funds have been exhausted, MPI services continued to be offered 

and has been sustained by using a variety of resources, from CT DOL funds to 

Foundation and Philanthropic and continues to be strong. Foundation funding provided 

an opportunity to replicate the program at several area high schools with a Youth MPI 

program.  More than 1,500 people have been placed in employment through the MPI as 
of December 31, 2019. 

 The MPI model serves as the prototype for the Apprenticeship Connecticut Initiative, 

which has involved $15 million of State Bond funding to replicate the MPI in other 

regions and industries.  

 The Workplace, Inc. - 3ÏÕÔÈ×ÅÓÔÅÒÎ #ÏÎÎÅÃÔÉÃÕÔȭÓ Workforce Development Board  

 Mortgage Crisis Job Training Program  

The Mortgage Crisis Job Training Program helps home owners who are two or more months 

behind in their mortgage gain the skills they need to be able to earn more money to become 

financially stable by providing employment assistance. Services include: 

¶ Job Training Scholarships 

¶ Financial Literacy 

¶ Credit Counseling 

¶ Referrals to other needed services 

 The Mortgage Crisis Job Training Program staff work in partnership with credit counselors and 

other support agencies to help improve your financial standing with lenders.    

 Platform to Employment  
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The Platform to Employment (P2E) program was launched by The WorkPlace to assist the 

ÌÏÎÇȤÔÅÒÍ ÕÎÅÍÐÌÏÙÅÄ ÒÅÔÕÒÎ ÔÏ ×ÏÒË ×ÈÉÌÅ ÁÄÄÒÅÓÓÉÎÇ ÅÍÐÌÏÙÅÒÓȭ ÎÅÅÄÓ ÔÏ ÒÅÃÒÕÉÔ ÓËÉÌÌÅÄ 

×ÏÒËÅÒÓȢ 0ς% ÐÒÏÖÉÄÅÓ ÂÕÓÉÎÅÓÓÅÓ Á ÒÉÓËȤÆÒÅÅ ÏÐÐÏÒÔÕÎÉÔÙ ÔÏ ÅÖÁÌÕÁÔÅ ÁÎÄ ÃÏÎÓÉÄÅÒ ÈÉÒÉÎÇ 

qualified participants in a work experience program. P2E supports individuals who have 

exhausted their unemployment benefits and remain unemployed. 

 Participants engage in a structured preparatory program including skills assessment, career 

readiness workshops, employee assistance services, coaching and other supports. Upon 

completion, participants are helped to find open positions at local companies. Placements occur 

ÏÎ Á ÔÒÉÁÌ ÂÁÓÉÓ ÁÎÄ ÁÒÅ ÓÕÂÓÉÄÉÚÅÄ ÏÖÅÒ ÁÎ ÅÉÇÈÔȤ×ÅÅË ÐÅÒÉÏÄȢ 4ÈÅ ÅØÐÅÃÔÁÔÉÏÎ ÉÓ ÔÈÁÔ Á ÃÏÍÐÁÎÙ 

ÓÁÔÉÓÆÉÅÄ ×ÉÔÈ Á ÃÁÎÄÉÄÁÔÅȭÓ ÐÅÒÆÏÒÍÁÎÃÅ ×ÉÌÌ ÏÆÆÅÒ Á ÆÕÌÌȤÔÉÍÅ ÊÏÂȢ 

 The Connecticut General Assembly continues to fund P2E on a statewide basis with classes held 

ÉÎ "ÒÉÄÇÅÐÏÒÔȟ 7ÁÔÅÒÂÕÒÙȟ .Å× (ÁÖÅÎȟ (ÁÒÔÆÏÒÄ ÁÎÄ ÔÈÅ .ÏÒ×ÉÃÈȾ.Å× ,ÏÎÄÏÎ ÁÒÅÁÓȢ 0ς%ȭÓ 

success is unparalleled. Nearly 80% of Connecticut participants who complete the preparatory 

program take the next step into a paid work experience with local companies. Of this 
population, nearly 90 percent have successfully moved to employer payrolls with average 

annual earning at placement in excess of $50,000. 

 Southwestern Connecticut Health CareeRx Academy (HCA)  

The Southwestern Connecticut Health CareeRx Academy (HCA) provides tuition assistance and 

support to help participants obtain Á ÃÁÒÅÅÒ ÉÎ ÔÈÅ ÇÒÏ×ÉÎÇ ÈÅÁÌÔÈÃÁÒÅ ÆÉÅÌÄȢ 4ÈÅ 7ÏÒË0ÌÁÃÅȭÓ 

Health CareeRx Academy is a broad partnership of healthcare providers, educators, trainers, 

and community-based organizations in Southwestern Connecticut. Designed with input from 

ÅÍÐÌÏÙÅÒÓȟ (#!ȭÓ ÍÉÓÓÉÏÎ ÉÓ ÔÏ ÍÅÅÔ ÔÈÅ ÃÕÒÒÅÎÔ ÁÎÄ ÅÖÏÌÖÉÎÇ ×ÏÒËÆÏÒÃÅ ÎÅÅÄÓ ÏÆ ÈÅalthcare 

employers. The HCA provides occupational training, work readiness, and other supports to 

individuals who desire to begin or advance a career in healthcare. All training by HCA leads to a 

certificate or degree and prepares individuals to pass a state or national licensing exam. 

 The HCA provides tuition assistance and other supports to help people build a career. 

Participants have access to career readiness and personal growth classes and seminars. Upon 

completion, participants can move into occupational skills training in a variety of healthcare 

related fields. Program participants residing in Southwestern Connecticut receiving TANF, 

meeting program requirements, impacted by a layoff or position elimination may also be 

eligible for comprehensive support services and access to internship opportunities and job 

placement assistance. 

 Senior Community Service Employment Program (SCSEP)  

A Senior Community Service Employment Program (SCSEP) funded by the U.S. Department of 

Labor under Title V of the Older Americans Act enables the provision of job skills training to 

ÌÏ×ȤÉÎÃÏÍÅ )ÎÄÉÖÉÄÕÁÌÓȟ ÁÇÅ υυ ÁÎÄ ÏÌÄÅÒȢ 3#3%0 ÐÁÒÔÉÃÉÐÁÎÔÓ ÁÒÅ ÐÌÁÃÅÄ ÉÎ ÔÅÍÐÏÒÁÒÙ ÔÒÁÉÎÉÎÇ 

ÁÓÓÉÇÎÍÅÎÔÓ ×ÈÅÒÅ ÔÈÅÙ ÒÅÃÅÉÖÅ ÖÁÌÕÁÂÌÅ ÏÎȤÔÈÅȤÊÏÂ ×ÏÒË ÅØÐÅÒÉÅÎÃÅ ÁÎÄ ÔÒÁÉÎÉÎÇ ÎÅÅÄÅÄ ÔÏ 

gain meaningful employment. Participants will work 20 hours a week at the training sites for 

which they will be paid minimum wage. 

 Program goals include: 

¶ assisting participants in acquiring marketable jobs skills; 

¶ helping participants secure meaningful unsubsidized employment program objectives; 
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¶ participating in community service assignments to learn new skills in on the job 

training; 

¶ assisting participants with résumé development; 

¶ assisting in developing job search skills; 

¶ increasing opportunities to obtain jobs in the private sector; 

¶ referring participants to supportive services as needed; and 

¶ changing stereotypes about older workers through public education and demonstrated 

success  

 The WorkPlace has branded the SCSEP program as MaturityWorks.  During the most recent 

program year MaturityWorks provided services to over 350 participants experiencing severely 

limited employment prospects and having on average nearly 3 significant barriers to 

employment. Significant barriers to employment may include but are not limited to, lacking a 

substantial employment history, basic skills, and/or English-language proficiency, lacking a high 

school diploma or the equivalent or experiencing mental and physical impairments, 

homelessness or persistent unemployment. The median earnings for participants placed in 

employment through MaturityWorks was $3,339. 

Workforce Alliance, Inc. - 3ÏÕÔÈ #ÅÎÔÒÁÌ #ÏÎÎÅÃÔÉÃÕÔȭÓ 7ÏÒËÆÏÒÃÅ $ÅÖÅÌÏÐÍÅÎÔ "ÏÁÒÄ 

 Hospitality Pipeline Training  

The Hospitality Pipeline training program seeks to begin to build an industry pipeline for the 

hospitality industry. This project offers an important opportunity to enhance employment-

focused services and system capacity for the public workforce system in meeting the fast-

growing needs of this sector. Participants will explore careers and career pathways in the 

hospitality industry as well as receive industry recognized credentials. Career pathways include 

Food Service operations, convention and event management, and lodging operations.  

 Skill Up for Manufacturing  

The Skill Up for Manufacturing program is a five- week training program run in conjunction 

with area Community Colleges. Advanced training will initially be offered in areas of Welding, 

Mechatronics and Plastics. Additionally, grant funds will be used to provide guidance and 
technical assistance to select school districts in the region as they develop pre-apprenticeship 

training in manufacturing. This program seeks to begin to build an industry pipeline for the 

manufacturing industry. This project offers an important opportunity to enhance employment-

focused training and system capacity for the public workforce system and its education and 

industry partners in meeting the fast-growing needs of this sector. Funding, provided by the 

State of Connecticut Bond Commission, and supplemented with Workforce Alliance WIOA 

formula funds, will be used to provide entry level and advanced manufacturing skills training, 

technical assistance to area schools and project support. Additional school districts in the region 

will offer expanded pre-apprenticeship training through the Apprenticeship Connecticut 

Initiative.  

 Ticket to Work  

Ticket to Work is an initiative where individuals with disabilities who are on Social Security 

Disability Benefits and who are able to work, are encouraged and provided incentives to do so. 
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The savings differential based on earnings and savings from SSA are passed on as a 

reimbursement to Workforce Alliance in unrestricted funds.  

 Listen for Good 

Listen for Good is a research project, developed with financial support from the Fund for Shared 

Insight, a private foundation seeking to improve customer outcomes. Workforce Alliance was 

awarded $30,000 to design, develop and conduct customer service and customer feedback 

instruments and use the findings to improve the jobseeker experience in their American Job 

Centers in the region.   

 Connecticut Health and Educational Facilities Authority (CHEFA)  

The Connecticut Health and Educational Facilities Authority (CHEFA) awarded Workforce 

Alliance $100,000 to assist participants in addressing unique barriers to employment. The grant 

provides funds to remove barriers to employment, which typically are unpaid training costs, 

transportation, childcare, and work -related necessities (uniforms, tools, etc.).   

 Health Careers Advancement Project  

The Health Careers Advancement Project provides opportunities for TANF recipients and other 

low income individuals to enter and advance along four health career pathways through a) 

work -readiness and contextualized basic skills boot camp; b) occupational skills training 

resulting in a community college certificate; c) intensive, person-centered case management and 

other supportive services; d) work-based learning opportunities; and e) job placement 

assistance. Funding was awarded competitively to the Eastern Workforce Investment Board, in 

collaboration with Workforce Alliance and the Northwest Regional Workforce Investment 

Board. This contract period is renewed annually with a start date each period of October 1.   

 Department of Children and Families (DCF) Summer Youth Employment  

Department of Children and Families (DCF) Summer Youth Employment Program provides 

summer employability skills to youth age 14-21 that are determined to be in the care and 

custody of the Connecticut Department of Children and Families. The youth are referred from 

DCF to Workforce Alliance for services. The program offers work experience or work-based 

learning at both private and public sector worksites. The youth are supported during 

participation by individuals who provide case management, mentoring, guidance and 

counseling. Academic enrichment and financial literacy may also be offered, and an effort will be 

made to connect these youth to other year-round activities and services provided by Workforce 

Alliance and the American Job Centers.  

 Supportive Services for Veteran Families (SSVF) 

Supportive Services for Veteran Families (SSVF) funding assists veteran families at risk of 

homelessness to maintain their housing and to rapidly re-house veteran families who have 

ÒÅÃÅÎÔÌÙ ÂÅÃÏÍÅ ÈÏÍÅÌÅÓÓȢ 4ÈÉÓ 6ÅÔÅÒÁÎÓȭ !ÄÍÉÎÉÓÔÒÁÔÉÏÎ ÆÕÎÄÅÄ ÐÒÏÇÒÁÍ ÐÒÏÖÉÄÅÓ ÃÁÓÅ 

management to support housing stability, education, and job placement. Those in need of more 

comprehensive workforce development services are linked with a Career Advisor in the 

American Job Centers. Also included are coordination and linkages to VA benefits, 

transportation assistance, rental assistance, and legal services. This grant was awarded on a 

competitive basis.  

 TechHire - ITXpress  
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TechHire, known locally as ITXpress, was launched in the fall of 2016. It is a USDOL national 

discretionary grant, which is focused on serving young adults aged 17-29, and incumbent 

workers, to prepare them for careers and career advancement in the Information Technology 

sector. A variety of training modalities will be utilized, including classroom training, online 

learning, on-the-job training, and apprenticeships and internships. This grant will operate for 

four years and feature a high level of sector involvement from area employers. This program 

will end in June, 2020 with a potential of a one year no-cost extension.  

 Pre-Employment and Training Services (PETS)/Level Up  

The Pre-Employment and Training Services (PETS)/Level Up initiative is a grant from the 

State of Connecticut, Department of Aging and Disability Services (ADS), designed to 

provide workshops for in -school youth with disabilities. The workshops will provide 

instruction in work readiness, labor market information, career pathways and other 

relevant topics. This program is reimbursed on a fee -for -service basis and also leverages 

the assets of other funding sources through the American Job Center and its 
partners.   Vendors were procured throu gh a competitive bidding process.   

 Northwest Regional Workforce Investment Board (NRWIB)  

 Northwest Construction Careers Initiative (NCCI)  

¶ The Northwest Construction Careers Initiative (NCCI) continues to offer residents 

of the Northwest region a coordina ted system of outreach, recruitment, 

assessment, case management, and placement for career opportunities in the 

construction building trades. NCCI, now in its 15th year, works in partnership 

with the local trade unions and private sector companies to encou rage 

apprenticeship in the construction trades. The system brings together 

community -based organizations, direct -service providers such as the American 

Job Center in Waterbury, the local school system, the building trades and other 

community groups to achi eve specific goals. The NCCI also coordinates Asbestos, 

Lead and HAZWOPER refresher classes for program participants.  

  

NCCI, which operates as a program within the NRWIB, also administers the City of 

Waterbury's Good Job Ordinance, a local hire ordinance  that requires publicly -

funded construction contractors and construction -related projects to employ a 

certain percentage of Waterbury residents on project crews. The NRWIB provides 

a fee for service function to the City of Waterbury serving as the administ rator for 

its Section 3 HUD programs.  

  

  

¶ YouthBuild  

The Northwest Regional Workforce Investment Board (NRWIB) received its first 

$1.1m dollar YouthBuild Grant from the U.S. Department of Labor. YouthBuild 

Waterbury provides education and training with a s trong pre -apprenticeship 

component that helps at -risk youth complete high school or state equivalency 

degree programs, earn industry -recognized credentials, and undergo training to 

build housing for low -income or homeless individuals and families. The obje ctive 

of this program is to provide low -income young people the opportunity to learn 

construction skills through building affordable housing for homeless and low -
income people in their neighborhoods. For unemployed young people who left 
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high school without  a diploma, YouthBuild Waterbury is an opportunity to 

reclaim their education, gain the skills they need for employment, and become 

leaders in their communities. As a competency -based dropout recovery program, 

we seek to provide a high school education tha t leads to a diploma for a distinct 

group of students. YouthBuild Waterbury program participants, between the ages 

of 16 to 24, come from the under -served community of Waterbury and have 

previously left or been pushed out of the traditional school system w ithout a 

diploma. At the time of enrollment, most program participants would be over -

aged, under-credited, or both, in order to receive vocational training, counseling, 

leadership development and an education. The mission of YouthBuild Waterbury 

is to cult ivate collaborative learning communities in which every student has the 

right to an authentic education, plays a meaningful role in creating positive social 

change.  

  

All young people, regardless of circumstances, should have access to an education 

that w ill prepare them to counter social inequities and realize their full potential. 

The goal of YB Waterbury is to empower young people to transform themselves 

ÁÎÄ ÂÅÃÏÍÅ ÌÅÁÄÅÒÓ ÉÎ ÔÈÅÉÒ ÃÏÍÍÕÎÉÔÉÅÓȢ 9" 7ÁÔÅÒÂÕÒÙ ÂÅÇÉÎÓ ×ÉÔÈ Ȭ-ÅÎÔÁÌ 

4ÏÕÇÈÎÅÓÓȭ ÁÎ ÅÉÇÈÔ-day boot-camp style training designed to assess potential YB 

Waterbury participants and to provide the candidates with an understanding of 

the YB Waterbury program. Upon successful completion of Mental Toughness, 

participants are invited to move on to the classr oom and on-the-job training 

components of the program.  

  

¶ WIOA Demonstration Grant ɀ Retail Industry  

The Northwest Regional Workforce Investment Board assembled a partnership 

with the National Retail Federation Foundation, Connecticut Retail Merchants 

AssoÃÉÁÔÉÏÎ ÁÎÄ ÁÒÅÁ !ÄÕÌÔ %ÄÕÃÁÔÉÏÎ ÐÒÏÖÉÄÅÒÓ ÔÏ ÁÄÄÒÅÓÓ ÔÈÅ ÒÅÇÉÏÎȭÓ ÍÏÓÔ 

pressing workforce needs in the retail industry. This regional collaboration 
strives to address the employment needs of each town in the Northwest CT region 

and focuses on those areas with the most concentrated employment needs. This 

program provides out -of-school youth ages 16-24, with a groundbreaking training 

and credentialing initiative, designed by the retail industry, to help youth acquire 

the skills they need to land jobs in the retail industry and advance into promising 

careers. The following nationally recognized credentialing programs, stackable 

and transferable across the nation, are available to eligible participants:  

  

¶ Customer Service and Sales: a classroom-based, instructor-led program that typically 
takes 40 hours to complete. The Customer Service and Sales curriculum is designed to 

help entry-level sales and service associates learn skills related to frontline work in 

retail or any industry that values customer service and sales skills.  

 

  

¶ Advanced Customer Service and Sales: designed for sales and service associates looking 
to expand their skills in retail and other sales and service-focused industries. This is a 

classroom-based, instructor-led program that typically takes 40 hours to complete. 

Candidates must earn the basic Customer Service and Sales credential to be eligible for 
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this course. 

  

¶ Business Services 

4ÈÅ .27)" ÉÓ ÁÎ ÁÇÇÒÅÓÓÉÖÅ ÐÁÒÔÎÅÒ ÉÎ ÔÈÅ ÒÅÇÉÏÎȭÓ ÂÕÓÉÎÅÓÓ ÓÅÒÖÉÃÅÓ ÔÅÁÍ ɉ"34ɊȢ 

The BST has relationships wit h area retailers including CVS and other locally 

owned retail entities. The Connecticut Retail Merchants Association (CRMA) 

ÃÕÒÒÅÎÔÌÙ ÈÁÓ ÐÁÒÔÎÅÒÓÈÉÐÓ ÄÅÖÅÌÏÐÅÄ ×ÉÔÈ ÓÅÖÅÒÁÌ ÁÒÅÁ ÒÅÔÁÉÌÅÒÓ ÓÕÃÈ ÁÓ -ÁÃÙȭÓ 

$ÅÐÁÒÔÍÅÎÔ 3ÔÏÒÅȟ (ÏÍÅ $ÅÐÏÔȟ "*ȭ3 7ÈÏÌÅÓÁÌÅ #ÌÕÂȟ 4arget and AT&T 

Telecommunications Company. Representatives from partner companies have 

engaged in an Employer Advisory Board which informed CRMA on their 

curriculum, ensuring the training would prepare graduates for a successful career 

in the retail indust ry. These partnerships are leveraged to secure internship slots 

for participants. Partner employers have committed to give special hiring 

consideration to those candidates who have achieved these credentials.  

  

¶ WIOA Transitional Jobs  

In an effort to susta in the success of our Disability Employment Initiative 

Program, the NRWIB has earmarked WIOA Transitional Jobs funds to continue 
improving outcomes for in -school and out -of-school persons with disabilities. This 

program aims to serve those who are looking to transition into high -quality post -

secondary education, career -pathway training programs, career exploration, and 

the workforce system. Built on the notion that youth with disabilities need added 

supports and opportunities to develop and learn an interns hip component is also 

incorporated. American Job Center (AJC) resources such as Résumé Writing, 

CTHires and various work -readiness workshops are  

also available for participants to access. Outreach efforts in the region have led to 

a significant increase in persons with disabilities using AJC career services, 

working to land an internship, seeking training, or entering employment. The 

partnership in this effort includes six local school districts: Waterbury, 

Watertown, Naugatuck, Torrington, Ridge field and Region 6.   The NRWIB provides 

funds for an internship program for persons with disabilities for which 

participants are paid $14 per hour to participate.    

  

  

¶ Tech Hire - ITXpress  
The NRWIB, in partnership with the South Central workforce board, offers 

Information Technology (IT) training and career support through the ITXpress 

program. Funded by a $4 million TechHire Partnership Grant from USDOL, the 

program offers training to unemployed and out -of-school young adults (ages 17 -

29) with barriers. Young adult training focuses on attaining a number of 

Information Technology credentials including a CompTIA A+ credential. Support 

services, which often make the difference in being able to remain and participate 

in training, are also provided under the g rant and are awarded on the basis of 

need and commitment. ITXpress has served 285 young adults, 57 incumbent 

workers. 195 participants have obtained industry -recognized credentials, 140 

participants have obtained employment at companies such as Insurity, Q Scend, 

TekSystems, Millennium, and Community Health Network with salaries as high as 

$65,000. In support services such as childcare assistance, transportation 
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assistance, short -term internet connection, on -the-job training opportunities and 

internships/pai d work experiences are available to support the program 

participants.  

   

¶ Health Profession Opportunity Grant  

The Connecticut Health NRWIB, in partnership with Eastern Workforce 

Investment Board and Workforce Alliance, offers healthcare job training support  

funded by a Health Profession Opportunity Grant through the United States 

Department of Health and Human Services. All potential participants are 

subjected to a rigorous screening process including a background check, drug 

testing, and CASAS testing. Upon fulfillment of those requirements, the participant 

moves on to what is known as the randomization process where they go on to be 

selected by computer -generated lottery for acceptance into the program. The 

majority of our participants have completed Patien t Care Technician training. 

0ÁÒÔÉÃÉÐÁÎÔÓ ÈÁÖÅ ÁÌÓÏ ÒÅÃÅÉÖÅÄ ÃÒÅÄÅÎÔÉÁÌÓ ÁÓ #ÅÒÔÉÆÉÅÄ .ÕÒÓÅȭÓ !ÉÄÅÓȟ -ÅÄÉÃÁÌ 

Administrative Assistants, Emergency Medical Technicians and Pharmacy 

Technicians.  

A pool of emergency funds is available to address needs of parti cipants that 

deviate from standard support services (e.g. childcare, transportation, uniform 

assistance). In some instances, these funds have been used to assist in rental 

payment while the participant is actively participating in the program. This 

practic e has proven to greatly impact the success of the program and has been 

adopted in program development.  

  

¶ Ticket to Work  

The NRWIB is a Social Security-approved Ticket to Work "Employment Network". Ticket to 

Work is a free and voluntary program offered by Social Security that assists people age 18 

through 64 who receive Social Security disability benefits and who are interested in returning to 

work or working for the first time. By participating, a person who is interested in working 

receives support throughout their journey to financial independence.  

 Ticket to Work helps persons who receive SSI or SSDI benefits to obtain vocational counseling, 

training, job readiness, job referrals and other employment support services, free of charge.  

Services that NRWIB and the American Job Center can provide to Ticket holders include: 

¶ career counseling 

¶ résumé development and interview preparation 

¶ a wide variety of employment workshops 

¶ referrals to additional services and supports 

¶ job matching and job development 

¶ SSA disability benefits advisement referral 

¶ job accommodations instruction and assistance 

¶ possibility of training through WIOA funds, based on eligibility 

¶ follow-up supports and retention services after employment 
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 Home Works  

The Northwest Regional Workforce Investment Board (NRWIB) has developed a program, 

Ȱ(ÏÍÅ 7ÏÒËÓȱ ×ÈÉÃÈ ÈÅÌÐÓ ÔÏ ÁÄÄÒÅÓÓ ÔÈÅ ÉÓÓÕÅ ÏÆ ÅÃÏÎÏÍÉÃ ÉÎÓÅÃÕÒÉÔÙȟ ÌÁÃË ÏÆ ÅÍÐÌÏÙÍÅÎÔ 

opportunities, and homelessness in Waterbury.  The program provides employment services 

that assist homeless individuals attain housing and economic self-sufficiency. This program 

employs an innovative approach that affords individuals and their families the platform they 

need to pursue economic independence. Funded by the United Way Collaborative, this program 

provides rent subsidies to get homeless families into housing, coupled with an aggressive 

employment and training component to keep them there.  

 !Ó ÔÈÅ .27)" ×ÏÒËÅÄ ×ÉÔÈ ÔÈÅ 5ÎÉÔÅÄ 7ÁÙȟ 7ÁÔÅÒÂÕÒÙȭÓ %ÁÒÌÙ #ÈÉÌÄÈÏÏÄ /ÆÆÉÃÅȟ .Å× 

Opportunities, St. Vincent de Paul Place, Salvation Army, the Center for Human 

Development and others it became clear that an Employment Focused Program with 

(ÏÕÓÉÎÇȟ ÓÉÍÉÌÁÒ ÔÏ (ÏÎÏÌÕÌÕȭÓ 2ÅÎÔ ÔÏ 7ÏÒË 0ÒÏÇÒÁÍ ÃÏÕÌÄ ÂÅ ÒÅÐÌÉÃÁÔÅÄ ÈÅÒÅ ÁÎÄ ÈÁÖÅ Á 

profound impact on the homeless community.   In an effort to expand and enhance the 
program, NRWIB will work closely with the City of Waterbury to establish further 

resources. Home Works is designed to address needs and mitigate the barriers to 

securing and maintaining housing. Our Tenant Based Rental  Assistance program 

coordinates with homeless service providers, emergency/transitional shelters, churches 

and other community agencies through the media, email, phone, site visits, newsletters, 

brochures, fliers, etc. to continue to promote the program an d inform potential 

participants. Participants are assigned a dedicated Career Navigator who helps them 

follow a Housing Employment and Learning Plan (HELP) geared toward gaining and 

maintaining employment; increasing savings; sustaining a fair market renta l unit; and 

transitioning to affordable housing.  

 Apprenticeship Connecticut Initiative  

This program focuses on addressing the shortage of skilled workers in the manufacturing 

sector. A regional partnership comprises the following entities: Manufacturing Alliance Service 

Corporation, Northwestern CT Community College, Naugatuck Valley Community College, CT 

Technical High Schools, Torrington High School, Danbury High School, New Milford High School, 

and Waterbury high schools along with sixteen employers throughout the northwest workforce 

region and several business associations and Chambers of Commerce. The project provides 

separate training programs by creating pipelines for 11th or 12th grade students and 

individuals 18 years of age or older who are not currently enrolled in 11th or 12th grade.  

 Training programs available include (but are not limited to): 

¶ Introduction to Manufacturing (7 weeks) 

¶ Introduction to Machinist (30 weeks) 

¶ Fundamentals of Manufacturing Technology  

¶ Engineering Drawing Specifications (8 weeks) 

¶ Manufacturing Process/Precision Machining (8 weeks) 

 Digital Literacy  

The Northwest Regional Workforce Investment Board offers basic computer classes which are 

open to the public. Classes are on Tuesdays and Thursdays from 5:00 p to 7:00 p and run for six 

weeks at the Waterbury American Job Center. Students are given the option of attending all six 
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×ÅÅËÓȭ ×ÏÒÔÈ ÏÆ ÃÌÁÓÓÅÓ ÏÒ ÓÅÌÅÃÔÉÎÇ ÔÈÅ ÃÌÁÓÓÅÓ ÔÈÅÙ ÎÅÅÄ ÆÒÏÍ ÔÈÅ ÆÏÌÌÏ×ÉÎÇ ÌÉÓÔȡ $ÉÇÉÔÁÌ 

Literacy Orientation, Windows (File) Explorer, Computer Basics, Internet Explorer, Word I, 

Word II, Word III, Excel I, Excel II, Excel III, PowerPoint I and PowerPoint II.  

 Connecticut Works to Recover - Employer Friendly Workforce Initiative  

The Northwest Regional Workforce Investment Board has created a multi-entry point career 

pathway designed to increase the number of credentialed counselors and address the needs of 

ÉÔÓ ÍÅÍÂÅÒ ÃÏÍÍÕÎÉÔÉÅÓ ÉÎ ÁÄÄÒÅÓÓÉÎÇ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÏÐÉÏÉÄ ÃÒÉÓÉÓȢ )ÄÅÎÔÉÆÉÃÁÔÉÏÎ ÏÆ ÅÌÉÇÉÂÌÅ 

participants at each entry point is geared to address necessary prerequisites to move forward to 

the next level. This comprehensive training program contains three components: classroom 

training, clinical apprenticeship opportunities, and documentation of the required number of 

clinical supervision hours which varies in accordance with education attained by participant. 

Upon completion of the three components, the successful participant attains pre-requisites for 

credentials and, where applicable, is prepared for the certification or licensure exam. In 

harmony with the goals of this program, Connecticut has joined the Employer Friendly 
Workforce Initiative which aims to prevent substance misuse and recovery support. Recovery 

Friendly Workplace demonstrates a commitment to creating a Recovery-friendly environ ment 

promotes a culture that challenges the stereotypes associated with substance use disorders and, 

enhances workplace safety while improving productivity and profitability by addressing 

ÂÅÈÁÖÉÏÒÁÌ ÈÅÁÌÔÈ ÉÓÓÕÅÓ ȰÈÅÁÄ-ÏÎȱȢ #ÏÎÎÅÃÔÉÃÕÔ ÅÎÇÁÇÅÓ ÉÔÓ ÌÏÃÁÌ ÁÎd state partners including 

the State of Connecticut Department of Mental Health Services and Addiction Services, the CT 

Community for Addiction Recovery and the CT Counselor Certification Board, to deliver training 

ÁÎÄ ÓÕÐÐÏÒÔ ÔÏ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÅÍÐÌÏÙÅÒÓ ÒÅgarding substance use disorders. 

 Work Readiness Boot Camp 

The NRWIB worked closely with the State of CT Bureau of Rehabilitation Services to develop a 

work readiness boot camp. This workshop is designed to enhance opportunities by providing 

participants with the proper skills needed to gain employment. This is a dynamic and 

interactive workshop which encourages the participant to break out of their shell and connect 

with their classmates and instructor. The topics discussed during training include: first 

impressions, work expectations and ethics, the value of prioritizing and managing time, 

appropriate attire, interpersonal skills and many more. This workshop is offered on a monthly 

basis and all participants must be referred by their career navigator and/or case manager. 

 Industrial Sewing Program  

The Northwest Regional Workforce Investment Board (NRWIB) received an award from the 

Northwest Building Healthier Communities Fund, a fund of the Northwest Connecticut 

Community Foundation, Inc., and developed a program which focuses on addressing the 

shortage of skilled workers in the Industrial Sewing sector. This regional partnership comprises 

the following entities: NRWIB, Northwest Connecticut Community Foundation, Commercial 

Sewing, Franklin Products, Northwest CT Chamber of Commerce and New Opportunities, Inc. 

This unique partnership serves the employment needs of individuals residing in the Greater 

Torrington and Winsted area. The program provides practice-based training to hone technical 
and behavioral skills that allows graduates to operate at peak performance on the job as a 

3Å×ÉÎÇ /ÐÅÒÁÔÏÒȢ 'ÒÁÎÔ ÆÕÎÄÓ ÁÒÅ ÕÔÉÌÉÚÅÄ ÔÏ ÐÁÙ ÆÏÒ ÔÒÁÉÎÉÎÇ ÁÎÄ ÔÏ ÁÄÄÒÅÓÓ ÐÁÒÔÉÃÉÐÁÎÔÓȭ 

barriers to employment such as childcare assistance, transportation and/or other concerns 

wit hin the parameters of available resources. 

 Future Bankers Program  
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This program is designed to motivate and tap into the talent of high-achieving students, 

providing them a clear and promising career path in the financial services industry. It is a 

collaborative effort of the Center for Financial Training, area public schools, and local financial 

ÓÅÒÖÉÃÅÓ ÉÎÓÔÉÔÕÔÉÏÎÓȢ .27)"ȭÓ &ÕÔÕÒÅ "ÁÎËÅÒÓ ÈÁÓ ÁÌÓÏ ÂÅÅÎ ÒÅÃÏÇÎÉÚÅÄ ÂÙ ÔÈÅ #4 3ÔÁÔÅ /ÆÆÉÃÅ ÏÆ 

Apprenticeship as a registered pre-apprenticeship program. The Future Bankers Program 

consists of three online courses designed and offered by the Center for Financial Training. 

Program curriculum consists of the following: Principles of Banking and Practell: Online Teller 

Training and Center for Financial Training On-Course Learning Banking Catalog. 

 Principles of Banking  

This course explores the fundamental principles and practices of banking and credit in the 

United States. The course gives an excellent overview of financial services, including 

information on human resources, marketing, and ethics. Topics to be covered include:  money 

and interest, negotiable instruments, mortgages, commercial lending, security and ethics, and 

ÔÈÅ ÒÏÌÅ ÏÆ ÂÁÎËÉÎÇ ÉÎ ÔÏÄÁÙȭÓ ÅÃÏÎÏÍÙȢ 

 Practell: Online Teller Training  

¶ gives real-life examples for real-life experiences 

¶ increases customer satisfaction 

¶ reduces training timeɂgets tellers out to the line faster 

¶ offers over 200 topics on the basics of being a teller, and much more 

¶ provides continuous self-testing of knowledge, topic by topic, and unit by unit 

¶ covers every critical teller responsibility 

 Center for Financial Training (CFT) Learning Catalog  

The CFT/On-Course Learning Banking Catalog offers an annual subscription featuring hundreds 

of self-paced online courses on pertinent banking topics including regulatory compliance; 

lending, management, sales and service, insurance and retirement account/planning courses. 

All courses feature instantly graded exams and students can track course enrollments and 

completions for this and external programs in their account. 

 Waterbury Working Cities Challenge  

The NRWIB is a partner in a local initiative known as the Waterbury Working Cities Challenge. 

This project addresses the economic and racial/ethnic inequities that have devalued the once 

vibrant South End Neighborhood by creating a strong, resident-driven, civic infrastructure, 

realigning and relocating job training services and revising child care decision-making policies 

to be more equitable, insuring adequate access for neighborhood residents, children and 

families. Focusing on one neighborhood provides an opportunity to advance changes in systems 

and policies and pilot a resident engagement model that can be replicated in other city 

neighborhoods. Job training efforts focus oÎ ÔÈÅ ÈÅÁÌÔÈÃÁÒÅ ÓÅÃÔÏÒȟ ÎÁÍÅÌÙ #ÅÒÔÉÆÉÅÄ .ÕÒÓÅÓȭ !ÉÄÅ 

training and employment services. This class is available in Spanish in collaboration with the 

Academy of Medical Training.  

 Danbury Working Cities Challenge  

This is a city-wide collaborative designed to improve the lives of the 50 percent of Danbury 

residents who live in poverty or who struggle to make ends meet. It links services across the 
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community to make it easier for households to access the tools they need to improve their 

economic situations and become a stronger economic force in the city. The goal of the program 

is to reduce the number of immigrants and people of color who are in poverty by 30 percent 

within 10 years. The effort evolves through two phases. Phase one focuses on building trust 

among the diverse cultures in Danbury through a system of language acquisition programs and 

increasing access to affordable, quality childcare. Reducing these barriers paves the way for 

phase two, which moves residents who have acquired appropriate childcare and language 

proficiency into job and educational training programs to improve economic self-sufficiency. 

 Reentry Council and Collaborative  

The NRWIB actively participates on the Northwest CT Reentry Council and Greater Danbury 

Reentry Collaborative. !Ó #ÏÎÎÅÃÔÉÃÕÔȭÓ ÐÒÉÓÏÎ ÐÏÐÕÌÁÔÉÏÎ ÃÏÎÔÉÎÕÅÓ ÔÏ ÄÅÃÌÉÎÅȟ ÒÅÅÎÔÒÙ 

ÓÕÐÐÏÒÔÓ ÂÅÃÏÍÅ ÁÎ ÉÎÔÅÇÒÁÌ ÐÁÒÔ ÏÆ ÏÎÅȭÓ ÓÕÃÃÅÓÓÆÕÌ ÒÅÉÎÔÅÇÒÁÔÉÏÎ ÂÁÃË ÉÎÔÏ ÔÈÅ ÌÉÖÅÓ ÏÆ ÔÈÅÉÒ 

children, families and communities. Reentry is complex as it touches on every aspect of a 

persoÎȭÓ ÌÉÆÅȢ /ÎÃÅ ÁÎ ÉÎÄÉÖÉÄÕÁÌ ÉÓ ÒÅÌÅÁÓÅÄ ÆÒÏÍ ÐÒÉÓÏÎȟ ÃÈÁÌÌÅÎÇÅÓ ÃÁÎ ÁÒÉÓÅ ×ÉÔÈ ÆÉÎÄÉÎÇ 
assistance around basic needs, housing, employment, mental health and substance abuse 

supports, and other necessary resources. Identifying resources in a timely fashion is critical to 

ÏÎÅȭÓ ÏÖÅÒÁÌÌ ÓÕÃÃÅÓÓȢ 4ÈÅ 2ÅÅÎÔÒÙ 3ÔÒÁÔÅÇÙ ÃÒÅÁÔÅÓ Á ÒÅÃÏÍÍÅÎÄÅÄ ÆÒÁÍÅ×ÏÒË ÔÏ ÇÕÉÄÅ 

comprehensive and coordinated policy development and service delivery systems for people 

transitioning from jail or prison to communities throughout the state, with the goals of reducing 

recidivism, improving public safety, saving and more efficiently using taxpayer dollars, and 

assisting people to return to and stay home.   

 Capital Workforce Partners - .ÏÒÔÈ #ÅÎÔÒÁÌ #ÏÎÎÅÃÔÉÃÕÔȭÓ 7ÏÒËÆÏÒÃÅ $ÅÖÅÌÏÐÍÅÎÔ "ÏÁÒd 

 Adult  

¶ National Dislocated Worker Grant  

The National Dislocated Worker grant is a $5.8 million Federal Trade and Economic Transition 

grant which enables Capital Workforce Partners (CWP) and the North-Central Connecticut 

ÒÅÇÉÏÎȭÓ !ÍÅÒÉÃÁÎ *ÏÂ #ÅÎÔÅÒ ɉ!*#Ɋ network to address ongoing and emerging workforce and 

economic challenges by providing training and career services to dislocated workers seeking 

reentry into the workforce and increasing their skill levels to become competitive for growing 

or high demand employment opportunities.  The grant focuses on two sectors, Manufacturing 

and Health Care for the period of October 2018 to September 2020. 

  

¶ Connecticut Recovers Opioid Grant  

Capital Workforce Partners, in partnership with the Connecticut Department of Labor, was 

awarded a Connecticut Recovers Opioid grant.  A Peer Recovery Navigator will be stationed at 

the Hartford American Job Center and the Best Chance program will provide pre-manufacturing 

training at Manchester Community College.   

  

¶ Integrated Bas ic Education and Skills Training Second Chance Pilot ɀ BEST Chance 

In 2016 the State of Connecticut chose Capital Workforce Partners as the lead organization to 

implement the Integrated Basic Education and Skills Training (I-BEST) Second Chance Pilot as a 

contextualized learning pilot program in Hartford County to reduce unemployment and 

recidivism rates among soon to be released offenders and ex-offenders in Connecticut.  The goal 
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was to help ex-ÏÆÆÅÎÄÅÒÓ ÃÏÍÐÅÔÅ ÉÎ ÔÏÄÁÙȭÓ ÌÁÂÏÒ ÍÁÒËÅÔ ÂÙ ÐÒÏÖÉÄÉÎÇ ÒÅÌÅÖÁnt training and 

support to gain good jobs.  Specifically, program goals included: 

 Completion of basic, occupational and advanced training 

¶ Increased earnings and employment 

¶ Reduction of recidivism 

¶ Placement and Retention of employment 

The BEST Chance Program is based on the I-BEST, an evidence-based model, designed to 

provide vocational education combined with contextualized adult basic education, through a 

partnership of a dozen organizations supporting this comprehensive program. 

  

¶ Jobs Funnel 

The Jobs Funnel was launched as a pilot in Hartford to provide qualified workers opportunities 

to pursue careers in the construction trades. Jobs Funnels programs now operate in two local 

workforce areas ɀ north central and northwest ɀ under the aegis of the respective regional 

7$"ÓȢ 3ÔÁÔÅȤÌÅÖÅÌ ÃÏÏÒÄÉÎÁÔÉÏÎ ÉÓ ÐÒÏÖÉÄÅÄ ÔÈÒÏÕÇÈ ÔÈÅ /ÆÆÉÃÅ ÏÆ 7ÏÒËÆÏÒÃÅ #ÏÍÐÅÔÉÔÉÖÅÎÅÓÓȢ 

State general fund dollars help support Jobs Funnel efforts. 

Jobs Funnel services typically include: outreach/recruitment, assessment, case management, 

ÐÒÅȤ ÅÍÐÌÏÙÍÅÎÔ ÔÒÁÉÎÉÎÇȟ ÊÏÂ ÐÌÁÃÅÍÅÎÔȟ ÁÎÄ ÒÅÔÅÎÔÉÏÎ ÓÕÐÐÏÒÔ ÓÅÒÖÉÃÅÓȢ 3ÉÎÃÅ ÔÈÅÉÒ ÉÎÃÅÐÔÉÏÎȟ 

the various regional funnel initiatives have helped to place more than 4,488 individuals in a 

ÖÁÒÉÅÔÙ ÏÆ ÃÏÎÓÔÒÕÃÔÉÏÎȤ ÒÅÌÁÔÅÄ ÊÏÂÓȟ ÉÎ ÂÏÔÈ ÕÎÉÏÎ ÁÎÄ ÎÏÎȤÕÎÉÏÎ ÓÅÔÔÉÎÇÓȟ ÁÎÄ ÉÎ 

apprenticeships. The average hourly starting wage for participants who have completed the 

*ÏÂÓ &ÕÎÎÅÌ ÔÒÁÉÎÉÎÇ ÉÓ ÁÐÐÒÏØÉÍÁÔÅÌÙ ΑρχȤςρȢ 4ÈÅ *ÏÂÓ &ÕÎÎÅÌÓ ÁÒÅ ÁÎ ÅØÁÍÐÌÅ ÏÆ ÉÎÎÏÖÁÔÉÖÅ 

ÐÕÂÌÉÃȤÐÒÉÖÁÔÅ ÐÁÒÔÎÅÒÓÈÉÐÓ ÉÎÖÏÌÖÉÎÇ ÅÍÐÌÏÙÅÒÓȟ ÌÁÂÏÒȟ ÃÏÍÍÕÎÉÔÙȤÂÁÓÅÄ ÏÒÇÁÎÉÚÁÔÉÏÎÓȟ ÓÔÁÔÅ 

ÁÎÄ ÌÏÃÁÌ ÁÇÅÎÃÉÅÓȟ ÎÏÎȤÐÒÏÆÉÔÓ ÁÎÄ ÌÏÃÁÌ ÆÕÎÄÅÒÓ ÔÏ ÁÄÄÒÅÓÓ ÓÈÁÒÅÄ ÏÂÊÅÃÔÉÖÅÓȢ 

  

¶ Free to Succeed 

Free to Succeed provides retention services, career advancement planning, and 

support to former offenders.   The program, staffed by two full -time Retention 

Specialists, is housed at the Hartford American Job Center. Capital Workforce 

Partners (CWP) is able to leverage the resources of the AJC system to provide job 

training and placement services.   Individuals may be referred to Free to Succeed 

after being placed into employment by AJC job developers, Best Chance and Jobs 

Funnel staff, and community partners, or they may enter the program directly.     

  

¶ Ticket to Work  

Ticket to Work is an initiative where individuals with disabilities who are on Social Security 

Disability Benefits and who can work, are encouraged and provided incentives to do so. The 

savings differential based on earnings and savings from SSA are passed on as a reimbursement 

to Capital Workforce Partners as unrestricted dollars.  An Integrated Resource Team (IRT) 

staffed by AJC partners often meet to triage the needs of the participating individuals. 
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¶ Listen for Good  

Listen for Good is a research project, developed with financial support from the Fund for Shared 

Insight, a private foundation seeking to improve customer outcomes. Capital Workforce 

Partners was awarded $30,000 to design, develop and conduct customer service and customer 

feedback instruments and use the findings to improve the jobseeker experience in their 

American Job Centers in the region.  The methodology learned from this initiative will be used in 

future feedback activities. 

  

¶ Hartford Working Cities Challenge (HWC)  

            Capital Workforce Partners is an active partner in the initiative led by the United Way      

of Central Connecticut through funding from the Federal Reserve Bank of Boston.  This is     a 

place based project targeting three neighborhoods, Barry Square, Frog Hollow and            South 

Green. This initiative will create a focused, sustained and urgent effort to            increase the 

education, skills and employment levels of 700 young adults (ages 16-29)                over ten years 

by leading system change objectives targeted to agencies and       employers.   

  

¶ East Hartford Working Cities Challenge (EHC)  

            Capital Workforce Partners (CWP) is an active partner in East Hartford CONNects (EHC),   

participating on both the EHC Advisory Committee and Task Force. EHC represents East     

(ÁÒÔÆÏÒÄȭÓ ÉÎÉtiative as one of five municipalities participating in the Connecticut         Working 

Cities Challenge, organized by the Federal Reserve Bank of Boston.  %(#ȭÓ           purpose is to 

assist East Hartford residents with career development and educational             resources and to 

foster community engagement.   

  

¶ Adult Literacy  

Capital Workforce Partners, working with 35-40 adult education providers in the N. Central CT 

area is collaborating to support the Capital Area Adult Literacy Network, focusing on workforce 

development programs and adult education providers accentuating efforts to strengthen 

coordination between workforce development and adult education.  The group is focused on 

four priorities  

1. CWP is embedding some of the improvements that were outlined in a previous meeting 

of Adult Education providers into its updated American Job Center (AJC) Plan, and also 

is supporting new piloted adult education/work-readiness preparation services at three 

AJC sites. 

2. CWP convenes quarterly meetings of the American Job Center lead staff with the Adult 

Education providers to enhance coordination and communications. 

3. ! ȬÃÏÍÍÕÎÉÔÙ ÏÆ ÌÅÁÒÎÉÎÇȭ ÆÏÃÕÓÅÄ ÏÎ ÓÈÁÒÉÎÇ ÂÅÓÔ ÐÒÁÃÔÉÃÅÓȟ ÎÅÔ×ÏÒËÉÎÇ ÁÎÄ 

communications is convened by a group of individuals focused on special topics of 

benefit to improve adult education and workforce development services and strategies. 

4. Additional enhancements to strengthen the system were further noted. 
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¶  

o Doing more to braiding CTE/Academic Programs with workforce development 

programs at the local site level (strategic program development) 

o How does adult education better link with the comprehensive system? 

o A number of adult education students do not qualify for AJC-One-Stop services 

and there is a need for a flexible training fund 

o IBEST Programs: need to be able to think through how adult education and 

contextualized IBEST options can be brought to scale 

o Pre-readiness boot camps for adult education 

o At each AJC and Adult Education Center have an integrated communications 

packet of services 

o Use more National External Diploma Program ɀ expand to scale 

o Intake/assessments need to be systemized ɀ too much duplication and 

redundancy; common forms  

  

¶ One Stop Operator 
In 2017, Capital Workforce Partners contracted One Stop Operator Serves for 

buildi ng and maintaining partnerships with WIOA mandated partners.   In 

addition, the Operator builds partnerships with other State agencies and 

ÃÏÍÍÕÎÉÔÙ ÐÁÒÔÎÅÒÓ ÔÏ ÓÕÐÐÏÒÔ ÔÈÅ !ÍÅÒÉÃÁÎ *ÏÂ #ÅÎÔÅÒȭÓ ÃÕÓÔÏÍÅÒ ÎÅÅÄÓȢ  The 

Operator conducts quarterly partners meet ings, participates, with CWP, in 

customer satisfaction surveys, and convenes focus groups with subject matter 

experts including American Job Center customers.   CWP will procure the 

continued services in March 2020.  

  

Youth  

¶ Hartford Student Internship Progr am (HSIP) 
(3)0 ÉÓ Á ȬÃÏÒÎÅÒÓÔÏÎÅȭ ÃÁÒÅÅÒ ÁÎÄ ÃÏÌÌÅÇÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÔÒÁÔÅÇÙ ÆÏÒ (ÁÒÔÆÏÒÄ 

youth ages 16-21 to prepare at -risk youths for career pathways. CWP, Hartford 

Public Schools, and the City of Hartford collaborate with community -based 

organizations and  other public/private partners to ensure vulnerable students 

attending HPS in grades 11 -12 will have access to work -based learning 

opportunities to develop college and career competencies. These skills directly 

correlate to greater future postsecondary ach ievement by reducing chronic 

absenteeism and supporting pathways toward self -sufficiency. In the coming year, 

CWP will look to expand both the scope and reach of HSIP in order to serve more 

youth, as well as to provide a more in -depth training component ba sed in the 

Work -Based Learning Competencies.   

  

¶ Summer Youth Employment Program  
SYELP is a regional summer employment program from June to August, with 

funding through CYEP, CT DCF, the City of Hartford, and Hartford Foundation for 
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Public Giving. It place s an average of 1300 youth per year in subsidized 

employment opportunities. In 2020, SYELP will re -introduce the tiered system, 

ensuring that youth at every level of employment readiness have access to skill -

building opportunities.  

  

¶ Hartford Opportunity Youth Collaborative  

Capital Workforce Partners, the North Central CT Workforce Investment Board, is backbone 

organization for the Hartford Opportunity Youth Collaborative (HOYC), a collective action 

effort to improve the life outcomes for the almost 5000 Opportunity Youth (OY), ages 16-24, in 

Hartford who do not have a high school degree or who have a diploma but are not in school or 

working.   

 HOYC OY strategies emphasize: (a) empowering youth leaders, (b) enhancing and expanding 

effective career pathways, (c) using RBA to inform decision-making, assess progress, and 

improve methods of evaluation, and (d) engaging in policy and systems alignment to scale up 

and sustain this work. 

 HOYC engages membership, establishing commitments to: (a) a common agenda for OY 

programming, (b) shared measurement, (c) mutually reinforcing activities, and (d) continuous 

communication. Members of HOYC, align systems and resources to implement successful career 

ÐÁÔÈ×ÁÙ ÐÒÏÇÒÁÍÓ ÁÎÄ *ÏÂÓ ÆÏÒ ÔÈÅ &ÕÔÕÒÅ Ȱ"ÁÃË ÏÎ 4ÒÁÃËȱ ÉÎÔÅÒÖÅÎÔÉÏÎÓȡ Ȱ%ÎÒÉÃÈÅÄ 

0ÒÅÐÁÒÁÔÉÏÎȱ ÁÎÄ Ȱ0ÏÓÔÓÅÃÏÎÄÁÒÙȾ#ÁÒÅÅÒ "ÒÉÄÇÉÎÇȟȱ ×ÈÉÃÈ ÁÒÅ ÃÏÒÅ ÔÏ ÔÈÅ /ÐÐÏÒÔÕÎÉÔÙ 7ÏÒËÓ 

program that has become a local and national best practice. 

  

¶ Navigation Tool for Young Adult Services  

The Hartford Opportunity Youth Collaborative (HOYC) and Hartford Generation Work (Gen 

Work) have identified a systemic need for coordination and navigation; are collectively working 

toward a coordinated education and training system for youth and adults ages 16-29; and are 

committed to eliminating duplication of projects and services through collaboration. As such 

one education and training navigation tool (tool) is in development that meets the needs as 

identified by each of the two collaboratives. The creation of a navigation tool will better connect 

individuals to programs that meet their unique needs and eligibility. The Tool will be available 

on the HOYC website with HOYC and Generation Work branding, and may be linked from other 

partners' websites such as that of United Way of Central and Northeastern Connecticut and the 

United Way 2-1-1 website. 

  

¶ Youth Symposium  

CWP organized hundreds of youth, service providers and community members turned out for 

the Northeast Opportunity Youth conference in Hartford to share inspiration, resources, and 

stories and best practices in addressing the needs of Opportunity Youth ɂ at-risk young people 

aged 18 to 24 not actively engaged in school or the workforce. The programs, including the 

Hartford Opportunity Youth Collaborative, are united in partnership as the Y.E.S. Project, a 

ÎÁÔÉÏÎÁÌ ÉÎÉÔÉÁÔÉÖÅ ÏÆ !ÍÅÒÉÃÁȭÓ 0ÒÏÍÉÓÅȢ 3ÐÏÎÓÏÒÅÄ ÂÙ 3ÔÁÔÅ 2ÅÐȢ 4ÏÎÉ 7ÁÌËÅÒ ÁÎÄ ÃÏ-sponsored 

by Sen. McCrory and Rep. McGee at the Legislative Office Building in Hartford, Connecticut, the 

November 2019 event highlighted work in Boston, Hartford, New York, Philadelphia and 

Portland, Maine.  CT DOL expressed interest in making the symposium an annual event which 



Page 115 

may be done in collaboration with CWP.  !ÍÅÒÉÃÁȭÓ 0ÒÏÍÉÓÅ ÓÕÐÐÏÒÔÅÄ ÔÈÅ ÅÖÅÎÔ ÉÎ ςπρωȟ ÂÕÔ 

moving forward, CWP may collaborate with CT DOL as they expressed an interest in holding the 

event annually. 

 Below are highlights and resources. 

Common themes and program elements  

¶ Backbone organization spearheads work; provides funding, training, and support for 
providers and opportunities for them to meet.  

¶ Career pathways for opportunity youth target occupations identified by employers: 

¶ 3ÅÅË ÔÏ ÉÄÅÎÔÉÆÙ ÁÎÄ ÍÅÅÔ ÔÈÅ ȰÓËÉÌÌÓ ÇÁÐȱ  

¶ Identify and work on both individual and systems-level indicators  

¶ Measure outcomes in the short, medium and long term  

¶ Incorporate work-based or project-based learning  

¶ Provide opportunities for self-reflection  

¶ Career pathway partners need structured and regular opportunities to share and 
discuss information and data.  

¶ Securing stable funding for services remains a challenge for providers and partners. The 
ability of backbone organizations and coalitions to amplify the value of the work to 

funders and the philanthropic community is valuable and necessary. 

  

Partnerships  

¶ Capital Area Pipeline Partnership (CAPP)  

Capital Workforce Partners (CWP) convenes the Capital Area Pipeline 

Partnership, a unique regional employer -ÌÅÄ ȰÐÁÒÔÎÅÒÓÈÉÐ ÏÆ ÐÁÒÔÎÅÒÓÈÉÐÓȱ 

repres enting leaders of sector -specific partnerships and associated strategic 

partners driving strategy and action in to develop a regional pipeline of job -ready 

ÔÁÌÅÎÔ ÔÏ ÍÅÅÔ ÅÍÐÌÏÙÅÒÓȭ ÄÅÍÁÎÄ ÆÏÒ ÓËÉÌÌÅÄ ×ÏÒËÅÒÓȟ ÓÕÐÐÏÒÔ ÂÕÓÉÎÅÓÓ ÇÒÏ×ÔÈ 

ÁÎÄ ÐÒÏÍÏÔÅ ×ÏÒËÅÒÓȭ Æinancial security. CAPP partners include: Advanced 

Manufacturing Employer Partnership; Metro Hartford Alliance for Careers in 

Health; Jobs Funnel Construction and Transportation Partnership (Jobs Funnel); 

Capitol Region Council of Governments; Connecticut Business and Industry 

Association; Hartford Foundation for Public Giving; MetroHartford Alliance; 

United Way of Central and Northeastern Connecticut; Workforce Solutions 

Collaborative of Metro Hartford; Connecticut General Assembly Leadership; 

Municipal Ec onomic Development Officials.  

  

¶ Metro Hartford Alliance for Careers in Healthcare (MACH)  

Capital Workforce Partners (CWP) co-convenes the Metro Hartford Alliance for Careers in 

Healthcare (MACH) with Workforce Solutions Collaborative of Metro Hartford, an ÅÍÐÌÏÙÅÒȤÌÅÄ 

partnership whose purpose is to build a sustainable pipeline of skilled workers to meet the 

ÔÁÌÅÎÔ ÎÅÅÄÓ ÏÆ .ÏÒÔÈ #ÅÎÔÒÁÌ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÈÅÁÌÔÈÃÁÒÅ ÓÅÃÔÏÒ ÔÏ ÆÉÌÌ ÅÎÔÒÙ-level and middle-skill 
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jobs, and retain and advance productive employees leading to financial security and economic 

growth. 

  

¶ Advanced Manufacturing Employer Partnership (AMEP)  
Capital Workforce Partners (CWP) co -convenes the Advanced Manufacturing 

Employer Partnership (AMEP)  with the Connecticut Center for Advanced 

Technology, aÎ ÅÍÐÌÏÙÅÒȤÌÅÄ ÐÁÒÔÎÅÒÓÈÉÐ ×ÈÏÓÅ ÐÕÒÐÏÓÅ ÉÓ ÔÏ ÂÕÉÌÄ Á ÓÕÓÔÁÉÎÁÂÌÅ 

ÐÉÐÅÌÉÎÅ ÏÆ ÓËÉÌÌÅÄ ×ÏÒËÅÒÓ ÔÏ ÍÅÅÔ ÔÈÅ ÔÁÌÅÎÔ ÎÅÅÄÓ ÏÆ .ÏÒÔÈ #ÅÎÔÒÁÌ #ÏÎÎÅÃÔÉÃÕÔȭÓ 

manufacturing sector to fill entry -level and middle -skill jobs, and retain and 

advance productive employe es leading to financial security and economic growth.  

  

¶ Jobs Funnel Advisory Committee  

Capital Workforce Partners (CWP) convenes the Jobs Funnel Advisory Committee.   

The Jobs Funnel Advisory Committee oversees the development and 

implementation of partner ship opportunities with key stakeholders to lead 

efforts in all regional Jobs Funnel activities.   This includes strategies for job 

ÓÅÅËÅÒÓȭ ÔÒÁÉÎÉÎÇ ÁÎÄ ÐÌÁÃÅÍÅÎÔ ÉÎ ÔÈÅ ÃÏÎÓÔÒÕÃÔÉÏÎ ÉÎÄÕÓÔÒÙ ÓÅÃÔÏÒȢ  The 

ÃÏÍÍÉÔÔÅÅȭÓ ÇÕÉÄÁÎÃÅ ×ÉÌÌ ÅÎÓÕÒÅ ÔÈÁÔ ÔÈÅ .ÏÒÔÈ #ÅÎÔÒÁÌ 2ÅÇÉÏÎȭÓ *ÏÂÓ &ÕÎÎÅÌ 

initiatives enhance and develop a workforce which is equipped with the necessary 

ÓËÉÌÌÓ ÔÏ ÅÎÔÅÒ ÁÎÄ ÁÄÖÁÎÃÅ ÉÎ ÔÈÅ ÓÔÁÔÅȭÓ ÃÏÎÓÔÒÕÃÔÉÏÎ ÁÎÄ ÒÅÌÁÔÅÄ ÇÒÅÅÎ ÉÎÄÕÓÔÒÙ 

sector.    

  

¶ Relocation of the Hartford American Job Center  

      Capital Workforce Partners and the Department of Labor are relocating the Hartford 

American Job Center and are taking a systems-building approach to create a customer-

centered and customer-driven service delivery model.  This model will provide an 

innovate delivery of services in that it will be fully integrated by function rather than by 

provider, e.g., Business Services will be provided by Capital Workforce Partners and the 

Department of Labor under one umbrella.   Additionally, it will seek to provide seamless 

delivery to its customers through its partner organizations through a shared IT 

infrastructure and coordination of services.  

  

  

B. STATE BOARD 

Please refer to Section II.b. 

  

¶ i.      Membership Roster and Category for State Workforce Board  

Please note that the board structure follows CT State Law and was grandfathered from 

JTPA, to WIA and WIA to WIOA as an alternative entity. Governor Lamont has also 

attended the first 2 meetings.  
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     Members   Category  

 1   Garrett Moran, Chair   Business  

 2   Kellie-Marie Vallieres, Vice-Chair   Business  

 3   Cliff Asness   Business  

 4   Peter Bevacqua   Business  

 5   Cindi Bigelow   Business  

 6   Marna Borgstrom   Business  

 7   Oni Chukwu   Business  

 8   Monette Ferguson   Community Action Agency  

 9   Kevin Graney   Business  

 10   Juan Hernandez   Organized Labor  

 11   Tony Hwang   State and Local Government  

 12   Margaret Keane   Business  

 13   Ravi Kumar   Business  

 14   Ruth Levy   Education  

 15   Jim Loree   Business  

 16   Sal Luciano   Organized Labor  

 17   Judy Olian   Education  

 18   $ÁÖÅ /ȭ.ÅÉÌÌ   Business  

 19   Paul Salovey   Education  

 20   Erika Smith   Business  

 21   Chris Swift   Business  

 22   Leslie Torres-Rodriguez   Education  

 23   Toni Walker   State and Local Government  

 24   Jay Williams   Community-Based Organization  

            

    Ex-Officio Members    

 1   Amy Porter   State Government  

 2   Beth Bye   State Government  

 3   Colin Cooper   Business  

 4   David Lehman   State Government  
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     Members   Category  

 5   Deidre Gifford   State Government  

 6   Jeffrey Wihbey   Education  

 7   Jennifer Widness   Education  

 8   Josh Geballe   State Government  

 9   Jordan A. Scheff   State Government  

 10   Kurt Westby   State Government  

 11   Maria Pirro-Simmons   State Government  

 12   Mark Ojakian   Education  

 13   Melissa McCaw   State Government  

 14   Miguel Cardona   State Government  

 15   Peter Denious   Business  

 16   Scott Gaul   State Government  

 17   Susan Bysiewicz, Lieutenant Governor   State Government  

 18   Timothy Larson   State Government  

 19   Tom Katsouleas   Education  

 20   Vannessa Dorantes   State Government  

            

  

I. MEMBERSHIP ROSTER 

4ÈÅ ÖÏÔÉÎÇ ÍÅÍÂÅÒÓ ÏÆ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌȟ ÔÈÅ 3ÔÁÔÅ 7ÏÒËÆÏÒÃÅ "ÏÁÒÄ ÕÎÄÅÒ 

WIOA, and their professional affiliations, include: 

  

  

¶ i.      Membership Roster and Category for State Workforce Board  

Please note that the board structure follows CT State Law and was grandfathered from 

JTPA, to WIA and WIA to WIOA as an alternative entity. Governor Lamont has also 

attended the first 2 meetings.  

  

  Members Category 

1 Garrett Moran, Chair Business 

2 Kellie-Marie Vallieres, Vice-Chair Business 
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  Members Category 

3 Cliff Asness Business 

4 Peter Bevacqua Business 

5 Cindi Bigelow Business 

6 Marna Borgstrom Business 

7 Oni Chukwu Business 

8 Monette Ferguson Community Action Agency 

9 Kevin Graney Business 

10 Juan Hernandez Organized Labor 

11 Tony Hwang State and Local Government 

12 Margaret Keane Business 

13 Ravi Kumar Business 

14 Ruth Levy Education 

15 Jim Loree Business 

16 Sal Luciano Organized Labor 

17 Judy Olian Education 

18 $ÁÖÅ /ȭ.ÅÉÌÌ Business 

19 Paul Salovey Education 

20 Erika Smith Business 

21 Chris Swift Business 

22 Leslie Torres-Rodriguez Education 

23 Toni Walker State and Local Government 

24 Jay Williams Community-Based Organization 

      

  Ex-Officio Members    

1 Amy Porter State Government 

2 Beth Bye State Government 

3 Colin Cooper Business 

4 David Lehman State Government 

5 Deidre Gifford State Government 

6 Jeffrey Wihbey Education 
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  Members Category 

7 Jennifer Widness Education 

8 Josh Geballe State Government 

9 Jordan A. Scheff State Government 

10 Kurt Westby State Government 

11 Maria Pirro-Simmons State Government 

12 Mark Ojakian Education 

13 Melissa McCaw State Government 

14 Miguel Cardona State Government 

15 Peter Denious Business 

16 Scott Gaul State Government 

17 Susan Bysiewicz, Lieutenant Governor State Government 

18 Timothy Larson State Government 

19 Tom Katsouleas Education 

20 Vannessa Dorantes State Government 

      

  

  

Last Name  First Name  

Moran Garrett former president of Year Up (Chairperson) 

Vallieres 

 

Asness 

Kelli-Marie 

 

Cliff 

Sound Manufacturing (Vice-Chair) 

 

AQR 

Bevacqua Peter NBC Sports 

Bigelow Cindi Bigelow Tea 

Borgstrom Marna Yale New Haven Hospital 

Chukwu Oni Aventri 

Ferguson Monette ABCD Inc. 

Graney Kevin General Dynamics/Electric Boat 

Hernandez Juan 32BJ SEIU 

Hwang Tony Connecticut Senate District 28 

Keane Margaret Synchrony 
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Last Name  First Name  

Moran Garrett former president of Year Up (Chairperson) 

Kumar Ravi Infosys 

Levy Ruth Region 4 Schools 

Loree Jim Stanley Black + Decker 

Luciano Sal Connecticut AFL-CIO 

Olian Judy Quinnipiac University 

/ȭ.ÅÉÌÌ Dave Indeed 

Salovey Peter Yale University 

Smith Erika ReNetx 

Swift Chris The Hartford 

Torres-Rodriguez Leslie Hartford Public Schools 

Walker Toni Connecticut Senate District 28 

Williams Jay Hartford Foundation for Public Giving 

 

  

 

  

II. BOARD ACTIVITIES 

7ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÉÓ Á ËÅÙ ÐÉÅÃÅ ÏÆ 'ÏÖÅÒÎÏÒ ,ÁÍÏÎÔȭÓ ÁÇÅÎÄÁȢ 4ÈÅ ÎÅ×ÌÙ ÅÓÔÁÂÌÉÓÈÅÄ 

'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌ ÉÓ ÍÁËÉÎÇ ÇÒÅÁÔ ÓÔÒÉÄÅÓ ÉÎ ÂÒÉÎÇÉÎÇ together the best minds to 

ÁÄÖÁÎÃÅ ÔÈÅ ÓÔÁÔÅȭÓ ÁÐÐÒÏÁÃÈ ÔÏ ÅÄÕÃÁÔÉÏÎ ÁÎÄ ÔÒÁÉÎÉÎÇȢ 4ÈÅ #ÏÕÎÃÉÌ ÉÎÃÌÕÄÅÓ ÔÏÐ ÅØÅÃÕÔÉÖÅÓ 

from companies of all sizes as well as leaders of nonprofits, unions, the legislature, and 

educational systems. Its makeup is emblematic ÏÆ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ ÁÐÐÒÏÁÃÈ ÏÆ ÂÒÉÎÇÉÎÇ ÔÈÅ 

ÐÕÂÌÉÃ ÁÎÄ ÐÒÉÖÁÔÅ ÓÅÃÔÏÒÓ ÔÏÇÅÔÈÅÒ ÔÏ ÄÒÉÖÅ ÔÈÅ ÓÔÁÔÅȭÓ ÅÃÏÎÏÍÉÃ ÇÒÏ×ÔÈȢ 

 4ÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌ ×ÉÌÌ ÁÌÓÏ ÃÏÏÒÄÉÎÁÔÅ ÁÍÏÎÇ ÔÈÅ ÉÍÐÏÒÔÁÎÔ ÓÔÁËÅÈÏÌÄÅÒÓ ÉÎ 

the workforce system, including businesses, state agencies, quasi-public and independent 

entities, boards, councils, and commissions, public and private education and training 

ÉÎÓÔÉÔÕÔÉÏÎÓȟ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÂÏÁÒÄÓȟ ÎÏÎÐÒÏÆÉÔ ÉÎÓÔÉÔÕÔÉÏÎÓȟ ÌÁÂÏÒ ÕÎÉÏÎÓȟ ÁÎÄ ÔÈÅ ÓÔÁÔÅȭÓ 

Chief Manufacturing Officer. 

4. ASSESSMENT AND EVALUATION OF PROGRAMS AND ONE-STOP PROGRAM PARTNERS 

A. ASSESSMENT OF CORE PROGRAMS 

%ØÅÃÕÔÉÖÅ /ÒÄÅÒ Πτ ÒÅÑÕÉÒÅÓ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌ ÔÏ ÒÅÖÉÅ× ÔÈÅ ÓÔÁÔÅȭÓ ×ÏÒËÆÏÒÃÅ 

development system and submit a report to the governor and the legislature by January 1, 2021 

ÔÈÁÔ ÍÁËÅÓ ÓÔÒÁÔÅÇÉÃ ÒÅÃÏÍÍÅÎÄÁÔÉÏÎÓ ÔÏ ÉÍÐÒÏÖÅ ÔÈÅ ÓÔÁÔÅȭÓ ×ÏÒËÆÏÒÃÅ ÓÙÓÔÅÍ ÉÎ Á ÖÁÒÉÅÔÙ ÏÆ 

areas, including better coordination, reducing barriers to training, strengthening the bridge 

from high school into post-secondary training and education, and emphasizing data-driven 

outcomes. 
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This year, the GWC Data and Performance Committee will be establishing new metrics for 

assessing performance across programs at the ground level. 

 #4$/,ȭÓ %ÍÐÌÏÙÍÅÎÔ 3ÅÒÖÉÃÅÓ /ÐÅÒÁÔÉÏÎÓ 5ÎÉÔ ÃÏÎducts annual case file reviews and 

onsite monitoring of the Wagner -Peyser and Unemployment Insurance (UI) 

Reemployment Services and Eligibility Assessment (RESEA) programs in each of the five 

workforce development regions. These reviews ensure the American  Job Centers (AJCs) 

are providing effective and appropriate services to program participants and are 

adhering to federal and state program requirements.   A formal written monitoring report 

identifying best practices, areas of concern and findings resulting  from the review is 

generated within thirty days of each on -site review. The Employment Services Operations 

Unit provides in person technical assistance to AJC Directors, Programs & Services 

Coordinators and staff to quickly address any deficiencies and en sure the delivery of high 

quality services that meet the specific reemployment needs and Unemployment 

Insurance eligibility requirements of program participants.  

 The Connecticut Departments of Labor (CTDOL), Education (CSDE), and Aging and Disability 

Services (ADS), will use the primary indicators of performance specified in section 116(b) of 

WIOA and contained in State Performance Reports to assess the performance of the six core 

ÐÒÏÇÒÁÍÓȢ %ÁÃÈ ÐÒÏÇÒÁÍȭÓ ÁÃÔÕÁÌ ÐÅÒÆÏÒÍÁÎÃÅ ×ÉÌÌ ÂÅ ÁÓÓÅÓÓÅÄ ÉÎ ÒÅÌÁÔÉÏÎ ÔÏ the State adjusted 

levels of performance and revised State adjusted levels of performance. Connecticut does not 

have any additional indicators of performance referenced in section 116(b)(2)(B) as part of this 

Unified State Plan. 

 This State assessment will utilize quarterly wage records to determine program quality and 

effectiveness with respect to outcomes including employment rates and median earnings for 

participants with a social security number that exited from one or more of the six core 

programs. Also, the average cost of those participants who received career and training 

services, respectively, during the most recent program year and the three preceding program 

years will be assessed, while considering relevant economic conditions e.g., unemployment 

rates and characteristics of participants. 

 Additionally, CTDOL will use the Local Area Performance Report broken down by local area for 

ÔÈÅ 7)/! !ÄÕÌÔȟ $ÉÓÌÏÃÁÔÅÄ 7ÏÒËÅÒȟ ÁÎÄ 9ÏÕÔÈ ÐÒÏÇÒÁÍÓ ÔÏ ÄÅÔÅÒÍÉÎÅ ÅÁÃÈ ÌÏÃÁÌ ÁÒÅÁȭÓ 

performance on the primary indicators with respect to local performance targets. This local 

area data will be used to identify best practices and opportunities for improvement.  

In June, 2017, GP 17-01 was issued to provide guidance to local boards for the certification of 

one-stop centers. It identified State Board certification criteria, provided a certification tool and 

outlined the certification process. 

At least once every three years local boards must assess the effectiveness, physical and 

programmatic accessibility, and continuous improvement of one-stop centers and the one-stop 

delivery system. 

Local certification teams, representing all one-stop partners, reviewed each one-stop center and 

made recommendations to the local board regarding the effectiveness, physical and 

programmatic accessibility, and continuous improvement of one-stop centers and the one-stop 

delivery system. 

Based on this review, local boards determine appropriate action to address necessary policy 

and procedural modifications. 
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This assessment also provides feedback to the local board which supports the development of 

local plan goals. 

B. ASSESSMENT OF ONE-STOP PARTNER PROGRAMS 

#ÏÎÎÅÃÔÉÃÕÔȭÓ 5ÎÉÆÉÅÄ 3ÔÁÔÅ 0ÌÁÎ ÏÕÔÌÉÎÅÓ Á ÆÏÕÒȤÙÅÁÒ ÓÔÒÁÔÅÇÙ ÆÏÒ ÔÈÅ ÓÉØ ÃÏÒÅ ÐÒÏÇÒÁÍÓȡ 

·    Adult Program (Title 1 of WIOA) 

·    Dislocated Worker Program (Title 1) 

·    Youth Program (Title 1) 

·    Adult Education and Family Literacy Act Program (Title II), 

·    Vocational Rehabilitation Program ɀ BESB (Title 1 of the Rehabilitation Act of 1973, as 

amended by Title IV,) and 

·    Vocational Rehabilitation Program ɀ BRS (Title 1 of the Rehabilitation Act of 1973, as 

amended by Title IV.) 

 Assessment of these core programs will be done by the respective administrative State agency. 

/ÔÈÅÒ /ÎÅȤ3ÔÏÐ ÄÅÌÉÖÅÒÙ ÓÙÓÔÅÍ ÐÁÒÔÎÅÒ ÐÒÏÇÒÁÍ ÓÅÒÖÉÃes included in the Workforce 

Performance Accountability, Information, and Reporting System that are reportable to USDOL 

will be assessed annually using outcome measures on the Program Performance Scorecard e.g., 

employment rate, and median earnings. CTDOL will explore assessment for performance 

accountability with CTDSS to determine application and feasibility between WIOA, TANF and 

SNAP E&T.   

In June, 2017, GP 17-01 was issued to provide guidance to local boards for the certification of 

one-stop centers. It identified State Board certification criteria, provided a certification tool and 

outlined the certification process. 

At least once every three years local boards must assess the effectiveness, physical and 

programmatic accessibility, and continuous improvement of one-stop centers and the one-stop 

delivery system. 

Local certification teams, representing all one-stop partners, reviewed each one-stop center and 

made recommendations to the local board regarding the effectiveness, physical and 

programmatic accessibility, and continuous improvement of one-stop centers and the one-stop 

delivery system. 

Based on this review, local boards determine appropriate action to address necessary policy 

and procedural modifications. 

This assessment also provides feedback to the local board which supports the development of 

local plan goals. 

  

C. PREVIOUS ASSESSMENT RESULTS 

Connecticut will continue to use information collected from the one-stop certification process to 

assess the state's workforce development system and WIOA core programs. 
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CT has utilized two mechanisms to conduct assessments of the workforce system. OWC 

on behalf of the State Board issued policies, gathered and reviewed information, 

provided feedback and guidance to the local boards and one -stop operators.  

1. One-Stop Certification Process  

In June, 2017, GP 17-01 was issued to provide guidance to local boards for the certification of 

one-stop centers. It identified State Board certification criteria, provided a certification tool and 

outlined the certification process. 

At least once every three years local boards must assess the effectiveness, physical and 

programmatic accessibility, and continuous improvement of one-stop centers and the one-stop 

delivery system. 

Local certification teams, representing all one-stop partners, reviewed each one-stop center and 

made recommendations to the local board regarding the effectiveness, physical and 

programmatic accessibility, and continuous improvement of one-stop centers and the one-stop 

delivery system. 

Based on this review, local boards determine appropriate action to address necessary policy 

and procedural modifications. 

This assessment also provides feedback to the local board which supports the development of 

local plan goals. 

1. One-Stop System Monitoring  

On May 23, 2018, OWC issued GP 18-2 to provide guidance to the local boards for one -

stop system monitoring and to distribute the monitoring tool developed in collaboration 

with local board staff. One -Stop System Monitoring was conducted that year, results were 

sent to OWC, reviewed and discussed with local boards.  

CT will be reviewing and updating these policies and working closely with the GWC to 

determine action steps to ensure that assessments are conducted on a regular basis and 

reported to the GWC accordingly.  

D. EVALUATION 

The State intends to examine potential subject areas to conduct evaluations or research. Any 

projects will be conducted in collaboration with WIOA partners, including the local workforce 

development boards. Consideration will be given to past evaluations to ensure that future ones 

are valuable use of State and local resources. The nature and type of these projects will unfold 

throughout WIOA implementation and will at a minimum focus on factors effecting program 

outcomes. Evaluations provided by Federal agencies will also guide the direction of State efforts. 

 4ÈÅ #ÏÎÎÅÃÔÉÃÕÔ $ÅÐÁÒÔÍÅÎÔ ÏÆ ,ÁÂÏÒȭÓ /ÆÆÉÃÅ ÏÆ 2ÅÓÅÁÒÃÈ ÐÌÁÎÓ ÔÏ ÄÅÖÅÌÏÐ ÁÎ ÁÎÎÕÁÌ ÒÅÐÏÒÔ 

card on employment and training programs considering an array of programs that are related to 

one or more of the following four results: 

¶ #4 ÁÄÕÌÔÓ ×ÈÏ ÁÒÅ ÆÉÎÁÎÃÉÁÌÌÙ ÓÅÌÆȤÓÕÆÆÉÃÉÅÎÔ 

¶ #4 ÓÔÕÄÅÎÔÓ ÒÅÁÄÙ ÆÏÒ ×ÏÒË ÁÎÄ ÐÏÓÔȤÓÅÃÏÎÄÁÒÙ ÅÄÕÃÁÔÉÏÎ ÆÏÌÌÏ×ÉÎÇ ÈÉÇÈ ÓÃÈÏÏÌ 
graduation 

¶ A competitive 21st century CT economy 
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¶ A highly skilled, competitive 21st century CT workforce 

 4ÈÅ ÐÒÏÄÕÃÔÉÏÎ ÏÆ ÔÈÉÓ ÒÅÐÏÒÔ ÃÁÒÄ ÉÎÆÏÒÍÓ ÔÈÅ ×ÏÒËÆÏÒÃÅ ÓÙÓÔÅÍ ÓÏ ÔÈÁÔ ×ÏÒËÆÏÒÃÅȤÒÅÌÁÔÅÄ 

policies, investments, strategies and programs contribute measurably to one or more of the 

above results. 

5. DISTRIBUTION OF FUNDS FOR CORE PROGRAMS 

A. FOR TITLE I PROGRAMS 

I. YOUTH ACTIVITIES IN ACCORDANCE WITH WIOA SECTION 128(B)(2) OR (B)(3) 

CTDOL has created a policy concerning methods/factors to distribute funds to local areas for 

Youth activities, Adult and training activities, Dislocated Worker employment and training 

activities. The policy can be found in the CTDOL WIOA Policy Manual. Proposed methods and 

ÆÁÃÔÏÒÓ ×ÉÌÌ ÂÅ ÒÅÖÉÅ×ÅÄ ×ÉÔÈ ÁÎÄ ÁÐÐÒÏÖÅÄ ÂÙ ÆÏÒ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌȢ   

II. ADULT AND TRAINING ACTIVITIES IN ACCORDANCE WITH WIOA SECTION 133(B)(2) OR 

(B)(3)  

4ÈÒÏÕÇÈ #3$%ȟ ÔÈÅ 3ÔÁÔÅ ÏÆ #ÏÎÎÅÃÔÉÃÕÔ ×ÉÌÌ Á×ÁÒÄ ÍÕÌÔÉȤÙÅÁÒ ÇÒÁÎÔÓ ÔÏ ÅÌÉÇÉÂÌÅ ÐÒÏÖÉÄÅÒÓ 

through a Request for Proposals (RFP) process to enable providers to develop, implement and 

improve adult education and literacy activities. Grantees will have the opportunity to continue 

for a second year depending upon satisfactory performance and funding from Congress. The 

following agencies are eligible for funding through the Connecticut State Department of 

Education (CSDE): 

a.   a local educational agency; 

b.   Á ÃÏÍÍÕÎÉÔÙȤÂÁÓÅÄ ÏÒÇÁÎÉÚÁÔÉÏÎ ÏÒ ÆÁÉÔÈȤÂÁÓÅÄ ÏÒÇÁÎÉÚÁÔÉÏÎȠ 

c.    a volunteer literacy organization; 

d.   an institution of higher education; 

e.   a public or private nonprofit agency; 

f.    a library; 

g.    a public housing authority;  

h.    other nonprofit institutions that have the ability to provide adult education and literacy 

activities to eligible individuals; 

i.    a consortium or coalition of the agencies, organizations, institutions, libraries, or authorities 
described above; 

j.    a partnership between an employer and an entity described above. 

 #3$% ×ÉÌÌ ÍÁËÅ ÆÕÎÄÉÎÇ ÁÖÁÉÌÁÂÌÅ ÉÎ ÅÁÃÈ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÆÉÖÅ ÄÅÓÉÇÎÁÔÅÄ ÌÏÃÁÌ ×ÏÒËÆÏÒÃÅ ÁÒÅÁÓȢ 

In conjunction with each WDB, CSDE will help to assess local area needs and WIB goals. In each 

local area, funds will be divided among defined priorities on a percentage basis. Eligible 

providers will select the appropriate priority area when drafting and submitting the proposal to 

CSDE. 

 CSDE will use the 13 WIOA considerations for funding to award grants, including the following 

ÃÏÎÓÉÄÅÒÁÔÉÏÎȡ ȰÐÁÓÔ ÅÆÆÅÃÔÉÖÅÎÅÓÓ ÏÆ ÔÈÅ ÅÌÉÇÉÂÌÅ ÐÒÏÖÉÄÅÒ ÉÎ ÉÍÐÒÏÖÉÎÇ ÔÈÅ ÌÉÔÅÒÁÃÙ ÏÆ ÅÌÉÇÉÂÌÅ 

ÉÎÄÉÖÉÄÕÁÌÓȟ ÔÏ ÍÅÅÔ 3ÔÁÔÅȤÁÄÊÕÓÔÅÄ ÌÅÖÅÌÓ ÏÆ ÐÅÒÆÏÒÍÁÎÃÅ ÆÏÒ ÔÈÅ ÐÒÉÍÁÒÙ ÉÎÄÉÃÁÔÏÒÓ ÏÆ 
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ÐÅÒÆÏÒÍÁÎÃÅȱȟ ÄÅÓÃÒÉbed in WIOA section 116, especially with respect to eligible individuals 

who have low levels of literacy. Past effectiveness will be evidenced by meeting or exceeding 

performance measures based on documentation from the Connecticut Adult Reporting System 

database and annual reviews of previously funded providers, and evidenced by comparable 

objective performance measures demonstrating successful student outcomes for new eligible 

providers.   

  

III. DISLOCATED WORKER EMPLOYMENT AND TRAINING ACTIVITIES IN ACCORDANCE WITH 

WIOA SECTION 133(B)(2) AND BASED ON DATA AND WEIGHTS ASSIGNED 

CTDOL has created a policy concerning methods/factors to distribute funds to local areas for 

Youth activities, Adult and training activities, Dislocated Worker employment and training 

activities. The policy can be found in the CTDOL WIOA Policy Manual. Proposed methods and 

ÆÁÃÔÏÒÓ ×ÉÌÌ ÂÅ ÒÅÖÉÅ×ÅÄ ×ÉÔÈ ÁÎÄ ÁÐÐÒÏÖÅÄ ÂÙ ÆÏÒ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌȢ   

B. FOR TITLE II 

I. DESCRIBE HOW THE ELIGIBLE AGENCY WILL AWARD MULTI-YEAR GRANTS OR CONTRACTS 

ON A COMPETITIVE BASIS TO ELIGIBLE PROVIDERS IN THE STATE, INCLUDING HOW 

ELIGIBLE AGENCIES WILL ESTABLISH THAT ELIGIBLE PROVIDERS ARE ORGANIZATIONS OF 

DEMONSTRATED EFFECTIVENESS 

Through CSDE, the State of Connecticut will award multiȤÙÅÁÒ ÇÒÁÎÔÓ ÔÏ ÅÌÉÇÉÂÌÅ ÐÒÏÖÉÄÅÒÓ 

through a Request for Proposals (RFP) process to enable providers to develop, implement and 

improve adult education and literacy activities. Grantees will have the opportunity to continue 

for a second year depending upon satisfactory performance and funding from Congress. The 

following agencies are eligible for funding through the Connecticut State Department of 

Education (CSDE): 

a.   a local educational agency; 

b.   Á ÃÏÍÍÕÎÉÔÙȤÂÁÓÅÄ ÏÒÇÁÎÉÚÁÔÉÏÎ ÏÒ ÆÁÉÔÈȤÂÁÓÅÄ ÏÒÇÁÎÉÚÁÔÉon; 

c.    a volunteer literacy organization; 

d.   an institution of higher education; 

e.   a public or private nonprofit agency; 

f.    alibrary; 

g.    a public housing authority; 

h.    other nonprofit institutions that have the ability to provide adult education and literacy 

activities to eligible individuals; 

i.    a consortium or coalition of the agencies, organizations, institutions, libraries, or authorities 

described above; 

j.    a partnership between an employer and an entity described above. 

 CSDE wiÌÌ ÍÁËÅ ÆÕÎÄÉÎÇ ÁÖÁÉÌÁÂÌÅ ÉÎ ÅÁÃÈ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÆÉÖÅ ÄÅÓÉÇÎÁÔÅÄ ÌÏÃÁÌ ×ÏÒËÆÏÒÃÅ ÁÒÅÁÓȢ 

In conjunction with each WDB, CSDE will help to assess local area needs and WIB goals. In each 

local area, funds will be divided among defined priorities on a percentage basis. Eligible 
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providers will select the appropriate priority area when drafting and submitting the proposal to 

CSDE. 

 CSDE will use the 13 WIOA considerations for funding to award grants, including the following 

ÃÏÎÓÉÄÅÒÁÔÉÏÎȡ ȰÐÁÓÔ ÅÆÆÅÃÔÉÖÅÎÅÓÓ ÏÆ the eligible provider in improving the literacy of eligible 

ÉÎÄÉÖÉÄÕÁÌÓȟ ÔÏ ÍÅÅÔ 3ÔÁÔÅȤÁÄÊÕÓÔÅÄ ÌÅÖÅÌÓ ÏÆ ÐÅÒÆÏÒÍÁÎÃÅ ÆÏÒ ÔÈÅ ÐÒÉÍÁÒÙ ÉÎÄÉÃÁÔÏÒÓ ÏÆ 

ÐÅÒÆÏÒÍÁÎÃÅȱȟ ÄÅÓÃÒÉÂÅÄ ÉÎ 7)/! ÓÅÃÔÉÏÎ ρρφȟ ÅÓÐÅÃÉÁÌÌÙ ×ÉÔÈ ÒÅÓÐÅÃÔ ÔÏ ÅÌÉÇÉÂÌÅ ÉÎÄÉÖÉÄÕÁÌÓ 

who have low levels of literacy. Past effectiveness will be evidenced by meeting or exceeding 

performance measures based on documentation from the Connecticut Adult Reporting System 

database and annual reviews of previously funded providers, and evidenced by comparable 

objective performance measures demonstrating successful student outcomes for new eligible 

providers.  

4ÈÅ 3ÔÁÔÅȭÓ ÌÉÓÔ ÏÆ ÅÌÉÇÉÂÌÅ applicants in the State Plan is a closed list.  The plan states, "The 

following agencies are eligible for funding through the Connecticut State Department of 

%ÄÕÃÁÔÉÏÎ ɉ#3$%ɊȢͼ !ÃÃÏÒÄÉÎÇ ÔÏ 7)/!ȟ ÁÎ ȰÅÌÉÇÉÂÌÅ ÐÒÏÖÉÄÅÒͻͻ ÉÓ ÁÎ ÏÒÇÁÎÉÚÁÔÉÏÎ ÔÈÁÔ ÈÁÓ 
demonstrated effectiveness in providing adult education and literacy activities that may 

ÉÎÃÌÕÄÅȣȱ 0ÌÅÁÓÅ ÒÅÖÉÓÅ ÔÏ ÃÏÒÒÅÃÔ ÔÈÅ ÄÅÆÉÎÉtion of eligible provider. Furthermore, please 

indicate that the multi-year grant competition will be held in accordance with 34 CFR part 463, 

Subpart C.  In addition, please provide a description of the methods or factors the State is using 

to distribute funds, i.e., geographical design, enrollment, census data, etc. SDE 

 Connecticut State Department of Education (CSDE)  

Response:    

Multi -year grants will be awarded based on the ability of the eligible applicant to meet the 

following AEFLA purposes: 

¶ assist adults to become literate and obtain the knowledge and skills necessary for 
employment and economic self-sufficiency; 

¶ assist adults who are parents or family members to become a full partner in the 
education development of their children; 

¶ assist adults in completing high school; 

¶ promote transitions from adult education to postsecondary education and training 

through career pathways; and 

¶ assist immigrants and English language learners improve reading, writing, math, 

speaking, comprehension skills in the English language, and acquiring an understanding 

of American government, individual freedom and responsibilities of citizenship. 

 Eligible Applicants  

Applicants for AEFLA funding must be able to demonstrate effectiveness in providing adult 

education services to adult learners.  Eligible applicants may include the following 

agencies/organizations: 

¶ a local education agency; 

¶ a community-based organization or faith-based organization; 

¶ a volunteer literacy organization; 
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¶ an institution of higher education; 

¶ a public or private nonprofit agency; 

¶ a library; 

¶ a public housing authority; 

¶ other nonprofit institutions that have the ability to provide adult education and literacy 

activities to eligible individuals; 

¶ a consortium or coalition of the agencies, organizations, institutions, libraries or 

authorities described above; and 

¶ a partnership between an employer and an entity described above. 

 Demonstrated Effectiveness  

An eligible provider must establish that it has demonstrated effectiveness through the following 

criteria: performance data on its record of improving the skills of eligible individuals, 

particularly eligible individuals who have low levels of literacy in the content domains of 

reading, writing, mathematics, English language acquisition, and other subject areas relevant to 

ÔÈÅ ÓÅÒÖÉÃÅÓ ÃÏÎÔÁÉÎÅÄ ÉÎ ÔÈÅ ÓÔÁÔÅȭÓ ÁÐÐÌÉÃÁÔÉÏÎ ÆÏÒ ÆÕÎÄÓȢ  An eligible provider must also 

provide information regarding its outcomes for participants related to employment, attainment 

of secondary school diploma or its recognized equivalent, and transition to postsecondary 

education and training (34 CFR 463.24). 

The following Connecticut state-imposed elements will  be used in determining demonstrated 

effectiveness of eligible training providers: 

¶ credential attainment rate; 

¶ measurable skills gain; 

¶ effectiveness in serving employers; 

¶ median earnings; 

¶ employment rate; 

¶ total number of individuals served; and 

¶ program of study completed. 

There are two ways in which an eligible provider may meet the requirements in this section: 

1.  

a.  

i. An eligible provider that has been funded under Title II of the WIOA 

must provide 

performance data required under Section 116 of the WIOA to demonstrate past effectiveness.  

Past effectiveness will be evidenced by meeting or exceeding performance measures based on 

documentation from the Connecticut Adult Reporting System (CARS) database and annual 

reviews of previously funded providers. 
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1.  

a.  

i. An eligible provider that has not been previously funded under Title II of 

the WIOA must provide performance data to demonstrate its past 

effectiveness in serving basic skills deficient eligible individuals in all of 

the following areas: 

¶  

o  

Á Reading    

¶ Writi ng 

¶ Mathematics 

¶ English language acquisition 

¶ Other subject areas relevant to the services 

  

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 

To ensure direct and equitable access for all eligible providers, the Connecticut State 

Department of Education will publish a Notice of Availability in all major newspapers 

ÔÈÒÏÕÇÈÏÕÔ #ÏÎÎÅÃÔÉÃÕÔ ÁÎÄ ÐÏÓÔ ÔÈÅ ÎÏÔÉÃÅ ÏÎ ÔÈÅ #3$%ȭÓ ×ÅÂ ÐÁÇÅȢ 4ÈÅ 2&0 ×ÉÌÌ ÂÅ ÍÁÉÌÅÄ ÔÏ 

all local education agencies and higher education institutions; to a master list of current and 

past providers including commuÎÉÔÙȤÂÁÓÅÄ ÏÒÇÁÎÉÚÁÔÉÏÎÓȟ ÒÅÇÉÏÎÁÌ ÅÄÕÃÁÔÉÏÎ ÓÅÒÖÉÃÅ ÃÅÎÔÅÒÓȟ 

housing authorities, volunteer organizations, Department of Correction, other correctional 

ÆÁÃÉÌÉÔÉÅÓ ÁÎÄ ÉÎÓÔÉÔÕÔÉÏÎÓȠ ÁÎÄ ÔÏ ÁÌÌ ÃÕÒÒÅÎÔ ÐÒÏÖÉÄÅÒÓ ÁÎÄ 7$"ÓȢ ! "ÉÄÄÅÒȭÓ #ÏÎÆÅÒÅÎÃÅ ×ÉÌÌ ÂÅ 

publicly advertised with the Notice of Availability and held at a central location to provide 

answers to questions regarding appropriateness of proposed projects and application 

procedures. 

C. VOCATIONAL REHABILITATION PROGRAM 

Under the Rehabilitation Act, the Department of Aging and Disability Services (ADS) provides 

vocational services to eligible individuals with disabilities who are seeking to prepare for, 

secure, retain, advance in, or regain employment through the Bureau of Rehabilitation Services 

(BRS) and the Bureau of Education and Services to the Blind (BESB). Federal Title IV funds are 

distributed at a rate of 85 percent of the appropriation applied to the VR General Program and 

15 percent allocated to the VR Blind Program. For the state match appropriation, funding is 

applied at a rate of 88 percent to VR General Program and 12 percent to the VR Blind Program. 

Factors that contribute to the application of these funding allocations includes consideration of 

the number of consumers served within each program, maintenance of effort requirements, 

programmatic and purchase of service costs, and staffing requirements to maintain each 

program. Flexibility is built into the state appropriation to allow for adjustment in the allocation 

percentages to each program in response to variations in these variables. 
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6. PROGRAM DATA 

A. DATA ALIGNMENT AND INTEGRATION 

Connecticut has developed a Unique ID system with the WIOA core partners. The primary 

purpose of the Unique ID system was to create a Unique ID that would be used for federal 

reporting as well as integrating data from the WIOA core programs. WIOA, Adult Education, 

Wagner Peyser and Vocational Rehabilitation have been using the Unique ID for the past 2 

program years. 

Connecticut is  working on a database that will store the PIRL from all WIOA Core partners 

quarterly and annually. The database will allow Connecticut to compare the data from the four 

core WIOA programs.  In comparing the files Connecticut can determine which customers are 

served by multiple programs, success rates for those served by multiple programs, indicators a 

person is likely to participate in more than one program, which Workforce Development Boards 

are more successful at integrating services. 

#ÏÎÎÅÃÔÉÃÕÔ ÃÕÒÒÅÎÔÌÙ ÈÁÓ ÁÎ ÉÎÔÅÇÒÁÔÅÄ ×ÅÂȤÂÁÓed data system for four of the six core 

programs and includes the Trade Adjustment Assistance (TAA) Program. Connecticut is looking 

for integrated system options as they become available in the near future. 

In addition, the GWC has created a Data Performan ce and Planning Committee that is 

examining performance and outcomes. Currently, this committee is:  

¶ Reviewing legal agreements for an expanded state integrated data system.  

¶ Expansion of P20-WIN to supportive service agencies.  

¶ Preparing an outline for dashboard and data requirements.  

¶ Preparing a program inventory.  

¶ Seeking community input through a Resident Advisory Board.  

  

#ÏÎÎÅÃÔÉÃÕÔ ÉÓ ÈÏÐÅÆÕÌ ÏÆ ÁÌÉÇÎÉÎÇ ÔÅÃÈÎÏÌÏÇÙ ÁÎÄ ÄÁÔÁ ÓÙÓÔÅÍÓ ÁÃÒÏÓÓ ÍÁÎÄÁÔÏÒÙ /ÎÅȤ3ÔÏÐ 

partner programs under the direction of our new Governor and his Administration. This future 

system would provide for a common intake and data collection across multiple agencies and 

programs. This alignment would improve service delivery to individuals by enabling data to be 

collected once and shared by service providers within the system, resulting in efficiencies. This 

common system would also foster communication and collaboration among service providers to 

ensure optimum service delivery using a variety of funding and resources while minimizing 

duplication of services. The Governors Workforce Council (GWC) will assist the Governor and 

Agency Commissioners in finding ways to align technology and data systems to improve service 

delivery by participating on interagency work groups to identify financial and other resources 

ÎÅÃÅÓÓÁÒÙ ÔÏ ÁÃÃÏÍÐÌÉÓÈ ÔÈÉÓ ×ÏÒËȢ "Ù ×ÏÒËÉÎÇ ×ÉÔÈ ÔÈÅ 3ÔÁÔÅȭÓ $ÁÔÁ /ÆÆÉÃÅÒ ÁÎÄ ÔÈÅ '7# $ÁÔÁ 

and Performance Committee, experts will identify financial and programmatic actions necessary 

to accomplish this work. 

Connecticut had formed a WIOA transition interagency work group on Technology, Data and 

Outcomes. The work group and its technology subcommittee met several times to develop 

various options to enable reporting for the six (6) core programs across three state agencies ɀ 
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the Connecticut Departments of Labor (CTDOL), Education (CSDE), and Department of Aging 

and Disability Services (DADS). Data collection for the six core programs (Adult, Dislocated 

7ÏÒËÅÒȟ 9ÏÕÔÈȟ 7ÁÇÎÅÒȤ0ÅÙÓÅÒȟ !ÄÕÌÔ %ÄÕÃÁÔÉÏÎ ÁÎÄ ,ÉÔÅÒÁÃÙ !Ãtivities, and Title 1 of the 

Rehabilitation Act of 1973) occur within separate case management systems located at each of 

three State agencies. CTDOL will explore assessment for performance reporting with CTDSS to 

determine application and feasibility between WIOA, TANF and SNAP E&T. 

 Reporting processes for the WIOA Annual State Performance Report will involve CTDOL 

obtaining electronic files for each report period from the three State agencies for each of the six 

core programs. Individual records in each of these electronic program files will be matched 

against the CTDOL database that stores the WIOA unique identifiers to determine if such 

identifier already exists. If it does exist, the unique identifier will be appended to the record. If it 

does not exist, CTDOL will assign a unique identifier for each participant and will append it to 

the participant record. This process will ensure a common unique identifier across the six core 

programs, and that this identifier will be the same for every period of participation. 

 These same electronic files will be matched to each of the electronic files for each of the six core 

ÐÒÏÇÒÁÍÓ ÔÏ ÄÅÔÅÒÍÉÎÅ ÉÆ ÁÎ ÉÎÄÉÖÉÄÕÁÌ ×ÁÓ ÃÏȤÅÎÒÏÌÌÅÄ ÉÎ ÏÎÅ ÏÒ ÍÏÒÅ ÏÆ ÔÈÅ ÓÉØ ÃÏÒÅ ÐÒÏÇÒÁÍÓȢ 

)Æ ÔÈÅ ÐÁÒÔÉÃÉÐÁÎÔ ×ÁÓ ÃÏȤÅÎÒÏÌÌÅÄ ÉÎ ÁÎÏÔÈÅÒ Ãore program, the specific code value identified in 

the WIOA Participant Individual Record Layout (PIRL) that applies to those services will be 

appended to the participant record. 

 Also, these same electronic files will be used to obtain employment information for each 

program participant who has a social security number and an exit date from one or more of the 

six core programs. CTDOL currently is responsible for reporting wages, entered employment 

rates, and employment retention rates for individuals who eØÉÔ ÉÎ ÔÈÅ 7ÁÇÎÅÒȤ0ÅÙÓÅÒȟ !ÄÕÌÔȟ 

$ÉÓÌÏÃÁÔÅÄ 7ÏÒËÅÒȟ 9ÏÕÔÈȟ ÁÎÄ 4ÒÁÄÅ !ÄÊÕÓÔÍÅÎÔ !ÓÓÉÓÔÁÎÃÅ ÐÒÏÇÒÁÍÓȢ %ÁÃÈ ÐÒÏÇÒÁÍȭÓ 

ÅÌÅÃÔÒÏÎÉÃ ÆÉÌÅ ÃÏÎÔÁÉÎÉÎÇ ÔÈÅ ÁÓÓÉÇÎÅÄ 7)/! ÕÎÉÑÕÅ ÉÄÅÎÔÉÆÉÅÒȟ ÃÏȤÅÎÒÏÌÌÍÅÎÔ ÄÁÔÁȟ ×ÁÇÅÓȟ ÁÎÄ 

employment information will be returned to each of the three State agencies to use in their 

federal report submissions. 

 Eligible Training Provider (ETP) Performance Report 

CTDOL will use the new CTHires case management system to collect data and generate the 

Eligible Training Provider Performance Report on all students in programs, and on WIOA 

participants as required under WIOA. 

 Effectiveness in Serving Employers Report 

CT DOL will assume the role as lead agency in the Effective in Serving Employers Report. 

  

"Ȣ !33%33-%.4 /& 0!24)#)0!.43ȭ 0/34-PROGRAM SUCCESS 

CT Department of Labor (CTDOL) will use the program performance scorecard and the WIOA 

Annual Statewide Performance Report Template to assess the progress of participants who are 

exiting from the WIOA Adult, Dislocated Worker, Youth, and WagneÒȤ0ÅÙÓÅÒ ÐÒÏÇÒÁÍÓ ÉÎ 

entering or remaining in employment. The state assessment will use quarterly wage records to 

determine entered employment rates in the second and fourth quarters after exit for program 

individuals who exit with social security numbers to determine their success in entering or 

remaining in employment. Median earnings will also be considered to determine progress 

ÔÏ×ÁÒÄÓ ÓÅÌÆȤÓÕÆÆÉÃÉÅÎÃÙȢ ,ÏÃÁÌ 7ÏÒËÆÏÒÃÅ $ÅÖÅÌÏÐÍÅÎÔ "ÏÁÒÄÓ ×ÉÌÌ ÂÅ ÒÅÓÐÏÎÓÉÂÌÅ ÆÏÒ ÆÏÌÌÏ×ÉÎÇ 

up with participants exiting from the WIOA Youth program to assess enrollment in, persistence 
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in, and completion of postsecondary education. Connecticut has not set any additional 

indicators of performance. 

Connecticut State Department of Education (CSDE)  

Response:   the Workforce Innovation and Opportunity Act (WIOA), adult education programs 

must collect data on program participants for the primary indicators of performance. These 

ÉÎÄÉÃÁÔÏÒÓ ÉÎÃÌÕÄÅ Ȱ0ÏÓÔ-ÅØÉÔ 0ÅÒÆÏÒÍÁÎÃÅ )ÎÄÉÃÁÔÏÒÓȢȱ 

The performance indicators are follow-up indicators that are collected after participants exit. 

These measures are (1) employment in the second quarter after exit, (2) employment in the 

fourth quarter after exit, (3) median earnings of participants who are employed in the second 

quarter after exit, and (4) the credential indicator. The credential indicator includes two 

credentials: attainment of a secondary school diploma and attainment of a recognized 

postsecondary credential. However, the secondary school diploma only counts if the participant 

is either (a) employed within 1 year of exit or (b) enters into postsecondary education or 

training program within 1 year of exit. The secondary diploma component of the credential 

indicator applies only to participants without a secondary diploma or equivalent who enter at 

or advance into a secondary program of study (i.e., the ninth-grade equivalent level or higher). 

The recognized postsecondary attainment credential component of the credential indicator 

applies only to participants who are also enrolled in a postsecondary education or training 

program, including those who are enrolled in an integrated education and training (IET) 

program, as defined under WIOA. Attainment of the postsecondary credential must be achieved 

while the participant is enrolled or within 1 year of exit. 

ADS-BRS 

For BESB, data that is available for Program Year 2017 indicates that 51 individuals out 

of 60 that had an employment outcome were still working in the second quarter post exit, 

reflecting an 85% retention rate. In the fourth quarter post exit, 47 of these individuals 

were still working, reflecting a 78% retention rate.  

For BRS, data that is available for Program Year 2017 indicates that 996 individuals out 

of 1,292 that had an employment outcome were still working in the second quarte r post 

exit, reflecting an 77% retention rate. In the fourth quarter post exit, 927 of these 

individuals were still working, reflecting a 71% retention rate.  

C. USE OF UNEMPLOYMENT INSURANCE (UI) WAGE RECORD DATA 

The electronic files containing records for the six core programs will be used to obtain 

employment information using Unemployment Insurance Wage Record data for each program 

participant that has a social security number and an exit date from one or more of the six core 

programs. CTDOL is currently responsible for reporting wages, entered employment rates, and 

ÅÍÐÌÏÙÍÅÎÔ ÒÅÔÅÎÔÉÏÎ ÒÁÔÅÓ ÆÏÒ ÉÎÄÉÖÉÄÕÁÌÓ ×ÈÏ ÅØÉÔ ÉÎ ÔÈÅ 7ÁÇÎÅÒȤ0ÅÙÓÅÒȟ !ÄÕÌÔȟ $ÉÓÌÏÃÁÔÅÄ 

Worker, Youth, and Trade Adjustment Assistance programs. CTDOL will continue this work and 

expand its responsibilities to include individuals who exit from all six core programs. Therefore, 

#4$/, ×ÉÌÌ ÁÐÐÅÎÄ ×ÁÇÅÓ ÁÎÄ ÅÍÐÌÏÙÍÅÎÔ ÉÎÆÏÒÍÁÔÉÏÎ ÔÏ ÅÁÃÈ ÅØÉÔÅÒȭÓ ÒÅÃÏÒÄȢ -/5ȭÓ ÈÁÖÅ 

been established with the other agencies to limit the use of wage records to the proscribed 

purposes and ensure that proper security will be in place to protect confidentiality. 

 %ÁÃÈ ÐÒÏÇÒÁÍȭÓ ÅÌÅÃÔÒÏÎÉÃ ÆÉÌÅ ÃÏÎÔÁÉÎÉÎÇ ÔÈÅ ÁÓÓÉÇÎÅÄ 7)/! ÕÎÉÑÕÅ ÉÄÅÎÔÉÆÉÅÒȟ ÃÏȤÅÎÒÏÌÌÍÅÎÔ 

data, and wages, will be returned to each of the three State agencies for use in their federal 

report submissions. Also, CTDOL uses the CTHires case management system to collect data and 

generate the Eligible Training Provider Performance Report on all students in program and on 
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WIOA participants, as required under WIOA. CTDOL will use Unemployment Insurance Wage 

data for employment rates, median earnings, and credential rates for all students in a program 

on the Eligible Training Provider Performance Report. 

 Unemployment Insurance Wage Record data will also be used to comply with federal 

evaluation requirements, and to inform workforce and labor market information available to 

customers.   

D. PRIVACY SAFEGUARDS 

Connecticut Department of Labor  

¶ Information on individuals referenced for purposes of the WIOA Core Programs in the 

#ÏÎÎÅÃÔÉÃÕÔ $ÅÐÁÒÔÍÅÎÔ ÏÆ ,ÁÂÏÒȭÓ ÁÕÔÏÍÁÔÅÄ /ÎÅȤ3ÔÏÐ #ÁÒÅÅÒȤ#ÅÎÔÅÒ ÓÙÓÔÅÍ 

(CTHIRES) is considered confidential Personally Identifiable Information (PII) and may 

not be released or used  for any purpose other than one directly connected with the 

administration of the programs. Information may also be released when the participant 

authorizes disclosure. 

  

¶ !ÃÃÅÓÓ ÔÏ ÔÈÅ ÓÙÓÔÅÍ ÉÓ ÐÒÏÖÉÄÅÄ ÕÐÏÎ ÁÎ ÅÎÔÉÔÙȭÓ ÅÎÔÒÁÎÃÅ ÉÎÔÏ Á -ÅÍÏÒÁÎÄÕÍ ÏÆ 

Understanding with the Connecticut Department of Labor, which acknowledges the 

confidentiality and security requirements associated with the system. Moreover, every 

individual accessing the system must first sign an Acknowledgment of Confidential 

Information form, to ensure each individual is aware of such requirements. 

  

¶ Finally, access to network components comprising the System is limited to authorized 

administrators, to ensure no unauthorized disclosure of PII. The system itself is 

configured to comply with Federal and State of Connecticut laws and regulations 

regarding the protection of confidential and PII, including but not limited to all sections 

ÏÆ .)34 30 ψππȤυσ ÁÎÄ )23 0ÕÂÌÉÃÁÔÉÏÎ ρπχυȢ  

 Connecticut State Department of Education  

CSDE will ensure that program providers are compliant with all applicable laws and RFP 

guidelines including ADA 504 and Section 427 GEPA.   

7. PRIORITY OF SERVICE FOR VETERANS 

In accordance with 38 U.S.C. Sec. 4215, the State will ensure that veterans and eligible spouses 

are given priority for the receipt of employment, training, and placement services provided 

under any job training program funded in whole or in part by the U.S. Department of Labor.  A 

veteran or eligible spouse will therefore take precedence over a non-covered person if 

otherwise eligible to participate and receive services under the program.   Depending on the 

type of service, a covered person shall have access earlier in time or, if resources are limited, 

instead of a non-covered person.  For a service such as classroom training, priority of service 

will be applied to the selection process, up to the point at which an individual is both approved 

for funding and accepted or enrolled.  As such, a veteran or eligible spouse would be moved to 

the top of any waiting list used for the formation of the class; once a non-covered person has 

been approved for funding and is accepted or enrolled, he or she may not be displaced by a 

veteran or eligible spouse who is subsequently identified. 
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American Job Center staff is regularly trained on the protocols for implementing priority of 

service for veterans and eligible spouses, which includes training on the definition of covered 

persons and how priority of service is applied.  Visible signage, placed prominently at or near 

the front desk, alerts AJC customers about priority of service provisions and encourages them to 

reveal their status as soon as possible. 

AJC management ensures that priority of service is provided to all covered persons, which 

includes: 

¶ any veteran who served at least one day in the active military, naval, or air service, and 
was discharged or released from service under any condition other than a condition 

classified as dishonorable, including those in Reserve and National Guard units activated 

for Federal Service; and 

¶ ÁÎÙ ÐÅÒÓÏÎ ÑÕÁÌÉÆÙÉÎÇ ÁÓ ÁÎ ȰÅÌÉÇÉÂÌÅ ÓÐÏÕÓÅȱ ÏÎ ÔÈÅ ÂÁÓÉÓ ÏÆ ÁÎÙ ÏÆ ÔÈÅ ÆÏÌÌÏ×ÉÎÇȡ  

o A spouse of any veteran who died of a service-connected disability; 

o A spouse 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; captured in the line of duty by a hostile force; or forcibly detained or 

interned in the line of duty by a foreign government or power; and 

o A spouse of any veteran who has a total disability resulting from a service-

connected disability, as evaluated by the Department of Veterans Affairs; or a 

veteran who died while such a disability was in existence. 

  Spousal eligibility derived from a living veteran or service 

member would end if the veteran or service member loses the status that is the 

basis for eligibility, as it would in the case of divorce from the veteran or service 

member; however, a spouse who qualifies on the basis of a deceased veteran 

would not lose covered status through subsequent remarriage. 

Front desk and other AJC staff working with customers are trained to inquire about military 

ÓÅÒÖÉÃÅ ÐÅÒÆÏÒÍÅÄ ÂÙ ÅÉÔÈÅÒ ÔÈÅ ÃÕÓÔÏÍÅÒ ÏÒ ÔÈÅ ÃÕÓÔÏÍÅÒȭÓ ÓÐÏÕÓÅȢ  Individuals who self-

identify as a veteran or eligible spouse may receive access to appointment slots before non-

covered persons and, when resources are limited, instead of non-covered persons.  Where 

registration for a workshop is full, a seat will be made available for a veteran or covered person 

who wants to attend, an accommodation not extended to non-covered persons.  

Individuals who fully register in CTHires are identified as veterans or eligible spouses based on 

their responses to required system intake prompts, and they receive a priority-of-service 

advisory upon completing the registration process.  AJC staff members also utilize a triage form 

to identify customers who may not have fully registered, which helps assess whether an 

individual has significant barriers to employment (SBEs) or other characteristics that would 

ÑÕÁÌÉÆÙ ÆÏÒ ÏÎÅȤÏÎȤÏÎÅ ÊÏÂ ÓÅÁÒÃÈ ÁÓÓÉÓÔÁÎÃÅ ÆÒÏÍ Á $ÉÓÁÂÌÅÄ 6ÅÔÅÒÁÎÓȭ /ÕÔÒÅÁÃÈ 0ÒÏÇÒÁÍ 

(DVOP) Specialist.  In such cases, the individual is either promptly referred or scheduled for an 

appointment.  DVOPs receive an email alert whenever a veteran or eligible spouse with an SBE 

self-registers in CTHires.  DVOPs are trained to contact these individuals to inform them of JVSG 

and AJC services and offer to set up an appointment.  

Veterans receive reemployment services from trained staff at AJCs throughout the state, which 

include five comprehensive centers and several smaller, affiliate locations.  Every 
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comprehensive AJC conducts monthly 6ÅÔÅÒÁÎÓȭ %ÍÐÌÏÙÍÅÎÔ #ÏÎÎÅÃÔÉÏÎ orientations that brief 

veterans about priority of service, SBE categories, employer connections, and how to best work 

with DVOPs or other AJC staff in the region.  Participants are also advised about aspects of 

#4(ÉÒÅÓȭ ÊÏÂ ÓÅÁÒÃÈ ÆÕÎÃÔÉÏÎÁÌÉÔÙȟ ×ÈÉÃÈ ÉÎÃludes a 24-hour veteran hold on job postings. 

"ÕÓÉÎÅÓÓ 3ÅÒÖÉÃÅÓ 2ÅÐÒÅÓÅÎÔÁÔÉÖÅÓ ÁÎÄ ,ÏÃÁÌ 6ÅÔÅÒÁÎÓȭ %ÍÐÌÏÙÍÅÎÔ 2ÅÐÒÅÓÅÎÔÁÔÉÖÅÓ 

collaborate on coordinating employer outreach and job development activities, informing 

employers about the benefits of hiring veterans, and identifying employers who are interested 

in hiring veterans. They also advise federal contractors about the requirements of the 

Department of Labor's Office of Federal Contract Compliance Programs (OFCCP) to provide 

hiring preference to veterans and promote the hiring of veterans. 

Ongoing monitoring of the AJCs will ensure that signage remains visibly posted and regular staff 

training is provided on priority of service, SBE identification, and the DVOP referral process.  

Program operators will be monitored for evidence that first consideration for participation was 

given to those veterans and eligible spouses who met the eligibility criteria for that program 
and, in cases where resources were limited, that no such covered persons were turned away in 

ÆÁÖÏÒ ÏÆ Á ÎÏÎȤÃÏÖÅÒÅÄ ÐÅÒÓÏÎȢ 4ÈÅ 3ÔÁÔÅ ×ÉÌÌ ÁÌÓÏ ÅÎÓÕÒÅ ÔÈÁÔ ×ÅÂÓÉÔÅÓ ÉÎÃÌÕÄÅ ÌÁÎÇÕÁÇÅ 

ÁÄÖÉÓÉÎÇ ÖÉÓÉÔÏÒÓ ÏÆ ÔÈÅ ÖÅÔÅÒÁÎÓȭ ÐÒÉÏÒÉÔÙ ÏÆ ÓÅÒÖÉÃÅ ÐÒÏÖÉÓÉÏÎÓ ×ÉÔÈ ÒÅÇÁÒÄ ÔÏ ×ÏÒËÆÏÒÃÅ 

programs, and that such information is included in contracts, sub-contracts, solicitations for 

grant awards, sub-grants, memoranda of understanding, and other service provision 

agreements to ensure compliance with priority of service by sub-recipients. 

  

8. ADDRESSING THE ACCESSIBILITY OF THE ONE-STOP DELIVERY SYSTEM FOR INDIVIDUALS 

WITH DISABILITIES 

#ÏÎÎÅÃÔÉÃÕÔȭÓ /ÎÅȤ3ÔÏÐ ÓÙÓÔÅÍ ÃÕÒÒÅÎÔÌÙ ÐÒÏÖÉÄÅÓ ÁÎÄ ×ÉÌÌ ÃÏÎÔÉÎÕÅ ÔÏ ÅÎÓÕÒÅ ÐÈÙÓÉÃÁÌ ÁÎÄ 

programmatic access to facilities, programs, services technology and materials for individuals 

with disabilities in a variety of ways. With respect to physical accessibility, all five of 

#ÏÎÎÅÃÔÉÃÕÔȭÓ ÃÏÍÐÒÅÈÅÎÓÉÖÅ /ÎÅȤ3ÔÏÐ !ÍÅÒÉÃÁÎ *ÏÂ #ÅÎÔÅÒÓȟ ÁÌÏÎÇ ×ÉÔÈ ÔÈÅ $ÁÎÉÅÌÓÏÎ 

!ÍÅÒÉÃÁÎ *ÏÂ #ÅÎÔÅÒȟ ÁÒÅ ÄÅÓÉÇÎÁÔÅÄ !$!ȤÃÏÍÐÌÉÁÎÔȢ !ÓÓÉÓÔÉÖÅ ÔÅÃÈÎÏÌÏÇÙ ÉÓ ÁÖÁÉÌÁÂÌÅ ÔÏ ÁÓÓÉÓÔ 

jobseekers with disabilities in each of the comprehensive American Job Centers. These 

technologies include electric adjustable workstations, large screen visual magnifiers, JAWS 

ÓÃÒÅÅÎ ÒÅÁÄÅÒ ÓÏÆÔ×ÁÒÅȟ 449 ÌÉÎÅÓ ÆÏÒ ÄÅÁÆ ÏÒ ÈÁÒÄ ÏÆ ÈÅÁÒÉÎÇ ÃÕÓÔÏÍÅÒÓȟ ÁÎÄ ÌÁÒÇÅȤÆÏÎÔ 

computer keyboards in the Career Center. In addition, efforts are underway to explore how 

NVDA software could be installed and managed on the public career center computers in the 

comprehensive American Job Centers. All five comprehensive American Job Centers provide 

adequate public parking for individuals seeking to use the facilities and have been determined 

to provide adequate accessible parking options for jobseekers with disabilities. Each of the 

comprehensive American Job Centers is located on a public bus route. 

 IndividÕÁÌÓ ÓÅÅËÉÎÇ ÕÎÅÍÐÌÏÙÍÅÎÔȤÒÅÌÁÔÅÄ ÉÎÆÏÒÍÁÔÉÏÎ ÏÒ ÓÅÒÖÉÃÅÓ ×ÉÌÌ ÂÅ ÁÓÓÉÓÔÅÄ ÂÙ Á 

ÆÕÌÌȤÔÉÍÅ #4$/, 5ÎÅÍÐÌÏÙÍÅÎÔ )ÎÓÕÒÁÎÃÅ ÓÔÁÆÆ ÅØÐÅÒÔ ÌÏÃÁÔÅÄ ÁÔ ÁÎÄ ÐÒÏÖÉÄÉÎÇ ÓÅÒÖÉÃÅ ÆÒÏÍ ÔÈÅ 

front desk in each of the five comprehensive American Job Centers. These staff unemployment 
ÅØÐÅÒÔÓ ×ÉÌÌ ÂÅ ÁÂÌÅ ÔÏ ÐÒÏÃÅÓÓ ÐÁÐÅÒ ÕÎÅÍÐÌÏÙÍÅÎÔ ÃÌÁÉÍÓ ÄÉÒÅÃÔÌÙȟ ÉÎȤÐÅÒÓÏÎȟ ÆÏÒ ÊÏÂÓÅÅËÅÒÓ 

with disabilities who may have difficulty filing applications over the phone or via the Internet. 

MEMO:                   GP 17-01 

DATE:                   June 8, 2017 

TO:                          Chief Elected Officials  
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                                 Workforce Board Chairs  

                                 Workforce Board Directors  

                                 Commissioner Jackson, CTDOL 

                                 Commissioner Porter, CT DORS 

                                 Commissioner Wentzell, CT SDE 

                                 Commissioner Bremby, CT DSS   

 FROM:                    Kathleen Marioni  

                                 Executive Director  

                                 Office of Workforce Competitiveness  

SUBJECT:            One-Stop Certification  

 REFERENCES:   WIOA Sections 101(d)(6),  121 (e)(2), 121(g)(1)  

 REFERENCES 

Title I of the Workforce Innovation and Opportunity Act (WIOA) of 2014, WIOA 

Section 101(d)(6), 121(e), and 121(g)(1). 

WIOA specifies in section 101(d)(6) and 121(g)(1) that the State Board, shall establish 

minimum criteria for certification of one-stop career centers and one-stop delivery systems. At 

least once every three years, local workforce development boards (LWDBs) must assess the 

effectiveness, physical and programmatic accessibility, and continuous improvement of one-

stop career centers and the one-stop delivery system using the criteria established by this 

policy. Local boards must certify that their one-stop career centers and one-stop delivery 

system meets the minimum standards established by this policy. Local boards not in compliance 

with this policy shall be ineligible to receive one-stop infrastructure funding. 

PURPOSE 

 To provide guidance for the certification of one -stop centers to be conducted by local 

workforce development boards (LWDBs), and to set criteria for the development of a 

local policy for one -stop certificat ion.  

BACKGROUND 

 The Workforce Innovation and Opportunity Act (WIOA) specifies in section 101(d)(6) 

and 121(g)(1) that the State Workforce Development Board establish the minimum 

criteria for certification of one -stop centers and the one -stop delivery syst em. 

Certification is required to be done by local boards at least once every three years in 

order for one -stop centers and the one -stop delivery system to receive infrastructure 

funding. In part, the WDBs   must certify that the WIOA core program services ɀ Title 1, 

adult, dislocated worker and youth, Title II ɀ adult education and literacy, Title III ɀ 

Wagner Peyser, and Title IV ɀ vocational rehabilitation must be available or accessible at 

comprehensive one -stop centers. The following principles underlie one-stop 

certification:  

 Ɇ     Integrated ɀ Think and act as an integrated system of partners that share common 

goals with services delivered by various organizations with the best capabilities for a 

seamless customer experience.  
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Ɇ     Accountable ɀ Committed to high quality customer services with regular program 

performance review based on shared data and actions that enhance outcomes. 

Ɇ     Universal Access ɀ Meet the needs of customers by ensuring universal access to programs, 

services, and activities for all eligible individuals. 

Ɇ     Continuous Improvement ɀ Create a delivery system that utilizes feedback from 

employers and job seekers to challenge the status quo and innovates to drive measurable 

improvements. 

Ɇ     Partnership ɀ Align goals, resources, and initiatives with economic development, business, 

labor and education partners. 

Ɇ     Regional Strategy - Work with counterparts to address broader workforce needs of the 

regional economy and leverage resources to provide a higher quality and level of services. 

POLICY 

  

1.  

a. One-Stop Center Certification Criteria  

  

Local Workforce Development Boards (L WDBs) must use the attached checklist for One-Stop 

certification developed on behalf of the Connecticut Employment and Training Commission 

(CETC) as ÇÕÉÄÁÎÃÅ ÉÎ ÔÈÅ ÄÅÖÅÌÏÐÍÅÎÔ ÏÆ ÔÈÅ "ÏÁÒÄȭÓ ÌÏÃÁÌ ÐÏÌÉÃÙȢ 4ÈÅ #%4#ȟ ÉÎ ÃÏÎÓÕÌÔÁÔÉÏÎ 

with local Chief Elected Officials and LWDBs, will review and update the one- stop certification 

criteria included in this checklist every two years as part of the review and modification of the 

WIOA State Plan. 

LWDBs can establish additional criteria and set higher standards for service coordination than 

those set by the State. If they do, they must also review and update those additional criteria and 

standards every two years as part of the WIOA Local Plan update process 

The LWDB one-stop certification policy must be submitted to OWC by August 1, 2017.  

  

1. Certification Process  

 WIOA requires that there must be at least one physical one -stop career center in 

each local area. Additional locations may also provide access to workforce system 

services and may include specialized centers serving targeted populations, such 

as youth or dislocated workers, or industry -specific centers. To achieve the goal of 

increased access, Connecticut recognizes two levels of sites that can be certified 

within the o ne-stop service delivery system, a comprehensive service center or an 

affiliate site with partial services. For purposes of initial certification, one 

ÃÏÍÐÒÅÈÅÎÓÉÖÅ ÓÉÔÅ ÉÎ ÅÁÃÈ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÆÉÖÅ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÁÒÅÁÓ 

must be certified.  

Comprehensive Site - Minimum Requirements  

¶ Accessible to the general public during regular business days, as well as physically and 

programmatically accessible to individuals with disabilities 

¶ Portal site for electronic access (CT Hires) 
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¶ Provider of basic and indiv idualized career services, and training services  

¶ Provider of business services  

¶ Representation of four mandated partners (WIOA Titles I-IV) 

¶ Additional related employment and training resources 

Affiliate Site ɀ Minimum Requirements  

¶ Accessible to the general public and physically and programmatically     accessible to 
individuals with disabilities  

¶ Portal site for electronic access (CT Hires) 

¶ Provider of basic career services  

¶ Representation of one or more mandated partners 

¶ Additional related employment and training resources 

¶ Established working relationship as part of an integrated system of American Job Center 
(AJC) sites 

Certification as a Comprehensive Center or Affiliate site must, at a minimum, have the elements 

identified under each category above. 

  

1.  

a. Certification Teams  

  

One-stop certification teams will be established by LWDBs and are responsible for conducting 

independent and objective evaluations of one-stop sites and making certification 

recommendations to LWDBs. One-stop certifications teams are comprised of LWDB members, 

individuals who represent required partners and must include a staff member from the Office of 

Workforce Competitiveness. 

Certification teams may utilize experts from the state level or outside of the local area to ensure 

evaluations are objective. They should also utilize local experts who represent targeted 

populations but have no financial ties with the one-stop site.   

1.  

a. Certification Checklist  

  

The attached checklist must be used in the development of the LWDB policy regarding 

certification. The Local Workforce Development Board Certification Team will conduct a site 

visit to determine the status of certification. Following the site visit, interviews, and final 

responses to any follow up questions, the LWDB will provide a written response to OWC within 

45 days indicating one of three outcomes: 

1.  

a.  
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i. Certification granted 

ii. Provisional Certification with plan and timeline for meeting standards 

iii.  Not Certified 

1.  

a. Certification Determinations  

  

The LWDB will render written determinations within 45 days of conducting one-stop site 

evaluations. There are three possible determinations: (1) certification, (2) provisional 

certification with a requirement that one-stop operators provide action plans and timelines for 

meeting certification standards, and (3) not certified or decertified. 

Provisional certifications must be accompanied by detailed description of the issues/concerns 

identified so one-stop operators have sufficient information around which to develop required 

action plans and timelines. 

A determination to not certify a one-stop site must be accompanied by a detailed description of 

the deficiencies, including an explanation as to why the certification team believed the 

deficiencies could not be addressed or resolved provisionally. 

1.  

a. One-Stop Certification Frequency  

One-stop sites will be evaluated and certified by the LWDB no less than once every three years.   

1.  

a. Non-Certification  

If an existing comprehensive one-stop site is ultimately not certified following a standard or 

ȰÆÏÒ-causÅȱ ÅÖÁÌÕÁÔÉÏÎȟ ÔÈÅ ,7$" ÁÎÄ ÏÎÅ-stop operator must have a plan to ensure continuity 

of service between the time a site is not certified and a new one-stop operator is procured. 

1. CERTIFICATION TIMELINE 

Certification must be completed by the local board prior to December 1, 2017. 

1. CERTIFICATION CRITERIA 

In order to be certified, one-stop centers must meet at a minimum the standards established in 

Attachment I and in the local Board policy.    

9. ADDRESSING THE ACCESSIBILITY OF THE ONE-STOP DELIVERY SYSTEM FOR INDIVIDUALS 

WHO ARE ENGLISH LANGUAGE LEARNERS 

!Ó ÏÎÅ ÃÏÍÐÏÎÅÎÔ ÏÆ ÔÈÅ ÐÒÏÃÅÓÓ ÏÆ ÅÓÔÁÂÌÉÓÈÉÎÇ ÃÅÒÔÉÆÉÃÁÔÉÏÎ ÃÒÉÔÅÒÉÁ ÆÏÒ /ÎÅȤ3ÔÏÐ ÃÅÎÔÅÒÓ 

statewide, the Workforce Development Boards (WDBs) were required to document that each 

/ÎÅȤ3ÔÏÐ ÃÅÎÔÅÒ ÉÎ ÔÈÅÉÒ ÒÅspective regions meets the service needs of English language 

ÌÅÁÒÎÅÒÓȢ 4ÈÅ ÐÒÉÎÃÉÐÌÅ ÏÆ ÅÎÓÕÒÉÎÇ ÁÃÃÅÓÓÉÂÉÌÉÔÙ ÉÓ Á ÐÒÉÏÒÉÔÙ ÆÏÃÕÓ ÉÎ ÔÈÅ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌȭÓ 

oversight of the statewide workforce system. 

 The State of Connecticut contracts with several separate entities to provide interpretative 

/translation services for English Language Learners. Services range from oral to written 
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translation and in person or telephonic interpretation.  CTDOL service providers are 

encouraged to follow the CT DOL LAP Policy. Procedures for obtaining interpretive services are 

ÌÉÓÔÅÄ ÏÎ #4 $/,ȭÓ )ÎÔÒÁÎÅÔ ÁÎÄ ÁÒÅ ÁÃÃÅÓÓÉÂÌÅ ÔÏ ÁÌÌ ÓÔÁÆÆȢ 

IV. COORDINATION WITH STATE PLAN PROGRAMS 

WIOA joint planning and coordination across programs in CT began in 2014 following passage 

of this Act and continues today. Many informational meetings, presentations, etc. were held 

across CT by state and local partners. Several workgroups were formed and some continue 

today as described in previous sections. 

The Connecticut Department of Labor (CTDOL) Office of Workforce Competitiveness (OWC) has 

ÌÅÁÄ ÒÅÓÐÏÎÓÉÂÉÌÉÔÙ ÆÏÒ ÃÏÏÒÄÉÎÁÔÉÎÇ ÐÒÏÄÕÃÔÉÏÎ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ 7)/! 5ÎÉÆÉÅÄ 3ÔÁÔÅ 0ÌÁÎȢ /7# 

has relationships with key senior staff from WIOA required partners and those individuals have 

shared their knowledge and expertise to the planning and production of the Unified State Plan. 

)Î ÁÄÄÉÔÉÏÎȟ /7# ÃÏÎÄÕÃÔÅÄ ÏÕÔÒÅÁÃÈ ÔÏ ÏÔÈÅÒ ȰÏÐÔÉÏÎÁÌȱ ÐÁÒÔÎÅÒÓ ÁÎÄ ÍÁÎÙ ÒÅÓÐÏÎÄÅÄ ×ÉÔÈ 

new ideas and plans for further coordination of services for our customers. 

 Department of Ag ing and Disability Services  

The Department of Aging and Disability Services (ADS) Bureau of Rehabilitation Services (BRS) 

and Bureau of Education and Services to the Blind (BESB) have lead responsibility for 

developing the Title IV Vocational RehabilitatioÎ 0ÒÏÇÒÁÍ ÃÏÎÔÅÎÔ ÆÏÒ #ÏÎÎÅÃÔÉÃÕÔȭÓ 5ÎÉÆÉÅÄ 

State Plan. OWC staff met and conferred with BRS and BESB staff on several occasions to review 

the status of Unified State Plan drafting and Title IV planning, to ensure alignment of focus and 

content during the drafting and production process.  

 ADS posted a draft of its Title IV plans for public comment. The State Rehabilitation Councils 

and Advisory Board for Persons who are Blind or Visually Impaired approved those sections of 

the plan, which was then received and reviewed by OWC. A joint effort between OWC and ADS 

staff integrated the Title IV content into the Unified State Plan draft, including intended 

coordination of implementation efforts going forward. As with the Title II program, the Unified 

State Plan specifically addresses coordination of Vocational Rehabilitation Program services for 

individuals and employers, and coordinated engagement with the education system and 

economic development efforts. 

 State Board of Education ɀ Office of Career, Technical, and Adult Education  

On July 31, 2018, President Trump signed the Strengthening Career and Technical Education for 

the 21st Century Act into law. This bill amends the Carl D. Perkins Career and Technical 

Education Act of 2006 (Perkins IV) and this amended act is now referred to as Perkins V. The 

passage of Perkins V provides new opportunities to improve Career and Technical Education 

(CTE) and enables more flexibility for Connecticut to meet the unique needs of our learners, 
educators, and employers. In August 2018, Connecticut elected to submit a one-year CTE 

Transition Plan for the 2019ɀ20 school year, with full implementation of the CTE State Plan 

under Perkins V in the 2020ɀ21 school year covering fiscal years 2020ɀ23. 

#ÏÎÎÅÃÔÉÃÕÔȭÓ ÖÉÓÉÏÎ ÆÏÒ #4% ÉÓ ÔÈÁÔ ÁÌÌ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÓÔÕÄÅÎÔÓ ÈÁÖÅ ÁÃÃÅÓÓ ÔÏÄÁÙ ÔÏ ÈÉÇÈ-quality, 

culturally responsive guidance, teaching, and learning that will position them to graduate 

tomorrow as innovators equipped with adaptable, transferable skills that will contribute to the 

growtÈ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÈÉÇÈ-knowledge economy.  
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 4ÈÅ #3$%ȭÓ ÖÉÓÉÏÎ ÄÅÍÁÎÄÓ ÔÈÁÔ ÁÌÌ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÓÔÕÄÅÎÔÓ ÈÁÖÅ ÁÃÃÅÓÓ ÔÏÄÁÙ ÔÏ ÆÌÅØÉÂÌÅ #4% 

pathways that will position them to graduate tomorrow as innovators equipped with adaptable, 

transferable skills that wÉÌÌ ÃÏÎÔÒÉÂÕÔÅ ÔÏ ÔÈÅ ÇÒÏ×ÔÈ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÈÉÇÈ-knowledge economy.  

 #ÏÎÎÅÃÔÉÃÕÔȭÓ ÖÉÓÉÏÎ ÆÏÒ ÅÄÕÃÁÔÉÏÎ ÁÎÄ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÄÅÍÁÎÄÓ ÓÃÈÏÏÌÓȟ ÄÉÓÔÒÉÃÔÓȟ ÁÎÄ 

community colleges design rigorous pathways and programs of study from a perspective of bold 

innovation that fosters deep and long-lasting changes.  

 This new understanding of CTE, based upon collaborative partnerships, will result in students 

graduating with the essential knowledge, skills, and employability expertise to successfully 

meet the dÅÍÁÎÄÓ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÅØÐÁÎÄÉÎÇ ÅÃÏÎÏÍÙȢ  

 The CSDE collaborates with outside agencies in order to braid funding, ensure cohesiveness 

among programs, and educate the whole child from preKɀ12. Interaction between programs 

and staff generate improved services to students, schools, and LEAs. This comprehensive 

thinking locates the intersections and weaves together the strategies, timelines, and funding 

sources from the multiple programs in order to achieve a cohesive vision.  

 Furthermore, Workforce Innovation and Opportunity Act (WIOA) and Perkins V goals align to 

Title IV, Part B in which 21st Century School programs can partner with in-demand fields of the 

local workforce or build career competencies and career readiness. This funding may provide 

workforce development boards with additional opportunities to collaborate and leverage 

resources for in-school youth services. Continued coordination with these programs will help to 

unify CSDE guidance. 

V. COMMON ASSURANCES (FOR ALL CORE PROGRAMS) 

The State Plan must include Include 

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 represents, and procedures to resolve such conflicts; 

Yes 

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; 

Yes 

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; 

Yes 

4. (a) The State obtained input into the development of the Unified or Combined State 

Plan and provided an opportunity for comment 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 (if included 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 Unemployment Insurance Agency if 

Yes 
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The State Plan must include Include 

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; 

Yes 

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); 

Yes 

7. The State has taken the appropriate action to be in compliance with WIOA section 

188, Nondiscrimination, as applicable; 

Yes 

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; 

Yes 

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; 

Yes 

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); 

Yes 

11. Service providers have a referral process in place for directing Veterans with 

Significant Barriers to Employment (SBE) to DVOP services, when appropriate; and 

Yes 

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. 

Yes 

VI. PROGRAM-SPECIFIC REQUIREMENTS FOR CORE PROGRAMS 

PROGRAM-SPECIFIC REQUIREMENTS FOR ADULT, DISLOCATED WORKER, AND 

YOUTH ACTIVITIES UNDER TITLE I-B 

A. GENERAL REQUIREMENTS 

1. REGIONS AND LOCAL WORKFORCE DEVELOPMENT AREAS 

Connecticut has five workforce development regions in the state. They include the Eastern CT 

region, administered by the Eastern CT Workforce Investment Board, the Central region 

administered by Capital Workforce Partners, the South Central region administered by The 

Workforce Alliance, the Northwest region administered by the Northwest Regional Workforce 

Investment Board, and the Southwest region administered by The Workplace. Please also see 

attached map. 

In May, 2015, the Office of Workforce Competitiveness issued policy and procedures to chief 

elected officials for the initial designation of local workforce development areas, including the 

ÒÅÑÕÉÒÅÍÅÎÔÓ ÏÆ ȰÐÅÒÆÏÒÍÅÄ ÓÕÃÃÅÓÓÆÕÌÌÙȱ ÁÎÄ ȰÓÕÓÔÁÉÎÅÄ ÆÉÓÃÁÌ ÉÎÔÅÇÒÉÔÙȱ ÁÓ ÄÅÆÉÎÅÄ ÉÎ 7)/!Ȣ 

Requests for designation were ÒÅÑÕÉÒÅÄ ÔÏ ÂÅ ÓÕÂÍÉÔÔÅÄ ÂÙ ÔÈÅ ÅØÉÓÔÉÎÇ ÌÏÃÁÌ ÁÒÅÁÓȭ ÃÈÉÅÆ ÅÌÅÃÔÅÄ 
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ÏÆÆÉÃÉÁÌ ÏÎ ÂÅÈÁÌÆ ÏÆ ÔÈÅ ÁÒÅÁȭÓ ÌÏÃÁÌ ÅÌÅÃÔÅÄ ÏÆÆÉÃÉÁÌÓȢ #4 $/, ÓÔÁÆÆ ÓÕÂÓÅÑÕÅÎÔÌÙ ÒÅÖÉÅ×ÅÄ 

requests and chief elected officials were notified of designation by OWC. 

The term "performed successfully" with respect to a local area means the local area met or 

exceeded the adjusted levels of performance for the 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 WIOA of 1998, as in effect the day before enactment of this Ac) for each 

of the last 2 consecutive years for which data was available preceding the determination of 

performance under this paragraph. 

For determining initial and subsequent designation under 679.250(a) and (b), the term 

"sustained fiscal integrity" means the Secretary has not made a formal determination that either 

the grant recipient or the administrative entity of the area misexpended funds due to willful 

disregard of the requirements of the provision involved, gross negligence, or failure to comply 

with accepted standards of administration for the two year period preceding the determination. 

 WIOA Local Area Designation - Appeals Process 

Pursuant to Section 106(b)(5) of WIOA  and 20 CFR 683.630, if the State denies designation of a 

local area, the chief elected official(s) may appeal the decision through the following appeals 

process: 

 Within 14 days from the date of receipt of the notice of denial, the chief elected official(s) may 

file an appeal to the State Workforce Development Board by submitting in writing the following 

information:  

¶ A statement that the chief elected official(s) is appealing the denial of designation; 

¶ The reason(s) why the local area should be designated; and 

¶ Signature(s) of the chief elected official(s). 

 The appeal shall be submitted in writing. 

 Pursuant to 20 CFR 679.290(b) and 20 CFR 683.630 (a), the State Board will provide the parties 

with the opportunity for a hearing, review the appeal, and make a ruling on the appeal within 60 

days after the submission of the appeal. The State Board shall notify the chief elected official(s) 

in writing, of its decision on whether or not to approve the designation of an area as a local area 

under section 106(b)(3) of WIOA and 20 CFR 679.250. 

 In the event the State Board denies the appeal or fails to issue a decision within 60 days of the 

ÄÁÔÅ ÔÈÅ ÁÐÐÅÁÌ ÉÓ ÓÕÂÍÉÔÔÅÄȟ ÔÈÅ ÃÈÉÅÆ ÅÌÅÃÔÅÄ ÏÆÆÉÃÉÁÌɉÓɊ ÍÁÙ ÆÕÒÔÈÅÒ ÁÐÐÅÁÌ ÔÈÅ 3ÔÁÔÅ "ÏÁÒÄȭÓ 

decision or lack thereof to the U.S. Department of Labor (USDOL). Pursuant to 20 CFR 683.640, 

appeals made to USDOL must be filed no later than 30 days after the receipt of the written 

notification of denial from the State. The appeal must be submitted by certified mail, with return 

receipt requested, to the following address: 

 Secretary, U.S. Department of Labor 

200 Constitution Avenue N.W. 

Washington, D.C. 20210, 

The CT appeals process is within the following policy:  
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 Connecticut Department of Labor WIOA Policy One -Stop Center Infrastructure Cost -

Sharing Agreements  

1. Purpose: This Issuance conveys guidance for Local Workforce Development Boards (WDBs), 

Chief Elected Officials (CEOs), and one-stop center Required Partners to manage creation of a 

local infrastructure cost-allocation agreement (IFA). The deadline for advising the State of an 

impasse in completing the agreement is given, as is the deadline for submission of 

infrastructure budgets. Procedures are discussed whereby a State determined infrastructure-

cost allocation mechanism would be triggered if a local agreement is not reached prior to the 

State deadline. The appeals process for disputing the contribution required of a one-stop 

partner by such a State mechanism is described. 

 2. Background: The Workforce Innovation and Opportunity Act (WIOA) requires local WDBs to 

develop and finalize a Memorandum of Understanding (MOU) among itself and its Required 

Partners, with the agreement of the Chief Elected Official, for the Local Workforce Development 

Area (LWDA). The MOU coordinates operation of the local one-stop delivery system, provision 
of programs and services, and apportionment of costs. The Office of Workforce Competiveness 

(OWC) previously issued initial IFA and MOU guidance, GP 17-02. 

WIOA requires that the MOU include details on how the Local WDB, CEO, and one-stop center 

Required Partners will fund one-stop infrastructure costs for all comprehensive one-stop 

centers in the local area. It is recommended that any infrastructure cost-sharing agreement for 

affiliated-site costs be negotiated separately from the statutorily required cost-sharing 

agreement covering comprehensive one-stop centers. 

 WIOA sec. 121(h) mandates that the State, through the designated authority of the Governor, 

provide guidance to assist local WDBs, CEOs, and one-stop partners to determine equitable and 

stable methods to fund one-stop center infrastructure costs. The cost-allocation methodology 

must be in accord with Office of Management and Budget (OMB) Uniform Administrative 

Requirements, Cost Principles, and Audit Requirements for Federal Awards in 2 CFR Parts 200 

and 2900. 

 7)/! ÁÎÄ ÉÔÓ ÉÍÐÌÅÍÅÎÔÉÎÇ ÒÅÇÕÌÁÔÉÏÎÓ ÁÌÓÏ ÒÅÑÕÉÒÅ ÔÈÁÔ ÔÈÅ 3ÔÁÔÅȭÓ ÇÕÉÄÁÎÃÅ ÉÎÃÌÕÄÅ ÔÉÍÅÌÉÎÅÓ 

for Local WDBs to notify the State if local infrastructure cost allocation negotiations reach an 

impasse. If the Local WDB and the required partners are unable to conclude and sign a local 

infrastructure cost-ÓÈÁÒÉÎÇ ÁÇÒÅÅÍÅÎÔ ÆÏÒ ÔÈÅ ÅÎÓÕÉÎÇ 0ÒÏÇÒÁÍ 9ÅÁÒ ÂÅÆÏÒÅ ÔÈÅ 3ÔÁÔÅȭÓ ÄÅÁÄÌÉÎÅȟ 

WIOA gives the State no recourse but to impose an alternative State infrastructure cost-

allocation mechanism. This is not an alternative to the local funding agreement. It is a statutory 

consequence triggered by an inability of the concerned parties in the LWDA to self-determine a 

funding plan. 

 3. State Guidelines: In compliance with WIOA sec. 121(h)(1)(B)(ii) and the implementing rules 

at 20 CFR 678.700-678.55, as well as US Department of Labor Guidance letters, e.g. Training and 

Employment Guidance Letter 17-16, OWC herewith issues Attachment 1 to this issuance 

ÃÏÎÔÁÉÎÉÎÇ ÔÈÅ Ȱ#ÏÎÎÅÃÔÉÃÕÔ 7)/! )ÎÆÒÁÓÔÒÕÃÔÕÒÅ #ÏÓÔ 3ÈÁÒÉÎÇ 'ÕÉÄÅÌÉÎÅÓȢȱ ,ÏÃÁÌ -/5 

signatories are not bound to follow these recommendations; they may, in fact, adopt any local 
cost-allocation mechanism that is in accord with the Uniform Guidelines in 2 CFR Parts 200 and 

2900. Nevertheless, we strongly encourage local WDBs, CEOs, and one-stop partners to develop 

their local infrastructure -cost allocation agreements using these guidelines. 

  Appeals Process 
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Upon receipt of the specific terms of a State infrastructure cost-allocation mechanism, any local 

WDB or one-stop required partner may appeal for cause, within 21 calendar days, in writing 

ɉÅÌÅÃÔÒÏÎÉÃ ÏÒ ÈÁÒÄÃÏÐÙɊ ÔÈÅ 3ÔÁÔÅȭÓ ÄÅÔÅÒÍÉÎÁÔÉÏÎ ÒÅÇÁÒÄÉÎÇ ÔÈÅ ÐÏÒÔÉÏÎ ÏÆ ÆÕÎÄÓ ɉÏÒ ÎÏÎ-cash 

contributio ns) the Local WDB or required partner is to provide. To be officially received, an 

appeal must fully contain evidence of the following: 

 1. An introduction identifying the appellant and designating the letter as a formal appeal; 

2. Full citations from WIOA or the WIOA Final Rules in Title 29 or Title 34 of the Code of Federal 

Regulations that support the appeal. 

3. Identify the basis for the appeal. WIOA stipulates that a State mechanism allocation 

determination may be appealed only if the determination is inconsistent with the requirements 

of WIOA sec. 121(h)(2)(E). The Final Rule at 20 CFR 678.750 further limits admissible grounds 

for an appeal to three possibilities. 4ÈÅ ÐÅÔÉÔÉÏÎÅÒ ÍÕÓÔ ÍÁËÅ Á ÃÁÓÅ ÔÈÁÔ ÔÈÅ 3ÔÁÔÅȭÓ 

determination is inconsistent with: 

¶ the proportionate -share requirements in 20 CFR 678.737, or 

¶ the cost-contribution limitations in 20 CFR 678.730(c), or 

¶ the cost-contribution caps in 20 CFR 678.738 

¶ The letter must be signed (electronic signature is acceptable) and dated. 

Appeals must be submitted to OWC in one of the following manners:  e-mail to Kathleen 

Marioni, Executive Director of OWC, at Kathleen.marioni@ct.gov; or  fax to the CT DOL, 

Attention Kathleen Marioni, at (860)263 -6526; or  mail to CT DOL, OWC, Attention Kathleen 

Marioni, 200 Folly Brook Boulevard, Wethersfield, CT 06109. 

 The State will acknowledge the appeal and return a determination from OWC under the 

designated authority of the Governor as quickly as feasible. Until the appeals process is 

completed, the appellant will remain liable for its contribution as originally determined in the 

State funding mechanism. If a one-ÓÔÏÐ ÐÁÒÔÎÅÒȭÓ ÁÐÐÅÁÌ ÔÏ ÔÈÅ 3ÔÁÔÅ ÕÓÉÎÇ ÔÈÅ ÐÒÏÃÅÓÓ ÄÅÓÃÒÉÂÅÄ 

in 20 CFR 678.750 is successful and results in a change to the one-stop paÒÔÎÅÒȭÓ ÉÎÆÒÁÓÔÒÕÃÔÕÒÅ-

cost contributions, then the WDB/partner MOU must be updated to reflect the final one-stop 

partner infrastructure - cost contributions. 

  

2. STATEWIDE ACTIVITIES 

Both the Office of Workforce Competitiveness (OWC) and the WIOA Administration Unit issue 

state policies on workforce development and statewide workforce development through 

Administrative Policy memos. They can be accessed via the CTDOL WIOA Policy Manual at 

http://www.ctdol.state.ct.us/wia/WIOAPolicyManual.pdf.  

GoverÎÏÒȭÓ 3ÅÔ !ÓÉÄÅ &ÕÎÄÉÎÇȡ USDOL Training and Employment Guidance Letters issue 

allocations for WIOA funding each year including the percentages and mandatory activities 

ÕÎÄÅÒ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 2ÅÓÅÒÖÅȢ 4ÈÅ ÃÕÒÒÅÎÔ ÓÅÔȤÁÓÉÄÅ ÉÓ ρυϷ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÆÕÎÄÉÎÇȟ ×ÈÉle for 

Rapid Response activities, it is 25% of the total allocation. The CTDOL uses these funds to 

support Central Office staff that administer, manage and oversee the program, contracts, 

ÐÅÒÆÏÒÍÁÎÃÅ ÍÁÎÁÇÅÍÅÎÔ ÁÎÄ ÆÉÎÁÎÃÅÓ ÆÏÒ #ÏÎÎÅÃÔÉÃÕÔȭÓ 7)/! ÐÒÏÇÒÁÍȢ On a statewide basis 

other uses of these funds have included support of One-Stop Center operations, technical 
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assistance to Workforce Development Boards and for staff capacity building which has included 

providing front line staff with the Certified Employment Interviewer Professional certification.   

 /ÎÃÅ ÔÈÅ 09 ÁÌÌÏÃÁÔÉÏÎÓ ÁÒÅ ÄÅÔÅÒÍÉÎÅÄȟ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ #ÏÕÎÃÉÌ ÁÐÐÒÏÖÅÓ ÔÈÅ ÐÌÁÎȢ )Æ 

funding allows, CTDOL also provides flexible grants to the Workforce Development Boards to 

conduct experimental pilot programs that meet the regional needs of employers and the 

workforce. For example, such funds have been used to provide additional services to 

ÅØȤÏÆÆÅÎÄÅÒÓȠ ÆÏÒ ÔÒÁÎÓÐÏÒÔÁÔÉÏÎ ÓÕÂÓÉÄÉÅÓȠ ÁÎÄ %ÍÅÒÇÅÎÃÙ .%'ȤÌÉËÅ ÓÅÒÖÉÃÅÓȢ 

 Rapid Response:  For companies  and their workers, the effects of a plant closing or layoff 

can be devastating. In Connecticut, neither companies nor workers and their unions are 

ÁÌÏÎÅ ÉÎ ÆÁÃÉÎÇ ÔÈÅÓÅ ÃÈÁÎÇÅÓȢ #ÏÎÎÅÃÔÉÃÕÔȭÓ 2ÁÐÉÄ 2ÅÓÐÏÎÓÅ 4ÅÁÍȟ ÈÅÁÄÅÄ ÂÙ ÔÈÅ 3ÔÁÔÅ 

Department of Labor (C TDOL), exists to ease the impact of layoffs and to assure that 

workers are offered a full range of benefits and services. The Team is made up of 

representatives from the CTDOL and the local Workforce Development Boards. Support 

is also available from the D epartment of Economic & Community Development and the 
Department of Social Services.  

 4ÈÅ 2ÁÐÉÄ 2ÅÓÐÏÎÓÅ 4ÅÁÍ ÉÓ ÁÖÁÉÌÁÂÌÅ ÔÏ ÃÏÎÄÕÃÔȟ ÐÒÉÏÒ ÔÏ ÌÁÙÏÆÆÓȟ Ȱ%ÁÒÌÙ )ÎÔÅÒÖÅÎÔÉÏÎȱ ÓÅÓÓÉÏÎÓ 

where employees can learn about unemployment benefits, job search assistance, and training 

opportunities. Information is also made available on health insurance options, community 

services, and local agencies that provide help, advocacy, and support to dislocated workers and 

their families. All services provided by the team are free.     

 Layoff Aversion: the state of Connecticut has established the Shared Work program to enable 

ÅÍÐÌÏÙÅÒÓ ÔÏ ËÅÅÐ ÓËÉÌÌÅÄ ÅÍÐÌÏÙÅÅÓ ×ÏÒËÉÎÇ ÄÕÒÉÎÇ ÓÌÏ×ȤÄÏ×ÎÓȢ )Î ÔÈÅÓÅ ÉÎÓÔÁÎÃÅÓȟ #4$/, 

pays partial unemployment benefits for reduced hours. This limits the impact of layoffs on 

employer unemployment taxes. Employee hours and wages cannot be reduced by less than 10 

percent or more than 60 percent. Rapid Response staff market the Shared Work program to 

employers who are contemplating layoffs or who have laid off.  Rapid Response staff reaches out 

to participating Shared Work employers to check on their status and make appropriate referrals 

to Economic Development or other resources if the employers indicated that they were 

continuing to struggle or have difficulty emerging from a downturn in business. 

  

)Î ÃÁÓÅÓ ÉÎÖÏÌÖÉÎÇ ÎÁÔÕÒÁÌ ÄÉÓÁÓÔÅÒÓȟ ÒÁÐÉÄ ÒÅÓÐÏÎÓÅ ÁÃÔÉÖÉÔÉÅÓ ÁÒÅ ÃÏÏÒÄÉÎÁÔÅÄ ×ÉÔÈ #4ȭÓ 

Department of Emergency Services and Public Protection and the local Workforce Development 

Boards and other state and community agencies. 

In CT response to natural disasters has been led by DESPP - through its Department of 

Emergency Management and Homeland Security  (DEMHS) - and CTDOL is engaged through 

that lead - this includes the Rapid Response Unit. Additionally, CT's provision of Rapid Response 

as it relates to natural disasters is the same as the described in policy found in the WIOA policy 

manual and includes the coordinating efforts of DESPP with FEMA. 

In Connecticut, most TAA petitions generated by State Workforce staff are filed by Rapid 

Response Unit staff members. In such cases, Rapid Response staffers have contacted the 

company regarding all reemployment and supportive services, including TAA. In most cases, 

Rapid Response staff members provide Early Intervention services at the employment site prior 

to layoff. Early intervention services include an overview of unemployment, job search 

assistance, health insurance options and possible training and employment services through 

both WIOA and TAA. If worker orientations are provided prior to a TAA certification, workers 
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are given an overview of the possible benefits that may become available should the company 

and/or unit of the company become certified. Workers are advised as to how workers would be 

notified of their eligibility under TAA if the company becomes TAA certified. 

 )Î ÃÁÓÅÓ ×ÈÅÒÅ ÁÎ ÅÍÐÌÏÙÅÒ ÄÏÅÓ ÎÏÔ ÁÌÌÏ× 2ÁÐÉÄ 2ÅÓÐÏÎÓÅ ÏÎȤÓÉÔÅ ÔÏ ÐÒÏÖÉÄÅ ÉÎÆÏÒÍÁÔÉÏÎ ÏÎ 

reemployment and possible TAA services prior to layoff, or where a TAA petition has been filed 

wit hout prior Rapid Response knowledge, Rapid Response staff contact the employer officials 

listed on the TAA petition to explain Rapid Response services and to request a list of potential 

4!!ȤÉÍÐÁÃÔÅÄ ×ÏÒËÅÒÓȭ ÎÁÍÅÓ ÁÎÄ ÁÄÄÒÅÓÓÅÓȢ 0ÒÏÖÉÄÅÄ ÔÈÁÔ ÔÈÅ ÅÍÐÌÏÙÅÒ supplies such a list, 

2ÁÐÉÄ 2ÅÓÐÏÎÓÅ ÓÔÁÆÆ ÍÅÍÂÅÒÓ ÓÅÎÄ Á 4!!ȤÏÕÔÒÅÁÃÈ ÌÅÔÔÅÒ ÔÏ ÐÏÔÅÎÔÉÁÌÌÙ ÉÍÐÁÃÔÅÄ ×ÏÒËÅÒÓȢ )Î 

cases where the employer does not respond to this request for worker information, Rapid 

Response staff will query the Unemployment system to try and identify potentially impacted 

workers and subsequently send TAA-outreach letters to those individuals. The outreach letter 

advises the individual that a TAA petition has been filed, provides the US DOL TAA website 

where additional information on the ÐÒÏÇÒÁÍ ÃÁÎ ÂÅ ÆÏÕÎÄȟ ÁÎÄ ÄÅÓÃÒÉÂÅÓ ÔÈÅ ÒÅȤÅÍÐÌÏÙÍÅÎÔ 

services that are available through our American Job Centers. Additionally, the outreach letter 

provides workers who would like to hear additional information to participate in a webinar on 

available resources. Rapid Response staff members conduct weekly webinars on available 

transition services, and a description of the TAA program is discussed during the presentation. 

)ÎÆÏÒÍÁÔÉÏÎ ÁÂÏÕÔ 4!! ÉÓ ÁÖÁÉÌÁÂÌÅ ÏÎ #4 $/,ȭÓ ×ÅÂÓÉÔÅȟ ÉÓ ÄÉÓÓÅÍÉÎÁÔÅÄ ÂÙ 2ÁÐÉÄ 2ÅÓponse 

Teams and a detailed fact sheet on TAA benefits and terms for workers is available at: 

www.ctdol.state.ct.us/TradeAct/.   

B. ADULT AND DISLOCATED WORKERS PROGRAM REQUIREMENTS 

1. WORK-BASED TRAINING MODELS 

Training grants are available to help companies grow and maintain competitiveness by 

investing in training of their existing workforce. CT DOL Business Services Consultants work 

directly with companies to design, develop, and provide funding for projects and can help 

businesses locate appropriate training providers Incumbent Worker Training grants are 

ÓÔÒÕÃÔÕÒÅÄ ÔÏ ÂÅ ÆÌÅØÉÂÌÅ ÔÏ ÍÅÅÔ ÔÈÅ ÂÕÓÉÎÅÓÓȭÓ ÔÒÁÉÎÉÎÇ ÏÂÊÅÃÔÉÖÅÓȢ #ÕÓÔÏÍÉÚÅÄ ÔÒÁÉÎÉÎÇ ÉÓ ÁÌÓÏ 

available as administered by the Workforce Development Boards. 

2. REGISTERED APPRENTICESHIP 

4ÈÅ ÓÔÁÔÅȭÓ ×ÏÒËÆÏÒÃÅ ÓÙÓÔÅÍ ÃÈÁÌÌÅÎÇÅ ÉÓ ÔÏ ÉÄÅÎÔÉÆÙ ÅÆÆÅÃÔÉÖÅ ×ÏÒËÆÏÒÃÅ ÓÏÌÕÔÉÏÎÓ ÁÎÄ 

collaborative approaches that benefit both job seeker and employer customers. The Department 

ÏÆ ,ÁÂÏÒȭÓ /ÆÆÉÃÅ ÏÆ !ÐÐÒÅÎÔÉÃÅÓÈip Training works collaboratively with business and industry, 

economic development, education, training providers, and other partners on talent 

development strategies and workforce solutions to provide workers with the skills businesses 

need. Registered apprenticeship is a workforce solution that contributes to the development of 

ÉÎÄÕÓÔÒÙȤÄÅÆÉÎÅÄ ÃÏÍÐÅÔÅÎÃÉÅÓ ÎÅÅÄÅÄ ÂÙ ÅÍÐÌÏÙÅÒÓ ÉÎ ÔÈÅ ÓÔÁÔÅȟ ÁÎÄ ÓÅÒÖÅÓ ÁÓ Á ÐÒÏÖÅÎ 

ÉÎÄÕÓÔÒÙȤÄÒÉÖÅÎ ×ÏÒËÆÏÒÃÅ ÅÄÕÃÁÔÉÏÎ ÁÎÄ ÐÒÅÐÁÒÁÔÉÏÎ ÓÔÒÁÔÅÇÙ ÆÏÒ ×ÏÒËÅÒÓȢ 

 The Office of Apprenticeship Training invested in an aggressive training and outreach initiative 

to integrate registered apprenticeship into the career guidance and career exploration services 

offered through the American Job Center system, both virtually and as part of staÆÆȤÁÓÓÉÓÔÅÄ 

services. The Office of Apprenticeship Training provides apprenticeship awareness workshops 

to a multitude of staff and customers of the American Job Centers. This is an effort to ensure that 

apprenticeship is included as part of the full complement of education and training services the 

workforce system provides to its job seeker and employer customers. Department of Labor 

Business Services Consultants and American Job Center partners promote the integration of 

http://www.ctdol.state.ct.us/TradeAct/
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apprenticeship into business engagement strategies by encouraging the development of 

apprenticeship programs as a solution to meet business customer needs. 

 While most registered apprenticeship programs are funded by program sponsors, the Office of 

Apprenticeship Training workforce system is strategically leveraging state and federal funds to 

offset training costs for employers and to develop and advance worker pipelines for both 

ÅÍÅÒÇÉÎÇ ÁÎÄ ÅÓÔÁÂÌÉÓÈÅÄ ÅÍÐÌÏÙÅÒÓ ÁÎÄ ÒÅÇÉÏÎÁÌ ÉÎÄÕÓÔÒÙ ÓÅÃÔÏÒÓȢ #4$/,ȭÓ ÃÏÍÐÒÅÈÅÎÓÉÖÅ 

 approach to the management of their Eligible Training Providers List (ETPL), Registered 

Apprenticeship (RA) sponsors and Related Technical Instructors (RTI) may request to have 

their programs listed on the ETPL, which is publicly viewable via the CTDOL website. In 

addition to providing another avenue for RA sponsors and RTIs to connect with potential 

apprentices, this opportunity under WIOA gives those eligible for apprenticeship access to 

WIOA funding to support some or all of their related instruction, OJT and supportive services. 

Apprenticeship listings may remain on the ETPL as long as the sponsor remains registered.  

 Additional examples include, but are not limited to, the Manufacturing Pipeline Initiative, the 
Office of Apprenticeship Training and the Eastern Connecticut Workforce Investment Board 

(EWIB) working together to implement registered apprenticeship as a pipeline for customized 

training programs in manufacturing at General Dynamics/Electric Boat and members of the 

Eastern Advanced Manufacturing Alliance (EAMA). 

 The American Apprenticeship Initiative (AAI) enables the Office of Apprenticeship Training to 

expand apprenticeship programs in new and growing industries as diverse as healthcare, 

Information Technology, and advanced manufacturing. While similar in purpose, the 

-ÁÎÕÆÁÃÔÕÒÉÎÇ )ÎÎÏÖÁÔÉÏÎ &ÕÎÄ ɉ-)&Ɋȟ ×ÈÉÃÈ ÉÓ Á ÐÁÒÔÎÅÒÓÈÉÐ ×ÉÔÈ ÔÈÅ ÓÔÁÔÅȭÓ $ÅÐÁÒÔÍÅÎÔ ÏÆ 

Economic and Community Development to support manufacturing companies in their efforts to 

ÉÍÐÌÅÍÅÎÔ ÒÅÁÌ ÔÉÍÅȟ ÄÅÍÁÎÄȤÄÒÉÖÅÎ ÒÅÇÉÓÔÅÒÅÄ ÁÐÐÒÅÎÔÉÃÅÓÈÉÐÓȢ  

 The Manufacturing Innovation Fund (MIF) Apprenticeship Program, allocated $7.8 million 

when it was launched in 2015 has grown to a $10.8 million state bond allocation, administered 

by CTDOL/OAT. This program continues to provide financial assistance in the form of a wage 

subsidy to manufacturers and tuition reimbursement (for MIF registered apprentices and pre-

apprentices) to approved Apprentice Related Instruction Training Providers. To date over 700 

apprentices and over 200 companies have received support through this program. CTDOL/OAT 

anticipates significant additional apprenticeship growth in this sector over the next ten years. 

 4ÈÅ ÓÔÒÁÔÅÇÉÃ ÐÁÒÔÎÅÒÓÈÉÐÓ ÉÎ #ÏÎÎÅÃÔÉÃÕÔȭÓ ×ÏÒËÆÏÒÃÅ ÓÙÓÔÅÍ ÅÎÓÕÒÅ Á ÃÌÅÁÒÅÒ ÐÁÔÈ ÆÏÒ 

ÐÁÒÔÉÃÉÐÁÎÔÓ ÔÏ ÓÕÃÃÅÅÄ ×ÉÔÈ ÔÈÅ ÊÏÂȤÄÒÉÖÅn opportunities that registered apprenticeship 

programs offer. Apprenticeship provides a flexible training delivery option and when used in 

the context of economic development strategies, creates a seamless pipeline of skilled workers 

and flexible career pathways to meet current and future workforce demands.   

3. TRAINING PROVIDER ELIGIBILITY PROCEDURE 

Entities interested in applying for initial WIOA ETPL eligibility must submit a completed 

Ȱ#ÏÎÎÅÃÔÉÃÕÔ $ÅÐÁÒÔÍÅÎÔ ÏÆ ,ÁÂÏÒ ɉ#4$/,Ɋ 7ÏÒËÆÏÒÃÅ )ÎÎÏÖÁÔÉÏÎ ÁÎÄ /ÐÐÏÒÔÕÎÉÔÙ !ÃÔ ɉ7)/!Ɋ 

%ÌÉÇÉÂÌÅ 4ÒÁÉÎÉÎÇ 0ÒÏÖÉÄÅÒ ɉ%40Ɋ !ÐÐÌÉÃÁÔÉÏÎȟȱ ÁÖÁÉÌÁÂÌÅ ÏÎ #4$/,ȭÓ ×ÅÂÓÉÔÅ ÁÔ 

http://www.ctdol.state.ct.us/wia/wioa -trngproviderapps.htm, to the workforce development 

ÂÏÁÒÄ ɉ7$"Ɋ ÆÏÒ ÔÈÅ ÁÒÅÁ ÉÎ ×ÈÉÃÈ ÔÈÅ ÁÐÐÌÙÉÎÇ ÅÎÔÉÔÙȭÓ ÈÅÁÄÑÕÁÒÔÅÒÓ ɉÏÒȟ ÁÓ ÁÐÐÌÉÃÁÂÌÅȟ ÍÁÉÎ 

campus) is located (thiÓ 7$" ÉÓ ÔÈÅÎ ÔÈÅ ȰÌÅÁÄȱ ÂÏÁÒÄ ÆÏÒ ÔÈÅ ÅÎÔÉÔÙɊȢ  In addition to applying to 

the lead board, the entity must submit a full copy of their ETPL initial eligibility application to 

ÅÁÃÈ 7$" ÉÎ ×ÈÉÃÈ ÁÎÙ ÏÆ ÔÈÅ ÁÐÐÌÙÉÎÇ ÅÎÔÉÔÙȭÓ ÔÒÁÉÎÉÎÇ ÓÉÔÅÓ ÆÏÒ ÐÒÏÇÒÁÍ ÏÆÆÅÒÉngs are located.  

Secondary boards review the application and advise the lead board as to whether the 

http://www.ctdol.state.ct.us/wia/wioa-trngproviderapps.htm
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application is approved or not for that area.  Once the lead board and all applicable secondary 

boards have reached a decision to approve the application, the lead board advises CTDOL and 

requests a state level review (such reviews are on a rolling basis).  CTDOL then conduct a 

ÒÅÖÉÅ× ÏÆ ÔÈÅ ÅÎÔÉÔÙȭÓ ÓÔÁÔÕÓ ×ÉÔÈ /3(!ȟ 5) 4ÁØȟ ÁÎÄ 7ÁÇÅ ÁÎÄ 7ÏÒËÐÌÁÃÅ 3ÔÁÎÄÁÒÄÓȢ  

If approved, CTDOL will inform  the lead board which will then add the provider and 

program(s) to the ETPL (CTHires).  If an OSHA, UI Tax or Wage matter prevents CTDOL from 

issuing approval, the entity will  have the opportunity  to resolve the issue(s). 

 Following one year of initial eligibility, ETPL providers must submit an application to be 

considered for continued eligibility.  0ÒÉÏÒ ÔÏ ÔÈÅ ÅØÐÉÒÁÔÉÏÎ ÄÁÔÅ ÏÆ Á ÐÒÏÖÉÄÅÒȭÓ ÉÎÉÔÉÁÌ ÅÌÉÇÉÂÉÌÉÔÙȟ 

the lead WDB will notify the provider that it may apply for continued eligibility.  The lead WDB 

will also preÐÁÒÅ Á ÌÉÓÔ ÏÆ ÔÈÅ ÐÒÏÖÉÄÅÒȭÓ ÅØÐÉÒÉÎÇ ÐÒÏÇÒÁÍÓ ÓÏ ÔÈÅ ÐÒÏÖÉÄÅÒ ÍÁÙ ÉÎÃÌÕÄÅ ÔÈÅÍ ÉÎ 

ÔÈÅ Ȱ#4$/, 7)/! %40 #ÏÎÔÉÎÕÅÄ %ÌÉÇÉÂÉÌÉÔÙ !ÐÐÌÉÃÁÔÉÏÎȱ ÔÈÁÔ ÔÈÅ ÐÒÏÖÉÄÅÒ ÍÕÓÔ ÓÕÂÍÉÔ ÔÏ ÔÈÅ 

lead WDB (and any secondary boards).  The continued eligibility review process, both locally 

and by CTDOL, follows the same steps as described above for initial eligibility.  Upon approval of 

continued eligibility by CTDOL, the lead board will update CTHires to indicate continued 

eligibility has been approved and will enter the new, two-year expiration date in CTHires. 

!ÄÄÉÔÉÏÎÁÌ %40, ÐÒÏÃÅÄÕÒÅÓ ÁÎÄ %40, ÐÏÌÉÃÙ ÁÒÅ ÄÅÔÁÉÌÅÄ ÉÎ #4$/,ȭÓ 7)/! 0ÏÌÉÃÙ -ÁÎÕÁÌ ÁÔ 

http://www.ctdol.state.ct.us/wia/WIOAPolicyManual.pdf .  

#4ȭÓ policy manual has been updated to reflect assessing continued eligibility which 

includes a process to allow for providers to offer information related to any undue 

burden in reporting performance information.  

An application -type document is used to gather info from sponsors who want to be listed 

on the ETPL in order for system -required and other basic fields to be completed in the 

ÓÙÓÔÅÍ ÒÅÇÁÒÄÉÎÇ ÔÈÅ ÁÐÐÒÅÎÔÉÃÅÓÈÉÐ ÁÎÄ ÂÏÁÒÄÓ ÍÕÓÔ ÖÅÒÉÆÙ ÔÈÅ ÓÔÁÔÅȭÓ ÄÅÔÅÒÍÉÎÁÔÉÏÎ ÁÓ 

to the sponsors by checking the CTDOL Apprenticeship site for the sponsorslist.  

 The following is contained within the WIOA Policy Manual:  

 Apprenticeship and the ETPL  

Pursuant to section 122(a)(3) of the WIOA, apprenticeship programs registered with the 

Connecticut Department of Labor, Apprenticeship Division are automatically eligible to be 

included on the ETPL. 

Although registered apprenticeship programs are automatically eligible, the program will not be 

included on the ETPL unless the program provider notifies the Apprenticeship Division of its 

intention to be included on the ETPL. 

The Apprenticeship Division will notify every apprenticeship program, registered as of the date 

of enactment of these procedures, to determine whether the program provider wants to be 

included on the ETPL. 

New apprenticeship programs that want to be included on the ETPL shall indicate this intention 

on the provider section of the CTHires application. 

If the program is already approved as a sponsor or related instruction provider through the 

Connecticut Department of Labor Office of Apprenticeship Training the program will be added 

to the ETPL list in CTHires by the local Workforce Development Board in the region where the 

program/sponsor is located. 

http://www.ctdol.state.ct.us/wia/WIOAPolicyManual.pdf
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If the program is not an approved sponsor or related instruction provider they must first 

contact the Connecticut Department of Labor Office of Apprenticeship Training to seek 

approval.   

Once an apprenticeship program is registered on the ETPL, the program will remain on the 

ETPL until the program is no longer registered with the Connecticut Department of Labor Office 

of Apprenticeship Training or until the provider notifies the Apprenticeship Division, in writing, 

of the intention to be removed from the list. 

Registered apprenticeship programs are not required to submit initial or continued eligibility 

applications under these procedures. Registered apprenticeship programs are required to 

comply with all laws and rules regarding apprenticeship programs and labor laws in the State of 

Connecticut. 

Per 20 CFR 680.480(b) all approved sponsors and related instructions providers will be notified 

in writing or electronically bi -annually to reaffirm their request to remain on the ETPL list. 

Note: Registered apprenticeship programs, which are not required to apply for the WIOA ETPL, 

are subject only to certain reporting requirements as set forth in TEGL 41-14, applicable 

regulation, or other guidance  

4. DESCRIBE HOW THE STATE WILL IMPLEMENT AND MONITOR THE PRIORITY FOR PUBLIC 

ASSISTANCE RECIPIENTS, OTHER LOW-INCOME INDIVIDUALS, AND INDIVIDUALS WHO ARE 

BASIC SKILLS DEFICIENT IN ACCORDANCE WITH THE REQUIREMENTS OF WIOA SEC. 

134(C)(3)(E), WHICH APPLIES TO INDIVIDUALIZED CAREER SERVICES AND TRAINING 

SERVICES FUNDED BY THE ADULT FORMULA PROGRAM 

All related WIOA policy memos including those specific to serving priority populations have 

been combined into a unified policy manual which is continuously updated for accuracy and 

content. The updated manual can be found at: 

http://www.ctdol.state.ct.us/wia/WIOAPolicyManual.pdf . 

 Several methods are used to comprehensively implement and monitor priority of service to 

priority populations including public assistance recipients, other low-income individuals, or 

individuals who are basic skills deficient. These methods include program compliance 

monitoring, case file review and electronic case management systems. CT DOL uses the CT 

HIRES automated case management system which includes a database with fields to identify 

individuals who may be designated basic skills deficient, a recipient of public assistance, or to 

meet the definition of low income. 

 CTDOL, along with its workforce partners, continues to pursue the most effective and efficient 

use of its data capturing capabilities in order to determine the characteristics of the individuals 

being served through the workforce development system. The goal of these efforts is to better 

identify those individuals from priority populations who are seeking assistance in order to 

coordinate the most appropriate mix of programs and services through both required and non-

required partner program agencies and organizations.  

In Connecticut, the Department of Social Services determines which TFA recipients are 

mandated to participate in employment services. Those clients that are determined mandatory 
are referred to the Jobs First Employment Services (JFES) program administered by the 

Connecticut Department of Labor (CTDOL) in partnership with the Department of Social 

Services (DSS) and the 5 Workforce Development Boards (WDBs).  When clients are first 

referred to the JFES program, they are assessed by their case managers to determine whether 

they are basic skills deficient or not. For many years, the assessment tool used to determine 
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their reading and math levels was the CASAS.  The CTDOL JFES and WIOA units have been 

collaborating on a new policy that will change the way that JFES clients are assessed. That policy 

has been developed in partnership with all 5 WDBs, along with the management teams of the 

CTDOL JFES and WIOA units.  While the framework of the new policy is well developed, it has 

not been made public as of yet, as some fine tuning of the language is still required. 

  

              Approximately 90% of our JFES clients are basic skills deficient in either math or 

reading. Our JFES case managers are encouraged to co-enroll JFES participants into WIOA 

whenever they think it would benefit the participant. The receipt of Temporary Family 

Assistance automatically makes a participant eligible for WIOA as a low-income adult. In some 

regions, like the Eastern region, almost all of the JFES participants who attend vocational 

training in a given year do so using WIOA funds.  JFES program funding is also available to 

provide case management services, job search assistance, employment readiness workshops, 

vocational training, Subsidized Employment opportunities, community service opportunities 
and other special benefits including child care subsidies through the Care4Kids program, where 

JFES participants are given priority for application review and childcare access, and 

transportation assistance including bus passes, mileage reimbursement and the use of Uber and 

,ÙÆÔ ÒÉÄÅ ÓÈÁÒÉÎÇ ÓÅÒÖÉÃÅÓ ÔÏ ÁÓÓÉÓÔ ÃÌÉÅÎÔÓ ×ÈÏ ÄÏÎȭÔ ÈÁÖÅ ÅÁÓÙ ÁÃÃÅÓÓ ÔÏ ÐÕÂÌÉÃ ÔÒÁÎÓÐÏÒÔÁÔÉÏÎȢ  

As funding for the JFES program has been reduced by 31% over the past 4 years, we have found 

more and more value in leveraging the resources of both programs. 

  

              In addition, the CTDOL  JFES and WIOA units work closely in conducting financial 

monitoring of the 5 WDBs for both programs. The CTDOL JFES Unit scrutinizes JFES contracts 

for any  financial concerns related to the JFES contracts which are then passed along to the 

WIOA staff who conduct 

on- site financial monitoring at the WDB locations. This enables the JFES and WIOA programs to 

compare notes and ensure that expenditures are properly accounted for across the two 

programs. 

The JFES and WIOA units have also collaborated on some training initiatives for staff in both 

programs.   

We conducted a 3 day Business Engagement Training for all JFES and WIOA case managers 

around the state in the Fall of 2018. 

In July 2019, the CTDOL JFES and WIOA units implemented a joint plan to have every JFES and 

WIOA case manager in the state of Connecticut achieve the Certified Employment Interview 

Professional Certification (CEIP) credential.  This nationally recognized credential gives every 

single JFES and WIOA case manager the knowledge to provide high quality guidance to job 

seekers on all aspects of the art of job interviewing. This plan involved training all of these case 

ÍÁÎÁÇÅÒÓ ÉÎ τ ÓÅÐÁÒÁÔÅ ÃÏÈÏÒÔÓȢ %ÁÃÈ ÃÏÈÏÒÔ ÂÅÇÁÎ ×ÉÔÈ Á Ȱ+ÉÃË -ÏÆÆȱ ÅÖÅÎÔ ÁÔ ÔÈÅ $/, #ÅÎÔÒÁÌ 

Office which reviewed the entire process with the participating staff and set expectations for the 

group. Representatives from PARW flew from Florida to Connecticut in order to observe the 
Ȱ+ÉÃË-ÏÆÆȭ ÅÖÅÎÔ ÐÒÏÃÅÓÓ ÆÏÒ ÔÈÅÍÓÅÌÖÅÓȢ            

This is the first mass certification process in the country for this credential and the Professional 

!ÓÓÏÃÉÁÔÉÏÎ ÏÆ 2ÅÓÕÍÅ 7ÒÉÔÅÒÓ ÖÉÅ×ÅÄ ÔÈÅÓÅ Ȱ+ÉÃË - ÏÆÆ Ȱ ÅÖents  as a best practice that could be 

replicated around the country. 
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CT will update its policy manual to reflect the specific method of monitoring to ensure 

the priority for public assistance recipients and other low -income individuals etc. which 

will inc lude ɀ authorizing local WDBs to develop their own priority of service delivery to 

targeted populations. CTDOL plans to establish target goals for service delivery to 

priority populations and through program monitoring will assess each local WDBs 

progress in meeting those goals.  

  

  

  

  

  

υȢ $%3#2)"% 4(% 34!4%ȭ3 #2)4%2)! 2%'!2$).' ,/#!, !2%! 42!.3&%2 /& &5.$3 

BETWEEN THE ADULT AND DISLOCATED WORKER PROGRAMS 

Under WIOA 100% of funds for a fiscal year may be transferred between adult employment and 

training activities and dislocated worker employment and training activities, if approved by the 

'ÏÖÅÒÎÏÒȢ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÐÏÌÉÃÙ ÁÎÄ ÃÒÉÔÅÒÉÁ ÆÏÒ ÔÒÁÎÓÆÅÒÒÉÎÇ ÆÕÎÄÓ ÃÁÎ ÂÅ ÆÏÕÎÄ ÉÎ ÔÈÅ ÃÕÒÒÅÎÔ 

WIOA manual at: http://www.ctdol.state.ct.us/wia/WIOAPolicyManua l.pdf.   

C. WITH RESPECT TO YOUTH WORKFORCE INVESTMENT ACTIVITIES AUTHORIZED IN 

SECTION 129 OF WIOAɂ 

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 IN AWARDING SUCH GRANTS OR CONTRACTS.[11] 

/ÕÔ ÏÆ 3ÃÈÏÏÌ 9ÏÕÔÈ ÁÇÅÓ ρφ ÔÏ ςτ ÁÎÄ )Î 3ÃÈÏÏÌ 9ÏÕÔÈ ρτȤςρ ÔÈÁÔ ÍÅÅÔ ÓÐÅÃÉÆÉÃ ÅÌÉÇÉÂÉÌÉÔÙ 

requirements, may qualify for the following Workforce Innovation and Opportunity Act 

services. 

¶  

o Tutoring, study skills training and instruction leading to secondary school 

completion, 

           including 

o dropout prevention strategies; 

o Alternative secondary school offerings; 

o Paid and unpaid work experiences that have academic and occupational 

education as a   

         component of the work experience: 

o Summer employment opportunities and other employment opportunities 

available 

         throughout the school year;   
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Á 0ÒÅȤÁÐÐÒÅÎÔÉÃÅÓÈÉÐ ÐÒÏÇÒÁÍÓȠ 

Á Internships as defined in § 680.170 of the regulations and job 

shadowing; and 

Á /ÎȤÔÈÅȤÊÏÂ ÔÒÁÉÎÉng opportunities; 

¶ Occupational skill training with priority consideration for training programs that lead to 
ÒÅÃÏÇÎÉÚÅÄ ÐÏÓÔȤÓÅÃÏÎÄÁÒÙ ÃÒÅÄÅÎÔÉÁÌÓ ÔÈÁÔ ÁÌÉÇÎ ×ÉÔÈ ÉÎȤÄÅÍÁÎÄ ÉÎÄÕÓÔÒÙ ÓÅÃÔÏÒÓ ÏÒ 

occupations; 

¶ Education offered concurrently with and in the same context as workforce preparation 
activities and training for a specific occupation or occupational cluster; 

¶ ,ÅÁÄÅÒÓÈÉÐ ÄÅÖÅÌÏÐÍÅÎÔ ÏÐÐÏÒÔÕÎÉÔÉÅÓȟ ÉÎÃÌÕÄÉÎÇ ÃÏÍÍÕÎÉÔÙ ÓÅÒÖÉÃÅ ÁÎÄ ÐÅÅÒȤÃÅÎÔÅÒÅÄ 
activities encouraging responsibility and other positive social and civic behaviors; 

Supportive services; 

¶ Adult mentoring for the duration of at least 12 months that may occur both during and 

after program participation; 

¶ &ÏÌÌÏ×ȤÕÐ ÓÅÒÖÉÃÅÓ ÆÏÒ ÎÏÔ ÌÅÓÓ ÔÈÁÎ ρς ÍÏÎÔÈÓ ÁÆÔÅÒ ÔÈÅ ÃÏÍÐÌÅÔÉÏÎ ÏÆ ÐÁÒÔÉÃÉÐÁÔÉÏÎȠ 

¶ Comprehensive guidance and counseling, including drug and alcohol abuse counseling, 

as well as referrals to counseling, as appropriate to the needs of the individual youth; 

¶ Financial literacy education; Entrepreneurial skills training; 

¶ Services that provide labor marËÅÔ ÁÎÄ ÅÍÐÌÏÙÍÅÎÔ ÉÎÆÏÒÍÁÔÉÏÎ ÁÂÏÕÔ ÉÎȤÄÅÍÁÎÄ 
industry sectors or occupations available in the local area*, such as career awareness, 

career counseling, and career exploration services; and 

¶ !ÃÔÉÖÉÔÉÅÓ ÔÈÁÔ ÈÅÌÐ ÙÏÕÔÈ ÐÒÅÐÁÒÅ ÆÏÒ ÁÎÄ ÔÒÁÎÓÉÔÉÏÎ ÔÏ ÐÏÓÔȤÓÅÃondary education and 
training. 

   

#4 $/, ÈÁÓ ÉÓÓÕÅÄ Á ÐÏÌÉÃÙ ×ÈÉÃÈ ÉÎÃÏÒÐÏÒÁÔÅÓ 53 $/,ȭÓ ÇÕÉÄÁÎÃÅ ÒÅÇÁÒÄÉÎÇ ÁÄÍÉÎÉÓÔÒÁÔÉÖÅ 

procurement procedures and the extent to which providers of youth services, such as the 

program design framework component, the ten program elements, and youth services delivered 

ÉÎ Á /ÎÅȤ3ÔÏÐ ÓÅÔÔÉÎÇȟ ÍÕÓÔ ÂÅ ÓÅÌÅÃÔÅÄȢ 4ÈÅ 3ÔÁÔÅ ÏÆ #ÏÎÎÅÃÔÉÃÕÔ ÁÄÏÐÔÅÄ ÁÌÌ ÓÕÃÈ ÇÕÉÄÁÎÃÅ ÁÎÄ 

directed each area comply with these policies.  

 The five workforce development boards understand Job Corps to be a viable option and include 

it on the roster of service providers to whom they refer young people. In addition, nearby 

American Job Centers provide workshops for Job Corps student employees, introducing them to 

a variety of job search resources and other services. In addition, state monitoring, file review 

and data validation evaluate local area youth policy comprehensively. Following program 

monitoring, best practices and areas for corrective action are identified. CT DOL will also offer 

technical assistance to the WDBs to assist them in meeting youth performance measures. 

Related youth policies can be found in the CTDOL WIOA Policy Manual. 

2. DESCRIBE THE STRATEGIES THE STATE WILL USE TO ACHIEVE IMPROVED OUTCOMES FOR 

OUT-OF-SCHOOL YOUTH AS DESCRIBED IN 129(A)(1)(B), INCLUDING HOW IT WILL 

LEVERAGE AND ALIGN THE CORE PROGRAMS, ANY COMBINED STATE PLAN PARTNER 
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PROGRAMS INCLUDED IN THIS PLAN, REQUIRED AND OPTIONAL ONE-STOP PARTNER 

PROGRAMS, AND ANY OTHER RESOURCES AVAILABLE. 

Connecticut proposes to develop and emphasize career pathways by emphasizing the 

ÃÏÎÎÅÃÔÉÏÎ ÔÏ ÃÁÒÅÅÒ ÌÁÄÄÅÒÓ ÁÓ ÐÁÒÔ ÏÆ ÁÎ /ÕÔ ÏÆ 3ÃÈÏÏÌ 9ÏÕÔÈȭÓ ÉÎÄÉÖÉÄÕÁÌ ÓÅÒÖÉÃÅ ÓÔÒÁÔÅÇÙ ȤȤ ÁÎ 

educational path along with occupational trainiÎÇ ÆÏÒ ÈÉÇÈȤÄÅÍÁÎÄ ÊÏÂÓȟ ÁÓ ÄÅÆÉÎÅÄ ÂÙ ,-) ÁÎÄ 

the LWDB. 

 For Out of School Youth, the removal of barriers that prevent successful transition to career 

ÐÁÔÈ×ÁÙÓ ×ÉÌÌ ÂÅ ËÅÙ ÔÏ ÓÕÃÃÅÓÓÆÕÌ ÅÎÇÁÇÅÍÅÎÔȢ #4$/, ×ÉÌÌ ÅÎÃÏÕÒÁÇÅ ÔÈÅ 7$"ȭÓ ÔÏ ÐÁÙ ÓÐÅÃÉÁÌ 

attention to identifying and engaging individuals who experience the following barriers: 

 English language learners (working closely with Adult ED/ESL partners and contextualized 

 learning opportunities including IBEST models) 

¶ Youth involved with the justice system (working closely with Court Support Services 

Division and community partners to support reduced recidivism and improved 

outcomes for such youth) 

¶ Homeless, pregnant or parenting or youth (linking youth with housing and child care as 

 available in the communiÔÙȟ ÔÏ ÓÔÁÂÉÌÉÚÅ ÐÁÔÈ×ÁÙÓ ÔÏ ÓÅÌÆȤÓÕÆÆÉÃÉÅÎÃÙɊ 

¶ Youth with disabilities (working closely with Vocational Rehabilitation partners to serve 
 these youth in more seamless ways) 

 In the fall of 2017 CTDOL conducted a Youth Summit to explore ways of outreaching 

disconnected youth with barriers. Attendance included a wide range of state agencies, local 

×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÂÏÁÒÄÓ ÁÎÄ ÔÈÅÉÒ ÐÒÏÖÉÄÅÒÓȟ ÐÒÉÖÁÔÅ ÎÏÎȤÐÒÏÆÉÔ ÁÇÅÎÃÉÅÓȟ ÐÈÉÌÁÎÔÈÒÏÐÉÃ 

organizations and youth. 

 Presentations regarding each of the WIOA identified barriers were explored and a blueprint for 

ÍÏÖÉÎÇ ÆÏÒ×ÁÒÄ ×ÁÓ ÄÅÖÅÌÏÐÅÄȢ #4$/, ×ÉÌÌ ÃÏÎÔÉÎÕÅ ÔÏ ÓÕÐÐÏÒÔ ÁÎÄ ÅÎÇÁÇÅ ÔÈÅ 7$"ȭÓ ÉÎ 

developing programs which seek to remove the barrier s which preclude Youth from successful 

participation in training pro grams and impair the ability for youth to reach the goals necessary 

for job-readiness.  In August of 2019 CTDOL sponsored a Youth Mental Health First Aide 

Training Program geared at providing partner staff and their youth providers with the tools 

necessary to identify and engage individuals who present with mental health issues.  

 Performance Indicators for OSY effective July, 2019: 

1. Placement in Employment/Education 2nd Qtr. after exit 

2. Placement in Employment/Education 4th Qtr. after exit 

3. Median Earnings 2nd Qtr. after exit 

4. Credential Attainment (up to 1 year after exit) 

5. Measurable Skills Gains 

6. Effectiveness in Serving Employers 

 Connecticut seeks to define measurable skill gains in terms of gains on standardized tests for 

reading, math and ELL assessments; completing part or all of a GED course; earning GED 

credential; completion of one or more developmental education courses, passing a credit 

bearing; completing a designated number of higher education credits; objective demonstration 
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of competencies related ÔÏ ×ÏÒËȤÂÁÓÅÄ ÔÒÁÉÎÉÎÇȢ !ÇÁÉÎ ÔÈÅÓÅ ÉÎÄÉÃÁÔÏÒÓ ×ÉÌÌ ÂÅ ÄÅÓÉÇÎÅÄ ÔÏ 

emphasize career pathways. 

 ! ÈÉÇÈȤÑÕÁÌÉÔÙȟ ÃÏÍÐÒÅÈÅÎÓÉÖÅ ÃÁÒÅÅÒ ÐÁÔÈ×ÁÙ ÓÙÓÔÅÍ ×ÉÌÌ ÂÅ ÄÅÖÅÌÏÐÅÄ ÁÎÄ ÉÍÐÌÅÍÅÎÔÅÄ ÔÈÁÔ 

includes multiple entry and exit points that meets learners where they are, provides education, 

training and support services needed for career advancement, and ensures a skilled workforce 

ÔÈÁÔ ÍÅÅÔÓ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÔÁÌÅÎÔ ÎÅÅÄÓȢ  

  

3. DESCRIBE HOW THE STATE WILL ENSURE THAT ALL 14 PROGRAM ELEMENTS DESCRIBED 

IN WIOA SECTION 129(C)(2) ARE MADE AVAILABLE AND EFFECTIVELY IMPLEMENTED, 

INCLUDING QUALITY PRE-APPRENTICESHIP PROGRAMS UNDER THE WORK EXPERIENCE 

PROGRAM ELEMENT. [12] 

#4 $/, ÅÎÓÕÒÅÓ ÔÈÁÔ ÙÏÕÔÈ ÓÅÒÖÉÃÅÓ ÆÏÒ ÂÏÔÈ ÏÕÔ ÏÆ ÓÃÈÏÏÌ ÁÎÄ ÉÎȤÓÃÈÏÏÌ ÙÏÕÔÈ ÁÒÅ ÅÆÆÅÃÔÉÖÅÌÙ 

implemented through contract management and oversight, administrative policy, data 

ÖÁÌÉÄÁÔÉÏÎ ÁÎÄ ÍÏÎÉÔÏÒÉÎÇ ÁÎÄ ÔÅÃÈÎÉÃÁÌ ÁÓÓÉÓÔÁÎÃÅȟ 9ÏÕÔÈ ÒÅÌÁÔÅÄ ÐÏÌÉÃÉÅÓ ÃÏÎÔÁÉÎÅÄ ÉÎ #4$/,ȭÓ 

7)/! ÐÏÌÉÃÙ ÍÁÎÕÁÌ ÐÒÉÏÒÉÔÉÚÅ ÏÕÔ ÏÆ ÓÃÈÏÏÌ ÙÏÕÔÈȟ ÄÒÏÐ ÏÕÔ ÒÅÃÏÖÅÒÙ ÁÎÄ ÐÏÓÔȤÓÅÃÏÎÄÁÒÙ 

credentials. Yearly monitoring includes a complete review of local youth services and providers 

to ensure federal law, policy and regulations are implemented. Monitoring includes interviews 

with staff and participants to ensure quality youth programming is provided.  

CTDOL WIOA  works closely with the CTDOL Office of Apprenticeship Training (OAT) in 

regard to Registered Apprenticeship programming including ensuring the offering of 

pre -apprenticeship programs to   youth. Since 2016, CTDOL OAT has partnered with all 5 

WDBs to create and certify a number of traditional and non -traditional pre -

apprenticeship programs.  

Over recent decades a heavy focus on post-secondary education has disheartened people on 

their journey to the labor force with the myth that they could not become successful without a 

college degree or needed to forfeit pursuing professional credentialing to get one. This left 

employers with a shortage of skilled workers and jobseekers with degrees & skillsets 

misaligned with the jobs they desired, along with crippling student loan debt. In response 

CTDOL/OAT, has formalized the Apprenticeship/Education pathway to move individuals from 

multiple entry points through their educational and apprenticeships programs and culminating 

in a credentialed, stable career and a degree, if desired. 

Pre-Apprenticeship  

  

In addition to Registered Apprenticeship programs, quality pre-apprenticeship programs are an 

integral piece of the pathway for many people young and old alike.  Pre-apprenticeship offers a 

starting point toward a successful career path and a model for employers and students that 

otherwise may not be aware of this approach. 

  

A student may earn additional on-the-job credits toward a registered apprenticeship if 

employed, on a part time basis, after school or as part of a Work Based Learning release 

program that may be established by the school and an apprenticeship employer sponsor that is 

approved by CTDOL/OAT. 
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Pre-apprentices can carry up to 2,000 hours of on-the-job experience into their registered 

apprenticeship program upon graduation similar to how an Advanced Placement (AP) program 

is designed and recognized. 

  

There are increasing amounts of careers that do not require a college degree yet require a 

certificate or credential inclusive or exclusive of post-secondary education. Career Technical 

Education (CTE), enhanced in high schools with industry recognized credentials, has recently 

been utilized as a workforce development pipeline. 

  

CTDOL/OAT has partnered with the State Department of Education (SDE), to begin statewide 

strategic planning for CTE Perkins V programming implementation. Various plans will 

encompass policy considerations and creation of Industry Councils at the local school district 

level for CTE credentialing, career exploration, career pathway development, business and 

industry led curricula alignment, Work Based Learning (WBL) partnerships and articulation 

agreements with post-secondary institutions for college credits. Through this partnership, 

CTDOL/OAT has expanded CTE under Perkins V, thus increasing Perkins V Pre-apprenticeship 

and Apprenticeship opportunities. These include work-based learning and the development of 

industry recognized credentials. OAT has partnered with nearly 30 high schools & community 

colleges in CT to credential their CTE courses and link them to the pre-apprenticeship program 

array. Students enrolled at those schools now have the ability to enhance their theoretical 

knowledge with hands-on skill development. Additionally, through relationships built at these 

schools, OAT has been able to present the benefit of these credentials to school boards and 

encourage stable funding for Career Technical Education moving forward. Some new, exciting 

pre-apprenticeships include but not limited to: 

¶ Goodwin College Insurance Pre-apprenticeship: creates a talent pipeline for insurance 

distributors in CT. Students obtain an Insurance Sales and Service Certificate, sit for 

licensing, and enter paid pre-apprenticeship. After completing the 150 hours of pre-

apprenticeship, they move into their full-time job as an apprentice. 

¶ Women Can Weld - The North Central Region Jobs Funnel Program partnered with the 

Ironworkers Local 15 Apprenticeship Training Program to conduct a pre-apprenticeship 

program targeted specifically for women participants to get an introduction into 

welding 

   

¶ &ÕÔÕÒÅ "ÁÎËÅÒÓȭ !ÐÐÒÅÎÔÉÃÅÓÈÉÐ 0ÒÏÇÒÁÍ - pairs instruction to pre-apprentices at 
Crosby High School with on-the-job training in local banks 

   

¶ Youth Manufacturing Pipeline Initiative (YMPI) - focuses on high school students in 
addressing the hiring needs of Electric Boat, members of the East Advanced 

Manufacturing Alliance (EAMA), and other manufacturers. 

  

  

τȢ 02/6)$% 4(% ,!.'5!'% #/.4!).%$ ). 4(% 34!4% 0/,)#9 &/2 Ȱ2%15)2).' 

ADDITIONAL ASSISTANCE TO ENTER OR COMPLETE AN EDUCATIONAL PROGRAM, OR TO 
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3%#52% !.$ (/,$ %-0,/9-%.4ȱ #2)4%2)/. &/2 /54-OF-SCHOOL YOUTH SPECIFIED IN 

WIOA SEC4)/. ρςωɉ!ɊɉρɊɉ"Ɋɉ)))Ɋɉ6)))Ɋ !.$ &/2 Ȱ2%15)2).' !$$)4)/.!, !33)34!.#% 4/ 

#/-0,%4% !. %$5#!4)/. 02/'2!-ȟ /2 4/ 3%#52% !.$ (/,$ %-0,/9-%.4ȱ #2)4%2)/. 

FOR IN-SCHOOL YOUTH SPECIFIED IN WIOA SECTION 129(A)(1)(C)(IV)(VII). IF THE STATE 

DOES NOT HAVE A POLICY, DESCRIBE HOW THE STATE WILL ENSURE THAT LOCAL AREAS 

WILL HAVE A POLICY FOR THESE CRITERIA. 

For youth who require additional assistance to complete an educational program or to secure 

and hold employment, additional assistance may be defined to include youth who are/have: 

¶ Emancipated 

¶ Aged out of foster care 

¶ Previous dropouts or have been suspended five or more times or have been expelled 

¶ Court/agency referrals mandating school attendance 

¶ At risk of dropping out of school by a school official 

¶ Never held a job 

¶ Been fired from a job within the twelve months prior to application (applies to out of 
school youth); and 

¶ .ÅÖÅÒ ÈÅÌÄ Á ÆÕÌÌȤÔÉÍÅ ÊÏÂ ÆÏÒ ÍÏÒÅ ÔÈÁÎ ÔÈÉÒÔÅÅÎ ÃÏÎÓÅÃÕÔÉÖÅ ×ÅÅËÓ ɉÁÐÐÌÉÅÓ ÔÏ ÏÕÔ ÏÆ 
school youth). 

¶ Migrant Youth 

¶ Incarcerated Parent/Guardian 

¶ Behavior Problems at School 

¶ Serious emotional, medical or psychological problems 

¶ Chronic Health Conditions including addictions 

¶ Family Literacy Problems 

¶ Domestic, Sexual Violence or other Trauma Survivor or reside in abusive environment 

¶ One or more grade levels below appropriate for age 

¶ Repeated at least one secondary grade level 

¶ Core grade point average of less than 1.5 

¶ For each year of secondary education, are at least two semester credits behind the rate 
required to graduate from high school 

¶ Cultural barriers that may be a hindrance to employment 

¶ American Indian, Alaska Native or Native Hawaiian 

¶ Refugee 

¶ Homeless 
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¶ Eligible to receive free or reduced price lunch 

¶ A foster child on behalf of whom State or local government payments are made 

¶ ,ÏÃÁÌÌÙ ÄÅÆÉÎÅÄ ȰÁÄÄÉÔÉÏÎÁÌ ÁÓÓÉÓÔÁÎÃÅȱ 

 5ÎÄÅÒ 7)/!ȟ ÌÏÃÁÌ ÁÒÅÁÓ ÍÁÙ ÄÅÆÉÎÅ ÁÄÄÉÔÉÏÎÁÌ ÃÒÉÔÅÒÉÏÎ ÆÏÒ Á ÙÏÕÔÈ ×ÈÏ ȰÒÅÑÕÉÒÅÓ ÁÄÄÉÔÉÏÎÁÌ 

assistance to complete an educational program or to secure and hold employment" however 

under WIOA local areas may no longer define local barriers. 

  

5. INCLUDE THE STATE DEFINITION, AS DEFINED IN LAW, FOR NOT ATTENDING SCHOOL AND 

ATTENDING SCHOOL AS SPECIFIED IN WIOA SECTION 129(A)(1)(B)(I) AND SECTION 

ρςωɉ!ɊɉρɊɉ#Ɋɉ)ɊȢ )& 34!4% ,!7 $/%3 ./4 $%&).% Ȱ./4 !44%.$).' 3#(//,ȱ /2 

Ȱ!44%.$).' 3#(//,ȟȱ ).$)#!4% 4(!4 )3 4(% #!3% !.$ 02/6)$% 4(% 34!4% 0/,)#9 &/2 

DETERMINING WHETHER A YOUTH IS ATTENDING OR NOT ATTENDING SCHOOL. 

#ÏÎÎÅÃÔÉÃÕÔȭÓ ÐÏÌÉÃÉÅÓ ÏÎ ÙÏÕth are complicated by discrepancies between the state education 

ÓÔÁÔÕÔÅÓ ÁÎÄ 7)/!Ȣ #ÏÎÎÅÃÔÉÃÕÔ 'ÅÎÅÒÁÌ 3ÔÁÔÕÔÅÓȟ 3ÅÃȢ ρπȤρψτ ÓÁÙÓ ÉÆ Á ÓÔÕÄÅÎÔ ÈÁÓ ×ÉÔÈÄÒÁ×Î 

ÆÒÏÍ ÈÉÇÈ ÓÃÈÏÏÌȟ ÈÅȾÓÈÅ ÉÓ ÃÏÎÓÉÄÅÒÅÄ ÁÎ ȰÏÕÔ ÏÆ ÓÃÈÏÏÌ ÙÏÕÔÈȢȱ 

Ȱ.ÏÔ ÁÔÔÅÎÄÉÎÇ ÓÃÈÏÏÌȱ ÌÁÎÇÕÁÇÅ ÈÁs not been defined by our state Department of Education, 

×ÈÉÃÈ ÃÈÁÌÌÅÎÇÅÓ ÏÕÒ ÃÏÏÒÄÉÎÁÔÉÏÎ ×ÉÔÈ ÏÕÒ ÁÄÕÌÔ ÅÄÕÃÁÔÉÏÎ ÐÁÒÔÎÅÒȢ 7ÈÁÔ ÄÅÆÉÎÅÓ ȰÏÕÔ ÏÆ 

ÓÃÈÏÏÌȱ ÉÓ ×ÈÅÔÈÅÒ ÔÈÅ ÙÏÕÔÈȾÆÁÍÉÌÙ ÈÁÓ ÏÆÆÉÃÉÁÌÌÙ ×ÉÔÈÄÒÁ×Î ÉÎ ×ÒÉÔÉÎÇ ÏÒ ÎÏÔȢ &ÕÒÔÈÅÒȟ 

Connecticut youth musÔ ÂÅ ρχ ÏÒ ÏÌÄÅÒ ÔÏ ×ÉÔÈÄÒÁ× ÁÎÄ ÉÔ ÒÅÑÕÉÒÅÓ ÐÁÒÅÎÔ ÏÒ ÇÕÁÒÄÉÁÎȭÓ 

permission. (At the time of written withdrawal, parents/guardians/students MUST be apprised 

of adult education and other option for child). 

 SDE provides transition and supportive services for students with special needs up to age 21. At 

ρψ Á ÓÔÕÄÅÎÔ ÄÏÅÓÎȭÔ ÎÅÅÄ ÔÏ ÏÆÆÉÃÉÁÌÌÙ ×ÉÔÈÄÒÁ× ÉÎ ×ÒÉÔÉÎÇȟ ÂÕÔ ÉÔ ÉÓ ÔÈÅ ÐÏÌÉÃÙ ÏÆ ÏÕÒ %ÄÕÃÁÔÉÏÎ 

Dept. to require 18 year olds to get a written withdrawal form. (This is because it forces the 

system to apprise the family that if they have an IEP and withdraw, they lose all entitlements to 

IEP services. 17 year olds can return to school, and reinstate IEP within 90 days. Those who 

withdraw from school in writing are only eligible for services under ADA, not other special 

education services. There are exceptions to this policy for certain students). 

 For purposes of Workforce Policy CT DOL has adopted the following definitions:  "School" 

means an established institution of vocational, academic or technical instruction or education, 

other than a college or university. "Regularly enrolled student" means an individual who has 

completed all forms and processes required to attend a school, college or university and who 

will attend prescribed classes at the times they are offered.    

6. IF USING THE BASIC SKILLS DEFICIENT DEFINITION CONTAINED IN WIOA SECTION 3(5)(B), 
INCLUDE THE STATE DEFINITION WHICH MUST FURTHER DEFINE HOW TO DETERMINE IF 

AN INDIVIDUAL IS UNABLE TO COMPUTE OR SOLVE PROBLEMS, OR READ, WRITE, OR SPEAK 

%.',)3(ȟ !4 ! ,%6%, .%#%33!29 4/ &5.#4)/. /. 4(% */"ȟ ). 4(% ).$)6)$5!,ȭ3 &!-),9ȟ 

OR IN SOCIETY.  IF NOT USING THE PORTION OF THE DEFINITION CONTAINED IN WIOA 

SECTION 3(5)(B), INDICATE THAT IS THE CASE. 

Basic Skills Deficiency per WIOA Policy As used in § 681.210(c)(3), a youth is  ȬȬÂÁÓÉÃ ÓËÉÌÌÓ 

ÄÅÆÉÃÉÅÎÔȭȭ ÉÆ ÈÅ ÏÒ ÓÈÅȡ  

1. Has English reading, writing, or computing skills at or below the 8th grade level on a 

generally accepted standardized test; or Are unable to compute or solve problems, or 
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read, write, or speak English at a level necessary to function on the job, in the 

ÉÎÄÉÖÉÄÕÁÌȭÓ ÆÁÍÉÌÙȟ ÏÒ ÉÎ ÓÏÃÉÅÔÙȢ 

 An adult, who is unable to compute or solve problems, or read, write, or speak English, at a level 

ÎÅÃÅÓÓÁÒÙ ÔÏ ÆÕÎÃÔÉÏÎ ÏÎ ÔÈÅ ÊÏÂȟ ÉÎ ÔÈÅ ÉÎÄÉÖÉÄÕÁÌȭÓ family, or in society. In using only National 

Reporting System approved Connecticut Competency System (CCS) test tools and based on the 

CASAS NRS Educational Functioning Level, CT has determined that a score of 236 and below on 

any test is considered to meet the criteria of basic skills deficiency. 

D. SINGLE-AREA STATE REQUIREMENTS 

1. ANY COMMENTS FROM THE PUBLIC COMMENT PERIOD THAT REPRESENT DISAGREEMENT 

WITH THE PLAN.  (WIOA SECTION 108(D)(3).) 

2. THE ENTITY RESPONSIBLE FOR THE DISBURSAL OF GRANT FUNDS, AS DETERMINED BY 

THE GOVERNOR, IF DIFFERENT FROM THAT FOR THE STATE.  (WIOA SECTION 108(B)(15).) 

3. A DESCRIPTION OF THE TYPE AND AVAILABILITY OF WIOA TITLE I YOUTH ACTIVITIES AND 

SUCCESSFUL MODELS, INCLUDING FOR YOUTH WITH DISABILITIES.  (WIOA SECTION 
108(B)(9).)  

#ÏÎÎÅÃÔÉÃÕÔ ÉÓ ÎÏÔ Á ÓÉÎÇÌÅȤÁÒÅÁ ÓÔÁÔÅȢ 

E. WAIVER REQUESTS (OPTIONAL) 

  

  

  

TITLE I-B ASSURANCES 

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 

ÂÙ ÔÈÅ *63' ÐÒÏÇÒÁÍȭÓ $ÉÓÁÂÌÅÄ 6ÅÔÅÒÁÎÓȭ /ÕÔÒÅÁÃÈ 0ÒÏÇÒÁÍ ɉ$6/0Ɋ ÓÐÅÃÉÁÌÉÓÔȠ 

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 

Yes 
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The State Plan must include Include 

methods and factors of distribution, and how the State consults with chief elected 

officials in local areas throughout the State in determining the distributions; 

7. The State will not use funds received under WIOA Title I 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 

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 cooperates with the agency that administers Wagner-Peyser services, Adult 

and Dislocated Worker programs and Youth Programs under Title I; 

Yes 

10. The State agrees to report on the impact and outcomes of its approved waivers in its 

WIOA Annual Report. 

Yes 

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 ensure compliance and otherwise take appropriate action to secure 

compliance with the Uniform Guidance under section WIOA 184(a)(3); 

Yes 

ADULT PROGRAM PERFORMANCE INDICATORS 

Performance Indicators PY 2020 

Expected Level 

PY 2020 

Negotiated Level 

PY 2021 

Expected Level 

PY 2021 

Negotiated Level 

Employment (Second 

Quarter After Exit) 

71.5 71.5 71.5 71.5 

Employment (Fourth 

Quarter After Exit) 

69.5 69.5 69.5 69.5 

Median Earnings (Second 

Quarter After Exit)  

4,900.0 5200.0 4900.0 5300.0 

Credential Attainment 

Rate  

70.5 70.5 70.5 70.5 

Measurable Skill Gains  43.0 54.0 Baseline 54.0 

Effectiveness in Serving 

Employers  

Not Applicable 1 Not Applicable 1 Not Applicable 1 Not Applicable 1 

1 

 Ȱ%ÆÆÅÃÔÉÖÅÎÅÓÓ ÉÎ 3ÅÒÖÉÎÇ %ÍÐÌÏÙÅÒÓȱ ÉÓ ÓÔÉÌÌ ÂÅÉÎÇ ÐÉÌÏÔÅÄ ÁÎÄ ÔÈÉÓ ÄÁÔÁ ×ÉÌÌ ÎÏÔ ÂÅ ÅÎÔÅÒÅÄ ÆÏÒ φτφτ 

State Plans. 

DISLOCATED PROGRAM PERFORMANCE INDICATORS 

Performance Indicators PY 2020 

Expected Level 

PY 2020 

Negotiated Level 

PY 2021 

Expected Level 

PY 2021 

Negotiated Level 
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Performance Indicators PY 2020 

Expected Level 

PY 2020 

Negotiated Level 

PY 2021 

Expected Level 

PY 2021 

Negotiated Level 

Employment (Second 

Quarter After Exit) 

76.5 76.5 76.5 78.0 

Employment (Fourth 

Quarter After Exit) 

77.0 77.0 77.0 77.0 

Median Earnings (Second 

Quarter After Exit)  

7300.0 8600.0 7300.0 8800.0 

Credential Attainment 

Rate  

70.5 70.5 70.5 70.5 

Measurable Skill Gains  31.0 31.0 Baseline 31.0 

Effectiveness in Serving 

Employers  

Not Applicable 1 Not Applicable 1 Not Applicable 1 Not Applicable 1 

1 

 Ȱ%ÆÆÅÃÔÉÖÅÎÅÓÓ ÉÎ 3ÅÒÖÉÎÇ %ÍÐÌÏÙÅÒÓȱ ÉÓ ÓÔÉÌÌ ÂÅÉÎÇ ÐÉÌÏÔÅÄ ÁÎÄ ÔÈÉÓ ÄÁÔÁ ×ÉÌÌ ÎÏÔ ÂÅ ÅÎÔÅÒÅÄ ÆÏÒ φτφτ 

State Plans. 

YOUTH PROGRAM PERFORMANCE INDICATORS 

Performance Indicators PY 2020 

Expected Level 

PY 2020 

Negotiated Level 

PY 2021 

Expected Level 

PY 2021 

Negotiated Level 

Employment (Second 

Quarter After Exit) 

76.5 76.5 76.5 76.5 

Employment (Fourth 

Quarter After Exit) 

73.0 73.0 73.0 73.0 

Median Earnings (Second 

Quarter After Exit)  

Baseline 3200.0 Baseline 3,200.0 

Credential Attainment 

Rate  

72.5 72.5 72.5 72.5 

Measurable Skill Gains  44.0 60.0 Baseline 60.0 

Effectiveness in Serving 

Employers  

Not Applicable 1 Not Applicable 1 Not Applicable 1 Not Applicable 1 

1 

 Ȱ%ÆÆÅÃÔÉÖÅÎÅÓÓ ÉÎ 3ÅÒÖÉÎÇ %ÍÐÌÏÙÅÒÓȱ ÉÓ ÓÔÉÌÌ ÂÅÉÎÇ ÐÉÌÏÔÅÄ ÁÎÄ ÔÈÉÓ ÄÁÔÁ ×ÉÌÌ ÎÏÔ ÂÅ ÅÎÔÅÒÅÄ ÆÏÒ φτφτ 

State Plans. 

PROGRAM-SPECIFIC REQUIREMENTS FOR WAGNER-PEYSER PROGRAM 

(EMPLOYMENT SERVICES) 

A. EMPLOYMENT SERVICE STAFF 
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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. 

The state will continue to utilize state merit staff employees. 

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 

As funding allows, the Connecticut Department of Labor (CTDOL) will continue to promote the 

professional development of its staff, leveraging state, agency, and, as applicable, federal grant 

funds to enhance the skills of its workforce. CTDOL will continue to pursue professional résumé 

writ er certification for all appropriate American Job Center staff utilizing agency staff for 

training and test preparation. Associate Community Service Representatives on the career path 

to Career Development Specialist will be afforded the opportunity to obtain the credentials 

required for promotion to this classification. Employment Service Staff, including Business 

Services staff, will continue to have the opportunity to attend annual workforce development 

events such as the Interagency Business Engagement Training and Conference on Serving 

Adults with Disabilities. To build capacity, CTDOL will train American Job Center staff to 

facilitate a variety of standardized employment readiness workshops. In addition, in-service 

training courses offered each fall and spring by the Department of Administrative Services may 

be made available to Employment Service staff to enhance computer, communication, writing, 

public speaking, presentation and supervisory skills. 

The responsibilities of Employment Services staff in the American Job Centers include: assessing 

customer needs, addressing potential barriers to employment, assisting customers in the 

development of a work search plan, conducting employment workshops, one-on-one résumé 

critiques and career counseling  and providing appropriate referral to employment services to 

ÆÁÃÉÌÉÔÁÔÅ Á ÃÕÓÔÏÍÅÒȭÓ ÒÅÔÕÒÎ ÔÏ ×ÏÒËȢ  These tasks require staff to have well developed 

presentation skills for the delivery of workshops, written communications skills to document 

case management activities and advanced resume writing skills  to deliver high quality resume 

critiques. Employment Services staff serving the employer community must assess training 

needs, analyze  labor market information, identify desired skills and abilities and address the 

recruitment needs of employers. They must possess knowledge  of , the Connecticut Department 

ÏÆ ,ÁÂÏÒȭÓ ɉ#4$/,Ɋ ÐÒÏÇÒÁÍÓ ÁÎÄ ÓÅÒÖÉÃÅÓ ÆÏÒ ÅÍÐÌÏÙÅÒÓȟ ÁÓ ×ÅÌÌ ÁÓ ÔÈÏÓÅ ÏÆÆÅÒÅÄ ÂÙ ÏÔÈÅÒ 

agencies and organizations  in order to seamlessly cross market to employers all available 

options throughout the entire workforce system. 

3. DESCRIBE STRATEGIES DEVELOPED TO SUPPORT TRAINING AND AWARENESS ACROSS 

CORE PROGRAMS AND THE UNEMPLOYMENT INSURANCE (UI) PROGRAM AND THE TRAINING 

PROVIDED FOR EMPLOYMENT SERVICES AND WIOA STAFF ON IDENTIFICATION OF UI 

ELIGIBILITY ISSUES AND REFERRAL TO UI STAFF FOR ADJUDICATION 

4ÈÅ ÁÇÅÎÃÙ ×ÉÌÌ ÃÏÎÔÉÎÕÅ ÔÏ ÐÒÏÖÉÄÅ ÔÒÁÉÎÉÎÇ ÃÏÎÓÉÓÔÅÎÔ ×ÉÔÈ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÃÏÏÒÄÉÎÁÔÅÄ 
workforce system efforts to ensure all staff is aware of programs and services available 

throughout the workforce system and AJC customers are properly referred to appropriate 

programs and services. AJCs will continue the practice of holding regional partner meetings 

where information is shared regarding the core programs. AJCs will also continue to host a 

separate regional meeting specifically for front line Business Services Specialists representing 

all core WIOA partners. This fosters a coordinated service delivery approach to serving  
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employers and gives staff an opportunity to share information regarding new programs and 

initiatives in their region. 

 4ÈÅ 5) 4ÒÁÉÎÉÎÇ #ÏÏÒÄÉÎÁÔÏÒ ÁÓ ×ÅÌÌ ÁÓ ÓÔÁÆÆ ÉÎ #4$/,ȭÓ ,ÅÇÁÌ 5ÎÉÔ ÈÁÖÅ ÐÒÏÖÉÄÅÄ 5) ÔÒÁÉÎÉÎÇ ÔÏ 

AJC staff and will continue to serve as a resource on UI matters. In the event a UI eligibility issue 

is detected, AJC staff will refer claimants to the UI expert in the AJC or Adjudications Unit using 

the UC-129 Route Slip to document the potential issue and provide adjudications staff with a 

mechanism for communicating  the results of the referral back to Employment Services staff. 

The Employment Services Operations Unit routinely collaborates with the UI Division on 

ÍÁÔÔÅÒÓ ÒÅÌÁÔÉÎÇ ÔÏ ÔÈÅ 2%3%! ÐÒÏÇÒÁÍȢ %3 ÁÎÄ 5) ÓÔÁÆÆ ×ÏÒË ÊÏÉÎÔÌÙ ÔÏ ÄÅÖÅÌÏÐ #4$/,ȭÓ 2%3%! 

Grant proposal, RESEA procedural memos and training for new AJC staff, as well as refresher 

training for existing staff.  ES Operations staff and UI Adjudications staff work in teams to 

conduct formal onsite RESEA monitoring reviews and desk audits. The results of both RESEA 

and Wagner-Peyser monitoring reviews are shared with AJC staff and are used to provide 

technical assistance and additional formal training  in groups or individually to address any 
deficiencies or areas of concerns.   

In addition, all new hires in t he AJC's receive 2-3 weeks of UI training conducted by our 

Agency's designated trainer.   Specifically, staff are trained in the unemployment claims 

taking process.   This includes the following:  learning the initial application; issue 

identification that l eads to the Adjudications process;  reviewing a claimant's benefit 

payment history and releasing payments when appropriate.   It should also be noted that 

our UI Division has also been conducting high level IBM (mainframe) training to veteran 

WIOA staff.  This training will give our WIOA employees more UI knowledge when 

answering basic phone calls and inquiries from our customers.    The UI Division will 

continue to cross train AJC and WIOA staff in the future with the goal of expediting a 

customer's UI quest ion and reducing handoffs.  

  

B. EXPLAIN HOW THE STATE WILL PROVIDE INFORMATION AND MEANINGFUL ASSISTANCE 

TO INDIVIDUALS REQUESTING ASSISTANCE IN FILING A CLAIM FOR UNEMPLOYMENT 

COMPENSATION THROUGH ONE-STOP CENTERS, AS REQUIRED BY WIOA AS A CAREER 

SERVICE 

Unemployment Insurance (UI) experts are available at the affiliate and comprehensive 

American Job Centers to assist customers with unemployment-related inquiries. This assistance 

may include processing continued claims; releasing payments when appropriate; processing 

address changes; assisting claimants with filing appeals; providing identity verifications, 

printouts or status letters; and supplying information on the Shared Work program and Rapid 

Response services. The UI experts will also provide handouts or desk aids to customers with 

questions that can be answered via the web (www.filectui.com) and inform claimants of other 

services provided by the American Job Centers. These UI experts can also grant requests for a 

reasonable accommodation by taking claims for claimants with disabilities who cannot file via 

the internet or by telephone. UI experts in the American Job Centers will also have access to 
Language Line services to accommodate customers with limited English proficiency.  

#Ȣ $%3#2)"% 4(% 34!4%ȭ3 342!4%'9 &/2 02/6)$).' 2%%-0,/9-%.4 !33)34!.#% 4/ 5) 

CLAIMANTS AND OTHER UNEMPLOYED INDIVIDUALS 

Unemployment Insurance Reemployment Services and Eligibility Assessment (UI RESEA): 

CTDOL meets the reemployment needs of many UI claimants through the Unemployment 

http://www.filectui.com/
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Insurance Reemployment Services and Eligibility Assessment (UI RESEA) program, which 

serves claimants who are either profiled as most likely to exhaust benefits or receiving 

Unemployment Compensation for Ex-service members (UCX). Selected claimants report for 

services in the Bridgeport, Hamden, Hartford, Montville and Waterbury American Job Centers. 

#4$/,ȭÓ 2%3%! ÐÒÏÇÒÁÍ ÄÅÓÉÇÎ ÉÎÃÌÕÄÅÓ ÁÎ ÉÎÃÒÅÁÓÅÄ 5) ÐÒÅÓÅÎÃÅ ÉÎ ÔÈÅ !*#Ó ÁÎÄ ÔÈÅ ÅØÔÅÎÓÉÖÅ 

involvement of UI staff in the development, implementation and monitoring of the program. 

Ongoing staff training includes roundtable technical assistance sessions and formal classroom 

training and focuses on enhancing the skills needed to assist claimants with their reemployment 

efforts.  

 RESEA program representatives have been trained to effectively access labor market 

ÉÎÆÏÒÍÁÔÉÏÎ ÓÐÅÃÉÆÉÃ ÔÏ Á ÃÌÁÉÍÁÎÔȭÓ ÊÏÂ ÓËÉÌÌÓ ÁÎÄ ÅÍÐÌÏÙÍÅÎÔ ÐÒÏÓÐÅÃÔÓȟ ÄÅÖÅÌÏÐ Á 

ÒÅÅÍÐÌÏÙÍÅÎÔ ÐÌÁÎ ÔÏ ÍÅÅÔ ÔÈÅ ÃÌÁÉÍÁÎÔȭÓ ÎÅÅÄÓ ÁÎÄ ÄÅÔÅÒÍÉÎÅ ÁÐÐÒÏÐÒÉÁÔÅ referrals to 

reemployment services or training. CTDOL expects to complete at least 8,515 initial RESEAs 

during the 12-month period ending December 31, 2019. 

 Required RESEA Services. Each RESEA must include the following core components to serve the 

needs of the claimant.  

¶ UI eligibility assessment, including review of work search activities, and referral to 
adjudication, as appropriate, if an issue or potential issue(s) is identified;   

¶ The provision of labor market and career information that addresses thÅ ÃÌÁÉÍÁÎÔȭÓ 
specific needs; 

¶ Enrollment in Wagner-Peyser Act funded Employment Services; 

¶ Providing support to the claimant to develop and implement an individual 

reemployment plan; and 

¶ Providing information and access to American Job Center (AJC) services and referrals to 

ÒÅÅÍÐÌÏÙÍÅÎÔ ÓÅÒÖÉÃÅÓ ÁÎÄ ÔÒÁÉÎÉÎÇȟ ÁÓ ÁÐÐÒÏÐÒÉÁÔÅȟ ÔÏ ÓÕÐÐÏÒÔ ÔÈÅ ÃÌÁÉÍÁÎÔȭÓ ÒÅÔÕÒÎ ÔÏ 

work.  

 3ÔÁÔÅ ÕÓÅ ÏÆ 7Ȥ0 ÆÕÎÄÓ ÔÏ ÓÕÐÐÏÒÔ 5) ÃÌÁÉÍÁÎÔÓȟ ÁÎÄ ÏÔÈÅÒ ÃÏÍÍÕÎÉÃÁÔÉÏÎ ÂÅÔ×ÅÅÎ 7Ȥ0 ÁÎÄ 5)ȟ 

including: 

(1) Coordination and provision of labor exchange services for UI claimants as required by the 

Wagner-Peyser Act; 

 ɉςɊ 2ÅÇÉÓÔÒÁÔÉÏÎ ÏÆ 5) ÃÌÁÉÍÁÎÔÓ ×ÉÔÈ ÔÈÅ 3ÔÁÔÅȭÓ ÅÍÐÌÏÙÍÅÎÔ ÓÅÒÖÉÃÅÓȠ 

 (3) Administration of the work test for State unemployment compensation system. Including 

eligibility assessments and job finding and placement services for UI claimants; and  

(4) Provision of referrals to and application assistance for training and education programs and 

resources.  

 #4$/, ÅÍÁÉÌÓ Á #ÌÁÉÍÁÎÔȭÓ 'ÕÉÄÅ ÔÏ 5ÎÅÍÐÌÏÙÍÅÎÔ "ÅÎÅÆÉÔÓ ÔÏ ÁÌÌ ÉÎÉÔÉÁÌ ÕÎÅÍÐÌÏÙment claim 

filers. A hard copy of this guide can be printed upon request. This guide contains all necessary 

ÉÎÆÏÒÍÁÔÉÏÎ ÒÅÌÁÔÅÄ ÔÏ Á ÐÅÒÓÏÎȭÓ ÅÌÉÇÉÂÉÌÉÔÙ ÆÏÒ ÕÎÅÍÐÌÏÙÍÅÎÔ ÂÅÎÅÆÉÔÓ ÁÓ ×ÅÌÌ ÁÓ Á ÌÉÓÔÉÎÇ ÏÆ ÔÈÅ 

American Job Centers throughout Connecticut and information about the employment services 
they provide to job seekers. As a result of filing for Unemployment Insurance, UI claimants are 

ÒÅÇÉÓÔÅÒÅÄ ×ÉÔÈ ÔÈÅ 3ÔÁÔÅȭÓ ÅÍÐÌÏÙÍÅÎÔ ÓÅÒÖÉÃÅ ÉÎ ÔÈÅ ÆÏÒÍ ÏÆ Á ÒÅÇÉÓÔÒÁÔÉÏÎ ÉÎ #4(ÉÒÅÓȟ ÔÈÅ 

ÓÔÁÔÅȭÓ ×ÅÂ-based workforce development system that provides case management and labor 
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exchange services and the state job bank. Claimants will receive a welcome email from CTHires 

after filing, which explains the services available and encourages them to utilize CTHires for 

their  job search.  

 CTDOL administers the work test for UI claimants through the UIRESEA program. All claimants 

selected to participate will report to an American Job Center for a review of their UI eligibility 

and efforts to find work. Any claimant determined to have an eligibility issue or insufficient 

work search efforts will have a stop entered on his or her unemployment claim and the 

eligibility issue is referred to the UI expert in the AJC for review and potential referral to the 

Adjudications Unit.  All claimants who attend the Initial RESEA appointment will receive a 

customized reemployment plan, jointly developed with the RESEA representative, and be 

required to participate in at least one additional mandatory employment service activity. 

Services include referrals to employment readiness workshops, résumé critiques, career 

counseling, WIOA orientation sessions, or any other service available in the American Job 

Center.  

 State agency merit-based staff will continue to provide Wagner-Peyser Act funded labor 

exchange activities. These services include job readiness workshops on topics such as 

Successful Job Search Strategies, Fundamentals of Résumé Writing and Interviewing Strategies 

and Techniques; one-on-one career counseling, résumé critiques; employer recruitments; job 

readiness assessments; and Career Center services. In the Career Centers located in the 

American Job Centers, job seekers will be able to work on their résumés and cover letters, 

complete online job applications, research companies, review job postings and conduct any 

other business related to their job search. They will have access to copy machines, fax machines, 

free postage for mailing résumés and applications to employers and most importantly, in-

person support from CTDOL and Workforce Development Board contractor staff that provide 

whatever guidance and support might be needed. Career Center customers with disabilities will 

have access to accessible technology, such as large screen computer monitors and visual 

magnifiers, screen reader software, adjustable workstations, computer keyboards with visually 

enhanced lettering, sign language interpreters and any other reasonable accommodation the 

customer might need. All American Job Centers will have a process in place that allows staff to 

refer customers to education and training programs as well as other resources and supportive 

ÓÅÒÖÉÃÅÓȢ 3ÏÍÅ ÒÅÆÅÒÒÁÌÓ ×ÉÌÌ ÂÅ ÍÁÄÅ ȰÉÎ ÈÏÕÓÅȱ ÔÏ ÏÔÈÅÒ ÐÁÒÔÎÅÒ ÁÇÅÎÃÉÅÓ ÕÎÄÅÒ ÔÈÅ ÒÏÏÆ ÏÆ ÔÈÅ 

American Job Center while others may be to organizations that are located in separate venues. 

Trade Act clients will be co-enrolled into WIOA as a standard operating procedure. CTDOL will 

continue to deploy a team of Business Services Specialists across Connecticut whose sole focus 

is working with employers. Business Services Specialists identify employers interested in 

scheduling recruitment events in the American Job Centers and coordinate those events around 

the state. Some offices strategically conduct multi-employer recruitments in the AJC on the same 

day as Initial RESEA appointments. This allows RESEA participants to connect in-person with 

hiring employers at the conclusion of their Initial RESEA appointment. Employers with 

scheduled recruitments are required to post their job listings in CTHires to make their 

employment opportunities available to all job seekers including UI claimants. Business Services 

Specialists also provide in-ÐÅÒÓÏÎ ÂÕÓÉÎÅÓÓ ÃÏÎÓÕÌÔÁÔÉÏÎÓ ÔÏ ÉÄÅÎÔÉÆÙ Á ÃÏÍÐÁÎÙȭÓ ÎÅÅÄÓȟ 

promote Work Opportunity Tax Credits, and provide customized labor market information, 

ÕÎÅÍÐÌÏÙÍÅÎÔ ÃÏÍÐÅÎÓÁÔÉÏÎ ÉÎÆÏÒÍÁÔÉÏÎ ÁÓ ×ÅÌÌ ÁÓ ÉÎÆÏÒÍÁÔÉÏÎ ÁÎÄ ÒÅÆÅÒÒÁÌ ÔÏ #4$/,ȭÓ 

Apprenticeship program.    
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D. DESCRIBE HOW THE STATE WILL USE W-P FUNDS TO SUPPORT UI CLAIMANTS, AND THE 

COMMUNICATION BETWEEN W-P AND UI, AS APPROPRIATE INCLUDING THE FOLLOWING: 

#4$/, ÅÍÁÉÌÓ Á #ÌÁÉÍÁÎÔȭÓ 'ÕÉÄÅ ÔÏ 5ÎÅÍÐÌÏÙÍÅÎÔ "ÅÎÅÆÉÔÓ ÔÏ ÁÌÌ ÉÎÉÔÉÁÌ ÕÎÅÍÐÌÏÙÍÅÎÔ ÃÌÁÉÍ 

filers. A hard copy of this guide can be printed upon request. This guide contains all necessary 

ÉÎÆÏÒÍÁÔÉÏÎ ÒÅÌÁÔÅÄ ÔÏ Á ÐÅÒÓÏÎȭÓ ÅÌÉÇÉÂÉÌÉÔÙ Æor unemployment benefits as well as a listing of the 

American Job Centers throughout Connecticut and information about the employment services 

they provide to job seekers. As a result of filing for Unemployment Insurance, UI claimants are 

registered with tÈÅ 3ÔÁÔÅȭÓ ÅÍÐÌÏÙÍÅÎÔ ÓÅÒÖÉÃÅ ÉÎ ÔÈÅ ÆÏÒÍ ÏÆ Á ÒÅÇÉÓÔÒÁÔÉÏÎ ÉÎ #4(ÉÒÅÓȟ ÔÈÅ 

ÓÔÁÔÅȭÓ ×ÅÂ-based workforce development system that provides case management and labor 

exchange services and the state job bank. Claimants will receive a welcome email from CTHires 

after filing, which explains the services available and encourages them to utilize CTHires for 

their job search.  

 CTDOL administers the work test for UI claimants through the UIRESEA program. All claimants 

selected to participate will report to an American Job Center for a review of their UI eligibility 
and efforts to find work. Any claimant determined to have an eligibility issue or insufficient 

work search efforts will have a stop entered on his or her unemployment claim and the 

eligibility issue is referred to the UI expert in the AJC for review and potential referral to the 

Adjudications Unit.  All claimants who attend the Initial RESEA appointment will receive a 

customized reemployment plan, jointly developed with the RESEA representative, and be 

required to participate in at least one additional mandatory employment service activity. 

Services include referrals to employment readiness workshops, résumé critiques, career 

counseling, WIOA orientation sessions, or any other service available in the American Job 

Center.  

 State agency merit-based staff will continue to provide Wagner-Peyser Act funded labor 

exchange activities. These services include job readiness workshops on topics such as 

Successful Job Search Strategies, Fundamentals of Résumé Writing and Interviewing Strategies 

and Techniques; one-on-one career counseling, résumé critiques; employer recruitments; job 

readiness assessments; and Career Center services. In the Career Centers located in the 

American Job Centers, job seekers will be able to work on their résumés and cover letters, 

complete online job applications, research companies, review job postings and conduct any 

other business related to their job search. They will have access to copy machines, fax machines, 

free postage for mailing résumés and applications to employers and most importantly, in-

person support from CTDOL and Workforce Development Board contractor staff that provide 

whatever guidance and support might be needed. Career Center customers with disabilities will 

have access to accessible technology, such as large screen computer monitors and visual 

magnifiers, computer keyboards with visually enhanced lettering, sign language interpreters 

and any other reasonable accommodation the customer might need. All American Job Centers 

will have a process in place that allows staff to refer customers to education and training 

ÐÒÏÇÒÁÍÓ ÁÓ ×ÅÌÌ ÁÓ ÏÔÈÅÒ ÒÅÓÏÕÒÃÅÓ ÁÎÄ ÓÕÐÐÏÒÔÉÖÅ ÓÅÒÖÉÃÅÓȢ 3ÏÍÅ ÒÅÆÅÒÒÁÌÓ ×ÉÌÌ ÂÅ ÍÁÄÅ ȰÉÎ 

ÈÏÕÓÅȱ ÔÏ ÏÔÈÅÒ ÐÁÒÔÎÅÒ ÁÇÅÎÃÉÅÓ ÕÎÄÅÒ ÔÈÅ ÒÏÏÆ ÏÆ ÔÈÅ !ÍÅÒÉÃÁÎ *ÏÂ #ÅÎÔÅÒ ×ÈÉÌÅ ÏÔÈÅÒÓ may be 
to organizations that are located in separate venues. Trade Act clients will be co-enrolled into 

WIOA as a standard operating procedure. CTDOL will continue to deploy a team of Business 

Services Specialists across Connecticut whose sole focus is working with employers. Business 

Services Specialists identify employers interested in scheduling recruitment events in the 

American Job Centers and coordinate those events around the state. Some offices strategically 

conduct multi-employer recruitments in the AJC on the same day as Initial RESEA appointments. 

This allows RESEA participants to connect in-person with hiring employers at the conclusion of 

their Initial RESEA appointment. Employers with scheduled recruitments are required to post 
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their job listi ngs in CTHires to make their employment opportunities available to all job seekers 

including UI claimants. Business Services Specialists also provide in-person business 

ÃÏÎÓÕÌÔÁÔÉÏÎÓ ÔÏ ÉÄÅÎÔÉÆÙ Á ÃÏÍÐÁÎÙȭÓ ÎÅÅÄÓȟ ÐÒÏÍÏÔÅ 7ÏÒË /ÐÐÏÒÔÕÎÉÔÙ 4ÁØ #ÒÅÄÉÔÓȟ ÁÎÄ 

provide customized labor market information, unemployment compensation information as 

×ÅÌÌ ÁÓ ÉÎÆÏÒÍÁÔÉÏÎ ÁÎÄ ÒÅÆÅÒÒÁÌ ÔÏ #4$/,ȭÓ !ÐÐÒÅÎÔÉÃÅÓÈÉÐ ÐÒÏÇÒÁÍȢ    

#4$/, ÅÍÁÉÌÓ Á #ÌÁÉÍÁÎÔȭÓ 'ÕÉÄÅ ÔÏ 5ÎÅÍÐÌÏÙÍÅÎÔ "ÅÎÅÆÉÔÓ ÔÏ ÁÌÌ ÉÎÉÔÉÁÌ ÕÎÅÍÐÌÏÙÍÅÎÔ ÃÌÁÉÍ 

filers. A hard copy of this guide can be printed upon request. This guide contains all necessary 

ÉÎÆÏÒÍÁÔÉÏÎ ÒÅÌÁÔÅÄ ÔÏ Á ÐÅÒÓÏÎȭÓ ÅÌÉÇÉÂÉÌÉÔÙ ÆÏÒ ÕÎÅÍÐÌÏÙÍÅÎÔ ÂÅÎÅÆÉÔÓ ÁÓ ×ÅÌÌ ÁÓ Á ÌÉÓÔÉÎÇ ÏÆ ÔÈÅ 

American Job Centers throughout Connecticut and information about the employment services 

they provide to job seekers. As a result of filing for Unemployment Insurance, UI claimants are 

ÒÅÇÉÓÔÅÒÅÄ ×ÉÔÈ ÔÈÅ 3ÔÁÔÅȭÓ ÅÍÐÌÏÙÍÅÎÔ ÓÅÒÖÉÃÅ ÉÎ ÔÈÅ ÆÏÒÍ ÏÆ Á ÒÅÇÉÓÔÒÁÔÉÏÎ ÉÎ #4(ÉÒÅÓȟ ÔÈÅ 

ÓÔÁÔÅȭÓ ×ÅÂ-based workforce development system that provides case management and labor 

exchange services and the state job bank. Claimants will receive a welcome email from CTHires 

after filing, which explains the services available and encourages them to utilize CTHires for 

their job search.  

 CTDOL administers the work test for UI claimants through the UIRESEA program. All claimants 

selected to participate will report to an American Job Center for a review of their UI eligibility 

and efforts to find work. Any claimant determined to have an eligibility issue or insufficient 

work search efforts will have a stop entered on his or her unemployment claim and the 

eligibility issue is referred to the UI expert in the AJC for review and potential referral to the 

Adjudications Unit.  All claimants who attend the Initial RESEA appointment will receive a 

customized reemployment plan, jointly developed with the RESEA representative, and be 

required to participate in at least one additional mandatory employment service activity. 

Services include referrals to employment readiness workshops, résumé critiques, career 

counseling, WIOA orientation sessions, or any other service available in the American Job 

Center.  

 State agency merit-based staff will continue to provide Wagner-Peyser Act funded labor 

exchange activities. These services include job readiness workshops on topics such as 

Successful Job Search Strategies, Fundamentals of Résumé Writing and Interviewing Strategies 

and Techniques; one-on-one career counseling, résumé critiques; employer recruitments; job 

readiness assessments; and Career Center services. In the Career Centers located in the 

American Job Centers, job seekers will be able to work on their résumés and cover letters, 

complete online job applications, research companies, review job postings and conduct any 

other business related to their job search. They will have access to copy machines, fax machines, 

free postage for mailing résumés and applications to employers and most importantly, in-

person support from CTDOL and Workforce Development Board contractor staff that provide 

whatever guidance and support might be needed. Career Center customers with disabilities  

will have access to accessible technology, such as large screen computer monitors and visual 

magnifiers, computer keyboards with visually enhanced lettering, sign language interpreters 

and any other reasonable accommodation the customer might need. All American Job Centers 

will have a process in place that allows staff to refer customers to education and training 

programs as well as other rÅÓÏÕÒÃÅÓ ÁÎÄ ÓÕÐÐÏÒÔÉÖÅ ÓÅÒÖÉÃÅÓȢ 3ÏÍÅ ÒÅÆÅÒÒÁÌÓ ×ÉÌÌ ÂÅ ÍÁÄÅ ȰÉÎ 

ÈÏÕÓÅȱ ÔÏ ÏÔÈÅÒ ÐÁÒÔÎÅÒ ÁÇÅÎÃÉÅÓ ÕÎÄÅÒ ÔÈÅ ÒÏÏÆ ÏÆ ÔÈÅ !ÍÅÒÉÃÁÎ *ÏÂ #ÅÎÔÅÒ ×ÈÉÌÅ ÏÔÈÅÒÓ ÍÁÙ ÂÅ 

to organizations that are located in separate venues. Trade Act clients will be co-enrolled into 

WIOA as a standard operating procedure. CTDOL will continue to deploy a team of Business 

Services Specialists across Connecticut whose sole focus is working with employers. Business 

Services Specialists identify employers interested in scheduling recruitment events in the 
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American Job Centers and coordinate those events around the state. Some offices strategically 

conduct multi-employer recruitments in the AJC on the same day as Initial RESEA appointments. 

This allows RESEA participants to connect in-person with hiring employers at the conclusion of 

their Initial RESEA appointment. Employers with scheduled recruitments are required to post 

their job listings in CTHires to make their employment opportunities available to all job seekers 

including UI claimants. Business Services Specialists also provide in-person business 

ÃÏÎÓÕÌÔÁÔÉÏÎÓ ÔÏ ÉÄÅÎÔÉÆÙ Á ÃÏÍÐÁÎÙȭÓ ÎÅÅÄÓȟ ÐÒÏÍÏÔÅ 7ÏÒË /ÐÐÏÒÔÕÎÉÔÙ 4ÁØ #ÒÅÄÉÔÓȟ ÁÎÄ 

provide customized labor market information, unemployment compensation information as 

well as informatiÏÎ ÁÎÄ ÒÅÆÅÒÒÁÌ ÔÏ #4$/,ȭÓ !ÐÐÒÅÎÔÉÃÅÓÈÉÐ ÐÒÏÇÒÁÍȢ    

#4$/, ÅÍÁÉÌÓ Á #ÌÁÉÍÁÎÔȭÓ 'ÕÉÄÅ ÔÏ 5ÎÅÍÐÌÏÙÍÅÎÔ "ÅÎÅÆÉÔÓ ÔÏ ÁÌÌ ÉÎÉÔÉÁÌ ÕÎÅÍÐÌÏÙÍÅÎÔ ÃÌÁÉÍ 

filers. A hard copy of this guide can be printed upon request. This guide contains all necessary 

information reÌÁÔÅÄ ÔÏ Á ÐÅÒÓÏÎȭÓ ÅÌÉÇÉÂÉÌÉÔÙ ÆÏÒ ÕÎÅÍÐÌÏÙÍÅÎÔ ÂÅÎÅÆÉÔÓ ÁÓ ×ÅÌÌ ÁÓ Á ÌÉÓÔÉÎÇ ÏÆ ÔÈÅ 

American Job Centers throughout Connecticut and information about the employment services 

they provide to job seekers. As a result of filing for Unemployment Insurance, UI claimants are 

ÒÅÇÉÓÔÅÒÅÄ ×ÉÔÈ ÔÈÅ 3ÔÁÔÅȭÓ ÅÍÐÌÏÙÍÅÎÔ ÓÅÒÖÉÃÅ ÉÎ ÔÈÅ ÆÏÒÍ ÏÆ Á ÒÅÇÉÓÔÒÁÔÉÏÎ ÉÎ #4(ÉÒÅÓȟ ÔÈÅ 

ÓÔÁÔÅȭÓ ×ÅÂ-based workforce development system that provides case management and labor 

exchange services and the state job bank. Claimants will receive a welcome email from CTHires 

after filing, which explains the services available and encourages them to utilize CTHires for 

their job search.  

 CTDOL administers the work test for UI claimants through the UIRESEA program. All claimants 

selected to participate will report to an American Job Center for a review of their UI eligibility 

and efforts to find work. Any claimant determined to have an eligibility issue or insufficient 

work search efforts will have a stop entered on his or her unemployment claim and the 

eligibility issue is referred to the UI expert in the AJC for review and potential referral to the 

Adjudications Unit.  All claimants who attend the Initial RESEA appointment will receive a 

customized reemployment plan, jointly developed with the RESEA representative, and be 

required to participate in at least one additional mandatory employment service activity. 

Services include referrals to employment readiness workshops, résumé critiques, career 

counseling, WIOA orientation sessions, or any other service available in the American Job 

Center.  

 State agency merit-based staff will continue to provide Wagner-Peyser Act funded labor 

exchange activities. These services include job readiness workshops on topics such as 

Successful Job Search Strategies, Fundamentals of Résumé Writing and Interviewing Strategies 

and Techniques; one-on-one career counseling, résumé critiques; employer recruitments; job 

readiness assessments; and Career Center services. In the Career Centers located in the 

American Job Centers, job seekers will be able to work on their résumés and cover letters, 

complete online job applications, research companies, review job postings and conduct any 

other business related to their job search. They will have access to copy machines, fax machines, 

free postage for mailing résumés and applications to employers and most importantly, in-

person support from CTDOL and Workforce Development Board contractor staff that provide 
whatever guidance and support might be needed. Career Center customers with disabilities will 

have access to accessible technology, such as large screen computer monitors and visual 

magnifiers, computer keyboards with visually enhanced lettering, sign language interpreters 

and any other reasonable accommodation the customer might need. All American Job Centers 

will have a process in place that allows staff to refer customers to education and training 

ÐÒÏÇÒÁÍÓ ÁÓ ×ÅÌÌ ÁÓ ÏÔÈÅÒ ÒÅÓÏÕÒÃÅÓ ÁÎÄ ÓÕÐÐÏÒÔÉÖÅ ÓÅÒÖÉÃÅÓȢ 3ÏÍÅ ÒÅÆÅÒÒÁÌÓ ×ÉÌÌ ÂÅ ÍÁÄÅ ȰÉÎ 

ÈÏÕÓÅȱ ÔÏ ÏÔÈÅÒ ÐÁÒÔÎÅÒ ÁÇÅÎÃÉÅÓ ÕÎÄÅÒ the roof of the American Job Center while others may be 

to organizations that are located in separate venues. Trade Act clients will be co-enrolled into 
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WIOA as a standard operating procedure. CTDOL will continue to deploy a team of Business 

Services Specialists across Connecticut whose sole focus is working with employers. Business 

Services Specialists identify employers interested in scheduling recruitment events in the 

American Job Centers and coordinate those events around the state. Some offices strategically 

conduct multi-employer recruitments in the AJC on the same day as Initial RESEA appointments. 

This allows RESEA participants to connect in-person with hiring employers at the conclusion of 

their Initial RESEA appointment. Employers with scheduled recruitments are required to post 

their job listings in CTHires to make their employment opportunities available to all job seekers 

including UI claimants. Business Services Specialists also provide in-person business 

ÃÏÎÓÕÌÔÁÔÉÏÎÓ ÔÏ ÉÄÅÎÔÉÆÙ Á ÃÏÍÐÁÎÙȭÓ needs, promote Work Opportunity Tax Credits, and 

provide customized labor market information, unemployment compensation information as 

×ÅÌÌ ÁÓ ÉÎÆÏÒÍÁÔÉÏÎ ÁÎÄ ÒÅÆÅÒÒÁÌ ÔÏ #4$/,ȭÓ !ÐÐÒÅÎÔÉÃÅÓÈÉÐ ÐÒÏÇÒÁÍȢ    

#4$/, ÅÍÁÉÌÓ Á #ÌÁÉÍÁÎÔȭÓ 'ÕÉÄÅ ÔÏ 5ÎÅÍÐÌÏÙÍÅÎÔ "Ånefits to all initial unemployment claim 

filers. A hard copy of this guide can be printed upon request. This guide contains all necessary 

ÉÎÆÏÒÍÁÔÉÏÎ ÒÅÌÁÔÅÄ ÔÏ Á ÐÅÒÓÏÎȭÓ ÅÌÉÇÉÂÉÌÉÔÙ ÆÏÒ ÕÎÅÍÐÌÏÙÍÅÎÔ ÂÅÎÅÆÉÔÓ ÁÓ ×ÅÌÌ ÁÓ Á ÌÉÓÔÉÎÇ ÏÆ ÔÈÅ 

American Job Centers throughout Connecticut and information about the employment services 

they provide to job seekers. As a result of filing for Unemployment Insurance, UI claimants are 

ÒÅÇÉÓÔÅÒÅÄ ×ÉÔÈ ÔÈÅ 3ÔÁÔÅȭÓ ÅÍÐÌÏÙÍÅÎÔ ÓÅÒÖÉÃÅ ÉÎ ÔÈÅ ÆÏÒÍ ÏÆ Á ÒÅÇÉÓÔÒÁÔÉÏÎ ÉÎ #4(ÉÒÅÓȟ the 

ÓÔÁÔÅȭÓ ×ÅÂ-based workforce development system that provides case management and labor 

exchange services and the state job bank. Claimants will receive a welcome email from CTHires 

after filing, which explains the services available and encourages them to utilize CTHires for 

their job search.  

 CTDOL administers the work test for UI claimants through the UIRESEA program. All claimants 

selected to participate will report to an American Job Center for a review of their UI eligibility 

and efforts to find work. Any claimant determined to have an eligibility issue or insufficient 

work search efforts will have a stop entered on his or her unemployment claim and the 

eligibility issue is referred to the UI expert in the AJC for review and potential referral to the 

Adjudications Unit.  All claimants who attend the Initial RESEA appointment will receive a 

customized reemployment plan, jointly developed with the RESEA representative, and be 

required to participate in at least one additional mandatory employment service activity. 

Services include referrals to employment readiness workshops, résumé critiques, career 

counseling, WIOA orientation sessions, or any other service available in the American Job 

Center.  

 State agency merit-based staff will continue to provide Wagner-Peyser Act funded labor 

exchange activities. These services include job readiness workshops on topics such as 

Successful Job Search Strategies, Fundamentals of Résumé Writing and Interviewing Strategies 

and Techniques; one-on-one career counseling, résumé critiques; employer recruitments; job 

readiness assessments; and Career Center services. In the Career Centers located in the 

American Job Centers, job seekers will be able to work on their résumés and cover letters, 

complete online job applications, research companies, review job postings and conduct any 
other business related to their job search. They will have access to copy machines, fax machines, 

free postage for mailing résumés and applications to employers and most importantly, in-

person support from CTDOL and Workforce Development Board contractor staff that provide 

whatever guidance and support might be needed. Career Center customers with disabilities will 

have access to accessible technology, such as large screen computer monitors and visual 

magnifiers, computer keyboards with visually enhanced lettering, sign language interpreters 

and any other reasonable accommodation the customer might need. All American Job Centers 

will have a process in place that allows staff to refer customers to education and training 
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ÐÒÏÇÒÁÍÓ ÁÓ ×ÅÌÌ ÁÓ ÏÔÈÅÒ ÒÅÓÏÕÒÃÅÓ ÁÎÄ ÓÕÐÐÏÒÔÉÖÅ ÓÅÒÖÉÃÅÓȢ 3ÏÍÅ ÒÅÆÅÒÒÁÌÓ ×ÉÌÌ ÂÅ ÍÁÄÅ ȰÉÎ 

ÈÏÕÓÅȱ ÔÏ ÏÔÈÅÒ ÐÁÒÔÎÅÒ ÁÇÅÎÃÉÅÓ ÕÎÄÅÒ ÔÈÅ ÒÏÏÆ ÏÆ ÔÈÅ !ÍÅÒÉÃÁÎ *ÏÂ #ÅÎÔÅÒ ×ÈÉÌÅ ÏÔÈÅÒÓ ÍÁÙ ÂÅ 

to organizations that are located in separate venues. Trade Act clients will be co-enrolled into 

WIOA as a standard operating procedure. CTDOL will continue to deploy a team of Business 

Services Specialists across Connecticut whose sole focus is working with employers. Business 

Services Specialists identify employers interested in scheduling recruitment events in the 

American Job Centers and coordinate those events around the state. Some offices strategically 

conduct multi-employer recruitments in the AJC on the same day as Initial RESEA appointments. 

This allows RESEA participants to connect in-person with hiring employers at the conclusion of 

their Initial RESEA appointment. Employers with scheduled recruitments are required to post 

their job listings in CTHires to make their employment opportunities available to all job seekers 

including UI claimants. Business Services Specialists also provide in-person business 

ÃÏÎÓÕÌÔÁÔÉÏÎÓ ÔÏ ÉÄÅÎÔÉÆÙ Á ÃÏÍÐÁÎÙȭÓ ÎÅÅÄÓȟ ÐÒÏÍÏÔÅ 7ÏÒË /ÐÐÏÒÔÕÎÉÔÙ 4ÁØ #ÒÅÄÉÔÓȟ ÁÎÄ 

provide customized labor market information, unemployment compensation information as 

×ÅÌÌ ÁÓ ÉÎÆÏÒÍÁÔÉÏÎ ÁÎÄ ÒÅÆÅÒÒÁÌ ÔÏ #4$/,ȭÓ !ÐÐÒÅÎÔÉÃÅÓÈÉÐ ÐÒÏÇÒÁÍȢ    

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. AN 

ASSESSMENT NEED DESCRIBES 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. 

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. 

The Connecticut Department of Labor (CTDOL) continues to ensure that the employment and 

training services provided to the Migrant and Seasonal Farm Worker (MSFW) population are 

qualitatively equivalent, and quantitatively proportional, to the employment and training 

services provided to other jobseekers. 

 !ÃÃÏÒÄÉÎÇ ÔÏ ÔÈÅ 53 $ÅÐÁÒÔÍÅÎÔ ÏÆ !ÇÒÉÃÕÌÔÕÒÅȭÓ ɉ53$!Ɋ ÌÁÔÅÓÔ #ÅÎÓÕÓ ÄÁÔÁ ɉςπρςɊȟ #ÏÎÎÅÃÔÉÃÕÔ 

agriculture is a $550 million revenue industry.1 Approximately 6,000 farms are in operation, 

covering some 440,000 acres.1 The farms are spread throughout the state, although the 

Connecticut River Valley, which runs all the way through the center of the state from beyond the 

Massachusetts border to the Long Island Sound, has long been known to provide fertile soil and 

a temperate climate. In its heyday, many of the highest quality cigars, regardless of the country 

of manufacture, sourced the most important component of the cigar, its wrapper, from tobacco 

farms that thÒÉÖÅÄ ÉÎ ÔÈÅ #ÏÎÎÅÃÔÉÃÕÔ 2ÉÖÅÒ 6ÁÌÌÅÙȢ 4ÏÄÁÙȭÓ #ÏÎÎÅÃÔÉÃÕÔ ÔÏÂÁÃÃÏ ÉÎÄÕÓÔÒÙ ÈÁÓ 

been affected by more than social factors though, as cigar wrappers of lower, but similar quality, 

are now available to the manufacturers at a much lower cost due to lower production expenses 

in Central America. Despite this shift in the tobacco industry and a steady decline in the number 

of farms between 2002 and 2012, there has been a 43 percent increase per USDA data, with one 

possible cause being an increased consumer appetite for locally sourced food, drawing some 

younger people to start up small farms.2 

 The aforementioned increase in number of farm operations in Connecticut does not necessarily 

equate to a proportionate increase in labor though. Connecticut Labor Market Information 

Occupational Projections for Farming, Fishing, and Forestry only estimates a 1.5% overall 
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increase (from 4,006 jobs to 4,064 jobs) for the entire occupational group between 2014 and 

2024, with a 1.7% increase (from 3,735 jobs to 3,800 jobs) when excluding Supervisors of 

Farming, Fishing, and Forestry Workers and Forest, Conservation, and Logging Workers.3 

#4$/,ȭÓ &ÏÒÅÉÇÎ ,ÁÂÏÒ #ÅÒÔÉÆÉÃÁÔÉÏÎ 5ÎÉÔȟ ×ÈÉÃÈ ÄÅÁÌÓ ×ÉÔÈ (Ȥς! ÒÅÌÁÔÅÄ ÔÅÍÐÏÒÁÒÙ ÁÇÒÉÃÕÌÔÕÒÁÌ 

labor job orders, has seen a steady decrease of participating employers and number of workers 

requested over the last two decades. For PY 2016 only 33 agricultural employers participated in 

ÔÈÅ (Ȥς! ÐÒÏÇÒÁÍȟ ÐÌÁÃÉÎÇ Á ÔÏÔÁÌ ÏÆ φπ ÊÏÂ ÏÒÄÅÒÓ ÁÎÄ ÒÅÑÕÅÓÔÉÎÇ Á ÔÏÔÁÌ ÏÆ σωψ ×ÏÒËÅÒÓȢ .Ï 

employer in the state utilizes the Agricultural Recruitment System (ARS) exclusively. In 

#4$/,ȭÓ ÏÕÔÒÅÁÃÈ ÅØÐÅÒÉÅÎÃÅȟ ÏÔÈÅÒ ÅÍÐÌÏÙÅÒÓ ÔÈÁÔ ÁÒÅ ÌÁÒÇÅ ÅÎÏÕÇÈ ÔÏ ÈÉÒÅ ÆÁÒÍ ÌÁÂÏÒÅÒÓȟ ÂÕÔ 

ÁÒÅ ÎÏÔ ÓÅÅËÉÎÇ ÔÈÅ ÄÅÐÁÒÔÍÅÎÔȭÓ ÓÅÒÖÉÃÅÓȟ ÈÁÖÅ ÕÔÉÌÉÚÅÄ ÌÁÂÏÒ ÃÏÎÔÒÁÃÔÏÒÓȟ ÏÒ ×ÏÒÄȤÏÆȤÍÏÕÔÈȟ Ôo 

fill their labor needs. Most of the farm operations that CTDOL staff has encountered have 

expressed the increasing difficulty of finding local employees. 

 4ÈÅ ÔÅÒÍ ȰÌÏÃÁÌȱ ÃÁÎ ÂÅ ÍÉÓÌÅÁÄÉÎÇ ÔÈÏÕÇÈȟ ÁÎÄ ÉÔ ÉÓ ÉÍÐÅÒÁÔÉÖÅ ÔÏ ÎÏÔÅ ÔÈÁÔȟ ÁÃÃÏÒÄÉÎÇ ÔÏ ÔÈÅ 53 

DÅÐÁÒÔÍÅÎÔ ÏÆ ,ÁÂÏÒȭÓ .ÁÔÉÏÎÁÌ !ÇÒÉÃÕÌÔÕÒÁÌ 7ÏÒËÅÒÓ 3ÕÒÖÅÙ ɉ.!73Ɋȟ ȰÔÈÅ ÓÈÁÒÅ ÏÆ ÈÉÒÅÄ ÃÒÏÐ 

farmworkers who were not legally authorized to work in the US grew from roughly 15 percent 

ÉÎ ρωψωȤ ωρ ÔÏ ÁÌÍÏÓÔ υυ ÐÅÒÃÅÎÔ ÉÎ ρωωωȤςππρȢ 3ÉÎÃÅ ÔÈÅÎ ÉÔ ÈÁÓ ÆÌÕÃÔÕÁÔÅÄ ÁÒÏÕÎÄ υπ ÐÅÒÃÅÎÔȢȱ4 

4ÈÅ ÓÁÍÅ ÓÕÒÖÅÙ ÉÎÄÉÃÁÔÅÓ ÔÈÁÔ ȰÁÌÍÏÓÔ ÔÈÒÅÅȤÑÕÁÒÔÅÒÓ ÏÆ ÁÌÌ ÈÉÒÅÄ ÃÒÏÐ ÆÁÒÍ×ÏÒËÅÒÓ 

(nationally) are not migrants, but are considered settled, meaning they work at a single location 

within 75 miles of their home. This number is up frÏÍ τς ÐÅÒÃÅÎÔ ÉÎ ρωωφȤρωωψȢȱ4 Of the 

ÒÏÕÇÈÌÙ ςυ ÐÅÒÃÅÎÔ ÔÈÁÔ ÁÒÅ ÍÉÇÒÁÎÔȟ ȰÔÈÅ ÌÁÒÇÅÓÔ ÇÒÏÕÐ ÁÒÅ ȰÓÈÕÔÔÌÅÒÓȟȱ ×ÈÏ ×ÏÒË ÁÔ Á ÓÉÎÇÌÅ 

farm location more than 75 miles from home, and may cross an international border to get here. 

They made up about 12 percent ÏÆ ÈÉÒÅÄ ÃÒÏÐ ÆÁÒÍ×ÏÒËÅÒÓ ÉÎ ςππχȤ ςππωȟ ÄÏ×Î ÆÒÏÍ ÁÂÏÕÔ ςτ 

ÐÅÒÃÅÎÔ ÉÎ ρωωφȤρωωψȢȱ4 Ȱ4ÈÅ ÏÎÃÅ ÍÏÒÅ ÃÏÍÍÏÎ ÍÉÇÒÁÎÔ ÆÁÒÍ ×ÏÒËÅÒ ÔÈÁÔ ÍÏÖÅÄ ÆÒÏÍ ÓÔÁÔÅ 

to state working on different crops as the seasons advance, is now a relative rarity. These 

workers make up ÊÕÓÔ ÆÉÖÅ ÐÅÒÃÅÎÔ ÏÆ ÔÈÏÓÅ ÓÕÒÖÅÙÅÄ ÂÙ .!73 ÉÎ ςππχȤςππωȢȱ4 

  

3 http://www1.ctdol.state.ct.us/lmi/projections2014.asp#farming  

4 https://www.ers.usda.gov/topics/far ÍȤÅÃÏÎÏÍÙȾÆÁÒÍȤÌÁÂÏÒȾÂÁÃËÇÒÏÕÎÄȢÁÓÐØ 

 This change in demographics and migration/settling patterns reflected by NAWS at a national 

level would partly explain the difficulty Connecticut agricultural employers are experiencing in 

finding employees. The current political climate and immigration policies are also factors that 

could further impact the present and future labor supply in agriculture. For this reason we may 

see a future increase of foreign temporary labor thÒÏÕÇÈ ÔÈÅ (Ȥς! ÐÒÏÇÒÁÍ ÉÎ #ÏÎÎÅÃÔÉÃÕÔȟ ÁÓ 

well as the rest of the nation. 

 4ÈÅ ÍÁÊÏÒÉÔÙ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÌÏÃÁÌ ÁÎÄ ÍÉÇÒÁÎÔ ÁÇÒÉÃÕÌÔÕÒÁÌ ÌÁÂÏÒ ÆÏÒÃÅ ÈÁÓ ÏÒÉÇÉÎÓ ÉÎ -ÅØÉÃÏȟ 

#ÅÎÔÒÁÌ !ÍÅÒÉÃÁȟ *ÁÍÁÉÃÁȟ (ÁÉÔÉȟ ÁÎÄ 0ÕÅÒÔÏ 2ÉÃÏȢ %ÍÐÌÏÙÅÒÓ ÔÈÁÔ ÕÔÉÌÉÚÅ ÔÈÅ (Ȥς! ÐÒÏgram 

request workers from Mexico, Central America, Jamaica, and South Africa. The predominant 

language is Spanish for the majority that originated or travel from Spanish speaking countries. 

ɉ!ÌÔÈÏÕÇÈ ÉÔ ÃÁÎÎÏÔ ÂÅ ÁÓÓÕÍÅÄ ÔÈÁÔ ÓÏÍÅÏÎÅ ÆÒÏÍ Á Ȱ3ÐÁÎÉÓÈȤÓÐÅÁËÉÎÇȱ ÃÏÕÎÔÒÙ ÓÐÅÁËÓ 

Spanish due to the existence of other native languages in these countries) Agricultural workers 
ÃÏÎÔÁÃÔÅÄ ÔÈÒÏÕÇÈ #4$/,ȭÓ ÏÕÔÒÅÁÃÈ ÅÆÆÏÒÔÓ ÃÏÎÔÉÎÕÅ ÔÏ ÅØÐÅÒÉÅÎÃÅ ÖÕÌÎÅÒÁÂÉÌÉÔÉÅÓ ÁÎÄ ÂÁÒÒÉÅÒÓ 

due to language, literacy, education, immigration status, and access to healthcare. Those without 

legal status are even more susceptible to exploitation and retaliation. 

  

http://www1.ctdol.state.ct.us/lmi/projections2014.asp#farming
http://www.ers.usda.gov/topics/farm
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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 

'%/'2!0()# !2%! /& 02)-% !#4)6)49Ƞ ςɊ 35--!2):% 4(% !'2)#5,452!, %-0,/9%23ȭ 

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); AND 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 

The Connecticut Department of Labor (CTDOL) continues to ensure that the employment and 

training services provided to the Migrant and Seasonal Farm Worker (MSFW) population are 

qualitatively equivalent, and quantitatively proportional, to the employment and training 

services provided to other jobseekers. Pursuant to TEN 13-19, CTDOL is not currently seeking 

to utilize the Wagner-Peyser Act Staffing Flexibility final rule to its (PY) 2020-2023 WIOA State 

Plan in delivering these services to our MSFW and FLC customers.  We will continue to utilize 

state merit staff employees to provide services to our MSFW and FLC customers. According to 

ÔÈÅ 53 $ÅÐÁÒÔÍÅÎÔ ÏÆ !ÇÒÉÃÕÌÔÕÒÅȭÓ ɉ53$!Ɋ ÌÁÔÅÓÔ #ÅÎÓÕÓ ÄÁÔÁ ɉςπρςɊȟ #ÏÎÎÅÃÔÉÃÕÔ ÁÇÒÉÃÕÌÔÕÒÅ ÉÓ 

a $550 million revenue industry.1  Approximately 6,000 farms are in operation, covering some 

440,000 acres.1  The farms are spread throughout the state, although the Connecticut River 

Valley, which runs all the way through the center of the state from beyond the Massachusetts 

border to the Long Island Sound, has long been known to provide fertile soil and a temperate 

climate.  In its heyday, many of the highest quality cigars, regardless of the country of 

manufacture, sourced the most important component of the cigar, its wrapper, from tobacco 

farms that thrived in the Connecticut River Valley.  4ÏÄÁÙȭÓ #ÏÎÎÅÃÔÉÃÕÔ tobacco industry has 

been affected by more than social factors though, as cigar wrappers of lower, but similar quality, 

are now available to the manufacturers at a much lower cost due to lower production expenses 

in Central America.  Despite this shift in the tobacco industry and a steady decline in the number 

of farms between 2002 and 2012, there has been a 43 percent increase per USDA data, with one 

possible cause being an increased consumer appetite for locally sourced food, drawing some 

younger people to start up small farms.2 

1  https://www.nass.usda.gov/Quick_Stats/Ag_Overview/stateOverview.php?state=connecticut 

The following chart reflects the top five labor intensive crops in Connecticut with higher 

numbers of migrant and seasonal farm workers, based on values of sales 

  

 Crop / Commodity Groups   Period of Heavy 

Activity  

 Primary Region  

 Nursery, greenhouse, floriculture, and sod   FebruaryɂAugust   Statewide  

 Vegetables, melons, potatoes, and sweet 

potatoes  

 MarchɂOctober   Statewide  

 Broadleaf and Shade Tobacco   MayɂOctober   Connecticut River 

Valley  

 Fruit, tree nuts, and berries   JuneɂOctober   Statewide  

 Christmas trees and short rotation woody 

crops  

 AprilɂDecember   Statewide  

https://www.nass.usda.gov/Quick_Stats/Ag_Overview/stateOverview.php?state=connecticut
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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 MSFWS 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 

The aforementioned increase in number of farm operations in Connecticut does not necessarily 

equate to a proportionate increase in labor though.  Connecticut Labor Market Information 

Occupational Projections for Farming, Fishing, and Forestry only estimates a 1.5% overall 

increase (from 4,006 jobs to 4,064 jobs) for the entire occupational group between 2014 and 

2024, with a 1.7% increase (from 3,735 jobs to 3,800 jobs) when excluding Supervisors of 

Farming, Fishing, and Forestry Workers and Forest, Conservation, and Logging Workers.3  

#4$/,ȭÓ &ÏÒÅÉÇÎ ,ÁÂÏÒ #ÅÒÔÉÆÉÃÁÔÉÏÎ 5ÎÉÔȟ ×ÈÉÃÈ ÄÅÁÌÓ ×ÉÔÈ (-2A related temporary agricultural 

labor job orders, has seen a steady decrease of participating employers and number of workers 

requested over the last two decades.  For PY 2016 only 33 agricultural employers participated 

in the H-2A program, placing a total of 60 job orders and requesting a total of 398 workers.  No 

employer in the state utilizes the Agricultural Recruitment System (ARS) exclusively.  In 

#4$/,ȭÓ ÏÕÔÒÅÁÃÈ ÅØÐÅÒÉÅÎÃÅȟ ÏÔÈÅÒ ÅÍÐÌÏÙÅÒÓ ÔÈÁÔ ÁÒÅ ÌÁÒÇÅ ÅÎÏÕÇÈ ÔÏ ÈÉÒÅ ÆÁÒÍ ÌÁÂÏÒÅÒÓȟ ÂÕÔ 

ÁÒÅ ÎÏÔ ÓÅÅËÉÎÇ ÔÈÅ ÄÅÐÁÒÔÍÅÎÔȭÓ ÓÅÒÖÉÃÅÓȟ ÈÁÖÅ ÕÔÉÌÉÚÅÄ ÌÁÂÏÒ ÃÏÎÔÒÁÃÔÏÒÓȟ ÏÒ ×Ïrd-of-mouth, to 

fill their labor needs.  Most of the farm operations that CTDOL staff has encountered have 

expressed the increasing difficulty of finding local employees. 

  

4ÈÅ ÔÅÒÍ ȰÌÏÃÁÌȱ ÃÁÎ ÂÅ ÍÉÓÌÅÁÄÉÎÇ ÔÈÏÕÇÈȟ ÁÎÄ ÉÔ ÉÓ ÉÍÐÅÒÁÔÉÖÅ ÔÏ ÎÏÔÅ ÔÈÁÔȟ ÁÃÃÏÒding to the US 

$ÅÐÁÒÔÍÅÎÔ ÏÆ ,ÁÂÏÒȭÓ .ÁÔÉÏÎÁÌ !ÇÒÉÃÕÌÔÕÒÁÌ 7ÏÒËÅÒÓ 3ÕÒÖÅÙ ɉ.!73Ɋȟ ȰÔÈÅ ÓÈÁÒÅ ÏÆ ÈÉÒÅÄ ÃÒÏÐ 

farmworkers who were not legally authorized to work in the US grew from roughly 15 percent 

in 1989-91 to almost 55 percent in 1999-2001.  Since then it has fluctuated around 50 

ÐÅÒÃÅÎÔȢȱ4  4ÈÅ ÓÁÍÅ ÓÕÒÖÅÙ ÉÎÄÉÃÁÔÅÓ ÔÈÁÔ ȰÁÌÍÏÓÔ ÔÈÒÅÅ-quarters of all hired crop farmworkers 

(nationally) are not migrants, but are considered settled, meaning they work at a single location 

within 75 miles of their home.  This number is up from 42 percent in 1996-ρωωψȢȱ4  Of the 

ÒÏÕÇÈÌÙ ςυ ÐÅÒÃÅÎÔ ÔÈÁÔ ÁÒÅ ÍÉÇÒÁÎÔȟ ȰÔÈÅ ÌÁÒÇÅÓÔ ÇÒÏÕÐ ÁÒÅ ȰÓÈÕÔÔÌÅÒÓȟȱ ×ÈÏ ×ÏÒË ÁÔ Á ÓÉÎÇÌÅ 

farm location more than 75 miles from home, and may cross an international border to get 

here.  They made up about 12 percent of hired crop farmworkers in 2007-2009, down from 

about 24 percent in 1996-ρωωψȢȱ4   Ȱ4ÈÅ ÏÎÃÅ ÍÏÒÅ ÃÏÍÍÏÎ ÍÉÇÒÁÎÔ ÆÁÒÍ ×ÏÒËÅÒ ÔÈÁÔ ÍÏÖÅÄ 

from state to state working on different crops as the seasons advance, is now a relative rarity.  

These workers make up just five percent of those surveyed by NAWS in 2007-ςππωȢȱ4 

  

  

3  http://www1.ctdol.state.ct.us/lmi/projections2014.asp#farming  

4  https://www.ers.usda.gov/topics/farm -economy/farm-labor/background.aspx 

http://www1.ctdol.state.ct.us/lmi/projections2014.asp#farming
https://www.ers.usda.gov/topics/farm-economy/farm-labor/background.aspx
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This change in demographics and migration/settling patterns reflected by NAWS at a national 

level would partly explain the difficulty Connecticut agricultural employers are experiencing in 

finding employees.  The current political climate and immigration policies are also factors that 

could further impact the present and future labor supply in agriculture.  For this reason we may 

see a future increase of foreign temporary labor through the H-2A program in Connecticut, as 

well as the rest of the nation. 

  

4ÈÅ ÍÁÊÏÒÉÔÙ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÌÏÃÁl and migrant agricultural labor force has origins in Mexico, 

Central America, Jamaica, Haiti, and Puerto Rico.  Employers that utilize the H-2A program 

request workers from Mexico, Central America, Jamaica, and South Africa.  The predominant 

language is Spanish for the majority that originated or travel from Spanish speaking countries.  

ɉ!ÌÔÈÏÕÇÈ ÉÔ ÃÁÎÎÏÔ ÂÅ ÁÓÓÕÍÅÄ ÔÈÁÔ ÓÏÍÅÏÎÅ ÆÒÏÍ Á Ȱ3ÐÁÎÉÓÈ-ÓÐÅÁËÉÎÇȱ ÃÏÕÎÔÒÙ ÓÐÅÁËÓ 

Spanish due to the existence of other native languages in these countries)  Agricultural workers 

ÃÏÎÔÁÃÔÅÄ ÔÈÒÏÕÇÈ #4$/,ȭÓ ÏÕÔÒÅÁÃÈ ÅÆÆÏÒÔÓ ÃÏÎÔÉÎÕÅ ÔÏ ÅØÐÅÒÉÅÎÃÅ ÖÕÌÎÅÒÁÂÉÌÉÔÉÅÓ ÁÎÄ ÂÁÒÒÉÅÒÓ 
due to language, literacy, education, immigration status, and access to healthcare.  Those 

without legal status are even more susceptible to exploitation and retaliation. 

  

  

4. OUTREACH ACTIVITIES 

All outreach efforts to MSFWs were performed solely by the SMA up until May 5th 2017, when 

an outreach representative was hired to comply with the requirements set forth at 20 CFR 

653.107. The Outreach Representative will carry out his responsibilities, throughout the state, 

ÉÎ Á ÆÕÌÌȤÔÉÍÅ ÃÁÐÁÃÉÔÙ ÄÕÒÉÎÇ ÐÅÒÉÏÄÓ ÏÆ ÔÈÅ ÈÉÇÈÅÓÔ -3&7 ÁÃÔÉÖÉÔÙȟ ÂÅÔ×ÅÅÎ -ÁÒÃÈ ÁÎÄ 

.ÏÖÅÍÂÅÒȟ ÁÎÄ ÉÎ ÐÁÒÔȤÔÉÍÅ ÃÁÐÁÃÉÔÙ ÔÈÅ ÒÅÍÁÉÎÄÅÒ ÏÆ ÔÈÅ ÔÉÍÅȢ 4ÈÅ /ÕÔÒÅÁÃÈ 2ÅÐÒÅÓÅÎÔÁÔÉÖÅ 

has a prior background in the MSFW program and has been brought up to speed on recent 

regulation changes. 

 #ÏÎÎÅÃÔÉÃÕÔȭÓ 3-! ÁÔÔÅÎÄÓ ÁÌÌ ÒÅÑÕÉÒÅÄ ÃÏÎÆÅÒÅÎÃÅÓ ÁÎÄȾÏÒ ÔÒÁÉÎÉÎÇÓȟ ÁÎÄ ÓÔÒÉÖÅÓ ÔÏ ÉÎÖÏÌÖÅ ÔÈÅ 

outreach representative in as many activities as possible. Resource material, technical 

assistance, and best practices attained at these events are passed down to the outreach 

representative, as well as all AJC staff. Said staff is put through periodic MSFW Program and Job 

Service Complaint System training to refresh their MSFW and Job Service Complaint System 

knowledge. 

 The SMA and Outreach Representative will continue to coordinate outreach visits to farms with 

#4$/,ȭÓ .&*0 ÇÒÁÎÔÅÅȟ ÔÈÅ .Å× %ÎÇÌÁÎÄ &ÁÒÍ 7ÏÒËÅÒÓȭ #ÏÕÎÃÉÌ ɉ.%&7#Ɋȟ ÔÈÅ #ÏÎÎÅÃÔÉÃÕÔ 

River Valley FarmworkeÒ (ÅÁÌÔÈ 0ÒÏÇÒÁÍ ɉ#26&(0Ɋ ÁÎÄ 5#ÏÎÎȭÓ -ÉÇÒÁÎÔ &ÁÒÍ 7ÏÒËÅÒ #ÌÉÎÉÃÓȟ 

and the US DOL Wage and Hour Division. 

All outreach efforts to MSFWs were performed solely by the SMA up until May 5th 2017, when 

an outreach representative was hired to comply with the requirements set forth at 20 CFR 

653.107. The Outreach Representative will carry out his responsibilities, throughout the state, 

ÉÎ Á ÆÕÌÌȤÔÉÍÅ ÃÁÐÁÃÉÔÙ ÄÕÒÉÎÇ ÐÅÒÉÏÄÓ ÏÆ ÔÈÅ ÈÉÇÈÅÓÔ -3&7 activity, between March and 
.ÏÖÅÍÂÅÒȟ ÁÎÄ ÉÎ ÐÁÒÔȤÔÉÍÅ ÃÁÐÁÃÉÔÙ ÔÈÅ ÒÅÍÁÉÎÄÅÒ ÏÆ ÔÈÅ ÔÉÍÅȢ 4ÈÅ /ÕÔÒÅÁÃÈ 2ÅÐÒÅÓÅÎÔÁÔÉÖÅ 

has a prior background in the MSFW program and has been brought up to speed on recent 

regulation changes. 
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 #ÏÎÎÅÃÔÉÃÕÔȭÓ 3-! ÁÔÔÅÎÄÓ ÁÌÌ required conferences and/or trainings, and strives to involve the 

outreach representative in as many activities as possible. Resource material, technical 

assistance, and best practices attained at these events are passed down to the outreach 

representative, as well as all AJC staff. Said staff is put through periodic MSFW Program and Job 

Service Complaint System training to refresh their MSFW and Job Service Complaint System 

knowledge. 

 The SMA and Outreach Representative will continue to coordinate outreach visits to farms with 

#4$/,ȭÓ .&*0 ÇÒÁÎÔÅÅȟ ÔÈÅ .Å× %ÎÇÌÁÎÄ &ÁÒÍ 7ÏÒËÅÒÓȭ #ÏÕÎÃÉÌ ɉ.%&7#Ɋȟ ÔÈÅ #ÏÎÎÅÃÔÉÃÕÔ 

2ÉÖÅÒ 6ÁÌÌÅÙ &ÁÒÍ×ÏÒËÅÒ (ÅÁÌÔÈ 0ÒÏÇÒÁÍ ɉ#26&(0Ɋ ÁÎÄ 5#ÏÎÎȭÓ -ÉÇÒÁÎÔ &ÁÒÍ 7ÏÒËÅÒ #ÌÉÎÉÃÓȟ 

and the US DOL Wage and Hour Division. 

All outreach efforts to MSFWs were performed solely by the SMA up until May 5th 2017, when 

an outreach representative was hired to comply with the requirements set forth at 20 CFR 

653.107. The Outreach Representative will carry out his responsibilities, throughout the state, 

ÉÎ Á ÆÕÌÌȤÔÉÍÅ ÃÁÐÁÃÉÔÙ ÄÕÒÉÎÇ ÐÅÒÉÏÄÓ ÏÆ ÔÈÅ ÈÉÇÈÅÓÔ -3&7 ÁÃÔÉÖÉÔÙȟ ÂÅÔ×ÅÅÎ -ÁÒÃÈ ÁÎÄ 
.ÏÖÅÍÂÅÒȟ ÁÎÄ ÉÎ ÐÁÒÔȤÔÉÍÅ ÃÁÐÁÃÉÔÙ ÔÈÅ ÒÅÍÁÉÎÄÅÒ ÏÆ ÔÈÅ ÔÉÍÅȢ 4ÈÅ /ÕÔÒÅÁÃÈ 2ÅÐÒÅÓÅÎÔÁÔÉÖÅ 

has a prior background in the MSFW program and has been brought up to speed on recent 

regulation changes. 

 #ÏÎÎÅÃÔÉÃÕÔȭÓ 3-! ÁÔÔÅÎÄÓ ÁÌÌ ÒÅÑÕÉÒÅÄ ÃÏÎÆÅÒÅÎÃÅÓ ÁÎÄȾÏÒ ÔÒÁÉÎÉÎÇÓȟ ÁÎÄ ÓÔÒÉÖÅÓ ÔÏ ÉÎÖÏÌÖÅ ÔÈÅ 

outreach representative in as many activities as possible. Resource material, technical 

assistance, and best practices attained at these events are passed down to the outreach 

representative, as well as all AJC staff. Said staff is put through periodic MSFW Program and Job 

Service Complaint System training to refresh their MSFW and Job Service Complaint System 

knowledge. 

 The SMA and Outreach Representative will continue to coordinate outreach visits to farms with 

#4$/,ȭÓ .&*0 ÇÒÁÎÔÅÅȟ ÔÈÅ .Å× %ÎÇÌÁÎÄ &ÁÒÍ 7ÏÒËÅÒÓȭ #ÏÕÎÃÉÌ ɉ.%&7#Ɋȟ ÔÈÅ #ÏÎÎÅÃÔÉÃÕÔ 

2ÉÖÅÒ 6ÁÌÌÅÙ &ÁÒÍ×ÏÒËÅÒ (ÅÁÌÔÈ 0ÒÏÇÒÁÍ ɉ#26&(0Ɋ ÁÎÄ 5#ÏÎÎȭÓ -ÉÇÒÁÎÔ &ÁÒÍ 7ÏÒËÅÒ #ÌÉÎÉÃÓȟ 

and the US DOL Wage and Hour Division. 

All outreach efforts to MSFWs were performed solely by the SMA up until May 5th 2017, when 

an outreach representative was hired to comply with the requirements set forth at 20 CFR 

653.107.  The Outreach Representative will carry out his responsibilities, throughout the state, 

in a full-time capacity during periods of the highest MSFW activity, between March and 

November, and in part-time capacity the remainder of the time.  The Outreach Representative 

has a prior background in the MSFW program and has been brought up to speed on recent 

regulation changes. Both the SMA and the Outreach Representative are CTDOL merit employees. 

Both are trained to perform Outreach Activities as part of their duties. 

  

#ÏÎÎÅÃÔÉÃÕÔȭÓ 3-! ÁÎd Outreach Representative have extensive knowledge and experience with 

Unemployment Insurance. Both have spent the early part of their career taking and processing 

claims as well as identifying and resolving issues for claimants in both English and Spanish. In 

addition, they are knowledgeable in job seeker services in our job centers, and are in contact 

with both WP and WIOA staff in each American Job Center Office across the state. 

  

#ÏÎÎÅÃÔÉÃÕÔȭÓ 3-! ÁÔÔÅÎÄÓ ÁÌÌ ÒÅÑÕÉÒÅÄ ÃÏÎÆÅÒÅÎÃÅÓ ÁÎÄȾÏÒ ÔÒÁÉÎÉÎÇÓȟ ÁÎÄ strives to involve the 

outreach representative in as many activities as possible.  Resource material, technical 

assistance, and best practices attained at these events are passed down to the outreach 
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representative, as well as all AJC staff.  Said staff is put through periodic MSFW Program and Job 

Service Complaint System training to refresh their MSFW and Job Service Complaint System 

knowledge. 

Connecticut Department of Labor offers professional development to all staff. Both our SMA and 

Outreach Representative have attended local, regional as well as national sessions to enhance 

skills to support both farmworkers and growers. They are both well versed in job seeker and 

employer rights and responsibilities as well as complaint system.  Both the SMA and Outreach 

Representative work in labor exchange activities for MSFW and H2A populations. 

  

  

The SMA and Outreach Representative will continue to coordinate outreach visits to farms with 

#4$/,ȭÓ .&*0 ÇÒÁÎÔÅÅȟ ÔÈÅ .Å× %ÎÇÌÁÎÄ &ÁÒÍ 7ÏÒËÅÒÓȭ #ÏÕÎÃÉÌ ɉ.%&7#Ɋȟ ÔÈÅ #onnecticut 

2ÉÖÅÒ 6ÁÌÌÅÙ &ÁÒÍ×ÏÒËÅÒ (ÅÁÌÔÈ 0ÒÏÇÒÁÍ ɉ#26&(0Ɋ ÁÎÄ 5#ÏÎÎȭÓ -ÉÇÒÁÎÔ &ÁÒÍ 7ÏÒËÅÒ #ÌÉÎÉÃÓȟ 

and the US DOL Wage and Hour Division. 

 

  

 

#ÏÎÎÅÃÔÉÃÕÔȭÓ 3-! ÈÁÓ ÅÓÔÁÂÌÉÓÈÅÄ ÒÅÌÁÔÉÏÎÓÈÉÐÓ ×ÉÔÈ ÖÁÒÉÏÕÓ ÅÎÔÉÔÉÅÓ ÁÃÒÏÓÓ ÔÈÅ ÓÔÁÔÅ ÁÎÄ 

region, including the .%&7#ȟ #4$/,ȭÓ .&*0 ÇÒÁÎÔÅÅȢ  A Memorandum of Understanding was 

updated between the two agencies in March of 2016, hoping to maximize the number of 

resources available to MSFWs.  The SMA has also established collaboration between the NEFWC 

and the Hartford AJC, affording staff from both agencies to familiarize themselves with each 

ÏÔÈÅÒȭÓ ÓÅÒÖÉÃÅÓȟ ÁÎÄ ÅÓÔÁÂÌÉÓÈÉÎÇ ÐÏÉÎÔÓ ÏÆ ÃÏÎÔÁÃÔ ÉÎ ÅÁÃÈ ÁÇÅÎÃÙ ÔÏ ÅÁÓÅ ÃÏÏÒÄÉÎÁÔÉÏÎ ÏÆ 

services and referrals between both offices.  CTDOL intends to establish similar relationships 

between NEFWC and its other AJCs going forward. 

 

  

 

The SMA has also established relationships with the Connecticut River Valley Farmworker 

(ÅÁÌÔÈ 0ÒÏÇÒÁÍ ÁÎÄ 5#ÏÎÎȭÓ -ÉÇÒÁÎÔ &ÁÒÍ×ÏÒËÅÒ #ÌÉÎÉÃÓȟ ÁÒÅÁ #ÏÍÍÕÎÉÔÙ (ÅÁÌÔÈ #ÅÎÔÅÒÓȟ 

Statewide Legal Services of Connecticut, and Massachusetts Migrant Educational Program.  The 

SMA, along with the Outreach Representative, will look to maintain and/or expand these 

relationships over the foreseeable future. Both the SMA and the Outreach Representative are 

active in coordinating events and participating in joint meeting with various entities.  Often, 

they hold joint sessions at farms. Expanded agreements are expected to be completed in the 

upcoming year. 

 

  

  

5. SERVICES PROVIDED TO FARMWORKERS AND AGRICULTURAL EMPLOYERS THROUGH THE 

ONE-STOP DELIVERY SYSTEM 

Agricultural workers, job seekers, and employers have access to the same employment services 

ÁÖÁÉÌÁÂÌÅ ÉÎ ÅÁÃÈ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ !ÍÅÒÉÃÁÎ *ÏÂ #ÅÎÔÅÒÓ ɉ!*#ÓɊ ÔÈÁÔ ÁÒÅ ÁÖÁÉÌÁÂÌÅ ÔÏ ÎÏÎ-

agricultural workers, job seekers, and employers.  The network consists of 5 comprehensive 

centers and an additional 13 partner staffed centers.  (With partial SWA staffing)  CTDOL 

outreach staff encourages workers and job seekers to visit the AJCs to take advantage of the 
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below services: 

 

 

¶ #ÏÍÐÕÔÅÒ ÌÁÂÓ ×ÉÔÈ ÉÎÔÅÒÎÅÔ ÁÃÃÅÓÓȟ ÉÎÃÌÕÄÉÎÇ ÁÃÃÅÓÓ ÔÏ #4$/,ȭÓ ÎÅ×ÌÙ ÉÍÐÌÅÍÅÎÔÅÄ 
self-service operating system/database for job seekers, employers, and partner 

agenciesɂCTHires 

¶ Reemployment workshops and services 

¶ Career planning and counseling 

¶ Access to labor market information 

¶ Recruitment assistance 

¶ Veteran employment and training services 

¶ Adult, Dislocated, and Youth Worker activities under WIOA 

¶ Adult Education under Connecticut State Department of Education 

¶ Apprenticeship Training information  

¶ Vocational Rehabilitation Training under DORS (Department of Rehabilitation Services) 
and BESB (Bureau of Education and Services for the Blind) 

¶ Unemployment Insurance assistance 

¶ Jobs First Employment Services 

¶ Referrals to supportive services 

¶ Complaint handling 

Staff in the American Job Centers is put through periodic MSFW Program and Job Service 

Complaint System training to refresh their MSFW and Job Service Complaint System 

knowledge.  The SMA will continue on-site monitoring of the AJCs to ensure compliance with 

the Job Service regulations, offering technical assistance as needed. 

 

 

  

Outreach efforts often involve collaboration with partner agencies/advocacy groups, and serve 

to inform said agencies/groups, as well as the farm workers themselves, on the Job Service 

Complaint System. 

Although employer services and the utilization of the Agricultural Recruitment System (ARS) 

are typically promoted during outreach visits, CTDOL has begun involving and collaborating 

with its Business Services Representatives to better serve the needs of these agricultural 

employers.  Other services available to agricultural employers include: 
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¶ Assistance with the placement of job orders 

¶ Assistance with the recruitment of qualified workers 

¶ Mediation and interpretation assistance 

¶ Complaint assistance 

¶ Technical assistance on compliance with employment related Federal and State 
regulations 

  

6. OTHER REQUIREMENTS 

A. COLLABORATION 

The SMA has also established relationships with the Connecticut River Valley Farmworker 

(ÅÁÌÔÈ 0ÒÏÇÒÁÍ ÁÎÄ 5#ÏÎÎȭÓ -ÉÇÒÁÎÔ &ÁÒÍ×ÏÒËÅÒ #ÌÉÎÉÃÓȟ ÁÒÅÁ #ÏÍÍÕÎÉÔÙ (ÅÁÌÔÈ #ÅÎÔÅÒÓȟ 
Statewide Legal Services of Connecticut, and Massachusetts Migrant Educational Program.  The 

SMA, along with the Outreach Representative, will look to maintain and/or expand these 

relationships over the foreseeable future. Both the SMA and the Outreach Representative are 

active in coordinating events and participating in joint meeting with various entities.  Often, 

they hold joint sessions at farms. Expanded agreements are expected to be completed in the 

upcoming year. 

 

  

B. REVIEW AND PUBLIC COMMENT 

4ÈÅ 7)/! 3ÅÃÔÉÏÎ ρφχ .&*0 'ÒÁÎÔÅÅȟ ÔÈÅ .Å× %ÎÇÌÁÎÄ &ÁÒÍ 7ÏÒËÅÒȭÓ #ÏÕÎÃÉÌȟ ÈÁÓ ÂÅÅÎ 

ÁÆÆÏÒÄÅÄ ÔÈÅ ÏÐÐÏÒÔÕÎÉÔÙ ÔÏ ÒÅÖÉÅ× ÁÎÄ ÃÏÍÍÅÎÔ ÏÎ #4$/,ȭÓ !ÇÒÉÃÕÌÔÕÒÁÌ /ÕÔreach Plan.  No 

comments or additional recommendations were received. 

 

  

 

  

 

#ÏÎÎÅÃÔÉÃÕÔȭÓ 3-! ÈÁÓ ÒÅÖÉÅ×ÅÄ ÁÎÄ ÁÐÐÒÏÖÅÄ #4$/,ȭÓ !ÇÒÉÃÕÌÔÕÒÁÌ /ÕÔÒÅÁÃÈ 0ÌÁÎȢ 

 

  

C. DATA ASSESSMENT 

!ÎÁÌÙÓÉÓ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÐÅÒÆÏÒÍÁÎÃÅ ÄÁÔÁ ÍÁÙ ÓÈÏ× ÔÈÁÔ ÃÅÒÔÁÉÎ ÉÎÄÉÃÁÔÏÒÓ were not met at 

all times during this past four year period.  However, CTDOL does not feel the data is 

commensurate with its efforts to meet the performance goals.  Agricultural workers are 

continuously encouraged to seek better opportunities through employment and training 

programs at the AJCs, but certain factors, such as legal status, may be preventing part of the 

population from taking advantage of these services.  This leaves us with a much smaller pool of 
measurable MSFWs, of which some may actually take advantage of the offered services, but not 

all, in which case the state ends up failing certain indicators.  Some of the failed indicators can 

also be attributed to the transition period to a new database over the past two years, which 
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affected some of the data.  #4$/, ×ÉÌÌ ÃÏÎÔÉÎÕÅ ÔÏ ÐÒÏÖÉÄÅ ÔÈÅ ÓÔÁÔÅȭÓ -3&7Ó ×ÉÔÈ 

quantitatively proportionate, and qualitatively equivalent, services as compared to non-

MSFWs.  It will also continue to encourage agricultural workers to seek better opportunities 

through employment services and training. 

 

  

D. ASSESSMENT OF PROGRESS 

e. 6. 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. 

State Monitor Advocate Annual Summary of 

Services to Migrant and Seasonal  

 

 

Farmworkers  

 

 

20 CFR 653.108(s) 

 

 

  

 

 

The State Monitor Advocate (SMA) must prepare for the 

State Administrator, the Regional Monitor Advocate, 

and the National Monitor Advocate, an Annual 

Summary describing how the State provided 

employment services to MSFWs within the State based 

on statistical data, reviews, and other activities as 

required in this chapter. The summary must include: 

 

 

(1)       A description of the activities undertaken during 

the program year by the SMA pertaining to his/her 

responsibilities set forth in this section and other 

applicable regulations in this chapter. 

 

 

2ÅÖÉÅ× ÏÆ ÔÈÅ 0ÒÅÖÉÏÕÓ 9ÅÁÒȭÓ !ÇÒÉÃÕÌÔÕÒÁÌ !ÃÔÉÖÉÔÙ ÉÎ 

the State 
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.  

 

 

 In PY 2018, according to USDA/NASS data, there was 

an estimated 5,521 farms in Connecticut operating 

ÏÎ χόυȟωχύ ÁÃÒÅÓȢ #4$/,ȭÓ ,ÁÂÏÒ -ÁÒËÅÔ )ÎÆÏÒÍÁÔÉÏÎ 

indicates that there were approximately 4,700 

people employed in this industry.   The number of 

employers submitting H -2A related job orders 

increased to 46 during this period, totaling 85 job 

orders and 820 workers requested.   The rest of 

agricultural employers continue to recruit on their 

own. 

 

 

Despite the difficulty of finding US workers for these 

jobs, CTDOL continued to promote its recruitment 

assistance services during outreach efforts.  #4$/,ȭÓ 

Foreign Labor Certification Specialist, along with the 

State Monitor Advocate (SMA) and Outreach Worker, 

also screened job seekers inquiring about the posted job 

orders, ensuring that qualified prospects, understood 

the terms and conditions of each job before being 

referred to a job opening.             

 

 

Outreach 

 

 

For PY 2018, outreach worker responsibilities were, 

carried out in a full-time capacity during periods of the 

highest MSFW activity in Connecticut, between March 

and November, and in part-time capacity the remainder 

of the time.  

 

 

The SMA has continued to maintain and strengthen 

existing partnerships with various organizations, 

developing additional partnerships with other 

stakeholders whenever possible. These partnerships 
provide the MSFW SWA staff with the opportunity to 
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share their knowledge of farm worker needs, 

characteristics and concerns, and to work to develop 

solutions to deficiencies in service delivery to MSFWs.  

During outreach visits, CTDOL staff continues to 

promote the integrated, and universally accessible, 

employment services that are offered to all customers, 

ÉÎÃÌÕÄÉÎÇ -3&7Óȟ ÉÎ ÅÁÃÈ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ !ÍÅÒÉÃÁÎ *ÏÂ 

Centers.  (AJC) 

 

 

MSFWs have access to the following services through a 

single delivery system: Wagner-Peyser labor exchange 

services such as Career Counseling, Veterans 

Employment and Training, Professional Resumé 

Critiquing/Resumé Writing, Job Search Assistance, 

Reemployment Workshops and Job Referrals. Other 

employment and training services include Adult, 

Dislocated Worker and Youth under WIOA; Adult 

Education, Apprenticeship Training, Vocational 

Rehabilitation Training under Department of Aging and 

Disability Services; and BESB (Board of Education and 

Services for the Blind), Unemployment Insurance, Jobs 

First Employment Services, and Referral to Supportive 

Services.  This universal access to core services 

guarantees barrier-free admission to all seekers of 

employment and training services, including individuals 

with disabilities.  If an MSFW cannot, or does not wish, 

to visit an AJC to seek these services, assistance to 

access to these services will be provided by the 

outreach worker. 

 

 

Staff encourages non-English-speaking customers to 

take advantage of the free English as a Second Language 

(ESL) classes offered through Adult Education or 

#4$/,ȭÓ 7)/! 3ÅÃÔÉÏÎ ρφχ 'ÒÁÎÔÅÅȟ ÔÈÅ .Å× England 

&ÁÒÍ 7ÏÒËÅÒȭÓ #ÏÕÎÃÉÌȢ ɉ.%&7#Ɋ  This is a critical 

component of promoting lifelong learning and 

developing the basic skills needed to secure 

employment and pursue career growth. 

 

 

Affirmative Action Plans   
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Regulations require SMA participation in Affirmative 

Action Planning only as it relates to MSFWs.  

Connecticut has no significant offices and therefore is 

not required to submit an MSFW Affirmative Action 

Plan.  #4$/,ȭÓ !ÆÆÉÒÍÁÔÉÖÅ !ÃÔÉÏÎ 0ÌÁÎ ÒÅÌÁÔÅÓ ÏÎÌÙ ÔÏ ÉÔÓ 

own employees and their hiring.  

 

 

Monitoring  

 

 

In PY 2018 the SMA accompanied the RMA, as part of a 
consolidated compliance review, on formal onsite 

reviews of two (2) AJCs that are part of the Workforce 

Development Board (WDB) overseeing the eastern 

region of the state:  Montville AJC, a comprehensive 

center, and Willimantic AJC, a satellite office that was 

once a comprehensive center and still offers many of 

the same services.  Monitoring and field checks took 

place between 4/1/19 and 4/5/19.  

 

 

Indicators of Compliance and Corrective Actions 

 

 

In PY 2018 Equity Ratio Indicator data was reported as 

per Federal guidance (PIRL crosswalk) provided by the 

NMA and RMA.  Over his tenure the SMA has observed 

that two of the Equity Ratio Indicators are 

uncontrollable by CTDOL or its staff.  Referred to Jobs 

and Job Development Contacts depend heavily on the 

ÐÁÒÔÉÃÉÐÁÎÔȭÓ ×ÉÌÌÉÎÇÎÅÓÓ ÔÏ ÓÅÅË ÏÔÈÅÒ ÅÍÐÌÏÙÍÅÎÔ 

opportunities.  The SMA has discussed the issue with 

the prior RMA. 

 

 

Compliance with Minimum Service Level Indicators is 

only required from the twenty (20) most significant 
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MSFW states, pursuant to 20 CFR 653.112 (c).  Although 

Connecticut is not a significant state, the MSFW Unit 

ÃÏÎÔÉÎÕÅÓ ÔÏ ÓÔÒÉÖÅ ÔÏ ÉÍÐÒÏÖÅ #4$/,ȭÓ ÐÅÒÆÏÒÍÁÎÃÅ ÉÎ 

these areas.  

 

 

(2)       An assurance that the SMA has direct, personal 

access, whenever he/she finds it necessary, to the State 

Administrator and that the SMA has status and 

compensation approved by the civil service 

classification system, and is comparable to other State 

positions assigned similar levels of tasks, complexity, 

and responsibility. 

 

 

The State Monitor Advocate (SMA) position is a 

federally mandated position, required under 20 CFR 

§653.108.  This individual monitors the agency for 

compliance with federal regulations concerning 

services and protections to Migrant and Seasonal 

Farmworkers (MSFWs).  The individual also advocates 

on behalf of the MSFW population to improve services 

within CT DOL, and other government and non-

government agencies.  The SMA is also responsible for 

investigating and processing MSFW complaints and the 

overall monitoring of the complaint system within CT 

DOL.  When necessary, he acts as a mediator between 

employers and farmworkers; offers technical advice to 

agency officials, employers and other interested parties; 

and serves as an MSFW representative on boards and 

committees of community organizations. Yu-mon Luis 

Chang has been designated as the Connecticut SMA by 

the State Administrator. In this role, Luis has access as 

needed to the administrator within the CT Department 

of Labor. 

 

 

(3)       An assurance the SMA devotes all of his/her time 

to Monitor Advocate functions. Or, if the SWA proposed 

the SMA conducts his/her functions on a part-time 
basis, an explanation of how the SMA functions are 

effectively performed with part -time staffing. 
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In Connecticut, the State Monitor Advocate is a full time 

position to ensure SMA functions are effectively 

performed. The CT SMA is part of the Performance & 

Accountability unit within the CT DOL. 

 

 

(4)      A summary of the monitoring reviews conducted 

by the SMA, including: 

 

 

a.   A description of any problems, deficiencies, or 

improper practices the SMA identified in the delivery of 

services; 

 

 

The SMA performed on-site reviews of two (2) AJCs, 

Montville and Willimantic.  

 

 

b.   A summary of the actions taken by the State 

Workforce Agency (SWA) to improve its service 

delivery to MSFWs: 

 

 

MSFW Data Quality Issues: 

  CTDOL has revised its MSFW Desk Aid, including 

updated definitions of MSFW related terminology.  The 

SMA has also trained a small group of recently 

appointed front-line staff on the MSFW Program, 

farmworker definitions, and procuring 12 month work 

history from participants to determine proper MSFW 

classification.  Further training and refresher sessions 

to all existing AJC staff was completed by the spring of 

2020. It included presentations from NEFWC. 

 

 

Update of MSFW Program Policy and Procedures 
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Guidelines:   

CTDOL staff has met MSFW program requirements 

ÔÈÒÏÕÇÈ ÔÈÅ 3-!ȭÓ ÓÔÒÉÃÔ ÒÅÌÉÁÎÃÅ ÏÎ &ÅÄÅÒÁÌ regulations 

and guidance, reference material from previous 

#ÏÎÎÅÃÔÉÃÕÔ 3-!Óȟ ÁÎÄ ÔÈÅ 3-!ȭÓ Ï×Î ÎÅÔ×ÏÒË ÏÆ 

colleagues and stakeholders.  CTDOL SMA and MSFW 

Outreach Worker are currently finalizing the policy and 

procedure guidelines for housing inspections, MSFW 

outreach, SMA monitoring and field checks. Expected to 

be completed by the end of 2020.. 

 

 

Introduce AJC Staff to NFJP Services: 

  The SMA has been working on growing the 
relationship between Connecticut AJCs and the NEFWC, 

with the intent of improvi ng the delivery and efficacy of 

ÅÍÐÌÏÙÍÅÎÔ ÁÎÄ ÔÒÁÉÎÉÎÇ ÓÅÒÖÉÃÅÓ ÔÏ #4ȭÓ -3&7Óȟ ÁÓ 

well as increasing MSFW participation at job centers.  

The assessment by the federal staff does not mention 

ÁÎÙ ÏÆ ÔÈÅ 3-!ȭÓ ÐÒÉÏÒ ÅÆÆÏÒÔÓ ÏÒ ÁÃÈÉÅÖÅÍÅÎÔÓ ÉÎ ÔÈÉÓ 

area, such as (a) already having introduced NEFWC staff 

and services at the Hartford and Hamden AJCs, (b) 

already having established and tested a referral system 

between the Hartford AJC and NEFWC, with plans of 

utilizing the same model at other AJCs, and (c) already 

helping NEFWC with their enrollment goals through 

closely coordinated outreach activities and initiatives.  

The assessment makes no mention of socio/economic 

factors that were discussed in the meeting, which are 

ÁÆÆÅÃÔÉÎÇ .%&7#ȭÓ ÅÎÒÏÌÌÍÅÎÔ ÇÏÁÌÓ ÄÉÒÅÃÔÌy. 

 

 

CTDOL has completed training sessions for all American 

Job Center staff. The training covered the definition of 

seasonal farmworker and migrant farmworker, 

recording the employment in CThires, accurately 

designating our customers as MSFW or non-MSFW in 

CThires, and a refresher of services and presentation by 

NEFWC. 

 

 

(5)       A summary of the outreach efforts undertaken by 

all significant and non-significant MSFW ES offices. 
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Connecticut is not a significant MSFW state, nor does it 

have any significant MSFW ES offices.  Outreach efforts 

ÏÒÉÇÉÎÁÔÅ ÆÒÏÍ #4$/,ȭÓ #ÅÎÔÒÁÌ /ÆÆÉÃÅȟ ÐÅÒÆÏÒÍÅÄ ÂÙ ÔÈÅ 

MSFW Outreach Worker and SMA.  A summary of the 

outreach log for PY 2018: 124 employer visits. Services 

were provided to 987 farmworkers. 

 

 

(6)     A summary of the 3ÔÁÔÅȭÓ ÁÃÔÉÏÎÓ ÔÁËÅÎ ÕÎÄÅÒ ÔÈÅ 

Complaint System described in part 658, Subpart E of 

this chapter, identifying any challenges, complaint 

trends, tracking resolution of complaints, findings from 
reviews of the Complaint System, trainings offered 

throughout the year, and steps taken to inform and 

educate MSFWs, employers, and farmworker advocacy 

groups about the Complaint System. 

 

 

During PY 2018, CTDOL continued to promote the 

availability of the Job Service Complaint system to 

Migrant and Seasonal Farm Workers. The SMA received 

copies of the Job Service Complaint and Apparent 

Violations logs from each local office at the conclusion 

of each calendar quarter. Although no formal MSFW 

complaints were filed during PY 2018, the SMA quickly 

acted upon and resolved informal complaints voiced by 

farm workers, providing additional information and 

guidance when needed. 

 

 

(7)      A summary of how the SMA is working with 

Workforce Innovation and Opportunity Act (WIOA) sec. 

167 NFJP grantees and other organizations serving 

farmworkers, employers and employer organizations, 

in the State, and an assurance that the SMA is meeting at 

least quarterly with representatives of these 

organizations. The summary should include whether 

the SMA has established a Memorandum of 

Understanding (MOU) with the NFJP grantee or other 

farmworker organizations in accordance with 20 CFR 

653.108 (l). 
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Activities that took place in PY 2018 that promoted 

interagency cooperation included, but were not limited 

to: 

 

 

¶ Continued cooperation with NEFWC in an effort 
ÔÏ ÃÏÏÒÄÉÎÁÔÅ ÂÏÔÈ ÁÇÅÎÃÉÅÓȭ ÅÍÐÌÏÙÍÅÎÔ ÁÎÄ 

training services, but also to avoid duplication of 

services.  As previously mentioned, CTDOL has a 

statewide MOU with NEFWC, its NJFP grantee. 

¶ Presented information to students at the 

University of Connecticut in a class titled 

Ȱ-ÉÇÒÁÎÔ 7ÏÒËÅÒÓ ÉÎ #ÏÎÎÅÃÔÉÃÕÔȢȱ  SMA and 

Outreach Worker provided information on their 

own job duties as well as the variety of 

employment and support services available to 

-3&7Ó ÔÈÒÏÕÇÈ #4$/,ȭÓ ÐÒÏÇÒÁÍÓȢ 

¶ 0ÁÒÔÉÃÉÐÁÔÅÄ ÉÎ ÔÈÅ 5ÎÉÖÅÒÓÉÔÙ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ 

Migrant Farm Worker Clinic Symposium by 

presenting information about MSFWs to medical 

students who visit farms and conduct free 

medical screenings for farm workers. 

¶ Maintained existing relationships with 
community based organizations such as the 

University of Connecticut Health Center, Area 

Health Education Centers, and Statewide Legal 

Services of CT. 

¶ The SMA continues to serve as a member of the 
Connecticut River Valley Farmworker Health 

Program Advisory Board. 

(8)      A summary of the statistical and other MSFW-

related data and reports gathered by SWAs and ES 

offices for the year, including an overview oÆ ÔÈÅ 3-!ȭÓ 

ÉÎÖÏÌÖÅÍÅÎÔ ÉÎ ÔÈÅ 37!ȭÓ ÒÅÐÏÒÔÉÎÇ ÓÙÓÔÅÍÓȢ 

 

 

           CTDOL has both the SMA and Outreach Workers 
positions structured within its Performance & 

Accountability unit, responsible for providing support 

ÔÏ #4$/,ȭÓ 7ÏÒËÆÏÒÃÅ $ÅÖÅÌÏÐÍÅÎÔ "ÕÓÉÎÅÓÓ System 
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(WDBS), CTHires, as well as generating reports, 

providing technical support to agency programs and 

departments, and performing both program and 

administrative functions for Foreign Labor Certification 

(FLC), Equal Opportunity (EO) / Americans with 

Disabilities Act (ADA), and the MSFW Program.  The 

SMA is able to source and analyze performance data 

consistently without issues due to this structure, so 

much so that with the help of the Research Analysts 

within the unit, CTDOL was able to detect improper 

data reference guidance received from the Federal 

level.  The SMA and Outreach Worker have also started 

to once again review MSFW registrations and correcting 

data on a quarterly basis, a practice that had not been 

ÉÍÐÌÅÍÅÎÔÅÄ ÓÉÎÃÅ #4$/,ȭÓ ÒÅÃÅÎÔ ÔÒÁÎÓÉtion to its new 

WDBS. 

 

 

(9)      A summary of the training conducted for SWA 

personnel, including ES office personnel, on techniques 

for accurately reporting data. 

 

 

     

 

 

         The SMA has trained the Outreach Worker on 

verifying and classifying MSFW registrations on a 

quarterly basis.  The SMA has also trained new front 

line staff, as mentioned above, on the identification of 

MSFWs and the reasons it is considered an underserved 

population.  This training will be extended to all Job 

Center staff this fall 2019. 

 

 

(10)  A summary of activities related to the Agricultural 

Outreach Plan (AOP) and an explanation of how those 

activities helped the State reach the goals and objectives 

described in the AOP. At the end of the 4-year AOP 

cycle, the summary must include a synopsis of the 
37!ȭÓ ÁÃÈÉÅÖÅÍÅÎÔÓ ÏÖÅÒ ÔÈÅ ÐÒÅÖÉÏÕÓ τ ÙÅÁÒÓ ÔÏ 

accomplish the goals set forth in the AOP, and a 

description of the goals which were not achieved and 
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the steps the SWA will take to address those 

deficiencies. 

 

 

MSFWs 

 

 

 For PY 2018 the SMA and the Outreach Worker carried 

out oral presentations, in English and Spanish, at 

×ÏÒËÅÒÓȭ ÌÉÖÉÎÇ ÑÕÁÒÔÅÒÓ ÏÒ ÃÏÍÍÏÎ ÇÁÔÈÅÒÉÎÇ ÁÒÅÁÓȢ  

(Break areas, dining rooms)  Workers were provided 

outreach flyers in English and Spanish that  outline the 

ÓÅÒÖÉÃÅÓ ÁÎÄ ÁÖÁÉÌÁÂÌÅ ÉÎ ÔÈÅ ÓÔÁÔÅȭÓ !ÍÅÒÉÃÁÎ *ÏÂ 

Centersɂe.g. job search database (CTHires), 

professional résumé critiquing, time management, 

computer labs and fax machines, internet access, 

stationery, etc.ɂor other useful information, such as 

Unemployment Compensation, New England Farm 

7ÏÒËÅÒȭÓ #ÏÕÎÃÉÌ ÓÅÒÖÉÃÅÓ ɉ7)/! 3ÅÃÔÉÏÎ ρφχ 'ÒÁÎÔÅÅɊȟ 

ÏÒ #ÏÎÎÅÃÔÉÃÕÔ 2ÉÖÅÒ 6ÁÌÌÅÙ &ÁÒÍ 7ÏÒËÅÒȭÓ (ÅÁÌÔÈ 

Program (CRVFHP) and the Migrant Farm Worker 

Clinics.  The workers were also handed informational 

cards (business card-sized) with contact information 

for CTDOL, U.S. Wage & Hour, NEFWC, Statewide Legal 

Services, and a host of Community Health Centers, 

amongst others. 

 

 

)Î 09 ςπρψ ÔÈÅ ÃÏÌÌÁÂÏÒÁÔÉÏÎ ÂÅÔ×ÅÅÎ .%&7#ȟ #4$/,ȭÓ 

WIOA Section 167 Grantee, and the Hartford AJC has 

continued.  A career counselor at the AJC was 

designated as a point of contact to ease collaboration 

and referrals between both offices.  The SMA, along with 

the Outreach Worker, continued to visit NEFWC several 

times in the off-season to provide Workforce 

Information Services, assist workers with questions, 

and refer workers to the AJC for further services.  They 

have also conducted UI Initial Claim Assistance 

workshops at the Willimantic AJC in conjunction with 

NEFWC, allowing the NFJP grantee to register 
participants for their program at the same time, and 

allowing AJC staff to offer services to the claimants. 
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Employers and Others 

 

 

 During PY 2018 the Outreach Worker continued to 

establish and develop his relationships with 

participants of the H2-A Program through frequent 

outreach visits and phone contact, offering the 

employers assistance with the screening of qualified 

(when applicable) workers during recruitment, 

providing technical assistance for compliance with 

Wagner-Peyser regulations and Federal/State 

employment laws, and acting as a resource and support 
system on employment related issues.  The SMA and 

Outreach Worker also reached out to a number of 

employers not utilizing the Agricultural Recruitment 

System (ARS), educating them on the State Monitor 

Advocate System, the services available through the 

CTDOL, and the services and protections available to 

MSFWs.  On certain occasions the SMA and Outreach 

Worker were successful in delivering the message, 

allowing them to speak to MSFWs and provide them 

with information on available services at American Job 

Centers, support services, and points of contact should 

any complaints or issues arise. 

 

 

CTDOL has also continued to collaborate with the 

Puerto Rico SWA in the recruitment of job seekers to fill 

the positions generated by agricultural employers in 

Connecticut. In cases where a worker from Puerto Rico 

completed his/her employment contract and the 

employer was pleased with their performance, CTDOL 

and local DOL offices in Puerto Rico made note of the 

successful match and attempted to recruit that same 

individual for the same employer in the following year, 

thus reducing the burden of constantly retraining 

individuals and alleviating some of the stress that 

workers experience in unfamiliar working and living 

environments. 
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Other activities in PY 2018 included MSFW Program 

presentations and outreach sessions with NEFWC at a 

number of farms, and meeting / educating / learning 

with other stakeholders.  (University of Connecticut 

Health Center, University of Connecticut, US Wage & 

Hour)  The SMA continued to work closely with the 

5ÎÉÖÅÒÓÉÔÙ ÏÆ #ÏÎÎÅÃÔÉÃÕÔ (ÅÁÌÔÈ #ÅÎÔÅÒȭÓ -ÉÇÒÁÎÔ 

Farmworker Clinics to facilitate access to health 

services to the farmworkers, despite the changing 

landscape of agricultural employers.  The SMA also 

continued as a member of the Connecticut River Valley 

Farmworker Health Program Advisory Board, which 

works closely with the University of Connecticut Health 

Center and its Migrant Farm Worker Clinics, as well as 

Community Health Centers in the area.  Lastly, the SMA 

also coordinated a field visit by students enrolled in the 

5ÎÉÖÅÒÓÉÔÙ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ -ÉÇÒÁÎÔ 7ÏÒËÅÒ ÃÌÁÓÓ ÔÏ ÏÎÅ 

of the farms participating in the H-2A program, 

providing the students some insight into the living and 

working conditions some farmworkers endure, as well 

ÁÓ ÔÈÅ $/,ȭÓ ÒÏÌÅ ÉÎ ÅÍÐÌÏÙÍÅÎÔȟ ÔÒÁÉÎÉÎÇȟ ÁÎÄ ÏÕÔÒÅÁÃÈȢ 

 

 

(11)  For significant MSFW ES offices, a summary of the 

ÆÕÎÃÔÉÏÎÉÎÇ ÏÆ ÔÈÅ 3ÔÁÔÅȭÓ ÁÆÆÉÒÍÁÔÉÖÅ ÁÃÔÉÏÎ ÓÔÁÆÆÉÎÇ 

program under 20 CFR 653.111. 

 

 

         CTDOL does not have any AJCs designated as 

significant MSFW offices. 

 

 

  

  

  

E. STATE MONITOR ADVOCATE 

#ÏÎÎÅÃÔÉÃÕÔȭÓ 3-! ÈÁÓ ÅÓÔÁÂÌÉÓÈÅÄ ÒÅÌÁÔÉÏÎÓÈÉÐÓ ×ÉÔÈ ÖÁÒÉÏÕÓ ÅÎÔÉÔÉÅÓ ÁÃÒÏÓÓ ÔÈÅ ÓÔÁÔÅ ÁÎÄ 

ÒÅÇÉÏÎȟ ÉÎÃÌÕÄÉÎÇ ÔÈÅ .%&7#ȟ #4$/,ȭÓ .&*0 grantee. A Memorandum of Understanding was 

updated between the two agencies in March of 2016, hoping to maximize the number of 

resources available to MSFWs. The SMA has also established collaboration between the NEFWC 

and the Hartford AJC, affording staff from both agencies to familiarize themselves with each 

ÏÔÈÅÒȭÓ ÓÅÒÖÉÃÅÓȟ ÁÎÄ ÅÓÔÁÂÌÉÓÈÉÎÇ ÐÏÉÎÔÓ ÏÆ ÃÏÎÔÁÃÔ ÉÎ ÅÁÃÈ ÁÇÅÎÃÙ ÔÏ ÅÁÓÅ ÃÏÏÒÄÉÎÁÔÉÏÎ ÏÆ 
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services and referrals between both offices. CTDOL intends to establish similar relationships 

between NEFWC and its other AJCs going forward. The SMA has also established relationships 

×ÉÔÈ ÔÈÅ #ÏÎÎÅÃÔÉÃÕÔ 2ÉÖÅÒ 6ÁÌÌÅÙ &ÁÒÍ×ÏÒËÅÒ (ÅÁÌÔÈ 0ÒÏÇÒÁÍ ÁÎÄ 5#ÏÎÎȭÓ -ÉÇÒÁÎÔ 

Farmworker Clinics, area Community Health Centers, Statewide Legal Services of Connecticut, 

and Massachusetts Migrant Educational Program. The SMA, along with the Outreach 

Representative, will look to maintain and/or expand these relationships over the foreseeable 

future. 

 !ÎÁÌÙÓÉÓ ÏÆ #ÏÎÎÅÃÔÉÃÕÔȭÓ ÐÅÒÆÏÒÍÁÎÃÅ ÄÁÔÁ ÍÁÙ ÓÈÏ× ÔÈÁÔ ÃÅÒÔÁÉÎ ÉÎÄÉÃÁÔÏÒÓ ×ÅÒÅ Îot met at 

all times during this past four year period. However, CTDOL does not feel the data is 

commensurate with its efforts to meet the performance goals. Agricultural workers are 

continuously encouraged to seek better opportunities through employment and training 

programs at the AJCs, but certain factors, such as legal status, may be preventing part of the 

population from taking advantage of these services. This leaves us with a much smaller pool of 

measurable MSFWs, of which some may actually take advantage of the offered services, but not 

all, in which case the state ends up failing certain indicators. Some of the failed indicators can 

also be attributed to the transition period to a new database over the past two years, which 

affected some of the data. #4$/, ×ÉÌÌ ÃÏÎÔÉÎÕÅ ÔÏ ÐÒÏÖÉÄÅ ÔÈÅ ÓÔÁÔÅȭÓ -3&7Ó ×ÉÔÈ ÑÕÁÎÔÉÔÁÔÉÖÅÌÙ 

ÐÒÏÐÏÒÔÉÏÎÁÔÅȟ ÁÎÄ ÑÕÁÌÉÔÁÔÉÖÅÌÙ ÅÑÕÉÖÁÌÅÎÔȟ ÓÅÒÖÉÃÅÓ ÁÓ ÃÏÍÐÁÒÅÄ ÔÏ ÎÏÎȤ-3&7ÓȢ  It will also 

continue to encourage agricultural workers to seek better opportunities through employment 

services and training. 

 4ÈÅ 7)/! 3ÅÃÔÉÏÎ ρφχ .&*0 'ÒÁÎÔÅÅȟ ÔÈÅ .Å× %ÎÇÌÁÎÄ &ÁÒÍ 7ÏÒËÅÒȭÓ #ÏÕÎÃÉÌȟ ÈÁÓ ÂÅÅÎ 

ÁÆÆÏÒÄÅÄ ÔÈÅ ÏÐÐÏÒÔÕÎÉÔÙ ÔÏ ÒÅÖÉÅ× ÁÎÄ ÃÏÍÍÅÎÔ ÏÎ #4$/,ȭÓ !ÇÒÉÃÕÌÔÕÒÁÌ /ÕÔÒÅÁÃÈ 0ÌÁÎȢ .Ï 

comments or additional recommendations were received. 

ConnectÉÃÕÔȭÓ 3-! ÈÁÓ ÒÅÖÉÅ×ÅÄ ÁÎÄ ÁÐÐÒÏÖÅÄ #4$/,ȭÓ !ÇÒÉÃÕÌÔÕÒÁÌ /ÕÔÒÅÁÃÈ 0ÌÁÎȢ 

  

WAGNER-PEYSER ASSURANCES 

The State Plan must include Include 

1. The Wagner-Peyser Act Employment Service is co-located with one-stop centers or a 

plan and timeline has been developed to comply with this requirement within a 

reasonable amount of time (sec 121(e)(3)); 

Yes 

2. If the State has significant MSFW one-stop centers, the State agency is complying with 

the requirements under 20 CFR 653.111, State Workforce Agency staffing 

requirements; 

Yes 

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-Peyser Act services, 

Adult and Dislocated Worker programs and Youth Programs under Title I; and 

Yes 

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 remÏÖÁÌ ÏÆ ÁÎ ÅÍÐÌÏÙÅÒȭÓ ÃÌÅÁÒÁÎÃÅ ÏÒÄÅÒÓ ÆÒÏÍ ÉÎÔÅÒÓÔÁÔÅ ÏÒ 

Yes 
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The State Plan must include Include 

intrastate clearance if the employer was granted conditional access to ARS and did not 

come into compliance within 5 calendar days; 

     6) Enter into agreements with State and Federal enforcement agencies for 

enforcement-ÁÇÅÎÃÙ ÓÔÁÆÆ ÔÏ ÃÏÎÄÕÃÔ ÆÉÅÌÄ ÃÈÅÃËÓ ÏÎ ÔÈÅ 37!Óȭ ÂÅÈÁÌÆ ɉÉÆ ÔÈÅ 37! ÓÏ 

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. 

WAGNER PEYSER PROGRAM PERFORMANCE INDICATORS 

Performance Indicators PY 2020 

Expected Level 

PY 2020 

Negotiated Level 

PY 2021 

Expected Level 

PY 2021 

Negotiated Level 

Employment (Second 

Quarter After Exit) 

63.0 65.0 64.0 66.0 

Employment (Fourth 

Quarter After Exit) 

60.0 63.0 61.0 64.0 

Median Earnings (Second 

Quarter After Exit)  

6100.0 6300.0 6350.0 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 1 Not Applicable 1 Not Applicable 1 Not Applicable 1 

1 

 Ȱ%ÆÆÅÃÔÉÖÅÎÅÓÓ ÉÎ 3ÅÒÖÉÎÇ %ÍÐÌÏÙÅÒÓȱ ÉÓ ÓÔÉÌÌ ÂÅÉÎÇ ÐÉÌÏÔÅÄ ÁÎÄ ÔÈÉÓ ÄÁÔÁ ×ÉÌÌ ÎÏÔ ÂÅ ÅÎÔÅÒÅÄ ÆÏÒ φτφτ 

State Plans. 

PROGRAM-SPECIFIC REQUIREMENTS FOR ADULT EDUCATION AND FAMILY LITERACY 

ACT PROGRAMS 

A. ALIGNING OF CONTENT STANDARDS 

  

With adoption of the Connecticut Core Standards (CCS), the new GED test, and the new 

7ÅÂȤÂÁÓÅÄ .ÁÔÉÏÎÁÌ %ØÔÅÒÎÁÌ $ÉÐÌÏÍÁ 0ÒÏÇÒÁÍ ɉ.%$0Ɋȟ ÔÈÅ #3$% ÒÅÃÏÇÎÉÚÅÄ ÔÈÅ ÎÅÅÄ ÔÏ 

support a set of standards relevant to adult learners. Connecticut adopted the College and 

Career Readiness Standards (CCRS) for Adult Education released by the United States 

Department of Education Office of Career, Technical, and Adult Education (OCTAE). These 

content standards align closely with the CCS. In December 2014, Connecticut applied to the 

OCTAE ÁÎÄ ×ÁÓ ÓÅÌÅÃÔÅÄ ÆÏÒ ÐÁÒÔÉÃÉÐÁÔÉÏÎ ÉÎ ÔÈÅ ##23ȤÉÎȤ!ÃÔÉÏÎ ÐÒÏÊÅÃÔȢ 4ÒÁÉÎÅÒÓ ÐÁÒÔÉÃÉÐÁÔÅÄ ÉÎ 

two workshops in Washington, DC, to be trained in the statewide implementation of standards. 

Connecticut has a policy that all adult education providers have their Adult Basic Education 

(ABE)/General Educational Development (GED) and Credit Diploma subject teachers trained in 

using the CCRS in their curriculum. Full implementation began July 1, 2017.  
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Connecticut has committed to use of the CCRS in all adult education classes. Since the 

submission of the State Plan in 2016, over 600 teachers completed the English Language Arts 

series and over 100 teachers completed the Math series. We continue to make training available 

for newly hired teachers and to provide training for lead teachers in alignment of resources and 

lesson review to the CCRS. Technical assistance is ongoing for this effort. Beginning in 2020, 

online courses with videos have been developed to ensure all teachers can access training. 

Additionally, training  in the English Language Proficiency Standards (ELPS) has been ongoing 

for English language teachers. 

  

  

B. LOCAL ACTIVITIES 

ADULT EDUCATION AND LITERACY ACTIVITIES (SECTION 203 OF WIOA) 

4ÈÅ 3ÔÁÔÅ ÏÆ #ÏÎÎÅÃÔÉÃÕÔ ×ÉÌÌ Á×ÁÒÄ ÍÕÌÔÉȤÙÅÁÒ ÇÒÁÎÔÓ ÔÏ ÅÌÉÇÉÂÌÅ ÐÒoviders through a Request 

for Proposals (RFP) process to enable providers to develop, implement and improve adult 
education and literacy activities. To ensure direct and equitable access for all eligible providers, 

the CSDE will publish a Notice of Availability in all major newspapers throughout the state and 

post the notice on the Web page of the Connecticut State Department of Education (CSDE), as 

well as the Web page of our core partners, the Connecticut Bureau of Rehabilitation Services 

(BRS), and the CÏÎÎÅÃÔÉÃÕÔ $ÅÐÁÒÔÍÅÎÔ ÏÆ ,ÁÂÏÒ ɉ$/,ɊȢ 4ÈÅ 2&0 ×ÉÌÌ ÂÅ ÅȤÍÁÉÌÅÄ ÔÏ ÁÌÌ ÌÏÃÁÌ 

education agencies (LEAs), higher education institutions, and to current and past providers 

ÉÎÃÌÕÄÅÄ ÏÎ Á ÍÁÓÔÅÒ ÌÉÓÔȟ ×ÈÉÃÈ ÉÎÃÌÕÄÅÓȡ ÃÏÍÍÕÎÉÔÙȤÂÁÓÅÄ ÏÒÇÁÎÉÚÁÔÉÏÎÓȠ ÒÅÇÉÏÎÁÌ ÅÄÕÃÁtional 

service centers (RESCs); housing authorities; volunteer organizations; the Connecticut 

Department of Corrections (DOC); other correctional facilities and institutions; and to all 

ÐÒÏÖÉÄÅÒÓ ÁÎÄ 7ÏÒËÆÏÒÃÅ $ÅÖÅÌÏÐÍÅÎÔ "ÏÁÒÄÓ ɉ7$"ÓɊȢ ! ÂÉÄÄÅÒÓȭ ÃÏÎÆÅÒÅÎce will be publicly 

advertised with the Notice of Availability and will be held at a central location to provide 

answers to questions regarding appropriateness of proposed projects and application 

procedures. 

Agencies that are eligible for funding through the CSDE, provided they have demonstrated 

ÅÆÆÅÃÔÉÖÅÎÅÓÓȟ ÍÁÙ ÉÎÃÌÕÄÅȡ ,%!ÓȠ ÃÏÍÍÕÎÉÔÙȤÂÁÓÅÄ ÏÒÇÁÎÉÚÁÔÉÏÎÓ ÏÒ ÆÁÉÔÈȤÂÁÓÅÄ ÏÒÇÁÎÉÚÁÔÉÏÎÓȠ 

volunteer literacy organizations; institutions of higher education; public or private nonprofit 

agencies; libraries; public housing authorities; other nonprofit institutions that have the ability 

to provide adult education and literacy activities to eligible individuals; a consortium or 

coalition of the agencies, organizations, institutions, libraries or authorities described above; 

and a partnership between an employer and an entity described above. 

Grants will be awarded to agencies that have demonstrated effectiveness in providing adult 

education and literacy activities to individuals who: have attained 17 years of age, are not 

enrolled or required to be enrolled in a secondary school under Connecticut state law; and who 

are basic skills deficient, 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 

(ELL). 

Local grants will be distributed based on the ability to meet the requirements of the Adult 

Education and Family Literacy Act (AEFLA) purposes outlined in the WIOA and have 

demonstrated effectiveness in: (1) assisting adults to become literate and obtain the knowledge 

ÁÎÄ ÓËÉÌÌÓ ÎÅÃÅÓÓÁÒÙ ÆÏÒ ÅÍÐÌÏÙÍÅÎÔ ÁÎÄ ÅÃÏÎÏÍÉÃ ÓÅÌÆȤÓÕÆÆÉÃÉÅÎÃÙȠ ɉςɊ ÁÓÓÉÓÔÉÎÇ ÁÄÕÌÔÓ ×ÈÏ ÁÒÅ 

parents or family members to becoming a full partner in the educational development of their 
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children; (3) assisting adults in completing high school; (4) promoting transitions from adult 

education to postsecondary education and training through career pathways; (5) assisting 

immigrants and ELLs to improve reading, writing, math, speaking, and comprehensive skills in 

the English language; and acquiring an understanding of American government, individual 

freedom and responsibilities of citizenship. 

The CSDE will make funding available to eligible providers in each of the five Service Delivery 

Areas (SDA) in Connecticut. The Department, in conjunction with each WDB, will assess SDA 

needs and WDB goals. Eligible providers will select the appropriate priority area when drafting 

ÁÎÄ ÓÕÂÍÉÔÔÉÎÇ ÔÈÅ 2&0 ÔÏ ÔÈÅ #3$%Ȣ 4ÈÅ 2&0 ×ÉÌÌ ÂÅ ÐÕÂÌÉÓÈÅÄ ÆÏÒ ÁÔ ÌÅÁÓÔ ÓÉØȤ×ÅÅËÓ ÔÏ Állow 

sufficient time between RFP distribution and proposal submission to the CSDE. RFPs will be 

evaluated by a review team comprised of interagency staff and experts in each priority area. 

Interagency participants will include representatives of the CSDE, the WDB, One-Stop partners, 

and Vocational Rehabilitation partners. The review team will evaluate each proposal using a 

standardized evaluation form based on required federal, state and regional criteria published in 

the RFP (including the considerations listed in the WIOA, Title II, Section 231). An internal edit 

check will be conducted by CSDE staff to ensure compliance with the requirements of Title II of 

the WIOA, all applicable laws and RFP criteria. 

The CSDE will use the following process to distribute funds to approved applicants: not less 

than 82.5 percent of the grant funds shall be used to award grants and contracts under Section 

231 of the WIOA and to carry out Section 225 of the WIOA (Programs for Corrections Education 

and Other Institutionalized Individuals); not more than 20 percent of such amount shall be 

available to carry out Section 225; not more than 12.5 percent of the grant funds shall be used to 

carry out State Leadership activities under Section 223 of the WIOA; and not more than 5 

percent of the grant funds, or $85,000, whichever is greater, shall be used for administrative 

expenses of the eligible agency. Using the evaluation criteria published in the RFP, proposal 

reviews will involve a standardized evaluation process which includes the following items: the 

ÅÌÉÇÉÂÌÅ ÐÒÏÖÉÄÅÒȭÓ ÒÅÓÐÏÎÓÅ ÔÏ 2&0 ÒÅÑÕÉÒÅÍÅÎÔÓȠ ÔÈÅ ÁÃÃÕÒÁÃÙ ÏÆ ÔÈÅ ÉÔÅÍÉÚÅÄ ÂÕÄÇÅÔ ÉÎ 

meeting line item limits and definitions; and the considerations listed in the WIOA, Title II, 

Section 231. The weight of each consideration in the evaluation process will be defined in the 

RFP. Evidence required to support each consideration listed below has been defined and is 

printed in Italics with the corresponding consideration. 

All allowable costs for the federally funded Adult Basic Education program are defined in the 

/ÆÆÉÃÅ ÏÆ -ÁÎÁÇÅÍÅÎÔ ÁÎÄ "ÕÄÇÅÔ ɉ/-"Ɋ #ÉÒÃÕÌÁÒ !ȤψχȢ 4ÈÉÓ ÄÏÃÕÍÅÎÔ ×ÉÌÌ ÂÅ ÕÓÅÄ ÔÏ 

determine reasonableness, allowability and allocability of costs. All costs must be supported by 

source documentation. 

Using the evaluation criteria published in the RFP, proposal reviews will involve a standardized 

ÅÖÁÌÕÁÔÉÏÎ ÐÒÏÃÅÓÓȟ ×ÈÉÃÈ ÉÎÃÌÕÄÅÓ ÔÈÅ ÆÏÌÌÏ×ÉÎÇ ÉÔÅÍÓȡ ÔÈÅ ÅÌÉÇÉÂÌÅ ÐÒÏÖÉÄÅÒȭÓ ÒÅÓÐÏÎÓÅ ÔÏ 2&0 

requirements; the accuracy of the itemized budget in meeting line item limits and definitions; 

the provision of adult education and literacy activities concurrently and contextually with 

workforce preparation activities; workforce training for a specific occupation or occupational 

cluster; and the considerations listed in the WIOA, Title II, Section 231(e) (listed below). 

The weight of each consideration in the evaluation process will be defined in the RFP. Evidence 

required to support each consideration has been defined and is printed within parentheses with 

the corresponding consideration. The assessment of each grant application will involve an 

intense evaluation of the ability of the eligible provider to meet the literacy needs of the area 

and to comply with the expectations and statutes described within the WIOA. The review 

process and scoring rubric will consider the following 13 considerations: 
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1. The degree to which the eligible provider would be responsive to:  A. regional needs as 

identified in the local plan under the WIOA, Title II, Section 108 (as evidenced by a 

description of regional needs and how the applicant will be responsive to those needs); 

and B. serving individuals in the community who were identified as most in need of 

adult education and literacy activities, including individuals with low literacy skills or 

who are ELLs (as evidenced by an objective statement of need accompanied by a 

recruitment and retention plan which targets these individuals). 

2. The ability of the eligible provider to serve eligible individuals with disabilities, 

including eligible individuals with learning disabilities (as evidenced by an objective 

statement of need accompanied by a recruitment and retention plan which targets these 

individuals)  

3. Past effectiveness of the eligible provider in improving the literacy of eligible individuals 

ÔÏ ÍÅÅÔ ÓÔÁÔÅȤÁÄjusted levels of performance for the primary indicators of performance 

described in the WIOA, Title II, Section 116, especially with respect to eligible 
individuals with low literacy (as evidenced by meeting or exceeding performance 

measures based on documentation from the Connecticut Adult Reporting System (CARS) 

and annual reviews for previously funded providers, and as evidenced by comparable 

objective performance measures which demonstrate successful student outcomes for 

new eligible providers). 

4. The extent to which the eligible provider demonstrates alignment between proposed 

activities and services and the strategy and goals of the local plan under the WIOA, Title 

))ȟ 3ÅÃÔÉÏÎ ρπψȟ ÁÓ ×ÅÌÌ ÁÓ ÔÈÅ ÁÃÔÉÖÉÔÉÅÓ ÁÎÄ ÓÅÒÖÉÃÅÓ ÏÆ ÔÈÅ /ÎÅȤ3ÔÏÐ ÐÁÒÔÎÅÒÓ ɉÁÓ 

evidenced by description of proposed activities and strategies and goals and how the 

provider plans to align them). 

5. 7ÈÅÔÈÅÒ ÔÈÅ ÅÌÉÇÉÂÌÅ ÐÒÏÖÉÄÅÒȭÓ ÐÒÏÇÒÁÍ ÉÓ ÏÆ ÓÕÆÆÉÃÉÅÎÔ ÉÎÔÅÎÓÉÔÙ ÁÎÄ ÑÕÁÌÉÔÙȠ ÂÁÓÅÄ ÏÎ 

the most rigorous research available so that participants achieve substantial learning 

gains; and uses instructional practices that include the essential components of reading 

instruction (as evidenced by a program design suitable to achieve applicable 

performance measuresɂ appropriateness of program design may be demonstrated by 

past performance of successful outcomes or documentation of a similar program design 

and associated outcomes). 

6. 7ÈÅÔÈÅÒ ÔÈÅ ÅÌÉÇÉÂÌÅ ÐÒÏÖÉÄÅÒȭÓ ÁÃÔÉÖÉÔÉÅÓȟ ÉÎÃÌÕÄÉÎÇ ×ÈÅÔÈÅÒ ÒÅÁÄÉÎÇȟ ×ÒÉÔÉÎÇȟ ÓÐÅÁËÉÎÇȟ 

mathematics, and English language acquisition instruction delivered by the eligible 

provider are based on best practices derived from the most rigorous research available 

and appropriate, including scientifically valid research and effective educational practice 

(as evidenced by program design and/or curriculum).  

7. 7ÈÅÔÈÅÒ ÔÈÅ ÅÌÉÇÉÂÌÅ ÐÒÏÖÉÄÅÒȭÓ ÁÃÔÉÖÉÔÉÅÓ ÅÆÆÅÃÔÉÖÅÌÙ ÕÓÅ ÔÅÃÈÎÏÌÏÇÙȟ ÓÅÒÖÉÃÅÓ ÁÎÄ 

delivery systems, including distance education in a manner sufficient to increase the 

amount and quality of learning and how such technology, services and systems lead to 

improved performance (as evidenced by program design and/or curriculum and the 
accessibility of hardware and software applications as appropriate). 

8. 7ÈÅÔÈÅÒ ÔÈÅ ÅÌÉÇÉÂÌÅ ÐÒÏÖÉÄÅÒȭÓ ÁÃÔÉÖÉÔÉÅÓ ÐÒÏÖÉÄÅ ÌÅÁÒÎÉÎÇ ÉÎ ÃÏÎÔÅØÔȟ ÉÎÃÌÕÄÉÎÇ ÔÈÒough 

integrated education and training, so that an individual acquires the skills needed to 

transition to and complete postsecondary education and training programs, obtain and 

ÁÄÖÁÎÃÅ ÉÎ ÅÍÐÌÏÙÍÅÎÔ ÌÅÁÄÉÎÇ ÔÏ ÅÃÏÎÏÍÉÃ ÓÅÌÆȤÓÕÆÆÉÃÉÅÎÃÙȟ ÁÎÄ ÔÏ ÅØÅÒÃÉÓÅ ÔÈÅ rights 

and responsibilities of citizenship (as evidenced by program design and/or curriculum 




















































































































































































































































