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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 

4ÈÅ ÆÏÌÌÏ×ÉÎÇ ÐÁÇÅÓ ÏÕÔÌÉÎÅ -ÁÉÎÅȭÓ ÆÏÕÒ-year strategic and operational plan for enhancing its 

workforce. Maine, like the rest of the nation, is experiencing a healthy, thriving economy and 

historically low unemployment. This plan is developed with the intent of continuing the success 

ÏÆ -ÁÉÎÅȭÓ ÂÕÓinesses and helping people whose employment barriers have kept them from 

thriving in this economy. 

This is a Unified Plan developed in accordance with the requirements of the Workforce 

Innovation and Opportunity Act (WIOA) and to establish the long-term agÅÎÄÁ ÆÏÒ -ÁÉÎÅȭÓ 

workforce development system. This plan covers the following programs authorized by the 

WIOA: 

¶ Title I Adult, Dislocated Worker and Youth programs 

¶ Title II Adult Education and Family Literacy Act Program 

¶ Title III Wagner-Peyser Employment Services 

¶ Title IV Vocational Rehabilitation Program 

Under the direction of the State Workforce Board (SWB), the aforementioned programs and 

other stakeholders participated in facilitated sessions to develop the vision and priorities for 

the Unified Plan and to collaborate on the development of an integrated, performance-based 

employment and training system. This Unified Plan will result in: quality jobs for Mainers, 

employers matched with skilled workers, and a more efficient workforce development system 

(WDS). 

In late 2019, Governor Mills published a 10-year economic development strategy for the State of 

-ÁÉÎÅȢ 4ÈÅ ÓÔÒÁÔÅÇÙ ÈÁÓ Ô×Ï ËÅÙ ÃÏÍÐÏÎÅÎÔÓȟ ÉÎÃÒÅÁÓÉÎÇ ÔÁÌÅÎÔ ÁÎÄ ÓÐÕÒÒÉÎÇ ÉÎÎÏÖÁÔÉÏÎȢ -ÁÉÎÅȭÓ 

workforce is talented, skilled, and needs more participation. There are approximately 100,000 

people in Maine who are of working age and not working. Many individuals have barriers to 

ÅÍÐÌÏÙÍÅÎÔ ÔÈÁÔ ÔÈÅÙ ÓÔÒÕÇÇÌÅ ÔÏ ÏÖÅÒÃÏÍÅȢ )Ô ÉÓ ÔÈÅ 3ÔÁÔÅȭÓ ÇÏÁÌ ÔÏ ÂÕÉÌÄ bridges over these 

barriers, enabling all who wish to work to do so. We firmly believe that everyone has a place in 

-ÁÉÎÅȭÓ ÅÃÏÎÏÍÙȢ  

Maine has numerous resources that contribute to its workforce development system. In order 

for that system to meet the needs of employers and workers alike, these resources must be 

better aligned and integrated across all sectors ɀ public, private, non-profit and philanthropy. A 

high-quality workforce will enable Maine to better retain existing businesses, draw new ones 

that bring high quality and good paying jobs, and attract new workers to meet the goal set forth 
ÉÎ 'ÏÖÅÒÎÏÒ *ÁÎÅÔ -ÉÌÌÓȭ ÅÃÏÎÏÍÉÃ ÄÅÖÅÌÏÐÍent plan to add at least 75,000 people to our 

work­force over the next ten years.  

The Unified Plan (Plan) starts with a clear vision:  

-ÁÉÎÅȭÓ ÒÅÓÉÄÅÎÔÓ ÁÎÄ ÂÕÓÉÎÅÓÓÅÓ ×ÉÌÌ ÈÁÖÅ ÅÃÏÎÏÍÉÃ ÏÐÐÏÒÔÕÎÉÔÙ ÁÎÄ ÃÏÎÔÒÉÂÕÔÅ ÔÏ ÔÈÅ ÇÒÏ×ÔÈ 

of the state through a responsive, networked, and coordinated workforce development system 

across public and private sectors. The system will integrate all services into a seamless 

https://www.maine.gov/decd/strategic-plan
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continuum resulting in increased educational and employment attainment for residents with a 

focus on cÁÒÅÅÒÓ ÁÎÄ ÓÕÐÐÏÒÔ -ÁÉÎÅȭÓ ÂÕÓÉÎÅÓÓ ÓÅÃÔÏÒÓ ×ÉÔÈ ÓËÉÌÌÅÄ ÁÎÄ ÑÕÁÌÉÆÉÅÄ ×ÏÒËÅÒÓȢ 4Ï 

realize its vision Maine will: 

¶ Partner and respond to the talent needs of Maine employers 

¶ Create a system of lifelong learning and employment connection for Maine residents 

¶ Build an integrated workforce development infrastructure accountable to residents and 

businesses 

4ÈÒÏÕÇÈÏÕÔ ÔÈÅ ÓÔÒÁÔÅÇÉÃ ÐÌÁÎÎÉÎÇ ÐÒÏÃÅÓÓ -ÁÉÎÅȭÓ ×ÏÒËÆÏÒÃÅ ÓÙÓÔÅÍ ÐÁÒÔÎÅÒÓ ÄÅÍÏÎÓÔÒÁÔÅÄ Á 

willingness to engage in the development of solutions and strategies that will meet the needs of 

ÅÍÐÌÏÙÅÒÓȟ ×ÏÒËÅÒÓȟ ÁÎÄ -ÁÉÎÅȭÓ ÅÃÏÎÏÍÙȢ 4ÈÅÓÅ ÁÃÔÉÏÎÓ ×ÉÌÌ ÒÅÓÕÌÔ ÉÎ ÑÕÁÌÉÔÙ ÊÏÂÓ ÆÏÒ -ÁÉÎÅ 

residents, employers matched with skilled workers, and a more efficient workforce 

development system. 

-ÁÉÎÅȭÓ 3ÔÁÔÅ 7ÏÒËÆÏÒÃÅ $ÅÖÅÌÏÐÍent Board (hereafter referred to as the State Workforce 

Board or SWB) directed the creation of this Unified Plan with the intent that the plan should 

ÒÅÆÌÅÃÔ ÔÈÅ ÓÔÁÔÅȭÓ ÕÎÉÑÕÅ ×ÏÒËÆÏÒÃÅ ÁÎÄ ÅÃÏÎÏÍÉÃ ÄÅÖÅÌÏÐÍÅÎÔ ÃÈÁÒÁÃÔÅÒÉÓÔÉÃÓ ÁÎÄ ÃÈÁÌÌÅÎÇÅÓȟ 

as well as tÈÅ ÉÄÅÁÓ ÁÎÄ ÓÏÌÕÔÉÏÎÓ ÏÆ ÔÈÅ ÍÙÒÉÁÄ ÓÔÁËÅÈÏÌÄÅÒÓ ÔÈÁÔ ÃÏÍÐÒÉÓÅ -ÁÉÎÅȭÓ ×ÏÒËÆÏÒÃÅ 

development system.  

Beginning in September 2016, the SWB formed a Workforce Innovation and Opportunity Act 

ɉ7)/!Ɋ ÉÍÐÌÅÍÅÎÔÁÔÉÏÎ ÓÔÅÅÒÉÎÇ ÃÏÍÍÉÔÔÅÅ ÔÈÁÔ ÉÎÃÌÕÄÅÄ ÔÈÅ ÄÉÒÅÃÔÏÒÓ ÏÆ -ÁÉÎÅȭÓ ÌÏÃÁÌ 

workforce investment boards and the directors of the authorized core programs: Adult, 

Dislocated Worker, Youth, Wagner-Peyser, Adult and Basic Education, and Vocational 

Rehabilitation (see Appendix B for members of the WIOA implementation steering committee). 

4ÈÅ 3ÔÅÅÒÉÎÇ #ÏÍÍÉÔÔÅÅȭÓ ÒÏÌÅ ×ÁÓ ÔÏ ÍÏÎÉÔÏÒ ÔÈÅ ÉÍÐÌÅÍÅÎÔÁÔÉÏÎ ÏÆ ÔÈÅ 3ÔÁÔÅȭÓ workforce plan.  

Maine used a collaborative process to establish the vision, goals, and strategies represented in 

this plan. During October, November, and December the SWB held sessions across the state 

where stakeholders including the administrators of core programs, local workforce board 

directors and members, secondary and higher education representatives, policy makers, 

advocates and employers participated in the visioning work represented in this Plan (see 

Appendix C for a list of sessions and participants). 

II. STRATEGIC ELEMENTS 

A. ECONOMIC, WORKFORCE, AND WORKFORCE DEVELOPMENT ACTIVITIES ANALYSIS 

1. ECONOMIC AND WORKFORCE ANALYSIS 

II.(a.1.A) Economic Analysis  

Economic conditions in much of Maine are positive going into 2020. In the last several years, 

growth has created new jobs and driven unemployment and other measures of the labor market 

to near record lows. These tight labor market conditions, with high numbers of job openings 

and rising wages, provide a positive environment for individuals but are a challenge for many 

employers seeking to attract and retain the staff they need. 

While we are currently in a positive, expansionary environment, economic cycles still exist;  we 

need to be prepared for the next downturn. In addition, the aging of our population presents a 

significant challenge to maintaining the size of our labor force in the years to come.  
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Recent Trends and Current Conditions  

Total output of the economy increased at accelerating rates in recent years with gross domestic 

product reaching $67 billion in 2019. The average of 633,000 nonfarm payroll jobs was up more 

than 4,000 from 2018, marking the ninth straight year of job growth. Though the recovery from 

the very deep recession of 2008 and 2009 was initially quite slow, conditions today are better 

by nearly every measure than before the decade-ago downturn.  

Economic analysis  

Existing Demand Industry Sectors and Occupations  

Over the last three decades, the industry structure of jobs changed significantly. The most 

prominent trends were the near doubling of jobs in the healthcare and social assistance and the 

professional and business services sectors, as well as a sharp decline in manufacturing jobs. The 

types of jobs in sectors that are growing have different education, skill, and performance 

requirements than the types of jobs in sectors that are declining. 

 

Jobs by sector 

Regarding occupations, the ten highest occupational groupings employ almost three-quarters of 

those working Maine. 2018 data available through the U.S. Bureau of Labor Statistics shows that 

the top three occupational groups for the state are Office and Administrative Support with 

92,250 employees, Sales and Related Occupations with 57,760 employees, and Food 

Preparation and Serving-Related Occupations with 56,960 employees. These three groups, 

along with the others that round out the top ten, include approximately 451,000 employees and 
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about 75 percent of Maine workers. The top ten categories and number of workers in each are 

provided in the following table. Standard Occupational Codes are also provided for reference. 

The top category, Office and Administrative Support, is comprised of such occupations as 

customer service representatives, administrative assistants, and stock clerks.  

Rank Occupational Major Group # Employed 

1 Office and Administrative Support 92,250 

2 Sales and Related 57,760 

3 Food Preparation and Serving-Related 56,960 

4 Education, Training and Library 41,760 

5 Healthcare Practitioners and Technical 41,280 

6 Transportation and Material Moving 36,360 

7 Production 35,900 

8 Management 35,630 

9 Personal Care and Service 26,850 

10 Construction and Extraction 26,140 

Emerging Demand Industry Sectors and Occupations  

Job openings and growth in the decade through 2026 are concentrated in two areas: human 

capital-intensive occupations that generally require postsecondary education and offer above 

average earnings and in labor-intensive functions that generally do not require high levels of 

education and offer lower than average earnings. Middle-income jobs that traditionally have 

had limited education or skill demands are either declining or rapidly changing, requiring 

increasingly higher levels of technology competency.  

 

Industries Projected to Gain the Largest Number of Jobs in Maine Between 2016 and 2026 

Healthcare is the largest sector in Maine, accounting for nearly 17 percent of jobs. As the chart 

below shows, Maine will see the largest growth in healthcare-related sectors over the next 

several years 
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Occupations with the Fastest Projected Rate of Job Growth 

From an occupational standpoint, large numbers of physicians, nurses, laboratory, and 

diagnostic technicians will be required. Healthcare practitioner and technician occupations 

require postsecondary education ranging from certifications to highly advanced degrees. 

Information technology (IT) is expected to continue to increase in importance across every 

sector of the economy with IT-related occupations continuing to be among the fastest growing. 

Many IT jobs not only require certification in certain applications but the types of applications, 

systems, and platforms are changing quickly, and require a flexible, adaptable workforce that is 

regularly pursuing additional education. Technology competency will increasingly pervade 

most occupations often in ways that cannot yet be anticipated. 

Other areas of projected job growth include hospitality industries including food service and 

other associated occupations with mostly limited education and skill demands. 

Manufacturing was the backbone that built many cities in Maine in the 19th and 20th centuries. 

Textile mills, shoe shops, paper and saw mills, and others provided middle income jobs for tens 

of thousands of workers without postsecondary education. The number of manufacturing jobs 

peaked in the late 1970s but declined sharply until about 2010 before stabilizing.  

The forecast through 2026 is for fewer manufacturing jobs as automation continues to be 

adopted in an even wider range of processes. This will mostly impact the number of jobs in 

production occupations. This will also continue to be the case for jobs in administrative support 
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occupations as office technology continues to advance which will allow people in professional 

and technical occupations to perform those functions digitally. 

Regional Trends  

EconoÍÉÃ ÐÅÒÆÏÒÍÁÎÃÅ ÁÃÒÏÓÓ ÔÈÅ ÓÔÁÔÅ ÈÁÓ ÂÅÅÎ ÕÎÅÖÅÎȢ -ÁÉÎÅȭÓ ÅÃÏÎÏÍÙ ÉÓ ÓÔÒÏÎÇÅÓÔ ÉÎ ÔÈÅ 

south especially along the Interstate 95 and 295 corridors. The economy has been more limited 

in the central and mid-coast regions, while some counties along the northern rim of the state 

continue to lose residents and jobs. 

There are a wide range of factors involved in the differing performance of regions. The 

economic structure of northern Maine is highly concentrated in forest products and agriculture. 

Advances in mechanization of harvesting of timber and crops, as well as other factors, have 

displaced thousands of workers from those industries over the years. Much of the region has not 

found the economic development solutions to replace those industries. This has caused 

stagnation or decline in many communities as a large share of young people leave for southern 

Maine or other states in search of better job opportunities, leaving a generally older population 

behind. Several counties in Maine are among the oldest in the nation by median age. 

Jobs are increasingly concentrated in and around cities primarily because stable and growing 

industries tend to be in densely populated areas. Healthcare, the strongest growing industry in 

Maine, is mostly concentrated in and around hospitals which are only found in places of 

population density. Law and accounting firms and other types of professional services, colleges, 

and some other industries that comprise a rising share of jobs also are primarily found in cities. 

Maine has identified three regions for the purpose of aligning workforce development resources 

to regional economies as shown in the map on the following page. These regions are referred to 

as Northeastern, Central/Western and Coastal Counties. State and Local Boards considered 

factors such as alignment with economic development districts and postsecondary institutions, 

inclusion of major urban hubs and distribution of employment by industry. It is also very 

important to support partnerships already in place for community planning and development 

and  appropriate distribution of financial resources for  workforce development.  
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Sub-State Regions 

Several factors set the workforce board regions apart. The Coastal Counties region contains 49 

percent of the population and 52 percent of jobs on just 12 percent of the land area, making by 

far the most densely populated of the  regions. This region has high concentration of jobs in the 

financial services and hospitality sectors. Coastal Counties is the only region that has had 

population growth in the last decade. Some of that growth is from people moving from northern 

Maine in search of better job prospects. 
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The Central/Western region has 25 percent of the jobs and 28 percent of the population on 29 

ÐÅÒÃÅÎÔ ÏÆ ÔÈÅ ÓÔÁÔÅȭÓ ÌÁÎÄ ÁÒÅÁȢ 4ÈÅ ÒÅÇÉÏÎ ÈÁÓ ÔÈÅ ÓÔÁÔÅȭÓ ÈÉÇÈÅÓÔ ÃÏÎÃÅÎÔÒÁÔÉÏÎ ÏÆ ÊÏÂÓ ÉÎ 

manufacturing and education and--as home to the state capital--a large share of jobs in 

government. Farming and food production are burgeoning growth industries. Demographics 

and population decliÎÅÓ ÁÒÅ ÔÈÅ ÒÅÇÉÏÎȭÓ ÍÏÓÔ ÐÒÅÓÓÉÎÇ ÉÓÓÕÅÓȠ ÔÈÅ ÏÕÔÌÙÉÎÇ ÃÏÕÎÔÉÅÓ ÁÒÅ 

projected to experience a decline in the working age population over the next two decades. 

The expansive but sparsely populated Northeastern region represents nearly 60 percent of the 

staÔÅȭÓ ÌÁÎÄ ÁÎÄ ςτ ÐÅÒÃÅÎÔ ÏÆ ÔÈÅ ÐÏÐÕÌÁÔÉÏÎȢ 4ÈÅ ÒÅÇÉÏÎ ÈÁÓ ςς ÐÅÒÃÅÎÔ ÏÆ ÔÈÅ ÊÏÂÓ ÉÎ ÔÈÅ ÓÔÁÔÅ 

with relatively high concentrations in natural resources, government and retail. The 

Northeastern region also has the lowest share of manufacturing jobs. Many companies in this 

sector downsized or ceased operations, displacing thousands of workers over the years. 

A more detailed discussion for each region follows below. 

 

The Coastal Counties Region is comprised of six counties and is the most demographically and 

eÃÏÎÏÍÉÃÁÌÌÙ ÄÉÖÅÒÓÅ ÏÆ -ÁÉÎÅȭÓ ÔÈÒÅÅ ÒÅÇÉÏÎÓȢ 3ÉØ ÏÆ ÔÈÅ ÔÅÎ ÌÁÒÇÅÓÔ ÍÕÎÉÃÉÐÁÌÉÔÉÅÓ ÉÎ ÔÈÅ ÓÔÁÔÅ 

are in this region: Portland, South Portland, Brunswick, and Scarborough in Cumberland County 

and Biddeford and Saco in York County. 

Given the size of the area, the region is generally classified into four distinct hubs for service 

delivery purposes. 

York County, located in the southern area of the region, is the gateway to Maine. Its coastal plain 

ÃÏÎÔÁÉÎÓ -ÁÉÎÅȭÓ ÍÏÓÔ ÖÉÓÉÔÅÄ ÂÅÁÃÈÅÓ ÁÎÄ ÓÕÐÐÏÒÔÓ Á ÌÁÒÇÅ ÔÏÕÒÉsm base. Beyond tourism, York 

has several defined economic clusters related to defense-dependent industries, healthcare, 

retail, and manufacturing. Interstate 95, which runs north to south through York and 

Cumberland Counties, creates an east to west demarcation that separates the seasonal tourist 

industry of the beaches and larger commerce centers from the rural, agricultural, bedroom 

communities and, for the most part, small business and retail-centered communities. Commerce 

in extreme southwestern county towns is focused on New Hampshire  where there is no sales 

tax. 

Just up the coast, Cumberland County, is the most populated county, and home to Portland, the 

most significant commerce hub and the largest city in the state. Portland capitalizes on its 

straÔÅÇÉÃ ÌÏÃÁÔÉÏÎȢ 4ÈÅ ÃÉÔÙȭÓ ÐÏÒÔ ÈÁÓ ÈÁÄ Á ÒÅÓÕÒÇÅÎÃÅ ÏÆ ÓÈÉÐÐÉÎÇ ÁÎÄ ÂÕÌË ÃÁÒÇÏ ÔÒÁÎÓÆÅÒÓ ÁÎÄ 

ÉÔ ÉÓ Á ÍÁÊÏÒ ÐÏÒÔ ÏÆ ÃÁÌÌ ÆÏÒ ÃÒÕÉÓÅ ÓÈÉÐÓȢ 4ÈÅ ÃÉÔÙ ÈÏÓÔÓ ÔÈÅ ÓÔÁÔÅȭÓ ÍÁÊÏÒ ÁÉÒÐÏÒÔ ÁÎÄ ÉÔ ÉÓ Á ÈÕÂ 

for healthcare, banking, insurance, IT, bio tech, retail, and education. West of Interstate 95 is 

characterized by growing bedroom communities and retail expansion. The lakes and mountain 

regions focus on tourism and seasonal, recreational-based economies. 

Sagadahoc, Lincoln, Knox, and Waldo counties, commonly identified as the mid coast, comprise 

the northern segment of the region. These counties are historically steeped in farming, dairy, 

and the traditions of the sea including boat building and fishing. Similar to York County, the mid 

coast attracts and is supported by a significant influx of seasonal tourists. The three cluster 

communities of Brunswick, Topsham, and Bath form one of the major economic regions of the 

four-county mid coast. Shipbuilder Bath Iron Works is the largest manufacturer in the state. The 

nearby Brunswick Landing, which is the redevelopment of a former Naval Air Station, is one of 

the most significant commerce parks in the state. Healthcare, retail and colleges offer 

opportunities for growth on the southern end of the mid coast hub. 
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The closure of Brunswick Naval Air Station in 2011 presented a challenge for economic and 

workforce development in the region, potentially removing millions of dollars of economic 

activity from the region and reducing demand for a wide range of products and services. 

Redevelopment of the former base locations in Brunswick and Topsham is well underway and 

having a positive economic impact. To date, the project has attracted $400 million in capital 

investment. Over 135 public and private entities employ more than 2,000 people in six target 

sectors: aerospace, composites, IT, bio tech, renewable energy,  and education as well as other 

complementary industries. 

The Boothbay/Damariscotta hub features a strong tourist industry, hosts Renys retail and 

distribution operatio ns and Mölnlycke Medical, as well as two substantial boat builders, 

Washburn and Doughty and Hodgdon Yachts. The north end of this hub features the retail 

commerce cluster of Thomaston, Rockland, Rockport, and Camden. Major employers include 

Fisher Engineering, Dragon Cement, Penbay Medical Center and those associated with the 

tourist industry. Rockland, Rockport, and Camden are home to working waterfronts, both 

commercial and seasonal recreational. The one area of commonality among all four counties in 

this hub is the fact that tourism is a critical industry either on a transient or destination basis. 

Route 1 (the coastal route) hugs the coast, providing access points to the hundreds of miles of 

coast line and peninsular amenities found along the way. 

Biggest Challenges: 

¶ The tightening labor market--unemployment is at a historic low--has challenged many 
employers in their efforts to attract and retain the staff they need. 

¶ Population demographics are impacting growth as mid coast counties, with a large share 
of retirees, are among the oldest in the nation. 

Population and workforce trends in this region are more favorable than in the other two regions 

due to higher birth rates and in-migration, both from around the state and from outside it.  Still, 

the region will be challenged by a rapidly aging population. Between 2016 and 2031, the Coastal 

Counties population is projected to rise by 3.5 percent, though the working-age population is 

projected to decline somewhat. 
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Coastal Counties Index of Total Jobs 

Because the region comprises such a large share of jobs in Maine, its industry composition is not 

ÓÉÇÎÉÆÉÃÁÎÔÌÙ ÄÉÆÆÅÒÅÎÔ ÆÒÏÍ ÔÈÅ ÓÔÁÔÅȭÓ ÁÓ Á ×ÈÏÌÅȢ 4ÈÅ ÒÅÇÉÏÎ ÈÁÓ Á ÓÌÉÇÈÔÌÙ ÓÍÁÌÌÅÒ ÓÈÁÒÅ ÏÆ 

government jobs than the statewide average. The distribution of other industries is nearly the 

same as the state. 

The 2018 annual average unemployment rate of 2.9 percent in the region was well below the 

statewide average rate of 3.4 percent. Within the region, unemployment rates ranged from a 

low of 2.7 percent in Cumberland County to a high of 3.3 percent in Lincoln County. 

Incomes are higher in the southern counties of York, Cumberland and Sagadahoc compared to 

the state and to the mid-coast counties of Lincoln, Knox, and Waldo. From 2013 through 2017, 

median household income ranged from a high of $65,700 in Cumberland County to a low of 

$50,200 in Waldo County. The  state median household income is $53,000 ( U.S. Census Bureau, 

2013-2017 ACS). 

The range of incomes and unemployment rates across the six counties is due in large part to 
internal variations in economic structure. Southernmost York and Cumberland counties have 

the highest density of population and jobs. Together, these two counties account for 82 percent 

of the regionȭÓ ÊÏÂÓȟ ×ÉÔÈ ÁÎ ÁÂÏÖÅ-average share of jobs in growth industries (healthcare and 

social assistance, professional and business services, private education, and leisure and 

hospitality). The mid coast counties of Sagadahoc, Lincoln, Knox, and Waldo are less populated 

and more reliant on seasonal tourism, agriculture, and fishing. These counties have a below-

average share of jobs in growing industries. 

Employers  
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In 2019 the largest private employers were primarily in the healthcare and social assistance, 

retail trade, and manufacturing sectors. The three southernmost counties have a concentration 

of jobs associated with national defense which includes the federal Portsmouth Naval Shipyard, 

Pratt and Whitney Aircraft Group, General Dynamics Armament Systems, and Bath Iron Works. 

Rank Employer  Number of Jobs (Range) 

1 MAINEHEALTH                           12,501 to 13,000 

2 BATH IRON WORKS CORP GEN DYNAMICS      4,001 to 4,500 

3 HANNAFORD BROS CO                      3,501 to 4,000 

4 L.L. BEAN, INC.                      2,501 to 3,000 

5 UNUM GROUP                             2,001 to 2,500 

6 PRATT & WHITNEY AIRCRAFT GROUP           1,501 to 2,000 

7 WAL MART                                 1,001 to 1,500 

8 SHAWS SUPERMARKETS INC                 1,001 to 1,500 

9 MERCY HOSPITAL                         1,001 to 1,500 

10 MID COAST HOSPITAL                     1,001 to 1,500 

11 UNIVERSITY OF NEW ENGLAND              1,001 to 1,500 

12 WEX LLC                                  501 to 1,000 

13 IDEXX LABORATORIES INC                 501 to 1,000 

14 BOWDOIN COLLEGE                        501 to 1,000 

15 T D BANK N A                           501 to 1,000 

16 YORK HOSPITAL                          501 to 1,000 

17 MARTINS POINT HEALTH CARE CENTER         501 to 1,000 

18 ATHENAHEALTH INC                       501 to 1,000 

19 TYLER TECHNOLOGIES INC                 501 to 1,000 

20 IDEXX DISTRIBUTION INC                 501 to 1,000 

21 GOODWILL INDUSTRIES OF NORTHERN NEW ENGLAND    501 to 1,000 

22 LOWES HOME CENTERS LLC                 501 to 1,000 

23 INTERMED PA                            501 to 1,000 

24 BANK OF AMERICA, NA                    501 to 1,000 

25 SPURWINK SERVICES INCORPORATED         501 to 1,000 

26 SWEETSER                               501 to 1,000 

4ÈÅ ÌÁÔÅÓÔ ÁÖÁÉÌÁÂÌÅ ÓÔÁÔÉÓÔÉÃÓ ÒÅÖÅÁÌ ÔÈÁÔ ÔÈÅ ÍÁÊÏÒÉÔÙ ÏÆ ÔÈÅ ÒÅÇÉÏÎȭÓ ×ÏÒËÆÏÒÃÅ--280,300 

primary job holders--lives and works within the area. About 56,600 resident workers commute 
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to jobs outside the region, offset by 52,700 non-resident workers commuting into the region 

( 2017, OnTheMap, U.S. Census Bureau). 

 

4ÈÅ #ÅÎÔÒÁÌȾ7ÅÓÔÅÒÎ 2ÅÇÉÏÎ ÅÎÃÏÍÐÁÓÓÅÓ ςω ÐÅÒÃÅÎÔ ÏÆ -ÁÉÎÅȭÓ ÌÁÎÄ ÁÒÅÁȢ )Ô ÉÓ ÈÏÍÅ ÔÏ ςψ 

ÐÅÒÃÅÎÔ ÏÆ ÔÈÅ ÓÔÁÔÅȭÓ ÐÏÐÕÌÁÔÉÏÎ ÁÎÄ ςυ ÐÅÒÃÅÎÔ ÏÆ ÐÒÉÖÁÔÅ ÓÅÃÔÏÒ ÊÏÂÓȢ 4ÈÅ ÌÁÒÇÅÓÔ ÐÏÐÕÌÁÔÉÏÎ 

centers in the region are the cities of Lewiston and Auburn in Androscoggin County, and 

Augusta and Waterville in Kennebec County. 

Similar to the state, the region will be challenged by a rapidly aging population. Between 2016 

and 2031, the Central/Western Region is projected to lose two percent of its population, with a 

sharper decline in the working-age population.  

In 2018, the annual average unemployment rate of 3.6 percent in the Central/Western region 

was close to the 3.4 percent statewide average. Unemployment rates ranged from lows of 3.2 

and 3.3 percent in Kennebec and Androscoggin counties to a high of 4.8 percent in Somerset 

County. 

 

Central Western Index of Jobs 

The disparity of unemployment rates across the five counties is due in large part to variations in 

the economic structure within the region. The central more populous counties of Androscoggin 

and Kennebecɂhave more job opportunities than the more sparsely-populated rim counties of 

Franklin, Oxford and Somerset. 

The economic base in Androscoggin and Kennebec counties is diversified across a broad 

spectrum of industries, with higher concentrations of jobs in professional and business services, 

transportation and warehousing, and healthcare than the region or the state. In addition, 
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+ÅÎÎÅÂÅÃ #ÏÕÎÔÙ ÉÓ ÈÏÍÅ ÔÏ !ÕÇÕÓÔÁȟ -ÁÉÎÅȭÓ ÃÁÐÉÔÁÌ ÃÉÔÙȟ ÁÎÄ ÈÁÓ Á ÓÉÇÎÉÆÉÃÁÎÔ ÃÏÎÃÅÎÔÒÁÔÉÏÎ ÏÆ 

jobs in state government. Kennebec and Androscoggin counties are home to 72 percent of jobs 

in the region. 

In the rim counties, the economy is less diverse and more concentrated in forestry-related 

industries, seasonal agriculture and hospitality, including major ski resorts. 

Within the region, incomes are higher in the central counties of Androscoggin and Kennebec 

compared than the western counties of Franklin, Oxford, and Somerset. From 2013 through 

2017, the median household income ranged from a high of $50,100 in Kennebec County to a low 

of $41,500 in Somerset County. Median household income was lower in each county in the 

region than the state median income of $53,000 (U.S. Census Bureau, 2013-2017 ACS). 

Employers  

In 2019, the largest private employers were primarily in the healthcare and social assistance, 

manufacturing, and retail trade sectors. 

Rank Employer  Number of Jobs (Range) 

1 MAINEGENERAL MEDICAL CENTER               2,501 to 3,000 

2 WAL MART SUPERCENTER               2,001 to 2,500 

3 CENTRAL MAINE COMMUNITY HEALTH CORP      1,501 to 2,000 

4 HANNAFORD BROS CO                      1,501 to 2,000 

5 T D BANK N A                           1,001 to 1,500 

6 ST MARY'S REGIONAL MEDICAL CENTER         1,001 to 1,500 

7 MAINEHEALTH                            1,001 to 1,500 

8 COLBY COLLEGE                          501 to 1,000 

9 BATES COLLEGE                          501 to 1,000 

10 T MOBILE USA INC                       501 to 1,000 

11 NEW BALANCE ATHLETIC SHOE INC          501 to 1,000 

12 S D WARREN                             501 to 1,000 

13 JOHN F MURPHY HOMES INC                  501 to 1,000 

14 REDINGTON MEDICAL PRIMARY CARE           501 to 1,000 

15 ND PAPER INC                           501 to 1,000 

Statistics describing worker flow into and out of the Central/Western region reveal that 71 

ÐÅÒÃÅÎÔ ÏÆ ÔÈÅ ÒÅÇÉÏÎȭÓ ρτυȟπππ ÒÅÓÉÄÅÎÔ ÐÒÉÍÁÒÙ ÊÏÂÈÏÌÄÅÒÓ ÌÉÖÅÄ ÁÎÄ ×ÏÒËÅÄ ×ÉÔÈÉÎ ÔÈÅ ÁÒÅÁȢ 

In 2017, about 46,000 resident workers commuted to jobs outside the region, partially offset by 

36,700 nonresident workers commuting into the region to work, for a net outflow of 9,300 

commuters (2017, OnTheMap, U.S. Census Bureau).  

Northeastern Region  
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The five counties comprising Northeastern Region encompass 59 percent of -ÁÉÎÅȭÓ ÌÁÎÄ ÁÒÅÁȢ 

4ÈÅÙ ÁÒÅ ÈÏÍÅ ÔÏ ςυ ÐÅÒÃÅÎÔ ÏÆ ÔÈÅ ÓÔÁÔÅȭÓ ÐÏÐÕÌÁÔÉÏÎ ÁÎÄ ςσ ÐÅÒÃÅÎÔ ÏÆ ÐÒÉÖÁÔÅ ÓÅÃÔÏÒ ÊÏÂÓȢ 4ÈÅ 

largest population centers in the region are the cities of Bangor, Orono, and Brewer in 

Penobscot County and Presque Isle and Caribou in Aroostook County. 

Like the state, the region will be challenged by a rapidly aging population. Between 2016 and 

2031 the region is projected to lose 1.3 percent of its population, with a sharper decline in the 

working -age population. 

 

Northeastern Index of Total Jobs 

The 2018 annual average unemployment rate of 4.1 percent was higher than the 3.4 percent 

statewide average. Within the region, unemployment rates ranged from a low of 3.8 percent in 

Penobscot County to a high of 4.9 percent in Washington County. 

The disparity of unemployment rates across the five counties is due in large part to the diverse 

ÍÁËÅÕÐ ÏÆ ÔÈÅ ÒÅÇÉÏÎȭÓ ÅÃÏÎÏÍÉÃ ÓÔÒÕÃÔÕÒÅȢ 4ÈÅ ÍÏÒÅ ÄÅÎÓÅÌÙ ÐÏÐÕÌÁÔÅÄ (ÁÎÃÏÃË ÁÎÄ 

Penobscot Counties offer better job prospects than the sparsely populated northern and eastern 
counties of Piscataquis, Aroostook, and Washington. 

There are three distinct economies within the region: coastal Hancock and Washington 

counties, regional service centers in Bangor and Presque Isle/Caribou, and Piscataquis, interior 

Hancock, Washington, and rural Penobscot and Aroostook counties. 

The economic base in coastal Hancock and Washington counties is dependent on seasonal, 

tourism-related commerce and maritime trades, with concentrations of jobs in hospitality, 

retail, and construction industries. 
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The economic base in the Bangor metropolitan area and Presque Isle/Caribou is diversified 

across a broad spectrum of industries with relatively large shares of private jobs in retail, 

wholesale trade, health care and social assistance. These areas are commercial and regional 

centers for government administration and educational services. 

Away from the coast and outside of its service areas, the region is rural. The economic base is 

heavily dependent on natural resource-based industries (farming and logging), woods-based 

manufacturing and seasonal tourism. Relatively high concentrations of private jobs occur in 

natural resources, retail and manufacturing industries. 

The industry structure of the Northeastern Region features higher concentrations of jobs in 

ÇÏÖÅÒÎÍÅÎÔȟ ÈÅÁÌÔÈÃÁÒÅ ÁÎÄ ÓÏÃÉÁÌ ÁÓÓÉÓÔÁÎÃÅȟ ÁÎÄ ÒÅÔÁÉÌ ÔÒÁÄÅȢ &ÉÖÅ ÐÅÒÃÅÎÔ ÏÆ ÔÈÅ ÒÅÇÉÏÎȭÓ ÊÏÂÓ 

are in natural resources and mining compared to one percent statewide. 

Within the region, incomes were higher in the central Hancock and Penobscot counties than the 

northern and eastern counties of Aroostook, Piscataquis, and Washington. From 2013 through 

2017, the median household income ranged from a high of $51,400 in Hancock County to a low 

of $38,800 in Piscataquis County. Median household income was lower in each county in the 

region than the state median wage of $53,000 (U.S. Census Bureau, 2013-2017 ACS). 

Employers  

In 2019, the largest private employers were primarily in the healthcare and social assistance, 

retail, and manufacturing sectors. 

Rank Employer  Number of Jobs (Range) 

1 EASTERN MAINE MEDICAL CENTER           3,001 to 3,500 

2 WAL MART                                 1,001 to 1,500 

3 HANNAFORD BROS CO                      1,001 to 1,500 

4 THE JACKSON LABORATORY                 1,001 to 1,500 

5 NORTHERN LIGHT HEALTH                    501 to 1,000 

6 ST JOSEPH HOSPITAL INC                 501 to 1,000 

7 THE AROOSTOOK MEDICAL CENTER          501 to 1,000 

8 PENOBSCOT COMMUNITY HEALTH CARE        501 to 1,000 

Statistics describing worker flows into and out of Northeastern region reveal that most of the 

ÒÅÇÉÏÎȭÓ ρρφȟφππ ÐÒÉÍÁÒÙ ÊÏÂ-holders lived and worked within the area. In 2017, about 7,400 

resident workers commuted to jobs outside of Aroostook-Washington counties, partially offset 

by 4,400 non-resident workers who commuted in. About 20,100 resident workers commuted to 

jobs outside of the Penobscot, Piscataquis, Hancock counties, offset by 20,100 non-resident 

workers who commuted into the three counties (2017, OnTheMap, U.S. Census Bureau).  

%ÍÐÌÏÙÅÒÓȭ ,ÁÂÏÒ &ÏÒÃÅ .ÅÅÄÓ 

Employment has shifted towards industries with a greater share of educated workers. Over the 

last two decades, industries recording employment gains had a higher share of workers with a 

ÂÁÃÈÅÌÏÒȭÓ ÄÅÇÒÅÅ ÔÈÁÎ ÉÎÄÕÓÔÒÉÅÓ ÔÈÁÔ ÓÈÅÄ ÊÏÂÓȢ 4ÈÅ ÅÄÕÃÁÔÉÏÎȟ ÈÅÁÌÔÈȟ ÂÕÓÉÎÅÓÓȟ ÁÎÄ 

ÐÒÏÆÅÓÓÉÏÎÁÌ ÓÅÒÖÉÃÅÓ ÉÎÄÕÓÔÒÉÅÓ ÈÁÖÅ Á ÈÉÇÈÅÒ ÔÈÁÎ ÁÖÅÒÁÇÅ ÓÈÁÒÅ ÏÆ ×ÏÒËÅÒÓ ×ÉÔÈ Á ÂÁÃÈÅÌÏÒȭÓ 
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degree. Conversely, manufacturing and construction, which have shed thousands of jobs, have a 

ÌÏ×ÅÒ ÔÈÁÎ ÁÖÅÒÁÇÅ ÓÈÁÒÅ ÏÆ ×ÏÒËÅÒÓ ×ÉÔÈ Á ÂÁÃÈÅÌÏÒȭÓ ÄÅÇÒÅÅȢ 

The changing educational needs of employers reflect the changing nature of work, that is, the 

shifting occupational structure of the workplace. Changes that have been taking place and are 

expected to continue include: 

¶ An increase in higher level jobs and a decline in traditional manual occupations 

¶ Movement from skills associated with manual dexterity toward skills associated with 

understanding and monitoring complex systems 

¶ A shift away from routine processes toward coordination and collaboration 

¶ An increase of general work skills required in many jobs such as the ability to use 

computers 

¶ Expanded need for communication skills 

¶ Jobs that include a broader range of responsibilities 

Even among production workers, the demand for highly educated workers has grown. Since 

ρωωπ ÔÈÅ ÓÈÁÒÅ ÏÆ ÐÒÏÄÕÃÔÉÏÎ ×ÏÒËÅÒÓ ×ÉÔÈ ÓÏÍÅ ÃÏÌÌÅÇÅ ÏÒ ÁÎ ÁÓÓÏÃÉÁÔÅ ÄÅÇÒÅÅ ÁÎÄ Á ÂÁÃÈÅÌÏÒÓȭ 

degree rose by 15 percentage points and two percentage points, respectively, even as the 

number of workers fell by 52 percent. 

  

  

Employment a nd Unemployment  

The statewide seasonally adjusted unemployment rate was near three percent throughout 

2019, and as the year closes, it has been below four percent for 48 consecutive monthsɂmore 

than twice the previous record. The graph below shows that MaiÎÅȭÓ ÕÎÅÍÐÌÏÙÍÅÎÔ ÒÁÔÅ ÓÉÎÃÅ 

the recession has been below the national average. 

 

Unemployment Rate 
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These positive conditions pushed the job openings rate to new highs in 2019. The job openings 

rate in Maine was not markedly different than for the nation.  Due to the large influx of summer 

tourists, however, there is much more seasonality to openings in Maine than in most of the 

nation. Hospitality businesses that cater to tourists, especially in communities along the coast, 

have been particularly challenged to attract the staff they need during the peak season in the 

summer and early fall. This situation has been exacerbated by a reduction in seasonal H2B visa 

workers that previously had been an important source of labor during those peak months of the 

year. The graph below shows that there have been more job openings than unemployed people 

in the United States for the last two years; in Maine that has been the case for three years. 

 

The Labor Force Participation Rate measures the share of the population age 16 and over that is 

employed or actively seeking employment. The graph below shows that the labor force 

participation rate in Maine and across the country has declined over the last two decades. This 

follows a pronounced rise in participation in the prevÉÏÕÓ ÔÈÒÅÅ ÄÅÃÁÄÅÓȢ -ÁÉÎÅȭÓ ÃÕÒÒÅÎÔ ÌÁÂÏÒ 

force participation rate of 62 percent is the lowest since 1983, but it is higher than at any point 
before that. 
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Participation Rate 

 

Labor Participation Rates 

The decline in participation over the last two decades is due to the advancing age of the large 

baby boom generation, the same reason it increased in the previous three decades. In the 1970s 

and 1980s, many baby boomers entered the labor force. In the 2000s, boomers began to move 

beyond the 25 to 54 peak age of participation. As the graph on the following page shows, 

participation rates have not changed much over the years in the three age cohorts that include 

people aged 25 to 54. However, participation is up in older cohorts as people now tend to work 

well  into their 60s, and down among those under 25 years of age as more are enrolled in school 

than in the past. 

Close to 425,000 people age 16 and over in Maine are not employed, while just 22,000 of those 

ÁÒÅ ÃÌÁÓÓÉÆÉÅÄ ÁÓ ȰÕÎÅÍÐÌÏÙÅÄȢȱ 4ÈÏÓÅ ×ÈÏ ÁÒÅ ÕÎÅÍÐÌÏyed are people who are able and 
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available to work and are actively looking for work. While they are between jobs, unemployed 

people are considered to be in the labor force. The rest of those who are not employed are not in 

the labor force for a variety of reasons. They may be retirees, full-time students, homemakers 

raising children. They may have a disability or some other barrier that prevents them from 

working. 

 

Civilian Labor Force 

Taking a longer view of the labor force, the growth that was the norm in the three decades 

before the turn of the 21st century has not been present for the last two decades. This is because 

of a decline in the number of births over the last five decades especially since the 1990s. As baby 

boomers born in the two decades after World War II advance in age to retirement, fewer young 

people are aging into the labor force to replace them. Succession planning for employees and 

business owners will be critical as these individuals move to retirement. The State projects a 

relatively flat trend in its labor force over the next decade. 

 

A look at employment rates (the share of the population that is employed) of the working age 

population is illustrative of the very different outcomes those with limited education face 

compared to those with higher educational attainment. Data from the American Community 

Survey 2018  one-year estimates, includes outcomes for Maine people aged 25-64. The data 

shows that 53 percent of those with less than a high school diploma are in the workforce 

compared to 74 percent of those with a high school diploma and 87 percent of those with a 

ÂÁÃÈÅÌÏÒȭÓ ÄÅÇÒÅÅ ÏÒ ÈÉÇÈÅÒȢ &ÕÒÔÈÅÒȟ ÕÎÅÍÐÌÏÙÍÅÎÔ ÄÅÃÒÅÁÓÅÓ ÁÓ ÅÄÕÃÁÔÉÏÎ ÌÅÖÅÌÓ ÉÎÃÒÅÁÓÅ 

even in this current period of low unemployment. Unemployment is eight percent for those 

without a high school diploma and decreases to four percent for those with a high school 

diploma and two percent for those with some level of post-secondary education. 

%ÄÕÃÁÔÅ -ÁÉÎÅȭÓ ÒÅÐÏÒÔ ÏÎ %ÄÕÃÁÔÉÏÎ )ÎÄÉÃÁÔÏÒÓ ÆÏÒ -ÁÉÎÅ ςπρψ ÓÔÁÔÅÓ ÔÈÁÔ ÁÐÐÒÏØÉÍÁÔÅly 87 

percent of Maine students graduate from high school in four years, placing Maine above the 
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ÎÁÔÉÏÎÁÌ ÁÖÅÒÁÇÅ ÆÏÒ ÈÉÇÈ ÓÃÈÏÏÌ ÃÏÍÐÌÅÔÉÏÎȢ (Ï×ÅÖÅÒȟ ÏÎÌÙ υυ ÐÅÒÃÅÎÔ ÏÆ ÔÈÅ ÓÔÁÔÅȭÓ ÈÉÇÈ ÓÃÈÏÏÌ 

graduates enroll in some form of postsecondary education. Of those who begin college, only 46 

percent return for a second year and 30 percent receive a two- or four-year degree. The rates of 

enrollment and completion are substantially different based on the economic standing of the 

student. Only 16 percent of students who are economically disadvantaged receive their two- or 

four-year degree. 

Occupational projections to 2022 indicate that 60 percent of net job growth is expected to occur 

in occupations requiring some form of postsecondary training or credential, including 35 of the 

50 fastest growing occupations. Workers entering or returning to the job market with lower 

levels of education find a much more challenging environment to prosper in than was the case 

not many years ago. 

 

There has been a great deal of discussion about a rising skills gap as the recovery has advanced 

and unemployment rates have reached very low levels. Many businesses and trade associations 

assert that the available labor force lacks the knowledge and skills they need. This has  been 

widely reported in the media. 

It is challenging to quantify the gaps between the skills that employers seek and those that job 

seekers possess. Skills are attributes of performance requirements, ranging from basic functions 

such as hand-eye coordination, repetitive machine feeding, and  instruction following, to 

advanced functions such as deductive reasoning, analytical thinking, and complex problem 

solving. At present, there is no way to catalog or inventory skills to determine who possesses 

what skills and at what level. Additionally, employer requirements for certain functions vary. 

Though we cannot broadly define or measure skill gaps, we can see indications of a mismatch 

between employer needs and the available workforce in job trends over the last decade. There 

are declining numbers of jobs in production, administrative support, and other functions that 

value physical labor, routine tasks, and direction following. There are rising numbers of jobs in 

managerial, professional, and technical occupations that require skills in critical thinking, 

problem solving, reading comprehension, social perceptiveness, communication, and other 

more cognitively-oriented functions. The transition from operating a production machine in a 

manufacturing environment to operating a diagnostic imaging machine in a hospital, for 

example, is complicated. This transition and many others  involve learning entirely new 

technical skills and different ways of interacting with customers and coworkers. 

Individ uals with barriers to Employment  

Priority populations  

Stakeholders and businesses in Maine grasp the need to prioritize services that will facilitate 

participation of all potential members of the labor force. They will continue to work to 

implement strategies that alleviate barriers to attaining employment. 

SWB advocates on behalf of individuals facing challenges to employment. An official standing 

committee is charged with examining the barriers specific target populations face and 

developing recommendations that address such barriers. SWB promotes employment without 
discrimination based on the basis of gender, race, age, ethnicity, national origin or other 

barriers. 

Individuals with barriers to employment include the following: 
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¶ Displaced homemakers 

¶ Eligible migrant and seasonal farmworkers 

¶ English language learners and those facing substantial cultural barriers 

¶ Formerly incarcerated 

¶ Foster care youth or youth transitioning out of foster care 

¶ Homeless individuals 

¶ Native American Indians, Alaskan Natives, and Native Hawaiians 

¶ Individuals with disabilities, including youth with disabilities  

¶ Individuals with low literacy levels 

¶ Older individuals 

¶ Individuals within two years of exhausting lifetime eligibility for TANF 

¶ Long-term unemployed individuals 

¶ Low income individuals 

¶ Single parents 

Persons with disabilities 

Maine can rightly claim a long standing and abiding concern with the employment issues facing 

people with disabilities. Addressing these issues and increasing the workforce participation of 

this population must be a priority to improve the economic wellbeing of individuals with 

disabilities but also for the state as a whole. 

From 2013 through 2017, an average of 208,600 persons with one or more disabilities resided 

in Maine, equal to about 16 percent of its civilian non-institutionalized population of 1.3 million. 

This proportion was higher than that of the United States in which an estimated 13 percent of 

residents had a disability. The age distribution of the civilian noninstitutionalized population 

with disabilities differs from the general population (with and without disabilities) and has a 

higher share of persons over 64 and a lower share in cohorts 64 or younger. In Maine, nearly 40 

percent of the population with disabilities is over 64 years, more than double the comparable 

share of the general population (18 percent). 

Adults with disabilities in Maine are less likely to be employed than adults without disabilities. 

Fewer than half work or seek work; the unemployment rate among adults with disabilities is 

three times that of other working age adults. From 2013 through 2017, 33 percent of working-

age Mainers with disabilities were employed compared to 80 percent of those with no disability. 

Those who do work earn less than workers with no disability. Median earnings of workers with 

disabilities were $18,434 in a twelve-month period, compared median earnings of $31,217 

among workers with no disability. Adults with a disability are more likely to live in or near 

poverty regardless of work status and are less likely to have postsecondary education than 

adults with no disability (Source: CWRI). 

The Commission on Disability and Employment (CDE): 

http://www.maine.gov/labor/cwri/disabilities/
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The CDE was established by the Maine Legislature in 1997. It promotes collaboration with the 

public and private sectors to increase awareness of and influence policy related to employment 

for people with disabilities. Its members envision a Maine workforce that includes all people 

with disabilities employed in jobs that meet both their economic and personal needs. The CDE 

issues a formal annual report that includes recommendations to the Governor and Legislature. 

women 

According to the June 2016 brief Gender Pay Gap- Recent Trends and Explanations, issued by the 

Council of Economic Advisors, women represent approximately 47 percent of the labor force. 

On average, women make 79 cents for every $1.00 earned by men in similar occupations. This 

gap is even larger when race and ethnicity are factored in. A non-Hispanic Black woman earns 

60 cents to a non-(ÉÓÐÁÎÉÃ 7ÈÉÔÅ ÍÁÎȭÓ ΑρȢππȟ Á (ispanic woman earns 55 cents. While the 

disparity is smaller, women of color make less when compared to men of color. 

The 2017 Report on the Status of Women and Girls in Maine was presented as a series of one-

page briefs presented to the Maine Legislature and covers the topics of economic security, 

freedom from violence, health and education. The report indicates that Maine women continue 

to be drawn to jobs that are traditionally female and, as such, traditionally pay low wages. 

Despite long-term efforts to encourage Maine women to explore traditionally male, high-wage 

occupations such as the construction trades, those jobs often require travel to different areas, 

overnights or weeks away from home, longer work days, and other issues that specifically 

impede women from entering them particularly those who are single parents with childcare 

needs. 

Single heads of household are made up more of women than men, due, in part, to the fact that 

women live longer than men (more widowed), but also because more remain unmarried or 

ÄÉÖÏÒÃÅÄȢ !ÃÃÏÒÄÉÎÇ ÔÏ ÔÈÅ 5Ȣ3Ȣ #ÅÎÓÕÓ "ÕÒÅÁÕȭÓ !ÍÅÒÉÃÁÎ #ÏÍÍÕÎÉÔÙ 3ÕÒÖÅÙȟ ÔÈÉÓ ÐÏÐÕÌÁÔÉÏÎ 

group included an estimated 33,570 females with nearly 40 percent of these households living 

in poverty. 

4ÈÅ 7ÏÍÅÎȭÓ %ÍÐÌÏÙÍÅÎÔ #ÏÍÍÉÔÔÅÅȡ 

The Women's Employment Committee (WEC) is committed to taking action on current factors 

ÁÆÆÅÃÔÉÎÇ ×ÏÍÅÎȭÓ ÐÁÒÔÉÃÉÐÁÔÉÏÎ ÉÎ ÔÈÅ ×ÏÒËÆÏÒÃÅ ÓÕÃÈ ÁÓ ÔÈÅ ÇÅÎÄÅÒ ×ÁÇÅ ÇÁÐ ÁÎÄ ÁÆÆÏÒÄÁÂÌÅ 

dependent care. Committee members review women-specific employment issues and develop 

recommendations to the SWB that remove barriers which prevent women from attaining 

economic success and security and that result in legislation supporting full economic 

opporÔÕÎÉÔÙ ÆÏÒ ÁÌÌ -ÁÉÎÅ ×ÏÍÅÎȢ &ÉÖÅ ÙÅÁÒÓ ÁÇÏȟ ÔÈÅ 7%# ÐÒÏÄÕÃÅÄ Á ÒÅÐÏÒÔ ÅÎÔÉÔÌÅÄ Ȱ7ÏÒËÉÎÇ 

7ÏÍÅÎ ÉÎ -ÁÉÎÅȟ )ÎÄÉÃÁÔÏÒÓ ÆÏÒ 0ÒÏÇÒÅÓÓȱ ×ÈÉÃÈ ÆÅÁÔÕÒÅÄ ÑÕÁÎÔÉÆÉÁÂÌÅ ÂÅÎÃÈÍÁÒËÓ ÔÏ ÍÅÁÓÕÒÅȟ 

ÍÏÎÉÔÏÒȟ ÁÎÄ ÅÖÁÌÕÁÔÅ -ÁÉÎÅȭÓ ÐÒÏÇÒÅÓÓ ÉÎ ÁÃÈÉÅÖÉÎÇ ÅÃÏÎÏÍÉÃ ÏÐÐÏÒÔÕÎÉÔÙ ÁÎÄ security for all 

Maine women. WEC has identified the following program and policy priorities for the next five 

years: 

Education and Training:  

¶ Affordable, accessible college and degree attainment, including advising services to help 

women and girls of all ages become informed about higher education and how to plan 

for college or other pathways to earning credentials 

¶ Access to comprehensive workforce preparation, training, and support services that 

help women and girls to develop foundational skills and transition to education and 

employment leading to higher paying jobs in growth sectors 

https://obamawhitehouse.archives.gov/sites/default/files/page/files/20160614_gender_pay_gap_issue_brief_cea.pdf
https://www.maine.gov/sos/womens-comm/documents/MePCSW2017Report.pdf
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¶ Access to support services to assist them as adult learners to persist and achieve degree 

attainment, including such services as scholarship assistance, healthcare, access to child 

and elder care, and transportation resources 

Employment and Business Ownership:  

¶ Pay equity and paycheck fairness, including minimum wage increases 

¶ Family-friendly workplace policies and benefits, such as paid sick and family medical 

leave health insurance, retirement, flexible work options, support for education and 
advancement 

¶ Training and technical assistance to employers to build and sustain a diverse workforce 

¶ 3ÕÐÐÏÒÔ ÆÏÒ ×ÏÍÅÎȭÓ ÅÎÔÒÅÐÒÅÎÅÕÒÓÈÉÐ ÁÎÄ ÂÕÓÉÎÅÓÓ Ï×ÎÅÒÓÈÉÐ ÆÏÒ ÓÔÁÒÔÉÎÇ ÁÎÄ 
growing their own businesses 

Financial Education and Asset Ownership:  

¶ Access to timely and relevant financial education and coaching services 

¶ Support for multi-generational savings and asset building strategies (education, 
business, home ownership) and equitable tax policies which address the income gap 

¶ Increase retirement savings options including protecting Social Security 

Address Barriers to Economic Security for Women:  

¶ Access to affordable healthcare and family planning services 

¶ Access to affordable and available child and elder care services 

¶ Affordable and energy-efficient housing and transportation options 

¶ Freedom from violence and sexual harassment 

¶ Support for leadership development of girls and women to contribute to the workforce, 

business ownership, and public life 

Rural Residents lacking reliable transportation 

Maine is a geographically large, rural state in which those without affordable, reliable 

transportation face significant barriers to accessing occupational training and employment. 

2ÕÒÁÌ ÃÏÍÍÕÎÉÔÉÅÓ ÉÎ ÔÈÅ ÓÔÁÔÅȭÓ ÔÈÒÅÅ ÒÅÇÉÏÎÓ ÈÁÖÅ ÌÉÍÉÔÅÄ ÏÒ ÎÏÎ-existent public 

transportation services. The larger cities are served by municipal or regional bus services, but 

intercity bus links are limited. Stakeholders must work to identify new ways for rural Mainers 

to access workforce and educational resources. Some do not have access to high-speed internet 

and many lack basic computer literacy skills. 

Partnering with Maine's Public Library System 

7ÏÒËÆÏÒÃÅ ÂÏÁÒÄÓ ×ÉÌÌ ×ÏÒË ÔÏ ÐÒÏÍÏÔÅ ÔÈÅ ÒÅÓÏÕÒÃÅÓ ÏÆ -ÁÉÎÅȭÓ ÐÕÂÌÉÃ ÌÉÂÒÁÒÙ ÓÙÓÔÅÍ ÁÓ Á ËÅÙ 

partner in addressing this issue. Maine has over 266 public libraries, the smallest of them 

serving an island population and the largest serving  urban hubs (Portland, Lewiston-Auburn, 

and Bangor). Libraries are vital centers of community access to technology and resources for 

online learning. Recent surveys reveal that 750,000 Mainers have a library card. Over 1.7 

million high speed internet sessions took place through 230 libraries. (Each library has between 
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100 mbps to 1 gigabit of fiber connections.) Maine libraries offer safe, family welcoming 

environments where single parents can access job search resources with children in tow. They 

offer informal training in  digital literacy from tools to set up email accounts (which are needed 

to register for labor exchange and file unemployment claims) to assisting with uploading 

resumes to various job sites. 

)Î ÐÁÒÔÎÅÒÉÎÇ ×ÉÔÈ -ÁÉÎÅȭÓ ÐÕÂÌÉÃ ÌÉÂÒÁÒÙ ÓÙÓÔÅÍȟ ×ÏÒËÆÏÒÃÅ ÐÒÏÖÉders can promote participant 

access to resources in the Digital Maine Library, specifically, the Career Preparation, Adult Skills 

ÁÎÄ #ÏÍÐÕÔÅÒ 3ËÉÌÌÓ #ÅÎÔÅÒȢ 4ÈÅ $ÉÇÉÔÁÌ -ÁÉÎÅ ,ÉÂÒÁÒÙ ÁÌÓÏ ÐÒÏÖÉÄÅÓ ÁÃÃÅÓÓ ÔÏ Ȱ#ÁÒÅÅÒ 

4ÒÁÎÓÉÔÉÏÎÓȟȱ ÁÎ ÏÎÌÉÎÅ ÒÅÓÏÕÒÃÅ ÆÏÒ ÊÏÂ seekers that assists them in finding sustainable 

employment. The Maine State Library invests state and federal dollars as well as money from 

the Maine MTEAF (Maine Telecommunications Access Fund) to provide a vast array of 

resources for all Maine citizens. The Career Preparation Center provides specific occupational 

practice tests that assess and provide online skill development through varied occupationally-

specific tools that address readiness to enter careers from allied health to homeland security. 

Residents can also access tools that prepare them to pass high school equivalency exams such as 

the High School Equivalency Test (HiSET) and post-secondary entrance exams such as the 

Scholastic Aptitude Test (SAT) or Accuplacer. 

Local Boards will develop agreements with regional libraries and, using best practices already 

available in state, engage in staff cross-training that will inform workforce system staff about 

the resources libraries offer and how to promote these to their customers. Library staff, in turn, 

will become versed in promoting the programs and resources provided through CareerCenters. 

When the CareerCenter closed in Waterville, the Waterville Library (Library) established an 

active partnership to provide access to career services and expertise from agencies such as the 

Augusta CareerCenter, New Ventures, the Kennebec Valley Community Action Program, 

Chambers of Commerce, local workforce boards. The Library has fully integrated and embedded 

workforce development as part of its mission and activities. The Library hosts itinerant staff 

from the Augusta CareerCenter who are able to provide employment and training services as 

well as a local job fair. 

Many public libraries can assist members of the public who are not digitally literate, including 

those who either do not have access to or do not know how to navigate the internet or on-line 

resources. All partners must continue to engage in creating solutions because the need for this 

level of one-on-one digital guidance far outstrips the capacity of either library or CareerCenter 

staff to address alone. 

Older workers 

Older workers in Maine face considerable barriers to employment. The median age in Maine is 

ττȢφ ÙÅÁÒÓ ÃÏÍÐÁÒÅÄ ÔÏ ÔÈÅ ÎÁÔÉÏÎÁÌ ÁÖÅÒÁÇÅ ÏÆ σψȢρȢ 4ÈÉÓ ÓÅÇÍÅÎÔ ÏÆ -ÁÉÎÅȭÓ ÐÏÐÕÌÁÔÉÏÎ ÉÓ ÌÁÒÇÅ 

and growing rapidly. In 2018, 21 percent of the population was over age 65; by 2036 this figure 

is expected to increase to 28 percent. As the first baby boomers reach traditional retirement 

age, labor force participation among older workers will increase. As increasing numbers age 

into their 70s and beyond, labor force participation is likely to decline. This initial increase 
presents an opportunity to find ways to capitalize on the skills and experience of older workers 

who continue to work, either in theÉÒ ÃÕÒÒÅÎÔ ÃÁÒÅÅÒÓ ÏÒ ÉÎ ȰÅÎÃÏÒÅȱ ÃÁÒÅÅÒÓȢ 

Proven strategies to engage older workers include educating employers about the benefits of 

hiring older workers who, as a cohort, are recognized for their expertise and skills, judgement, 

commitment to quality, and demonstrated work ethic. Older workers are valued for their 
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flexibility regarding work hours, schedules, place and benefits, deferred retirement option 

plans, job sharing, and workplace accommodations. 

The Older Workers Committee:  

4ÈÅ 37"ȭÓ /ÌÄÅÒ 7ÏÒËÅÒs Committee (OWC) is dedicated to working with employers, 

employees, retirees, and older worker advocacy groups. 

-ÅÍÂÅÒÓ ÏÆ /7# ×ÏÒË ÔÏ ÐÒÏÍÏÔÅ ÔÈÅ ÖÁÌÕÅ ÏÆ -ÁÉÎÅȭÓ ×ÏÒËÅÒÓ ɉÁÇÅ υυϹɊ ÔÈÒÏÕÇÈ ÁÄÖÏÃÁÃÙȟ 

education, and policy development. The main objective of OWC is to address the needs of older 

×ÏÒËÅÒÓ ÁÎÄ ÔÈÅÉÒ ÅÍÐÌÏÙÅÒÓȢ 4ÈÅ /7# ÉÎÓÔÉÔÕÔÅÄ ÔÈÅ Ȱ3ÉÌÖÅÒ #ÏÌÌÁÒ %ÍÐÌÏÙÅÒ !×ÁÒÄȱ ÔÏ 

recognize employers in Maine whose policies and practices fulfill the needs of older workers. 

formerly Incarcerated 

The formerly incarcerated often face barriers re-entering life outside of the corrections system. 

The Maine Department of Corrections (DOC) estimates it will release 6,000 prisoners from its 

facilities within the next five years. Based on the current population, at the time of their release, 

31 percent of these individuals will have reading skills comparable to the middle school level 
and 76 percent will be similarly prepared in math. This lack of proficiency in math, reading and 

other skills create barriers to employment. The lack of employment prospects often lead to 

other problems such as securing housing and accessing support services. 

Finding employment after release greatly reduces the likelihood that an individual will commit 

another crime. Workforce service providers assist those transitioning out of the corrections 

system to access job search assistance resources, but system partners will need to work more 

closely with employers to identify ways they can best capitalize on this prospective labor pool. 

Evidence-based approaches will be promoted. Some local areas are currently launching projects 

that include provision of career services in pre-release and county jails that educate soon to be 

released inmates about job search and workforce training resources and that establish 

relationships between them and prospective employers. Maine is also working with employers 

to reduce concerns about hiring formerly incarcerated. Previous job fairɀlike events have been 

held at two Maine State Prison facilities. Employers who attended reported that it helped to 

better understand the system as well as the rehabilitation and education programs in which 

inmates participate. In addition, Maine is promoting the Work Opportunity Tax Credit (WOTC) 

and the Federal Bonding Program as incentives to employers considering hiring justice-

involved individuals. The MDOL and DOC recently agreed to a partnership where DOC staff will 

pre-certify for WOTC and issue Federal Bond vouchers to inmates as part of their release 

processing. These formerly incarcerated individuals will leave correctional facilities with 

documents offering incentives to employers who hire them. 

DOC has also implemented registered apprenticeship programs in some of its facilities for both 

staff and inmates. They also work closely with the university and community college system in 

the provision of educational opportunities for inmates. 

Younger workers 

WIOA requires that all programs serve youth with significant barriers to employment or 

education, including: high school dropouts, pregnant or parenting, homeless or runaway youth, 
those subject to the criminal justice system, youth with disabilities, and low-income youth who 

are basic skills deficient or lack English proficiency. These are documentable barriers, but the 

youth that fall under these categories often cope with numerous additional challenges such as 

low aspirations, depression, substance use, unstable homes, lack of appropriate adult role 
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models, family violence, neglect, abuse, rural isolation, lack of transportation, sexual orientation 

and gender identity discrimination, and an overall lack of basic work-readiness competencies. 

Youth service providers will partner to assess the need for a full menu of youth-oriented 

services from attainment of high-school diploma to parenting skills, financial literacy and career 

counseling. Employers will be at the table to offer work experience, internships and adult role-

modelling and will continue to be involved with occupational and career awareness activities 

like EPIC Maine (a partnership of regional employers and education providers that introduces 

young adults to various careers) and the Annual Crafts Championships (a collaboration between 

industry, career and technical education centers and community colleges to showcase careers in 

the construction trades). 

The Younger Worker Committee:  

This committee works to identify, evaluate and address issues facing youth ages 14 to 24 who 

are in transition and to ensure multiple partner resources are available. Committee 

membership includes representatives from the Bureau of Employment Services (BES), Job 

#ÏÒÐÓȟ *ÏÂÓ ÆÏÒ -ÁÉÎÅȭÓ 'ÒÁÄÕÁÔÅÓȟ 4ÉÔÌÅ )" ÙÏÕÔÈ ÓÅÒÖÉÃÅ ÐÒÏÖÉÄÅÒÓȟ ÓÅÃÏÎÄÁÒÙ ÁÎÄ ÐÏÓÔ-

secondary career and technical education programs, YouthBuild, juvenile justice, private 

industry, Office of Child and Family Services serving transitioning foster youth, Maine Youth 

Transition Coalition, the Division of Vocational Rehabilitation (DVR), and Adult Education to 

name a few. In the past, the committee has focused on development of a youth resources guide 

that was distributed through schools and service agencies. Most recently, committee members 

have focused on strategies to address transportation, childcare, and housing issues that impede 

the ability of younger workers to enter employment or access higher education. Committee 

members collaborate to develop new and innovative ways to jointly serve youths in transition. 

Veterans 

4ÈÅ ÆÌÏ× ÏÆ ÖÅÔÅÒÁÎÓ ÁÎÄ ÔÒÁÎÓÉÔÉÏÎÉÎÇ ÓÅÒÖÉÃÅ ÍÅÍÂÅÒÓ ÔÈÒÏÕÇÈ -ÁÉÎÅȭÓ ÏÎÅ-stop 

CareerCenters averages over 3,500 people per year. Unemployment for veterans in Maine is at 

an all-time low with less than 2 percent of our veterans currently unemployed. Wagner-Peyser, 

WIOA and other USDOL funded projects operate in unison with the Jobs for Veterans State Grant 

(JVSG) to ensure that all veterans receive priority of service within the workforce delivery 

system. These and other workforce programs are the point of entry for Maine veterans, disabled 

veterans and covered persons. Our employment service capacity is strategically distributed 

throughout the CareerCenters to serve veterans. 

The JVSG is a non-competitive, USDOL funded program that provides over $800,000 annually to 

Maine, supporting 11 full time staff positions. A mix of disabled veterans outreach program 

specialists and local veteran's employment representatives (LVERs) work out of one-stop 

CareerCenter offices. There is one LVER who serves as the state veterans program manager 

based at the central office in Augusta. 

4ÈÅ 6ÅÔÅÒÁÎÓȭ %ÍÐÌÏÙÍÅÎÔ #ÏÍÍÉÔÔÅÅ: 

This committee works to improve training and employment opportunities for Maine veterans, 

ÄÉÓÁÂÌÅÄ ÖÅÔÅÒÁÎÓȟ ÁÎÄ ÅÌÉÇÉÂÌÅ ÓÐÏÕÓÅÓȢ 4ÈÅ ÃÏÍÍÉÔÔÅÅ ÆÏÃÕÓÅÓ ÏÎ ÂÕÉÌÄÉÎÇ ÅÍÐÌÏÙÅÒÓȭ 

awareness of the advantages of hiring veterans and works to develop policy recommendations 

to increÁÓÅ ÔÈÅ ÅÆÆÅÃÔÉÖÅÎÅÓÓ ÁÎÄ ÅÆÆÉÃÉÅÎÃÙ ÏÆ ÖÅÔÅÒÁÎÓȭ ÅÍÐÌÏÙÍÅÎÔ ÁÎÄ ÔÒÁÉÎÉÎÇ ÐÒÏÇÒÁÍÓ ÉÎ 

Maine. The committee began initiatives to improve outreach and education to both employers 

and veterans. This resulted in a new web portal at the Maine Bureau of Veterans Services which 

has been very effective. In addition, an advanced military culture training was developed and 
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delivered to over 200 employers. This training is now available on YouTube. The committee 

members include representatives from the following organizations: Boots2Roots, Easterseals 

-ÁÉÎÅȟ %ÍÐÌÏÙÅÒ 3ÕÐÐÏÒÔ ÏÆ ÔÈÅ 'ÕÁÒÄ ÁÎÄ 2ÅÓÅÒÖÅȟ -ÁÉÎÅ "ÕÒÅÁÕ ÏÆ 6ÅÔÅÒÁÎÓȭ 3ÅÒÖÉÃÅÓȟ -ÁÉÎÅ 

National Guard, Maine State Approving AgÅÎÃÙ ÆÏÒ 6ÅÔÅÒÁÎÓȭ %ÄÕÃÁÔÉÏÎȟ -ÉÌÉÔÁÒÙ /ÎÅ3ÏÕÒÃÅȟ 

Military Talent Source, student veterans' programs, Togus Veterans Administration Medical 

Center, Volunteers of America Northern New England, and several Maine employers. The 

-$/,ȭÓ 6ÅÔÅÒÁÎÓ %ÍÐÌÏÙÍÅÎÔ ÁÎÄ Training Services (VETS) program manager staffs this 

committee. 

This committee continues its Hire-A-Vet campaign that promotes hiring of 100 veterans in 100 

jobs with 100 employers in 100 days. The average wage for veteran hires increased from $17.43 

in 2015 to $23.06 in 2019. Employers partnered to make the initiative a success and all goals 

have been exceeded in each of the last four years. The campaign connected nearly 750 

employers with 1,000+ veteran-hires since its inception in 2015 and was recognized as a best 

practice by the USDOL and the National Association of State Workforce Agencies (NASWA). 

Persons with language barriers 

People who are foreign-born and for whom English is not their primary language typically face 

considerable barriers to employment in the United States. According to 2018 American 

Community Survey one-year estimates, approximately 3.5 percent of Mainers were born outside 

the United States. Of those, nearly one third entered the U.S. since 2010. 

According to the American Community Survey, about 6 percent of the population speaks a 

language other than English at home.  

Persons with language barriers live throughout the state. However, clusters of foreign-born 

Mainers with language barriers are more prevalent in cities where services are more available, 

such as in Lewiston/Auburn, Greater Portland and Saco/Biddeford. According to the Maine 

Center for Economic Policy, in addition to New Mainers. Maine has a population of second-, 

third -, and even fourth-generation French-speaking Franco-Americans. Roughly 10 percent of 

adult Franco-Americans and Acadians in Maine do not have a high school diploma or 

equivalency and one in five has some college but no degree. Low English language proficiency 

among this population may account for some of these numbers. Even within the cities, the state 

does not have enough current resources available to meet the need for English language 

instruction. 

Individuals living in poverty and with low levels of education 

Other people with barriers to employment in Maine include those who are low income with low 

levels of education. Twelve percent of the population lives in poverty. Of that figure, 35 percent 

are Native Indian and Alaskan Native, and 20 percent are black or African American. In addition, 

25,361 Mainers over 25 have less than a 9th grade education and 43,100 are without a high 

school diploma (American Community Survey 2018 ACS 1-Year Estimates). The State Workforce 

"ÏÁÒÄȭÓ ɉ37"Ɋ ÓÕÂÃÏÍÍÉÔÔÅÅÓ ÆÏÃÕÓ ÏÎ ÍÁÎÙ ÏÆ ÔÈÏÓÅ ÐÏpulations who are statistically in 

poverty. Committee chairs are working across the committees in recognition that each 

constituent group is not mutually exclusive and many barriers to employment are crosscutting. 

WIOA - TANF PARTNERSHIP OBJECTIVES 

Under GÏÖÅÒÎÏÒ -ÉÌÌÓȭ ÁÄÍÉÎÉÓÔÒÁÔÉÏÎȟ ÔÈÅ 4ÅÍÐÏÒÁÒÙ !ÓÓÉÓÔÁÎÃÅ ÆÏÒ .ÅÅÄÙ &ÁÍÉÌÉÅÓ ɉ4!.&Ɋ 

program will be a full partner of the one-stop system as recommended under WIOA. As such, 

the Maine Department of Health and Human Services (DHHS) will support and guide its TANF 

service provider (currently and hereafter, Fedcap) to work with core and required partners of 

https://www.youtube.com/playlist?list=PL5ZdVPP4QOB-tAfF1fXygXWBMfAfXsBDE
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the one-stop system to jointly serve customers and, as appropriate, leverage and share 

resources on their behalf. 

First -Steps to Partnership  

The Greater Portland and Rockland CareerCenters will serve as pilot sites for the development 

of collaborative service delivery. Staff from each agency have identified program services that 

each agency provides, such as assessment, case management, plan development, barrier 

mitigation, training, and job search activities such as job fairs and job development through 

outreach to employers. 

The pilot project teams identified specific services they can collaborate on, including the 

following: 

¶ Supplemental job search services, such as participation in job search, resume, and 

interviewing workshops offered by each provider 

¶ Registration with Maine JobLink, the labor exchange system that matches worker skills 

with jobs listed by Maine employers (i.e.: teaching Fedcap staff how to guide TANF 

clients through this process and/or having employment services staff assist TANF 

recipients with this process) 

¶ Coordination between agencies on client service plan development to eliminate 
unnecessary duplication of services for co-enrolled customers 

¶ Referrals and program co-enrollment that will enable customers to leverage the 
supports and resources of multiple programs 

¶ Co-management and accountability of participant involvement in activities and services 
of partner programs, such as coordinated and/or shared case management and formal 

protocols for communication between programs on behalf of shared customers 

¶ Ongoing cross-informing between Fedcap and employment services to better align 

service coordination overall 

¶ Collaboration on employer outreach and job development activities 

Staff collaboration and communication steps have been drafted between employment services, 

Fedcap and other DHHS staff to include: 

¶ Involvement of DHHS regional planners acting as liaisons between programs and 

possibly co-located at pilot sites (CareerCenters or Fedcap service sites) 

¶ Formal cross-training in which Fedcap staff will learn how to access WIOA core and 

required partner services and vice versa 

¶ Sharing of best practices and practical example of resource leveraging and braiding of 

services 

¶ Instituting regular (monthly) partner team meetings to:  

o Further develop relationships 

o Fine tune and implement collaborative practices 

o Discuss pilot and customer progress and success and address identified 

challenges 
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o Promote continuous improvements 

o Define success and establish measurable outcomes 

Coordinated Sector Pilot  

A second pilot designed to address worker shortages in the healthcare sector and meeting the 

work requirements of TANF is in development. The pilot will focus on workforce needs of 

healthcare providers and how TANF and other partner resources can be aligned to meet the 

sector needs. The project will focus on locations with high but unmet demand for entry-level 

healthcare positions. The project will involve Adult Education, the Maine Community College 

System, and the TANF-funded Parents as Scholars and Higher Opportunity for Pathways to 

Employment (HOPE) programs. The collaborative will work to launch participants on career 

paths with advancement opportunities and the potential for ongoing training and development, 

allowing trainees to advance in skills and earnings over time. 

Formal Steps  

$((3 ×ÉÌÌ ÆÏÒÍÁÌÌÙ ÐÁÒÔÎÅÒ ×ÉÔÈ ÅÁÃÈ ÏÆ -ÁÉÎÅȭÓ ÔÈÒÅÅ ÌÏÃÁÌ ×ÏÒËÆÏÒÃÅ ÂÏÁÒÄÓ ÔÏ ÔÁËÅ ÐÁÒÔ ÉÎ Á 
Memorandum of Understanding (MOU) that guides collaborative and integrated service 

delivery across programs and funding streams. Local workforce boards act as the lead 

conveners of partners for their regions. 

The Northeastern Workforce Development Board (NWDB) has oversight of Aroostook, Hancock, 

Penobscot, Piscataquis and Washington counties. 

The Central Western Maine Workforce Development Board (CWMWDB) has oversight of 

Androscoggin, Franklin, Kennebec Oxford, and Somerset counties. 

The Coastal Counties Workforce board, (CCWI) has oversight of Cumberland, Knox Lincoln, 

Sagadahoc, Waldo, and York Counties. 

The boards work with partners to develop and maintain the local one-stop system and to 

articulate the coordinated service delivery design for their local region. Local boards bring 

additional partners to the table and promote collaborative resolution of issues facing the region 

such as poverty, the effects of opioid use and more. Local boards also negotiate cost sharing 

between partners to ensure adequate one-stop infrastructure and access to all partner 

programs and eliminate redundancies such as multiple intake or assessment specialists when 

these could possibly be provided by staff shared between programs. 

Signing of a MOU is a formal step that introduces TANF as a partner to the one-stop system and 

outlines how TANF service providers will work with all required partners going forward. 

Future Steps 

For partner agencies to better serve TANF recipients it will be beneficial for them to adopt a 

whole family approach to jobs that looks at not only the enrolled individual but that takes 

children and other family dependents into consideration when developing service delivery 

approaches that will enable them to achieve success through a holistic approach to employment 

services. Likewise, partners should understand how the benefits cliff affects TANF recipients. 

TANF could play a key role in educating system partners regarding the benefits of two-

generation approaches to service, as well as how to use a benefits cliff tool to be developed for 

Maine. 
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2. WORKFORCE DEVELOPMENT, EDUCATION AND TRAINING ACTIVITIES ANALYSIS 

II.(a.2) Workforce De velopment, Education, and Training Activities Analysis  

Maine has a variety of programs and activities to address the skilled workforce needs of 

employers that focus on developing the skills, abilities, and credentials of the population, 

including those with barriers to employment. The aggregate public investment in these 

activities is significant, totaling more than $500 million. Developing greater levels of 

coordination and alignment among programs is an integral component of this unified plan and 

essentiaÌ ÔÏ ÎÁÖÉÇÁÔÉÎÇ -ÁÉÎÅȭÓ ÍÁÎÙ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÃÈÁÌÌÅÎÇÅÓȢ 

4ÈÅ ÔÁÂÌÅÓ ÉÎ ))ȢɉÁȢςȢÁȢɊ ÐÒÏÖÉÄÅ ÁÎ ÁÎÁÌÙÓÉÓ ÏÆ -ÁÉÎÅȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔȟ ÅÄÕÃÁÔÉÏÎ ÁÎÄ 

training activities that receive regular public funding. For the purposes of this analysis, 

programs and activities are grouped into four categories: WIOA core partner programs, other 

publicly funded employment and training programs, other publicly funded education programs, 

and additional programs. 

Note:  These tables do not include public investments in K-12 education (although secondary 

career and technical education is included), nor does this analysis represent a comprehensive 

view of DHHS training programs. 

 Funding levels vary with a range of factors and are subject to yearly change, and allowable 

expenditures are governed by federal and state laws and policies. 

))ȢɉÁȢςȢ!Ɋ4ÈÅ 3ÔÁÔÅȭÓ 7ÏÒËÆÏÒÃÅ $ÅÖÅÌÏÐÍÅÎÔ !ÃÔÉÖÉÔÉÅÓ 

Workforce Innovation and Opportunity Act (WIOA) Core Partner Programs  

The WIOA core partner programs: adult, dislocated worker and youth programs; employment 

services, vocational rehabilitation (VR), and adult and basic education served more than 90,000 

participants and represented $56.9 million in public investment in fiscal year (FY) 2019 (58 

percent of which was federal, 24 percent state and 18 percent local funds). This information is 

displayed in Table 5, below. 

The MDOL oversees administration of the Title IB adult, dislocated worker and youth programs 

and the Title III employment services program. In program year 2018 (PY18), 542 adults, 264 

unemployed workers and 402 youth were served by these programs. On average, 75.2 percent 

found jobs. During the year 4,819 job seekers received individualized career services and 

42,700 participated in labor exchange services.  

-$/,ȭÓ "ÕÒÅÁÕ ÏÆ Rehabilitation Services (BRS) works to bring about full access to 

employment, independence, and community integration for people with disabilities. While 

under the oversight of the U.S. Department of Education, BRS operates within the offices of 

MDOL at CareerCenters and provides VR services through its Division of Vocational 

Rehabilitation (DVR) and Division for the Blind and Visually Impaired (DBVI). The co-location of 

VR and employment services offers greater opportunities for aligning programs and services. 

During PY18 BRS had 3,773 new applicants and served 6,968 individuals through plans for 

employment.  

Maine Adult Education (hereafter, Adult Education) is part of the Maine Department of 

Education. Service providers are housed within nine educational programming areas (hubs) and 

consist of 67 local providers aligned with local school districts statewide. In fiscal year (FY) 

2019, over 17,000 individuals participated in high school completion, workforce training, and 

college transitions programming. Of those, 5,830 participated in federal programs directly 
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linked to high school equivalency completion, entering employment, and entering 

postsecondary education. 

Over 23,000 people also participated in lifelong learning classes such as health and wellness, 

political awareness, personal finances, and other community enriching courses. 

-ÁÉÎÅȭÓ ÕÎÉÆÉÅÄ ÐÌÁÎ ÅÍÐÈÁÓÉÚÅÓ ÇÒÅÁÔÅÒ ÌÅÖÅÌÓ ÏÆ ÉÎÔÅÇÒÁÔÉÏÎȟ ÁÌÉÇÎÍÅÎÔ ÁÎÄ ÃÏÏÒÄÉÎÁÔÉÏÎ 

among core programs and one-stop partners.  

In 2016, Adult Education began implementing Integrated Education and Training (IET). The 

passage of WIOA in 2014, enabled Adult Education to use federal literacy funds to support 

training when combined with education. Integrating relevant reading, math, and 

comprehension instruction, occupation training, employability skills, and English language 

acquisition as needed is a training model with proven effectiveness. Another key piece of an IET 

is the earning of a credential of value. Combining these elements compresses learning time 

frames and accelerates entry into the workplace. While IETs are successful, they are expensive 

to develop and run, making cost-sharing with partners essential. The IET programs offered are 

based on identified local workforce board needs, and on collaboration with employers, other 

service providers, and postsecondary institutions. From the initial six programs, the number of 

IETs has grown to 402 in FY19. The goal is to increase the number of adults receiving 

credentials through an IET to 800. IET is a proven training model that enhances learning 

comprehension by integrating classroom and occupation training and often compresses 

learning time frames. Based on identified local workforce needs, the pilot projects were 

developed with extensive employer engagement and the involvement of support service 

providers and a variety of educational institutions. Since then, IET programming has been rolled 

out statewide and is a required programming element for each adult education hub.  

  

-ÁÉÎÅȭÓ 0ÕÂÌÉÃ 3ÅÃÔÏÒ )ÎÖÅÓÔÍÅÎÔ ɉÉÎ -ÉÌÌÉÏÎÓɊ ÉÎ 7ÏÒËÆÏÒÃÅ $ÅÖÅÌÏÐÍÅÎÔȠ 7)/! #ÏÒÅ 0ÁÒÔÎÅÒ 

Programs 

Program  Federal  State Other   SFY19 

Funding  

Overseeing 

Agency 

Program Description  

Workforce 

Innovation and 

Opportunity Act 

(WIOA) Title IB  

 $7.20           $7.20   MDOL   WIOA Title IB provides 

employment and training 

services to adults, dislocated 

workers, and youth who meet 

priority and eligibility criteria. IB 

programs overseen by three 

local workforce boards and 

delivered through four service 

providers served a total of 1,230 

participants. Of those who exited 

the programs an average of 75.4 

percent were employed. Of those 

who participated in classroom 

training, 63 percent earned a 

degree, diploma or credential.  
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Program  Federal  State Other   SFY19 

Funding  

Overseeing 

Agency 

Program Description  

WIOA Title III  

 Employment 

Services 

 $3.60           $3.60   MDOL   WIOA Title III amends the 

Wagner-Peyser Act of 1933 and 

provides employment and labor 

exchange services to individuals 

and employers. Over 42,700 job 

seekers accessed the Maine 

JobLink labor exchange system 

in which 5,408 employers posted 

31,464 jobs. Individualized 

career services were provided to 

4,819 job seekers who required 

more intensive assistance finding 

employment.  

WIOA Title IV  

 Rehabilitation 

Services 

 $18.50   

$8.20  

 $0.50   $27.20   USDOE/ 

MDOL  

 The Bureau of Rehabilitation 

Services (BRS) works to bring 

about full access to employment, 

independence and community 

integration for people with 

disabilities: The Division of 

Vocational Rehabilitation helps 

individuals with a range of 

disabling conditions to achieve 

or retain employment; the 

Division for the Blind and 

Visually Impaired provides 

services to individuals who are 

blind or have low vision; and the 

Division for the Deaf, Hard of 

Hearing and Late Deafened 

assists individuals with hearing 

loss. During PY18, BRS had 3,773 

new applicants and served 6,958 

individuals through plans for 

employment.   

WIOA Title II  

 Adult Education  

 $1.70   

$6.00  

 

$11.17  

 $18.87   MDOE   Maine Adult Education 

promotes programs that help 

adults get the foundational skills 

they need to be educated and 

productive workers, family 
members, and citizens. The 

major areas of instruction and 

support are adult basic 

education, adult secondary 

education (high school 

completion), English language 

acquisition, college transition, 
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Program  Federal  State Other   SFY19 

Funding  

Overseeing 

Agency 

Program Description  

and workforce training. These 

programs emphasize 

foundational skills such as 

reading, writing, math, English 

language competency, career 

awareness and exploration, 

workforce tr aining, and 

problem-solving. In FY19, adult 

education served 17,640 adults 

in academic and workforce 

programs, including 5,830 

participants in federal funded 

programs. An additional 23,150 

adults participated in self-

sustaining personal enrichment 

courses.  

                

  

                            

    Federal  State Other  Total      

Totals in millions  $31.0 $14.2 $11.7 $56.9     

Percentages 55%  25%  21%        

  

Other Publicly Funded Employment & Training Programs  

A wide range of employment and training activities in Maine occur outside the core WIOA 

programs. Many of these activities are described in Table 5, below. These programs are 

supported by $45.2 million in public funding (see Table 6) and deliver employment and job 

training services to a variety of population groups including veterans, dislocated workers, 

youth, and individuals with skill deficiencies and other barriers to employment. Programs are 

ÁÃÃÅÓÓÉÂÌÅ ÔÈÒÏÕÇÈ -ÁÉÎÅȭÓ ÏÎÅ-stop CareerCenters administered by local workforce boards in 

three regions. 

In addition to the programs displayed in Table 6, a variety of other employment and training 

activities are funded through discretionary grant awards to the state of Maine. Such grants 

include, but are not limited to H1B grants, Youth Build, and Trade Adjustment Assistance 

Community College Training (TAACT) grants. 

-ÁÉÎÅȭÓ 0ÕÂÌÉÃ 3ÅÃÔÏÒ )ÎÖÅÓÔÍÅÎÔ ɉÉÎ -ÉÌÌÉÏÎÓɊ ÉÎ 7ÏÒËÆÏÒÃÅ $ÅÖÅÌÏÐÍÅÎÔȠ /ÔÈÅÒ 0ÕÂÌÉÃÌÙ 

Funded Employment & Training Programs 
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Program  Federal  State Other   SFY19 

Funding  

Overseeing 

Agency 

Program Description  

Jobs for Veterans 

State Grant 

(JVSG) 

 $0.80           $0.80   MDOL   Jobs for Veterans State Grant 

(JVSG) funds are allocated to 

state workforce agencies from 

the Department of Labor's 

Veterans' Employment and 

Training Service (VETS) in 

direct proportion to the 

number of veterans seeking 

employment within their state. 

The grants support two 

principal staff positions: 

disabled veterans' outreach 

program specialists, and local 

veterans' employment 

representatives. This grant 

provides funds to exclusively 

serve veterans, other eligible 

persons and, indirectly, 

employers.  

Trade 

Adjustment 

Assistance (TAA)  

 $2.80           $2.80   MDOL   The Trade Adjustment 

Assistance (TAA) program is a 

federal program that provides a 

path for employment growth 

and opportunity through aid to 

US workers who have lost their 

jobs as a result of foreign trade. 

The TAA program seeks to 

provide these trade-affected 

workers with opportunities to 

obtain the skills, resources, and 

support they need to become 

reemployed.   

Work 

Opportunity Tax 

Credit (WOTC) 

 $0.08           $0.08   MDOL   The Work Opportunity Tax 

Credit (WOTC) is a federal tax 

credit available to employers 

for hiring individuals from 

certain target groups who have 

consistently faced significant 

barriers to employment.  

ReEmployment 

Services & 

Eligibility 

Assessment 

(RESEA) 

 $0.00   

$0.00  

 $0.00   $0.00   MDOL   The ReEmployment Services 

and Eligibility Assessment 

(RESEA) program assists 

unemployed workers to return 

to work more quickly by 

delivering and services to those 
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Program  Federal  State Other   SFY19 

Funding  

Overseeing 

Agency 

Program Description  

ÃÌÁÉÍÁÎÔÓ ÐÒÏÆÉÌÅÄ ÁÓ ȰÍÏÓÔ 

ÌÉËÅÌÙ ÔÏ ÅØÈÁÕÓÔȱ ÁÎÄ ÁÌÌ 

transitioning veterans receiving 

unemployment compensation. 

Targeted claimants will be 

provided relevant 

reemployment services and 

eligibility review interviews. 

Services will be delivered 

through group workshops, one-

on-one meetings, and other 

methods allowing individuals 

who would not be able to 

attend for various reasons to 

attend.  

CareerCenter 

General Funds 

     

$0.50  

     $0.50    MDOL   The Maine 

CareerCenter provides a variety 

of employment and training 

services at no charge for Maine 

workers and businesses.  

Competitive 

Skills 

Scholarship 

Program (CSSP) 

     

$2.60  

     $2.60   MDOL    The Competitive Skills 

Scholarship (CSSP) helps 

workers learn new skills and 

succeed in a changing economy. 

The program is open to all 

qualified Maine residents and 

pays for education and training 

for high wage jobs in demand in 

Maine. The number of new 

CSSP applicants accepted into 

the program each year is based 

on available funding and 

allocated by county.   

Maine 

Apprenticeship 

Program (MAP) 

and 

Apprenticeship 

Expansion Grant  

 $0.70   

$0.50  

     $1.20   MDOL   Maine Apprenticeship Program 

(MAP) and Apprenticeship 

Expansion Grant helps mobilize 

Maine's workforce with 

structured, on-the-job learning 

in traditional industries such as 

construction and 

manufacturing, as well as 

emerging industries such as 

healthcare, information 

technology, energy, 

telecommunications and more. 
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Program  Federal  State Other   SFY19 

Funding  

Overseeing 

Agency 

Program Description  

Registered apprenticeships 

connect job seekers looking to 

learn new skills with employers 

looking for qualified workers, 

resulting in a workforce with 

industry -driven training and 

employers with a competitive 

edge.  

WIOA Title ID 

National 

Dislocated 

Worker Grants 
(NDWGs)  

 $1.10           $1.10    MDOL   National dislocated worker 

grants (NWDGs) provide 

additional assistance to support 

employment and retraining 
efforts for dislocated workers 

displaced due to mass layoff or 

natural disaster. USDOL offers 

access to these funds through a 

competitive process to address 

other issues affecting workers 

such as the opioid crisis or need 

for technology upgrades. Maine 

is in the process of 

implementing a single portal 

from which job seekers can 

access the services of all core 

partners. The portal allows 

information to be shared 

between the information 

systems of each partner upon 

request from the job seeker, 

saving the customer from 

answering the same questions 

multiple times.  

WIOA Title IC: 

 Penobscot Job 

Corps Center 

 $9.40           $9.40   Boston 

Regional 

Office of Job 

Corps  

 Job Corps is a no-cost 

education and career technical 

training program administered 

by the USDOL that helps young 

people ages 16 through 24 

improve the quality of their 

lives through career technical 
and academic training. The Job 

Corps program is authorized by 

Title I-C of the Workforce 

Investment Act of 1998. The 

Penobscot Job Corps Center is 

operated by Career Systems 
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Program  Federal  State Other   SFY19 

Funding  

Overseeing 

Agency 

Program Description  

Development Corporation for 

the USDOL.   

WIOA Title IC: 

 Loring Job Corps 

Center 

 $9.50           $9.50   Boston 

Regional 

Office of Job 

Corps  

 See above  

Maine 

Conservation 

Corps (MCC)  

 $0.40   

$0.09  

 $0.70   $1.40   Maine 

Department of 

Agriculture, 

Conservation 

and Forestry  

 The mission of Maine 

Conservation Corps (MCC) is to 

accomplish conservation 

initiatives that inspire 

individuals and enhance 

communities. The MCC is a 

state AmeriCorps program, 

comprised of members who 

undertake conservation 

projects while completing job 

readiness training and 

achieving personal 

development goals. Service 

inherently includes the 

distillment of personal 

responsibility, accountability, 

teamwork, communication, 

problem solving, as well as 

many other appropriate 

workplace behaviors and 

attitudes. Members also engage 

in career research, goal setting, 

resume and cover letter 

writing, develop interview 

skills, and earn certifications as 

part of their AmeriCorps terms.   

New Ventures 

Maine (NVME) 

 $0.20   

$0.90  

 $0.70   $1.80   UMA/ UMS   New Ventures Maine (NVME) 

is a statewide community 

outreach and education 

program of the University of 

Maine at Augusta/University of 

Maine System. NVME provides 

in-person and online training 

and individual coaching in 

career planning, 

entrepreneurship, and financial 

education and asset building. 

For Mainers in life and career 

transitions, NVME provides an 
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Program  Federal  State Other   SFY19 

Funding  

Overseeing 

Agency 

Program Description  

empowering environment for 

participants to define and 

achieve goals. NVME helps 

individuals recognize strengths, 

overcome barriers, access 

resources, develop a plan and 

take action towards their goals-

-finding good jobs, furthering 

their education, starting a 

business, managing their 

money and building savings 

and assets.  

Senior 

Community 

Service 

Employment 

Program (SCSEP) 

 $1.90           $1.90   USDOL/ 

A4TD  

 The Senior Community Service 

Employment Program (SCSEP) 

is a community service and 

work -based training program 

for unemployed, low-income 

persons over the age of 55 with 

barriers to employment. 

Authorized by the Older 

Americans Act (Title V), the 

program provides subsidized, 

service-based training by 

placing participants in paid 

internships at 501C3 non-profit 

and public agencies. 

Participants are also able to 

participate in workshops that 

improve their job search skills 

and job readiness. Individuals 

train for an average of 20 hours 

per week and are paid 

minimum wage. The 

community service training 

serves as a bridge to 

unsubsidized employment 

opportunities.   

Jobs for Maine 

Graduates (JMG) 

 $4.00   

$3.50  

 $3.30   $10.80   JMG   Jobs for Maine Graduates 

(JMG) partners with public 
education and private 

businesses to offer results-

driven solutions to ensure all 

students graduate, attain post-

secondary credentials and 

pursue meaningful careers. JMG 

is hosted in Maine's public 
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Program  Federal  State Other   SFY19 

Funding  

Overseeing 

Agency 

Program Description  

middle and high schools, and 

community college and 

university systems. JMG 

reaches more than 10,000 

students throughout all of 

-ÁÉÎÅȭÓ ρφ ÃÏÕÎÔÉÅÓȢ *-' 

programs are led by JMG 

specialists who serve as 

mentors and educators. The 

JMG model integrates 

competency-based learning 

strategies with career 

exploration. JMG helps students 

overcome academic, financial 

and social barriers to help 

students reach their fullest 

potential. JMG increases high 

school graduation rates, post-

secondary persistence, and 

degree attainment.  

WIOA Title ID 

YouthBuild 

Portland (YBA)  

 $1.00           $1.00   USDOL    Youth Building Alternatives 

(YBA)  program serves teens 

and young adults who struggle 

to find their way in the 

traditional education system. 

Since 1994, high school 

dropouts aged 16-24 were 

assisted in successful transition 

to adulthood through an 

alternative education model 

that includes HiSET exam 

preparation, construction skills 

training, leadership 

development, job skills, and life 

skills. Through YBA, young 

adults obtain important 

certifications including NCCER, 

OSHA-10, ServSafe, and more. 

Most advance toward 

postsecondary education or 

career-oriented employment. In 

addition to the program itself, 

one year of follow-up services 

ÓÕÐÐÏÒÔ ÇÒÁÄÕÁÔÅÓȭ ÔÒÁÎÓÉÔÉÏÎ ÔÏ 

education and work.  
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Funding  

Overseeing 

Agency 

Program Description  

WIOA Title ID 

National 

Farmworker 

(NFJP) 

 $0.20           $0.20   USDOL   The National Farmworker Jobs 

Program (NFJP) 

provides  workforce 

development services and 

training assistance to migrant 

and seasonal farmworkers and 

their dependents.  

WIOA Title ID 

Indian and 

Native American 

(INA) Program  

 $0.20           $0.20   USDOL   The purpose of WIOA Indian 

and Native American (INA) 

programs is to support 

employment and training 

activities in order to: develop 
more fully the academic, 

occupational, and literacy skills 

of such individuals; make such 

individuals more competitive in 

the workforce and to equip 

them with entrepreneurial 

skills necessary for successful 

self-employment; and promote 

the economic and social 

development of INA 

communities in accordance 

with their goals and values.  

Federal Bonding 

Program  

 $0.30           $0.30   USDOL   The USDOL established the 

federal bonding program in 

1966 to provide fidelity bonds 

ÆÏÒ ȰÁÔ-ÒÉÓËȟȱ ÈÁÒÄ-to-place job 

seekers. The bonds cover the 

first six months of employment 

at no cost to the job applicant 

or the employer.  

              

    Federal  State Other  Total      

Totals in 

millions  

$32.6 $8.1 $4.9 $45.6     

Percentages 71%  18%  11%        

*Program funding is sporadic. 

In addition to core partner programs and other employment and training programs, the 
5ÎÉÖÅÒÓÉÔÙ ÏÆ -ÁÉÎÅ 3ÙÓÔÅÍ ɉ5-3Ɋȟ ÔÈÅ -ÁÉÎÅ #ÏÍÍÕÎÉÔÙ #ÏÌÌÅÇÅ 3ÙÓÔÅÍ ɉ-##3Ɋȟ -ÁÉÎÅȭÓ 

Career and Technical Education (CTE) and Maine Quality Centers (MQC) provide education 

programs to prepare participants for success in careers and the workforce. As shown in Table 7, 
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below, these programs represent more than $440 million in annual public funding, 80 percent 

of which are state funds. 

With seven campuses and annual enrollment of more than 40,000, the UMS represents a 

ÆÏÕÎÄÁÔÉÏÎÁÌ ÃÏÍÐÏÎÅÎÔ ÏÆ ÔÈÅ ÓÔÁÔÅȭÓ ÐÏÓÔÓÅÃÏÎÄÁÒÙ ÅÄÕÃÁÔÉÏÎ ÓÙÓÔÅÍȢ 4ÈÅ ÕÎÉÖÅÒÓÉÔÙ ÓÙÓÔÅÍ 

offers associate, bachelor, master, and doctoral degrees as well as a selection of specialized 

ÕÎÄÅÒÇÒÁÄÕÁÔÅ ÁÎÄ ÇÒÁÄÕÁÔÅ ÃÅÒÔÉÆÉÃÁÔÅÓȢ 3ÅÅ !ÐÐÅÎÄÉØ $ ÆÏÒ Á ÌÉÓÔ ÏÆ -ÁÉÎÅȭÓ ÐÕÂÌÉÃ ÁÎÄ ÐÒÉÖÁÔÅ 

colleges. 

-ÁÉÎÅȭÓ ÎÅÔ×ÏÒË ÏÆ ÓÅÖÅÎ ÃÏÍÍÕÎÉÔÙ ÃÏÌÌÅÇÅÓ ÈÁÓ Á ÃÏÍÂÉÎÅÄ ÅÎÒÏÌÌÍÅÎÔ ÏÆ ÍÏÒÅ ÔÈÁÎ ρψȟπππ 

of which 94 percent are Maine residents. 65 percent of these students attend part time. The 

MCCS offers certificate, diploma and associate degree programs directed at the educational, 

occupational, and technical needs of Maine residents as well as the workforce needs of 

employers. The goals of the MCCS are to create an educated, skilled, and adaptable labor force 

responsive to the changing needs of the economy, and to promote local, regional, and statewide 

ÅÃÏÎÏÍÉÃ ÄÅÖÅÌÏÐÍÅÎÔȢ 3ÅÅ !ÐÐÅÎÄÉØ $ ÆÏÒ Á ÌÉÓÔ ÏÆ -ÁÉÎÅȭÓ ÐÕÂÌÉÃ ÁÎÄ ÐÒÉÖÁÔÅ ÃÏÌÌÅÇÅÓȢ 

The UMS and MCCS have been working together to develop an ecosystem around micro-

credentials/digital badges which are employer recognized. With the support of MDOL and other 

partners, the UMS received a $350,000 grant from the Lumina Foundation to enhance this 

ecosystem and focus on engaging people of color, low income, Native Americans and 

incarcerated individuals.  

Additionally, the UMS and MCCS have been engaged in a regional and national project to 

improve the transparency of available credentials and educational opportunities through a 

searchable, centralized credential registry, Credential Engine. New England Board of Higher 

Education received a grant of $650,000 to launch High Value Credentials for New England 

(HVCNE) in partnership with Credential Engine. HVCNE will provide individuals, institutions, 

state policy leaders and employers the tools to: 

¶ Develop a common language to describe credentials 

¶ %ÖÁÌÕÁÔÅ ÃÒÅÄÅÎÔÉÁÌÓȭ ÖÁÌÕÅ 

¶ Identify critical education and employment pipelines 

¶ Understand the skills and competencies obtained in earning a credential 

4ÈÅ ÍÉÓÓÉÏÎ ÏÆ -ÁÉÎÅȭÓ #4% ÐÒÏÇÒÁÍ ÉÓ ÔÏ ÅÎÓÕÒÅ ÔÈÁÔ ÓÔÕÄÅÎÔÓ ÁÃÑÕÉÒÅ ÔÈÅ ÈÉÇÈ-quality 

technical skills that will prepare them for postsecondary education, entry into an ever-changing 

workplace and society, and to meet the rigorous academic standards of Maine's Learning 

Results. Students benefit from this integrated system of academic and applied learning. 

MQC provide customized workforce training grants to employers who are either seeking to 

locate or expand their operations in Maine or who are interested in providing training to their 

ÉÎÃÕÍÂÅÎÔ ×ÏÒËÅÒÓȢ 4ÒÁÉÎÉÎÇ ÐÒÏÇÒÁÍÓ ÁÒÅ ÃÏÏÒÄÉÎÁÔÅÄ ÁÎÄ ÄÅÌÉÖÅÒÅÄ ÔÈÒÏÕÇÈ -ÁÉÎÅȭÓ ÓÅÖÅÎ 

community colleges, and other service and training providers as needed.  

In conjunction with the MCCS and MQC, Bath Iron Works (BIW) established a tuition-free 

training program at the former Brunswick Landing Naval Air Station. Using one of the former 

airplane hangars, participants get training and exposure to the facets of welding, pipe fitting, 

insulation and painting in the ship building industry. Acknowledging the difficulties of 

transportation for some students, housing for the four-week program can also be provided on 
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site. BIW has an agreement to interview successful Maine Job Corps welding students for 

positions at BIW as they prepare to transition out of Job Corps.  

Addressing the workforce development challenges that confront Maine will require 

coordination and partnership across employment and training programs and education 

institutions, as well as a commitment to measuring the employment outcomes of program 

participants. Recognizing the need for greater levels of alignment, the UMS, MCCS and MDOL 

formed a data sharing partnership to evaluate the employment outcomes of college students. As 

part of this relationship, the university and community colleges send student records to MDOL 

where they are matched with  corresponding wage records. MDOL then formulates employment 

and wage outcomes by credential, area of study, and school. These efforts, funded by grants 

from the USDOL and Maine Department of Education, have resulted in the development of 

Maine Education and Attainment Research Navigation system or MaineEARNS. This system has 

since expanded to include Adult Education and vocational rehabilitation programs. 

MaineEARNS is expected to play an integral role in measuring and providing outcomes 

information that drives program evaluation and policy decisions. 

-ÁÉÎÅȭÓ 0ÕÂÌÉÃ 3ÅÃÔÏÒ )ÎÖÅÓÔÍÅÎÔ ɉÉÎ -ÉÌÌÉÏÎÓɊ ÉÎ 7ÏÒËÆÏÒÃÅ $ÅÖÅÌÏÐÍÅÎÔȠ /ÔÈÅÒ 0ÕÂÌÉÃÌÙ 

Funded Education Programs 

Program  Federal  State Other   SFY19 

Funding  

Overseeing 

Agency 

Program Description  

Career and 

Technical 

Education 

(CTE) 

(secondary)  

 $2.30   $56.50       $58.80   MDOE   As part of the Maine Department 

of Education's ongoing 

commitment to support all 

learners, Maine Career and 

Technical Education (CTE) aims 

to ensure that students acquire 

the high-quality, industry-

recognized technical skills and 

related academic standards that 

will prepare them for 

postsecondary education and 

entry into an ever-changing 

workplace and society.  

University of 

Maine System 

(UMS) 

 $54.50   

$230.90  

 

$28.80  

 $314.20   UMS   The University of Maine System 

(UMS) offers associates, 

bachelors, masters and doctoral 

degrees (including the JD degree) 

as well as a selection of 

specialized undergraduate and 

graduate certificates. The UMS 

currently is developing a series of 

micro credentials specific to 21st 

century work ready and technical 

skills and is working across the 

state to develop a statewide 

approach to this. The UMS 

features seven universities ɂ

some with multiple campusesɂ
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Program  Federal  State Other   SFY19 

Funding  

Overseeing 

Agency 

Program Description  

located across the state, as well 

as eight University College 

outreach centers, a law school, 31 

additional course sites, and 

Cooperative Extension. It has an 

annual enrollment of nearly 

30,000 students in credit bearing 

programs and serves over 

500,000 individuals annually 

through educational and cultural 

offerings, including non-credit 

continuing education and 

professional development 

programming.   

Maine 

Community 

College 

System 

(MCCS) 

 $4.70   $70.00       $74.70   MCCS   The mission of the Maine 

Community College System 

(MCCS) is to provide associate 

degree, diploma, and certificate 

programs directed at the 

educational, occupational, and 

ÔÅÃÈÎÉÃÁÌ ÎÅÅÄÓ ÏÆ ÔÈÅ ÓÔÁÔÅȭÓ 

citizens and the workforce needs 

ÏÆ ÔÈÅ ÓÔÁÔÅȭÓ ÅÍÐÌÏÙÅÒÓȢ 4ÈÅ 

primary goals of the MCCS are to 

create an educated, skilled and 

adaptable labor force responsive 

to changing economic needs and 

to promote local, regional and 

statewide economic 

development.   

Maine Quality 

Centers 

(MQC) 

     $0.90       $0.90   MCCS   The Maine Quality Centers 

(MQC) program funds 

customized workforce training 

ÄÅÌÉÖÅÒÅÄ ÔÈÒÏÕÇÈ -ÁÉÎÅȭÓ ÓÅÖÅÎ 

community colleges. MQC grants 

are available to fund pre-hire, 

post-hire, and incumbent worker 

training. The program is 

designed to ensure that 
businesses have the qualified 

workers they need to succeed. 

Grant limits for incumbent 

worker training are based on 

company size. Employers with 1-

50 employees may apply for 100 

percent funding. Employers with 
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Funding  

Overseeing 

Agency 

Program Description  

51-100 employees may apply for 

75 percent funding, with a 25 

percent company match. 

Employers with 101+ employees 

may apply for 50 percent 

funding, with a 50 percent 

company match. Other 

customized training is provided 

at no cost to either the business 

or trainee.  

              

    Federal  State Other  Total      

Totals in 

millions  

$61.5 $358.3  $28.8 $448.6     

Percentages 14%  80%  6%        

  

Additional Publicly Funded Programs  

The state correctional system, and Maine Manufacturing Extension Partnership, Additional 

Support for People in Retraining and Employment (ASPIRE), and Food Supplement Employment 

& Training programs provide workforce development activities to inmates, manufacturing 

employers and low-income adults. Details of these programs are provided below. Please note 

that the following table does not represent all publicly funded DHHS programs for employment 

supports with individuals with significant disabilities. 

-ÁÉÎÅȭs Public Sector Investment (in Millions) in Workforce Development; Additional Publicly-

Funded Programs 

Program  Federal  State Other   SFY19 

Funding  

Overseeing 

Agency 

Program Description  

State 

Correctional 

System 

 $0.20   

$3.20  

 $1.30   $4.70   MDOC   Provides programs and services 

to reduce the likelihood of 

reoffending.  

Maine 

Manufacturing 

Extension 

Partnerships 

(MEP) 

 $9.40   

$3.60  

 $0.20   $13.20   U.S. Dept. of 

Commerce  

 Maine Manufacturing Extension 

Partnerships (MEP) leverage a 

vast array of public and private 

resources and services that are 

available to every manufacturing 

enterprise in Maine. The 

nationwide system of MEP 

centers is linked through the U.S. 

Department of Commerce - 
National Institute of Standards 

and Technology, with the 
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Funding  

Overseeing 

Agency 

Program Description  

common goal to strengthen the 

global competitiveness of U.S. 

manufacturers. MEP's mission is 

to become the state's premier 

provider of growth-based 

solutions for Maine's small and 

medium sized manufacturers; 

and its vision is to create 

profitable growth opportunities 

for small and medium sized 

manufacturers by helping them 

become more efficient, 

productive and globally 

competitive.  

Additional 

Support for 

People in 

Retraining and 

Employme nt 

(ASPIRE) 

 $20.10   

$7.10  

     $27.20   DHHS   $((3ȭÓ  Additional Support for 

People in Retraining and 

Employment (ASPIRE) program 

is the training and employment 

program serving TANF recipients 

by developing individualized 

employment plans and providing 

supports which lead to 

successful transition to 

employment.   

Food 

Supplement 

Employment & 

Training (FSET)  

 $0.80   

$0.50  

     $1.30   DHHS   $((3 ÁÄÍÉÎÉÓÔÅÒÓ -ÁÉÎÅȭÓ 

Supplemental Nutritional 

Assistance Program (SNAP), 

including employment and 

training activities (E&T) 

provided by MDOL at 

#ÁÒÅÅÒ#ÅÎÔÅÒÓȢ -ÁÉÎÅȭÓ %Ǫ4 

program is known as the Food 

Supplement Employment and 

Training (FSET) Program.  

Higher 

Opportunity for 

Pathways to 

Employment 

(HOPE) 

 $2.20   

$0.10  

     $2.30   DHHS   Higher Opportunities for 

Pathways to Employment 

(HOPE) is administered by DHHS 

to assist low income families. 

HOPE provides financial 

assistance and campus-based 

navigators to support families 

and help them to achieve 

education goals leading towards 

employment.  
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Program  Federal  State Other   SFY19 

Funding  

Overseeing 

Agency 

Program Description  

              

    Federal  State Other  Total      

Totals in 

millions  

$32.7 $14.5 $1.5 $48.7     

Percentages 67%  30%  3%        

***National Institute of Standards and Technology, Hollings Manufacturing Extension Partnership 

(NIST MEP) 

  

-ÁÉÎÅȭÓ 0ÕÂÌÉÃ 3ÅÃÔÏÒ )ÎÖÅÓÔÍÅÎÔ ÉÎ 7ÏÒËÆÏÒÃÅ $ÅÖÅÌÏÐÍÅÎÔȠ 3ÕÍÍÁÒÙ  

   Federal   State   Other   Total  

Core Partner Programs (in millions)   $31.00   $14.20   

$11.67  

 $56.80  

Other Publicly Funded Education and Training (in 

millions)  

 $32.58   $8.09   $4.91   $45.58  

Other Publicly Funded Education and Training (in 

millions)  

 $61.50   

$358.30  

 

$28.80  

 

$448.60  

Additional Public Funded Programs (in millions)   $32.70   $14.50   $1.50   $48.70  

Totals   

$157.78  

 

$395.09  

 

$46.81  

 

$599.68  

II.(a.2.B)Strengths and Weaknesses of Workforce Development Activities  

3ÔÒÅÎÇÔÈÓ ÁÎÄ ×ÅÁËÎÅÓÓÅÓ ÏÆ -ÁÉÎÅȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÁÃÔÉÖÉÔÉÅÓ ÁÒÅ ÄÉÓÃÕÓÓÅÄ ÂÅÌÏ×Ȣ 

These attributes and characteristics reflect the views of the core partners and the WIOA 

Steering Committee. 

Strengths: 

¶ Commitment and willingness among the core partners and other stakeholders to build a 

better workforce development system. Partners are committed to continuing and 

enhancing coordination and integration so that the people of Maine are better served. 

This commitment to bring the shared vision to fruition is foundational to repositioning 

-ÁÉÎÅȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÙÓÔÅÍ 

¶ Quality of service, programs and operations 

¶ Accessibility to stakeholders, business leaders and key decision makers. Collaboration 

ÁÎÄ ÐÁÒÔÎÅÒÉÎÇ ÁÒÅ ÃÏÒÅ ÓÔÒÅÎÇÔÈÓ ÏÆ -ÁÉÎÅȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÙÓÔÅÍ ÁÃÔÉÖÉÔÉÅÓȢ 

-ÁÉÎÅȭÓ ÃÌÏÓÅ-knit workforce development communities foster an environment where 
business relationships can be easily maintained, resources mobilized quickly and access 

to key decision makers is abundant. This is a state with relatively little bureaucracy, 

which fosters access to decision makers and resources 
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¶ Apprenticeship program is successful in expansion by working with industry 

organizations to reach large and small businesses statewide 

¶ -ÁÉÎÅȭÓ ÒÅÌÁÔÉÖÅÌÙ ÓÍÁÌÌ ÐÏÐÕÌÁÔÉÏÎ ÁÎÄ ÌÅÁÎ ÉÎÆÒÁÓÔÒÕÃÔÕÒÅ ÅÎÁÂÌÅÓ ÃÏÌÌÁÂÏÒÁÔÉÏÎ 
between service providers without layers of bureaucracy. For example, Bath Iron Works 

has been working with the Maine Community College System and Maine Quality Centers 

in the development of welding programs and guarantees an interview to anyone who 

completes the program. 

Weaknesses: 

¶ -ÁÉÎÅȭÓ ÌÁÒÇÅ ÇÅÏÇÒÁÐÈÉÃ ÓÉÚÅ ÁÎÄ ÄÉÓÐÅÒÓÅÄ ÐÏÐÕÌÁÔÉÏÎ ÐÒÅÓÅÎÔ ÂÁÒÒÉÅÒÓ ÔÏ ÔÈÅ ÅÆÆÉÃÉÅÎÔ 
delivery of services. Rural communities in Maine struggle with higher than average 

unemployment rates. Delivering services to these rural areas is a challenge. Moreover, 

limited public transportation networks make it difficult for many to access employment 

opportunities. 

¶ -ÁÉÎÅȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔȟ ÅÄÕÃÁÔÉÏÎ ÁÎÄ ÔÒÁÉÎÉÎÇ ÁÃÔÉÖÉÔÉÅÓ ÁÒÅ ÇÏÖÅÒÎÅÄ ÂÙ 
multiple state and federal agencies. This often results in coordination and alignment 

challenges. Maine is taking steps to better coordinate activities, starting with the 

creation of a statewide vision and goals for the workforce development system 

¶ Individual and employer awareness of the workforce system and available 
opportunities, as well as how to access them continues to be less than desirable 

¶ There are misconceptions abouÔ -ÁÉÎÅȭÓ ÄÅÍÏÇÒÁÐÈÉÃ ÃÈÁÌÌÅÎÇÅÓ ÁÎÄ ÔÈÅ ÆÕÔÕÒÅ 

workforce needs. While Maine is projected to have relatively flat job and workforce 

growth through 2026, there will be an estimated 73,000 jobs openings in Maine each 

year, largely to replace others as older Mainers leave the workforce 

¶ Most stakeholders recognize the importance of using valid and reliable information to 

drive decision making, program evaluation and to support policy initiatives. 

Unfortunately, the core partners are currently working with three separate and discreet 

management information systems. The realities of current financial constraints leave 

the state without the means to develop a robust system for integrating data. 

¶ Maine has limited financial resources with which to address its many workforce 

development challenges. WIOA program funds are allocated to states based on 

ÐÏÐÕÌÁÔÉÏÎ ÓÉÚÅ ÁÎÄ ÕÎÅÍÐÌÏÙÍÅÎÔ ÌÅÖÅÌÓȢ -ÁÉÎÅȭÓ ÏÕÔÌÙÉÎÇ ÃÏÕÎÔÉÅÓ ÁÒÅ ÇÅÏÇÒÁÐÈÉÃÁÌÌÙ 

large with comparatively small populations that are struggling with unemployment 
considerably higher than the state average rate. Delivering needed services to these 

individuals is costly and not effectively supported in the funding model. In addition, 

program administration funds are capped at 5 percent resulting in low levels of funding 

to cover fixed costs required to remain in compliance with administrative activities. 

2ÕÒÁÌȟ ÌÅÓÓ ÐÏÐÕÌÏÕÓ ÓÔÁÔÅÓ ÓÕÃÈ ÁÓ -ÁÉÎÅ ÁÒÅ ÁÔ Á ȰÓÍÁÌÌ ÓÔÁÔÅ ÄÉÓÁÄÖÁÎÔÁÇÅȢȱȡ ÔÈÅÙ 

receive substantially fewer funds to support system costs comparable to large states and 

higher delivery costs. 

II.(a.2.C) State Workforce Development Capacity  

The range of workforce development programs and activities previously described represent a 

ÓÉÇÎÉÆÉÃÁÎÔ ÉÎÖÅÓÔÍÅÎÔ ÏÆ ÂÏÔÈ ÈÕÍÁÎ ÁÎÄ ÃÁÐÉÔÁÌ ÒÅÓÏÕÒÃÅÓ ÉÎÔÏ -ÁÉÎÅȭÓ ×ÏÒËÆÏÒÃÅ 

development system. Since the implementation of its unified plan, the state has made concerted 

efforts to increase interagency collaboration to better coordinate federal employment services 
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and training for adults, dislocated workers and youth, and adult education, as well as create 

additional access points for vocational rehabilitation services. These activities resulted in a 

developed network of physical assets, including strategically located one-stop affiliate centers; 

ÓÅÖÅÎ ÃÏÍÍÕÎÉÔÙ ÃÏÌÌÅÇÅÓ ÁÎÄ ÓÅÖÅÎ ÕÎÉÖÅÒÓÉÔÙ ÃÁÍÐÕÓÅÓȢ )Î ÁÄÄÉÔÉÏÎȟ -ÁÉÎÅȭÓ ×ÏÒËÆÏÒÃÅ 

development system includes 76 local adult and basic education sites across the state. 

7ÈÉÌÅ -ÁÉÎÅȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÙÓÔÅÍ ÃÏÎÔÁÉÎÓ Á ÒÏÂÕÓÔ ÎÅÔ×ÏÒË ÏÆ ÐÁÒÔÎÅÒÓÈÉÐÓȟ ÉÔ 

must continue the development of additional partnerships in order to reach people and 

businesses for which the distance to an access point is prohibitive. Two strategic partnerships 

are with the DHHS, which provides TANF services across the state, and with the network of 

libraries, which consists of approximately 260 public libraries across the state. By partnering 

×ÉÔÈ ÔÈÅÓÅ ÅÎÔÉÔÉÅÓȟ -ÁÉÎÅȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÙÓÔÅÍ ×ÉÌÌ ÂÅ ÁÂÌÅ ÔÏ ÒÅÁÃÈ ÍÏÒÅ 

communities, people and businesses in the next four years.  

)Î ÁÄÄÉÔÉÏÎȟ ÔÅÃÈÎÏÌÏÇÙ ×ÉÌÌ ÆÁÃÉÌÉÔÁÔÅ ÓÅÒÖÉÃÅ ÄÅÌÉÖÅÒÙȢ -ÁÉÎÅȭÓ ÅÃÏÎÏÍÉÃ ÓÔÒÁÔÅÇÉÃ ÐÌÁÎ ÃÁÌÌÓ ÆÏÒ 

the substantial expansion of broadband. Once implemented, this will enable Maine residents 
and businesses to access workforce and other online services that will allow them to thrive. 

More specific to the workforce development system, three of the core partners have jointly 

developed Workforce Opportunities, Referrals, and Knowledge Services (W.O.R.K. Services), an 

online portal that will allow people, either independently or with staff support, to assess their 

employment needs, research next steps, and find services in their area. At launch, information 

on services include: job matching, resume and interviewing preparation, services for veterans, 

services for people with disabilities, and, training through adult Additional partners will be 

added, with a vision of being a one-stop online portal for all workforce development system 

services. 

B. STATE STRATEGIC VISION AND GOALS 

During November and December 2019, the State Workforce Board (SWB) convened 10 strategic 

planning sessions attended by over 100 stakeholders, including administrators of core 

programs, employers, workforce developers, educators, youth, advocates, representatives of 

state agencies and policy makers, to discuss the workforce development system and create a 

vision for a bright and prosperous future. 

$ÉÓÃÕÓÓÉÏÎ ÃÅÎÔÅÒÅÄ ÏÎ ×ÈÁÔ ÓÕÃÃÅÓÓ ×ÉÌÌ ÌÏÏË ÌÉËÅ ÆÏÒ -ÁÉÎÅȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÙÓÔÅÍ 

in five to ten years and what will need to occur in order to make the vision a reality. A broad 

range of ideas were shared and discussed, some were challenged and others were some honed. 

Ultimately, participants discovered that they shared many of the same ideals. The resulting 

ÖÉÓÉÏÎ ÁÄÄÒÅÓÓÅÓ ÔÈÅ ÒÅÑÕÉÒÅÍÅÎÔÓ ÏÆ 7)/! ÁÎÄ ÃÒÅÁÔÅÓ Á ÄÅÆÉÎÅÄ ÄÉÒÅÃÔÉÏÎ ÆÏÒ -ÁÉÎÅȭÓ ÆÕÔÕÒÅ 

workforce system. 

))ȢɉÂȢρɊ -ÁÉÎÅȭÓ 3ÔÒÁÔÅÇÉÃ 6Ésion for 2023  

-ÁÉÎÅȭÓ ÒÅÓÉÄÅÎÔÓ ÁÎÄ ÂÕÓÉÎÅÓÓÅÓ ×ÉÌÌ ÈÁÖÅ ÅÃÏÎÏÍÉÃ ÏÐÐÏÒÔÕÎÉÔÙ ÁÎÄ ÃÏÎÔÒÉÂÕÔÅ ÔÏ ÔÈÅ ÇÒÏ×ÔÈ 

of Maine through a responsive, networked and coordinated workforce development system 

across public and private sectors. All components of the workforce development system will be 

provided seamlessly, resulting in increased educational and employment attainment for 

ÒÅÓÉÄÅÎÔÓ ×ÉÔÈ Á ÆÏÃÕÓ ÏÎ ÃÁÒÅÅÒÓȟ ÎÏÔ ÊÕÓÔ ÊÏÂÓȟ ÁÎÄ ÓÕÐÐÏÒÔ -ÁÉÎÅȭÓ ÂÕÓÉÎÅÓÓ ÓÅÃÔÏÒÓ ×ÉÔÈ 

skilled and qualified workers. 

II.(b.2) Goals  

In order to fulfill this vision, the following goals have been set. 
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1. -ÁÉÎÅȭÓ ÕÎÔÁÐÐÅÄ ÌÁÂÏÒ ÐÏÏÌ ×ÉÌÌ ÅÎÔÅÒ ÅÍÐÌÏÙÍÅÎÔ ÁÎÄ ÁÄÖÁÎÃÅ ÉÎÔÏ ÈÉÇÈ-demand 

occupations of their choice through private and public investment in training, education, 

and supports. 

2. Current and future workers will be equipped to meet industry talent needs, with the 

ÇÏÁÌ ÔÈÁÔ φπ ÐÅÒÃÅÎÔ ÏÆ -ÁÉÎÅȭÓ ×ÏÒËÆÏÒÃÅ ×ÉÌÌ ÈÏÌÄ Á ÃÒÅÄÅÎÔÉÁÌ ÏÆ ÖÁÌÕÅ ÂÙ ςπςυȢ 

3. Create a networked, aligned and demand-driven workforce system across public and 

private partneÒÓ ÁÎÄ ÆÏÓÔÅÒÓ ÔÈÅ ÇÒÏ×ÔÈ ÏÆ -ÁÉÎÅȭÓ ÅÃÏÎÏÍÙ ×ÈÉÌÅ ÓÕÐÐÏÒÔÉÎÇ ÅÑÕÉÔÁÂÌÅȟ 

safe, productive employment opportunities. 

  

II.(b.3) Performance Goals  

Title I Adult, Dislocated Worker and Youth  

Adult Performance Goals PY2020 AND PY2021 

  Program Year: 

2020 Expected 

Level 

Program Year: 

2020 Negotiated 

Level 

Program Year: 

2021 Expected 

Level 

Program Year: 

2021 Negotiated 

Level 

Employment 

(Second Quarter 

after Exit) 

72%   73%   

Employment 

(Fourth Quarter 

after Exit) 

71%   71.5%   

Median Earnings 

(Second Quarter 

after Exit 

$4,953   $5,203   

Credential 

Attainment Rate 

62%   63%   

Measurable Skill 

Gains 

45%   55%   

  

Dislocated Worker Performance Goals PY2020 AND PY2021 

  Program Year: 

2020 Expected 

Level 

Program Year: 

2020 Negotiated 

Level 

Program Year: 

2021 Expected 

Level 

Program Year: 

2021 Negotiated 

Level 

Employment 

(Second Quarter 

after Exit) 

79%   79.5%   

Employment 

(Fourth Quarter 

after Exit) 

76.5%   77%   
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  Program Year: 

2020 Expected 

Level 

Program Year: 

2020 Negotiated 

Level 

Program Year: 

2021 Expected 

Level 

Program Year: 

2021 Negotiated 

Level 

Median Earnings 

[PRE1] 

(Second Quarter 

after Exit 

$6,500   $6,800   

Credential 

Attainment Rate 

64%   65%   

Measurable Skill 

Gains 

50%   55%   

  

Youth Performance Goals PY2020 AND PY2021 

  Program Year: 

2020 Expected 

Level 

Program Year: 

2020 Negotiated 

Level 

Program Year: 

2021 Expected 

Level 

Program Year: 

2021 Negotiated 

Level 

Employment 

(Second Quarter 

after Exit) 

65%   65.5%   

Employment 

(Fourth Quarter 

after Exit) 

70%   71%   

Median Earnings 

(Second Quarter 

after Exit 

$3,685   $3,869   

Credential 

Attainment Rate 

57%   57%   

Measurable Skill 

Gains 

35%   40%   

  

  

Title II Adult Education  

Adult Education Performance Goals PY2020 AND PY2021 

  Program Year: 

2020 Expected 

Level 

Program Year: 

2020 Negotiated 

Level 

Program Year: 

2021 Expected 

Level 

Program Year: 

2021 Negotiated 

Level 

Employment 

(Second Quarter 

After Exit) 

34.0% TBD 35.0% TBD 
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  Program Year: 

2020 Expected 

Level 

Program Year: 

2020 Negotiated 

Level 

Program Year: 

2021 Expected 

Level 

Program Year: 

2021 Negotiated 

Level 

Employment (Fourth 

Quarter After Exit) 

32.0% TBD 33.0% TBD 

Median Earnings 

(Second Quarter 

After Exit) 

$4250 TBD $4300 TBD 

Credential 

Attainment Rate 

32.0% TBD 33.0% TBD 

Measurable Skill 

Gains 

36.0% TBD 37.0% TBD 

Effectiveness in 

Serving Employers 

Not Applicable Not Applicable Not Applicable Not Applicable 

  

Title III ɀ Wagner-Peyser 

  

Wagner-Peyser Performance Goals PY2020 AND PY2021 

  Program Year: 

2020 Expected 

Level 

Program Year: 

2020 Negotiated 

Level 

Program Year: 

2021 Expected 

Level 

Program Year: 

2021 Negotiated 

Level 

Employment Q2 

after exit 

67%   68%   

Employment Q4 

after exit 

65%   66%   

Median Earnings 

Q2 after exit 

$5,350   $5,600   

  

Title IV Programs ɂVocational Rehabilitation  

7ÉÔÈÉÎ ÔÈÅ -$/,ȭÓ "ÕÒÅÁÕ ÏÆ 2ÅÈÁÂÉÌÉÔÁÔÉÏÎ 3ÅÒÖÉÃÅÓ ɉ"23Ɋȟ -ÁÉÎÅ ÈÁÓ Ô×Ï ÆÅÄÅÒÁÌÌÙ ÄÅÓÉÇÎÁÔÅÄ 

state units, the Division for the Blind and Visually Impaired (DBVI) and the Division of 

Vocational Rehabilitation (DVR), which deliver vocational rehabilitation (VR) services. 

For the first two years of the 2020-2023 Unified State Plan, DVR and DBVI have two full years of 

data available for the Measurable Skill Gains indicator and thus have identified an initial 

expected level of performance on that measure only from which to negotiate with the 

2ÅÈÁÂÉÌÉÔÁÔÉÏÎ 3ÅÒÖÉÃÅÓ !ÄÍÉÎÉÓÔÒÁÔÉÏÎȢ 4ÈÅ ÆÏÌÌÏ×ÉÎÇ ÉÎÄÉÃÁÔÏÒÓ ×ÉÌÌ ÂÅ ÄÅÓÉÇÎÁÔÅÄ ÁÓ ȰÂÁÓÅÌÉÎÅȱ 

for VR programs in PY 2020 and PY 2021: 

¶ Employment (Second Quarter after Exit) 

¶ Employment (Fourth Quarter after Exit) 



Page 54 

¶ Median Earnings (Second Quarter after Exit) 

¶ Credential Attainment Rate 

Vocational Rehabilitation; Performance Goals PY2020 and PY2021 

  Program Year: 

2020 Expected 

Level 

Program Year: 

2020 Negotiated 

Level 

Program Year: 

2021 Expected 

Level 

Program Year: 

2021 Negotiated 

Level 

Employment 

(Second Quarter 

after Exit) 

Baseline Baseline Baseline Baseline 

Employment 

(Fourth Quarter 

after Exit) 

Baseline Baseline Baseline Baseline 

Median Earnings 

(Second Quarter 

after Exit 

Baseline Baseline Baseline Baseline 

Credential 

Attainment Rate 

Baseline Baseline Baseline Baseline 

Measurable Skill 

Gains 

33.8% 33.8% 33.8% 35% 

II.(b.4) Assessment  

A State Plan Implementation Steering Committee tracks progress towards the goals set out in 

the unified plan. The committee is comprised of representatives of the core programs and local 

board directors. As part of their work, they will continue to monitor the employment of 

untapped labor pools. For example, the committee will use tools like the American Community 

Survey for monitoring the employment of people with disabilities. 

4ÈÅ ÓÔÁÔÅȭÓ ÅÃÏÎÏÍÉÃ ÐÌÁÎ ÉÄÅÎÔÉÆÉÅÓ ÔÁÒÇÅÔÓ ÏÆ ÉÎÃÒÅÁÓÉÎÇ ÔÈÅ ÁÎÎÕÁÌ ×ÁÇÅ ÂÙ ρ0 percent and 

increasing the value of products sold per worker by 10 percent as measures of increased 

performance of workforce and economic development. 

Members of the steering committee also participate in MaineSpark, an initiative striving to have 

60 perÃÅÎÔ ÏÆ -ÁÉÎÅȭÓ ×ÏÒËÆÏÒÃÅ ÈÁÖÅ Á ÃÒÅÄÅÎÔÉÁÌ ÏÆ ÖÁÌÕÅ ÂÙ ςπςυȢ 4ÈÅ 3ÔÁÔÅ "ÏÁÒÄ ÈÁÓ ÂÅÅÎ 

tasked with making an annual report on this goal to the joint standing committees on education 

and cultural affairs and labor, business, research and economic development. 

The State Board will continue to monitor and advise the Governor and the State on progress 

towards meeting employer needs. 

Each core program monitors achievement of its negotiated performance measures and reports 

these to our federal partners annually. 

C. STATE STRATEGY 

Stakeholders of the workforce development system and state agencies with responsibility for 

ÔÈÅ ÁÄÍÉÎÉÓÔÒÁÔÉÏÎ ÏÆ ÃÏÒÅ ÐÒÏÇÒÁÍÓ ÄÅÖÅÌÏÐÅÄ ÓÔÒÁÔÅÇÉÃ ÏÂÊÅÃÔÉÖÅÓ ÔÏ ÁÃÈÉÅÖÅ ÔÈÅ ÓÔÁÔÅȭÓ ÖÉÓÉÏÎ 

ÁÎÄ ÇÏÁÌÓȢ 4ÈÅÓÅ ÓÔÒÁÔÅÇÉÅÓ ÒÅÆÌÅÃÔ -ÁÉÎÅȭÓ ÕÎÉÑÕe economic, workforce, and workforce 
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development characteristics; focus on delivering greater value to customers; and target 

opportunities for greater alignment between programs and increased system-wide efficiencies. 

-ÁÉÎÅȭÓ ÓÔÒÁÔÅÇÉÃ ÏÂÊÅÃÔÉÖÅÓ ÁÒÅ ÄÉÓÃÕssed below and more fully elaborated throughout this 

document. 

!ÌÉÇÎÉÎÇ ×ÉÔÈ -ÁÉÎÅȭÓ %ÃÏÎÏÍÉÃ $ÅÖÅÌÏÐÍÅÎÔ 3ÔÒÁÔÅÇÙ ςπςπ-2029, the Unified State Plan seeks 

to partner economic development with workforce development.  The Economic Development 

Strategy identifies renewable energy (solar, wind, bio-fuel), sustainable fishing, aquaculture and 

bio-based products as sectors which will be areas of focus for the next 10 years.   Coupling that 

×ÉÔÈ -ÁÉÎÅȭÓ ÁÌÒÅÁÄÙ ÇÒÏ×ÉÎÇ ÎÅÅÄÓ ÉÎ ÈÅÁÌÔÈ ÃÁÒÅ ÁÎÄ ÍÁÎÕÆÁÃÔÕÒÉÎÇȟ ×ÏÒËÆorce and economic 

development will be partnering to address the needs of established and emerging 

industries.   Being a large, rural state, local workforce boards will be identifying local industry 

sectors as areas of focus as well.   

-ÁÉÎÅȭÓ ÓÔÒÁÔÅÇÙ ÉÓ Ôhree pronged to support employers, constituents and develop a sustainable 

system of growth for both of these important customers.  The Strategic Objectives outlined 
below provide the framework and guiding principles of the implementation plan in III.a State 

Strategy Implementation. 

Strategic Objective: Partner and Respond to Business Talent Needs  

&ÏÒ -ÁÉÎÅȭÓ ÅÃÏÎÏÍÙ ÔÏ ÆÌÏÕÒÉÓÈȟ ÅÍÐÌÏÙÅÒÓ ÍÕÓÔ ÈÁÖÅ Á ÒÅÁÄÙ ÓÕÐÐÌÙ ÏÆ ÃÁÐÁÂÌÅ ÁÎÄ ÓËÉÌÌÅÄ 

×ÏÒËÅÒÓȢ -ÁÉÎÅȭÓ ÓÔÒÁÔÅÇÉÃ ÏÂÊÅÃÔÉÖÅÓ ÂÅÇÉÎ ×ÉÔÈ ÔÈÅ ÒÅÃÏÇÎÉÔÉÏÎ ÔÈÁÔ ÔÈe system must place 

business and residents at the center and construct programs designed to support them rather 

than placing programs at the center and requiring business and residents to manage the 

programs. 

Specifically, Maine will: 

1. Align and coordinate with economic development efforts to anticipate and prepare for 

the next generation of talent requirements by executing a joint business engagement 

strategy and continual cross-agency communication on business needs and 

opportunities  

2. Work across state agencies to coordinate business marketing, outreach, and engagement 

efforts to streamline business access to services and talent 

3. Establish strategy for regular engagement with regional business groups, industry 

associations to ensure alignment of education and training services with employer 

demand, with a focus on priority industries in Maine 

4. Identify strategies to leverage private sector investment in training their workforce, 

including apprenticeships and other work -based learning approaches, advancement 

strategies, and an employer of choice designation for businesses offering quality jobs 

Strategic Objective: Create a System of Lifelong Learning and Employment Connection for 

Maine Residents  

4ÈÅ ÓÕÃÃÅÓÓ ÏÆ -ÁÉÎÅȭs economy will ultimately be determined by the strength and quality of its 

workforce. As part of this unified plan, Maine will build its workforce using a multi-faceted 

approach. 

Specifically, Maine will: 



Page 56 

1. Align all public programs and funding that support Maine residents to increase their 

skills and education into a seamless continuum of programs and supports, with a focus 

on career pathways for in-demand occupations 

2. Implement and expand best-in-class strategies to build worker skills and education and 

success through long-term engagement of residents, including:  

a. Career pathways that are employer-defined with clear handoffs and connections 

throughout 

b. Work-based learning, apprenticeships, incumbent worker training, and other 

strategies that support earning and learning together 

c. Work-readiness skill development throughout lifelong learning process 

d. A concierge service across state agency, non-profit and higher education portals 

ÔÏ ÃÒÅÁÔÅ Á ȰÎÏ ×ÒÏÎÇ ÄÏÏÒȱ ÁÐÐÒÏÁÃÈ ÔÈÁÔ ÎÅÔ×ÏÒËÓ ÅØÉÓÔÉÎÇ ÃÁÐÁÃÉÔÙ ÔÏÇÅÔÈÅÒ 

3. Establish coordinated, networked and targeted strategies to engage untapped talent for 

high-priority populations with specific employment goals for each population, including:

  

a. Families, using a two-generation approach that prepares both the current and 

future workforce for success 

b. Youth and young adults both in and out of school and work 

c. Veterans 

d. Individuals with disabilities  

e. Residents recovering from opioids 

f. Re-entering citizens 

g. New Mainers 

h. Rural Maine residents, including telecommuting and remote work strategies 

i. Older adults 

4. Recognize and integrate essential work supports with workforce system to support 

workplace success, including child care, transportation, mental health and other 

services; identify and address gaps in work supports 

Strategic Objective : Build an Integrated Workforce Development Infrastructure 

Accountable to Residents and Businesses  

Creating a workforce development system that is accessible, data and demand driven and 

accountable to Maine residents and businesses will require an integrated and streamlined way 

of doing business. In a large geographic state with unique demographics and very limited 

resources, the workforce development system must be nimble, efficient and effective to meet 

the needs of current and future employers. Working together, the core partners are committed 

ÔÏ ÁÌÉÇÎÉÎÇ ÁÎÄ ÉÎÔÅÇÒÁÔÉÎÇ ÔÈÅÉÒ ÓÙÓÔÅÍÓ ÔÏ ÅÎÓÕÒÅ ÏÐÔÉÍÁÌ ÁÃÃÅÓÓ ÆÏÒ -ÁÉÎÅȭÓ ×ÏÒËÆÏÒÃÅ ÁÎÄ 

employers. Initiatives will be pursued that streamline customer navigation, data sharing and 

continuous improvement through evaluation, accountability, and data driven decision making. 
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To achieve this objective, the core programs will employ a range of strategies that focus on 

alignment and integration of systems, services and operations. 

Specifically, Maine will: 

1. Establish coordinated infrastructure across public and private agencies with education 

and workforce programs and align along career pathways and within sectors with a 

focus on high priority populations that is responsive to changing business and resident 

needs 

2. Re-brand and re-market the newly defined and expanded workforce system as a 

transparent and easily accessible system 

3. Utilize data effectively through a common set of metrics across state agencies and move 

to an integrated data system 

4. Leverage funding to expand the capacity of the workforce system through private sector 

investments, competitive federal procurements and untapped funding sources; braid 

funds to support seamless service provision and partner with philanthropy to seed 
innovation 

III. OPERATIONAL PLANNING ELEMENTS 

A. STATE STRATEGY IMPLEMENTATION 

1. STATE BOARD FUNCTIONS 

-ÁÉÎÅȭÓ 3ÔÁÔÅ 7ÏÒËÆÏÒÃÅ "ÏÁÒÄ ÍÅÅÔÓ ÔÈÅ 7)/! ÓÔÁÔÅ ÂÏÁÒÄ ÃÏÍÐÏÓÉÔÉÏÎ ÒÅÑÕÉÒÅÍÅÎÔÓ ÁÎÄ ×ÉÌÌ 

implement the functions under section 101 (d) of WIOA. The State Workforce Board will assist 

the Governor in: 

1. The development, implementation, and modification of the state plan 

2. The review of state policies and programs and recommendations on actions to align programs 

to support a streamlined system, including the review and provision of comments on the State 

Plans, if any, for programs and activities of one-stop partners that are not core programs 

3. The development and continuous improvement of the workforce system, including: 

a. The identification of barriers and means to remove them to better coordinate, align, and avoid 

duplication among programs and activities carried out through the system 

b. The development of strategies to support use of career pathways for the purpose of providing 

individuals, including low-skilled adults, youth, and individuals with barriers to employment, 

with workforce investment activities, education and supportive services to enter or retain 
employment 

c. The development of strategies for providing effective outreach to and improved access for 

individuals and employers who could benefit from services provided through the workforce 

development system 

d. The development and expansion of strategies for meeting the needs of employers, workers, 

and jobseekers, particularly through industry or sector partnerships related to in-demand 

industry sectors and occupations 

e. The identification of regions, including planning regions, for the purposes of sec 106(a) and 

the designation of local areas under section 106, after consultation with local boards and chief 

elected officials 

f. The development and continuous improvement of the one-stop delivery system in local areas, 
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including providing assistance with planning and delivering services 

g. The development of strategies to support staff training and awareness across programs 

supported under the workforce development system 

4. The development and updating of comprehensive state performance accountability measures, 

including state adjusted levels of performance, to assess effectiveness of core programs in the 

state as required under section 116(b) 

5. The identification and dissemination of information on best practices, including best practices 

for: 

a. The effective operation of one-stop centers, relating to the use of business outreach, 

partnerships, and service delivery strategies, including strategies for serving individuals with 

barriers to employment 

b. The development of effective local boards, which may include information on factors that 

contribute to enabling local boards to exceed negotiated local levels of performance, sustain 

fiscal integrity, and achieve other measures of effectiveness, and 

c. Effective training programs that respond to real-time labor market analysis, effectively use 

direct assessment and prior learning assessment to measure an individual's prior knowledge, 

skills, competencies, and experiences, and that evaluate such skills and competencies for 

adaptability to support efficient placement into employment or career pathways 

6. The development and review of statewide policies affecting the coordinated provision of 

ÓÅÒÖÉÃÅÓ ÔÈÒÏÕÇÈ ÔÈÅ ÓÔÁÔÅȭÓ ÏÎÅ-stop system described in sec 121(e), including the development 

of: 

a. Objective criteria and procedures for use by local boards in assessing the effectiveness and 

continuous improvement of one-stop centers 

b. Guidance for the allocation of one-stop center infrastructure funds under sec 121(h) 

c. Policies relating to the appropriate roles and contributions of entities carrying out one-stop 

partner programs within the one-stop delivery system, including approaches to facilitating 

equitable and efficient cost allocation of such system 

7. The development of strategies for technological improvements to facilitate access and 

improve the quality of services and activities provided through the one-stop system, including 

improvements to: 

a. Enhance digital literacy skills (as defined in sec 202 of the Museum and Library Services Act 

ɉςπ 5Ȣ3Ȣ#Ȣ ωρπρɊȟ ÒÅÆÅÒÒÅÄ ÔÏ ÉÎ ÔÈÉÓ !ÃÔ ÁÓ ȰÄÉÇÉÔÁÌ ÌÉÔÅÒÁÃÙ ÓËÉÌÌÓȱɊ 

ÂȢ !ÃÃÅÌÅÒÁÔÅ ÐÁÒÔÉÃÉÐÁÎÔÓȭ ÁÃÑÕÉÓÉÔÉÏÎ ÏÆ ÓËÉÌÌÓ ÁÎÄ ÒÅÃÏÇÎÉÚÅÄ ÐÏÓÔÓÅÃÏÎÄÁÒÙ ÃÒÅÄÅÎÔÉÁÌÓ  

c. Strengthen the professional development of providers and workforce professionals 

d. Ensure technology is accessible to individuals with disabilities and individuals residing in 

remote areas 

8. The development of strategies for aligning technology and data systems across one-stop 

partner programs to enhance service delivery and improve efficiencies in reporting on 

performance accountability measures. This includes the design and implementation of common 

intake, data collection, and case management information, and performance accountability 

measurement and reporting processes, and the incorporation of local input into such design and 

implementation, to improve coordination of services across one-stop partner programs 

9. The development of allocation formulas for fund distribution to local areas  for employment 

and training activities for adults and youth workforce investment activities as permitted under 

sections 128(b)(3) and 133(b)(3) 
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10. The preparation of annual reports described in paragraphs (1) and (2) of section 116(d) 

11. The development of the statewide workforce and labor market information system 

described in section 15(e) of the Wagner-Peyser Act (29 U.S.C. 491-2(e) 

12. The development of policies that promote statewide objectives for, and enhance the 

performance of, the workforce development system in the state. 

Board membership complies with WIOA-required percentages of business and workforce 

representatives, government and state agency representatives, and representatives from 

community-based organizations. 

Board membership was expanded in 2019 to include a third county commissioner to ensure 

representation from each local workforce area. Additionally, legislation was passed to add a seat 

representing the Department of Economic and Community Development (DECD) to the board 

(26 MRSA §2006, sub-§2-A). While the DECD representative had previously participated as an 

advisory member, this legislation codified their role on the board as a voting member. With the 

addition of these members, new employers and workforce partners were also added to the 

board to ensure it meets the employer majority and at least 20 percent workforce member 

requirements. 

This same legislation also made members of the State Workforce Board subject to review by the 

joint standing committee of the legislature having jurisdiction over labor matters, and 

confirmation by the Legislature. 

The board benefits from additional input from the Commissioners of Health & Human Services, 

Corrections, and Transportation, as well as representatives of the Maine Community College 

and the University of Maine systems. 

The State Workforce Board meets quarterly and decisions are made by a vote of the majority 

present as articulated in the State Workforce Board by-laws.  The by-laws also require a quorum 

of at least 50 percent of the appointed members and at least 50 percent of the quorum being 

business representatives. 

The State Workforce Board is funded by the Maine Department of Labor and staffed by a 

director, a workforce development program coordinator and a labor program specialist. 

It has six constituent committees that make recommendations to the board about service 

delivery and policy: Apprenticeship, Commission on Disability & Employment, Older Workers, 

6ÅÔÅÒÁÎÓȟ 7ÏÍÅÎȭÓ %ÍÐÌÏÙÍÅÎÔȟ ÁÎÄ 9ÏÕÎÇÅÒ 7ÏÒËÅÒÓȢ 4ÈÅÓÅ ÃÏÍÍÉÔÔÅÅÓ ÍÅÅÔ ÆÏÕÒ ÔÏ ÅÉÇÈÔ 

times annually. State Workforce Board members are active on the Youth, Veterans and 

Commission on Disability and Employment.   Other committees are working on enhancing their 

membership and identifying State Workforce Board members to participate on the 

committees.   To ensure continuity between the larger board and committees, the State is 

integrating regular committee updates into Board meetings as well. As the State moves to 

implement the State Plan, committees will be instrumental in participating in the activities and 

providing feedback on implementation. The State Workforce Board staff also sit on the State 

Rehabilitation Councils for the Division for the Blind and Visually Impaired and the Division of 

Vocational Rehabilitation.  

The State Workforce Board is in the process of implementing a process of providing updates to 

Board members between meetings. During the recent Covid-19 pandemic, updates were being 

provided on at least a weekly basis, at times, daily, and the intent is that updates will continue 

on at least a monthly basis when businesses reopen and information slows.   

https://www.maine.gov/swb/laws/index.shtml
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The State Workforce Board and the State Workforce Agency (SWA - Maine Department of 

Labor) will work together to establish and convene workgroups that focus on required 

implementation and service delivery components of WIOA. 

Working closely with the SWA, core program staff and the workgroups, the State Workforce 

Board will fulfill its responsibilities to assist the Governor with all the required functions in 

section 101(d) of WIOA. 

2. IMPLEMENTATION OF STATE STRATEGY 

!Ȣ #/2% 02/'2!- !#4)6)4)%3 4/ )-0,%-%.4 4(% 34!4%ȭ3 342!4%'9 

Workforce Development Infrastructure  

Commissioners of the core programs are represented on the State Workforce Board. This 

ensures a level of equal representation and collaboration to initiate state-level system changes. 

The State Workforce Board also has the WIOA Implementation Policy Committee (WIPC). This 

committee is made up of the program directors of the core partner agencies and executive 

directors of the local workforce boards. This group generates and examines policies to meet 

WIOA requirements and guide program alignment. System-facing policies are presented to the 

State Workforce Board for consideration and validation. 

The WIOA Program Partner Committee, made up of the lead administrators of all WIOA-

required partners and leads from additional partner agencies, is convened on an as-needed 

basis to inform the board and/or work in collaboration to implement the goals of WIOA. 

Partners have made commitments to achieving an integrated and seamless workforce system 

through a written memoranda of understanding that provides the framework for how partners 

collaborate to serve workforce participants and employers. Partners will develop policies and 

procedures that improve shared customer flow.  

The core partners recognize it important that  employees and clients of their agencies 

understand the vision, the services available to users of the system, and the role and 

responsibilities of each partner relative to the success of the vision. To that end, they will: 

¶ Work together with the local area one-stop operators to create and disseminate a 
ÃÏÍÍÏÎ ÍÅÓÓÁÇÅ ÁÂÏÕÔ -ÁÉÎÅȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÙÓÔÅÍ 

¶ Provide extensive professional development and cross-training between workforce 

partners so each can deliver a consistent message on services and practices (i.e. 

data/resources, recruiting, training opportunities, retention, educational opportunities, 

layoff assistance) 

¶ Ensure agency points of contact have a broad knowledge and can be responsive and 

effective in connecting customers with workforce resources 

¶ Contribute to informational websites for external stakeholders 

¶ Develop marketing materials that highlight a collaborative approach to service delivery 

¶ 0ÏÓÔ ÐÁÒÔÎÅÒ ÉÎÆÏÒÍÁÔÉÏÎ ÏÎ ÅÁÃÈ ÏÔÈÅÒȭÓ ×ÅÂÓÉÔÅ 

¶ Create and disseminate marketing materials in alternate formats that are accessible to 
individuals with disabilities and reflect cultural competence 
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¶ Create and disseminate educational materials for employers regarding the benefits of 

employing priority populations, including veterans, older adults, youth, individuals with 

disabilities, formerly incarcerated, and New Mainers, paying specific attention to the 
needs of small businesses in rural areas of the state 

¶ Use the compilation of data and evaluation with rapid cycle metrics as the cornerstones 
ÔÏ ÉÎÃÒÅÁÓÅ ÔÈÅ ÅÆÆÅÃÔÉÖÅÎÅÓÓ ÏÆ -ÁÉÎÅȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÙÓÔÅÍȢ 4ÈÅ ÃÏÒÅ 

programs are committed to sharing data as allowed by law with vigilance regarding 

confidentiality and information security. The partners will establish mechanisms for 

tracking benchmark performance indicators. MaineEARNS and W.O.R.K. Services are 

two examples of activities involving the core programs that will help analyze and 

ÉÍÐÒÏÖÅ -ÁÉÎÅȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÙÓÔÅÍȢ  

Industry Outreach  

Developing and sustaining close relationships with employers is essential to coordinating 

integrated responses to their needs. Using input from employers, the system will develop 

education and training programs to equip existing and future workers with necessary skills and 

align education and training programs that support industry-identified career pathways.  

Employers will be engaged as system partners in a variety of ways to identify skill needs, 

validate stackable credentials, and act as training providers of work-based learning activities 

such as work-experience, on-the-job training, internships, apprenticeship, and customized 

training.  

Business partners will be engaged at both the state and regional levels, through utilization and 

implementation of ongoing employer assistance initiatives such as the State Workforce 

Assistance Team (SWAT), a team made up of partners from education, workforce development, 

and economic development, and through strategic meetings with industry and trade 

associations and business-led forums.  

A collaborative outreach campaign will be developed with involvement of workforce resource 

partners, education and training providers, and economic development entities. The outreach 

campaign will include development and delivery of oral presentations and marketing tools 

collaboratively created by the partners. They will present an easy to access, seamless system of 

employer services that blend workforce, education, and economic development resources in 

response to business needs. Recognizing the needs of employers to attract and retain a diverse 

talent pool, resources will include proven strategies and best practices in building an inclusive 

workforce.  

Implement direct contact with businesses and their representatives.  

State and local boards and business outreach team leads will generate the input and 

involvement of employers through: 

¶ Meeting with individual businesses at local, regional, and state levels 

¶ Hosting and/or attending regional industry forums that address workforce development 

needs 

¶ Strategic planning and formal communications with industry and trade associations 

¶ Events sponsored by state and local workforce boards 

https://www.maine.gov/labor/cwri/maineearns/
https://workservices.maine.gov/
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¶ Employer advisory committees to the Career and Technical Education (CTE) schools, 

Maine Community Colleges, and the University of Maine system 

¶ Chambers of Commerce and the Maine Workplace & Disability Connection 

Lifelong Learning and Employment  

Many Maine employers have identified an immediate need for skilled workers. Concurrently, 

many Maine adults with the need for employment do not have the time or means to enter 

traditional training programs or to commit to earning two or four-year degrees. Both employers 

and workers need alternatives to gain the skills, knowledge, and ability required for jobs within 

specific industry sectors. Through collaborative efforts, core partners will promote the use of 

stackable credentials, micro-credentials, Maine College and Career Access, Registered 

Apprenticeship, and other training programs that integrate and contextualize academic and 

workforce skill s. These best practices of program delivery accelerate learning through 

concurrent rather than sequential pathways. 

The core partners see great promise in their work to develop and institutionalize portable, 

industry recognized credentials that can be earned in a relatively short period of time. While 

recognizing the need for entry-level workers, the Maine workforce system is not interested in 

creating a system of credentials that lead only into entry-level positions. In full-support of the 

goal to develop a system of lifelong learning and continued connection to employers, Maine is 

focused on developing a system that addresses accelerated pathways to employment.  

4Ï ÆÕÌÌÙ ÉÍÐÌÅÍÅÎÔ ÁÎÄ ÓÕÐÐÏÒÔ ÔÈÅ ÁÃÔÉÖÉÔÉÅÓ ÎÏÔÅÄ ÁÂÏÖÅȟ -ÁÉÎÅȭÓ ÃÏÒÅ ÐÁÒÔÎÅÒÓ ÁÒÅ ÃÏÍÍÉÔÔÅÄ 

to:  

¶ Adopt and articulate a shared vision of an aligned lifelong learning system that clearly 
ÄÅÌÉÎÅÁÔÅÓ ÅÁÃÈ ÐÁÒÔÎÅÒȭÓ ÒÏÌÅ ÁÎÄ ÒÅÓÐÏÎÓÉÂÉÌÉÔÉÅÓ ÉÎ ÔÈÅ ÄÅÖÅÌÏÐÍÅÎÔ ÏÆ Á ÓÅÁÍÌÅÓÓ 

continuum of programs and supports leading to employment 

¶ Demonstrate shared leadership and commitment to institutionalizing this lifelong 
learning system 

¶ Work within the workforce system (including required one-stop partners, non-required 

organizations and employers) to construct and deploy the activities listed above 

¶ Focus on the development of portable, stackable credentials of value for in-demand 

ÏÃÃÕÐÁÔÉÏÎÓȢ 4ÈÅ 5Ȣ3Ȣ $ÅÐÁÒÔÍÅÎÔ ÏÆ ,ÁÂÏÒ ÄÅÆÉÎÅÓ Á ȰÓÔÁÃËÁÂÌÅ ÃÒÅÄÅÎÔÉÁÌȱ ÁÓ ȰÐÁÒÔ ÏÆ Á 

ÓÅÑÕÅÎÃÅ ÏÆ ÃÒÅÄÅÎÔÉÁÌÓ ÔÈÁÔ ÃÁÎ ÂÅ ÁÃÃÕÍÕÌÁÔÅÄ ÏÖÅÒ ÔÉÍÅ ÔÏ ÂÕÉÌÄ ÕÐ ÁÎ ÉÎÄÉÖÉÄÕÁÌȭÓ 

qualifications and help them move along a career pathway or up a career ladder to 

different and potentially higher-ÐÁÙÉÎÇ ÊÏÂÓȱ ɉ4ÒÁÉÎÉÎÇ ÁÎÄ %ÍÐÌÏÙÍÅÎÔ 'ÕÉÄÁÎÃÅ 

Letter 15-10, U.S. Department of Labor). 

¶ 7ÏÒË ×ÉÔÈÉÎ -ÁÉÎÅȭÓ ÁÃÁÄÅÍÉÃ ÁÒÅÎÁ ÔÏ ÓÕÐÐÏÒÔ ÁÎÄ ÅØÐÁÎÄ ÏÎ ÔÈÅ work being done to 

develop portable, stackable, in-demand micro-credentials that are accepted by 

employers and lead to digital badges bearing post-secondary credit 

¶ Establish pathways to employment that contain agreed upon multiple entry and exit 
points that enable all learners to participate as a result of earning various credentials 

and degrees 

¶ Give priority consideration to referring adults to the Maine College and Career Access 
program to receive, according to their learning and employment goals, the academic, 
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employability skills and introductory hard skills needed to enter a postsecondary 

education or training program without the need for remedial coursework 

¶ Recognizing the need for individuals to possess foundational skills for success in 

employment and meeting life challenges, all core partner programs will be developed 

with consideration regarding the inclusion of foundational skills in math, reading, and 

literacy which may best be provided prior to entering a credential or other job training 

program, or concurrently 

¶ Develop a system of accountability to ensure that education and workforce training 

initiatives provide the knowledge and skills necessary for employability 

¶ Provide equal access to these opportunities through the implementation of universal 
design from the program design stage through implementation and reflect cultural 

competency 

¶ Integrate work-readiness skills into programs offered throughout the lifelong learning 
process 

¶ Identify and integrate into the workforce system, those supports needed for workplace 
success; childcare, transportation, mental health, intensive academic and career 

advisement and other services 

¶ Use and promote data and continuous improvement strategies. Partners are data-driven 

and focused on continuously improving efforts by measuring ÐÁÒÔÉÃÉÐÁÎÔÓȭ ÉÎÔÅÒÉÍ ÁÎÄ 

ultimate outcomes as well as process indicators 

¶ Support professional development. Partners support robust and ongoing professional 

development for relevant practitioners and administrators 

¶ Develop a process of promoting credentials as a pathway to employment 

¶ Create differentiated strategies that support equity in rural areas 

B. ALIGNMENT WITH ACTIVITIES OUTSIDE THE PLAN 

As authorized by WIOA, the State Workforce Board is also comprised of non-required WIOA 

partners. Their expertise, knowledge, and resources in the areas of developing an integrated 

and accountable workforce system will be of great benefit. The State Workforce Board will also 

make use of every opportunity, including presentations to the Joint Committees of Labor and 

Housing and Innovation, Development, Economic Advancement and Business, to educate the 

entire legislature about workforce development activities, challenges and infrastructure to 

ensure alignment and avoid duplication. 

Further, the core partners are well-connected to both required and optional one-stop partners, 

×ÈÉÃÈ ÁÌÌÏ×Ó ÆÏÒ ÏÐÔÉÍÁÌ ÕÓÅ ÏÆ ÏÔÈÅÒ ÒÅÓÏÕÒÃÅÓ ÔÈÁÔ ÃÁÎ ÓÕÐÐÏÒÔ -ÁÉÎÅȭÓ ×ÏÒËÆÏÒÃÅ ÁÎÄ 

employers. Partnerships with other state agencies, such as the Departments of Health and 

Human Services, Corrections, Education, and Economic and Community Development, are 

critical to maximizing federal and state resources while reducing duplicative or parallel efforts. 

Sources of funds that can be leveraged by mapping across agencies and programs will be 

identified. SNAP Employment and Training expansion in partnership with DHHS is one example. 

Pursuing other federal procurement opportunities and funds, such as the Lewiston Choice 

application, and meeting with philanthropic organizations to understand their priorities are 

other activities that will be undertaken. These partnerships are also critical to addressing 



Page 64 

statewide issues of housing, transportation, childcare and access to broadband, which were 

identified in the many ÌÉÓÔÅÎÉÎÇ ÓÅÓÓÉÏÎÓ ÃÏÎÄÕÃÔÅÄ ÆÏÒ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ ÅÃÏÎÏÍÉÃ ÄÅÖÅÌÏÐÍÅÎÔ 

plan, as well as the WIOA State Plan. An important part of this strategy is the development of 

career pathways that include secondary and career and technical education, adult education, 

apprenticeship, post-secondary education, work-based learning, and other opportunities within 

industry sectors that are responsive to employer and job seeker needs.  

-ÁÉÎÅ ÐÁÒÔÎÅÒÓ ÈÁÖÅ ÔÁËÅÎ ÇÒÅÁÔ ÓÔÒÉÄÅÓ ÔÏ×ÁÒÄ ÉÎÃÕÌÃÁÔÉÎÇ ÔÈÅ Ȱ7ÈÏÌÅ &ÁÍÉÌÙ !ÐÐÒÏÁÃÈ ÔÏ 

JÏÂÓȱ ÁÓ Á ÂÅÓÔ ÐÒÁÃÔÉÃÅ ÆÏÒ ÓÅÒÖÉÎÇ ÌÏ× ÉÎÃÏÍÅ ÉÎÄÉÖÉÄÕÁÌÓ ÁÎÄ ÔÈÅÉÒ ÆÁÍÉÌÉÅÓȢ !ÌÓÏ ÒÅÆÅÒÒÅÄ ÔÏ ÁÓ 

a two-generation approach, it brings human services, education and workforce stakeholders 

together to: 

¶ Identify program and policy alignment opportunities at the local, state and federal level 
that will improve employment equity and economic stability for low-income parents 

and work toward undoing intergenerational poverty for families 

¶ Promote state policies and systems alignment that will improve access to and success in 

education, training and employment for parents 

¶ Develop a regional learning community focused on whole-family approaches to 

employment equity that will include employer stakeholders 

-ÁÉÎÅȭÓ 7ÈÏÌÅ &ÁÍÉÌÉÅÓ 7ÏÒËÉÎÇ 'ÒÏÕÐ ÃÏÎÄÕÃÔÅÄ ÒÅÓÅÁÒÃÈ ÔÏ ÁÓÓess the impact of benefits 

cliffs on families that rely on social service supports. The study reviewed the interplay between 

several state and federal programs and found that childcare and health benefits programs had 

the most extreme cliffs with downward slopes across all benefit programs, negatively impacting 

ÐÁÒÅÎÔÓȭ ÆÉÎÁÎÃÉÁÌ ÓÅÃÕÒÉÔÙ ÁÎÄ ÃÁÐÁÃÉÔÙ ÔÏ ×ÏÒË ÏÕÔÓÉÄÅ ÔÈÅ ÈÏÍÅȢ 4ÈÅ %ÁÒÎÅÄ )ÎÃÏÍÅ 4ÁØ 

Credit (EITC) at the state and federal levels was shown to be an effective policy lever to ease the 

cliff effect but more needs to be done.  

Maine enacted a bipartisan package of bills, referred to as the Invest in Tomorrow package (LD 

ρχχςȟ ,$ ρχχτɊȟ ÉÎ ςπρωȢ 4ÈÅ ÎÅ× ÌÁ×Ó ÌÏÏË ÔÏ ÁÄÄÒÅÓÓ ÔÈÅ ÓÔÁÔÅȭÓ ÂÅÎÅÆÉÔÓ ÃÌÉÆÆÓȢ 4ÈÅ ÐÁÃËÁÇÅ 

eliminates the gross income test for TANF, invests $2 million in whole-family pilot programs 

ÁÎÄ ÉÎÃÒÅÁÓÅÓ ÔÈÅ ÉÎÃÏÍÅ ÄÉÓÒÅÇÁÒÄ ÉÎ 4!.& ÔÏ ÓÕÐÐÏÒÔ ÐÁÒÅÎÔÓȭ ÔÒÁÎÓÉÔÉÏÎ ÔÏ ×ÏÒËȢ )Ô ÁÌÓÏ 

authorizes an increase in TANF funds for transitional food assistance and establishes a working 

group to align programs and improve accountability for better outcomes for families. In 

addition, the Legislature enacted LD 765, which requires the Maine Department of Health and 

Human Services to convene a stakeholder group to study asset limits in various state social 

service programs, including TANF and SNAP. 

It is important for employers to understand how the benefits cliff creates work disincentives for 
low income working families. These employers understand that a very slight increase in wage 

could move the employee out of the income bracket to retain subsidized childcare or food 

stamps which they use to survive. Employers who participate in whole family approaches to 

jobs are better able to support and retain their employees through involvement with employee 

supports such as affordable childcare, providing non-cash incentives for exemplary work, 

supporting employees to advance their skills through tuition assistance or formal training 

opportunities leading to upward mobility along a formal career ladder.  

To prepare a robust system of lifelong learning, agencies beyond the core partners need to be 

included in the process of developing stackable credentials. Maine is a geographically large 

state. The challenge of distance and limited resources have resulted in a tradition of 

collaboration and cooperation. Non-core partners are needed as each brings expertise, adds 
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value to the partnership and greatly increases the success of developing a highly integrated 

lifelong learning and employment system. Partners vital to meeting this strategy include, but are 

not limited to, Department of Health and Human Services, state and local libraries, state and 

local workforce boards, state and local chambers of commerce, secondary educational 

ÉÎÓÔÉÔÕÔÉÏÎÓȟ -ÁÉÎÅȭÓ #ÏÍÍÕÎÉÔÙ #ÏÌÌÅÇÅ and University Systems, Department of Corrections, 

industry associations and labor associations. Due to our current shared vision to improve the 

ÓÔÁÔÅȭÓ ÅÃÏÎÏÍÉÃ ÖÉÁÂÉÌÉÔÙ ÁÎÄ ÔÈÅ ÐÒÏÓÐÅÒÉÔÙ ÏÆ ÒÅÓÉÄÅÎÔÓ ɉÍÁÎÙ ÏÆ ×ÈÏÍ ÁÒÅ ÃÏÍÍÏÎ ÃÌÉÅÎÔÓɊȟ Á 

variety of collaborative efforts between these agencies are already in place. These provide a 

firm foundation to build upon. 

The Maine Department of Labor is recognized by USDOL as a State Approving Agency (SAA) for 

USDOL Registered Apprenticeship Program in Maine. Registered Apprenticeship allows trainees 

to earn while they learn a skilled occupation under the watchful eye of a mentor. The Maine 

Apprenticeship Program (MAP) has experienced unprecedented growth, nearly doubling the 

number of apprentices served with the last year. In part because of the tight labor market, 

demand from businesses interested in adopting registered apprenticeship to recruit, hire and 

train a skilled workforce continues to increase. Apprenticeship provides an alternative, 

structured pathway for youth and adults to earn a credential of value and good wages while 

ÍÅÅÔÉÎÇ ÅÍÐÌÏÙÅÒÓȭ ÎÅÅÄÓȢ !Ó Á ÔÒÕÌÙ ÖÉÁÂÌÅ ÃÁÒÅÅÒ ÐÁÔÈ×ÁÙ ÉÎ -ÁÉÎÅȟ ÁÐÐÒÅÎÔÉÃÅÓÈÉÐ 

programming continues to expand with the following activities currently underway: 

¶ Partnership with the Bureau of Rehabilitation Services (BRS) to develop apprenticeship 

opportunities for BRS customers with disabilities. The pilot project is gaining 

momentum and the first BRS apprentice has been placed in an apprenticeship as a 

bridge carpenter. The pilot is an example of expanding apprenticeship opportunities for 

priority populations through braiding workforce resources. This project will be 

replicated statewide 

¶ Expansion of existing registered apprenticeship programs offered within the prison 

system to better prepare formerly-incarcerated individuals for successful re-entry to 

employment 

¶ Development and expansion of quality youth apprenticeship programs, in collaboration 

with Career and Technical Education (CTE) schools and community colleges, that 

provide youth with a paycheck and structured on-the- job learning that allows them to 

apply relevant and affordable classroom training that results in dual credit toward high 

school graduation and an associate degree. Also pursue support of out-of- school youth 

apprentices with WIOA funding and services  

¶ Focus on the registration of additional community colleges as registered sponsors of 
apprenticeship to facilitate small business access to apprenticeship programming and 

affordable related technical instruction 

¶ Work with system partners and employers to establish entry level apprenticeship 
programs that articulate into more advanced apprenticeship training programs 

C. COORDINATION, ALIGNMENT AND PROVISION OF SERVICES TO INDIVIDUALS 

-ÁÉÎÅȭÓ ÃÏÒÅ ÐÒÏÇÒÁÍÓ ÁÒÅ ÉÎ ÁÇÒÅÅÍent about the importance of a coordinated customer 

service approach in achieving an effective workforce development system. Time is of the 

essence in addressing the employment and life needs of people with barriers. Progress is being 

made but results must come quicker through the creation of coordinated, networked, and 

targeted strategies to engage the untapped talent also referred to as high-priority populations. 
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Individuals who may already be financially under-resourced, dealing with health (physical, 

mental and or emotional) challenges, lacking foundational academic skills including English 

language literacy, unaware of the how to navigate the current workforce system, or lacking 

basic computer skills to apply online require a system of help that is agile and responsive.  

The re-branding and marketing of the system will reflect this coordination and customer-

centered focus. W.O.R.K. Services is one example of an initiative underway to establish an 

integrated referral and registration system that is easily accessible to individuals no matter 

when or where they need help with education and/or employment.  

Individualized career plans are also recognized as a primary tool to ensure that activities are 

coordinated and that resources are effectively used across programs to provide comprehensive 

and high-quality services. 

Adult education is experiencing an increase in the number of younger dropouts enrolling in 

ÐÒÅÐÁÒÁÔÉÏÎ ÃÌÁÓÓÅÓ ÔÏ ÅÁÒÎ ÔÈÅÉÒ (É3%4ȟ ÔÈÅ ÔÅÓÔ ÔÈÁÔ ÌÅÁÄ ÔÏ -ÁÉÎÅȭÓ ÈÉÇÈ ÓÃÈÏÏÌ ÅÑÕÉÖÁÌÅÎÃÙ 

credential. Most of these younger adults need fewer hours of preparation before testing and 

score higher than other demographic groups. In FY 19, 36 percent of HiSET testers ages 17-18 

scored at the college and career readiness level on all five assessments. In the 19-24 age group, 

35 percent scored at the college and career ready level. These two age groups scored 

significantly higher than the 23-44 age group in both pass rates and college and career 

readiness attainment. Advising and recruiting efforts by adult education providers, in 

collaboration with postsecondary partners will address steps to engage these individuals in 

additional education and training opportunities leading to employment. 

Adult education is exploring how this data may support changes to the current high school 

completion process to reduce the drop-out rate, especially for those students who have the 

academic skills, but do not want to remain in the high school environment. Steps will be taken to 

establish an improved referral process to more quickly connect students who leave high school 

with an adult education provider. A system, that includes robust youth apprenticeship 

opportunities may result in an alternative that provides these younger adults with credentials 

and a pathway to postsecondary opportunities. 

Refugees, asylum seekers, and foreign-trained professionals face unique challenges to entering 

the workforce. Credentialing issues and limited financial assistance to pay for prior learning 

assessments keep many New Mainers from accessing appropriate training and employment 

opportunities. In addition to creating additional opportunities for English language acquisition, 

core partners will engage with other workforce development stakeholders to try and streamline 

the foreign credentialing process and improve licensing process through work with the state 

licensing departments. This can include improved workforce development State resources to 

provide low and no-cost evaluations of foreign secondary and postsecondary credentials and 

better parti cipant assessment and navigation in the process. 

Core partner leads will monitor the progress of collaborative efforts to ensure the needs of sub-

populations are being systematically addressed statewide. This group will also work to ensure 

that no instances of implicit bias are impacting the creation and delivery of services.  

D. COORDINATION, ALIGNMENT AND PROVISION OF SERVICES TO EMPLOYERS 

Through the statewide visioning sessions, information was gathered from employers and others 

regarding their understanding of and needs and recommendations for an effective workforce 

development system. Each core partner has learned from experience that no one agency can 

successfully meet the needs of employers and workers on their own and that there is strength in 
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the many workforce programs in Maine combining resources on behalf of shared customers. 

Whenever possible, interagency staff must work to leverage available funds and resources. 

Moving forward, partners will collaborate and seek opportunities for co-enrollment, so that 

available funding can support as many individuals as possible.  

The outcome of employment is critical for successful engagement and retention of learners in 

both academic and job skills training programs. WIOA requires that the core partners 

coordinate activities and resources to provide comprehensive, high-quality services to 

employers to meet their current and projected workforce needs and to achieve the goals of 

industry or sector partners in the state. To meet that goal, all partners need to understand the 

services each has to offer, speak a common language, and promote the part that each partner 

plays in the system. The use of local, regional and state plans to align programs and activities is 

also critical to best providing services to employers. Partnerships with businesses and sector 

strategies will increase knowledge of current and projected workforces needs, to ensure 

workfor ce training, education and employment placement are job-driven and forward thinking. 

The state plan implementation committee will be responsible for gathering information from 

the partners to coordinate efforts, streamline services to employers, look for opportunities that 

dovetail efforts with the Maine Economic and Community Development Plan and leverages 

resources. It will ensure that each agency can use consistent language to effectively 

communicate with employers that: 

¶ Their input is required for creation of a workforce system that is committed and 
responsive to their needs 

¶ Clarify the roles of each partner in the system 

¶ Clarify what they can contribute toward establishing stackable credentials and micro-

credentials that advance the progress of entry level workers 

¶ Clarify the benefits of registered apprenticeship, internships, on the job training, 

customized training, incumbent worker training, and support services 

¶ Assistance is available to help them identify skills and qualifications for in-demand 

employment 

¶ Employer engagement is vital in the creation of credentials that meet their needs and 
that will result in employment for those who earn them 

¶ Employer input should guide the identification of sector pathways to enter employment 

Located within the Maine Department of Education, the state office of adult education provides 

technical and grant management support to over 70 local adult education providers throughout 

the state. In FY19, providers served over 13,900 adults. The majority of these adults lack the 

foundational skills in numeracy, literacy and work readiness needed to be competitive in 

-ÁÉÎÅȭÓ ÃÈÁÎÇÉÎÇ ÅÃÏÎÏÍÙȢ 4ÈÅ ÓÔÁÔÅ ÄÉÒÅÃÔÏÒ ÉÓ Á ÖÏÔÉÎÇ ÍÅÍÂÅÒ ÏÆ ÔÈÅ 3ÔÁÔÅ 7ÏÒËÆÏÒÃÅ "ÏÁÒÄ 

and local adult education programs are represented on each local workforce board. Adult 

education personnel at both the state and local levels participate on a number of boards and 

ÉÎÉÔÉÁÔÉÖÅÓ ÁÄÄÒÅÓÓÉÎÇ ÔÈÅ ×ÏÒËÆÏÒÃÅ ÎÅÅÄÓ ÏÆ -ÁÉÎÅȭÓ ÅÍÐÌÏÙÅÒÓȢ  

In addition to the state system-wide approach, there are many activities underway with the 

partners in the coordination of services to employers. Examples include: 
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¶ On a quarterly basis, the Statewide Workforce Assistance Team (SWAT), comprised of 

core partners and other key partners responsible for providing business services, 

convene to share best practices, provide program updates and learn about new 
opportunities. SWAT participants include but are not limited to staff from the following 

partners: WIOA service providers, Wagner Peyser, CareerCenter, Vocational 

Rehabilitation, Local Veteran Employer Representatives, State-funded apprenticeship 

and Competitive Skills Scholarship Programs, Rapid Response and Trade Adjustment 

Assistance, community colleges, adult education providers, chambers of commerce, and 

non-profit organizations engaged in workforce development activities. SWAT meetings 

have been held regularly for the past three years and have been instrumental in 

furthering collaborative workforce development efforts amongst interested parties 

¶ The Maine-At-Work Initiative  was developed collaboratively with workforce partners 
and continues to be an easy way for employers to request assistance with their 

workforce needs. An on-line request is generated and sent to MDOL staff who either 

respond to the employer inquiry directly or forward it to a partner contact for response. 

Maine-At-7ÏÒË ÉÓ ÁÌÓÏ ÍÁÒËÅÔÅÄ ÔÈÒÏÕÇÈ Á ÆÌÙÅÒ ÅÎÃÌÏÓÅÄ ×ÉÔÈ ÅÁÃÈ ÅÍÐÌÏÙÅÒȭÓ ÙÅÁÒÌÙ 

unemployment insurance tax information to prompt them to request assistance if they 

have any workforce development assistance needs 

¶ -ÁÉÎÅȭÓ #ÏÍÐÅÔÉÔÉÖÅ 3ËÉÌÌÓ 3ÃÈÏÌÁÒÓÈÉÐ 0ÒÏÇÒÁÍ ɉ#330Ɋ ÉÓ ÏÐÅÎ ÔÏ ÉÎÄÉÖÉÄÕÁÌÓ ×ÈÏÓÅ 

family income is at or below 200 percent of the federal poverty level and who do not yet 

already have a marketable post-secondary degree or credential. CSSP is funded by 

contributions from employers through and offset from their unemployment insurance 

taxes. CSSP provides funding to eligible individuals for education, training and necessary 

support services that lead to high-wage jobs that are in demand in Maine. The education 

and training must be universally recognized and accepted by the trade or industry in 

which the participant intends to seek employment. In 2019, CSSP served 1,041 

individuals 

¶ Job Fairs are held regularly at each CareerCenter. In the larger centers, job fairs for 

specific sectors are held so job seekers can apply to multiple employers within a sector. 

Staff engage with businesses in attendance to discuss their hiring needs to better 

understand what the businesses are looking for 

¶ A successful model that needs to increase in implementation is Integrated Education and 

Training (IET). As the name implies, this type of programming involves intentional 

planning to deliver the specific academic, employability skills, and workforce training to 

a pre-determined audience resulting in a workforce credential and or further training 

and employment. For example, a group of learners may be enrolled in a welding 

program that incorporates instruction in reading and/or math all contextualized to 

pertain to welding. In this instance, the academic and trades instructors might work 

together to identify the vocabulary and calculation assistance participants will need to 
be successful. The benefit of this approach is it enables participants who may be closed 

out of a similar welding class because of low foundational skills to participate and be 

successful with appropriate supports.  

¶ Historically, adult education providers in Maine have worked independently or with 
small-scale partnerships for specific purposes. Recently, local programs were grouped 

into regional hubs to promote common standards, fiscal efficiencies, economy of scale, 

and greater collaboration amongst the adult education programs within the hub. Rather 

than compete against each other for financial resources, the emphasis is on mutual 

https://www.maine.gov/maineatwork/
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collaboration and support. This reorganization has resulted in strengthening all 

programs, and especially those in smaller, more rural areas. Within the boundaries of 

each hub there are community college campuses, a local workforce board, 

CareerCenters, and a University of Maine presence. Many hubs are strengthening their 

connections to these organizations as well as with other core partners to address the 

needs of employers and workers. 

Local providers will continue their long-standing work of connecting with individual employers 

to design instructional services in response to their needs. The number of employers 

contracting directly with a local literacy provider for help with workforce development is 

growing. As appropriate, these services may include job-site classes, contextualized vocabulary, 

connections with occupational training, Maine College and Career Access transition programs, 

micro-credentials, and other means that help build the foundational skills of students while 

preparing them for successful employment 

¶ The Bureau of Rehabilitation Services (BRS) coordinates and aligns services to 
employers that will encourage and support them in the hiring of individuals with 

disabilities. Partners will inform employers of the valuÅ ÉÎ -ÁÉÎÅȭÓ Workplace & 

Disability Connection, which is housed at the Retail Association of Maine and supported 

by the Maine Department of Labor and the Department of Health and Human Services. 

The network provides a forum that encourages business-to-business discussions about 

hiring, retaining and career advancement of people with disabilities. BRS also utilizes in-

house staff to help provide the needed connections between Vocational Rehabilitation 

staff, clients seeking employment, providers, and employers. To do this, BRS learns the 

needs of employers and connects them with clients that have the strengths, abilities, and 

interests to meet those needs. BRS is starting this process at a younger age, working 

with youth through a model adopted from Vermont, called Progressive Employment, 

ÃÕÒÒÅÎÔÌÙ ÂÅÉÎÇ ÏÆÆÅÒÅÄ ÉÎ ÆÏÕÒ $ÉÖÉÓÉÏÎ ÏÆ 6ÏÃÁÔÉÏÎÁÌ 2ÅÈÁÂÉÌÉÔÁÔÉÏÎ ÏÆÆÉÃÅÓȢ -ÁÉÎÅȭÓ 

Progressive Employment initiative takes a dual customer approach to meet the needs of 

employers and Maine youth with disabilities by matching them to activities such as: job 

tours, interviews, job shadows, work experience, and on-the-job training. These 

experiences give the employer the opportunity to meet their next generation of workers 

at little to no risk while also assisting the youth to build employment skills 

Future activities identified during this state plan period related to the coordination, alignment, 

and provision of services to employers include: 

¶ Business outreach tools developed with cross -agency partner input: Tools will be 

developed to support an integrated, seamless system of services to businesses. New 

marketing and outreach tools will be co-developed by members of the business 

response teams from education, economic and workforce development. Integrated 

business assistance marketing tools will stress services over programs and promote no-

wrong-door access, whereby businesses can rely on single point of contact to access the 

full menu of services. 

Similarly, a business needs assessment tool to be used by business outreach team members to 

assess needs pertaining to workforce and other business challenges will be created with partner 

and employer input. Use of the common tool will ensure business needs are easily 

communicated and assigned to specific partners. 

An integrated service response tool will be developed to outline response actions, agency 
resource commitments, employer commitments, and expectations. This tool will be accessible, 
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easy to understand, and serve as a plan to be followed by the employer and the multiple service 

agencies responding to the business needs. 

¶ Employer/Business Response Team - No-Wrong Door State and regional-level 

business response teams will be identified and cross-trained. These teams will include 

leads from agencies with resources and capacity to assess and address business needs 

(both economic and workforce). Business response team members will attend ongoing 

cross-training necessary to understand and represent the full menu of services and to 

ensure a single point of access by which employers can acquire the information and 

resources necessary to address their workforce and business development needs.  

Business response teams at the state and regional levels may include representatives from three 

key resource areas:  

¶ Workforce development: 

o %ÍÐÌÏÙÍÅÎÔ ÓÅÒÖÉÃÅÓ ɉ-$/,ȭÓ "ÕÒÅÁÕ ÏÆ %ÍÐÌÏÙÍÅÎÔ 3ÅÒÖÉÃÅÓ ÁÎÄ "ÕÒÅÁÕ ÏÆ 

Rehabilitation Services) on behalf of:   

Á Apprenticeship 

Á Competitive Skills Scholarship Program -Business 

Á Federal Bonding Program 

Á Foreign Labor Certification Program 

Á Labor Exchange 

Á Rapid Response 

Á Reemployment Initiatives 

Á SafetyWorks 

Á Trade Act 

Á 6ÅÔÅÒÁÎȭÓ 3ÅÒÖÉÃÅÓ 

Á Work Opportunity Tax Credit  

Á DHHS - TANF (Fedcap ɀ Parents as Scholars ɀ LIFT ɀ HOPE) 

Á Title IB service providers (Adult, Dislocated Worker, Youth) 

Á Vocational Rehabilitation (Division of Vocational Rehabilitation & 

Division for the Blind and Visually Impaired) 

Á Pre-Employment Transition Services 

Á Workforce boards 

¶ Education and Training: 

o Adult Education 

o Career and Technical Education Secondary Schools 

o Job Corps 
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o Maine Community College System 

o Private schools, colleges, universities  

o Trade skills training entities 

o University of Maine System 

o Educate Maine  

¶ Economic Development  

o Center for Workforce Research and Information (CWRI) 

o Department of Economic and Community Development 

o Regional and municipal economic development entities 

o Small Business Association 

o Small Business Development Centers 

o May also include (as appropriate):   

Á Coastal Enterprises, Inc. 

Á Employer representatives 

Á Finance Authority of Maine 

Á Live and Work in Maine 

Á Maine Chamber of Commerce 

Á Maine Development Foundation 

Á Maine Manufacturing Extension Partnership 

Á Maine Rural Development Authority 

Á Maine Technology Institute 

Á Philanthropic entities 

¶ Expert Business Response Team Comprehensive business support and integrated 
service strategies will be offered by a fully-informed business response team that has a 

grasp on the available resources available to be leveraged from a multitude of partner 

agencies. Cross-training of business response team members will include:   

o Understanding workforce development resources and who to work with at the 

local, regional, or state level 

o Understanding economic development resources and who to work with at the 

local, regional. or state level 

o Navigating education, training, and research and development resources 

o Understanding labor market and industry information and sources 

o Understanding best practices in attracting and retaining untapped labor talent 

pools 
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o Understanding and effectively utilizing business outreach materials and tools 

o Effectively assessing employer needs and coordinating efficient low-risk 

responses in collaboration with business response team partners 

o Addressing employer needs using the integrated response tool approved by 

team partners 

o Tracking and communicating employer services to ensure follow-up and 

reporting of achieved outcomes 

¶ Seamless Coordination of Services Business response teams will work behind the 

scenes to address industry needs using an integrated response tool as follows:  

o Using agreed-upon communication protocols to share business needs 

assessment data with appropriate partners 

o Within agreed-upon timeframes, partners will review and assess 

appropriateness of services their agency can offer and will identify the level and 

type of service(s) they can provide as part of the integrated service response, a 

point person and contact information, the dollar amount of either in-kind or cash 

resource to be provided, additional data required or steps the employer must 

take to access the resource, dates by which employer must provide information, 

timelines in which services/resources are to be provided, and outcomes 

achieved.  

o In most cases, the initial point of contact will act as lead liaison with the business 

on behalf of all partners and support the employer in achieving the desired 

outcomes and implementing the integrated service response.   

A no-wrong-door, integrated service response strategy removes the need for employers to 

navigate a vast and complex system of services and assures they are presented with appropriate 

services.  Interagency responses will promote layoff aversion activities, clarify and address 

perceived skill gaps, and allow workforce agencies to promote the employment of underutilized 

talent pools.  It will lin k employers to business assistance programs and technical assistance on 

a just-in-time basis.  

0ÒÏÐÅÒÌÙ ÁÓÓÅÓÓÍÅÎÔ ÏÆ ÁÎ ÅÍÐÌÏÙÅÒȭÓ ×ÏÒËÆÏÒÃÅ ÁÎÄ ÂÕÓÉÎÅÓÓ ÓÅÒÖÉÃÅ ÎÅÅÄÓ ÉÓ ÅÓÓÅÎÔÉÁÌ ÔÏ 

developing and providing effective solutions. A collaborative approach to addressing business 

needs will eliminate duplication of efforts and ensure responses are developed with the focus 

on the employer rather than the program. As stated previously, business response team 

members must be those with an excellent command of the programs they represent and a good 

command of services/programs offered by the other partners. 

E. PARTNER ENGAGEMENT WITH EDUCATIONAL INSTITUTIONS 

%ÄÕÃÁÔÉÏÎÁÌ ÉÎÓÔÉÔÕÔÉÏÎÓ ÁÒÅ ËÅÙ ÐÁÒÔÎÅÒÓ ÉÎ -ÁÉÎÅȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÙÓÔÅÍ ÁÎÄ ÐÌÁÙ Á 

critical role ÉÎ ÔÈÅ 3ÔÁÔÅȭÓ ÓÔÒÁÔÅÇÉÅÓ ÔÏ ÉÎÃÒÅÁÓÅ ÔÈÅ ÅÆÆÅÃÔÉÖÅÎÅÓÓ ÉÎ ÈÏ× ÐÁÒÔÎÅÒÓ ×ÏÒË ÔÏÇÅÔÈÅÒȢ 

Through articulation agreements, establishment of career pathways, joint professional 

development, and a focus on best practices that reduce barriers to employment (especially for 

high priority populations), the partners will work together and meet the strategic vision. To that 

end: 
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¶ The re-branding and marketing of the workforce development system will create and 

distribute a common message that conveys the role of educational institutions as part of 

the system 

¶ 4ÈÅ 3ÔÁÔÅȭÓ ÅÄÕÃÁÔÉÏÎ ÁÎÄ ÔÒÁÉÎÉÎÇ ÓÙÓÔÅÍÓ ×ÉÌÌ ÂÅ ÓÕÐÐÏÒÔÅÄ ÔÏ ÐÒÏÖÉÄÅ ÊÏÂ-driven 
instruction as part of a cohesive continuum that includes secondary schools, adult 

education, community colleges, universities, on-the-job training, and apprenticeship 

¶ Partners will increase engagement with secondary schools to expand student awareness 
ÏÆ -ÁÉÎÅȭÓ ÃÁÒÅÅÒ ÐÁÔÈ×ÁÙÓȟ ÉÎ-demand occupations, and employment opportunities 

¶ Postsecondary educational institutions and training organizations will join in the 

messaging of the workforce development system  

¶ Engaging core partners and employers in micro-credentialing and digital badging will 

ensure that skills are meeting industry and business needs and credentials are 

recognized by employers 

¶ Working with education, workforce, and employers, including the MaineSpark and All 

,ÅÁÒÎÉÎÇ #ÏÕÎÔÓ ÉÎÉÔÉÁÔÉÖÅÓȟ ÃÒÉÔÅÒÉÁ ÆÏÒ Á ȰÃÒÅÄÅÎÔÉÁÌ ÏÆ ÖÁÌÕÅȱ ×ÉÌÌ ÂÅ ÄÅÆÉÎÅÄ ÉÎ Á ×ÁÙ 

which is clear, measurable, and meaningful to individuals and employers. Career 

pathways will be identified which allow workers to engage with educational 

opportunities that lead to higher wage occupations in in-demand sectors 

¶ 7ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÅÒÖÉÃÅ ÐÒÏÖÉÄÅÒÓ ÉÎ ÅÁÃÈ ÏÆ -ÁÉÎÅȭÓ ÌÏÃÁÌ ÁÒÅÁÓ ×ÉÌÌ ÐÁÒÔÎÅÒ 
with adult education providers, local community colleges, industry trade groups, and 

others to develop recruitment and training programs to meet the needs of individual or 

sector employers. For example, the Aroostook County Action Program (ACAP), provider 

of adult, dislocated ×ÏÒËÅÒȟ ÁÎÄ ÙÏÕÔÈ ÐÒÏÇÒÁÍÓ ÉÎ -ÁÉÎÅȭÓ ÍÏÓÔ ÎÏÒÔÈÅÒÎ ÃÏÕÎÔÙȟ 

regularly partners with the local adult education providers to address the new hire 

training needs of employers. A recent initiative involved three regional health care 

providers and resulted in a health care academy designed to prepare workers for entry-

level positions in patient care. Similarly, a construction boot camp was developed in 

conjunction with adult education and Associated General Contractors to prepare entry-

level workers to enter the construction trades. A new initiative is currently underway 

that will package recruitment, assessment and training services for a new processing 

factory. 

Though adult education in Maine is characterized as working with learners beyond the age of 

compulsory education, historically, the majority of learners served have been in 24 and above. 

The efforts of adult education providers have been on moving this group on to college and/or 

employment. Adult educators are well-acquainted with the challenges and life situations of this 

group.  

Data now indicates younger learners are seeking adult education services. Most of these 

students come well-prepared and earn high scores, many at the college and career-ready level. 

This group is not leaving school because they lack ability, but as a result of environmental 

issues. They report feeling bullied, disenfranchised, or dealing with anxiety and/or family 

issues. Adult education is no longer a place for problem students end, but a positive solution for 

a growing number of students. In response to this change, adult education will be taking steps to 

interact differently with the day school.  

Steps planned: 
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¶ Conduct several listening sessions to hear from this group of young test takers more 

about why they chose adult education and how best we can serve them 

¶ Provide professional development to instructors and staff on understanding the needs 
of this group 

¶ Establish relationships with high school guidance counselors to inform them of possible 
ways adult education can help them, especially with career and postsecondary 

advisement as well as micro-credential attainment in technology and health care post-

graduation 

¶ Develop pathways to adult education for the 40 percent of high school graduates who do 

not have any post-secondary plans 

¶ Explore pathways and collaborations with Career and Technical Education programs 

¶ Work with high schools to formulate what it looks like for adult education to serve as a 

recognized pathway to high school completion 

Adult education will look to update MOUs with educational partners and work to increase the 

number and quality of collaborations with other educational institutions and include those that 

may be missing.  

It is important that communication occurs not only with the public postsecondary system but 

also the private institutions. There must be engagement with employer training departments to 

determine what foundational skills their current and prospective employees may need and how 

these skill requirements might be integrated into their training and hiring efforts. 

Adult education will continue to draw on other agencies with expertise in the delivery of English 

language services to coordinate ways to meet the ever-rising demand for this type of instruction 

and will develop, introduce, and put into place, a referral system between the various programs 

and service providers so learners have access to the most appropriate provider. 

F. PARTNER ENGAGEMENT WITH OTHER EDUCATION AND TRAINING PROVIDERS 

#ÏÒÅ ÁÎÄ ÏÔÈÅÒ ÐÁÒÔÎÅÒ ÁÇÅÎÃÉÅÓ ×ÉÌÌ ÃÏÌÌÁÂÏÒÁÔÅ ×ÉÔÈ ÔÈÅ Ȱ-ÁÉÎÅ3ÐÁÒËȱ ÉÎÉÔÉÁÔÉÖÅ ɉ×ÉÔÈ Á ÇÏÁÌ ÏÆ 

ensuring 60 percent of Mainers will hold a credential of value by 2025) to ensure alignment of 

activities, sharing of information, participation in and contribution to cross-training and 

professional staff development, and participation in local, regional and state strategy 

implementation sessions. They will ensure local and regional employer stakeholder groups are 

apprised of the goals and work of the initiative and have opportunity for input on the specific 

credentials of value being considered and promoted.  

Similarly, system partners will work with the University of Maine system to support work 

ÉÎÉÔÉÁÔÅÄ ÔÈÒÏÕÇÈ ÔÈÅ Ȱ!ÌÌ ,ÅÁÒÎÉÎÇ #ÏÕÎÔÓȱ ÉÎÉÔÉÁÔÉÖÅȟ ÆÕÎÄÅÄ ÂÙ ÔÈÅ ,ÕÍÉÎÁ &ÏÕÎÄÁÔÉÏÎ ÁÎÄ 

focused on expanding opportunities for adults, (especially people of color) to attain credentials. 

The initiative supports the goal of MaineSpark and seeks to expand access to a range of 

credentials from micro-ÃÒÅÄÅÎÔÉÁÌÓ ÔÏ ÔÒÁÄÉÔÉÏÎÁÌ ÄÅÇÒÅÅÓȢ ,ÉËÅ -ÁÉÎÅ3ÐÁÒËȟ Ȱ!ÌÌ ,ÅÁÒÎÉÎÇ 

#ÏÕÎÔÓȱ ÉÓ Á ÃÏÁÌÉÔÉÏÎ ÏÆ ÐÕÂÌÉÃ ÁÎÄ ÐÒÉÖÁÔÅ ÏÒÇÁÎÉÚÁÔÉÏÎÓ ×ÏÒËÉÎÇ ÔÏ ÄÅÖÅÌÏÐ Á ÍÉÃÒÏ-credential 

ecosystem and to support adult learners in gaining credentials demanded by employers. Two 

critical components of this initiative are to validate skills learned outside of educational systems 

(non-institutional learning) for credit toward credentials and provide more flexible, accessible 

programming and access to support services that will address personal and academic 

challenges facing adult learners. 
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Key partners include University of Maine Orono and Augusta, the Wabanaki Center, Eastern 

Maine Community College, the Maine Department of Corrections and its vendor Edovo, the 

Maine Department of Labor, the State Board, the Maine Department of Education ɀ Adult 

Education, the Maine State Library, the United Technologies Center and Educate Maine. Educate 

Maine is another collaborative initiative that promotes education and career readiness through 

teacher education and connecting teachers with businesses to ensure curricula are meeting the 

needs of industry. 

It is important to stay in communication with the state postsecondary system and also the 

private institutions to stay current on their initiatives and avoid duplication. There must also be 

engagement with employer training departments to determine what foundational skills their 

current and perspective employees may need and how they might be integrated into their 

training and hiring efforts. 

Adult education needs to draw on other agencies with expertise in the delivery of English 

language services to coordinate ways to meet the ever-rising demand for instruction. 

A learner referral system between the various programs and service providers must be 

developed, introduced, put into place, and promoted to ensure learners, and the partner 

agencies have awareness of and access to the most appropriate provider. 

G. LEVERAGING RESOURCES TO INCREASE EDUCATIONAL ACCESS 

The establishment of a coordinated, networked, and targeted strategies approach is the first in a 

ÓÅÒÉÅÓ ÏÆ ÓÔÅÐÓ ÎÅÅÄÅÄ ÔÏ ÕÓÅ ÅÁÃÈ ÁÇÅÎÃÉÅÓȭ ÒÅÓÏÕÒÃÅÓ ÅÆÆÅÃÔÉÖÅÌÙȢ $ÅÌÉÂÅÒÁÔÅÌÙ ÐÌÁÎÎÉÎÇ ÔÏÇÅÔÈÅÒ 

to serve specific sub-populations can result in collaborative programming and grant writing 

that strengthens an application rather than competing against one another.  

To best leverage resources, it must be clear amongst the partners what the resources can 

support. Each agency has slightly different eligibility requirements. Being aware of who 

partners can serve and who they cannot creates the ability to braid funding and serve more 

customers. Collaboration for resource sharing among partners on a state and local level is 

effective as funding streams ebb and flow. Frontline case managers will be fully knowledgeable 

of what is available and able to guide individuals to appropriate core program services and 

other available benefits such as Federal Financial Aid, TANF/ASPIRE, individual scholarships, 

and more. Leverage of supplemental Nutrition Assistance Program Employment and Training 

(SNAP E&T) funds can result in a federal match of state funds. 

The involvement of core partners to support the efforts of other agencies also results in a 

synergistic environment and improved outcomes. Educate Maine and the Maine Development 

&ÏÕÎÄÁÔÉÏÎ ÁÒÅ ÆÏÃÕÓÅÄ ÏÎ ÔÈÅ ÓÔÁÔÅȭÓ ÇÏÁÌ ÔÈÁÔ ÂÙ ςπςυȟ φπ ÐÅÒÃÅÎÔ ÏÆ -ÁÉÎÅÒÓ ×ÉÌÌ ÈÏÌÄ Á 

credential valued by Maine's businesses. A workgroup is being established to focus on 

improving Kindergarten ɀ ρςÔÈ ÇÒÁÄÅ ÃÏÏÒÄÉÎÁÔÉÏÎȟ ÉÎ ÃÏÎÊÕÎÃÔÉÏÎ ×ÉÔÈ ÔÈÅ 3ÔÁÔÅȭÓ %ÃÏÎÏÍÉÃ 

Development Plan. Other organizations with a similar vision, human capital, and expertise that 

can be leveraged include Finance Authority of Maine (FAME), New Ventures, and Maine 

Educational Opportunity Center. Others include the trade associations, chambers, private 

employment agencies, and employer training departments. 

Additional steps to undertake to leverage resources include: 

¶ Increase in co-location of adult education programs on post-secondary campuses 

¶ Offer additional post-secondary courses in adult education programs through 

articulation agreements 
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¶ Joint professional development for intake and advising staff of educational and 

workforce system partners 

¶ Elimination of barriers for evaluation of foreign secondary and postsecondary 
credentials 

The majority of workforce and economic development programs and resources require a 

commitment from the employer/business in exchange for program assistance. Such 

commitments range from agreement to hire trainees who successfully complete training, 

provision of in-kind or cash match toward cost of formal classroom costs, paying the full wage 

for on-the-job training with an understanding that a partial wage reimbursement will be 

provided to offset the cost. In most cases, the employer invests more than 50 percent of the cost 

of employee training.  

Partner resources that can be leveraged are as follows:  

¶ Labor market research and information provided by CWRI 

¶ Prevailing wage data and workplace safety information and training provided by the 

Bureau of Labor Standards  

¶ Employer tax information provided by the Bureau of Unemployment Compensation, 

¶ Employee recruitment and labor exchange services provided by the Bureau of 
Employment Services, including job fairs 

¶ Informational services and training to businesses by the Bureau of Rehabilitation 
Services regarding the benefits of and supports available for employing individuals with 

disabilities 

¶ Help to the farming industry to access migrant and seasonal farm workers and 

assurance of safe and clean living and working environments for workers hired through 

the H2B program 

¶ Assistance with development of registered apprenticeship programs through the Maine 

Apprenticeship Program, an industry-led employee training mechanism that provides 

businesses with a formal, long-term method for ensuring new hires and existing 

employees to attain necessary skills 

¶ Recruitment of participants from each of the core partners and/or outside partners, 

including assessment of work history and work readiness skills required by the 

employer and required to succeed in the specific on-the-job training, customized 

training, integrated education and employment activity and incumbent worker training  

4ÈÅ -ÁÉÎÅ #ÏÍÍÕÎÉÔÙ #ÏÌÌÅÇÅ 3ÙÓÔÅÍȭÓ "ÕÓÉÎÅÓÓ ÁÎÄ )ÎÄÕÓÔÒÙ 0ÒÏÇÒÁÍ ×ÏÒËÓ ÔÏ ÄÅÖÅÌÏÐ ÁÎÄ 

deliver industry -specific training to businesses across Maine and New England. One of the 

programs offered is the Maine Quality Centers (MQC). The MQC program funds the cost of 

customized classroom training for new hires and/or incumbents whose positions will be 

backfilled once their skills have been upgraded. The MQC program is often packaged with WIOA 

funded OJT resources and the Bureau of Employment Services division of the Maine Department 

of Labor provides specialized recruitment services to the MQC to identify participants to fill the 

training slots. 

Local workforce areas are partnering with Career and Technical Education Centers and high 

schools to offer a bridge program to the community college. This program allows CTE students 
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to take college-level classes while in the secondary program and earn credits toward a college 

degree. This practice introduces students to college-level course requirements and alleviates 

the perception that college is beyond their reach. 

4ÈÒÏÕÇÈ 6ÏÃÁÔÉÏÎÁÌ 2ÅÈÁÂÉÌÉÔÁÔÉÏÎȭÓ 0ÒÅ-Employment Transition Services, students with 

disabilities are engaging in real-world work -based learning activities (job tours, job shadows, 

paid work experiences, etc.) earlier. Partnership with Jobs for Maine Graduates is yielding 

promising results for students with disabilities in a research project in targeted Maine schools. 

Use of the Progressive Employment dual-customer approach is introducing Maine employers to 

a new generation of employees at low/no risk and innovative programming, such as Step Up 

and College Prep, and opening post-secondary and career opportunities that have not existed 

previously for individuals with autism and visual impairments. 

H. IMPROVING ACCESS TO POSTSECONDARY CREDENTIALS 

4ÈÅ 3ÔÁÔÅȭÓ ÓÔÒÁÔÅÇÉÅÓ ÁÓ ÄÅÓÃÒÉÂÅÄ ÔÈÒÏÕÇÈÏÕÔ ÔÈÉÓ ÐÌÁÎ ×ÉÌÌ ÁÄÄÒÅÓÓ ÉÓÓÕÅÓ ÔÈÁÔ ÐÒÅÖÅÎÔ ÁÃÃÅÓÓ 

to postsecondary credentials, including establishing youth apprenticeship opportunities and 

increasing the number of Registered Apprenticeships, addressing student loan debt issues that 

prohibit readmission, continuing partnership efforts with initiatives, such as Live and Work in 

Maine, to encourage college graduates to stay and work in Maine, supporting the transition of 

students from high school to community college and university, including advocating for 

smoother credit transfers between institutions, developing and sharing a clear, concise 

consumer handbook with information on postsecondary services, publicizing no-cost and low-

cost training opportunities, and promote availability for Vocational Rehabilitation to collaborate 

and coordinate with educational institutions in provision of services for students with 

disabilities. 

The world of workforce development is becoming increasingly aware of the meaning, benefits 

and uses of stackable credentials to enable a person to progress from a series of stackable short-

term certificates to postsecondary degrees to their chosen occupations. In the world of 

education, a very similar process is referred to as micro-credentials. Each micro-credential 

certifies competency in a specific skill. These micro-credentials can be stacked to indicate higher 

level of skill attainment and in Maine, the goal for many is to connect them with recognized 

course credits and if desired, lead a holder of micro-credentials on to other credentials or 

degrees.  

The benefits to earners of micro-credentials, especially for WIOA clients, are that they are not 

place based, are short-term, ÔÉÅÄ ÔÏ ÌÅÁÒÎÅÒ ÍÁÓÔÅÒÙȟ ÃÁÎ ÂÅ ÅÁÒÎÅÄ ÏÎÌÉÎÅ ÁÔ ÔÈÅ ÌÅÁÒÎÅÒȭÓ 

convenience, are self-directed, contain job embedded content, many include college credit, 

eliminates duplication of coursework, and can be used to recognize and validate prior learning. 

These ÆÁÃÔÏÒÓ ÍÁËÅ ÔÈÅÍ Á ÖÁÌÕÁÂÌÅ ÓÏÌÕÔÉÏÎ ÔÏ ÔÈÅ ÓÔÁÔÅȭÓ ÎÅÅÄ ÔÏ ÃÏÎÎÅÃÔ ×ÉÔÈ ÌÅÁÒÎÅÒÓ ×ÈÏ 

feel unable to participate in traditional education and/or training due to financial or time 

ÃÏÎÓÔÒÁÉÎÔÓ ÏÒ ×ÈÏ ÂÅÌÉÅÖÅ ÔÈÅÙ ÁÒÅ ÎÏÔ ȰÃÏÌÌÅÇÅ ÍÁÔÅÒÉÁÌȱȢ  

The benefits of micro-credentials to the workforce system is that they clearly articulate what 

the person has done to earn the credential in a job specific area. In addition, whereas new 
programs of instruction at the higher education level can take a long period of time to develop 

and be approved, micro-credential development is very nimble. This makes for a timely 

response to employer needs.  

Both adult education and the MDOL are currently participating in an All Learning Counts (ALC) 

initiative lead by the University of Maine System. The project focuses on engaging adults with 

barriers in earning micro-credentials and gaining employment. Committees are currently 
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focusing on the sub-populations of low-income, Native American, English language learners and 

incarcerated individuals. Other partners include the community college system, Maine 

Department of Corrections, Edovo, Educate Maine and the Maine State Library. 

Though the content area will vary, all of the micro-credential work is separated into three 

consistent areas of competency attainment. 

¶ Level 1- Exploration and Discovery 

¶ Level 2- Skill Development 

¶ Level 3- Initiative/ Leadership  

Following the completion of these three levels, the learner earns a stacked macro-badge, which 

is the cumulative assessment of skills, evidence of learning is visible and validates alternative 

learning. Micro-badges, capturing 21st Century skill development and/or industry/association 

credentials, will also be embedded along the pathway, adding further value.  

University of Maine System is part of Education Design Lab's Badged to Hire campaign, 

implementing employer-demanded 21st Century skill badges into courses and programs.  

This micro-ÃÒÅÄÅÎÔÉÁÌ ÉÎÉÔÉÁÔÉÖÅ ÒÅÌÉÅÓ ÏÎ -ÁÉÎÅȭÓ ×ÏÒËÆÏÒÃÅ ÄÁÔÁ ÒÅÇÁÒÄÉÎÇ ÁÒÅÁÓ ÏÆ ÅÍÐÌÏÙÅÒ 

need and the specific competencies required of employees. It also includes the development of 

an employer advisory group to ensure, like stackable workplace credentials, that micro-

credentials align with employer needs, will be recognized for employment purposes and 

support MÁÉÎÅȭÓ ÇÏÁÌ ÏÆ Á ÓÅÁÍÌÅÓÓ ÃÏÎÔÉÎÕÕÍ ÏÆ ÐÒÏÇÒÁÍÓ ÁÎÄ ÓÕÐÐÏÒÔÓ ×ÉÔÈ Á ÆÏÃÕÓ ÏÎ ÃÁÒÅÅÒ 

pathways for in-demand industries.  

!ÄÕÌÔ ÅÄÕÃÁÔÉÏÎ ÉÓ ÅØÐÁÎÄÉÎÇ ÉÔÓ ÃÏÎÎÅÃÔÉÏÎ ÔÏ ÔÈÅ ÓÔÁÔÅȭÓ ÐÏÓÔÓÅÃÏÎÄÁÒÙ ÉÎÓÔÉÔÕÔÉÏÎÓ ÒÅÇÁÒÄÉÎÇ 

that continuous and seamless continuum. In 2019, adult education providers established a 

presence on three of the seven community college campuses. Efforts are continuing to expand 

that number. When adult education is on community college campuses, adult education learners 

envision themselves as college students and recognize they have adult education support 

services to help them transition to college. Having staff members on the campus also facilitates 

the communication that is needed amongst the two systems to articulate the best pathways for 

students.  

Adult education will continue to build on the collaborative success of the Maine College and 

#ÁÒÅÅÒ !ÃÃÅÓÓ ɉ-##!Ɋ ÔÒÁÎÓÉÔÉÏÎÓ ÐÒÏÇÒÁÍ ×ÈÉÃÈ ÁÌÓÏ ÆÕÌÌÙ ÉÎÔÅÇÒÁÔÅÓ ÉÎÔÏ -ÁÉÎÅȭÓ ÐÒÉÏÒÉÔÙ ÔÏ 

develop a seamless continuum of programs and supports. MCCA, offered by adult education 

providers across the state, provides academics, college and employability success skills for adult 

education students seeking a postsecondary credential and/or employment. In the past, MCCA 

targeted adult students over 25 with a high school credential who were planning to attend a 

traditional postsecondary institution. In response to a changing adult education population and 

the Maine workforce needs, the state adult education office revised the grant goals in 2018 to 

include all adult education students and those seeking any postsecondary credential of value. 

This change allows adult education providers to increase access for young adults under 25 and 

for those students without high school credentials. Pathways for students from a high school 

credential to MCCA or a postsecondary credential were created.  

Partner efforts also resulted in the Maine Community College System accepting college and 

career readiness scores on the HiSET in place of the NextGen ACCUPLACER placement test. This 

change, which began in early 2019, allows students who perform at the HiSET college and 

career level to enter directly into credit-bearing courses. Beginning at the time of student intake 
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and throughout their preparation for taking the HiSET, emphasis will be placed on the benefits 

of scoring at the college and career readiness level. When learners are prepared trough MCCA 

To enter postsecondary without having to take developmental courses saves money and 

accelerates the path to graduation. Adult education providers, organized in regional hubs, 

continue to collaborate to ensure equitable access to MCCA programming across their region, as 

well as coordinating with postsecondary partners in their region to develop articulated courses 

or to encourage co-enrollment.  

The adult education state director will continue meeting with representatives of the workforce 

training department of the Maine Community College system. Goals of those meeting have been 

to increase communication amongst the local programs and their community college partner 

with the focus on establishing the appropriate place for adult education to support learners in 

community college trades programs.  

With greater availability for adult education students to earn college credits comes the 

possibility for them to enter community college with six college credits and be eligible for Pell 
funding. Currently, lack of access to federal financial aid is a major barrier for many WIOA 

eligible learners to enter postsecondary. Working with postsecondary partners, including the 

university system to development a system for these learners to access Pell will greatly increase 

their access to academic and career education. 

I. COORDINATING WITH ECONOMIC DEVELOPMENT STRATEGIES 

For the first time in more than 20 years, Maine has a ten-year economic development plan. This 

plan for 2020-2029, created by the Maine Department of Economic and Community 

Development (DECD) with input from many other government agencies, business leaders and 

ÐÒÉÖÁÔÅ ÏÒÇÁÎÉÚÁÔÉÏÎÓȟ ÆÏÃÕÓÓÅÓ ÏÎ ÔÈÅ ÓÔÁÔÅȭÓ ÅÃÏÎÏÍÉÃ ÇÒÏ×ÔÈȟ ÐÁÒÔÉÃÕÌÁÒÌÙ ÉÎ ÒÕÒÁÌ -ÁÉÎÅȟ ÁÎÄ 

includes language that resonates with the goals and priorities of this state plan.  

Ȱ"Ù ςπσπȟ -aine will be an international leader with a vibrant, sustainable, environmentally-

responsible economy. All across the state, the people of Maine will have access to an unmatched 

quality of life and good-ÐÁÙÉÎÇ ÊÏÂÓȱɉ -ÁÉÎÅ %ÃÏÎÏÍÉÃ $ÅÖÅÌÏÐÍÅÎÔ 3ÔÒÁÔÅÇÙ ςπς0-2029). 

 The hinge points of the DECD Plan are talent and innovation. This WIOA state plan includes 

several steps to address the DECD near-term recommendations and it will be important that 

related activities are coordinated on state, regional and local levels. Those include the 

development of a system of stackable, micro-credentials, increasing the availability of online 

learning, and instituting statewide a variety of real world, on the job learning opportunities.  

-ÁÉÎÅȭÓ ÅÃÏÎÏÍÉÃ ÄÅÖÅÌÏÐÍÅÎÔ ÓÔÒÁÔÅÇÙ ÆÏÃÕÓÅÓ ÏÎ ÔÈÒÅÅ ÏÖÅÒÁÒÃÈÉÎÇ ÇÏÁÌÓȡ ÇÒÏ× ÔÈÅ ÁÖÅÒÁÇÅ 

annual wage by 10 percent, increase the value of products sold per worker by 10 percent, and 

ÁÔÔÒÁÃÔ χυȟπππ ÁÄÄÉÔÉÏÎÁÌ ÐÅÏÐÌÅ ÔÏ -ÁÉÎÅȭÓ ÔÁÌÅÎÔ ÐÏÏÌȢ 3ÅÖÅÎ ÃÏÒÅ ÓÔÒÁtegies have been outlined 

to achieve these goals:  

1. Grow local talent 

2. Attract new talent 

3. Promote innovation 

4. Support universal connectivity 

5. Provide supporting infrastructure 

6. Maintain a stable business environment 
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7. Promote hubs of excellence.  

Workforce and economic development partners will work collaboratively to implement several 

action steps outlined in the State economic plan with a focus on four key industry sectors: 

Healthcare, Clean Energy, Manufacturing and Tourism.  

Steps will be taken to promote career exploration, apprenticeship and internship opportunities 

and engage workers in continuing education that will result in attainment of stackable 

credentials for career advancement. Education partners will work to align curriculums to the 

digital economy and articulate career pathways that support workers along the continuum of 

careers in high-demand industry sectors. Providers working with diverse populations will strive 

to increase their participation in the workforce through specialized outreach, development of 

paid work experience opportunities, provision of service supports and promotion of the Work 

Opportunity Tax Credit and Federal Bonding programs to name just a few.  

Workforce and economic development leaders at the State level will work to achieve structural 

alignment of workforce and economic development priorities, joint business engagement 

responses, and to establish regular use of a common database of employer contacts and service 

responses.  

Workforce and economic development leaders at the state level will work to achieve structural 

alignment of workforce and economic development priorities, joint business engagement 

responses, and to establish regular use of a common database of employer contacts and service 

responses.  

In addition to this, the State Workforce Board and the workforce development system will be 

×ÏÒËÉÎÇ ×ÉÔÈ ÔÈÅ #ÈÉÌÄÒÅÎȭÓ #ÁÂÉÎÅÔ ÔÏ ×ÏÒË ×ÉÔÈ ÏÔÈÅÒ ÓÔÁÔÅ ÁÇÅÎÃÉÅÓ ÔÏ ÁÄÄÒÅÓÓ ÏÔÈÅÒ ÉÓÓÕÅÓ 

×ÈÉÃÈ ÉÍÐÁÃÔ -ÁÉÎÅÒȭÓ ÁÂÉÌÉÔÉÅÓ ÔÏ ÆÉÎÄ ÁÎÄ ÍÁÉÎÔÁÉÎ ÅÍÐÌÏÙÍÅÎÔ ÓÕÃÈ ÁÓ ÈÏÕÓÉÎÇȟ 

transportat ion and childcare.  

Regional collaborations between workforce, education, and economic development partners 

continue to work to align resources and address the needs of local and regional employers.  

 ATEC is a collection of WIOA partners, higher education, legislator representatives, employers, 

and other relevant agencies like New Ventures. The leadership is a collaborative effort to 

ȰÔÁÃËÌÅȱ ÒÅÇÉÏÎÁÌ ×ÏÒËÆÏÒÃÅ ÁÎÄ ÅÄÕÃÁÔÉÏÎ ÉÓÓÕÅÓ ÁÎÄ ÔÏ ÉÄÅÎÔÉÆÙ ÁÎÄ ÂÒÁÉÄ ÓÅÒÖÉÃÅÓ ÔÏ ÁÄÄÒÅÓÓ 

business workforce needs. 

In the tri -county area of Penobscot, Piscataquis and Hancock counties, Title IB services are 

provided by Eastern Maine Development Corporation (EMDC) which is also the lead regional 

economic development agency. In these complementary roles, staff from each part of the agency 

are able to integrate a wide range of services to businesses and community partners, including 

work to assist the regions recovery from the demise of traditional manufacturing industries 

(paper, textiles, shoes, etc.) and the associated dislocation of workers and community 

infrastructure. EMDC was instrumental in leading the charge to revision economic assets in the 

region leading to identification of new uses for abandoned mill sites, including site clean-up, to 

pave the way for new business development and launch retraining efforts to reposition the 

regions workers for new job opportunities resulting from those investments.  

 Similar collaborations between employers, education providers and workforce programs occur 

in the Central Western and Coastal Counties regions. Central Western service provider, Western 

Maine Community Action Program, promotes each collaboration through public media and on 

their website, publishing testimonials from participants, employers and partner agencies 

regarding each collaboration. Publications such as these promote additional employers and 
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training providers to follow suit and because the projects often result in direct employment and 

credentials, it is an efficient way of recruiting prospective job seeker participants into the 

training initiatives.  

B. STATE OPERATING SYSTEMS AND POLICIES 

n/a  

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 

In the autumn of 2016, Maine received a $1.1 million-dollar Reemployment and Systems 

Integration (RSI) Dislocated Worker grant (DWG) to investigate and implement a common 
access portal across core programs. The working group for this project gathered information 

from other states on their pursuit of similar initiatives and worked with vendors to review 

ÁÖÁÉÌÁÂÌÅ ÏÐÔÉÏÎÓ ÆÏÒ ÓÏÌÕÔÉÏÎÓȢ ! ÒÅÑÕÅÓÔ ÆÏÒ ÐÒÏÐÏÓÁÌÓ ɉ2&0Ɋ ÃÏÎÔÁÉÎÉÎÇ ÔÈÅ 3ÔÁÔÅȭÓ 

requirements for a system was developed and a vendor secured through competitive bid. The 

system, named W.O.R.K. Services: Workforce Opportunities, Referrals, and Knowledge Services, 

went live in December 2019 at two soft launch locations, Bangor and Machias, and will be rolled 

out statewide in 2020. The system integrates the disparate management information systems of 

Adult Education, BES and BRS with the capacity for additional agency partners over time and 

includes a public facing portal. For more information on the portal see the Program Data; Data 

Alignment and Integration section of the plan for more information.  

#ÅÎÔÅÒ ÆÏÒ 7ÏÒËÆÏÒÃÅ 2ÅÓÅÁÒÃÈ ÁÎÄ )ÎÆÏÒÍÁÔÉÏÎ ɉ#72)Ɋȟ -$/,ȭÓ ÌÁÂÏÒ ÍÁÒËÅÔ ÉÎÆÏÒÍÁÔÉÏÎ 

ÐÒÏÖÉÄÅÒȟ ×ÉÌÌ ÁÄÄ ÔÈÅ ÄÁÔÁ ÏÎ ÐÁÒÔÉÃÉÐÁÎÔÓ ÏÆ ÃÏÒÅ ÐÁÒÔÎÅÒÓ ÔÏ -ÁÉÎÅȭÓ ÏÆ -ÁÉÎÅ %ÄÕÃÁÔÉÏÎ ÁÎÄ 

Attainment Research Navigation system or MaineEARNS, thereby linking the records of core 

program participants with their corresponding wage and employment records for program 

evaluation and reporting purposes.  

MaineEARNS also provides information on employment and wage outcomes for Maine workers 

who graduated from the University of Maine System and Maine Community College System after 

July 2008. Students, parents, educators, administrators, policy makers, and anyone interested in 

earning education credentials and employment in Maine will be able to use this data to 

research, plan and make informed decisions. Interest has been expressed by at least one private 

university to join in the collections and reporting. It is this same system which is being used to 

meet the requirement for the annual ETPL reporting. 

Core partners of this Unified Plan utilize the following case management and management 

information systems (MIS): Adult Education uses MaineSTARS, Vocational Rehabilitation 

utilizes AWARE, and workforce programs administered by the Maine Department of Labor use 

Maine JobLiÎË Á ÓÙÓÔÅÍ ÄÅÖÅÌÏÐÅÄ ÁÎÄ ÍÁÉÎÔÁÉÎÅÄ ÂÙ !ÍÅÒÉÃÁȭÓ *ÏÂ ,ÉÎË !ÌÌÉÁÎÃÅȢ  

The systems comply with current federal reporting requirements for each program. The data 

elements required for each program are being collected and will be used to support the 

coordinatÅÄ ÉÍÐÌÅÍÅÎÔÁÔÉÏÎ ÏÆ -ÁÉÎÅȭÓ ÓÔÒÁÔÅÇÉÃ ÏÂÊÅÃÔÉÖÅÓȢ 

-ÁÉÎÅ34!23 ÉÓ Á ÆÅÄÅÒÁÌÌÙ ÁÐÐÒÏÖÅÄ -)3 ÓÙÓÔÅÍ ÃÏÍÐÌÉÁÎÔ ×ÉÔÈ ÁÄÕÌÔ ÅÄÕÃÁÔÉÏÎȭÓ .ÁÔÉÏÎÁÌ 

Reporting System. Local adult education programs are required to use MaineSTARS for all 

intake, demographic, assessment, and attendance data. At the state level, aggregate numbers are 

compiled in MaineSTARS and used to perform data matches against Maine Department of Labor 

employment data, high school equivalency completion data, and the National Student 

Clearinghouse database for postsecondary enrollment. 
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The AWARE system collects and reports data required by the Rehabilitation Services 

Administration in the delivery of vocational rehabilitation services, as well as serving as a case 

management tool for the Division for the Blind and Visually Impaired and the Division of 

Vocational Rehabilitation. The system is maintained by its vendor, Alliance Enterprises, and has 

been updated to meet WIOA reporting requirements. 

The Maine JobLink (MJL) is a multi-faceted system with ability to interface with other MIS 

systems. MJL components include ReportLink which collects and dispatches the data required 

for federal and state reporting on behalf of multiple employment and training programs, 

ServiceLink, a case management system from which participant eligibility is determined and 

documented, employment and training plans are developed and updated, services are tracked, 

and assessment and outcome data captured, FiscalLink a financial management system that 

tracks program expenditures and funds leveraged from other resources, JobLink, which 

provides labor exchange services that match job seekers to employers position listings, 

ProviderLink also referred to as the Eligible Training Provider List (ETPL) which provides 

information on provid ers and programs approved for WIOA purposes, and finally, CertLink 

which provides a portal in which Maine employer can submit applications for the Work 

Opportunity Tax Credit (WOTC). The Maine JobLink system serves the following programs: Title 

IB Adult, Dislocated worker and Youth programs, Employment Services, Trade Act, Veterans, 

National Farmworker Jobs Program, Apprenticeship, Competitive Skills Scholarship Program, 

National Dislocated Worker Grant programs, H1B programs and more as necessary. The system 

ÉÎÔÅÒÆÁÃÅÓ ×ÉÔÈ 5ÎÅÍÐÌÏÙÍÅÎÔ #ÏÍÐÅÎÓÁÔÉÏÎȭÓ ɀ 2Å%ÍÐÌÏÙ-% ÓÙÓÔÅÍȟ !ÄÕÌÔ %ÄÕÃÁÔÉÏÎȭÓ ɀ 

-ÁÉÎÅ 3ÔÁÒÓ ÓÙÓÔÅÍȟ ÁÎÄ 6ÏÃÁÔÉÏÎÁÌ 2ÅÈÁÂÉÌÉÔÁÔÉÏÎȭÓ ɀ AWARE system. 

The Maine JobLink system also tracks services to employers from which part of the annual 

Effectiveness Serving Employers report is generated. Employer assistance staff from multiple 

agencies enter information about the services provided directly in the employer account. The 

State has issued a policy delineating requirement for employer service tracking along with a 

guide for employer assistance staff from all service agencies to use. See PY19-01Employer 

Services Tracking policy.  

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).  IN ADDIT)/.ȟ 02/6)$% 4(% 34!4%ȭ3 '5)$%,).%3 &/2 34!4%-

ADMINISTERED ONE-34/0 0!24.%2 02/'2!-3ȭ #/.42)"54)/.3 4/ ! /.%-STOP 

DELIVERY SYSTEM 

!ÄÍÉÎÉÓÔÒÁÔÏÒÓ ÏÆ ÔÈÅ -ÁÉÎÅȭÓ ÃÏÒÅ ÐÒÏÇÒÁÍÓ ÈÁÄ ÅØÔÅÎÓÉÖÅ ÄÉÓÃÕÓÓÉÏÎÓ ÒÅÇÁÒÄÉÎÇ ÔÈÅ ÐÏÌÉÃÉÅÓ 

and practices that will enable the state to achieve its strategic objectives. At the beginning of 

these discussions, it became apparent that establishing the basic operating principles, or the 

ȬÍÕÓÔ ÈÁÖÅÓȭ ÏÆ ÁÎ ÉÎÔÅÇÒÁÔÅÄ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÙÓÔÅÍ ×ÉÌÌ ÂÅ ÅÓÓÅÎÔÉÁÌ ÔÏ ÃÒÅÁÔÉÎÇ 

operatiÏÎÁÌ ÐÌÁÎÓ ÔÈÁÔ ÉÍÐÌÅÍÅÎÔ ÔÈÅ ÓÔÁÔÅȭÓ ÓÔÒÁÔÅÇÉÅÓȢ 4ÈÅ ÐÒÉÎÃÉÐÌÅÓ ÏÕÔÌÉÎÅ ÈÏ× ÓÅÒÖÉÃÅÓ ÃÁÎ 

be integrated and delivered to customers of the one-stop system with the goal of enhancing the 

effectiveness in serving clients, minimizing duplication of efforts, and increasing customer 

satisfaction. 

&ÏÌÌÏ×ÉÎÇ ÁÒÅ ÔÈÅ ÓÔÁÇÅÓ ÏÆ ÃÕÓÔÏÍÅÒ ÆÌÏ× ÔÈÁÔ -ÁÉÎÅȭÓ ÃÏÒÅ ÐÁÒÔÎÅÒ ÐÒÏÇÒÁÍÓ ÄÅÖÅÌÏÐÅÄ ÆÏÒ 

one-stop centers. 

¶ Initial Triage 

¶ Intake 

https://www.maine.gov/swb/laws/policies/PY19-01_Employer_Services_Tracking_Requirements.doc
https://www.maine.gov/swb/laws/policies/PY19-01_Employer_Services_Tracking_Requirements.doc
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¶ Assessment by one of four core partners 

¶ Services and plan development 

Initial Triage  ɂThe first point of contact for customer at a one-stop center must be 

ËÎÏ×ÌÅÄÇÅÁÂÌÅȟ ×ÅÌÃÏÍÉÎÇ ÁÎÄ ÃÁÐÁÂÌÅ ÏÆ ÁÓÓÅÓÓÉÎÇ ÔÈÅ ÃÕÓÔÏÍÅÒȭÓ ÎÅÅÄÓ ÁÎÄ ÃÉÒÃÕÍÓÔÁÎÃÅÓ 

(e.g. does the customer have a disability?). In addition to performing an initial triage (a series of 

ÑÕÅÓÔÉÏÎÓ ÔÏ ÉÄÅÎÔÉÆÙ ×ÈÁÔ ÔÈÅ ÃÕÓÔÏÍÅÒȭÓ ÎÅÅÄÓ ÁÎÄ ×ÈÅÒÅ ÔÏ ÄÉÒÅÃÔ ÔÈÅÍɊȟ ÔÈÅ ÉÎÉÔÉÁÌ ÃÏÎÔÁÃÔ 

ÐÅÒÓÏÎȟ ÏÒ ȰÎÁÖÉÇÁÔÏÒȱ ×ÉÌÌ ÍÁËÅ ÔÈÅ ÃÕÓÔÏÍÅÒ ÆÅÅÌ ÕÎÄÅÒÓÔÏÏÄ ÁÎÄ ÃÏÎÎÅÃÔÅÄȢ 4ÈÅ ÎÁÖÉÇÁÔÏÒ ÉÓ 

responsible for directing customers to the optimal resources: intake, a specific program 

(referral) or the information center (self-service). 

Intake (the process of gathering the data to determine eligibility) ɂMaine will have a 

common intake system where relevant customer data is captured and is electronically available 

to all partners with the informed consent of the customer. This will reduce the need for 

customers to fill out intake forms multiple times, thereby increasing efficiency of operations and 

customer satisfaction. Common intake will also foster greater continuity of service. 

AssessmentɂBecause core programs share a common purpose in assessing clients, there has 

been an effort to eliminate unique assessments and focus instead on an assessment process that 

is standardized, seamless, and integrated whenever possible. Progress in each area is outlined 

below. 

-ÁÉÎÅȭÓ ÅÆÆÏÒÔÓ ÆÏÒ ÁÓÓÅÓÓÍÅÎÔÓ ÔÏ ÂÅȡ 

¶ Standardized. Core partners have set standards for assessment tools that are accessible 
and to be used for specific purposes. Two examples are the CASAS for numeracy and 

literacy, and the WOWI for career goals) 

¶ Seamless. Electronic CASAS testing enables access to test scores throughout the state 
and minimizes assessment mistakes and duplications. Through the new W.O.R.K. 

Services website, core partners can access customer assessments across agencies. Now, 

customers only take tests when different skills need to be assessed. This modular 

system of assessment streamlines the customer experience and minimizes duplication 

of effort 

¶ Integrated. Core Partners have all been trained on the same workforce assessment (the 

WOWI) and now recognize and understand a customÅÒȭÓ ÁÓÓÅÓÓÍÅÎÔ ÒÅÓÕÌÔÓ ÅÖÅÎ ×ÈÅÎ 

the assessment is administered by another partner. The result is better communication 

among core partners 

Services and Plan Development (getting every customer employed or on a career path) - 

#ÕÒÒÅÎÔÌÙȟ Á ÃÌÉÅÎÔȭÓ ÐÌÁÎ ÉÓ ÎÏÔ ÒÏÕÔÉÎÅÌÙ ÓÈÁÒÅÄ ÁÍÏÎÇ ÐÁÒÔÎÅÒÓȟ ÔÈÕÓ ÒÅÉÎÆÏÒÃÉÎÇ ÔÈÅ ȬÓÉÌÏÅÄȭ 

nature of the existing system. As part of this unified plan, policies will be developed to enable a 

ÃÌÉÅÎÔȭÓ ÓÅÒÖÉÃÅ ÐÌÁÎ ÔÏ ÆÏÌÌÏ× ÔÈÅÍ ɉÐÁÐÅÒ ÃÏÐÙ ÏÒ ÓÃÁÎÎÅÄ ÆÉÌÅɊ ×ÈÅÎ ÔÈÅÙ ÁÒÅ ÒÅÆÅÒÒÅÄ Ôo a new 

program. 

Policies supporting the enactment of these basic principles  

The range of policies listed below will be developed by the WIOA Steering Committee to support 

ÔÈÅ ÁÆÏÒÅÍÅÎÔÉÏÎÅÄ ȬÍÕÓÔ ÈÁÖÅÓȭȡ 

¶ Policies governing and optimizing communication across and among programs and 

partners to foster better continuity of service and reduce drop-out rates 
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¶ Protocols for record or scanned sharing of individualized service plans among partners 

¶ The development of a quasi-standard individualized service plans template; programs 
are expected to continue to use their proprietary framework 

¶ Policy on standards for assessments and protocols for inter-agency and inter-program 
assessment sharing 

¶ Policies for professional development to enable the:  

o Development of new skill sets for those operating as navigators 

o Proper reading and interpretation of partner individualized service plans 

o Proper interpretation of intake data 

o Proper use of the front-end software 

o Proper interpretation of assessment data 

¶ Policies governing the development of system improvement measures (communication, 
dropouts, number of customers referred, etc.). 

MOUs will also be further developed and guide work that can be done by and between partners 

to align services and formalize referral processes and guidelines. Such agreements will also 

catalog and map out the parts of the workforce development system that will be made up of 

comprehensive one-stop centers, affiliate one-stop centers, and various other points of service 

entry, such as partner service sites. The MOUs will be a major tool for articulating specific ways 

that resources, services, and information will be aligned and integrated and the level and extent 

to which each partner will jointly serve and or refer an individual customer. 

Current policies in place that are to be followed by system partners, include policy 

¶ PY17-01-Nondiscrimination and Accessibility 

¶ PY15-23-6ÅÔÅÒÁÎȭÓ 0ÒÉÏÒÉÔÙ ÏÆ 3ÅÒÖÉÃÅ 

¶ PY15-20 Change 1-2ÅÆÅÒÒÉÎÇ 6ÅÔÅÒÁÎȭÓ ×ÉÔÈ 3ÉÇÎÉÆÉÃÁÎÔ "ÁÒÒÉÅÒÓ ÔÏ %ÍÐÌÏÙÍÅÎÔ ÔÏ 

DVOPs 

¶ PY19-02 Expanded definition of Basic Skill Deficiency 

¶ PY16-04 One-Stop Certification Criteria 

¶ PY19-01 Employer Service Tracking Requirements 

¶ PY16-01 Memoranda of Understanding 

¶ PY19-04 Infrastructure Funding Agreements/ MOU Phase II (DRAFT)  

MEMORANDUM OF UNDERSTANDING & COST SHARING 

Core and required partners must collaborate to design and support the local one-stop delivery 

system and must articulate how they will work together to jointly serve customers and share 

costs. It must be articulated through a Memorandum of Understanding (MOU) with each of the 

three local workforce boards. 

The process requires partners to identify the types and levels of services they offer, the 

comprehensive, affiliate, and other sites their services can be accessed from, how referrals and 

https://www.maine.gov/swb/laws/policies/PY17-01_NonDiscrim-Accessibility.docx
https://www.maine.gov/swb/laws/policies/PY15-23_veterans_priority_of_service.doc
https://www.maine.gov/swb/laws/policies/PY15-20_referring_veterans_with_SBEs_to_DVOPs%20change%201.doc
https://www.maine.gov/swb/laws/policies/PY15-20_referring_veterans_with_SBEs_to_DVOPs%20change%201.doc
https://www.maine.gov/swb/laws/policies/PY19-02_Basic_Skills%20Deficient_Expanded_Definition.doc
https://www.maine.gov/swb/laws/policies/PY16-04_One_Stop_Certification_Criteria.doc
https://www.maine.gov/swb/laws/policies/PY19-01_Employer_Services_Tracking_Requirements.doc
https://www.maine.gov/swb/laws/policies/PY16-01_MOU_Phase_1.doc
https://www.maine.gov/swb/laws/policies/PY19-04_Infrastructure_Cost_Sharing.doc
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customer co-enrollment will be handled, and how resources of each partner will be leveraged 

and coordinated. In addition to service coordination, local partners must establish cost sharing 

agreements that at a minimum, delineate how infrastructure costs of the local one-stop system 

will be supported by each required partner. Local boards act as the lead in negotiating cost 

sharing and to develop the Infrastructure Funding Agreements. Local areas at an impasse in the 

agreement process must notify the Bureau of Employment Services who will provide technical 

assistance and if necessary, implement the state funding mechanism through which the state 

will impose infrastr ucture cost sharing requirements for that local area. 

The Bureau of Employment services is currently working on a co-enrollment policy that will 

pertain to all core programs and other programs. The policy will promote co-enrollment and 

blending of services that are customer centered, seamless to the customer and that will 

stimulate higher-level collaboration and leveraging of resources between system partners. 

3. STATE PROGRAM AND STATE BOARD OVERVIEW 

A. STATE AGENCY ORGANIZATION 

The organization and delivery systems for the core programs covered in this Unified Plan are 

described below. 

Adult, Youth, Dislocated Worker, and Wagner -Peyser Programs  

The Maine Department of Labor (MDOL) is the State Workforce Agency (SWA) established to 

provide oversight and administration of state and federal workforce programs. The Bureau of 

Employment Services (BES), within the MDOL, is designated to provide financial, administrative 

ÁÎÄ ÐÏÌÉÃÙ ÓÕÐÐÏÒÔ ÔÏ -ÁÉÎÅȭÓ ÏÎÅ-stop system.  

The BES provides labor exchange and employment services at one-stop centers across the state 

and through the Maine JobLink. BES also administers several USDOL-funded employment and 

training  programs including: Veterans Services, Trade Adjustment Assistance, Rapid Response, 

Registered Apprenticeship Program. Bureau staff also conduct Work Opportunity Tax Credit 

(WOTC) certification and issue bonds to employers through the Federal Bonding grant. BES also 

administers the Competitive Skills Scholarship Program (CSSP), a state-funded program 

targeted to low income individuals enabling them to attain post-secondary credentials in high-

demand, high-wage occupations  
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Organizational Structure- Employment Services 

Vocational Rehabilitation  

7ÉÔÈÉÎ ÔÈÅ -ÁÉÎÅ $ÅÐÁÒÔÍÅÎÔ ÏÆ ,ÁÂÏÒȭÓ "ÕÒÅÁÕ ÏÆ 2ÅÈÁÂÉÌÉÔÁÔÉÏÎ 3ÅÒÖÉÃÅÓ ɉ"23Ɋȟ ÖÏÃÁÔÉÏÎÁÌ 

rehabilitation services are delivered through the Division of Vocational Rehabilitation (DVR) 

and the Division for the Blind and Visually Impaired (DBVI). DVR and DBVI staff are regionally 

based in seven one-stop centers and provide statewide coverage. 
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Organizational chart for the Bureau of Rehabilitation Services 

Adult Education Organizational Structure  

The Office of Adult Education and Family Literacy is the state agency within the Maine 

Department of Education that provides services, instruction, and vocational training primarily 

for individuals beyond the compulsory school age through a career pathways system. Elements 

of this system include learner intake, assessment, advising, instruction, and individual learning 

plans. It is guided by data management and analysis, annual monitoring, and annual 

professional development plans. The system uses appropriately certified staff, is designed to 

meet identified local needs, and makes use of partnerships and alignment with workforce 

development, postsecondary institutions, and support services. 

Maine Adult Education offers courses in literacy and adult basic education, English language 

acquisition, citizenship, high school completion, college transition, career exploration and 

preparation, job skills training, and personal enrichment. In addition, support services, such as 

academic and career advising, and financial literacy are provided. Maine Adult Education has 

over 76 programs located throughout the state administered through public school 

administrative units. 
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B. STATE BOARD 

-ÁÉÎÅȭÓ 37" ÉÓ ÒÅÓÐÏÎÓÉÂÌÅ ÆÏÒ ÔÈÅ ÆÕÎÃÔions articulated in WIOA Section 101(d). The SWB 

serves as a convener of workforce, education, and business stakeholders and seeks to align and 

improve employment and training activities and programs to enhance the economic prosperity 

of Maine residents anÄ ÅÎÁÂÌÅ ÂÕÓÉÎÅÓÓ ÇÒÏ×ÔÈȢ 4ÈÅ 37" ÉÍÐÌÅÍÅÎÔÓ 'ÏÖÅÒÎÏÒ -ÉÌÌÓȭ 

workforce development initiatives and ensures the workforce system is customer focused and 

responsive to job seeker and employer needs. 

  

I. MEMBERSHIP ROSTER 

Membership Roster  

The membership rosÔÅÒ ÆÏÒ ÔÈÅ 3ÔÁÔÅ 7ÏÒËÆÏÒÃÅ "ÏÁÒÄȟ ÉÎÃÌÕÄÉÎÇ ÍÅÍÂÅÒÓȭ ÏÒÇÁÎÉÚÁÔÉÏÎÁÌ 

affiliations, is provided. 

NAME COMPANY/ORGANIZATION Affiliation  

Janet T. Mills State of Maine Governor 

Guy Langevin, 

Chair 

Dead River Company Business representative 

Peter Anania Anania & Associates Business representative 

LuAnn 

Ballesteros 

The Jackson Laboratory Business representative 

Bob Dorko Sappi North America Business representative 

 John Fortier State Farm Insurance Business representative 

Scott Good Crescendo Consulting Business representative 

John Herweh MMG Insurance Business representative 

Colleen Hilton Northern Light Health Business representative 
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NAME COMPANY/ORGANIZATION Affiliation  

Kimberly 

Lindlof 

Mid-Maine Chamber of Commerce Business representative 

Jon Mason Bath Iron Works (BIW) Business representative 

Ed McKersie Pro Search Business representative 

Jim Nimon Sanford Regional Economic Growth 

Council 

Business representative 

Ashley Pringle Maine & Company Business representative 

Mary Kate 

Reny 

Renys Business representative 

Greg Sweetser Sweetser Orchards Business representative 

Vacant   Business representative 

Vacant   Business representative 

Vacant   Business representative 

Tarlan 
Ahmadov 

Catholic Charities Maine Worker Advocate 

Tracey Cooley Job Corps Worker Advocate 

Jen Fullmer Boots 2 Roots Worker Advocate 

John Leavitt Carpenters Local 1996 Labor organization 

Nate Pelsma JMG Youth 

Grant Provost Iron Worker Local 7 Labor organization 

Jason 

Shedlock 

Maine Building and Construction 

Trades Council 

Labor Organization- joint labor-

management registered apprenticeship 

program 

Peter Baldacci  Penobscot County Commissioner County Commissioner 

Steve Gorden Cumberland County Commissioner County Commissioner 

Robert Sezak Somerset County Commissioner County Commissioner 

Mike Sylvester  State Representative Senator 

Ned Claxton State Senator Representative  

Denise 

Garland 

Deputy Commissioner, DECD State 

Laura 

Fortman 

Commissioner, MDOL  State (Title I-B & III) 

Karen Fraser Bureau of Rehabilitation Services State (Title IV) 
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NAME COMPANY/ORGANIZATION Affiliation  

Gail Senese Adult Education State (Title II) 

In addition to the members listed above, the following commissioners and higher education 

representatives also provide input to the board: 

NAME COMPANY/ORGANIZATION Affiliation  

Nina Fisher Maine Department of 

Transportation 

Deputy Commissioner 

Sara Gagne-

Holmes 

Health and Human Services Deputy Commissioner 

Randy Liberty Maine Department of Corrections Commissioner 

Rosa Redonnett University of Maine System Associate Vice Chancellor  

Dan Belyea Maine Community College System Executive Director of Workforce 

Training 

  

II. BOARD ACTIVITIES 

Board Activities  

In addition to the activities described above, the SWB assists the Governor in the development, 

modification, and implementation of Unified Plan. The SWB convenes member and stakeholder 

board meetings at least four times per year. Regular communications with board members are 

carried out via email. The SWB also maintains a website, which contains meeting minutes, 

important news, and other relevant information. The website serves as a communication tool 

with stakeholders and interested parties. State board activities also include the production of an 

annual report and the coordination of other activities that are relevant to the development of 

ÔÈÅ ÓÔÁÔÅȭÓ ×ÏÒËÆÏÒÃÅȢ $ÕÒÉÎÇ ÔÈÅ ÁÕÔÕÍÎ ÏÆ ςπρωȟ ÔÈÅ ÂÏÁÒÄ ÈÏÓÔÅÄ ÎÉÎÅ ÓÔÁÔÅ×ÉÄÅ ÖÉÓÉÏÎÉÎÇ 

sessions to gather input ÉÎÔÏ ÔÈÅ ÃÒÅÁÔÉÏÎ ÏÆ ÔÈÅ 3ÔÁÔÅȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÖÉÓÉÏÎ ÁÎÄ 

Unified Plan. 

4. ASSESSMENT AND EVALUATION OF PROGRAMS AND ONE-STOP PROGRAM PARTNERS 

A. ASSESSMENT OF CORE PROGRAMS 

Assessment of Title I -B Adult, Dislocated Worker and Youth Program Service s 

Maine Bureau of Employment Services has established a schedule of formal monitoring, which 

includes a program and fiscal review of each of the Title I-" ÐÒÏÇÒÁÍÓȢ -ÁÉÎÅȭÓ -ÏÎÉÔÏÒÉÎÇ 

Policy and Guidance Manual covers oversight and monitoring of WIOA Title I-B and Title III 

programs and spells out the roles and responsibilities of local area monitoring and identifies 

criteria to be reviewed annually and on an ongoing basis. 

Financial Risk Assessment  

Fiscal reviews ensure that expenditures meet the programmatic, performance, cost category, 

and compliance requirements of WIOA. Fiscal reviews assess the quality of financial 

administration by reviewing and assuring that service providers have adequate internal 

controls and fiscal policies and procedures in place. Financial reviews are conducted using tools 
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provided by the USDOL Employment and Training Administration. In addition to on-site fiscal 

reviews, the Department of Administrative and Financial Services (DAFS) also reviews the audit 

reports completed on each local area and their subrecipients. Bureau staff work very closely 

with DAFs staff to ensure that costs for which funds are being requested are allowable and 

documentation of such are clear and allocated appropriately. 

Fiscal monitoring results in an informal exit interview at which identified findings and concerns 

are discussed and best practices lauded. It is followed up with a formal report that articulates 

specific findings, cites the regulations and/or policies pertaining to the findings, outlines 

required action steps that must be taken to resolve the findings and the timelines in which the 

action steps must be completed. 

Procurement practices and policies are also reviewed to ensure that the local area has a clearly 

identified process for competitive procurement and appropriate procurement practices are in 

place for pass-through awards. Contract documents are reviewed to ensure they contain the 

required citations and protocols and procurement activities are also reviewed to ensure 
contract award decision makers have followed controls pertaining to conflict of interest.  

Finally, the fiscal monitoring that the local areas conduct on their subrecipients is also reviewed 

for the same purposes listed above. 

Local Board and Program Assessment  

The Bureau of %ÍÐÌÏÙÍÅÎÔ 3ÅÒÖÉÃÅÓȭ ÍÏÎÉÔÏÒÉÎÇ ÔÏÏÌ ÉÓ ÆÁÓÈÉÏÎÅÄ ÁÆÔÅÒ ÔÈÅ Ȱ#ÏÒÅ -ÏÎÉÔÏÒÉÎÇ 

4ÏÏÌȱ ÐÕÂÌÉÓÈÅÄ ÂÙ ÔÈÅ %ÍÐÌÏÙÍÅÎÔ ÁÎÄ 4ÒÁÉÎÉÎÇ !ÄÍÉÎÉÓÔÒÁÔÉÏÎȢ %ÁÃÈ ÌÏÃÁÌ ÁÒÅÁ ÁÎÄ ÉÔÓ 4ÉÔÌÅ )-

B sub-recipients are monitored annually. Monitoring is conducted to ensure the one-stop 

system is in compliance with the intent and substance of the rules governing funding streams 

and to identify whether the systems are operating to achieve state and local strategic workforce 

system goals. The monitoring tool is also designed to explore the working relationships 

between required workforce system partners. Monitoring provides an opportunity to identify 

best practices that can be replicated and to identify performance and compliance issues that 

need addressing. 

Each year, the Bureau of Employment Services conducts on-site monitoring of the local board 

during which local board governance is evaluated and local area subrecipient monitoring 

activity is assessed. The local area governance review includes examination of board policies, 

board membÅÒÓÈÉÐȟ ÁÎÄ ÆÏÒÍÁÌ Ȱ-ÅÍÏÒÁÎÄÁ ÏÆ 5ÎÄÅÒÓÔÁÎÄÉÎÇȱ ×ÉÔÈ ÒÅÑÕÉÒÅÄ ÐÁÒÔÎÅÒÓȢ )Ô ÁÌÓÏ 

includes a review of board minutes, requests for proposal, service and subrecipient contracts, 

quarterly reports and most recent progress in achieving planned service levels and 

performance goals. Inadequate policies and/or lack of required board membership are 

identified as findings and technical assistance is provided upon request. 

The local area plan is reviewed against plan guidelines issued by the USDOL and Maine. Plans 

that do not contain all the required elements are not approved until they comply with all the 

requirements. Local areas are evaluated on the process used to develop and create the local 

plan, to ensure adequate involvement of system partners in identifying and implementing 

strategies outlined in the plan and that the plan contains steps for implementation of identified 

strategies. Local board certification is approved only if the local board has an approved plan in 

place, meets negotiated performance measures, maintains required local board membership, 

addresses any outstanding findings or policy requirements, and sustains fiscal integrity. 






















































































































































































































































































































































































































































































































