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I. WIOA STATE PLAN TYPE AND EXECUTIVE SUMMARY

I.(a) PLAN TYPE

The following pages outline Maine’s four-year strategic and operational plan for enhancing its
workforce. Maine, like the rest of the nation, is returning to regular operations after the pandemic,
has experienced a significant economic recovery, and is experiencing low unemployment similar to
pre-pandemic levels. This plan is developed with the intent of continuing the success of Maine’s
businesses and engaging 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) to establish the long-term agenda for Maine’s workforce development
system. This plan covers the following programs authorized by the WIOA:

e Title [ Adult, Dislocated Worker and Youth programs

e Title Il Adult Education and Family Literacy Act Program
o Title IIl Wagner-Peyser Employment Services

e Title IV Vocational Rehabilitation Program

Under the direction of the Maine State Workforce Development Board (hereafter referred to as the
State Workforce Board or 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).

[.(b)EXECUTIVE SUMMARY

[I. STRATEGIC PLANNING ELEMENTS

Three months after the Maine 2020-2029 Economic Development Strategy (hereafter referred to as
the 10-year strategy) was released, the first Covid case was detected in Maine. A lot has happened
since then. The original plan gave Maine a roadmap to address the immediate impacts as well as
invest in improvements of the long-standing systemic challenges. The Governor, working with the
legislature, invested $400 million in federal recovery funds into workforce training, the green
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economy, broadband, and infrastructure. Maine’s GDP has grown faster than any other New
England state and even faster than New York or California. Incomes are up more than inflation.
Tourism revenue is up. Traffic is back on the highways. Public places are open again. Now it is time
to look at the next set of actions to continue progress toward the goals.

Maine has already met two of the three ten-year goals in the 2020-2029 Strategy. Growth in real
wages and growth in productivity have both exceeded 10% in the last four years. But the
continuation of these positive trends is not guaranteed in the future; we still have work to do. On
the third goal of labor force growth, we have made significant progress but still fall short of where
we need to be. And Maine needs to do more to ensure that the benefits of growth are shared by
everyone - Mainers of all regions, races, physical abilities, and sexual orientations.

Now is the time to look at the next set of actions to continue progress toward the goals.

This update reaffirms the vision and 7 strategies of the original Plan. However, it revises and adds
57 new actions for implementation. The actions are based on current market data and inputs from
discussions with hundreds of Maine people during 2023. Many of these actions are extensions of
work that was initiated in the last few years. While the work has started it needs to be sustained to
achieve long term goals.

The vision of the Maine 2020-2029 Economic Development Strategy - and Maine’s Unified Plan -
is:

By 2030, Maine 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 paying jobs.

10-Year Plan Refresh

Maine used a collaborative process to establish the vision, goals, and strategies represented in the
original plan, and this collaboration continued into the creation of Maine’s Economic Recovery Plan
during the pandemic and now with the refresh of the 10-Year Economic Development Plan. The
SWB was directly involved in the revisioning of the 10-year plan, with the intent that the plan should
reflect the state’s unique workforce and economic development characteristics and challenges, as
well as the ideas and solutions of the myriad stakeholders that comprise Maine’s workforce
development system.

Building on the previous work, the SWB cohosted seven statewide visioning sessions with the
Department of Economic and Community Development (DECD) to gather input into the review of
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the State’s 10-Year Economic Development Plan and Workforce Strategic Vision. These sessions
were also cohosted with the Local Workforce Development Boards and Local Economic
Development Districts. The SWB and DECD also joined nearly 40 additional partners and
stakeholders at their own events and meetings to solicit their thoughts moving forward. In
coordination with DECD, the SWB released an update to the State’s 10-Year Economic Development
Plan that embeds an updated workforce vision that aligns with the SWB’s goals in March 2024.

In addition to the listening sessions, the SWB reconvened the Workforce Innovation and
Opportunity Act (WIOA) implementation steering committee that included the directors of Maine’s
local workforce investment boards and the directors of the authorized core programs: Adult,
Dislocated Worker, Youth, Wagner-Peyser, Adult and Basic Education, and Vocational
Rehabilitation*. The Steering Committee’s role was to monitor the implementation of the State’s
workforce plan.

The result of this refresh process was a realigned vision that renewed the system’s focus on seven
strategic areas of need.

e Strategy A: Grow Local Talent

e Strategy B: Attract New Talent

e Strategy C: Promote Innovation

e Strategy D: Build Connections

e Strategy E: Provide Supporting Infrastructure

e Strategy F: Maintain Stable and Predictable Business Rules
e Strategy G: Promote Hubs of Excellence

Maine’s WIOA State Plan will focus on Strategies A, B, and C, with workforce being a critical
consideration in all 7 strategies.

=] Strategy A: Grow Local Talent

Through investments like free community college, Maine has
increased the percentage of its workforce with a “credential of
value” (either a college degree or trade certification - see
attached graph). Credentials of value are critical to meeting the
workforce needs of the economy and ensuring Maine people can
select their spot in the economy. Credentials of value directly

correlate to increased wage growth for individuals and increased
8



productivity in Maine’s economy. The State, education and the private sector have also invested in
career exploration and high school technical education, as well as pathways to career initiatives for
undergraduates. This offers Maine’s young people a chance to learn about opportunities, connect
them to work and gain work skills, knowledge, and capabilities that are vital to their long-term

participation and leadership in Maine’s economy.
Strategy B: Attract New Talent

Maine experienced more in-migration in 2021 than it had since 1950, and in fact had the 7t fastest
rate of in-migration among all of the states. Marketing the Maine brand, expanded broadband, the
opportunity for remote work, and the resettlement of immigrants all played a role. Even so, we still

will need more people of working age to meet the goal of labor force growth set in the plan.

Ten recommended actions include launching a state talent attraction campaign, as well as
supporting individual employers in similar efforts; promoting Maine’s higher education institutions
as a way of attracting talent; connecting New England students to Maine careers and employers;
connecting new Mainers to career pathways; recognizing out-of-state and out-of-country

professional certifications; and maintaining a high quality of life in our communities.
Strategy G: Promote Hubs of Excellence

Hubs of Excellence are communities where business, education and government combine to
implement a common vision for growth around a distinctive cluster of quality of life and economic
activities. In recent years, Waterville has taken big steps to establish itself as an art and film
destination for northern New England; Skowhegan as a center for local foods; and Rangeley for four-
season outdoor recreation. Many other communities are in the process of creating a brand and local

alliances.

Five actions are recommended: better defining hub communities; engaging industry partners;

linking nonprofits and academia to Maine hubs; creating pilot projects; and marketing.



[I.(a) ECONOMIC AND WORKFORCE AND WORKFORCE DEVELOPMENT ACTIVITIES
ANALYSIS

[I.(a.1) ECONOMIC AND WORKFORCE ANALYSIS

II.(A.1.A) ECONOMIC ANALYSIS

Economic conditions in much of Maine are positive going into 2024. Jobs have reached new records
highs and unemployment rates are near record lows. These conditions have yielded opportunities
for advancement for many in the workforce while also creating a competitive hiring environment
for employers. Demographic factors are shaping workforce and job trends. An imbalanced
population age structure is contributing to tight labor market conditions in which employers must
compete to attract and retain workers. Productivity of the workforce has gradually improved over
many years, a trend that is certain to continue. Workforce constraints are likely to be offset by
productivity gains which will vary by sector. In-migration has offset the population age structure to
some extent in recent years and contributed to high demand for housing and rising housing prices.
Many groups face significant barriers to economic opportunity including people in historically
marginalized groups, with disabilities, living in poverty, justice involved or struggling with
substance use disorder. There are significant differences in many economic measures across
substate regions, particularly between Coastal, Southern and Central areas and the Northern Rim.

Recent Trends and Current Conditions

Total output of the economy has grown steadily. Real gross domestic product reached $74 billion
by mid-2023.1 Nonfarm wage and salary jobs reached an all-time high for five consecutive months
at the end of 2023, having surpassed the pre-pandemic high in the fall of 2022. Unemployment rates
have consistently been below national rates and well below the long-term average for the state.
December 2023 marked the 25th consecutive month the rate was below four percent - the second
longest such period.

Net migration into the state has contributed to sustained job growth. Net migration surged
to about 21,000 in 2021, representing the largest population gain from net migration (since 1950).
In-migration has continued at a slightly slower pace of 16,500 in 2022 and 11,500 in 2023. Natural
population changes have been negative (more deaths than births) each year over the last decade.

1 U.S. Bureau of Economic Analysis, Real Gross Domestic Product by State Chained 2017 Dollars, Seasonally Adjusted
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In-migration has been necessary to offset natural population decreases for the population to grow,
reaching over 1.39 million in 2023.2
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FIGURE 1: COMPONENTS OF POPULATION CHANGE

Existing Demand Industry Sectors and Occupations

Job gains in the last three decades were primarily in healthcare and social assistance and in
professional and business services. Each of those sectors added more than 40,000 jobs. Gains in
most other sectors were under 10,000. Manufacturing jobs decreased more than 40,000 through
2010 and then stabilized thereafter.

2 U.S. Census Bureau Population and Housing Unit Estimates
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FIGURE 2: CHANGE IN JOBS BY SECTOR

Around half of jobs are in the four largest sectors: health care and social assistance (16 percent),
retail trade (13 percent), professional and business services (12 percent) and leisure and hospitality
(11 percent).

Demographic shifts, changes in demand for goods and services, and advancements in technology
and productivity drive labor demand. An aging population has resulted in increasing demand for
health care and social assistance, a trend that is expected to continue. Productivity gains and e-
commerce are projected to lead to some decreases in retail employment. Overall, the distribution
of jobs across industries is not expected to change greatly through 2030. The sectors with the most
jobs — healthcare and social assistance, retail trade, professional and business services, and leisure
and hospitality - are expected to remain the largest.

From 2022 to 2030, employment in health care and social assistance is expected to experience the
greatest increase. Other large sectors are expected to maintain relatively stable employment levels
over the next decade. In all sectors, even those in which a gradual decline in employment is
projected, large numbers of job openings are expected to replace workers who shift to a job in a
new sector, or who retire or otherwise leave the labor force. These openings, regardless of industry,
provide economic opportunity for job seekers.
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FIGURE 3:CHANGE

IN JOBS BY INDUSTRY 2020 TO 2030

Occupational Composition

The occupational structure of employment in Maine is concentrated among a few specific

occupational groups.

Unique occupations are grouped by similar skills, tasks, and functions. About
30 percent of jobs are found in the largest three and 75 percent are in the top ten of the twenty-two
total occupational groups. Maine’s structure is similar to the national pattern of employment but
with a slightly higher share in sales and food preparation and serving occupations and slightly lower

in transportation and material handling.

Office and Administrative Support
Sales and Related

Food Preparation and Serving Related
Transportation and Material Moving
Healthcare Practitioners and Technical
Education, Training, and Library
Management

Production

Healthcare Support

Business and Financial Operations
Construction and Extraction
Installation, Maintenance, and Repair
Building and Grounds Cleaning and Maintenance
Computer and Mathematical

Personal Care and Service

Protective Service

Community and Social Service
Architecture and Engineering

Arts, Design, Entertainment, Sports, and Media
Life, Physical, and Social Science
Legal

Farming, Fishing, and Forestry

78,010

55,320
49,650

47,750

41,110
39,180

38,270

37,880

33,070

32,150

31,490

26,560

22,020
13,710

12,700
12,300
12,080

9,820
I 7320
470
3560
1720
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FIGURE 4: ESTIMATES EMPLOYMENT BY MAJOR OCCUPATIONAL GROUP, 2022

Among the approximately 650 occupations in which there is employment in Maine, the top-four
comprises 10 percent and top-twenty-five comprises 37 percent of total jobs. Among the top-
twenty-five occupations by employment, 17 require at least a high school diploma, including nine
that require advanced education beyond high school. The highest employed occupations with no
formal requirements are found in sales, food preparation and serving, and building and grounds
cleaning and maintenance occupational groups.

Retail Salespersons D A7 420
Home Health and Personal Care Aides D 16,050
Registered Nurses D R ERG )

Cashirs R 4 460
General and Operations Managers T 12,890

Fast Food and Counter Workers N 12,880

Stockers and Order Fillers D 2,070

Office Clerks, General D 11,820

Janitors and Cleaners, Except Maids and Housekeeping Cleaners _ 10,030

Heavy and Tractor-Trailer Truck Drivers _ 9,910

Customer Service Representatives _ 9,590

Waiters and Waitresses _ 8,490

Bookkeeping, Accounting, and Auditing Clerks D e 110

Nursing Assistants e 7,730

Teaching Assistants, Except Postsecondary D 7700

Secretaries and Administrative Assistants, Except Legal, Medical, and Executive || NG 7 540

First-Line Supervisors of Retail Sales Workers I 6. 710

Food Preparation Workers I 5820

Maintenance and Repair Workers, General I 5600

Elementary School Teachers, Except Special Education _ 5,550

Landscaping and Groundskeeping Workers I 5340 Eggzrl\;g#scgggzggequ"ement
Secondary School Teachers, Except Special and Career/Technical Education _ 5,330 0 Postsecondary non-degree award
Accountants and Auditors T 5,260 = a(i:;mhesgr?gi?giprllc?r'r?:?)rrESquivalenl
Carpenters B 070 [l No formal educational credential
Laborers and Freight, Stock, and Material Movers, Hand I 5,020

FIGURE 5: TOP 25 OCCUPATIONS BY ESTIMATED EMPLOYMENT 2022

The largest share of jobs were in occupations that required a high school diploma (40 percent), a
bachelor’s degree (21 percent), or had no formal education requirement (21 percent). There were
over 1,500 more jobs in occupations requiring a bachelor’s degree than there were in occupations
requiring no formal credential. While the educational requirements needed to find work are
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unlikely to change dramatically in the short-term, long-term advances in technology and innovation
are likely to continue to impact some lower-skill occupations while creating opportunities for other
higher skill jobs.

300K

250K

200K

150K

Employment %

100K

50K

0K

No formal High school Postsecondary  Some college, Associate's Bachelor's Master's degree  Doctoral or
educational diploma or non-degree no degree degree degree professional
credential equivalent award degree

FIGURE 6: ESTIMATED EMPLOYMENT BY OCCUPATIONAL BY TYPICAL EDUCATION
REQUIREMENT 2022

Occupational Outlook

Through 2030, an average of 75,000 job openings are expected each year. Some will arise from job
growth, however, most - about 98 percent - are expected to stem from the needs of employers to
replace those who change jobs to other occupations, gain promotions, or who leave the labor force
for retirement or other reasons. The largest share of openings is expected in occupations that tend
to have higher than average rates of turnover. Those generally are in functions with lower-than-

average skill requirements and wages. In many cases those jobs tend to have a younger workforce
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that is less established in their career than they will eventually be when they transition to different

occupations with higher education and skill requirements.

Food Preparation and Serving Related 10,486

Sales and Related 7,994

Office and Administrative Support

7,911

Transportation and Material Moving 6,655

Healthcare Support 4,819

Education, Training, and Library 4,200

Production D s 502
Management _ 3,776
Building and Grounds Cleaning and Maintenance_ 3,678
Construction and Extraction _ 3,313

Business and Financial Operations 2,703

Installation, Maintenance, and Repair 2,651

Healthcare Practitioners and Technical 2,628

Personal Care and Service

2,399

Community and Social Service _ 1,746
Farming, Fishing, and Forestry - 1,226
Protective Service 21
Arts, Design, Entertainment, Sports, and Media [ 1.114
Computer and Mathematical - 1,068
Architecture and Engineering - 804

Life, Physical, and Social Science . 522

Legal | K&y

FIGURE 7: PROJECTED ANNUAL OPENINGS BY MAJOR OCCUPATIONAL GROUP 2020-2030

Among occupations that typically require an education beyond high school, the highest projected
annual openings are for Nursing Assistants, Heavy & Tractor-Trailer Truck Drivers, General &
Operations Managers, and Registered Nurses. Over half of the occupations in the top-twenty-five

are found in healthcare, education, and business and financial services.
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i 1243

Nursing Assistants

Heavy and Tractor-Trailer Truck Drivers T 114
General and Operations Managers. Ty o7
Registered Nurses e

Teaching Assistants, Except Postsecondary _ 770

Bookkeeping, Accounting, and Auditing Clerks _ 769

Medical Assistants P 528

Geray S 21

Elementary School Teachers, Except Special Education _ 482

Accountants and Auditors e

Project Management Specialists and Business Operations Specialists, All Other _456

Secondary School Teachers, Except Special and Career/Technical Education _ 404

Automotive Service Technicians and Mechanics _ 385

Software Developers and Software Quality Assurance Analysts and Testers _ 331

Goaches and Scouts ]

Substitute Teachers, Short-Term [ 2ss

Widdle School Teachers, Except Special and Career/Technical Education [ 264

Medical and Health Services Managers Rz

Hairdressers, Hairstylists, and Cosmetologists - 232

Preschool Teachers, Except Special Education 214

Heating, Air Conditioning, and Refrigeration Mechanics and Installers 213 Typical Education Requirement

I Bachelor's degree

Financial Managers [ 200 Associate's degree

Management Analysts 201 I Postsecondary non-degree award
9 v - M Some college, no degree

Human Resources Specialists [ e

Construction Managers - 187

FIGURE 8: TOP 25 OCCUPATIONS BY PROJECTED
ADVANCED EDUCATION 2020-2030

ANNUAL OPENINGS REQUIRING

Annual openings are projected to be highest in occupations that typically require a high school

diploma or have no formal requirement. Conversely, openings are lowest in occupations requiring
advanced education credentials. These occupations tend to employ older, well-established workers
with higher wages, benefits, and lower rates of turnover. Additionally, many of these occupations

require specialized education, like nurses or engineers, that cannot be substituted by a degree in

another field such as business or education. While these factors lead to fewer openings, there will

still be significant demand for workers stemming from replacement needs.
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20%

$136,808

Average Wage in 2022

16%

Projected Job Openings Rate

12%

$60,587

8%

No formal High school Postsecondary Some college, no  Associate's Bachelor's Master's degree Doctoral or
educational diploma or non-degree degree degree degree professional
credential equivalent award degree

FIGURE 9: PROJECTED JOB OPENINGS RATE BY OCCUPATIONS BY TYPICAL EDUCATION
REQUIREMENT, 2020-2030 WITH 2022 AVERAGE ANNUAL WAGE

Innovation will continue to impact jobs. Most of these changes will occur gradually and play out
over decades rather than years. With an aging population, openings are expected for workers across
all education levels as many reach retirement ages creating opportunities for upward mobility for
others.

Regional Trends

There are significant differences in economic conditions, job and population growth across substate
regions, particularly between Coastal, Southern and Central areas and the Northern Rim. Counties
in the Northern Rim generally have higher poverty rates, higher unemployment rates, higher
disability rates, lower educational attainment, lower household incomes, and lower labor force

participation rates.

There has been a gradual displacement of workers in sectors of Maine’s economy focused on the

production of goods (sawmills, paper mills, textile mills, shoe shops and other types of
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manufacturing, timber harvesting and agriculture) due to the combination of technological
advances, import competition and other factors. Many communities in the Northern Rim were
settled around these economic opportunities which attracted population decades ago. The
manufacturing sector comprised more than 40 percent of nonfarm jobs through 1953, 30 percent
through 1971, and 20 percent through 1988. Today it comprises eight percent. The decrease in
manufacturing impacted the entire state, especially certain “mill towns” that experienced major
business closures and prolonged periods of upheaval as a result of losing what, in many cases, was

the largest employer in the area.

The shifting economic base has led to some geographic mismatches between people and job
opportunities. Younger generations may leave for southern Maine or other states in pursuit of
further education or better job opportunities, leaving a generally older population behind. Several
counties in Maine are among the oldest in the nation by median age. Since 2020, population growth
due to in-migration has been greatest in the coastal counties though some counties experiencing

long-term population decline have seen modest growth in recent years.

Jobs are increasingly concentrated in and around cities primarily because stable and growing
industries tend to be in densely populated areas. Healthcare is mostly concentrated in and around
hospitals which are only found in places of population density. Technology, law, accounting and
insurance firms and other types of professional services, colleges, and other industries that
comprise a rising share of jobs also are primarily found in cities. Since 2020, remote work has
enabled many workers to live further away from their employer, enabling many workers with
remote work flexibility to relocate and others to apply for jobs with fewer geographic constraints.

Still, long term job growth generally remains centered around urban areas.

Maine has identified three regions for the purpose of aligning workforce development resources to
regional economies as shown in the map below. These regions are referred to as Northeastern,
Central Western, and Coastal Counties. The SWB and Local Workforce Boards considered factors
such as alignment with economic development districts and postsecondary institutions, inclusion
of major urban hubs and distribution of employment by industry. This structure supports
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

FIGURE 10: SUB-STATE REGIONS
Several factors set the workforce board regions apart.

The Coastal Counties region contains 49 percent of the population, 53 percent of total jobs, and 57
percent of total wages and salaries, though just 12 percent of the land area. This region has a high
concentration of jobs in the health care and social assistance, professional and business services,
financial activities, and leisure and hospitality sectors.

Workforce Population Average Job Wage Population
Investment Weekly Share Share Share
Region Wage

Central Western 379,630 $1,007 25% 23% 27%
Coastal Counties 679,196 $1,188 53% 57% 49%
Northeastern 326,514 $959 22% 20% 24%

20



TABLE 1: 2022 DISTRIBUTION OF POPULATION, JOBS AND WAGES BY SUB-STATE REGION

Between 2012 and 2022, population has increased in the Central Western and Coastal Counties and
declined slightly in the Northeastern region. All three regions experienced varying levels of
population growth from 2020 to 2022, with half of the net population growth occurring in Coastal
Counties. Some of the growth is from people moving from northern Maine in search of better job

prospects, and some is attributable to both domestic and international in-migration.

The Central Western region has approximately 25 percent of jobs and 27 percent of the population
on 29 percent of the state’s land area. The region has a concentration of jobs in manufacturing,
education, and government with many jobs in state government located in or near Augusta, the
Capital of the State. Central counties experienced population growth over the past decade, with the

outlying counties experiencing a modest decrease or little change.

The expansive but sparsely populated Northeastern region represents nearly 60 percent of the
state’s land and 24 percent of the population. The region has 22 percent of the jobs 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 have downsized or ceased
operations. In the past decade, population has declined in the Northeastern region.

A more detailed discussion for each region follows below.
Coastal Counties Region

The Coastal Counties Region is comprised of six counties and is the most demographically and
economically diverse of Maine’s three regions. Six of the ten largest municipalities in the state 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.
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York County, located in the southern area of the region, is the gateway to Maine. Its coastal plain
contains Maine’s most visited beaches and supports a large tourism base. Beyond tourism, York
County has several defined economic clusters related to national defense, 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 tourism industry of the beaches
and larger commerce centers from the rural, agricultural, residential areas, and many small

business and retail-centered communities.

Just up the coast, Cumberland County, is the most populous county and home to the most populus
city. Portland has experienced a resurgence of shipping and bulk cargo transfers, and it is a major
port of call for cruise ships. The city hosts the state’s largest airport and is a hub for healthcare,
banking, insurance, IT, bio tech, research and development, education, and retail. West of Interstate
95 is characterized by expanding residential communities and retail, though housing affordability
has become increasingly problematic making the area unaffordable to many. The lakes and

mountain regions are a hub for tourism and recreational activities.

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, fishing
and shipbuilding. The mid coast economy is supported by a significant influx of seasonal tourists
and part time residents. Shipbuilder Bath Iron Works, located in Sagadahoc County, is the largest
private sector manufacturer in the state. While the closure of the Brunswick Naval Air Station in
2011 presented a challenge to the local economy, the Brunswick Landing redevelopment is now one
of the most developed commercial hubs in the state. The six target sectors for the Brunswick
Landing redevelopment (aerospace, composites, IT, bio tech, renewable energy, and education)
now bolster a local economy established around manufacturing, higher education, healthcare,
leisure and hospitality, and retail.

Population and workforce trends in this region are more favorable due to higher birth rates and in-

migration. The population age structure is somewhat imbalanced, though less so than other regions.

Job growth in the past two decades has been most rapid in York (18 percent higher) and

Cumberland counties (10 percent higher), exceeding the statewide rate of job growth. Job growth

rates have been similar to the statewide growth rate or somewhat lower in Sagadahoc, Lincoln,

Waldo, and Knox counties. Because the region comprises such a large share of jobs in Maine, its
22



industry composition is not significantly different from the state. The region has a slightly smaller

share of government jobs.
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FIGURE 11: COASTAL COUNTIES COVERED JOB INDEX

The 2023 annual average unemployment rate of 2.4 percent in the region was below the statewide
average rate of 2.8 percent. Within the region, unemployment rates ranged from a low of 2.3 percent
in Sagadahoc County and 2.4 percent in Cumberland County, to a high of 2.9 percent in Waldo
County, all rates that are historically low. Unemployment rates in Sagadahoc, Cumberland, and York

counties have consistently been among the lowest over many years.

Incomes are higher in the southern counties of York, Cumberland, and Sagadahoc. Median
household income ranged from a high of $87,710 in Cumberland County to a low of $62,694 in
Waldo County according to 2022 American Community Survey 5-year estimates. The state median
household income is $68,2513. York and Cumberland counties have the highest density of
population and jobs, accounting for 82 percent of the region’s jobs, with an above-average share of

jobs in high paying sectors including healthcare and social assistance, professional and business

3 U.S. Census Bureau, 2022 American Community Survey 5-year Estimates, Table S1901
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services, financial activities, and manufacturing. The mid coast counties of Lincoln, Knox, and Waldo

are less populated and have a higher share of jobs in somewhat lower paying sectors such as retail

trade, leisure and hospitality, and transportation and warehousing.

EMPLOYERS

In 2023 the largest private employers were primarily in the healthcare and social assistance,

manufacturing, and financial activities 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, and Bath Iron Works.

Rank Employer Industry Employ-
ment Range
1 MAINEHEALTH - PORTLAND General Medical and Surgical Hospitals 7,001 to
7,500
2 BATH IRON WORKS CORP GEN Ship Building and Repairing 6,001 to
DYNAMICS 6,500
3 UNUM GROUP Direct Life Insurance Carriers 2,001 to
2,500
4 RTX CORPORATION Aircraft Engine and Engine Parts Manu- 2,001 to
facturing 2,500
5 IDEXX LABORATORIES INC Pharmaceutical Preparation Manufac- 1,001 to
turing 1,500
6 BOWDOIN COLLEGE Colleges, Universities, and Professional 1,001 to
Schools 1,500
7 MAINEHEALTH - PEN BAY MED- General Medical and Surgical Hospitals 1,001 to
ICAL CENTER 1,500
8 MAINEHEALTH - BIDDEFORD General Medical and Surgical Hospitals 1,001 to
HOSPITAL 1,500
9 WEX INC Financial Transactions Processing, Re- 501 to 1,000
serve, and Clearinghouse Activities
10 IDEXX OPERATIONS INC Drugs and Druggists' Sundries Merchant 501 to 1,000
Wholesalers
11 MAINEHEALTH - MID-COAST General Medical and Surgical Hospitals 501 to 1,000
HOSPITAL
12 L.L.BEAN, INC. - FULFILLMENT General Warehousing and Storage 501 to 1,000
CENTER
13 NORTHERN LIGHT MERCY HOS- General Medical and Surgical Hospitals 501 to 1,000

PITAL
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14 L.L.BEAN, INC. - HEADQUAR- Corporate, Subsidiary, and Regional 501 to 1,000

TERS Managing Offices
15 ATHENAHEALTH INC Corporate, Subsidiary, and Regional 501 to 1,000
Managing Offices
16 IDEXX DISTRIBUTION INC Other Professional Equipment and Sup- 501 to 1,000
plies Merchant Wholesalers
17 TDBANKN A Corporate, Subsidiary, and Regional 501 to 1,000
Managing Offices
18 MAINEHEALTH - WESTBROOK Computer Systems Design Services 501 to 1,000
19 UNIVERSITY OF NEW ENGLAND Colleges, Universities, and Professional 501 to 1,000
- BIDDEFORD Schools
20 MAINEHEALTH - WALDO General Medical and Surgical Hospitals 501 to 1,000
COUNTY GENERAL HOSPITAL
21 YORK HOSPITAL General Medical and Surgical Hospitals 501 to 1,000
22 TYLER TECHNOLOGIES INC Computer Systems Design Services 501 to 1,000
23 UNIVERSITY OF NEW ENGLAND Colleges, Universities, and Professional 501 to 1,000
- PORTLAND Schools
24 GRANITE BAY CARE INC Residential Mental Health and Substance 501 to 1,000
Abuse Facilities
25 L.L.BEAN, INC. Sporting Goods Retailers 501 to 1,000

TABLE 2: TOP 25 PRIVATE SECTOR EMPLOYERS COSTAL COUNTIES REGION, 2023 Q3

Eighty percent of workforce in the coastal counties' region lives and works within the area. About
58,800 resident workers commute to jobs outside the region, offset by 57,160 non-resident workers

commuting into the region.*
Central Western Region

The largest population centers in the region are the cities of Lewiston and Auburn in Androscoggin
County, and Augusta and Waterville in Kennebec County. The population age structure is quite
imbalanced with the largest demographic group in the region, 37 percent of the population, age 55

and over. 36 percent of the population in the region are in prime working ages of 25-54 and the

4 U.S. Census Bureau, OnTheMap, 2021
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remaining 28 percent are under age 25. Through 2035, the Central Western Region is projected to

have a modest increase in population, but the working-age population is expected to decline.

In 2023, the annual average unemployment rate in the Central Western region was 3 percent.
Unemployment rates ranged from a low of 2.5 percent in Kennebec County to a high of 4 percent in
Somerset County. The disparity of unemployment rates across the region is largely due to
differences in the economic structure region. The central, more populous counties of Androscoggin
and Kennebec have 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. The capital in Augusta has a significant
concentration of jobs in state government. Kennebec and Androscoggin counties are home to 72
percent of jobs in the region. Post-secondary education also makes up major hubs of employment
including Colby College in Waterville, Bates College in Lewiston, University of Maine campuses in

Farmington and Augusta, and Maine Community College campuses in Auburn and Fairfield.

In the rim counties the economy is less diverse and more concentrated in forestry-related
industries, seasonal agriculture, and hospitality, including major ski resorts. Some industries have
seen a long-term decline in labor demand, particularly paper manufacturing. In 2023, there were
18 percent fewer jobs in Somerset County, 11 percent fewer jobs in Franklin County, and 6 percent
fewer jobs in Oxford County relative to 2001.
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FIGURE 12: CENTRAL-WESTERN COVERED JOB INDEX

Within the region, incomes are higher in the central counties of Androscoggin and Kennebec. The
median household income ranged from a high of $64,500 in Androscoggin County to a low of
$53,527 in Somerset County according to 2022 American Community Survey 5-year estimates.

Median household income was lower in each county in the region than the state median income of
$68,251°.

EMPLOYERS

In 2023, the largest private sector employers were primarily in the healthcare and social assistance,

paper and paper product manufacturing, and post-secondary education sectors.

Rank Employer Industry Employment
Range
1 MAINEGENERAL HEALTH - General Medical and Surgical Hospi- 2,001 to
HAROLD ALFOND CENTER tals 2,500
2 CENTRAL MAINE MEDICAL General Medical and Surgical Hospi- 1,501 to
CENTER tals 2,000

5 U.S. Census Bureau, 2022 American Community Survey 5-year Estimates, Table S1901
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3 COLBY COLLEGE Colleges, Universities, and Profes- 1,001 to

sional Schools 1,500
4 ST MARY'S REGIONAL MED- General Medical and Surgical Hospi- 1,001 to
ICAL CTR tals 1,500
5 BATES COLLEGE Colleges, Universities, and Profes- 501 to 1,000
sional Schools
6 S D WARREN Paper Mills 501 to 1,000
7 MAINEHEALTH - FRANKLIN General Medical and Surgical Hospi- 501 to 1,000
MEMORIAL HOSPITAL tals
8 WAL-MART LEWISTON General Warehousing and Storage 501 to 1,000
9 REDINGTON FAIRVIEW General Medical and Surgical Hospi- 501 to 1,000
GENERAL HOSPITAL tals
10 T-MOBILE USA INC Wireless Telecommunications Carri- 501 to 1,000

ers (except Satellite)
11 MAINEHEALTH - STEPHENS General Medical and Surgical Hospi- 501 to 1,000

MEMORIAL HOSPITAL tals
12 ND PAPER INC Paper Mills 501 to 1,000
13 HUHTAMAKI INC All Other Converted Paper Product 501 to 1,000
Manufacturing
14 TAMBRANDS INC Sanitary Paper Product Manufactur- 501 to 1,000
ing

TABLE 3: TOP PRIVATE SECTOR EMPLOYERS CENTRAL-WESTERN REGION, 2023 Q3 WITH
MORE THAN 500 JOBS

73 percent of the job holders lived and worked within the region. In 2021, about 50,300 resident
workers commuted to jobs outside the region, partially offset by close to 39,000 nonresident
workers commuting into the region to work.®

Northeastern Region

The five counties comprising the Northeastern region encompass 59 percent of Maine’s land area.
The 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.

An aging population is expected to impact the regional economy. Over the next decade, the region
is projected have a slight decrease in population, with a sharper decline in the working-age

6 U.S. Census Bureau, OnTheMap, 2021
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population. Population in the region peaked in the early 1990’s at 336,500 settling around 10,000
lowerin 2022 (326,500). In the last 3 decades population has fallen in Aroostook (23 percent lower)
and Washington (12 percent lower) counties, offset somewhat by population growth in Hancock
(19 percent) and Penobscot (4 percent) counties. The largest segment of the population in the
region is age 55 or over (39 percent). 35 percent of the population is in prime working ages (25 to
54) and only 26 percent is under age 25.

The 2023 annual average unemployment rate of 3.3 percent was higher than the statewide average.
Within the region unemployment rates ranged from a low of 2.9 percent in Penobscot County to a
high of 4 percent in Washington and Piscataquis Counties. The disparity of unemployment rates
across the five counties is due in large part to the differences in the region’s economic structure.
The more densely populated Hancock and Penobscot Counties offer a greater number and diversity
of jobs compared to the more sparsely populated northern and eastern counties of Piscataquis,
Aroostook, and Washington. Total jobs in most of the region have changed little from two decades
before with the exception of Aroostook and Washington counties which have about 15 percent
fewer jobs.
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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 highly dependent on seasonal,
tourism-related commerce and maritime trades, with concentrations of jobs in hospitality, retail,
and construction industries. Hancock County is home to Acadia National Park which is among the
most visited national parks in the country. The labor market in Hancock County is highly seasonal;

jobs can be 35 percent higher or more during peak summer months relative to winter lows.

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 jobs in retail, wholesale trade, and
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 such as farming and logging, woods-based
manufacturing, and seasonal tourism.

Within the region, incomes were higher in the central Hancock and Penobscot Counties than the
northern and eastern counties of Aroostook, Piscataquis, and Washington. The median household
income ranged from a high of $64,149 in Hancock County to a low of $50,843 in Aroostook County.
Median household income was lower in each county in the region than the state median income of
$68,251.7

EMPLOYERS

In 2023 there were only seven private sector employers with at least 500 jobs. These employers
were primarily in the healthcare, administration of healthcare, and research and development

sectors.

7 U.S. Census Bureau, 2022 American Community Survey 5-year Estimates, Table S1901
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Rank Employer Industry Employ-
ment
Range
1 EASTERN MAINE MEDI- General Medical and Surgical 2,501 to
CAL CENTER Hospitals 3,000
2 THE JACKSON LABORA- Research and Development in 1,001 to
TORY Biotechnology (except Nanobi- 1,500
otechnology)
3 ST JOSEPH HOSPITAL General Medical and Surgical 1,001 to
INC Hospitals 1,500
4 EASTERN MAINE Corporate, Subsidiary, and Re- 501 to
HEALTHCARE SYSTEMS gional Managing Offices 1,000
5 AROOSTOOK MEDICAL General Medical and Surgical 501 to
CENTER, THE Hospitals 1,000
6 ACADIA HOSPITAL Psychiatric and Substance 501 to
CORP Abuse Hospitals 1,000
7 PRODUCTION SERVICES Promoters of Performing Arts, 501 to
OF MAINE LLC Sports, and Similar Events with- 1,000

out Facilities
TABLE 4: TOP PRIVATE SECTOR EMPLOYERS CENTRAL-WESTERN REGION, 2023 Q3 WITH

MORE THAN 500 JOBS

Most jobs holders in the region live and work within the area. In 2021, about 7,900 resident workers
commuted to jobs outside of Aroostook-Washington counties, partially offset by 4,500 non-resident
workers who commuted in. About 20,700 resident workers commuted to jobs outside of the
Penobscot, Piscataquis, and Hancock counties, offset by 21,000 non-resident workers who

commuted into the three counties.8
[1.(a.1.B) Workforce Analysis
Employment and Unemployment

Labor Force Estimates

8 U.S. Census Bureau, OnTheMap, 2021
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The statewide seasonally adjusted unemployment rate averaged 2.7 percent through 2023.
Unemployment has been below the national rate for 193 consecutive months, except for three
months in 2021 when they were the same.
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FIGURE 14: UNEMPLOYMENT RATES (SEASONALLY ADJUSTED)

The labor force participation rate measures the share of the population age 16 and over that is
employed or actively seeking employment. Participation rates have gradually declined over the last
two decades as a rising share of the population advances beyond peak participation ages. In 2022,
those 65 and over - most retired - outnumber those in each ten-year working-age cohort. Those 55

to 64 - most approaching retirement - are the second largest in number.
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FIGURE 15: LABOR FORCE PARTICIPATION RATE
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FIGURE 16: 2022 SHARE OF AGE 16+ CIVILIAN POPULAION BY AGE GROUP

Overall labor force participation rates increased steadily from the 1950s through 1990s, due to a
combination of rising female labor force participation and baby boomers advancing to their peak
age of participation. Due to falling birth rates over many years, those aging into prime working ages
are outnumbered by those aging out. Labor force participation within age groups has changed little
over time. Participation rates within age groups today are similar to that of the nation, except for
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those under age 25, which are higher in Maine.
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FIGURE 17: LABOR FORCE PARTICIPATION RATES BY AGE
Educational Attainment

Labor force participation is strongly related to opportunity. Higher levels of educational attainment
are associated with higher paying job opportunities and higher rates of labor force participation.
The median income among bachelor’s degree recipients is about $17,000 higher per year relative
to high school graduates.? Among the population age 25-64, participation rates ranged from 54
percent among those with less than a high school diploma, 73 percent for those with a high school
diploma, and 88 percent of those with a bachelor’s degree.1® Unemployment rates also decrease
with higher educational attainment. Unemployment rates are 8.5 percent for those without a high
school diploma, 4.9 percent for those with a high school diploma, and 2.3 percent for those with

some level of post-secondary education.

During the 2022-23 academic year 87 percent of students graduated from high school in four years,
similar to the national rate.1l 57 percent of high school graduates enrolled in college upon
graduating, a rate this is much lower among economically disadvantaged students (36 percent).12
A college degree is not the only path that leads to a high-quality career. 28 percent of jobs are in
occupations that usually require a post-secondary doctoral or professional, master’s, bachelor’s, or
associate’s degree. At the same time, post-secondary programs that develop skills relevant to
gaining and succeeding in well-paying occupations clearly lead to a boost in lifetime earnings that
exceeds the cost of gaining the degree. Though gains in average earnings experienced by degree
holders have exceeded those of other workers over the years, this does not imply that all graduates
of all programs will benefit from higher earnings. It also does not imply that college is the only path

to a stable career with high earnings.
Job Opening Rates

Maine’s job opening rate has closely tracked that of the nation. The combination of economic growth

and tight labor markets pushed job opening rates above 7 percent in 2021. Job openings rate have

9 U.S. Census Bureau, 2022 American Community Survey 5-year Estimates, Table B20004
10°U.S. Census Bureau, 2022 American Community Survey 5-year Estimates, Table S2301
" Maine Department of Education, Data Warehouse Graduation Data

2 Maine Department of Education, Data Warehouse College Enroliment
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since trended downward through the end of 2023 to near 6 percent. In the last year on average,

there were two job openings per each one unemployed job seeker.
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FIGURE 18: JOB OPENINGS RATES

STRATEGIES FOR EMPLOYERS

Past decades in Maine’s labor market have mostly been characterized by a relatively low labor
demand and a relatively high labor supply. The balance began to flip in the period just before the
pandemic and during the robust economic recovery that followed. Labor is more scarce creating a
competitive environment for employers seeking to attract and retain talented workers. Heading
into 2024, employers in many sectors are facing completion for workers because of the aging
population structure which is constraining growth of the labor supply. In this competitive hiring

environment, employers may:

* Consider a broader pool of job seekers that may include workers with disabilities, justice
involved and those which substance use disorders

* Reevaluate required education/experience for some occupations

* Examine what they offer to jobseekers: workforce development, compensation, upward
mobility, flexibility, mission, ect.
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*  Work with local education and trading providers such as community colleges to provide
input on programs and curricula that would lead more directly to employment opportunities

for students

* Consider alternative production methods and rely more on technology to increase the

productivity of existing labor resources

The population structure has played a major role in shaping job and workforce trends. The
workforce is expected to be made up of a larger share of those age 65 and over, a growing
demographic expected to live longer and work later in life than their predecessors. The U.S. labor
force participation rate among those age 65 to 74 increased from about 16 percent in the early
1990s to over 26 percent and is projected to rise further to 30 percent by 2032 according to the U.S.
Bureau of Labor Statistics. Acemoglu, Miihlbach and Scott (2022) find that the U.S. economy has

shifted toward age friendly jobs that are characterized as involving: less physical exertion and

moderate activity, greater use of social and communication skills, greater autonomy, prioritize
scheduling flexibility, shorter commutes, hybrid or remote work, less demanding cognitive and

physical work, reduced job stress and less harsh environmental conditions.13

Recent national studies have found that competitive labor markets are leading to expansion of

economic opportunities. Maestas and Ne'eman (2023) find that tight labor markets and the

adoption of remote work have contributed to significant economic gains for people with
disabilities.# The employment to population ratio among people with disabilities was significantly
higher in 2023 than it was four years earlier. Autor, Dube and McGrew (2023) find that competition

for workers is having the effect of reducing earnings inequality and the college wage premium.15

PRIORITY POPULATIONS

3 Acemoglu, Daron & Mihlbach, Nicolaj Sendergaard & Scott, Andrew J., 2022. "The rise of age-friendly jobs," The Journal of
the Economics of Ageing, Elsevier, vol. 23(C).

4 Ari Ne'eman, Nicole Maestas, “How has COVID-19 impacted disability employment?”, Disability and Health Journal, Volume
16, Issue 2, 2023, 101429,

15 Autor, David & Arindrajit Dube & Annie McGrew, 2023. "The Unexpected Compression: Competition at Work in the Low Wage
Labor Market," NBER Working Papers 31010, National Bureau of Economic Research, Inc.
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Stakeholders and businesses in Maine grasp the need to prioritize services that will facilitate par-
ticipation of all potential members of the labor force. They will continue to work to implement strat-

egies that alleviate barriers to attaining employment.

The 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:

e Displaced homemakers

o Eligible migrant and seasonal farmworkers

e English language learners and those facing substantial cultural barriers
e Justice involved Foster care youth or youth transitioning out of foster care
e Homeless individuals

« Native American Indians, Alaskan Natives, and Native Hawaiians

o Individuals with disabilities, including youth with disabilities

e Individuals with low literacy levels

e Older individuals

e Individuals within two years of exhausting lifetime eligibility for TANF
e Long-term unemployed individuals

e Low-income individuals

e 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. Notably, Maine prohibits the payment of sub-minimum wages to people
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with disabilities through a state law enacted in 2020. Maine is also an Employment First State, re-
quiring that competitive integrated employment be the first and preferred service or support option

offered by state agencies to individuals with disabilities.

From 2017 through 2021, just over 211,000 persons with one or more disabilities resided in Maine,
equal to almost 16 percent of its civilian non-institutionalized population of 1.3 million. This pro-
portion was higher than that of the United States in which an estimated 12.6 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 42 percent of the population
with disabilities is over 64 years, more than double the comparable share of the general population,

two times the comparable share of the general population (21%).

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 2017 through 2021, almost 37 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 $22,938 in a twelve-month period, compared to median earnings of $38,071
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.

As described in the labor market information reported in the previous state plan modification, the
COVID-19 pandemic resulted in unprecedented disruptions in the labor market and there were sig-
nificant impacts to workers with disabilities, many of whom had underlying medical conditions with
greater risk to the virus but there have been some promising trends being seen in the Current Pop-
ulation Survey, which is a primary source of monthly labor force statistics used by the U.S Bureau
of Labor Statistics. As reported by the University of New Hampshire’s (UNH) Center for Research
on Disability at the end of 2021, the labor force participation of people with disabilities across the
country has recovered from the pandemic-related slowdown and actually increased to above pre-
pandemic levels.

The Commission on Disability and Employment (CDE):
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The CDE was established by the Maine Legislature in 1997. [t promotes collaboration with the pub-
lic and private sectors to increase awareness of and influence policy related to employment for peo-
ple with disabilities. Its members envision a Maine workforce that includes all people with disabil-
ities 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. One of the current
actions of the Committee is the creation of a presentation for employers on hiring individuals with
disabilities.

WOMEN

In March 2021, the United States Census Bureau produced an issue brief on the impact of the
COVID-19 pandemic on women in the full-time, year-round workforce. Using 2019 data from the
American Community Survey and the U.S. Department of Homeland Security Identifying “essential
worker” occupations, women comprise 44 percent of the nation’s full-time, year-round civilian
workforce and 47 percent of all essential workers in the U.S.

According to the Maine Center for Economic Policy’s (MECEP) State of Working Maine: 2021, 49
percent of workers in occupations considered high risk for contagion are women. Maine women
comprise a majority of jobs in the sectors most impacted by the pandemic: leisure and hospitality,
educational services (both private and public, K-12 and higher education), and healthcare and social
assistance. According to the Maine Department of Labor’s Center for Workforce Research and In-
formation, Maine women accounted for 57 percent of the pandemic workers’ jobs lost to Maine
men’s 43 percent. As we enter the post-pandemic world of work, the negative effects on working
women persist. MECEP’s report further states, “Multiple pandemic-related factors are contributing
to the decrease in labor force participation including fewer available job openings, personal safety
concerns, school closures and hybrid learning models, and a lack of childcare.”

The United States Bureau of Labor Statistics reported that the overall gender wage gap for the full-
time, year-round workforce is 82 percent. The Institute for Women'’s Policy Research (IWPR), using
American Community Survey data, identifies the Maine gender wage gap at just over 83 percent.

The pandemic revealed well-known weaknesses in women’s employment progress. Gender and ra-
cial wage inequity exist among workers within the same industries even when those workers have
the same qualifications and experience. Those lower wages perpetuate inequity, as women and peo-
ple of color are less able to build wealth than their white male peers. This gap is even wider for
women of color working in Maine. In this state, according to the IWPR, for every dollar a White Man
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earns, a Black woman earns 65 cents; a Hispanic woman earns 69 cents, and an Asian or Native
American woman earns 67 cents.

To address the recommendations made by the Women’s Employment Committee in its prior re-
ports, and to ensure that women'’s concerns are addressed across all demographic and economic
strata of Maine life, the State Workforce Board underwent a structural change in 2021 that weaved
the concerns of women across age, veteran status, disability, race, ethnicity, etc. throughout a new
committee framework. In doing so, women’s employment matters are viewed and tackled across
the broad spectrum of Maine’s Jobs and Recovery Plan. In concert with WIOA and other partners,
other state departments, and other women'’s policy and workforce organizations, Maine’s work-
force development system will widen its focus to complement Governor Mills’ Jobs and Recovery
Plan?2 by supporting Maine’s small businesses, enhancing job training and skills programs leading
to good paying careers, and investing in Maine’s communities’ and families by expanding the very
supports that help women most—affordable housing, high quality child and family care, lifelong
learning, accessible health care, transportation, internet, and other infrastructure.

Workforce development is an inherent component of our economic self-sufficiency and personal
well-being. The COVID-19 pandemic demonstrated that a healthy economy depends on a healthy
workforce. Health, itself, relies on an educated population with enough to eat; a safe home, work,
and school environment; affordable health care; and reliable affordable transportation to and from
the workplace.

RURAL RESIDENTS LACKING RELIABLE TRANSPORTATION

Maine is a geographically large, rural state in which those without affordable, reliable transporta-
tion face significant barriers to accessing occupational training and employment. Rural communi-
ties in the state’s three regions have limited or non-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. The Department is partnering with the Maine Department of Transportation to run a pilot
program with up to 10 participants in recovery to provide an e-bike to transport themselves to
work, training, and necessary appointments.

Partnering with Maine’s Public Library System
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Workforce boards will work to promote the resources of Maine’s public library system as a key
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 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 unemploy-
ment claims) to assisting with uploading resumes to various job sites.

In partnering with Maine’s public library system, workforce providers can promote participant ac-
cess to resources in the Digital Maine Library, specifically, the Career Preparation, Adult Skills and
Computer Skills Center. The Digital Maine Library also provides access to “Career Transitions,” an
online resource for job 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 Tel-
ecommunications Access Fund) to provide a vast array of resources for all Maine citizens. The Ca-
reer Preparation Center provides specific occupational practice tests that assess and provide online
skill development through varied occupationally specific tools that address readiness to enter ca-
reers 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 avail-
able in state, engage in staff cross-training that will inform workforce system staff about the re-
sources libraries offer and how to promote these to their customers. Library staff in turn will be-
come 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 Com-
merce, and local workforce boards. The Library has fully integrated and embedded workforce de-
velopment as part of its mission and activities, hosting itinerant staff from the Augusta CareerCenter
who are able to provide employment and training services as well as a local job fair.

41



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

In July 2021, Governor Mills established the Cabinet on Aging by Executive Order to eliminate silos
across State government, enhance communication, and accelerate actions to help every person in
Maine age safely, affordably, in ways and settings that best serve individual needs. The Cabinet is
co-chaired by Commissioner Lambrew of the Department of Health and Human Services and Com-

missioner Fortman of the Department of Labor and includes Commissioners of the Departments of
Public Safety, Transportation, Professional and Financial Regulation, Economic and Community De-
velopment, and Administrative and Financial Services, as well as the Director of the Maine State
Housing Authority. The Cabinet is focused on strategies that support the goals of sustainable living;
community connections; and the active retirement of older adults by supporting employment and
volunteer opportunities.

Older workers in Maine face considerable barriers to employment yet are invaluable to Maine’s
workforce. The median age in Maine is 44.7 years compared to the national average of 38.4 and
there are now more people in Maine age 55 and above than there are people in the prime working
ages 25 to 54. In 2022, 28.5 percent of the population was age 65 or older and 17.2 percent ages 55
to 65 with labor force participation decreasing significantly for those entering their 70’s and be-
yond. These demographics are bringing a spotlight to the related economic impact and prompting
employers and state agencies to reconsider traditional views about work and retirement and rec-
ognizing the importance of capitalizing on the skills and experience of older workers who want - or
need - to continue to work, either in their current careers or in “encore” careers.

To that end, the State of Maine has become certified as an Age-Friendly Employer and is encouraging
other employers to adopt practices that engage and value older workers, including flexible work
hours, schedules, place and benefits, deferred retirement option plans, job sharing, and workplace
accommodations. Other strategies that are underway include education and support through em-
ployer summits and using public service announcements, as well as making resources and infor-
mation easily available through a MDOL website, to attract older adults back into the workforce.
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The State Workforce Board hosted a webinar on February 21, 2024, on the topic of hiring and re-
taining older workers. The panel included the Executive Director of the Maine Council on Aging, a
representative of Northern Light Health, which is one of the largest employers in the state, and a
member of the Bureau of Rehabilitation Services. The webinar was held to share best practices with
employers in the state. This webinar had over 120 attendees and there are future webinars planned
to discuss hiring and retention strategies for other priority populations.

JUSTICE INVOLVED

The justice involved 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 an-
other 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 provi-
sion 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 jus-
tice involved. Previous job fair-like events have been held at two Maine State Prison facilities. Em-
ployers who attended reported that it helped to better understand the system as well as the reha-
bilitation 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 justice involved individuals will leave correctional facilities with
documents offering incentives to employers who hire them.
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During the First Session of the 130t Maine Legislature, Governor Mills signed ‘An Act Relating to
Fair Chance in Employment.' The law, which became effective in October of 2021, prohibits employ-
ers from inquiring about an individual’s criminal history on an initial employment application and
from stating in employment advertisements that an individual with a criminal history may not ap-

ply.

An employer may inquire about a prospective employee's criminal history during an interview or
once the prospective employee has been determined otherwise qualified for the position. If an em-
ployer inquires about a prospective employee's criminal record, the prospective employee, if still
eligible for the position under applicable federal or state law, must be afforded an opportunity to
explain the information and the circumstances regarding any convictions, including post-conviction
rehabilitation.

There are exceptions if a background check is required or if it would be inappropriate for an indi-
vidual with a certain criminal history to apply.

The intent of this new legislation is to open up employment opportunities to individuals who were
justice involved. This bill adds to the work the Departments of Labor and Corrections are doing in
order to help address barriers to employment for this section of the workforce.

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 pro-
vision 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, depres-
sion, substance use, unstable homes, lack of appropriate adult role 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.

44



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 the youth acad-
emies offered in all three local areas that provide youth with numerous youth service elements (ca-
reer exploration, financial literacy, work experience, peer mentoring, and more).

Maine Children’s Cabinet

The Maine Children’s Cabinet plays a vital role in convening and facilitating coordination across
state agencies and initiatives and policies that will improve and promote the healthy development
of children and youth in Maine, including youth ages 14-24. Children’s cabinet members include
the Commissioners of the Departments of Health and Human Services, Education, Labor, Public
Safety, and Corrections. In collaboration with key staff from each of these agencies, the work of the
Children’s Cabinet is coordinated by staff in the Governor’s Office of Policy Innovation and the Fu-
ture (GOPIF).

Designated staff from the Departments comprising the Children’s Cabinet meet twice monthly to
maintain open communication about changes and developments in programming and policies
across state agencies for children and youth, coordinate the implementation of specific strategies,
and identify new opportunities to collaborate across programs to advance strategies and goals. The
Children’s Cabinet strategic plans lay out two overarching goals:

e All Maine children enter kindergarten prepared to succeed, and

e All Maine youth enter adulthood healthy and connected to the workforce and/or education.

VETERANS

The flow of veterans and transitioning service members through Maine’s one-stop CareerCenters
averages over 3,500 people per year. Unemployment for veterans in Maine is at an all-time low with
less than 3 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 work-
force 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.
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The JVSG is a non-competitive, USDOL funded program that provides over $700,000 annually to
Maine, supporting seven full time staff positions and two half-time positions. A mix of Disabled Vet-
erans Outreach Program Specialists (DVOPs), Local Veterans’ Employment Representatives
(LVERs) and a Consolidated Position work out of one-stop CareerCenter offices. Administration of
the JVSG Program is provided by the State’s Veteran Program Manager based at the central office in
Augusta.

The Hire-A-Vet campaign, which promotes the hiring of 100 veterans in 100 jobs with 100 employ-
ers in 100 days, kicked off on August 17, 2023, with an in-person hiring event and resource fair at
the Augusta Civic Center. Three additional in-person hiring events were across Maine as part of a
new delivery model. The campaign ended on December 1, 2023, with a total of 237 veterans, in-
cluding 55 women and military family members being hired.

The average hourly wage of veterans hired was $29.55, the second highest in the campaigns nine-
year history. In 2023, 270 employers signed on to the campaign, and all sixteen counties partici-
pated in the campaign. In addition, 51 veteran and military service providers participated in each
campaign event.

Employers have partnered to make the initiative a success and all goals have been exceeded each
year. The campaign has connected over 1,700 employers with 2,000+ veteran-hires since its incep-
tion in 2015 and has been 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 con-
siderable barriers to employment in the United States. According to 2018 American Community
Survey one-year estimates?5, 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 Eco-
nomic Policy, in addition to New Mainers, Maine has a population of second-, third-, and even fourth-
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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.

In the summer of 2023, Governor Mills signed an Executive Order directing the administration to
create an Office of New Americans with the overarching goal of effectively incorporating immigrants
into our workforce and communities to strengthen the economy. Legislation was presented to es-
tablish the office and will be considered during the Second Session of the 131st Maine Legislature.
The legislation proposed will establish the Office of New Americans within the Governor’s Office of
Policy Innovation and Future including the establishment of a director position. The director will be
charged with establishing the office and hiring a staff. The legislation also includes the creation of
an Advisory Council to the Office of New Americans and would include 19 members. These changes
are pending action by the Maine Legislature.

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. Estimates between 2015-2019 show twelve percent of the population lives in
poverty. Nearly 35% of Black or African American alone and 30% of American Indian or Alaska
Native alone lived under the poverty line. Nearly 25,000 Mainers over the age of 25 have less than
a 9th grade education, with another 47,000 without a high school diploma. The subcommittees of
the SWB focus on many of those populations 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 Governor Mills’ administration, the Temporary Assistance for Needy Families (TANF) pro-
gram 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 ASPIRE program ser-
vice provider (currently and hereafter known as Fedcap) to work with core and required partners
of the one-stop system to jointly serve customers and, as appropriate, leverage and share resources
on their behalf.

Progress in Partnership
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Four of the twelve American Job Centers/CareerCenters in Maine (Lewiston, Bangor, Presque Isle,
Machias) have begun piloting a collaborative service delivery through scheduled co-location of
MDOL and DHHS programs/services. Staff from each agency have identified their relevant services
and provide on-site assessments, case management, benefit application and administration, plan
development, barrier mitigation, connection to training opportunities, and job search activities.

Additionally, CareerCenters have established relationships with local Fedcap offices and their
ASPIRE services. Through the Fedcap ASPIRE program, TANF recipients move towards financial
independence through case management, job training, education, support and employment
services. Staff collaboration between employment services, Fedcap, and other DHHS staff include:

e Job search services including job search assistance, resume and cover letter writing, and in-
terview workshops.

e 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 pro-
cess) .

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

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

o Co-management and accountability of participant involvement in activities and services of
partner programs, such as coordinated and/or shared case management and formal proto-
cols for communication between programs on behalf of shared customers.

e Regular communication between Fedcap and employment services to better align service
coordination overall.

e Collaboration on employer outreach and job development activities including on-site job
fairs at Fedcap offices.

The Maine Department of Health and Human Services (DHHS) and the Department of Labor (DOL)
are partnering with the Federal Reserve Bank of Atlanta to offer five groundbreaking tools that help
individuals, employers, and policymakers understand how various career pathways can lead to
economic mobility and stability, while also understanding the potential loss of public assistance
based on income, career goals, and family dynamics. In Maine, the suite of tools is called CLIFF-
Maine Career Ladder Income Mobility and Benefits (CLIMB).
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These tools have been offered to Maine through the Atlanta Federal Reserve Bank’s Career Ladder
Identifier and Financial Forecaster (known as CLIFF), and in partnership with A Whole Family
Approach to Jobs, a New England initiative focused on two-generation policy and practice
approaches to put families in the center and support parents to work and children to thrive. A
leadership team of parents, DHHS, DOL, the John T. Gorman Foundation, state legislators, business,
and community organizations have guided the development of this initiative in Maine.

These tools:

e Help individuals understand how much money they are likely to gain through employment
as they move through their career pathways over time, and the financial tradeoffs from the
loss of public assistance as income increases, to help individuals plan for a stable financial
future.

e Identify what may happen to public benefits as individuals increase their employment, and
how wages and benefits interact along career pathways in Maine communities.

e Assist stakeholders in identifying barriers to career advancement and economic mobility
and to support workers and job seekers in their movement toward economic self-sufficiency.

e Engage employers to examine compensation structures, practices, and policies as workers

are offered upskilling and advancement opportunities.

The tools were launched in May 2023 after two pilots. DHHS/DOL immediately began training a
large network of case managers, coaches, and other staff in Maine working directly with job seekers
and front-line workers as CLIMB coaches.

Formal Steps
DHHS will formally partner with each of Maine’s three local workforce boards to take partin a Mem-
orandum 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.
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The Central Western Maine Workforce Development Board (CWMWDB) has oversight of Andros-
coggin, Franklin, Kennebec Oxford, and Somerset counties.

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

Maine continues to work toward integration of CLIMB into case management across services and
organizations. While over 100 coaches have been trained to use the tool, fear in mis-advising a
recipient is pervasive. MDOL will partner with DHHS to provide opportunities to practice using the
tool including local in-person convenings of coaches, hosting a community of practice and
establishing a stronger connection between the benefit side of DHHS services and the workforce
system partners.

Additionally, partner agencies serving TANF recipients have taken steps to adopt a “whole family”
2-generation approach to jobs. The approach takes both the needs of the recipient and the chil-
dren/other family dependents into consideration when developing service delivery approaches, en-
abling them to achieve success through a more holistic approach to employment services. MDOL is
excited to engage with and support Maine’s Whole Family Approach to Jobs collaboration as we
push toward shared the success of Maine parents and children.

II.(a.2) WORKFORCE DEVELOPMENT, 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
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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 essential to navigating Maine’s many workforce
development challenges.

The tables in Il.(a.2.a.) provide an analysis of Maine’s workforce development, education, and
training activities that receive regular public funding.2’ 28 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.

II.(A.2.A)THE STATE’S WORKFORCE DEVELOPMENT ACTIVITIES

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 $57.418 million in public investment in fiscal year (FY) 2023, 51
percent of which was federal, 26 percent state and 23 percent in other. This information is displayed
in Table 5, below. This amount represents a slight increase from $56.9 million in the State Plan
modifications in 2022.

The MDOL oversees administration of the WIOA Title IB, Adult, Dislocated Worker, Youth, and the
Title III Employment Services programs. In Program Year 2022 (PY22), 712 adults, 138 dislocated
workers, 367 youth were served under these programs. On average, 66.5% found jobs. During the
year, 6,779 were Employment Services (ES) participants and 38,002 were reportable individuals.

MDOL'’s Bureau of 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 PY2022 (SFY2023), BRS had 3,182 new
applicants and served 6,212 individuals through plans for employment.

Maine Adult Education (hereafter known as 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) 2023,
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over 16,747 individuals participated in high school completion, workforce training, and college
transitions programming. Of those, 8,700 participated in federal programs directly linked to high
school equivalency completion, entering employment, and entering postsecondary education.

Over 11,000 people also participated in lifelong learning classes such as health and wellness,
political awareness, personal finances, and other community enriching courses.

Maine’s unified plan emphasizes greater levels of integration, alignment, and coordination 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, comprehension instruction,
occupation training, employability skills, and English language acquisition as needed is a training
model with proven effectiveness. Another key piece of an [ET is the earning of a credential of value.
Combining these elements compresses learning time frames and accelerates entry into the
workplace. While [ETs 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. The goal is to continue to
increase the number of adults receiving credentials through an IET. 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.
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TABLE 5:MAINE’S PUBLIC SECTOR INVESTMENT (IN MILLIONS)

DEVELOPMENT; WIOA CORE PARTNER PROGRAMS

Program Federal

State

Other

SFY23

Overseeing

Funding Agency

IN WORKFORCE

Program Description

WIOA provides
employment training
services to adults, dislocated
workers, and youth who meet

Title IB
and

Workforc priority and eligibility criteria.
e IB programs overseen by three
Innovatio local workforce boards and
n and $7.469 MDOL delivlered through four service
Opportun | $7.469 providers served a total of
ity Act 1,230 participants. Of those
(WIOA) who exited the programs an
Title IB average of 75.4 percent were
employed. Of those who
participated in  classroom
training, 63 percent earned a
degree, diploma or credential.
WIOA Title III amends the
Wagner-Peyser Act of 1933 and
provides employment and
labor exchange services to
WIOA individuals and- employers.
. Over 42,700 job seekers
Title III . .
Employm | $3.649 $3.649 MDOL accessed the Maine -]ObLl.l’lk
- labor exchange system in which
. 5,408 employers posted 31,464
Services
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intensive assistance finding
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WIOA
Title 1V
Rehabilit
ation
Services

$16.2

$8.7

$0.6

$25.5

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 SFY
2023, BRS had 3,182 new
applicants and served 6,212
individuals through plans for
employment.

WIOA
Title 1I
Adult
Educatio
n

$1.8

$6.5

$12.5

$20.8

MDOE

Maine Adult
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
education, adult

education (high
completion), English language
acquisition, college transition,
and workforce training. These

Education

basic
secondary
school
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programs emphasize
foundational skills such as
reading, writing, math, English
language competency, career
awareness and exploration,
workforce training, and
problem-solving. In FY23, adult
education served 16,747 adults
in academic and workforce
programs, including 8,700
participants in federal funded
programs. An additional 11,000
adults participated in self-
sustaining personal enrichment
courses.

Federal |State |Other | Total
Totals in
millions |$29.118 |$15.2 |$13.1 |$57.418
Percenta
ges 51% 26% |[23%

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 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 accessible
through Maine’s one-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.
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TABLE 6: OTHER PUBLICLY FUNDED EMPLOYMENT AND TRAINING PROGRAMS

Program

Overseeing

Agency

Program Description

Jobs for Veterans State Grant (JVSG) funds are allocated to state
workforce agencies from the Department of Labor's Veterans'

Jobs for Employment and Training Service (VETS) in direct proportion to the
Veterans MDOL number of veterans seeking employment within their state. The
State Grant grants support two principal staff positions: disabled veterans'
(JVSG) outreach program specialists, and local veterans' employment
representatives. This grant provides funds to exclusively serve
veterans, other eligible persons and, indirectly, employers.
Trade The Trade Adjustment Assistance (TAA) program is a federal
AeliEn program that provides a path for employment growth and
X MDOL opportunity through aid to US workers who have lost their jobs as a
Assistance result of foreign trade. The TAA program seeks to provide these
(TAA) trade-affected workers with opportunities to obtain the skills,
resources, and support they need to become reemployed.
Work The Work Opportunity Tax Credit (WOTC) is a federal tax credit
Opportunit available to employers for hiring individuals from certain target
y Tax | MDOL groups who have consistently faced significant barriers to
Credit employment. Maine received a USDOL WOTC backlog grant in
(WOTC) 10/2021. An investment in system and processing improvement was
also made through federal ARPA funding.
The ReEmployment Services and Eligibility Assessment (RESEA)
ReEmploy program assists unemployed workers to return to work more quickly
N by delivering and services to those claimants profiled as “most likely
Services & to exhaust” and all transitioning veterans receiving unemployment
Eligibility MDOL compensation. Targeted claimants will be provided relevant
Assessmen reemployment services and eligibility review interviews. Services
t (RESEA) 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.
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The Maine CareerCenter provides a variety of employment and

CareerCent training services at no charge for Maine workers and businesses. A
er General | MDOL _ )
Fund portion of CareerCenter General Funds support staffing and related
Apprenticeship programming depending on federal funding levels.
The Competitive Skills Scholarship (CSSP) helps workers learn new
Competitiv skills and succeed in a changing economy. The program is open to all
e Skills qualified Maine residents and pays for education and training for high
Scholarshi | MDOL wage jobs in demand in Maine. The number of new CSSP applicants
p Program accepted into the program each year is based on available funding .
(CSSP) In 2021, 1.5m of Federal ARPA funding was allocated to CSSP to aid
in individual’s recovery from the pandemic.
Awarded by the USDOE in SFY 2024, DVR’s Pathways to Partnerships
WIOA Title project is a five-year demonstration project to develop collaborative
v partnerships between DVR/DBVI, Maine DOE, local schools, and
Disabilify MDOL Alpha One, Maine’s sole Center for Independent Living, to help young
Innovation people with disabilities seamlessly transition to life after high school,
Fund (DIF) preparing them for independent living, competitive integrated
employment and community integration.
Dislocated worker grants (DWGs) provide additional assistance to
) support employment and retraining efforts for dislocated workers
WIOA Title . .
. displaced due to mass layoff or natural disaster. USDOL offers access
ID National . _
Dislocated to these funds through a competitive process to address other issues
Worker MDOL affecting workers such as the negative effects of the COVID-19
Grants pandemic or need for technology upgrades. Maine is in the process of
developing a true virtual American Job Center to allow access to
(DWGs) . : .
services to those who are unable to access physical locations due to
distance and other barriers including transportation and childcare.
Maine Maine Apprenticeship Program (MAP) and Apprenticeship
Apprentice Expansion Grant helps mobilize Maine's workforce with structured,
ship on-the-job learning in traditional industries such as construction and
Program MDOL manufacturing, as well as emerging industries such as healthcare,
(MAP) and information technology, energy, telecommunications and more.
Apprentice Registered apprenticeships connect job seekers looking to learn new
ship skills with employers looking for qualified workers, resulting in a
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Expansion workforce with industry-driven training and employers with a
Grant competitive edge.
Job Corps is a no-cost education and career technical training
WIOA Title Boston program administered by the USDOL that helps young people ages 16
IC: Regional through 24 improve the quality of their lives through career technical
Penobscot Office of Job and academic training. The Job Corps program is authorized by Title
Job Corps Corps [-C of the Workforce Investment Act of 1998. The Penobscot Job
Center Corps Center is operated by Career Systems Development
Corporation for the USDOL.
WIOA Title
IC: Eos’Fon 1
. egiona
Loring Job 0 ff?ce of Job See above
Corps o
Center
The mission of Maine Conservation Corps (MCC) is to accomplish
conservation initiatives that inspire individuals and enhance
Maine communities. The MCC is a state AmeriCorps program, comprised of
Maine Department | members who undertake conservation projects while completing job
. | of readiness training and achieving personal development goals. Service
Conservati . ) i o o
on  Corps Agriculture, |inherently includes the distillment of personal responsibility,
(MCC) Conservatio | accountability, teamwork, communication, problem solving, as well
n and | as many other appropriate workplace behaviors and attitudes.
Forestry 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) is a statewide community outreach and
education program of the University of Maine at Augusta/University
New of Maine System. NVME provides in-person and online training and
Ventures individual coaching in career planning, entrepreneurship, and
Maine UMA/ UMS finan-ci.all education and ass.et building. For Mairllers in lifle and career
(NVME) transitions, NVME provides an 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,
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furthering their education, starting a business, managing their money
and building savings and assets.

Senior
Communit
y Service
Employme
nt Program
(SCSEP)

USDOL/
A4TD

The Senior Community Service Employment Program (SCSEP) is a
community 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.

service

Jobs for
Maine
Graduates
(JMG)

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 middle and high
schools, and community college and university systems. JMG reaches
more than 10,000 students throughout all of Maine’s 16 counties. JMG
programs are led by JMG specialists who serve as mentors and
educators. The JMG model integrates competency-based learning
strategies with career exploration. J]MG 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)

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
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to the program itself, one year of follow-up services support

graduates’ transition to education and work.
Y]\;Ig:tiToll::: The National Farmworker Jobs Program (NFJP) provides workforce

USDOL development services and training assistance to migrant and

Farmwork :

seasonal farmworkers and their dependents.
er (NFJP)

The purpose of WIOA Indian and Native American (INA) programs is
WIOA Title to support employment and training activities in order to: develop
ID Indian more fully the academic, occupational, and literacy skills of such
and Native USDOL individuals; make such individuals more competitive in the
American workforce and to equip them with entrepreneurial skills necessary
(INA) for successful self-employment; and promote the economic and social
Program development of INA communities in accordance with their goals and

values.

*Program funding is sporadic.

In addition to core partner programs and other employment and training programs, the University
of Maine System (UMS), the Maine Community College System (MCCS), Maine’s Career and
Technical Education (CTE), and Maine Quality Centers (MQC) provide education programs to
prepare participants for success in careers and the workforce.

With seven campuses and annual enrollment of nearly 30,000, the UMS represents a foundational
component of the state’s postsecondary education system. The university system offers associate,
bachelor, master, and doctoral degrees as well as a selection of specialized undergraduate and
graduate certificates.

Maine’s network of seven community colleges has a combined enrollment of more than 19,000
students, of which 94 percent are Maine residents. Sixty-five 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
economic development.

Additionally, the UMS and MCCS engaged in a regional and national project to improve the
transparency of available credentials and educational opportunities through a searchable,
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centralized credential registry, Credential Engine. So far, the UMS and MCCS have published over
450 credentials to the searchable registry.

The mission of Maine’s CTE program is to ensure that students acquire the high-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.

Maine Quality Centers (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 incumbent workers. Training programs are coordinated and delivered through
Maine’s seven 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 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.
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TABLE 7: OTHER PUBLICLY FUNDED EDUCATION PROGRAMS

Program Overseeing Program Description
Agency
Career and As part of the Maine Department of Education's ongoing commitment
Technical to support all learners, Maine Career and Technical Education (CTE)
. aims to ensure that students acquire the high-quality, industry-
Education | MDOE . . . . .
(CTE) recognized technical skills and related af:ademlc stand:ilrds that will
prepare them for postsecondary education and entry into an ever-
(secondary) ) )
changing workplace and society.
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 is currently working statewide on an approach to developing a
. . series of micro credentials specific to 21st century work ready and
University . . . " .
of Maine technical skills. The UMS features seven universities —some with
UMS multiple campuses—Ilocated across the state, as well as
System : . : "
(UMS) eight Un?ver51ty College outr.each cente.rs, a law school, 31 additional
course sites, and a Cooperative Extension program. 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.
The mission of the Maine Community College System (MCCS) is to
Maine provide associate degree, diploma, and certificate programs directed
Community at the educational, occupational, and technical needs of the state’s
College MCCS citizens and the workforce needs of the state’s employers. The
System primary goals of the MCCS are to create an educated, skilled and
(MCCS) adaptable labor force responsive to changing economic needs and to
promote local, regional and statewide economic development.
Maine The Maine Quality Centers (MQC) program funds customized
Quality workforce training delivered through Maine’s seven community
e MCCS colleges. MQC grants are available to fund pre-hire, post-hire, and
(MQC) incumbent worker training. The program is designed to ensure that
businesses have the qualified workers they need to succeed. Grant
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limits for incumbent worker training are based on company size.
Employers with 1-50 employees may apply for 100 percent funding.
Employers with 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.

ADDITIONAL PUBLICLY-FUNDED PROGRAMS

The state correctional system (MDOC), Additional Support for People in Retraining and
Employment (ASPIRE), and SNAP Employment & Training programs (SNAP E&T), and Higher
Opportunity for Pathways to Employment (HOPE) provide workforce development activities to
inmates, manufacturing employers and adults with low incomes. 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.

TABLE 8: ADDITIONAL PUBLICLY FUNDED PROGRAMS

0 -
Program verseeing Program Description
Agency
State . . o
) Provides programs and services to reduce the likelihood of
Correctional MDOC )
reoffending.
System
Additional
rona DHHS’s  Additional Support for People in Retraining and
Support for . .
Peoble in Employment (ASPIRE) program is the training and employment
p . . DHHS program serving TANF recipients by developing individualized
Retraining and . .
employment plans and providing supports which lead to
Employment successful transition to employment
(ASPIRE) ploytrent
Suppl tal
Nlllll::)it(ie:;i:ll a DHHS administers Maine’s Supplemental Nutritional Assistance
Assistance DHHS Program (SNAP), including employment and training activities
Prosram (E&T). Maine’s E&T program is known as SNAP E&T, and is
g operated by DHHS contracted community agencies.
Employment &
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Training

(SNAP-E&T)

Higher Higher Opportunities for Pathways to Employment (HOPE) is
Opportunity administered by DHHS to assist low income families. HOPE
for Pathways to | DHHS provides financial assistance and campus-based navigators to
Employment support families and help them to achieve education goals leading
(HOPE) towards employment.

AMERICAN RESCUE PLAN ACT

The Maine Department of Labor has several American Rescue Plan Act (ARPA)-funded initiatives
aimed to address disparities in the workforce system for those who are unemployed,
underemployed, or a part of a target group facing barriers to work and career development. The
work being done by the Department of Labor includes cross-bureau action as well as coordination
with other state agencies.

TABLE 9: AMERICAN RESCUE PLAN ACT

Initiative | Agency | Comments

Healthcare | DOL The Training for Incumbent Health Workers program will help an
Tuition estimated 1,500 people who work in the health care field gain skills and
Remission advance with their employer by providing financial support to attain

advanced health care credentials. The ability to earn credentials while on
the job will allow health care workers to advance in the profession,
leading to better paying jobs for them and improved health care services
for Maine people. The program lowers barriers to training and education
by providing the training free of charge to interested employees - as
opposed to tuition reimbursement which requires upfront, out-of-pocket

spending.
Health DOL Health Care Career Navigators will provide customized career guidance -
Care including the creation of person-specific employment and training plans,
Career help navigating available training opportunities, assistance with
Navigators evaluation and translation of prior credentials, and referrals for health

care job and apprenticeship opportunities - to help introduce people into
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health care jobs. These navigators will be housed within the Maine
Department of Labor’s CareerCenters and will work closely with
employers and community-based partners to connect jobseekers with
opportunities. Navigators will also help out-of-state and foreign-trained
professionals translate credentials, access licensing, and learn how prior
training may apply to health care jobs in Maine.

ARPA
Statisticia
n

DOL

A number of workforce initiatives that DOL is leading and supporting in
collaboration with other State agency partners are aimed at advancing
three key goals: 1) increasing the number of individuals connected to jobs
in Maine, 2) increasing the attainment of credentials of value, and 3)
increasing the average wage among Mainers. It is imperative to track the
success of the workforce initiatives in accordance with these goals—and
look at disaggregated data to ensure those communities and industries
most affected by COVID-19 are targeted, engaged and realize the benefits
of the investments. Several programs are pilot efforts where learning
what worked and what didn’t is particularly essential as DOL and other
State agencies seek to sustain the impact of these investment. This
funding will provide funding for two additional evaluation staff to analyze
the outcomes and effectiveness of the workforce ARPA initiatives within
DOL by conducting an evaluation.

Basic
Needs for
Underserv
ed
Communit
ies

DOL

Through a collaborative partnership with five organizations, including
ethnic-based community organizations, worker groups, labor unions, and
other community partners, the Peer Workforce Navigator program will
assist individuals in communities hit hardest by the pandemic with
addressing basic needs and finding employment. In this two-year pilot,
peers employed by local community organizations will help individuals
from priority communities connect with employment, job training
programs, and basic needs supports necessary to persist in work or
education, such as child care, transportation, unemployment insurance,
and other concrete resources.

Expand
Progressiv
e
Employme

DOL

Maine’s Progressive Employment Program offers a flexible and gradual
approach to employment for individuals with disabilities. The approach
emphasizes creating value for employers as well as individuals, resulting
in increased workplace readiness, more supportive work environments,
and increased worker and employer satisfaction. Through ARPA funds,
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nt
Program

MDOL will pilot this successful Progressive Employment model with
two additional communities disproportionately impacted by the COVID-
19 pandemic and facing significant barriers to employment - individuals
who are justice involved and those in recovery.

Career
Center
Consultant
S

DOL

The ARPA resources will expand capacity by hiring additional outreach
workers who will provide intensive services to unemployed and
underemployed job seekers—with a specific emphasis on communities
that experienced disproportionate effects of COVID-19—including BIPOC
communities, those with lower educational attainment, justice-involved,
immigrant communities, and more. Outreach workers will be out in the
community developing relationships with community members by
meeting them where they are—in libraries, schools, public spaces, or
other settings. Job seekers will get help overcoming skill deficiencies,
accessing supports to overcome barriers such as childcare and
transportation, and an opportunity to receive continued follow-up
support and guidance as they find suitable employment and start in new
jobs.

Connectin

g
Workforce

to Jobs

DOL

The Maine Department of Labor is working with local workforce boards,
community-based organizations, and workforce partners to improve
employment outcomes for those affected by the COVID-19 pandemic,
including low-income workers, unemployed & underemployed workers,
workers of color, individuals without a college degree, women, younger
& older workers, rural workers, women, workers with disabilities, re-
entry & recovery communities. Local boards, DOL workforce programs
and selected community partners will develop or expand approaches that
1) Address basic needs not met by existing programs to support job
placement/retention and 2) Connect with individuals disengaged from
the workforce system. The Maine Dept of Labor will provide support to
workers from priority communities facing barriers to accessing or
retaining work via grants through existing DOL workforce programs,
local workforce boards and other community-based organizations with
trusted networks among priority communities.

Improve
Career &

DOL

By taking a sector-based workforce development approach that organizes
industries in Maine disrupted by COVID-19, and that are vital to economic
recovery in communities impacted by COVID, DOL will support those
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Industry
Awareness

industries’ recovery and enable employers and industries to leverage
ARPA and other funds across Maine’s workforce system to create
pathways to quality jobs. The Industry Partnerships Initiative seeks to
identify, support and help grow workforce collaboratives in strategic
sectors of the state’s economy—composed of businesses, employers,
workers, labor unions, and/or industry associations.

Eligibility
Specialist

DOL

The federal Work Opportunity Tax Credit (WOTC) program provides tax
credits to employers who hire individuals that face serious barriers to
finding employment, from populations most affected by the COVID-19
pandemic. These individuals include long-term unemployed individuals,
unemployed veterans, low-wage workers, justice-involved individuals,
and workers in certain rural counties—all of which were negatively
affected by COVID. This funding will explore and potentially implement
systems updates and upgrades and create additional capacity (via on
eligibility specialist position) to process employer applications to take
advantage of this program. This position will concentrate on applications
received since the beginning of the COVID-19 pandemic. Expediting the
processing of applications filed by the employers will serve as a catalyst
in ensuring that the targeted population (individuals disproportionately
affected due to COVID-19) becomes gainfully employed at a faster rate.

Senior
Economic
Research
Analyst

DOL

This initiative will provide funding to Maine’s Department of Labor for
additional evaluation and monitoring capacity as well as case
management systems improvement to analyze and improve the
outcomes and effectiveness of the Maine Jobs & Recovery Plans workforce
initiatives. Many Jobs Plan programs are aimed at advancing three goals:
increasing the number of individuals connected to jobs in Maine,
increasing the attainment of credentials of value, and increasing the
average wage among Mainers. It is imperative to track the success of the
workforce initiatives in accordance with these goals—and look at data to
ensure that communities and industries most affected by COVID-19 are
engaged in supports and realize the benefits of these investments. Several
programs are pilot efforts where learning what worked and what didn’t
is particularly essential for sustaining the impact of these investment.

II.(A.2.B)STRENGTHS AND WEAKNESSES OF WORKFORCE DEVELOPMENT ACTIVITIES
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Strengths and weaknesses of Maine’s workforce development activities are discussed below. 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 building a
better workforce development system. Partners are committed to continuing to enhance
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 Maine’s workforce
development system.

Quality of service, programs and operations provided by the Core WIOA partners.
Accessibility of stakeholders, business leaders and key decision makers. Collaboration and
partnership are core strengths of Maine’s workforce development system activities. Maine’s
close-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.

Maine Apprenticeship Program is successfully expanding by working with industry
organizations to reach large and small businesses statewide.

Maine’s relatively small population and lean infrastructure enables collaboration 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:

Maine’s large geographic size and dispersed population present barriers to the efficient
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.

Maine’s workforce development, education and training activities are governed by 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.
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Individual and employer awareness of the workforce system and available opportunities, as
well as how to access them continues to be an area for growth. The Department of Labor and
SWB have two separate projects that will create a virtual American Job Center and workforce
portal (WorkSourceMaine) with resources for employers and job seekers, along with a
career pathways tool for job seekers. These projects are aligned and being completed by the
same vendor.

Maine’s demographic challenges impact the state’s future 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. During the pandemic, Maine experienced a large number of
older workers that started to leave the labor force, which has lead to a smaller number of
potential workers. Maine is also the oldest state in the nation based on median age.

Most stakeholders recognize the importance of using valid and reliable information to drive
decision making, program evaluation and support policy initiatives. Unfortunately, the core
partners are currently working with three separate and discrete 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 to address its many workforce development
challenges. WIOA program funds are allocated to states based on population size and
unemployment levels. Maine’s outlying counties are geographically large with comparatively
small populations and are struggling with considerably higher-than-average unemployment
rates. Delivering needed services to individuals in these counties is costly and not effectively
supported by the current 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. Rural, less populous states such as Maine are at
a “small state disadvantage” as they receive substantially fewer funds to support system
costs comparable to large states.

One additional concern is the sunset of American Rescue Plan Act funds that will lapse over
the course of the State’s four-year plan. We are actively looking at sustainability measures.

I1.(A.2.C) STATE WORKFORCE DEVELOPMENT CAPACITY

Workforce system partners continue to come together at the state and regional levels to identify
and address challenges and gaps in service approaches, including more intense focus on diversity,
inclusion, equity, and accessibility for all Mainers. State agency and workforce partner
collaborations like Maine Spark ensure service provider staff are aware of methods for identifying
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implicit bias and assuring racial and cultural equity for all populations through shared staff
development. New collaborations have naturally resulted as a result of the COVID pandemic,
including cross training of Title IB staff by Maine Equal Justice and the Maine Department of Health
and Human Services on how to assist participants to apply for TANF, MaineCare, SNAP, and a
plethora of other services. System partners collaborate to offer informational sessions that connect
individuals to numerous assistance programs.

Additional resources have come to the state through the QUEST disaster relief grant, which focuses
on increasing the employability and skills of marginalized populations. The goal of the grant is to
provide training in strategic industry sectors that will enable the participants to enter good jobs,
with benefits, and family-sustaining wages. This grant allowed the state to expand eligibility criteria
to ensure that individuals who have been most adversely impacted by the pandemic could access
employment and training services and the level of wraparound supportive services necessary for
them to successfully achieve employment goals.

New methods for virtual services will further align and integrate services as a result of new funding
received by the State Workforce Board and the Maine Department of Labor. These resources will
provide a holistic workforce system portal that will brand Maine’s workforce system and a virtual
one-stop that will be Maine’s comprehensive one-stop with direct connect to all required partner
services through a single portal.

Under a grant from the National Governor’s Association, the State Workforce Board worked with
the Maine Departments of Labor, Health and Human Services, Economic and Community
Development, Education/Maine Adult Education, as well as the Maine Community College System,
the University of Maine System, and Maine’s local workforce development boards to develop the
new unified brand for Maine’s workforce system called Work Source Maine. More on this
opportunity is discussed later in the plan.

II.(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. This work took place to build on the work done by the Department of
Economic and Community Development, which released the State’s 10-Year Economic
Development plan.
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Building on the previous work, the SWB cohosted seven statewide visioning sessions to gather input
into the review of the State’s 10-Year Economic Development Plan and Workforce Strategic Vision.
The sessions were cohosted with the Maine Department of Economic and Community Development
(DECD) as well as the Local Workforce Development Boards and Local Economic Development
Districts. The SWB and DECD also joined nearly 40 additional partners and stakeholders at their
own events and meetings to solicit their thoughts moving forward. As a part of the feedback
collection process, a survey was developed to collect additional information from stakeholders,
which helped inform the process. In December of 2023 there was a joint meeting with the State
Workforce Board, 10-Year Plan Executive Steering Committee, and the Maine Economic Growth
Council. During this meeting, final recommendations were made moving forward. In coordination
with the SWB, the DECD released their update to the State’s 10-Year Economic Development Plan
that embeds an updated workforce vision that aligns with the SWB’s goals in March 2024.

Moving forward, there is a significant focus on growing local talent, attracting, and retaining new
talent, and creating Hubs of Excellence to promote and foster Industry Partnerships. This aligns and
builds off the focus previously identified strategies including “Grow Local Talent” and “Attract New
Talent.” There has been a serious recognition to invest in Maine’s workforce of today and the
workforce needs of tomorrow.

I1.(B.1) MAINE’S STRATEGIC VISION FOR 2024 - 2027

Maine’s residents and businesses will have economic opportunity and contribute to the growth 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 residents with a
focus on careers, not just jobs, and support Maine’s business sectors with skilled and qualified
workers.

IL.(b.2) GOALS

To achieve that vision, the SWB has three primary goals, which will target the state’s workforce
resources to achieve the goals outlined in the 10-year economic development plan:

1. Maine’s untapped labor pool will enter employment and advance into high-demand
occupations of their choice through private and public investment in training, education, and
supports.
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2. Current and future workers will be equipped to meet industry talent needs, with the goal
that 60 percent of Maine’s workforce will hold a credential of value by 2025.

3. Create a networked, aligned and demand-driven workforce system across public and private
partners and fosters the growth of Maine’s economy while supporting equitable, safe,
productive employment opportunities.

I1. (b)(2)(A) Goals for preparing an educated and skilled workforce

To compete in the 21st-century, Maine must attract, develop, and retain a well-trained workforce
ready to meet the challenges of a rapidly changing economy. In the short term, we need to provide
adults with opportunities to attain the skills needed to transition into available positions. In the long
term, we need to ensure that Maine children and young adults are equally well prepared for careers
that demand a high-level of proficiency in science, math, engineering, and technology (STEM). By
investing in our people and communities, we can ensure that Maine is not only a place where people
want to move for economic opportunity but where our children can thrive in meaningful, well-paid
careers. This ties back to our goals to have 60% of Maine’s workforce having a credential of value
by 2025 and seeing a 10% wage increase.

I1. (b)(2)(B) Goals for meeting the skilled workforce needs of employers.

Talent is at the core of Maine’s 10-Year Economic Plan. And while we’re proud to have residents
representing all age groups, one challenge in having a population that skews older is that Mainers
are retiring in large numbers. To attract new talent, Maine needs to have a dynamic economy that
offers recent college graduates and other jobseekers with well-paid careers—opportunities that
allow them to achieve a high quality of life for themselves and their families. As part of meeting
needs for a skilled workforce, it is important to recognize our goals for credentials of value as
mentioned previously. Maine is also making significant efforts to add 75,000 workers by 2030.

I1.(b.3) PERFORMANCE GOALS

TITLE I ADULT, DISLOCATED WORKER AND YOUTH

TABLE 10: ADULT PERFORMANCE GOALS PY2024 & PY2025

Title I - Adult Program

Program Year: 2024 Program Year: 2025
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Expected | Negotiated | Expected Negotiated
Level Level Level Level
Employment (Second Quarter after| 70.5% 71.0%
Exit)
Employment (Fourth Quarter after| 68.0% 68.5%
Exit)
Median Earnings (Second Quarter| $7,000.00 $7,200.00
after Exit)
4.09 .09
Credential Attainment Rate 64.0% 66.0%
50.0% 51.0%

Measurable Skill Gains

TABLE 11: DISLOCATED WORKER PERFORMANCE GOALS PY2024 & PY2025

|

Title I - Dislocated Worker Program

Program Year: 2024

Program Year: 2025

Expected Negotiated | Expected Negotiated
Level Level Level Level
Employment (Second Quarter after| 75.0% 75.5%
Exit)
Employment (Fourth Quarter after| 77.0% 77.5%
Exit)
Median Earnings (Second Quarter| $8,300.00 $8,500.00
after Exit)
67.09 68.09
Credential Attainment Rate % %
57.0% 57.5%

Measurable Skill Gains
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TABLE 12: YOUTH PERFORMANCE GOALS PY2024 & PY2025

Title [ - Youth Program

Program Year: 2024

Program Year: 2025

Expected Negotiated | Expected Negotiated
Level Level Level Level
Education, Training, or 68.5% 69.0%
Employment (Second Quarter after
Exit)
Education, Training, or 71.5% 72.0%
Employment (Fourth Quarter after
Exit)
Median Earnings (Second Quarter| $4,600.00 $4,800.00
after Exit)
57.09 57.59
Credential Attainment Rate % %
48.0% 50.0%

Measurable Skill Gains

TITLE IT ADULT EDUCATION

TABLE 13: ADULT EDUCATION PERFORMANCE GOALS PY2024 AND PY2025

Title II - Adult Education and Family Literacy Act

Program

Program Year: 2024

Program Year: 2025

Expected | Negotiated | Expected Negotiated
Level Level Level Level
Employment (Second Quarter after| 36.0% 37.0%
Exit)
Employment (Fourth Quarter after| 35.0% 36.0%

Exit)
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Median Earnings (Second Quarter| $5,400.00 $5,500.00
after Exit)
0 0
Credential Attainment Rate 36.0% 37.0%
40.0% 41.0%

Measurable Skill Gains

TABLE 14: WAGNER-PEYSER PERFORMANCE GOALS PY2024 AND PY2025

TITLE III - WAGNER-PEYSER

Title III - Wagner-Peyser Act Employment Service

Program

Program Year: 2024

Program Year: 2025

Expected | Negotiated || Expected Negotiated
Level Level Level Level

Employment 65.0% 65.5%

(Second Quarter after Exit)

Employment 59.0% 60.0%

(Fourth Quarter after Exit)

Median Earnings $8,000.00 $8,200.00

(Second Quarter after Exit)

Credential Attainment Rate Not Not Not Not Applicable
Applicable || Applicable | Applicable

Measurable Skill Gains Not Not Not Not Applicable
Applicable || Applicable | Applicable
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TITLE IV PROGRAMS—VOCATIONAL REHABILITATION
TABLE 15: VOCATIONAL REHABILITATION; PERFORMANCE GOALS PY2024 AND PY2025

Title IV - Vocational Rehabilitation Program

Program Year: 2024

Program Year: 2025

Expected | Negotiated || Expected Negotiated
Level Level Level Level
Employment (Second 48.0% 50.0%
Quarter after Exit)
Employment (Fourth 45.0% 47.0%
Quarter after Exit)
Median $4,650.00 $4,900.00
Earnings
(Second
Quarter after Exit
Credential 53.0% 54.0%
Attainment Rate
Measurable Skill Gains 45.0% 47.0%
TABLE 16: ALL WIOA CORE PROGRAMS
H All WIOA Core Programs
Program Year: 2024 Program Year: 2025
Expected Level [Negotiated Expected Level [Negotiated
Level Level
Effectiveness in
Serving Not applicable |[Not applicable [Notapplicable [Notapplicable
Employers

Additional Indicators of Performance
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I1.(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.

The state’s economic plan identifies targets of increasing the annual wage by 10 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
percent of Maine’s workforce have a credential of value by 2025. The State Board has been 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 Board gets an update on the progress towards each goal during each quarterly meeting as well
as general labor market updates from the Department of Labor’s Director of the Center for
Workforce Research and Information.

The State Board will continue to monitor and advise the Governor and the State on progress toward
meeting employer needs.

Each core program monitors achievement of its negotiated performance measures and reports
these to our federal partners annually.
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I1.(c) STATE STRATEGY

Stakeholders of the workforce development system and state agencies with responsibility for the
administration of core programs developed strategic objectives to achieve the state’s vision and
goals. These strategies reflect Maine’s unique economic, workforce, and workforce development
characteristics; focus on delivering greater value to customers; and target opportunities for greater
alignment between programs and increased system-wide efficiencies. Maine’s strategic objectives
are discussed below and more fully elaborated throughout this document.

Aligning with Maine’s Economic Development Strategy 2020-2029, 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 with Maine’s
already growing needs in health care and manufacturing, workforce 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.

During the 2020 State Plan, Maine identified three strategic objectives that were folded into the
refresh of the state economic development plan. The 2024 State Plan cycle allowed us an excellent
opportunity to align our workforce with economic development in the state by combining goals and
embedding the state’s workforce development strategy into the long-term economic development
plan.

During the collaborative work with the Department of Economic and Community Development to
update the 10-Year Plan, several actions were updated and created to clearly align workforce and
economic development strategies within three of the identified strategies:

e Strategy A: Grow Local Talent
e Strategy B: Attract New Talent
e Strategy G: Promote Hubs of Excellence

Strategy A: Grow Local Talent

The first strategy is focused on increasing credentials of value and increasing average wages for
workers. This ties back to the previous section where the strategy was outlined.

Actions under Strategy A:
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A1l: Expand Free Community College

Access to education is essential to creating a gateway for local talent. We're still building back
from the effects of the pandemic. We've made great strides, but we need to continue our commit-
ment to providing support and clear opportunities to our young people. To do that, we must main-
tain and expand our free community college initiative beyond the 2024-25 academic year.

A2: Develop a Job Portal

In our digital age, we need to reach Maine’s future workforce online. We will develop and im-
plement a training, education, and career planning web portal that job seekers, community partners,
and employers will view as a critical first step in connecting talent with resources that ultimately
lead to matching talent with availability. We plan to incorporate student and worker voices to ensure
that this site speaks to their needs. The Department of Labor will lead this effort, but success will
depend on collaboration of businesses and non-profits to ensure that the content is robust and
workers are able to ensure they can showcase their talent and interests so matches can be created.
Additionally, marketing will be required to reach both businesses and job seekers.

A3: Expand and Promote Registered Apprenticeship

Apprenticeships work, but we need more of them. According to national data, apprenticeship
graduates earn an average of $300,000 more in wages and benefits than their peers throughout their
careers, and 91% of apprentices continue working with their employer after their training because
they feel more invested and supported. Apprenticeships work to boost wages and retention, but we
need more of them. Apprenticeship programming is a partnership between employers and workers
that is supported by the Department of Labor. Businesses and labor organizations have invested in
the unique training and work experiences that apprenticeships offer. We will expand financial sup-
port and technical assistance to businesses and organizations that want to host certified pre-ap-
prenticeship and registered apprenticeship programs — and we will continue to increase awareness
of apprenticeships as a valued pathway to credential attainment.

A4: Strengthen Career Pathways

The success of our local talent ultimately depends on the pathways available to them. We plan
to create Career Academies that outline industry-driven career pathways, work-based learning, and
dual-enrollment opportunities in priority sectors for both students and working adults. This will
require strengthened coordination between PK-12 schools, Career and Technical centers, labor un-
ions, adult education programs, higher education systems, and employers. Career Academies create
a more streamlined approach for participants to determine the steps necessary to meet their
career goals, connect with employers, and attain industry-recognized credentials.
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A5: Increase Equitable Workforce Participation

In order to succeed, we need to make sure we are actively removing barriers for all. We need
to increase equitable workforce participation and provide upskilling opportunities for existing res-
idents, with a focus on historically marginalized communities. We’ll accomplish this by addressing
barriers to entry through increased wraparound support, strengthened connection with community
partners, and other necessary resources with a focus on individuals with disabilities, communities
of color, immigrants and refugees, older adults, those reentering the workforce, those in recovery,
and those living in rural communities.

A6: Expand the Maine Career Exploration Program

In order to grow local Maine talent, we must encourage students to explore their interests
through experiential learning opportunities in Maine’s key industries. In order to grow local
Maine talent, we must encourage students to explore their interests through experiential
learning opportunities in Maine’s key industries.

The $25M investment in the Maine Career Exploration Program had built the foundation for the
program’s three major partnerships with the Maine Department of Education, Jobs for Maine’s Grad-
uates, and the Children’s Cabinet to have more than 3,500 young people participating in the pro-
gram and over 2,500 more young people in the next year. This program aims to improve the work-
force participation rates in Maine’s younger age bands and to retain talent by showing Maine youth
the great opportunities that are available in Maine. Students are getting experience in Maine organ-
izations and are being paid for that work. Finding a balance of investment from the public and pri-
vate sector will be critical.

This multisystem partnership will continue to implement the Maine Career Exploration Program in
compliment with the existing array of services both in our schools and through community-based
organizations, while expanding the program'’s offerings to all middle school students. Maine Career
Exploration will continue to evaluate and implement National Best Practices for Work-Based Learn-
ing as “Step-up” programs to reach younger grades with age-appropriate Career Exploration Oppor-
tunities. With this focus on Extended Learning and paid work experience, we can ensure an inclusive
and solid connection to key industries and employers for all students.

Our Goals for the Next Year of Career Exploration Implementation
1. Provide 3,000 young people with Paid Career Exploration Opportunities
2. Attract new businesses and non profits to host students

3. Research and implement National Best Practices for Work-Based Learning and supporting
the Career Exploration Continuum
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4. Create the foundation for middle school programming so that all middle school students have
access to Career Exploration foundations

Career exploration doesn’t stop at the high school level. There is currently a University of Maine
Research Learning experience supported by funding the Harold Alfond Foundation designed to pre-
pare innovators and problem solvers for Maine’s workforce. This engages UMS students in research
projects that are connected to internships, co-ops and experiences with Maine companies. This di-
rect connection that has students working with Maine businesses to create solutions connects stu-
dents in practical ways with the opportunities Maine businesses have. This increases our collective
ability to retain these students in Maine’s workforce.

A7: Support Graduates and Adult Learners

Growing and keeping our workforce requires support after high school. Adult Education pro-
gramming throughout the state has grown over the past four years. During the 2022-2023 school
year, more than 11,000 adult learners participated in Maine adult education programming,.

2,872 workforce certifications and credentials of value were issued through adult education pro-
gramming in 2023, which is an increase of over 68% from 2022 to 2023. Adult Education is also
helping more people enter into high demand career fields.

e 1,252 medical certifications were issued in 2023, an increase of 57% from 2022.

e 226 licenses and credentials for manufacturing and trucking were issued in 2023, an increase
of 63% from 2022.

e 207 business and technology certifications were issued in 2023, an increase of 72% from
2022.

A8: Support International Trained Professionals

Maine has an abundance of skilled and talented workers from other countries, yet many face
barriers to working at their highest level of education or training. This is not only a Maine phe-
nomenon but a national one. Nationally, 21 percent of college-educated immigrants, or 2 million,
are either unemployed or working in jobs that require no more than a high school diploma (MPI)
We need their skills and talent in all of our industries, and we need to maximize the utilization of
their existing skills and knowledge. We will support the coordination of adult education, the Maine
Community College System and University of Maine System to improve prior learning and skills as-
sessments, identify gaps, and execute initiatives and programming so that internationally educated
and trained professionals can reach their occupational and professional goals in an efficient and
timely manner in Maine.
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Strategy B: Attract and Retain New Talent

Talent is at the core of Maine’s 10-Year Economic Plan and specifically the state’s efforts to add
75,000 workers to the talent pool.

Actions under Strategy B:

B1: Build and Launch Maine’s Talent Attraction Campaign

Maine is a great place to live, learn, and work — but not enough people know that yet. We
need to promote Maine’s quality of life benefits. We also need to highlight programs such as free
community college, affordable and high-quality public four-year universities, education tax credits,
professional and occupational licensure recognition, remote work opportunities, student debt tax
credit, and others. The Talent Attraction Campaign will create a toolkit for employers, regions, and
municipalities to share content to reinforce state-wide talent attraction messages while at the same
time highlighting their specific local assets.

B2: Highlight Career Pathways for New Mainers

Attracting talent requires a well-defined path to success. We will establish an Office of New
Americans that identifies roadblocks in skill development and credentialing in order to create access
to high quality work opportunities.

B3: Match New England Students with Maine Employers

Students in neighboring states should be able to find work here. We plan to launch a unique
initiative that matches New England higher education graduates with smaller employers in Maine.
Maine employers have roles that students from all over the country would be interested in. Utilizing
the online job portal, leveraging the value of the Maine Opportunity Tax Credit for students and cre-
ating direct one to one interaction on these roles will improve the number of recent graduates join-
ing Maine’s workforce.

B4: Recognize Out-of-State (Occupation and/or Professional) Certifications

We need to make it easier to bring expertise to our state. We need to continue finding opportu-
nities to accept professional and occupational licensure from other states and countries. We also
need to identify other pathways to working in Maine, such as provisional licensure.

B5: Strengthen Maine’s Higher Education Brand

Maine has great schools and a strong higher education system — and we should shout it from
the rooftops. We need to market Maine’s schools in a way that showcases their unique value and
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attracts students. If we increase Maine higher education enrollments, provide local work experi-
ence while they are enrolled, and graduate higher numbers into the workforce - we will create a
pool of talented and skilled people with local professional and institutional connections who will
likely remain in the Maine economy after graduation. Over 6,000 students graduated from the Uni-
versity of Maine system alone in 2022 /23.

Strategy G: Promote Hubs of Excellence

Leveraging a talented workforce and innovative businesses, a Hub of Excellence provides quality
healthcare, superb higher-education opportunities, and active research centers. Beyond improving
the economy of an area, hubs also improve quality of life for residents — through cultural
opportunities, family support services, and strong communities. Our objective is to do more to help
other regions in Maine leverage their strengths and resources, allowing us to attract more talent
statewide.

Actions under Strategy G:

G1: Further Define Hubs of Excellence

We need to help communities play to their strengths. We will clearly define the elements that
make up a Hub of Excellence, and we will identify the ways in which a Hub can take advantage of its
diverse assets and increase its potential for sustained success. In particular, we will ensure a con-
sistent link between Hubs of Excellence and the creative and outdoor economies, in order to retain
talent in rural communities. There are great examples in Maine and globally that we can showcase
as models for Hubs of Excellence.

G2: Connect Nonprofits and Academia to Communities

There are strong nonprofit organizations and university centers across Maine that have the
expertise to support community development and industry partnerships. We need to use tech-
nology and new and existing networks to ensure that their expertise is available to interested com-
munities.

G3: Invest in Placemaking

Maine’s iconic village centers are an important asset for the state, and the world-class quality of life
they provide can help the state to attract and retain talent. We will continue to reinvest in Maine’s
villages through programs like MaineDOT’s Village Partnership Initiative, which will help develop
these areas into more walkable, bikeable, and business-friendly locations that will make Maine com-
munities more attractive places to live, work, invest, and raise a family.
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G4: Initiate Pilot Hub Efforts

The Federal Reserve Bank of Boston leads a program called the Working Community Chal-
lenge. There are six regions that are currently participating in WCC (see graph). They each have
different focus areas, but all are intended to tackle systemic challenges their communities face in
order to create more opportunity for their residents. This is a strong wraparound model that is built
on local partnership development between the private sector, education, town management and
community leaders. While it is too early to have outcomes for Maine yet, this approach has shown
results in many other areas of the country.

Additional Strategic Work

Building off actions from Strategies A and G, the Board is pursuing the creation of the Maine Industry
Partnership Collaborative. This would expand on the experience the Board has running a pilot
Industry Partnership program.

Maine Industry Partnership Collaborative

Industry partnerships provide the foundation for Maine's demand-driven workforce strategy
designed to meet the workforce needs of businesses, the career goals and training needs of workers,
and Maine’s economic development goals. Continued investment in, and growth of, industry
partnerships will create lasting change in the labor market to the benefit of both employers and
workers and contribute to the state’s economic growth and the well-being of communities. The
Department and State Workforce Board have been intentional about looking at additional funding
opportunities to formalize this role. Opportunities include grants supporting Climate Ready
Workforces through NOAA and the creation of Tech Hubs partnerships.

The Maine Industry Partnership Collaborative will have four strategic areas of focus:

1. Maine’s industry sectors will be organized with participation of multiple employers, of
different sizes, to advance regional and state economic and workforce priorities.

2. Industry partnerships will coordinate with Maine’s workforce system, both regionally and
statewide, to strategically align efforts and resources.

3. Industry partnerships will focus on the development of quality jobs.

4. Maine’s industry sectors will be better positioned to attract talent both within and outside
of Maine through coordinated industry partner initiatives.

o Some of the priority sectors identified are:
* Foundational: 1) Healthcare, 2) Education, 3) Hospitality/Retail
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* Emergent: 4) Advanced Manufacturing/Forest, 5) Energy & Infrastructure, 6)
Defense & Space Innovation
= Skills of the future: IT/Cybersecurity

Another strategy has been to create a connected, aligned and demand-driven workforce system
across public and private partners that fosters the growth of the state’s economy while supporting
equitable, safe, and productive employment opportunities for all residents. One of the actions
supporting this is the creation of MyWorkSourceMaine.com.

As referenced earlier, the State Workforce Board received a grant from the National Governor’s
Association to develop the new unified brand for Maine’s workforce system called Work Source
Maine. The goal of this new unified brand is to build awareness and understanding of the resources
available to residents and Maine businesses.

The SWB ended 2022 by embarking on a groundbreaking multi-agency project that will build on
the Work Source Maine brand by consolidating existing tools and resources to make it easier for
Maine workers and employers to connect to existing programs, resources, and supports within
Maine’s workforce system.

In the third quarter of 2023, the SWB released an RFP soliciting competitive, responsive proposals
to build a multi-agency education, training, and career planning platform called
MyWorkSourceMaine.com. The SWB is negotiating a contract with the selected vendor.

The purpose of MyWorkSourceMaine.com is to:

e organize education, training, career planning information, and other wrap around services
into a coordinated online career portal creating a “no wrong door” approach for Maine
workers and employers,

e provide users with a simple user-friendly way to access available jobs, workforce trainings,
and other needed resources, and

e provide residents with a career pathways tool that will allow them to explore careers within
industry sectors and connect to available trainings and job openings.

To meet its infrastructure and climate goals, Maine needs a bolstered workforce in key sectors such
as broadband, offshore wind, clean energy, construction, and transportation. According to sectoral
workforce assessments and employer research conducted in 2022-2023, Maine is projected to face
workforce gaps in key cross-sector occupations, such as transportation and material movers,
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construction laborers, electricians and helpers, and civil, industrial, environmental, software and
other engineers.

Rising to this challenge, Maine has a strong, aligned workforce system that is advancing job quality
and interacting with communities of unemployed and underemployed adults, multilingual learners,
young adults in and out of school, people of color, women, justice-involved individuals, and other
communities typically left on the sidelines that can be engaged in this work. Through collaboration
among Maine Department of Labor, Maine Community College System, Maine Adult Education and
University of Maine System—among other local partners—Maine has a proven track record of
interagency partnership to invest in and scale workforce development strategies that help
underserved populations advance into good jobs.

To catalyze this partnership, the Maine Department of Labor brought on an Infrastructure
Workforce Policy Lead as a dedicated capacity for 1) identifying federal funding opportunities in
The Bipartisan Infrastructure Law, Inflation Reduction Act, and CHIPS and Science Act; 2) building
workforce strategies tailored to relevant sectors and occupations; 3) bringing together partners
across state agencies to execute these strategies; and 4) working with agency partners and the
Bureau of Labor Standards to ensure federal funding translates to high-quality job opportunities.
Partners meet monthly to coordinate on this work, aligning on shared workforce priorities and
identifying opportunities to leverage and strengthen ongoing workforce development efforts.

As aresult of interagency partnership, Maine’s education and workforce system is building a skilled,
diverse talent pool for key infrastructure occupations. For example:

e MDOL has partnered with employers, labor unions, and others to serve 500 pre-apprentices
across 26 certified programs, providing a hands-on work experience and raising awareness
of careers in key sectors through programs such as:

o The Association of General Contractor’s Maine Construction Academy, which hosts 6-
week long summer bootcamps targeted at young adults and provides OSHA-10 and
CPR certifications—with interviews at member companies.

o Maine AFL-CIO’s Union Construction Academy, which focuses on connecting and
preparing under-represented communities to union construction jobs with a focus on
women, the re-entry community and New Mainers—providing OSHA 10, flagging,
asbestos awareness, confined space entry, and CRP/First Aid certifications - with
interviews at union apprenticeship programs.
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Maine is in the process of doubling its number of registered apprenticeships, with 1687
registered apprentices across 416 employers in occupations such as electricians,
technicians, plumbers, construction laborers, and mechanics.

The Maine Department of Education’s Adult Education Team partnered with employers to
address workforce shortages by equipping adult learners with 2,872 certifications and
credentials of value in the 2022-2023 academic year alone - a 69% increase from the
previous year - in high-demand fields, such as manufacturing, trucking, and technology, and
embedding contextualized English language learning to prepare New Mainers (immigrants
and refugees) for high-quality jobs.

The Maine Community College System (MCCS), leveraging state funding, provided pre-hire
workforce training to 8,864 Maine residents and upskilling and incumbent training to 8,347
Maine residents through the Harold Alfond Foundation funding, leading to certifications,
credentials of higher value, and, ultimately, high-quality jobs.

To advance and build upon these outcomes, Maine’s education and workforce system has
capitalized on several grant opportunities by securing:

Building Pathways to Infrastructure Jobs: Under the development track, Coastal Counties
Workforce Inc. (CCWI), one of Maine’s three local workforce development boards, secured
$2 million to establish a new sector partnership in Renewable Energy - Green Jobs for ME -
to prepare target populations for high-wage, high skills careers as Engineers and
Construction Managers.

Broadband, Equity, Access, and Deployment: The Maine Connectivity Authority (MCA)
received $272 million to fund broadband infrastructure and digital equity for the entire
state, including building Maine’s broadband workforce by collaborating with the MCCS to
develop a Fiber Technician Training Program, Maine's CTE staff in the Department of
Education to integrate broadband and telecommunications training into their curriculum,
and the Maine Department of Labor to establish broadband apprenticeship and pre-
apprenticeships. In addition to funding workforce development, MCA's scoring criteria for
project contractors includes allotted points for advancing job quality, including preference
for using a directly employed workforce, paying prevailing wages and benefits to workers,
and other criteria in line with the Department of Labor’s Good Jobs Principles.

National Electric Vehicle Infrastructure: The Maine Department of Transportation
(MaineDOT) has received $11 million in NEVI funding to expand public EV charging in the
state and is working in coordination with the MDOL to ensure that the workforce can obtain
the necessary training to reliably install this infrastructure. MaineDOT is engaged with the
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International Brotherhood of Electrical Workers in Maine on EV infrastructure training and
intends to explore further introducing EV charging and EV car maintenance to relevant MCCS
programs.

Weatherization Assistance Program: MaineHousing has received $31 million to help
Maine homeowners and renters repair and improve their homes to increase their energy
efficiency and is building a talent pool of weatherization contractors needed for this work,
including by equipping contractors with certifications from the Building Performance
Institute’s Comprehensive Training, expanding existing sustainable construction programs
at MCCS, and establishing a training facility to train new and aspiring contractors in the
weatherization industry.

Regional Technology and Innovation Hubs (Tech Hubs) Phase I: Maine secured a
prestigious “Tech Hub” designation from the Economic Development Administration for the
advanced manufacturing of innovative forest bioproducts. As part of the strategic
development grant awarded under that designation, the state will be building an Advanced
Manufacturing Talent Roadmap, covering current labor market trends for key occupations,
training programs, and other assets, and shaping tailored implementation priorities to
strengthen the region’s advanced manufacturing workforce.

In addition to these secured awards, the state has put together competitive applications and is

applying or awaiting award notification for the following grant opportunities:

Solar for All: The Governor's Energy Office, in coordination with MDOL, applied for $99.5
million from Solar for All If fully funded, the application would benefit approximately 37,000
low-income and disadvantaged households in Maine via deployment of solar and energy
storage and expand workforce development opportunities, strengthening Maine’s talent
pool of electricians and solar photovoltaic installers.

NOAA Climate Ready Workforce: CCWI has also applied for $5.5 million to support a
statewide partnership - Climate Ready ME - focused on workforce development for jobs in
three climate resilience sectors: investing in climate ready infrastructure (e.g. water
systems), promoting innovation and sustainability in the blue economy (e.g. seafood
products and marine technology), and protecting working lands and waters (e.g. preserving
coastal habitats). Workforce training would focus on certified pre-apprenticeship, registered
apprenticeship, and short-term credentials aligned to these sectors.

State-Based Home Energy Efficiency Contractor Training: In coordination with the
Department of Labor, the Governor’s Energy Office has submitted an application for $1.3
million in formula funds from the Inflation Reduction Act for energy efficiency contractor

88



workforce development, building a strong pipeline of skilled talent for the sector through job
training for individuals, particularly those from disadvantaged communities.

¢ Regional Technology and Innovation Hubs (Tech Hubs) Phase II: Building on Maine's
Phase I designation, the state is applying for up to $75 million in Phase II funding, including
a workforce development component that would strengthen and diversify the talent pool
across the forest bioproducts value chain - investing in the materials and manufacturing
workforce. Driven by two interrelated industry partnerships in forestry and advanced
manufacturing, the component would expand access to quality jobs in the forest bioproducts
industry by targeting middle-skill occupations and developing the next generation of
researchers, innovators, and entrepreneurs through career exploration programs (e.g.
certified pre-apprenticeship), industry-aligned training offered by CTEs, Adult Ed, MCCS, and
the University of Maine, apprenticeship and other upskilling opportunities, and sector
navigation and wraparound supports.

¢ Rebuilding American Infrastructure with Sustainability and Equity: MaineDOT is
submitting an application under this $1.5 billion program that will include workforce
development activities focused on identifying electrification skills gaps and building on the
NEVI grant to strengthen existing and emerging electric vehicle maintenance and repair
technician training programs at MCCS, with a focus on heavy duty mechanics, charger
installers, and training first responders on handling electrical fires.

To attract talent to move into the state — and to retain the talent we have — Maine needs a
supporting infrastructure that ensures a quality of life. Broadband and schools, mentioned earlier,
are pieces of the puzzle. Childcare, housing and transportation are also part of the picture. Because
these functions are largely independent of the economic development system, other entities must
be responsible for achieving goals in these areas. There have been major investments in
infrastructure in the past 4 years. The Transportation Department received nearly $300 million in
state capital construction funds in 2023. Maine invested $25 million in federal pandemic aid funds
into growing early childhood programs, and provided monthly stipends to more than 7,000 child
care workers. The Legislature approved record level funding for housing in 2023 -- over $90 million
for production and homelessness programs. But transportation, housing, and child care are long
term problems. They took many years to develop; they will take many years to fix. The American
Society of Civil Engineers gave Maine a C-grade in 2020 for its infrastructure maintenance of roads,
bridges, transit, and utilities. A statewide study in 2023 found that Maine needs another 80,000
housing units by 2030 to address its historic backlog and the demand from new in-migrants. Maine’s
child care market is still too expensive for families to afford, too spotty to provide coverage to all
families, and too poorly-paying to attract needed workers.
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The 2023 Maine Employer Summit connected 500 (300+ in-person) participating employers,
government agencies, and workforce partners with resources on how to break down barriers to
attracting and hiring specific communities, and shared best practices, challenges, and innovations
in creating a more inclusive, sustainable workforce.

Out of the Summit, employers expressed interest in continued learning opportunities moving
forward. In response, the State Workforce Board’s Industry Leadership committee put together a
webinar series focused on a number of topics employers identified they would like to learn more
about. The result will be five webinars focused on strategies for attracting and accommodating
workers from priority populations, including, older workers, New Mainers, individuals with
disabilities, justice-involved individuals, and individuals in recovery.

The Maine Department of Labor and the State Workforce Board are collaborating with the
Department of Economic and Community Development’s Career Exploration Team to host the
second Maine Employer Summit titled Engaging Today and Tomorrow’s Workforce. There are plans
to host up to 300 employers as well as hosting up to 200 young adults both in and out of school. The
focus will be on youth and connections to opportunities currently available to workers in Maine.

[II. OPERATIONAL PLANNING ELEMENTS

III.(a) STATE STRATEGY IMPLEMENTATION

[1I.(a.1) STATE WORKFORCE BOARD FUNCTIONS

Maine’s State Workforce Board meets the WIOA state board composition requirements and will
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.
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4)

5)

g.

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.

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.

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.

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.

The development and continuous improvement of the one-stop delivery system in local
areas, including providing assistance with planning and delivering services.

The development of strategies to support staff training and awareness across programs
supported under the workforce development system.

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).

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;

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

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.
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6)

7)

8)

9)

The development and review of statewide policies affecting the coordinated provision of
services through the state’s one-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.

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 (20 U.S.C. 9101), referred to in this Act as “digital literacy skills”).

b. Accelerate participants’ acquisition of skills and recognized postsecondary credentials.

Strengthen the professional development of providers and workforce professionals.

o

d. Ensure technology is accessible to individuals with disabilities and individuals residing
in remote areas.

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.

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).

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.
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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 currently staffed by a
director and a workforce development program coordinator. One position, a labor program
specialist, is currently being reclassified.

The State Workforce Board established new committees at its December 2021 Board meeting. The
committees are intended to align with the state’s workforce and economic development goals to
support a thriving Maine economy for workers and businesses alike. The new committees are
aligned with the state’s priorities and will support alignment and coordination of programs and
opportunities across the different agencies and stakeholders that comprise the state’s workforce
system, with the goal of supporting the state’s economic growth through greater economic mobility
for workers and a trained workforce for employers.
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SWB Committee Structure

Three advisory committees are in place, chaired by members of the SWB.

Committee Focus

Worker Employment, | To align workforce training and education programs, with a focus on in-
Education and Training | demand occupations for priority populations, to ensure workers have the

Committee resources needed to increase their skills and education and to access
employment.

Industry Leadership | Engage employers, regional business groups and industry associations to

Committee ensure alignment of education and training services with employer

demand, focusing on priority industry sectors.

Workforce System | Create a workforce system that is accessible, data and demand-driven,
Coordination Committee | and accountable to Maine workers and businesses by pursuing initiatives
that improve customer navigation, training programs, data-sharing,
evaluation, accountability, and data driven decision-making.

The Apprenticeship Council and Commission on Disability and Employment, both statutorily
mandated, remain as subcommittees. The State Workforce Board submitted legislation, Maine
Public Law 2023 Chapter 13, through the Department of Labor in 2023 to clarify the structure and
development of Board subcommittees as deemed necessary.

Finally, the new SWB committee structure now includes an Executive Committee, comprised of the
SWB Chair, the Chair and Vice Chair from each committee, the Commissioner of the Department of
Labor, the State Workforce Board Director, and an ex-officio member of each statutorily mandated
committee (Apprenticeship Council and Commission on Disability and Employment). The Executive
Committee ensures coordination, alignment, and accountability of the Board’s work.

Responsibilities of the SWB Committees

The SWB Committees will have advisory authority only and will serve as the focal point for
discussion and debate on how to support the state’s economic growth. The responsibilities of the
new SWB committees are as follows:
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e Identify policies across the system that impede movement towards the goals; elevate to
appropriate agency/agencies.

e Identify priority areas for focus of investments based on LMI and other data.

¢ Identify where connections are needed across the system for fluid delivery of services.

e Identify gaps across system and recommend how/where to fill.

e Engage as an advisor and thought partner to the SWB.

e Establish annual priorities and related work plan aligned with SWB priorities; report on
progress at least twice a year to the full SWB.

e Review, monitor, and report out on measurable key performance indicators and milestones.

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 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.

[1I.(a.2) IMPLEMENTATION OF STATE STRATEGY

(A) CORE PROGRAM ACTIVITIES TO IMPLEMENT THE STATE'’S STRATEGY

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 core program leads and partners and leads from other agencies convene on a monthly
basis to share best practices and information and discuss how to support and work in collaboration
to implement the goals of WIOA. Partners have made commitments to achieving an integrated and
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seamless workforce system through a written memorandum 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 is 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:

e Work together with the local area one-stop operators to create and disseminate a common
message about Maine’s workforce development system.

e 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.

e Contribute to informational websites for external stakeholders.

e Develop marketing materials that highlight a collaborative approach to service delivery.

e Post partner information on each other’s website.

e C(reate and disseminate marketing materials in alternate formats that are accessible to
individuals with disabilities and reflect cultural competence.

e C(reate and disseminate educational materials for employers regarding the benefits of
employing priority populations, including veterans, older adults, youth, individuals with
disabilities, justice involved, and New Mainers, paying specific attention to the needs of small
businesses in rural areas of the state.

e Use the compilation of data and evaluation with rapid cycle metrics as the cornerstones to
increase the effectiveness of Maine’s workforce development system. The core 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 is one example of activities involving the core
programs that will help analyze and improve Maine’s workforce development system.

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.
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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:

e Meeting with individual businesses at local, regional, and state levels.

¢ Hosting and/or attending regional industry forums that address workforce development
needs.

e Strategic planning and formal communications with industry and trade associations

e Events sponsored by state and local workforce boards.

¢ Employer advisory committees to the Career and Technical Education (CTE) schools, Maine
Community Colleges, and the University of Maine system.

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
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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 skills. 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.

To fully implement and support the activities noted above, Maine’s core partners are committed to:

e Adopt and articulate a shared vision of an aligned lifelong learning system that clearly
delineates each partner’s role and responsibilities in the development of a seamless
continuum of programs and supports leading to employment.

e Demonstrate shared leadership and commitment to institutionalizing this lifelong learning
system.

e Work within the workforce system (including required one-stop partners, non-required
organizations and employers) to construct and deploy the activities listed above.

e Focus on the development of portable, stackable credentials of value for in-demand
occupations. The U.S. Department of Labor defines a “stackable credential” as “part of a
sequence of credentials that can be accumulated over time to build up an individual’s
qualifications and help them move along a career pathway or up a career ladder to different
and potentially higher-paying jobs” (Training and Employment Guidance Letter 15-10, U.S.
Department of Labor).

e Work within Maine’s academic arena to support and expand on the 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.

e 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.

e 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,
employability skills and introductory hard skills needed to enter a postsecondary education
or training program without the need for remedial coursework.
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e 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.

e Develop a system of accountability to ensure that education and workforce training
initiatives provide the knowledge and skills necessary for employability.

e Provide equal access to these opportunities through the implementation of universal design
from the program design stage through implementation and reflect cultural competency.

e Integrate work-readiness skills into programs offered throughout the lifelong learning
process.

e 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.

e Useand promote data and continuous improvement strategies. Partners are data-driven and
focused on continuously improving efforts by measuring participants’ interim and ultimate
outcomes as well as process indicators.

e Support professional development. Partners support robust and ongoing professional
development for relevant practitioners and administrators.

e Develop a process of promoting credentials as a pathway to employment.

e C(reate 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,
which allows for optimal use of other resources that can support Maine’s workforce and 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
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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 statewide issues of housing, transportation, childcare
and access to broadband, which were identified in the many listening sessions conducted for the
Governor’s economic development 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.

Maine partners have taken great strides toward inculcating the “Whole Family Approach to Jobs” as
a best practice for serving low-income individuals and their families. Also referred to as a two-
generation approach, it brings human services, education and workforce stakeholders together to:

e 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

e Promote state policies and systems alignment that will improve access to and success in
education, training and employment for parents

e Develop aregional learning community focused on whole-family approaches to employment
equity that will include employer stakeholders

Maine’s Whole Families Working Group conducted research to assess 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 parents’
financial security and capacity to work outside the home. The Earned Income Tax 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

1772, LD 1774), in 2019. The new laws look to address the state’s benefits cliffs. The package

eliminates the gross income test for TANF, invests $2 million in whole-family pilot programs and

increases the income disregard in TANF to support parents’ transition to work. It also authorizes an
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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.

Itis 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 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 institutions, Maine’s
Community College and University Systems, Department of Corrections, industry associations and
labor associations. Due to our current shared vision to improve the state’s economic viability and
the prosperity of residents (many of whom are common clients), a 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 meeting employers’ needs. As
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a truly viable career pathway in Maine, apprenticeship 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 addition of a BRS Apprenticeship
Navigator through MDOL’s State Apprenticeship Equity, Expansion, and Innovation grant
and related initiatives funded as part of Maine’s Jobs and Recovery Plan has significantly
expanded apprenticeship and pre-apprenticeship opportunities for job seekers with
disabilities across the state.

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

Maine’s core programs understand that a coordinated customer service approach is essential to an
effective workforce development system, especially when addressing the employment, training and
related basic needs of people with barriers. Partner support for the alignment and coordination of
workforce development, education, community and economic development resources from both
the State and local area level is articulated in each local area Memorandum of Understanding.

Partners have committed to support a comprehensive, accessible, high-quality one-stop system; a
system that is accessible and easily navigated by job seekers. This level of collaboration is required
for a workforce system that promotes improvement in the structure of and delivery of multiple
partner services; addresses the employment and skill needs of workers, jobseekers, and employers;
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articulates career pathways for in-demand occupations and industries; results in workforce
participation and preparation of underutilized populations and individuals with barriers; and
enables workforce participants to enter career pathways that provide self-sustaining wages and
offer upward mobility.

Partners of the one-stop delivery system are committed to having the necessary level of knowledge
of each partner’s programs to be able to make appropriate referrals and braid appropriate
resources to support employment, training, and basic needs on behalf of shared customers. Partners
work to align and coordinate workforce development resources in a way that is seamless to the
customer, maximizes resources, reduces redundancies and improves the outcomes of participants
of each partner program.

Progress around system alignment is being made but results come quicker through coordinated,
networked, and targeted strategies to engage untapped talent among high-priority or targeted
populations. 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. To
accomplish this, Partners commit to understanding basic eligibility and participation
requirements/available services and benefits offered by each of the Partner program; staff
participation in cross-training opportunities like those provided in State-coordinated monthly
Partner meetings; work toward more common intake, assessment and registration tools, and
standards; and strengthening referral processes. Intentional coordination of individualized career
plan additionally serves as a tool to ensure that activities are integrated, and resources are
effectively used across programs to provide comprehensive and high-quality services.

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.

Maine is a geographically large, rural state in which those without affordable, reliable
transportation face significant barriers to accessing occupational training and employment. Rural
communities in the state’s three regions have limited or non-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. The Department is partnering with the Maine Department of
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Transportation to run a pilot program with up to 10 participants in recovery to provide an e-bike
to transport themselves to work, training, and necessary appointments.

Workforce boards will work to promote the resources of Maine’s public library system as a key
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 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.

In partnering with Maine’s public library system, workforce providers can promote participant
access to resources in the Digital Maine Library, specifically, the Career Preparation, Adult Skills and
Computer Skills Center. The Digital Maine Library also provides access to “Career Transitions,” an
online resource for job 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, and local workforce boards. The Library has fully integrated and embedded workforce
development as part of its mission and activities, hosting itinerant staff from the Augusta
CareerCenter who are able to provide employment and training services as well as a local job fair.
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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.

BRS works to bring about full access to employment, independence and community integration for
people with disabilities. BRS has statewide offices co-located with the CareerCenters. This allows
for accessible access to one-stop services for individuals with disabilities. BRS has an IFA and MOUs
with each of the Comprehensive One-Stop Centers which includes contributing financially to the
cost of the one-stop infrastructure, a description of services that will be made available through all
partners, referral methods, and specific methods to ensure the needs of individuals with barriers to
employment are met. Additionally, BRS is represented at the State and Local Workforce
Development Boards and represents the needs of individuals with disabilities as part of the
coordinated system.

(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
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 workforce training, education and employment
placement are job-driven and forward thinking.
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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:

e Their input is required for creation of a workforce system that is committed and responsive
to their needs.

e C(larify the roles of each partner in the system.

e (larify what they can contribute toward establishing stackable credentials and micro-
credentials that advance the progress of entry level workers.

e (Clarify the benefits of registered apprenticeship, internships, on the job training, customized
training, incumbent worker training, and support services.

e Assistance is available to help them identify skills and qualifications for in-demand
employment.

e Employer engagement is vital in the creation of credentials that meet their needs and that
will result in employment for those who earn them.

e 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 Maine’s
changing economy. The state director is a voting member of the State Workforce Board 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 initiatives
addressing the workforce needs of Maine’s employers.

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:

e 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,
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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-Work is also
marketed through a flyer enclosed with each employer’s yearly unemployment insurance
tax information to prompt them to request assistance if they have any workforce
development assistance needs.

Maine’s Competitive Skills Scholarship Program (CSSP) is open to individuals whose 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.
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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 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. In addition
to offering Windmills, a highly interactive employer Disability Awareness Training, 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 started this process, working with youth
through a model adopted from Vermont, called Progressive Employment, and has now
expanded it to all ages of job seekers with disabilities statewide through both the Division of
Vocational Rehabilitation and the Division for the Blind and Visually Impaired. Maine’s
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. Additionally through
resources made available through the Maine Jobs and Recovery Plan, the Progressive
Employment strategy is being piloted over the next two years to assist individuals who have
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been disproportionately impacted by the COVID-19 pandemic, those who are justice
involved and/or in recovery.

Future activities identified during this state plan period related to the coordination, alignment, and
provision of services to employers include:

e 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, easy to understand, and serve as a plan to be followed by the employer and the
multiple service agencies responding to the business needs.

e 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:

o Workforce development:
o Employment services (MDOL’s Bureau of Employment Services and Bureau of
Rehabilitation Services) on behalf of:
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= Apprenticeship

= Competitive Skills Scholarship Program -Business

* Federal Bonding Program

= Foreign Labor Certification Program

= Labor Exchange

= Rapid Response

= Reemployment Initiatives

= SafetyWorks

* Trade Act

= Veteran’s Services

=  Work Opportunity Tax Credit

= DHHS - TANF (Fedcap - Parents as Scholars - LIFT - HOPE)

= Title IB service providers (Adult, Dislocated Worker, Youth)

= Vocational Rehabilitation (Division of Vocational Rehabilitation & Division for
the Blind and Visually Impaired)

=  Pre-Employment Transition Services

=  Workforce boards

Education and Training:

0O O O 0O 0O O O O

Adult Education

Career and Technical Education Secondary Schools
Job Corps

Maine Community College System

Private schools, colleges, universities

Trade skills training entities

University of Maine System

Educate Maine

Economic Development

O O O O O O

Center for Workforce Research and Information (CWRI)
Department of Economic and Community Development
Regional and municipal economic development entities
Small Business Association
Small Business Development Centers
May also include (as appropriate):

= (Coastal Enterprises, Inc.

= Employer representatives
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* Finance Authority of Maine

* Live and Work in Maine

» Maine Chamber of Commerce

= Maine Development Foundation

* Maine Manufacturing Extension Partnership
= Maine Rural Development Authority

= Maine Technology Institute

= 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

o O O O O

Understanding workforce development resources and who to work with at the local,
regional, or state level.

Understanding economic development resources and who to work with at the local,
regional. or state level.

Navigating education, training, and research and development resources.
Understanding labor market and industry information and sources.

Understanding best practices in attracting and retaining untapped labor talent pools.
Understanding and effectively utilizing business outreach materials and tools.
Effectively assessing employer needs and coordinating efficient low-risk responses in
collaboration with business response team partners.

Addressing employer needs using the integrated response tool approved by team
partners.

Tracking and communicating employer services to ensure follow-up and reporting of
achieved outcomes.

e Seamless Coordination of Services Business response teams will work behind the
scenes to address industry needs using an integrated response tool as follows:

O

O

Using agreed-upon communication protocols to share business needs assessment
data with appropriate partners.

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

111



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.

e Build awareness of the Maine Workforce System Build programs with a human-centric
design approach that uses all available digital and non-digital tools. With support from a
technical assistance grant from the National Governor’s Association (NGA), the SWB will
work with workforce system partners to:

o Develop a portal which will align public workforce programs that support 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.

o Create a unified brand for Maine’s workforce system that will:

» Increase awareness of the workforce system for employers, and residents of
Maine who are interested in jobs, careers and greater economic opportunities.

* Improve understanding of the scope of Maine’s workforce system services and
how to access them.

* Increase consistency across Maine’s workforce partners to create a better
sense of unity.

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 link employers to business assistance programs and technical assistance on a just-in-time basis.

Properly assessment of an employer’s workforce and business service needs is essential to
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

Educational institutions are key partners in Maine’s workforce development system and play a
critical role in the State’s strategies to increase the effectiveness in how partners work together.
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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:

e 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.

e The State’s education and training systems will be supported to provide job-driven
instruction as part of a cohesive continuum that includes secondary schools, adult education,
community colleges, universities, on-the-job training, and apprenticeship.

e Partners will increase engagement with secondary schools to expand student awareness of
Maine’s career pathways, in-demand occupations, and employment opportunities.

e Postsecondary educational institutions and training organizations will join in the messaging
of the workforce development system.

e 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.

e Working with education, workforce, and employers, including the MaineSpark and All
Learning Counts initiatives, criteria for a “credential of value” will be defined in a way 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.

e Workforce development service providers in each of Maine’s local areas will partner 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 worker, and youth programs in Maine’s most northern county, 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.
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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 to end up, 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:

e 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

e Provide professional development to instructors and staff on understanding the needs of this
group

e 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

e Develop pathways to adult education for the 40 percent of high school graduates who do not
have any post-secondary plans

e Explore pathways and collaborations with Career and Technical Education programs

e 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.

[t 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.
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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.

Core and other partner agencies will collaborate with the “MaineSpark” initiative (with a goal of
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 initiated
through the “All Learning Counts” initiative, funded by the Lumina Foundation and 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-
credentials to traditional degrees. Like MaineSpark, “All Learning Counts” is a coalition of public and
private organizations working to develop a micro-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.

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 - 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.
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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.

(F) IMPROVING ACCESS TO POSTSECONDARY CREDENTIALS

The State’s strategies as described throughout this plan will address issues that prevent access 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.

During the work to update the state’s 10-year economic development plan, there was intentional
focus on growing local talent, which includes identifying opportunities for improving access to
postsecondary credentials.

Access to education is essential to growing a local talent pipeline. We're still building back from the
effects of the pandemic. We’ve made great strides, but we need to continue our commitment to
providing support to our young people and beyond. To do that, we must maintain and expand our
free community college initiative beyond the 2024 to 2025 academic year.

Growing and keeping our workforce requires support after high school, too. We will advance
deliberate and coordinated efforts among adult education, the Maine Community College system,
the University of Maine system, and other relevant post-secondary educational institutions to
ensure that all Maine graduates and adult learners obtain a credential of value and participate in a
local work experience through apprenticeship, co-ops, internships, or externships to promote
retention in Maine — or that they are encouraged to return, if they have left.

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
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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, tied to learner mastery, can be earned online at the learner’s 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 factors make them
a valuable solution to the state’s need to connect with learners who feel unable to participate in
traditional education and/or training due to financial or time constraints or who believe they are
not “college material”.

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 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.

e Level 1- Exploration and Discovery
e Level 2- Skill Development
e 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.
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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-credential initiative relies on Maine’s workforce data regarding areas of employer 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 Maine’s goal
of a seamless continuum of programs and supports with a focus on career pathways for in-demand
industries.

Adult education is expanding its connection to the state’s postsecondary institutions regarding 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 Career
Access (MCCA) transitions program which also fully integrates into Maine’s priority to 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 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
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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 continues to meet with representatives of the workforce training
department of the Maine Community College system. These meetings are resulting in increased
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.

(G) COORDINATING WITH ECONOMIC DEVELOPMENT STRATEGIES

In 2019, Maine released its first ten-year economic development plan for the first time in nearly 20
years. 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
private organizations, focusses on the state’s economic growth, particularly in rural Maine, and
includes language that resonates with the goals and priorities of this state plan.

“By 2030, Maine 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-paying jobs.”35

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.
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Maine’s economic development strategy focuses on three overarching goals: grow the average
annual wage by 10 percent, increase the value of products sold per worker by 10 percent, and
attract 75,000 additional people to Maine’s talent pool. Seven core strategies have been outlined to
achieve these goals:

Grow local talent

Attract new talent

Promote innovation

Support universal connectivity

Provide supporting infrastructure
Maintain a stable business environment
Promote hubs of excellence.

N W

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.

Building on the previous work, the SWB cohosted seven statewide visioning sessions to gather input
into the review of the State’s 10-Year Economic Development Plan and Workforce Strategic Vision.
The sessions were cohosted with the Maine Department of Economic and Community Development
(DECD) as well as the Local Workforce Development Boards and Local Economic Development
Districts. The SWB and DECD also joined nearly 40 additional partners and stakeholders at their
own events and meetings to solicit their thoughts moving forward. In coordination with DECD, the
SWB released an update to the State’s 10-Year Economic Development Plan that embeds an updated
workforce vision that aligns with the SWB'’s goals in March 2024.

Aligning with Maine’s Economic Development Strategy 2020-2029, 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 with Maine’s
already growing needs in health care and manufacturing, workforce 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.

During the 2020 State Plan, Maine identified three strategic objectives that were folded into the
refresh of the state economic development plan. The 2024 State Plan cycle allowed us an excellent
opportunity to align our workforce with economic development in the state by combining goals and
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embedding the state’s workforce development strategy into the long-term economic development
plan.

During the collaborative work with the Department of Economic and Community Development to
update the 10-Year Plan, several actions were updated and created to clearly align workforce and
economic development strategies within three of the identified strategies:

e Strategy A: Grow Local Talent
e Strategy B: Attract New Talent
e Strategy G: Promote Hubs of Excellence

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. One example of collaboration for 2024 would be the
continuation of our Maine Employer Summit and our partnership with the Maine Department of
Economic and Community Development. We are cohosting the 2024 Maine Employer Summit:
Engaging Today and Tomorrow’s Workforce in May of 2024, which will have an emphasis on youth
as well as filling today’s jobs with individuals who may currently be on the sidelines.

Workforce and economic development leaders at the State level will continue 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 th