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Preamble 

The MassHire Greater New Bedford Workforce Board is a business-led, policy-setting board that oversees 

workforce development initiatives in the ten-community region stretching from Dartmouth to Wareham, 

MA. Appointed by New Bedford Mayor Jon Mitchell, the Board is composed of business, civic, education, 

labor, and community leaders. Established under federal law, the Board’s Chairman is a member of the 

private sector. The current Board Chair is David Slutz. The Board employs a staff of full-time professionals 

and the Board itself consists entirely of volunteers. All of the Board’s meetings are open to the public. 

The workforce board oversees workforce development efforts in Acushnet, Dartmouth, Fairhaven, 

Freetown, Lakeville, Marion, Mattapoisett, New Bedford, Rochester, and Wareham. The board oversees the 

MassHire Greater New Bedford Career Center operated jointly by The WorkPlace and the Massachusetts 

Division of Career Services. 

The Greater New Bedford Workforce Investment Board is one of 16 similar Boards in Massachusetts. 

Workforce Investment Boards direct federal, state and private funding for educational and occupational 

skills programs. In addition to responsibilities mandated under the federal Workforce Innovation and 

Opportunity Act of 2014 (WIOA), Boards have been called upon to play a major role in a variety of 

workforce  initiatives, and to define the board’s goals based on local community needs. 

 

Our Mission and Vision 
MassHire creates and sustains powerful connections between businesses and job seekers through a 
statewide network of employment professionals. MassHire envisions a better future for people and 
businesses of Massachusetts through meaningful work and sustainable growth.  
The organization serves businesses, job seekers, and the youth through several services, such as job 
matching, apprenticeships, occupational skills training, and job fairs.  

 

Performance Metrics  
Our key performance metrics include measurable skills gains, program completion rates, attendance rates, 
job placement, and post-secondary education. There are six key performance indicators set forth by DOL 
including employment rate for participants after the second quarter, employment rates for participants after 
the fourth quarter, median income of participants, credential attainment, measurable skills gains, and 
effectiveness in serving employers. The operational definitions of these terms, as defined by the DOL, are 
provided in Attachment C at the end of the report. 

 

Our Initiatives 
The MassHire Greater New Bedford Workforce Board is here to help job seekers, community partners, and 
businesses on the South Coast with workforce development needs. Our initiatives focus on supporting 
priority industries through the Southeastern Regional Blue Print. We support local workforce industries 
including the Blue Economy Marine and Maritime sectors, and the ever expanding wind industry on the 
South Coast. We will continue to partner closely with regional schools, agencies, and businesses to support 
the workforce and economic health of the South Coast. 
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A regional (local) analysis  

(i) Economic conditions including existing and emerging in-

demand industry sectors and occupations; and 

 

The Southeast region accounts for approximately 21% of the state’s residents at the end of the 

decade. Between 2000 and 2010, the population increased at a modest annual rate of 0.3%. 

However, there was little growth in the native born population over the decade. Instead, strong 

annual growth in the region’s immigrant population (2.2%) was the primary factor in the 

Southeast’s total population increase. The region has seen increased diversity over the past 

decade, with growing Black, Asian and Hispanic populations. The population also became 

older as baby boomers approached retirement age. This resulted in all cohorts of residents age 

45 and older growing during the decade, while nearly all the cohorts of those ages 44 and 

younger declined. (Commonwealth Corporation/New England Public Policy Center of the 

Federal Reserve Bank of Boston, Labor Market Trends in the Southeast Region)
1
  

 

Within the UMASS Donahue Institute Report, 

Long-Term Population Projections for 

Massachusetts Regions and Municipalities,
2
 it 

is estimated that the southeast should expect to 

see continued population growth over the next 

decade but at a slower rate in the future. The 

UMASS Donahue Institute model estimates that 

the region will add another 39,490 residents 

between 2010 and 2020. By 2035, it is 

estimated that the southeast region will 

approach 1.19 million persons. The report 

indicates that continued modest growth will be 

driven by in-migration of persons in their 

thirties and international migration. It is 

anticipated these two factors will counter 

population loss through domestic out-migration. 

It is relevant to note that domestic out-

migration is strongly concentrated among the college-age population reflecting a long 

                                                           
1
 Commonwealth Corporation/New England Public Policy Center of the Federal Reserve Bank of Boston, Labor 

Market Trends in the Southeast Region 
 
2 UMASS Donahue Institute Report, Long-Term Population Projections for Massachusetts Regions and 

Municipalities, 
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term struggle to retain college graduates within the region. 

The report also projects that the population will continue to age in the southeast. Significantly, 

it is estimated that 24% of the region’s population will be over the age of 65 by 2035, compared 

to 14% in 2010. This age shift absent significant growth of the overall population has 

potentially significant labor supply implications in the region. Ultimately, as region’s 

population ages, the share of the working-age and young people is declining.  

The trends of a limited growth in the region’s labor force are even more ominous when one 

considers the fact that southeastern MA employers face a net loss of approximately 135,000 

employees who leave the region for work. More specifically, 332,134 individuals are living and 

employed in the southeast. While 152,536 individuals are employed in the region while living 

outside, a far more significant number (288,940) who live in the southeast are employed outside 

the region. This results in a net loss of approximately 135,000 employees who leave the region 

for work. 

 

The MassHire Workforce Development Board also has a couple of excellent resources that outline 

data for our priority industries and occupations. 

1. Southeastern Massachusetts Labor Market Blueprint https://www.mass.gov/doc/southeast-

regional-workforce-skills-planning-initiative-regional-blueprint 

2. Manufacturing Strategic Plan for the Southeast Region (includes the Cape & Islands), 

Make It in Massachusetts 

            Z:\Manufacturing\StrategicPlanSoutheast.pptx 

 

Table 1: Industry Sectors – Regional and Local Areas 

Priority Industry Sectors – Southeastern Massachusetts – Region 6 

Healthcare 
Professional and Technical 

Services 
Financial Services 

Priority Industry Sectors – MassHire Greater New Bedford Area 

Healthcare Advanced Manufacturing 

Marine and Maritime (includes Off Shore 

Wind) 
Aviation (emerging) 

 

 

 

https://www.mass.gov/doc/southeast-regional-workforce-skills-planning-initiative-regional-blueprint
https://www.mass.gov/doc/southeast-regional-workforce-skills-planning-initiative-regional-blueprint
file://WIN2012/Company/Manufacturing/StrategicPlanSoutheast.pptx
file://WIN2012/Company/Manufacturing/StrategicPlanSoutheast.pptx
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FIGURE 1: SERVICE AREA SPECIFIC TO THE MASSHIRE GNB WORKFORCE BOARD  

 

 

 

 

Graph: Unemployment Rate Greater New Bedford Area 1991 to present (Source FRED) 

 

 

  

BUZZARDS BAY 
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Graph: Economic Growth in Providence-New Bedford Metro Area (Source: FRED) 

 

 

(ii) Employment needs of businesses in existing and emerging in-

demand industry sectors and occupations. 

 

The priority industry sectors of the region, which encompass the South Shore, Greater Brockton, 

Bristol, and Greater New Bedford workforce areas in Southeastern, MA include Healthcare, 

Professional and Technical Services, and Financial Services. We recognize Manufacturing as a key 

industry for employers and job seekers.  At the local level, additional priority industry sectors are 

Marine and Maritime and Aviation.  

 

Healthcare however is far easier to predict and to show via analysis reports due to many variables, 

i.e. the change in our demographics and the aging population living longer as well as advanced 

technology in medical equipment and detection that sends the patient home or to recovering 

organizations increasing the need for Home Health Aids and Certified Nursing Assistants.  

Healthcare organizations and manufacturers alike must become far more creative and pay better to 

keep positions filled and employees happy. 

 

An initial review of projected occupational growth in each of the four southeastern workforce 

development areas reveals a concentration of health care occupations among the fastest growing 

jobs. This includes occupations at the both the entry and advanced levels. The following is a 

representative listing of health care occupations with significant long-term growth projections. 

Higher level industry trends clearly translate to the occupational level in this industry sector. 
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TABLE 2: Projected Growth Careers in the Healthcare Sector 

Title   Long Term Projected Growth   Average Annual Wage  

 Home Health Aides   31.6%   $ 27,675  

 Nurse Practitioners   28.7%   $102,041  

 Occupational Therapy Assistants   27.8%   $ 59,160  

 Physical Therapy Assistants  27.7% $ 58,496 

 Physical Therapists  24.1% $82,937 

 Personal Care Aides  19.5% $27,236 

 

FIGURE 2: OCCUPATION DATA EMPLOYED IN HEALTH CARE GREATER NEW BEDFORD WDA (MAY 2016) 

 

https://masshiregreaternewbedford.com/labor-market/ 

 

Professional and Technical Services 

 

Within BA occupations, Software Developers, Network and Computer Systems Administrators, 

Computer Systems Analysts, Database Administrators and Computer and Information Systems 

Managers all range from 0.15 to 0.7 qualified individuals per opening. It is evident that these 

occupations cut across industry sectors with shortages having a ripple effect among many area 

employers in different fields. Multiple degree programs exist in professional and technical services 

particularly in computer/IT concentrations including bachelor’s degree programs in Computer 

https://masshiregreaternewbedford.com/labor-market/
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Science and Information Technology. Associates degrees and certificate programs include 

Computer Networking, Computer Technology, Computer Science, Web/Mobile Developer and 

Computer Network Technician. 

 

From 2013-2016, the Professional and Technical Services sector has seen an 8.7% increase in the 

number of establishments, a 7.9% increase in employment and an impressive 8.67% increase in 

average wage. The occupations within this industry are among the highest average weekly wages 

within the region ($1,505 per week). 

 

Meaningful career ladder opportunities are available to those who access additional opportunities. 

More specifically, significant supply gaps (0.15 to 0.7 qualified workers for each position) are 

evident in multiple Professional and Technical Service occupations including Computer User 

Support Specialists, Network and Computer Systems Administrators, Computer Systems Analysts 

and Database Administrators. While the top levels of the career ladder would in some cases require 

significant additional training and education requirements, there are opportunities for individuals 

with more limited skills competencies to enter the industry with relatively short term training 

interventions. The industry also aligns with regional priorities such as STEM initiatives occurring 

among education and workforce development partners. 

 

Financial Services 

 

Customer Service Representatives and Tellers are common entry points into the Financial Service 

Industry with opportunities to secure positions with wages significantly higher than regional 

median wage. Historically, multiple Presidents of area financial institutions began their career in 

the industry as a teller. This represents a four-star occupation that provides an entry level access 

point to career ladders that extends beyond banking to the wide range of within not only the 

financial services industry but also among nearly every industry that includes insurance 

representatives, financial advisors and back office support. It represents the highest number of 

projected jobs (both short and long term) of any four-star occupation in the southeast (10,222 

positions in 2017), is among the occupations with the largest number of active job orders in the 

southeast, and is also ranked as the fourth highest occupation by indexed employer demand (Sub-

BA). Regional employers have identified the need to recruit individuals with strong customer 

service skills. The financial services industry includes a large number of programs in general 

Business Management and Marketing degree and certificate offerings in the region. In addition, 

there are bachelor’s degree programs in Financial Management including one with a banking 

career concentration. 

 

 

 

 



11 

 

Manufacturing 

 

The current employment needs of manufacturing businesses are growing rapidly but are not 

reflective of current LMI analysis reports. In manufacturing needs in the areas of precision 

machinists and welders are growing in numbers that exceeds supply. The growth has crept 

up quickly and employers are beginning to become concerned with on time deliveries and 

competitiveness. A challenge for us is to show this growth using these sites because what is 

happening now is not yet projected in these reports. We know this through local knowledge, 

employers who are reaching out reporting vacant positions with continued growth and 

recent news articles on the growth in manufacturing and the addition of jobs in MA and 

across the country. 

It is important to note that within this sector there are many positions employers are also seeking.  

More recently, both Titleist and Lockheed Martin have conducted high profile recruiting efforts to 

hire machine operators, and electro-mechanical technicians that more than meet the statewide 

living wage standard.  Anecdotally, we continue to hear from Small to Medium Enterprise Owners 

their need for manufacturing work ready applicants to meet production demand. 

 

Manufacturing is a priority industry sector for the Greater New Bedford Area. Below is an 

interactive dashboard of all manufacturing firms in Region 6, Massachusetts (Greater New 

Bedford, Bristol, Brockton Area, and South Shore Workforce Development Areas). To explore the 

data, filter the dashboard on the right by WDB Area, Employee Size, and Town. (Source: 

Executive Office of Labor and Workforce Development, Massachusetts, Employer Locator). 
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Figure 3: Manufacturing Employers Greater New Bedford WDA 2017 

 

 

https://masshiregreaternewbedford.com/labor-market/ 

 

 

https://masshiregreaternewbedford.com/labor-market/
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https://masshiregreaternewbedford.com/labor-market/ 

Employment needs of emerging in-demand industry sectors and occupations. 

Emerging industries on the South Coast are Marine and Maritime and Aviation. 

The maritime services combined with the other, cargo activity, and marinas in the New Bedford 

/Fairhaven Harbor and seafood processors support 36,578 jobs direct, induced, indirect and related 

jobs within the Commonwealth of Massachusetts in 2015. Of the 36,578 jobs, 6,225 direct jobs are 

generated by the seafood activity, marine cargo and marinas, of which, 95% reside in Bristol 

County. The fishing and seafood industry at the Port of New Bedford creates 5,635 jobs, while the 

cargo, maritime services and marina activity creates an additional 590 jobs. Jobs related to activity 

in the New Bedford Harbor accounted for 23,739 jobs. These jobs include downstream logistics 

operations that are part of the seafood processing, such as warehousing and distribution as well as 

ultimate sales to wholesalers and restaurants. 

Of the 36,578 jobs held by Massachusetts residents that are supported by seaport activity in the 

New Bedford Harbor in 2105, 1,228 jobs are generated by maritime services, ferry operations, ship 

repair, cargo operations, and marina activity in the Harbor. Of the 36,578 jobs held by 

Massachusetts residents that are supported by seaport activity in the New Bedford Harbor in 2105, 

1,228 jobs are generated by maritime services, ferry operations, ship repair, cargo operations, and 

marina activity in the Harbor. Of these 1,228 jobs, 590 direct jobs are generated by this activity 

https://masshiregreaternewbedford.com/labor-market/
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and as a result of local purchases made by these 590 direct jobs, an additional 341 induced jobs are 

generated in the local economy. $32.1 million of local purchases by firms providing services to 

these Harbor activities supported an additional 297 indirect jobs. 

 

Over the next three years (2019 – 2021), Greater New Bedford will be the regional hub as the 

launch site for an 800 Mega Watt Off-Shore Wind (OSW) Farm construction project south of 

Martha’s Vineyard Island.  OSW is a sub-industry in marine and maritime. This is the first project 

of its magnitude in the United States with an additional 800 MW to be awarded in the upcoming 

year.  The contract between the Commonwealth of Massachusetts and Vineyard Wind will employ 

a myriad of workers.  Construction activity related to the deployment of 1,600 MW of OSW is 

estimated to create between 2,279 and 3,171 direct job-years.2 In total, construction activities are 

estimated to support between 6,878 and 9,852 job-years, which includes direct, indirect (supply 

chain), and induced impacts as cited in a recent Massachusetts Clean Energy Corporation report i   

 

By 2021, there will be 660 new job years associated with the Vineyard Wind Project. The 

Workforce Board has been actively involved in planning and understanding its role to participate 

in developing pipeline opportunities for residents in its region.  Because of the long term 

implications of new contract awards over the next twenty years, the Board’s strategy includes 

orienting in-school youth and adult job seekers to the types of jobs available in the upcoming years 

and skill sets/education required to participate in the industry.  Orientation to the industry will be 

imbedded in all the regional high schools Connecting Activity programs and at the MassHire 

Greater New Bedford Career Center introductory orientations.  Throughout, we will be the hub of 

information to direct potential job seekers to Bristol Community College, Massachusetts Maritime 

Academy, Northeast Maritime Academy and UMass – Dartmouth to pursue career path education 

which meets OSW employment criteria. 

 

Aviation 

 

Aviation is also an emerging and local critical priority industry due in part to the presence of a 

large transportation network on the South Coast and the presence of the regional airport for 

commercial and individual planes. The key career pathway is for the Aviation maintenance 

technicians who perform maintenance work, service, repair and overhaul airframes, power plants, 

and avionics and aircraft instruments. Aviation mechanics frequently are also pilots, which is 

another key career pathway needed for the area. There is a rising global demand for air travel is 

creating a shortage of airline pilots. More than 550,000 new airline pilots will be needed by 2034, 

according to industry projections. Due to the presence of the airport, the transportation hub, and 

schools, such as Bridgewater State University’s airplane pilot school, there is a shortage and need 

for these two career pathways. Also emerging is unmanned aeronautical vehicles (UAV) such as 

drones for both transportation and commercial and scientific applications. The workforce board is 

actively partnering with employers and local educational institutions at the secondary and post-
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secondary level to develop frameworks and career pathways to solve business needs for qualified 

employees in aviation pathways. The Board currently is supporting Greater New Bedford 

Vocational Technical Institute (GNBVTI) in the development of Chapter 74 aviation curriculum in 

partnership with the Bridgewater State University and Greater New Bedford Regional Airport.  

Upon approval, GNBVTI will be the only education facility in New England preparing students to 

meet aviation pipeline training needs as a tracked curriculum. 

 

(iii) As appropriate, your local area may use an existing analysis, 

which is a timely current description of the regional economy, to meet 

the requirements of paragraphs (a)(1)(i) and (ii) of this section; 

 

We have two very distinct challenges across all priority sectors. 

• The ability of employers to find workers with the right skills sets. Employer expansion in 

some priority/critical industry clusters is challenged due to their inability to find 

qualified/credentialed workers.  

• The workforce systems ability to grow pipelines of skilled workers as rapidly as employers 

need them. 

 Similarly, at the regional level, challenges are: 

• The ability of employers to find workers with the right skills sets. Employer expansion in 

some priority/critical industry clusters are confronting this issue to find 

qualified/credentialed workers by expressing their needs to area Workforce Boards, 

Community Colleges and Vocational Technical schools.  

• Many jobs seekers and employees lack work readiness skills. Workforce Development and 

Education partners have initiatives around this issue but in some cases lack coordination in 

regard to the delivery of appropriate programming.  This issue is currently being addressed 

by the Commonwealth Corporation through the promising pilot introduction of Signal 

Success currently utilized in youth programming.  

• Workforce training and development: Investing in the training and development of entry-

level employees, particularly with small businesses, can be challenging due to limited 

resources, time issues, and lack of knowledge regarding assistance available through 

workforce development, education and economic development entities. Limited efforts in 

the past 3 years that were sponsored by the Executive Office of Housing and Economic 

Development have yielded positive results in regions across the state including Greater 

New Bedford.  Those results included greater collaboration among employers, Vocational 

High Schools and Workforce Boards to establish baseline training needs aforementioned in 

this section.  This work prompted EOHED to advise the Governor to increase funding for 

manufacturing training within his FY19 budget.  The Governor obliged and the increase 

was approved by the state legislature.  A $625,000 award to provide training in the region 

is currently in process with the New Bedford WB leading the effort among 4 other WBs, 9 
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Vocational High Schools, and Cape Cod and Bristol Community College that will increase 

the employer pipeline for the region by over 200 workers in Year 1.  The grant is expected 

to be recurrent over a five year period. 

 

Current and past level industry trends affecting workforce needs 

A number of additional industry concerns (transportation, regulation, energy costs) are not easily 

addressed by our partnership. Transportation is clearly a significant issue resulting in the labor 

pool for employers diminished due to job seekers unable to access employment and training 

throughout the southeast region. As a result, employers have shown a willingness to work with 

partners to identify creative solutions to transportation issues. As well, potential expansion of 

commuter rail in the southeast offers a potential opportunity for increase access to education, 

training and employment opportunities. 

 

In examining industry trends within the southeast region, it becomes clear that recent changes 

mirror longer term trends that have been seen in this region over an extended period of time. The 

following represents employment share over the past seven years including percentage growth and 

decline.  

 

Table 3: Workforce in Southeast trends from 2009 through 2016  
Industry Sector   Southeast 

Workforce 2009  
 Percentage of 

Workforce  
 Southeast 

Workforce 2016  
 Percentage of 

Workforce  
 Percent Growth / 

Decline  
 Health Care and   
Social Assistance  

 86,517   17.1%   104,514   18.8%   +20.8%  

 Retail Trade   76,267   15.1%   77,441   13.9%   + 1.5%  
 Accommodation 
and Food Service  

 44,246   8.8%   52,889   9.5%   +19.5%  

 Educational 
Services  

 47,411   9.4%   48,769   8.8%   + 2.7%  

 Manufacturing   41,944   8.3%   40,450   7.3%   - 3.6%  
 Construction   24,054   4.8%   35,858   6.5%   +49.1%  
 Finance and 
Insurance  

 30,460   6.0%   30,986   5.6%   + 1.7%  

 Administrative and 
Waste Services  

 21,606   4.3%   27,179   4.9%   + 2.9%  

 Wholesale Trade   23,647   4.7%   23,905   4.3%   + 1.1%  
 Other Services   25,484   5.0%   20,736   3.7%   - 18.6%  
 Public 
Administration  

 18,795   3.7%   20,431   3.7%   + 8.7%  

 Professional & 
Technical Services  

 18,853   3.7%   20,333   3.7%   + 7.9%  

 Transportation and 
Warehousing  

 14,624   2.9%   17,870   3.2%   +22.2%  

 Arts   6,954   1.4%   10,163   1.8%   +46.1%  
 Management   9,685   1.9%   9,478   1.7%   - 0.2%  
 Information   9,525   1.9%   9,173   1.7%   - 0.2%  
 Utilities   2,821   0.6%   3,070   0.6%   + 0.1%  
 Agriculture   2,115   0.4%   2,214   0.4%   + 0.1%  

Source: DUA/BLS Quarterly Census of Employment Wages 
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Knowledge and skills needed to meet the employment needs of the businesses in your region, 

including employment needs in in-demand industry sectors and occupations. 

 

To meet employer needs for specific skills and knowledge from their employees, the workforce 

board: 

• Performs analyses of the economic conditions in the region to learn the needed knowledge 

and skills of the region, learn about the workforce of its  region, and workforce 

development activities it needs including education and training described in WIOA 

§108(b)(1)(D), and regularly updates such information; 

• Continues to assist the Governor in developing the statewide workforce and labor market 

information system described in §15(e) of the Wagner-Peyser Act (29 U.S.C. 491-2(e)), 

specifically in the collection, analysis, and utilization of workforce and labor market 

information for the region; 

• Conducts other research, data collection, and analysis related to the workforce needs of the 

regional economy after receiving input from a wide array of stake-holders and then 

determines training necessary to carry out these functions; 

• Conducts future analysis on emerging industries such as offshore wind and marine trades 

where growth within the next 3-5 years will affect the Southeast Region.   

 

Healthcare 

 

The Healthcare industry faces significant workforce development challenges. From a labor force 

standpoint, multiple important occupations within this industry face supply gaps resulting in labor 

shortages. Supply gap analysis shows most positions with low ratio of qualified individuals per 

opening (0.1to 0.9 per opening) with occupations such as Nursing, Physical Therapy Assistant, 

Licensed Practical Nurse, Medical Records and Health Information Technicians, Dental 

Hygienists, Nursing Assistants and Radiologic Technicians showing long term supply gaps in the 

southeast.  

 

In terms of career development, the industry is marked by strong career pathway opportunities 

with accessible entry points. We have strong employer engagement within industry evidenced by 

our sector partnerships that are in place within the region and with the workforce development 

system as a whole and the educational partners that we have in place. The struggle in developing a 

talent pipeline for this industry is affected by limited training and education capacity in the region 

for certain for occupations. For example, there is only one Associates Degree program in 

Radiologic Technology in the southeast region and the limited number of slots in Registered Nurse 

degree programs impacted by lack of teaching capacity is well documented. All this is occurring 

against the backdrop of ongoing changes in the healthcare industry and the unquestioned trend for 

increase demand for services forcing providers to move toward redesigned primary care models 

away from acute hospital utilization. 
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Professional and Technical Services 

 

Professional and Technical Services offers a range of high level services and with few exceptions 

employers within this sector engage in activities that require high levels of expertise, advanced 

training and degree attainment. This has translated into strong growth prospects and high wages, 

and has shown a steady growth rate of 8% from 2013-2016. As well, wages in this industry have 

increased 8.67% over the same period representing the fourth highest average weekly wage in the 

southeastern region ($1,505). The industry also has the third highest number of establishments in 

the region (3,748). In addition, many of the occupations within this sector, particularly in 

computer/IT occupations cut across multiple industry clusters. In most of these cases, the jobs are 

high demand (4 and 5 Demand STARS) rating and show strong projected growth. Examples 

include Computer Systems Analysts (16.4% projected long term growth) and Computer User 

Support Specialist (11.1% projected long term growth). It is also significant to note that attracting 

industry within this sector is a regional economic development priority supported by both the 

workforce development and education sectors.  

 

We experience an ongoing struggle within this industry to develop a talent pipeline and retain 

skilled workers. As noted above, labor supply gaps are evident in multiple targeted occupations 

within this industry. Part of this results from the rapid changes in technology that result in shifting 

and new skill sets necessary for workers to perform their jobs. However, it also evident that 

previously cited demographic data around educational attainment within the region reveals a 

challenge to identify job seekers who require the requisite skills to the highest demand positions. 

This also poses a challenge for training and degree programs in the area to change based on 

industry skill set requirements. 

 

Financial Services 

 

The financial services sector is an industry that in recent years has faced dramatic changes in its 

operations and it appears that such trends will continue. Technology has been integrated into 

consumers’ lives at a rapid pace. This has had significant residual effects in the financial service 

industry with demand for services growing but fewer people visiting banks. Online portals and 

self-service kiosks are examples of technologies that have streamlined services and changed the 

face of the labor force. Still, the industry shows steady employment growth and importantly, 

significant wage growth (12.45% from 2013-2016). On a talent development level, financial 

institutions often used the entry level teller position as the most common access point to career 

ladder progression but this has lessened somewhat as the industry has adopted a “Universal 

Banker” model. Representing many skill sets required by a Customer Service Representative, the 

Universal Banker provides customer service across a wide range of traditional financial services 

such as basic transactions, new accounts, and loan applications. In 2015, the Bank Administration 

Institute named increased implementation of universal bankers as one of the most anticipated 
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trends in retail banking. A significant challenge to the industry is that these and similarly situated 

positions require significant cross training. In addition, there is a lack of training and education 

programs in the region that are specific to entry level positions in financial services. Feedback 

from local employers reveals customer service, problem solving, work readiness skills, 

interpersonal skills, teamwork, financial literacy and writing skills as core competencies to succeed 

in the industry. Additional workforce challenges articulated by local employers include difficulty 

in identifying and recruiting a more diverse and multi-lingual workforce, challenges in attracting 

younger workers into the industry who often do not see the available career pathways, and the 

desire to “home grow” employees. Leaders in the industry have investigated several strategies to 

address some of these issues including an effort to establish apprenticeships in the region through 

such mechanisms as internships. Clearly, these initial efforts would benefit from additional 

supports in the region as the region’s financial services sector has not been as systemically 

connected to the skills cabinet divisions as some other industries. 

 

Manufacturing 

 

Within the manufacturing sector, multiple labor supply gaps exist and are likely to increase in the 

near and longer term. The manufacturing sector is marked by an aging labor pool in the southeast 

with 34% of the workforce over the age of 55. As a result, the industry faces large scale attrition 

over the next 5-10 years which has been confirmed through feedback from the region’s 

manufacturers, particularly among members of the Southeast MA Advanced Manufacturing 

Consortium. This issue is compounded by the fact that the region has a limited training pipeline to 

develop the future workforce in this industry. The region’s vocational technical high schools 

provide valuable programs and a supply of graduates who enter the manufacturing field, but this 

number does not meet the demand or level for skilled employees in this industry. While additional 

training opportunities for adults exist through partnerships among workforce boards, vocational 

technical high schools and community colleges and some credentialing is present (i.e. MACWIC), 

the programs are not as formalized as in other industry clusters and in many cases, lack systemic 

funding. Another contributing factor in the limited talent pipeline is the perception among area 

youth that manufacturing is a declining industry that does not offer strong career ladder 

opportunities or good wages. The Workforce Board has and will continue to support upgrading of 

equipment and training at area Comprehensive and Vocational Technical schools to align 

resources that meet Advanced Manufacturing employee needs.  This effort is being bolstered by 

Governor Baker’s Skills Capital Grant program that is providing state of the art training equipment 

to meet 21st Century needs to compete globally.  To date, the Workforce Board has supported in 

excess of $2,000,000 Skills Grant applications that have updated Machinist training equipment, 

installed Robotics labs and modernized Welding shops throughout the local area among 4 high 

schools. 
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Marine and Maritime 

 

The Marine and Maritime industry include careers onshore and offshore. They include careers in a 

variety of sectors including scientific and technical services, recreation, hospitality, transportation 

and logistics, professional and technical services, and food services. Major job categories on the 

South Coast include cargo transportation, vessel operations, SCUBA diving,  

Cargo Marine Transportation - Participants in this category are involved in arranging for overland 

and water transportation for export or import freight through the seaport. The freight 

forwarder/customhouse broker is the major participant in this category and arranges for the freight 

to be delivered between the Port of New Bedford and inland destinations, as well as the ocean 

transportation. This function performed by freight forwarders is most prevalent for general cargo 

commodities. For bulk cargo, arrangements are often made by the shipper/receiver. 

Vessel Operations - This category consists of several participants. The steamship agents provide a 

number of services for the vessel as soon as it enters the New Bedford/Fairhaven Harbor, including 

arranging for pilot services and towing and for ship supplies. The agents are also responsible for 

vessel documentation. In addition to the steamship agents arranging for vessel services, those 

providing the services include: 

• Pilots - assist vessels navigating to and from the Port of New Bedford terminals 

• Chandlers - supply the vessels with ship supplies (food, clothing, nautical equipment, etc.) 

• Towing firms - provide tug assist service to vessels docking and undocking at a terminal 

• Bunkering firms - provide fuel to the vessels 

• Marine surveyors - inspect the vessels and the cargo 

• Shipyards/marine construction firms - provide repairs, either emergency or scheduled, and 

marine pier construction and dredging. 

• Cargo Handling involves the physical handling of cargo at the Port of New Bedford 

between land and the vessel. Included in this category are: 

o Longshoremen - are members of the International Longshoremen’s Association, 

involved in the loading and unloading of cargo from the vessels, as well as handling 

the cargo prior to loading and after unloading 

o Stevedoring firms –manage longshoremen and cargo-handling activities 

o Terminal operators - are often stevedoring firms who operate the maritime terminals 

where cargo is loaded and off-loaded 

o SCUBA divers - Career options - there are different types of working divers, each 

demanding different skills and competencies. These include: 

 Offshore Diving in support of the offshore oil and gas industries. Usually it 

is contract based. 

 Inland / inshore diving, for example, in support of civil engineering or 

marine-related projects and fish farming. 

 Scientific and Archaeological Diving in support of scientific research and 

education, and archaeological investigation of sites of historic interest. 
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 Media Diving in support of film or TV productions which require divers to 

work as stunt performers, journalists, presenters, photographers, camera 

operators, sound and lighting technicians, and unit crews. 

 Recreational Diving involving the instruction and guiding of recreational 

divers. 

 Police and Armed Forces. These divers are specialists who are chosen from 

personnel already in the service. 

 

The Government Agencies maritime service sector category involves federal, state and local 

government agencies that perform services related to cargo handling and vessel operations at the 

Port of New Bedford. These include U.S. Customs and Border Protection, U.S. Environmental 

Protection Agency, U.S. National Oceanic and Atmospheric Administration, and U.S. Coast 

Guard. 

 

Marinas and Ferry Boat Operations - includes those employed by the seven recreational marinas 

located in the Harbor which moored approximately 570 recreational boats in 2015. This also 

includes employees involved with the ferries located in the Harbor that travel to Cuttyhunk Island, 

Martha’s Vineyard, and Nantucket as well as a water taxi that also sails to Cuttyhunk. 

Port of New Bedford - this sector includes those individuals employed by the New Bedford Harbor 

Development Commission to oversee port activity. 

 

Federal agencies charged with regulating offshore and maritime workplace safety have yet to 

develop specific guidelines for the OSW industry. Outside of the development of new regulations, 

the U.S. Coast Guard, Occupational Safety and Health Administration (OSHA), and BOEM have 

guidelines in place for worker safety at sea, in construction, and in long-shoring, which all apply to 

OSW. Fortunately, the major developers and manufacturers involved in the Massachusetts OSW 

industry have experience in industry developed safety standards through their European 

connections, such as the Global Wind Organization (GWO) and BZEE (Bildungszentrum für 

Erneuerbare Energien). 

 

The Maritime Industry has great near future needs for skilled labor. The dozen plus maritime 

companies noted below have a need for nearly 300 skilled openings. This does not include the 

expected jobs that will be created due to the implementation of offshore wind initiatives scheduled 

for 2020. 

 

Offshore Wind will involve training on several different levels depending on the phase of the 

project such as: 

Back Deck & Below the Water 

• Back Deck Workers 

• Cable Laying/Installing – also requires deep underwater divers 



22 

 

• Commercial Divers 

• Foundations/Jackets/Transition Piece 

• Remotely Operated Vehicle (ROV) Operations 

• Health & Safety 

Above-the-Water 

• Turbine Installation Technicians 

• Turbine Operations & Maintenance Technicians  

Offshore Marine Safety 

• Helicopter Underwater Escape Training (HUET) 

• Turbine Transfer Vessel  

• Standards of Training, Certification and Watch-keeping  (STCW) 

• Firefighting  

• When we reference how the Maritime and Offshore Wind Industries are linked, these 

training show the significance of what this means. 

• Vessel crew training and certification – STCW  

• Vessel to Turbine Transfer; space to install dockside transition piece on campus to train  

• Safe transfer training  from vessels and ladders to platforms 

• Training for all in rescue of person in water 

• Confined space rescue, rescue from heights and depth in same unit. 

• Partnering with Gardline  

 

Offshore Wind 

 

The occupations listed below are plotted out within the three phases of offshore wind through 

2030. We are challenged to predict how many of these jobs will be needed locally to satisfy 

growth initiatives off of Nantucket sound, an offshore wind development of over 120 wind 

turbines. Still in order to be proactive, we must start the process of growing a labor force that has 

changed very quickly and one where most of our experienced labor force has already left the 

workforce arena taking their experience and knowledge with them. The other challenge is that the 

schools and universities are just beginning to change, create and offer curriculum that will help to 

grow the pipeline of workers needed for both growing and emerging industries of Maritime Marine 

and Offshore Wind.  

 

The development of 1,600 MWs of offshore wind energy wills kick-start a new and emerging 

industry in our region. Over 3,600 local full time equivalent jobs are expected over the life of the 

project starting with in-state construction in 2019. 

 

Trade workers play a significant role during the construction of the wind farm, including 

electricians, steel workers, pile drivers, crane operators, painters, longshoremen, machine 

operators, commercial divers, construction laborers, and others. These skilled workers will play a 
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central role in the construction, assembly, and deployment of offshore wind projects. As much 

assembly as possible is performed onshore, but some trade workers perform their duties offshore 

as part of the final installation and commissioning of the wind farm. 

OSW developers active in the Massachusetts market will also require that we provide health and 

safety training for onshore and offshore construction workers and maintenance technicians.  

 

Consequently, investing in health and safety training programs and facilities will be essential to 

enabling a local workforce to participate in and benefit from the development of an OSW industry 

in Massachusetts. . To date, local efforts are increasing through grants provided by Massachusetts 

Clean Energy Commission to Bristol Community College, Massachusetts Maritime Academy, 

University of Massachusetts – Amherst and Cape Cod Community College.  Each of these 

institutions is developing specific foci in areas aligned with the Global Wind Organization (GWO) 

safety standards, Wind Energy Technician, and Underwater Installation standards. 

 

The Board collaborates with a variety of workforce partners to identify employment needs of the 

region’s employer base, and respond proactively to those needs. To ensure training is available, 

staff continuously works with the Eligible Training Provider System (ETPS) providers to keep the 

training list relevant. If training for a particular occupation is not available in the region, the Board 

works to identify training providers and encourage them to become certified through ETPS i.e. 

machine technology/advanced manufacturing, marine trades& technology basic certification, MIG 

welding. 

 

The Maritime Industry has great near future needs for skilled labor. The workforce board knows 

and understands that in order to meet these needs funding and training must begin sooner than 

later. The dozen plus maritime companies noted below have a need for nearly 300 skilled 

openings. This does not include the expected jobs that will be created due to the implementation 

of offshore wind initiatives scheduled for 2020. 
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Basic Skills           2 3       5 4   14 

Work Ethic 3       5         2 6     16 

PD/Teamwork 9     8 4   10   4   12     47 

Computer 23   2 2 3 1     2 1 3 2   39 

Supervisor 4   2 8 1   3   2 1 3   4 28 
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Trade Skills 5 2 4 8   1 2     3 3 1 6 35 

E-M Cross Training 10 4 5   2   3   1   8 5 6 44 

MT 

Apprenticeship 5   2   1   3   8   5   3 27 

SERV School                 8   2     10 

Warehouse           1               1 

Other: 

Unidentified         1                 1 

TOTAL # of 

Employees 29 16 50 40 10 22 20   19 11 15 18 28 278 

TOTAL # of 

training slots 59 6 15 26 16 5 24 0 25 7 47 12 19 261 

 

(3) Please provide an analysis of your regional workforce, including current 

labor force employment and unemployment data, information on labor market 

trends, and educational and skill levels of the workforce, including individuals 

with barriers to employment 

 

Greater New Bedford WDA 

 

Encompassing 113,394 residents, our region’s labor force 

is relatively small compared to other WDAs. The region’s 

Unemployment Rate dropped significantly from 6.7% to 

3.9% as of this report but still remains one of the highest 

in the Commonwealth. Average wages were on the lower 

end of the spectrum and rose moderately compared to 

other regions from 2015 as did the number of business 

establishment and the volume of on-line postings for jobs 

within the region. The Health Care and Social Assistance 

industry sector produced almost a quarter of all jobs in the 

region. This industry differs for us in that the sub sectors 

containing the most jobs are Individual and Family 
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Services and Nursing Care Facilities instead of General Medical and Surgical Hospitals. 

Manufacturing also is a major industry in our region’s economy with a mix of Durable and Non-

Durable goods producing subsectors that included Medical Equipment and Supplies 

Manufacturing; Semiconductor and Other Electronic Component Manufacturing; and Seafood 

Product Preparation and Packaging.  

Our website houses all of our data in the form of Performance Dashboards that we use to analyze 

and make regular updates of our economic conditions so that we know what the needed knowledge 

and skills, workforce, and workforce developments (including education and training) activities to 

use to make our prediction for future planning, grant application and training programs. These 

dashboards present data visualizations of workforce information including:  

• Area, State, and National Unemployment Rates (March 2016 to current) (Updated May 

2017)  

The graph charts unemployment data for the 10 municipality area of the Greater New Bedford 

Workforce Investment Board, Massachusetts, and the National rate. 

Occupation Data for the local workforce development area (May 2016) 

Occupation Data for the GNBWDB area including occupations by education type, entry and 

experienced annual salary, and occupation type. The graph depicts occupations by employment 

size, with the larger circles indicating occupation groups with the most employment in the area. 

Filter the graph by using the filters to the right and hover over each circle to read more detailed 

information on each occupation. 

 

• Hourly and Annual Wages by Occupation in the Greater New Bedford Area is a dashboard 

of annual and hourly mean wages per occupation in the Greater New Bedford Workforce 

development area of Massachusetts. Filter the data by number of employed in the 

occupation, annual and hourly mean wages. Click on the tabs for more views and data 

exploration. (Source: Occupation and Employment Statistics, Bureau of Labor Statistics, 

May 2015). 

 

• GNBWDB Area 2010-2015 Total Wages, Average Wages, and Total Employment (Filter 

by Town) is a dashboard of total and average wages for the area with filters by town. 

Includes total employment for region (and filters by town) and total establishment details. 

(Source: Executive Office of Labor and Workforce Development, Massachusetts, All 

Towns 202 Data, Labor Market Information). 

 

• GNBWDB Area Labor Force Participation, Unemployment, and Employment – February 

2016 to current (updated 5/26/2017) is an interactive dashboards on labor force 

participation in the GNBWDB Area with data and filters by town. View unemployment 

rate for all towns or filter by individual town. Hover over each bar on the labor force 

participation to view all employed and unemployed, or filter by towns to see details for 
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each area. (Source: Executive Office of Labor and Workforce Development, LMI Data 

http://lmi2.detma.org/lmi/lmi_lur_a.asp). 

 

Provided next is screenshots to show data for employees by occupation and the labor force for our 

area.  

 

https://public.tableau.com/profile/greater.new.bedford.workforce.investment.board#!/vizhome/GNBWDBDas

hboardwagesMay2015/DashboardEmployeesbyOccupationGNBWDBArea2015FiltersbyTitleHourlyWageTotal

Employees 

 

http://lmi2.detma.org/lmi/lmi_lur_a.asp
https://public.tableau.com/profile/greater.new.bedford.workforce.investment.board#!/vizhome/GNBWIBDashboardwagesMay2015/DashboardEmployeesbyOccupationGNBWIBArea2015FiltersbyTitleHourlyWageTotalEmployees
https://public.tableau.com/profile/greater.new.bedford.workforce.investment.board#!/vizhome/GNBWIBDashboardwagesMay2015/DashboardEmployeesbyOccupationGNBWIBArea2015FiltersbyTitleHourlyWageTotalEmployees
https://public.tableau.com/profile/greater.new.bedford.workforce.investment.board#!/vizhome/GNBWIBDashboardwagesMay2015/DashboardEmployeesbyOccupationGNBWIBArea2015FiltersbyTitleHourlyWageTotalEmployees
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https://public.tableau.com/profile/greater.new.bedford.workforce.investment.board#!/vizhome/LaborForceUnemploym

entandEmployedFebruary2016toFebruary2017_1/DashboardLaborParticipationUnemploymentandEmploymentGNB

WDBAreaFebruary2016toFebruary2017 

 

  

https://public.tableau.com/profile/greater.new.bedford.workforce.investment.board#!/vizhome/LaborForceUnemploymentandEmployedFebruary2016toFebruary2017_1/DashboardLaborParticipationUnemploymentandEmploymentGNBWIBAreaFebruary2016toFebruary2017
https://public.tableau.com/profile/greater.new.bedford.workforce.investment.board#!/vizhome/LaborForceUnemploymentandEmployedFebruary2016toFebruary2017_1/DashboardLaborParticipationUnemploymentandEmploymentGNBWIBAreaFebruary2016toFebruary2017
https://public.tableau.com/profile/greater.new.bedford.workforce.investment.board#!/vizhome/LaborForceUnemploymentandEmployedFebruary2016toFebruary2017_1/DashboardLaborParticipationUnemploymentandEmploymentGNBWIBAreaFebruary2016toFebruary2017
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Barriers to employment for the unemployed and underemployed as well as individual growth for 

incumbent workers are major challenges for our area. Many employers tell us that a lack of 

proficiency in applied math skills is one of the most common barriers; however, low-level reading 

skills and a lack of familiarity with computer technology are also often barriers to hiring and 

training opportunities. Another challenge is a lack of critical “soft skills” such as communications; 

teamwork, reliability, and problem-solving disqualify others from hiring and promotion 

opportunities. As a result of these barriers, many less-skilled production workers or potential 

entrants find themselves stuck in dead-end jobs or experiencing long-term unemployment, while 

positions requiring higher-level skills go unfilled. We continue to strive and create best-practice 

programs working with our vocational and community colleges including other manufacturing 

entities like Southeastern MA Advanced Manufacturing Consortium and MA Manufacturing 

Extension Partnership out of Worcester that offer high-quality manufacturing training to help 

bridge the gap between potential candidates and the skill needs of employers to include career 

readiness. 

Other barriers to employment in our priority sectors is speaking and understanding the English 

language; English literacy and adult education. Adult education and literacy activities are a critical 

part of the local workforce initiatives in the Greater New Bedford and South Coast area of 

Massachusetts. In our 10 municipality region, the population demographics of five of the 

municipalities are below the area average of 88% for high school degree attainment (all ages) – 

Freetown (87%), Fairhaven (86%), Acushnet (83%), Dartmouth (81%), and New Bedford (72%). 

Two municipalities are below the average High School graduation rate for the area of 84%, 

Wareham (76%) and New Bedford (60%), both of which exceed the average drop-out rate for the 

area of 7% (13% and 17% respectively). 

For a single adult with children to earn $30.56 per hour, which is a prevalent statistic and 

characteristic of families in the GNBWDB area, according to Labor Market Information data 

(EOLWD, 2015; Living Wage Calculator, MIT, 2017) there are zero entry level positions paying 

the living wage for one adult without a minimum of a high school degree and two children. Of the 

local position types which pay this wage, the majority require at least a high school degree and 

then technical training expertise, such as electricians, mechanics, plumbers, managers and 

supervisors, operating engineers, or, police officers. For two adults with two children, only one 

position does not require formal education, bricklayers or brick-mason assistants (EOLWD, LMI 

data, 2015).  

Thus, adult literacy and education is critical to workforce initiatives by providing adults with 

access to training and education to meet the demands and requirements of local employer job 

opportunities. The board aligns workforce investment through a data-driven and person-centered 

approach, focusing on area employment needs and working developing training and education 

initiatives to meet these demands, as well as meet the living wage needs of the local population. 
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Many of the occupations in this region require knowledge and skills in the STEM (science, 

technology, engineering, and math) subjects. This is a recurring theme, not only for in-demand 

occupations, but also for in-demand industries, with many STEM-oriented occupations and 

knowledge/skill sets crossing industries. 

It is however becoming increasingly difficult to know what the future job market will look like 

with rapid advancements in technology such as automation, sensors, software and artificial 

intelligence. Although labor market data can provide robust occupational projections, job titles are 

becoming obsolete. Skills are the new name of the game for young or seasoned individuals who 

want to succeed in today’s and tomorrow’s labor markets. The following chart details skills 

employers need job applicants to possess. When we develop training plans from grants that we are 

awarded, we make conscious decisions to also include as essential skill training components as the 

funding allows. 

TABLE 4: 21ST Century in Demand Job Skills 
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Analysis of workforce development activities, including education and training, in the local 

area 

Workforce development activities in the New Bedford Region are designed to align with 

current and future needs of employers.  All parties within our workforce system are 

communicating, collaborating and participating in understanding demand and seeking 

innovative solutions to match or upgrade its human resources in order to fulfill labor needs. 

While the southeast is not at the state average of individuals with college degrees, the 

percentage of the workforce with a Bachelor’s Degree or higher has increased over the past 

decade. As well, growth in full-time enrollment at two and four year institutions in the 

southeast has occurred at a faster rate than Massachusetts as a whole over the past ten years. 

Two of the largest three degrees awarded by major field of study are in Health Sciences and 

Engineering and Computer Services. 

Within the health care industry cluster, there are multiple degree and certificate programs 

within our post-secondary institutions. For example, associate degree programs include Lab 

Technician, Nursing, Physical Therapy, Radiologic Technology, Occupational Therapy and 

Respiratory Care. Bachelor’s degree offerings include Medical Laboratory Science, Nursing, 

Health care Administration and Health Studies. Certificate programs are also offered 

including Medical Billing/Coding, Practical Nursing, Surgical Technology, Medical Assisting 

and Pharmacy Technician. Multiple degree programs exist in professional and technical 

services particularly in computer/IT concentrations including bachelor’s degree programs in 

Computer Science and Information Technology. Associates degrees and certificate programs 

include Computer Networking, Computer Technology, Computer Science, Web/Mobile 

Developer and Computer Network Technician. The financial services industry includes a 

large number of programs in general Business Management and Marketing degree and 

certificate offerings in the region.  

There are bachelor’s degree programs in Financial Management including one with a banking 

career concentration. Another source of credentials within our priority industry clusters is the 

region’s vocational technical high schools. Within the health care industry, 222 credentials 

were awarded.  

In addition, 515 certificates were awarded in production occupations particularly within 

manufacturing occupations. Students also receive industry recognized credentials through 

these programs including Microsoft Office, Manufacturing Center Workforce Innovation 

Collaborative (MACWIC), National Incident Management System (NIMS), Certified Nursing 

Assistant, Infection Control Certification, BLS Care Provider, Cisco Certified Entry 

Networking Technician (CCENT), CompTIA certification and hours toward journeyman 

licensure in multiple construction occupations. Within the southeast, the following are 

programs within our vocational schools that fall within priority and critical industry clusters: 

Dental Assisting, Health Assisting, Medical Assisting, Programming and Web Development, 
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Business Technology, Information Support Services and Networking, Machine Tool 

Technology, Metal Fabrication and multiple building trades programs, In comparing total 

credentials awarded to long term projected job growth in priority industries, retention of the 

area workforce within these industries. As noted above, it is likely that population trends in 

the region will continue to impact retention. More specifically, domestic out-migration is 

strongly concentrated among the college-age population reflecting a long term struggle to 

retain college graduates within the region. Certainly, this factor could have significant 

implications for the region’s labor supply in our priority industries. 

The heart of the effort of the Workforce Board is to create strong partnerships that understand 

the system’s ability to deliver education and training that will create economic opportunity.  

We understand the following: 

a) include strengths and weaknesses of workforce development activities 

Strengths 

• Our local community college offers training in growth occupations and they offer 

customized training options 

• All resources for our customers are integrated under one roof for “one Stop” 

• Enrollment in the Adult Education classes is usually filled to capacity 

• Our regional approach (Labor Market Blueprints) to planning and programing 

• We have strong existing local partnerships among various core partners and required 

partners. The MOU partner process allows us to collaborate with multiple partners for 

client strategies  

• We work with one common data system, MOSES to schedule, monitor and report on all 

service activities 

• We offer Essential Skills Training 

• JOB QUEST is an excellent resource for job seekers and employers  

• Labor market information is customized for each client 

• Advisory boards, at community colleges and vocational schools for the sectors of 

healthcare, manufacturing, marine/maritime do a good job in providing direction 

for training programs 

• We have a strong Veteran’s Services that being our local DVOPs who have 

important ties to the community, training programs specific to Veterans 

• We have a long history of engaged workforce board members that offer 

suggestions for training programs that will benefit our local region 

• Our job seekers have access to many other resources like, the MA Career 

Information System (MassCIS), Transferrable Occupational Relationship Quotient 

(TORQ), Career Ready 101 all geared to exploring and filtering through career 

pathways and sustainable employment and wages 

• Our Youth-works Programs that creates early entry points into the talent pipeline 
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• Our Adult Ed programs that support postsecondary success through the transition 

to college and includes us working with the career center to collaborate on creating 

pathways for ABE students 

 

Weaknesses 

• Our aging workforce and also the inability to recruit younger generation into entry level 

within our priority industries is a constant challenge 

• Inadequate availability of Public Transportation to some of our larger employer and 

employers that preclude workers to second and third shift job opportunities 

• Our current staff of Business Services representatives require more in depth training 

• We have an opportunity to improve data quality and data entry in MOSES  

• Referral process needs strengthening with improved follow up and documentation and 

there is no integrated shared information system for core partners and required partners 

however this process is being worked on by the State and local area 

• More private-sector employers could be engaged and provide partially subsidized 

employment opportunities for youth in priority industry sectors 

• More employers need to use available resources in the area of incumbent worker training 

• Apprenticeship initiatives need to be developed at the Career Center level and are currently 

underutilized as a career pathway 

• Demand for ABE services outweigh available resources (wait lists) 

 

b) address the capacity to provide the workforce development 

activities around: 

i. education and skill needs of the workforce; 

 

The existing training programs for manufacturing in the Southeast Region are excellent at 

preparing job seekers to enter and retain employment with businesses. We have made it easier for 

job seekers in need of training to be able to choose and commute between five workforce areas in 

the region to maximize their training options.  

The Workforce Board has developed a strong capacity over several years through the receipt of 

manufacturing related training grants from an array of sources that included Mass Technology 

Development, and the Executive Office of Housing and Economic Development (EOHED).  Most 

prominently, the New Bedford Regional Board has received several hundred thousand dollars to 

provide entry level industry recognized credentials necessary for success in a manufacturing 

environment.  In addition, it has evolved from basic welding instruction efforts to a MIG-TIG 

training program to meet local employer demand.   
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The MassHire Greater New Bedford Workforce Board is currently leading a five workforce 

regional effort as aforementioned.  The effort will be sustainable for four additional years to 

address skills gap needs of our regional employers. Training providers e.g. vocational technical 

schools, have advisory boards consisting of employers and workforce partners to ensure the 

programs they are offering training in meet employer expectations. In addition, workforce 

development and education partners have Career Pathways to prepare individuals to be successful 

in post-secondary education and enter or advance within occupations. Community colleges offer 

credentials in many sectors that can be stackable. Career advisors/planners provide goal-setting, 

academic advising, and enrollment assistance. Future training for other sectors is slated to follow 

the same modality as described here. 

Future training for other sectors is in planning or early implementation with intent to follow the 

same modality as described here.  Some examples of the Workforce Board’s future sector activities 

include: 

• Collaborating with three regional high schools to introduce Chapter 74 educational 

curriculum germane to both the local region and regional priority industry sectors.  They 

include:  

o New Bedford High School’s application to create an approved Chapter 74 Finance 

curriculum that will be the only one of its nature in the state.  It has also applied for 

a Capital Skills Grant to install a new “state of art” finance lab that was awarded in 

late 2018.  

 

 

 

 

 

 

 

 

 

 

 

o Greater New Bedford Vocational Technical High School recently introduced a 45 

hour industry recognized Marine Trade Skills program in response to local maritime 

industry needs.  The Workforce Board brokered the course offering in coordination 

with an Executive Board member of the Mass. Maritime Trade Association. The 

High School was recently recognized as a Vocational Institute that now offers a two 
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year Associate Degree that provides 900 hours of Maritime related training as well 

as Industry Recognized credentials. 

 
 
 

 

 

 

 

 

 

 

 

o GNB Voke Tech is in the process of a Chapter 74 application to offer Aviation 

Mechanic training in response to a growing demand of both commercial and 

general aviation needs.  Much like other skilled industry sectors demand will 

continue to be steady over the next decade as noted in a recent Bureau of Labor 

Statistics report cited below.  Locally, there are both school to career and school to 

college opportunities.  Career opportunities exist at general aviation airports that 

include, New Bedford Regional Airport that houses three Fixed Base Operators that 

cater to recreational, commuter, and jet aircraft.  New Bedford continues to add 

privately owned hangars, housing new jets, planning for new business growth to 

host corporate charter facilities and increasing commuter routes to destinations 

beyond the Cape and Islands.   
 

Voke Tech students will also have an opportunity matriculate to an Educational 

Pathway to the Bridgewater 

State University Aviation 

Degree program.  The 

University is not only 45 

minutes from the New Bedford 

region, but also has a presence 

at the New Bedford Regional 

Airport where the school 

administers its flight school 

program. 
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TABLE 5: Employment Projections Aviation 2016-2026 

Occupational Title SOC Employment 

2016 

Projected Employment 2026 Change, 2016-26 

Percent Numeric 

Aircraft and avionics 

equipment mechanics and 

technicians 

— 149,500 157,000 5 7,500 

Avionics technicians 49-2091 17,500 18,600 6 1,100 

Aircraft mechanics and 

service technicians 

49-3011 132,000 138,500 5 6,400 

 

The Board believes that Apprenticeship is also a great strategy to train job seekers as well as assist 

employers with succession planning hence the Board assures promotion of apprenticeship as a 

viable workforce development strategy to address growing skill gaps, and as a solution benefiting 

job seekers and business alike. Currently we are collaborating with State staff to provide an 

analysis of which industries to create apprenticeship programs such as manufacturing, finance and 

fishing. We are also discussing how the MassHire Career Center & The WorkPlace to institute at 

least quarterly Trade/Apprenticeship Fairs working with the Union Trades Associations and the 

Program Coordinator of Building Pathways South Pre-Apprentice Program.  

Career Center Management and partners created a small display corner at the Career Center to 

house and advertise Apprenticeships for MA.  Currently it is an informational section to display 

Apprenticeship information and will continue to be updated as The WorkPlace seeks out new 

information. A presentation from the MA Apprenticeship staff is planned for staff on October 4, 

2019. 

 

The MassHire Workforce Board staff also has proposed working on an analysis through a grant 

from CEC Offshore Wind Workforce Strategy and Business Planning with consultants to support 

the efforts of institutions that have received grants to establish training programs for the growing 

offshore wind workforce in Massachusetts that will include building apprenticeship programs. 

 

MassCEC seeks services in two areas: (1) strategic information on needs, trends and opportunities 

for offshore wind workforce training in Massachusetts and (2) support for development and 

refinement of business plans for institutions engaged in developing and implementing offshore 

wind training programs in Massachusetts.  

 

A. In partnership with Massachusetts Division of Apprentice Standards (the State Apprenticeship 

Agency in Massachusetts) and economic development and education, registered apprenticeship 

programs will be developed that are:  

• designed around the training needs of the employer/industry  

• industry recognized  

• provides apprentices upon completion of the program, a portable, nationally 

recognized credential  
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B. All sponsors of registered apprentice programs will be notified of their eligibility to be placed 

on the Eligible Training Provider List (ETPL).  

 

C. Grant funds (Massachusetts Apprenticeship Initiative, Apprenticeship Accelerator, and 

Massachusetts Apprenticeship State Expansion grants) will be utilized to:  

a. Engage businesses in new and traditional industries to encourage development of new 

programs  

b. Recruit and serve women and under-represented populations  

c. Align state systems, capacity and subject matter expertise to embed apprenticeship as a 

key training vehicle for employers in the state. 

  

ii. individuals with barriers to employment; 

 

The MassHire Greater New Bedford Workforce Board core partners and required partners will 

collectively use the following goals to support our vision to align and integrate education, 

workforce and economic development strategies at the state, regional and local levels to improve 

the economic growth and competiveness of the state’s employers and their workforce that includes 

all individuals according to WIOA Sec. 3 (Def.24-25). 

We collaborate to foster improvement and expansion of employer-driven, regional sector 

partnerships to increase the focus on critical in-demand occupations in key sectors that are the 

engine of economic growth for the state and its regions.  Advisory committees of interested sector 

employers, for all priority sectors will be formed, to gather specific employment data that would be 

shared among the partners.  

We continually work with and discuss ways to expand career pathway opportunities through more 

accelerated and work-based training and align and integrate programs of study leading to industry-

recognized credentials and improved employment and earnings with our career Center Operator, 

The Workplace.  We continue to work with existing employer sector groups, vocational technical 

schools and community colleges, to expand career pathway opportunities through more accelerated 

training and work-based learning, leading to industry recognized credentials, resulting in improved 

employment and earnings.  

We work together with our MOU partners to explore ways to expand career services and 

opportunities for populations facing multiple barriers to close the gap in educational attainment 

and economic advancement through career pathways and improved career services and expansion 

of bridge programs. The workforce board will continue to expand career services and opportunities 

for special populations of all types, facing barriers to educational attainment and economic 

advancement will be achieved by:  

• Our continued efforts to work closely with local community college partners in bridge 

programs 
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• Collaborating with our MOU Partners with ongoing discussions on Career Pathways for 

their clients with disabilities that become our shared customers 

• Provide work-based training for those who qualify for Title V services 

• Co-enroll individuals with local partner programs, as needed to assist those with multiple 

barriers to become successful 

• Expand information for employers and job-seekers to access services by improving the 

MassHire Greater New Bedford public-private data infrastructure to support the alignment 

and integration of economic development, workforce development and education initiatives 

for supporting sector partnerships and career pathways.  

 

Our goals are supported by:  

• Participation in the region’s several workforce development initiatives of regional 

Chambers of Commerce and United Way organizations  

• Supporting our Economic Development Council (EDC) through membership 

• Serving as Commissioner to Port Authority of New Bedford to represent our Board in 

providing workforce solutions to its harbor industry 

• Serving on the University of Massachusetts – Dartmouth South Coast Development 

Partnership Executive Committee to provide workforce insights; influence legislation in the 

areas of commuter rail development; increasing additional offshore wind energy capacity; 

working among educator and regional business leaders 

• Creating public – private partnerships or alignments with businesses and not-for-profit 

agencies that serve minorities, seniors, veterans and economically and developmentally 

disadvantaged populations. 

• Improving public / private data infrastructure by collecting regional data and investigating 

methods to make the data accessible  

• Looking for opportunities to make presentations to economic development practitioners 

and professionals, through chambers of commerce and economic development association 

• Connecting with entrepreneurs and those starting businesses, to assist with workforce needs 

 

iii. employment needs of businesses 

 

The goal of the Board is to be the primary provider of human capital to employers in our service 

delivery area as well as regionally. The Region 6 workforce systems serve as a central point of 

contact for employers and promote knowledge and continuing use of workforce services. The 

Board has established an employer-driven system dedicated to sustaining and promoting business 

development in the region. Providing quality, value-added services to local employers allows us to 

propagate the relationship between employers and job seekers. The Board leads in the effort to 

ensure we engage a diverse range of employers by; 
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Our service delivery model for employer engagement is focused around the workforce board’s key 

contacts with employers and board membership as well as our contacts within the New Bedford 

Business Park and the Business Directory of our local Chamber, SouthCoast Chamber.  The 

second level is our Business Services Representatives (BSR) at the Career Center. The BSU works 

with area employers by posting openings in the MOSES and Job Quest systems. A recent 

enhancement now allows employers to independently post information on Job Quest. BSRs will 

also screen and refer qualified applicants and provide local intelligence such as labor market 

information to employers in need. The team uses the BizWorks portfolio of services to inform 

employers i.e. layoff aversion, MOBD and other programs offered by the State.   

In addition, BSRs assist employers with business expansion opportunities by providing 

information regarding Work Opportunity Tax Credits and On-the-Job Training allowing employers 

to save time and money. Employer outreach and engagement are crucial, and as such, we have 

increased the BSR position by two covering the city of New Bedford and nine other towns within 

our region. These staff members are currently in training to work closely with area businesses to 

identify needs such as current labor pool skills gaps and supply linkages to local training providers 

to ensure a skilled and ready workforce exists to meet employer needs. These services increase 

employer capacity and allow employers to be more competitive in the current local economy.  

Employer forums, focusing on manufacturing, which involved all core partners in the presentation 

of partner services, an assessment of business needs, and the identification of critical skills for new 

hires have recently been held in various parts of the region. These events include a dialogue 

between workforce partners, area manufacturing representatives, and local educators. It is the 

intent is that this dialogue will be continued after the forums to insure that workforce partners and 

educators are responding to the needs of area manufacturers. The offering of additional sector 

forums will also be considered. 

To facilitate engagement of employers in workforce development programs, including small 

employers and employers in in-demand industry sectors and occupations we continue to pursue 

data-driven collection activities that strive for as close to real-time, detailed demand data regarding 

positions and the individual tasks involved in the positions. This includes also pursuing data-driven 

activities that strive for detailed demand data regarding immediate available positions and 

projected positions for 3 and 5 years forward. 

The Southeast Region has been focusing on sector partnerships to better serve the needs of 

businesses. Regions 6 & 7 have applied for a five year grant through the Executive Office of 

Housing and Economic Development to grow a pipeline of skilled job seekers both new and 

incumbent workers for the manufacturing sector. The expectation is to train over 1,200 individuals 

to become skilled machinists and welders helping area and regional companies to fill gaps and stay 

competitive. 
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Another high sector partnership is healthcare. The workforce board is in the beginning stages of 

forming a Healthcare Advisory Committee to begin to analyze the needs of our local organizations. 

This has proven to be a challenge since Healthcare takes on a role of its own in all regions. We 

have discussed internally how to move ahead in this industry. We will attempt to rely on our 

current board members within the healthcare arena and put together a healthcare forum planned for 

first quarter of 2020. 

We have recently learned that a new shipyard is planned for 2021 within our SDA. We will begin 

to analyze and strategize future training needs to staff the shipyard based on discussions with the 

owner of the shipyard that is on our board. The owner has with us shared with us that they have a 

500 square foot area that will be used as a training facility. This type of an industry ties in with the 

Off Shore Wind and Marine/Maritime industries as well. 

Description of our Board’s strategic vision to support regional economic growth and 

economic self-sufficiency that includes goals for preparing an educated and skilled workforce  

Including youth and individuals with barriers to employment), and goals relating to the 

performance accountability measures based on performance indicators described in § 677.155(a) 

(1). The primary indicators of performance include: 

a) The percentage of participants who are in unsubsidized employment 

during the second quarter after exit from the program; 

b) The percentage of participants who are in unsubsidized employment 

during the fourth quarter after exit from the program; 

c) Median earnings of participants who are in unsubsidized 

employment during the second quarter after exit from the program; 

d) The percentage of those participants enrolled in an education or training 

program (excluding those in on-the-job training (OJT) and customized 

training) who attained a recognized postsecondary credential or a secondary 

school diploma, or its recognized equivalent, during participation in or within 

1 year after exit from the program 

 

(6) Taking into account analyses described in 1 through 4 above, what is your 

regions strategy to work with the entities that carry out the core programs and 

required partners to align resources available to the local area, to achieve the 

strategic vision and goals described in paragraph (a)(5) of this section. 

 

The Workforce Innovation and Opportunity Act (WIOA) serves as a vehicle for ensuring Governor 

Baker’s vision that all Massachusetts residents benefit from a seamless system of education and 

workforce services that leads to a more informed, educated, and skilled workforce, which meets 

the Commonwealth’s businesses’ demands and sustains a thriving economy. We inforce this with 

these three mainstays; 
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First and foremost, the workforce board established goals for preparing an educated and skilled 

workforce (including youth and individuals with barriers to employment), and goals relating to the 

performance accountability measures based on performance indicators described in § 677.155(a) 

 

The goals are listed in the Local Performance Goals section. The regional strategy to work with 

entities including businesses and educational partners to align resources available are listed in the 

goals at the beginning of the documents. These include for each of the priority industries to 

identify business demand, to convene all partners and to align WIOA and other funding to meet the 

needs of employers in the region. By strategically aligning resources and convening related and 

interested parties, a concise strategy will occur to support regional growth. 

 

Secondly, our strategic vision to support economic growth and self-sufficiency can be broken 

down into four main goals; 

1. Align economic, workforce and education partners to coordinate activities based on 

business and skill needs in the region 

2. Increase workforce activities that are business driven including partnerships on education, 

training, talent recruitment and hiring for business partners 

3. Increase credentialing and job placement outcomes for adults 

4. Increase credentialing and job placement outcomes for youth 

 

Tertiary, is the formation of the strategy, action, metrics and key partners that will work together to 

fulfill the aforementioned goals. This takes a coordinated effort of the key partners brokered by the 

workforce board staff and is a continual process requiring ongoing logistics and communication 

efforts of the board of directors and stakeholders throughout our SDA. 

Description of the following requirements (WIOA secs. 108(b) (2)–(21) 

(1) Identify the following elements of the workforce development system in 

your local area: 

(i) Programs that are included in your local workforce system (please 

list programs) 

 

The Board strives to provide superior service to all customers. WIOA offers a comprehensive 

list of core programs for job seekers in the Southeast region. Programs are provided at career 

center location and include: 

• Services or refer services related to the six core AJC network programs: Title I Adult, 

Dislocated Worker, and Youth programs; Title II Adult Education and Family Literacy Act 

program; Wagner-Peyser Act Employment Services programs as amended by Title III of 

WIOA; Vocational Rehabilitation program as authorized under Title I of the Rehabilitation 

Act of 1973, and as amended by Title IV of WIOA, and other programs as designed by 

WIOA through Partners; 
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• Provide job seekers with the skills and credentials necessary to secure and advance 

employment with wages that sustain themselves and their families; 

• Provide access and opportunities to job seekers, including individuals with barriers to 

employment as defined in WIOA § 3(24);  

• Enable businesses and employers to easily identify and hire skilled workers and access 

other human resource assistance including education and training for incumbent workers, 

assistance with pre-screening applicants, and other forms of business related assistance; 

• Participate in monitoring and evaluation that support continuous improvement of the 

Career Center; 

• Ensure that high-quality integrated data informs decisions made by policy makers, 

employers, and job seekers; 

• Disclose any potential conflicts of interest arising from the relationships of the lead 

operators with particular training service providers or other service providers; 

• In coordinating services and serving as the Lead Operator, refrain from establishing 

practices that create disincentives to providing services to individuals with barriers to 

employment who may require longer-term services, such as intensive employment, 

training, and education services;  

• Comply with Federal, State, and WDB regulations, and procurement policies relating to the 

calculation and use of profits and reporting and submission of its fiscal activities. 

 

Additionally, the Lead Operator shall: 

1. Facilitate integrated partnerships that seamlessly incorporate services for common 

customers; 

2. Develop and implement operational policies that reflect an integrated system of 

performance, communication, and case management, and uses technology to achieve 

integration and expanded service offerings;  

3. Organizes and integrates services by function (rather than program) where permitted by a 

program’s authorizing statute. 

 

The Lead Operator will ensure that and submit evidence through Monitoring of: 

1. Career Center staff are trained and equipped in an ongoing learning environment with the 

skills and knowledge needed to provide superior service to job seekers; 

2. Career Center staff are cross-trained as appropriate to increase staff capacity, expertise and 

efficiency; 

3. Career Center staff is routinely trained on their duties, and cross-trained as appropriate, so 

they are keenly aware as to how their particular work function supports and contributes to 

the overall vision of the local workforce development board area and the broader AJC 

network. 
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Basic Career Services 

At a minimum, all of the basic career services described in WIOA §134 (c) (2) (A) (i-xi) and 20 

CFR 678.430(a), 34 CFR §361.430(a), and 34 CFR §463.430(a) must be provided in each local 

area through the Career Center, including, but not limited to: 

• Determination of program eligibility, such as adult, youth, or dislocated programs; 

• Outreach, intake, and orientation on other services available in the workforce system; 

• Initial assessment of skill levels; 

• Labor exchange services including job search and placement assistance; 

• Referrals to other relevant programs and services; 

• Accurate workforce and labor market employment information; 

• Provision of performance information and program cost information on eligible providers 

of training services; 

• Provision of information in usable and understandable formats and languages related to 

performance accountability measures, supportive services or assistance, and appropriate 

referrals; 

Assistance in establishing eligibility for financial aid assistance for training and education 

programs not provided under WIOA; 

Customers that require assistance of any services have trained staff members available to 

answer questions and assist them. 

• Provision of information and assistance regarding filing claims under UI programs. 

 

Individualized Career Services 

Career Center staff shall provide individualized career services after a determination by 

assessment, including, but, not limited to: 

• Comprehensive and specialized assessments; 

• Development of an individual employment plan; 

• Group or individual counseling; 

• Career planning; 

• Short term pre-vocational services; 

• Internships and work experiences linked to careers; 

• Workforce preparation  

• Financial literacy services  

• Out of area job search assistance and relocation assistance; 

• English language acquisition programs  

 

Follow up Career Services 

Follow-up services must be provided as appropriate for up to 12 months after exit. 
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(ii) How your Board will support the strategy identified in the 

State Plan and work with the entities carrying out core programs 

and other workforce development programs, including programs 

of study authorized under the Carl D. Perkins Career and 

Technical Education Act of 2006 (20 U.S.C. 2301 et seq.) to 

support service alignment; 

 

Our Board assures that; 

(A) We will coordinate activities with education and training providers in the local area to every  

extent possible including providers of workforce investment activities, providers of adult education 

and literacy activities under title II, providers of career and technical education (as defined in 

section 3 of the Carl D. Perkins Career and Technical Education Act of 2006 (20 U.S.C. 2302) and 

local agencies administering plans under title I of the Rehabilitation Act of 1973 (29 U.S.C. 720 et 

seq.), other than section 112 or part C of that title (29 U.S.C. 732, than section 1112 or part C of 

that title (29 U.S.C. 732, 741).  

(B) Applications and Agreements – the coordination described in subparagraph (A) shall include  

(i) Consistent with section 232 –  

(I) Reviews the applications to provide adult education and literacy activities under title II for 

the local area, submitted under such section to the eligible agency by eligible providers, to 

determine whether such applications are consistent with the local plan; and  

(II)Making recommendations to the eligible agency to promote alignment with such plan; and  

Replicating cooperative agreements in accordance with subparagraph (B) of section 

101(a)(11) of the Rehabilitation Act of 1973 (29 U.S.C 721(a)(11), and implementing 

cooperative agreements in accordance with that section with the local agencies 

administering plans under title I of that Act (29 U.S.C. 720 et seq.) (other than section 112 

or part C of that title (29 U.S.C. 732, 741) and subject to section 121(f)), with respect to 

efforts that will enhance the provision of services to individuals with disabilities and other 

individuals, such as cross training of staff, technical assistance, use and sharing of 

information, cooperative efforts with employers, and other efforts at cooperation, 

collaboration, and coordination.  

(C) Cooperative Agreement – In this paragraph, the term “cooperative agreement” means an 

agreement entered into by a State designated agency or State designated unit under subparagraph 

(A) of section 101(a) (11) of the Rehabilitation Act of 1973.  

 

However, in the Combined State Plan partner program(s) the State noted not to elect to include in 

the plan so we are following suit.  
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Description of how we will work with entities carrying out core programs  

(i) Expand access to employment, training, education, and 

supportive services for eligible individuals, particularly 

eligible individuals with barriers to employment; 

 

The MassHire Workforce Board set the direction and priorities of the MassHire Greater New 

Bedford Career Center (GNBCC).  The manager meets with and sits on the Board and working 

committees of the MassHire Workforce Board, along with meeting with the both the President and 

CEO every Monday Morning. 

The MassHire Career Center Services has a strategy for developing broader and more 

comprehensive and accessible services, as well as create new access points or locations for 

customers.  A current barrier is transportation and location to the MassHire Greater New Bedford 

Career Center and surrounding areas, this limits access to services for many people.   

 

We approach the transportation barrier, by creating extension sites or locations for services within 

our region. Therefore, creating and sustaining satellite centers, at schools, at libraries, at 

community rooms and city or state location within our services region will be one solution to the 

transportation barrier. The Career Center currently provides limited staffing hours at the New 

Bedford Immigrants Assistance Center and is exploring a similar tactic in the Wareham Public 

Library system. 

 

A second approach, for access to services, is using technology to communicate in multiple 

locations, in multiple ways, all at once. Utilizing technology and social media for providing 

services and information will allow customers to access some services 24/7. Further, in regards, to 

information services, technology can assist customers who have language barriers and language 

restrictions. We can provide “You Tube” video or online content via webpage in different 

languages.  The center is exploring and piloting using social Media, YouTube, “canned” learning 

modalities and other electronic communication platforms to facilitate English as a second- 

language customers. In that, information and service acquisition needs to be in people’s native 

language, if possible to include information, such as RESEA explanation/ preparation, 

unemployment insurance overview and navigation and MassHire Greater New Bedford Career 

Center Workshops.  Our approach will move us physically and technologically throughout region.  

   

(ii) Facilitate the development of career pathways and co-

enrollment, as appropriate, in core programs; and 
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The MassHire Greater New Bedford Career Center (MHGNBCC) is working with and 

developing partners on a continuous basis to create pathways into training, jobs and 

careers. Co-enrollments with partners are part of the plan in regards to access and delivery 

of services.  The Career Center will model itself after other career centers and the Perkins 

V Act in establishing high quality college and career pathways. The Career Center 

recognizes that only 20% are connected to an academic or career pathway, meaning 80% 

of college students do not have a career or educational pathway to follow. It is the intent of 

the center to work with partners and to further establish and strengthen vocational, 

technical and educational pathways. 

 

(iii) Improve access to activities leading to a recognized 

postsecondary credential (including a credential that is an 

industry-recognized certificate or certification, portable, and 

stackable); 

 

The workforce board in partnership with the career center has several strategies for expanding 

access to post-secondary and stackable credentials for both youth and adults.  

First we have vibrant relationships with regional academic institutions in the region, including 

University of Massachusetts Dartmouth, Bristol Community College, Massachusetts Maritime 

Academy, and Northeast Maritime Institute. We also have a flourishing relationship with 

Bridgewater State University. We will seek to foster our relationships with all including with 

Bristol Community College and UMass Dartmouth by hosting both colleges and universities at our 

center on a weekly and monthly basis.  We have individual, group and workshop meetings at the 

center. We will continue to work with BCC and UMass Dartmouth on new certificates and 

educational pathways and stackable programs that meet economic drivers in the community. 

 

We will develop new business training partners, who can provide national and state certification, 

in the priority industries, business and professional fields as outlined by the Workforce Board. In 

some instances such as Information Technology, we have approved Education and Training 

Providers that can employ “distance learning” modules that match high quality programs with 

customers unable to make the trek to a brick and mortar destination. 

 

We will utilize current connections such as Connecting Activities (CA) to explore careers, career 

readiness, recruiting and youth services for both in school and out of school youth, to continue 

their pursuit of a certificate, certified training, stackable programs or certificates, as well as degrees 

and preparation for degree readiness. We encourage education and training to youths through 

WIOA and State funds to create meaningful career opportunities. 
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Description of the strategies and services that will be used in your local area 

(iv) To facilitate engagement of businesses in workforce development 

programs, including small businesses and businesses in in-

demand industry sectors and occupations; 

 

The MassHire Greater New Bedford Workforce Board leads in the effort to identify and promote 

proven and promising strategies and initiatives for meeting the needs of employers, workers and 

jobseekers to the one-stop delivery system as well as to identify and disseminate information on 

proven and promising practices carried out in other local areas for meeting such needs. 

 

Workforce Board staff works with the MassHire Career Center staff by assisting the BSRs to 

develop, offer, and deliver quality business services that assist specific businesses and industry 

sectors in overcoming the challenges of recruiting, retaining, and developing talent for the regional 

economy. The use of Workforce GPS and MA BizWorks are just two programs that serve to 

educate BSRs on how to assist employers on many levels. 

 

a) Support area employers and industry sectors most effectively, the Career Center staff must 

identify and have a clear understanding of industry skill needs, identify appropriate 

strategies for assisting employers, and coordinate business services activities across Career 

Center Partner programs, as appropriate. 

 

b) This includes the incorporation of an integrated and aligned business services strategy 

among the Career Center Partners to present a unified voice for the Career Center in its 

communications with employers. 

 

c) Additionally, MassHire Career Center uses the WIOA performance measure(s) on 

effectiveness in serving employers to support continuous improvement of these services. 

 

(v) To serve agricultural businesses and how you intend to 

improve those services; 

(vi) To support a local workforce development system that meets 

the needs of businesses in your area; 

(vii) To better coordinate workforce development programs 

and economic development; 

(viii) To strengthen linkages between the MassHire Career 

Center delivery system and unemployment insurance 

programs; 
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Agricultural businesses are scant in the region with less than 1.7% of the employment in 

agriculture and forest services. (See graphs below). However, to serve agricultural businesses and 

improve services offered, the workforce board has actively engaged in both trainings and business 

outreach in the agricultural sector. The primary opportunity for agriculture in the South Coast 

region is part of the marine and maritime industries – aquaculture. There are nearly 10,000 acres of 

possible aquaculture, which is considered an agricultural product in the United States. The 

workforce board has collaborated with aquaculture businesses and engaged in training through the 

Woods Hole Oceanographic Institute Sea Grant program to understand business demand and 

opportunities. Additionally, through summer youth programming, the workforce board has 

employed youth at Round the Bend Farm and through Groundwork South Coast. Both provided 

youth opportunities to actively work on farms and with agricultural products.  

 

Graphs 1 and 2: Agricultural Businesses and Employment on the South Coast 
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Please also refer to Attachment B – Migrant Seasonal Farmworkers  

The Board assures that coordination of the use of Mass BizWorks. MassBizWorks is a key 

initiative of the Massachusetts Workforce Development System; key to the success of 

MassBizWorks is state/local coordination of services and activities. All Workforce Development 

Boards and One-Stop Career Centers agree to participate in Mass BizWorks activities and, as 

feasible, to assist in the coordination of Mass BizWorks activities locally. Activities include 

participation in Mass BizWorks committees and regional operations teams as outlined in 

MassWorkforce Policy #15-05. (WIOA Sec 107(d) (4) 

Employer Engagement - The Local Board assures that it will lead efforts to engage with a diverse 

range of employers and with entities in the region that involve;  

a. Promote business representation (particularly representatives with optimal policymaking or 

hiring authority from employers whose employment opportunities reflect existing and 

emerging employment opportunities in the region) on the local board  
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b. Develop effective linkages (including the use of intermediaries) with employers in the 

region to support employer utilization of the local workforce development system and to 

support local workforce investment activities  

c. Ensure that workforce investment activities meet the needs of employers and support 

economic growth in the region, by enhancing communication, coordination, and 

collaboration among employers, economic development entities, and service providers  

d. Develop and implement proven or promising strategies for meeting the employment and 

skill needs of workers and employers (such as the establishment of industry and sector 

partnerships), that provide the skilled workforce needed by employers in the region, and 

that expand employment and career advancement opportunities for workforce development 

system participants in in-demand industry sectors or occupations  

 

Our MassHire Career Center has a UI person onsite to facilitate linkages between UI services and 

CC services whether it be, to assist someone on-line or with questions about their claim. In 

addition to the UI services we also rely on the RESEA program for claimant’s quick return back to 

the workforce. 

a. What methods are used by the Board to identify and 

recruit business intermediaries 

b. Specifically, what procedures are in place to offer Career 

Center Business Services and Mass BizWorks programs to 

local businesses 

 

WIOA underlines Employer Services as an integral part of a demand driven system that is a core 

component of the MassHire Career Center. The BSU is a coordinated team that provides services 

and intelligence to all employers throughout New Bedford and 10 neighboring towns. 

The workforce board has a Business Development Standing Committee that meets bi-monthly or 

as needed to discuss the level of employer engagement at the MassHire Career Centers BSU. Both 

State and local BSRs management staff attend this committee to share Crystal reports on the data 

of employer outreach. During these meetings the Mass BizWorks programs is discussed at length 

and shared with the business entities on that committee. All staff at the Career Center and the 

Workforce Board attends Mass BizWorks training sessions held within their areas. 

Another example is the Board’s key role in establishing sector partnerships in the manufacturing 

and healthcare industries. This is a collaborative effort between community organizations, 

community colleges, and employers. Board staff and partners are currently recruiting businesses 

and other important players to provide employers an opportunity to discuss their specific needs and 

then work toward training alignment to meet those needs. As mentioned in other sections, the 

Board coordinates services to the business sector by assigning certain responsibilities to our 

Business Service Representatives (BSR) located in our Career Center, while retaining other 
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responsibilities at the Board level. BSRs under the direction of The Workplace and the Division of 

Career Services focus on those services related to hiring, assessment, job matching, job referral, 

job requirements, job postings and assistance related to immediate needs of the business such as 

prevailing wage rates and screening. The Board’s business service function encompasses industry 

sectors; economic development; connecting businesses with other businesses, education or 

economic development; labor market trends; business development; workforce intelligence; and 

projected skill needs. The Board’s Chief Executive and Operating Officers meet regularly with the 

Lead Operator and Career Center Management staff to discuss any issues identified as a result of 

their interaction with employers and to provide information on emerging issues, events and 

activities resulting from the Board’s interaction with economic development, business 

associations, businesses, and/or other community agencies and leaders. These meetings also 

incorporate a degree of accountability to ensure the BSRs are meeting the needs of local 

employers. 

In order to help current and future regional employers maintain existing jobs and create new ones, 

the Workforce Board ensures that employers are aware of the Workforce Training Fund Program 

(WFTP) through the Commonwealth Corporation. This fund is specifically designed to help 

organizations offset the cost of training current and new employees. Commonwealth Corporation 

is a quasi-public workforce development agency that strengthens the skills of Massachusetts youth 

and adults by investing in innovative partnerships with industry, education and workforce 

organizations. The WTFP targets smaller employers since it serves only incumbent workers 

employed by businesses with fewer than 100 workers. The Workforce Board holds annual WTFP 

Informational Sessions partnering with our Chamber, Economic Development Council and 

Community College to cast a wide-net of interested employers. Other training grants are also 

shared i.e. Small Business Direct Access, Express and Safety. 

Examination of how we will coordinate local workforce investment activities with regional 

economic development activities that are carried out in the local area and promote 

entrepreneurial skills training and microenterprise services 

 

The workforce board continually researches and applies for grants that promote entrepreneurial 

growth for residence looking to start businesses in the Greater New Bedford area particularly 

women. The board also partners and collaborates with the several existing organizations to 

promote entrepreneurial skills training and microenterprise services e.g. 

• The Board was awarded a grant for WEB New Bedford 2019 (WomEntrepreneurship and 

Business). WEB New Bedford (the WomEntrepreneurship and Business New Bedford) is a 

pilot 8-month accelerator cohort program providing education and networking for New 

Bedford residents to help start or grow their business. WEB is multi-partner collaborative 

effort to aggregate and provide comprehensive entrepreneurship education and business 

assistance to women, minorities  
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• The Board partners actively with Entrepreneurship for All (EforAll) which is accelerating 

economic and social impact through entrepreneurship in mid-sized cities. EforAll believes 

that the best way to revitalize mid- sized U.S. cities that have fallen into decline, and suffer 

related high rates of poverty and unemployment, is to fuel the dreams and ambitions of 

entrepreneurs who live in and near these cities. As well, they believe the offering inclusive 

entrepreneurship could help creating the pathway out of poverty. At EforAll, has developed 

an innovative small business/nonprofit accelerator to foster entrepreneurial growth and 

celebrate entrepreneurship into the local culture using pitch contests and other public 

events. Prepare entrepreneurs for the many responsibilities they will face, using our year-

long accelerator program that starts with a 12-week intensive session.  

 

• The board actively supports the executive director of the Community Economic 

Development Center of Southeastern Massachusetts, Inc. (CEDC) sits on the board of 

directors. CEDC was founded in May of 1997 as a Community Development Corporation 

in the City of New Bedford. CDC’s are vital building blocks for community revitalization 

through innovative community-based economic development programs and affordable 

housing targeted to low and moderate income members of local communities. CEDC is no 

exception, as our efforts have served thousands of area residents left out of the economic 

mainstream. CEDC fosters economic justice in the local economy through people-centered 

development. We connect youth and adults to skill-building opportunities, and resources 

and we build community networks and collaborations to promote cooperative action for 

social change. 

 

• The workforce board actively engages with and works collaboratively with the New 

Bedford Economic Development Council (NBEDC) is to work collaboratively to promote a 

transparent, business-friendly environment for sustainable job growth and increased private 

sector investment. The NBEDC continues to actively market the gateway city of New 

Bedford worldwide, as a top location for business growth and expansion, while remaining 

committed to assisting local companies and entrepreneurs with their start-up, expansion, 

and other business concerns. To accomplish this mission, the NBEDC established a 

strategy in 2007 that is rooted in our balanced and aggressive approach to support existing 

business, attract emerging industries, communicate a positive message, develop strategic 

sites, prepare a ready workforce, and capture long-term catalytic opportunities for growth. 

As a certified CDFI, an SBA Intermediary Microlender and an EDA lender, the NBEDC 

offers training, technical assistance, and loans to the city’s disadvantaged small businesses 

and entrepreneurs. 
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Description of the Career Center system in our area 

(i) How your Board will ensure the continuous improvement of 

eligible providers through the system and that such providers 

will meet the employment needs of local businesses, workers 

and job seekers; 

 

The Board will insure continuous improvement of eligible providers by working closely with our 

Career Center Operator, The Workplace and the MassHire Greater New Bedford Career Center as 

well as, to ensure that they know and understand the priority and emerging industries of our 

service delivery area. We will continue to fulfill the functions of Policy and Oversight and 

Monitoring of Quality of our ITA training providers. We will continue to monitor the MHCC 

quality, outcomes, and cost performance through the following measures; on-site visits and record 

review, third party evaluations and review, computerized customer flow and outcome records and 

monthly performance reports as established by us. 

In an effort to look beyond the numbers and be more pro-active, our Performance & Oversight 

Committee has asked to receive the feedback from customers both job seekers and employers 

about their experience at the center for review & analysis. 

To insure, that resources, opportunities for training and job development for youth, the Workforce 

Board will continue oversight working closely with Youth Services department of the MassHire 

Greater New Bedford Career Center. The Workforce Board and the Youth Services Department of 

GNBCC will continue to work with all 10 High Schools in the region, insuring cooperation, 

partner development, and receive the services needed for in-school youth.  Working face to face 

with local business organizations, local industry committees, boards and organizations the board 

insures the resources are available as needed by the customers of our region.  MassHire Greater 

New Bedford Career Center, this year, will strive to work closer and be part of the community, 

with local business, school’s districts, state and local government and non-profits in new ways and 

in new areas.  

We also follow the State policy for Eligible training providers (ETPL). When determining 

continued eligibility, the MHWDB reviews the performance of providers as it relates to ITAs and 

other training through different funding sources. When a vendor fails minimum standards renewal 

may be jeopardized. ITAs are monitored through the MHWDB where interviews are done for both 

participants and training vendors. Feedback is provided whenever necessary to ensure the proper 

curriculum and training is in fact provided to the participant. 

 

(ii) How your Board will facilitate access to services provided 

through the Career Center system, including in remote areas, 

through the use of technology and other means; 



53 

 

 

The career center will take three approaches;  

1) Operate remote sites offering; Wareham, South End New Bedford and Lakeville 

a. Career counseling services 

b. RESEA counseling 

c. Career Centers Service seminar 

d. Workshops 

2) New Technology 

a. Distance learning for workshops and seminars 

b. Skype and conference calls 

c. Social Media 

3) Offer services and information in other languages 

a. Videos 

b. YouTube 

c. Printed and electronic forms 

(iii) How entities within the Career Center system, including Career 

Center operators and partners, will comply with WIOA sec. 188, 

if applicable, and applicable provisions of the Americans with 

Disabilities Act of 1990 (42 U.S.C. 12101 et seq.) regarding the 

physical and programmatic accessibility of facilities, programs 

and services, technology, and materials for individuals with 

disabilities, including providing staff training and support for 

addressing the needs of individuals with disabilities; 

 

Investments were made to ensure all the proper adaptive technology is in place for our 

customers with physical disabilities. The most recent was the incorporation of Job Access 

with Speech (JAWS) to assist sight disabled customers. The workforce board ensures 

through monitoring that the center follows all federal, state and local laws and protocols as 

described in WIOA section 18 and the Americans with Disabilities Act of 1990(42U.S.C. 

12101 et seq.) Discrimination against people with disabilities would not be addressed until 

1973 when Section 504 of the Rehabilitation Act of 1973 became law, and later still in 

1990 when the ADA was passed. The procedures and protocols will be followed in all three 

areas 

1. Environment/Space: the center will be checked for compliance 

according to ADA guidelines 

The center will review the environment and space this year to insure compliance.  As well 

as respond to any of the needs a customer might request regarding their disability.    
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2. Technology/Equipment; the center will be checked for compliance 

according to ADA guidelines 

The center will continue to stay abreast of new technologies for people with disabilities.  

The center will insure and make a commitment to customers with disabilities by having the 

most current equipment available.  

3. Programs and Training; the center will be checked for compliance 

according to ADA guidelines 

 

Under the guidance of the Workforce Board, we will ensure that the center continue to stay abreast 

of new technologies for people with disabilities.  The center will insure and make a commitment to 

customers with disabilities by having the most current equipment available. Programs and 

Training; the center will be checked for compliance according to ADA guidelines. The center will 

continue to update the programs and training for staff twice a year to insure that all of the staff is 

aware and are competent in the area of service people with disabilities.  

 

(iv) The roles and resource contributions of your partners – how 

are these relationships sustained and kept productive; 

 

The MassHire Workforce Board, MassHire Career Center and Core Partners have worked together 

over a period of a year to agree upon a shared common vision and purpose that continues to build 

trust and openness and recognizes the value and contribution of all members also needs to exist. 

Additionally, shared and transparent decision-making processes extending the scope of influence 

over and involvement with other services and activities will prove essential to our partnership. 

Shared goals and aims, understood and accepted as being important by each partner, lead to 

improved coordination of policies, programs, and service delivery, and, ultimately, better 

outcomes. 

During partner MOU monthly meetings explicit discussion regarding framework, culture, values, 

and the approach of partner organizations was the subject at hand. We were all in agreement that 

partners need to be clear about and understand their roles and responsibilities, defining who does 

what regarding delivery of activities. It was equally important to acknowledge the existence of 

separate organizational aims and objectives and their connection to jointly agreed aims and 

objectives. 

At MOU monthly meetings we recognize and acknowledge the opportunity for learning 

experiences and sharing good practices.  Our partnership is considered a work in progress, 

meaning that we agree to a range of success criteria regarding maintaining the partnerships. This is 

ensured through feedback that flows to and from the partners for consideration for revisions and 

partnership aims, objectives, and arrangements. The Career Center has a schedule of core partner 

presence. Please see Attachment F at the end of this report. 
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Description and assessment of the type and availability of adult and dislocated worker 

employment and training activities in our local area 

 

WIOA title I formula funds allocated to local areas for adults and dislocated workers are used to 

provide career and training services through the one-stop delivery system. We determine the most 

appropriate mix of these services, but both types are available for eligible adults and dislocated 

workers. Different eligibility criteria apply for each type of services. See §§ 680.120, 680.130, 

and 680.210. 

WIOA title I funds may be used to provide the additional services described in WIOA sec. 134(d), 

including: 

Job seeker services, such as: 

• Customer support to enable individuals with barriers to employment (including individuals 

with disabilities) and veterans, to navigate among multiple services and activities; 

• Training programs for displaced homemakers and for individuals training for nontraditional 

employment (as defined in WIOA sec. 3(37) as occupations or fields of work in which 

individuals of one gender comprise less than 25 percent of the individuals so employed), in 

conjunction with programs operated in the local area; 

• Work support activities for low-wage workers, in coordination with one-stop partners, 

which will provide opportunities for these workers to retain or enhance employment. These 

activities may include any activities available under the WIOA adult and dislocated worker 

programs in coordination with activities and resources available through partner programs. 

These activities may be provided in a manner that enhances the worker's ability to 

participate, for example by providing them at nontraditional hours or providing on-site 

child care; 

• Supportive services, including needs-related payments, as described in subpart G of this 

part; and 

• Transitional jobs, as described in § 680.190, to individuals with barriers to employment 

who are chronically unemployed or have an inconsistent work history; 

Coordination activities, such as: 

• Employment and training activities in coordination with child support enforcement 

activities, as well as child support services and assistance activities, of the State and local 

agencies carrying out part D of title IV of the Social Security Act ( 42 U.S.C. 651et seq.); 

• Employment and training activities in coordination with cooperative extension programs 

carried out by the Department of Agriculture; 

https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=c65248b637fecb3bc87b5095b19b494d&term_occur=1&term_src=Title:20:Chapter:V:Part:680:Subpart:A:680.140
https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=ce23e40789bc987f0bc5f87901fcd286&term_occur=1&term_src=Title:20:Chapter:V:Part:680:Subpart:A:680.140
https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=a1bcf4986cf9564a1ae1181a062880f4&term_occur=1&term_src=Title:20:Chapter:V:Part:680:Subpart:A:680.140
https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=6f668ef49abc1e8a3f0f1f93f7a15a8a&term_occur=1&term_src=Title:20:Chapter:V:Part:680:Subpart:A:680.140
https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=5d71c0f6e4cc6455e0a6fb468a7c758c&term_occur=1&term_src=Title:20:Chapter:V:Part:680:Subpart:A:680.140
https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=ce7982969985d74ac513779877cfa890&term_occur=1&term_src=Title:20:Chapter:V:Part:680:Subpart:A:680.140
https://www.law.cornell.edu/cfr/text/20/680.120
https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=c65248b637fecb3bc87b5095b19b494d&term_occur=2&term_src=Title:20:Chapter:V:Part:680:Subpart:A:680.140
https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=c65248b637fecb3bc87b5095b19b494d&term_occur=3&term_src=Title:20:Chapter:V:Part:680:Subpart:A:680.140
https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=c65248b637fecb3bc87b5095b19b494d&term_occur=4&term_src=Title:20:Chapter:V:Part:680:Subpart:A:680.140
https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=c65248b637fecb3bc87b5095b19b494d&term_occur=5&term_src=Title:20:Chapter:V:Part:680:Subpart:A:680.140
https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=c1255847d32914938ab15e3004926ddf&term_occur=1&term_src=Title:20:Chapter:V:Part:680:Subpart:A:680.140
https://www.law.cornell.edu/cfr/text/20/subpart-G
https://www.law.cornell.edu/cfr/text/20/680.190
https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=b8ed44adae1ad12984153e76f8190d08&term_occur=1&term_src=Title:20:Chapter:V:Part:680:Subpart:A:680.140
https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=8cb7216f9b45246038044c85ebd2d46d&term_occur=2&term_src=Title:20:Chapter:V:Part:680:Subpart:A:680.140
https://www.law.cornell.edu/uscode/text/42/651
https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=180226bac75aaba849305bb0726f9b35&term_occur=1&term_src=Title:20:Chapter:V:Part:680:Subpart:A:680.140
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• Employment and training activities in coordination with activities to facilitate remote 

access to services provided through a one-stop delivery system, including facilitating 

access through the use of technology; 

• Improving coordination between workforce investment activities and economic 

development activities carried out within the local area involved, and to promote 

entrepreneurial skills training and microenterprise services; 

• Improving services and linkages between the local workforce development system 

(including the local one-stop delivery system) and employers, including small employers, 

in the local area; 

• Strengthening linkages between the one-stop delivery system and the unemployment 

insurance programs; and 

• Technical assistance for one-stop centers, partners, and eligible training providers (ETPs) 

on the provision of service to individuals with disabilities in local areas, including staff 

training and development, provision of outreach and intake assessments, service delivery, 

service coordination across providers and programs, and development of performance 

accountability measures; 

• Activities to adjust the economic self-sufficiency standards referred to in WIOA sec. 

134(a)(3)(A)(xii) for local factors or activities to adopt, calculate or commission for 

approval, economic self-sufficiency standards for the local areas that specify 

the income needs of families, by family size, the number and ages of children in the family, 

and sub-State geographical considerations; 

• Implementing promising service to workers and businesses, which may include support for 

education, training, skill upgrading, and statewide networking for employees to become 

workplace learning advisors and maintain proficiency in carrying out the activities 

associated with such advising. 

A number of different assessment tools are used that are evidence based match between the skills, 

interests and aptitudes and the talent requirements of our businesses. These factors must align as 

close as possible in order for quality referrals to be made, unless we are developing OJTs. 

Assessments are key pre-testing for potential job placements especially if there are other barriers 

that need to be addressed by remediation training or other sources. Some of these assessments are: 

• Career Ready 101 

• TABE 

• TORQ 

• Career Center Workshops 

https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=a1bcf4986cf9564a1ae1181a062880f4&term_occur=2&term_src=Title:20:Chapter:V:Part:680:Subpart:A:680.140
https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=d1801b29093bf5341c9488826ff1b282&term_occur=1&term_src=Title:20:Chapter:V:Part:680:Subpart:A:680.140
https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=a1bcf4986cf9564a1ae1181a062880f4&term_occur=3&term_src=Title:20:Chapter:V:Part:680:Subpart:A:680.140
https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=5d71c0f6e4cc6455e0a6fb468a7c758c&term_occur=2&term_src=Title:20:Chapter:V:Part:680:Subpart:A:680.140
https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=c65248b637fecb3bc87b5095b19b494d&term_occur=7&term_src=Title:20:Chapter:V:Part:680:Subpart:A:680.140
https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=2095af3d2644c5f6854561b880c52969&term_occur=1&term_src=Title:20:Chapter:V:Part:680:Subpart:A:680.140
https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=fea825ecffabd1eadecf0b4110f4ab8a&term_occur=1&term_src=Title:20:Chapter:V:Part:680:Subpart:A:680.140
https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=fea825ecffabd1eadecf0b4110f4ab8a&term_occur=2&term_src=Title:20:Chapter:V:Part:680:Subpart:A:680.140
https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=a61d84ead30f050303aecc5b982987ee&term_occur=1&term_src=Title:20:Chapter:V:Part:680:Subpart:A:680.140
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• Follow-up services  

Description of how we will coordinate workforce investment activities carried out in the local 

area with statewide rapid response activities 

Please refer to Attachment A - Rapid Response 

Furthermore, locally we plan for and respond to a company notice of closure (WARN) within 

48 hours following an event by partnering with our local Rapid Response Unit and our local 

Coordinator. The Workforce Board releases a Communication to all relevant partners with 

urgency regarding the designated person for the press.  We ensure the delivery of services to 

enable dislocated workers to transition to new employment as quickly as possible. Our goal is 

to promote economic recovery by developing an ongoing and comprehensive approach to 

identify and prevent or minimize the impact on the workers as well as the businesses and the 

community. We will convene, broker and facilitate connections, networks and partners to 

ensure the ability to provide assistance to dislocated workers and their families such as 

heating assistance, legal aid and financial advice. 

 

The Coordinator provides the appropriate notification and organizes a response team, 

including Career Center staff, to provide the following services, as applicable, to the employer 

and affected workers:  

• Immediate and on-site contact with the employer to the extent practical or allowed by 

the employer as well as representatives of the affected workers, and the local 

community 

• Guidance and/or financial assistance to establish a labor-management committee 

voluntarily agreed to by labor and management, or a workforce transition committee 

comprising representatives of the employer, the affected workers, and the local 

community that devises and oversees an implementation strategy to respond to the 

reemployment needs of affected workers 

• Emergency assistance adapted to the particular closing, layoff, or disaster 

• Development of a coordinated response to the dislocation event 

• State economic development assistance, as needed 

• An orientation on available workforce program services 

• Information on and assistance with filing for unemployment insurance (UI) benefits 

• Information on Trade services 

• Surveys the affected workers’ employment, knowledge, skills, and abilities 

• Other services offered, such as workshops and seminars on tools that will assist with a 

rapid transition to new employment 
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More importantly, the workforce board will assist in the coordinated response to the 

dislocation event and when necessary obtain access to State and local economic development 

assistance to possibly include the development of an application for a National dislocated 

worker grant.  

Description and assessment of the type and availability of youth workforce investment 

activities in your area including activities for youth who are individuals with disabilities, 

which must include an identification of successful models of such activities 

 

Youth populations represent the future workforce and a key element of a thriving local 

economy. Through the youth program administered by us though the Career Center, customers 

are able to take advantage of an array of different activities designed to prepare them for the 

world of work. Youth can take advantage of many of the same offerings available to other 

populations such as staff assisted job search, workshops, assessment, short-term educational 

training, work readiness skills training, on-the-job training and secondary education 

equivalency services. One of the main components of the youth program is work experience, 

which allows youth, many of whom have never been exposed to employment, the opportunity 

to get practical hands on work experience while gaining valuable skills. For youth who are 

basic skills deficient, Workforce Center staff work with them to improve literacy and numeracy 

skills through a variety of computer based remediation exercises designed to refresh and 

improve reading comprehension and mathematical computation. 

We have many career related assessments for our youth population that includes youth with 

disabilities. We feel that all youth benefit in participation in assessments of their prior work 

experience, employability, aptitudes and other interests. We offer multiple assessment tools 

depending on the youth’s preferences, motivations and skills since all factors tend to affect their 

potential success and interest of different career options. In order for youth to properly evaluate 

their employment options we educate them by providing reliable information about local and 

regional labor market on jobs that will provide living wages. The labor market information 

shared with them also includes the education and entry requirements. For youth with 

disabilities we provide information on workplace supports e.g. assistive technology and other 

accommodations. 

These types of assessments are typically provided directly through WIOA youth program staff 

and many times through referrals from our MOU partners e.g. Department of Transitional 

Assistance, Massachusetts Rehabilitation Commission, and Massachusetts Commission for the 

Blind as well as other community based partners and resources.  

Youth that are between the ages of 18 to 20 however could be assessed differently since they 

could participate in both WIOA Title 1 adult and youth programs concurrently. The best mix of 

services under youth and adult programs must be determined by our local program operators for 
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these individuals. The school status at the time of enrollment will determine which program 

options will be appropriate for this population since young adults who are in school of course are 

only eligible for the Title 1 youth program if 21 or younger at the time of enrollment. During an 

assessment, if it is concluded that the young adult’s needs can be met by co-enrollment in WIOA 

Title 1 youth and adult programs the program operator needs to track the funding streams that pay 

for the cost and ensure that there will be no duplication of services.  

All Partners have agreed to prioritize services as outlined under WIOA. Under WIOA, the term 

‘‘individual with a barrier to employment’’ is defined, but not limited to, a member of one or more 

of the following populations:  

• Displaced homemakers 

• Low-income individuals 

• Indians, Alaska Natives, and Native Hawaiians 

• Individuals with disabilities, including youth who are individuals with disabilities 

• Older individuals 

• Ex-offenders 

• Homeless individuals or homeless children and youth 

• Youth who are in or have aged out of the foster care system 

• Individuals who are English language learners, individuals who have low levels of literacy, 

and individuals facing substantial cultural barriers  

• Eligible migrant and seasonal farm workers 

• Individuals within 2 years of exhausting lifetime eligibility (for TANF)  

• Single parents (including single pregnant women)  

• Long-term unemployed individuals 

• Veterans and eligible spouses continue to receive priority of service among all eligible 

individuals; however, they must meet the WIOA Adult program eligibility criteria and meet 

the criteria under WIOA § 134(c)(3)(E) 

• Other groups determined to have barriers to employment (e.g. as identified by the 

Governor).  

Partners commit to offering priority for services within the parameters of their operations to 

recipients of public assistance, other low-income individuals, or individuals who are basic-skills 

deficient, when providing individualized career services and training services with WIOA Adult 

funds. Priority of service status is established at the time of eligibility determination and does not 

change during the period of participation. Priority does not apply to the Dislocated Worker 

population.   
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We collaborate on and manage a number of different youth programs and activities throughout 

the year to help youth populations to find jobs/ learn about jobs, get remedial training, stay active 

in the summer and so much more. The following is a partial list of such programs and modalities: 

• The Greater New Bedford Area YouthWorks Summer Jobs Program - YouthWorks is a 

Commonwealth-wide employment program that helps teens and young adults get the skills 

and experience needed to find and keep jobs. 

 

• Signaling Success is a program that includes three components designed to lead out-of-

school youth 16-24 to occupational certification and long-term private sector employment. 

The contractor is typically the MassHire Greater New Bedford Career Center lead operator. 

Youth participants may be youth who are currently enrolled or new youth who are seeking 

occupational certification and private sector employment. Eligible youth will first 

complete a one week, 20 hour pre-employment t raining (Signaling Success). After 

successfully completing participants move to another week of 20 hour customer service 

training followed by the National Retail Federation customer service exam; leading to a 

nationally recognized credential in customer service. Youth who successfully complete both 

training programs will be placed i n a six-week subsidized work placement with a private 

sector employer who has agreed to hire youth who are successful in placement. 

 

• Amp It Up! College Credit & Career Tours FY18 Program - A joint partnership between 

Wareham Public Schools and the Greater New Bedford Workforce Investment Board. The 

Spring and Summer 2018 program for 20 Wareham High School students includes: 

o One 3-credit early college dual enrollment course CAD 101 through Bristol 

Community College 

o At least 5 advanced manufacturing employer tours including Factory Five 

Racing, Titleist, Lockheed Martin and Five Star Manufacturing 

Students earn college credits in an advanced manufacturing discipline course, tour and 

meet with advanced manufacturing employers in the area and are exposed to innovative 

partnerships to careers in advanced manufacturing. 

 

• Southeast Cyber Security -20 high school juniors and seniors from the Southeastern 

Massachusetts workforce region will complete a 15-month Cyber Security program, South 

East Cyber Sec. The students will earn a 22-credit Certificate in Cyber Security from Bristol 

Community College, CompTIA Network+ and Security+, complete a 140-hour co-op with a 

cybersecurity related employer, and receive career readiness skills to be entry-level job 

ready at completion of the program and at the time of their graduation from high school.  

 

• Mass Cultural Council - Partially fund the Artists Exhibit and Talk at the Groundwork! 

Gallery located at the Quest Center for Innovation in New Bedford.  Since 2016, 

Groundwork Co-working has exhibited 26 artists in the public space on the ground floor of 
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the Quest Center. These exhibits have also been paired with openings and artist talks which 

are open free to the community. Additionally, Groundwork! Gallery has been an AHA! 

Location since January 2018 and is open for free to the community.  The artists on exhibit 

are primarily South Coast residents.  

 

We are responsible for overseeing summer employment opportunities to our youth through a 

New Bedford summer program. We work to ensure that youth gain valuable workforce 

experience and have a safe, productive way to spend their time throughout the duration of 

the summer. Per the Workforce Innovation and Opportunity Act, the following 14 program 

elements are to be provided to youth: 

• Tutoring, study skills training, instruction, and evidence- based dropout prevention 

and recovery strategies that lead to completion of the requirements for a secondary 

school diploma or its recognized equivalent (including a recognized certificate of 

attendance or similar document for individuals with disabilities) or for a recognized 

postsecondary  

• Alternative secondary school services, or dropout recovery services, as appropriate 

• Paid and unpaid work experiences that have as a component academic and 

occupational education, which may include: Summer and other employment 

opportunities available throughout the year, pre-apprenticeship programs, internships 

and job shadowing and on-the-job training opportunities  

• Occupational skill training, which shall include priority consideration for training 

programs that lead to recognized postsecondary credentials that are aligned with in-

demand industry sectors or occupations in the local area involved 

• Education offered concurrently with and in the same context as workforce 

preparation activities and training for a specific occupation or occupational cluster.  

• Leadership development opportunities, which may include community service and 

peer-centered activities encouraging responsibility and other positive social and civic 

behaviors, as appropriate  

• Supportive services  

• Adult mentoring for the period of participation and a subsequent period, for a total of 

not less than 12 months 

• Follow-up services for not less than 12 months after the completion of participation, 

as appropriate  

• Comprehensive guidance and counseling, which may include drug & alcohol abuse 

counseling and referral 

• Financial literacy education  

• Entrepreneurial skills training  
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• Services that provide labor market and employment information about in-demand 

industry sectors or occupations available in the local area, such as career awareness, 

career counseling, and career exploration services.  

• Activities that help youth prepare for and transition to postsecondary education and 

training 

a. Please also provide a description of youth workforce investment 

activity coordination with the Department of Transitional 

Assistance, Massachusetts Rehabilitation Commission (MRC), and 

Massachusetts Commission for the Blind. 

 

Partners agree and assurances are incorporated into our local Umbrella MOU with the above 

entities that the workforce board and the career center will conduct activities relating to youth to 

share customers between partners with a clear understanding of how we as multiple providers of 

services and resources will support youth. 

 

We have re-designed the Career Center customer flow and service practices across partner 

agencies, including ensuring the accessibility and availability of services to our shared youth 

customers in an effort to streamline duplicity. We all agree to utilize robust technology tools to 

scale-up practices and provide more significant supports for youth individuals with barriers to 

employment, including basic skills assessment, remediation, and career development tools; and to 

track and evaluate outcomes for the youth population. Together we have developed career 

pathways processes and systems for Youth 16-24 as well as youth with disabilities who qualify as 

a shared customer. 

 

All Partners agree to prioritize services as outlined under WIOA. Under WIOA, the term 

‘‘individual with a barrier to employment’’ is defined, but not limited to, a member of one or more 

of the following populations:  

• Individuals with disabilities, including youth who are individuals with disabilities 

• Homeless individuals or homeless children and youth 

• Youth who are in or have aged out of the foster care system 

 

For youth who are basic skills deficient, staff members work with the youth to improve literacy 

and numeracy skills through a variety of computer based remediation exercises designed to refresh 

and improve reading comprehension and mathematical computation. The MassHire Career Center 

host specialized workshops, specifically for youth to address issues unique to the population, such 

as financial preparedness and planning for the future based on desired outcomes and realistic 

expectations. The Board is a proponent of inclusion; youth with disabilities can participate in all of 

the activities available to all youth. When necessary, MA Rehabilitation Commission (MRC) may 
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be consulted to offer assistance if accommodations are needed, but it is of great importance that all 

youth are included, regardless of their disability status. Occupational and vocational training 

services are also available to youth. Youth may choose the same trainings available to Adults and 

Dislocated Workers. 

 

Partners commit to offering priority for services within the parameters of their operations to 

recipients of public assistance, other low-income individuals, youth with disabilities or individuals 

who are basic-skills deficient, when providing individualized career services and training services 

with WIOA Adult funds. Priority of service status is established at the time of eligibility 

determination and does not change during the period of participation.  

 

Partners also agree to maintain regular communication and interaction via face to face meetings at 

the career centers and via email and/or telephone to ensure collaboration in the development of 

strategies to support career pathways for individuals with disabilities, including students and youth 

with disabilities, to enter and retain employment and to support appropriate cross agency referrals. 

We work collaboratively to identify consumers with disabilities who are appropriate for job driven 

training and employment opportunities offered by workforce development/career centers. The 

workforce board ensures access to career center space for informational sessions, meetings with 

potential or shared consumers and “job driven” training initiatives, as appropriate. As part of our 

on-going strategy, we provide annual input and feedback as part of the process of the required 

assessment of physical and programmatic access of One-Stop Career Centers for people with 

disabilities. 

Explanation of how we will coordinate relevant secondary and postsecondary education 

programs and activities with education and workforce investment activities to coordinate 

strategies, enhance services, and avoid duplication of services 

 

The MassHire Greater New Bedford Workforce Board actively coordinates activities with 

education and training providers in the local area to develop and implement career pathways 

within the local area by aligning the employment, training, education, and supportive services that 

are needed by adults and youth, particularly individuals with barriers to employment. 

The Southeast region is served by two community colleges; Bristol and Massasoit Community 

College and nine 4-year colleges and universities, Bridgewater State, Curry College, Eastern 

Nazarene, Laboure College, Massachusetts Maritime Academy, Stonehill College, UMass 

Dartmouth, Wheaton College and Lesley College. The partnerships with the institutions are vital in 

providing opportunities for customers. Working closely with each group ensures enhancement of 

services and that any duplication of services is kept to a minimum. The community colleges offer 

workforce education certificate programs designed to provide specific skills for students so they 

may seek immediate employment. Students who complete certificate programs may also have the 
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option to continue their career pathway by working towards an associate degree and receiving 

credit for studies they have completed. The university offers career pathway programs through 

articulation agreements with the regions community colleges. 

Description of how we will coordinate WIOA title I workforce investment activities with the 

provision of transportation and other appropriate supportive services in the local area?  

Please also describe how other programs and services in your local area are leveraged to compliant 

workforce investment activities 

 

We coordinate WIOA Title I services related to transportation issues with cooperation from the 

Southeastern Regional Transit Authority (SRTA) and Southeastern Regional Planning & 

Economic Development District (SRPEDD).  The coordination with SRTA includes streamlining 

student bus pass purchases for internships and summer jobs along with promoting programs that 

will enable adults to better their employment options. MHGNBWDB staff had the opportunity to 

work with SRPEDD staff when they were working on one of their transportation reports to 

include the challenges that our job seekers were having getting to work destinations i.e. the 

business park, second and third shifts. SRPEDD recently released their 2020 Regional 

Transportation Plan public survey and is available in four languages 

(English, Spanish, Portuguese, and Haitian Creole).  

 

We contract with The Workplace to administer workforce programs, including WIOA Title I 

workforce investment activities that provide support services to their customers. These programs 

are governed by federal and state guidance. In addition, the Board maintains local policies that 

provide minimum standards and promote safeguards against the misuse of funds. The Board’s 

policy contains provisions that set documentation requirements and other parameters in the 

provision of support services for all workforce programs. It also sets parameters for the provision 

of specific types of support services, including:  

 • Transportation 

o Gas Money 

o Public Transit  

o Vehicular (including repairs)  

 • Basic Needs Assistance  

 • Work-Related Expense Assistance 

 • Other types of assistance as applicable to the various funding streams 

We continue to work with our WIOA vendors as well as multiple MOU 

partners in the community to provide support as needed to ensure a youth’s success. 

https://www.surveymonkey.com/r/RTP2019
https://www.surveymonkey.com/r/RTP-Span
https://www.surveymonkey.com/r/RTP-Port
https://www.surveymonkey.com/r/RTP-HC
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What plans, assurances, and strategies do you have in place for maximizing coordination, 

improving service delivery, and avoiding duplication of Wagner-Peyser Act (29 U.S.C. 49 et 

seq.) services and other services provided through the Career Center delivery system? 

 

The strategic plan implemented by our board and carried out by The Workplace includes an 

approach for implementing a customer-centric service delivery model, which will assess current 

customer flow and identifies opportunities for improvement. Monthly partner meetings are 

conducted for staff to discuss team-based service delivery, best practices, and challenges. Wagner-

Peyser staff is typically made up of career counselors located in the MassHire New Bedford Career 

Center where our collaborative working environment provides the opportunity to coordinate 

activities and avoid duplication. 

Labor market information that includes all quantitative or qualitative data and analysis related to 

employment and the workforce is provided by the career counselors that have been trained on the 

priority industries of the MassHire Workforce Board including critical and emerging industries. 

The goal of LMI is to help both job seekers and employers make informed plans, choices, and 

decisions for a variety of employment needs. 

We re-evaluate local MOUs to ensure our methods of integrated service delivery for shared 

customers and colocation agreements are up-to-date. We continually meet with our MOU partners 

to ensure staff development and cross training agreements. Our bi-monthly MOU Partner meetings 

have resulted in a successful referral system between agencies and a process for delivering 

services.  Partner agencies attend each other’s staff meeting for program and service updates and 

continual communications. 

 

How will career and training services, required under WIOA, be provided to Migrant 

Seasonal Farm Workers (MSFWs) through the Career Center(s)? 

 

Please refer to Attachment B – Migrant Seasonal Farmworkers  

The Local Board assures that the local One-Stop Career Center (OSCC) Operators will ensure (in 

accordance with all relevant state policies and procedures and as required under 20 CFR Part 651, 

Definitions; Part 652, Subpart C; Part 653, Subpart B and F; Part 654, Subpart E; Part 658, 

Subpart E and Subpart F; Part 678, Subpart B and Part 685, Subpart B that Migrant and Seasonal 

Farm Workers (MSFWs) will receive the full array of workforce development services, benefits 

and protections on a non-discriminatory manner and that the services provided to MSFWs will be 

“qualitatively equivalent and quantitatively proportionate” to the services provided to other 

jobseekers. OSCC will identify and register Migrant and Seasonal Farmworkers (MSFWs); 
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provide such customers - including those English Language Learners (ELLs) - with services and 

information to include assessment of skill levels and abilities, career guidance, job search 

workshops, referral to jobs or training as appropriate, workers’ rights and complaint system 

information.  

The services offered to employers, in addition to referral of job seekers in response job openings, 

include matching job requirements with job seeker experience, skills and other characteristics, 

assisting employers with hard-to-fill job orders and other workforce development services as 

needed. Conduct appropriate follow-up with employers, applicants and other service providers; 

and report all relevant activities through MOSES and any other ad-hoc required reports. 

Workforce Development Boards / One-Stop Career Centers will continue to integrate, coordinate, 

develop, and implement systems and strategies to better serve the agricultural community. 

All CC staff is trained on how to administer services to MSFWs and their families by the 

Department of Career Services. CC staff are required and trained to ensure that the services 

provided to Farmworkers (and their families) – whether seasonal or migrant are “qualitatively 

equivalent and quantitatively proportionate” to the services provided to other jobseekers and that 

all workforce development services, benefits and protections are received on an equitable and 

non- discriminatory basis. 

CC staff is trained to provide adequate staff assistance to each MSFW to use the Resource Room 

and for the use job order information and services effectively. 

Local office staff is required to determine whether an applicant is a MSFW at the time of the first 

interview, as defined by 20 CFR 651.10 using the MSFW Desk Aid.  

• Applicant completes application/registration (membership) Job specialist reviews 

information with the applicant for completeness/accuracy 

• Asks pertinent questions regarding demographics, employment history, education, skills 

and employment goals 

• Completes registration process onto MOSES 

 

In addition, all business services should be extended to agricultural employers  

• Agricultural employers can benefit from WOTC, trade, veterans, bonding programs, job 

order / recruitment services 

• Agriculture Outreach / BSRs staffs should act as a “portable OSCC” for employers as 

well as for workers 

• Provide assistance / information to agricultural employers about labor laws and 

regulations affecting them 
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How will we coordinate WIOA title I workforce investment activities with adult education 

and literacy activities under WIOA title II?  

 

This description must include how the Board will carry out the review of local applications 

submitted under title II consistent with WIOA secs. 107(d) (11) (A) and (B) (i) and WIOA sec. 

232: 

 

Each eligible provider desiring a grant or contract from an eligible agency shall submit an 

application to the eligible agency containing such information and assurances as the 

eligible agency may require, including a description of: 

i. of how funds awarded under this title will be spent consistent with 

the requirements of this title; 

ii. any cooperative arrangements the eligible provider has with 

other agencies, institutions, or organizations for the delivery of 

adult education and literacy activities; 

iii. how the eligible provider will provide services in alignment with the 

local plan under section 108, including how such provider will promote 

concurrent enrollment in programs and activities under title I, as 

appropriate; 

iv.  how the eligible provider will meet the State adjusted levels of 

performance described in section 116(b)(3), including how such 

provider will collect data to report on such performance indicators; 

v. how the eligible provider will fulfill Career Center partner 

responsibilities as described in section 121(b)(1)(A), as appropriate; 

vi. how the eligible provider will provide services in a manner that 

meets the needs of eligible individuals; and 

vii.  information that addresses the considerations described under 

section 231(e), as applicable. 

 

In compliance with the state requirement to include workforce investment activities with adult 

education and literacy activities under WIOA Title II, The Workplace provides a dedicated 

space for the ABE/GED provider in the New Bedford Career Center. The strategic plan 

includes action steps that will engage both employers and education partners in the 

development of a "life skills" curriculum to create a seamless connection to training programs. 

The ABE/GED provider addresses both the adult education and literacy activities of WIOA 

Title II and is part of a pathway to training and career development. 

 

Our Career Center also has a long history of working with adults with ABE and ESOL needs 

through two main resources, UMass Dartmouth Workers’ Education Program and the New 
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Bedford Public Schools and Adult Basic Education & English for Speakers of Other 

Language Classes. These programs were created to help non-native English speakers develop the 

practical language skills needed to search for employment.  Over the years, it has taught New 

Bedford area adults how to prepare a compelling resume, interview confidently, and use the 

computer for job search opportunities. 

 

Workforce Boards in region #6 will continue to work together to catalogue available ABE/ESOL 

course offerings within the region and share relevant workforce reports, LMI, events and industry 

contacts. 

 

The MassHire Greater New Bedford Workforce Development Board and the Career Center staff 

work with state funded adult education programs both of which are our MOU Partners to fulfill a 

number of activities: 

• Guidance and support to the adult education programs in serving shared customers 

• Support to adult education programs related to the development of career pathways 

• Participation in program quality reviews and monitoring for selected site visits 

• Review of proposals for funding consistency and compliance 

• Assist in employer partnerships in the placement of the graduates 

 

Copies of executed cooperative agreements, MOUs, ISAs, or other agreements between 

required partners which define how all local service providers, including additional 

providers, will carry out the requirements for integration of and access to the entire set of 

services available in your local Career Center delivery system.  

 

This includes cooperative agreements (as defined in WIOA sec. 107(d) (11) between the Board or 

other local entities described in WIOA sec. 101(a) (11) (B) of the Rehabilitation Act of 1973 (29 

U.S.C. 721(a) (11) (B) and the local office of a designated State agency or designated State unit 

administering programs carried out under title I of the Rehabilitation Act (29 U.S.C. 720 et seq.) 

(other than sec. 112 or part C of that title (29 U.S.C. 732, 741) and subject to sec. 121(f) in 

accordance with sec. 101(a)(11) of the Rehabilitation Act (29 U.S.C. 721(a)(11) with respect to 

efforts that will enhance the provision of services to individuals with disabilities and to other 

individuals, such as cross training of staff, technical assistance, use and sharing of information, 

cooperative efforts with businesses and other efforts at cooperation, collaboration, and 

coordination. 

 

Please see the attached relevant WIOA Partner MOU as Attachment D at the end of the plan. 
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Description of how the Local Board/Career Center intends to build upon/increase 

collaboration with existing partners and in establishing new partnerships with local service 

providers  

(Including any approximate timelines for establishing agreements or building upon existing 

agreements) 

(Note: There is a statewide collaborative agreement in place between DCS and the New England 

Farm Workers’ Council (NEFWC), the WIOA Sec. 167 Grantee. A copy of the agreement will be 

included as part of the consolidated State Plan). 

 

Please refer to Attachment B – Migrant Seasonal Farmworkers  

 

We intend to keep the collaboration of our WIOA partners ongoing and check in with how the 

implementation of our Customer Referral process is going. One area that we have been focused on 

is Career Pathways. At our last meeting in July of 2019 career pathways was the main topic. 

Career Pathways in the priority industries were shared with the members of the partnership. It was 

suggested that all members register with Workforce GPS and join the Career Pathway Community. 

There within the DOL portal is everything they need to learn about Career Pathways. We have 

academia at the table so the Bristol Community College representation shared much information 

regarding the entry and exit points of possible Career pathways. Much discussion takes place 

regarding the Competency models that are available and that go hand in hand with career 

pathways. 

 

Most recently the MassHire Workforce Board staff met with the Operator of the Career Center, 

The WorkPlace to discuss more Career Pathway training for their staff.  

 

In FY19 we expanded youth services to all 10 municipalities in the Greater New Bedford region. 

This was achieved in partnership with the Connecting Activities grant administered by the 

workforce board with work undertaken jointly by the South Coast Chamber of Commerce and the 

MassHire Greater New Bedford Career Center. As of October 2018, all high schools in the region 

had signed agreements expanding significantly the youth partnerships for the region.  

Our local plan to increase collaboration with our existing partners is to continue our bi-monthly 

meetings and to expand upon our co-location. Staff will continue to cross train and participate in 

each organizations staff meeting when appropriate. Continued communication between front line 

staff will enhance the knowledge of programmatic specifics in each partnering agency leading to 

more comfortable referral process.   

 

We consistently engage area service providers and are constantly reaching out to new providers in 

the area to assist in servicing our customer’s needs. The Board will continue to make this a priority 

going forward.   
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The MassHire Career Center, under the MassHire GNBWDB’s leadership, continues to engage in 

conversations with partners to establish operational procedures and an integrated customer flow.  

During FY 17- 19 the details of MOU’s with WIOA mandated partners were completed.  

MassHire GNBWDB and existing partners established procedures for addressing the needs of job 

seekers.  These partners include the following:  

  

• Massachusetts Rehabilitation Commission (MRC) 

• Department of Transitional Assistance (DTA)  

• Department of Unemployment (DUA)  

• Massachusetts Commission for the Blind (MCB)  

• Senior Community Service Employment Program (SCEP)  

• Department of Elementary and Secondary Education (DESE)  

• Department of Career Services (DCS)  

  

We also engage with other non-mandatory local partners including:  

• Bristol Community College 

• Southeastern Regional Transit Authority (SRTA) and have invited the Administrator, 

Erik Rousseau to be part of the group staring in the first quarter of FY20 

• Job Corps 

 

The workforce board will also adhere to the statewide collaborative agreement in place between 

DCS and the New England Farm Workers’ Council (NEFWC), the WIOA Sec. 167 Grantee as 

listed in the consolidated Commonwealth Plan.  

Fiscal Agent Contact Info 

The contact is CFO, Julie Rodrigues, located at The Quest Center for Innovation, 1213 Purchase 

Street, New Bedford, MA 02740. 508.979.1504 ext. 122 or julie@masshiregreaternewbedford.com 

Detailed competitive process used to award the sub grants and contracts for WIOA title I 

activities. 

The workforce board adheres to all applicable federal, state, and local requirements for 

procurement of goods and services including, but not limited to 2 CFR 200 and 100 DCS 01.102. 

Youth and Career Center Operators are selected through a Request for Proposal process (RFP). 

RFPs are publicized and include all relevant information. Proposals should be solicited from a 

number of qualified sources. We develop impartial review teams usually made up of board 

members and others that have the experience to conduct evaluations and for recommending 

awards. Awards are made to those that offer the needs of our area, youth and other populations. 
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Local levels of performance  

The workforce board adheres to all applicable federal, state, and local requirements for 

procurement of goods and services including, but not limited to 2 CFR 200 and 100 DCS 01.102. 

In addition these local levels are negotiated with the Governor and chief elected official 

consistent with WIOA sec. 116(c), to be used to measure the performance of our local area and to 

be used by the Local Board for measuring the performance of our local fiscal agent (where 

appropriate), eligible providers under WIOA title I subtitle B, and the Career Center system in 

the local area. 

 

The local board, in partnership with the chief elected official for the local area, shall –  

(A) (i) conduct oversight for local youth workforce investment activities authorized under section 

129(c), local employment and training activities authorized under sub-sections (c) and (d) of 

section 134, and the one-stop delivery system in the local area; and  

 

(ii) ensure the appropriate use and management of the funds provided under subtitle B for the 

activities and system described in clause (i); and 

  

(B) For workforce development activities, ensure the appropriate use, management, and 

investment of funds to maximize performance outcomes under section 116.  

Local Boards may insert or provide a link to requested performance goals. 

SUMMARY 
July-June  

FY2016 

July-June  

FY2017 

July-April  

FY2018 

Planned 

FY2019 

A. Job Seekers Services         

1. Total Job Seekers Served       6,234 5,667 4,046 4,800 

    a. Total Job Seekers Unemployed 5,733 887 3,730 4,320 

 b. Persons with Disabilities 346 341 256 202 

 c. UI Claimants Served 3,000 2,877 2,127 3,840 

 d. Veterans Served 312 304 200 288 

B. Employer Services         

1.Total Employers Served (= 1.a + 1.b)   336 368 460 

     a. New to Career Center   260 140 175 

     b. Repeat   76 228 285 

2. Employers Receiving Job Seeker Referrals   185 184 350 

3. Employers Hiring from Referrals   31 37 200 

DISLOCATED WORKER PROGRAM 

Formula 

Carry-in 

 from FY2018 

Formula 

New in  

FY2019 

FY2019 

TOTAL 

1. Participants  66 90 156 

2. Program Exiters (= 2.a + 2.b) 40 40 80 

    a. Enter Employment     64 

        i. Average Hourly Wage at Placement     $15.55 

    b. Other Exit Reasons     16 

3. Carry-Out to FY2020 (= 1 - 2)     76 

4. Entered Employment Rate at Exit (=  2.a / 2)     80% 

5. Total Participants in Training Activities (single count*) 35 37 72 

    a. Basic Education / Literacy Skills 2 2 4 

    b. ESOL (ESL) 12 12 24 

    c. Occupational Skills Training (all including ITA) 15 27 42 

 i. Occupational Skills Training (Customized) 10 10 20 

ii. Occupational Skills Training (Group Contracts) 5 2 7 
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    d. On-the-Job Training (OJT) 0 3 3 

6. Training Participants Obtaining Certificate/Credential 15 28 43 

7.  Support Services 15 10 25 

a.  Needs Based Payments 0 4 4 

DISLOCATED WORKER PROGRAM 

Formula 

Carry-in 

 from FY2018 

Formula 

New in  

FY2019 

FY2019 

TOTAL 

1. Participants  66 90 156 

2. Program Exiters (= 2.a + 2.b) 40 40 80 

    a. Enter Employment     64 

        i. Average Hourly Wage at Placement     $15.55 

    b. Other Exit Reasons     16 

3. Carry-Out to FY2020 (= 1 - 2)     76 

4. Entered Employment Rate at Exit (=  2.a / 2)     80% 

5. Total Participants in Training Activities (single count*) 35 37 72 

    a. Basic Education / Literacy Skills 2 2 4 

    b. ESOL (ESL) 12 12 24 

    c. Occupational Skills Training (all including ITA) 15 27 42 

 i. Occupational Skills Training (Customized) 10 10 20 

ii. Occupational Skills Training (Group Contracts) 5 2 7 

    d. On-the-Job Training (OJT) 0 3 3 

6. Training Participants Obtaining Certificate/Credential 15 28 43 

7.  Support Services 15 10 25 

a.  Needs Based Payments 0 4 4 

Actions and activities that support the local boards continued status as a high-performance 

workforce board 

MassHire Greater New Bedford Workforce Development Board will take the following actions to 

maintain our status as a high performing board. These steps and actions support and align with our 

goals, strategies, and actions of the MassHire Greater New Bedford Workforce Board Strategic 

Plan. 

• Focus on implementing, monitoring, and updating the MassHire Greater New Bedford 

Workforce Development Board Strategic Plan  

• Frame the MassHire Greater New Bedford Workforce Development Board meetings 

around strategic initiatives and utilize a consent agenda  

• Continue and maintain development of comprehensive talent attraction, development, and 

retention strategy for the region and prepare a pipeline of work-ready individuals based 

upon the needs of employers  

• Continue to encourage innovation  

• Maintain and establish the MassHire Greater New Bedford Workforce Development Board 

as the central hub for workforce development activities and be positioned as the “go to” 

source for labor market information and use that intelligence for decision making 

• Continue to be business-driven and use a sector-based approach to engaging regional 

employers  

• Be diverse and a reflection of the community  

• Progress track the effectiveness of initiatives and customer satisfaction and adjust 

accordingly  
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• Continue to include community members on committees in the planning and 

implementation of our strategic plans  

• Continue to learn and understand how to build on partner strengths to align services and 

leverage resources for a common regional agenda 

a). what trainings are applicable to Board members? 

b). how do business Board members contribute to workforce development in 

your region? 

c). how does your Board support the business services in the career centers 

d). to what extent does inter-/intra-Board collaboration result in positive 

outcomes for job-seekers and businesses? 

 

All Board Directors receive training from the MassHire Workforce Board’s CEO. This training 

usually takes place at the MassHire Greater New Bedford Career Center with CC management 

present so that members get a good sense of the environment first hand and are able to ask 

questions. A tour of the MassHire Greater New Bedford Career Center is made available to the 

new directors. New director board orientation is provided using a power point which includes key 

contents of knowledge that is expounded upon by a robust conversation. WIOA is legislation that 

provides the framework for a coordinated system at the Federal, State and Local levels.  

Conversations around these main topics occur during this initiation; our mission, vision and values, 

WIOA and the three pillars of WIOA, WIOA core programs, what boards do, how they as boards 

directors are able to help, all about board composition, what the staff does, all bout MassHire 

Greater New Bedford Career Center and our lead operator, current board committees and structure 

and staff contacts.  

 

A board director’s main role is to serve as a voting director who is vested responsibility for 

strategic planning, governance, policy-making and performance evaluation. 

As active board members their responsibilities include that they: 

• Attend and participate constructively in all full meetings (not less than 3 meetings per 

year). 

• Attend and participate in board retreats, Working Groups, planning meetings, workshops 

and other board development activities. 

• Stay informed about mission, policies, and programs, and become informed about your 

legal responsibilities, such as conflict of interest laws, and duties as a member of the Board, 

i.e.:  seek to review committee minutes as posted on website. 

• Serve as a year-round representative and in the on-going task of member retention and 

membership growth. 

• Help develop and monitor the implementation of short and long-term strategic plans. 
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• Avoid any conflict of interest or appearance of conflict and immediately disclose any 

potential or actual conflict of interest to the Chair or Executive Director/CEO. 

• Maintain the confidence of the board at all times. 

 

All board members are encouraged to register with the MassHire Greater New Bedford Career 

Center and utilize all available resources i.e. MA BizWorks, Job Quest, arrange individual career 

day fairs, contribute to placement of trained job seekers and be active supporters of speed 

interview programs. Board directors learn first-hand the challenges of employers to remain 

competitive and job seekers to obtain meaningful employment throughout all ten communities that 

we directly serve.  As a business representative a board director must:  

• Be an owner, CEO, COO or other individual with optimum policymaking or hiring 

authority; 2) provide employment opportunities in in-demand industry sectors or 

occupations, as those terms are defined in WIOA Section 3(23) 

• Provide high-quality, work-relevant training and development opportunities to its 

workforce or the workforce of others (in the case of organizations representing business as 

per WIOA Section 107(b)(2)(A)(ii) 

• Be appointed from among individuals nominated by local business organizations and 

business trade associations 

 

Describe how training services outlined in WIOA sec. 134 will be provided through the use of 

individual training accounts.  

Including if contracts for training services will be used, how the use of such contracts will be 

coordinated with the use of individual training accounts under that chapter, and how your Board 

will ensure informed customer choice in the selection of training programs regardless of how the 

training services are to be provided. 

 

• Integrated education and training programs   

 

Using Federal funds called Individual Training Accounts (ITAs) are for job seekers requesting 

individualized career services through a Career Specialist, and these job seekers comprise the 

Adult and Dislocated Worker groups of the Title I of WIOA.  The Career Center trains a portion 

of the Adult and Dislocated Worker population to make them more employable.  ITAs are 

available to job seekers who are in need of training to acquire new skills and an industry-required 

certificate to secure employment.  MassHire CC staff assists job seekers in researching the best 

training option, the one which will provide an individualized opportunity for self-sufficiency and 

sustainable employment.  The Career Center is able to provide these job seekers with the 

following services:   

• Comprehensive assessments, development of an individual employment plan   
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• Group and individual counseling   

• Career planning   

• Short-term pre-vocational services including development of learning skills   

• Communication skills   

• Interviewing skills   

• Workforce preparation activities   

• Financial literacy services   

• English language acquisition   

 

The MassHire Greater New Bedford Career Center under the direction of The Workplace works 

with individuals to provide them with an individual training plan. Individuals complete an 

assessment to determine program eligibility, are provided a demand occupation list, a list of 

approved training providers, and information to guide them to the state website for additional 

useful information. ITA’s have a cap established and voted by the Board.  The Cap is $3,500 for 

fiscal year 2020. The cap may be exceeded with written approval of Executive Director after 

review of training selection sheet.  

Description of our local area strategy and service plans for utilization of the following work-

based training models 

a. On-the-Job Training, including use of the Commonwealth’s waiver to 

provide up to 90% employee wage reimbursement to businesses with 

fewer than 50 employees 

b. Apprenticeship 

c. Incumbent Worker Training 

d. Work Experiences (paid or unpaid) 

e. Transitional jobs (§ 680.190 – one that provides a time-limited work 

experience, that is wage-paid and subsidized, and is in the public, 

private, or non-profit sectors for those individuals with barriers to 

employment who are chronically unemployed or have inconsistent work 

history, as determined by the Local Board. These jobs are designed to 

enable an individual to establish a work history, demonstrate work 

success in an employee-employer relationship, and develop the skills 

that lead to unsubsidized employment). 

f. Online remediation tools (such as WorkKeys Curriculum) for 

OJT/apprenticeship screening in support of cultivating and 

demonstrating workplace competencies. 

i. Does the local area utilize the National Career Readiness 

Curriculum (NCRC) to measure job-seekers work ethic and 

discipline, basic skills abilities, and job-ready qualifications? 
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The MassHire Greater New Bedford Workforce Board focuses on On-the-Job Training contracts 

when promoting as part of a specific program outside of the normal WIOA Adult and Dislocated 

Worker i.e. Traditional OJT is always available and an option for both employer and job seeker. 

OJTs can be used to off-set Apprenticeships. When the traditional training (usually ITAs) option is 

used, the Career Center Operator will follow the procedures established for the OJT/NEG local 

policy. When using an OJT model instituted by the State of Feds, the MassHire Greater New 

Bedford Workforce Boards Single Point of Contact (SPOC) and MassHire Greater New Bedford 

Career Center staff work in concert with the Primary Operator in charge of a particular program. 

 

Customized Training (WIOA Sec. 3(14) is another form of a training plan for job seekers that is 

designed to meet the specific requirements of an employer (or group of employers). The training is 

conducted with a commitment by the employer to employ an individual upon successful 

completion of the training for which the employer pays a significant portion of the cost of training, 

as determined by the local board, taking into account the size of the employer and other factors 

determined by the board and further defined in this part. 

 

MassHire GNBWDB has an executed Master Agreement with MassHire Hampden County 

Workforce Board for the statewide Workforce Training Fund Program- on the Job Training 

(WTFP-OJT). Career Center staff is made aware of this program and it is included as one of many 

“tools” in the employer engagement tool box when staff engages employers. 

 

Traditional OJTs are also always an option for employers. Reimbursement is set by the MassHire 

Workforce Board. The MassHire CC has a local OJT policy to follow if the opportunity arises. 

 

The workforce board recognizes apprenticeships as a valid and reliable mechanism for career 

pathways in priority industry sectors in the region and local area. In 2018, the board appointed a 

representative of a pre-apprenticeship program to expand capacity and understanding of 

apprenticeship opportunities. The career center also hosted a pre-apprenticeship recruiting event as 

a first step in building apprenticeship opportunities in the region. The board has actively 

participated in webinars and training on understanding the development and appropriation of 

apprenticeships. The board actively engages with regional vocational schools such as Greater New 

Bedford Voc-Tech, Bristol County Agricultural High School and Old Colony Regional Vocational 

Technical High School which each offers career pathways and vocational shops engaged in 

apprenticeship fields. As part of the new grant in cybersecurity through the MassCyberCenter for 

2018-2019, the board is also examining opportunities for apprenticeships in IT. 

 

We have recently held discussion with our Career Center Operator about initiating and holding 

quarterly Job Fairs with the local Unions to provide job seekers coming in to the Career Center an 

option to learn about Apprenticeships. We have discussed having an Apprenticeship corner within 

the MassHire Career Center that will house all the latest  Apprenticeship materials as well as 
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making You Tube videos accessible for job seekers to gain more insight to the learn and earn 

concept.  

 

Incumbent Worker Training WIOA funded training for incumbent workers is designed to meet the 

specific requirements of an employer (including a group of employers) to retain a skilled 

workforce or avert the need to lay off employees by assisting the workers in obtaining the skills 

necessary to retain employment and conducted with a commitment by the employer to retain or 

avert the layoff of the incumbent worker. Ideal incumbent worker training is where a participant 

acquires new skills allowing him or her to move into a higher skilled and higher paid job with the 

company, thus allowing the company to hire a job seeker to backfill the incumbent worker’s 

position. Incumbent worker training must increase both the participant’s and the company’s 

competitiveness. An incumbent worker does not necessarily have to meet the eligibility 

requirement for career and training services for adults and dislocated workers under WIOA (CFR 

20 680.780). The Massachusetts Workforce Training Fund Program (the WTFP), provides cash 

grants to employers to support skills upgrading training programs for their employees.  This 

resource is discussed with every employer when visited by either the MassHire Greater New 

Bedford Workforce Board or Career Center staff. It is part of the discussion when covering all 

resources MA offers through MA BizWorks. 

 

The WorkKeys curriculum is used to verify attainment of foundational skills in combination with 

other services for career pathways, apprenticeships, or additional credentials. The curriculum is 

used for remediation for numeracy/literacy, as a screening tools for program/training placement, as 

a baseline skills assessment of basic workplace competencies mainly in these the competencies of 

Graphic Literacy, Workplace Documents, and Applied Math. 

 

The Career Center utilizes the National Career Readiness Certificate (NCRC) knowing that these 

remediation tools can build customers’ skills and fund career credentialing services for Workforce 

Innovation Opportunity Act (WIOA) participants. More specifically, we know that the effort helps 

to increase the educational attainment of job seekers and provides them with the opportunity to 

secure fulfilling careers in sustainable industries. Typically, the three tools used are the Career 

Ready 101/WorkKeys Curriculum, WorkKeys 2.0, and the National Career Readiness Certificate 

(NCRC) which are all part of the ACT Workforce Solutions System.  

 

Description of the process used by us, consistent with WIOA sec. 108(d) to provide up to a 

30-day public comment period prior to submission of the plan. 

Including an opportunity to have input into the development of your local plan, particularly for 

representatives of businesses, education, and labor organizations. 

a). make available copies of a proposed local plan to the public through 

electronic and other means, such as public hearings and local news media;  



78 

 

b). allow members of the public to submit comments, not later than the 

end of the 30-day period beginning on the date on which the proposed 

local plan is made available; 

c). include with the local plan submitted to the Governor any such 

comments that represent disagreement with the plan. 

In accordance with WIOA regulations, the MassHire Greater New Bedford Workforce Board has 

provided for an up to 30-day public comment period prior to submission of the plan, including an 

opportunity to have input into the development of your local plan by  representatives of businesses, 

education, and labor organizations. The workforce board has made available copies of a proposed 

local plan to the public through electronic means by posting at MassHireGreaterNewBedford.com 

  

The workforce board allows the public to submit comments, not later than the end of the 30-day 

period beginning on the date on which the proposed local plan is made available, which was 

January 4, 2019. The workforce board shall include with the local plan submitted to the Governor 

any such comments that represent disagreement with the plan. 

Description of how our Career Center is implementing and transitioning to an integrated, 

technology-enabled intake and case management information system for programs carried 

out under WIOA and by system partners 

 

The MassHire GNBWDB, MHCC and required MOU partners have been discussing the intake and 

case management system for shared customers across agencies for the past year. WIOA 

emphasizes technology as a critical tool for making information exchange possible, including 

customer tracking, common case management, reporting, and data collection. To begin tracking 

our shared customers MH DCS created an excel document for all partners to use. At current only 

DTA can actually access the MOSES data base for this reason. All other partners are using the 

shared customer form. This document is listed as Attachment E at the end of the plan.  

The Partners engaged in this local MOU advocate for the development of a shared technology 

portal and to explore the use of the Massachusetts Department of Revenue Wage Reporting System 

and its data as a technology tool to provide some of the required data to meet performance metrics 

established under WIOA. 

To support the use of these tools, each Partner agrees to the following:  

• Comply with the applicable provisions of WIOA and any other appropriate statutes or 

requirements;  

• Comply with the principles of common reporting and shared information through electronic 

mechanisms, including shared technology; 

• Share information to the greatest extent allowable under their governing legislation and 

confidentiality requirements; 
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• Maintain all records of the relevant customers or Partners (e.g. applications, eligibility and 

referral records, or any other individual records related to services provided under this 

MOU) in the strictest confidence, and use them solely for purposes directly related to such 

services; 

• Develop technological enhancements that allow interfaces of common information needs as 

appropriate; 

• Understand that system security provisions shall be agreed upon by all Partners.  

What is the direction given by the Governor and your local Board to the career center 

operator to ensure priority for adult career and training services?  

 

Given to recipients of public assistance, other low-income individuals, and individuals who are 

basic skills deficient consistent with WIOA sec. 134(c) (3) (E) and § 680.600  

POS for Veterans: https://www.mass.gov/service-details/priority-of-service-forveterans 

 State Plan: https://www.mass.gov/files/documents/2018/02/09/ma-wioa-stateplan-final-4-7-

16.pdf 

Describe the local board’s policy and process related to Priority of Service for adult career 

and training services for recipients of public assistance, other low-income individuals, and 

individuals who are basic skills deficient (100 DCS 08-116). 

 

The MassHire local workforce board has adopted a local policy and process that ensures priority 

for adult career and training services is given to recipients of public assistance, other low-income 

individuals, and individuals who are basic skills deficient consistent with WIOA sec. 134(c) (3) 

(E), § 680.600 and 100 DCS 18.101.1 These include: 

• Veterans and eligible spouses 

• Recipients of public assistance 

• Other low-income individuals 

• Individuals who are basic skills deficient 

• The Local Board may establish a process that also gives priority to other individuals 

eligible to receive such services outside the groups given priority under WIOA, provided 

that it is consistent with the priority of service for Veterans. Please note the local policy 

and process must be consistent with WIOA sec. 134(c) (3) (E) and § 680.600 in the 

absence of a priority of service policy. 

 

The Local Board assures that One-Stop MassHire Greater New Bedford Career Center Operators 

will provide Career Planning services for targeted customers consistent with state policy. 

Customers targeted for career planning services include: WIOA Title I enrollees (priority shall be 

given to: recipients of public assistance, other low-income individuals, and individuals who are 

https://www.mass.gov/service-details/priority-of-service-forveterans
https://www.mass.gov/files/documents/2018/02/09/ma-wioa-stateplan-final-4-7-16.pdf
https://www.mass.gov/files/documents/2018/02/09/ma-wioa-stateplan-final-4-7-16.pdf
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basic skills deficient); military “eligible covered persons” (Veterans and certain spouses of 

Veterans) Veterans who are between 18-24, service connected disabled Veterans and any Veteran 

with a significant barrier to employment in compliance with Guidance from DOL/VETS; National 

Dislocated Worker Grant (NDWG) participants; and Trade Adjustment Assistance (TAA) 

participants.3 

Your local plan must include any additional information required by the Governor. 

Not applicable at this time 

 

Your local plan must identify the portions that the Governor has designated as appropriate 

for common response in the regional plan where there is a shared regional responsibility, as 

permitted by § 679.540(b): The Governor may issue regional planning guidance that allows 

Local Boards and chief elected officials in a planning region to address any local plan 

requirements through the regional plan where there is a shared regional responsibility. 

Incorporate anything from your Regional Plan content as appropriate. 

 

We have made several notes and incorporated information from our Regional Plans throughout the 

4 year plan. 

 

Comments submitted during the public comment period that represent disagreement with 

the plan are required to be included with your local plan.  

 

There were no comments submitted or telephone calls made to the MassHire Workforce Board 

staff agreeing or disagreeing to the plan nor did any of our Board members note any 

disagreements. 

Attachment A – Rapid Response 

https://www.mass.gov/media/2038871/download 

Attachment B – Migrant Seasonal Farmworkers 

https://www.mass.gov/media/2038876/download 

  

                                                           
3 State Plan: https://www.mass.gov/files/documents/2018/02/09/ma-wioa-state-plan-final-4-7-16.pdf 

https://www.mass.gov/media/2038871/download
https://www.mass.gov/media/2038876/download
https://www.mass.gov/files/documents/2018/02/09/ma-wioa-state-plan-final-4-7-16.pdf
https://www.mass.gov/files/documents/2018/02/09/ma-wioa-state-plan-final-4-7-16.pdf
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Attachment C - Operational Definitions of Performance Indicators 

(Department of Labor, 2017) 

Six Primary 

Indicators of 

Performance 

 

Detail (Operational Definition) 

A. Employment 

Rate - 2nd Quarter 

After Exit 

 

A-1. Title I Youth 

Education and 

Employment Rate 

- 2nd Quarter 

After Exit 

The percentage of participants who are in unsubsidized employment 

during the second quarter after exit from the program (for title I Youth, 

the indicator is the percentage of participants in education or training 

activities, or in unsubsidized employment during the second quarter after 

exit) 

 

The percentage of title I Youth program participants who are in education 

or training activities, or in unsubsidized employment, during the second 

quarter after exit from the program. 

B. Employment 

Rate - 4th Quarter 

After Exit 

 

B-1. Title I Youth 

Education and 

Employment Rate 

- 4th Quarter After 

Exit 

The percentage of participants who are in unsubsidized employment 

during the fourth quarter after exit from the program (for title I Youth, the 

indicator is the percentage of participants in education or training 

activities, or in unsubsidized employment during the fourth quarter after 

exit) 

 

The percentage of program participants who are in education or training 

activities, or in unsubsidized employment, during the fourth quarter after 

exit from the program. 

C. Median 

Earnings - 2nd 

Quarter After Exit 

The median earnings of participants who are in unsubsidized employment 

during the second quarter after exit from the program 

D. Credential 

Attainment 

The percentage of those participants enrolled in an education or training 

program (excluding those in on-the-job training (OJT) and customized 

training) who attain a recognized postsecondary credential or a secondary 

school diploma, or its recognized equivalent, during participation in or 

within one year after exit from the program. A participant who has 

attained a secondary school diploma or its recognized equivalent is 

included in the percentage of participants who have attained a secondary 

school diploma or its recognized equivalent only if the participant also is 

employed or is enrolled in an education or training program leading to a 

recognized postsecondary credential within one year after exit from the 
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program 

E. Measurable 

Skill Gains 

The percentage of program participants who, during a program year, are 

in an education or training program that leads to a recognized 

postsecondary credential or employment and who are achieving 

measurable skill gains, defined as documented academic, technical, 

occupational, or other forms of progress, towards such a credential or 

employment. Depending on the type of education or training program, 

documented progress is defined as one of the following: 

1. Documented achievement of at least one educational functioning 

level of a participant who is receiving instruction below the 

postsecondary education level; 

2. Documented attainment of a secondary school diploma or its 

recognized equivalent; 

3. Secondary or postsecondary transcript or report card for a 

sufficient number of credit hours that shows a participant is 

meeting the State unit's academic standards; 

4. Satisfactory or better progress report, towards established 

milestones, such as completion of OJT or completion of one year 

of an apprenticeship program or similar milestones, from an 

employer or training provider who is providing training; or 

5. Successful passage of an exam that is required for a particular 

occupation or progress in attaining technical or occupational skills 

as evidenced by trade-related benchmarks such as knowledge-

based exams. 

F. Effectiveness in 

Serving Employers 

Effectiveness in Serving Employers: WIOA sec. 116(b) (2) (A) (i) (VI) 

requires the Departments to establish a primary indicator of performance 

for effectiveness in serving employers. The Departments are piloting 

three approaches designed to gauge three critical workforce needs of the 

business community. 

● Approach 1 - Retention with the same employer - addresses the 

programs' efforts to provide employers with skilled workers; 

● Approach 2 - Repeat Business Customers - addresses the programs' 

efforts to provide quality engagement and services to employers and 

sectors and establish productive relationships with employers and 

sectors over extended periods of time; and 
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● Approach 3 - Employer Penetration Rate - addresses the programs' 

efforts to provide quality engagement and services to all employers 

and sectors within a State and local economy. 

Since this indicator is a new approach for measuring performance under 

WIOA's six core programs, the Departments have implemented a pilot 

program during which States must select two of the three approaches to 

report data that the Departments will use to assess a permanent indicator. 

States may also voluntarily develop an additional State-specific approach. 

The Departments will evaluate State experiences with the various 

approaches and plan to identify a standardized indicator that the 

Departments anticipate will be implemented no later than the beginning 

of Program Year 2019. 

Attachment D – WIOA Partner MOU 

Z:\1 Shared\MOUs 

 

Attachment E – WIOA Partner MOU Referral Form 

Z:\1 Shared\Board and Committee Meetings and Goals\MOU Partners Meetings 

Attachment F – MOU Partner Schedule 

Z:\1 Shared\Board and Committee Meetings and Goals\MOU Partners Meetings 

Attachment G – WIOA Local Four-Year Plan Signatory Fully Signed Form 

 

                                                           
i
 https://files.masscec.com/2017%20MassCEC%20CE%20Report_web%20%281%29.pdf 

 
 

 
 
 

file://WIN2012/Company/1%20Shared/MOUs
file://WIN2012/Company/1%20Shared/MOUs
file://WIN2012/Company/1%20Shared/Board%20and%20Committee%20Meetings%20and%20Goals/MOU%20Partners%20Meetings
file://WIN2012/Company/1%20Shared/Board%20and%20Committee%20Meetings%20and%20Goals/MOU%20Partners%20Meetings
https://files.masscec.com/2017%20MassCEC%20CE%20Report_web%20%281%29.pdf
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