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Strategy for the Workforce Investment System

1. Purpose, The purpose of this Training and Employment Guidance Letter (TEGL) is
to provide information and resources to support the use of Registered Apprenticeship
by the workforce investment system as an effective approach to building a skilled and
competitive workforce in regional economies.

The 215 century economy demands a workforce with postsecondary education
credentials, and the adaptability to respond immediately to changing economic and
business needs. The public workforce system is playing a leadership role in meeting
these demands by catalyzing the implementation of innovative talent development and
lifelong learning strategies that will enable American workers to advance their skills
and remain competitive in the global economy. Registered Apprenticeship, a critical
postsecondary education, training, and employment option available in every state in
the couniry, is an important component of these talent development strategies.
Registered Apprenticeship is business- and industry-driven, with more than 29,000
programs impacting 250,000 employers and almost 450,000 apprentices —
predominantly in high-growth industries that face critical skilled worker shortages now
and in the foreseeable future. Full collaboration between the publicly funded workforce
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investment system and Registered Apprenticeship leverages each system’s strengths to
maximize the benefits in the context of regional talent development strategies.

This TEGL provides information, examples, and policy guidance to support the full
integration of Registered Apprenticeship into workforce system activities. The
document is one of a number of products that the Employment and Training
Administration (ET'A) is releasing to assist regions in developing Workforce Investment
Act and apprenticeship efforts that are mutually supportive.

2. References, The Workforce Investment Act, Title I (P.L. 105-220 - August 7, 1998);
20 CFR parts 663, 665, and 666; National Apprenticeship Act (P.L. 75-308); The Wagner-
Peyser Act (29 USC 49 et seq.); Training and Employment Guidance Letter No. 17-05,
“Common Measures Policy for the Employment and Training Administration’s
Performance Accountability System and Related Performance Issues;” Training and
Employment Guidance Letter No. 18-05, “Using Workforce Investment Act Funds to
Serve Incumbent Workers and Employed Workers;” Training and Employment
Guidance Letter No. 13-06, “Instructions for Workforce Investment Act and Wagner-
Peyser Act State Planning and Waiver Requests for Years Three and Four of the
Strategic Five-Year State Plan (Program Years 2007 and 2008),” Training and
Employment Notice No. 17-06, “Vision for 21st Century Apprenticeship;” Training and
Employment Guidance Letter No. 28-05: The Employment and Training
Administration’s (ETA’s) New Strategic Vision for the Delivery of Youth Services
Under the Workforce Investment Act (WIA): “Expanding ETA’s Vision for the Delivery
of Youth Services under WIA to include Indian and Native American Youth and Youth
with Disabilities;” and Training and Employment Guidance Letter No. 3-04: “The
Employment and Training Administration's (ETA's) New Strategic Vision for the
Delivery of Youth Services Under the Workforce Investment Act (WIA).”

3. Qverview of the National Registered Apprenticeship Systemn. Registered ,
Apprenticeship is a national training system that combines paid learning on-the-job and

related technical and theoretical instruction in a skilled occupation, The purpose of a

Registered Apprenticeship program is to enable employers to develop and apply \
industry standards to training programs that can increase productivity and improve the

quality of the workforce. In the United States today, 250,000 separate employers offer \
Registered Apprenticeship employment and training to almost 450,000 apprentices in ‘L
such industries as construction, manufacturing, transportation, telecommunications,

information technology, biotechnology, retail, health care, the military, utilities, |
security, and the public sector. By providing on-the-job learning, related classroom !
instruction, and guaranteed wage structures, employers who sponsor apprentices
provide incentives to attract and retain more highly qualified employees and improve
productivity and services. Regions that adopt robust Registered Apprenticeship
programs in the context of economic development strategies create seamless pipelines
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of skilled workers and flexible career pathways to meet current and {uture workforce
demands.

Principal Partners. The National Registered Apprenticeship system is a partnership
among DOL, State agencies, industry leaders, employers, employer associations, labor-
management organizations (primarily consisting of labor organizations and empleyers),
and educational institutions. Industries, in partnership with state and federal
apprenticeship offices, develop and operate apprenticeship programs based on the
skills and knowledge that business and industry needs from its employees, ensuxing
that apprentices develop up-to-date and relevant skills. Program sponsers, which
include employers, employer associations, and labor-management organizations,
voluntarily operate and cover most or all costs of the program. The programs are
registered with DOL or a federally recognized State Apprenticeship Agency (SAA).
Through a formal apprenticeship agreement, program sponsors and apprentices agree
to the requirements of the registered program.

The National Apprenticeship Act (NAA) (also known as the Fitzgerald Act), enacted in
1937, authorizes the Federal government, in cooperation with the states, to oversee the
nation's apprenticeship system. DOL’s Office of Apprenticeship (OA), in conjunction
with SAAs, is responsible for registering apprenticeship programs that meet Federal
and State standards, issuing Certificates of Completion to apprentices, encouraging the
development of new programs through outreach and technical assistance, protecting
the safety and welfare of apprentices, and assuring that all programs provide high
quality training to their apprentices, DOL/OA staff in 24 states and SAA staff in 26
stales, the District of Columbia, and three territories share these responsibilities.

Apprenticeship Program Struchure. Reglstered Apprenticeship programs offer
employment anc a combination of on-the-job learning and related technical and
theoretical instruction through a training provider. Apprentices are employed at the
start of their apprenticeship and work through a series of defined curricula until the
completion of their apprenticeship programs.

The duration of tratning, and the skills and competencies required for mastery, are
driven by industry. Traditional apprenticeship programs require a specific number of
hours of on-the-job training. Increasingly, industries are requiring competency-based
training programs that reflect mastery of key skills and alow motivated workers to
progress at thelr own pace. Currently, the Registered Apprenticeship system approves
time-based, competency-based, and a hybrid of time- and competency-based programs,
and helps industries transition to competency-based apprenticeship programs for
enhanced effectivencess.

Certifications earned through Registered Apprenticeship programs are recognized
natlonwide as portable industry credentials. The primary apprentice certification is a
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Certificate of Completion, which is awarded at the end of the apprenticeship. Many
apprenticeship programs— particularly in high-growth industries such as health care,
advanced manufacturing and transportation— also offer interim credentials and
training certificates based on a competency model thal leads to a Certificate of
Completion. There may be beginning, intermediate, advanced, and specialty
cerlification levels. Registered Apprenticeship programs also allow credit for previous
apprenticeship-related experience.

4. Pre-Apprenticeship Strategies. For workers wio may not have the fundamental
skills to succeed in a Registered Apprenticeship program and youth who are exploring
career options, pre-apprenticeship training programs act as a bridge. These training
programs, which are operated by education, community- or faith-based organizations,
can help apprenticeship candidates decide on an occupational track, develop
foundational skills, and improve productivity once employed. Pre-apprenticeship
programs operate an approved plan under swhich candidates participate in a short,
intensified training period in a school or training center, with the intent to place them
into Registered Apprenticeships upon completion or soon after completion of the
program. Pre-apprenticeship can be used as a means of selecting apprentices under a
particular program sponsor’s approved program standards. PDOL recognizes pre-
apprenticeship programs, but does not formally register them. Many pre-

apprenticeship programs also operate in partnership wilh the workforce investment
system.

5, Benefits of the Registered Apprenticeship Training Madel. Registered

Apprenticeship is a key component to the nation’s talent development strategies in

many high demand industry sectors. This unigue, industry-driven training is a proven,
effective method with many benefits.

For employers, benefits include:

* Skilled workers trained to industry/employer specifications to produce quality
results,

* Increased praductivity and knowledge transfer due to well-developed on-the-job
learning.

* Enhanced retentlon. In FY 2006, 82 percent of registered apprentices were still ,
employed nine months after registration as apprentices, |

¢ A stable pipeline of new skilled workers, Apprenticeship programs offer a
predictable pipeline of program completers, while established pre-
apprenticeship programs provide access to the next generation of workers, |

* Anemphasis on safety tralning that may reduce worker compensation costs. b

For apprentices, benefits include: |
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¢ Immediate employment in jobs that usually pay higher wages and offer career
growth opportunities. Tn FY 2006, the average starting wage for an apprentice
was $12.16.

» Higher quality of life and skills versatility.
Portable credentials recognized nationally and often globally.

¢ Pormal articulation agreements between apprenticeship training programs and
2. and 4-year colleges that create increased opportunities for college credit and
future degrees,

6. Registered Apprenticeship Aligns with Workforce System Priorities. Registered
Apprenticeship is a highly versatile training strategy that aligns with and advances the
goals of key workforce investment system initiatives. Features of Registered
Apprenticeship, including its customized format, the extensive industry knowledge of
stale and federal apprenticeship staff, and its significant employment, retention, and
wage outcomes, make the program an effective means of meeting workforce system
goals. By coordinating and collaborating with the knowledgeable professionals that
make up the Registered Apprenticeship system, the workforce system can increase the
quality of its services to both its employer and worker customers and enhance activities
in support of current workforce system priorities, Apprenticeship is an important
addition to the suite of potential education and training services the workforce system
provides to its customers. Below are goals of the workforce system that can be met by
incorporating apprenticeship as a workforce strategy.

Increasing access ta workforee education and training. Acdult learners with families and
financial obligations frequently are unable to stop working while they gain additional
education ar workforce skills. Young adults may not be able Lo go to school full time
without benefit of a job. Registered Apprenticeships are “earn and learn” opportunities
and provide access to education and training that may not otherwise be accessible to
many adults.

Designing innovntive programs thal fitel regional econontic compelitiveness and create
eniployment opportunilies for career seeker custonters, Registered Apprenticeship training
can be a valuable tool in the broader suite of talent development approaches that
support competilive regional economies and flexible talent that can adapt as jobs grow
and/or change, As an employer-driven model for competency development and skill
mastery, Registered Apprenticeship can support the development and advancement of
worker pipelines for both emerging and established employers and regional industry
sectors, Because apprenticeship programs include immediate employment for
apprentices, they are an excellent option for dislocated workers and others who are
transitioning from declining industries. Registered Apprenticeship programs can also
be an important part of industry growth strategies in regions where significant
reskilling of the workforce needs o take place. Implementing apprenticeship and pre-
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apprenticeship models that are aligned with growth strategies for regionally-critical
industry sectors and clusters creates opportunities for workers at all levels of the career
ladder to up-skill and advance to meet evolving skill needs, and provides employers
with the talented human capital needed for economic prosperity,

Meeting the needs of ni-risk youth. Apprenticeship is an important talent development
option for youth as they seek postsecondary education and training that will lead to
career opportunities in demand-driven occupations. Registered Apprenticeship and
pre-apprenticeship programs provide many benefits that aHow the workforce
investment system to respond to the call of DOL’s Youtl: Vision. In addition lo the
industry-driven nature of apprenticeship training, apprenticeship involves high school,
community colleges, and technical or alternative schools in the delivery of job-related
classroom instruction, Apprenticeship also provides youth with the opportunity to
carn while they learn, offers professional development and employability skills training
curricula, such as that available from SkillsUSA, and incorporates instruction that leads
to the completion of a high school diploma or GED.

7. Call to Integrate Apprenticeship throughout the Workforce Investment System. In
a demand-driven environment, the public workforce system, at the federal, state, and
local levels, sorks collaboralively with business and industry, economic development,
education, training providers, and ather key pariners on talent development strategies
and workforce solutions to provide workers with the skills businesses need. Registerad
Apprenticeship is a potential workforce solution that contributes to the development of
industry-defined competencies, and also serves as a proven industry-driven workforce
education and preparation strategy for workers.

The Registered Apprenticeship system is administered by ETA and represents a
significant investment of knowledge, systems, and resources in our nation’s talent
development strategies. Registered Apprenticeship opportunities can and should be
integrated throughout the workforce investment system as a means of leveraging
resources across systems to better serve regional needs. In orcler to ensure that
apprenticeship is consistently integrated into service delivery strategies for busincsses
and the workforce, it is critical to support collaboration between the apprenticeship
infrastructure, the workforce investment syslem, and the continuum of education at all
levels. Strategtes for collaboration and integration are discussed below. Specific
examples of state and local collaborative efforls are provided in more detall in
Attachments A and B. Attachment C provides contact information for specific models.
Altachment D provides informational tools and resources to support development of
new registered apprenticeship opportunities and models.

WIA State and Local Strategic Planming. State and local Workforce Investment Boards
{(W1Bs) have an opportunity to support integration of Registered Apprenticeship
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through their regular strategic planning processes for WIA and the Wagner-Peyser Act.
One highly effective strategy is to include apprenticeship training as a workforce
strategy in the WIA state and local plans as a workforce solution for growing skills in
targeted industry sectors,

Business Engagement Stralegles. W1Bs and/or One-Stop Career Centers can integrate
apprenticeship into business engagement strategies by encouraging the development of
new apprenticeship programs as a solution to meet business customer needs. WIBs and
One-Stops can leverage business relationships and engage businesses jointly with
apprenticeship staff. WIBs can further enhance strategic regional partnerships by
integrating apprenticeship programming into their strategies for talent development
and linking apprenticeship programs to other economic development entities and
school disirict administrations, alternative education programs, adult basic education
programs, prisons, and city, county, and state governments. An imporlant asset that
can be marketed to employers is the ability of apprenticeship staff to develop
competency models which break the skills needed for any parlicular task into learning
objects that then become the foundation for classroom curricula and training. This
ensures that apprentices achieve the right skills to meet industry needs.

Expanding Available Eligible Training Providers for ITAs. The WIA statute and regulations
explicitly provide for flexibility in determining registered apprenticeship training
programs as initially eligible providers of ITA-funded training services, This enables
expanding the available training options to ITA recipients, Specifically, the WIA
regulations at 20 CFR 663.505(b)(2)(ii) identify entities that carry out programs under
the National Apprenticeship Act (NAA) as potential cligible providers of training
services, and the WIA regulations at 20 CFR 663.515(b) empower local WIBs to
determine the cligible training provider application procedures for apprenticeship
programs registered under the NAA. As such, apprenticeship programs may benefit
from streamlined processes for becoming initially approved as eligible providers of
training to ITA recipients, without having to undergo the standard State agency review
process (20 CFR 663.515(d)).

One-Stop Career Center Operations. At the One-Stop Career Center level, a range of
programmatic and operational activities can support closely integrated and coordinated
functions.

* Career Guidance Strategics. Referral lo apprenticeship and pre-apprenticeship
pragrams can be routinely integrated into the carcer guidance and carecr
exploration services offered through the One-Stop Caveer Center systern, both
virtually and as part of staff-assisted services,

¢ Service Delivery Design. Co-locating apprenticeship staff in One-Stop Career
Centers allows them to work collaboratively with WIA case managers and
veterans’ representatives to place career seekers with apprenticeship sponsors
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and to market and establish programs. Even when programs are not co-located,

One-Stop Career Center and Registered Apprenticeship staff can be encouraged i
to work together to market apprenticeship and refer appropriate candidates,

¢ Coordinated Education and Career Qutreach. One-Stop Career Centers can co-
sponsor career fairs and other outreach activities related to education and carcer J
opportunities with local representatives of the Registered Apprenticeship
system, and can market apprenticeship opportunities to both employers and
workers, .

* Coordination for Pre-Apprenticeship. One-Stop Career Center staff can
coordinate the development of pre-apprenticeship or training venues between
participating Registered Apprenticeship programs and community-based
organizations committed to provide related work experience to prepare
candidates for Registered Apprenticeship.

Policy Development and Funding Strategies, Collaboration with apprenticeship can be

further enhanced through the development of policies that facilitate and encourage

partnership. For instance, states may lssue policy to provide guidance around the ‘
operation of such partnerships, and to highlight models of successful collaboration.

States and local areas may organize regular roundtables or other policy forums in

which workforce system, apprenticeship system, education, and employer stakeholders {
are brought together to discuss policy issues and explore collaborative opportunities.

State and local workforce system lenders may explore opportunitics for leveraging

existing workforce system funding with other funding sources to support and advance ‘

apprenticeship models. A more detailed discussion of opportunities to leverage
{unding follows, l

8. Funding Sources to Support Registered Apprenticeship, Historically, employers,

industry associations, and labor-management organizations have been instrumental in |
developing and funding Registered Apprenticeship programs. The public workforce |
system has an impartant role to play in leveraging and advancing these investments.

This can be accomplished both through workforce system funding strategies, and

through the systeny's unique position as the convener and catalyst of a broad array of !
workforce and economic development partners, all of whom have a stake in the
acceleration of competency-based education and training modets that enable workers to
mcet the evolving skill needs of the 215 century work environment. Workforce system
leaders, with their education and employer partners, can play the critical role of
identifying and aligning funding that may support both theoretical and practical
ecucation, advancing skills upgrading modets, and supporting workers’ career
advancement based on increasing mastery of the skills required in current and
emerging workplaces. In today’s economy, states and economic regions must :
continuously identify new approaches to ensuring that the education Ievels of the |
current and projected workforce align with the anlicipated skill and competency needs
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of both established and emerging industries. The workforce system can support these
efforts by ensuring that the full complement of education, employer, and economic
development partners, including new or “non-traditional” pariners, are al the table and
involved in cliscussions related to the alignment and commitment of resources to
support innovative training and advancement models.

Leveraging Workforce Investment Act Funding. Ensuring that apprenticeship is

included as part of the full complement of education and training resources provided to
job seekers and employers presents multiple opportunities for the public workforce
system to leverage WIA funds in innovative and creative ways. The Workforce
Investment Act provides the workforce system with significant flexibility to implement
responsive training and education solutions, and state and lacal workforce system
leadlers are urged to consider ways in which their existing WIA training resources may
be invested strategically to support apprentices and apprenticeship sponsors. For
example, while most Registered Apprenliceship programs are funded by program
sponsors, the workforce system can help to expand apprenticeship programs regionally
by strategically deploying WIA funds to temporarily offset training costs for employers
who might need to understand the potential returns on their investment before
undertaking significant training costs. See Attachment B for specific examples of how
states are using WIA funds to offset training costs.

Individual Training Acconuls (ITAs)

ITAs, described at 20 CFR 663.400 - 663.440, are training and education financing
accounts established on behalf of eligible adults and dislocated workers that cnable
these individuals to purchase training for in-demand occupations and careers from
eligible providers of their own choosing. Both employed and unemployed adults and
dislocated workers may be eligible to receive [TAs, though employed individuals must
be determined to be in need of training services to obtain or retain employment that
leads to self-sufficiency in order to reccive ITAs (see 20 CFR 663.220 (b), 20 CFR 663.230,
and 20 CFR 663.310, as well as the Preamble to the Final Rule for WIA, 65 Fed. Reg.
49294, 19326, Aug. 11, 2000). As the primary method of training service purchase and
delivery in the public workfotce system, 1TAs can provide eligible apprentices with
financial support for the related instruction portion of thelr apprenticeships. In
addition, ITAs may be used to provide eligible individuals with access to pre-
apprenticeship training in preparation for formal apprenticeships.

The use of ITAs to support the related instruction (c.g., classroom and distance
learning) portion of apprenticeship training or pre-apprenticeship training may be
advantageous for a number of reasons, 1TAs support customer choice in selecting
training providers, empowering apprentices and pre-apprentices to make informed
education and carcer decislons. WIA funded training must be directly linked to
employment opportunilies in the local area (20 CFR 663.310(c)). This can be a useful
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tool to support Registered Apprenticeships’ focus upon employer-driven training
design and delivery,

When WIBS and One-Stop Career Centers use ITAs as & mechanism to support
apprenticeships, it is important lo remember the eligibility requirements associated
with the WIA Adult and Dislocated Worker programs. Another consideration to keep
in mind is that ITAs arc only available to eligible individuals who are unable to obtain
grant assistance from other sources to pay for education and training (such as State-
funded training funds, Pell Grants, and Trade Adjustment Assistance), or who require
assistance beyond that which is available from other grant sources in order to pay for
the costs of training (see 20 CFR 663,310(d) and 20 CFR 663.320(a)(2)). The intent of
these limitations is to ensure that complementary education and training resources are
leveraged to the greatest extent possible, and to reduce duplication in service provision.
Thus, in designing cducation, apprenticeship program sponsors and local WIBs should

jointly identify the full complement of education and training funding available in the
area.

Customized Training Models

When working with employers on training and workforce solutions, WiBs and One-
Stop Career Centers may find it valuable to utilize customized training to subsidize the
classroom training portion of an apprenticeship model. For example, a local WIB could
offer a particular course of training for apprenticeship sponsors in a targeted sector,

such as advanced manufacturing, across a region whose economic base revolves around
this sector.

Eocal WIBs could also offer “linked” courses of training across connected industry
sectors, such as construction and transporlation, to more broadly support the economnic
clusters driving job growth in that particular region. This approach provides the ability

to leverage employer investments with WIA funding to increase the skilled labor pool
in a regional economy.

Customized training is ty pically based upon a contractual agreement between a local
WIB and an employer (or group of emplayers) to provide specialized training to
employees, Under WIA, both potential new hires and incumbent employces may
participate in customized training, though incumbent employees must be determined
by the local WIB to not be earning self-sufficient wages in order to participate (20 CFR
663.72((a)), and their training must be related to the introduction of new technologies in

the workplace, skills upgrading for new jobs, or other related purposes (20 CFR
663.720(c)).

Customized training arrangements entail the commitment by the employer to hire
trainves after successful training completion, or to continue to employ incumbent
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employees after successful training completion (20 CFR 663.715(b)). In addition,
employers that enter into custoniized training agreements under WIA typically pay for
at least 50 percent of the cost of the training (20 CFR 663.715(c)), though ETA has
granted waivers of this matching requirement to allow for employer match on a sliding
scale, based upon business size. Under the waiver, the following scale is permitted in
two targeted categorles of business with 100 or fewer employees:

* No less than 10 percent match for employers with 50 or fewer employees, and
* No less than 25 percent match for employers with 51 - 100 employees.

WIA-funded customized training models offer several operational advantages that
facilitate their use in the Registercd Apprenticeship context, Customized training may
be designed and delivered for multiple employers, such as in an industry sector, or for
groups of targeled employees of a single employer, creating the opportunity to develop
cconomies of scale that truly maximize and leverage the contribution of the workforce
system and participating employers. In addition, while providers of customized
training must meet the performance requirements outlined at 20 CER 663,595, they are
not subject to the vther requirements for eligible training providers outlined in 20 CIR
663, Subpart E, or in WIA Sectlon 122. These streamlined requirements for eligible
providers of customized training may facilitate the ability of apprenticeship sponsors to
collaborate with the public workforce system in the design and delivery of programs of
customlzed training, Finally, in states that have obtained waivers to permit small- and
medium-sized employers to fund customized training on a sliding scale below the
mandated 50 percent, customized training provides a flexible model for assisting these
smaller businesses in expanding their talent pool and upgrading the skill levels of
current employees,

On-the-Job Training (OJT)

Defined at WIA Section 101(31), OJT can be a useful training methodology for
employers wishing to upgrade the skills of new hires and incumbent workers and keep
workplaces current with the evolving sklll and technology demands of the 21 century
economy. Under traditional O)T partnerships, employers fund and deliver skills
upgrade training at the workplace lo participating employees, and lhe public workforce
syslem leverages employers’ training Investments by contributing up to 50 percent of
the O]T participants’ wages, in recognition of the costs associated with providing the
training (20 CFR 663.710). Like customized training modets, OJT may provide
apprenticeship sponsors with a talent development stralegy that supports apprentices’
increasing mastery of technical skills. Purthermore, because the conlent of OJT is
largely designed by employers, the workforce system may find that this training model
is an attractive ool for increasing and expanding fts partnership with Registered
Apprenliceship programs.
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Similar to WiA-funded customized training models, OJT also offers several operational
advantages that may facilitate workforce system and Registered Apprenticeship
collaboration. Like providers of customized training, providers of OJT may take
advantage of the streamlined eligible training provider requirements outlined at 20 CFR
663.595, Inaddition, ETA has granted waivers to states to increase their capacily to
offer OJT as a talent development strategy for small- anct medium-sized businesses.
Under this waiver, approved states may match employers’ training contributions up to
75 percent for businesses with 100 or fewer employees, which may provide an attractive
incentive for smaller apprenticeship sponsors to partner with the public workforce
system in the design and delivery of the OJT component of Registered Apprenticeship.

WIA Stale-wide Reserve and Other State Funding Sonrces

Governor's statewide 15 percent funds, reserved under WIA Section 128(a) for
statewide activities, provide the most flexible WIA funds available to states. Up to 15
percent of funds allotted to states for adult, dislocated worker, and youth activities may
be reserved by the Governor for statewide sworkforce investment activities and may be
combined and used for any of the activities authorized in WIA Sections 129(b),
134(2)(2)(B), or 134(a)(3)(A) {(which are further described in 20 CFR 665.200 and 665.210)
regardless of originating funding streams. The Act and the regulations identify
required statewide activities and other optional aclivities; these lists, however, are not
all-inclusive. States have considerable flexibllity to develop and implement these and
other activities, including apprenticeship and pre-apprenticeship models, using reserve
funds, as long as these activities are consistent with the purpose of WIA. Because
individuals served with Governor's 15 percent reserve funds are not subject to the
eligibility requirements of the respective funding streams from which the reserve is
drawn, these funds offer a particularly flexible way to develop and grow training and
education partnerships for pre-apprentices and apprentices,

- Local activities funded with WIA Adult and Dislocated Worker program formula funds
must conform sith the cliglbility requirements associated with these funding streams,
States may want to seek waiver authority to allow greater flexibility in using funds to
support apprenticeships, ETA has granted waivers to states to enable local areas to use
up to 50% of their Adult and Dislocated Worker funds as though it were state set-aside

funding, which makes the funding much more flexible and eliminates the need to
determine eligibility., ’

In addition, incentive funds reccived by states under WIA Title ¥ - General Provisions,

Sections 503(a) and 503(b) and described at 20 CFR 666.200 and 666.210 are also highly ‘
flexible, and provide an opportunity for states to implement creative programs in '
partnership with apprenticeship sponsors. States may use these funds to carry out

innovative programs under WIA Titles 1 and 11 and the Carl D. Perkins Vocational and |
Technical Education Act, regardless of which Act is the source of the incentive funds. ‘\
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Should states wish to modify their appraved incentive grant plans and corresponding
grant documents to incorporate models for leveraging incentive funding for pre-
apprenticeship and/ or Registered Apprenticeship, the Department will work with
states to make any necessary and allowable modifications.

State workforce system leaders and apprenticeship stakeholders are strongly
encouraged to consider other state funding sources to support and advance innovative
pre-apprenticeship and Registered Apprenticeship. Other petential sources of funding
for apprenticeship programs include state general revenue funds as well as other funds

appropriated by state legislatures, such as state cducanon monies targeted for career
and technical education.

9, WIA Performance Measures and Apprenticeship. Apprenticeship strategies offev
the opportunity for states and local W1Bs to enhance their performance under the

Workforce Investment Act, Apprenticeship is a proven model for effectively educating
and training workers, promoling retention, and advancing the apprentice’s carcer and
earnings. Below is information related to performance measurement that may be useful
te consider when integrating apprenticeship as an employment or training opportunity
provided under WIA and/or Wagner-Peyser.

Registered Apprenticeship as Employment, WEA and Wagner-Peyser clients who receive
core and intensive services resulling in their entry into a Registered Apprenticeship
program become employees of the Registered Apprenticeship sponsor and can be
tracked against Common Measures associated with employment.

Registered Apprenticeship as Training. Apprentices who receive WIA services after
enroliment in Registered Apprenticeship to support classroom or on-the-job training, or
to provide other services, should be treated as incumbent workers, Retention and
earnings outcomes should be tracked in this case, but not the placement outcome.

Mdentifying the Point of Exit. For the purposes of tracking and common measures, WIA
and Wagner-Peyser clients associated with apprenticeship programs should be exited
[rom the workforce system after the completion of W1A/Wagner-Peyser associated
activities. If is not necessary 1o track apprentices through to the completion of their
apprenticeship program unless they are supported by workforce system resources for
the entire duration. Thus, an apprentice who receives workforce system resources to
support specilic portions of classroom training may be exited from the program upon
completion of that training, even if they continue In the apprenticeship program for a
longer period of time.

Tracking Enrned Credentinls. The workforce system should track only those credentials
that are carned by an apprentice while they are envolled in WIA or Wagner-Peyser.
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Where tracking of earned credentials is required, the workforce system should track the

interim credential earned by the apprentice while co-enrolled. For example, apprentices

in competency-based programs may receive a Certificate of Training upon completion '
of each level working towards a Certificate of Completion. Additionally, many

apprenticeship sponsors have negotiated articulation agreements with community ane

technical colleges that glve college credit for the related instruction component of the ‘
program. All of these inlerim credentlals may be recorded as approprlate credentials

for the purposes of reporting under the Common Mecasures,

Please note that the DOL Office of Apprenticeship (OA) tracks cohorts of apprentices {
throughout their participation in the Registered Apprenticeship system for the purpose

of reporting oulcomes and drawing conclusions about program cffectiveness. The ’
Comimon Measures are also used for this purpose,

10. Action Required, Registered Apprenticeship is a critical component of talent ’
development strategles across the country, With the combination of on-the-job

learning, related instruction, and mentoring, the apprenticeship model is a powerful

teol for addressing the skill shortages that many industries face. It also provides the l
grounded expertise and knowledge individuals need to do their jobs well and advance

in their careers, The model offers an cfficient, flexible training strategy, responsive to t
new technology that will keep workers up-to-date on skills they need to do their jobs. '

In the current environment of global economic competition, it is critical that the

workforce investment system integrate the resources of the Registered Apprenticeship [
system into its talent development strategies. ETA urges state and local leaders to

consider the benefits of Regislered Apprenticeship while developing their workforce

investment systems plans and programs and to fully utilize apprenticeship as a unique [

model that incorporates employment, postsecondary education, and training. Some
next steps to congider include,

* Mapping existing Registered Apprenticeship programs in your region,

» Strengthening collaborative relationships between WIBs and apprenticeship staff |

to explore opportunities to leverage Registercd Apprenticeship as a significant :
workforce development stratepy,

+ Educaling One-Stops Career Centers and W1Bs about Regislered Apprenticeship, \
including how to collaborate with apprenticeship staff, how to use WIA funding |
in support of Registered Apprenticeship, and how Registered Apprenticeship |
applies to performance outcomes under the Common Measures. ‘?
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» Discussing apprenticeship as a workforce lool with leacders focused on workforce
issues, such as legislators, governor, mayors, county executives, council
members, and departiment heads, and sharing with them the concepts addressed
in this TEGL.

_ * Adopting policies and procedurcs to better integrate Registered Apprenticeship
| training as an oplion offered by the workforce invesiment system using, but not
mited to, the examples found in this TEGL.

+ Encouraging Registered Apprenticeship sponsors to contact their local WIBs to
inform them about their fraining programs, inguire about becoming eligible
training providers, and discuss opportunities for collaboration and partnership,

11. Inquiries, Questions should be directed to the appropriate ETA Regional Office,

Office of Apprenticeship Regional Director, or State Director, Contact information can
be found in Attachment D,
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|
Attachment A

Promising Practices In Integrating Registered Apprenticeship |
and Public Workforce System Activities (

Several states have integrated the Registered Apprenticeship model at various levels of k
state government as a tool to help employers meet their workforce needs and for

Individuals—from high school to adult learners — to enhance their carcer paths.
Although no state is yet using the model to its maximum capacity, several states are ’
creatively applying Registered Apprenticeship as an important workforce and carcer

solution, The following are examples of some states that have used the Registered

Apprenticeship model in innovative ways to address many economic development and (
workforce challenges of its business community.

Washington State . ]

Leaders in Washington State have integrated Registered Apprenticeship into workforce

strategles in a broad way, They not only use WIA funding to support training '
programs, but Registered Apprenticeship is included in the state strategic planas a {
workforce tool, They also bring together support from other public sources, most

notably the state legislature which has appropriated general funds for a variety of

Registered Apprenticeship programs including outreach and awareness to schools and ’
businesses and supporting related instruction and on-the-job training. WIA

discretionary dollars have been used for programs; the WIBs and One-Stops have
provided funding and support. :

Stale Plan

The Washington State strategic workforce plan incorporates language calling for the l
expansion of Registered Apprenticeship training in emerging fields and expansion of
preparation programs for apprenticeship in high-demand clusters. Additionally, they

include language to develop new programs and to increase student enrollments and l
apprenticeship retention and completion,

As aresult of the state’s workforce policies on Registered Apprenticeship, Washington
hag — '
* Advanced development of Registered Apprenticeship programs in health care, :
information technology, maritime/ transportation, energy, public utilities, and |
advanced manufacturing among the high-growth industries.

N . . . . ' . |
Prepared individuals to enter Registered Apprenticeship programs or gain
cmplayment in supportive roles in industries that use the apprenticeship maodel,
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¢ Supported projects 1o provide training to more than 500 pre-apprentices and
apprenlices in food processing, biotechnology, communications, health care,
construclion and manufacturing.

WIA Funding
WIA state-wide reserve funds have been used for Registered Apprenticeship programs
througrh competitive salicitations.

Local WIBs and One-Stops

The Pierce County WIB funded an innovative program, Get Electrified, an Electrical
School to Apprenticeship program, offered to high school juniors in the Tacoma Schoot
District, It is a pre-apprenticeship program that prepares students to meet the rigorous
application requirements of an electrical apprenticeship. During the nine-week summer
i program, students attend work and class and earn a wage for work done. Upon

completion of high school, the graduate can enter a Registered Apprenticeship program
: in electrical work.

Apprenticeship Integration inte K-12, and Post-secondary Education Systems

The stale has embraced Registered Apprenticeship as a career path in and of itself as
well as a path in conjunction with community college and a four-year degree, as many
of the training programs require an advanced degree. Now state leaders see the
importance of career and educational guidance starting in middle school and are
incorporating information about apprenticeship into that effort,

The state legislature has recently funded an initiative by the Department of Labor and
Industry to enhance an Educational Guidance model for 6th through 120 graders,
Nevigation 101, which shows studenls varlous careers and what classes and activities
they need to pursue for the job. The model includes a lively, student-friendly website,
curriculum, and other material. Information on Registered Apprenticeship is
prominently featured.

The legislation also:

» Authorized existing Community Colleges’ Centers of Excellence to compile and
provide information related to grants, scholarships, job openings, and growth
inclustries;

* Required the Washington State Apprenticeship and Tralning Council (WSATC)
to lead an educational outreach program about apprenticeships for students and

- educators; and

* Required the Washington State Apprenticeship Training Council to manage
direct-entry programs, including awarding ten incentive grants for school
districts to negotiate and implement agreements with local apprenticeships.
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Inter-agency collaborations |
The legislature passed a law to allow the Washington State Department of ‘
Transportation to implement an apprenticeship program for Washington State (
Department of Transportation construction. This apprenticeship utilization

requirement started with local municipalities and private contractors 12 years ago and

has grown over the years to include school districts, counties, other state agencies and

private work also to encourage the development of more opportunities for young ‘
people,

The Washington State Apprenticeship Program Manager is an aclive participant and I -
member of the Washington State Workforce Education and Training Coordinating

Board Interagency Committee and attends their regularly scheduled meetings. At these _
mectings, the program manager is able to talk with other state agencies’ representatives \
about how apprenticeship can be better integrated with other State workforce '
investment system partners, Apprenticeship in Washington State aligns with the \
Governor’s cconomic plan called “Next Washington” and the Workforce Board's ' l
“Washington Works” report that reviews the workforce development system.

Next steps i
Washington State wonld like to develop structured training on Registered -
Apprenticeship for all One-Stop Career Center staff to be more effective in educating

the business community about the benefits of Registered Apprenticeship. i

Kansas

Kansas State leaders have recognized the value of Registered Apprenticeship as a tool 1
to help employers meet their workforee needs and the overall necessity to link
workforce development to economic development.

State Organization of Registered Apprenticeship in Workforce Development

The state has looked at how structurally it can best organize government functions to ,
meet their goals. To this end, state government was reorganized with many workforce \
functions placed in the Commerce Department including Registered Apprenticeship,

Veterang Affairs, and WIA functions, These programs had previously been in the State

Department of Labor. Among some of the other structural shifts, several Registered |‘

Apprenticeship stalf members are housed in One-5tops across the state so they can
work with employers seeking assistance.

Intesnal Staff Development ’
To betler train its own staff, and to address the newly established roles and '

responsibilities under Public Law 107-288 and the requirements to develop a
certification program, the Department of Commerce established a Registered ’
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Apprenticeship program for Career Development Technician for the Disabled Veterans
Qutreach Program and Local Veterans Employment Representative staff.

WIA Funding

The state uses some of its 15 percent state set-aside funds to support Regislered
Apprenticeship staff,

Local WIBS and One-Stops

Several local WIBs fund componentis of Registered Apprenticeship programs including
the cost of related Instruction, uniforms and taols for apprentices. WIA Incurnbent
Worker monies are used to help Registered Apprenliceship programs in
manulacturing, construction, and health care in four of the five workforce investment
regions in the state, Additionally, the Department of Social and Rehabilitation Services
funds the Early Childhood Associate Apprenticeship program through a grant.

Additional Examples of Apprenticeship Integration

in the Workforce System

Action ‘ _ State

Include apprenticeship In the WIA state plan AK

MO

WA

Apprenticeship and WIA functions located in same department HI

| KS

State Apprenticeship Council member sits on the state WIB NC
Co-locale apprenticeship staff in One-Stop Career Centers | KS|

VT

One-Stop and Apprenticeship staff jointly market apprenticeship even NC

when not co-located OH

OR

Use Registered Apprenticeship for staff development KS

Link apprenticeship programs to other public entities such as school PA

districts, prisons, and city, counly and state governments. NC

OR

) WA
Integrate the apprenticeship electronic database with the state job- OH

matching system OR

| L VT
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Attachment C
Contact Information for Cited Programs

Alaska: John Hakala {federal), State Apprenticeship Director, 907/271-5035,

Hakala john@dol.gov; Mike Shiffer, Assistant Director, Division of Business
Partnerships, Alaska Department of Labor and Workforce Development, 907/ 269-3729,
mike_shiffer@labor.state.ak.us

California: Long Beach WIB: Patty Garcla (federal), Acting State Apprenticeship
Director, 415/975-4007, Garcia.patricia@dol.gov; Glen Forman, Division of
- Apprenticeship Standards

Department of Industrial Relations, GForman@dir.ca.gov, 415/703-4920; George
Fernandez

Program Coordinator, Center for Working Families, Long Beach CA 90806, 562/570-
3728, george fernandez@longbeach.gov

District of Columbia: Lewis Brown, Director, D.C. Apprenticeship Council, 202/698-
5099, Jewis.brown@dc.gov; Daryl Hardy, Administrative Officer, Department of
Employment Services, 202/698-5146, darylg. hardy@de.gov

Guam: Alfred Valles (federal) State Apprenticeship Director, 808/541-2519,

valles.alfred@dol.goy; Maria Connelley, Director of Labor, 671/565-2237,
connent@ite.net

Hawaii: Alfred Valles (federal) Stale Apprenticeship Director, 808/541-2519,
valles alfred@dol.gov; Elaine Young, Administrator, Workforce Developtment Division,
Department of Labor and Industrial Relations, 808/586-8837, eyoung@dlir.state.hi.us

Kansas: Loretta Shetly, Director, Apprenticeship Program, Kansas Department of
Commerce, 785/296-4161, shelley@kansascommerce.com; Armand Coprology, WIA
Program Manager, Kansas Departiment of Commerce, 785-296-7876,

acorpolongo®kansascommerce,com

Maryland: Robert Laudeman (federal) State Apprenticeship Director, 410/962-2676,

Laudeman robert@dol.gov; David Ghee, (state) Maryland Apprenticeship & Training
Program

Division of Workforce Development, 410/ 767-2246, wwnw.dllr.state.md.us

Missouri; Nell Perry (federal), Apprenticeship Director, 314/539-2522,
perry. neil@dol. gov; Janeen Osborne, Workforce Development Specialist, Division of
Workfarce Development 573/526-8260, janeen.osborne@ded. mo.gov

Pennsylvania: Thomas Bydlon (federal), Apprenticeship Divector, 717/221-3496,

Bydlon.thomas@dol.gov; A, Robert Rascality, (state) Director Bureau of Labor Law
Compliance,

PA Departmient of Labor and Industry, 800/932-0665, arisaliti@state,pa.us
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Ohio: Mary Ann Dayspring {federal) Apprenticeship Director, 614/469-7375,
Dayspring. Mary Ann@dol.goy; Jean Sickles (state) Director, Ohio State Apprenticeship

Council, 61:/644-2242, SICKL]@odjfs.state,oh.us; Julie McKay, program specialist, Ohio ’
Department of Job & Family Services, 614/466-9692, MCKAY[@od|fs.state.oh.us .

Oregon: Anne Wetmore (federal), Apprenticeship Director, 206/553-0076, i
Wetmore.anne@dol.gov; Stephen Simms, Director, Apprenticeship and Training Division,

Oregon State Bureau of Labor and Industries, 503/731-4891, steve.simms@state.or.us;

match Skills: David Allen, 303/526-2774, david.k.allen@state.ov.us .{

South Dakota: Don Reese (federal), Apprenticeship Director, 605/330-2566,
Reese, Donald@dol.gov;

Texas: Dennis Goodson {federal) Apprenticeship Director, 512/916-5435,
Coodson. Dennis@dol.goy; Desirce Holmes, 512/936-3059, Desi. Holmes@twe.state.tx.us

West Virginia: Kenneth Milnes (federal), Apprenticeship Director, 304/347-5794, \
milnes. kenncth@dol.gov

Washington State: Anne Wetmore (federal), Apprenticeship Divector, 206/553-0076, "
Wetmore.anne@dol.gov; Elizabeth Smith, Apprenticeship Program Manager, Department

of Labor and Industries, 360/902-5320, smel235@Ini.wa.pov; Jamie Krause, WA State 1
Workforce Tratning Coordinating Board, 360-753-5660, ikrause@wib,wa.gov ‘
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Attachment D
Informational Tools & Resources to Support Development of
New Registered Apprenticeship Opportunities and Models

Informational Materials available through Office of Apprenticeship Web site
http:/ / www.doleta.gov/OA/eta_default.cim

General Information Brochures

* For Employers - Registored Apprenticeship - Building a Skilled Workforce in the
215 Century
(http:/ /www.doleta,gov / oa/brochure/building_skilled workforce.pdf)

= For General population: High Wage, High Skill - Career Opportunities in the 2]1¢
Century '
http:/ /wwie doleta.grov/ oa/brochure/high wage high skill careers.pdf)

Industry Facts Sheets provide explanations of Registered Apprenticeship in various
industries (http:/ / www.doleta.gov/oa/etools2. efmiifactsheets)

Setting Up an Apprenticeship Program presents information about how to starta -
program and provides a link to local apprenticeship staff who can offer free

technical assistance. (http://www.doleta.gov/OA/setprem.cfim)

Bulletins/Circulars of High Growth Occupations - Announcements and

information about new apprenliceship programs and apprenticeable occupations
{bttp:/ f www.doleta gov / oa/ whatsnew.cfin)

Detnand-Driven Case Studies - “Registered Apprenticeship Trends in Six
Industries” (http:/ /www doleta siov /oa/e-tools.cimifbrochures)

¢ Advanced Manufacturing « Informatlon Technology
¢ Geospatial Technology « Maritime
* Health Care ¢ Military

Contact Information
. Office of Apprenticeship, State Offices
(hitp:/ fwwiv.doleta.gov/oa/ stateoflices.cfm)

+ State Apprenticeship Agencies
(hitp:/ / www.doleta.gov/oa/staleagencies.cfm)

» Office of Apprenticeship Regional Offices
(hitp:/ / www.doleta,gov/oa/ regdirlist,ciim)

e Office of Apprenticeship, National Office
(http:/ /www.doleta.gov/oa/ national.cfi)
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Related Information

WIRED Web site - The WIRED Web site is a comprehensive online resource for the [
WIRED initiative. The Web site houses information about the initiative, a fact sheet, |
and a deseription of the Road to WIRED. The WIRED resource library provides

resources to communicate the concepts and ideas of economic transformation and the |
WIRED Initiative and offers a suggested reading list, The “WIRED Regions” page l
shows the map of WIRED Regions, a one-page deseription of the regional projects, and

each region’s working implementation plan. This tool is available on-line at: /
htip:/ [ www.doleta.gov/ wired /

Careervoyages.gov - This joint Departments of Labor and Education Web site focused
particularly on young people and career changers includes useful apprenticeship
information by industry (bttp:/ / www.careervoyages.gov/apprenticeship-main.cfm).
Contact information for Registered Apprenticeship program sponsors can be found
through a scarch locator on cach industry’s web page. ’

—

InDemand Magazine - This resource from the Employment and Training
Administration is for students, guidance counselors, and parents to provide !
Information un carcers in high-growth industrles, including those in science,

technology, engineering, and math. This magazine is available at:

www.careervoyages.gov /indemandmagazine-steni.ciim 1

YouthBuild Guide to Expanding Opportunities with Trade Unions - This manual

developed by YouthBuild U.S.A provides information for local Interactions between

YouthBuild programs and skifled trades labor management organizations. The manual )
is available on-line at:

http:/ / www.youthbuild,org/site/c MIRI3PIKoG/ b.1360529/ apps/ s/ content.asp 2et=1 l
974993 .
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T CLASSIFICATION
EMPLOYMENT AND TRAINING WIA/Youth
ADMINISTRATION ADVISORY SYSTEM R PONDENCE. SYMBOL
U.S. DEPARTMENT OF LABOR DATE
Washingfon, D.C. 20210
gton, March 2, 2012

ADVISORY: TRAINING AND EMPLOYMENT GUIDANCE LETTER NO. 18-11

TO: STATE WORKFORCE AGENCIES
STATE WORKFORCE LIAISONS

FROM: JANE OATES OtLe
Assistant Secreta

SUBJECT: Improving Literacy and Numeracy Gains of Workforce Investment Act
(WIA) Youth Program Participants

1. Purpose. The purpose of this Training and Employment Guidance Letter (TEGL) is to
provide guidance 1o state and local workforce investment area staff and WIA Youth Program
service providers to increase literacy and numeracy gains of out-of-school, basic skills
deficient youth and fo further clarify reporting policies and requirements. This TEGL does not
change or replace any previous guidance related to the literacy and numeracy gains measure.

2, References.

*  Workforce Invesiment Act of 1998 (WIA), as amended (Public Law 105-220, 29 United
States Code 2801 et seq.);

¢ WIA Performance Accountability Regulations, 20 Code of Federal Regulations part 666;

* TEGL No. 17-05, Common Measures Policy for the Employment and Training
Adminisiration’s (EYA) Performance Accountability System and Related Performance
Issues, hllp:/fwdr.doleta.pov/directivesicorr_doc.cfin?DOCN=2195; and

» TEGL No. 17-05, Change 2, Conunon Measures Policy for the Employment and Training
Administration’s (ETA) Performance Accountability System and Related Performance
fssues, hitp://wdr.dolela.gov/directives/corr doc.cfm?DOCN=2759.

3. Backpround. The literacy and numeracy gains measure is one of three youth common
performance measures used {o assess perfonnance of the WIA Youth Program. ETA has
provided policy guidance related to literacy and numeracy gains in TEGL 17-05 and TEGL 17-
05, Change 2. This TEGL builds on previous guidance and provides additional policy
clarification and technical assistance to states and local areas to enhance programs and practices
that increase literacy and numeracy skills of out-of-school WIA youth. It does not replace or
supersede previous guidance.

Section 203 (12} of the Adult Education and Family Literacy Act, Tile I of WIA, defines
“literacy” as “the ability to read, write, and speak in English, compute, and solve problems, at

EXPIRATION DATE
:g:gxssmrvs CONTINUING
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levels of proficiency necessacy to function on the job, in the family of the individual, and in
socicly.” Without these skills, youth struggle in entering the world of work, unable to
transition from tow-skilled jobs o careers Lhat ofYer family suslaining wages,

The literacy und numemncy guins rate has steadily improved since common imeasures were
implemented, increasing Irom a rate of 30.4 percent in Program Year (PY) 2007 to & rate of
42.5 percent in PY 2010, Howcver, some slates and local areas continue to fice chaltenges
with the measure, both in terms of developing effective program models and in caleulating
and reporling the measure. In PY 2610 for inslance, nearly half of states did not meet the
nationat target of 40.7 percent. Regardless of whether a state is a “‘comnion measures” or
“statulory mensures™ stote, assisting out-of-schaol, basie skills deficient youth in increasing
literacy and numeracy skills s essential to their suceess in the workplace and should be a
priarity in all youth programs funded by WIA, Additionally, results must be repored to ETA
swhether the State is accounlable for the measure or nol.

Based on dala of WIA Youth exiters in PY 2009, 70 percent of out-of-school youth were
founct to be basic skills deficient at Initial assessment, as were half of cut-of-school youth who
had already completed high schoot or a genernl educational development (GED) prior to
enlering the program. These numbers suggest that al! programs that scrve out-ofsschool youth
must build strong basic skills remediation into effective progeam models in order to assist
youth in becoming competitive in the workforce.

4. The e of Literacy and Numeracy Skill Devel ent.

Earning a high school diploma or GED is typically not enough to obtain and rctain jobs with
family sustaining wages. In its 2010 Employment Projections, the Bureau of Lubor Statistics
reported that oceupations typicatly requiring a postsecondary degree are projected to grow the
fastest during the 2010-20 decade. These newly created jobs, ofien called “middle skill” jobs,
require education and training beyond high school but sot necesstsily o four-year degree,
Understanding this workforce need, President Obama has called on the United States to have
“Ihe best educated, most compelitive workforce in the world” by 2020, once aguin leading the
world in the percentage of indlviduals with postsecondary degrees and/or industry-recognized
certifientes and credentinls, The President’s goal is to have every American complele at least
ong year of postsecondary education or career teaining.

In step with the President, and as part of the Department of Labor's (Department) strategic plan
for 201 1-2016, the Sceretary of Labor announced as one of the Department’s High Priority
Performance Goals to increase by ten percent the number of participants in the public workforce
system who receive training and atlain a degree or certificate by June 2012, As the workforce
system strives (o achicve this goal, the first step [s to ensure youth have access to programs
designed 1o inerease literacy und numeracy skills that will enable them to be successful in
postsecondacy education or training.

This TEGL provides strategies the workforce system can utilize to:

s lmprove program design, service delivery, staff development and basic skills
ASSCSSINE N,
» Implement performance-based cantracts and cultivate strong partnerships with
providers to facilitate joint responsibility for skills gains; and,
197
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«  Clarily reporting requircments and associnted processcs. |

For informational and illustrative purposes, this TEGL provides examples of and links to
programs, praclices and strategies developed by WIA Youth progeams und other organizations. I
‘This guidance is not meant to endorse any particular organization, program or approach. |

5. Program Deslgn, Service Delivery, Staff Development and Basie Skills Assessment, .

Program Design: ETA encournges literacy and numeracy skills development to be an integral
part of WIA Youth programs. When possible, Incnl areas should infuse lteracy and numeracy
sKills building into cach of the required program clements, *“The Literacy/Numeracy Gains in
Massachusetts WIA Youth Programs Mantal,” found at

hiy:/www commeorp ore/resources/documents/LiteracyNumeracy March2009.pd[L suggests that
youth can be encouraged to read and discuss materials that pertain 1o work experience, summer !
employment, or service opportunilies. ‘These aclivitics can be integrated into all aspects of the '
program through coordination with other staffas well as with community partners. The Manual

provides examples of low la integrate literacy and numeracy into key service elements,

including employment and carcer development activitles (e.g., summer employment !
opportunitics; paid and unpaid work experiences, including internships and job shadowing;
occupational skill training; and leadership development services).

—

Additionally. WIA Youth progrmms, in partnership with sccondary and postsecondary education ¥
and social service providers, can take a systemic approach to ensuring literacy and numeracy
skills development supports a broader stralegy that moves youth towards the ultimate goal of ‘
posisecondary education and training andfor employment. To that end, programs can establish

more comprehensive parinerships among state workforce ngencies, local workloree investment

boards, youth councils, state and local boards of education, and community college systems, -
among others, through coordinated, innovative approaches such as: /

¢ Integrating basie and remediaf edueation with ccupationai skills training. Models such
as Washington State’s I-BEST program paic basic skills instructors with technical ]
instritetors, providing students with both literacy and numeracy education and warkforce :
skills. I this model, literacy and numeracy instruction is contextualized within
occupational training, atlowing leamers to advance simultancously in basic skitls and ‘
workforee training. (See Washington State’s I-AEST madel at
bup:ficere.te.columbin.edu/Publicatjupasp? UL 692, Other state models include
Minnesola®s FastTRAC program, http:/Aavww. fasttrac. project.nnseu.edu/ and

Wisconsin’s RISE program, lip://riseparinership.orel.)

«  Strengthening bridge programming. Bridge programs provide contextualized leaming
within a carcer frumework to prepare individuals who lack adequate basic academic ‘

andfor English langeage skills to enter and succeed in postsecondary education and

einployiment. The essential Features include a modulay and contextualized curviculuny;

conmeclion points on 1 career fadder; industry certification that anticulates with ucademic |
degrees: project-based learning assessments; specific eriteria for entry and exit; !
articulntion to other bridges and to postsecondary education; aeademic supports ‘
incorporated into fesson plans; career counseling; and non-academie support servicus as :
part of the regular schedule. (See Faw fo Build Bridge Programs that Fit inio a Career '
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Pathway. A Step-by-Step Guide Based on the Carreras en Satud Program in Chicago. al
hupsdHenrnwork. workforeeJone.org/view/200110340293025301 5/info.)

o Linplementing innovative program mosdels such as Career Academics and Commumity
Education Pathsvays to Success (CEPS). Carcer Acaderies aim o keep students
engaged in educalivn and prepare them for successiud transitions to posisecondnry
education and employment. They are organized as small learning communities, combine
academic and technical curricula around a coreer theme, and estublish parinerships with
local employers to provide work-based leaming opportunities. (See MDRC’s study on
Carecr Aendemies at httpiww w.ndre.org/publications/366/faverview himl.)

CEPS programs, developed by the Youth Development Institute, help community-based
orpanizations strengthen their services for youth who have dropped out ol school with
low reading and math levels (below efghth geade). CEPS is a highly structured approach
to youth services focusing on youlh who are ineligible for GED preparation due to low
acadeinie skills, and builds the eapacily of organizations o serve them eftectively. CEPS
nlso develops partaerships with colleges so young prople with GEDs or those who were
murginulized in high schovol, but completed through a special program, can enter and
remain in college. (See the Youth Development [nstitute’s CEPS model wt

hitp://waww. ydinstitwe.onyinitintives/pathways/eeps work.htiml.)

Serviee Delivery: In addition to developing program models that are strategically designed to
address basic skills needs, service providers can also employ multiple service delivery strategies
lo increase literacy nid numeracy skills of WIA youth, ‘Through elTective basie skills
assessment, support, and joint planning, programs can increase the Jikelihood that youth remain
engaged and experience success in all program areas, including building literacy and numeracy
skills. Prograims should consider employing strategies that take into account the needs and skill
levels of youthy, such as: :

Joint Planning and {ndividual Service Strateqy (1SS) Development. Youth providers
develop individual service plans or sirategies to help guide youth through the program
and beyond, Case manogers and youth can ensure the 1SS clorifies specific lileracy and
numeracy goals and the steps nceded to attain them based an an initial assessment of the
youth's literacy and numeracy levels. OF critical importance to the developntent ofan
effective 1SS, case managers must interpret assessment results and Incorporate those
results into service planning ond activities to help youth achieve established goals and
obtain desired outcomes. In this regard, case managers should assist youth in mapping
out expected progress that tnkes into account individual needs, abilities and goals,

¢ Jucrcasing the amount ond intensity of instryclion based on.nced. WIA programs scve

youth with a variely of busic skills levels. Therefore, programs must take into
cansideration individual youths' needs ta determine the omount and intensity of
instruction that should be provided. Programs should alse cunsider breaking down goals
into smaller. more tangible units lor youth with greater need and take into account the
pace at which u youth is expected to achieve those goals. In addition, providing yvuth
with immediate feedback helps youth urd instructors understand where to focus
additional attention.
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+ Ensuring that instruction and assessinent are founded upon rigorous standards of collepe

and career readiness. For example, the Common Core Standueds (available at;
hitp/wwiwv.corestindunds . org! ) provide a consistent, ¢lear understanding of what youth
ore expected 1o leam, so instructors nnd parents know what they need 10 do 1o help them,
The Common Core Standards are designed to e robust nnd relevant to the real world,
eeflecting the knowledge and skills that young people need for success in college and
carcers. Developed under the auspices of the National Govermors Association and (he
Council of Chicl Stute School Officers, tiie Common Core Standards are one ¢xample of
college and carcer readiness standards that have been adopted by 44 states and the
Distriet of Columbia.

o Uiilizing applied teaming techniques. Youth often lear better when curriculum is linked
with the type of tasks and activities required in the workplace, This includes providing
youth opportunities to connect classroom-hased learning with life beyond the classraom
throtgh hands-on activitics that solve real-world problems, Additionally, partnering with
employers to develop eurriculum ensures learning is releyvant to workforee needs.

»  Cyeating smaller learning cohorts for young people. Creating small student cohorts based
on academic or career interests and assigning projects that require studems to collaborute

and cooperate strengthen youth engagemient and the probability of achieving skills gonls.
Praviding targeted and appropriate services and creating environments conducive to
learning, wherever possible, can benefit both youth and overall program performance,

o  Lhilizing wehnology to promote oplimal teamning. Especially for youth of the digital age,

the use of technology is n critical element of instruction, learning, and sell-expression.
Technology alYords instructors and youth the flexibility to customize malerials,
assignnients, presentations, and engage in authentic inquiry. [t can also be used to extemd
the leaming beyond the classroom or overcome burriers to cluss attendunce of time and
distance, For morc information on using technolopy to increase basie skills, sce
Adolescent Literacy: What’s Techiolugy Got to Do With It1?
hp:favww.adlit.orp/article/357921,

s Emphasizing the importance of literaey and numeracy skills for education and
cmployment goals. Case managers should coammunicate the relevance of basic literacy

and numeracy skills, helping youlh understand that the ability to read and write is critical
if short- and long-term educntion nnd employment goals are 10 be met, Case managers
should also communicate the skills employers require in today’s knowledpe-based
cconomy. Reading, for instance, should be stressed as a fundamental skill necessary lor
youth to accomplish their stated goals, such as:

i) Completion ol technical teaining, A high school diploma or GED alone may not
prepare un individual for success in o technical training or apprenticeship program.
Accarding 10 the repont, Befdying the Bewdiness CGap: Demystifving Requived
Reacting Lovels for Postsecondary Purswits, as the text demands in K-12 have trended
downmward, reading demands in high-geowth industries have trended upward.
hup:Avss o we lesile.com/mvupload “downloadablepdis/Policy Briel | Briduing the R
cadiness_Gap.pd[. For exomple, the majority of books an n typical 11" and 12
grade English/language acls reading list ave writien at the 7% grade level, while the
reading demands of Automotive Technology service manunls have increased over the 200
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past 20 years to the 11™ grade level as technology has advanced and “Automotive
Technicians” replaced “Aulo Mechanies,"”

i) Passing an industey certilication exam, Employers scek employees who possess both
school- and industey-based credentials, Almost all certification exams are written
exams. Therefore, they not onby test technical knowledge, but also reading and
wriling skilis. .

i1i) Eaming o living wage. A longitudiaal study of adult fiterucy found that the level of
literacy proficicncy affects botl initial earnings and the rate of subsequent enmings
growth. The report of this study, Adult Literacy Development and Economic Growth,
by Stephen Reder can be found at: _
Hlines.ed.gov/publications/pdiZAduliLitericy DevEcoCirowdl

pdt.
iv) Conlinuing on n career pathway. Typleally, ongoing education and (raining is

requited in order to get promoted in a high-growth industry or enter employment ina
new industry. Reading proficiency is directly tied to the acquisition of new
knowledge and skilis, Typically, ongoing education and training is vequired in order
to acquire new skitls and gel promoted in a high-growth industry or enter
employment in a new industry. Helping youth to visualize and learn about multiple
job options that are available as they progress theough n carcer shonld be an important
compencnt of case management. 1t helps attract youth to an industry by showing
potentinl enreer progression beyond entry points, helps focus workforee develapment
elforts, and informs youth about the trining, education, and developmental
expericnces thal would enable them to accomplish their career objectives. Reading
profictency is directly tied to the acquisition of new knowledge and skills.

+ Enpaging and supporting youth to ensure program completion. Too aften, youth become

discoumnged and drop out of programs. Youth need to feed supported and encouraged by
the adults who provide services, and youth Irequently require additional supportive
services, including individual tutoring, in order to stay in n program and demonsirate
suecess, Other supportive services, such as child care or transportation assistance, can
also support continued participation. 1t is also importunt 1o help youth establish a sense
of self-worth through program participstion by providing incentives for measurable
performance increnses; providing positive feedback for attained goals; and helping youth
realize their contributions matter. Coltivating positive youth-adult refationships from the
very beginning nnd providing opportunities for one-an-one instruction through lutoring
and/or class time are also fundamental, Service providers can also increase youth
engagement through the innovative use of smart technology and social niedia. For
additional information, resources, and training tools on increasing youth engagement,
youth providers can access the “Toolkit for Effective Fromline Services ta Youlh."
htip:/www.doletipow/youth_serviees/ Toolkit-improve.clin. Also, the presentation,
“Improving literacy/numeracy outcames.” offers youth engagement strtegies and tips for

youth-friendly progrumming.
hitp:Maww.duoleta.oviperformance/iraining tutorialsfpptfimproving Hiteraey and mtmern

cy_outeomes.ppl.
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Stff Development and Training: For staff working with youth, it is cssential to not anly \
understand the importance of assisting youth to achicve literacy and numerucy gains, but also to !
understand the measure itself. Botl are critical to a youth's success as well as success of the {
overall program. States and local areas should consider:

¢ Increasing the eapacity and knowledge base of state and local staif through teatning and i

enhanced communicationt [t is essenlial that those who work in the WIA Youth program

at the state level have a strong knowledge base of WIA Youth policies and performance r
measures in order to assist local workforee investment areas in accurately collecting and |
reporling performance daty, including the inputiing of required data by youth service |
providers. ETA encourages states to communicate with their ETA Regional Office. and

with focal worklorce arens on an on-going basis to assess performance progress and J
address any issues that arise, In the State of Maryland, for instance, the state provides
local workforce areas with quurterly pecformance updates. 1 an oren is close to 80
percent of its target or fuils n mieasure, the state contacts the local arca to discuss what the

data show and strategies to improve performance. A PowerPoint presentation that !
highlights Maryland’s stralcgy, Peeling Dack the Layers of Literacy Numeracy Guains,

can be found here: hup:/Avww doleta. goviregions/rep02/documents/ETA-ASTD-Fonun- ‘ ‘
301 1/Youlh%620Pertyrmance-"200iteracy-Nunerney %20Gains%20Mcasure.pdi,

Ins addition, communication and information sharing across stafT s critical to capncity \
building. In some local areas, for Instance, regularly scheduled stalf meetings generally /
include a discussion of performance and reporting issues and recommendations for
improvements. For example, program staff and reporting staff provide input and discuss
duta integrity issues and ways to enhnnce data accuracy. Program stafl may recommend

strategics or changes that would assist with case management and program reporting; J
reporting staff con then diseuss how those strategies or changes could be necomplished.

This type of communication not only maintains o perfomnunce-retated focus for stafd, it

can also enhance stalY copagity. (

v Contipued staffdevelopment for case managers and frontline siall. Generally, case |

managers are responsible for documenting services, activities, and outcomes, whicly |
means they must fully understand the program amd performance-refated policies and J
associated procedural requirements. Therefore, continual training opportunitics and

ongoing staif development are criticat components for successful WIA Youlh programs, l
especially to mitigate the impact of stafT turnover. Local areas are strongly encouraged to
incorporate training on performance measures into staff orientations and on-going
professional development aclivitics. At a minitmum, stalf should receive training on the
definition of the measure, trigger points for action, required reporting clements, and
documentation requirements. in addition to policy and procedural requirements. Local
areas are also strongly encouriged to include performance-related discussions in staff |
meetings in order 1o encoucage dialogue and the apportunity for immediate claritication.

o Using muageiment reports and technology wisely, States and ocal management
information syswems (MIS) ofien provide real-time andor nd-hoc reports or querics to b
allow s1ai¥ to preactively respond to progrim requiremenis. For example, reports or |
progmmmed reminders (e.g., pop-ups) may list youth nearfng their anniversary date;
those without a pre- or post-test; out-ol-school youth without a basic skills deficient
determination; and padicipants nearing exit. Similarly, calendar reminders can alert 202
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service provider staflto lake appropriate action to ensure ¢(Teclive service provision,
aecurate reparting, and positive outconses, Ulilizing reports and available technology to
support case management and service defivery mininiizes unintentional or accidental
exits, which often contribute to negative ontcomes.

[ETA developed o technical assistance presentation to help state and local stafY better understand
the literacy and numeracy mensure. The presentation, Achigving Successful Ontcomes: Literacy

and Nromeracy Gains, s available at:
hitps:Afaww. workloree Jone.orp/yiew/120112033671695.1 ) 75/nlo.

Basic Skills Assessment: Administering tests appropriately and analyzing test results are
critical to determining the necesstry instruetion, service and supports to be provided, The
¢lMective adninistration of tests, and subscquent reporting of test results, not only belp youlh
achicve measurable leaming gains, but will help ensure programs receive credil lor positive
outcomes. A number of factors inust be considered when determining the assessment instrment
and its elVective utilization, Fora current list of approved tests, staff should refer 10 the U.S,
Depactment of Edueation™s (ED) announcement published annually in the Federal Register. The
current announcement can be accessed at hup:/www.ppo.pgov/tilsva/pke/FR-2011-09-
12/pd172011-23263.pdf. For the current Educational Functioning Levels table, vefer o ED's
Nntional Reporting System (NRS) Implementation Guidelines (nip:#/syywiv.nrsveb.org!.

Comnon issues related to identifying and administering assessments include:

= Utilizing approved assessiments, WIA providers must use enly tests approved by the
NRS and identificd in its Implementation Guidelines to assess literacy and numeracy
levels and to measace [earning gains. In this regard, state und local stafl must keep in
mind that specific tests are approved for specifie lierncy levels; for instance, “WorkKeys
Reading for Information and Applied Mathematies” can be used to assess ligh
intermediate Adult Basic Edueation (ABE) ind above only and Is not appropriale lor
nssessing basic ABE Literacy, Beginning Bosic Lducation. and Low Intermediate Basic
fducation levels (below the 6% grade), The Massachuselts Adult Proliciency Test
(MAPT) can only be used to assess beginning basic education and above.

It is also important to note that ED periodically updates thelr NRS guidelines and the list
of npproved tests: thercfore, stafl should continually refer 10 the fatest Federal Repister
amouncement and NRS Implementation Guidelines for the most current list of appraved
assessments and educational functioning levels,

e Clarifying pre-test and post-test policies, Thie assessment used for the pre-test must be
the samu assessient used for the post-test. I€the pre-test was given within the six
months prior  the date of first youth serviee, staff must determine thc assessmicnt used
for the pre-test and use the smne nssessment lor (he post-test, while ensuring appropriate

decumentation has been obtained. n addition:

= All out-of-school youtl must be assessed in rending/writing and math to determine
skill lavels, and those results must be reported in the inforniation management
system. Failure to report cither the pre- or pust-test will cause the record to be
rejucted in Lhe Workforce [nvestment Act Standardized Record Data (WIASRD)

when the state uploads its gquarterly WIASRD submissions.
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» {[prior pre-tests are not avaitable, youth must tuke a pre-test within 60 days of their
first youth progeam service, Failure to do so means that programs have less time to
help youth achieve the gain, which minimizes the opportunity for a positive outcome /
both far the youth and the program.

* Youlb should be post-tested by the end of the first year of participation. The results i
of the post-test should then be compared (o pre-test resulls, Note: I no pre-test is (
given or recorded, o post-test cnn be given, and no gains can be recorded. If the
post-test is not canducted by the end of the first participalion year, it will be reported
15 A ncgative oulcomte for that year. ]

* Ifa youth remains in the program, or a pariner program, after ane full year. the post-
test of the first year becomes the pre-test for the second parivipation year (and so on
through the third year), [fno post-test was given tor the first year, the pre-test fae the
fitst year remains the pre-test for the second year. ' J

* Youth who are in the progeam for more than 3 years are excluded from the measure
after their third participation year.

¢ Assessing youth with disabilitics. As noted in existing policy guidance, reasonnble ,
accammodations must be provided to youwth with disabilities, which may include wilizing

alternative metlieds of presentation and/or method of response, providing nn alternate test

selting, or arranging different scheduling of assessment tests, Accommadations are not J
designed to lower expectations for performanee in school or work: rather, they are
designed to mitigate the effects of a disability and to level \he playing Neld. 1t is
important that accommodations be carcfully selected based on the knowledge, skill or
ability being tested since an acconnodation may be valid lor assessing some skills but
not others, ETA's full policy on assessing youth with disabilities is contained in TEGL
17:05. Additionally, ETA released specitic guidance in TEGL 3110 on fucreasing '
Enrollment amd hnproving Services to Youtl with Disabilities: l
hup:t/wdr.dolela.povidicectivesftinely/ | EGLA EGLI-10ACC.pdt. This guidance
includes a listing of organizations and resources that can assist WIA youth providers in
the accurnte asscssment of youth who present with disabilities. Additional resources nre (
provided in the resource section of this TEGL.. ;

*  Assessing Limiled English 'roficient youth, TEGL [7-05 requires al) out-oftschaol {

youth (o be asscssed in basic reading/writing and math within 60 doys following the date )
of lirst youth service, which includes Limited English Proficient (LEP) youth. States and ‘
local programs with questions regarding testing LEP youth shoutd consult with the
publishers ol approved tests ta identify appropriate assessment instruments. ETA also
encourages local ares to contact their sinte ABE office for furiher guidance. Additional
resources may be found in the resource section of this TEGL.

* Detenyining instructional hours between lests, Programs are encouraged (o follow the f
L

publisher’s recommendation on the number ol instructional hours required between pre-

and post-testing on approved instruments. Bosed on recent relevant research, 40 hours of

instruction or less is not sufficient for youth reading at low levels 1o inake reading uains.

Seven studivs conducted by the Adult Literacy Researeli Network on reading instruction

ol ABE students whose reading was between prade level equivalency 4 and 8

demonstrated that even 100 hours of instruction may be insufficient to realize gains, |
Knowledge of these and other rescarch findings can help stntes moke infarmed choices ;
on their State Assessmemt Policy Guidelines. ETA encourages states to consider the ‘

9
204



ADMINISTRACION DE

DESARROLLO
LABORAL

DEPARTAMENTO DEL [RARAID
Y RECURS_OS“H-E}MANOS
GFBlEEHO DE PFUERTO RICO

potential impact of reductions ta the minimum number of hours between pre- and post-
testing when developing asscssment policies,

6, Performance-Based Contracting and Strategles for Partnering with Literacy and
Numeruscy Instructors/Providers.

Literacy and numeracy services and instruction are provided lo youth by a variety of
orgunizations other tan WIA youth service providers, such as WIA-funded Tide 11 adult
education programs, community colleges, community-based organizations, faith-based
organizations, and public libraries, Local Workforce Investment Boards and WIA youth service
providers have long partnéred witls these providers for basic Hteracy and numeriey services and
issued requests for proposals and contraets that require these providers to demonstrate effective
and efticlent service delivery.

The Adult Education and Family Literacy Act (AEFLAY), Title Il of the WIA, is the major source
of Federal suppont for adult basic skills progrms that provide instruction below the
postsecondury level. Many disadvantaged youth are eligible far adult education services,
Individunls must be at keast 16-years old and not be enrolled or be required te be envolled in
secondary school under state law to be eligible for adult education services.

Instructional adult education services under AEFLA are offered in three program areas: ABE -
basic skills instruction below the 9" grade level; Adult Seeondary Education (ASE) - instruction
at the 9™ 10 12" grade; and English Literacy — English fangunge instruction designed 1o hetp
achieve competence in the English language.

The adult education program serves approximately three quarters of a million youth between the
ages of 16 and 24 years, Almost a halt’ milliors of those youth scored below the 9™ grade level in
reacling or mathematies. The adult education program provides basic reading, writing, and
numeracy instriction to these individuals and helps them complete secondary school. The adult
education program is sccountable for educational outcomes of these individuals, as well as
outcones related to employment and eatrance into postsccandary education. Partnerships
hetween adult educntion and WIA youth programs can maximize resources to achicyve bolh
cducational and employmient reluted outcomes. Program expertise can be blepded allowing morse
elficient cuse management, support services, and high quality educational interventions that wil)
help disconnected youth to reengage in education leading to credentials and carccers,

Numerous strategies can be deployed to establish and cultivate strong partnerships between Jocal
youlh providers and adull education providers, as well as other literacy and numeracy providers,
which include sirengthening performance-based contracting and partnering to achieve learming
obfectives.

Strengthening Performunce-Bused Contracting: Youth programs da not always provide
direct services 1o increase literacy and numeracy skills for youth, such as basic skills instruction
or tutoring. Rather. progeams often contract or partner with other praviders to deliver associnted
instruction. One strategy 1o assist youth programs in mecting their literacy and numeracy goals
i to require contraeted literacy and numeracy providers o implement cfective practices and to
meet certain performance gols as part of their contrast, To implement such a stratepy, local
warklarce uress should create request for proposals and cantracts that spell out the perloranice
measares for which the programs will be hetd accountable, as well as provide examples of
strategies youth service providers should implerment as part of the contract. [n Baltimore City,
10 205
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for example, contracts include both WIA and contract-specific goals, Service providers are

trained before n program slarts and ceceive training throughout the contract period, with technical f
assistance and puidnnce provided as needed, If goals are not inet, providers are considered non- }
campliant and receive corrective action plans. Additionally, quarterly monitoring visits arc

canducted to ensure providers are on-track to meet their goals. Contract renewal is therefore ]
based upon provider performance, See the Peeling Buck the Lavers of Literacy Nuweracy Gains {
presentation previously mentianed, '

When parinering with adult education providers, it may be beneficiad 1o consult with the !
particulnr state adult eduention office regarding its policies nnd practices around performance- i
bused [unding and end-of-year program performance report cards. A resource for finding the

contacl information for the stnte agency adwinistering AEFLA in your state is available at:

hup:#wdcrobeolp01.ed sov/Proerams/EROD/ore_listefin?eateyory_ed=DAL. By contacting J
the state adult education office in your state, focal youth serviee providers can learn more aboul

the extent to which the state is funding AEFLA providers based upon performance as well as

how to obtain perfonmance information for particular local providers with whom the youh

program may be considering partnering. )

Comtracting Stratessies that Facilitute Serving the Youth Most in Need, of

To learn more about performance-based contracting for youth services, review TEGL 13-09, J
It drdoletu oy Aliregtivesfeorr dpe.efm?PDOCN - 2854,

Partnering to Achieve Learning Objectives: ETA encourages workforce development and I
literacy and numeracy secvice providers to strengthen their collaborative etforts aml work [
Logether to prepare youth for postsecondary education and Imining, and employment, particularly

in cases where literncy and numeracy instruction is not provided on-site at a local WIA Youth

program or when youth are refcreed to partner organizations or institutions Lo receive the J
instruction. In such situations, youth are more likely to function at the literacy level required to

rench their education and employment goals when these providers assume shiared responsibility

for youth successes, including the development of youth learming objeetives and the development |
of joint plans to reach those vbjeclives. Stralegies includes |

¢ Developing a Detailed Instructional Plan. Case managers should waork with the literacy
and numeracy service provider to develop a more detailed instructlonal/study plan i
aligacd with employment goals and designed to meet specific leaening needs. The plan
should be based on the literacy goals documented in the ISS and the information gathered
from multiple assessments. [0 nddition 10 employment and personal goals, the ;
instructionnt/study plan should take into consideratlan learner characteristics, prior |
cducation, and literacy in the {Irst lnnguage for LEP youth.

«  Ensurine Engogement througl ap Attendance Plan. The case manager should work with !

the youlth to develop an oltendance plan to ensure youth renvain engaged, Most leamers ‘
make progress when provided with more instruction, nnd regulsr attendonee makes this

possible. An agreed-upon plan helps 1o identify attendonce barricrs and to ensuce that i
literacy goals are met. The literaey and nuneracy service provider can help to improve

attendance by recruiting adult learners enrolled in the program to acl as peer tutors for

youth; incrensing student engagement by decreasing the emphasis on a worksheet-driven

curricolum and tnereasing the mix of direct, whole group and soltwarc-driven insteuction: )
and selecting reading materials that align with o student’s interests and reading level. '

[ ' '
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¢ Iroviding Opportunitles for Independent Learning. When youth are unable to attend

class, workforce development and literncy and numercy providers should work together
to identify ways for youth to strengthen basic skills outside of the classroom, Case
munagers and literaey and numeracy instructors can promote independent practice by
providing study links to frec enline practice materials,

7. Reporting,

Accurate program reporting is an essential ¢lement to nchieving program success. This section
highlights reporting challenges identilied during ETA monitoring visits, including Program
Reponiing and Data Validation Reviews, and through discussions betweean slate, local and ETA
stafl, ‘T'hese clarifications do not revise or otherwise madify current palicy.

Where to find policy guidanee: Policy guidance related to tlte reporting ol the literacy and
numeracy measure Is provided in TEGL. 17-03, Change 2. Attachment A, lound at
hpe/n drodolela.povidivectivesfattach/TEGL 1 7-03c2al .pd!, provides a decision path and llow

. chart that can answer questions pertaining 10 whether or not a youth is included in the measure,
In addition, & new resource available to nssist youth providers and reporting staff with dnta entry
is the WIASRD On-Line Training Tutorial, lound at
hupsyfwww.worklorceJone.orgfview/d01 1125635182958781/injo. This tool provides nssistance
in the areas of reporting nnd performance outcomes. The tutorial uses severn! scenaric-based
situations ta describe the required data entry. Although front line staff and providers may not be
familinr with the WIASRD reporting function, tlie scenarios provide excellent information and
examplces of service delivery and recording data, In addition, as mentioned earlier, ETA
developed a technieal nssistance presentation, Achieving Stecessfid Qutcomes: Literacy and
Nrmeracy Gatns, © halp staff beter understand the measure, inctuding issues reluted to
reporting,

Common reporting-refated issues wid clarlfeations:

Basic skills deficient and pre-lest Educational Functioning Level (EFL) scores. Youth
reparted as basic skills deficient must also have their pre-test EFL scores reported.
Reponiing a youth as basic skills deficient in WIASRD Element #130 (coded | for YES)
is the “trigger” for youth inclusion in the measure, [Fnn out-af~school youtls is reported
as basic skills deficient but does not have a pre-test score reported by the end of the first
participation year, the youth will be Included in the denominator enfy and will
awtomatically be a negative outeeme for the measure.

o Co-enrgllment and exit. Consistent with TEGL. 17-05, it is possible for youth services to
end or otherwise be completed, but the youth does not “exit™ due to continued
participation in partner programs. For example, a youth muy no longer receive WIA
Youth program services at the end of their {irst anniversary bul continue to receive other
WIA, Wapner-Peyser or parmer program services. ['this youlh remains busic skills
deticlent at the end of their fivst anniversary nid completes u second Full year of
participation, the youth must be post-tested again or wilt automatically be considered a
negative outcome for the literacy and mumcerscy gains measure for the second
participation year and, if applicable, the third year, This requires the youth case manager
and the pther partner pragram saft to work together to ensure success for the youtls and

for the program overall. : 207
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¢ Second and third yeor gaips. If the youth stops receiving services from all programs |
belore completing a full second or third year, he/she is not included in the measure in J
those years, (The youth would not be included in the numerator or the denominator and
would resull in a geuteal outcome for the progrmum.) ETA’s intention is 1o hold programs
accountable for helping youtl echieve a gabn, but recognizes that youth are highly mobile |
and, on average, remain in a program less than o year. Therelore, holding programs l
accountable for second or third year gains would be unreasonable.

»  The importance of post-losting. The lack of post-testing is the single grealest cause for ]
failure in this measure nationwide, WIASRD data show that youth who take a post-test
improve their scores by at least one EFL, nearly 80 percent of the time. Taking crentive
steps to engage youth in the progrom long enough tor them to post-test is critical for both J
youth and progrom success. Strategies to increase engagement are discussed throughow
this guidance.

«  Sixty day warning to take a pretest. TEGL. 17-05 states that all basic skills delicient out- !
ol-school youth must 1nke a pre-test belore or within 60 days ol the First Youtly Service _
Date or FYSD (WIASRD Llement #306). [fa pre-test is not administered within 60 |
days. it is still required. The Data Reporting and Validation Software (DR VS) will !
generate a warning in these instances (not a rejection) if the youth as not pre-tested
within 90 days ol the FYSD, but states should be aware that pre-testing afler 60 or 90 .
days past the FYSD will not exclude the youll from the measure, it will only shorten the |
time allowel for the learning gains that are necessary for a positive oulcame.

+«  Knpown caleulation issue in DRVS, ETA is aware of a known caleulation issue in the

DRVS pectaining to this measure. The miscalculation occurs when participants that have

a pre-test within the first year of participation but fail to post-lest in Year #1 and post-test

in Year #2 with an EFL score increase, the DRYVS should add +1 in denominator tor Year |
#1 and Year #2, andd +1 in the munenator for only Year #2, That is, the DRVS should |
register a falure in Year #1 and a suceess in Year #2, However, the DRVS is failing to

cotnt the sticeess in Year #2. This error will be corrected in the new DRVYS, scheduled :
lor release in the summer of 2012, Until then. a manual data manipulation work-around |
is available, Below are the steps necessary for PY 201 1:

o For youth with a FYSD of 7/1/2010 ta 6/30/201 1, only show year | post- |
tests. If the youth have u year 2 post-test, remove the year 2 post-test data
from the extract file.

> For youth with a FYSD of 7/172009 10 6/30/2010, only show yeor | post-test .
and year 2 post-test, [fthe youth have a year 3 post-test, rentove the year 3 !
post-test data from the extract lile,

o For youth witlh a FYSD of 7/1/2008 to 6/30/2009, shiow all post-tests for these
individunls — year 1, year 2 and year 3 post-tests,

8. Resonrces, Below are additional resoudrces that progeanis may tlid usefit] when implensenting
livcracy and numeracy programming.
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LL.INCS, Literacy Information and Communication Systeny, is a national dissemimtion
and professional development system, providing information on literacy research,
praclice, and resources, hitps/lines.cd.gov.

Learning to Achieve, hrough LINCS, provides research-based resources and
professionul devefopment Lo increase achievement of students with learning disabititics,
hup:/#tines.cd. arninplopchivve.html,

The National Colfaborative an Work(orce and Disability, funded through the
Department's Office of Disability Employment Palicy, provides strategics and
resaurces for assessing youth with disabililies. hup://wwwv.newd-

youth.infoftopic/assessiment.

“{.eaming: Engage and Empower,” information from the ED detailing individualized
instruction, educotional strategies that instructors can wtitize, and the use of technology
in the classroom. htip:/iw ww.ed.govAechnolouy/netp-201 M learning-cogaue-and-
empower.

Doing What Works (DWW) is a Web site sponsared by ED, The goal of DWW is to
crente an online library of resources that may help teachers, schools, districts, states and
technical assistance providers implement resenrch-based instructional practice.

hrpdww.ed.gov,

ELL-t} [s n National Adult English Language Learning Professional Development
Network that provides practitioners with unlimited nccess to high quality ontine
professional development and learning opportunities. www.ell-u.org,

The National Clearinghousc for English Language Acquisition's Web site, funded by
ED, collects, coordinates and conveys a broad range ol research and resources in
support of an inclusive approach to high quality education for English Language
Leamners (ELLs). hup/awww.nceloanvu.edu. :

The Center for Adult English Language Acquisition has developed a toolkil thin
provites u variety of materials to help instructors working with individuals leaming
English: “Practitioner Toolkil: Working with Adult English Language Lenmers.”
hitpefanw.cal.or/caclivolsiprogram_developmentfprac tookkit.hmi,

Adult Career Pathwvays Training and Support Ceater, developed by Kratos Leamning
Solutions with funding from ED's Offiee of Vocational and Adult Edueation, provides
the mos! up-to-date information and resources an Adult Career Pathways.

D savsv.acpese.org.

The Partnexship for 2)st Century Skills (P21} is a national organization that ndvocates
for 215t century rendiness for every student. 21 and its members provide tools and
resonrees to help with instruction on the three Rs and four Cs (eritical thinking and
problem solving, communication, collaboration, and creativity and innoviation).
hpsfinaww.pd Lorg.
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¢ The Notional College Transition Network at World Education, Inc.: Promising !
Practices briefs {rom professionals scrving ABE students making the transition to I
postsecondary education.
bt piwww collegetransition.org/promisingpractices. briefs.diml. i

*  Mid-Continent Research for Education and Lenening (MeREL), one of the regional
educational luboratories funded in part by ED, has developed and procluced s number of
tencher and educational resources. www.merelory.

*  “Improving Litcracy Quicomes for YouthBuild Students through the Balanced Literncy
Approach.™ Webinar featured on Workforce3one, January 2011, The Youth J
Development Institute (YDI) discusses haw it improved fearning results for young
people by implementing the Commnunity Educntion Pathways to Success (CEPS)
prugram, o baianced literaey upprouch with core youth development principles.” 7
hitpswvww, workforee Jone,org/view/S001 1006:H7 71011713 Hindo, 2

s “Workforee Education Standards for Adult Education Programs™ develaped by

Workforce Solutions Collaborative, March 2011, J
hutpailibw ww. freelibryry orpfmeol Workforce|iducationStandards and SelfAssessin :
ent. il

*  “Youthwork Information Brief, Nv, 26: Why Do Basic Skills Matter?™; “Youthwork
Information Bricl, No. 32: Eftective Numeracy Instruction for Qut-of-School Youth™;
and *"Youthwork Information Briet, No. 28: Project-Based Leaming.” Ohio Department ,
of loby and Family Serviees, ONice of Warkforce Development, )
htga:/jls.ohiv.goviowd/Workfosce Proffyouthlinksresources stim,

s “Planning Literacy and Language Services for Texas® Limiled English Proficient I
Workers: The Devil is in the Detils: A guide for progemm design, planning,
implementing, and sustaining workforce-related education programs.™
hupsAwwawaworktoree3one.orgfview/1900, }

¢ “Capitalizing on Context: Curriculum Integration in Career and Technical Education,”

National Research Center for Carcer and Technical Education, March 2010. |
hitp: 136,165,122, 102/UserFiles/Fite/T'eeh Repons/NRCCTE Curricalum WEB R, I
ADY.pdf,

o “Cetting In, Staying On, Moving Up: A Practitioner’s Approach 10 Employment
Retention,” by Tony Proscio and Mark Elliott for Public/Private Ventures, December
1999, hige/Awsww ppy,oeg/ppydpublication.as p2seetion_id=-
| &scarch_id=0&publication id: 100,

V. Inquiries, Questions regarding this guidance should be directed to the nppropriate ETA
Regional Ofiice. ,
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FNEQRVIREARS :

A. Nombre y Direccidn del Subrecipendiario

ANEJO 11

Admihlstracién de Desarrallo Laboral

Detalie de Costos de Salarios y Beneficios Marginales

Ley de Inversion en la Fuerza Trabajadora (WIA)

B. Fondos

WiA

ARRA

C. Categoria de Costos
Administracidn

D. Periodo de! Informe

Desde:

Hasta:

Programa

Costos Operacionales

E. Programa
Adultos

Jovenes

Trabajadores Desplazados
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Administracidn de Desarrollo Laboral }
Detale de Costos de Salarios y Beneficios Maginales
Ley delnversiin en laFuerza Trabajadora (WIA)

FICCRIETRD |
A, Seguro Soctal % X 50 }
B. Medicare % X 5 HVALUE!

C. Fando del Seguro del Estado % X § H#VALUE! j
D. Plan Médico % X 5 HVALUE! |
E. Seguro por Desempleo % X $ HVALUE! J
F. Bono de Navidad % X 5 #VALUE!
G. Otros (especifigue) % X § H#VALUE! f

% X § HVALUE!

% X 3 HVALUE!

% X & #VALUE!

% X S #VALUE!

% X S HVALUE!

% X 5 HVALUE!
H. Total de Castos de Beneficlos Marginales - HVALUE!
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EMPLOYMENT AND TRAINING ADMINISTRATION | WIA/Performance Reporting
U.B. DEFARTMENT OF LAROR g:.?:
Washington, 2.C. 20210

June 1, 2011

ADVISORY: TRAINING AND EMPLOYMENT GUIDANCE LETTER NO. 29-10

TO:

STATE WORKFORCE AGENCILS
STATE WORKFORCE ADMINISTRATORS
STATE WORKFORCE LIAISONS

EROM: JANE OATES Ma

Assistant Secrel

SUBJECT: Negotiating Performance Guals for the Workforee Investment Act Title

1B Programs and Wagner-Peyser Act Funded Activities for Program
Year {PY) 2011

1. Purpose, To Inform stales of the guidelines for negotiating Workforce Investment Act
(WIA) Title 1B performance and customer satisfaction geals and performance levels for the
Wagner-Peyser Act funded aclivities for PY 2011, These performance goals, once they are
agreed upon between the state and the Employment and Training Administration (ETA),
will be incorporated into the state’s Strategic Plan for the WIA and Wagner-Peyser Act.

2. References.

WIA Section 136.

WIA regulations at 20 CER Part 666 and Part 661.

Training and Employment Notice No. 8-10 Workforce lnvestment Act Self - Svrvice
Participant Reporting - What, Where and How.

Training and Employment Guidance Letter {TEGL) No. 23-09, Negotiating
Perfornance Goals for the Workforce Inpestment Acl, Title 1B Programs and Wagner-
Peyser Act Funded Aclivities for Pragram Year 2010.

TEGL No. 14-08, and TEGL 14-08, Change 1, Guidauce for Implententation of the
Workfurce lnvestment Act and Wagner-Peyser Act Funding in the Amcrican Recovery and
Reinvestiment Act of 2009 and Stale Planning Requirements for Program Year 2009,
TEGL No. 9-07, Revised {ncenfive and Swmction Policy for Workforce Investment Act Title
1B Prograwms, ,

TEGL No. 17-05 and 17-05 Change 2, Comimen Measures Policy for the Employment and
Training Aduinisiration’s (ETA) Perforniance Accounlabilily Systent and Related
Performance fssyes. '

TEGL No, 11-01, Guidiwice vt Reuising Workforce Investment Act Stnte Negolinted Levels
of Performairce,

RESCISSIONS EXPIRATION DATE

TEGL 23-02 Conlinuing
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3, Background. The intent of this guidance is lo clarify the performance measures for
which states will be held accountable in PY 2011, provide an outline of the negotiations
process, and provide descriptions of tools available for use during the negotiations
process. The negotiations process across the system has been improved by the consistent
use of these tools to do the required analysis, which are available as altachments to this
guidance, Additional information is available on ETA’s performance website at

http:// www .doleta.gov/performance/ guidance/negotiatin gchin.

This guidance provides national performance targets required for the Government
Performance and Resulis Act of 1993 (GPRA), also referred to as the “GPRA goals.” The
levels set as GPRA goals provide information by which Congress and the Office of
Management and Budgel (OMB) evaluate the success of Federal programs, including those
operated by states and localities. Furthermore, this guidance describes actions taken {o
acldress the effects of the current recession on the GPRA goals over the next few years.

The impact of economic conditions on WIA performance led the US. Department of Labor
to develop a regression model that adjusls performance levels to be utilized as a starting
point for negoliating performance targets in PY 2011.

4. Changes to the Negotiations Process. In general, the process {or this current round of
negotiations witl be similar to the process used in PY 2010, Negotiations will continue to
fake place between the states and the corresponding ETA regional offices, and specific
guidance regarding contacts and limeframes will be provided to the states by the
appropriate regional office (the actual process steps are described in more detail in section
8(C) of this guidance).

As was lhe case for the last round of negotlations, slates will be required to establish PY
2011 performance levels for the Wagner-Peyser Acl component of the State Plans at the
same time as they negotiate performance levels for the WIA Title 1B programs. States
have the option, as they did in PY 2010, of extending their current goals. States may
extend their negatiated PY 2010 goals into I'Y 2011 or they may negotiate new goals for PY
2011. States that choose either option (extending PY 2010 negotiated goals or negotiating
new goals for PY 2011) must notify their appropriate Regional Administrator no laler {han
May 31, 2011,

The primary difference between the PY 2010 negotiations process and the current PY 2011
process involves the utilization of the regression model as it relates to the negotiation
process. Ina departure fram PY 2010, the regression adjusted performance targets for all
states (not just the pilot slates) will be provided to each Regional Administrator for his/her
use in negations with each state. In the PY 2010 negotiation process, regression adjusted
targets were made available to the eight pilot stales and it was possible for these slates to
adopt the regression adjusted targets directly without undergoing negotintions. This is no
longer an option as slates must engage in negotiations, os required under WIA. Hoswever,
a slata and ETA may agree to accept the regression adjusted targely, in which case, the
negotiation has taken place, The Regional Administrators will be Lhe recipients of the
regression adjusted performance largets for each state in PY 2011, '

-y -
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5. Methodology for Assessing Performance Against Negotlated Levels. For both the ‘
WIA Title 1B programs and the Wagner-Peyser Act programs, the upper bound of the |
performance range will be the negoliated level of performance for the measure, while the
lower bound of the range for acceptable performance is 80 percent of the negoliated level
of performance. Performance on an individual measure will be interpreted based on the

outcome’s position relative to the two boundaries for a measure as follows: {

* Exeeeds - when the actual performance achieved against an individual performance ‘
measure is in excess of 100 percent of the negatiated level of performance for the
measure;

» Meets - when the actual performance achieved against an individual petformance J
measure falls in the range of 80 10 100 percent of the negotiated level of performance
for the measure; and ' -

* Fails - when the actual performance achieved against an individual performance
measure is less Lhan 80 percent of the negotiated level of performance.

For example, if a state negotiates a 90.0 percent goal for the employnient retention rate
indicator, the state would:

» Exceed the goal if the actual performance level achieved was greater than 90.0
percent;

*  Meet the goal if the actual performance |level achieved was greater than or equal to !
72.0 percent and less than 9%0.0 percent; and,

+ Fail the goal if the aclual performance level achicved was less than 72.0 percent.

While whole percentages are used in this example, it should be noled that this is simply
because 80 percent of the negotiated 90 percent happens to be exactly 72 percent; there will |
be no rounding in interpreting performance results. Negotiated performance levels and
results are stated to the tenth of a percent. States may continue to use additional

distinctions to differentiate performance within the Meets category. "

These Lhree categories align with WIA regulations
(http:/ / www.doleta.gov /performance/guidance/ laws regs.cfm):

*  666.220(b)(3) The State exceeded the State negotiated levels of performance for title T,
the levels of performance under litle 11 and the levels for vocational and technical
programs under Carl D. Perking Vocalional and Technical Educationn Act (WIA sec,
503 (b)), The reauthorized Carl D. Perkins Career and Technical Education Act of
2006 (Perkins IV) removed the requirement that funds be reserved to carry out

section 503 of the WIA which only referenced P.L. 105-332 (Perkins I11); thus, DOL
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and ED no longer consider States’ performance levels under Perkins IV in
determining eligibility for incentive grants under Section 503 of WIA;

s 666.230(a)(2) The extent to which the negotiated Jevels of performance were
exceeded; and,

*  666.240(d) Only performance that is less than 80 percent of the negotiated levels will
be deemed to be a failure to achieve negotiated levels of performance.

6. WIA Incentive Grant Eligibility. For both the WIA Title 1B programs and the Wagner-
Peyser Act programs, there are two levels in measuring performance for Incentive
Awards: 1) the individual measure, which iust exceed 90 percent; and, 2) the average for
that cluster, which must exceed 100 percent for states {o be considered eligible for an
incentive. In addition, slates must have submitted specified quarterly (ETA form 9090)
and annual reports {ETA 9091) by their due dates. Please note that for purposes of WIA
incentive grant eligibility, a state must meet at least 90 percent of the negotiated level for
each applicable WIA performance measure to be considered eligible for an incentive grant.

7. Applicable Performance Measures for the PY 2011 Performance Negotiations Process.
The negotiations process will focus on establishing agreed-upon levels of performance for
20 performance levels for the WIA and Wagner-Peyser programs. The 20 performance
measures include 17 WIA indicators of performance {15 Adult, Dislocated Worker, and
Youth program measures and the two custormer salisfaction indicators) and three Wagner-
Peyser performance measures.

For those states that have requested a waiver to report agatnst common performance
measures only, and have received approval to do so in accordance with the waiver
authority granted to the Secretary of Labor at WIA seclion 189(})(d), lhe negotiations
process will fucus on establishing a total of nine agreed-upon levels of performance for the
WIA Adult, Dislocated Worker and Youth programs and the three Wagner-Peyser
measures, For these states, the three Adult comman meastires will be applied separately
to the WIA Adult and Dislocated Worker programs, and the three Youth common
measures will be applied to the WIA Youth program. The table below summarizes the
performance measures involved in the negotiations process.
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Applicable Merformance Measures

Wagner-
WIA Measuces Common Measuren Peyser
Dislocated Customer Dislocated Mrasurea (AN |
Adult Waorket Youth Salisfaction Adult Worker Youlh Staley) ]
i
. Participant ore
Intered Enlercd U!:':: :_:“‘l; th Ameikan Fnlenal Enleral Placenwal in EmE“l::\T:l:ml
Emplovewent | Emplaymient Fnl'lk:\'mﬂll Cuslonwyr Ervphavonl Employiment Ewsployinent Rnlffnll Totad
Hale Halve ' IH"“‘ Salldacthon Rate Rale vrEducalion Exilers
hrlex
Lnphneer
Okder Youth F .
Fmplaymem S , Anserican . . Alzinnyent o Emgluyment
Wy | fovomen | Empermen || S| roskymn | mrvment | SR’ | e |
Rate ; I;‘-l:- Sullsfacilion ! G Certificale for Tota] Exlters )
: fodex,
["‘l""};'““'“' Fmpleyment | Giger Youth AverageSis | aAvensgeSte | LHeracpand Average Six
amk L Credentlal Aonths Maonths Nunwrary | Afenths Eamings
Crilentia) Crudentlal Rate Eamings Eatnlngs Gilns foe Tutal Eafters
Rate Rate ¥ L
AverageSia Avengefix | Oldee Yixnh
Muonths Months Eamnings
Faralng Eamings Clhanpe
Younger
Youlh Skill ]
Altalnmwnt i
Rate l:
Younger
Youll
Diploma or |
Equivalent
tale )
Younger
Youlls
Helenkicn |
Rate !

The source documents with the definitions and related reporting specifications for the
applicable performance measures follow: l

« The 17 WIA performance measures - TEGL Na, 17-05, “Common Measures Policy
for the Employment and Training Administration (ETA) Performance
Accountability System and Related Performance Issues” i
(http:/ / wdr.doleta.gov/directives faltach/ TEGL17-05.9d); and the Workforce
Investment Act Annual Report: General Reporting Instructions and ETA Form 9091,
Revised 2010 i
(http:/ / www.doleta.gov / performance/ guidance /WIA /WIA A nnualReportSpecific !
ations.pdf)

The WIA Youth program commeon measures - TEGL No. 17-05, “Common
Measures Policy for the Employment and Training Administration (ETA)

Performance Accountability Systent and Rekated Performance Issues”
(http:/ /wdr.doleta.gov/directives/attach/ TEGL17-05.pdf); TEGL No. 17-05,

.5 -
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Change 2, “Common Measures Policy for the Employment and Training
Administration (ETA) Performance Accountabitity System and Related Performance
Tssues” (hitp:/ / wdrdaleta.gov /direclives/altach/ TEGL1 7-05c2acc.pdf); and the
Warklorce Investment Act Annual Report; General Reporting Instructions and ETA
Form %091, Revised 2010

(http:/ /ww w.doleta.gov/performance/ guidancogWlﬂ[W'IAAmualReporngecific
ations.pdf)

s The three Wagner-Peyser program performance measures - TEGL No. 17-05,

*Common Measures Policy for the Employment and Training Adminlstralion
(BTA) Performance Accountability System and Related Performance Issues”

hiy:/ /wdr.doleta.goy /directives/attach/ TEGL17-05.pdf); and the ETA 9002 and
VETS 200 Data Preparation Handbook, BT Handbook No. 406, raleased in February
2009 (hitp:/ / www.doleta.gov/ performance/ guidance / WIA / ET-406-Handbook-

Expiration-022809 tookout%20on%20mar-16-07.pdf).

As tequired since PY 2007, all states will continue to collect and report against the three
Youth common performance measures for the entire Youth population (Clder and
Younger Youth combined) in PY 2011. However, ETA will not consider performance
against these measures in the incentive award and sanclions determinations for states that
are accotmntable for outcomes on the 17 WIA measures. The exception is for states that
have received an approved waiver to Implement and report against the “WIA common
performance measures only.” These states will negotiate levels of performance for the
Youlh common measures, and ETA witl use Lhese measures in the incentive and sanctions
determinations.

Please note that for purposes of WIA incentive and sanctions determinations, the
applicable performance measures are listed In TEGL 9-07, “Revised Incentive and Sanction
Policy for Workforce Investment Act Title 1B Programs”

{hitp:/ / wdr.doteta.gov /directives/attach/ TEGLO9-07. pdi).

States also should be aware that the Veterans’ Employment and Training Service (VET5)
will be issuing separate guidance on negotiating PY 2011 veterans’ performance targets
with slate workforce agencies, This negoliation of specilic levels of performance for
veterans includes; 1) performance targels for lhose veterans served by One-Slop
employment services; and, 2) grant-based performance targets for those veterans served
through Lhe Jobs for Veterans slale grants.

8. Reaching Agreement on State Performance Levels, Slales should use negotiated levels
of performance to drive continuous improvement and enhanced customer salisfaclion. In
proposing performance targets for both the WIA Title 113 and Wagner-Peyser programy,
states should negoliate their goals within the context of integrated service delivery,
priority of service, economic conditions, customers served, and workforce solutions that
contribute to the regional economic competitiveness of their state and sub-state areas.
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A Customers to Be Served

The cuslomers served by the local area may have a significanl impact on outcomes,

depending on the type of services provided and other factors unique to the population.

ETA encourages stales to serve those Individuals with barriers lo employment and ' !
individuals more at-risk of not connecting to the labor market, including those who were
formerly incarcerated, the homeless, Veterans, individuals with disabilities and out-of-
school youth. States should bring appropriate information to the negotlation process that |
demonstrates either their past performance in serving these populations and/ or their i
current strategy for serving these populations.

BTA will consider adjusting performance targets to accommodate states cusrently serving )
a significant number of at-risk individuats who need higher levels of service to achieve a

positive labor market outcome. States Lhat have angoing Initiatives for serving at-risk '
individuals may work with their respective Regional Administrator o negotiate J
appropriate goals for PY 2011, During the negotiation process, states must provide datn to

support adjustments of goals based on numbers of individuals with barriers currently

being served, J

When negotialing the Youth goals, stales should consider the importance of serving the .
neediest youth, especially out-of-school youth, including youth in foster care, youth in the I
juvenile justice system, children of invarcerated parents, and migrant youth, as well as
youth wilh disabilities and Native American youth. States that transition lo serving a
higher percentage of these more difficult to serve populations should take this into !
account when propasing performance levels for the Youth goals since serving a greater i
percentage of the neediest youth may impact outcomes. States that are serving a greater

percentage of the neediest youth should provide data that shows how outcomes are [
impacted by serving this population. ' |

Efforts to expand services 1o at-risk populations are consistent with the WIA legislation.
WIA section 101{13) defines “eligible youth” as a low-income individual between the ages
of 14 and 21 who is deficient in hasic literacy skills, a school dropout, homeless, a runaway
or foster child, pregnant or parenting, an offender, or an individual who requires
additlonal assistance to complete an educational program or hold employment. Section |
112 (b){17)(A)(Iv) requires that the State Plan describe how the state will serve the
employment and training needs of dislocated workers (including displaced homemakers),
fow-income individuals (including recipients of public assistance), individuals training for .
nontraditional employment, and other individuals with multiple barriers to employment ‘
{including older individuals and individuats with disabilities). Section 134(d)(4)(E)

requires that priority must be given to recipients of public assistance and other low- f
income individuals for intensive services and {raining services. |

When negotialing goals for the Adult program, stales proposing new efforts {o increase
access to services for special populations that may face significant barriers (such as
veterang, older workers, individuals with disabilities, migrant or seasonal farm workers,
-7 -
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Indian and Native Americans, or Temporary Assistance for Needy Families recipients),
should provide data to show how these new effurts will impact WIA Adult, WIA
Dislocated Worker and Wagner-Peyser Act outcomes. ETA supports efforts that will help
states belter tap into a wider variety of available workers, Available perfarmance dafa
‘indicate that the work(orce investment system’s employment and training prograins have
posilive impacts an individuals’ employment, including traditionally underserved
populations. ETA expects states to document haw outcomes are impacted by changes in
the mix of participants served.

For future negoliations, ETA invites states lo suggest mechanisims for expanding services
to at-risk populations within our current performance framework. Suggestions should be

emailed (o ETAperforms@dol.gov.

B. Tools for Proposing Levels of Perfformance

The following tools and process guidelines provide a uniform framework for states ta use
Lo set performance goals that demonstrate this commitment. These tools and guidelines
are deslgned to aid the negotlation process. Final performance levels must be negotiated
and agreed upon by the state and the ETA Regional Administrator no later than June 30,
2011.

Prior to proposing levels of performance for the applicable performance measures to the
appropriate Regional Administrator to begin the negotiations process as discussed further
in Part C of this section (and Attachment 1), states should review and make use of the
following resources/tools to ensure that these factors have been considered in determining
their proposed level and that there is a sound rationale for their proposed levels of
perfermance:

1, Past performance. States should use historical, annual performance information to
inform projected levels of performance for PY 2011. Recent quarterly performance
results alto should be used to inform the performance path the state is following,
The Wagner-Peyser-funded activities began reporting against the common
performance measures in PY 2005 and now have five full years of data on which to
base future performance projections. The Department anticipates that stales will
submit proposed levels of performance that reflect continuous improvement in
service provision and quality. However, it is recognized that pre-PY 2009
performance levels may not be as applicable in the current economic environment,
as labor market conditions remain depressed.

While states should have ready access to their own historical performance

_information, various tools and resources are available to examine states” historical
performance dala, including state by state files of the data
(www.dolcta.gov/ Performance/results/ wia_national performance.cfm); VETS
perforimance data (altp:/ /www.dol.gov/ vels/ veloutcomes/index.htm) and
Bureau of Labor Statistics (BLS) data for employment, industries, counties, average
earnings, ete. (www.bls.gov/cew /home.htm). When using BLS data as a guide,
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states should be careful to cansider the timeframes covered by BLS employment l
and wage information, and the relative time periods in which WIA and Wagner- |
Payser exiters enter employment and oblain post-program carnings.

Il. GPRA goals. Throughoul the performance negotialion pracess, states should be f
aware of the GPRA goals the Department has established through PY 2011, The ;
regional offices will use the GPRA goals as one of several benchmarks by which to

gauge their states’ proposed performance levels in the context of these national \
system goals. The GPRA is an important mechanism by which Congress and OMB 1
evaluate the success of Federal programs, including those operaled by states and

localities. The GPRA goals for the Deparlment's WIA Adult and Dislocated [
Workers, and Wagner-Peyser programs in addition to other national programs are |
listed in Attachment 11, and more information is available at

hitp:/ /www.doleta.gov/Performance/goals/ gpra.chm. l

1. The effects of cconomic and demographic variables wird ofhier factors, WIA Sceclion
136(b)(3)(A)(iv) (see
hitp: .

: gov/usworkforce/ wia / wialaw.him#sec136) addresses ‘
additional factors, such as differences in economic conditions, characteristics of
parlicipants, and services to be provided, that should be considered in the

negotiation process. ’

Attachment 111 vontains a description of the time periads during which individuals

must have exited program services to be included in \he different performance '
measures. This altachment will assist states in their analysis of the impact of a j
given varlable on the different measures against which the state will be negotiating '
levels for PY 2011 (and including in their WIA Annual Report submissions for PY {
2011). !

C. Process for Reaching Agreement on State Performance Levels

The process for reaching agreement on state performance levels will include the following
steps, as outlined in the attached timeline (Attachment I);

. After conducling their own analysis of factors that may affect performance, ns
discussed above (in Part A of this seclion), states will propose levels of performance
for each of the applicable performance measures for PY 2011 by submitting these
proposed levels (o the Regional Adminisirator serving the state. Proposed
performance levels should be stated to a tenth of a percent (XX.X%) and must be
submitted to the appropriale Regional Administrator no later than May 31, 2011;
however, regional offices will work with states to begin the negotiation process
prior o that date and In parallet with the planning process in order to ensure that
final levels are agreed upon by June 30, 2011,

When submiitling the proposed levels, states should provide the following as
support for the levels (see Part 11, Section X, Subpart C, Item 1 of the Stand-Alone

-0 .
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Planning Guidance or State Planning Guidance or Part U, Section K, Item 1(a){i) of
the Unifled Planning Guidance):

» The methodology used for developing proposed levels of performance,
including a description of data sources, calculations, and additional
environmental factors (such as those previously addressed in TEGL 9-07, and
discussed in seclions 5 - 7 of this guldance).

» How the target levels will promate continuous Improvement in stale
performance.

When submitting the propuosed levels for review, states should also include a

discussion of how the proposed levels will positively impact customer satisfaction
with servicea received and the extent to which the proposed levels ensure optimal
return on investment of Federal funds. (See WIA Section 136(b)(3){A)(iii) and (iv).)

1. The reglonal office will review the analyses used by the state to develop the
proposed performance levels and will work with the stale to set mutually agreed-
upon levels of performance. Regional offices will take into account the
environmental factors addressed by he state, including current and future
economic conditions, The regional office will consider the proposed levels in light
of previously negotiated goals, past performance results, and the national GPRA
goals, Additionally, regional offices will consider the quality of the data presented
by the slate, including its relevance, source, the time period from which it is drawn,
and whether the data is part of a trend or is anomalous.

The negoliations pracess will focus on whether each performance level appears
appropriate in light of stalutory criterfa and this guidance, and the adequacy of any
information the state offers to substantiate each level, [f regional offices determine
through Lheir analysis that a state could increase its proposed performance levels to
more fully support continuous improvement and customer satisfaction stralegies,
they will negotiate with the state to obtain higher mutually agreed-upon
performance levels,

. Once the performance levels are agreed upon, the Regional Administrator will send
a letter to the state confirming the agreed-upon levels. This leiter constitutes a
modification to the Stale Plan and serves to incorporate the agreed upon
performance goals into the State Strategle Plan.

9. Inclusion of Performance Goals in State Plang. States are required to submit proposed
levels of performance to their Regional Administrator no later than May 31, 2011, States

should nole that the propused levels of performance are subject to the same public review
and comment requirements that apply to State Plans and Plan modifications, When the
state submils the proposed levels to ETA, the state should confirm that it has made the
proposed levels available to the public for review and comment.

223
- 10 -




ADMINISTRACION DE

DESARROLLO
LABORAL

DEPARTAMENTO DEL RABAJD
Y RECURSOS HUMANOS

GOBIERHNG DE PUERIO RICO

' GUIA DE PLANIFICACION WIA AP 2012-13

In cases where final agreement on performance goals has nut been reached until after the
State Plan has been approved, the Regional Adminisiralor’s lelier advising the states of the

“agrecd-upon goals will constitute a modification to the State Plan. For subsequent
revisions to performance goals during the life of the Stale Plan, the Regional
Administrator’s letter advising the stale of the agreed upon goals will also conslitute a
modificalion lo the State Plan. The state must ensure that the agreed-upon goals are
included in the state’s official copy of the State Plan, and that any published State Plan, on
the stafe’s website or through other forums, inclutdes the agreed-upon goals. ETA will
incorporate these performance goals into the Regional and National Office coples of the
State Plan, ‘

10, State and Local Regression Analysis. The Department will use the regression-based
performance levels as a tool in the negatiations process with all states in the PY 2011
negotialion process. The Regional Administrators will receive the regression-based targets
for the states in their region and will use then as a too! in negotiations with the states. Ina
similar manner, states are encouraged to utilize the regression-based performance levels as
a tool to aid their negotiations with their local areas. Previous experience with the
regression model pilot project has demonstrated that the regression-based performance
levels would best serve the goal setting process as an additional tool for use in the
negotiation process. Reglonal Administrators as well as the states are in no way precisely
bound to the regression-adjusted targets. Rather, the targets should serve ag a starting
point or reference tool for use in negotiating PY 2011 performance targets. As such, the
state and local area regression-adjusted performance targets will be distributed through
the Regional Offices.

This TEGL also provides the WIA and Wagner-Peyser Employment Service Program
GPPRA goals. These goals support the FY 2012 Congressional Budget Justification, and
were developed using a national regresston model. ‘The national GPRA goals are to serve
as an additional guide for negotiations. Hlowever, ETA encourages states and local
workforce boards to negotiate performance goals according to the local area labor market
and economic conditions.

1. Renegotiation of State Goals. WIA allows for the renegotiation of performance levels
if cireumstances arise that result in a significant change in the factors used to develop the
original petformance levels. Such criteria could include significant changes in economic
condilions, changes in service mix, or changes in client characteristics, States should notify
their reglonal office of any intent to renegotiate their performance. States that renegotiate
goals should note that renegotlation after the end of the second quarter (December 31,
2001) eliminates that stale from being etigible ta receive WIA incentive grants. TEGL 11-
07, change 1, offers further guidance on renegotiating state goals.

Under 20 CER 661.230{b}(2), a change in "performance indicators" is considered a
substanlial change that must be officially incorporated into the State Plan through a
moclification. Therefare, states must submit modifications to the State Plan reflecting the
agreed upon performance levels. These plan modifications are subject to the same public
review and comment requirements that apply to the development of the original State

- 11 -
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Plan. Therefore, the state must provide an opportunity for public conment on the
modification prior to submission to the regional office. The agreed upon performance
levels are incorporated into the state plans when the Regional Administrator approves the
state's modification of its plan. Regional Offices will monitor state progress loward '
achievement of the targets and may request a corrective action plan if a slate does not
appear on track to achieve its negotiated levels.

12. Action Requested. States ave requested to distribute this information to the

appropriate state and local staff. To see the GPRA performance goals for the WIA and

Wagner-Peyser programg, please refer to Attachment [l. More information is available at:
www.doleta, gov/ Performance/goals/ gpra.cfm.

13. Inquiries. Questions concerning this guidance may be directed to the appropriate
regional office.

14. Attachments,
Allachment [: Recommended Timeline for the Negotiation Process
Allachment 1L: Workforce [nvestment Act and Wagner-Peyser Employment

Service Performance Goal Levels Established for the Flscal Year
(FY) 2012 Congressional Budget Justification and the
Government Performance and Results Act
Attachment III: Time Perlods for Reporting Performance Information in the
— WIA Annual Report for PY 2010 to PY 2011
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ATTACHMENT I _
RECOMMENDED TIMELINE FOR THE. NEGOTIATION PROCESS ;
il_“:.'l,_.fg.,'.:"‘-r|.~'.; PRy ';fq\' TR J\,:’ v '.‘-. :,‘:' Eﬁ% QL;‘;LL’I f
RN Pl |

. ETA reglonal ofi‘ ices prowde techmual assistance on
March 2011 strategic planning as requested by state, including ;
procedures for negotiating performance goals I

April 30, 2011 e Stales formually submit state plans to ETA }

No later th . .

M?w";ir 2‘3;‘! * States send propased performance levels to regional offices i
" {

« Regional offices review states® proposcd performance
May 2011 levels and work with states to arrive at mutually agreed
upon levels

June 201 ¢ « Negotiation continues if necessary |

s Regional Administrators send approval letter to states
June 30, 201 regarding the final performance levels }
» ETA incorporates final performance levels into stale plans

e States must notify their Regional Offices by the end of the

December 31. 2011 second quarter if they plan to renegotiate their performance ] '
) goals and still be included in that Program Year's incenlive [
funds
*  State may renegotiate their Performance goals through the <
March 31, 2012 end of the third quarter. States renegotinting their goals ,l

after the end of the second quarter are not eligible for
that Program Year’s WIA incentive funds, |
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ATTACHMENT H

WORKFORCE INVESTMENT ACT AND WACGNER-PEYSER EMPLOYMENT SERVICE
PERFORMANCE GOAL LEVELS ESTABLISHED FOR THE FISCAL YEAR (FY) 2012
CONGRESSIONAL BUDGET JUSTIFICATION AND THE GOVERNMENT
PERFORMANCE AND RESULTS ACT

Resuls | TARGETS ,
Programt . Moasury W6y | et [ . 2013, || 2013
Entered Employment 54.0 33.1 53,7 54,6
WIA Aduits Retention 71,7 73. 73.7 75.0
Eaminps 11,712 12865 | 13,178 | 13,701
. Entered Employment 51.0 49.7 0.6 519
x:)?k?:localed Retention 79.7 78.0 8.3 78.7
, Earnings 16,804 15418 | 15,840 16,567
Placement - 537 533 536 | 540
WIA Youth Altainment | 529 | s4.7 534 | 514
Literacy I8.1 404 39.7 38.6
National Emergency Entercd Employment 62.5 61.0 62.0 63.6
Grants (NﬁGs)'- ' Retention 78.5 77.1 77.5 78.)
Eamingy 14,118 12,953 | 13,308 13,919
Wagner-Peysel Entered Employment 47.8 46,6 47.4 48.7
Employment Retention 75.2 70.6 7.0 72.0
Service Carnings 12,798 | 12,602 | 12,824 | 13,159

Torgets were sct based on the estimaled effict of unemployment rafes on program performance.
outcornies and OMB’s assumptions about future unemployment rates and the Consumer Price
Index-Urban Consumers (CPI-U). The base for setling performance targets is the performance
results for PY 2009, the most recent program year for which performance results are available.
Performance outconics are aligned with the unemployment rates and CPI-U within the quarters
far which cach measure is derived for the outcome in each progeam year,

() Estimates from WIA Distocated Worker were used to set targets for these programs, singe
Waorktorce Investment Board aren [dentifications Numbers were not available for National
Emergency Grants-only records.

(b) These estimates are based on Wagner-Peyser Eimployment Service (WPES) individual
records fron Pennsylvania and Texus. Individual record data for WPES are not a required
collection; however, this data is collected in these twao states through Workforce Investment
Standardized Performance Reporting System,
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ATTACHMENT I

TIME PERIODS FOR REPORTING PERFORMANCE INFORMATION IN THE
WIA ANNUAL REPORT FOR PY 2010 AND PY 2011 [

Annusl Repert FY 2010 | Aungal Report PY 1011 ;u

~ Repértiaglibnr Tioms Period (Bxit Coiidit) v o Rigorted’
Tota) Participants U110 10 6730411 7111 to 6130512

Total Exiters

41710 to 3/31/H1

4/1411 10331412

Employer Customer Satisfaction

121/10 to 12/31/10

171211 to 12131711

Participant Custosier Satisfaction

171710 to 12/3110

_Adyilt snd Dliloeited Worker Pexformance Megsures

/1711 o 12531/11

T0/1110 10 93071 1

Entercd Employment Rate 10/1/09 to 9/30/10
Employment Retention Rate 4/1/09 to 3/31/10 4/1/10 10 3/31/11
Six Months Avcrage Earnings 4/1/02 to 3/31/10 4111010 331/
Employment and Credential Rate 10/1/09t0 9/30110 ] 10/1/10 10 9/30/1 )
| Oldér Youth Picfér marice Meksures , - L
Entered Employment Rate 10/1/09 to 9/30/10 10/1/10 10 943041 |
Employincnt Relention Rate 41709 1o 3/31/10 4111010 3131111
Eamings Change 47109 w0 3731710 4/1/10 0 IALH ]
Employment and Credential Rate 107109 10 9730710 10/1/10 10 9/30/1 )
Youbgir Yot Bsrtiympiiie Méssnres T TR
Skill Atsinment Rate 4/1/10 10 3/31711 41711 10 3/31112
Youth Diploma or Equivalent Rate 1/10t0 33111 41211 10331412
Retention Rate 4/1/09 to 331110 41/10 to 3/3111 1
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MEMORIAL ADMINISTRATIVO WIA-4-2007

Fecha 1 30 de noviembre de 2007

LA ; Presidentes de Juntas de Alcaldes, Presidentes de Juntas Locales,
Directores Bjccuntivos de Tas Areas Locales de Inversion en la
Fuerza Trabajadora y sub- recipientes de fondos bajo Ia Ley
Priblica 105-220 de 8 de agosto de 1998, Ley de Inversidn en la
Fuerza Trabajadora (WIA, por sus siglas en inglés).

Asunfo ¢ Requisitos y politica pdblica pam Ias  actividades de
Adiestramiento ¢n el Bmpleo (On the Job- Training) y
Adiestramiento a la Medida (Customized Training).

Bute Legal : Seceién 101 (8) y (31) de WIA
Seccién 134 (d)(4) de WIA
Scecién 181 {2) (b) y (d) de WIA
Secciones 663.310, 663,700, 663.705, 663.710, 663.715, 663.720,
663.730, 667,270, 667.272, 667.274 y 669.420 de 20 CFR Parte
652

Jurisdieclén : Esto Memorial aplica a lag Areas Locales y sub-recipientes de
fondos del Titlo X de WIA, como directriz de politica piiblica y
referencia inferprotativa para Ia planificacién, desamollo e
fmplantacién de Ias actividades de Adiestramicnto en el Empleo
y de Adiestrumiento a la Medida bajo el Programa de Adultos y
Trabajadores Desplazades v en actividades a Njvel Estatal.

Derogaciones : Ninguna )
1. Adlestramiento ¢n el Empleo

A. Definlefén o
El término Adiestramicnto en el Empleo “on the job training” (OJT) significa el
adiesiratmicnto estruclurado provisto por un patrono del seetor piiblico o privadg?

. e
et Ex
1 a1t

5

A

29

O ISy

PFomente mdustrial 2 Piso 355 Ave. FD Roosevelt San Juap, BR. 00918 3
P.O. Box 192159 San Juzp, PR, 009192150 » ko), (787) 7545501 # Fax: (787) 763-0195 i
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con o sin fines de Iucro, a un paticipante que devenga un salaio mientras ]
realiza una labor productiva en un trabajo que:

1} provee conocimiento o desirezas esenciales para un pleno y adecuado J
desempeiio del trabajo; '
2) provee un reembolso at patrono de hasta un 50% del salario devengado
por el participante, por los costos extraordinarios ds proveer el {
adiestramiento y Ja supervisién adicional relacionada al adiesframiento;

y
3) es limitado en duracién, segiin sea apropiado para la ocupacién en la
cual cl participante eél4 siendo adiestrado, tomando en constderacién las l
deslrozas requeridas para la ocupacién, ¢! contenido del adiestramiento,
¢l nivel de desirezas académicas y ocupacionales del participente, la
oxpericnein do trabajo previa y el plan de estrategia individual del r
participante. '

B. Requisitos para Ja actlvidad de Adiesiramiento er ¢ Empleo

1} La aclividad de OJT sc provee bajo un conirato con un paireno del J
sector piblico, del sector privado con o sin fines de lucro. Bl contrato se ;
establecerd con el patrono para proveer adicstramiento ocupacional a (
participantes del Programa de Adultos y ‘Trabajadores Desplazados, por ‘
¢] cual, so rcombolsara hasta un 50% del satario del participante para
compensar los coslos extraordinarios del patrono de provooe el
adiestramiento, la supervisién relacionada ¥ por la baja productividad |
del participante mientras se adiestra, Los patronos no vienen obligados a l
documentar estos costos extraordinarios. (20 CFR 663.710)

2) El contrato do OJT debe limitarse al periodo de tiempo que requiera el |
participante para convertirse diestro o habil en la otupacién para [a cual
se provee ¢l adicstramiento, Para delerminar la duracién del contrato so
deho tomar en consideracién las destrezas requeridas para la ocupacién,
el contenido del adiestramiento, ¢l nivel do destrezas académicas y
ocupacionales del participanto, experienciu de trabajo previa y el plan
individual do empleo del participante.

3} No se debe contratar con un patrono que haya exhibido previamente un
paltén de fallas en proveer a los participantes de QJT ¢mpleo continuo
por largo periodo eon salarivs, beneficios y condiciones de emplco
iguales a aquellas que se les provee a sus empleados regulares,

230



ADMINISTRACION DE

DESARROLLO
LABORAL

DEPARTAMENTO DLL TRABAIOD
Y RECU RS_QS_H_U_MANOS

GOBIERNO DE PUERTO RICO

- 7 GUIA DE PLANIFICACION WIA AP 2012-13

MEBEMORIAL ADMINISTRATIVO IFTA - JE(SZ:D

Pdgina 3 de 11

4) Los contratos de OJT pueden scr suscrilos para persomas empleadas
elegibles si el empleado no devenga un salario que le permita ser
autosuficiente, segiin determinado por Ja politica de Ia Yunta Local'; y ¢l
adiestramijento en ¢l empleo estd relacionado a la introduecidn de nueva
tecnologia, de nuevos producios o procedimientos de servicios, ascensos
a nuevos empleos que requieran destrezas adicionnles, literacia? en ¢l
lugar de empleo o para ofro propésito apropiado identificado por ta Junia
Local. (20 CFR 663.703)

C. Requisitos para la Ocupacién

Para determinar si el adiestramiento para una ocupacion es elegible para llevarse
a cabo mediante un OJT, se deber® considerar lo siguiente:

1) Laocupacidn debe formnar pare del mercado en demanda ocupacional,

2) La ocupacidn debe ser una que requiera altas destrozas (Standard
Vocational Profile (SVP) de 2 o més)

3) La ocupacion debo proveer un potencial de crecimiento en la profesién.

4) La ocupacién deba proveer al menos 20 horas de empleo scmanales y
cumplic con la medida de ejecucidn relacionada al salatio promedio,
independientements del tolal de horas trabajadas por semana en un
empleo no subsidiado.

5) La ocupacién no debe cslar velacionada a aclividades pol{icas ni
religiosns. :

6) La ocupacidn debs provezr at clicnle cuando es una persona empleada,
un aumento en lag ganancias y destiezas adicionales,

7) Las ocupaciones ito deben ser de temporadas o que tengan un porciento
alto de transferencia “turnaover”.

8) No deben ser ocupaciones en las que ¢l peincipal recurso do ingresos
scan propinas o comisiones.

! Cutndo sc trata do “trabajadores incumbentes” en actividades a nivel estatal no es necesario cumplir con

51 criterio do autosuficlencla, 20 CFR 665,220 o
* El #rmino ‘literacy™ sc dofino como b capacldad da un individuo de leer, escribir y hablar en inglés,”
tealizar cdlevlos ¥ resolver problemas con Ia destewa nevesatin para desempeitayse en el trabajo, <ri5h
familia y en Ta sociedad, Seccién 101 (19) y 203 (12 ) de WIA o .
- _-.' lA:
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D. Requisitos para el Reelutamiento ' \

Antes de referir a un participante para una actividad do OIT so deberd
considerar fo siguiente: ’

1) Bl padicipante lieno que haber cumplido con los requisitos de
clegibilidad para los servicios intensivos, haber recibido al menos un
servicio intensivo y haber determinado un manejedor de casos, que el ( :
participanto no esti apto para obtenér o retener un empleo a fravés de los
servicios provistos.® (663.310 (a))

2} En la evaluacidn del patticipante y en el desarrollo do la estralegia )

- Individual de servicios realizada por ¢l mancjador de easos, se

identficard conjuntaments con-el participante, cunn adecuada es 1a
aclividad do OJT para este. Se deberA considerar si el clienta tiche:

. a) unameta real y compromiso de obtener un empleo regnlar y por
largo periode; |
b) interés en [a ocupacién en que se adiestrard; : J
©) las destrezas bisicas necesarias en la ocupacion para comenzar el ‘
QIT;
d) conocimientos necesarios cn el lugar de empleo, tales como: t
= asistencia y puntualidad |
* vestimenta adecuada
* relaciones con otros empleados
» resolucion de conflictos |
®» deberes y responsabilidades !
* aelitudes positivas en el empleo
e) las deshrezas de pre-empleo ¥ requisitos necesarios identificados
por ¢l patrono antes del OXT;
f) certificaciones de destrezas ocupacionales
g) cualquier barrera que pudiera ioterferir en complefar
exitosamente ¢l OJT ( transportacién, cvido de nifios, saiud)

E. Cidusalas mfujmas que debe contener un contrato de QJT

Los contratos que se suscriban con los patronos para Adiestramiento ¢n el
Empleo (OIT) deben contener como minimo 1o siguiente:

g

S i
? Los” trabajadoces incumbentes™ en aclividades a nivel estatal no tienen que cumplir con bos criterios da:” N i
clegmilidad pama servicfos intensivos, 20 CFR 665, 220 1

- ,-i
o .
S
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i) la ocupacidn para la cual se esta ofreciendo el adiestramicnlo y
descripcién de la misma, destrezas y competencias a ser aprendidas o
adquiridas;

2) <l bosquejo de adiestramiento que refleje les destrezas ocupacionales
requeridas para la posicidn, incluyendo las horas de adiestramiento pary
cada destreza o tarea. La descripcidn de la ocupacién y el bosquejo
deben ser lo suficientemente especificos quo permitan la verificacion de
que el adiestramiento se esta offeciendo de acuerdo a fo eslipulado en el
contrato;

3) lacantidad de participantes que vait a ser adiestrados;
4) ol pago por hora de los participantes;
5) el método de pago y In cantidad méxima a ser reembolsada al patrono;

6) las comespondicntes garantfas y cedificaciones que inchayan la
. compensacién del pamclpante al mismo salario de los empleados de Ja
empresa que ocupan la misma posicién;

T el acuerdo del pattono de mantener y hacer disponible los records de
tiempo, asistencis, némina u otros para suslentar las cuanifas do
reemboleo a ser reclamadas bajo ¢l contrato de OJT;

8) ¢l compromiso del palrono de emplear o relener en e} empleo aquellos
individuos que hayan completado exitosaments el adiesiramiento;

9) el deber del patrono de mantener, retenier y dar acceso a los expedientes

-4l Area Local, al Consejo de Desarrollo Ocupacional y Recursos

Humpanos, al Contralor y al Departamento dol Trabajo estatal y federal,

donde so evidencis los costos asocindos a la actividad de adiestramiento

y log comespondientes recnibolsos, tales como registros de asistencia,

némnina, facturas y otra informacidn necesaria pam responder durante
procesos do monileria o auditoria;

10) prohibicién del uso o uso propuesto de fos fondos WIA para inducir a
qus un negocio o parte dc un negocio se relocalice y que los resuliados
de dicha rslocalizacién resulten en que cualquier empleado(a) pienda su
cmpleo en la localizacién original;

e
¥
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11) prohibicién ¢n el uso o uso propuesto de los fondos de adiestramiento
WIA en cualquier negocio o parte de un negecio que se haya
relocalizado en los Estados Unidos, hasta que la compaiiia haya operado
en la nueva localidad por 120 dfas, si la relocalizacién resulla en que
cualquier empleado pierda su empleo en la localizacién antorior;

12) prahibicién de desplazamiento total o parcial de empleados del patrono
por paricipantes WIA;

13)provisién de heneficios y condiciones de trabajo al mismo nivel y
extensién que a ofros empleados trabajande por un periodo similar de
tiempo y que realicen el mismo tipo de trabajo;

1) disposicién sobre ne-discriminacidn y prohibicidén do aclividades
seclarias;

15) prohibicién del uso de fondos para asisiir, promover o detener la
organizacion do uniones;

16) prohibicién de utilizacion de fondos WIA para visjes al extranjero;
17) prohibicidn de actividades politicas y de cabildeo;

18) cumplimienio con los requisitos y restriceionas que se eslablecen en a
Scceign 181 (a) (b) y (d) relacionadas a los beneficios v estdndares
laborales que aplican a los participantes bajo las actividades del Titulo 1
de WIA y a las prohibiciones en el uso de fondos para fomentar Ia
reldcalizacidn de empresas o negocios;

19) cléusula relativa a la disponibilidad o existencia de un Procedimicnto de
Querellas a tenor con lo dispuesto en la Seccién 181 (c).

II. Adiestramienta a Ia Medida
A, Definlelén

Bl Adiestramicnto a la Medida “customized training” ¢s un adiestramiento
disefiado y desarrollado para satisfacer las necesidades particulares de un
pafrono o grupo de patronos, con &l compromiso del pairono de emplear o ep el

caso de personas empleadas- trabajadores incumbentes, de retener en el empleo, o i
aquellos individuos que completen sadsfacloriamente el adiestramiento, por cl

cual cl patrono paga no menos del cincuenta por ciento (S0 %) del coslo db
adiestramiento. -
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B, Requisitos para la actividad de Adicstramicnto a la Medida

1) Bl Adiestramiento a la Medida (af igual que el OJT) s una excepeién at
requisito de cuentas individuales de adiestramiento para financiar los

servicios de adiestramiento a paricipantes.

2) Bl participanic liene que hazber cumplido con los requisitos de
elegibilidad para los seevicios jntensivos, haber recibide al menos un
servicio intensivo y haber determinade un manejador do casos, que el
participanto ne ¢st4 apto para obtencr o refener un empleo a través de los
servicios provistos.? (20 CFR 663.310 (a) '

3) EBs requerido que el patrono s¢ comprometa a emplear al participante o 2
refenerle en el empleo una vez éste finalice oxitosamente el
adiestramiento. (20 CFR 663, 715 (b))

4) Los costos de adiestramiento que pueden ser reembolsados en hasta un
50% bajo 1a actividad de Adiestramiento a la Medida son los signientes:
costos relacionados a la matricula del adiestramiento; salarios de los
instructores o adiesiradores; costos relacionados al desamollo de
currfeulo; materiales didActicos; cerlificaciones, licencias y credenciales;
gastos do viajes de los inslnictores o adiestradores en Pueric Rico,
Estados Unidos y sus territorios,

5} Aligual que en la actividad de Adiestramiento en ¢l Empleo (OJT), fa
duracién del Adiestramiento a la Medida dependerd de la evaluacién de
las destrezas requeridns para la ocupacion, las destrezas y educacin del
patticipante y su experiencia previa.

6) En el caso de que la actividad de Adiestrarniento a la Medida se Tlove a

" cabo con personas ya empleadas elegibles, el mismo es permisible
siempre y cuande el empleado no devenge un salario que le permita ser
autosuficiente, segin detenninado por la politica de 1a Junta Local®; y el
adiestramiento esté relacionado a la introduceién de nueva lecnologin,
de nucvos productos o procedimientos que requieran readiestramiento
para lz adquisicién do nuevas destrezas. ascensos a nusvos empleos que
requieran destrezas adicionales, literacka en el lugar de empleo o para
otro propésito identificado por la Junta Local. (20 CFR 663.720)

* Veasc Nota at caleed
3 Véase Nota al calea 1
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C: Clausulas mfnfmas que debe contener un contrate de Adlestramiento a In
Medida l

Los confratos que s¢ suscriban con los patronos para el desarrollo do
Adiestramiento a la Medida deben especificar lo siguiente: ’

) la ocupacién para la cual el participanle s¢ estard adiestrando y
descripcién de fa ocupacidn; :

2) bosquejo de adiestramiento; Ia descripcién de la ocupacién y el bosquejo ’
del adiestramiento deben ser lo suficientemente especificos que permitan
Ia verificacién de que o adiestramiento se esté proveyendo de acuerdo a
lo zcordado; ‘

3} cantided de participantcs que van a ser adicstrados;

4) costo de adicstramiento por participanto !
5) método depago ¥ cmuidﬁd mixima a ser recmbolsada

6) Como minimo deberdn contener clé.usulas relacionadas a lo siguiento: ) (

= Jas correspondientes parantfas y cedificacionss que incluya Ia ,
compepsacidn del participante al mismo salario de Tos empleados _ l
de la empresa que ocupan la misma posicion;

* ¢l compromiso del patrong de emplear o retener en el empleo |
aquellos individuos que hayan completado exitosamente el . c
adiestramiento, '

s ¢l deber del patrono de manlener, relener y dar acceso a los i
expedientes al Arca Loval, al Consejo de Desarrolto Osupacional y |
Recursos Humanos, al Conirator y al Deparlamento del Trabajo
eéstatal y federal, donde se evidencie los costos asociados n [a ‘
activided de adieslramiento y los correspondientes reembolsos, \
loles como: registros de assistencia, ndémina, fachuras y ofra '
informacién necesada para responder durante procesos de
monitotia o auditoria;

» prohibicién del uso o uso propuesto de los fondos WIA para ..~
indugir a que un negocio o parle de un negocio se relocalice y qlg‘xfl?'

2t

o . |
- L]

B
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los resuilados de dicha relocalizacién resulien en que cualquier
empleado(a) picrda sit emipleo en ba localizacidn original}

' o prohibicibn del uso o uso propucsto de los fondos de
adiestramiento WIA en cualgquier negocio o parte de un negocio
que se haya relocalizado cn los Bslados Unides, hasia que la
compaiifa haya operado en la nueva localidad por 120 dfas, si la
relogalizacion resulta cn que cualquier empleado pierda su empleo

i ¢nt 1a localizacidn anterior;

» prohibicidn de desplazamiento lotal o parcial de empleados del
pafrono por patlicipantes WIA;

» provisién de beneficios y condiciones de trabajo al mismo nivel y
exlensién a otros emipleados trabajando por un perdodo similar de
tietnpo y que realicen ¢! mismo tipe de trabajo;

¢ disposieidn sobre no-discriminacién y prohibicién de actividades
sectarias;

o prohibicién del uso de fondos para asistir, promover o detener la
orpanizacién de uniones;

s prohibicién de la ufilizacion de fondos WIA para viajes al
extranjero;

« prohibicién de actividades politicas y de crbildeo;

e disposicién sobre la aplicacidn de los mismos beneficios y
condiciones de trabajo a todos los participantes;

= cumplimiento con los requisilos y restricciones que se cstablecen
en la Seccién 181 (a) (L) y (d) relacionadas & los beneficios y
esldndarcs laborales que aplican & los paricipantes bajo las
actividades del Tilo I de WTA ¥ a las prohibictones en el uso de
fondos para fomentar la relocatizacion de empresas o negocios;

s clusula relativa a la dispombilidad o existencia de un
Procedimicnto de Querellas a tenor con lo dispuesto en la Seecibn . -
181 (¢). o
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1. Disposteiones Generales

1)

2)

3)

1)

5)

6)

Bl Adiestramiento en el Empleo y el Adiestramiento a la Medida solo
ser4 provisto a parlicipantes que tengan menos desirezas que el nivel de
desirezas de entrada requeridas para la ocupacidn para la que estii siendo
reclutado,

Para determinar la duracién del Adiestromjento co el Empleo se
ulilizarin como gu{as de referencia la red (sistema) de informacién
ocupacional O% Net® y cl “Standard Vocational Profile” (SVP).
Ademds, se consideraran las desirezas requeridas para la ocupacidn, el
nivel de destrezas académicas y ocupacionales del parlicipante,
experiencias de irabajo previas y el plan individual de empleo del
participante.

Bl minimo de horas semanales para un OJT es 20 horas. El tiempo extra
no es permitido; por lo cual un participante en adlestramiento o podrd
trabajar mds de 8 horas diarias o exceder las 40 horas semanales.

Se reembolsird solamente por aquellas horas que se utilicen misntras se
adiestra al partticipante en el empleo. No se reembolsacs por el pago de
irabajos realizados fuera de los términos del contmto, ni durante
periodos de recesos o periodos no trabajados (ej. huelgas, dfas feriados,
vacaciones, licencia por enfentedad, cierres de cmergencia),

Una vez completado ef Adiosiramiento en ¢l Empleo como cl
Adiestramiento a Ia Medida, el patrono deberd emitir un Informe de
Ejecuclén y una Certificacion de Tenninacién a los parficipantes WIA,
que declare formalmente que el pardicipante es compelenle en fas
destrezas ocupacignales adquiridas,

La seecidn 667.272 de 1a reglamentacion final de WIA establecs cuales
son las pormas salariales que aplican a los patticipantes bajo las
actividades del Titulo 1. De acuerdo a dicha Seecién las normas
aplicables son:

a) Los individuos participando en OJT o empleados bajo
actividades del Tltutlo I de WIA deber&n sor compensados en la
misma proporcidn incluyende los aumentos periddicos, que

aquellos en adiestranientos o empleados que se encuentran c¢n

'R

,\-‘

Dl Sisterna OF Net reemplaza el Diccionario de ‘Términos Ocupacionales (DOT), tuya ulhma

acluzlizacidn fue cn el afio 1991,

. l,‘
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siluaciones y condiciones similares. La compensacién salarial
nunca serdé menos que Ja establecida por el “Fair Labor
Standards det" o el salario minimo federal estalal o local.

b) Los parficipantes de OJT o empleados bajo actividades del Titulo
I de WIA deberan recibir beneficios marginales y condiciones de
trabajo al mismo nivel y en I misma medida que aquellos

_ adiestrados o empleados regulares que se desempefian realizando

‘ tareas similares y que han estado realizando las funciones por ¢l

mismo periodo.

¢) Los salarios, ingresos y pagos a participantes de actividades de
Tiulo T de WIA ne serdn considerados como ingreso pata
propdsito de ser elegibles bajo ofres programas federales para y
la cuentia de ingresos a transferir y las ayudas “in kind” provistas
por oftos programas federales basados en necesidad salvo para -
propositos de la Ley de Seguro Social, (20 CFR 667. 272 (c))

- VIGENCIA : Bste Memorial Administrativo tendré cfectividad imnediata.
Para informacién adicionmal, favor de comunicarse com Ja Oficing de

Asesoramiento Legal del Consejo, o Ia Oficina de Asistencia Téenica y Enlace
al teléfono (787) 754-5504 extensiones 340, 300 § 235, respectivamente.

(il

Alejandro J"‘lﬁE'ﬁl‘Fem ez
Divector chcuhvo

239



ADMINISTRACION DE

DESARROLLO
LABORAL

DEPARTAMENTO DEL TRARAID
¥ RECURSOS HUMANOS
GORIERNC DE PUERTO RICO

| GUIA DE PLANIFICACION WIA AP 2012-13

ANEJO 15

MEMORIAL ADMINISTRATIVO NUMERO WIA 1-2005 : i

ACTIVIDAD EXPERIENCIA DE TRABAJO

27 DE PICIEMERE DE 2005

240



TEMA

Base Legal
Jurisdiccién
Definicién
Direcftricés Interpretativas de Ia Expertencia de Trabajo
A. Programa do Adultos y Trabajadores Désplazadqs

B. Programa de Jovenes

* 1. Actividades Incluidas cn 14 Bxperiencia de Trabajo
para Jévencs

2 E_.J_{geripngias de Trabajo con o sin Paga 49 S_algri_o_s
Disposiciones Generales .
Accibn Requerida -

Tifeclividad

ADMINISTRACION DE

DESARROLLO
LABORAL

DEFARTAMENTC DEL TRABAID
Y RECURSOS HUMANOS

GOBIERNO DE PUERTO RICO

PAGINA

241



ADMINISTRACION DE

DESARROLLO
LABORAL

DEPARTAMENIO DEL TRABAID
Y RECURSQO3 HUMANOS
GOHIEPHO DE PUERTO QLCD

" GUIA DE PLANIFICACION WIA AP 2012-13

E_stgdo Libre Asnclado de Puerto Rlco Departemento del Trabajo y Recursos Humanos
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Memorial Adminfstrativo Niimero WIA 1-2006

Fecha : 27 de diciembre de 2005 )

A :  Presidentes Junta de Alcaldes, Presidentes Juntas Locales, '
Consejo de Jévenes, Directores Ejecutivos de las Areas
Locales y snb-concesionarios de fondoa bajo la Ley Publ. '
105-220 de 8 de aposto de 1998, Ley de Inversién en Ia i

Puerza Trabajadora (WIA).
Asunto :  Actividad Experiencin de Trabajo !
Base Legal i a, Seceién 129 (e)(2)(D) dé WIA - ]

. b, Seccidn 134 (¢)(3) do WIA
¢. 20 CFR Secciones 663.200, 664. 460 y 604470 ' j
d. Plan Bstatal para Dos Afios, aprobado en Mayo 2005 . [

Jurisdiceion +  TWste Memorial aplica a las Areas. Locales y sub- !
' concesionarios de fondos del Tltlo 1 de WIA, como - L
divecteiz de politica priblica y referencia interpretativa para
la planificacion, desarrollo ¢ implantacién de la Actividad de ) |
Bxperiencia do Trabajo bajo el Programa de Adultos y |
Trabajadores Desplazados, ¢l Programa de Jovenes y en -
Actividades a Nivel Bsiatal.

Devognciones :  Ninguna,
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T, Del‘micldn.

La E.'cpcl’mncm de Trabajo 63 una achwdad programdtica.que puede scr oftecida a los
- participontes, 1a cml se identifica como un servicio intensivo en ¢l Programa de Adultos
y Trabajadores Dcsplazados y come un elemento deniro del Programa de Jovenes. La
misms se concibe como nna experiencia de apreudlzaje planifiendn y estructuradn,
que se ofrece en un srea de trabajo por un perlodo limitado de tiempo, justificada a
base do vna cvaluacién comprensiva y Plan de Empleo Individual desarrollado por el

Manejndor de Casos.

Bsta aclivided estd dirigidn principalmente a desarrollar en los participantoé bucnos
hébitos y destrezas bfisicas necesarias para el nwundo del trabajo, facilitdndole su
integracién al mercado laboral. Por lo que, deberd estar diseflada con el objetivo de

incrémentar ln empleabilidad de Jos individuos. '

La Experiencia de Trabajo puede ofrecerse on el sector privade con o sin fines de ucro o
en el scetor publico, con ¢ sin subvenclén de fondos WIA.

1T, Divectrices Interpretativas de ln Experlenéia de 'I'raba['o

A. Programa de Adultos ¥ Trabafadores Desplnzados .

1, Por Iratatrse de wn servicio intensivo, para pader participar del mismo el
pariicipante debe haber recibido al menos wn servicio bésico y haber licvado a
cabo, sin éxito, biisquedn de empleo. Esta geslién de biisqueda de empleo,

debe ser verificable por of Manejador de Casos.

2. Esrequisito indispensable que previo a Ia Byperiencia de Trabojo, Ia pe

elegible haya sido objeto de una evaluacidn comprensiva, especiy

objetiva sobre sus niveles de destreza(s) y necesidad(es) de sq

|
243 ‘
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determinacién -de necesidad de serviclos intensivos, on este caso de ﬁ
Bxporiencia de Trabajo, debe cstar razonablemente sustentada en el expediente i

dol participante. : - ‘

3. Por constituir una actividad eminentemente de aprendizaje de buenos hébitos y
desirezas bisicas en un Iugar de trabajo, la Experiencia de Trabajo no debe [
exceder de-seis (6) meses. So puede hacer.éxcepcioues a esta limitacidn en la
duraclén de la sclividad, no obstante, toda excepcién deberd csiar
razonablemente sustentada en ¢l Plan de Empleo Individunl. )

De ofra parte, las Juntés Locales de Inversién, a la luz do 1a éxperiencia de los ’
Mancjadores de” Caso, podrén establecer Ifmites o expandir los térainos de
duraéién aqui dispuestos, sujeto a Ins nlecesidadcs- de la clientela a setvir en su (
respectiva Arca Local y a las destezas (bisicas) quo ban de adquirir los
paﬂicipantcs mediante In, Bxperieucia de Trabajo, disponiéndose que en ningiin [
caso el término de duracién de-la Bxpetiencia de Trabajo podrd exceder de un

Cafio. - _ : ' _ I

4. Una vez finalizada In Experiencia de Trabajo, se espera quo el barlicipnn!e esté

" preparado para obtener un empleo no subsidiado. Se determinard mediante una l
- evaluacién si el parlicippate desarrolld las destrezas espetadas, segln

concebidus on ¢l Plan de Bmpleo Individual, tras lo cual, éste serd ubicedo en |

el empleo. 'De no ser asi, éste pbdré paéar a participar de o6iro servicio

intensivo (distinto) o de sexvicios de adiestramiento. En dicho caso fanto la

necesidad de ofro servicio intensivo o ln necesidad de adie?stramicn'to debera

cstar razonablemente sustentada en el expediento del participante. No sex

permitido volver a participar en In actividad de Experiencin de Trahdi
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A tenor' con el "objetivo de obtencién de un cnipleo no subsidiado para el
parlicipante, el Area Local, e uia evaluacién caso a cago, determinara si es
razonable, incluir en el Coutrato de Bxperencia de Trabajo de que se trate, una

i ' cliusula de compromiso de colacacion y reteuméu en ¢l empleo y el por ciento |

(%) de colocncu’m que ha ds requerirse.

5. La Experiencia dé Trabajo, como nonna general, debe ser con paga de salario
para los participantes siempre que se confipure la refacién patrono-empleado
en la actividad, en cuyo caso es de aplicacion Ta Ley Federal de Normas

- Razonables del Trabajo (“Fair Labor Standards Act")t. No obstante, las
Experiencias de Trabajo sin paga pueden ser planificadas y se pueden
combinar con otros servicios {dentificados en la Bspoecificacién de Trabajo o

Propuoesta de Trabajo.

6. La Bxperiencia do Trabajo no puede susiltuirse por la aclividad de
Adiestramlento en el Brpleo (OT1), ya que van dirigidas a personas elegiblés
con diferentes necesidades osupacionales y persiguen distintos propésitos.”

7. La Bxperiencia du_Trabaj‘o ne podrd utilizarse como un subterfugio v/o
" sustitufo pata ¢l empleo on el Servicio Péblico, subvencionado con fondod del
Titulo X de WIA.

B. Programa de J 6v_en_és

A tenor con lo dispuesto en 20 CFR 664.460, la Experiencin de Trabajo para

"Jovenes constituye una experiencia e apmndlzn]e estructurada y planificada, por .

un perlodo limitado de ticmpo, que se pucdo ofrecer en log seclores pﬁbllc ;
| | 245



ADMINISTRACION DE

DESARROLLO
LABORAL

DEPARTAMENTO DEL TRABAJD
Y RECURSOS HUMANGS

i ; GU'A DE PLANIFICACION WIA AP2012_ :.. . GOBIERNO DE PUERTO RICO

! . L

Memprlial Adminisirativo Nimero WI4 1-2006 éj:D

27 de diciembre de 2005
Pdginaj de 10

pﬁvado. con o sin fines de lucro, subsidiada o ﬁq dependicndo de la actividad
ciiseﬁada. El pago o subsidio de salarios y otros beneficios relacionados podrin |
hacerse de fondos de Titulo I de WIA, siempre y cuando ello esté razonablemente

~ sustentada en la evaluacidn objefiva y en la estrategia individual de servicios
desarrollada pm: o] Manejador de Casos y documentado, de conformidad.

El ﬁli primordial de la Bxperiencia de Tral)ajo es exponcr al joven al mundo del
lrabajo y proveerle la oportunidad de adquirir los ateibutos personales,
conocimientos v dostrezas necesarias para obtener, mantener o fnejorar en un
empleo. No persigue beneficiar al patrono 'aunque de hccho, éste se beneficic en

alguna medida de las actividades gjecutadas.

1, Actividades Incluldas en la Experiencin de Txabajo parn Jévenes

En la Experiencia de Trabajo para jévenes podedn incluirse, entre ofras, las

siguientes actividades: .

a. Instruecién relacionndér con laz destrezas de empleabilidad y destrezas
Désicas del lﬁ’gm’ de frabajo, tales como Ing contenidas en el documento
ditulado. “SKILLS. -and TASKS for JOBS, A SCANS REPORT. for
AMERICA 20007, preparado por THB SECRETARY'S COMMISSION
ON ACHIBRVING NECESSARY SKILLS, del Depariamento del Trabajo
federal;

1. Bxposicién a’ sspectos variados y requerimientos dé una induslria en

espeeifico;

¢. Bxposicidn n tazeas progresivamente mds complsjas;
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e. Integracién de destrezas neadémicas bisicas a las actividades de empleo;
f. Bmpleo sostenido, ajusto al-irabajo y ofras actividades de transicion;
g. Desarrollo do desirezas empresariales;

h. Destrezas de servicio, incluyendo actividades de servicio comunilario con o
sin paga; y

i, Cualquier ofro elemento disefiado pata lograr las mefas de las Experiencias

de Trabajo para jovenes,

Hg importante puntualizar que, la Experiencia de Trabajo y ¢l Adiestramiento
en ¢l Empleo (OJT) constituyen dos actividades autorizadas por WIA pnm.
circunstancias individuales diferentes y persiguen objetivos distintos, aunque
no contradictoriag entre sf. Fn cste contexto, instruimoz a las Juntas Locales

para que establezean gulns normativas y do politicn piblica, cénsonas con, ¥
soplementarias a esle Memorial Administrativo.

2. Experiencins de Trabajo con o_sin Papa de Sal_:irios

.............................

n Las Areas Locales podrin subvencionar con fondos WIA las actividades do
Bxperiencia de Trabajo para los jévenes. Bluso estos de fondos para mles |
propésitos deberd estar justificado .en la estrategia individual del
participanie y en lo posible, coordinados con ofros progranias federales,

tales como Corl D. Perkins,

b. En los casos ds Experiencia de Trabajo para jévenes subvencionadas o=

pah'ouos. ¢l principio basico que gobiema la refacion eatre el patrongs d:
i;. ]

[y H]
_: ﬁh%_‘lt'),‘.;.qf_,a

semin enmendada (F LSA por sus snglab en inglés). No obst ._151 bago“e
) 247
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FLSA los aprendices en entreniamiento- (“rainees™ no son considerados
empleados. Por lo que, la relacidn no estard cubierla por dicha ley si la
Bxperiencia de Trabajo reiine las condiciones siguientes:

i.  Elentrenamignto, aunquo incluya la fase priclica en las facilidadea y
con equipo del patrono, es similar a los adicstramientos que se

ofrecen en las escuelas vocacionalos;
ii. Bl cntrenemicnto es para el beneficio dol joven o participante;

i, Bl patrono que ofiece el onfrenamiento no recibe beneficios

inmedialos por las actividades del participante;

jv, El particibhnte no desplaza a empleados regulares del patrono y
trabaja bajo la estrecha supervisién do éstos; i . )

v.  Bi participante no necesarinmente tiene derecho a oblener un empleo

a Ia terminacion del perfodo de enfrenamiento;

vi. Bl participante no tiene derecho a recibir un salario por el tiempo en

R S cnirenamiento.

Las Juntes Locales deberdn ostablecer normas do politica p\'ibliqa en cada Arga Local
para determinar ol elcance de la Experiencia de Trabajo y su pAosible combinaeién con
aclividades de entquecimiento académico, tales como: tutorias, clases especinles para el
mejoramiento cn roaterias basicas del espatiol, inglé_s; matemdticas, ciencia, lectura y
escritura en -inglés y espafiol que se consideren apropiadas de acuerdo al nivel de
destrezas bdsicas del joven. A su vez, Ias Aress Locales deberdn exmnm%psﬁw@g

circunistancias particulares de cada caso para determinar si 1a Experiencia de Trabpfp"pora &
_ C ; . o
jovenes serd con'o sin paga de salarios, atendiendo a lo dispuesto baje el FLSA, iy A 8

S 8 =
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L.

Disposiciones Generales:

A. La Bxperencia de Trébajo se provee con €l ptépésito de desatroliac buenos
hébitos y destrezas basicas de trabajo. Asu vez, Ta Seccidn 195 dc WIA instruyea
proveer las oporfunidades de adicsiramiento y emplco a aqucllos quiencs se
puedan beneficiar de ello y en la medida en que méas o necesiten, 'pdr lo que la
actividad de Bxperiencia ile Trabajo deberd estar dirigida a individuos que nunca
han traba]ndo (los que han trabajado ya deben fener desirezas basicas y bucnos
hébitos de empleo); qm':_ no han tenido una paﬁ‘:icipacién significativa cn Ia Fuerza
Laboral o que han cstado sin trabajar por un perfode largo de tiémpo y sus
destrezas basicas y buenos habitos de empleo se han visto afectados. Cuslquier
excepcidn deberd estar justificadn adecuandamente por el Manejador de Caso,
tomando en consideracién la ocupacién n ocupaciones en las cuales se ha .
desempeifado, hébitos de trabajo y destrezas desarrolladas en dichas ocupaciones o

empleos, razones de¢ ferminacién de empleo, entre otros,

La Experiencia de Trabajo se ha de lfovar a cabo cn un a.mbi'enfe de trabajo. Ei
patrono deberd provecr ul participante un ambiente apropiado de trabajo-el cual
..incluya,. sin. limitarse a: condiciones de salud npmpladae, seg,undad cqmpo

B

materiales, eto.

El patrono deber4 garantizar que ticne suficiento trabajo para el participanite, qus
proveerd supervision adecuada a éste y cooperard con el Area Yocal o sub-
concesionarlo de Fondos WIA para €l logio de las tnctas trazadas respecto al

C

-

participante.
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que a otrog aprendices o emplendos trabajande por un perfodo similar de tiempo y

realizando el mismo tipo de trabajo que éslos.

E. Los paironos decben observar lo dispuesio on In Seccidn 188 sobre No
" Discriminacién y la prohibicién sobre actividades politicas contenida en la

Seccidén 195 de WIA.

F. Las normas de salud y seguridad eslablecidas bejo leyes eslatales o federales
aplicables a las condiciones del patrono ‘son igualmente aplicables n los ,1

parlicipantes de programas y actividades bajo el Tltulo I de WIA.

Bn 1a medida que una ley estatal de compensacidn a u-abajzidores aplique, csta I
compensacién deber scr provista a los participantes de programas y actividades
'bajo ¢l Titulo T de WIA en la misma forma que le es provista a ofros individuos I

del estado en empleos similares.

Si una ley estatal de compcnsaicién a trabajadores aplicare a los participantes de [
Bxperiencia dc Trabajo, log beneficios do compensacitn & frabajadores deberan
estar disponibles.para lesiones sufridas por stos durante la experioncia de frabajo. l
o SLlalayeslamlde compcusacldn a lraba]adore‘i o le Eﬁifcéré nl parﬁbiﬁaﬁ_te dola '
Bxperiencia de. Trabajo, el patrono deberd proveer vna cublerla do seguro para |

lesiones suftidas por éste cn ¢l curso de dicha actividad.

G. Los empleados del patrono no podrén ser reemplazados ni tofal ni parcialmente

| por participantes de Bxperiencia ds Trabajo.
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en WIA, su reglamentacidén inteipzféiativa, lag Bspecificaciones de Trabajo o las
Propuestas do Trabajo para la obtencién de los resultados esperados. "

Acclén Reixueﬁda : Todas las Aress Locales y  sub-concesionarios
| administradores de los programas WIA, deberdn adoptar

medidas para asegurar que en las actividades de Experiencia

de Trabajo se¢ cumpla con las disposiciones de-WIA, la

Reglamentacién Federal, normas de trabajo vigentes v lo

- establecido en este Memorial.

Efectividad :  Bste Memorial Administrativo serd efectivo al 1° de encro
de 2006. ' ' -

Para informacién adiciohal, favor ‘dé comunicarse con la Oficina de Asesoramiento Legal
del Consejo al teléfono (787) 754-5504 extensiones 261 6 227..

e .

Joe Alvarez Nazatio -
Director Ejecutivo,

27 ssin e 2&0'5

Feclm
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Presidentes do Juntas de Alcaldes, Presldentea de Juntas Locales, Directores Elecutlvos
de Araas Locales de Inverslén en Ia Fuerza Trabajadora

t ?gnzélez Cubero :
ireélof Ejecutiva

Actividad — Grado Asoctado en Cienclas Paollclales — Coleglo Unlversitario de Justicla
Criminal de Puerto Rico

Esla comunicaclén se emite con el propdsito de proveer clarficacién sobra el desarrollo do la {
aclividad du Acndemlas do fa Pollsia subvaiclonada cun fundos Jdu 1a Lay da Inversian €n lo
Fuerza Trabajadora (WIA), coma consecuencla de hallazgos refaclonados de) raciente
Compllance Review realizado por la Regién | da Boston da la Administraclén de Empleg y

Adiastramienlo {RO-ETA, por sus siglas en inglés),

Basada en el inciso {10} de fa sacclén 195 Genoral Program Requirements de WIA, ig Reqién
| de Boston ha ldentificade como polencialmente no pormisible et costo de adigstramlonlos a la
medida {*customized lraining’) de academlas a cadeles de las agenclas municipales de policfa, I
por ser desamrolladas por palronos provenientas del sactor piblico y a Individuos conslderados
o con potencial real da convertirse en empleades publicos. La seccion de reforencla eslablece
la prohiblcion del uso de fondos WIA para empleo en ol serviclo piblico, con excepcion de
empleo do akvio en c¢aso de desasltres, conforme definldo en WIA §173(d) Natlonal J
Emergency Grants: Dlsaster Relfef Employment Assistance Requirements, ¥ en su
Raglamentacién Interpretaliva, 20 Cédigo de Reglamentacion Federsl, secclon 667.284(2).

Debido al aleance limitado da a revisién ofactuada por la RO-ETA do documentos relacionados !
con el hallazgo y la provisidn de una vielacldn a WIA §195(10), esta oficlna recomlanda al
Consejo de Desarolio Ocupacional y Recursos Humanos (COORH), realizar un andligls a :
fende del asunto, €l que so prosenla a continuacién.

INTERPRETACION DEL, GDORH |

1. PREMISA! Los cadetes, para propdsitos da WIA, deberian ser considerados
empleados del sorvicio piiblico.® (RO-ETA Compiiance Roview)

pULH T:?E%"E W Tlé'l?El.'? 'PAFP?’

GO TS i
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La RO-ETA Indlca en su hallazgo: "...Admissions lo police academy programs sye limited lo
ingividusts sponsored by & municipalily. Cadots would be, for purposes of WIA, consldered to
be public servico employoas.”

En térmiros generales, un cadete 86 conskdera un alumno de una academia que, en el sasa da
tas agenclas munleipales de seguridad, ha skio pye-cualificade por dicha entidad para poder ser
admitido a la acadamia. No abstante se reconoco que ia intancién del patrono (agendlas
municipales de policia) es el aventual rechuitamiento, el sélo hocho de que un [ndividuo esté
participando de un ddiestramiento a la madida, no lo convierte en emploada hasta lanto se
malerlalicen tres condlciones: 1) haya completado exitosamente el mismo; 2) ol patrono haga
uha aferta farmal de empleo; 3) el Individuo adiestrado acepte la misma.

Se hace referencia al Tralning and Employment Guidance Lottor No. 12-09; Joint Guidance
for States Seeking to Imploment Subsidized Work-Based Tralning Programs for
Unemployed Warkers, del cual se obllene la dislincidn enfre un empleado y un aprendiz
{lralnea"). El TEGL No. 12-09 presenta modelos quo viabilizan ¢l desardlle de esirateglas
innovadoras para el ofracimlante de adiesiramiento a trabaladores desemploadoes, basados en
el trabajo v ofmecldos por o paltorio. A pesar de que {os modalos se acarcan mas a la
madalidad de adiestramiento en el empleo (*on the Job kralning™), el que preaupane tina refaclbn
laboral mas direcla onlre el trabajador v e patrono, lodos hacen necasarlo eslablecer fa
distincidon entre un empleade y un aprendiz (‘trainee”), a los efectos de delerminar la
aplicabilidad de requerimientos de la Fair Labior Standards Act (FLSA), de refarancla an ol
TEGL No. 12-09, respecto a los Individuoes que van a particlpar de estos adiestramlentos.

Conlarma ol FLSA, la definl¢idn de emipleado es muy ampliafabarcadora bajo dicho estatuto,
por lo que més blen prasenta clréunstencias excluyentes de lo que no es un emplaado, La
Divisidén de Salardo y Hora (Wages and Hour Division) del Departamento del Trabajo Federal
(WHD-DOL, por sus siglas en inglés), ha dasarrolfado sals factores para evaluar s un
trabajador es un empleado o un aprendiz {"Iroines’) para propdsitos de ja FLSA, los qua
resuttan pertinentes al analisls del COORH, y dlles a fas instrucciones que mas adelants se
amitan sabra la actividad de academlas de pollcfas. La WHD-DOL ha daelaiminade que sisa
refnen las seis facloras, enlonces el {rabajador ea un aprendiz y no exliste una ralacldn de

{robajo bajo ta FLEA:

1. El adiestramlento, adn si Incluye In operacldn prictlca do las facitidadas dal patrona, e
similar al que pudiera ofracerse en una escuela vocaclonal o [nslrecclén aducativa
académica;

2. Eiadiastramiento es para beneficia dal aprendiz (*trainea®);

3. Los aprondices (“lralnees’) no desplazan empleados regultires, pero puoden Lrabajar
bajo su observacidn cercana;
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4. Elpalrong que provee ol adiestramiento no deriva beneficio Inmadiate da las ectividades
de los aprendicas ("trainees”), y en acasiones las operaclones del petrono pudieran ser
Impedidas u obslaculzadas;

6. Los aprendices (‘Uanees') no necesariamente (ienen derecho a un empleo con &l
patrono una vez concluido el adiestramiento;

8. Elpatrano y los aprendices (“Iralneas’) entienden que los aprendices no tisnen derecho
d galarios por o tempo utilizado an adlestramisnto.

El CROORH reconace que los sels faclores estdn implicita o oxplicitamente presentes an
requerimientos de WIA para el desarrollo do la activided de adlestramlento a la medida, con
excopclan del énfasis de WIA al compromiso requerido sl patrono de emplear a aquelios
individuos que completen oxlosamente el adlestramlanto, No obslante, atin ash, el
cumplimiento de esle compromiso estd suleta a los resultados esporados.

Una de Jas secciones de Praguntas y Respuastas {“Questions and Answaors") publicadas por
ETA confiman la interpratardn dal COORH respeclo a la cordicidn (statuc”) dal Individug
como aprendlz (*rainee”), y no como empleado, mientras participa de un adiestramiento
ofrecido por un paireno,

Prequnta: *Un palrono geraniiza emplear a los individuos que complaten
exitosamente un curso de adiestramlento & fa medide. 2En qué
momento sa consideran empleados dichos individuos?*

Raspugstas:  “Debilo a que el petrono condiciona el reclutemienio de estos
Indlviduos a que complelen exifosamanle ¢f adiaslramiento, los
individiios no se consideran emploados durante el adiestramiento.
Terminado o adiestramiento, fos Individuos qua complelen
oxlosamenta el misme rocibirdn una oferta de empleo do parle
de! palrono, y cuando dicha oferta sea aceploda y formalizoda
medianie nombramiente {afladida def COORH), entonces los
individuos so convertivan en empleados.” j

2. PREMISA: Es I Intencidn del adiestramlento bajo WIA praveer a los
participantes accaso a emplecs on of sector privado. (RO-ETA Gompliance i
Reviaw) i

RO-ETA sefiala en su hallazgo; “Training undor WIA s infended o provide participants with !
access o jobs in the prvale seclor. This is evidenl in the requirement that the majorily of focal |
and s{ala board members be from iha privale seclor.,” L
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El CDORH reconoce el énfasis de WIA en asegurar un o) fuarte y daterminante del sector
i privado en meorar la calidad del slstema da inversidn en la fusrza trabajadara. No absatante, no
1 os la expeotativa de WIA que Ia participacion del sector privado se (imite a hacer disponible
oportunidades de emplao. La insercléh acliva de este sector es erllica para fa provisién de
Informacién esencinl sobro las destrezas en damanda, los empleos dispenitles, las disciplihas
¥ profesionos en crecimiento y la identificacion, conceplualizacion y desarrello de programas
que mejor kenen las hecesidadas patronales. (20 CFR, Resumen) Entiéndaso, el seclor privado
&8 fuente primara de informaclén relevante al diseflo de politica pibtlica de empleo y
adlestramiento para el uso de los fondos WIA.

La prohibicién de WIA §195(10) que ha generado los comentardos y ef potenclal
cuestionamlento de costos por parla de RO-ETA an su Compliance Roviaw, sa limita a la
| subvenciin de emplao en el saclor piblico. No se Ildentifican otras prohiblclones que
‘ ' condiclonen el desarrollo de actividades de adisstramiento, lo que estd en armonia con la
~ polllea pilblica lntrinseca de WIA referonte a la universalidad de los semvicios y el
empoderamiento de los Individuos en el que se bata la raforma del sistema de la fuerza
trabajadora. Adomas, WIA explicitaments dispone el desarrollo da todas las aclividades vy
s:frvlclns con varios saclores, entre éstos, el seclor pablico, con excepc!dn de la prohibicion do

refarencla.

De otra parte, RO-ETA sefiela que fa representatividad mayaritads del sector privade requerida
en las juntas esfateles y locales constituye evidenda de la Intencidn de WIA de qua los
adlestrarnientos que so desarrolien provean a los parficipantes ef acesso a empleos en el
sector prlvado, El requisito WIA da una mayorla de mlembros del sector privado an las Juntas
estatales v locales gstéd relaclonado con uno mas amplio quo define Ia composiclén do lag
juntas estatales, en aspecial, de las juntas locales, en términos de la representacion de varios
soctares; educativo, desarrallo egondimico, laberal, comunitario y de soclas obllgatorios v
adiclonales de! sistema de geslién tinica, éstos Gltimos proveniantes del sector publico. (WIA
§121(h) (1) ¥ {2)), lo que garantiza un slslema Integrado y aharcador de Inversién en la fuerza
Irabaljadora. _

ASISTENCIA TECNICA DE LA REGION I; BOSTON DE BTA

El COORH ha hacho planteamientos a la Regién | de Boston respscto al asunto da referencia
con &l propdsite de oblenor aslstencia técnlca que armanlea smbas interprétaclones de la base
lega) y reglamentaria y permila emitir diractices especiflcas para e desarallo de Ia actividad
de academlas de la policia mediante la modalicad de adieslramlente a la medida ofracidos
por patronos del sector pablico, en aspecifico, las agenclas munlcipalas da policla, Como
resultadao, RO-ETA racomendo el andlisls qua se acompafia y presentd varas
recemendacionesfcondiclones que hen sido incorporadas a las insirucciones que se Imparten:

1. Los paricipantes del adiostramlenta deberdn ser nusvos en el nivel de ingreso
{"entry lovel') y haber cumplido con los raquisiies de elegibilidad bajo los programas
de Adultos o Trabajadores Dasplazados.
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2. Los partkcipantes no podrdn ser {rabejadoras Incumbentes en el sistama municipal
da racursos humanas, ’

3. El costo do la actividad da adieslram[enld a la medida estard sujeto e Ias
dispesiciones WIA y su Reglamenlacién Interpretallva 20 GFR, asl como a lag
dispansas vigentes relaclonadas a la parelén de pago por parte del evantual
patreno,

4. Sa requerlra al patrono un compromiso da reclutamiento de aquelios Individuas que
complsten exitosamente el adiestramionto y daseen trabajar con el patrono,

6. Las aclividudes de adlestramiento a la madida con palronos del sector publkica
deberdn ser aprobadas por las juntas localas. Dicha aprobacidn deberd estar
evldenciada en minutas, .

ACGION REQUERIDA

Las Areas Locales podrén contratar actividades de adlestramisnlo a la medida con patronos del
stctor plblico para al desarrollo de las Academias de la Policia, en conformidad con el
Memorial Adniinistrativo WIA-4-2007: Requisitos y politica poblica para las actividades
de Adlestramiento ‘en ef Empleo (On the Job Training) v Adfestramlonto a la Medida
(Customized Tralning), con las excapclones qua a contlnuacién se enumeran Yy qua
prdximamente serdn Incorporadas mediante una modificacion al Memorlal de referencia;

1. Asegwarse que los seis factores que distinguen un empleado de un aprendiz, seglin
establackios por la Wage and Hour Divislon, Dapafamento del Trabajo Faderal se
salisfacen antes da formalizar el contrato.

2. Gumplir con lag condlcionas requeridas por la Regidn I _Basion de in Adménistraclén
da Empleo y Adiesramiento Federal enumeradas én el Topico da Asistencia
Técnlca de la Ragldn |; Boston da ETA.

VIGENCIA

Esta comunicacién tlene vigensla inmediata. La misma no es de caracter retroactivo.
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