
March 14, 2019 | 11:30 a.m.  
Eddie Ausband and Randy Hayes, Co-Chairs 

Welcome  
Public Comment  
Presentation 
• Clayton State University Presentation – Dr. Thomas J. (Tim) Hynes, Jr., President

• Workforce Innovation and Opportunity Act (W.I.O.A) Update – Rob LeBeau, Director-
WorkSource Atlanta Regional 

ARWDB Action Items 

• Consent Agenda, Approval of December 11, 2018 Meeting Minutes

• Approval of New Rapid Response Policy

• Approval of On-The-Job Training Policy Amendments

• Approval of Incumbent Worker Training and Customized Training Policy Amendments

• Approval of Updated Budget

• Approval of Local and Regional Workforce Plan Updates

ARWDB Reports & Discussion
• One Stop Manager’s Report

• Executive Committee

• NextGen Committee

• Business Services Committee
• Directors Report 

NEXT MEETING:  May 23, 2019 

Location: Atlanta Regional Commission 



 

 
 

 
 

 
ARC COMMITTEE MEETING FOLLOW-UP 
 

ATLANTA REGIONAL WORKFORCE DEVELOPMENT BOARD 
December 11, 2018 Meeting Notes 

Members Present 
Mr. Eddie Ausband  
Ms. Sonia Carruthers 
Ms. Mandy Chapman 
Mr. Robert Duffield 
Mr. Randy Hayes  
Ms. Lee Hunter  

Mr. James Jackson  
Mr. Rodney Leonard  
Mr. Chuck Little 
Mr. Lindsay Martin 
Dr. Stephanie Rooks 
Mr. Steven Wilson 

 
Members Absent 
Mayor Eric Dial 
Ms. Margie Ensley 

Mr. Trey Ragsdale 
Mr. Aundra Walthall 
 

Quorum met:  13 of 17 (Majority Required)  
Guests 
Mr. Kerry Armstrong, ARC Board Chair 
Mr. John Hammond, Director, ARC’s Center for Community Services 
Kristin Laarhoven, Executive Director, TCSG Office of Workforce Development  
Brittney Bullock, Business Services Manager, TCSG Office of Workforce Development  
Kellie Brownlow, Member, State of Georgia Workforce Development Board 
Mr. Charlton Bivins, District 3 Citizen Member from Clayton County 

Several invited WIOA Customers, Youth Participants, OJT Partners, Career Resource Center 

Managers and staff, ARWDB NextGen Providers, Business and Community Partners 

 

ARWDB Board Co-Chair, Randy Hayes, called the Board Meeting to order at 11:40 a.m.   

 
1. Mr. Robert Duffield made the following motion: 

 
MOTION: To approve the minutes of the October 18, 2018 meeting. 
 
The motion was seconded by Mr. Stephen Wilson and unanimously approved. 
 



 

 
 

 
 
 

 
  
2. Mr. James Jackson made the following motion:   

 
MOTION: To approve the submission of the DRAFT of the Local Workforce Plan dated 

November 30, 2018 to the Technical College System of Georgia (TCSG) Office of 

Workforce Development for Review. 

The motion was seconded by Mr. Rodney Leonard and unanimously approved. 
 
Rob LeBeau gave a brief overview of the updates to the plan and noted that the plan 
was posted in publications in their respective counties and that no public comments 
were received. 
 

3. Ms. Lee Hunter made the following motion:   
 
MOTION: To approve the submission of the DRAFT of the Metro Atlanta Workforce 

Plan (pending any public comments prior to 12/14/2018) to the Technical College 

System of Georgia (TCSG) Office of Workforce Development for Review. 

The motion was seconded by Mr. Robert Duffield and unanimously approved. 
 
Rob LeBeau gave a brief overview of the updates to the plan and noted that the plan is 
posted in publications in their respective counties that the public has until December 14th 
to submit any comments.  If no comments are received the Board’s approval today will 
allow for submission to TCSG, if comments are received the Executive Committee of the 
ARWDB will meet to discuss. 
 

4. Mr. Rodney Leonard made the following motion:   
 
MOTION: To approve the New Equal Opportunity Policy that has been reviewed by 

the Technical College System of Georgia (TCSG) to follow Section 188 of the 

Workforce Innovation and Opportunity Act (WIOA). 

The motion was seconded by Mr. Lindsay Martin and unanimously approved. 
 
Rob LeBeau explained that during WorkSource Atlanta Regional’s Annual State 
Monitoring, it was determined that WorkSource Atlanta Regional was not in compliance 
with WIOA Section 188 of the Equal Opportunity Provisions 29 CRP Part 38 of the Federal 
Regulations. As such, it was documented as a finding on October 26, 2018 with 
corrective action to follow.   

 



 

 
 

Statement of finding # 2: The LWDA’s discrimination-based compliant policy and 
procedure lacks federally required elements.  
 
Effect: An individual reviewing the local discrimination-based complaint process will not 
be accurately informed of their rights according to federal regulation. 
 
Required Actions(s): OWD requires that the LWDA complete tasks that include, but are 
not limited to the following: 

1. Update policy and procedures to include the provisions detailed above; and 
2. Conduct staff training, as necessary, to ensure that staff are knowledgeable 

about the policies and procedures 
 

Therefore, to address the corrective action and ensure compliance, WorkSource Atlanta 
Regional drafted a completely new policy and procedures with the language outlined in 
29 CFR – 38.72 of Section 188 and submitted to OWD to review for compliance. 
 

5. Mr. Chuck Little made the following motion:   
 
MOTION: To approve the REVISED NextGen Program High Poverty Area Policy. 

The motion was seconded by Steven Wilson and unanimously approved. 
 
Chuck Little explained that this revised policy serves to broaden the recruitment pool by 
increasing the eligible community poverty rate from 30% to 25% as well as expanded the 
qualifying elements to include other provisions that would allow for more youth to be 
served.  
 

6. Mr. Chuck Little made the following motion:   
 
MOTION: To approve the REVISED Requires Additional Assistance Policy. 

The motion was seconded by Robert Duffield and unanimously approved. 
 
Chuck Little explained that State and Federal rules, regulation and policies requires that 
each local workforce development area (LWDA) develops a Requires Additional 
Assistance Policy that would establish a process for conducting and determining low-
income and barrier WIOA eligibility certification for youth. The Policy serves to broaden 
the recruitment pool by expanding the definitional elements to include provisions for 
youth who requires additional assistance to complete an educational program, or to 
secure and hold employment.  
 

The ARWDB meeting portion of the agenda adjourned at 11:53 A.M. 

 
Welcome:     Kerry Armstrong, ARC Chairman  
 
Video Presentation:  The ARWDB recognized business and community partners, who 

advanced the mission of the workforce development board by 



 

 
 

expanding opportunities for job seekers. We also honored the 
accomplishments of job-seekers who demonstrated extraordinary 
commitment to excelling in their careers. 

 
Certificates Presentation: Eddie Ausband and Randy Hayes 
 

The meeting was adjourned at 1:32 p.m. 
 

 

NEXT ARWDB MEETING:  March 14, 2019 

 



229 Peachtree Street, NE, Atlanta, GA 30303 404-463-3100 www.atlantaregional.com 
 
 

 
 

DATE:   March 7, 2019  

TO:   Atlanta Regional Workforce Development Board 

FROM:   Rob LeBeau, Director - ARWDB 

SUBJECT: PROPOSED ACTION – Approval of New Rapid Response Policy 
 
Requested Action  
To review and approve the new Rapid Response Policy.  
 
Reason  
During WorkSource Atlanta Regional’s Annual State monitoring, it was recommended that 
WorkSource Atlanta Regional develop a Rapid Response policy. This policy relates to services 
provided by ARWDB when companies experience large-scale staff reductions and file a WARN 
notice with the State. 
 
Timeframe  
The policy will become effective immediately upon approval of the Board. 
 
Impact  
This policy provides direction and guidance for providing rapid response services.   Rapid 
Response activities are provided by the Georgia Department of Labor (GDOL) on behalf of the 
Technical College System of Georgia’s Office of Workforce Development.  Local Workforce 
Development Areas (LWDAs) assist with providing Rapid Response activities when deemed 
appropriate.  This policy outlines the State and LWDA responsibilities as they apply to delivering 
Rapid Response services to ensure compliance with federal and state requirements.  The policy 
does not have a financial impact. 

Recommendation   
Approval of the new ARWDB Rapid Response Policy 
 

 
 



Purpose 

Rapid Response is a United States Department of Labor (USDOL) program established through the 
Workforce Innovation and Opportunity Act (WIOA). Rapid Response enables each state to provide 
frontline assistance to employees who are laid off through no fault of their own, known as “dislocated 
workers.”  The program provides a response to company layoffs and plant/facility closures in which a 
state’s Dislocated Worker Unit or Rapid Response team coordinates services to aid dislocated workers 
and companies affected by closures/layoffs. Rapid Response enables states to provide on-site services, 
at no cost to the employer, to assist with minimizing the disruptions associated with job loss as well as 
assisting the dislocated worker in obtaining reemployment as soon as possible. 

Background and Definition 

As stated in 20 CFR § 682, Rapid Response services are federally required to be offered to a company 
when 50 or more employees become dislocated workers through an event resulting in job loss. The 
State of Georgia further extends these services to respond to a displacement of 25 or more employees 
that become dislocated workers. 

An event resulting in the job loss and ultimately resulting in employees becoming dislocated workers 
may be a company closing, layoff, or reorganization. If a company moves out of Georgia or out of the 
United States, those employees will also be considered dislocated workers and would be eligible for 
Rapid Response services. If the company moves overseas, dislocated workers may qualify for additional 
assistance, referred to as Trade Adjustment Assistance, which is also provided by USDOL under the 
Trade Act. 

State Responsibilities 

Rapid Response activities are provided by the Georgia Department of Labor (GDOL) on behalf of the 
Technical College System of Georgia’s Office of Workforce Development. GDOL serves as the State’s 
Dislocated Worker Unit. When a layoff occurs, the company notifies GDOL of the impending dislocation. 
GDOL will then coordinate with the LWDA in which the layoffs will occur. GDOL is also responsible for 
coordinating with and including all partner agencies and non-profit groups necessary to appropriately 
serve the affected individuals. This includes developing relationships within the private sector and 
community partners. GDOL should discover and develop relationships with businesses and organizations 
to assist in responding to dislocations. GDOL is further responsible for the following duties: 

• Manage layoffs of 25+ workers 
• Contact employers within 48 hours of notice of layoff 
• Maintain confidentiality 
• Respond to natural disaster situations and work with other local government divisions and 

organizations 
• Provide assistance with filing worker petitions for Trade Certification and Benefits 
• Coordinate with LWDAs 
• Make presentations to employers and employees 
• Coordinate with local economic development staff 

  



LWDA Responsibilities 

Local Workforce Development Areas (LWDAs) assist with providing Rapid Response activities when 
deemed appropriate.  LWDAs can provide access to WIOA services including core services such as labor 
market information, skill assessments, job search assistance, and resume advice. If the LWDA 
determines there is a need, they can also enroll the dislocated worker in intensive and training services 
to provide skill upgrading and certification in local demand occupations. 

LWDA Staff are responsible for the following: 

• Notify GDOL and OWD of layoff events for which WARN notice has not been filed 
• Facilitate workshops on job search techniques, interviewing skills, resume building, salary 

negotiation, etc. 
• Job development training 
• Provision of referrals 
• Individual and group counseling 
• Perform skills assessment and case management 
• Provision of Labor Market Information (LMI) and job openings; and, 
• Interact at job fairs, expos and opportunities fairs 

Reference 

WIOA section 134 (a)(2)(A), § 682.300, Technical College System of Georgia Office of Workforce 
Development Policy and Procedure Section 5 Rapid Response. 



DATE: 

TO: 

FROM: 

SUBJECT: 

March 7, 2019 

Atlanta Regional Workforce Development Board  

Rob LeBeau, Director - ARWDB 

PROPOSED ACTION – OJT Policy Revisions adopted by State Workforce Board 

Requested Action (What) 
Approval of changes to local policy for On-the-Job Training (OJT) to reflect changes in state 
policy by removing the $21.48 hourly rate maximum. 

Reason (Why) 
Current policy and regulations contain a maximum hourly wage for OJT participants of $21.48, 
upon which wage reimbursements could be based. This amount was consistent with the State’s 
OJT policy average hourly wage rate. This hourly rate maximum was removed in the state OJT 
policy by the State Workforce Development Board at their meeting on February 21, 2019.  The 
current local policy and related Master Employment Agreement will be updated to reflect current 
state policy. 

Timeframe (When) 
The change has already been adopted by the State. The policies will be effective upon adoption. 

Impact (Who and How Much) 
As a practical matter, the implications are limited in that OJT hires are typically entry level or new 
hires. There have been a few cases where high wage professionals or management staff were 
hired using OJT. In those cases, the reimbursement was capped at the above hourly rate. 
However, the company was still eligible to receive the full $12,000 annually. Under the new 
policy, high wage individuals would be reimbursed on a percentage of their actual rate with the 
impact being that the $12,000 annual cap per company may be reached sooner. There would 
be no total increase in cost to ARWDB.  

Recommendation   
It is recommended that ARWDB adopt the new policy requirements to be consistent with State 
policy.  



ARC Workforce Solutions 
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                                                                                                                                                 Revised May 3, 2017 

Attachment A 

MASTER EMPLOYER AGREEMENT 
This On-the-Job Training (OJT) Agreement is between ________________________, referred to as the 
Employer, and the Atlanta Regional Commission (ARC). The Employer and ARC agree to all the terms in 
this Agreement and the OJT Requirements by signing below.   The OJT Contract will be issued for one 
year, at which point, based on available funding as well as company performance, a new contract can be 
negotiated. 

The Employer will be paid on the basis of the terms agreed to for each OJT employee.   ARC must 
approve all OJT employees and training plans prior to the beginning of the training period.  

The maximum funding under this contract shall not exceed $12,000 per participant with a minimum 
reimbursement for wages starting at $12.62 per hour. 

COMPENSATION:  Payments to the Employer shall be reimbursements made upon receipt of an invoice 
to ARC from the Employer which shall be submitted by the Employer to ARC either bi-weekly or monthly 
(not both), during the existence of this contract.  The invoice shall request reimbursement for allowable 
expenses incurred during the previous two weeks, or month, depending on the Employer’s invoicing 
frequency.  Invoices shall only include allowable costs incurred by the Employer during the invoice 
period.  ARC reserves the right to withhold reimbursement of any costs reflected on invoices submitted 
by the Employer if, after its review, it determines that said costs are not allowable.   Invoices that are 
free of error and omissions shall be processed within 30 days after receipt of the invoice by ARC. 
 
The average hourly wage rate in Georgia of $21.48 is the wage cap for OJT reimbursement.   The 
Employer may elect to pay participants more than the state average wage, however the employer 
cannot receive a training reimbursement beyond the appropriate percentage reimbursement of the state 
average wage. 

The Employer must comply with the OJT Agreement, OJT Requirements, OJT Training Outline and OJT 
Reimbursement rules. Failure to comply may result in repayment of all OJT reimbursements and 
termination of this Agreement.  

The total amount to be paid to the Employer under the terms of this agreement shall not exceed 
$100,000 during the contract period.   All payments are contingent upon availability of funding.  Please 
note that the $100,000 is NOT a budgeted cost, but rather a cap on the contract payout 
limits.  Additional OJT employee(s) above the 12 set by the contract may be requested by the employer, 
but must be approved by ARC.  

The total amount to be paid to the Employer under the terms of the contract shall not exceed $100,000 
per county (maximum two (2) counties) within the Atlanta Regional Workforce Development Board 
(ARWDB) area).  See “OJT Reimbursement Rates” on page 2 for more details. 

REIMBURSEMENTS BASED ON LOCATION OF SITES 
 
The ARC may enter into Employer Agreements with employers that have multiple sites within the 
Atlanta Regional Workforce Development Board (ARWDB) area.   



Employer agreements will be limited to physical locations in two (2) counties within the seven-county 
ARWDB area. OJT at multiple sites within the same county will be funded as one location at this time.  

The OJT employee reimbursement may be “site independent”, meaning that each site will have a 
payment and trainee cap. 

ON-THE-JOB TRAINING DEFINITIONS AND ALLOWABLE USE  
 
On-The-Job Training:   Training is provided by an employer to a paid employee (participant) while 
engaged in productive work in a job that provides knowledge and skills essential to the full and adequate 
performance of the job.    Employers may be public, private non-profit or private sector. Though OJT, 
training is provided in exchange for reimbursement for the extraordinary costs of providing the training 
and supervision related to the training. 
 
OJT contracts will not be provided for seasonal, temporary or intermittent employment. If all (or most) 
employees are hired by an outsourcing firm that an employer regularly uses as the employer of record, 
the use of OJT would be allowable.  Employer use of outsourcing firms or staffing agencies which are 
solely performing outsourcing functions is allowable. Excluded are employers that hire probationary 
employees through a traditional staffing agency and then transfer those employees to the employer 
payroll after the employees pass the probationary period.   

ON-THE-JOB TRAINING REIMBURSEMENT RATES 
OJT reimbursement to the employer is typically based on a rate of 50% of the wage rate of the 
participant.   Under limited circumstances, the reimbursement may be up to 75% of the wage rate of the 
participant.  Reimbursement cannot include the costs of an outsourcing agency’s services.  
 
 75% OJT reimbursement rate is based on meeting 1 of 4 criteria below: 
 Employer must be a Small Business as defined by the Small Business Administration 
 OJT must lead to the participant’s attainment of an industry recognized credential 
 Participant’s job title must be on the state’s in-demand occupations list 
 Participant must meet Workforce Innovation & Opportunity Act (WIOA)-defined “barriers to 

employment” 

ON-THE- JOB TRAINING REQUIREMENTS 

HIRING 
• The Employer ensures that employees under this agreement will not displace any currently 

employed workers (including partial displacement, such as by reducing hours or denying 
promotional opportunities, wages or employment benefits. 

• The Employer agrees that no OJT employee can be employed when: (a) any other individual is on 
lay-off from the same or substantially equivalent job, or (b) the Employer has terminated the 
employment of any regular employee or otherwise reduced its workforce with the intention of filling 
the vacancy created by hiring a OJT employee whose wages are subsidized under this agreement. 

 
• The Employer agrees that OJT employees may not be engaged in the construction, operation or 

maintenance of any facility used for religious instruction or worship. 
 



• The Employer understands and agrees that OJT employees shall be compensated at the same rates, 
including periodic increases, as all similarly employed workers. In no event shall the rate of pay be 
less than the applicable state or federal minimum wage, whichever is higher.  

 
• The Employer ensures that no individual in a decision making capacity engages in any activity, 

including the administration of the OJT contract supported by WIOA funds, if a conflict of interest, 
real or apparent, is involved.  A conflict of interest may arise in the event of the employment under 
this OJT contract of any immediate family member (or partner) of an individual engaged in a 
decision making capacity with the Atlanta Regional Commission, the Atlanta Regional Workforce 
Development Board, or the Employer.  Immediate family is defined as husband, wife, son, son-in-
law, daughter, daughter-in-law, mother, mother-in-law, father, father-in-law, brother, brother-in-
law, sister, sister-in-law, aunt, uncle, niece, nephew, stepparent, stepchild, grandparents and 
grandchild, or an organization that has a financial or other interest in the firm or organization 
selected for the OJT contract.  In the event of a potential conflict of interest, the Employer must 
notify ARC, in writing, of the instance.  No action regarding the individual may take place until 
approved by ARC in writing. 

 
• The Employer ensures that there will be no preferential treatment of a person or group of people 

over other people or groups in the workplace.   
 

• The Employer shall ensure that no person shall – on the grounds of race, color, sex, age, disability or 
national origin– be subjected to illegal employment discrimination. The employer will comply with 
the non-discrimination and equal opportunity provisions of the Workforce Innovation & Opportunity 
Act of 2014 and its regulations. 

 
• The Employer agrees to employ the OJT Employee a minimum of 32 hours per week during the 

training period. 
 

• Except for serious violation(s) of Employer policies, the Employer will not dismiss a training 
participant without first providing notice to ARC and allowing for counseling and corrective action.  
In the case of dismissal for serious violations, Employer will notify ARC within five (5) business days 
after dismissal. 

 

TRAINING 
• The Employer agrees that the maximum duration of covered training is 6 months or the time period 

specified in each OJT Training Plan utilizing the SVP code, whichever is less. 
 
• The Employer agrees to furnish all instructional materials, equipment, supplies and services 

necessary to conduct the training described in the On-the-Job Training Plan, except as otherwise 
agreed in writing. 

 
• The Employer agrees that the training provided will give the OJT Employee the knowledge and skills 

essential to the full working level for a typical worker performing those duties. 

EMPLOYER RESPONSIBILITIES 
• The Employer agrees to maintain appropriate standards for health and safety in work and training 

situations. 

http://www.businessdictionary.com/definition/person.html
http://www.businessdictionary.com/definition/group.html
http://www.businessdictionary.com/definition/workplace.html


 
• The Employer agrees to comply with Georgia law regarding workers’ compensation insurance for all 

OJT employees.  Information on how to comply with Georgia law is found at:  
http://sbwc.georgia.gov 

 
• The Employer agrees to retain the OJT Employee upon completion of the training if the Employee’s 

performance meets the Employer’s standards.   
 
• The Employer agrees that continuation of employer agreements for multiple years will be 

contingent on meeting 80% placement and retention rates. 
 
• If the Employer does not have an established employee grievance procedure, the Employer agrees 

to abide by the procedure provided by ARC. 
 

• The Employer shall only employ OJT Employees who have been found eligible for WIOA services 
prior to placement on the Employer’s payroll. 

 
• The Employer agrees that OJT employees must receive the same benefits and have the same 

working conditions as similarly situated employees. Trainees will be provided the same Workers’ 
Compensation, health insurance, unemployment insurance, retirement benefits, etc. as regular, 
non-OJT employees, as applicable. 

 
• The Employer agrees to maintain all records pertaining to the OJT, including application, notice of 

hire, time sheets, payroll records, invoices for wage reimbursement and other relevant financial 
records, and shall make them available to the workforce area representative as requested. All said 
records, books, papers or documents shall be retained for a period of six years from the date of 
termination of this Agreement and available for inspection by federal, state and workforce area 
representatives.  In the case of an audit or litigation, said documents shall be retained until all such 
actions are settled; even if the duration of which may extend beyond six years. 

 
• The Employer agrees to participate in any follow-up efforts conducted by ARC or its authorized 

representative(s) to evaluate OJT effectiveness. 
 

ASSURANCES 
• ARC or the Employer may elect to terminate the OJT Agreement at any time by providing the other 

party with 30-days written notice.  
 
• The Employer may not relocate from one United States labor market to another in order to take 

advantage of On-the-Job Training.  If Employer relocation results in employment losses, no OJT may 
be awarded for a minimum of 120 days after the commencement of business operations at the new 
or expanded location. The Employer verifies that WIOA (Workforce Innovation & Opportunity Act) 
funds will NOT be used to relocate operations in whole or in part. 
 

• The Employer must not use funds provided for OJT to directly or indirectly assist, promote or deter 
union organizing.  

 

http://sbwc.georgia.gov/


• The Employer must not use the OJT to impair existing contracts for services or collective bargaining 
agreements.   
 

• The Employer will meet the provisions of the Georgia Illegal Immigrant Enforcement Act of 2011 by 
signing and complying with the attached affidavit (Attachment C). 

 

Employer: 
 
      

ARC Signature and Date: 
 
      

Authorized Signature and Date 
 
 

 

Print Name and Title 
 
 

Print Name and Title 

 



DATE: 

TO: 

FROM: 

SUBJECT: 

March 7, 2019 

Atlanta Regional Workforce Development Board  

Rob LeBeau, Director - ARWDB 

PROPOSED ACTION – IWT and CT Policy Revisions adopted by State Workforce Board  

Requested Action (What) 
Approval of changes to local policy for Incumbent Worker Training (IWT) and Customized 
Training (CT) to reflect changes in state policy.  

Reason (Why) 
State IWT policy relates to existing employees with an average of six months employment history 
with the company.  CT policies were very similar to IWT, in the types of training, cost limits and 
delivery method; but also allowed for a group of employees to be trained with a commitment to 
hire upon successful completion of training. There was confusion in some cases as to which 
program to use. The State adopted policy changes to clarify that CT was only to be used for new 
hires, and IWT for existing employees. The State further clarified that IWT was intended to 
improve the skills of existing employees and create opportunities to backfill positions for new or 
other existing employees, when the training was not part of a layoff aversion strategy. In 
addition, that State clarified that an increase in wages to the IWT employee is required; whereas 
previously it was only encouraged. Changes are made to our local policies to reflect these 
updated in State policy. 

Timeframe (When) 
The changes have already been adopted by the State and are binding upon ARWDB. The policies 
will be effective upon adoption. 

Impact (Who and How Much) 
There are no cost implications to ARWDB in that contract amounts, program caps, and 
reimbursement percentages were not changed. Employees trained under IWT would ultimately 
see a pay increase, but the exact amount and timing is not specifically mandated in the new State 
policy.   

Recommendation   
It is recommended that ARWDB adopt the new policy requirements to be consistent with State 
Policy. 
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INCUMBENT WORKER TRAINING POLICY 
 

Current Adoption (Proposed): February 2019 
 
Previous Adoption: August 17, 2017  
 
Reference: Workforce Innovation and Opportunity Act Section 134 (d) (4) and Section 188 and 
Workforce Innovation and Opportunity Act Regulations 20 CFR 680.780, 680.790, 680.800, 680.810, 
680.820, 680.830, 680.840, 683.260 683.270, 683.275, 683.280.  
 
Purpose: To provide policies for LWDA Incumbent Worker training.  
 
Background and Definition: WOIA Section 134 (d) and 20 CFR 680.790 define Incumbent Worker 
Training (IWT) as training designed to improve the skills of employees and increase the competitiveness 
of employers.meet the special requirements of an employer or group of employers (which may include 
employers in partnership with other entities for the purposes of delivering training) to retain a skilled 
workforce It Is intended to upskill existing or avert the need to lay off employees. by assisting the 
workers in obtaining the skills necessary to retain employment. In training scenarios not related to 
layoff aversion, it is strongly recommended that the IWT program will create the opportunity for the 
employer to backfill the trainees’ positions with a new or existing employee.  Incumbent worker 
training must satisfy the requirements in WIOA sec. 134(d)(4) and increase the competitiveness of the 
employee or employer. CFR 680.790 specifies that the training be conducted with a commitment by the 
employer to retain or avert the layoffs of the incumbent workers trained.  
Incumbent Worker Training must:  
 
1. Occur between employees and employers with an established relationship in which all individuals 
receiving training have been employed by the company for at least six months at the time of the 
training;  
2. Improve the skills of the existing workforce;  
3. Increase both an individual’s and a company’s competitiveness;  
4. Mitigate the impact of a layoff if utilized as part of a layoff aversion strategy; and  
5. Wherever possible, allow the individual to gain industry recognized training experience and ultimately 
should lead to an increase in wages.  
 
Funding: Local Workforce Development areas (LWDA/s) may reserve and use no more than 20 percent 
of Adult and Dislocated Worker funds allocated to the local area to pay for the Federal share of the cost 
of providing incumbent worker training. (WIOA Section 134 (d)(4)(A)(i)). The 20 percent may be used or 
IWT activities that are programmatic in nature, as administrative activities must be paid from LWDA 
administrative funds.  
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No WIOA funds shall be used to pay the wages of incumbent employees during their participation in 
economic development activities provided through a statewide workforce development system.  
 
Incumbent Worker Eligibility  
20 CFR 680.780 specifies that to qualify as an incumbent worker, the incumbent worker needs to be 
employed, meet the Fair Labor Standards Act requirements for an employer-employee relationship, and 
have an established employment history with the employer for 6 months or more, with the following 
exception: In the event that the incumbent worker training is being provided to a cohort of employees, 
not every employee in the cohort must have an established employment history with the employer for 6 
months or more as long as a majority of those employees being trained do meet the employment history 
requirement.  
 
All employees participating in incumbent worker training must meet the eligibility requirements below:  
 

• At least 18 years of age;  
• A citizen of the United States or a non-citizen whose status permits employment in the United 

States;  
• Males born on or after January 1, 1960 must register with the selective service system within 30 

days after their 18th birthday or at least before they reach the age of 26; 
• Meet the Fair Labor Standards Act requirements for employer-employee relations and have an 

established employment history with the employer for 6 months or more (which may include 
time spent as a temporary or contract worker performing work for the employer receiving IWT 
funds);  

 
Existing workers must be currently employed full-time with the participating employer.  
Incumbent Worker participants must meet the eligibility requirements above. An incumbent worker 
participant does not have to meet the eligibility requirements for career and training services for adults 
and dislocated workers under WIOA, unless they also are enrolled as a participant in the WIOA adult or 
dislocated worker program. As such, they are not included in calculations for the State performances 
measures. States and LWDAs are, however, required to input data into GWROPP on individuals who 
receive incumbent worker training, including characteristics, services and outcomes.  
 
Employer Eligibility:  
1. For the purpose of determining the eligibility of an employer to receive funding, the LWDA shall take 
into account factors (which help to evaluate whether training would increase the competitiveness of the 
employees or both the employees and the employer) consisting of:  
 
     a) the characteristics of the individuals in the program;  
     b) the relationship of the training to the competitiveness of the employees or both the employees      
          and the employer; and  
      c) such other factors as the LWDB may determine to be appropriate, which may include:  
 
               1) the number of employees participating in the training;  
               2) the wages and benefit to the employee levels of those employees (at present and anticipated     
                   upon completion of the training); before the training and the wages and benefit to the    
                   employee after the training; 
 
                      NOTE: an increase in wages is required, though the amount and time after the training    
                        period is not specified. The increase should not be some minimal or cursory amount    
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                       intended only to meet this requirement and not provide a real benefit to the employee.    
                       (wording added by ARWDB staff)  
  
               3) the existence of other training and advancement opportunities provided by the employer;  
               4) layoffs averted as a result of the training;  
               5) utilization as part of a larger sector and/or career pathway strategy; or  
               6) employer size  
 
2. IWT should be provided for private sector employers; however, non-profit and local government 
entities may be recipients of IWT funds.  
 
3. Employers must be in operation at least twelve months and employ at least five full-time employees, 
be financially viable and current on all state and federal tax obligations.  
 
4. Any employer that has received payments under previous on-the-job training, customized training or 
IWT and that exhibited a pattern of failure to provide workers continued, long term employment as 
regular employees with wages and working conditions at the same level and to the same extent as 
similarly situated employees is ineligible to enter into further WIOA IWT contracts.  
 
5. In considering an employer’s eligibility for an IWT contract, LWDAs should consider the employer’s 
past history with IWT, OJT and customized contracts, financial stability, history of layoffs, relocation and 
labor disputes as well as occupational and industry outlooks.  
 
6. LWDAs must conduct an employer pre-award review checklist containing requirements of WIOA 
683.260 and TEGL 19-16.  
 
Employer Non-Federal Share/Employer Reimbursements:  
1. WIOA Section 134 (d) states that employers participating in IWT shall be required to pay for the non-
Federal share of the cost of providing the training to incumbent workers of the employers. The LWDB 
shall establish the non-Federal share of such cost (taking into consideration such other factors as the  
number of employees participating in the training, the wage and benefit levels of the employees (at the 
beginning and anticipated upon completion of the training), the relationship of the training to the 
competitiveness of the employer and employees, and the availability of other employer-provided 
training and advancement opportunities.  
 
2. The employer non-Federal share is dependent on the size of the employer and shall not be less than:  
          a. 10 percent of the cost, for employers with not more than 50 employees;  
          b. 25 percent of the cost, for employers with more than 50 employees but not more than 100     
               employees; and  
          c. 50 percent of the cost, for employers with more than 100 employees.  
 
3. Employer size is based on the number of employees currently employed at the local operation where 
the incumbent worker training placements will be made. Employer Size is determined by the number of 
employees at the time of the execution of the incumbent worker training contract. This applies to all 
employers, including employers with seasonal or intermittent employee size fluctuations. Employers 
must provide documentation that indicates employer size. If multiple Employer sites exist within an 
LWDA: Employer agreements may be limited to physical locations within the LWDA area or the LWDA 
may develop one agreement with multiple locations, training descriptions and budgets.  
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4. The Non-Federal share provided by an employer may include the amount of the wages paid by the 
employer while the worker is attending training, equipment purchased for training, curriculum 
development expenses, travel and lodging costs, etc. The employer may provide the share in cash or in 
kind, fairly evaluated. The employer non-Federal share must not be calculated using any other Federal 
funds, except where the Federal statute authorizing a program specifically provides that Federal funds 
made available for such program can be applied to matching or cost sharing requirements of other 
Federal programs.  
 
5. The business will be required to calculate its actual non-federal share as a part of the application for 
training funds and at the conclusion of the training. Should the non-federal share not meet the limits, the 
funds could potentially have to be repaid. Official payroll records, time and attendance records, invoices 
for equipment purchased, etc. must be utilized to determine the amount of the employer’s share of 
cost.  
 
6. Employer cost share contributions must be tracked and documented in the contract file and recorded 
on the Financial Status Report. In addition, the methodologies for determining the value of in-kind 
contributions must be documented in the contract file and conform to cost sharing requirements at 2 
CFR 200. 306 and 2 CFR 2900.8.  
 
7. No WIOA funds shall be used for Incumbent Worker wages. (Section 181 (b) (1).  
 
Employer Contract Requirements:  
1. IWT is provided based on a formal, written contract with the employer or group of employers that is 
signed prior to the initiation of training with a copy given to the employer(s).  
 
2. Priority will be given to incumbent worker training contracts which:  
        a) Provide training in one of the LWDA’s target industries;  
        b) The individual’s hourly wage is no less than $11.36 hour 
           
3. Incumbent worker training shall be limited to the period of time required for the individual (s) to 
become proficient in the skills for which the training is being provided. In determining the appropriate 
length of an IWT contract, consideration should be given to the skill requirements of the occupation and 
the academic and occupational skill level of the individual. LWDAs shall utilize ONET SVP skills training 
requirements in addition to an assessment of the individuals past skill and experience to justify the 
length of training. LWDAs shall utilize the USDOL’s O*NET Online specific vocational preparation (SVP) 
codes and assessment of the individuals existing skills and experience.  
 
4. Incumbent Worker training contracts shall not be written to provide skills for seasonal, temporary or 
intermittent employment.  
 
5. IWT training may incorporate work-based, classroom and other training activities approved under 
WIOA to meet employer skill requirements. The employer or an intermediary may provide the training.  
 
6. The IWT contract should address at a minimum:  
        a) Employer documentation of the six-month work history requirement  
        b) Maximum allowable costs of training;  
        c) Employer commitment to retain the individual as a full-time employee with the same wages,        
             benefits, hours and working conditions;  
        d) Hourly wage of the individual;  
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        e) Length of training required;  
        f) Description of occupations involved, skill(s) and competencies to be provided and learned;  
        g) Assessment and identification of the individual’s skills gaps;  
        h) Performance measures outcome requirements;  
        i) A provision for termination for lack of funds or recapture of overpayments, lack of individual     
            attendance or failure of employer to comply with initial or upgraded employment requirements;     
          and  
    j) A provision for maintaining and providing records for LWDA, state and federal monitoring and      
        review.  
    k) Employer Assurances below shall be included in all IWT contracts.  
 
Employer Assurances: The Employer agrees to adhere to the following provisions:  
1. 20 CFR 680.790 specifies that the training be conducted with a commitment by the employer to retain 
or avert the layoffs of the incumbent workers trained.  
 
2. WIOA Section 134 (d) and 20 CRF Section 680.820 specify that employers participating in IWT shall be 
required to pay the non-Federal share of the cost of providing training to incumbent workers. The 
amount of non-Federal share depends upon factors such as the number of employees participating in the 
training, the wage and benefit levels of the employees (at the beginning and anticipated upon 
completion of training), the relationship of the training to the competitiveness of the employer and 
employees and the availability of other employer provided training and advancement opportunities.  
 
3. 20 CFR Section 680.830 specifies that funds provided to employers for incumbent worker training must 
not be used to directly or indirectly assist, promote or deter union organizing.  
 
4. 20 CFR Section 680.840 specifies that WIOA funds may not be used to directly or indirectly aid in filling 
of a job opening which is vacant because the former occupant is on strike or is being locked out in the 
course of a labor dispute, or the filling is otherwise an issue in a labor dispute involving a work stoppage.  
5. 20 CFR Section 683.260 specifies that WIOA funds must not be used for incumbent worker training for 
employees of any business or part of a business that has relocated from any location in the US until the 
company has operated at that location for 120 days, if the relocation has resulted in any employee losing 
their job at the original location.  
 
6. 20 CFR Section 683.270 specifies that a participant in a WIOA program activity must not displace 
(including a partial displacement such as a reduction in the hours of non-overtime work, wages of 
employment benefits) any currently employed employee (as of the date of the participation).  
 
7. 20 CFR Section 683.270 specifies that a WIOA program or activity must not impair existing contracts 
for services or collective bargaining agreements. When the program or activity would be inconsistent 
with a collective bargaining agreement, the labor organization and employer must provide written 
concurrence before the activity begins.  
 
8. 20 CFR Section 683.270 also specifies that a participant may not be employed in or assigned to a job if: 
(1) any other individual is on layoff from the same of any substantially equivalent job; (2) the employer 
has terminated the employment of any regular, unsubsidized employee or otherwise caused an 
involuntary reduction in its workforce with the intention of filling the vacancy created with the WIOA 
participant; (3) the job is created in a promotional line that infringes in any way on the promotional 
opportunities of currently employed workers as of the date of the participation.  
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9. 20 CFR Section 683.275 specifies that individuals employed in activities under WIOA must be 
compensated at the same rates, including periodic increases, as trainees or employees who are similarly 
situated in similar occupations by the same employer and who have similar training, experience and 
skills.  
 
10. 20 CFR WIOA Section 683.275 specifies that individuals employed in programs and activities under 
WIOA must be provided benefits and working conditions at the same level and to the same extent as 
other trainees or employees working a similar length of time and doing the same type of work.  
 
11. 20 CFR Section 683.280 specifies that health and safety standards established under federal and 
State law otherwise applicable to working conditions of employees are equally applicate to working 
conditions of participants engaged in programs and services under WIOA. To the extent that a State 
workers’ compensation law applies, workers’ compensation must be provided to participants in program 
and activities under WIOA on the same basis as the compensation is provided to other individuals in the 
State in similar employment. Information on how to comply with Georgia law is available at 
http://sbwc.georgia.gov.  
 
12. WIOA Section 181 (b)(1) specifies that no WIOA funds shall be used to pay the wages of incumbent 
employees during their participation in economic development activities provided through a statewide 
workforce development system.  
 
13. WIOA Section 188 specifies that no individual shall be excluded from participation in, denied 
employment in the administration of or in connection with any such program or activity because of race, 
color, religion, sex in a WIOA program or activity solely because of the status of the individual as a 
participant.  
 
14. WIOA Section 188 specifies that no participants shall be employed to carry out the construction, 
operation or maintenance of any part of a facility that is used or to be used for sectarian instruction or as 
a place for religious worship with the exception of maintenance of facilities that are not primarily use for 
instruction or worship and are operated by organizations providing services to WIOA participants.  
 
15. The Employer must comply with 29 CFR 38.10 (d) (e) (f). As provided in 20 CFR §38.3(b), 29 CFR part 
32, subparts B and C and appendix A, which implement the requirements of Section 504 pertaining to 
employment practices and employment-related training, program accessibility, and reasonable 
accommodation, have been incorporated by reference. Employers, employment agencies, or other 
entities covered by Titles I and II of the ADA should be aware of obligations imposed by those titles. See 
29 CFR part 1630 and 28 CFR part 35. Similarly, recipients that are also employers covered by the anti-
discrimination provision of the Immigration and Nationality Act should be aware of the obligations 
imposed by that provision. See 8 U.S.C. 1324b.  

16. 2 CFR 200. The Employer agrees that no individual in a decision-making capacity will engage in any 
activity, including the administration of the IWT contract supported by WIOA funds, if a conflict of 
interest, real or apparent, is present. A conflict of interest may arise in the event that an employee under 
this contract is an immediate family member (or partner) of an individual engaged in a decision-making 
capacity with the LWDA, the LWDB, the employer or an organization that has a financial or other interest 
in the firm or organization selected for the contract. Immediate family is defined as husband, wife, son, 
son-in-law, daughter, daughter-in-law, mother, mother-in-law, father, father-in-law, brother, brother-in-
law, sister, sister-in-law, aunt, uncle, niece, nephew, stepparent, stepchild, grandparents, grandchild, 
half-brother, half-sister, first cousin or individual residing in the same household. In the event of a 
potential conflict of interest, the employer will notify the LWDA in writing.  
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17. WIOA Section 194 (5) No person or organization may charge an individual a fee for the placement or 
referral of the individual in or to a workforce investment activity under this title.  
 
18. WIOA Section 194 (13) Services, facilities or equipment funded under WIOA may be used, as 
appropriate, on a fee-for-service basis, by employers in a local area in order to provide employment and 
training activities to incumbent workers – (A) when such services, facilities or equipment are not in use 
for the provision of services for eligible participants under this title; and (B) if such use for incumbent 
workers would not have an adverse effect on the provision of services to eligible participants under this 
title; and (C) if the income derived from such fees is used to carry out the programs authorized under this 
title.  
 
19. The Employer must meet the provisions of the Georgia Security and Immigration Compliance Act 
(GSICA). The GSICA requires that all public employers, contractors and subcontractors register and 
comply with the federal work authorization program operated by the United States Department of 
Homeland Security to verify new employee work eligibility. (O.C.G.A. 13-10-91)  
 

END 
 
 
 
 



 
 
 
 
 
 
 
 

ARWDB CUSTOMIZED TRAINING POLICY 
 
 
Current Adoption (Proposed): February 2019 
 
Previous Adoption: October 27, 2016 
 
 
Reference: Georgia Department of Economic Development (GDEcD), Workforce Division (WFD) Policies and 

Procedures Section 3.4.1.3; Workforce Innovation and Opportunity Act (WIOA) 680.760, 663.715. 
 
Purpose: To provide policies for ARWDB customized training.  
 
Background: GDEcD, WFD Policies and Procedures Section 3.4.1.3 describes Customized Training as:  

a) Customized Training (CT) is designed to meet the special requirements of an employer (or group 
of employers), by allowing them to tailor and design work-based skills training. Customized 
Training is conducted with a commitment by the employer to employ an individual upon 
successful completion of the training and for which the employer pays a significant portion of 
the cost of training.  
 

b) Employers may be reimbursed by the WIOA program for not more than 50 percent of the costs 
incurred in providing the training. Costs of a Customized Training program should be inclusive 
of all legitimate costs to the business that are necessary to provide customized training. The 
costs may include: cost of instruction (staff/instruction time), costs of curriculum development, 
training materials and books. The purchase of equipment, administration, and renovation of 
facilities are not allowable. The costs do not include employee wages during training. LWDAs 
should consider: i. the number of employees participating in the training; ii. the wages and 
benefit to the employee before the training and the wages and benefit to the employee after 
the training; iii. The existence of other training opportunities provided by the employer.  
 

c) Customized Training is only to used for new employees and with the employer’s commitment to 
hire upon successful completion of the training. CT can be provided after a WIOA participant is 
hired and prior to the first day of work, with the commitment to retain a participant upon 
successful completion of the training. Training is conducted with a commitment by the employer 
to employ, or in the case of existing workers continue to employ, an individual upon successful 
completion of the training. Note: an existing worker must still meet the statutory definition of 
either Adult or Dislocated Worker to receive customized training. 
 

d) Employers may be reimbursed by the WIOA program for not more than 50% of the costs 
incurred in providing the training including staff/instructor time or training materials. 

 
e) Training can be provided after a WIOA participant is hired or if an employer makes a 

commitment to hire the participant upon successful completion of the training. 
 
  Customized Training may be provided for an employer or group of employers when: 

a) The employee is not earning a self-sufficient wage;  



b) The employer, or group of employers, has made the commitment to employ or continue to 
employ an individual that has successfully completed the program; and 

c) The customized training relates to the introduction of new technologies, introduction to new 
production or service procedures, upgrading to new jobs that require additional skills, workplace 
literacy, or other appropriate purposes. 

 
Employer Requirements: 

1. For each participant, the employer develops the training plan and measurable goals and 
determines the method by which the training is provided. Proficiency levels should be based on 
local business or industry skill standards. The training activity may take place at the worksite or in 
a classroom setting. The employer or an intermediary may provide the training. The costs of a 
customized training program should be inclusive of all legitimate costs to the business that are 
necessary to allow for the provision of such customized training program services.  The cost of 
training could include: cost of the instruction, cost of the instructor, cost of curriculum 
development associated with the training course, training materials and books as needed for the 
course, etc.  The purchase of equipment, administration and the renovation of facilities are not 
allowable costs.  The above list is not intended to be all-inclusive. 

   
Employers must complete the Customized Skills Training Plan/Reimbursement Invoice. When 
completed, this form documents the training plan, skills attainment, costs incurred by employer, 
and amount of reimbursement. This form must be maintained in the participant’s file. The 
Individual Employment Plan (IEP) shall be updated accordingly to reflect participation in 
customized skills training.  

 
If an employer chooses to partner with a training provider to provide customized training for its 
employees, the Board must:  
• evaluate the training provider’s ability to provide training that meets the specific skill 

requirements of the employer or group of employers;  
• ensure that the curriculum is not taken directly from the training provider’s catalog; and 
• obtain an attestation from the employer stating that the training offered by the training 

provider meets the needs of the employer.   
 

2. Customized training shall be limited to the period of time required for the participant(s) to 
become proficient in the occupation or skills needs of the employer.  The goal is to prepare the 
participant(s) for long-term, unsubsidized employment based on the new or upgraded skills 
acquired through training.  An assessment of the needs of the employer and skills to be learned 
shall be considered in developing the contract.    An assessment of the job description, job 
competencies, worker skills and skills gaps shall be conducted to determine the length of the 
training.   This information shall be used to develop a participant(s) training plan.  
 

3. Priority will be given to customized training contracts which:  
a) Provide training in one of the target industries: film, digital media and gaming; logistics 

and supply chain management; advanced manufacturing and production; and 
information technology, to include computer programming, software development, 
telecommunications, health care IT, etc. 

b) The participant’s hourly wage is no less than $11.36 $12.62 /hour and the position 
provides fringe benefits such as health care, dental care and retirement planning 
accounts.  

c) The participant has the opportunity for upward mobility into a higher-paying job 
classification. 

 
4. In determining an employer’s viability for customized training contracts, the ARWDB may 

consider the employer’s past history with OJT or customized contracts, finances, layoffs, 
relocation and labor disputes, as well as the occupational and industry outlook.   All 

    



requirements will be detailed in the customized training contract. Customized training contracts 
will not be written to provide skills for seasonal, temporary or intermittent employment. 

  
5. Customized training is delivery based on a formal, written contract that is negotiated and signed 

prior to the initiation of training.    
The customized training contract will address: 

a) The maximum allowable costs of training;  
b) Employer commitment to fund a minimum of 50% of training costs (not to include 

employee wages); 
c) The length of training required;  
d) Description of occupations involved, skill(s) and competencies to be provided and 

learned;  
e) Performance measures outcome requirements, including for employed workers;  
f) Define what constitutes successful completion of training;  
g) A provision for recapture of overpayments;  
h) A provision for termination for lack of funds, lack of participant attendance or failure 

of employer to comply with initial or upgraded employment requirements; and 
i) A provision for maintaining and providing records for ARWDB, state and federal 

monitoring and review. 
 

6. Customized training is limited to an amount per employee not greater than $8000., the current 
ITA training account limit.  In no event will the total amount of a Customized Training agreement 
exceed $100,000, unless otherwise agreed to by ARC/ARWDB.   The contract agreement will 
stipulate the number of employees covered under the agreement and the maximum payout. 

 
Employer Requirements: 
Customized training contracts are granted based upon availability of funding and may be limited or unavailable due 
to funding constraints.  ARWDB reserves the right to set a maximum training limit for customized training activities 
per employer. 
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DATE: March 1, 2019 

TO: Atlanta Regional Workforce Development Board 

FROM: Rob LeBeau, Director - ARWDB 

SUBJECT: Board Action Request - Revised PY18 Budget Report 

Requested Action (What) 
Approval of revised PY18 WorkSource Atlanta Regional Budget dated February 28, 2019 in 
its entirety. 

Reason (Why) 
The budget has been updated to reflect the following:  

• Additional funds received since last budget approval in August 2018
• Information on funds required to be expended by June 30, 2019
• Information on funds required to be 80% expended/obligated by June 30, 2019
• Include recommendation from Youth Committee regarding Youth budget which is a part of

the comprehensive PY18 Budget.

Timeframe (When) 
The updated budget will be effective immediately. 

Impact (Who and How Much): 
• Total additional funding received from TCSG since the initial budget allocation - $1,111,229
• These additional funds are allocated as follows:

- ARC/CRC Operations and Program Costs - $233,403
- Individual Training Accounts (ITAs) - $122,217
- Sub-Grantees (Contract) Services - $ $481,920
- Total allocated funds - $837,540
- Remaining $273,689 has been FIFO’d (First In First Out) with planned PY19 funds.

Recommendation 
Recommend that the updated PY18 budget be approved as submitted in its entirety. 



Adult Youth Disloc. Worker Total
Revenues
  WIOA Formula Grant Admin PY 17 - FY 18 Carryover 315,310               139,030               48,940                 503,280               
  WIOA Formula Grant Prog PY 17 - FY 18 Carryover 3,934,303            897,964               1,725,722            6,557,989            
  WIOA Formula Grant Admin PY 18 - FY 19 319,315               333,791               389,953               1,043,059            
  WIOA Formula Grant Prog PY 18 - FY 19 2,873,834            3,004,123            3,509,576            9,387,533            
  WIOA Rapid Response Prog PY 17 - FY 18 Carryover 161,740               161,740               
  WIOA Formula Grant Admin PY 16 (State Funds) 40,000                 -                      40,000                 
  WIOA Formula Grant Prog PY 16 (State Funds) 360,000               -                      360,000               
  WIOA Youth Discretionary 187,810               -                      187,810               
  OTHER -                      -                      
Total Revenues 7,442,762            4,962,718            5,835,931            18,241,411          

Planned Expenditures/Obligations
 ARC/CRC Costs

  ARC Administration Costs 529,830               339,277               354,184               1,223,290            
  ARC Operations/Program Costs 1,054,013            724,830               759,414               2,538,258            
  Career Resource Center Facilities/ Operations Costs/Mobile Unit 492,715               6,675                   268,902               768,292               
  Other -                      
  Total ARC/CRC Costs 2,076,558            1,070,782            1,382,500            4,529,840            

 Training/Support/Business Services

  Work Based Learning (OJT, IWT, Work Experience, etc.) 400,000               411,695               250,000               1,061,695            
  Individual Training Accounts (ITAs) & Support Services 2,665,745            122,217               1,924,390            4,712,352            
  Rapid Response Projects 75,000                 75,000                 
  Total Training/Business Services 3,065,745            533,912               2,249,390            5,849,047            

 Sub-Grantees (Contract) Services

 One-Stop/Career Services (Adult & DW Services)

  Corvel 506,316               216,993               723,309               
  ResCare - Career Services 647,419               431,612               1,079,031            
  Gwinnett Tech 167,874               111,916               279,790               
  Gwinnett Co Board of Comm 194,900               -                      194,900               
  ResCare - 1 Stop Operator 174,824               74,924                 249,748               

  Youth Services
Cherokee Focus - COHS 177,344               177,344               
Connecting Henry 287,087               287,087               
CPACS 231,105               231,105               
Hearts to Nourish Hope 856,020               856,020               
Paxen 506,493               506,493               
PEPP 292,397               292,397               
ResCare 253,165               253,165               
The Bridge Academy 261,677               261,677               
Pending for SWPI Project 250,000               250,000               

-                      
  Total Sub-Grantees (Contract) Services Costs 1,691,333            3,115,288            835,445               5,642,066            

Total Planned Expenditures/Obligations 6,833,636 4,719,982 4,467,335 16,020,953          
Total Planned Un-Obligated Admin Funding 104,795 173,544 84,709 363,049              

Total Planned Un-Obligated Program Funding 504,331              69,192                1,283,886           1,857,409           

% Planned Availability of Unobligated Funding 8.2% 4.9% 23.5% 12.2%

Revision Date: 02/28/19  -  Prepared for ARWDB Meeting on March 14, 2019

Notes: Additional Funding not included in budget but active for PY 18: HDCI - $310K; Youth Discretionary - $500K; SNAP - $139K; DEI - $100K

PY 18 WORKSOURCE ATLANTA REGIONAL BUDGET
FROM JULY 1, 2018 - JUNE 30, 2019
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DATE: March 7, 2019 

TO: Atlanta Regional Workforce Development Board 

FROM: Rob LeBeau, Director - ARWDB 

SUBJECT: PROPOSED ACTION – Adoption of Local and Regional Workforce Plan Updates 

Requested Action (What) 
To adopt the local and regional workforce plans (dated March 7, 2019) and authorize staff to 
make grammatical and formatting changes as needed to finalize the completed documents. 

The ARWDB, at their meeting on December 11, 2018, authorized sending the draft local and 
regional workforce plans to the Technical College System of Georgia, Office of Workforce 
Development for their review and comment. TCSG-OWD provided a conditional plan approval 
on March 1, 2019, subject to submittal of all the required signature pages.  

Reason (Why) 
The Workforce Innovation and Opportunity Act requires that each local workforce board must 
prepare a four-year local workforce plan.  Local workforce areas that are also part of a region 
must prepare a joint regional workforce plan as well.  These plans must be updated at least 
every two years to reflect changing conditions and priorities. The WorkSource Atlanta Regional 
local plan and WorkSource Metro Atlanta regional plan were adopted in 2016 and must now 
undergo the required two-year update. 

The Technical College System of Georgia, Office of Workforce Development provided plan 
update guidance to the local workforce areas in September 2018.  The draft local and regional 
workforce plan updates were submitted to the Office of Workforce on December 21, 2018, and 
TCSG-OWD provided a conditional approval of these plan on March 1, 2019.  These plans must 
now be adopted by the local workforce development boards. 

Timeframe (When) 
The local workforce plan was opened for public comment from October 23 to November 23, 
2018 and the regional workforce plan was opened for public comment from November 13 to 
December 14, 2018.  No public comments were received.  The draft plans were submitted to 
the TCSG-OWD on December 21, 2018 and they provided a conditional approval of these plans 
on March 1, 2019.  Final plan amendments and local approvals must be complete by April 29, 
2019. 
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Impact (Who and How Much) 
The local and regional plans provide a summary of existing conditions, issues and opportunities, 
and service delivery recommendations.  The plans provide guidance to the ARWDB, 
administrative staff, providers, and allied organizations and programs.  These plans do not have 
financial impacts to the local board or staff operations. 
 
 
Recommendation   
This action comes as a recommendation from ARC Workforce Solutions staff. 
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ResCare Monthly Briefing Report 
 

 
Helping People Live Their Best Life 

 

Focus Areas: 

• Prior 30 Day Update 

• Performance Metrics and Action Plans  

• Next 30 Day Focus 

• Innovation 

 

Prior 30 Day Update 
 
Over the past 30 days, our team has been working on the following: 
 

1) Quality Assurance (Ongoing) 
o The Customer experience increased from 94% to 

98% quarter to date. 
 
 

2) Partner Integration 
> In December, sponsored Hiring Event with Harbor 
Freight Tools, Zywie Healthcare (15 Attendees) 
Manpower and First Step Staffing.  January added 
Kelly services (20 attendees for 2 hiring event days). 
 
>Comfort Keepers (seeking C NA’s- Hired 3 job seekers from One Stop). 

 
> January 15th Amazon Hiring Event (22 attendees).  
> One Stop Partner Meeting- 30 attendees (February) 
 

          > February 2019 -US Census Bureau Partnership (53 interested candidates to date) 
          > February 20 CareSource and Gwinnett One Stop- Resource and Hiring Event (65 +   
              attendees-19 Vendors). 
          > Atlanta Works-Business Attire (twice a month). 
. 

 
 
 



ResCare Monthly Briefing Report 
 

 
Helping People Live Their Best Life 

 

Performance Metrics and Action Plans 
 
Contractual  

 
 
Metrics 
 

o Actions to sustain and metrics are listed below: 
 

 
 



ResCare Monthly Briefing Report 
 

 
Helping People Live Their Best Life 

 

Next 30 Day Focus 
 
Over the next 30 days, our team will be focused on the following: 
 
Offer Resume Basic Level 1 refresher workshop for front line staff (including partners) March 
1st, 2019. 
 
Conducting quarterly One Stop Staff Meeting (in house staff). 
 
Fine Tuning the referral process. 
 
Innovation 
 
Continue to work with all partners to find better ways to provide customers the best resources 
as possible; Such as industry focused hiring events and wrap around services.  



03-14-2019 Meeting

Cherokee County Customer Activity
Program Year 2018, Period of July 1, 2018 – February 28, 2019

155

Cherokee Customer Visits 155

Computer Lab Visits 39

Workshop Attendance
Job Smart, Resume, Other 2

Mobile Unit Visits 34

# Of Training Applications Rec’d 24

# Of Eligible Applicants 21

Enrolled in VOS in PY 2018 14

Enrolled in Training in PY 2018 14

Active Customers 14



03-14-2019 Meeting

Clayton County Customer Activity
Program Year 2018, Period of July 1, 2018 – February 28, 2019

4,520

Clayton Customer Visits 4,520

Computer Lab Visits 4,143

Workshop Attendance
Job Smart, Resume, Other 3,930

Mobile Unit Visits 146

# Of Training Applications Rec’d 666

# Of Eligible Applicants 416

Enrolled in VOS in PY 2017 129

Enrolled in Training in PY 2017 112

Active Customers 128



03-14-2019 Meeting

Douglas County Customer Activity
Program Year 2018, Period of July 1, 2018 – February 28, 2019

1,968

Douglas Customer Visits 1,968

Computer Lab Visits 1,332

Workshop Attendance
Job Smart, Resume, Other 586

Mobile Unit Visits 71

# Of Training Applications Rec’d 162

# Of Eligible Applicants 71

Enrolled in VOS in PY 2017 36

Enrolled in Training in PY 2017 31

Active Customers 34



03-14-2019 Meeting

Fayette County Customer Activity
Program Year 2018, Period of July 1, 2018 – February 28, 2019

323

Fayette Customer Visits 323

Computer Lab Visits 82

Workshop Attendance
Job Smart, Resume, Other 72

Mobile Unit Visits 139

# Of Training Applications Rec’d 34

# Of Eligible Applicants 16

Enrolled in VOS in PY 2017 12

Enrolled in Training in PY 2017 10

Active Customers 12



03-14-2019 Meeting

Gwinnett County Customer Activity
Program Year 2018, Period of July 1, 2018 – February 28, 2019

7,496

Gwinnett Customer Visits 7,496

Computer Lab Visits 6,593

Workshop Attendance
Job Smart, Resume, Other 5,408

Mobile Unit Visits 246

# Of Training Applications Rec’d 806

# Of Eligible Applicants 491

Enrolled in VOS in PY 2017 111

Enrolled in Training in PY 2017 145

Active Customers 94



03-14-2019 Meeting

Gwinnett Tech CRC Customer Activity
Program Year 2018, Period of July 1, 2018 – February 28, 2019

3,378

Gwinnett Tech Customer Visits 3,378

Workshop Attendance
Job Smart, Resume, Other 3,147

# Of Training Applications Rec’d 77

# Of Eligible Applicants 67

Enrolled in VOS in PY 2017 98

Enrolled in Training in PY 2017 99

Active Customers 98



03-14-2019 Meeting

Henry County Customer Activity
Program Year 2018, Period of July 1, 2018 – February 28, 2019

1,003

Henry Customer Visits 1,003

Computer Lab Visits 483

Workshop Attendance
Job Smart, Resume, Other 449

Mobile Unit Visits 40

# Of Training Applications Rec’d 86

# Of Eligible Applicants 43

Enrolled in VOS in PY 2017 50

Enrolled in Training in PY 2017 44

Active Customers 50



03-14-2019 Meeting

Rockdale County Customer Activity
Program Year 2018, Period of July 1, 2018 – February 28, 2019

1,499

Rockdale Customer Visits 1,499

Computer Lab Visits 168

Workshop Attendance
Job Smart, Resume, Other 291

Mobile Unit Visits 83

# Of Training Applications Rec’d 165

# Of Eligible Applicants 165

Enrolled in VOS in PY 2017 24

Enrolled in Training in PY 2017 38

Active Customers 22



03-14-2019 Meeting

Breakout by County of PY 18 Customers Including 
Carry-Overs from Previous Program Year

1,888

ARWDB AREA RESIDENTS                  1,742
Cherokee 74

Clayton 378

Douglas 114

Fayette 37

Gwinnett 801

Henry 170

Rockdale 168

ATLANTA REGION RESIDENTS               117
Cobb 5

DeKalb 36

Fulton 76

OUTLYING AREA RESIDENTS                   29



NextGen Program (Youth Services)  

03-14-2019 Meeting

NextGen Service Providers Active 
Participants

ARC 67

Center for Pan Asian Community Service (CPACS) (Serves Gwinnett) 55

Cherokee Youth Works  (Serves Cherokee) 57

Connecting Henry  (Serves Henry) 89

Hearts to Nourish Hope  (Serves Clayton & Gwinnett) 251

Paxen (Serves Clayton, Fayette and Rockdale) 167

Parents Educating Parents & Professional, Inc. (PEPP) (Serves Douglas) 69

ResCare (Serves Gwinnett) 78

Social Welfare Program Initiative (SWPI) - Clayton 4

Social Welfare Program Initiative (SWPI) - Gwinnett 5

The Bridge Academy (In-School Provider for 7 counties) 126

968




