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MIDDLE SIERRA REGIONAL PLANNING UNIT 

WORKFORCE INNOVATION AND OPPORTUNITY ACT 

REGIONAL DEVELOPMENT PLAN 2017-2020 
 

 

 
 

i. Geographic boundaries of the Regional Planning Unit and plans to work within another RPU 

county for increased economic development presence. 

 

In 1982 the counties of Amador, Mariposa, Calaveras and Tuolumne joined together to form  
the Mother Lode Consortium (MLC). This is a special services government district through a  
Joint Powers Agreement for the purposes of administering programs funded by the Job Training 
Partnership Act (JTPA). In 1998, JTPA was replaced by the Workforce Investment Act (WIA) and 
the Joint Powers Agreement, the special services government district, and the MLC were 
reaffirmed by the member counties and the Mother Lode Workforce Investment Board was 
formed. In 2014, WIA was replaced by the Workforce Innovation and Opportunity Act (WIOA) 
and the MLC were reaffirmed by the member counties and the Mother Lode Workforce 
Development Board (MLWDB) was formed. 

 

On February 24, 2016, the Workforce Services issued Workforce Services Directive WSD15-17 
which officially identified the Middle Sierra Regional Planning Unit (Middle Sierra RPU). The 
Middle Sierra RPU, consisting of one local workforce development area, Mother Lode 
Workforce Development Area (Mother Lode WDA), includes Amador, Calaveras, Tuolumne, and 
Mariposa Counties. One of Mother Lode WDA’s partners, the Central Sierra Economic 
Development District (CSEDD), encompasses Mariposa, Tuolumne, Calaveras, and Alpine 
Counties. Mother Lode plans on working with the CSEDD though the economic development 
activities in Alpine County which is in the Capital Region Regional Planning Unit. 

 

ii. Regional partners and their role. 

 

At the regional level, the partnerships include, but are not limited to, the MLWDB, businesses, 

education, economic development, public agencies, organized labor, and community based 

organizations. These partners and stakeholders are identified in the MLC Memorandum of 

Understanding (MOU) included in the Local Plan and attachments to the Regional Plan. One of 

the main roles, of all the stakeholders and partners to the plan, is to improve on the customer 

centered design where career pathways and meaningful certifications are improved and 

consumers with barriers to employment have opportunities to move from entry-level, low- 

wage/low-skill employment to middle-skill/middle-wage employment throughout the Middle 

Sierra RPU and the State of California. This plan benefits all stakeholders and consumers alike 

while removing duplicative processes, streamlining services, and transforming the    workforce 

A.    Regional Partners Who Are Party to the Plan 
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service delivery system to maximize the intent of WIOA. 

Mother Lode Workforce Development Board 

The workforce development system within the Mother Lode RPU is a diverse partnership of 

subject matter experts and service providers committed toward a common goal – economic 

opportunity. The MLWDB and partner system is as diversified as its member counties which 

include Amador, Calaveras, Tuolumne, and Mariposa counties. 
 

Businesses 
 

The MLWDB includes owners of businesses, chief executives or operating officers of 

businesses, and other executives with optimum policymaking authority during the regional 

planning process. Key issues are an ongoing process in the Regional Plan and being directly 

addressed. Businesses that participated in the process include the following: Black Oak Casino 

Resort, Bettanini’s Custom Manufacturing, Mother Lode Internet, Volcano Communications 

Group, Delaware North Corporation, and Sonora Regional Medical Center. 
 

Education and Training Providers 
 

Partners include Adult Education Block Grant (AEBG), Community Colleges, Training Providers, 

and K-12 system. The Central Region Consortia of community colleges through its partner 

organization, Columbia College, are actively engaged with the Middle Sierra RPU partners and 

the MLWDB closely. Together, the MLWDB, Columbia College, and partners are developing 

integrated programs such as career pathways that lead to industry recognized credentials. The 

industry recognized credentials will be stackable and portable within the Middle Sierra RPU  

and RPUs statewide. The developing career pathways and stackable credentials will provide 

opportunities for the low-wage, low-skill workforce to move into the middle-wage, middle-skill 

occupations. This is in line with the State of California vision to produce a million new 

credentials and double the number of apprenticeships by 2027 and meet the needs of  

business and industry within Mother Lode WDA, Middle Sierra RPU, and RPUs statewide. The 

MLWDB sees the benefit of working together in broader regional initiatives as a catalyst for 

innovation and change, and to leverage and braid funding for broader and deeper results. 
 

Economic Development and Business Engagement 
 

The MLWDB, the CSEDD, the Valley Sierra Small Business Development Center (SBDC), and 

other local economic agencies, are hosting discussions with small and large businesses alike to 

determine their needs in the short- to long-term for potential activities. These discussions  

have already led to new integrated programs such as career pathways leading to industry 



Page 3 of 33  

recognized credentials for the difficult to serve and under-represented individuals within the 

RPU. Furthermore, the integrated programs also incorporate system alignment and 

accountability by ensuring Middle Sierra RPU and partners to develop career pathways and 

access multiple funding streams to ensure participant success. By meeting the needs of 

business and industry and blending and braiding additional funding within Mother Lode WDA 

and Middle Sierra RPU, the success of ongoing skills attainment and local economic growth 

have an opportunity to be self-sustaining. 
 

Public Agencies 
 

Elected officials, managers, and staff representing the Middle Sierra RPU have participated, 

and currently are participating, in regional planning discussions. Representatives from various 

county health, welfare, and correction agencies (Probation), State Department of 

Rehabilitation (DOR), Employment Development Department (EDD), and the Central California 

Workforce Collaborative (CCWC) are currently active in the process. 
 

The CWCC is well organized, connected and positioned as a regional partner in the San Joaquin 

Valley and surrounding areas, and involves eight local workforce investment areas including 

Stanislaus, San Joaquin, Tulare, Kings, Fresno, Madera, Merced and Kern, Inyo, Mono LWDAs. 

As a result of this collaboration, the MLWDB has contributed to several regional projects and 

activities including capacity building, business services, Green Jobs, Veteran services, and 

dislocated workers service projects. 
 

Organized Labor 
 

The region’s union partners joining the planning process were Amador County Public Works, 

SEIU Local 1021, UNITE HERE Local 19, Laborers Local 1130, and Tuolumne Superintendent of 

Schools. 
 

Amador County Public Works and Amador Parole and Probation have coordinated with the 

MLWDB to develop and implement a Work Experience and On-the-Job Training program that 

has the potential to grow into a pre-apprenticeship program or the first step on a career 

pathway difficult to serve individuals. 
 

Community Based Organizations 
 

CBO contributions to the planning process were minimal during the planning process; 

however, ongoing collaboration is developing. Currently, Mother Lode Job Training (MLJT) staff 

is on the board of the Amador Community College Foundation (ACCF) and is actively involved  

in   the   remote   access   for   Amador   County   residents   to   community   college  offerings. 
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Furthermore, Sonora Area Foundation and Amador Tuolumne County Action Agency will be 

invited to participate in future collaborations to increase access and inclusivity of 

disadvantaged populations within the Middle Sierra RPU. 
 

 

Economic Analysis Resources 
 

Due to the uniqueness of the Middle Sierra RPU, economic analysis resources were limited 
when analyzing the specific counties within the RPU. Additional analysis resources included 
counties with similar economic profiles. Furthermore, demand sectors included input from the 
partners that are party to the RPU plan; therefore, sectors were selected based on the 
analytical information, occupations that can be cross-sector valued, and partner input. The 
MLWDB believes this to be a more inclusive approach to defining the demand sectors within 
the Middle Sierra RPU. In-demand industry sectors and occupations were selected with regional 
data and the employment needs of the regional employers. The reports for regional economic 
analysis are attached to the Regional Report and include the following: 

 

 Regional Economic Analysis Profile, EDD LMID, April 2015: The Profile provides an 
analysis profile of the Eastern Sierra Economic Sub-Market. It includes the top 10 
industry clusters and occupations in the clusters. In addition, it includes new and 
replacement job openings for each industry cluster.

 

 Regional Planning Unit Summary: Middle Sierra, EDD LMID, September 2016: The 
Summary provides an economic and demographic analysis of the Middle Sierra RPU. It 
includes UI information, industry demand sub sectors (current and emergent), middle- 
skill/middle-wage occupations (including skill and knowledge requirements), and 
demographics.

 

 Labor Market Overview: Mother Lode Subregion, Center of Excellence, May 2016: The 
Overview and associated data provides an economic and demographic analysis and 5- 
year change of the Middle Sierra RPU. It includes UI information, industry demand sub 
sectors (current and emergent), middle-skill/middle-wage occupations (including skill 
and knowledge requirements), and demographics. Labor market and educational 
supply data compiled in this report derive from a variety of sources. Data were drawn 
from external sources, including the Economic Modeling Specialists, Inc., the California 
Community Colleges Chancellor’s Office Management Information Systems Data Mart, 
the National Center for Educational Statistics (NCES) Integrated Postsecondary 
Education Data System (IPEDS), the Bureau of Labor Statistics, and the MIT Calculator.

 

 Central Sierra Economic Development District 2017-2022 Comprehensive Economic 
Development Strategy, January 2017: The Strategy provides an economic and 
demographic SWOT analysis of the Central Sierra Economic Development District. It is 
an overall economic analysis of Alpine, Calaveras, Mariposa, and Tuolumne Counties.

B.    Regional Economic and Background Analysis 
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 Mother Lode Labor Force Analysis, Applied Development Economics, November 2013: 

This analysis represents a decisive stage in economic and workforce development 

planning for the region. Under the leadership of ADE, the report presents an analysis of 

the Mother Lode economy.

 
i. Regional analysis of economic conditions, existing and emerging in-demand industry sectors and 

occupations, and employment needs of employers. 

 

The Middle Sierra RPU has had a slow recovery from the Great Recession. Having relied largely 
on the retail and service sectors and lack of middle-skill and middle-wage jobs, the RPU has 
experienced decreasing population levels; however, the rate of decrease is expected to slow. 
There are a higher percentage of workers in the total labor force compared to five years ago. 
This equates to an unemployment rate change from 13% in 2011 to 6% in 2016. State-wide 
comparison is 11.5% and 5.2% respectively. The Middle Sierra RPU and its partners view this as 
an opportunity to align with the Governors Vision and State Plan to develop career pathways; 
build on credentials that are stackable and portable; and provide middle-skill and middle-wage 
jobs for the workforce. 

 

Existing in-demand industry sector concentration and employer needs study (including regional 
business input) comparing 2012 and 2016, provided by the EDD Labor Market Coordinator, 
shows the Middle Sierra RPU has higher levels of concentration of industry in the areas of 
Health Services; Construction; Leisure and Hospitality; and Trade, Transportation, and Utilities. 
Occupations and the employment needs of the employers include, but are not limited to, 
Registered Nurses/Medical Assistants, Contractors and Tradesmen. Additionally, industry 
valued credentials that are meaningful to the employers are needed along with the “Essential 
Skills” required to perform the duties of the occupation. These are listed in the following 
attachments: 

 

 Mother Lode Labor Force Analysis, Applied Development Economics

o Employment Projections by Major Industries 

 Labor Market Overview: Mother Lode Subregion, Center of Excellence

o Baseline Skills and Specialized Skills / Occupation and Required Education and/or On- 

the-Job Training 
 

The in-demand industry sector concentration and employment needs of the employer that 
show measurable economic growth for 2012 through 2022 include Health Services; Advanced 
Manufacturing; Construction, Leisure and Hospitality; and Fire, Water, and  Forestry  
Technology. The RPU partners have selected to prioritize these industry sectors under the 2017-
2020 Regional Workforce Development Plan. Occupations include, but not limited to, 
Registered Nurses/Medical Assistants, Machine Operators, First-Line Supervisors, Firefighters, 
and Water Operators. Additionally, industry valued credentials that are meaningful to the 
employers are needed along with the “Essential Skills” required to perform the duties of the 
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occupation. The decision to target these sectors was based on potential growth, business 
engagement, economic development engagement, and recent workforce development 
involvement with the industry sectors. These are listed in the following attachments: 

 

 Central Sierra Economic Development District 2017-2022 Comprehensive Economic 

Development Strategy

o Industry Growth 

 Labor Market Overview: Mother Lode Subregion, Center of Excellence

o Top 50 Occupations 2015 

 
ii. Knowledge and skills needed to meet regional employer’s needs including the in-demand 

industry sectors and occupations. 

 

While the five priority sectors chosen by Middle Sierra RPU focus on Health Services; Advanced 
Manufacturing; Construction; Leisure and Hospitality; and Fire, Water, and Forestry 
Technology; the uniqueness of the labor market and employment opportunities support a more 
inclusive “customer centered” design approach to business outreach and support, and training 
investments and placement that match customers to available jobs satisfying employer needs. 
The analytical information, occupations that can be cross-sector valued, and partner input 
outline an entire economic approach due to the broad spectrum of occupations. All of which 
has their own educational and skills needs. These are listed in the following attachments: 

 

 Regional Planning Unit Summary: Middle Sierra, EDD LMID

o Skills and Knowledge Requirements 

 Labor Market Overview: Mother Lode Subregion, Center of Excellence

o Baseline Skills and Specialized Skills / Occupation and Required Education and/or On- 

the-Job Training 
 

The most recent available projections of occupations in-demand by employers are for the 2012‐ 
2022 period. Occupational openings are broadly projected and provide opportunity to develop 
concentrations or groupings, especially with cross-valued occupations within multiple industry 
sectors. Information was verified by the experience and perspectives of the Middle Sierra RPU 
partners and consulting local labor market experts. On this basis, the majority of local demand 
and need will likely be addressed with the employers directly on an intensive level. 

 

The preparation necessary for the listed occupations includes, but not limited to, on‐the job 
training, incumbent worker training, customized training, transitional job training, work 
experience related to the occupations, pre-apprenticeship and apprenticeship training, 
provider-based training leading to an industry valued certificate or industry recognized 
credential, post‐ secondary vocational education, or an Associate’s or Bachelor’s Degree. 



Page 7 of 33  

Blending the above training with overall work preparedness and career pathway identification 
of on-ramps and off-ramps throughout the employment cycle, will ensure the successes of 
consumers, partners, and the regional economy overall. Additional opportunities exist by 
expanding basic literacy and numeracy skills, “Essential Skills” that include core competency 
skills, work readiness and work maturity skills, and business utility skills. 

 

The aforementioned skills include minimum requirements of businesses for language and math 
skills to 8th grade proficiency; understanding of basic computer/database operations; customer 
needs recognition and customer development; punctuality, team work, critical thinking; and 
overall understanding of the present and future business needs which includes the entire 
business cycle. Current career pathways can be improved upon based on feedback from the 
sector industries, employers, stakeholders, and partners. Future work will include additional 
economic analysis, stronger alignment with economic development, improvement of sector 
pathway programs, industry-valued and meaningful credentials, system accessibility and 
inclusiveness, job quality, benchmarking and tracking performance, and workforce system 
inclusiveness and collaboration. 

 

In its recent analysis of labor market data for the region, Center of Excellence reports that more 
than 594 average annual openings are projected between 2016 and 2021, of which 
approximately 507 annual openings would be replacement jobs. This is a clear indicator of the 
need to work closely with the regional employers to identify potential employees to replace the 
anticipated replacement workforce. However, MLJT has recently worked with an employer that 
is anticipating doubling its workforce as a direct result of the increased competitiveness due to 
an incumbent worker training program that is mentioned in the Local Plan. 

 

iii. Regional workforce analysis. 

 

Current Labor Force Data 
 

The following two charts from the EDD LMIDs September 2016 Regional Planning Unit Summary 
provide employment and unemployment and labor force participation data: 

 

 May 2016 May 2015 Change Percent 

Labor Market 64,750 65,650 -900 -1.4% 

Employed 61,220 61,350 -130 -0.2% 

Unemployed 3,530 4,280 -750 -17.5% 

Unemployment Rate 5.5% 6.5% -1.1% - 
 
 

Labor Force Participation Population Percentage 

Employed or in Armed Forces 56,531 43.0% 

Unemployed 9,146 7.0% 

Not in labor force 65,717 50.0% 

Total 131,394 100.0% 
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Native and Foreign Born Population Percentage 

Native 146,366 94.8% 

Foreign Born 8,007 5.2% 

Total 154,373 100.0% 
 
 

English Learners Population Percentage 

Speaks English Less Than “Very 
Well” 

3,953 2.7% 

Speaks English “Very Well” 8,228 5.5% 

Speaks Only English 136,129 91.8% 

Total 148,310 100.0% 
 
 

Veteran Status Population Percentage 

Male Veterans 15,955 95.1% 

Female Veterans 815 4.9% 

Total 16,770 100.0% 
 
 

Disability Status Population Percentage 

With Any Disability 26,758 18.3% 

No Disability 119,517 81.7% 

Total 146,275 100.0% 
 
 

Individuals with Barriers to Employment Total 

Ethnic Minorities 28,636 

Households with Cash Public Assistance or Food Stamps 6,292 

Population 18 and Over with Less Than a 9
th 

Grade Level Education 3,225 

Single Parent Households 8,458 

Speak English Less Than “Very Well” 3,953 

Youth Ages 10 to 24 23,458 

 
Middle Sierra RPU’s individuals with barriers to employment are diverse; however, there is 
opportunity to uniformly serve the individuals within the RPU. Areas in particular are the 
individuals with barriers to employment and the disabled population. The MLWDB intends to 
apply for Employment Network status to better serve these populations. The Middle Sierra RPU 
workforce system must be responsive to challenges faced by workers and those seekers to  
enter the workforce. 

 

Educational Attainment by Race and Age 
 

Information provided by Center of Excellence reports indicates that postsecondary educational 
attainment in the Mother Lode Subregion is lower than statewide and nationwide rates in every 
category  except  for  “some  college”  and  associate  degree.  Only  21%  of  the  region’s  adult 
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population holds a bachelor’s or graduate degree, compared to 30% statewide and 29% 
nationwide. Within the Mother Lode Subregion, 41% of the population has a high school 
diploma or less, which is similar to state (40%) and national (43%) rates. 

 

 

Hispanic educational attainment in the Mother Lode Subregion is lower than non-Hispanic 
educational attainment. Only 15% of the Hispanic population earned a college degree  
(associate degree or higher) compared to 31% of the non-Hispanic population. Conversely, 36% 
of the Hispanic population did not complete high school, compared to 9% of the non-Hispanic 
population. 

 

 

Labor Force Utilization 
 

Information provided by Applied Development Economics indicate, the Mother Lode RPU’s 
labor force, including those who are employed, is not being fully utilized. This discussion 
underscores the importance of a college degree even in Mother Lode RPU. Of the 70,196 
persons in the regional labor force, as indicated above, 35,337 were employed full-time and all- 
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year (i.e. 50.3 percent). The labor force utilization for persons who are White across all age 
categories is 52.7 percent (30,331 out of 57,602), and this rate rises by slightly over five 
percentage points to 57.9 percent (6,982 out of 12,045) when isolating on persons who are 
White and with at least a Bachelor’s degree. For Latinos, the college degree premium results in 
a nine percentage point increase, from the labor force utilization for all Latino across all ages 
(42.7 percent, or 3,225 out of 7,543) to Latinos of all ages with at least a Bachelor’s (52.1 
percent, or 277 out of 533). Even though this information is slightly dated, the data is valuable 
to understanding the on-going issue of labor force utilization. 

 

Labor Market Trend, Education and Skill Levels 
 

According to the Center of Excellence report, the Mother Lode Subregion population will 
decline 1% overall; however, the trajectory of unemployment and labor force participation 
continues to improve. The labor market trend and educational and skill levels of the workforce 
blends with the RPU and its partners plan very well (including individuals with barriers to 
employment). There is optimal opportunity to provide educational services and employment 
training to individuals that are ethnic minorities, households with cash public assistance, over  

18 years old and less than 9th grade education, and individuals with some college with and no 
degree. 

 

Labor Market Trends 
 

The EDD LMID report reveals the labor market trends in the RPU. The Middle Sierra RPU has 
defined a number of regional industry sectors that are significant components of the regional 
economic base. 

 

Major Industry Sector May 2016 May 2012 Change Percent Location 
Quotient 

Total All Industries 44,460 40,530 3,930 9.7% - 

Total Farm 500 472 28 5.9% 0.4 

Total Nonfarm 43,960 40,060 3,900 9.7% 1.0 

Mining and Logging 310 301 9 3.0% 4.6 

Construction 1,110 900 210 23.3% 0.6 

Manufacturing 2,090 2,020 70 3.5% 0.6 

Trade, Transportation and 6,680 5,780 900 15.6% 0.9 
Information 470 450 20 4.4% 0.4 

Financial Activities 1,000 1,050 -50 -4.8% 0.5 

Professional and Business 2,030 1,870 160 8.6% 0.3 

Educational and Health Services 6,200 5,530 670 12.1% 0.9 

Leisure and Hospitality 6,950 6,340 610 9.6% 1.4 

Other Services 1,240 1,020 220 21.6% 0.8 
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Direct discussion with partners, economic development, and key stakeholders, resulted in the 
Middle Sierra RPU focusing on Health Services; Advanced Manufacturing; Construction; Leisure 
and Hospitality; and Fire, Water, and Forestry Technology. 

 

Of the five sectors identified above, subsets of the Advanced Manufacturing and Health  
Services sectors indicated the highest growth potential. Printed circuit assembly and machine 
tool manufacturing have 71% and 42% growth, respectively, from 2016 to 2021. Free standing 
ambulatory health care and medical centers have 50% and 44% growth, respectively, for the 
same time period. Labor force demand is not only affected by new jobs growth, but also by 
changes in the labor force. As mentioned earlier, the replacement jobs are increasing in the 
Middle Sierra RPU and the requirements for the education and skill levels will be in greater 
demand. 

 

Educational and Skill Levels: 
 

The LMID Summary provides the following data on the educational attainment levels of Middle 
Sierra RPU residents: 

 

Educational Attainment Male Percentage Female Percentage 

Less than 9th grade 1,924 2.9% 1,301 2.1% 

9th to 12th grade, no diploma 6,313 9.5% 4,062 6.6% 

High school graduate (includes equivalency) 19,849 29.9% 16,521 26.9% 

Some college, no degree 20,513 30.9% 20,929 34.1% 

Associate's degree 5,653 8.5% 5,998 9.8% 

Bachelor's degree 8,367 12.6% 8,814 14.4% 

Graduate or professional degree 3,746 5.6% 3,758 6.1% 

Total 66,365 100.0% 61,383 100.0% 

 
The Middle Sierra RPU has a higher than the state average for earning a high school diploma or 
its equivalent. This opens up opportunities for which a high school diploma is required where 
advancement within the career pathway programs can be accelerated. Representatives of 
business, education and virtually every workforce stakeholder group agreed that a high school 
diploma is the initial credential for the majority of jobs and our population is in a great position 
to advance in the career path programs. 

 

However, the Hispanic educational attainment in the Mother Lode Subregion is lower than non- 
Hispanic educational attainment. Only 15% of the Hispanic population earned a college degree 
(associate degree or higher) compared to 31% of the non-Hispanic population. Conversely, 36% 
of the Hispanic population did not complete high school, compared to 9% of the non-Hispanic 
population. This has a direct impact on the earning potential of the individuals over their 
lifetime. 
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iv. Workforce development activities within the Region. 

 

The Middle Sierra RPU and partners have inventoried resources and plan to add additional 
assets to provide a comprehensive workforce development and training system. Removing 
duplication of services and providing streamlined services with the customer centered design 
will allow the workforce system to quickly respond to labor market needs and trends. 

 

Training resources are well developed and have been effective during WIA. With the additional 
work of WIOA and the State Plan, opportunity and innovation exist to provide a comprehensive 
workforce and economic development plan for sustainability. There is room for improvement 
regarding industry input and skills required, removing “red tape” to initialize contracts and 
training, direct involvement with economic development, and well thought-out career 
pathways. 

 

Regional Strengths, as identified by CSEDD below, for workforce development activities and 
capacity include: 

 

Abundance of Natural Resources 
 

There is an abundance of natural resources located in and around the region. Some of these 
include water, forest lands including logging, clean air, energy generation, and mineral 
extraction. This is in alignment with the Fire, Water, and Forestry Technology sector within the 
Middle Sierra RPU. 

 

Recreation & Tourism 
 

All four counties within the region are primarily rural in nature and consist of several recreation 
sites including Grover Hot Springs, Calaveras Big Trees, Columbia State Historic Park, Yosemite 
National Park, and four national forests providing recreational activities like camping, hunting, 
fishing, and skiing. Also located within the region is the Mark Twain Cabin which is a California 
Historical Landmark and is also where Mark Twain wrote the short story “The Celebrated 
Jumping Frog of Calaveras County,” and is still celebrated today in Calaveras County’s Fair and 
Jumping Frog Jubilee which has grown to over 45,000 attendees annually. The rich history and 
historic appeal is a vital aspect that brings tourists and visitors into the region. This is in 
alignment with the Leisure and Hospitality sector within the Middle Sierra RPU. 

 

Educational Resources 
 

The region has several different educational resources available close to or within the district. 
The first is UC Merced which is the newest University in California with a special mission to 
increase the number of high-school students attending college within its region. UC Merced 
serves as a major base for advanced research and focuses on sustainable design and 
construction. The second is the Innovation Lab and Maker Space located in Sonora. The 
Innovation Lab is a place where businesses and non-profits can intermix and exchange ideas to 
make their communities a better place. The Innovation  Lab  is equipped with  equipment    and 
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meeting spaces for businesses to be successful. This is in alignment with the all the targeted 
sectors including the Health sector and Advanced Manufacturing sector within the Middle  
Sierra RPU. 

 

Regional Weaknesses, as identified by CSEDD below, for workforce development activities and 
capacity include: 

 

Lack of Educated & Skilled Workforce 
 

In the community feedback, business owners and community members stated that one of the 
key barriers to economic development and reason for business failures is the lack of qualified, 
educated, and skilled workers. The region has experienced a teenage brain drain. Between  
2009 and 2014, the number of residents between the ages of 10 and 24 years old decreased by 
14 percent. In addition, between 2005 and 2014, the number of high-school graduates eligible 
for UC or CSU entrance was far below that of the California average. 

 

Shortage of Affordable Housing 
 

Throughout the entire region there is a lack of affordable housing with some counties far worse 
than others. This is leaving a shortage of available affordable homes for residents and the 
region’s workforce. In addition, due to the inadequate sewer and water infrastructure as well as 
local permitting and regulations, new housing developments are currently not being built. Local 
permitting requirements are also a large concern to local business owners who struggle to 
create or expand their operations. 

 

Local Zoning & Permitting 
 

In addition to hindering housing development, local permitting requirements are a huge 
concern to local business owners who struggle to create or expand their operations. The 
California State Code of Regulations coupled with local zoning and permitting regulations can 
sometimes place unnecessary cost burdens on local citizens. 

 

Aging & Inadequate Infrastructure 
 

Infrastructure within the region is either inadequate or aging. In some areas, the lack of water 
and sewer lines has hindered development. Furthermore, broadband infrastructure is not 
complete within the entire region. While some areas of the district have broadband access, 
some blocks or areas are without coverage. The region needs infrastructure improvement for a 
strong broadband backbone throughout the region. 

 

Distance to Markets 
 

The region is located geographically in an area with two main issues for transportation. First, 
there aren’t any large markets located within the region, and second, the majority of the  
district is connected by a series of high alpine highways reaching elevations of over 8,700   feet. 
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In many areas of the region, seasonal conditions cause main highways to be closed during the 
winter. The distance to markets also impacts the availability and speed of shipping. Throughout 
the region, one-day shipping is not available. 

 

Lack of Economic Diversity 
 

The region’s economic base is primarily dependent on tourism. While the many tourism 
opportunities is a great strength of the region, in the event of another recession or natural 
disaster, a decline in tourism may lead to a more significant impact on the region’s economy. 
Another industry sector that accounts for a large portion of the region’s economy is the 
healthcare industry. While the healthcare industry is currently strong, it requires a continued 
base of patients. The region has continued to see a declining population over the past decade, if 
this continues, it could have an impact on the region’s healthcare industry. A small number of 
economic base industries leave the region susceptible to both man-made and natural 
disruptions. 

 

Regional Workforce Development and Training Activities 
 

The MLWDB’s workforce development system complies with federal, state, and local policies, 
procedures, laws, regulations and directives. This system includes a regional network of 
American Job Centers of California (AJCCs) with basic and individualized career services, training 
services, and business services that support adults, dislocated workers, youth, and businesses. 
The MLWDB continues to collaborate with education, businesses, and training providers to 
develop and improve career pathway programs for job seekers. 

 

Businesses, in coordination with MLWDB, are a major trainer of workers. On-the-Job training, 
Incumbent Worker Training, and Work Experience leading to meaningful employment is 
essential to the success of the workforce development system. New partnerships with 
workforce development, education, economic development, and businesses are becoming 
more nimble to address the immediate needs of industries and companies. A specific example 
of this is the customized training program delivered in coordinated effort with MLJT and a local 
business. Employees received customized training which improved the businesses 
competitiveness within the industry. Additional employees are planned to be hired and 
development of a career pathway program for the Advanced Manufacturing sector is being 
identified. 

 

The community colleges, in coordination with the MLWDB, supports regional economic growth 
by facilitating development and expansion of college training and educational programs to  
meet the needs of regional businesses and industries. Recent work with Columbia College has 
resulted in developing a career pathway within the Fire, Water and Forestry Technology 
industry and Health Services sectors. MLWDB is working on past successes to develop  
additional career pathways in the Advanced Manufacturing; Leisure and Hospitality; and 
Construction industry sectors. 
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Adult education, in coordination with the MLWDB, provides training in a number of areas, both 
academic and vocational. Literacy and numeracy skills determination and services have been 
provided for several years. Opportunities will be explored to address the English-as-a-Second 
Language and high school completion and equivalency programs are offered by the system. On- 
ramps to career pathway programs will be integrated with target industries and demand jobs, 
including welding, construction skills, healthcare occupations, warehousing, food service and 
culinary occupations. 

 

Private postsecondary schools, in coordination with the MLWDB, have proven success in the 
delivery of training for in-demand entry-level jobs, such as truck driver, medical assistance and 
technicians for various industries. These schools continue to provide essential training within 
the community. 

 

Other providers, such as organized labor and CBOs, will provide future opportunity to develop 
training programs in conjunction with the workforce development system. 

 

Conversations with business, education, and local economic leaders in the Middle Sierra RPU 
have taken on a new approach. Health Services; Advanced Manufacturing; Construction;  
Leisure and Hospitality; and Fire, Water, and Forestry Technology all have differing levels of 
required skills and knowledge. The MLWDB, along with the partners, are continuously 
identifying the needs of the employers and the workforce to address skills gap, training, and 
education required for a productive and sustainable regional economy. This includes 
assessment, education, and training individuals with barriers to employment. 

 

v. Foreign born and limited English proficient individuals (specific counties) 

 

N/A 
 

 

The Middle Sierra RPU, economic development, businesses, and partners are taking past 
practices and developing them into regional sector pathway programs. Meeting the needs of 
businesses, preparing the workforce for employment, and coordinating funding and services is  
a huge undertaking. The MLWDB has an advantage as the local area is its  own  RPU. The 
MLWDB has been focused on target sectors in the past; however, the coordination with 
partners and development of sector pathways, envisioned by the State Plan, brings the past 
experience into full regional workforce development system integration and sustained 
economic development. 

 

Transitioning the past workforce system practices and combining them with  partners’ vision 
and initial work into a more structured process will require goals, strategies, and objectives for 
working with business to assess regional industry workforce needs and translate these needs 
into content for training and services to prepare candidates for jobs. A formal process will be 
developed to incorporate current collaboration efforts for regional sector pathways. 

C.    Regional Sector Pathways 
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The MLWDB has long been a supporter of career pathways as a method through which workers 
can move up the career ladder by completing short‐term certificate training programs that lead 
to credentials and upward mobility in their career of choice. This laddering effect, over time, 
produces a better trained and qualified workforce for local employers, as well as higher wages 
for employees, which, in turn, creates a positive economic impact on local communities and the 
state as a whole. 

 

i. Reginal assessment of industry workforce needs. 

 
During the planning process, industry was engaged in discussions primarily through regular 

contact with regional businesses, economic development meetings, and chamber of commerce 

events. The dates and times of these sessions are not included as attachments to the Regional 

Plan because the engagement took place through regular contact of the MLWDB and MLJT 

staff. During informal meetings with employers and other partners, the MLWDB explains the 

concept of sector partnerships and career pathways while providing WIOA services. 

Engagement of employers about their industries, training needs, skill gaps, and what future 

needs continue to be at the forefront these conversations. The information gathered during 

these meetings is used to form industry partnerships and build the short‐term trainings, 

resulting in certificates and credentials in sector industries. 

 
Employers expect solid communication skills (reading, writing, and computer literacy), problem‐ 

solving skills (critical/analytical thinking, locating information, and adaptability to change), 

workplace integrity skills (attendance, dependability, and honesty), and workplace effectiveness 

skills (motivation, accepts supervision, time management, and teamwork). The MLWDB refers 

these as “Essential Skills.” Additionally, employers indicated a need for employees with 

leadership/management potential, a need that will increase given the number of retirements 

looming over the course of the next five to ten years. 

 
The MLWDB intends to increase the engagement of local businesses to determine their hiring 

and training needs. Additional information may be gathered using an online survey and 

companies can asked a series of questions about their current workforce, their anticipated 

workforce needs in the next 12‐18 months, and general questions regarding the employer’s 

impression about the area’s available workforce and training needs. The information gathered 

can give the MLWDB and its partners a snapshot of current employer needs, but also shed 

some light on broader issues that may affect the quality of the available labor force. 

 
The MLWDB will use employer focus groups to review credentials in terms of value; discuss 

industry needs for skills in various classifications; identify new classifications as the current 

workforce  “ages  out;”  review  new  and  existing  career  pathway  programs;  and  review    of 
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regional sector pathway program content. This information will be shared with all partners to 

enhanced efforts to align private sector employment needs and educational opportunities. 

 
ii. Determination of existing training and education programs in the region meeting 

industry’s workforce needs. 

 
Existing training and educations programs will be determined if they are meeting industries 

workforce needs by regional partners and industry leaders. Training and education programs 

always been evaluated for success and usefulness through performance measures. However, 

including the feedback loop with regional partners and stakeholders will improve the economic 

sustainability. This will be accomplished by implementing the processes mentioned above. The 

regional sector training has been recently focused on formula funds and special project funding. 

Projects focused on occupations within the advanced manufacturing, health services,  fire, 

water and forestry technology, and leisure and hospitality. 

 
The Middle Sierra RPU and partners are working to streamline training curriculum, while 

ensuring that it meets the skill requirements of industry. Feedback from employers  and  

industry leaders will be critical for ensuring training programs are appropriate; credentials 

earned are industry valued, stackable, and portable; and the training is meeting the needs of 

the employers. Any deficiencies will be addressed and partners will build on “lessons learned” 

to make any changes to the workforce development system. The key to success is partner buy- 

in and willingness to apply feedback from the employers and industry leaders. Promotion of a 

win/win result for employers and partners will encourage collaboration. The Middle Sierra RPU 

is currently working on scheduling regular meetings and developing an action plan with 

feedback forms to resolved deficiencies. 

 
iii. Existing career pathway programs and industry sector needs. 

 
The MLWDB has identified the following industry sectors as the primary targets for 

partnership development supporting business growth and employment opportunities: 
 

 Health Services 

 Advanced Manufacturing 

 Construction 

 Leisure and Hospitality 
 Fire, Water, and Forestry Technology 

 

These sectors were chosen after a review by MLWDB of available labor market information, 

the community college, local economic development organizations, chambers of    commerce, 
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and local elected officials. Consideration was given to the characteristics each sector, including 

size, concentration and growth, investments in the local economy by businesses and 

organizations, existing and potential businesses and organizations in complimentary clusters, 

and area demographics. 
 

Existing Career Pathway Development 
 

Demand-driven, career pathway programs have been under development throughout the 

region. While there have been various levels of industry engagement on these programs, all 

reflect the skills required by business. Under the planned industry engagement, these 

programs will be presented for further review to determine if they remain up to date and their 

suitability as regional pathway programs. 
 

Advanced Manufacturing 
 

Application of sector strategies for a local custom manufacturing business incumbent worker 
training was recently provided by MLJT. The local business needed critical training for current 
employees on a new manufacturing system in order to remain competitive in the industry. In 
conjunction with MLJT and the business, the employees were able to not only retain 
employment, but improve their marketability and value to the business. As the business 
workforce increased the upward mobility within the advanced manufacturing industry, the local 
business is now in a position to double its workforce and company. CSEDD, MLWDB, and 
Columbia College are in discussions to expand on this and provide a career pathway program 
for several businesses and duplicate this process across all in-demand sectors. 

 

Construction 
 

Through the current application of sector strategies within the construction sector a Women in 
Construction training is being provided as a career pathway for a targeted cohort. There are 
several partners holding collaboration meetings MLJT and partners came together during our 
collaboration meetings held at Greater Valley Conservation Corps (GVCC). Partners include, 
GVCC, Tuolumne County Superintendent of Schools (TCSOS), Northern California Carpenters 
Training Center (NCCTC), Tuolumne County Probation (TCP), MLJT, Tradeswomen, Inc., San 
Francisco Public Utilities Commission (SFPUC), Infant Child Enrichment Services Inc. (ICES), 
Tuolumne County Department of Social Services, Laborers Local 1130, and multiple contractors. 

 

The participants will be trained in hands-on carpentry, soft skills, and math; furthermore, 
participants will have 2 weeks of Laborers training in OSHA 10; First Aid/CPR; Confined Space; 
Traffic Control, & Flagging certifications; 3 weeks of training in Carpentry skills in Storm Water 
Pollution Prevention Plan; and Air Power Tools. The plan is to place graduates in jobs related to 
the Hetchy Capital Improvement Projects (HCIP) or local construction jobs. The participants will 
be offered entry into apprenticeship if they are determined eligible. 
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. 
 

Fire, Water, and Forestry Technology 
 

Through the current application of sector strategies such as the Water Resource Management 
outreach, the local area is able to apply similar career pathway developments to other 
programs. One recent example of how the board facilitates the development of career 
pathways and co-enrollment can be found under funding received via Workforce Accelerator 
Fund (WAF). Under WAF Regional Water Program (RWP), the region worked on an application 
for funding that resulted in MLJT receiving funding to provide Water Resource Management 
training to individuals and individuals with barriers to employment. 

 

For this initiative, MLJT worked with local water associations and Columbia College to identify 
labor needs and career pathways. MLJT worked with Columbia College to identify curriculum 
appropriate for Operator Certification. The training currently is being provided by Columbia 
College and participants are earning Operator certificate that opens the door to career 
pathways within the Water Resource Management field and possibly apprenticeship programs 
statewide. Participants continue to work with MLJT, post credentialing, to ensure long-term 
placement into unsubsidized employment. These placements have promising potential to 
provide a middle-wage and upward mobility into the middle class. 

 

Participants in the Operator training are also enrolled in WIOA and received additional 
employment assistance where necessary. The Regional Water Program is a prime example of a 
region coming together with sector and training partners while aligning systems to integrate 
services using braided funding. Furthermore, the RWP partnership provided industry  
recognized certificates that are portable and stackable in sector career pathways. Lastly, the 
ability to continue to offer the RWP career pathway now exists within the region where it did 
not previously. Therefore, the partnership enhanced the capacity of the system to meet future 
industry needs. 

 

Health Services 
 

The MLWDB is currently training individuals in the medical field. Collaboration with MiWuk 

Medical Clinic in Tuolumne County for “earn and learn” opportunities is under development. 

These entry-level positions are the first step on the in-demand sector industries career 

pathway. This is in response to emerging needs in the growing health sector. Individuals seek 

additional training, identified by clear on-ramps and off-ramps of the career pathway 

programs, the attainment of “stackable credentials” builds on workers’ knowledge and 

qualifying them for higher-skilled and higher-paying jobs. MLWDB continues to train 

individuals in C.N.A., Phlebotomy, Pharmacy Tech training, Medical Assistant, Medical 

Administration and EMT. The intention of MLWDB and the regional partners is to build on 

these trainings and clearly define the career pathway programs. 
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Leisure and Hospitality 
 

Career pathway development in the leisure and hospitality sector is challenging; however 

regional partners have collaborated with MLWDB on this sector. Columbia College provides 

Culinary and Hospitality training to individuals that resulted in Restaurant Chef and Bus Driver 

positions at Black Oak Casino. Additional collaborations with Merced College and Black Oak 

Casino resulted in an accelerated version of their “Customer Service Academy” training  

leading to a nationally recognized “Hospitality Gold Certificate” for the Retail Hospitality and 

Tourism Sector. 
 

iv. Adjustments to further develop career pathway programs that meet regional 

industry needs. 

 

To further develop career pathway programs that meet regional industry needs, the MLWDB is 
implementing strategies to recommend and implement adjustments with input from economic 
development agencies, industry, and faculty partners. The key component to the success of the 
career pathway model is communication. Understanding the sender, message, channel, 
receiver, and feedback, is critical to effective communication. Conversations regarding 
assistance with recruitment services and provision of incentives to offset the cost of training 
new workers through expanded on‐the‐job training and customized training programs is critical 
to successful development of the career pathway programs. The MLWDB is also adopting 
strategies to encourage emerging workers, those in transition and those returning to the 
workforce, to explore new on-ramps to career pathways that will increase their 
competitiveness. Current work, mentioned above, is the foundation on which the structured 
regional industry engagement process will be completed. 

 

 

Included in this regional plan is the required information about the status of industry-valued  
and recognized credentials with a description of the processes that were used by industry to 
determine their value. The MLWDB and partners reviewed the briefs from the National Skills 
Coalition that evaluate several states’ policies on post-secondary stackable post-secondary 
credentials (exhibit 1) and the California Workforce Development Board’s policy statement on 
Credentialing Framework (exhibit 2). These include requirements that credits earned in 
certificate and associate degree programs be accepted at the next level of education as well as 
policies that provide funding to support stackable credentials at the post-secondary level. The 
MLWDB and partners want to build upon the recent work with industry leaders as to which 
content of various programs and courses would be beneficial and valued. Standardization has 
not been developed yet for the process to review, rank, and determine the credential value for 
industry. 

 

Determining industry-valued and recognized credentials that are stackable and portable is at 
the  forefront  of  many businesses,  industry  leaders,  and  system  stakeholders. Meetings and 

D.   Required Content on Industry-Valued Post-Secondary Credential Attainment 
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conversations have begun and the issue has been a central topic during the process leading to 
the development of the Regional Plan. While credentials are being earned and individuals with 
these credentials are being hired in the fields for which they trained, the value of credentials for 
these employers has not been fully determined. Current and future work is described below on 
stakeholder and partner determination of credentials. 

 

i. Determination of industry-valued and recognized postsecondary credentials. 

 

The MLWDB is following the State Plan and state-issued planning guidance to shape the 
information gathering process. The MLWDB participates in and conducts a number of regular 
activities to ensure that WIOA‐eligible participants have the skill sets required by high‐demand 
industries, as well as other employers throughout the region. Chief among these activities is 
regular surveying of businesses throughout the LWDA to determine what their short‐ and long‐ 
term hiring outlooks are and if there are positions that are either difficult to fill or are 
experiencing higher‐than‐normal turnover due to skill gaps or deficiencies. 

 

Credential Discussion with Industry and Stakeholders 
 

Informal discussions have taken place with industry leaders and stakeholders. Future forms 
with representatives of target industry businesses, economic development, chambers of 
commerce and individuals from education and workforce development that deal directly with 
business. The forms will be directed at providing definitions of industry-valued, stackable, and 
portable credentials and certifications. Once the definitions are clearly defined, information 
gathering on industry-valued credentials that currently exist can be reviewed, ranked, and 
determined will be the starting point. Two criteria will be reviewed to determine which 
credentials are essential and which credentials are optional. Jobs such as truck drivers require 
licensure and RNs require an Associate’s Degree and successful state examination. For other 
jobs certificates may be required, but they were valued inconsistently. Skills and certification, 
such as “earn and learn” would be valued by businesses due to the integration of skills and 
competency to specific job requirements and duties. 

 

Industry-Led Planning on Post-Secondary Credentials 
 

An advisory group will be identified to implement a structured process for engagement with 
business on credentialing, which will also serve as a means to discuss key content issues for 
regional sector pathway programs. The advisory group will review, rank, and determine the 
value of credentials; review existing credentials awarded in the region; identify characteristics 
of credentials desirable to the industry; include a feedback channel to ensure value over time; 
and structure regional sector pathways programs with credential attainment. 
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ii. Current industry-valued and recognized postsecondary credentials being 

emphasized in the regional plan and relevance in subsequent years. 

 

Current Industry-Valued and Recognized Postsecondary Credentials 
 

The MLWDB has long been a supporter of career pathways as a method through which workers 
can move up the career ladder by completing short‐term certificate training programs that lead 
to credentials and upward mobility in their career of choice. This laddering effect, over time, 
produces a better trained and qualified workforce for local employers, as well as higher wages 
for employees, which, in turn, creates a positive economic impact on local communities and the 
state as a whole. As indicated, the partners have not reached a point in the planning process 
where any specific credential is being officially deemed “industry-valued and recognized.” 
Presumably, required licenses and degrees will make their way onto this list, but the partners 
will complete the planned industry engagement meetings described above prior to identifying 
the list of credentials. 

 

iii. Determination method that the relevant credentials are actually industry valued. 

 

In conjunction with the process described above, the MLWDB, its partners, and industry leaders 
will expand the use of employer focus and advisory groups to identify job skill needs in the 
driver industries and demand occupations in the Middle Sierra RPU. 

 

iv. Identify the relevant training and education providers providing the credentials. 

 

Section B, Item IV of this Regional Plan provides a description of the providers of training and 
education programs throughout the Middle Sierra RPU. Given the focus of the Regional Plan on 
middle-skill jobs, which include entry-level employment with a path to middle-skill jobs, the 
community colleges and adult schools will likely be the providers of training for most 
credentials. 

 

The MLWDB and its training and education providers will expand the use of employer focus 
groups and relevant analysis profiles to identify industry valued and recognized credentials in 
the driver industries and demand occupations in the Mother Lode Consortia. 

 

v. Regional goals and tracking attainment of industry recognized. 

 

A workgroup of partners in the RPU will be developed to establish regional goals and tracking 
attainment of industry recognized credentials produced in the Middle Sierra RPU. The State 
target of a million industry-recognized credentials over the next ten years applies to the entire 
system including community, colleges, adult schools, 4-year institutions, registered 
apprenticeships, and others. 

 

The regional planning partners will establish regional goals based on the MLJT performance 
goals for credential rate. With the lack of a unified tracking system, MLJT and its planning 
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partners will track credentials via separate data bases. With MLJT as its own regional planning 
unit, this task should be relatively easy. 

 

 

Access, inclusion, and integration are three elements addressed aggressively in the strategies 
outlined in the MLWDB Local Plan. The strategies include: 

 

 Re‐focus Workforce Development Board on identification and resolution of workforce 

opportunities.

 Ensure a service balance between job seekers and employers by developing and 

fostering employer and business services relationships.

 Work collaboratively with economic development agencies and business alliances in 

each county.
 

Each of these has a series of implementation objectives that are planned and carried out at the 
local level. The full scope of these activities can be found in the MLWDB Local Plan (Exhibit 6). 

 

As the administrator of multiple employment and training programs, MLJT is uniquely 
positioned to not only convene stakeholders, but to direct activity internally to ensure 
customers have the right level of assistance at the right time, to enforce co‐ 
enrollment/coordination when appropriate to the needs of the customer, protect customers 
from service lapses, and reduce service duplication. The Middle Sierra RPU workforce system 
ensures services are accessible to all job seekers, including those with barriers to employment. 
Coordinating these efforts with partner activities via Management and Business Service Team’s 
efforts will also allow for a broad and universal approach to customer service. 

 

i. Regional planning outreach efforts to individuals from target populations. 

 

The MLWDB will be working with core programs to further integrate customer intake and 
promote co‐ enrollment to ensure the best leveraging of resources. Full service integration will 
require system and policy changes, but there are many activities occurring at the local level that 
will not only expand access, but improve the schedule of services and referral process for 
customers: 

 

 Provide WIOA/Job Center orientations throughout the workforce 

development area. 

 Develop more specific referral procedures for specific populations that face 

multiple barriers to employment. 

 Educate post‐secondary education financial aid offices on the training 

assistance available under WIOA and partner programs. 

E.    Required Content on Accessibility and Inclusivity 



Page 24 of 33  

 Update the local www.MLJT.org website to include more robust program 

information and contact information, including information on the value of 

credentials and career pathways. 

 Review participant release options so that partners can discuss service 

delivery and employment plans of individual customers and avoid service 

duplication. 

 In regard to adult basic skills/adult literacy customers, MLWDB will also 

pursue co‐ enrollment between Title I and Title 2 programs. Depending on 

eligibility, this could also include other programs. 

 Hold a One‐Stop partner in‐service to expand understanding of programs and 

eligibility criteria 

 

Future stakeholder outreach and meetings (including outreach to CBOs) will be held to discuss 
workforce issues. Discussions will include opportunities for improvement and increasing system 
accessibility for individuals with limited English proficiency, the re-entry population, persons 
with disabilities, out of school and/or disconnected and foster youth, and others from high  
need and historically disadvantaged communities. Issues such as need for English  language 
skills training, value of work-based learning, career exploration via career pathways, and 
“Essential Skills” needed for employment will be discussed and integrated in the comprehensive 
service delivery. Additional work will include defining career pathways as a combination of 
education, training and employer needs; State Plan inclusion of enabling upward mobility for all 
Californians; workforce and training resources and defining to cover foundational skills, 
academic skills, job skills and “Essential Skills;” State Plan’s direction on of credentials that are 
stackable, portable and industry valued; and system accessibility for populations likely to face 
one or more barriers employment. 

 

ii. AEBG consortia participation in the WIOA regional planning process. 

 

There are four AEGB consortia, representing 44 distinct education agencies, linked to  the 
Middle Sierra RPU. Some of the districts and institutions within these consortia lie outside the 
RPU, their boundaries stretching into adjacent workforce regions. The consortia aligned to the 
regions are: Yosemite (Stanislaus Mother Lode) Consortium, Delta Sierra Regional Alliance (San 
Joaquin Delta), Capital Adult Education Regional Consortium, and Gateway Adult Education 
Network 

 

Leadership from some of the AEBG consortia participated in the regional planning process. 
Future planning will involve all the consortia members for input on the capacity of the adult 
education system to provide vital training for English language learners and job seekers needing 
basic skills remediation and support to earn a high school diploma or equivalency. Future 
participation will address the capacity to provide skills training for high-demand sectors 
including fire, water, and forestry technology; health services; leisure and hospitality; and 
manufacturing. 

http://www.mljt.org/
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iii. Analysis of the need for basic skills education in the RPU. 

 

Data available for the Middle Sierra RPU indicates that 2.7% of residents speak English “less 
than very well.” In addition, data indicates that 5% of the adult population has less than a 9th 

grade education with an additional 16.1% that have an education levels between 9th and 12th 

grade but no diploma. Together these numbers suggest that there is a need for services. An 
opportunity exists to blend and braid partner resources to participate effectively in career 
pathway training and in the workplace. 

 

The region is home to a few of ethnic groups. Non-Hispanic whites accounted for just 11.3% 
region’s population, and Latinos were the largest minority group. With regard to languages 
spoken in the Middle Sierra RPU, Spanish and Punjabi is the most common language after 
English. 

 

There are several opportunities for building basic skills into vocational training programs and 

work-based learning models. The MLWDB intends to build on the vocational training in 

conjunction with work-based learning. A list of basic skills providers will be made available to 

individuals needing basic skills remediation. However, employers expect solid “essential skills” 

such as communication skills (reading, writing, and computer literacy), problem‐solving skills 

(critical/analytical thinking, locating information, and adaptability to change), workplace 

integrity skills (attendance, dependability, and honesty), and workplace effectiveness skills 

(motivation, accepts supervision, time management, and teamwork). This opportunity expands 

on the basic skills with workplace skills to fully engage the needs of local, regional, and state- 

wide employers. 

 
The MLWDB intends to increase the engagement of local businesses to determine their hiring 

and training needs. Additional information may be gathered using an online survey and 

companies can ask a series of questions about their current workforce, their anticipated 

workforce needs in the next 12‐18 months, and general questions regarding the employer’s 

impression about the area’s available workforce and training needs. The information gathered 

can give the MLWDB and its partners a snapshot of current employer needs, but also shed  

some light on broader issues that may affect the quality of the available labor force. New and 

existing career pathway programs can be assessed for options to effectively integrate basic  

skills training into pathway programs. 
 

iv. Regional sector pathways and basic skills integration with members who have 

limited English proficiency. 

 

Basic skills education inclusion with individuals who have limited English proficiency (LEP) is an 
essential component for entry into the sector pathway programs. Although, the percentage of 
individuals that speak English less than “Very Well” is relatively low in the RPU, the opportunity 
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to target outreach to LEP population is evident. Analysis of the educational attainment by race 
and age indicates lower educational attainment for Hispanic population. The Middle Sierra RPU 
will be able to identify LEP adults and integrate English education and workforce development 
services to provide additional support while in the regional sector career pathway programs. 
Opportunities exist to increase outreach, identify additional strategies, and expand career 
pathway programs. 

 

i. Streamlining and coordination of intake, assessment, and referrals for individuals 

needing basic skills remediation. 

 

Coordination and streamlining efforts for intake, assessment, and referrals of individuals 
needing basic skills remediation is under development. The MLWDB, through WIA, ensured that 
basic skills remediation services were delivered and participants were successful. This serves as 
a starting point for regional discussion on a uniform approach to intake, assessment,  and 
referral for basic skills remediation. Regional efforts to coordinate service providers and 
partners to have a standardized process across the RPU will ensure basic skills training referrals 
for those needing these services to accelerate their participation in vocational skills and work 
readiness training. Duplicative services will be addressed and common assessments and forms 
evaluated for effectiveness to remove barriers for inclusion in the sector career pathway 
programs. 

 

ii. Program and physical accessibility for individuals with disabilities in regional sector 

pathway programs. 

 

The Middle Sierra RPU and partners ensure program and physical accessibility through federal, 
State, and local policies, procedures, laws, regulations, and directives. All workforce system 
partners (MLWDB, community colleges, AEBG institutions, etc.) are subject to federal 
requirements under the American’s with Disabilities Act and provisions of the California Civil 
code ensuring access for persons with disabilities. This applies throughout the workforce  
service delivery system. However, additional inclusiveness is under development within the 
Middle Sierra RPU. As mentioned before, opportunity and innovation exists to provide 
additional services (including regional sector pathway programs) to individuals with disabilities. 
MLJT staff intends to present to the MLWDB the application to become an Employment 
Network (EN). The EN status will provide opportunity to secure funding to provide a Disability 
Resource Coordinator (DRC). The DRC coordinates training and education for staff, organizes 
and facilitates collaborations with local, state, and federal agencies, as well as, non-local areas 
and organizations. The DRC develops strategies to create systemic change to improve 
employment outcomes for people with disabilities. This will allow the MLWDB to expand 
program, physical, and inclusivity access to all services including sector pathway programs for 
individuals with disabilities. 
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iii. TANF/CALWORKS in regional sector pathway programs. 

 

The MLWDB works closely with its county welfare agencies and has collaborated with them in 
the past. TANF/CalWORKS participants have successfully completed programs under WIA and 
MLWDB anticipates this success to continue under the regional sector career pathway 
programs. The local and regional economic conditions have opportunity for the entire Middle 
Sierra RPU demographic group. As the career pathways fully develop, opportunity to enter the 
job market and start on the career pathway will increase. Career pathways for TANF/CalWORKS 
will be the initial step (based on assessment) to entry-level jobs within the in-demand sectors. 
This will lead to middle-skill and middle-wage jobs and contribute to economic sustainability for 
the region. Additional collaboration will be undertaken to ensure uniform outreach, blending 
and braiding of funding, co-case management, and removal of duplicative services to ensure 
success of TANF/CalWORKS participants. 

 

iv. RPU collaboration and supportive services provided to individuals (including 

individuals with barriers to employment), enrolled in regional sector pathways 

programs, to ensure program completion. 

 

The Middle Sierra RPU and partners are committed to ensuring individuals (including individuals 
with barriers to employment), that are enrolled in regional sector pathways programs, are 
program completers and successful while on the career pathway program. Supportive services 
are available to support every participant’s completion of their service plan and the need is 
evaluated prior to enrollment. This includes the regional sector career pathway programs. 
Support services are managed and delivered by MLJT; however, other funding sources of 
supportive services are to be exhausted prior to using formula funding. Collaboration with the 
regional partners to follow supportive service policies and procedures to participants enrolled  
in sector career pathway programs. The regional partners have an opportunity to align 
workforce system requirements, blending of funding, and providing services to ensure success 
of the participant while in the career pathway program. Not all participants will have the same 
needs including individuals with barriers to employment. Varying levels of service, based on 
assessment, will have a direct impact on the success of the participant in the career pathway 
program. Monitoring the progress of individuals (including individuals with barriers to success)  
is assigned to case managers and additional resources can be provided to overcome issues as 
they arise. 

 

v. CBOs and service integration for individuals with barriers to employment within 
sector pathway programs. 

 

Community based organizations (CBO) have worked with the MLWDB on a limited scale. It is  
the intention to actively involve the CBOs on a more frequent basis. There are multiple 
opportunities to integrate service delivery for individuals with barriers to employment locally 
and regionally. Outreach is planned for the upcoming program year and coordinated program 
development and service delivery for target populations will be developed for sector pathway 
programs.    Integrated  opportunities  may  include  specialized  career  pathway development, 
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CBOs as on-ramps to the workforce system, on-site orientations to services, and local service 
delivery. 

 

vi. Retention of individuals in career pathways. 
 

The MLWDB and its partners will use a wide range of services to retain individuals  while 
engaged in career pathway programs. These services include, but are not limited to, basic skills 
education, occupational skills training, supportive services, referrals to jobs, and follow-up. It is 
the intention to keep in contact with individuals during and after their in-program services to 
aid in attaining a livable wage job. Help with identifying skills or certifications for advancement 
into middle-skill and middle-wage jobs will incorporate on-ramps and off-ramps utilized by 
partners to maximize the success of the individual. This also includes consumers who are 
entering the job market for the first time. Entry-level jobs will serve as an initial step in the 
career pathway to better opportunities that will become available with experience and the 
acquisition of more advanced career recognized skills and knowledge. 

 

As mentioned above, individuals with a clear career pathway will have short-term and long- 
term goals with multiple on-ramps and off-ramps. While achieving specific levels of success, 
individuals can remain connected to the workforce delivery system through additional services 
or incentives. Additional training and services as identified by the developing career pathways 
can be offered and promoted to alumni of the program. During WIA, it was difficult to retain 
contact with individuals after they secured a job; however, providing incentives, additional 
services, and clear career pathway knowledge will increase the retention of the alumni and 
drive success toward middle-skills, middle-wages, and career goals. A goal of the Middle Sierra 
RPU and its partners is to promote and educate individuals on career pathway opportunities for 
upskilling and earning stackable and portable industry recognized and valued credentials. 

 

 

Job quality and upward mobility are key components of an entry-level job that has a clear  
career pathway. The entry-level job and career pathway will incorporate on-ramps and off- 
ramps that are provided by workforce system partners to establish a sustainable workforce to 
businesses large and small. The strategy of the RPU’s workforce system with respect to job 
quality is directly connected to the region’s emphasis on high-demand sectors. These sectors 
have the greatest likelihood of offering career advancement leading to upward mobility and the 
middle class; furthermore, companies in these sectors have the capability to grow and expand, 
rather than just surviving in the RPU. MLWDB is engaging all workforce partners in the RPU to 
address the entry-level, middle-skill and middle-wage pathway associated with jobs in priority 
sectors. In addition, the regional partners have identified incumbent worker training strategies 
with great potential to be replicated throughout the Middle Sierra RPU, likely in partnership 
with the community college. 

F. Job Quality 
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i. Projected earnings of the regional sector pathway occupations. 

 

Occupations in the career pathway programs for targeted sectors that will be implemented 
within the Middle Sierra RPU have not been fully developed; however, analyses of occupations 
that may be relevant are as follows: 

 

 Forest and Conservation Technicians - $13.05 entry level; $15.36 experienced

 Construction Labor - $11.08 entry level; $14.22 experienced

 Medical Assistance - $10.75 entry level; $16.06 experienced

 Firefighter - $16.17 entry level; $20.44 experienced

 Industrial Machinery mechanics - $17.23 entry level; $23.00 experienced

 

These are listed in the following attachment: 
 

 Labor Market Overview: Mother Lode Subregion, Center of Excellence

o Occupation Wage Tables 
 

As the career pathways development and data tracking systems are coordinated between 
partners, data will become more precise on these findings. However, by focusing on middle-skill 
and middle-wage occupations within the in-demand sectors, will move consumers from the 
low-wage jobs with no clear advancement opportunities. 

 

ii. Median wage in the relevant RPU. 

 
Median Household Income by County Median Household Income 

Amador $52,964 

Calaveras $54,936 

Mariposa $50,560 

Tuolumne $48,493 
 
 

This information is not drilled down sufficiently to the level necessary to determine if these 
households have one or multiple income earners. Assuming that a household had two wages 
earners, the median wage for one earner would be approximately $25,000, which is  
comparable to entry level wages for many occupations associated with the region’s target 
industries mentioned above. 

 

iii. Prioritization of jobs with good wages and benefits including disadvantaged 

populations and populations with barriers to employment. 

 

The MLWDB, partners, and employers are currently prioritizing training and employment 
preparation activities leading to jobs in high-growth and other in-demand industries. Quality 
jobs include career paths to middle-skill and middle-wage jobs, which have entry-level 
employment opportunities that serve as on-ramps within the workforce system. 
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Job quality is as diverse as our demographics. Ensuring that consumers are seamlessly 
integrated into the customer centered design, MLJT, businesses, and partners work closely 
together while representing disadvantaged populations and individuals with barriers to 
employment. Several career services are provided and funding streams are coordinated to 
determine which entry-level jobs have the potential for a self-sufficiency wage. Characteristics 
of a quality job include use of skills; compensation; flexibility; professional development, and 
personal values. 

 

The MLWDB has been working with all the workforce stakeholders and partners for many   
years. The opportunity is to take these relationships to the innovation phase to capitalize on the 
development of career pathways that offer good wages and career opportunities. Employers 
with such companies are the most demanding on selecting employees with experience,  
training, credentials, and skills. By providing training, coordinated with employers, and active 
involvement with economic development, relevant career pathways with industry valued 
credentials will position workers for advancement to higher paying jobs. 

 

iv. Incumbent worker training strategies to ensure progression along career pathways. 

 

The MLWDB has implemented policies and procedures that foster the incumbent worker 
training strategy and will incorporate career pathways for in-demand sectors. Currently, the 
incumbent worker policy is being updated to be more in line with the State and federal laws, 
regulations, and directives. Services within the job centers are provided utilizing a career 
pathway model. A career pathway is a series of learning opportunities that contain connected 
or “chunked” education courses offered in a modified format that help unemployed or working 
adults upgrade their skills, complete a credential, or gain an associate’s degree. Career 
pathways provide “stepping stones,” short‐term coursework and training programs to help 
workers gain the skills needed to obtain and advance in an occupation or industry. The career 
pathway model benefits local business in that job seekers are able to take formalized steps to 
reach career goals that allow them to engage in both employment and life‐long learning. 

 

Incumbent Worker Training 
 

MLJT is currently working with incumbent workers on “as needed” basis. However, future plans 
are to work with the CSEDD, Employment Training Panel, and local businesses is underway 
within the RPU. A base level and advanced level of training required for our sectors and in- 
demand industries are under advisement and being collaborated with Columbia College to 
improve the existing workforce and defined career pathways. 

 

One example is with a local custom manufacturing business incumbent worker training recently 
provided by MLJT. The local business needed critical training for current employees on a new 
manufacturing system in order to remain competitive in the industry. In conjunction with MLJT 
and the business, the employees were able to not only retain employment, but improve their 
marketability and value to the business. As the business workforce increased the upward 
mobility within the advanced manufacturing industry, the local business is now in a position  to 
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double its workforce and company. CSEDD, MLWDB, and Columbia College are in discussions to 
expand on this and provide a career pathway program for several businesses and duplicate this 
process across all in-demand sectors. 

 

Expanded use of these strategies within the region will bolster the system’s ability to move 
workers from entry positions to middle-skill jobs paying higher wages. Progress in this area and 
plans to increase incumbent worker training are described below. 

 

 

Job tracking under WIA was relatively easy with the base-wage report. Tracking and reporting  
of training-related placements across the required partners has specific challenges under WIOA. 
Whether it is a uniform reporting and tracking system, a program to aggregate data across 
multiple reporting and tracking systems, or another mechanism to determine whether jobs 
secured by participants are within the field for which they trained, provides workforce 
administrators and staff critical information. The MLWDB will lead a process to examine how 
training-related employment can be determined for individuals trained by all education and 
workforce partners. 

 

i. Training-related employment for individuals entering the labor market. 

 

The MLWDB as the only board within the Middle Sierra RPU currently track and record training- 
related placements for enrolled WIOA participants. Within CalJOBS, when an individual enters 
employment at closure or follow-up, the MLJT staff is able to document employment within the 
Entered Employment Form. As job information is recorded, the system will confirm if the job is 
considered “Training Related Employment.” This information is based on Occupation code. If 
the Activity Code 300 (ITA) was entered, the Occupation Code in that activity should be the 
same Occupation Code entered in the Employment Form. 

 

The State Plan requires regional partners to track training-related employment for individuals 
receiving sector-focused and demand-driven training. Currently, not all training and education 
providers are tracking this measure. Discussions and system integration will be discussed across 
the region (including 4-year institutions, community colleges, adult education, private 
vocational, institutions and others) to track and record training activities and placement 
outcomes. The CalJOBS system does have the capacity to have multiple users; however, 
reviewing duplicative efforts with existing systems will serve as a starting point for partner 
discussion for uniform tracking. 

 

 
 

i. For any federal RPU A-H requirements not already met using regional plan content 

related to State Plan requirements, provide a description of how the relevant federal 

requirements are being met. 

G.   Regional Assessment 

H.   Federal WIOA regional plan requirements not covered by the State Plan 
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WIOA regional coordination requirements and the goals of California’s Strategic Workforce 
Development Plan: 

 

Development of a Regional Plan 
 

The Middle Sierra’s Plan complies with WIOA Section 106(c)(2), by describing the partners’ 
approach to the A-H activities and by incorporating the Mother Lode Local Plan. 

 

Regional Service Strategies 
 

Much of the regional planning process has focused on opportunities for implementing  
strategies throughout the entire region. Various regional strategies and approaches being 
piloted, in development or under consideration are discussed throughout this plan. These 
include options for incumbent worker training, industry engagement, training for English 
language learners, courses for emerging skill areas and more. Goals pertaining to various 
regional service strategies are indicated in Section K, below. 

 

Sector Initiatives 
 

Sector initiatives are being developed within the Middle Sierra RPU. An Incumbent Worker 
program in Manufacturing and a Workforce Accelerator Fund in the Regional Water Program is 
developing pathway programs that required partner collaboration and blending of funding. The 
MLWDB has focused some training resources on targeted demand sectors. New levels of 
collaboration with the community colleges will result in more demand-driven training for the 
RPU’s four target sectors. The regional goals established in this plan will  accelerate 
development and implementation of regional sector pathway programs and related initiatives. 

 

Regional Labor Market Data 
 

While EDD’s LMID has unrivaled capacity with regard to data about the labor market and the 
workforce, Middle Sierra’s regional planning process serves as testimony to the ability of the 
regional partners to gather intelligence from the field, including information about industries, 
businesses, and workers and those seeking employment. As a goal of the Plan, we will explore 
opportunities to share anecdotal information with LMID, with the hope that such information 
will help to inform the data collection and analysis it performs on behalf of the Middle Sierra 
RPU. In addition, the RPU will request support from LMID with regard to defining the green 
energy sector. 

 

Administrative Collaboration 
 

At this stage and because the MLWDB is the single administrative entity, administrative 
collaboration is not applicable. 
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Collaboration on Supportive Services 
 

Given the rural nature of the region and the fact that many support services providers are 
sparse, regional coordination of support activities and services is challenging. However, this 
matter will remain on the “regional radar” and will be included in on discussions among the 
partners. 

 

Coordination with Regional Economic Development 
 

The MLWDB works closely with its economic development counterparts and, through county- 
level economic development agencies, connect to the CSEDD, which serves the RPU counties of 
Calaveras, Mariposa, Tuolumne, and Amador. The CSEDD is an ideal platform for furthering 
discussion on regional economic development. 

 

Agreement on Performance Measures 
 

The MLWDB has completed joint negotiations with the state on performance measures. In 
addition, as expressed throughout this narrative, the Regional Plan meets State Plan 
requirements pertaining to the partners’ development of regional sector pathways. 

 

 

The RPU maintains various MOUs and agreements between partner organizations, including the 
one-stop MOUs prescribed by WIOA. As planning for regional coordination and system 
alignment continues across the region, the MLWDB will consider the value of scaling up local 
partnership/collaborative agreements across the region. Discussions around such opportunities 
may be led by the MLWDB that identify prospects for structured agreements to support 
enhanced regional coordination. 

 

 

The following items are included as exhibits to the Middle Sierra Regional Plan: 
 

Community College Strong Workforce Program Plan for the Central Valley/Mother Lode Region 
The Plan is not available at this time and a PLACEHOLDER Exhibit 6 is in place. 

 

Adult Education Block Grant Consortium 
The Plans for the four AEBG consortia included as Exhibit 7 as links to the web page where AB  
86 Plans, Consortium 3-Year Plans and Annual Plans can be located. 

 

I. Regional Memorandum of Understanding(s) or Cooperative Service Agreements between RPU 

partners. 

J. Community College and AEBG Related Attachments to the Regional plan, including Strong 

Workforce Program regional plans required as part of Assembly Bill (AB) 1602 (Assembly Budget 

Committee, Chapter 24, Statutes of 2016). 


