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Introduction 
The Pocono Counties Workforce Development Area (PCWDA) is dedicated to enhancing 
the workforce effectiveness of Carbon, Monroe, Pike, and Wayne Counties. Since Fall 
2023, the area has developed a strategic plan that addresses the evolving needs of our 
labor market, aligns with local, state, and national workforce initiatives, and empowers 
residents and employers throughout the Poconos. 

In recent years, our region has faced various challenges, including a declining labor force 
participation rate, skill gaps among workers, and disparities in educational attainment. 
With a population of 344,020 and an economy that supports over 112,000 jobs, the 
PCWDA acknowledges the crucial role a skilled workforce plays in local economic growth. 
Current statistics indicate a labor force participation rate of 57.4%, which is below the 
national average, combined with average earnings that lag significantly behind the national 
average. 

To address these challenges and take advantage of emerging opportunities, our strategic 
plan prioritizes data-driven decision-making, stakeholder engagement, and targeted 
training programs that align workforce development strategies with the needs of the 
regional economy. By fostering collaborative efforts between local employers, educational 
institutions, and community organizations, we aim to create pathways for skill 
development, enhance access to training opportunities, and support the overall growth of 
our workforce. 

This strategic plan is a roadmap for operations for the Pocono Counties Workforce 
Development Board (PCWDB), serving as a blueprint to build a workforce system that is 
universally accessible, accountable, and responsive to the demands of our local and 
regional labor markets. Through continued engagement with key stakeholders and a 
commitment to innovative solutions, the PCWDA is poised to cultivate a robust and 
competitive workforce that is adequately prepared for the challenges of the future. 
Together, we envision a strong economic landscape in Pocono Counties, one that excels 
through collaboration, inclusivity, and a shared commitment to workforce development. 
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1. Strategic Planning: Local Area Workforce and 
Economic Analysis 
The Pocono Counties Workforce Development Area has a current population of 344,020, 
and the regional economy employs 112,098 workers. The labor force participation rate has 
decreased from 58.0% to 57.4%, falling behind the national employment growth trajectory 
by 4.8%, and the average earnings per job are $60,900, which is $22,400 below the national 
average of $83,300 per job.1  

The workforce demonstrates varied educational attainment levels, with 14.8% of residents 
holding bachelor's degrees (6.3% below the national average) and 9.7% possessing 
associate's degrees (0.8% above the national average. The regional economy is driven by 
government, accommodation and food service, healthcare and social assistance, and 
Retail Trade. Although Manufacturing represents the highest Gross Regional Product (GRP) 
for the region, it is 5th in jobs in the region and well below the national average of jobs for 
the sector. 2 

The region generates a Gross Regional Product of $15.2B, with $24.5B in imports and 
$19.9B in exports. The cost-of-living index stands at 100.8, slightly above the baseline of 
100, indicating marginally higher living costs than the national average.3 

As noted in Table 1, Pocono Counties Regional Comparison, there are notable 
demographic and economic trends.  

  

 
1 Pocono Counties Workforce Development Area, "Economy Overview," Lightcast Q1 2025 Data Set 
2 Pocono Counties Workforce Development Area, "Economy Overview," 
3 Pocono Counties Workforce Development Area, "Economy Overview," 
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Table 1 

Pocono Counties Regional Comparison4  

 

The region's total population has experienced varying growth patterns, with Pike County 
showing the strongest growth at 10% while Monroe County declined by 2%. By 2028, the 
area is projected to maintain relatively stable population levels at 344,176, with Pike 
County continuing to lead growth at 9%. Employment shows jobs increasing from 94,414 
(2021) to 99,970 (2024), representing a 6% growth. Future projections indicate continued 
expansion to 101,217 jobs by 2029, though at a more modest 1% growth rate. Current 
average earnings across the region stand at $62,302, with educational attainment showing 
24.6% of residents holding a bachelor's degree or higher. The region's economic vitality is 
further evidenced by substantial trade activity, with exports of $19.8 billion and imports of 
$24.4 billion. Mean commute times vary significantly across counties, from 27.8 minutes in 
Wayne County to 43.9 minutes in Pike County, reflecting diverse commuting patterns and 
employment accessibility. 

 
4 Lightcast, “Regional Comparison Report” 
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1.1 Workforce Analysis 

Population 

The Pocono Counties Workforce Development Area, comprising Carbon, Monroe, Pike, 
and Wayne Counties in Northeast PA, has an overall population of 344,020 as of 2023. This 
is a five-year increase of 3095 residents, .09% since 2018 (Reference). Looking ahead, 
population growth is expected to slow. Between. Between 2023 and 2028, the population 
is expected to increase to 344,176, or 156 residents. This indicates there will be a period of 
population stability from 2025 to 2029 (Figure 1).5 

Figure 1 

Population Trends 2018-20286 

 

In 2024, the Pocono Counties Workforce Development Area had a population of 344,248. 
This is a decrease of 1,135 residents from 2021. This aligns with the overall population 
trend of the Commonwealth of Pennsylvania, which also showed a marginal decrease of 
27,851.  

Age Distribution 

The age distribution within the Poconos shows several trends as seen in Figure 2, 2021-
2024 Population by Age Cohort Distribution, and Table 2, 2021-2024 Percentage 
Breakdown of Age Cohorts.7 

 

 
5 Pocono Counties Workforce Development Area, "Economy Overview," 
6 Pocono Counties Workforce Development Area, "Economy Overview," 
7 Pocono Counties Workforce Development Area, "Economy Overview," 
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Figure 2 

2021-2024 Population by Age Cohort Distribution8 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
8 Pocono Counties Workforce Development Area, "Economy Overview," 
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Table 2 

2021-2024 Percentage Breakdown of Age Cohorts9 

The largest age cohort is 60 to 64 years, making up 29,005 residents and 8.34% of the 
population, followed by the 65-69 years cohort with 27,169 residents and 7.89% of the 
population. The 55 to 59 cohort is the third highest with 26,275 residents and 7.63% of the 
population. Within the older population, the 65-69 age group increased by 9%, and the 75-
79 age bracket showed the most significant growth of 20%. This indicates a large portion of 
the population within the local area is retired, retiring, and nearing retirement age, 
increasing the Older Individual population and barrier. 10 

 
9 Pocono Counties Workforce Development Area, "Economy Overview," 
10 Pocono Counties Workforce Development Area, "Economy Overview," 
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The projected age cohort seen in Figure 3, 2025-2029 Population by Age Cohort Projection 
and Table 3, 2025-2029 Percentage Breakdown of Age Cohorts Projections continues the 
trend of an aging population within the Poconos.  

Figure 3 

2025-2029 Population by Age Cohort Projection11 

 

 

 

 

 

 

 

 

 

 

 

 

 
11 Pocono Counties Workforce Development Area, "Economy Overview," 
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Table 3 

2025-2029 Percentage Breakdown of Age Cohorts Projections12 

 

Observing trends from 2025-2029, there is significant projected growth amongst the elderly 
population, with the 80-84 age group expected to expand by 20%, and the 70-74 age group 
growing by 12%. Middle-aged adults also show increases, particularly in the 40-44 age 
bracket, with a 9% rise. However, certain age groups face decline, most notably the 60-64 
age group, decreasing by 10%, the 55-59 group reducing by 9%, and the 15-19 age group 
dropping by 8%. The youth population shows projected significant declines, as those aged 
15-19  decline by 8%, those aged 20-24 decline by 5%, and those aged 25-29 decline by 
7%. 13 

 
12 Pocono Counties Workforce Development Area, "Economy Overview," 
13 Pocono Counties Workforce Development Area, "Economy Overview," 
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These trends are supported by Figure 4, Population: Millennial and Retiring Soon.  

Figure 4 

Population: Millennials and Retiring Soon14 

 

Retirement risk is high, as the national average for an area the size of the Pocono Counties 
is 103,851, while there are 133,613 individuals retiring soon, while the area has 58,196 
Millennials, lower than the national average for an area this size of 69,899 (Figure 4). 
Middle Age groups, aged 35-29, showed a 6% growth, and the 50-54 and 55-59 age cohorts 
decreased by 10% and 8% respectively 15 

Within youth and young adults, the Pocono Counties have seen decreases in the previous 
four years.  The under-5 age group decreased by 4%, and the 10-14 age cohort saw a 
significant 9% decline. Young adults (20-29 years old) experienced a 5% decrease in 
population. 16 

The higher retirement age and lower millennial and youth population can indicate a 
potentially shrinking workforce and skills gap, which could result in labor shortages across 
various sectors, impacting economic growth and productivity. As experienced workers 
retire, there may be a widening skills gap, especially in industries that rely heavily on 
institutional knowledge and expertise. The smaller millennial workforce may struggle to fill 
these gaps quickly. Infrastructure and services will need to adapt to serve a growing senior 
population. 17 

 

 
14 Pocono Counties Workforce Development Area, "Economy Overview," 
15 Pocono Counties Workforce Development Area, "Economy Overview," 
16 Pocono Counties Workforce Development Area, "Economy Overview," 
17 Pocono Counties Workforce Development Area, "Economy Overview," 
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Gender Distribution 

The population within the Pocono Counties shows slight demographic changes as shown 
in Figure 5, Population by Gender Distribution, and Table 4, Population by Gender 
Percentage.  

Figure 5 

Population by Gender Distribution18 

Table 4 

Population by Gender Percentage 

 

As of 2024, males comprise 50.74% of the total population, with females making up the 
remaining 49.26%. Both gender categories showed slight decreases, though at different 
rates. The male population declined by 465 individuals, moving from 175,134 to 174,669, 
while the female population saw a somewhat larger decrease of 670 individuals, dropping 
from 170,249 to 169,579. This gender distribution remains relatively balanced despite the 
marginally higher decline in the female population. 19 

 
18 Pocono Counties Workforce Development Area, "Economy Overview," 
19 Pocono Counties Workforce Development Area, "Economy Overview," 
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Figure 6 

2025-2029 Population by Gender Projections20 

 

Table 5 

2025-2029 Percentage Breakdown of Gender Projections 

Gender distribution projections from 2025 to 2029 show a continuing male majority in the 
population. Males show a slight increase of 113 individuals to reach 174,953, representing 
50.88% of the total population by 2029. In contrast, the female population experiences a 
projected decrease of 627 individuals, dropping to 168,894, or 49.12% of the total 
population. These shifts maintain a nearly even gender balance while reflecting subtle 
gender demographic changes in the region.21 

Race and Ethnicity 

 
20 Pocono Counties Workforce Development Area, "Economy Overview," 
21 Pocono Counties Workforce Development Area, "Economy Overview," 
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The demographic analysis from 2021 to 2024 shows shifts in population race and ethnicity 
distribution. These shifts and demographics are noted in Figure 7, Population by 
Race/Ethnicity Distribution, and Table 6, Population by Race/Ethnicity Percentage. 

Figure 7 

Population by Race/Ethnicity Distribution22 

 

 

 

 

 

 

 

 

 

 

 

 

 
22 Pocono Counties Workforce Development Area, "Economy Overview," 
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Table 6 

Population by Race/Ethnicity Percentage23 

 

The White Non-Hispanic population, while remaining the predominant demographic at 
73.49% of the total, experienced a decline of 5,562 individuals, dropping from 258,545 to 
252,983. This represents a -2% change over this time period. In contrast, Hispanic 
populations across various racial categories demonstrated consistent growth. The White 
Hispanic population showed the largest numerical increase, gaining 2,870 individuals (9% 
growth) to reach 36,314 people. 24 

Several smaller demographic groups exhibited significant percentage increases, 
particularly among Hispanic populations. Two or More Races Hispanic and Native 
Hawaiian/Pacific Islander Hispanic both grew by 15%, while American Indian/Alaskan 
Native Hispanic increased by 11%. 25 

The Black population showed modest growth in both the Hispanic and non-Hispanic 
categories. Black Hispanics increased by 392 people (1% growth), while Black non-
Hispanics grew by 399 individuals (6% increase). Asian populations maintained relatively 

 
23 Pocono Counties Workforce Development Area, "Economy Overview," 
24 Pocono Counties Workforce Development Area, "Economy Overview," 
25 Pocono Counties Workforce Development Area, "Economy Overview," 
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stable numbers, with Asian non-Hispanic populations growing by 84 people (1% increase) 
and Asian Hispanics adding just six individuals (1% growth).26 

There is a gradual diversification trend within the Poconos with Hispanic populations 
showing the most growth, while the longest traditional demographic, white non-Hispanic, 
continues to contract. This is also seen in future projections.  

As seen in Figure 8, 2025-2029 Population by Race/Ethnicity Projections, and Table 7, 
2025-2029 Percentage Breakdown of Race/Ethnicity Projections, there are notable 
projected changes in specific racial/ethnic demographics. 27 

Figure 8 

2025-2029 Population by Race/Ethnicity Projections28 

 

 

 

 

 

 

 

 
26 Pocono Counties Workforce Development Area, "Economy Overview," 
27 Pocono Counties Workforce Development Area, "Economy Overview," 
28 Pocono Counties Workforce Development Area, "Economy Overview," 
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Table 7 

2025-2029 Percentage Breakdown of Race/Ethnicity Projections29 

 

Observing projected trends from 2025-2029, White Non-Hispanic remains the 
predominant demographic at 71.21% of the population, which represents a 3% decline 
from 2025. Conversely, White Hispanics show a growth of 9%, reaching 11.73% of the 
population, and Black non-Hispanics show modest growth of 2% to 9.08%. The most 
dramatic growth appears in smaller demographic segments, with Native Hawaiian/Pacific 
Islander Hispanic increasing by 27%, their non-Hispanic counterparts growing by 26%, and 
Two or More Races Hispanic expanding by 19%. These trends indicate increasing racial 
and ethnic diversification despite the overall population remaining stable.30 

Veterans 

The Pocono Counties WDA shows a significant veteran presence across all counties. 
According to the American Community Survey (ACS) 5-year estimate, there are 23,510 
veterans located in the Pocono Counties Workforce Development Area. As seen in Table 8, 

 
29 Pocono Counties Workforce Development Area, "Economy Overview," 
30 Pocono Counties Workforce Development Area, "Economy Overview," 



19 | P a g e  
 

Veteran Population Percentage by County, this represents approximately 6.8% of the 
population. 31 

Table 8 

Veteran Population Percentage by County32 

 

As seen in Figure 9, Population: Veterans, the Pocono Counties total veteran population is 
23,510, which is above the national average for an area this size, which is 17,618 veterans. 

Figure 9 

Population: Veterans33 

 

Monroe County stands as the largest host of veterans with 10,531 individuals, representing 
7.8% of its population. Carbon County follows with 4,457 veterans, making up 8.5% of its 
residents, while Pike County has 4,178 veterans, at 8.6% of its population. Wayne County, 
despite having a smaller total number of 4,344 veterans, shows the highest concentration 
at 10.2% of its population. 34 

 
31 Center for Workforce Information & Analysis, “Pocono Local Plan" Pennsylvania Department of Labor & 
Industry.  
32 CWIA, “Pocono Local Plan”. 
33 Pocono Counties Workforce Development Area, "Economy Overview," 
34 Pocono Counties Workforce Development Area, "Economy Overview," 
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Collectively, the area’s veteran population is 33% higher than the national average, and the 
distribution pattern across the counties indicates a consistent and significant veteran 
presence throughout the region, with each county maintaining veteran populations above 
4,000 individuals. 

Education 

Within the Pocono Counties WDA, there is a foundation of basic education as seen in 
Figure 10, Educational Attainment.  

Figure 10 

Educational Attainment35 

 

38.1% of the population, or 97,161 individuals, have a high school diploma, 14.8% hold a 
bachelor's degree, which is 6.3% below the national average, and 9.7% hold an associate 
degree, which is 0.8% above the national average. 18.5%, or 47,141 people, have 
completed some college coursework without obtaining a degree. At the highest academic 
level, 9.8%, or 25,108 individuals, have attained graduate degrees or higher education. 
Finally, 6.5%, or 16,666 people, have a 9th-12th grade education, and 2.6%, or 6,522 
individuals, have less than a 9th-grade education.  36 

 

 

 

 
35 Pocono Counties Workforce Development Area, "Economy Overview," 
36 Pocono Counties Workforce Development Area, "Economy Overview," 
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Figure 11 

Population by Educational Attainment37 

 

Table 9 

Education Level38 

 

The data shows several key areas for workforce development focus. Approximately 23,188 
individuals (9.1%) have not completed high school, representing a significant opportunity 
for adult education initiatives. A substantial portion of the population (47,141 or 18.5%) 
has some college education but no degree, representing an immediate opportunity for 
upskilling programs. Additionally, the presence of 24,681 associate's degree holders 

 
37 Pocono Counties Workforce Development Area, "Economy Overview," 
38 Pocono Counties Workforce Development Area, "Economy Overview," 
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indicates opportunities for advancement to higher education levels, while the 25,108 
individuals with graduate degrees represent a highly skilled workforce segment that could 
support advanced industry development.39 

Gender analysis of educational attainment shows a balanced distribution, as seen in 
Figure 12, Educational Attainment by Gender, and Table 10, Educational Attainment by 
Gender.  

Figure 12 

Educational Attainment by Gender40 

 

Table 10 

Educational Attainment by Gender41 

 

Female residents show slightly higher college degree completion at 44,950 compared to 
males, who have 39,354, while high school completion rates remain relatively balanced. 
This suggests potential for targeted programs and further research to support male college 

 
39 Pocono Counties Workforce Development Area, "Economy Overview," 
40 Pocono Counties Workforce Development Area, "Economy Overview," 
41 Pocono Counties Workforce Development Area, "Economy Overview," 
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completion rates, as the male population is higher, but has lower college degree 
completions.42 

Amongst racial and ethnic groups, there are notable differences as well as notable 
stagnation in increasing education levels amongst all groups, as seen in Figure 13, 
Educational Attainment by Race/Ethnicity, and Table 11, Educational Attainment by 
Race/Ethnicity.  

Figure 13 

Educational Attainment by Race/Ethnicity43 

 

 

 

 

 

 

 

 

 

 
42 Pocono Counties Workforce Development Area, "Economy Overview," 
43 Pocono Counties Workforce Development Area, "Economy Overview," 
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Table 11 

Educational Attainment by Race/Ethnicity44 

 

Racial and ethnic distribution patterns indicate that White non-Hispanic residents 
comprise the largest demographic group, with 197,244 individuals, of whom 117,411 have 
earned high school diplomas and 65,388 have obtained college degrees. Other racial and 
ethnic groups show varying levels of educational attainment, with notable opportunities for 
advancement. For instance, among Black non-Hispanic residents (21,324 total), 10,830 
have high school diplomas and 7,714 have college degrees.45 

The data also reveals misalignment between educational attainment and job 
requirements, as noted in Figure 14, Underemployment – Education Level.  

 

 

 

 

 
44 Pocono Counties Workforce Development Area, "Economy Overview," 
45 Pocono Counties Workforce Development Area, "Economy Overview," 
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Figure 14 

Underemployment – Education Level46 

 

The overall data, based on educational levels in resumes and job postings, shows 
significant skill gaps. High school graduates represent approximately 40% of the 
population but face limited job opportunities matching their education level. Similarly, 
bachelor's degree holders occupy about 25% of available positions, indicating potential 
underutilization of their skills. However, there appears to be an oversupply of workers with 
some college experience but no degree, as job opportunities at this level only represent 
about 10% of positions. Jobs requiring no formal education make up approximately 15% of 
the market, with a similar percentage in the population having this education level. 
Associate's degrees and graduate-level positions show the smallest representation in the 
job market, each accounting for less than 5% of available positions.47 

There is a need for completion support or programs for 47,141 with some college, creating 
upskilling pathways for 97,161 high school graduates, and supporting and promoting adult 
education programs for 23,188 residents without high school completion. Long-term 
initiatives and discussions include creating equity-focused initiatives to support 
underrepresented populations and building pathways from a high school diploma to post-
secondary credentials. The data suggests a strong foundation of basic education but 
reveals opportunities to enhance higher education attainment and address educational 
disparities across demographic groups.48 

 
46 Pocono Counties Workforce Development Area, "Economy Overview," 
47 Pocono Counties Workforce Development Area, "Economy Overview," 
48 Pocono Counties Workforce Development Area, "Economy Overview," 
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The Pocono Counties WDA enrollment and graduation data show clear declines within the 
region, indicating a shrinking future workforce pipeline and the importance of workforce 
development and retention strategies for existing workforces.  

Figure 15 

Pocono Counties Enrollments 2005-202449 

 

As seen in Figure 15, Pocono County's Enrollment 2005-2024, there has been a consistent 
decline from its peak of 59,315 in the 2007-2008 school year to 44,295 students in 2023-
2024, representing a decrease of approximately 25% over this period. Coinciding with 
enrollment figures, the Pocono Counties WDA has also experienced a significant decline in 
post-secondary bound percentages of graduates from 2013 to 2022, with a slight increase 
in 2023.50 

Post-secondary bound students are high school students who are preparing to pursue 
education beyond secondary school after graduation. These students are typically 

 
49 Pennsylvania Department of Education, "Public School Enrollments 2005-
2023," https://www.pa.gov/agencies/education/data-and-reporting/enrollment.html. 
50 Pennsylvania Department of Education, "Public School Enrollments 2005-2023." 

https://www.pa.gov/agencies/education/data-and-reporting/enrollment.html
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planning to enroll in one of several types of post-secondary educational institutions, which 
can include: 

• Universities and Colleges: Four-year institutions offering bachelor's degree 
programs 

• Community Colleges: Two-year institutions providing associate degrees 
• Vocational and Trade Schools: Institutions offering specialized technical and 

hands-on training for specific careers 
 

Figure 16  

Pocono County's WDA Post Secondary Bound Percentage51 

 

As seen in Figure 16, Pocono Counties WDA Post-Secondary Bound Percentage, the 
Poconos region has experienced a dramatic decline in post-secondary bound percentages 
over the past decade, falling from 74.39% in 2013 to 54.35% in 2022. The most significant 
drop occurred between 2019 and 2020, with a decrease from 68.20% to 58.14%. Current 
forecasts suggest continued challenges, with projections showing potential further decline 
to 55.50% by 2025. 

 
51  Pennsylvania Department of Education, "Postsecondary Bound Data 2005-2022," accessed March 3, 
2025, https://www.pa.gov/agencies/education/data-and-reporting/postsecondary-bound.html 

https://www.pa.gov/agencies/education/data-and-reporting/postsecondary-bound.html
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The Poconos Counties WDA has experienced fluctuating dropout rates over the past 
decade, with an average rate of 0.97% across all years. The data reveals several key 
patterns in student retention.52 

Figure 17 

Pocono Counties WDA Dropout Rate 

 

As noted in Figure 17, Pocono Counties WDA Dropout Rate, the highest dropout rate 
occurred in 2015-2016 at 1.32%, while the lowest point was reached in 2019-2020 at 
0.66%. The most recent academic year (2022-2023) shows a rate of 0.81%, indicating a 
moderate improvement from the previous year's 1.03%. The post-COVID Period (2020) 
shows increased volatility, with rates fluctuating between 0.66% and 1.03%. The overall 
trajectory shows a gradual improvement from the 2013-2014 baseline of 1.09% to the most 
recent 0.81%. This represents a positive trend in student retention over the decade. The 
Poconos has maintained a lower dropout rate compared to Pennsylvania rates, ranging 
from 0.66% to 1.32%, and the state has ranged from 1.21% to 1.83%. 53 

Skills Analysis 

Based on recent data ending in 2025, several key observations can be made regarding the 
skills present and in demand within the PCWDA. As seen in Figure 18, Poconos Top 

 
52 Pennsylvania Department of Education, "Dropout Data 2013-
2023," https://www.pa.gov/agencies/education/data-and-reporting/dropout-data.html. 
53 Pennsylvania Department of Education, "Dropout Data 2013-2024." 

https://www.pa.gov/agencies/education/data-and-reporting/dropout-data.html
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Specialized Skills,  and the Top Job Skills by Projected Employment and Demand, Pocono 
Counties Workforce Development Area, there are clear trends in job skills for Workforce 
Development. 

Figure 18  

Poconos Top Specialized Skills54 

 

Trends:  

• Healthcare Dominance: Nursing stands out as a top specialized skill in the region, 
significantly exceeding the national average. This is further supported by the high 
number of unique job postings for nursing-related positions. Other healthcare-
related skills, such as Cardiopulmonary Resuscitation (CPR), Home Health Care, 
Medical Records, Medication Administration, Patient Safety, Patient Education and 
Counseling, and Direct Patient Care, also appear in the top 20, indicating a strong 
presence of and need for healthcare professionals. However, it's important to note 
the recent decrease in unique job postings for nursing, mental health, patient 
education, medication administration, psychology, treatment planning, and direct 
patient care, indicating a possible shift in demand or a need to investigate the 
underlying causes for these decreases. 

 
54 Pocono Counties Workforce Development Area, "Economy Overview," 
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• Customer Service and Retail: Merchandising, cash register operation, and cash 
handling skills are also prominent, reflecting the importance of the retail and 
customer service sectors in the PCWDA. 

• General Office and Computer Skills: A large percentage of the demand is for basic 
computer skills. Spreadsheet software, office suite software, database user 
interface and query software, word processing software, and email are all in high 
demand. 

• Trades and Technical Skills: Certain tools and technologies like screwdrivers, 
ladders, adjustable wrenches, and forklifts also appear, suggesting demand in 
construction, maintenance, or manufacturing-related roles. 

Looking ahead to 2028, the following technology skills are projected to be in high 
demand.55: 

• Software Proficiency: Spreadsheet software, office suite software, database user 
interface and query software, word processing software. 

• General Computer Use: Personal computers, electronic mail software, desktop 
computers, operating system software, internet browser software. 

• Specialized Software: Enterprise resource planning (ERP) software, project 
management software, web page creation and editing software, accounting 
software. 

Labor Force Employment and Unemployment 

Within the Pocono Counties WDA, the labor force and unemployment within the area have 
been significantly affected by the COVID-19 pandemic. Although the Unemployment rate 
has reached pre-pandemic levels, the labor force participation rate has not recovered.   

 

 

 

 

Figure 19 

 
55 CWIA Occupational Employment Projections, 2018-2028 
U.S. Department of Labor's Occupational Information Network (O*NET) Database 
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Labor Force Breakdown 

 

As seen in Figure 19, Labor Force Breakdown, the Pocono Counties Workforce 
Development Area October 2024 labor force data show a total population of 344,248, with 
285,704 being civilian non-institutionalized individuals aged 16 and over. Of this civilian 
population, 162,234 people participate in the labor force, with 156,113 employed and 
6,121 unemployed. A significant portion of 123,470 individuals aged 16 and over are not 
participating in the labor force. The remaining 58,544 individuals comprise those who are 
under 16, serving in the military, or in institutionalized settings. The data indicates a labor 
force participation rate of 56.8% among the civilian non-institutionalized population aged 
16 and over, with an employment-to-population ratio of 54.6%. The unemployment rate 
stands at approximately 3.8% of the labor force, suggesting a relatively stable job market 
despite having over 123,000 individuals who could potentially enter the workforce.56 

 

 

 

 

 

 

Figure 20 

 
56 Pocono Counties Workforce Development Area, "Economy Overview," 
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Labor Force Participation Trends57 

 

The labor force participation rate shows a downward trend over the past five years. Starting 
at 59% in 2019, there was a sharp decline during 2020, likely due to the pandemic's 
impact. The rate hit its lowest point at approximately 57% in 2021, followed by a gradual 
recovery through 2022 and 2023. While early 2024 showed promise with a slight uptick to 
about 58%, there has been another significant decline since August 2024, settling at 
approximately 56.8% in October 2024. This recent downward trend in labor force 
participation suggests a need for targeted workforce development strategies to re-engage 
workers who have left the labor force and reverse this declining pattern. The overall 
decrease of more than two percentage points since 2019 represents a substantial number 
of working-age individuals who are no longer participating in the workforce.58 

 

 

 

 

 

 

 

Figure 21 

 
57 Pocono Counties Workforce Development Area, "Economy Overview," 
58 Pocono Counties Workforce Development Area, "Economy Overview," 
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Unemployment Rate Trends59 

 

The unemployment rate trend demonstrates significant fluctuations over the past five 
years, with notable improvement overall. Starting at 5.27% in 2019, the rate spiked 
dramatically to approximately 10% in 2020 during the pandemic. Since that peak, there 
has been a steady recovery, with the rate declining sharply through 2021 (around 6.5%) 
and continuing to decrease through 2022 by about 5%. The trend has stabilized in recent 
years, showing minor fluctuations between 4-5% throughout 2023 and most of 2024. As of 
October 2024, the unemployment rate stands at 3.77%, representing a substantial 
improvement from five years prior and indicating a strengthening job market. The current 
rate suggests a relatively healthy labor market, though the recent slight uptick from 
September to October 2024 requires monitoring moving into 2025. 60 

 

 

 

 

 

 

 

Figure 22 

 
59 Pocono Counties Workforce Development Area, "Economy Overview," 
60 Pocono Counties Workforce Development Area, "Economy Overview," 
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Unemployment by Age – October 202461 

 

Table 12 

Unemployment by Age Percentage– October 202462 

 

 

 

 

Barriers 

 
61 Pocono Counties Workforce Development Area, "Economy Overview," 
62 Pocono Counties Workforce Development Area, "Economy Overview," 
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Low-Income 

As seen in Table 13, for Individuals below the poverty level, there are important labor 
market trends and barriers based on factors such as poverty rates of Carbon, Monroe, 
Pike, and Wayne Counties. 

Table 13 

Individuals below the Poverty Level, Age 16 and Older 

 

Poverty Rates: The average poverty rate across the counties is 10.0%, with Monroe having 
the highest rate (10.6%) and Pike the lowest (8.9%). Individuals below the poverty level 
face significant challenges, as many are either unemployed or not in the labor force 
entirely. 

Employment Status of Individuals Below Poverty Level: A substantial proportion of 
individuals below the poverty line are unemployed or not participating in the labor force. 
Pike has the highest unemployment rate among this group (40.8%), while Monroe has the 
lowest (21.5%). Labor force participation rates are low overall, averaging 38.5%, with 
Wayne having the lowest rate (35.7%) and Carbon the highest (44.0%). While still facing 
challenges, this group is already connected to the workforce and may be more receptive to 
upskilling or job advancement programs. 

Not in Labor Force: Many individuals below the poverty level are not actively seeking work, 
with Monroe having the largest number of such individuals (9,083), followed by Carbon 
(3,008). This group is particularly challenging to serve due to long-term disengagement 
from work or training. 

Unemployment Rates: The average unemployment rate is 30.3%, with Pike experiencing 
the highest rate (40.8%) and Monroe the lowest (21.5%). High unemployment rates 
indicate a lack of accessible job opportunities or skill mismatches in these counties. 

Labor Force Participation: The labor force participation rate is relatively low across all 
counties, averaging 38.5%. This suggests that a significant portion of individuals are 
disengaged from economic activity due to barriers such as lack of skills, childcare 
responsibilities, or health issues. 
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Poverty and Employment Correlation: Counties with higher poverty rates also tend to 
have lower labor force participation and higher unemployment rates, highlighting systemic 
barriers to economic inclusion. Pike County, with the lowest poverty rate (8.9%), may have 
fewer systemic barriers, potentially making interventions more effective. 

By understanding these challenges, interventions and strategies will be tailored to address 
the specific needs of different groups and regions within the Pocono Counties. 

Individuals with Disabilities 

Table 14, Disability and Labor Force Status of Working Age Population (Ages 18-64) shows 
key statistics for individuals with disabilities in the Pocono Counties. The table shows total 
population, the percentage of individuals with disabilities, unemployment rates, and labor 
force participation rates for both individuals with and without disabilities. 

Table 14 

Disability and Labor Force Status of Working Age Population (Ages 18-64) 63 

 

Disability Information: The percentage of individuals with disabilities ranges from 11.4% 
in Monroe County to 14.8% in Pike County. The total number of individuals with disabilities 
is highest in Monroe County (11,908) due to its larger population. 64 

Unemployment Rates: Individuals with disabilities experience significantly higher 
unemployment rates compared to those without disabilities across all counties. For 
example, in Pike County, the unemployment rate for individuals with disabilities is 28.8%, 
compared to just 5.9% for those without disabilities. The lowest unemployment disparity is 
in Monroe County, where the rate for individuals with disabilities is 8.5% versus 5.9% for 
those without.65 

 
63 CWIA, “Pocono Local Plan”. 
64 CWIA, “Pocono Local Plan”. 
65 CWIA, “Pocono Local Plan”. 
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Labor Force Participation Rates: Individuals with disabilities have much lower labor force 
participation rates compared to those without disabilities. For instance, in Wayne County, 
only 28.1% of individuals with disabilities participate in the labor force compared to 81.6% 
of those without. Carbon County shows the highest participation rate among individuals 
with disabilities (48.5%), but it still lags behind the participation rate for individuals without 
disabilities (84.7%).66 

Higher Unemployment and Lower Participation: Individuals with disabilities consistently 
face higher unemployment and lower participation rates, reflecting systemic barriers such 
as limited accessibility, discrimination, and fewer job opportunities tailored to their needs. 

County-Specific Trends: Pike County has the most pronounced unemployment gap (22.9 
percentage points), suggesting significant challenges in integrating individuals with 
disabilities into the workforce. 

Harder-to-Serve Groups: Individuals with disabilities encounter challenges such as a lack 
of workplace accommodations, skill mismatches, and transportation issues. These 
barriers are compounded by stigma and inadequate support systems. 

Easier-to-Serve Groups: Individuals without disabilities have higher participation and 
lower unemployment rates due to fewer structural barriers and broader job opportunities. 
Those without disabilities benefit from broader access to jobs, training programs, and 
fewer physical or systemic limitations. 

The disability data shows a need for targeted workforce strategies in the Pocono Counties 
to address disparities in employment outcomes for individuals with disabilities while 
leveraging labor market trends to create more opportunities. 

Older Individuals 

Older individuals represent a large barrier to employment for many Pocono Counties 
residents. As seen in Table 3, 2025-2029 Percentage Breakdown of Age Cohorts 
Projections. These individuals are a significant focus due to their growing numbers and 
unique challenges in the labor market. 

The "Retiring Soon" category (individuals aged 55 and older) comprises 133,613 people, a 
substantial portion of the region's population. The age cohorts for individuals aged 55+ 
show a steady or increasing trend in population size between 2021 and 2023: 

• Ages 55–59: 27,002 (-6% change) 

 
66 CWIA, “Pocono Local Plan”. 
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• Ages 60–64: 28,989 (+1% change) 

• Ages 65–69: 26,495 (+7% change) 

• Ages 70–74: 20,557 (+1% change) 

• Ages 75–79: 14,969 (+14% change) 

• Older age groups (80+) also show modest growth.67 

The increasing number of individuals aged 65+ indicates a growing population nearing or 
entering retirement, which could lead to workforce shortages in key industries. The decline 
in the 55–59 age group (-6%) suggests fewer individuals transitioning into the "Retiring 
Soon" category, potentially reducing the pool of experienced workers available for 
mentoring or part-time roles. 

Harder-to-Serve Groups: Older workers often face age discrimination, skill mismatches 
due to rapid technological advancements, and physical limitations that may restrict job 
opportunities. Individuals in this group may require reskilling or upskilling programs to 
remain competitive in the labor market.  

Easier-to-Serve Groups: Younger individuals within this cohort (ages 55–64) may still have 
relevant skills and experience that align with current labor market demands, making it 
easier for them to reintegrate into or remain in the workforce. 

Challenges: The aging workforce presents challenges for employers needing to replace 
retiring workers while addressing the specific needs of older employees who wish to 
remain employed. 

Opportunities: Leveraging the experience of older workers through flexible work 
arrangements or mentorship roles can help bridge skill gaps in younger generations 

This data shows the importance of targeted workforce strategies that address barriers 
faced by older individuals while also capitalizing on their expertise to meet regional labor 
market demands. Programs focused on combating age discrimination, providing upskilling 
opportunities, and offering flexible employment options will be critical for supporting this 
demographic. 

Ex-Offenders 

Within Table 15, 2022 Releases by County, there is data that represents ex-offenders ' 
demographic characteristics, risk scores, and release circumstances. Ex-offenders are 

 
67 CWIA, “Pocono Local Plan”. 
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identified as a population with barriers to employment due to challenges such as stigma, 
skill gaps, and reintegration difficulties. 

Table 15 

Releases by County - 202268 

 

Release Rates: Monroe County has the highest total releases (177) and a release rate of 
10.6 per 10,000 residents. Pike County has the lowest total releases (35) and the lowest 
release rate (5.8 per 10,000 residents).69 

Release Circumstances: Most ex-offenders are paroled rather than completing their 
sentences, with Monroe County having the highest number of paroles (150). Carbon 
County shows a higher proportion of completed sentences (12 out of 74 releases).70 

Demographics: Males dominate the released population across all counties, with Monroe 
County having the highest number of male releases (163). Racial disparities are evident: in 
Monroe County, 120 white individuals were released compared to 55 Black individuals. In 
Pike County, Black individuals represent a significant portion of releases despite the 
county's smaller overall numbers.71 

Risk Scores: Medium-risk scores are most prevalent across all counties, suggesting 
moderate barriers to reintegration. High-risk scores are relatively low, with only a few 
individuals classified as high-risk in each county. 

Barriers to Employment: Ex-offenders face significant challenges in securing employment 
due to criminal records, which can limit access to jobs requiring background checks or 
professional licenses. The stigma associated with incarceration disproportionately affects 
individuals with high or medium risk scores. 

County-Specific Trends: Monroe County’s larger number of releases indicates a higher 
concentration of ex-offenders needing workforce reintegration services. Pike County’s 

 
68 Pennsylvania Office of Attorney General, "Data Archive Corrections," 
https://www.attorneygeneral.gov/data-archive-corrections/. 
69 Pennsylvania Office of Attorney General, "Data Archive Corrections." 
70 Pennsylvania Office of Attorney General, "Data Archive Corrections." 
71 Pennsylvania Office of Attorney General, "Data Archive Corrections." 

https://www.attorneygeneral.gov/data-archive-corrections/
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smaller release numbers may make it easier for local workforce programs to address 
individual needs. 

Harder-to-Serve Groups: High-risk individuals face compounded barriers due to 
behavioral or criminal history concerns that may deter employers. Black ex-offenders may 
experience additional systemic discrimination in hiring practices. 

Easier-to-Serve Groups: Low-risk individuals generally find it easier to reintegrate into the 
workforce due to fewer behavioral concerns and a lower likelihood of recidivism. Counties 
with smaller populations of ex-offenders, like Pike and Wayne, may find it easier to provide 
targeted support. 

This data shows the importance of tailored workforce strategies for ex-offenders in the 
Pocono Counties. Programs focusing on skills training, employer education to reduce 
stigma, and targeted support for high-risk individuals will be critical for improving 
employment outcomes for this population. 

English Language Learners 

As seen in Table 16, English Speaking Ability Ages 5 and Older, the percentages and totals 
highlight the prevalence of limited English proficiency (LEP) across the counties. 

Table 16 

English Speaking Ability Ages 5 and Older by County72 

 

Total Population and LEP Individuals: Monroe County has the highest population 
(160,338) and the largest number of individuals with limited English proficiency (7,893), 
representing 4.9% of its population. Wayne County has the lowest total population 
(49,150) and the fewest LEP individuals (716), accounting for only 1.5% of its population.73 

 
72 CWIA, “Pocono Local Plan”. 
73 CWIA, “Pocono Local Plan”. 
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County Comparisons: Carbon County has 1,051 individuals with limited English 
proficiency, representing 1.7% of its population. Pike County has 1,937 LEP individuals, or 
3.4% of its population.74 

Higher Concentration in Monroe County: Monroe County's higher percentage of LEP 
individuals suggests a greater need for language assistance programs, such as English as a 
Second Language (ESL) training, to help this group access employment opportunities. This 
concentration may also indicate a larger immigrant or non-native English-speaking 
population compared to other counties. 

Lower Concentration in Wayne and Carbon Counties: These counties have smaller LEP 
populations, which may make it easier to address their workforce needs due to fewer 
individuals requiring specialized services. 

Harder-to-Serve Groups: LEP individuals face significant barriers to employment due to 
language limitations that restrict access to job opportunities, training programs, and 
workplace communication. They may also encounter discrimination or difficulty navigating 
systems without translation support. Monroe County's higher percentage of LEP 
individuals makes this group particularly challenging to serve, given the scale of need. 

Easier-to-Serve Groups: Counties like Wayne and Carbon with smaller LEP populations 
may find it easier to provide targeted language support services due to the lower demand 
for such resources. 

Single Parents 

As seen in Table 17, Family Household Type by County, there is data on family household 
structures with children across the Pocono Counties. It shows the distribution of married-
couple families and single-parent families, which are critical for identifying barriers to 
employment. 

 

 

Table 17 

Family Household Type by County75 

 
74 CWIA, “Pocono Local Plan”. 
75 CWIA, “Pocono Local Plan”. 
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Monroe County has the highest number of family households with children (15,737), 
followed by Carbon (5,884), Pike (5,501), and Wayne (3,802). Married-couple families form 
the majority in all counties. For instance, Monroe County has 11,108 married-couple 
households, which is significantly higher than other counties. Wayne County has the 
smallest number of married-couple families (2,516). Single-parent households represent a 
smaller but significant portion of family structures. Monroe County also leads in this 
category with 4,629 single-parent households. Wayne County has the fewest single-parent 
households (1,286).76 

Single parents often face more pronounced barriers to employment due to childcare 
responsibilities, limited flexibility in work hours, and potential lack of access to affordable 
childcare services. Counties like Monroe and Carbon with higher numbers of single-parent 
families may experience greater demand for supportive services such as childcare 
assistance and job training programs tailored to flexible schedules. 

Married-couple families may have fewer employment barriers due to shared 
responsibilities and potentially higher household income levels. This can make it easier for 
them to serve in workforce programs compared to single-parent households. 

Harder-to-Serve Groups: Single-parent households are harder to serve due to financial 
constraints, limited time for skill development or job searching, and a greater reliance on 
external support systems. 

Easier-to-Serve Groups: Married-couple families are generally easier to serve as they may 
have more stable household dynamics and resources that reduce employment-related 
challenges. 

 

Housing 

Table 18, Housing Patterns, highlights factors such as vacancy rates, median house 
values, rental costs, and occupancy levels. These metrics are relevant for identifying 

 
76 CWIA, “Pocono Local Plan”. 
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barriers to employment, as housing stability and affordability significantly impact 
workforce participation.  

Table 18 

Housing Patterns77 

 

Housing Affordability: Median house values vary across counties, as Pike County has the 
highest median house value at $225,100, and Carbon County has the lowest at $179,600. 
Median monthly rents are also highest in Pike County ($1,344) and lowest in Wayne County 
($933).78 

Vacancy Rates: As seen in Homeowner Vacancy Rates, it is relatively low across all 
counties, ranging from 0.8% in Wayne County to 2.3% in Carbon County. Regarding Rental 
Vacancy Rates, Pike County has the highest rental vacancy rate (5.7%), while Wayne 
County has the lowest (1.5%).79 

Occupied vs. Vacant Housing Units: Monroe County has the largest number of occupied 
housing units (59,113) but also a significant percentage of vacant housing units (25.5%). 
Pike and Wayne Counties have higher percentages of vacant housing units (40.2% and 
38.3%, respectively), which may indicate challenges in attracting or retaining residents.80 

Housing Costs and Vacancy as a Barrier: High median rents in counties like Pike and 
Monroe may create financial barriers for low-income workers, making it harder for them to 
afford stable housing near employment opportunities. Workers in lower-wage jobs or those 
with irregular income may struggle to secure housing, particularly in areas with high rental 
costs or limited affordable options. High vacancy rates in Pike and Wayne Counties 
suggest potential mismatches between housing availability and workforce needs. These 
areas may struggle to attract workers due to limited employment opportunities or 
insufficient infrastructure.  

 
77 Lightcast, "Community Indicators," 
78 Lightcast, "Community Indicators," 
79 Lightcast, "Community Indicators," 
80 Lightcast, "Community Indicators," 
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Harder-to-Serve Groups: Individuals with lower incomes or unstable employment face 
heightened challenges due to high housing costs and limited affordable rental options. 
Workers who must commute long distances due to a lack of nearby affordable housing 
may encounter additional transportation barriers. 

Easier-to-Serve Groups: Homeowners or individuals with stable financial resources are 
less impacted by fluctuating rental markets and vacancy trends, making them easier to 
serve in workforce programs. 

Wayne County has the highest percentage of homeowners with a mortgage in the state 
who are cost-burdened, at 27% (U.S. Census Bureau, n.d.).  A cost-burdened homeowner 
means that a homeowner uses more than 35% of their household income for housing 
costs. Pike County is 3rd in the state at 26.1%, Carbon County is 7th at 20.8%, and Monroe 
County is 8th at 20.7%.81  

This information shows a need for workforce strategies that address the interplay between 
housing stability and employment. Efforts could include increasing access to affordable 
housing, providing transportation support for workers commuting from distant areas, and 
fostering job creation near residential hubs to reduce economic disparities across the 
Pocono Counties. 

Commuting Patterns 

As seen in Figure 23, Workforce Jobs, Resident Workers, and Net Commuters, and Table 
19, Commuting Patterns, the commuting data for the Pocono Counties reveals significant 
patterns in workforce mobility and job availability across the region. The data includes job 
availability, resident workers, net commuters, mean commute times, and transportation 
methods. 

 

 

 

 

 

Figure 23 

 
81 U.S. Census Bureau, "2022 American Community Survey." 
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Workforce Jobs, Resident Workers, and Net Commuters82 

 

Table 19 

Commuting Patterns83 

 

Jobs vs. Resident Workers 

Monroe County exhibits the largest imbalance, with approximately 140,000 resident 
workers but only about 60,000 available jobs, resulting in a high number of net commuters. 
Carbon, Wayne, and Pike also show more resident workers than available jobs, albeit on a 
smaller scale.8485 

Commute Times 

 
82 Lightcast, "Workforce Jobs, Resident Workers, and Net Commuters," updated December 2, 2024, 
Dashboard by eImpact. 
83 Lightcast, "Community Indicators," 
84 Lightcast, "Community Indicators," 
85 Lightcast, "Workforce Jobs and Net Commuters." 
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• Pike County: Longest mean commute time at 43.9 minutes. 

• Monroe County: Second longest at 39.8 minutes. 

• Carbon County: 31.6 minutes. 

• Wayne County: Shortest commute time at 27.8 minutes 

Transportation Methods: Public Transportation usage is low across all counties, with 
Monroe County having the highest percentage at 3.5%. Walking is slightly more common in 
Wayne County at 3.8% compared to other counties. Remote Work is a growing trend, with 
Monroe County leading at 9% of workers working remotely.86 

Commuting Patterns: Out-Commuting: Significant out-commuting is observed, 
particularly in Monroe County, indicating reliance on job markets outside the county. There 
is also a high dependence on personal vehicles for commuting across all counties, 
reflecting limited public transportation options. 

Commute Time: Pike County and Monroe County have the first and second longest Mean 
Commute Time in the  Commonwealth, 43.9 minutes and 39.8 minutes, respectively, of all 
counties within Pennsylvania (US Census Bureau, n.d.). Carbon County has the seventh-
longest Mean Commute Time at 31.6 minutes, and Wayne County is 16th at 27.8 minutes.  
Pike County has the 7th longest Mean Commute Time in the nation.87 

Implications of Commuting Patterns: The imbalance between jobs and resident workers 
suggests a need for local job creation and economic development initiatives. Long 
commute times and low public transit usage indicate potential gaps in transportation 
infrastructure and services.  The growing trend of remote work, especially in Monroe 
County, presents an opportunity to address commuting challenges and retain the local 
workforce. 

Barriers to Employment: 

Long Commutes: Workers in Pike and Monroe Counties face long commutes due to the 
lack of local employment opportunities, which can lead to transportation-related barriers 
such as increased costs and time constraints. Limited public transportation options 
exacerbate these challenges, particularly for individuals without reliable personal vehicles. 

 
86 86 Lightcast, "Community Indicators," 
87 U.S. Census Bureau, "2022 American Community Survey 5-year Estimates," U.S. Department of 
Commerce, accessed January 9, 2025, https://data.census.gov/. 

https://data.census.gov/
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Limited Local Jobs: The disparity between resident workers and local jobs in all counties 
highlights the need for job creation within the region to reduce dependency on commuting. 

Access to Transportation: Individuals without access to personal vehicles or reliable 
public transportation are at a disadvantage when seeking employment outside their 
immediate area. 

Harder-to-Serve Groups: Individuals without reliable transportation or those living in 
areas with limited public transit options face significant barriers. Low-income workers may 
struggle with the costs associated with long commutes or vehicle maintenance. Older 
individuals or those with disabilities may find it challenging to navigate long commutes or 
areas lacking accessible transit. Training options available are also limited to those 
without a vehicle or commuting options. This severely limits the upskilling opportunities to 
those in remote areas and those with limited transportation options.  

Easier-to-Serve Groups: Workers with access to personal vehicles are less impacted by 
limited public transportation. Residents who engaged in remote work face fewer 
commuting-related barriers and may benefit from flexible employment arrangements. 

Addressing these commuting challenges requires investments in local job creation, 
improved transportation infrastructure, expanded access to remote work opportunities, 
and increased training options throughout the region. These training offices may be 
physical locations or virtual options. These measures will help reduce employment 
barriers while fostering economic growth within the Pocono Counties.  There is a complex 
relationship between residential patterns, job and training availability, and transportation 
infrastructure in the Pocono Counties, which shows areas for potential improvement in 
workforce development and regional planning. 
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1.2 Economic Analysis 
Figure 24 

Pocono Counties WDA Largest Industries 88 

 

 

Government is the largest employer with 18,365 jobs according to the 2023 jobs at the 2-
digit NAICS industry. This is followed closely by Accommodation and Food Services with 
16,957 jobs, Health Care and Social Assistance with 16,161 jobs, and Retail Trade with 
15,655 jobs. These four industries collectively support a large portion of the region's 
economy, accounting for a substantial portion of total employment. All four sectors are 
higher than the 2023 national average for regions of a similar size to the Pocono Counties. 
Following these industries are manufacturing, which has 7,324 jobs; construction, which 
has 6,443 jobs; and other services (except public administration), which have 6,310 jobs.89 

Figure 25 

 
88 Pocono Counties Workforce Development Area, "Economy Overview," 
89 Pocono Counties Workforce Development Area, "Economy Overview," 
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Top Industry Earnings90 

  

Figure 25, Top Industry Earnings highlights significant wage disparities, with sectors such 
as Utilities, Management of Companies and Enterprises, Manufacturing, and Finance and 
Insurance offering the highest earnings, exceeding $100,000 annually. Conversely, 
industries like Arts, Entertainment, and Recreation, Accommodation and Food Services, 
and Other Services rank at the lower end, with earnings below $40,000.  

• Top-Earning Industries: Utilities, Management of Companies and Enterprises, 
Manufacturing, and Finance and Insurance lead with the highest earnings per 
worker, exceeding $100,000 annually. 

• Mid-Tier Industries: Government, Mining, Quarrying, Oil and Gas Extraction, 
Wholesale Trade, and Professional/Technical Services offer moderate earnings 
ranging from approximately $70,000 to $90,000. 

• Lower-Earning Industries: Accommodation and Food Services, 
Arts/Entertainment/Recreation, and Other Services rank at the bottom, with annual 
earnings below $40,000. 

 
90 Pocono Counties Workforce Development Area, "Economy Overview," 
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This data offers insights into high-wage sectors for strategic investment and identifying 
opportunities to address wage gaps in lower-earning industries.  

Table 20, Pocono Counties Detailed Industries shows detailed information on priority 
industries within the Poconos, along with significant economic patterns and change.  

Table 20 

Pocono Counties Detailed Industries91

 

Government remains the dominant employer with 18,365 jobs, despite experiencing a 7% 
decline (- -1,467 jobs) since 2018. Following closely are Accommodation and Food 
Services with 16,957 jobs, showing growth of 1%, and Health Care and Social Assistance 
with 16,161 jobs, demonstrating growth of 7%. Retail Trade maintains a strong presence 
with 15,655 jobs, remaining stable with minimal change, while Manufacturing employs 
7,324 workers despite a 5% decline. Construction and Other Services contribute 
moderately to the employment base with 6,443 and 6,310 jobs, respectively, both showing 

 
91 Pocono Counties Workforce Development Area, "Economy Overview," 
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slight growth. Transportation and Warehousing maintains steady employment with 4,562 
jobs.92 

Professional services and specialized sectors present a mixed picture. Professional, 
Scientific, and Technical Services show the most growth at 11% (+339 jobs), though its 
employment concentration, or Location Quotient (LQ), remains below national averages at 
0.42. Conversely, Arts, Entertainment, and Recreation experienced the steepest decline of 
-12% (-457 jobs), despite maintaining a high LQ of 1.77 compared to national averages.93 

The economic value distribution across sectors shows that manufacturing leads in both 
earnings per worker ($100,156) and gross regional product ($2.60B), followed by finance 
and insurance with earnings of $92,557 per worker. The region shows strength in tourism-
related industries, with Accommodation and Food Services maintaining an LQ of 1.82 
compared to national averages, though earnings in this sector are lower at $31,730 per 
worker.94 

Industry or Sector Clusters 

To further break down sectors within the Pocono Counties for this strategic plan, six 
distinct sectors have been identified based on employment, growth, occupational wages, 
and location quotient. These selected sectors drive strategic planning in building sector 
strategies, highlighting employer needs, and supporting the strategic priorities of the 
Pocono Counties Workforce Development Area. In-demand sectors within the region 
include:  

• Health Care 
• Education 
• Hospitality, Leisure, and Entertainment 
• Advanced Manufacturing 
• Building and Construction 
• Agriculture and Food Production 

These clusters are used to offer a consistent definition that allows for the comparison of 
the industrial structure of regional economies and identify major employers in significant 
clusters as a springboard for building Sector Partnerships (Pennsylvania Department of 
Labor & Industry, n.d.). These sector clusters also provide a basis for occupational data 
analysis by grouping industries together that share workforce needs, and to determine 

 
92 Pocono Counties Workforce Development Area, "Economy Overview," 
93 Pocono Counties Workforce Development Area, "Economy Overview," 
94 Pocono Counties Workforce Development Area, "Economy Overview," 
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training that prepares the region's workforce for jobs that drive those clusters 
(Pennsylvania Department of Labor & Industry, n.d.). These clusters are also consistent 
with the Commonwealth of PA’s Industry Clusters that have been identified for workforce 
strategies.95 

As seen in Figure 26, Pocono Counties WDA Industry Clusters, the industry landscape is 
characterized by a mix of sectors, ranging from high-wage Bio-Medical ($119,859 average) 
to large-employment Hospitality ($27,550 average), with varying location quotients 
indicating regional specializations across eight distinct industry clusters. The bubble size 
indicates the average wage within each cluster.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 26 

Pocono Counties WDA Major Industry Clusters 

 

 
95 Pennsylvania Department of Labor & Industry, "Industry Clusters," 
https://www.pa.gov/agencies/dli/resources/statistic-materials/products/industry-clusters.html. 

https://www.pa.gov/agencies/dli/resources/statistic-materials/products/industry-clusters.html
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The bio-medical sector stands as the highest-paying industry cluster, with average wages 
of around $119,859, although it maintains a smaller employment figure. In contrast, 
traditional sectors show moderate wages, with Education at $56,745 and Health Care 
averaging approximately $60,001. The hospitality, leisure, and entertainment sector is the 
largest employer, with approximately 20,741 workers, although it offers a lower average 
wage of $27,550. Several mid-sized clusters occupy the middle ground, as Building 
Construction and Advanced Manufacturing demonstrate balanced employment-to-wage 
ratios, Logistics Transportation shows moderate employment with competitive wages, and 
Agriculture/Food Production maintains a smaller but stable presence within this field. The 
Location Quotient (LQ) indicates industry concentration relative to the national average, 
which is 1.0. 96 

Notable concentrations appear in the Bio-Medical sector, which is a large bubble 
indicating strong regional specialization. Hospitality, leisure, and entertainment have a 
significant regional concentration, and education, health care, and building and 
construction have a moderate concentration, close to the national average.  

The data reveals a dual economic structure within the region, split between high-wage, 
specialized sectors, such as bio-medical, and high-employment, service-oriented 
industries such as hospitality and health care. This distribution suggests opportunities for 

 
96  
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workforce development initiatives focused on upskilling workers in lower-wage sectors, 
expanding the high-wage sectors, and strengthening the middle-wage sectors to create 
more balanced economic growth. A notable wage disparity exists across sectors, with Bio-
Medical wages more than double those in Hospitality. Agriculture, logistics, 
transportation, and advanced manufacturing show lower location quotients but remain 
vital to the regional economy due to higher average wages and economic impact. They also 
require targeted support to maintain or expand their presence in the region. 

Sectors and Occupations 

Along with the six targeted sectors, the Pocono Counties WDA has identified multiple 
occupations that are high priority and relevant across multiple sectors or are within 
sectors not identified accurately within the Industry Clusters. This means the occupations 
may not be addressed directly within a specific sector and its strategy, but are high-priority 
occupations within the region.97    

Healthcare 

The healthcare sector in the Pocono counties Workforce Development Area is experiencing 
significant growth, with total jobs increasing from 4,097 in 2021 to 4,533 in 2023, 
representing an 11% increase. The average hourly earnings for healthcare occupations in 
the area are $39.58, with a cost-of-living (COL) adjusted average of $39.18. This sector is 
projected to continue expanding, with total jobs expected to reach 4,665 by 2024. 
However, the area faces a notable challenge with a negative net commuter flow of -2,081, 
indicating that many healthcare workers commute out of the region for employment. The 
workforce in this sector is predominantly female and white, with opportunities for 
increased diversity. Additionally, a significant portion of workers in key occupations are 55 
or older, suggesting potential future staffing challenges.98 

The Healthcare industry in the Pocono Counties Workforce Development Area is a crucial 
component of the region's employment landscape. As of 2023, the industry employs a 
significant portion of the workforce, with projections indicating continued growth in the 
coming years. The healthcare sector offers a range of employment opportunities with 
competitive wages, reflecting its importance within the region.99 

According to the Center for Workforce Information and Analysis (CWIA), healthcare 
occupations are prominent among the top employers in the Pocono Counties. Job posting 

 
97 Pennsylvania Department of Labor & Industry, "Industry Clusters." 
98 Lightcast, "Occupation Overview in Pocono Counties Workforce Development Area," Lightcast Q1 2025 
Data Set 
99 Lightcast, "Occupation Overview,” 
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data for the period of January 2024 through December 2024 reveals strong demand across 
various healthcare roles, from direct patient care to specialized technical positions. 100 

Registered Nurses 
Registered Nurses form the largest healthcare workforce in the Pocono Counties WDA, 
with 1,884 jobs in 2023 and a projected growth of 14% from 2021-2023. This bachelor's 
degree-required position offers an average hourly wage of $39.44 ($82,030 annually) and 
shows significant ongoing demand with 214 average annual openings.101 

Licensed Practical and Licensed Vocational Nurses 
While experiencing a slight decline (-3%) from 2021 to 2023, Licensed Practical and 
Licensed Vocational Nurses maintain a significant presence with 453 jobs in 2023. These 
positions require postsecondary non-degree education and offer an average hourly wage 
of $26.76.102 

Nurse Practitioners 
Nurse Practitioners show the highest percentage growth at 41% from 2021 to 2023. These 
positions require a master's degree and offer a high average hourly wage of $60.25 
($125,330 annually), with ongoing demand indicated by 22 average annual openings. 103 

Radiologic Technologists and Technicians 
Radiologic Technologists and Technicians experienced significant growth of 48% from 
2021 to 2023, with 207 jobs in 2023. This associate degree-required position offers an 
average hourly wage of $32.82 and shows strong demand with 42 average annual 
openings.104 

Surgical Technologists 
Surgical Technologists saw a 39% growth from 2021 to 2023, with 139 jobs in 2023. This 
postsecondary non-degree education role offers an average hourly wage of $24.79 and has 
26 average annual openings.105 

The healthcare sector in the Pocono Counties is projected to continue growing, with total 
jobs expected to reach 4,665 by 2024. However, the region faces challenges, including a 

 
100 Lightcast, "Occupation Overview,” 
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significant negative net commuter flow (-2,081) and an aging workforce, particularly in key 
occupations like Registered Nursing.106 

Education 

The Education industry in the Pocono Counties Workforce Development Area plays a 
significant role in the region's employment landscape. As of 2023, the industry employs 
10,111 individuals, accounting for 10.20% of the total workforce in the area. This 
concentration is higher than the national average, as shown by an LQ of 1.11, highlighting 
the importance of education within the region. Despite its importance, the Education 
sector in the Pocono Counties has experienced a decline in recent years. Between 2018 
and 2023, the industry saw a decrease of 720 jobs, representing a 6.60% reduction in 
employment. 107 

The average wage for workers in the Education industry in the Pocono Counties Workforce 
Development Area stands at $56,745 as of 2023, indicating that the industry provides 
employment opportunities with a living wage.108 

According to CWIA, of the Top 50 employers hiring in the Poconos in Quarter 3 of 2024, 10 
employers are within the education industry, including six school districts, three post-
secondary institutions, and one Intermediate Unit (IU). Within the Top 10 employers in 
Quarter 2 of 2024, two employers are school districts.109 

Job Posting data reveals trends in the education sector and related fields for the period of 
January 2024 through December 2024. Postsecondary Teachers lead the job market with 
270 total postings (101 unique), showing the highest demand in the education sector. This 
is followed by Secondary School Teachers with 92 total postings (43 unique), and Teaching 
Assistants with 61 total postings (38 unique). Along with teaching positions, support staff, 
including teaching assistants, coaches and scouts, and janitors are well represented in job 
postings, along with administrative positions such as education administrators K12 and 
postsecondary. 110 

Elementary School Teachers 

Elementary school teachers form the second-largest group with 1,350 positions, which is 
expected to grow 13.3% to 1,530 positions by 2030. This bachelor's degree-required 
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position offers an average annual wage of $77,110 and shows an annual demand of 121 
positions.111 

Secondary School Teachers 

Secondary School Teachers, designated as a High Priority Occupation (HPO), currently 
number 800 positions with a projected 15% growth to 920 positions by 2030. The role 
requires a bachelor's degree, offers an average annual wage of $78,840, and has an annual 
demand of 70 positions.112 

Middle School Teachers 

Middle School Teachers, also an HPO, account for 660 positions with a projected growth of 
13.6% to 750 positions by 2030. These positions require a bachelor's degree, offer an 
average annual wage of $78,980, and show an annual demand of 59 positions.113 

Teaching Assistants  

Teaching Assistants (Non-Postsecondary) represent the largest educational workforce in 
the Pocono Counties WDA, with 1,490 positions in 2020, projected to grow 14.8% to 1,710 
positions by 2030. The role requires postsecondary non-degree education and offers an 
average annual wage of $35,050, with an annual demand of 168 positions. 114 

Pre-School Teachers 

Preschool Teachers show the highest percentage growth at 20%, increasing from 200 to 
240 positions by 2030. These positions require an associate degree and offer an average 
annual wage of $29,310, with an annual demand of 26 positions.115 

Hospitality, Leisure, and Entertainment 

The hospitality industry in the Pocono Counties Workforce Development Area plays a 
crucial role in the region's employment landscape. As of 2023, the industry employs 
approximately 35,818 individuals, accounting for 38% of the region's labor income and 
36% of total employment. This concentration is significantly higher than the national 
average, highlighting the importance of hospitality within the region. The sector has shown 
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remarkable growth, with visitor spending rising 35% in 2022 compared to the previous 
year.116 

The average wage for workers in the hospitality industry in the Pocono Counties Workforce 
Development Area varies by occupation, with some positions offering competitive salaries. 
For example, Food Service Managers earn an average annual wage of $69,190 as of May 
2023.117 

According to the Pocono Mountains Visitors Bureau, tourism generates $4.3 billion in 
revenue annually and supports a total of 35,818 jobs in the region. The industry has 
demonstrated resilience, with visitor numbers reaching over 30 million per year in 2023, 
surpassing pre-pandemic levels. Job posting data reveals ongoing demand across various 
hospitality roles. The Pocono Mountains Visitors Bureau website118 Lists numerous job 
openings in fields such as food & beverage, guest services, housekeeping, management, 
and recreation across Wayne, Pike, Monroe, and Carbon counties.119 

Retail Salespersons 
Retail Salespersons form the largest group in hospitality-related occupations, with 3,540 
positions in 2023, showing a 5% growth since 2021. This position offers an average hourly 
wage of $16.36 and shows an annual demand of 597 openings.120 

Fast Food and Counter Workers 
Fast Food and Counter Workers experienced 10% growth, reaching 2,997 jobs in 2023. 
These positions offer an average hourly wage of $13.71 and have the highest demand, with 
763 average annual openings.121 

Waiters and Waitresses 
Waiters and Waitresses grew by 13% to 2,265 jobs in 2023. The average hourly earnings are 
$17.68, with 575 average annual openings. 

Cooks, Restaurant 
Cooks, Restaurant experienced the highest growth rate of 25%, reaching 1,605 jobs in 
2023. The average hourly earnings are $16.23, with 361 average annual openings.122 

 
116 Lightcast, "Occupation Overview” 
117 Lightcast, "QCEW Employees 
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Hotel, Motel, and Resort Desk Clerks 
Hotel, Motel, and Resort Desk Clerks, while experiencing a slight decline (-4%) from 2021 
to 2023, still maintain a significant presence with 507 jobs in 2023. These positions offer an 
average hourly wage of $15.59 and have an annual demand of 99 openings.123 

Advanced Manufacturing 

The production and manufacturing sector in the Pocono Counties Workforce Development 
Area has shown moderate growth and demand between 2021 and 2023. The major 
occupations in this sector collectively experienced a 6% increase in jobs, growing from 
3,299 to 3,497 positions. The average hourly wage for these occupations is $23.38, with a 
cost-of-living-adjusted rate of $23.18.124 

Key findings for the top five production and manufacturing occupations include: 

Food Batchmakers:  

This occupation has seen the most significant growth, increasing by 55% to 465 jobs in 
2023. The average hourly earnings are $21.07, with 141 average annual openings. The high 
growth rate and number of openings indicate a strong demand for these workers.125 

Chemical Equipment Operators and Tenders:  

Experienced 16% growth, reaching 394 jobs in 2023. These positions offer a higher average 
hourly wage of $26.06 and have 65 average annual openings. The low turnover rate of 18% 
suggests job stability in this occupation.126 

Packaging and Filling Machine Operators and Tenders:  

Despite a 13% decline to 348 jobs, this occupation still has 44 average annual openings. 
The average hourly earnings are $20.23.127 

First-Line Supervisors of Production and Operating Workers:  

Grew by 10% to 347 jobs in 2023. This occupation offers the highest average hourly wage 
among the top five at $35.17 and has 50 average annual openings.128 

Inspectors, Testers, Sorters, Samplers, and Weighers: 

 
123 Lightcast, "QCEW Employees” 
124 Lightcast, "Occupation Overview” 
125 Lightcast, "QCEW Employees” 
126 Lightcast, "QCEW Employees” 
127 Lightcast, "QCEW Employees” 
128 Lightcast, "QCEW Employees” 



60 | P a g e  
 

Experienced a slight decline of 2% to 325 jobs. The average hourly earnings are $25.63, 
with 42 average annual openings.129 

Emerging in-demand occupations include Butchers and Meat Cutters (60% growth) and 
Stationary Engineers and Boiler Operators (77% growth), although the latter starts from a 
smaller base. The production and manufacturing sector in the Pocono Counties faces a 
challenge with a significant negative net commuter flow (-2,003), indicating that many 
workers commute out of the area for work. This suggests a need for strategies to retain 
skilled workers within the region.130 

Building and Construction 

The building and construction sector in the Pocono Counties Workforce Development Area 
has shown moderate growth between 2021 and 2023. The major occupations in this sector 
collectively experienced a 5% increase in jobs, growing from 2,711 to 2,841 positions. The 
average hourly wage for these occupations is $27.34, with a cost-of-living-adjusted rate of 
$27.02. Employers' needs in the building and construction sector include addressing skills 
gaps, improving retention strategies, and managing an aging workforce. The sector faces a 
challenge with a significant negative net commuter flow (-1,637), indicating that many 
workers commute out of the area for work.131  

Construction Laborers:  

The largest occupation was with 627 jobs in 2023, showing a 9% growth since 2021. The 
average hourly earnings are $23.09, with 89 average annual openings.132 

Operating Engineers and Other Construction Equipment Operators:  

Experienced a 6% growth, reaching 548 jobs in 2023. The average hourly earnings are 
$26.58, with 70 average annual openings.133 

First-Line Supervisors of Construction Trades and Extraction Workers:  

Grew by 18% to 385 jobs in 2023. The average hourly earnings are $36.05, with 57 average 
annual openings.134 

Highway Maintenance Workers:  
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Remained stable with 319 jobs in 2023. The average hourly earnings are $25.21, with 47 
average annual openings.135 

Electricians:  

Experienced a slight decline of 2%, reaching 289 jobs in 2023. The average hourly earnings 
are $29.67, with 40 average annual openings. 136 

Emerging in-demand occupations include Cement Masons and Concrete Finishers, which 
saw a significant 62% growth, reaching 149 jobs in 2023. Construction and Building 
Inspectors also showed strong growth at 23%, reaching 60 jobs in 2023.137 

Agriculture 

The agriculture sector in the Pocono Counties Workforce Development Area has shown 
significant growth between 2021 and 2023. The major agricultural occupations collectively 
experienced a 19% increase in jobs, growing from 995 to 1,182 positions. The average 
hourly wage for these occupations is $19.12, with a cost-of-living-adjusted rate of 
$18.68.Emerging in-demand occupations include Farmers, Ranchers, and Other 
Agricultural Managers, and Farmworkers, Farm, Ranch, and Aquacultural Animals, both 
showing substantial growth rates.138 

Employers' needs in the agriculture sector include addressing high turnover rates, 
particularly in Landscaping and Groundskeeping Workers (155%) and Farmworkers 
(166%). The sector also faces challenges with a significant portion of workers aged 55 and 
older, indicating a need for succession planning and knowledge transfer. The agriculture 
industry in the Pocono Counties is projected to continue growing, with total jobs expected 
to reach 1,220 by 2024. However, the region faces a challenge with a negative net 
commuter flow (-267), indicating that some agricultural workers commute out of the area 
for work.139 

Landscaping and Groundskeeping Workers: The largest occupation, with 889 jobs in 
2023, has shown a 14% growth since 2021. The average hourly earnings are $17.51, with 
157 average annual openings.140 
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First-Line Supervisors of Landscaping, Lawn Service, and Groundskeeping Workers: 
Grew by 20% to 123 jobs in 2023. The average hourly earnings are $24.94, with 22 average 
annual openings.141 

Farmers, Ranchers, and Other Agricultural Managers Experienced significant growth of 
78%, reaching 85 jobs in 2023. The average hourly earnings are $29.57, with 25 average 
annual openings.142 

Farmworkers, Farm, Ranch, and Aquacultural Animals: Showed the highest growth rate 
of 87%, reaching 75 jobs in 2023. The average hourly earnings are $17.22, with 24 average 
annual openings. 143 

Graders and Sorters, Agricultural Products: Experienced a significant decline of 56%, 
decreasing to 11 jobs in 2023. The average hourly earnings are $16.60, with an average of 
five annual openings.144 

Multi-Sector Occupations 

The following major multi-sector occupations play a crucial role in the Pocono Counties 
Workforce Development Area, are not part of individual industry clusters, while remaining 
important to the region's economic landscape. General and Operations Managers, 
Maintenance and Repair Workers, First-Line Supervisors of Office and Administrative 
Support Workers, Police and Sheriff's Patrol Officers, Security Guards, Accountants and 
Auditors, as well as Compliance Officers, are critical occupations within many sectors and 
industries. These occupations are considered high priority due to their widespread 
applicability, the specialized skills they require, and their importance in supporting the 
functionality and growth of multiple industry sectors. 145 

The multi-sector occupations within the Pocono Counties Workforce Development Area 
show significant growth and demand between 2021 and 2023. These occupations 
collectively experienced an 11% increase in jobs, growing from 6,087 to 6,778 positions. 
The average hourly wage for these occupations is $37.61, with a cost-of-living-adjusted 
rate of $37.24.146 

General and Operations Managers  
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General and Operations Managers form the largest group in this category, with 2,419 jobs 
in 2023, showing a substantial 20% growth since 2021. This position offers an average 
hourly wage of $55.82 and shows significant ongoing demand with 370 average annual 
openings. The occupation has a relatively low turnover rate of 66%, indicating job 
stability.147 

Maintenance and Repair Workers, General  

These occupations experienced 9% growth, reaching 1,591 jobs in 2023. These positions 
offer an average hourly wage of $23.45 and have a high demand, with 223 average annual 
openings. However, they face a high turnover rate of 122%, suggesting challenges in 
employee retention.148 

First-Line Supervisors of Office and Administrative Support Workers  

These occupations showed modest growth of 3%, reaching 979 jobs in 2023. The average 
hourly earnings are $28.98, with 115 average annual openings. This occupation has a lower 
turnover rate of 47%, indicating better job stability.149 

Police and Sheriff's Patrol Officers  

Patrol officers grew by 7% to 562 jobs in 2023. The average hourly earnings are $37.07, with 
63 average annual openings. This occupation has the lowest turnover rate at 20%, 
suggesting high job stability and retention.150 

Security Guards  

Security Guards experienced 10% growth, reaching 548 jobs in 2023. The average hourly 
earnings are $16.81, with 103 average annual openings. However, this occupation faces 
the highest turnover rate at 129%, indicating significant challenges in employee 
retention.151 

Industry Partnerships and Registered Apprenticeship Expansion 

Within the Pocono Counties, there are significant opportunities to develop and expand 
industry partnerships and apprenticeship programs that address critical workforce 
challenges while supporting economic growth. This report outlines strategies for building 
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robust industry partnerships and creating a comprehensive apprenticeship ecosystem 
across these important sectors. To address these needs, the Pocono Counties WDA will: 

Expand and Form Industry Partnerships 

• Expand existing industry partnerships in Healthcare and Hospitality by 
deepening employer engagement, facilitating sector-based workforce solutions, 
and supporting career pathway development. 

• Form new industry partnerships in Education, Advanced Manufacturing, 
Building and Construction, and Agriculture by convening key employers, 
educational institutions, and community organizations to collaboratively identify 
workforce priorities, share resources, and coordinate training efforts. 

• Leverage sector partnerships to inform curriculum development, align training 
with real-time labor market needs, and facilitate work-based learning opportunities. 

Build an Apprenticeship Ecosystem 

A central strategy for meeting employer needs and supporting sector growth is the creation 
and expansion of Registered Apprenticeships and Pre-Apprenticeships across all priority 
sectors. The WDA will: 

• Develop and expand Registered Apprenticeship and Pre-Apprenticeship 
programs in Healthcare and Hospitality, building on existing employer relationships 
and sector strengths. 

• Launch new apprenticeship pathways in Education (e.g., teacher and 
paraprofessional apprenticeships), Advanced Manufacturing (production and 
technical roles), Building and Construction (skilled trades), and Agriculture (farm 
management and specialized production). 

Establish a regional apprenticeship ecosystem by: 

• Partnering with employers, unions, and educational providers to design programs 
that address sector-specific needs. 

• Creating pre-apprenticeship programs to prepare youth and entry-level workers for 
apprenticeships within industries. 

• Supporting employers with technical assistance, funding navigation, and best 
practices for apprenticeship implementation. This includes sponsoring 
apprenticeships as needed, building apprenticeship councils, and supporting 
registration of apprenticeships and pre-apprenticeships.  
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• Promoting apprenticeships as a workforce solution to address skills gaps, 
succession planning, and retention challenges. 

Strategic Priorities for Industries:  

• Align training and career pathways with the occupational needs identified in each 
sector cluster. 

• Facilitate industry-driven partnerships that leverage employer expertise, 
educational resources, and workforce system support. 

• Promote partnerships and apprenticeship efforts, ensuring access to high-quality 
jobs for all residents. 

• Monitor and respond to labor market trends by regularly engaging employers and 
stakeholders to adjust strategies and maintain alignment with evolving industry 
needs. 

By strategically connecting sector clusters to employer needs through expanded 
partnerships and an apprenticeship ecosystem, the Pocono Counties WDA will strengthen 
the region’s workforce, support economic growth, and ensure that residents have access 
to quality career opportunities across all major industries. 

1.3 Skill Gap Analysis 
The Pocono Counties Workforce Development area will face changes in job market 
demands and skills based on data on skills, qualifications, and tools required across 
various industries. Digital literacy, healthcare expertise, and transportation-related skills 
are important, along with a need for software proficiency, specifically Microsoft Office 
applications, alongside a growing demand for specialized industry software. Healthcare as 
an industry leads the qualification landscape, with programs such as nursing and basic 
life-support certifications, and there is a demand for transportation-related licenses. There 
are also rapidly growing skills, such as marketing, project management, and healthcare 
competencies, and there is a potential decline in skills and competencies such as data 
entry.  

Common Skills: 

Communication, customer service, management, sales, and operations continue to be the 
most in-demand common skills, and all remain relatively stable. Skills such as 
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Mathematics, Self-Motivation, and Prioritization join Microsoft applications as rapidly 
growing common skills.   152 

Figure 27, Top Common Skills, shows the skill gaps based on job postings in the region.  

Figure 27 

Top Common Skill Gap153 

 

Communication is the most demanded skill, appearing in 27% of job postings, but only 5% 
of candidate profiles, and customer service and management, which appear in 25% and 
20% of job postings, while being underrepresented in candidate profiles.  The data also 
shows operational skills appear in 13% of job postings but are in 6% of profiles, while 
leadership skills appear in 11% of job postings and only 8% in profiles. Technical skills like 
Microsoft Office applications maintain steady demand, with Excel showing promising 
growth at 17.7% and being present in 7% of candidate profiles against 4% of job 
postings.154 

Specialized Skills 
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There are also significant trends in demand for and availability of specialized skills across 
various sectors, as shown in Table 21, Specialized Skills Growth. 

Table 21 

Specialized Skills Growth155 

 

Merchandising and Nursing represent 9% of all job postings, respectively. These are 
followed by Warehousing, Housekeeping, and Selling Techniques, each representing 5% of 
job postings. There has also been substantial growth in several key areas. Marketing shows 
expansion at +20.0%, while Project Management follows closely with a +19.8% growth 
rate. The healthcare sector Nursing is experiencing a +20.1% growth rate, and Home 
Health Care is growing at +19.0%. The retail and operations sector also shows growth, with 
Cash Register operations growing at +21.4% and Restaurant Operations at +20.6%.   This 
suggests a shifting landscape where traditional roles are evolving or being replaced by new 
skill requirements. The data indicates a strong emphasis on healthcare-related skills, with 
Medical Records (+12.5%), Patient Education (+11.6%), and Cardiopulmonary 
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Resuscitation (+14.8%) all showing healthy growth rates, pointing to continued expansion 
in the healthcare sector. Only two skills demonstrate declining trends: Selling Techniques 
with a -1.2% decline and Data Entry showing a -2.6% decrease.156 

The software skills analysis highlights the need for continued and increased digital literacy 
and software training among all job seekers and employees. Microsoft Office applications 
continue to dominate the technical skills requirements, with Microsoft Office and Excel 
each representing 4% of job postings and commanding an even stronger presence in 
professional profiles at 9% and 7%, respectively. These application skills show growth 
rates of +18.5% and +17.7%.157 

Microsoft PowerPoint and Outlook lead growth metrics at +26.1% and +25.0% 
respectively. Operating Systems and SAP Applications also show robust growth 
trajectories at +22.6% and +21.6%. This suggests an increasing emphasis on presentation, 
communication, and enterprise software skills in the workplace. The high demand for 
software skills suggests a need to prioritize digital literacy and proficiency in common 
office applications, as well as covering various computer and communication software.158 

The current workforce landscape also reveals skill gaps between the qualifications of the 
local workforce and the demands of employers, and the Pocono Counties is experiencing 
significant skill gaps across various sectors, impacting the ability of local employers to find 
qualified candidates. There are various skill gaps and challenges in addressing workforce 
needs in the Poconos.159  

Industry Skills 

Manufacturing 

Manufacturing employers in the region are increasingly seeking workers with advanced 
technical skills, particularly in:  

• Lean Manufacturing: with a growth rate of +28.1%. This skill is in high demand but 
often lacking in the local workforce. Many workers possess traditional 
manufacturing skills that do not align with modern lean principles, creating a 
significant gap. 

• Continuous Improvement Process: Showing a growth rate of +23.4%, this skill is 
critical for optimizing operations and improving product quality. However, there is a 
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notable absence of training programs focused on continuous improvement 
methodologies. 

• Project Management: As manufacturing processes become more complex, project 
management skills (with +19.8% growth) are increasingly important. Many workers 
lack the necessary training in coordinating and executing complex manufacturing 
projects. 

• Good Manufacturing Practices (GMP): With a growth rate of +13.1%, GMP skills are 
essential for ensuring compliance and quality assurance. However, many workers 
may not have up-to-date knowledge of current GMP standards.160 

 
Transportation and Material Moving 

The transportation and material moving sector in the Pocono Counties Workforce 
Development Area is experiencing significant growth and evolving skill demands. This 
sector plays a crucial role in supporting the region's economy, particularly in logistics and 
supply chain operations. Here's an expanded analysis of the skill gaps and workforce 
needs in this sector: 

• Warehousing: With 229 job postings and a growth rate of 13.0%, warehousing skills 
are the most sought-after in the sector. Employers require workers who can 
efficiently manage inventory, organize storage, and ensure smooth warehouse 
operations. 

• Forklift Truck Operation: This skill is in high demand, with 177 job postings and a 
growth rate of 5.5%. Proficiency in operating forklifts is essential for material 
handling tasks and ensuring safety in warehouse environments. 

• Material Handling Equipment: Showing the strongest growth trajectory at 17.1%, 
this skill encompasses the operation and maintenance of various types of material 
handling equipment beyond forklifts. 

• Inventory Staging: With a growth rate of 15.7%, inventory staging skills are becoming 
increasingly important. This involves effectively organizing inventory for efficient 
shipping and receiving processes.161 

• Truck Driving: There is a consistent demand for truck drivers, with 163 job postings 
and a growth rate of 15.7%. This skill remains vital for transporting goods across the 
region.162 

Healthcare Practitioners 
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The healthcare sector in the Pocono Counties Workforce Development Area is 
experiencing significant skill gaps that impact the ability of local employers to find 
qualified candidates. The healthcare sector in the Pocono region is characterized by a 
demand for both foundational and specialized skills. Key roles such as Registered Nurses 
(RNs) and Licensed Practical Nurses (LPNs) are at the forefront, with job postings 
indicating a critical need for these positions. For instance, RNs lead with 1,257 job 
postings, while LPNs follow with 518 postings, reflecting the essential nature of these roles 
in healthcare delivery. 163 

The healthcare sector shows a strong need for RNs and LPNs, with significant job postings 
indicating a shortage of qualified candidates. Many local practitioners may not possess the 
required certifications or may have outdated training that does not align with current 
healthcare practices, particularly in areas such as general nursing and nursing care, which 
are rapidly growing at rates of +20.1% and +19.6%, respectively.164 

Skills such as Cardiopulmonary Resuscitation (CPR) and Performance Improvement are 
increasingly important as healthcare delivery models evolve. The existing workforce may 
lack training in these specialized areas, limiting their ability to provide comprehensive care 
and support to patients. Performance Improvement, for instance, shows a strong growth 
rate of +19.3%, indicating a need for practitioners skilled in enhancing healthcare 
quality.165 

As the healthcare sector increasingly adopts digital solutions, skills in Computerized 
Physician Order Entry (CPOE) are becoming essential, with a growth rate of +17.1%. Many 
local healthcare workers may lack proficiency in these technologies, which are critical for 
efficient healthcare delivery and patient management.166 

Beyond technical skills, employers are seeking practitioners with strong communication, 
teamwork, and problem-solving abilities. The local workforce may not be adequately 
trained in these employability skills, which are essential for effective collaboration in 
healthcare settings. 

To address the identified skills gaps, the following certifications and degrees are most in 
demand in the Pocono Counties include Registered Nurse (RN) and Licensed Practical 
Nurse (LPN) Certifications, Certified Nursing Assistant (CNA), Cardiopulmonary 
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Resuscitation (CPR) Certification, and Performance Improvement Certifications which are 
valuable for roles focused on enhancing healthcare delivery and patient care quality. 

Education 

The demand for educators in the Pocono Counties is influenced by various factors, 
including population growth, changes in educational standards, and the increasing 
emphasis on personalized learning approaches.  

Key skills required by employers in the region include hard skills such as Instructional 
Strategies, as there is a strong demand for educators who can implement effective 
instructional strategies, with a notable growth rate of 26.3%. This includes the ability to 
adapt teaching methods to meet diverse learning needs. 167 

Skills in educational assessment are also important, as they enable educators to evaluate 
student progress and tailor instruction accordingly. This area shows a growth rate of 
20.6%. 168 

The overall market also shows a clear trend toward personalized learning approaches, with 
Differentiated Instruction (16.9% growth) and IEP (16.4% growth) both showing strong 
growth trajectories. Core subject areas present varying patterns, with Mathematics and 
Science Education maintaining stable growth, while Social Studies shows a concerning 
decline of -1.7%, suggesting potential shifts in educational priorities or market demands.169 

Employability Skills include effective communication and the ability to work collaboratively 
with colleagues, students, and parents, which are essential for success in educational 
settings. Educators must also be adaptable and capable of solving problems as they arise 
in the classroom, particularly in response to diverse student needs and unexpected 
challenges. 

Despite the clear demand for these skills, several gaps exist between the qualifications of 
the local workforce and the needs of employers. Many current educators may possess 
traditional teaching skills that do not align with modern instructional strategies and 
assessment methods. This gap can hinder their effectiveness in meeting the needs of 
today’s learners.  There is a shortage of professional development opportunities focused 
on in-demand skills such as differentiated instruction and educational assessment. This 
limits educators' ability to enhance their skill sets and adapt to evolving educational 
standards. Individuals with barriers to employment, such as those returning to the 
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workforce after a break or those with limited access to higher education, may struggle to 
acquire the necessary qualifications and skills. This can lead to a shortage of qualified 
candidates for teaching positions. Some educators may have advanced degrees or 
certifications that exceed the current job demand, particularly in specialized areas that are 
not prioritized by local school districts. This can result in underemployment and 
dissatisfaction among qualified professionals. 

Construction and Building Trades 

Based on the data from the construction skills overview, the following skills are critical for 
meeting the needs of employers in the Pocono region: 

1. Carpentry: With a projected growth rate of 16.1% and 69 job postings, carpentry is 
the most in-demand skill. Employers require proficiency in both traditional and 
modern carpentry techniques. 

2. General Construction: This encompasses a wide range of skills necessary for 
various construction tasks, with a growth rate of 10.5% and 59 job postings. 
Workers need to be versatile and knowledgeable in multiple construction 
disciplines. 

3. Painting: With a growth rate of 16.0% and 46 job postings, painting skills are 
essential for both residential and commercial projects, requiring attention to detail 
and knowledge of various materials. 

4. Roofing: This skill is experiencing a growth rate of 13.7% with 25 job postings, 
indicating a need for workers who can perform roofing tasks safely and efficiently. 

5. Power Tool Operation: This skill stands out for its potential to enhance salaries and 
is crucial for modern construction practices, showing a moderate growth rate of 
7.4% with 23 job postings.170 

A valid driver's license tops the demand list with 73 job postings, though showing modest 
growth of 7.5% and stable market conditions. Carpentry emerges as a crucial skill with 69 
postings and a 16.1% projected growth rate, indicating strong industry demand. 
Construction and painting follow closely with 59 and 46 postings, respectively, both 
showing growth rates above 10%. The quarterly breakdown from October 2023 through 
December 2024 shows consistency in top skills. Carpentry is the most sought-after skill 
across all quarters, while construction and painting consistently rank among the top three 
positions. The data reveals an evolution in skill demands, with specialized skills like 
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plumbing, drywall installation, and facility management maintaining a steady presence 
throughout the forecast period.171 

Most construction skills show growth trajectories, with several standout areas. Roofing 
demonstrates strong growth at 13.7%, while trenching shows 13.4% growth despite fewer 
job postings. Power tool operation uniquely stands out as the only skill marked for salary 
boosting potential, though it shows moderate growth at 7.4% with 23 job postings. The 
market shows a mix of stable and growing segments. While core skills like hand tools and 
machinery maintain stable growth rates of 6.2% and 8.0% respectively, emerging 
specialties like heavy equipment operation and excavation show promising growth trends. 
This pattern suggests a market that balances fundamental construction skills with evolving 
technical requirements. The construction industry shows particular strength in traditional 
construction skills while embracing specialized technical abilities, indicating a sector that 
combines established practices with emerging needs. The consistent presence of both 
basic and advanced skills across quarters suggests sustained demand for versatile 
construction professionals.172 

Other Occupations 

General & Operations Managers and Supervisor Occupations 

The role of General & Operations Managers is critical in driving efficiency and profitability 
across various sectors in the Pocono Counties Workforce Development Area. As the 
demand for skilled managers continues to grow, it is essential to identify the skill gaps that 
exist between local employers' needs and the qualifications of the current workforce. 
General & Operations Managers require a diverse skill set that spans operational, 
financial, and retail competencies. The occupation shows strong growth indicators across 
multiple skill categories, with particularly robust demand in operations and retail sectors. 

Operations Management and Profit & Loss Management emerge as the foundational 
defining skills, with Operations Management showing exceptional growth at +20.6% and 
P&L Management growing at +18.3%. These core competencies are essential for day-to-
day responsibilities and successful job performance. There is a strong emphasis on the 
area of necessary skills for general and operations managers within the retail sector, as 
merchandising leads to 51 job postings and a 15.0% growth rate, while retail operations 
follow with 39 postings and 11.0% growth. Several rapidly growing skills in this category 
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demonstrate the evolving nature of the role, including Finance (+27.3%), Continuous 
Improvement Process (+23.4%), and Marketing (+23.0%). 173 

Financial Management stands out as a salary-boosting competency with 14.8% growth, 
while Retail Management shows steady growth at 9.6%. These advanced skills offer 
opportunities for career differentiation and specialization. Looking at quarterly trends 
through 2024, the data indicates consistent demand for merchandising and retail 
operations skills, with an increasing emphasis on financial competencies and 
Operational efficiency. The evolution of required skills suggests a shift toward more 
strategic and data-driven management approaches, combining traditional retail expertise 
with modern business practices.174 

Within First-Line Supervisors of Office and Administrative Support Worker positions, 
Merchandising emerges as the most in-demand necessary skill with 28 job postings and 
15.0% projected growth, maintaining consistent prominence across all quarters from 
October 2023 through December 2024. Auditing follows with 21 postings and 
demonstrates rapid growth at 21.8%, while Office Management represents a key defining 
skill with 18 postings, though showing more modest growth at 4.8%. The data indicates 
particularly strong growth in financial and administrative competencies. 175 

Accounting leads with 24.0% projected growth, followed by Marketing at 23.0% and 
Auditing at 21.8%. Payroll-related skills show exceptional potential, with Payroll Reporting 
projected at 20.3% growth and Payroll Administration at 9.7%. Notably, these are the only 
two skills identified as salary-boosting opportunities in the entire skill set. Most skills show 
positive growth trajectories, with many marked as either "Growing" or "Rapidly Growing." 
The exception is the Valid Driver's License requirement, which shows stable but modest 
Growth at 7.5%. The prevalence of rapidly growing skills, particularly in financial areas like 
Cash Register (21.4% growth) and Billing (20.0% growth), suggests a dynamic market with 
expanding opportunities for professionals who possess these competencies.176 

The skill hierarchy emphasizes the importance of both technical and managerial 
capabilities. While financial and administrative skills form the foundation, the 
distinguishing skills layer highlights the value of specialized payroll knowledge. This 
structure suggests that professionals seeking career advancement should focus on 
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developing expertise in payroll administration and reporting while maintaining proficiency 
in core operational functions. 

Protective Services Occupations 

The field of Protected Services shows a balanced mix of law enforcement, medical, and 
specialized protective service skills, with most areas showing positive growth trends and 
stable or growing market conditions. A distinct pattern is emerging in both demand and 
growth trajectories. Criminal Corrections stands at the forefront of defining skills, 
commanding 27 job postings with a +9.5% growth rate, indicating its fundamental 
importance in the sector. Law enforcement appears prominently in both necessary and 
defining skills categories, with 22 job postings in each and showing robust growth of 
around +9.8%, while also carrying the distinction of being a salary-boosting skill.177 

Medical competencies form a crucial component of the necessary skill set, with CPR 
Certification and First Aid Certification each generating 17 job postings and displaying 
strong growth rates of +14.8% and +13.5%, respectively. The field shows particular 
dynamism in emerging areas, with Economics demonstrating rapid growth at +20.1%, 
though with limited current job postings. Similarly, Patrolling shows impressive growth at 
+20.2%, suggesting an increasing emphasis on active security measures.178 

As revealed in a temporal analysis of job postings from October 2023 through December 
2024, criminal corrections and law enforcement consistently appear to be dominant skills. 
across quarters, while specialized knowledge areas like Bloodborne Pathogens and 
Communicable Diseases maintain a steady presence. The data also shows an increasing 
integration of psychological and sociological components, with these skills appearing 
regularly across quarters, indicating a shift toward a more holistic approach to protective 
services. Transportation-related skills maintain steady importance, with a Valid Driver's 
License showing stable growth at +7.5% and 22 job postings. However, some traditional 
areas show signs of potential concern, with Contraband Detection and Control 
experiencing a slight decline at -1.6%, and Crime Prevention, despite positive growth, 
being marked as lagging. This suggests a possible shift in industry focus or 
methodologies.179 

The skill landscape shows traditional law enforcement competencies with an increasing 
emphasis on medical, psychological, and specialized technical skills. The growth patterns 
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and job posting distributions suggest employers are seeking well-rounded professionals 
capable of handling both conventional security duties and emerging challenges in the 
protective services sector. 

Installation and Repair Occupations:  

Installation and Repair Occupations presents a clear hierarchy between necessary skills 
(foundational building blocks) and defining skills (day-to-day tasks), with significant 
overlap between the two categories, indicating the interconnected nature of installation 
and repair work. The data presents a comprehensive analysis of both necessary and 
defining skills within Installation and Repair Occupations, revealing significant insights into 
current market demands and growth trajectories. 
 
Mechanics emerge as the most sought-after skill, appearing prominently in both necessary 
and defining skills categories with 244 job postings and showing strong growth at +13.0%. 
Valid Driver's License demonstrates substantial demand with 191 postings, though 
maintaining moderate growth at +7.5%. Preventive maintenance is a crucial skill with 148 
postings and robust growth of +11.8%, while plumbing shows steady demand with 139 
postings and +9.8% growth.180 

Diesel Engines stands out as the most dynamic skill, showing exceptional growth at 
+24.4%, and is also one of only three skills offering salary-boosting potential. Carpentry 
demonstrates strong growth at +16.1%, while Programmable Logic Controllers shows 
promising development at +14.7%. The market shows some concerning signs in specific 
areas, with Tires being the only skill showing negative growth at-- -0.4 % and earning a 
"Lagging" status. 181 

The data reveals interesting patterns in salary-boosting potential. Only three skills, Hand 
Tools, Programmable Logic Controllers, and Diesel Engines, offer salary enhancement 
opportunities. This suggests these skills are particularly valuable for career advancement 
and commanding higher compensation. Most other skills, despite showing strong demand 
and growth, do not directly translate to higher salary potential.182 

The market shows varying degrees of stability across different skills. Several core 
competencies like HVAC, Hand Tools, and Automotive Services maintain a "Stable" status 
with moderate growth rates between +6.2% and +7.5%. Meanwhile, most technical and 
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specialized skills demonstrate "Growing" status, indicating a market that values both 
foundational competencies and evolving technical expertise. This balance suggests a 
mature yet dynamic job market in the installation and repair sector.183 

Common skill gaps across these sectors include outdated skills that do not align with 
current industry standards, a lack of specialized training programs, and deficiencies in 
essential employability skills such as communication, teamwork, and problem-solving. 
Many workers also lack specific certifications and credentials required by employers. The 
region faces unique challenges, including geographic isolation limiting access to training 
facilities, economic fluctuations leading to job instability, and demographic barriers such 
as a lack of transportation or childcare issues.  
 
Gaps and Opportunities 
To address these gaps, the PCWDA should focus on developing targeted training 
programs, enhancing employability skills training, promoting certification opportunities, 
and fostering partnerships between employers, educational institutions, and workforce 
development organizations. Additionally, support for individuals facing barriers to 
employment, such as transportation and childcare assistance, is crucial.  
 
Based on the analysis of current skills and projected demands, potential gaps and 
opportunities emerge: 

• Upskilling in Technology: While basic computer literacy is important, the demand 
for specialized software skills (ERP, project management, web development) 
suggests a need for upskilling initiatives to equip the workforce with these advanced 
capabilities. 

• Healthcare Specialization: Given the strong presence of healthcare in the region, 
targeted training programs to address specific needs within the healthcare sector 
(e.g., specialized nursing skills, telehealth proficiency) could be beneficial. 

• Addressing Declining Job Postings: An Investigation is needed into the reasons 
behind the decrease in job postings for nursing, mental health, and related fields. 
This could involve surveys of healthcare providers, analysis of changing 
demographics, or assessment of training program effectiveness. 

• Soft Skills Development: While not explicitly listed in the provided data, soft skills 
such as communication, problem-solving, and teamwork are essential for success 
in any occupation. Integrating soft skills training into existing programs can enhance 
workforce readiness. 
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Strategic Implications 
This workforce analysis has the following strategic implications for the PCWDA: 

• Targeted Training Programs: Develop and support training programs that address 
the identified skill gaps, particularly in technology and specialized healthcare areas. 

• Partnerships with Educational Institutions: Collaborate with local schools, 
colleges, and vocational training centers to align curricula with the evolving needs 
of the regional economy. 

• Incentivize Upskilling: Offer incentives (e.g., tuition reimbursement, tax credits) for 
individuals and businesses to invest in upskilling and reskilling initiatives. 

• Data-Driven Decision Making: Continuously monitor labor market trends and skill 
demands to inform strategic planning and resource allocation. 

• Promote Awareness: Disseminate information about in-demand skills and training 
opportunities to residents and businesses through workshops, online resources, 
and community outreach events. 

 
To address evolving workforce needs and align with broader economic goals, the Pocono 
Counties Workforce Development Area will implement regional strategies centered on 
collaborative service delivery, cross-sector partnerships, and data-driven responsiveness. 
Business service teams and Workforce Development Board staff will provide employers 
with support for recruitment, compliance assistance, and workforce training while 
maintaining continuous feedback loops through employer surveys and industry 
roundtables. These service teams will formalize partnerships through MOUs with 
educational institutions, industry associations, economic development, and business 
leaders to create shared resource pools for apprenticeship programs, leveraging models 
like the U.S. Department of Labor’s sectoral partnership framework to align training with 
high-growth sectors such as healthcare, and advanced manufacturing, as well as high 
need industries such as education and hospitality.  
 
The Pocono Counties Workforce Development Board plans to be well-represented and 
partner with regional economic planning groups, create a resource-sharing framework with 
neighboring workforce development areas, and coordinate shared services and programs. 
These are already established within the NEPA Consortium of Workforce Boards, and will 
continue to work with Workforce Board Lehigh Valley.  
 
The Pocono Counties Workforce Development Board will also spearhead programs such 
as an Employer of Choice Recognition Program, Industry Partnerships, and establish a 
Pocono Workforce Apprenticeship Ecosystem to build partnerships, share resources, and 
align goals throughout the region. By aligning workforce development, education, 
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economic development, government, and business, the Pocono Counties will build a local 
collaboration to address these skill gaps.  

1.4 Workforce Development Activities Analysis 
The Pocono Counties Workforce Development Board (PCWDB) has developed a 
comprehensive strategy to enhance workforce development activities, with a strong focus 
on education, training, and apprenticeship programs. This strategy aims to address the 
needs of both job seekers and employers while aligning with regional economic priorities. 

Strengths and Weaknesses of Workforce Development Activities 

Strengths 

1) Strong Partnerships with Education Providers 

The PCWDA has fostered meaningful relationships with key education providers, 
including community colleges, universities, technical schools, local school districts, 
and other training institutions. These partnerships allow the Board to bridge learning 
and skills gaps between job seekers and key industry partners. The PA CareerLink® 
offices have established strong relationships with schools and training providers in the 
area, ensuring access to a variety of training services for job seekers and employers. 

2) Data-Driven Approach 

The Workforce Development Board (WDB) constantly monitors labor market data to 
gain a thorough understanding of the skills and abilities of the available labor force, as 
well as the workforce needs and requirements of the region's employers. This data-
driven approach helps in strategy and decision-making processes. 

3) Hands-On Employer Engagement 

The WDB and its PA CareerLink® Business Service Teams (BSTs), along with affiliate site 
staff, regularly meet with employers to collect information and better understand their 
specific workforce development needs. This hands-on approach ensures that 
workforce development activities are aligned with real-world employer requirements. 

4) Targeted Industry Focus 

The PCWDA emphasizes training programs that are aligned with targeted industries. 
While specific industries aren't listed in the provided information, the focus on High 
Priority Occupations (HPOs) and maintaining quality training programs on the State 
Eligible Training Provider's List (ETPL) suggests alignment with key regional industries. 
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5) Comprehensive Services 

The PCWDA offers a wide range of services through its PA CareerLink® centers, 
including specialized assistance for various populations such as veterans, individuals 
with disabilities, older adults, and returning citizens. This comprehensive approach 
ensures that diverse workforce needs are addressed. 

Weaknesses 

1) Mismatch Between Available Jobs and Unemployed Individuals 

While not explicitly stated in the provided information, this weakness likely persists, 
particularly in priority sectors. The PCWDA's efforts to create clearer and stronger 
career pathways with employers suggest an ongoing need to better align job seekers 
with available positions. 

2) Supply-Demand Mismatch in Education Levels 

The strategic plan indicates a goal to increase the number of verifiably employable high 
school graduates, suggesting a current mismatch between education levels in the 
workforce and job requirements. The emphasis on Career and Technical Education 
(CTE) options also points to a need for more diverse educational pathways. 

Additional Weaknesses Identified: 

1. Housing and Transportation Barriers: The strategic plan highlights significant 
challenges related to housing insecurity and transportation access for employees 
and job seekers. 

2. Seasonal Labor Cycles: The PCWDA faces challenges with seasonal labor cycles, 
especially in small businesses under 50 employees, leading to labor shortages 
during peak seasons. 

3. Workforce System Capacity: The strategic plan indicates a need to enhance 
PCWDA and service center capacity, suggesting current limitations in serving all 
workforce development needs effectively. 

4. Limited Career and Technical Education Options: Wayne and Pike Counties are 
noted as needing more Career and Technical Education options, indicating a gap in 
vocational training opportunities in certain areas. 

Capacity to Address Education and Skill Needs 
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The PCWDB demonstrates its capacity through a variety of resources and partnership 
arrangements. 

1. WIOA-Funded Training Resources: 

• Individual Training Accounts (ITAs): ITAs provide eligible individuals with financial 
assistance to enroll in training programs that are directly linked to in-demand 
occupations. The PCWDB actively promotes ITAs, ensuring individuals can access 
training aligned with High Priority Occupations (HPOs). As a requirement of holding 
ITA funds, training programs must meet performance benchmarks such as program 
completion, employment rates, median earnings, and credential attainment. 

• On-the-Job Training (OJT): OJT provides wage reimbursement to employers who hire 
and train eligible participants. This program allows individuals to gain practical 
skills while working, and it helps employers offset the costs of training new 
employees. 

• Incumbent Worker Training (IWT): The WDB also identifies upgrading the skills of the 
current workforce as a key means of addressing employment challenges. The WDB 
helps employers access training and support for incumbent workers, enabling them 
to improve existing worker skills to meet identified employer challenges and/or new 
skill needs resulting from evolving market and technological changes. 

• Transitional Jobs (TJ): Transitional Jobs is a program of subsidized employment that 
helps individuals with significant barriers to employment gain work experience and 
build a track record of employment. These jobs provide a bridge to unsubsidized 
employment. 

2. Strategic Partnerships: 

• Educational Providers: The WDB fosters meaningful relationships with key 
education providers, including community colleges, universities, technical schools, 
local school districts, and other training institutions. The PA CareerLink® offices 
have established strong relationships with schools and training providers in the 
area, ensuring access to a variety of training services for job seekers and 
employers. These partners provide the Board with opportunities to bridge learning 
and skills gaps that exist between job seekers and key industry partners. 

• PACTT Program: The PACTT Program, as part of Wayne Pike Workforce Alliance, is 
an affiliate and serves the entire region. 
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• Office of Vocational Rehabilitation (OVR): The Board partners with the Office of 
Vocational Rehabilitation (OVR) to assist individuals with disabilities who may need 
specialized services. OVR staff determine eligibility for WIOA Title IV services, and 
as applicable, assist them in developing a career development plan and provide job 
development services tailored to their specific goals. Supporting these efforts, all 
PA CareerLink® staff are provided with training and information on the services and 
strategies available for individuals with disabilities. 

• Local Organizations: The Board partners with local organizations and has strong 
relationships with education leaders. Its PA CareerLink® offices have distinguished 
relationships with the schools and training providers in the area. Job seekers and 
employers have access to a variety of training services. 

• Community-Based Organizations: As part of our regional coordination, the WDB 
promotes non-Joint individual and Group Registered Apprenticeship programs for 
non-traditional occupations. Our PA CareerLink® Partners promote Apprenticeship 
and Pre-Apprenticeship training models and services as an additional tool in serving 
the employment goals of the underserved customers in our workforce, as well as 
meeting the skilled worker training needs of area employers. 

3. Targeted Services for Specific Populations: 

• Veterans: The Veterans’ Employment Program staff are the primary source of 
assistance for veterans using PA CareerLink® services. 

• Basic Skills Deficient Individuals: Some local area residents may lack basic reading, 
writing, and math skills. The PA CareerLink® centers and partners address these 
needs by providing basic education, remediation, and high school equivalency 
preparation services. 

• Low-income individuals may be working part-time or low-wage jobs and are a 
priority for both general job search assistance and for specialized services, such as 
WIOA training services. The Employment, Advancement, and Retention Network 
(EARN) Program offers job search assistance, career guidance, life skills, supportive 
services, training assistance, and job retention services designed to meet the needs 
of this customer group. 

• Older Adults: The Board partners with the area’s Senior Community Service 
Employment Program providers and may also qualify for WIOA Adult or Dislocated 
Worker training services 
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• Returning Citizens: The Board has working relationships with the county prisons and 
the Adult and Juvenile Probation offices in the area to help returning citizens secure 
training and/or employment, and it also works with various youth correctional 
services. 

• Limited English Proficiency (LEP) Customers: The Board has a formal LEP Service 
Plan. All staff can make English as a Second Language (ESL) referrals, and 
resources are available at the reception station and within the Career Resource 
Area. 

4. Streamlined and Data-Driven Approach: 

• The WDB has begun efforts to streamline the employment and training services 
available to businesses and job seekers and is applying a two-fold approach to help 
drive the strategy and decision-making processes: Data Driven and Hands On. The 
WDB constantly monitors labor market data to gain a thorough understanding of the 
skills and abilities of the available labor force as well as the workforce needs and 
requirements of the region’s employers. The WDB and its PA CareerLink® Business 
Service Teams (BSTs), along with affiliate site staff, regularly meet with employers to 
collect information to better understand their specific workforce development 
needs. 

5. Customer Focused: 

• The WDB offers a customer-focused and career-driven process to ensure that job 
seekers’ and employers' training and employment needs are met with quality 
outcomes. Since the inception of the Workforce Innovation and Opportunity Act 
(WIOA), the WDB has offered this service to those in the area through two PA 
CareerLink® centers located in Carbon or Monroe Counties and an affiliate site 
located in Pike or Wayne Counties. 

Strategic Goals & Alignment with Workforce & Economic Development 
Priorities 

The PCWDB's four strategic priorities for program years 2025-2029 are designed to be 
intertwined with both workforce development and broader regional economic 
development goals. The overarching aim is to create a strong, responsive workforce 
system that supports business growth, attracts investment, and improves the quality of life 
for residents. 

1. Engage Regional Leaders to Mitigate Barriers 
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• Workforce Development Alignment: Addressing barriers like housing, 
transportation, and childcare directly impacts workforce participation and 
retention. When individuals have access to affordable housing, reliable 
transportation, and quality childcare, they are better able to secure and maintain 
employment. 

• Economic Development Alignment: Solving these barriers creates a more attractive 
environment for businesses. Companies are more likely to invest and grow in 
regions where their employees can thrive. Addressing these systemic issues can 
lead to a more stable and productive workforce, which is a significant selling point 
for attracting new businesses and industries to the Pocono region. 

• This goal aims to increase wages for care sector occupations, increase 
transportation support for employees, decrease regional unemployment, 
create a more highly skilled and diverse workforce, reduce "diseases of 
despair" by increasing employment and labor force participation, and help 
more residents work closer to home. 

2. Improve Career Pathways with Employers 

• Workforce Development Alignment: This goal focuses on ensuring that individuals 
have clear pathways to advancement within their chosen industries. By working 
directly with employers, the PCWDB can identify the skills and credentials needed 
for specific roles and develop training programs that prepare individuals for those 
opportunities. 

• Economic Development Alignment: When employers have access to a skilled and 
ready workforce, they are better able to innovate, expand, and compete in the 
global marketplace. By creating clear career pathways, the PCWDB can attract and 
retain talent, which is essential for long-term economic growth. 

• This goal aims to create more year-round opportunities for seasonal 
workers, provide hospitality employers with standard indicators of potential 
hires' skills, increase the use and sharing of best practices for talent 
attraction and retention, strengthen the partnership with the Army Depot, 
increase the number of training programs that lead to a next step on a career 
path, increase the percentage of jobs with career pathways, increase the 
number of larger and smaller "model employers," and increase median 
wages in the care sectors. 

3. Enhance PCWDA and Service Center Capacity 
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• Workforce Development Alignment: By enhancing the capacity of the PCWDA and 
its PA CareerLink® centers, the organization can more effectively deliver services to 
both job seekers and employers. This includes improving staff training, upgrading 
technology, and streamlining processes. 

• Economic Development Alignment: A well-functioning workforce system is 
essential for attracting and supporting businesses. When companies know that 
they can rely on the PCWDA and its partners to provide skilled workers, they are 
more likely to invest in the region. The PCWDA also offers business services, which 
it utilizes to actively seek employers to fulfill the hiring and employment needs 
within our counties. 

• This goal aims to increase public awareness of career pathways, increase 
client placement into career pathways, increase stakeholder satisfaction 
rates, strengthen industry partnerships with unions, ensure adequate 
staffing at all regional PA CareerLink®, improve systems for improving 
customer satisfaction, generate more robust and positive job-seeker 
feedback about the PA CareerLink®, proactively train more employed and 
unemployed people, and increase the number of hospitality jobs on the high-
priority occupation (HPO) list. 

4. Partner with Education and Training Entities 

• Workforce Development Alignment: This goal focuses on aligning education and 
training programs with the needs of the regional labor market. By working closely 
with K-12 schools, community colleges, universities, and other training providers, 
the PCWDB can ensure that students are developing the skills and knowledge that 
employers are seeking. 

• Economic Development Alignment: A skilled workforce is a key driver of economic 
growth. By partnering with education and training entities, the PCWDB can create a 
pipeline of talent that supports existing businesses and attracts new investment. 
This collaborative approach ensures that the region has the workforce it needs to 
compete in the global economy. 

• This goal aims to increase summer employment/paid internships available 
to youth and increase the number of graduates who leave high school 
verifiably employable. 

Expanding Apprenticeships & Addressing Barriers 
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The PCWDB recognizes that apprenticeships (and pre-apprenticeships) are a powerful tool 
for individuals facing barriers to employment. The plan emphasizes making apprenticeship 
programs more accessible and relevant to these populations. Here's a breakdown of how 
they intend to do this, based on the document: 

1. Collaboration with PA Apprenticeship and Training Office (ATO): 

• Beyond Informational Sessions: The PCWDB must go beyond simply 
providing information about apprenticeships. Technical assistance is 
crucial, especially for smaller businesses that may not have the resources or 
expertise to develop their own programs. This is not just about telling 
people what apprenticeships are, but how to create and run them. Partnering 
with experts to address talent pipeline challenges so that the region does not 
lose employers. 

• Simplifying the Process: Given the assumption that “many organizations are 
willing to participate in an apprenticeship program but probably need help 
navigating the somewhat complex process,” The WDB will Interpret federal 
systems of apprenticeships to build the "How To" manual for employers and 
unions that want to build apprenticeships, especially in manufacturing" 
(Taken from Summary of Actions related to the "Enhance PCWDA and 
Service Center's Strategic Priority.") 

2. Strengthening the Pre-Apprenticeship Ecosystem: 

• Targeted Pre-Apprenticeships: The PCWDB should focus on pre-
apprenticeship programs that specifically prepare individuals with barriers 
to entry into registered apprenticeships. This includes providing foundational 
skills training (math, reading, digital literacy), job readiness skills, and 
industry-specific knowledge. 

• Address Deficiencies in the PA CareerLink® should prioritize offering 
specialized training resources for those with limited reading, writing, and 
math skills, as well as providing connections to resources. 

3. Leveraging the Innovation in Management Registered Apprenticeship Program: 

• Promote Transferable Skills: Actively promote the Innovation in Management 
Registered Apprenticeship program, emphasizing its adaptability across 
industries. This broad appeal can attract a wider range of individuals and 
businesses. 
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4. Strategic Alignment with High Priority Occupations (HPOs): 

• Mapping for Opportunity: The WDB will research and assess the overlap 
between High Priority Occupations and existing apprenticeship 
opportunities in building trades, healthcare, and education sectors, and then 
engage key staff in relevant educational offerings to ensure an understanding 
of the high needs in these areas. 

5. Targeted Grant Opportunities: 

• Funding for Specific Sectors: The document specifically mentions exploring 
grant opportunities to create regional apprenticeship programs in 
healthcare, building trades, operations management, and hospitality. These 
sectors should be prioritized, and the PCWDB should seek funding to 
support both apprenticeship development and participant support services. 

The PCWDB's business/employer engagement strategy needs to be proactive and focused 
on demonstrating the value of apprenticeships, especially in addressing skills gaps and 
talent shortages. Actions include: 

1. Proactive Engagement:  

• The PCWDB created a proactive employer engagement strategy. This means 
actively reaching out to businesses, rather than waiting for them to come to 
the PCWDB. This includes evaluating and re-aligning the High-Priority 
Occupations list with regional economic goals and differentiating 
internships, OJT, pre-apprenticeship, apprenticeship, and related terms, and 
will make sure the workforce board members stay up-to-date on current and 
future needs of the workforce. 

2. Demonstrating ROI: The strategy should focus on showcasing the return on 
investment (ROI) of apprenticeships for employers. The PCWDB can highlight: 

• Reduced Recruitment Costs: Apprenticeships provide a pipeline of qualified 
candidates, reducing the need for expensive recruitment efforts. 

• Improved Retention: Apprentices are more likely to stay with a company 
long-term. 

• Increased Productivity: Customized training ensures apprentices develop 
the specific skills needed for the job, leading to increased productivity. 
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• Access to Funding and Support: Highlight the financial incentives and 
technical assistance available to employers who participate in 
apprenticeship programs. 

3. Developing "Model Employer" Recognition: 

• Showcasing Success Stories: Piloting a recognition program to award "model 
employers" who champion apprenticeships is an excellent way to promote 
the benefits and encourage other businesses to participate. 

4. Customized Training Solutions: 

• Employer Feedback Loop: The WDB should foster a system in which 
information is easily shared between employers, and then the PCWDA, to 
ensure they can align their workforce resources appropriately 

5. Regional Collaboration: 

• Expanded Reach: Partnering with neighboring Local Workforce Development 
Boards to create a regional approach to work-based training initiatives will 
allow the PCWDB to reach a broader range of employers and job seekers. 

6. Promote apprenticeship and pre-apprenticeship training models and services: 

• Promote RA and PRA as an additional tool to serve the employment goals of 
the underserved customers in our workforce. 

Engage! Linkage and Coordination with Economic Development 

The linkage between workforce development activities and the business retention and 
expansion (BRE) efforts of Engage! is crucial for a coordinated approach to economic 
development.  

Key Strategies for Demonstrating Engage! Linkage: 

1. Active Participation in Engage! Initiatives: 

• County-Level Engagement: The PCWDB will actively participate in Engage! 
Activities at the county level include working with county economic 
development staff and other stakeholders to identify targeted companies 
and understand their specific needs. This ensures the PCWDB is directly 
involved in the outreach and assessment process. 

• Single Point of Contact Collaboration: When an Engage! Point of contact 
identifies a need for workforce-related assistance (e.g., employee 
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recruitment, training, skills upgrades), the PCWDB will respond promptly 
and provide tailored solutions. 

• Joint visits: All relevant county personnel and PCWDB representatives will 
conduct coordinated meetings. 

2. Workforce Solutions as a Core Component of Engage! Offerings: 

• Integrating Workforce Services: The PCWDB will ensure that its workforce 
development services (training programs, apprenticeships, OJT, ITAs, etc.) 
are prominently featured in the Engage! program's portfolio of assistance. 
The PCWDB needs to proactively communicate the value of their offerings to 
Engage! representatives and make it easy for them to connect businesses 
with those resources. 

• Customized Training Programs: The PCWDB will work with businesses 
identified through Engage! to develop customized training programs that 
address their specific skill gaps and workforce needs. This may involve 
creating new training programs or adapting existing ones to meet employer 
requirements. 

• Financial Support and Tax Credits: A key feature of the Engage! program, as 
noted in the search results, is the grant funding made available to eligible 
organizations that help implement business retention and expansion (BRE) 
programs; engage companies; and offer direct, technical assistance. 

3. Data Sharing and Information Exchange: 

• Shared Data Platforms: Work with county Engage! teams to establish 
systems for sharing data on business needs, workforce trends, and 
economic development priorities. This may involve using shared databases, 
regular data exchanges, or other mechanisms for information sharing. 

• Regular Communication: Establish regular communication channels with 
Engage! representatives to discuss business needs, share success stories, 
and identify opportunities for collaboration. 

• Success metrics analysis: PCWDB will analyze and discuss the progress of 
companies served through the Engage! program. 

4. Industry Partnership Alignment: 
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• Leveraging Partnerships: Align industry partnership efforts with the goals of 
the Engage! program. Use industry partnerships to identify emerging trends, 
skills gaps, and workforce needs within key sectors. 

• Involving Economic Development Partners: Ensure that economic 
development partners are actively involved in industry partnership meetings 
and discussions. 

5. Resource Guide Integration: 

• Prominent Placement: The PCWDB will collaborate with the team that 
makes the Resource Guide for Manufacturing Employers, as well as research 
and build with partners guides for other industries, for that document to 
include information and a clear pathway to Engage!, so local firms are readily 
able to connect with the program 

Working with Local Economic Development Organizations  

The PCWDB acknowledges that fostering economic growth requires a concerted effort, 
and they are committed to working closely with local economic development organizations 
(EDOs). Their approach is multifaceted and strategically integrated into their four-year 
plan. 

Here's a breakdown of how the PCWDB intends to achieve this: 

1. Participating in Joint Initiatives to Promote Regional Economic Growth: This 
is more than just showing up to meetings. The PCWDB aims to be a proactive 
partner in driving regional economic growth by: 

• Contributing Workforce Expertise: Offering their expertise on workforce 
trends, skills gaps, and training solutions to inform joint economic 
development initiatives. 

• Aligning Training Programs: Ensuring that training programs offered through 
the PA CareerLink® centers are aligned with the needs of businesses in the 
region, as identified by economic development partners. 

• Connecting Businesses to Resources: Actively connecting businesses with 
available resources and incentives offered by EDOs, such as financing 
options, site selection assistance, and tax credits. 
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2. Sharing Strategic Priorities with Regional Leaders: The PCWDB understands the 
importance of aligning its efforts with those of other regional stakeholders. They 
will: 

• Communicate Priorities: Proactively communicate their strategic priorities 
to regional leaders, including those from federal, state, and county 
government entities. 

• Seek Input and Collaboration: Seek input from these leaders on the 
PCWDB's strategic plan and identify opportunities for collaboration. 

• Engage in Advocacy: Advocate alongside regional leaders for policies and 
initiatives that support both workforce and economic development. 

3. Collaborating on Efforts to Address Workforce Challenges: The PCWDB 
recognizes that workforce challenges are often intertwined with other economic 
and social issues. They will: 

• Housing, Transportation, and Childcare: Collaborate with EDOs and other 
community partners to address challenges such as housing, transportation, 
and childcare, which can be significant barriers to employment. 

• Targeted Solutions: Develop targeted solutions to address these challenges, 
such as affordable housing initiatives, transportation assistance programs, 
and childcare subsidies. 

Coordination of Services with Economic Development Services and 
Providers  

The PCWDB is committed to ensuring seamless coordination of services with economic 
development providers. This will involve: 

1. Regular Communication and Collaboration: The PCWDB recognizes that it is 
critical to maintain consistent communication and collaboration with economic 
development partners. They've highlighted their ability to create and adjust a 
system of regular communication. They will also share strategic priorities and 
progress updates with fellow leaders and workforce staff. 

2. Joint Efforts to Attract and Retain Businesses: The PCWDB and economic 
development partners will work together to: 



92 | P a g e  
 

• Market the Region: Market the Pocono region as an attractive location for 
businesses, highlighting the availability of a skilled workforce, access to 
training programs, and a supportive business environment. 

• Provide Business Assistance: Provide comprehensive business assistance 
services to companies considering relocating to or expanding in the region, 
including workforce training, talent recruitment, and access to incentives. 

3. Alignment of Workforce Development Strategies with Economic Development 
Goals: 

• Data-Driven Decision-Making: The PCWDB will use labor market data and 
input from economic development partners to ensure that workforce 
development strategies are aligned with the needs of the regional economy. 

• Targeted Training Programs: Develop training programs that are specifically 
designed to prepare individuals for jobs in high-growth industries, as 
identified by economic development partners. 

4. Engage!" Linkage 

• As stated previously, county personnel and PCWDB will coordinate with the 
PA Engage! program. 

• Establish systems for sharing data on business needs, workforce trends, and 
economic development priorities. 

• Align industry partnership efforts with the goals of the Engage! program. 

 

1.5 Challenges in Aligning Labor Force Skills and Education with 
Training Activities and Needs of Employers 
The Pocono Counties Workforce Development Area faces several challenges in aligning 
existing labor force skills, education, and training activities with the needs of regional 
employers. Based on the strategic plan formed by the PCWDB and local stakeholders, 
these challenges can be summarized as follows: 

1. Skills Gaps and Mismatches: 

• General Skills Mismatch: There is a general mismatch between the available skills 
of the labor force and the skills required by employers in the region. This 
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necessitates more training to reach those standards, and this is a critical focus for 
PCWDA. 

• Specific Skills Deficiencies: Certain "power skills" are lacking, and the workforce 
board is striving to make sure there is training available for those skills, so people 
may be the best candidates that they can be. 

• PCWDA will address needs and standards through training programs and 
community outreach to increase accessibility of quality training. 

2. Workforce Barriers: 

Housing Insecurity: Many employees and potential employees face housing insecurity 
due to a demand exceeding supply and the draw of short-term rentals such as Airbnb. 

Transportation Issues: Employees throughout the Poconos face major transportation 
issues because of a lack of public transit options and an increase in daily commute times. 

Daycare Needs: Workforce shortages are often caused by people's inability to access 
proper childcare options, and those childcare options remain at an annual cost of over 
$10,000, proving to be untenable for families. 

Inadequate career and technical education: Limited accessibility affects the ability to gain 
the necessary workforce skills. 

3. Perception and Awareness: 

Emphasis on Higher Education:  

There's a continued perception among parents and students that a four-year college 
degree is the only path to success, which can limit interest in and participation in 
vocational training and apprenticeship programs. 

PCWDA plans to alter this perception by creating dual-enrollment programs so that 
secondary students can get a taste of college-level education before they graduate from 
high school. 

4. Systemic Issues: 

• Coordination and Communication: Collaboration is improved between and 
among the Pocono Counties sector leaders. 

• Responsiveness: With the new strategic plan in place, the WDB will focus on the 
workforce impacts of generative artificial intelligence and "Power Skills" better, and 
then find a way to better track them. 
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• Remote Access: PCWDA also plans to reach remote parts of the counties in more 
creative ways to promote and offer its resources to job seekers. 

5. Economic Conditions 

• Seasonal Economy: Many businesses under 50 employees face seasonal labor 
shortages, but can't afford the resources to provide year-round employment. 

Strategies to Address Challenges 

The PCWDB is implementing a range of strategies to address these challenges: 

• Engage Regional Leaders: PCWDA plans to partner with leaders across education, 
economic development, hospitality, healthcare, and university sectors to identify 
and understand potential problems and then seek to find effective solutions. They 
plan to focus on creating affordable housing, transportation options, and childcare 
to address issues of poverty. 

• Offer high-quality mentorship programs: PCWDA has heard the desire of local 
residents to build a thriving region and plans to build high-quality mentorship 
programs to create a workforce trained and ready to solve local community and 
economic issues. 

• Create Career Pathways: PCWDB intends to create opportunities that build upon 
fair hiring and employment patterns to provide a way to promote more diversity in 
career pathways. In particular, PCWDA would like to see all of the smaller and 
larger employees of the region operating as "model employers". 

• Strengthen the Local Economy: The PCWDB intends to help the local economy 
become more resistant to economic issues by partnering to offer a diversified talent 
pool that has experience working across sectors. 

• Provide WIOA Services: The PCWDA offers to provide services to WIOA job seekers 
through PA CareerLink® offices and in the affiliate site locations. 

Incumbent Worker Training and Entry-Level Positions 

The strategic plan also addresses incumbent worker training (IWT) and filling entry-level 
positions: 

• Upskilling Current Workers: The PCWDB recognizes the importance of upgrading 
the skills of the current workforce. As employers embrace retention strategies, they 
will increase productivity and achieve greater employee loyalty by increasing wages 
for their employees, which will then develop and better support local economies 
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• Internship and Mentorships: PCWDA will offer to help employers build more intern 
and mentor programs as a way to promote workplace employment opportunities. 

• Coordination with Employers: Employers and PCWDA have worked together to 
improve career exploration resources, increase the number of apprenticeships, and 
engage more effectively with workforce development services. 

Stakeholder Engagement 

The creation of the 4-year workforce strategy included significant stakeholder engagement: 

• Virtual Dialogue: Executive Director Samuel Hellen invited 98 regional experts and 
leaders to engage in a virtual dialogue about the topic. 

• Data Review Meeting: A virtual Data Review meeting was held to discuss and 
analyze the results of the virtual dialogue. 

• Core Team: The ideas and data from the virtual dialogue were analyzed by the core 
team of expert volunteers to design the most valuable and viable strategies. 

The PCWDA aims to optimize available opportunities, minimize structural weaknesses, 
and create a more responsive and effective workforce system that benefits both regional 
employers and the labor force. The emphasis is on data-driven decision-making, 
collaboration with stakeholders, and a commitment to addressing the specific challenges 
and opportunities of the Pocono Counties region. 

2. Strategic Planning: Vision and Goals 

2.1 Pocono Counties Workforce Development Area Strategic 
Vision and Alignment with the Governor’s Vision 
Pocono Counties Workforce Development Area Strategic Vision 

The purpose of the Pocono Counties Workforce Development Area is to provide strategic 
oversight, direction, and focus to the employment and training services provided to 
residents and employers of the four counties that comprise the Pocono Counties 
Workforce Development Area (WDA) – Carbon, Monroe, Pike, and Wayne Counties.  

The Workforce Development Board’s vision is to support regional economic growth and 
self-reliance through a comprehensive network of service locations, employment and 
training services, and strategic partnerships with the region’s employment, educational, 
economic development, and labor organizations.  
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The economic future of our Workforce Development Area is dependent on a workforce that 
is globally competitive and aligned with the skills needed by the employer community 
within our local and regional labor markets. The Board is committed to building a 
workforce system that is universally accessible to our labor force, accountable to its 
stakeholders, data-driven, and aligned with the economic development and education 
efforts of our community partners. It is also committed to a regional strategy of interaction 
and cooperation with the Lackawanna County, Luzerne/Schuylkill, and Northern Tier 
Workforce Development Boards that are part of our planning region for Northeastern 
Pennsylvania. 

Background 

The Poconos Counties Workforce Development Board and staff must serve employers with 
talent challenges and other potentially disruptive external drivers. Samuel Hellen, the 
Executive Director, views the PY 2025-2028 WIOA plan as an opportunity for 
transformational change. PCWDA will develop and implement more innovative strategies 
to meet the needs of more employers and increase the quality of the regional talent supply. 
PCWDA will also serve the career, employment, and education needs of diverse and local 
youth, adults, and dislocated workers. This project is possible due to a Pennsylvania State 
Activities Grant.  

In November 2023, Executive Director Samuel Hellen of the Pocono Counties Workforce 
Development Area (PCWDA) invited 98 regional experts and leaders to engage in a virtual 
dialogue about this topic. The project launched with dozens of people highly engaged 
because talent strategies and workforce development are critical for the Pocono regional 
economy. There is also a growing number of uncertainties driving change more rapidly. The 
pandemic triggered lasting and influential changes in how we interact and do business in 
many industries. This project now guides the 4-Year Workforce Innovation and Opportunity 
Act (WIOA) plan, required by every workforce board in the nation. The project strengthened 
and will continue to strengthen the many relationships between and among key leaders 
and organizations. 

In January of 2024, PCWDA convened a virtual Data Review meeting to discuss and analyze 
the results of the virtual dialogue. Since then, the Core Team of expert volunteers and 
PCWDA staff have worked with the ideas and data to design the most valuable and viable 
strategy. From the Core Team’s work we now have a strong strategy. The Summary of 
Activities section summarizes the aligned project plans. The Foundation Assumptions 
section articulates the current state and builds the case for action. The Topic Scorecard of 
Goals and Means is a summary of desired outcomes and agreed upon means.  
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Strategic Priorities and Summary of Actions 

The following section of the strategy discusses the desired outcomes, the goals, and the 
means of reaching those goals for each of the strategic priorities. As seen in Figure 28, 
Strategic Priorities for Program Years 2025-2028, there are four major strategic priorities 
the Pocono Counties Workforce Development Area is planning to follow and address. 
These Strategic Priorities align well with the six broad goals and include: 

1) Engaging regional leaders to mitigate barriers. 
2) Improve career pathways with regional leaders. 
3) Enhance the Pocono Counties Workforce Development Area and PA CareerLink® 

Service Centers. 
4) Partner with education and training entities to build skills and connect talent with 

opportunities.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 28 

Strategic Priorities for Program Years 2025-2028 
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During the virtual dialogue, all participants submitted many visions for what success will 
look like in four years. They also suggested many ways to accomplish the desired 
outcomes. The Core Team then worked to validate or invalidate goals and the many ways 
to reach them. The Core Team then worked to align the groups’ thinking about every goal 
and assessed the most viable ways to reach each goal. The topic scorecard summarizes 
the goals supporting each strategic priority. The desired outcomes and goals describe the 
end outcomes and the means that the Pocono Counties WDA is looking to achieve these 
priorities, specific goals, and strategic priorities, as well as the means by which the area 
will use to achieve them.  
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Strategic Priority 1: Engage Regional Leaders to Mitigate Barriers 

Figure 29 

Summary of Actions: Strategic Priority 1 
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Goals for Engage Regional Leaders to Solve Housing, Transportation, and Other Major 
Barriers  

Desired outcomes over the next five years:  

• There are higher wages for care sector occupations.  
• More employees access more transportation support.  
• Regional unemployment decreases.  
• The region has a more highly-skilled workforce and the skilled workforce is more 

diverse.  
• Increased employment and labor force participation rates reduce diseases of 

despair.  
• More Pocono Counties’ residents work closer to home.  

Proposed Means to Achieve Desired Outcomes:  

• There is more cooperation and clarity about which organizations provide what 
services.  

• Collaboration is improved between and among the Pocono Counties sector 
leaders.  

• New, diverse people are actively welcomed as keys to the regional talent supply 
strategy.  

• There is more effective collaboration among entities training young people.  
• Regional leaders rely on PCWDA as subject matter experts on the workforce 

impacts of generative artificial intelligence.  
• "Soft skills" (aka essential/power) are embraced as a key set of transferable skills.  
•  Regional leaders improve high speed internet affordability and access for all.  
• Public awareness about employment for special needs youth and adults is 

increased.  
• Regional leaders increase awareness about available mental health services.  
• Median wages in the lowest quintile of the labor force are tracked and increase.  

By addressing key barriers such as housing, transportation, and skill gaps, while also 
focusing on inclusivity and technological advancements, the PCWDA is positioning itself to 
create a more resilient and prosperous regional economy. 
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Strategic Priority 2: Improve Career Pathways with Employers 

Figure 30 

Summary of Actions: Strategic Priority 2:  
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Goals for building more Clear and Strong Career Pathways with Employers  

Desired outcomes over the next five years:  

• There are more year-round opportunities for seasonal workers.  
• Hospitality employers have more standard indicators about the skills of potential 

hires.  
• More employers use and share the best approaches to attract and retain talent.  
• The Army Depot and PCWDA have a stronger partnership.  
• More training programs lead to the next step on a career path, and there is an 

increase in the percentage of jobs with career pathways.  
• More large and smaller employers are "model employers".  
• Median wages in the care sectors increase sufficiently to offset the "cliff" effect 

(when employee earnings increase to then disqualify the employee for safety net 
programs).  

The proposed means of reaching the desired outcomes:  

• Employers increase collaboration with one another to articulate career pathways in 
top industries.  

• More employers partner to take advantage of workforce development services.  
• More employers embrace retention strategies, see more productivity, and 

experience greater employee loyalty after increasing wages for their employees.  
• The hospitality industry strengthens its talent pipelines.  
•  More employers build more intern and mentor programs.  
• More employers develop more workers' careers.  
• Employers work with PCWDA to increase apprenticeships.  
• Employers and PCWDA collaborate to improve career exploration resources.  

The goals and strategies outlined here reflect a comprehensive approach to addressing the 
region's employment challenges and opportunities. 

By focusing on creating year-round opportunities for seasonal workers, standardizing skill 
indicators in the hospitality sector, and increasing the number of jobs with clear career 
pathways, the plan aims to create a more stable and rewarding employment landscape. 
The emphasis on developing "model employers" and addressing the "cliff effect" in care 
sectors shows a nuanced understanding of the challenges faced by both employers and 
employees. 
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Strategic Priority 3: Enhance PCWDA Capacity, Service Centers, and 
System Utilization 

Figure 31 

Summary of Actions: Strategic Priority 3 
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Goals for enhancing PCWDA capacity, service centers, and system utilization. 
Desired outcomes over the next five years:  

• There is greater public awareness about career pathways here.  
• PCWDA increases client placement into career pathways.  
• PCWDA increases the rates of stakeholder satisfaction.  
•  PCWDA strengthens industry partnerships with unions.  

• All regional PA CareerLinksⓇ are staffed adequately.  

• PA CareerLinkⓇ improves systems to improve customer satisfaction.  

• Job-seeker feedback about the PA CareerLinkⓇ is more robust and positive.  
• The workforce system proactively trains more employed and unemployed people.  
• The number of hospitality jobs on the high-priority occupation (HPO) list increases.  

The proposed means of reaching the desired outcomes:  

• Students and adults increase utilization of “power skills” training.  
• PCWDA increases engagement with regional manufacturing companies.  
• PCWDA investigates success stories in regions similar to tourism as an economic 

driver.  
• PCWDA and the Board increase awareness about the benefits of labor peace 

agreements.  

• PCWDA and PA CareerLinkⓇ help decrease technology barriers for clients.  
• PCWDA proactively engages remote parts of the counties in more creative ways.  

• PCWDA and PA CareerLinkⓇ improve communications about workforce services.  

• PCWDA and PA CareerLinkⓇ leaders have a system for engaged listening about the 
5-Year PCWDA strategic plan and progress toward goals.  

• Workforce development pilot programs are embraced as low-risk opportunities to 
learn.  

• The PCWDA Board helps to decrease the burden of PCWDA's administrative tasks.  

By increasing public awareness of career pathways, improving client placement rates, and 
enhancing stakeholder satisfaction, the PCWDA aims to strengthen its role as a key player 
in the region's economic development. The emphasis on staffing PA CareerLink® 
adequately and improving customer satisfaction systems shows a dedication to providing 
high-quality services to job seekers and employers. The proposed means to achieve these 
outcomes highlight the importance of collaboration, innovation, and continuous 
improvement. 
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Strategic Priority 4: Partner with Education and Training 

Figure 32 

Summary of Actions: Strategic Priority 4 

 

Goals for Partner with K-12, University, and Training Entities to build skills and 
connect talent to economic opportunity  

Desired outcomes over the next five years:  

• PCWDA and the PA CareerLinkⓇ increase summer employment/ paid internships 
available to youth.  

• More graduates leave high school verifiably employable.  

The proposed means of reaching desired outcomes:  
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• PCWDA Board and staff consult Superintendents, Board, and guidance counselors 
regularly on at least the two common goals above, if not more.  

• More funding is secured for higher-quality post-secondary training partners.  
• More Career and Technology Education is available to more Poconos students.  
• Older middle school students and high school students increase their use of the 

regional career navigation tools.  
• There is a known talent and training strategy for the region’s healthcare industry 

because it impacts every resident's quality of life, and the talent shortage is acute.  

As the PCWDA moves forward with implementing these strategies, it will be crucial to 
maintain open lines of communication with all partners, regularly assess progress, and 
remain flexible in adapting to changing economic conditions and workforce needs. By 
doing so, the Pocono Counties region can work towards creating a more robust pipeline of 
skilled workers, better prepared to meet the challenges and opportunities of the future job 
market. 

Alignment with the Governor’s Strategic Vision 

The Pocono Counties Workforce Development Area (PCWDA) strategic priorities for PY 
2025-2028 demonstrate a strong alignment with and support for the governor's vision as 
outlined in Pennsylvania's 2024-2028 WIOA State Plan. This alignment contributes 
significantly to the state's broader workforce development goals in several key ways: 

Comprehensive Approach to Workforce Development 

The PCWDA's strategic priorities address multiple aspects of workforce development, 
mirroring the state's holistic approach. By focusing on engaging regional leaders, 
improving career pathways, enhancing service centers, and partnering with education and 
training entities, the PCWDA supports the state's vision of a comprehensive, integrated 
workforce development system. 

Emphasis on Employer Engagement and Sector Strategies 

PCWDA's priority to "Improve Career Pathways with Employers" directly aligns with the 
state's goal of "Sector Strategies and Employer Engagement." This alignment supports the 
governor's vision by: 

• Fostering collaboration between employers to articulate clear career pathways 

• Promoting workforce development services to a broader range of employers 

• Encouraging employers to adopt retention strategies and increase wages 
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• Strengthening talent pipelines, particularly in key industries like hospitality 

These efforts contribute to the state's aim of improving the responsiveness of workforce 
programs to labor market demands. 

Focus on Youth and Work-Based Learning 

The PCWDA's commitment to increasing summer employment and paid internship 
opportunities for youth aligns perfectly with the state's goal of increasing youth 
opportunities for work-based learning. This supports the governor's vision by: 

• Expanding opportunities for youth to gain practical work experience 

• Ensuring more high school graduates are verifiably employable 

• Increasing the use of regional career navigation tools among students 

These initiatives contribute to developing a skilled workforce pipeline for the future. 

Continuous Improvement and System Enhancement 

PCWDA's priority to "Enhance the Pocono Counties Workforce Development Area and 
Service Centers" aligns with the state's goal of continuous improvement of the PA 
CareerLink® system. This supports the governor's vision by: 

• Implementing systems for continuous improvement based on stakeholder 
feedback 

• Developing coordinated strategies for employer engagement and communication 

• Adopting best practices for internal talent retention and development 

These efforts contribute to creating a more efficient and effective workforce development 
system across the state. 

Addressing Barriers to Employment 

While not explicitly stated as a separate priority, the PCWDA's focus on engaging regional 
leaders to mitigate barriers aligns with the state's goal of barrier remediation. This supports 
the governor's vision by: 

• Improving transportation support for employees 

• Advocating for improved high-speed internet affordability and access 

• Increasing awareness about employment opportunities for special needs 
individuals 



109 | P a g e  
 

These initiatives contribute to ensuring the workforce development system supports 
individuals with barriers to employment. 

Industry-Specific Focus 

The PCWDA's emphasis on key industries such as hospitality, manufacturing, and 
healthcare aligns with the state's goal of addressing workforce shortages in critical 
industries. This supports the governor's vision by: 

• Developing strategies to increase wages in care sector occupations 

• Creating a talent and training strategy for the healthcare industry 

• Building apprenticeships, especially in manufacturing 

These efforts contribute to prioritizing investment in industries critical to the 
Commonwealth's economic prosperity. In conclusion, the PCWDA's strategic priorities 
demonstrate a strong alignment with and support for the governor's vision as outlined in 
the state plan. By focusing on these priorities, the PCWDA contributes significantly to the 
overall enhancement of Pennsylvania's workforce development system, supporting the 
state's goals of creating a skilled workforce, engaging employers, addressing industry 
needs, and ensuring continuous improvement of workforce services. 

2.2 Negotiated Levels of Performance 
The Pocono Counties Workforce Development Area (PCWDA) has negotiated specific 
performance levels with the governor and chief elected officials for WIOA Title I programs. 
These levels are outlined in Attachment 1, Table A of the Local Area WIOA Title I Programs 
Performance Accountability Tables. 

Negotiated Performance Levels for Program Year 2025 

Employment (Second Quarter after Exit) 

• Adult: 72.0% 

• Dislocated Worker: 80.0% 

• Youth: 66.0% 

Employment (Fourth Quarter after Exit) 

• Adult: 70.0% 

• Dislocated Worker: 80.0% 
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• Youth: 67.0% 

Median Earnings (Second Quarter after Exit) 

• Adult: $7,200 

• Dislocated Worker: $10,000 

• Youth: $4,200 

Credential Attainment Rate 

• Adult: 73.0% 

• Dislocated Worker: 82.0% 

• Youth: 55.0% 

Measurable Skill Gains 

• Adult: 44.0% 

• Dislocated Worker: 44.0% 

• Youth: 39.0% 

Relation of Local Board Goals to Performance Measures 

The PCWDA's strategic priorities and goals are closely aligned with achieving these 
negotiated performance levels: 

1. Engaging Regional Leaders: By addressing barriers such as housing, 
transportation, and childcare, the PCWDA aims to increase labor force 
participation and employment rates. This directly supports the employment 
measures for all participant groups. 

2. Building Career Pathways with Employers: This priority focuses on creating year-
round opportunities and strengthening talent pipelines, which will contribute to 
improved employment rates and median earnings across all categories. 

3. Partnering with Education and Training Entities: Increasing summer employment 
and paid internships for youth, as well as ensuring high school graduates are 
verifiably employable, will positively impact youth employment rates and credential 
attainment. 
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4. Enhancing PCWDA Capacity and Service Centers: By improving client placement 
into career pathways and increasing stakeholder satisfaction, this goal supports all 
performance measures, particularly employment rates and credential attainment. 

Measuring Local Area Performance 

The PCWDA will use these negotiated performance levels as key metrics to measure local 
area performance. Specific strategies include: 

1. Regular monitoring and reporting of progress towards these metrics. 

2. Implementing systems of continuous improvement, starting with collecting 
feedback from training providers and employers. 

3. Creating and executing a coordinated employer engagement strategy with service 
center leaders to ensure alignment with performance goals. 

4. Developing a communications strategy to increase public awareness about High 
Priority Occupations, education and training opportunities, and career pathways. 

By focusing on these strategies and aligning them with the negotiated performance levels, 
the PCWDA aims to create a workforce system that is universally accessible, accountable 
to stakeholders, data-driven, and aligned with regional economic development and 
education efforts 

3. Operational Planning: Local Area Workforce System 
and Investment Strategies 

3.1 Local Workforce System Structure 

Local Elected Officials: 

The Governing Board of the Local Elected Officials is comprised of all 12 Commissioners, 
three Commissioners from each of the four counties. As key stakeholders in the local 
workforce development system, these Local Elected Officials, also known as Chief Elected 
Officials (CEOs), have several crucial responsibilities, in accordance with the Pennsylvania 
Department of Labor and Industry Local Governance Workforce System Policy: 

• Financial Accountability: CEOs are financially liable for the workforce funds 
allocated to the Local Workforce Development Area. 
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• Workforce Development Board Member Appointments: They appoint members to 
the Local Workforce Development Board (LWDB) in accordance with WIOA 
requirements. Each county appoints the representatives on the board for their 
respective counties.  

• Budget Approval: CEOs must approve the LWDB's budget, ensuring alignment with 
local workforce development goals and the strategic plan. 

• Fiscal Agent Designation: The CLEO designated the fiscal agent for the Pocono 
Counties Workforce Development Area, though this does not absolve them of 
liability for fund misuse. 

• Program Accountability: CEOs acknowledge overall program accountability and 
ensure compliance with applicable laws and regulations. 

• Strategic Alignment: They ensure that local priorities align with Pennsylvania's 
WIOA Combined State Plan and any relevant modifications. 

• One-Stop Operator Procurement: CEOs are involved in the competitive 
procurement process for PA CareerLink® system operators in the local area. 

• Transparency: They ensure that the LWDB conducts business transparently, making 
information about activities, plans, membership, and meetings publicly available. 

• Economic Development Coordination: CEOs are responsible for coordinating 
workforce development activities with economic development strategies and 
fostering employer linkages. 

• Oversight: They play a crucial role in overseeing the implementation of local 
workforce development activities. 

• Plan Development: CEOs assist with the development of local plans and all 
provisions listed under WIOA. 

• Active Participation: They attend WDB meetings to discuss and interact with the 
Board on ongoing activities, fostering collaboration between elected officials and 
workforce development professionals. 

The Chief Local Elected Officials work in conjunction with the Pocono Counties Workforce 
Development Board and the administrative entity of the workforce development area. This 
comprehensive approach ensures that Local Elected Officials are deeply involved in 
shaping and overseeing the workforce development initiatives in their communities. 
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Pocono Counties Workforce Development Board 

The Pocono Counties Workforce Development Board (WDB) serves as the strategic leader 
and policymaker for workforce development initiatives across the region, ensuring that 
workforce services meet the needs of both job seekers and local employers. The WDB is 
composed of a diverse group of stakeholders dedicated to enhancing economic 
opportunities for the communities within Carbon, Monroe, Pike, and Wayne Counties. 

The representation on the Workforce Development Board includes six representatives 
from each of the four counties, ensuring that local perspectives and needs are effectively 
represented in decision-making processes. Additionally, the Board includes members 
from various in-demand sectors, reflecting the economic landscape of the region. Key 
sectors represented include hospitality, healthcare, manufacturing, construction, and 
finance, as well as representation from the Bureau of Workforce Partnerships Operations, 
the Office of Vocational Rehabilitation, Labor Unions, Education, and Community-Based 
Organizations. With this composition and collaborative approach, the WDB plays an 
important role in shaping policies, ensuring the implementation of programs and 
contracts, and ensuring that programs support the local area's workforce needs.  

Pocono Counties Workforce Development Board Standing Committees 

The Standing Committees of the Pocono Counties Workforce Development Board (WDB) 
are structured to ensure that the Board's objectives are met efficiently. The committees 
include: 

1. Executive/Financial Committee: The Executive Committee serves as the 
operational arm of the Board, acting on its behalf between regularly scheduled 
meetings to address issues of policy that require timely action for statutory 
compliance. This committee has the authority to make decisions within its purview 
without undermining the specific functions, powers, and duties that are reserved for 
the full Board under its agreement with the Chief Elected Officials. 

The Financial Committee, as part of the Executive Committee, enhances the 
Board's ability to coordinate financial activities responsibly. Its primary functions 
include: 

• Developing and approving the local board budgets and overseeing their 
implementation. 

• Identifying additional resources to leverage support for workforce development 
initiatives. 
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• Conducting fiscal and financial oversight of both programmatic and 
administrative entities to ensure compliance and accountability in the use of 
WIOA-related grants. 

2. Youth Committee: The Youth Committee focuses on the critical task of youth 
workforce development. It provides a collaborative forum for stakeholders who 
possess expertise in youth leadership and engagement. The key responsibilities of 
the Youth Committee are as follows: 

• Actively engaging in aligning the goals of youth activities and youth program 
strategies with the overarching objectives of the WDB. 

• Ensuring that efforts are strategically aligned with state and federal priorities 
within the public workforce system. 

• Focusing on the development of the emerging workforce by identifying and 
implementing innovative practices that support youth from vulnerable 
backgrounds and those facing barriers to employment. 

Fiscal Agent and Administrative Entity 

The Carbon County Commissioners are designated as the Administrative Entity and Fiscal 
Agent for the local workforce development system. As the Fiscal Agent, they are charged 
with maintaining effective control over and accountability for all funds, property, and WIOA 
assets, ensuring the safeguarding of these assets in accordance with accepted accounting 
principles. 

In their role as Administrative Entity, the Commissioners act as the employer of record, 
overseeing the hiring and management of staff dedicated to the local workforce board 
operations. This organizational structure ensures a clear delineation between governance 
and programmatic functions. The administrative entity, designated as the Carbon County 
Commissioners, which to the public is known as the Pocono Counties Workforce 
Development Area, plays a crucial role in overseeing and organizing the Workforce 
Development Area to ensure effective delivery of workforce services in line with the 
strategic plan. The following outlines their key functions: 

1. Oversight and Organization of the Workforce Development Board: The Carbon 
County Commissioners provide governance and strategic direction for the WDB by 
facilitating regular meetings, overseeing the development of policies, and ensuring 
compliance with WIOA regulations. They organize workgroups and committees 
within the WDB, each tasked with specific objectives related to workforce 
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development initiatives. This structured approach enhances collaboration among 
WDB members and stakeholders, fostering a cohesive workforce system. 

2. Program Monitoring and Compliance: The administrative entity conducts ongoing 
monitoring of all workforce programs to ensure they meet established performance 
metrics and comply with federal and state guidelines. This involves regular 
performance assessments, audits, and quality reviews to identify areas for 
improvement. The administrative entity reports these findings to the WDB, which 
uses the feedback to refine services and address any compliance issues promptly. 

3. Enacting the Strategic Plan: The Carbon County Commissioners are responsible 
for implementing the local workforce strategic plan developed by the WDB. They 
ensure that all workforce initiatives align with the strategic goals and objectives 
outlined in the plan. The administrative entity works closely with program providers 
to ensure that their activities contribute to the overall vision and that necessary 
adjustments are made based on evolving workforce needs. 

4. Procurement Management: The administrative entity manages a results-driven 
procurement process for securing services and contracts necessary for workforce 
development activities. This involves preparing results-driven requests for 
proposals (RFPs), navigating the selection process, and ensuring transparency and 
fairness in all procurement activities. By establishing comprehensive agreements 
with service providers, the administrative entity ensures that chosen programs 
effectively support the WDB's objectives. 

5. Data Analysis and Performance Evaluation: An essential responsibility of the 
administrative entity includes the collection and analysis of data related to 
workforce outcomes and program effectiveness. This data-driven approach allows 
for informed decision-making and strategic refinements. The administrative entity 
evaluates labor market trends, program participation rates, and employment 
outcomes to measure success and identify areas needing attention or 
enhancement. 

6. Stakeholder Engagement: Engagement with stakeholders is a priority for the 
administrative entity, which actively facilitates collaboration between employers, 
training providers, community organizations, and government agencies, as well as 
secondary and post-secondary education. By establishing advisory committees and 
conducting outreach activities, the administrative entity fosters an inclusive 
environment where stakeholder input informs workforce development strategies 
and initiatives. Regular communication and forums for feedback ensure that 
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stakeholders are engaged in the decision-making process, promoting a sense of 
ownership in workforce outcomes. 

In order to ensure the effective operation and management of the workforce development 
board and its initiatives, the Administrative Entity provides essential support staff to the 
local board, including: 

• Executive Director: ensuring that all activities align with the Board’s strategic goals 
and comply with federal, state, and local regulations. This position oversees all 
workforce responsibilities for the Administrative Entity and Fiscal Agent, as well as 
the relationship between the Local Elected Officials and the Workforce 
Development Board.  

• Deputy Director/Equal Opportunity Officer: Assists the Executive Director in 
operational management while ensuring compliance with Workforce requirements, 
performance, and Equal Opportunity regulations. This position also assists with 
strategic planning and analysis of the performance of workforce development 
initiatives.  

• Operations Manager: Oversees the day-to-day operations of the local workforce 
development system, manages the logistical and operational components of the 
workforce development initiatives, focusing on program implementation, service 
delivery, and partnership coordination. 

In addition to the core staff, the administrative entity is responsible for securing contracted 
fiscal management services. This arrangement ensures that financial operations, including 
budgeting and compliance with fiscal regulations, are managed efficiently and 
transparently. 

The Administrative Entity and Fiscal Agent engage in a contractual agreement with Service 
Access Management Inc. (SAM Inc.) to provide essential fiscal services for the Poconos 
region. This strategic partnership is established to ensure consistency, expertise, and 
comprehensive management of all fiscal matters related to workforce development 
initiatives within the local area. 

The primary objectives of the contract with SAM Inc. include: 

1. Consistent Fiscal Oversight: SAM Inc. is tasked with overseeing the financial 
operations of the workforce development programs in the Poconos. This ensures 
that all fiscal activities are conducted in compliance with federal, state, and local 
regulations while maintaining a high level of accuracy and accountability. 
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2. Expertise in Financial Management: The engagement of SAM Inc. leverages their 
extensive experience and expertise in fiscal management. They provide 
knowledgeable insight into best practices, thus enhancing the quality and reliability 
of financial reporting and management processes. 

3. Comprehensive Financial Reporting: Under this contract, SAM Inc. is responsible 
for the preparation of detailed financial reports, including budget expenditures, 
funding allocations, and performance financial statements, as well as submitting 
requests for funds to the PA Department of Labor and Industry. These reports are 
crucial for transparency and are regularly shared with the WDB, thereby enabling 
informed decision-making. 

4. Advisory Services: SAM Inc. serves as a resource for the administrative entity, 
providing advisory services on fiscal policy, funding opportunities, and compliance 
requirements. Their expertise helps ensure that the workforce development agenda 
remains aligned with fiscal policies and regulations, enabling sustainable financial 
planning. 

To implement this partnership effectively, the administrative entity collaborates closely 
with SAM Inc. throughout the fiscal year. Regular meetings are scheduled to discuss 
financial updates, review performance metrics, and address any emerging challenges. This 
collaborative approach facilitates open communication, ensuring that both parties are 
aligned on fiscal goals and strategies. 

Furthermore, SAM Inc. contributes to the development of training materials and resources 
for local staff regarding fiscal responsibilities and compliance requirements. This 
knowledge sharing promotes a broader understanding of fiscal management among 
workforce development stakeholders, fostering a culture of fiscal responsibility across the 
Poconos. 

The County of Carbon not only serves as the employer of record for the Fiscal Agent and 
Administrative staff but also operates as the current Title I Career Services Provider under 
the Carbon County PA CareerLink®, referred to as Carbon County Workforce Training. The 
staff associated with the Fiscal Agent and Administrative functions operates on a separate 
budget and is located independently, with supervision provided by the Carbon County 
Board of Commissioners. 

Carbon County Workforce Training functions independently from the administrative unit 
and has its own distinct budget. This entity is supervised by the Carbon County 
Administrator, reinforcing the separation of duties and maintaining transparency in 
operations. In compliance with WIOA regulations, Carbon County Workforce Training is 
required to adhere to the Request for Proposal (RFP) guidelines whenever the Pocono 
Counties Workforce Development Board issues an RFP for WIOA Title I Services. This 
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structured approach helps ensure accountability, effective service delivery, and alignment 
with WIOA standards. 

Overall, the Fiscal Agent and Administrative Entity collaborates closely with the Local 
Elected Officials, Pocono Counties Workforce Development Board, Standing  Committees, 
One-Stop Operator, and all subcontracted services to maintain oversight, compliance, and 
performance management of all grants and funding related to WIOA's required programs, 
thereby supporting the overall success of the workforce development system. 
One-Stop Operator 

The Pocono Counties Operators Consortium is a collaborative network of eligible 
organizations, specifically comprising Monroe County Job Training, Pike County Workforce 
Development Agency, Carbon Career and Technical Institute, and Northampton 
Community College. Together, these organizations bring a wealth of experience and 
expertise to effectively manage and deliver integrated workforce services across the 
counties of Monroe, Pike, Carbon, and Northampton. 

Roles and Responsibilities 

The One-Stop Operator, represented by the Pocono Counties Operators Consortium, 
holds several critical roles and responsibilities aimed at improving workforce service 
delivery within the region: 

1. Coordinating Services: The Consortium ensures seamless coordination among 
various service providers operating within the One-Stop system. This involves 
aligning services across different agencies to meet the diverse needs of job seekers 
and employers, facilitating a comprehensive approach to workforce development. 

2. Management of One-Stop Centers: The Consortium is responsible for overseeing 
the day-to-day operations of the One-Stop Career Centers in the Pocono region. 
This includes ensuring that the centers are fully staffed, compliant with relevant 
regulations, and equipped to deliver high-quality services to participants. 

3. Performance Monitoring and Reporting: The Pocono Counties Operators 
Consortium tracks performance metrics related to workforce outcomes, including 
job placements, training program participation, and customer satisfaction. Regular 
performance reports are generated to inform the Workforce Development Board of 
successes and areas for improvement. 

4. Training and Professional Development: The One-Stop Operator is tasked with 
providing training and development opportunities for staff across the network of 
service providers. This initiative enhances the proficiency of individuals delivering 
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workforce services, equipping them with the necessary skills and knowledge to 
effectively support clients. 

The Pocono Counties Operators Consortium serves as the One-Stop Operator with the 
purpose of enhancing the efficiency and effectiveness of workforce development services 
in the region. 

Procurement Process 

The procurement process is structured into eight key phases, guiding staff from initial 
planning to contract management. This approach emphasizes transforming procurement 
into a strategic function that focuses on improving program outcomes. This process was 
created using the tools and guidance of the Government Performance Lab from the 
Harvard Kennedy School. Creating a Results-Driven RFP leverages procurement to improve 
the outcomes of programs and services by writing results-driven requests for proposals 
and by better managing the RFP development process.  

Key Principles 

1. Treat procurement as a strategic activity rather than a rushed administrative function 

2. Focus on improving program outcomes through results-driven contracting strategies 

3. Engage stakeholders and end-users to better understand service needs 

4. Emphasize clear problem statements, well-defined goals, and transparent evaluation 
criteria 

5. Implement active contract management and use performance metrics for 
accountability 

Key Phases of the Procurement Process 

1. Planning 

• Identify key internal team members and their roles in the RFP process 

• Develop a project plan with a timeline 

• Establish clear responsibilities among procurement and program staff 

2. Information Gathering 

• Conduct market research to understand the context and problem 

• Engage stakeholders and end-users to learn from prior service delivery 
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• Use various methods for research, including internet searches, discussions with 
associations, and vendor interviews 

3. Problem Statements and Goals 

• Create a problem statement that communicates the challenge and invites creative 
solutions 

• Articulate clear goals to define successful outcomes 

• Ensure the problem statement connects departmental priorities to specific 
outcome goals 

4. Scope of Work and Incentives 

• Develop a clear scope of work that allows vendors to test new approaches 

• Consider unique payment or contract structures to incentivize vendor performance 

• Connect the scope of work closely to the RFP goals 

5. Metrics and Contract Management 

• Use metrics to create accountability and measure vendor performance 

• Draft metrics to track outcomes across different sub-groups 

• Prepare for active contract management by outlining roles and responsibilities 

6. Evaluation and Selection Criteria 

• Develop transparent evaluation criteria to help proposers understand assessment 
methods 

• Create tailored, well-organized proposal submittal requirements 

• Connect evaluation criteria to specific outcome goals, metrics, and scope of work 

7. Finalizing the RFP 

• Organize the RFP draft in a logical, user-friendly manner 

• Use a checklist to review the RFP for clarity and fairness 

• Ensure the document is easily navigable with page numbers, descriptive headers, 
and a table of contents 

8. Post-RFP Activities 

• Plan for activities such as pre-proposal conferences and proposal evaluation 

• Conduct due diligence checks and clarify proposers' planned approaches 
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• Facilitate internal discussions before contract negotiations 

By following this structured procurement process, the Pocono Counties Workforce 
Development Area aims to create more effective RFPs, leading to improved outcomes in 
government-funded programs and services. This approach ensures a successful 
partnership between the government and selected vendors, ultimately benefiting the 
community served. 

 

3.2 Programs Included in the Workforce Delivery System 
The Pocono Counties Workforce Development Board has established a network of 
required and additional partner programs to support the local workforce development 
system. This approach makes sure that the diverse needs of job seekers and employers in 
the Pocono Counties area are met through a coordinated service delivery structure. The 
Program Partner List can be found in Appendix 3: Local Workforce Development System 
Program Partner-Provider List.  

Partner Programs 

WIOA Title I Programs 
Multiple organizations, including the Pocono Counties Workforce Development Board, 
Carbon County Workforce Training, Monroe County Job Training, Pike County Workforce 
Training, and Workforce Alliance, provide adult, Dislocated Worker, and Youth Services. 
These partners offer core employment and training services to job seekers and employers. 
These programs provide both in-kind and programmatic contributions, as they are a leader 
within the One-Stop Centers, contribute to the Operating Budget, provide direct services to 
job seekers and businesses, and are located in all four counties of the Pocono Counties 
WDA.   

WIOA Title II Programs 
Adult Education and Family Literacy Activities (AEFLA) are delivered by Northampton 
Community College, Monroe Campus, and Lehigh Carbon Community College, providing 
essential adult education and literacy services. These entities provide programmatic 
contributions to the workforce system through their WIOA Title II Programs.  

WIOA Title III Programs 
Wagner-Peyser Act Employment Service (ES) Programs, administered by the PA 
Department of Labor & Industry, offer job search assistance, labor market information, and 
job matching services. These programs provide both in-kind and programmatic 
contributions, as they are a leader within the One-Stop Centers, contribute to the 
Operating Budget, provide direct services to job seekers and businesses, and are located 
in all four counties of the Pocono Counties WDA. WIOA Title III Programs provide services 
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within all four counties, but contribute in-kind to PA CareerLink® Carbon County and 
Monroe County.   

WIOA Title IV Programs 
Vocational Rehabilitation State Grant Programs, managed by the PA Department of Labor 
& Industry, Office of Vocational Rehabilitation (OVR), provide services to help individuals 
with disabilities prepare for, obtain, and maintain employment. These programs provide 
both in-kind and programmatic contributions, as they contribute to the Operating Budget, 
provide direct services to eligible job seekers, and provide services in all four counties of 
the Pocono Counties WDA, but contribute in-kind to PA CareerLink® Carbon County and 
Monroe County.   

Additional Partner Programs 

The workforce development system is further strengthened by additional partner 
programs, including: 

• Community Services Block Grant (CSBG) Programs 

• Veterans' Employment Programs 

• Career and Technical Education (Perkins V) 

• Senior Community Service Employment Program (SCSEP) 

• State Unemployment Insurance (UI) Program 

• Supplemental Nutrition Assistance Program (SNAP) 

• Temporary Assistance for Needy Families (TANF) 

• Trade Adjustment Assistance (TAA) 

These programs address specific needs within the community, from reducing poverty to 
providing specialized employment services for veterans and older workers. 

Service Delivery Structure 

The Board has established two comprehensive PA CareerLink® centers in Carbon and 
Monroe Counties, along with two affiliate sites in Pike and Wayne Counties. This structure 
ensures efficient, coordinated services across the Pocono Counties WDA. 

The One-Stop Operator, the Pocono Counties Operator Consortium, coordinates activities 
at each location, functioning as a liaison between the Board and system partners. This 
arrangement ensures proper alignment of services and resources to carry out the Board's 
vision. 

Service Alignment and Special Populations 
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The PA CareerLink® centers provide seamless service delivery to all clients, with staff 
available to assist in various capacities. Special attention is given to specific populations, 
including: 

• Veterans (priority of service) 

• Individuals with basic skills deficiencies 

• Public assistance recipients 

• Older individuals 

• Returning citizens 

• Individuals with disabilities 

• Underemployed and unemployed individuals 

• Limited English Proficiency (LEP) persons 

• Migrant or Seasonal Farm Workers (MSFWs) 

Each group receives targeted services and referrals to appropriate programs and partners, 
ensuring their unique needs are addressed. 

Procurement Process 

The competitive procurement process for selecting providers is listed in section 3.2, One-
Stop Operator. This process is uniform for all procurement for the Pocono Counties 
Workforce Development Board. 

Collaboration with Partners 

The WDB actively engages with each required and additional partner to promote service 
alignment: 

WIOA Title I Programs: The Board works closely with multiple organizations, including 
Carbon County Workforce Training, Monroe County Job Training, Pike County Workforce 
Training, and Workforce Alliance, to provide adult, Dislocated Worker, and Youth Services. 
Regular coordination ensures consistent service delivery across all four counties of the 
Pocono Counties WDA. 

WIOA Title II Programs: Collaboration with Northampton Community College and Lehigh 
Carbon Community College focuses on integrating adult education and literacy activities 
into the broader workforce development strategy. 



124 | P a g e  
 

WIOA Title III Programs: The Board aligns efforts with the PA Department of Labor & 
Industry to enhance job search assistance, labor market information, and job matching 
services. 

WIOA Title IV Programs: Partnership with the PA Department of Labor & Industry's Office 
of Vocational Rehabilitation (OVR) ensures tailored services for individuals with 
disabilities. 

Regular Collaboration Meetings 

To maintain strong partnerships and promote ongoing collaboration, the WDB organizes 
several key meetings: 

• Youth Committee Meetings: These focus on addressing the specific needs of 
young job seekers and aligning youth services across partners. 

• One-Stop Operator Meetings: The Pocono Counties Operator Consortium 
coordinates activities across PA CareerLink® locations, ensuring proper service 
alignment. 

• PA CareerLink® Meetings: These gatherings facilitate information sharing and 
coordination among staff at different PA CareerLink® centers. 

• Workforce Partner Meetings: All stakeholders of the workforce system are invited 
to these meetings to provide program reports, share best practices, and collaborate 
on initiatives. 

Procurement Process and Collaboration 

The WDB's procurement process is designed to foster ongoing collaboration with 
subcontractors: 

1. Results-Driven Approach: The Board utilizes a comprehensive, results-driven 
process for service procurement, emphasizing improved outcomes for government-
funded programs. 

2. Regular Performance Meetings: The WDB actively engages with vendors through 
monthly data-driven discussions to ensure accountability and continuous 
improvement. These meetings include executive-level discussions focused on 
operational insights, allowing for swift troubleshooting and replication of successful 
strategies. 

3. Quarterly Reviews: The Board conducts quarterly reviews to assess progress 
toward performance targets and identify opportunities for service delivery 
enhancements. Vendors are expected to provide comprehensive performance 
reports, including demographic and service data. 
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4. Collaborative Problem-Solving: Through these regular interactions, the WDB and 
its subcontractors work together to address challenges promptly and refine service 
delivery strategies. 

This collaborative approach to procurement and contract management ensures that 
services remain aligned with the WDB's strategic goals and responsive to the evolving 
needs of the Pocono Counties workforce development area. 

By fostering these collaborative relationships and maintaining regular communication 
channels, the Pocono Counties Workforce Development Board ensures a well-
coordinated and effective workforce development system that serves the diverse needs of 
job seekers and employers in the region. 

This strategic alignment of workforce programs under the PA CareerLink® Pocono Counties 
umbrella maximizes available resources in the community. It promotes increased 
accessibility for employers and individuals, including those who may have barriers to 
employment, fostering a comprehensive and inclusive approach to workforce 
development in the Pocono Counties area. 

The Pocono Counties Workforce Development Area has implemented a comprehensive, 
results-driven process for the procurement of services. This strategic approach aims to 
improve the outcomes of government-funded programs and services by leveraging 
efficient and transparent procurement strategies. 

By fostering these collaborative relationships and maintaining regular communication 
channels, the Pocono Counties Workforce Development Board ensures a well-
coordinated and effective workforce development system that serves the diverse needs of 
job seekers and employers in the region. 

3.3 Adult and Dislocated Worker Training Activities 
The Pocono Counties Workforce Development Board employs a data-driven and 
collaborative approach to ensure Adult and Dislocated Worker programs effectively 
address the needs of job seekers and employers in the region. These efforts are aligned 
with WIOA requirements and informed by labor market trends, employer feedback, and 
best practices from peer workforce development areas. 

Program Review and Service Gap Analysis 

The WDB conducts regular reviews of employment and training programs available to the 
Adult and Dislocated Worker populations. This utilizes a data-driven, collaborative 
approach to identify and determine the types of Adult and Dislocated Worker employment 
and training activities needed in the future This process includes: 
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1. Labor Market Analysis: Evaluating regional workforce data, employer surveys, and 
sector partnerships to identify skill gaps and emerging needs. 

2. Performance Evaluation: Analyzing program outcomes to assess effectiveness 
and identify areas for improvement. 

3. Benchmarking: Comparing local services with best-in-class workforce 
development programs within Pennsylvania and other states. 

4. Service Gap Identification: Confirming unmet needs with employers and sector 
groups to inform policy adjustments and programming updates. 

Labor Market Analysis 

• Continuously monitor labor market data to understand the skills and abilities of the 
available workforce and the needs of local employers9 

• Analyze regional labor market conditions, including in-demand industry sectors and 
occupations 

• Evaluate and re-align the High-Priority Occupations list with regional economic 
goals 

Employer Engagement 

• Strategically engage 25 employers from top industries to develop detailed career 
pathways 

• Collaborate with the hospitality sector to strengthen talent pipelines 

• Gather feedback from employers on program content, structure, and industry 
credentials 

Stakeholder Collaboration 

• Partner with local educational institutions to align curriculum with industry needs 

• Consult with education experts to evaluate current Career and Technical Education 
options 

• Engage with PA CareerLink® centers to increase awareness of training opportunities 

Continuous Improvement 

• Implement a system for regular feedback from employers, participants, and staff 

https://www.pa.gov/content/dam/copapwp-pagov/en/dli/documents/businesses/workforce-development/documents/wioa/regional/pocono-counties-local.pdf


127 | P a g e  
 

• Track key performance indicators such as employment rates and earnings of 
program participants 

• Conduct regular evaluations of training programs to ensure alignment with labor 
market needs 

The WDB ensures that services remain relevant, responsive, and aligned with local labor 
market demands. Particular emphasis is placed on identifying Eligible Training Provider 
List (ETPL) programs that offer remote learning options, expanding access for job seekers 
with diverse needs. 

Service Delivery Model 

The WDB provides workforce services at PA CareerLink® centers through partner programs 
or competitively procured providers as needed. Upon entry into the system, individuals are 
referred to services tailored to their specific needs. Interpretation and translation services 
are available for customers with limited English proficiency. 

Adult and Dislocated Worker activities are categorized into three service tiers: 

1. Basic Career Services: Available to all customers, including job search assistance, 
labor market information, and initial assessments. 

2. Individualized Career Services: Reserved for WIOA-eligible individuals, offering 
career counseling, skills assessments, and case management. 

3. Training Services: Provided to eligible participants meeting Priority of Service 
requirements, including access to ITAs (Individual Training Accounts), 
apprenticeships, OJT (On-the-Job Training), and customized training. 

Workshops are offered both in-person at PA CareerLink® locations and remotely to ensure 
accessibility across the region. 

Priority of Service Policy 

The Pocono Counties Workforce Development Board (PCWDB) has implemented a 
comprehensive WIOA Title I Priority of Service policy to ensure that individuals with barriers 
to employment receive enhanced access to services. The policy prioritizes four key groups: 

1. Public assistance recipients 

2. Low-income individuals (including underemployed individuals earning below 235% 
of federal poverty guidelines) 

3. Individuals who have basic skills 



128 | P a g e  
 

4. Veterans and eligible spouses 

Additionally, the PCWDB has established a local priority for underemployed adults 
meeting general eligibility criteria but falling below specified income thresholds. 

Identification and Access to Services 

The PCWDB employs a multi-faceted approach to identify and provide access to potential 
WIOA participants: 

• Collaboration with county assistance offices to identify and refer TANF, SNAP, and 
medical assistance recipients 

• Partnerships with community organizations serving low-income populations 

• Targeted outreach to veterans' services organizations 

• Coordination with adult education providers to identify basic skills deficient 
individuals 

Data Collection and Analysis 

The PCWDB will: 

• Utilize the PA CareerLink® system to track and analyze data on priority populations 

• Conduct quarterly reviews of local labor market information to inform discretionary 
priority groups 

• Partner with county assistance offices to obtain aggregate data on public 
assistance recipients 

• Work with adult education providers to gather data on basic skills-deficient 
individuals 

Outreach and Information Dissemination 

To inform the public about the priority of service: 

• Develop targeted outreach materials for each priority group 

• Conduct information sessions at community organizations and public assistance 
offices 

• Display prominent signage and posters in PA CareerLink® centers 

• Utilize social media and local media outlets to raise awareness 



129 | P a g e  
 

Assessment and Service Delivery 

The PCWDB will: 

• Implement comprehensive intake assessments to identify barriers to employment 

• Develop individualized employment plans addressing both career/training needs 
and barriers 

• Provide language assistance and culturally appropriate services for English 
language learners 

• Collaborate with partner agencies to ensure appropriate career planning for 
individuals with significant barriers 

Staff Training 

To ensure effective implementation: 

• Conduct regular staff training on priority of service policies and procedures 

• Provide cultural competency training to enhance responsiveness to diverse 
populations 

• Develop a resource guide for staff on available support services and partner agency 
referrals 

Veterans’ Priority Integration 

The WDB ensures that the veteran’s priority is applied across all qualified employment and 
training programs in accordance with federal guidelines. For WIOA Title I Adult programs, 
priority is used in the following order: 

1. Veterans or eligible spouses who meet statutory priority criteria (e.g., low-income or 
basic skills deficient) receive the highest priority. 

2. Non-veterans who meet statutory priority criteria receive the second level of 
priority. 

3. Veterans or eligible spouses who do not meet statutory criteria but meet general 
eligibility receive the third level of priority. 

4. Non-veterans meeting local discretionary priorities receive the fourth level. 

5. All other eligible individuals receive the fifth level of priority. 
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To ensure compliance, the WDB monitors program participation data to confirm that at 
least 51% of Adult Program participants belong to one of the four statutory priority groups. 

SNAP Employment Services 

The Pocono Counties WDB is committed to strengthening and expanding its SNAP 
Employment & Training (SNAP E&T) services through enhanced partnerships with the 
Pennsylvania Department of Human Services (DHS) and local educational institutions. The 
PCWDB will work closely with the DHS to ensure that SNAP recipients have seamless 
access to employment, training, and supportive services that address barriers to 
sustainable employment. 

A key component of this strategy is the integration of the KEYS (Keystone Education Yields 
Success) program, which supports TANF and SNAP recipients enrolled at community 
colleges. Through this partnership, KEYS coordinators will provide holistic support, 
including academic coaching, career counseling, and connections to workforce resources. 
The PCWDB will collaborate with local community colleges to ensure KEYS participants 
are co-enrolled in WIOA-funded services as appropriate, maximizing access to training, 
case management, and employment opportunities. 

Additionally, the PCWDB will partner with the ELECT (Education Leading to Employment 
and Career Training) program to support pregnant and parenting teens and young adults. 
By aligning ELECT services with PA CareerLink® offerings, the Board will help participants 
access education, training, and wraparound supports such as childcare and 
transportation assistance. This collaboration will ensure that young parents can pursue 
their educational and career goals while receiving the specialized support they need. 

Commitment to Continuous Improvement 

The WDB is committed to maintaining a high-quality workforce system by: 

• Regularly evaluating program delivery methods 

• Expanding partnerships with high-performing training providers 

• Increasing access to online learning opportunities 

• Enhancing staff training on outreach, assessments, IEPs (Individual Employment 
Plans), and case management techniques 

The Pocono Counties Workforce Development Board (PCWDB) has implemented a 
transformative strategy aligning workforce development with regional economic priorities, 
integrating teacher and building trades apprenticeships alongside healthcare and 
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hospitality pathways. This approach leverages the PY 2025-2028 WIOA Strategic Plan, 
High-Priority Occupation (HPO) List, and procurement protocols to address labor market 
demands while prioritizing equity and accessibility. 

Unified Eligibility Platform 

PA CareerLink® One-Stop System processes applications simultaneous for eligibility for: 

• WIOA Title I Programs 

• TANF Employment Services 

• DHS Vocational Rehabilitation 

• Eligibility for any other grant program.  

Procurement of Adult and Dislocated Worker Provider Selection 

The PCWDB adheres to an eight-phase competitive process: 

1) Planning 
2) Market Research 
3) Problem statements 
4) Scope Development 
5) Metrics Design 
6) Evaluation Criteria 
7) RFP Finalization 
8) Post-Award Management 

Expanding Access to Core Services 

The WDB prioritizes accessibility by streamlining referral processes and ensuring 
customers are connected to appropriate services quickly and efficiently. Key elements 
include: 

• Initial Assessments: First-time customers or those returning after an absence 
complete an assessment form that identifies their needs, barriers, and goals. This 
helps staff direct them to relevant programs or provide informational materials. 

• Immediate Referrals: Whenever possible, customers meet with program staff 
during their first visit. If staff are unavailable, follow-up appointments are scheduled 
before customers leave the center. 

• Partner Collaboration: Community partners refer individuals with specific goals to 
service centers, ensuring a seamless transition into core programs. 
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Facilitating Career Pathways and Co-Enrollment 

The WDB actively promotes the development of career pathways and co-enrollment in 
core programs to maximize resources and improve outcomes: 

• Eligibility Validation: Staff are trained to verify eligibility documentation in line with 
Pennsylvania Department of Labor & Industry (PA L&I) guidelines. Assistance is 
provided to help customers gather required documents, ensuring equitable access 
to services. 

• Co-Enrollment Processes: Customers are co-enrolled in multiple programs as 
needed, with partner staff working collaboratively to maintain joint case records. 
The PA CareerLink® system serves as the official record for tracking services and 
outcomes. 

• Cross-Referral System: A formal referral process ensures customers can access 
specialized programs aligned with their unique circumstances, such as ITAs 
(Individual Training Accounts), OJT (On-the-Job Training), or work experience 
opportunities. 

This plan’s focus on facilitating career pathways and co-enrollment directly benefits DHS 
customers by making workforce services more accessible, coordinated, and 
comprehensive. By training staff to assist with eligibility validation and documentation, the 
plan ensures that DHS customers, who may face barriers such as limited resources or 
unfamiliarity with complex processes, can more easily access the services for which they 
qualify. The use of a formal referral system and collaborative case management through 
the PA CareerLink® system means that customers receive seamless support, with partner 
agencies working together to track progress and align services to individual needs. 

Additionally, co-enrollment allows DHS customers to participate in multiple workforce 
programs at once, maximizing the resources and supports available to them. This includes 
access to specialized opportunities such as Individual Training Accounts (ITAs), On-the-
Job Training (OJT), apprenticeships, and work experience placements in high-demand 
industries. By connecting customers to these targeted career pathways and addressing 
barriers like skills gaps, transportation, or childcare, the plan helps DHS customers build 
the skills and credentials needed for stable, family-sustaining employment and long-term 
self-sufficiency. 

The Pocono Counties WDB will continue to establish a strong local co-enrollment plan to 
connect DHS-funded programs-including SNAP E&T, TANF Employment & Training, KEYS, 
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and ELECT-with WIOA Title I Adult, Dislocated Worker, and Youth services. The plan will 
include: 

• Cross-Training of Staff: Workforce and DHS staff will be trained on each program’s 
eligibility criteria, available services, and referral protocols to ensure smooth 
handoffs and collaborative case management. 

• Shared Case Management: A coordinated case management approach will be 
established, leveraging the PA CareerLink® system to track participant progress, 
service delivery, and outcomes across multiple funding streams. 

• Integrated Service Planning: Participants will receive individualized employment 
plans that incorporate education, training, and supportive services from both DHS- 
and WIOA-funded programs. 

• Performance Measurement: The Board will monitor co-enrollment rates, 
credential attainment, job placement, and retention outcomes for participants 
engaged in multiple programs to ensure accountability and continuous 
improvement. 

• Regular Partner Meetings: Quarterly meetings with DHS, community college KEYS 
staff, ELECT program coordinators, and PA CareerLink® partners will be held to 
review progress, address challenges, and share best practices. 

Promoting Postsecondary Credentials 

The WDB emphasizes the importance of postsecondary credentials in achieving 
sustainable employment: 

• Youth Engagement: Career exploration activities in local school districts provide 
students with information on postsecondary training opportunities and career 
pathways. 

• Adult and Dislocated Worker Support: Customers requiring credentials for their 
employment goals are referred to the WIOA or Trade Adjustment Assistance (TAA) 
staff for training services. 

Career Pathways Development 

The PCWDB is actively working to develop and promote Career Pathways, increase co-
enrollment across WIOA programs, and expand work-based training opportunities. Our 
operational approach and current actions include: 

The WDB integrates career pathways into service delivery through: 



134 | P a g e  
 

• Self-Service Tools: Job seekers have access to labor market information, high-
priority occupation data, and training provider resources online or at PA CareerLink® 
centers. 

• Skill Gap Analysis: Staff assist customers in identifying transferable skills and 
addressing skill gaps needed for career advancement. 

• Customized Planning: Individual Employment Plans (IEPs) outline goals, services, 
and outcomes tailored to each customer’s needs. 

Career Pathways Development 

• Collaborating with key employers from top industries to develop detailed career 
pathways 

• Creating employer videos showcasing careers in the region's priority industries 

• Partnering with local educational institutions to align curriculum with industry 
needs 

• Developing a K-12 and post-secondary engagement strategy to bridge education 
and workforce systems 

Co-Enrollment Strategies 

• Building a coordinated communications strategy with service centers to increase 
awareness about High-Priority Occupations, education and training opportunities, 
and career pathways 

• Implementing measures to increase client placement into identified career 
pathways 

• Facilitating smooth transitions between youth and adult programs for individuals 
aged 18-24 

• Developing guidance for Local Workforce Development Boards on cross-training 
and MOUs that support co-enrollment 

Work-Based Training Expansion 

• Evaluating and re-aligning the High-Priority Occupations list with regional economic 
goals 

• Supporting the creation of apprenticeship opportunities, particularly in 
manufacturing 
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• Implementing a WIOA Apprenticeship Policy to assist employers in utilizing 
apprenticeships 

• Promoting paid and unpaid work experiences, including internships and on-the-job 
training 

• Exploring strategies to combine seasonal jobs into full-year, full-time employment 
opportunities 

Adult Basic Education Integration 

Title II Adult Basic Education partners play a critical role in developing career pathways for 
individuals with basic skills deficiencies: 

• Programming: Services include literacy instruction, English language learning, 
workforce preparation activities, and college readiness support. 

• Case Management: Intensive support helps participants address barriers such as 
transportation, childcare, housing, or healthcare. 

• Alignment: The WDB collaborates with Title II staff to align core programs and 
workforce system resources. 

Apprenticeship and Work-Based Learning 

The Pocono Counties Workforce Development Board (PCWDB) recognizes the critical role 
of work-based training activities, particularly pre-apprenticeships, apprenticeships, and 
on-the-job training (OJT), in developing a skilled workforce aligned with regional economic 
needs. Our current operational position and actions focus on expanding and strengthening 
these programs: 

Registered Apprenticeships and Pre-Apprenticeships 

The PCWDB is actively working to promote and expand registered apprenticeship and pre-
apprenticeship programs in the region. Our current initiatives include: 

• Collaborating with the PA Apprenticeship and Training Office to provide 
informational sessions and technical assistance to employers, unions, and other 
organizations interested in developing apprenticeship programs. 

• Partnering with local training providers to strengthen the pre-apprenticeship 
ecosystem, which serves as a crucial pipeline for skilled workers entering 
apprenticeship programs. 
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• Supporting the Innovation in Management Registered Apprenticeship program, 
which offers transferrable skills across multiple industries. 

To address key questions and challenges related to apprenticeships, we are taking the 
following actions: 

1. Conducting a comprehensive survey of apprenticeship sponsors to identify 
enrollment challenges and determine how PCWDA can best support their needs. 

2. Researching the overlap between PCWDA High Priority Occupations (HPOs) and 
existing apprenticeship opportunities in building trades, healthcare, and education 
sectors. 

3. Exploring grant opportunities to create regional apprenticeship programs in 
healthcare, building trades, operations management, and hospitality. 

4. Compiling a database of apprenticeship contacts in the broader region, including 
neighboring counties (Luzerne, Lackawanna, Berks, Lehigh, Northampton). 

5. Engaging with the industry community using our educator contact list to gauge 
interest in PCWDA apprenticeship initiatives. 

6. Developing clear information on the process and prerequisite skills needed to 
access apprenticeship opportunities. 

On-the-Job Training (OJT) 

The PCWDB continues to prioritize OJT as a valuable work-based learning strategy. Our 
current actions include: 

• Implementing our WIOA Apprenticeship Policy to assist employers in utilizing OJT 
for registered apprenticeship programs. 

• Providing OJT contracts to employers, offering a 50% wage reimbursement to offset 
the extraordinary costs of training and supervision. 

• Focusing OJT opportunities on our targeted industries, including Advanced 
Manufacturing, Healthcare, Hospitality, Education, Agriculture, and Logistics and 
Transportation. 

Strategic Initiatives 

To further enhance our work-based training activities, the PCWDB is: 
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1. Developing a coordinated employer engagement strategy with PA CareerLink® 
service centers to increase awareness and utilization of work-based training 
programs. 

2. Creating employer videos showcasing careers and work-based learning 
opportunities in the region's priority industries. 

3. Exploring strategies to combine seasonal jobs into full-year, full-time employment 
opportunities, potentially through innovative apprenticeship models. 

4. Strengthening partnerships with neighboring Local Workforce Development Boards 
to create a regional approach to work-based training initiatives. 

By implementing these strategies and actions, the PCWDB aims to create a robust system 
of work-based training opportunities that benefit both job seekers and employers, fostering 
economic growth and workforce development in the Pocono Counties region. 

Leveraging Transferable Skills 

Staff work closely with customers to identify transferable skills that can facilitate career 
transitions or advancement: 

• Career Laddering: Customers are guided toward opportunities that build on their 
existing experience while addressing any skill gaps through targeted training. 

• Specialized Support: For job seekers requiring additional assistance, staff provide 
tailored guidance on available resources and services. 

Commitment to Continuous Improvement 

The WDB is dedicated to enhancing service delivery through ongoing evaluation and 
innovation: 

• Data Tracking: The PA CareerLink® system is used for enrollment, tracking 
outcomes, and monitoring performance metrics across programs. 

• Staff Training: Staff receive regular training on outreach strategies, eligibility 
requirements, case management techniques, and program alignment. 

By fostering collaboration among partners, aligning resources effectively, and prioritizing 
customer needs, the Pocono Counties WDB ensures a responsive workforce development 
system that empowers individuals to achieve their career goals while addressing regional 
labor market demands. 
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3.4 Youth Workforce Investment Activities 
The Pocono Counties Workforce Development Board (WDB) is committed to providing 
high-quality employment and training activities for youth in our local area. Our approach 
focuses on serving both in-school and out-of-school youth, with a particular emphasis on 
those facing barriers to employment. 

Youth Committee and Program Design 

Our Youth Committee, comprised of diverse stakeholders including business 
representatives, educators, labor unions, and youth service organizations, plays a crucial 
role in identifying and implementing effective youth programs. The committee ensures 
access to all 14 WIOA Youth program elements and prioritizes services for out-of-school 
youth (OSY), aiming to allocate at least 75% of WIOA youth expenditures to this population. 

The WDB Youth Committee is responsible for identifying high-quality employment and 
training activities for youth and their families. Through on-site and off-site services, youth 
may access each of the 14 WIOA Youth program elements applicable to their needs.   
Additionally, the Youth Committee prioritizes Out-of-School Youth by emphasizing youth 
outreach efforts to recruit potentially eligible individuals aged 16-24, and by requiring that 
at least 75% of WIOA expenditures be made for services to this key population. 
 
It requires the following components as part of its youth program strategies: 
 

• Youth Educational Achievement Services 

• Youth Employment Services 

• Additional Support for Youth Services 

• Youth Leadership Development Opportunities 

• Youth Work Experience 

• Youth Training Services 

• Assessment Testing Services 

• Youth Supportive Services 

• Youth Follow-Up Services 

Annually, about 50% of the enrolled youth are individuals with disabilities identified either 
through an IEP or a physician's statement.  Depending on the extent or severity of the 
disability, collaborating partners may be engaged in the workforce activity. Eligible Youth 
(ages 14-21) participate in the Paid Work Experience Program. They are mentored by the 
worksite supervisors as they learn the basic employability skills of attendance, 
punctuality, proper dress and conduct, accountability, dependability, working with others, 
and following instructions.  Through the intake and interview process with an employment 
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and training specialist, appropriate services are determined, and a worksite is selected 
that best meets the youth's abilities and career plan. 

In alignment with the Commonwealth's workforce development goal to establish career 
pathways, area school districts are working to incorporate the model into their curricula, 
and youth are required to build a career portfolio starting in the ninth grade.  Information 
from the career portfolio assists the employment and training specialist with pertinent 
data for career counseling and work experience placement. 
 
The summer and year-round work experience activity is customized to the individual's 
career path and utilizes private, for-profit, and non-profit worksites in accordance with the 
Commonwealth's workforce development goal to increase opportunities for all youth. In 
addition, outreach to both the IBEW and the KML Regional Council of Carpenters provides 
new workforce activities in pre-apprenticeship and apprenticeship experiences. 
 
Some youth with disabilities require additional services with a job coach.   In these cases, 
the employment and training specialist collaborates with agencies such as Community 
Vocational Services (CVS), the Human Resource Center, Fitzmaurice Community 
Services, Inc., and the OVR to provide a job coach on a daily basis to assist the youth with 
job training. 
 
Out-of-School Youth (ages 16-24) have expanded workforce activities available to them 
that include: financial literacy education, entrepreneurial skills training, services about 
local in-demand industry sectors or occupations, activities to help transition to 
postsecondary education, and education offered concurrently with workforce preparation 
activities for a specific occupation. This progression of workforce activities allows the 
youth to participate in paid work experience, followed by either occupational skill training 
or OJT as the youth transitions into full-time employment in an identified career pathway. 
  
OVR is an active partner in the two PA CareerLink® centers and affiliate sites. They provide 
direct services to their customers and encourage them to utilize other general and PA 
CareerLink® partner services in their efforts to pursue both postsecondary educational 
goals as well as employment opportunities in the local area. OVR has sponsored Career 
Fairs in local school districts for their customers transitioning from secondary schools to 
introduce these youth to the employment and training resources available to them after 
graduation from their respective schools. PA CareerLink® staff and partner programs 
participate in outreach efforts to youth with disabilities. 
 
In addition, WIOA Youth programs, including the year-round Youth Employment Programs 
in all four counties, provide valuable work-based learning opportunities for many youths 
with disabilities. A significant percentage of the youth who participate and benefit from the 
work experience opportunities in these programs are youth with disabilities. 
 
Work Experience Opportunities 
 

The Pocono Counties WDA offers various work experience programs, including: 



140 | P a g e  
 

1. Paid Work Experience Program for eligible youth ages 14-24 

2. Expanded workforce activities for OSY ages 16-24 

3. Summer and year-round work experiences aligned with individual career paths 

These programs utilize private, for-profit, and non-profit worksites, and include pre-
apprenticeship and apprenticeship experiences in partnership with organizations. To meet 
and exceed the WIOA 20 percent expenditure requirement for youth work experiences, the 
Pocono Counties) will implement the following strategies: 

Expand Employer Partnerships 

• Strategically engage employers from top industries to develop detailed career 
pathways and work experience opportunities 

• Create employer videos showcasing careers and work experience options in the 
region's priority industries 

• Collaborate with the hospitality sector to strengthen talent pipelines through 
targeted work experiences 

Diversify Work Experience Types 

• Offer a range of work experiences, including summer employment, pre-
apprenticeships, internships, and job shadowing opportunities 

• Develop year-round work experience programs to complement summer 
employment options 

• Explore creating work experiences that combine seasonal jobs into full-year 
opportunities 

Enhance Program Design 

• Ensure all work experiences include both academic and occupational education 
components 

• Develop structured learning plans for each work experience, outlining specific skills 
to be gained 

• Implement mentorship programs pairing experienced professionals with youth 
participants 

Leverage Partnerships 

• Collaborate with educational institutions to align work experiences with career 
pathways and curriculum 
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• Partner with community organizations to identify and support underserved youth 
populations 

• Work with PA CareerLink® to increase awareness and referrals for work experience 
opportunities 

Maximize Allowable Expenditures 

• Track and include all allowable costs towards the 20 percent requirement, such as 
staff time for developing work experiences and related classroom training 

• Provide financial literacy education and supportive services directly tied to work 
experiences 

• Implement incentive payments for youth completing work experiences successfully 

Ensure Quality and Impact 

• Develop a system for regular feedback from employers, youth participants, and 
staff to continuously improve work experience programs 

• Track key performance indicators such as skills gained, employer satisfaction, and 
post-program employment rates 

• Conduct regular evaluations of work experience programs to ensure alignment with 
labor market needs and youth development goals 

Career Pathways 

In alignment with the Commonwealth's workforce development goals, we work closely 
with area school districts to incorporate career pathway models into their curricula. Youth 
are required to build career portfolios starting in ninth grade, which inform career 
counseling and work experience placements.  

The Pocono Counties Workforce Development Area (PCWDA) is committed to developing 
and promoting clear, accessible career pathways that align with regional economic needs 
and provide opportunities for workforce advancement. To achieve this objective, the 
PCWDA will implement a comprehensive strategy focusing on employer engagement, 
education system alignment, service center enhancement, and collaboration with local 
Chambers of Commerce. 

In terms of employer engagement, the PCWDA will evaluate and re-align the High-Priority 
Occupations list with regional economic goals, define "career pathway" in consultation 
with major industries and training experts, strategically engage 25 employers from top 
industries to develop detailed career pathways, and create 35 employer videos 
showcasing careers in the region's priority industries. To strengthen connections with the 
education system, the PCWDA will develop a K-12 and post-secondary engagement 



142 | P a g e  
 

strategy, consult education experts to evaluate and expand Career and Technical 
Education options, and support dual enrollment access aligned with regional career 
pathways. 

To enhance PCWDA and service center effectiveness, a coordinated communications 
strategy will be built to increase public awareness about High-Priority Occupations, 
education and training opportunities, and career pathways. Measures will also be 
implemented to increase client placement into identified career pathways. The PCWDA 
will collaborate with local Chambers of Commerce, including the Carbon and Pocono 
Chambers, to gather career pathway data from member companies, develop a 
standardized format for collecting and presenting this information, and create a 
searchable online database of local career pathways hosted on the PCWDA website. 

The implementation timeline spans four years, with the first year dedicated to establishing 
partnerships and developing data collection methodology, years two and three focused on 
gathering data, creating pathways, and developing online resources, and the fourth year 
allocated for full implementation and evaluation of career pathway initiatives. Key 
performance indicators will include the number of career pathways developed and 
published, website traffic and engagement with online career pathway resources, an 
increase in job placements aligned with identified career pathways, and the number of 
employers and educational institutions actively engaged in pathway development. Through 
these concerted efforts, the PCWDA aims to create a robust system of career pathways 
that benefit both job seekers and employers, fostering economic growth and workforce 
development in the region. 

Services for Older Youth 

Our Out-of-School Youth Employment Preparation program caters to older youth, offering 
high school equivalency or classroom training services, as well as Project Success Beyond 
workshops focusing on employability skills and career exploration. The local area 
recognizes the importance of providing comprehensive services to older youth as 
emphasized by the Workforce Innovation and Opportunity Act (WIOA). To address this 
need, the PCWDB implements the following strategies: 

Tailored Services for Older Youth 

The board offers a range of services specifically designed to meet the needs of older youth: 

• Occupational skills training aligned with in-demand industries 

• Entrepreneurial skills development 

• Education offered concurrently with workforce preparation activities 

• Comprehensive guidance and counseling 
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• Financial literacy education 

• Labor market information services 

Focus on Employment and Career Pathways 

For older youth closer to entering the workforce full-time, the PCWDB emphasizes: 

• Paid and unpaid work experiences, including internships and on-the-job training 

• Career pathway development in high-priority occupations 

• Connections to apprenticeship programs and other industry-recognized credentials 

Collaboration with Adult Programs 

The board facilitates smooth transitions between youth and adult programs for individuals 
aged 18-24, ensuring continuity of services and leveraging additional resources available 
through WIOA Adult programs. 

Performance Tracking 

The PCWDB closely monitors performance metrics specific to older youth, including: 

• Employment or education rate in the 2nd and 4th quarters after exit 

• Median earnings 

• Credential attainment rate 

• Measurable skill gains 

By implementing these strategies, the Pocono Counties Workforce Development Board 
ensures that older youth receive targeted support to successfully transition into the 
workforce and establish sustainable career paths. 

Innovative and Effective Programs 

The Pocono Counties Workforce Development Area  administers the following workforce 
activities for youth with disabilities within the Pocono Counties Workforce Development 
Area: 
 

 
St. Luke’s University Health Network- Community Health Department:  

The St. Luke's Community Health Department has a long history of successful workforce 
development initiatives and aims to address the priority need for access to care by 
empowering, educating, and strengthening students' understanding and ability to access 
education and job opportunities. Career Mentoring programs are administered through 
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the Community Health Department, which uses public health principles to address the 
needs of underserved communities. 

St. Luke’s CareerLinking Academy 
 

The CareerLinking Academy program combines observational learning experiences and 
professional development sessions focused on an introduction to healthcare careers and 
job readiness skills. Students will directly experience clinical and non-clinical healthcare 
jobs, labor market information, including salary levels, and required education. The 
program has three main components as described below: 

 
1) St. Luke’s Hospital rotations and healthcare presentations: Students will be 

introduced to the St. Luke’s University Health Network: its history, services, and 
available healthcare careers. Students then visit St. Luke’s Hospital - Monroe 
Campus for observational learning experiences in participating hospital departments. 
 

2) Professional development sessions: The professional development component 
focuses on life skills, employment skills, and small group/individualized instruction. 
Program staff work with the students on job-seeking and job-keeping skills such as 
resume and cover letter preparation, interviewing skills, and professionalism in the 
workplace. 

 
3) Final presentation: Throughout the course of the program, discussions regarding the 

final presentation are held. Students are given the opportunity to practice their 
presentation in front of their peers. 

 
Youth Employment Services (YES) – Pocono Services for Family and 
Children 

Youth Employment Services (YES) is a partner agency within the PA CareerLink® Monroe 
County. They have contracted with the Pocono Counties Workforce Development Area to 
provide three separate programs for area youth, which include youth with disabilities. 
 

1) Summer Youth & Employability Skills Program (In-School) 
 

Partnering with PA CareerLink®, Youth Employment Service will: recruit youth 
participants, establish their eligibility for program services, administer 
tests/assessments, hold orientations for all participants before they begin the programs, 
develop Individual Service Strategies for each youth, coordinate a match between youth 
participants and worksites, monitor both participants and worksites for the duration of 
the five-week summer work program, collect timesheets weekly, deliver paychecks, 
complete evaluations the end of the summer work experience program to show 
improvements and carry youth over into the year-long career pathway and employability 
training program called Project Success. 
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Participation in the summer work experience program is contingent on the youth's 
participation in Project Success at the end of the summer. Once the summer work 
experience program ends in August, youth will be enrolled in Project Success, which 
starts in September and meets every other Saturday through June, following the 
academic school year. 

 
Seminars are held every other Saturday, so as not to interfere with school hours, are 
located in a central location so they are easily accessible to youth throughout Monroe 
County, and feature workshops led by guest speakers who are prominent members of the 
community. 

 
Topics include: Team building, Leadership and Entrepreneurial Skills, Diversity in Our 
Community, Education and   Career  Pathways  Research,  Financial  Literacy  - Learning  
How to  Budget, Employability Skills and Resume Writing, Non-Profit/Service 
Organizations Day, Healthcare Careers Day, Local and State Government Careers Day, 
Media and Communication Skills/Public Speaking, Mock Interview and Job Fair 
Preparation, and Volunteer/Job Shadowing Day with a mentor matching the youth's 
career goal. 

 
Through these workshops, Project Success provides career guidance and job training 
skills, encouraging youth to take an active role in their future careers and attaining 
leadership, problem-solving, and self-sufficiency skills, ultimately providing the tools 
needed to successfully obtain employment. Many youth not only learn these invaluable 
skills but also utilize them in real-world situations and inspire their peers, furthering the 
growth of the community. By giving them insight into career pathways, educational 
institutions that are close to home and can offer the programs they want to pursue after 
high school, and introducing them to community leaders and like-minded peers, youth 
show stronger determination to finish high school and have the knowledge and skillset to 
navigate the post- secondary education transition 

 
 

2.   Out-of-School Youth Employment Preparation 
 
Youth Employment Service will recruit Out-of-School Youth, establish their eligibility for 
high school equivalency or classroom training services, administer tests and tutoring 
sessions for those who need remedial testing, establish employment and education goals 
on an Individual Service Strategy to develop a plan to best achieve those goals, and place 
youth into the high school equivalency or classroom training program, depending on their 
needs. YES will conduct year-round eligibility determination for youth who require PA 
CareerLink® services. 
 
While the educational goals are being addressed within high school equivalency or 
classroom training programs, Out-of-School Youth will also be expected to attend Project 
Success Beyond workshops. The curriculum follows the same structure as Project 
Success for in-school youth, but Project Success Beyond seminars are offered during the 
week in the evenings. 
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Seminars are held every other week in the evenings, are in a central location so they are 
easily accessible to youth throughout Monroe County, and feature workshops led by guest 
speakers who are prominent members of the Community.   Topics include: Teambuilding, 
Leadership and Entrepreneurial Skills, Diversity in Our Community, Education and Career 
Pathways  Research, Financial  Literacy - Learning  How  to  Budget,  Employability  Skills  
and Resume Writing, Non-Profit/Service Organizations Day, Healthcare Careers Day, 
Local and State Government Careers Day, Media and Communication Skills/Public 
Speaking, Mock Interview and Job Fair Preparation, and Volunteer/Job Shadowing Day with 
a mentor matching the youth's career goal. 
 
Through these workshops, Project Success provides career guidance and job training 
skills, encouraging youth to take an active role in their future careers and attaining 
leadership, problem-solving and self-sufficiency skills, ultimately providing the tools 
needed to successfully obtain employment. Many youths learn these invaluable skills and 
utilize them in real world situations and inspire their peers, furthering the growth of the 
community. By giving them insight into career pathways, educational institutions that are 
close to home and can offer the programs they want to pursue after high school and 
introducing them to community leaders and like- minded peers, youth show stronger 
determinations to finish their high school equivalency or classroom training program and 
have the knowledge and skill set to enter the workforce and/or pursue more 
postsecondary education. 
 

3.    Project Discovery 
 
YES is partnering with the PA CareerLink® Monroe County and Northampton Community 
College for Project Discovery.  It offers a variety of career exploration and job readiness 
programs for youth ages 14 - 17, both in-school and out-of-school. Project Discovery 
program shows youth how to search and explore careers, choose careers, gain workplace 
skills, find a job, and tap into what Northeastern Pennsylvania employers are looking for in 
entry-level employees.  Activities include: 
 

•  Identifying key career interest 

•  Discovering a few desirable careers Plan steps to chosen careers 

•  Developing critical skills 

•  Measuring progress 

• Completing WIOA application forms 
• Completing of customer profile 
• Administering tests and assessing all participants 
• Coordinating participant orientation 
• Coordinating Project Curriculum with Northampton Community College 
• Monitoring participants and their progress 
• Conducting workshops for participants in a variety of topics 
• Developing a career path for participants 
• Conducting various job shadowing opportunities 
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• Building resumes and conducting mock interviews 
• Following up and involving participants in Youth Job Fairs 
• Enrolling participants in a yearlong Project Success (leadership program) 

 
Targeted Out-of-School Youth (Youth Offender Programs) 

The Pocono Counties WDB recently procured Pathstone Inc. to provide assistance to 
adjudicated youth or youth offenders with their employment or training goals.   Title I Youth 
Service providers in Carbon and Monroe County have been involved in efforts to assist 
county parole, probation, and offender re-entry task groups with services to facilitate 
offenders’ efforts to secure employment and thereby reduce recidivism rates of local 
citizens. 

The Pocono Counties WDB approved Youth Offender proposals from the following service 
providers to offer employment and related case management services to WIOA Eligible 
Youth Offenders. 

The Service Providers listed above will work with local parole, probation, and correctional 
facility staff, in coordination with the Title I Youth Service staff in Carbon, Monroe, Pike, 
and Wayne counties to identify, recruit, and enroll Youth Offenders in programs designed 
to assist them in addressing barriers to employment and pursuing long term employment 
and training goals that will help them avoid reoffending and rejoining their local 
communities as productive citizens. 
TANF Youth Development Program (YDP) 

The Pocono Counties WDA provides year-round programming for TANF-eligible youth aged 
12-24, focusing on life skills, job searching skills, and career awareness activities. Our Title 
I Youth Service Providers work closely with County Assistance Offices, school districts, 
and other local partners to identify and recruit eligible participants. 

The Temporary Assistance for Needy Families Youth Development Program (TANF YDP) in 
Pennsylvania serves eligible youth who meet specific age and income requirements. This 
program is designed to support workforce development activities for youth from low-
income households, helping them build essential skills for future employment success. 

TANF YDP Eligibility Requirements 

Age Requirements 

To be eligible for TANF YDP-funded services, participants must: 

• Be between the ages of 12 (or have completed the 5th grade) and 24 years at the 
time of enrollment. 

• TANF YDP providers may choose to focus on specific age ranges within this 
spectrum, such as older youth, younger youth, or the entire age range. 

Income Eligibility 
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All TANF YDP participants must meet income eligibility requirements: 

• Participants must have a household monthly gross earned income that does not 
exceed 235% of the Federal Poverty Income Guidelines (FPIG) 

• The youth's sole monthly gross earned income shall establish their qualification, 
with exceptions for: 

o Youth who are legally married (spouse's income is included) 

o Youth who have children and reside with the child(ren)'s other parent (other 
parent's income is included) 

• In cases where the youth is married or has children living with their other parent, the 
family's household size will include the youth, spouse or other parent of common 
child(ren), and the child(ren) 

Per TANF regulations, in order to qualify for TANF funding the household’s monthly income 
must be below 235% FPIG. This means immediate family (mom, dad, brother, sister, 
spouse/partner/children’s other parent, children). 

Additional Eligibility Criteria 

To be verified as a qualified participant for the TANF YDP, an individual must also: 

• Have proof of Social Security Number (SSN) 

• Have proof of identity 

• Be a U.S. citizen or a TANF-eligible non-citizen 

• Be a Pennsylvania resident.  

Documentation and Verification Requirements 

The Pocono Counties Workforce Development Board ensures proper documentation of 
eligibility through: 

• Collection of required TANF YDP documentation to verify that each participant is 
qualified to receive TANF YDP services before participation in any activity 

• Verification of income dated within the last 30 days of application 

• Self-certification for youth without earned income using either the WIOA Statement 
of Family Size/Family Income Form or the WIOA Self-Certification Form 

• Once verified, participation begins on the date the youth applied and remains 
qualified for 12 months. During this time, the youth may participate in multiple 
services with different local providers 



149 | P a g e  
 

Program Oversight and Compliance 

Oversight of the TANF YDP program funding must be shared with the Department of 
Human Services (DHS), Bureau of Employment Programs (BEP), to ensure compliance. To 
ensure proper oversight and compliance with federal requirements, the Pocono Counties 
Workforce Development Board implements the following measures: 

Subrecipient Monitoring 

As required by federal regulations, the Board ensures: 

• Subrecipient audits are conducted in accordance with Government Auditing 
Standards and, when appropriate, the Uniform Guidance and Single Audit Bulletin 

• All subrecipients receiving federal and/or state funding are identified and properly 
monitored 

• Adequate reference to audit requirements is provided to subrecipients via contracts 
and grant agreements 

TANF Single Audit Compliance (93.558) 

To address compliance with CFDA 93.558 (TANF) requirements and prevent audit findings: 

• The Board ensures proper tracking and reporting of TANF YDF activities and 
expenditures 

• Staff responsible for TANF YDP are trained on federal compliance requirements 
related to TANF programs 

• Program staff maintain detailed documentation of eligibility determination, 
including income verification and other qualifying criteria 

• Regular monitoring ensures that providers do not serve individuals before 
establishing them as qualified participants, as providers would need to fund 
services to non-TANF eligible individuals with alternative funding sources 

Local Program Administration 

The Pocono Counties Workforce Development Area administers the TANF YDP through: 

• Coordination with County Assistance Offices to identify TANF-eligible youth 

• Using a standardized pre-application process to identify whether youth qualify 
under WIOA, TANF, or other program guidelines 

• Ensuring Title I Youth Service Providers are responsible for participant recruitment, 
eligibility determination, and program oversight 
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• Regular reporting and monitoring of program activities and outcomes 

Through these comprehensive eligibility guidelines and oversight procedures, the Pocono 
Counties Workforce Development Board ensures that TANF YDP resources effectively 
support eligible youth while maintaining compliance with all federal and state 
requirements. 

Collaboration with Partners 

The Board promotes coordination between TANF YDP and other workforce programs to 
maximize resources and provide comprehensive services to eligible youth. This includes: 

• Referral and co-enrollment opportunities with partner programs 

• Collaboration with County Assistance Offices and school districts to identify and 
recruit eligible participants 

• Coordination with other service providers to ensure non-duplication of services and 
alignment with career pathways 

Referral and Co-Enrollment.  

The Board promotes the concept of referral and co-enrollment of youth into partner 
programs, including TANF services. TANF-eligible youth aged 12-24 are provided with a 
year-round program that includes life skills, job searching skills, and career awareness 
activities. Life skills focus on such things as financial literacy (i.e., budgeting, credit card 
usage, etc.), community service, substance abuse and wellness, diversity, sexual 
harassment, time management, conflict resolution, getting along with co-workers, 
respecting supervisors, and leadership. Job searching skills activities include how to apply 
for a job, put a resume together, interview for a job, and keep a job. 

Title I Youth Service Providers are responsible for TANF YDP participant recruitment, 
eligibility determination, and program oversight.   Service Provider staff work closely with 
CAO staff in an effort to identify TANF Youth for program participation.  Youth Service 
providers use the same pre-application as part of their screening process in order to 
identify whether the youth qualify under WIOA, TANF, or SLIP guidelines.  They also 
conduct outreach and advertising to identify employers that may be interested in 
participating in work experience, transitional employment, or internship activities for 
eligible youth.  
 
Career awareness activities help prepare TANF-eligible youth for life after high school. 
Youth are exposed to career interest inventories, exploration of various careers, the O*Net 
Interest Profiler, and high-priority occupations in the region. Participants learn the 
differences in apprenticeships, vocational-technical training, community college, and 
university/college programs of study. 
 
Participants are also exposed to information about the local business community and 
labor market information. Youth are given an opportunity to participate in job shadowing 
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activities as well as campus tours.  Additionally, work experience opportunities are 
available to eligible participants, ages 12-24. Most work experiences occur during the 
summer months, and work sites are chosen as close to the participants’ homes as 
possible so that transportation is minimal. 
There are no plans to utilize incentives for youth participants at this time.  The Pocono 
Counties WDB and Title I Service Providers have discussed various proposals to utilize 
youth incentives as part of our WIOA Youth Program Service strategy a number of times.  
The WDB and the majority of Title I Service Providers have chosen not to utilize incentives 
for a variety of reasons.  Those reasons are as follows: 

 
• Consistent record of achieving or exceeding Youth performance goals without the use 

of incentives. 
• Excessive amount of staff time needed to ensure consistent application, 

documentation, and necessary fiscal oversight and controls relative to program 
outcomes. 

• Current services are sufficiently liberal and rewarding to youth goals/outcomes to 
negate the need for incentives. 

• No evidence that the lack of incentives is impacting Youth recruitment or outcomes in 
any negative manner. 

  
TANF YDP Reporting and Youth Provider Contact Information 
 
The Administrative Assistant, Amanda Trach, (484) 464-2494, atrach@pcwia.org, is 
responsible for tracking and reporting TANF YDF activities and expenditures for the 
Pocono Counties WDA. 

 
The TANF YDP Youth Providers are as follows: 
 
 Carbon County Workforce Training 
 Lynette Serrano 

(570) 325-2701  
workforce@pcwia.org 
 
Monroe County Job Training 
Donna Sokolowski 
(570) 620-2850  
dasmccl@ptd.net 
 
Pike County Workforce Training 
Cynthia DeFebo 
(570) 296-2909 
cdefebo@pikepa.org 
 
Wayne Pike Workforce Alliance 

mailto:atrach@pcwia.org
mailto:kahmccl@ptd.net
mailto:cdefebo@pikepa.org
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Katheryne Hait 
(570) 229-1399 
mkhait@wpworkforce.org 

 

WIOA Youth Eligibility 

Our Board has established clear eligibility criteria, including a definition for youth who 
"require additional assistance to complete an educational program or to secure and hold 
employment." This ensures we can effectively serve those most in need of our services.  

The Board and Youth Committee review and approve all outlines and tools for WIOA Youth 
documentation requirements, including the policy for “requires additional assistance to 
complete an education program or to secure and hold employment” for eligibility and 
enrollment for WIOA Youth program services. To enroll in WIOA Youth programming, a 
youth must provide documentation to determine eligibility for the following requirements: 

• Age (In-School Youth are 14-21 years old and Out-of-School Youth are 16-24 years 
old) 

 
• Authorization to Work 

 
• Residency 

 
• Selective Service Registration (if applicable) 

 
• School Status 

 
• Low-Income Determination (if applicable) 

 
• Barrier Status (School drop-out; pregnant/parenting; youth with a disability; 

individual in foster care/aged out; homeless or runaway; offender; basic skills 
deficient; English language learner; requires additional assistance) 

 
The Board has adopted the following criteria as its definition for “an eligible youth who 
requires additional assistance to complete an educational program, or to secure and 
hold employment”: 

 
In-School Youth who meets all other WIOA Youth Program eligibility guidelines who:  

1) lacks any prior work history, and 

2) would benefit from participation in WIOA Work Experience Program services, as 
determined by the WIOA Youth Program staff. 

 
 

Out-of-School Youth who meets all other WIOA Youth Program eligibility 
guidelines who 
 

mailto:mkhait@wpworkforce.org
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1) lacks any prior work history, or who 
 

2) lacks any postsecondary high priority occupation credential and 
 

3) would benefit from either participation in WIOA work experience, OJT, or ITA 
services, as determined by the WIOA Youth Program staff. 

 
The Board requires that the criteria for inclusion under this category be verified by the 
Case Manager and clearly documented in the individual’s case file to demonstrate that it 
is reasonable, quantifiable, and evidence-based.   Examples of such documentation 
include copies of school records, assessment results, court records, and attestation 
regarding prior work history, as applicable. 
 

Coordination with Partner Programs 

We actively collaborate with WIOA Title IV partners, including OVR staff providing Pre-
employment Transition services. Our PA CareerLink® sites also facilitate referrals to 
YouthBuild, Job Corps, and AmeriCorps programs, promoting these opportunities to 
eligible youth. 

Through these comprehensive strategies and partnerships, we strive to provide effective, 
targeted services that prepare our local youth for successful careers and contribute to the 
economic growth of our region. 

3.5 Coordination Between Title I and Title II 
The Pocono Counties Workforce Development Board (WDB) will conduct a thorough 
review of the Request for Proposals (RFP) for Title II programming to ensure educational 
opportunities align with the region's targeted employment needs. This process will involve: 

1. The Pennsylvania Department of Education (PDE) is establishing procedures, 
rubrics, and documentation for Title II applications. 

2. Local boards review these applications for alignment with their local plans. 

3. Local boards submitting recommendations to PDE and providing technical 
assistance throughout the process. 

Integration of Title II Services with PA CareerLink® 

The PA CareerLink® centers and affiliate sites maintain strong working relationships with 
local Title II Adult Education and Literacy providers. This collaboration includes: 

• Cross-referrals for customers needing training or job search assistance. 

• Provision of Individual Training Account (ITA) services and supportive services for 
eligible customers, including assistance with high school equivalency testing fees. 
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• Utilization of WIOA funds to expand Adult Basic Education program capacity when 
necessary. 

Coordination and Collaboration Efforts 

To ensure effective coordination of services and optimal use of resources, the following 
measures are in place: 

1. WDB and PA CareerLink® staff participate in Title II Service Provider Advisory Board 
meetings and discussions. 

2. Title II Service Providers and administrative staff are active members of the Pocono 
Counties Operator Consortium and partners in local service centers. 

3. Regular communication between the WDB, program staff, and Title II Service 
Providers to coordinate services, leverage resources, and improve customer 
outcomes. 

4. Title II Service Providers were included in the development of the Pocono Counties 
WDA Local Draft Plan, with opportunities to provide input and suggest corrections. 

These collaborative efforts aim to create a cohesive workforce development ecosystem 
that effectively addresses the needs of both job seekers and employers in the region. 

3.6 Wagner-Peyser Act 
The Pocono Counties Workforce Development Area (PCWDA) recognizes the importance 
of a dynamic, responsive, and efficient workforce development system. This section 
outlines our strategic approach to meeting the diverse needs of job seekers and employers 
across our region, while maximizing the impact of available resources and partnerships, 
along with coordination with the Wagner Peyser Act to maximize this coordination and 
improving the service delivery within the region. 

Strategic Approach to Workforce Development 

The Workforce Development Board (WDB) employs a comprehensive strategy focused on: 

1. Providing quality customer service to job seekers and employers 

2. Leveraging diverse resources and funding streams to eliminate service duplication 

3. Fostering collaboration with partner agencies 

4. Supporting a flexible service delivery structure that maximizes access across the 
Pocono Counties 
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The WDB has established strong partnerships with other regional boards, enabling a 
collaborative approach to addressing workforce needs in Northeastern Pennsylvania. This 
is evidenced by: 

• Coordinated regional Rapid Response services 

• Collaboration on various Industry Partnership programs 

Efficient Resource Utilization and Service Delivery 

The WDB's approach to resource management and service delivery is characterized by: 

• Close collaboration between WIOA and Wagner-Peyser staff to provide efficient 
basic career services 

• Maintaining a high level of funding for training services 

• Consistent achievement of performance goals set by the U.S. and Pennsylvania 
Labor & Industry 

• Flexibility in service strategies and access to a wide range of services 

• Maintenance of two Comprehensive PA CareerLink® centers and two satellite 
facilities, despite resource constraints 

Partner Integration and Referral Mechanisms 

To enhance program partner integration, the WDB will: 

1. Task the One-Stop Operator Consortium with assessing service delivery gaps 

2. Strengthen existing partnerships 

3. Facilitate seamless referrals between partners 

The referral process utilizes the PA CareerLink® online system, which: 

• Connects agencies across county lines 

• Allows for easy acknowledgment of referrals 

• Enables approved agency staff to conduct participant outcome follow-ups 

Customer Orientation and Service Flow 

The WDB implements: 

• An individual orientation process for immediate service access 

• Uniform registration forms capturing all necessary PA CareerLink® data 

• Customized Individual Employment Plans (IEPs) for job seekers ' goal setting 
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• Shared documentation among partner programs (with customer permission) 

• Online availability of orientation information and related documents 

Staff Development and Training 

To ensure high-quality service delivery, the WDB: 

• Conducts regular staff meetings and email communications to share program 
updates 

• Provides training on ADA requirements, program eligibility, emergency procedures, 
and community resources 

• Tasks the One-Stop Operator Consortium with establishing an ongoing professional 
development process 

This comprehensive approach ensures that the Pocono Counties Workforce Development 
Area maintains a robust, efficient, and collaborative workforce development system that 
effectively serves both job seekers and employers. 

3.7 Core Program Facilitation 
The Pocono Counties Workforce Development Board (WDB) is committed to fostering a 
robust workforce development system that expands access to employment, training, 
education, and supportive services for all individuals, particularly those with barriers to 
employment. This strategic plan outlines the WDB’s approach to enhancing service 
delivery, facilitating career pathways, promoting co-enrollment across programs, and 
aligning resources to meet the needs of job seekers and employers in the region. 

Expanding Access to Core Services 

The WDB prioritizes accessibility by streamlining referral processes and ensuring 
customers are connected to appropriate services quickly and efficiently. Key elements 
include: 

• Initial Assessments: First-time customers or those returning after an absence 
complete an assessment form that identifies their needs, barriers, and goals. This 
helps staff direct them to relevant programs or provide informational materials. 

• Immediate Referrals: Whenever possible, customers meet with program staff 
during their first visit. If staff are unavailable, follow-up appointments are scheduled 
before customers leave the center. 

• Partner Collaboration: Community partners refer individuals with specific goals to 
service centers, ensuring a seamless transition into core programs. 
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Facilitating Career Pathways and Co-Enrollment 

The Pocono Counties WDB actively promotes the development of career pathways and co-
enrollment in core programs to maximize resources and improve outcomes for 
participants. The Board implements a comprehensive strategy that ensures proper 
eligibility verification and strategic co-enrollment across WIOA programs. 

Eligibility Verification Process 

The Pocono Counties WDB implements a rigorous eligibility verification process prior to 
any self-certification or program enrollment, following a structured hierarchy of 
documentation methods: 

Primary Documentation Verification 

• Document Review Protocol: WIOA Program Operators complete 100% verification 
of eligibility through examination of official documents6. Staff collect and review 
government-issued identification, Social Security cards, citizenship 
documentation, family size verification, and income verification documents per PA 
Department of Labor & Industry guidelines. 

• Required Documentation Collection: All applicants must provide core 
documentation, including ID/Driver's License, Social Security Card (or acceptable 
alternative showing SS#), citizenship verification, family size documentation, and 
income verification for the past six months. 

• Verification vs. Documentation Distinction: Staff are trained to understand that 
verification (confirming eligibility through document examination or agency contact) 
differs from documentation (maintaining physical evidence of verification in 
participant files) 

Secondary Verification Methods 

• Telephone Verification: When standard documents are unavailable, staff utilize 
telephone verification with authorized agencies, including local schools, the Social 
Security Administration, the VA, medical facilities, and other government agencies. 

• Document Inspection: For documents that cannot be photocopied, staff complete 
standardized Telephone Verification/Document Inspection forms that record all 
verification details to ensure auditability. 

https://pacmtn.org/wp-content/uploads/2021/06/5000P-Adult.docx.pdf
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• Multi-Staff Review Process: A second staff person (different from the initial eligibility 
determiner) reviews all supporting documentation and eligibility verification forms 
to validate the determination, with supervisory review for any discrepancies. 

Special Circumstances  

• Self-Attestation Limitations: Self-attestation is only permitted in rare circumstances 
when other documentation is unavailable, such as after natural disasters, eviction 
resulting in lost documentation, or when fleeing abusive situations. 

• Assistance with Documentation: Staff provide support to customers gathering 
required eligibility documents, ensuring equitable access to services regardless of 
barriers they may face. 

Co-Enrollment Implementation Strategy 

The Pocono Counties WDB employs a strategic approach to co-enrollment that maximizes 
participant benefits and program resources: 

Assessment-Driven Co-Enrollment 

• Comprehensive Needs Evaluation: Participants undergo thorough initial and 
ongoing assessments to identify all potential barriers and service needs that may 
benefit from multiple program supports1. 

• Program Alignment Determination: Based on assessment results, staff identify 
which combination of WIOA and partner programs can best address the 
participant's needs, avoiding service duplication while ensuring comprehensive 
support. 

Coordinated Co-Enrollment Process 

• Informed Consent Protocol: Participants receive clear explanations of the benefits 
of co-enrollment across programs and must provide explicit consent before being 
enrolled in multiple programs. 

• Streamlined Referral System: A formal cross-referral system connects customers to 
specialized programs aligned with their unique circumstances, such as ITAs, OJT, or 
work experience opportunities1. 

• Mandatory Co-Enrollment Scenarios: Certain participants, such as trade-affected 
workers eligible for Trade Adjustment Assistance (TAA), are automatically co-
enrolled in the WIOA Dislocated Worker program to maximize available resources 
and services. 
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Integrated Case Management 

• Collaborative Service Delivery: Partner staff work collaboratively to maintain joint 
case records and coordinate service delivery across programs, ensuring seamless 
participant experience. 

• Unified Documentation System: The PA CareerLink® system serves as the official 
system of record for tracking co-enrolled participants' services, outcomes, and 
performance metrics across all programs. 

• Cross-Program Communication: Regular case conferencing ensures all program 
staff working with co-enrolled participants share information about progress, 
challenges, and next steps in the participant's service plan. 

Benefits Maximization 

• Resource Leveraging: Co-enrollment allows for the strategic use of program 
resources, with certain programs covering specific services based on their funding 
flexibility and participant needs. 

• Comprehensive Support Services: Participants gain access to a wider range of 
supportive services through co-enrollment, addressing multiple barriers 
simultaneously through coordinated program resources. 

• Performance Tracking: The WDB regularly reports and analyzes co-enrollment data 
as required by WIOA, using these insights to improve coordination strategies and 
participant outcomes. 

By implementing these detailed eligibility verification and co-enrollment processes, the 
Pocono Counties WDB ensures participants receive appropriate, comprehensive services 
while maintaining program integrity and compliance with federal and state requirements. 

Promoting Postsecondary Credentials 

The WDB emphasizes the importance of postsecondary credentials in achieving 
sustainable employment: 

• Youth Engagement: Career exploration activities in local school districts provide 
students with information on postsecondary training opportunities and career 
pathways. 

• Adult and Dislocated Worker Support: Customers requiring credentials for their 
employment goals are referred to the WIOA or Trade Adjustment Assistance (TAA) 
staff for training services. 
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Career Pathways Development 

The Pocono Counties WDB will implement the following strategies to promote and develop 
Career Pathways that provide access to employment and training for individuals in adult 
education programs: 

Employer-Driven Pathway Development 

• Strategically engage employers from top industries to develop detailed career 
pathways 

• Create employer videos showcasing careers in the region's priority industries 

• Collaborate with the hospitality sector to strengthen talent pipelines through 
targeted career pathways 

Education System Alignment 

• Develop a K-12 and post-secondary engagement strategy to bridge education and 
workforce systems 

• Consult education experts to evaluate current Career and Technical Education 
options and explore expansion opportunities 

• Support dual enrollment access aligned with regional career pathways 

Integrated Education and Training 

• Implement contextualized instruction that combines basic skills and occupational 
training 

• Develop "bridge" programs to help adult learners transition to postsecondary 
education and training 

• Offer concurrent remediation and occupational skills training to accelerate 
progress 

Career Awareness and Exploration 

• Provide comprehensive career awareness activities, including labor market 
information and career assessments 

• Develop visual "road maps" showing multiple entry and exit points within career 
pathways 

• Offer career counseling and guidance services to help adult learners navigate 
pathway options 
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Supportive Services 

• Build a coordinated communications strategy with service centers to increase 
awareness about High-Priority Occupations, education and training opportunities, 
and career pathways 

• Implement measures to increase client placement into identified career pathways 

• Provide wraparound support services such as childcare, transportation, and case 
management 

Continuous Improvement 

• Regularly evaluate and refine career pathway programs based on participant 
outcomes and employer feedback 

• Track key performance indicators such as credential attainment, employment 
rates, and earnings gains 

• Engage in ongoing professional development for staff to enhance career pathway 
implementation 

The WDB integrates career pathways into service delivery through: 

• Self-Service Tools: Job seekers have access to labor market information, high-
priority occupation data, and training provider resources online or at PA CareerLink® 
centers. 

• Skill Gap Analysis: Staff assist customers in identifying transferable skills and 
addressing skill gaps needed for career advancement. 

• Customized Planning: Individual Employment Plans (IEPs) outline goals, services, 
and outcomes tailored to each customer’s needs. 

Adult Basic Education Integration 

Title II Adult Basic Education partners play a critical role in developing career pathways for 
individuals with basic skills deficiencies: 

• Programming: Services include literacy instruction, English language learning, 
workforce preparation activities, and college readiness support. 

• Case Management: Intensive support helps participants address barriers such as 
transportation, childcare, housing, or healthcare. 
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• Alignment: The WDB collaborates with Title II staff to align core programs and 
workforce system resources. 

WIOA Title IV Integration:  

 Eligibility to receive services under WIOA Title IV may only be determined by a qualified 
OVR Vocational Rehabilitation Counselor. Vocational rehabilitation counselors determine 
eligibility for and work with customers to develop an Individual Plan for Employment, 
providing services necessary to meet their specific vocational goals. As a core partner, 
OVR provides Vocational Rehabilitation services for people with disabilities.  Eligible OVR 
customers receive multiple services that may include, but not be limited to, diagnostic, 
vocational counseling and guidance, vocational evaluation, restoration, training, job 
placement, and preemployment training services for eligible and potentially eligible high 
school students with disabilities. These individualized services are designed to prepare 
OVR customers to become qualified, trained members of the workforce. OVR recognizes 
the value of customer access to various services and resources and encourages co-
enrollment across programs as appropriate. 

The Pocono Counties Workforce Development Board is also committed to ensuring that 
individuals in adult education programs have meaningful access to career pathways that 
lead to in-demand jobs and sustainable employment. This is accomplished through a 
coordinated approach that integrates adult education with workforce services, employer 
engagement, and robust partnerships with local education providers. 

Alignment with Adult Education Providers 

PCWDB maintains active relationships with local adult education providers, including 
community colleges, technical schools, and other training organizations. These 
partnerships allow the Board to regularly assess regional skill gaps, align training offerings 
with employer needs, and develop programs that help adult learners transition from basic 
skills instruction to occupational training and employment. Ongoing communication and 
collaboration with these providers ensure that adult education programming is responsive 
to labor market trends and supports the attainment of industry-recognized credentials. 

Integrated Service Delivery 

Adult education participants are connected to career pathways through several integrated 
strategies: 

• Contextualized Instruction: Adult education programs incorporate workforce 
preparation activities, such as literacy and English language learning, within the 
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context of high-priority occupations and industry needs. This helps learners build 
both foundational and job-specific skills simultaneously. 

• Career Awareness and Counseling: Participants have access to career 
exploration tools, labor market information, and individualized career counseling 
through PA CareerLink® centers. Staff assist learners in identifying career interests, 
understanding local job opportunities, and mapping out steps to achieve their 
employment goals. 

• Bridge Programs: The Board supports the development of "bridge" programs that 
help adult learners transition from basic education to postsecondary training or 
direct employment. These programs often combine remediation with occupational 
skills training to accelerate progress along a career pathway. 

Co-Enrollment and Cross-Program Navigation 

PCWDB encourages co-enrollment in WIOA core programs and other workforce initiatives, 
ensuring that adult education participants can access a full range of services, including 
training, supportive services, and work-based learning. Staff use a formal referral and case 
management process to coordinate services and track participant progress, helping 
individuals overcome barriers and move efficiently through the pathway to employment. 

Supportive Services 

To address barriers that may impede participation, the Board coordinates supportive 
services such as transportation, childcare, and case management. These supports are 
critical in helping adult learners persist in education and training and ultimately succeed in 
the workforce. 

Continuous Improvement and Employer Engagement 

PCWDB regularly evaluates career pathway programs in collaboration with adult 
education and employer partners. This ensures that offerings remain aligned with regional 
labor market needs and that participants are prepared for available jobs. The Board also 
works with employers to develop and promote pathways in priority industries, providing 
adult learners with clear, attainable routes to employment and advancement. 

Apprenticeship and Work-Based Learning 

The Pocono Counties Workforce Development Board recognizes the critical role of work-
based training activities, particularly pre-apprenticeships, apprenticeships, and on-the-job 
training (OJT), in developing a skilled workforce aligned with regional economic needs. Our 
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current operational position and actions focus on expanding and strengthening these 
programs. 

Registered Apprenticeships and Pre-Apprenticeships 

The PCWDB is actively working to promote and expand registered apprenticeship and pre-
apprenticeship programs in the region. Our current initiatives include: 

• Collaborating with the PA Apprenticeship and Training Office to provide 
informational sessions and technical assistance to employers, unions, and other 
organizations interested in developing apprenticeship programs. 

• Partnering with local training providers to strengthen the pre-apprenticeship 
ecosystem, which serves as a crucial pipeline for skilled workers entering 
apprenticeship programs. 

• Supporting the Innovation in Management Registered Apprenticeship program, 
which offers transferrable skills across multiple industries. 

To address key questions and challenges related to apprenticeships, we are taking the 
following actions: 

1. Collaborating with sponsors and potential sponsors to identify enrollment challenges 
and determine how PCWDB can best support their needs. 

2. Identify opportunities in which the Pocono Counties WDB can strategically serve as an 
apprenticeship sponsor for programs.  

3. Researching the overlap between PCWDA High Priority Occupations (HPOs) and 
existing apprenticeship opportunities in building trades, healthcare, and education 
sectors. 

4. Exploring grant opportunities to create regional apprenticeship programs in healthcare, 
building trades, operations management, and hospitality. 

5. Compiling a database of apprenticeship contacts in the broader region, including 
neighboring counties (Luzerne, Lackawanna, Berks, Lehigh, Northampton). 

6. Engaging with the industry community using our educator contact list to gauge interest 
in PCWDA apprenticeship initiatives. 

7. Developing clear information on the process and prerequisite skills needed to access 
apprenticeship opportunities. 

Leveraging Transferable Skills 

Staff work closely with customers to identify transferable skills that can facilitate career 
transitions or advancement: 
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• Career Ladders: Customers are guided toward opportunities that build on their 
existing experience while addressing any skill gaps through targeted training. 

• Specialized Support: For job seekers requiring additional assistance, staff provide 
tailored guidance on available resources and services. 

Commitment to Continuous Improvement 

The WDB is dedicated to enhancing service delivery through ongoing evaluation and 
innovation: 

• Data Tracking: The PA CareerLink® system is used for enrollment, tracking 
outcomes, and monitoring performance metrics across programs. 

• Staff Training: Staff receive regular training on outreach strategies, eligibility 
requirements, case management techniques, and program alignment. 

By fostering collaboration among partners, aligning resources effectively, and prioritizing 
customer needs, the Pocono Counties WDB ensures a responsive workforce development 
system that empowers individuals to achieve their career goals while addressing regional 
labor market demands. 

3.8 ITA Accounts 

Training Services Overview: 

Historically, the Board has primarily used ITAs to fund occupational skills training activities 

for its customers.   Based on a customer’s specific needs and circumstances, he or she may 

choose to enroll in training activities using an ITA or a work-based learning program. 

Moreover, an ITA-funded training may also be completed in conjunction with work-based 

learning activities, such as OJT, customized training, work experience, transitional 

employment, apprenticeships, and internships.   Such coordination will be clearly identified 

in the customer’s IEP. 

Each customer will be given the option of selecting the training provider that best meets his 

or her particular needs from any of the entities that are included on the Eligible Training 

Provider List (ETPL), as well as any organizations that have been deemed suitable for work-

based learning activities. 
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Workforce Alliance is a PA Department of Education (PDE) approved distance 

learning provider. 

An overview of the Board’s ITA and work-based learning polices is provided 

below.  

Individual Training Accounts   

The Board may enroll individuals who are determined eligible and suitable for training 

services into occupational skills training programs utilizing an ITA. It has adopted the 

following policies for the provision of ITAs. 

Funding is limited to $10,000 per eligible jobseeker to be used within a five-year time frame, 

with the exception of approved occupations approved by the workforce development board 

up to $12,000. This amount typically covers the costs of the most common ITA-related 

training programs available in the local area, especially short-term vocational training that 

does not qualify for traditional financial aid such as PELL or PHEAA grants, as well as 

standard Department of Education Student loans. 

Short-term training programs in high-demand occupations represent approximately 80% of 

the ITA requests received from the local area’s WIOA customers.  Most WIOA Adult and 

Dislocated Worker customers have a limited timeframe to pursue their training goals; 

therefore, the funding cap is designed to cover these requests when alternative financial aid 

is unavailable.   It also enables the Board to fund a larger number of customers. 

Work-Based Learning   

The Board is currently exploring expanding the use of work-based learning programs, such 

as work experience, internships, co-op programs, apprenticeships, and transitional jobs, 

and incumbent worker services to meet any unique/specific skill needs of employers in the 

area.  Policies it will consider as it moves forward include: 
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• Targeting high-growth industries for potential work-based learning 

opportunities. 

• Educating employers, including chambers and industry associations, about how 

work-based training can enhance their businesses by decreasing turnover and 

improving productivity. 

• Assisting businesses by streamlining work-based learning paperwork 

requirements. 

• Assessing job candidates to determine their eligibility and suitability for work-

based learning opportunities. 

• Identifying career pathways in the targeted sectors that align with work-based 

learning activities 

• Including work-based learning as part of its agendas and topics of discussion 

during business forums and summits 

• Requiring the BST to actively promote work-based learning as a key service for 

local businesses. 

• Establishing time periods and caps for work-based learning 

activities. 

The Pocono Counties WDB has policies to support the following work-based learning 

opportunities: 

• On-the-Job (OJT) Policy  

• Apprenticeship Policy  

• Transitional Jobs Policy 

• Youth Work Experience Policy  

• Incumbent Worker Policy  

The strategies outlined in this plan are specifically tailored to address the needs of target 

populations, including WIOA-eligible individuals, ensuring access to vital training and 

employment resources that enhance their workforce participation. Furthermore, we are 
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committed to providing reasonable accommodations for individuals with disabilities, 

facilitating their full engagement in effective training programs and support services to 

promote their successful integration into the labor market. 

3.9 Coordination with Education Programs 
The Pocono Counties Workforce Development Board (WDB) collaborates with secondary 
and post-secondary educational institutions to address the region's workforce needs. This 
partnership is important in developing strategies to meet the skill requirements of both 
employers and job seekers. These strategies align with the desired outcomes and means 
of reaching these outcomes as described by the strategic priorities of the WDA.  

Strategic Partnerships and Representation 

1. Educational partners have representation on the WDB, providing valuable insights 
into: 

• Current educational trends 

• Skill gaps identified by employers 

• Emerging workforce needs 

2. The Board supports Business/Education Partnership activities throughout the local 
area to: 

• Foster understanding between educators and employers 

• Highlight employment and career pathways available to students post-
graduation 

3. PA CareerLink® centers and affiliate sites participate in Career Exploration 
Programs with local school districts to: 

• Introduce students to job search techniques 

• Provide career guidance services and resources 

Engagement with Educational Institutions 

1. PA CareerLink® staff actively participate in Advisory Boards of local Career and 
Technical Schools. 

2. Close working relationships are maintained with secondary and post-secondary 
schools in the region, focusing on: 

• Discussing emerging occupational training needs 
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• Providing feedback on barriers faced by adult job seekers pursuing 
postsecondary education 

3. The Board strongly supports area Community Colleges in securing funding to 
expand training opportunities for job-seeking customers. 

WIOA and Perkins V Alignment 

The Pocono Counties WDB actively pursues alignment between WIOA and Perkins V 
planning and implementation, recognizing the significant overlap between their goals and 
target populations. This alignment creates a more cohesive approach to workforce 
development by: 

• Establishing common definitions and credentials for youth and adult systems 

• Conducting joint stakeholder engagement activities to collect comprehensive 
feedback 

• Sharing labor market data to inform both educational programming and workforce 
initiatives 

• Developing collaborative career pathway systems that span secondary education, 
post-secondary education, and employment 

• Ensuring that education and training programs are responsive to employer needs in 
high-priority occupations 

The WDB facilitates this coordination by serving as a convener of key partners, including 
educational institutions, employers, economic development organizations, and 
community-based organizations, creating a community of practice to improve 
understanding of the region's training needs.  

The Pocono Counties WDB attends and participates in regular Perkins stakeholder group 
meetings with Monroe County Technical Institute (MCTI) and Carbon Career & Technical 
Institute (CCTI) to strengthen coordination between workforce development and career 
and technical education. 

The Pocono Counties WDB supports and participates in the Comprehensive Local Needs 
Assessment (CLNA) process required by Perkins V, which serves as a data-driven 
framework for continuous improvement of career and technical education programs. This 
includes:  

1. Examines the size, scope, and quality of CTE programs in relation to regional 
workforce needs. 

2. Evaluates labor market alignment to ensure programs prepare students for current 
and emerging in-demand occupations. 
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3. Assesses implementation of CTE programs and programs of study 

4. Reviews strategies for recruiting, retaining, and training faculty and staff 

5. Analyzes progress toward improving equitable access and success for all students, 
particularly those from historically underrepresented populations 

 

Innovative Training Approaches 

Ongoing discussions with educational partners have led to new training approaches, such 
as: 

Programs offered by area community colleges through the TAAACT (Path) Grant, featuring: 

• More flexible scheduling 

• Stackable skills 

• Enhanced accessibility for adult and dislocated jobseeker customers 

Key Educational Partners and Resources 

Postsecondary Institutions: 

1. Lehigh Carbon Community College (LCCC) 

2. Northampton Community College 

3. East Stroudsburg University 

Secondary Institutions and Technical Centers: 

1. Carbon Career and Technical Institute 

2. Monroe Career and Technical Institute 

3. Wayne and Pike Counties school districts (expanding CTE programs) 

Community Education Council: 

• Wayne Pike Workforce Alliance (serving Wayne and Pike Counties) 

Perkins Act Collaboration 

The WDB collaborates with Perkins Act Grantees to: 

1. Provide labor market statistics and projections 

2. Assist in developing academic and technical standards for high-priority 
occupations 



171 | P a g e  
 

3. Maintain High Priority Occupation listings for the area 

Adult Education and Literacy Services 

1. High school equivalency and literacy services providers: 

• LCCC 

• Carbon Career and Technical Institute 

• Northampton Community College 

• Monroe Career and Technical Institute 

• Wayne Pike Adult Literacy Program 

2. ESL service providers: 

• LCCC 

• Northampton Community College 

• Wayne/Pike Alliance 

• Greater Hazleton Metro Ministries (Luzerne County) 

• Luzerne County Community College (Luzerne County) 

Specialized Initiatives 

1. East Stroudsburg University's Research and Economic Development Department 
initiatives: 

• Business Accelerator Program 

• Entrepreneurial Leadership Center 

• Workforce Development Department 

• Pocono Mountain Keystone Innovation Zone 

2. Wayne Pike Workforce Alliance: 

• Serves as an intermediary and broker of training programs 

• Provides educational opportunities supporting life-long learning 

Strategic Priority Alignment 

This structure aligns with  Pocono Counties Strategic Priority 4: Partner with Education and 
Training, by emphasizing collaboration with educational institutions, innovative training 
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approaches, and the integration of workforce and education systems. Below is a summary 
of how this section supports the key actions identified in the priority: 

1. K-12 and Postsecondary Engagement Strategy 

• The WDB’s partnerships with secondary and postsecondary institutions, 
including representation on the Board, directly support the creation and 
refinement of strategies to align education with workforce needs. Programs 
like Career Exploration initiatives and PA CareerLink® participation in local 
school district activities foster early engagement with students, promoting 
awareness of career pathways. 

2. Evaluation and Expansion of Career and Technical Education (CTE) 

• The WDB’s collaboration with local Career and Technical Schools and its 
support for expanding CTE programs align with actions to evaluate current 
CTE options. This includes addressing capacity, identifying emerging 
occupational training needs, and exploring avenues for program expansion. 

3. Soft Skills Training 

• The emphasis on innovative training approaches, such as stackable skills 
programs through the TAAACT Grant, supports the evaluation of essential 
skills training. These programs enhance employability by equipping job 
seekers with flexible scheduling options and accessible pathways to skill 
development. 

4. Transferable Skills and Industry-Recognized Credentials 

• The WDB’s collaboration with Perkins Act Grantees to develop academic 
and technical standards for high-priority occupations supports research into 
transferable skills courses that grant college credits or lead to industry-
recognized credentials. 

5. Dual Enrollment and Career Pathways Alignment 

• The WDB’s engagement with educational partners, including community 
colleges, technical schools, and the Wayne Pike Workforce Alliance, 
ensures alignment between dual enrollment opportunities and regional 
career pathways. This supports Strategic Priority 4’s focus on fostering dual 
enrollment access tied to workforce needs. 

6. Promoting Internships and Workforce Exposure 

• Through partnerships like East Stroudsburg University’s initiatives (e.g., 
Entrepreneurial Leadership Center) and Career Exploration Programs, the 
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WDB promotes internships and career exposure opportunities for students, 
addressing seasonal talent shortages while connecting participants to real-
world experiences. 

7. Innovative Training Technologies 

• The WDB’s ongoing collaboration with local universities and community 
colleges encourages exploration of cutting-edge technologies like artificial 
intelligence (AI) in workforce development. This aligns with Strategic Priority 
4’s focus on leveraging AI insights to improve education-to-workforce 
transitions. 

8. Adult Education Services 

• High school equivalency, literacy services, and ESL programs offered by 
institutions such as LCCC, Northampton Community College, and others 
ensure that adult learners are equipped with the foundational skills 
necessary for career advancement. These efforts align with actions to 
proactively train both employed and unemployed individuals. 

Outcomes Supported by Education Services 

This directly aligns with the outcomes of this strategic priority by: 

• Increased public awareness of career pathways through school engagement 
activities. 

• Higher client placement into career pathways via expanded CTE programs, soft 
skills training, and dual enrollment opportunities. 

• Improved stakeholder satisfaction through collaborative efforts with educational 
institutions. 

• Adequate staffing at PA CareerLink® centers is supported by partnerships that 
address workforce challenges. 

• Enhanced customer satisfaction systems through innovative training approaches 
like stackable credentials. 

• Proactive training for a broader range of individuals by leveraging diverse 
educational resources. 

Creating collaborations and aligning educational strategies with workforce demands, the 
WDB ensures an approach that meets regional skill needs while supporting the Strategic 
Priorities for the Workforce Development Area.  

Creating and Building an Apprenticeship Ecosystem with Education 
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The Pocono Counties Workforce Development Board (WDB) prioritizes apprenticeship 
integration with secondary and post-secondary education systems to create career-
aligned pipelines for students and adult learners. This streamlined approach focuses on 
bridging classroom learning with workplace skill development across high-demand 
sectors. 

Strategic Alignment with Educational Institutions 

The WDB’s apprenticeship ecosystem connects K-12 schools, career and technical 
education, and post-secondary providers through three core strategies: 

1. Curriculum Co-Design: Partnering with Monroe County Technical Institute (MCTI) 
and Carbon Career & Technical Institute (CCTI) to align apprenticeship 
requirements with CTE programs, ensuring students graduate with industry-
recognized credentials. 

2. Dual Enrollment Pathways: Developing hybrid programs where high school students 
earn both academic credit and apprenticeship hours, particularly in manufacturing 
and healthcare sectors. 

3. Post-Secondary Articulation Agreements: Collaborating with community colleges to 
grant college credits for completed apprenticeships, reducing duplication in 
training. 

4. Establishment of collaboration and partnerships to build education and non-
traditional apprenticeship programs, such as hospitality.  

School-Based Outreach  

The Pocono Counties WDB, in alignment with Strategic Priority 4, focuses on engagement 
with K-12 education providers in the region, with a specific focus on Apprenticeships and 
Pre-Apprenticeships. This engagement includes: 

• Collaborating with local stakeholder groups and school districts 

• Educator Training and Engagement. 

• Student Engagement 

• Parent Communication 

Metrics Driving Educational Impact 

The WDB tracks apprenticeship effectiveness through: 

• Percentage of CTE graduates entering registered apprenticeships 
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• Dual enrollment participation rates in Grades 11–12 

• Post-secondary credit attainment via articulation agreements 

• Employer satisfaction with apprentice preparedness scores 

These metrics inform annual adjustments to school partnership MOUs and curriculum 
frameworks. By embedding apprenticeships into educational pathways, the WDB ensures 
learners transition seamlessly from classrooms to high-wage careers in the Poconos’ 
priority industries  

4. Operational Planning: Local Workforce Delivery 
System 

4.1 Business and Employer Engagement 
The Pocono Counties Workforce Development Board has developed a strategy to improve 
business and employer engagement in the local area. This strategy addresses the needs of 
businesses, coordinates workforce and economic development efforts, and strengthens 
linkages between PA CareerLink® and unemployment insurance programs. 

Business Services and Engagement Strategies 

The PCWDA will implement the following strategies to meet the needs of local businesses: 

1. Create and execute a proactive employer engagement strategy: 

• Evaluate and re-align the High-Priority Occupations list with regional 
economic goals 

• Define "career pathway" in consultation with major industries and training 
experts 

• Collaboratively define "on-the-job training" and similar work-based training 
opportunities with stakeholders. 

• Differentiate internships, OJT, pre-apprenticeship, apprenticeship, and 
related terms.  

2. Expand work-based training opportunities: 

• Research and elevate strategies to combine seasonal jobs into full-year, full-
time employment 
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• Support the creation of apprenticeships, especially in manufacturing 

• Promote services such as OJT, Apprenticeship Services, incumbent worker 
training, and customized training.  

3. Develop industry and sector strategies: 

• Strategically engage employers from top industries such as Healthcare, 
Education, Hospitality, Manufacturing, and Buildings and Trade.  

• Pilot the creation of employer videos about careers in the region's top 
industries to promote workforce development, employment, and companies 
in the region.  

• Increase engagement with regional manufacturing companies. 

4. Enhance career pathways initiatives: 

• Define "model employer" for recognizing best practices in talent attraction 
and development 

• Pilot a recognition program to award "model employers" 

• Collaboratively promote career navigation resources, including model 
employers and career pathways from all major industries. 

5. Utilize effective business intermediaries: 

• Create a coordinated employer engagement strategy with service center 
leaders 

• Investigate success stories in similar regions with tourism as an economic 
driver.  

Coordination and Collaboration 

To improve coordination and collaboration in employer engagement: 

1. The Business Service Team (BST) and affiliate site staff will work with partners from 
various programs, including veterans, L&I Rapid Response, OVR, and the Older 
Worker program (Title V).  

2. All partners involved in Business Customer outreach efforts are integrated 
members of the Business Service Teams, ensuring coordination of efforts 

3. Information on Business customer outreach efforts and needs is shared 
continuously among partners 
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4. The PCWDB will create/adjust a system of regular communication and action to 
facilitate strong collaborative relationships with diverse types of regional leaders 
and industries 

5. Core partners, including WIOA Title IV programs and the Office of Vocational 
Rehabilitation, will collaborate to provide comprehensive education and outreach 
to employers about the benefits of hiring people with disabilities. 

The Pocono Counties will ensure that identified local staff meet with the local ATO 
representative at least annually to review current Registered Apprenticeships in the local 
area. 

 

Management and Administrative Roles 

1. The BST and affiliate site staff are responsible for managing business engagement 
services, including employer case management, tracking of services, and data 
research and analysis. 

2. All partner staff can be involved with both job seeker and business customer 
services due to the small size of staffing levels in PA CareerLink® and affiliate sites.  

3. The Pocono Counties Workforce Development Board administrative office will 
prioritize and strategize employer engagement activities, as well as create and 
monitor outreach activities to ensure success and compliance.  

Measuring and Benchmarking Employer Outcomes 

The PCWDB will: 

1. Adopt new "best practices" for internal talent retention 

2. Refine systems of continuous improvement for PCWDA and service centers 

3. Create systems of continuous improvement, starting with collecting regular 
feedback from training providers and employers.  

Improving Economic Development Partner Relationships 

The PCWDB will: 

1. Share PCWDA strategic priorities with fellow regional leaders of federal, state, 
county government entities, and political offices 

2. Advocate alongside regional leaders for solutions to address workforce challenges 
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3. Regularly update fellow regional leaders on progress and engage others in the next 
multi-year strategy.  

Adoption of Programs and Services by Businesses 

1. The PCWDB will pilot a recognition program to award "model employers" to 
encourage adoption of best practices 

2. Employers will be invited to participate in UC Seminars at PA CareerLink® centers 

3. The PCWDB will promote summer internships as career exposure and to mitigate 
seasonal talent shortages 

Industry Partnerships 

The PCWDB has recently procured a Manufacturing Resource Guide through Industry 
Partnership Funding, which will help employers identify services for their business and 
workforce development needs. Pocono Counties WDB has also collaborated with local 
partners to create a Hospitality Industry Partnership, which will continue to grow 
throughout PY 2025-2028. The Poconos is also part of a Healthcare Industry Partnership 
with the Northeast Region WDB Consortium. Other Industry Partnerships will include 
Education, Agriculture, and Building Trades.  

Strategies to Increase Business Engagement 

1. Model industry "best standards" for hiring and contracting practices to welcome 
diverse talent and growth 

2. Create a K-12 and post-secondary engagement strategy to better align education 
and workforce systems 

3. Expand Career and Technical Education opportunities for Poconos students 

Unemployment Compensation 

Unemployment Compensation (UC) representatives are currently deployed in all the PA 
CareerLink® comprehensive centers. Customers and/or claimants may call a designated 
number to schedule an appointment with an unemployment compensation agent either in 
person or, on occasion, virtually. In the event UC staff are not present, claimants can use 
the CRC to connect with the unemployment compensation filing system. A kiosk system is 
being deployed throughout the commonwealth to assist with ID.me connectivity issues 
some claimants have encountered. The kiosk will assist identification verification in order 
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for the claimant to have full access to their unemployment compensation claim dashboard 
on the state website. 

Supporting Unemployment Insurance Programs 

1. UC representatives make presentations on various topics at PA CareerLink® 
centers. 

2. The PCWDB will engage with appropriate Commonwealth departments and policy 
leaders to draft priorities related to technological issues and needs for employers 
and the labor force. 

Reemployment Services and UC Compliance 

1. UC claimants are provided reemployment services through the PA CareerLink® 
system 

2. The PCWDB supports UC claimants in complying with Pennsylvania's UC law, 
"Register for Work and Work Search" through PA CareerLink® services 

3. Potential UC eligibility issues identified during RESEA or other UC claimant 
interactions are referred to UC for adjudication 

Office of Vocational Rehabilitation (OVR)  

As a core partner, OVR participates in Employer Engagement and provides multiple 
services to the business community designed to assist businesses with onboarding pre-
screened, qualified employees with disabilities. OVR onboarding supports for a qualified 
new hire can include reasonable accommodation consultation, on-the-job training (OJT) 
referral on tax credits or deductions. OVR also works with businesses by connecting 
students involved in OVR’s pre-employment transition services. Services under pre-
employment transition services include programs like paid work experiences, job 
shadowing, and workplace tours. OVR also offers no-cost consultation on the Americans 
with Disability Act (ADA), accessibility standards, and helping a business to retain current 
employees following an accident, injury, or disability. Statewide business services staff 
can identify resources to assist any organization on how to improve access compliance 
and steps to diversify their workforce to include citizens with disability. 

By implementing these strategies, the Pocono Counties Workforce Development Board 
aims to establish and continue to improve a workforce development system that meets the 
needs of local businesses while supporting economic growth and development.  
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4.2 Economic Development 
The Pocono Counties Workforce Development Area (PCWDA) has developed a 
comprehensive strategy to coordinate local workforce investment activities with regional 
economic development initiatives. This approach focuses on fostering partnerships, 
promoting entrepreneurship, and aligning workforce development with industry needs. 

Strategic Coordination with Economic Development Partners 

The PCWDA actively engages with various economic development organizations to ensure 
alignment between workforce initiatives and regional economic goals: 

• Serves on the Carbon Chamber and Economic Development Board of Directors 

• Collaborates with Carbon and Pocono Chambers of Commerce for workforce 
research on career pathways and outreach activities 

• Participates in Business Education Partnership committees with Carbon, Monroe, 
and Pike Chambers of Commerce 

• Attends PREP meetings with NEPA Alliance and provides career service information 
to Engage! 

• Includes two economic development partners on the Pocono Counties Workforce 
Board 

These partnerships enable the PCWDA to stay informed about regional economic trends 
and employer needs, facilitating more effective workforce development strategies. 

Industry Needs Identification and Fulfillment 

The PCWDA employs several strategies to identify and address industry needs: 

• Real-time Labor Market Information: The Pocono Counties Workforce 
Development Board Administrative Office and the PA CareerLink® Business 
Services Teams continuously update labor market information through direct 
interactions with employers, including data gathered during Rapid Response 
activities1. 

• Targeted Industry Focus: The Board emphasizes training and education programs 
aligned with key industries such as Advanced Manufacturing, Healthcare, Energy, 
Food Processing, and Logistics and Transportation1. 

• Strategic Resource Utilization: WIOA-funded training resources, including 
Individual Training Accounts (ITAs), On-the-Job Training (OJTs), Incumbent Worker 
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Training (IWT), Registered Apprenticeships (RA), and Transitional Jobs (TJ) funds, are 
strategically deployed to support regional workforce needs 

Promoting Entrepreneurial Skills and Microenterprise Services 

The PCWDA plans to enhance its support for entrepreneurship and microenterprise 
services: 

• Collaborate with Small Business Development Centers (SBDCs) to provide 
resources and training for aspiring entrepreneurs 

• Develop partnerships with local Community Action Agencies to support self-
employment initiatives, particularly for individuals with barriers to employment 

• Explore the creation of entrepreneurship training programs tailored to the needs of 
special populations, such as persons with disabilities and ex-offenders 

Measuring Employer Outcomes 

To assess the effectiveness of its initiatives, the PCWDA will: 

• Implement a system to track employer satisfaction with workforce services 

• Monitor the number of job placements and retention rates in targeted industries 

• Assess the impact of training programs on business productivity and growth 

Strengthening Regional Coordination 

To enhance regional workforce and economic development coordination, the PCWDA will: 

• Establish regular joint meetings between workforce development and economic 
development organizations 

• Develop shared data systems to improve information exchange and decision-
making 

• Create cross-sector working groups to address specific regional challenges and 
opportunities 

Leveraging the Engage! Program 

The PCWDA will utilize the Engage! Program to: 

• Facilitate direct communication between workforce development professionals 
and local businesses 
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• Identify emerging skills needs and rapidly develop responsive training programs 

• Create a feedback loop to continuously improve workforce services based on 
employer input 

With these strategies, the Pocono Counties Workforce Development Area aims to create a 
more integrated and responsive workforce development ecosystem that aligns closely with 
regional economic development goals and employer needs. 

4.3 Business and Employer Program Support 
The Pocono Counties Workforce Development Board (PCWDB) has developed a 
comprehensive strategy to provide services, activities, and program resources to 
businesses and employers in the local area. This strategy leverages the PA CareerLink® 
Business Services Team (BST) and coordinates efforts across various partners to meet the 
needs of local businesses. 

Business Services Team Structure and Management 

The BST in the Pocono Counties Workforce Development Area (PCWDA) is structured as a 
collaborative unit comprising representatives from various partner agencies. The team is 
managed by the PA CareerLink® Site Administrator, who ensures coordination and 
alignment of services. The BST includes: 

• Wagner-Peyser staff 

• Local Veterans' Employment Representatives (LVERs) 

• Office of Vocational Rehabilitation (OVR) staff 

• Rapid Response staff 

• WIOA Title I provider staff 

To prevent BST vendors from acting alone, the PCWDB has implemented a coordinated 
approach: 

1. Regular BST meetings to share information and coordinate activities 

2. A shared customer relationship management system to track employer interactions 

3. Joint employer visits involving multiple BST members 

Partner Coordination and Employer Engagement 
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For partners not directly represented on the BST, such as adult education providers, the 
PCWDB ensures connection to employers through: 

1. Regular partner meetings to share employer needs and opportunities 

2. Inclusion of partner information in employer resource guides 

3. Referral protocols to connect employers with specialized services 

The BST, along with affiliate site staff, conducts employer engagement activities with 
personnel from various programs to ensure non-duplication of efforts. Information on 
business customer outreach efforts and needs is shared continuously among partners. 

Regional Coordination and Tracking 

The PCWDB coordinates regional messaging and engagement through: 

1. Creation of a coordinated employer engagement strategy with service center 
leaders 

2. Regular communication of PCWDA strategic priorities to regional leaders 

3. A shared system for tracking business-related services and data analysis 

4. Organize regular Workforce Partner Meetings that include: 

1. Pocono Counties WDB Administrative Office  

2. WIOA Title I, II, III, and IV Partners 

3. EARN Local Management Committee (LMC), which includes County 
Assistance Offices, KEYS, and SNAP partners 

4. Local Education providers that  

WIOA Title III (Wagner-Peyser Act) Services 

Employer customers receive the following Title III services from Wagner-Peyser partners: 

• Use of PA CareerLink® centers to host employer events 

• Job order placement in PA CareerLink® 

• Priority for veterans for job orders in the PA CareerLink® system 

These services are accessed through the PA CareerLink® centers, online platforms, and 
direct outreach by BST members. 
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WIOA Title IV (Rehabilitation Act) Services 

OVR provides the following services to business customers: 

• Reasonable accommodation consultation 

• OJT support 

• Referral for tax credits or deductions 

• ADA accessibility standards consultation 

• Retention services for current employees following accidents, injuries, or 
disabilities1 

Office of Vocational Rehabilitation 

OVR meets the needs of businesses by providing no-cost services, including ADA 
Awareness training, ADA Accessibility evaluations, accommodation recommendations for 
current employees, and retention services. OVR also continues to partner with employers 
with On-the-Job Training (OJT), providing wage reimbursement to businesses that hire OVR 
customers. OVR also works with companies by connecting students involved in OVR’s pre-
employment transition services. Services under pre-employment transition services 
include programs like paid work experiences, job shadowing, and workplace tours. By 
offering these services, Title IV helps businesses create diverse, inclusive, and supportive 
workplaces while providing individuals with disabilities with the opportunity to contribute 
their talents and skills. Additionally, these programs assist employers in complying with 
relevant disability related employment laws and accessing financial incentives for hiring 
individuals with disabilities. 

Business Engagement with Education 

The PCWDB facilitates business engagement with education through: 

1. Establishing a teacher apprenticeship program to build relationships with the 
Intermediate Units 19, 20, 21, and local educational labor organizations to form an 
Education Industry Partnership 

2. Promotion and support of business participation on Occupational Advisory 
Councils at CTEs 

3. Summer Internship Programs connecting educators and the private sector 

Innovative Practices 
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The PCWDB has implemented several innovative practices: 

1. Manufacturing Resource Guide: A regional tool to help employers identify services 
for business and workforce development needs 

2. Industry Partnership funding: Used to procure resources that benefit multiple 
employers in key sectors and build IPs in high-priority industries.  

3. Innovative Strategic Planning utilizing the SchellingPoint Methodology, encouraging 
dialogue, and ensuring all engagement with workforce partners is valuable. 

To reduce duplication, the PCWDB ensures that: 

1. All BST activities are coordinated through the PA CareerLink® Site Administrator, the 
workforce development board, and the Local Elected Officials 

2. Regular reports on business engagement efforts are provided to the PCWDB, as 
well as outreach and promotion of services and programs to employers, labor 
unions, business associations, as well as chambers and economic development 
offices throughout the region.  

3. Establish a PCWDB's Business Services Committee that oversees and aligns all 
business engagement activities, ensuring the Workforce Development Board is an 
active participant in the Business Services processes.  

4. Align local office and county goals regarding business development with the 
process, procedures, policies, and overall vision and strategic plan for the 
Commonwealth of PA and the Pocono Counties Workforce Development Area.  

Registered Apprenticeship Support 

The PCWDB ensures that BST members are provided with the Registered Apprenticeship 
Desk Guide and the Apprenticeship Strategic Plan Guide for PA CareerLink® Staff. This 
equips the team to: 

1. Promote apprenticeship programs to employers 

2. Assist in the development of new apprenticeship opportunities 

3. Connect job seekers with apprenticeship openings 

4. Promote local apprenticeship opportunities and the apprenticeship system as a 
whole to youth in K-12 schools to encourage knowledge and use of the system.  
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In conclusion, the PCWDB's approach to business and employer program support ensures 
a coordinated, efficient, and effective delivery of services that meet the needs of local 
businesses while supporting economic growth and workforce development in the region. 

4.4 Continuous Improvement 
The Pocono Counties Workforce Development Board (PCWDB) has implemented a 
comprehensive strategy to ensure the continuous improvement of eligible providers and 
meet the employment needs of local employers, workers, and job seekers. This strategy 
involves several key components: 

Labor Market Analysis and Stakeholder Input 

The PCWDB regularly analyzes regional and local labor market information, including the 
High Priority Occupations (HPO) list, CWIA, and Lightcast data, to inform workforce activity 
goals and objectives. This analysis is supplemented by input from stakeholders, including 
employers, education providers, and community organizations. The Board uses this 
information to project the needs of employers, workers, and job seekers, considering both 
current and pipeline needs. The PCWDB also engages with innovative strategic planning 
that has highly engaged workforce stakeholders because talent strategies and workforce 
development are critical for the Pocono regional economy. The PCWDB continues to take 
stakeholder feedback to address internal and external challenges.  

Employer Outreach and Engagement 

The Board has developed an outreach plan to better understand employers and their 
needs: 

• Strategically engaging employers from top industries 

• Piloting the creation of employer videos about careers in the region's top industries 

• Increasing engagement with regional manufacturing companies 

• Researching and  

This approach allows the PCWDB to stay informed about evolving skill requirements and 
workforce needs. 

Ensuring Quality Eligible Providers 

To ensure sufficient numbers of quality eligible providers, the PCWDB: 

1. Notifies local educational agencies and training providers of initial eligibility 
provisions 
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2. Reviews applications for initial and ongoing eligibility based on criteria such as: 

• Performance results (e.g., employment rates, wage data) 

• Licensure by the Pennsylvania Department of Education 

• Labor market projections for proposed training outcomes 

• Employer input on skill needs 

• Customer satisfaction survey results 

• Availability of remote learning opportunities4 

Application of L&I's Eligible Training Provider Policy 

The PCWDB applies the state's Eligible Training Provider policy and employs strategies to 
grow the number and improve the quality of providers on the statewide list: 

• Collaborating with education experts to evaluate current Career and Technical 
Education options and explore avenues for expansion 

• Supporting the creation of apprenticeships, especially in manufacturing6 

• Promoting services such as OJT, Apprenticeship Services, incumbent worker 
training, and customized training 

Procurement Process for Continuous Improvement 

The Board's procurement process supports continuous improvement by: 

1. Utilizing Results-Driven RFP process and Procurement Network to ensure high-
quality RFPs and contracts of services 

2. Utilize regular performance meetings to engage all contractors to discuss 
performance requirements, compliance,  

3. Regularly reviewing and updating procurement policies and procedures 

4. Ensuring fair and open competition for services 

5. Evaluating proposals based on quality, innovation, and alignment with local 
workforce needs 

Oversight and Monitoring 

The PCWDB implements oversight throughout the workforce service delivery system: 

https://www.ccdaily.com/2023/02/insight-into-workforce-development-boards/
https://cwdb.ca.gov/wp-content/uploads/sites/43/2016/08/Appendix-I-HPB-Standard.pdf
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• Conducting regular on-site monitoring of service providers 

• Regular quality and performance meetings with all subcontractors 

• Reviewing performance data and qualitative information 

• Assessing compliance with federal, state, and local policies 

• Providing technical assistance and guidance for improvement 

Customer Satisfaction Surveys 

The Board reviews, tabulates, and considers customer satisfaction surveys as part of its 
continuous improvement efforts: 

• Using survey results to refine systems of continuous improvement for PCWDA and 
service centers. 

• Analyzing qualitative feedback from free-text responses and closed-end questions 
to gain insight into the customer experience 

4.5 Technology and Remote Access 
The Pocono Counties Workforce Development Board is leveraging technology and 
partnerships to facilitate access to a one-stop service delivery system, including in remote 
areas: 

Technology-Enabled Access 

• All PA CareerLink® centers and affiliate sites are equipped with assistive 
technologies like JAWS screen-reading software, ZoomText magnification software, 
Ubi-Duo communication devices, and Propio language interpretation services to 
ensure accessibility for individuals with disabilities and limited English proficiency. 

• The PCWDB is exploring telemedicine options to improve access to healthcare 
services in rural areas, which can support workforce participation. 

• A mobile workforce unit is being considered to bring services directly to remote 
communities, similar to successful models in other rural areas. 

Remote Service Delivery 

• Virtual career services, online workshops, and remote case management are being 
expanded to reach job seekers in rural parts of the four-county area. 
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• The PCWDB is partnering with libraries, community centers, and schools to 
establish remote access points for workforce services in underserved areas. 

• Outreach events and job fairs are being conducted in rural communities to raise 
awareness of available services. 

Expanding Virtual and Remote Services 

Recognizing the unique challenges faced by rural communities, PCWDB is expanding its 
suite of virtual offerings. This includes online workshops, virtual career services, and 
remote case management, making it easier for job seekers to access support regardless of 
location. The Board is also working with local partners such as libraries, community 
centers, and schools to establish remote access points where individuals can connect 
with workforce services. These community access points will be established with partner 
organizations throughout the area.  

Virtual Service Data Entry Process at PA CareerLink® Offices 

All participant and service information, including that from virtual services, must be 
accurately recorded in the Commonwealth Workforce Development System (CWDS) to 
ensure compliance with state and federal requirements and to support effective service 
delivery. 

Process for Entering Virtual Service Information 

• When a participant receives virtual services (such as online workshops, remote 
case management, or virtual career counseling), the staff member who provided 
the service is responsible for documenting the interaction. 

• The staff member logs into CWDS and enters all relevant details about the service 
provided, including the type of service, date, and any outcomes or follow-up actions 
required. 

• If a participant is unable to complete the digital intake form online (for instance, due 
to connectivity issues), staff may use a paper version. Information from paper forms 
must be entered into CWDS as soon as possible. 

• For group virtual events (such as webinars or virtual job fairs), designated staff are 
responsible for entering attendance and service details for all participants into 
CWDS. 

Roles and Responsibilities 
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• Service Delivery Staff: The primary responsibility for entering service data, including 
from virtual interactions, falls to the staff member who delivered the service. This 
ensures accuracy and timely reporting. 

• Reception and Customer Resource Center (CRC) Staff: These staff members assist 
participants with account access and digital intake, and may also enter data if they 
facilitate the initial virtual engagement. 

• Eligibility & Data Entry Specialists: These staff members provide additional support 
for data entry and ensure that all required information is complete and accurate in 
CWDS. 

• Supervisors and Site Administrators: Responsible for monitoring data entry 
practices and ensuring compliance with data entry timelines and quality standards. 

Timeliness and Compliance 

• All data from virtual services must be entered into CWDS within 30 days of service 
delivery, as required by the Department of Labor and Industry, and in compliance 
with local policies. 

• Regular audits and monitoring are conducted by supervisors and administrators to 
ensure data integrity and timely entry. 

Both Northampton Community College and Lehigh Carbon Community College provide 
accessible adult education services through the Title II Adult Education and Family 
Literacy Program by offering multiple instructional delivery methods, including blended, 
hybrid, and hyflex formats. These flexible options ensure that all students can participate 
regardless of their scheduling or technology needs. To prepare students for high school 
equivalency tests, which are administered on computers, instructional strategies focus on 
developing proficiency in basic keyboarding, mouse skills, and the use of embedded tools 
within testing software.  

Supplemental online instructional software is also utilized to help students prepare for the 
GED and HiSET exams. Instructional staff at both colleges integrate technology into 
classroom activities by encouraging the use of smart devices for educational purposes. 
Apps are used to facilitate communication and interaction between students and staff 
both inside and outside the classroom. Lessons and assignments are organized and 
shared using apps, interactive websites, and videos. Staff also demonstrate professional 
uses for social media and instruct students on the use of computer hardware within the 
classroom environment. 
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Instructional software that accompanies textbooks is used for practice testing and skills 
development, ensuring that students are well-prepared for both academic and 
professional success. 

Promoting Digital Literacy and Technology Skills 

To ensure all participants can benefit from virtual services, PCWDB is incorporating digital 
literacy training into its programs, as well as expanding digital literacy programs 
throughout the area with dedicated programs. These trainings are designed to help 
individuals develop the skills needed to use computers, navigate the internet, and 
participate in online job searches and interviews. Special attention is given to supporting 
those with limited prior experience with technology. 

Increasing Access to Devices and Connectivity 

PCWDB is working to reduce barriers related to device and internet access. Through 
partnerships and resource development, the Board aims to provide participants with 
access to computers, tablets, and reliable internet connections. This may include device 
lending programs or creating technology access hubs in community locations, ensuring 
that lack of equipment or connectivity does not prevent anyone from accessing services. 

Data Systems and Information Sharing 

• Participant and employer information is entered into the Commonwealth Workforce 
Development System (CWDS) by PA CareerLink® staff in real-time as services are 
provided. 

• The PCWDB coordinates with partners like OVR, Adult Education, and UC to ensure 
relevant participant data from their systems is also captured in CWDS. 

• A data-sharing agreement is being developed with regional education and training 
providers to better track outcomes and refine career pathways. 

Career Pathways and Skills Development 

• The PCWDB is working with K-12 schools, career and technical education centers, 
and post-secondary institutions to develop clear career pathways aligned with in-
demand industries. 

• Digital literacy training is being incorporated into workforce programs to help job 
seekers access online services and prepare for technology-driven careers. 
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• Apprenticeship and pre-apprenticeship programs are being expanded in 
partnership with employers to provide earn-and-learn opportunities in rural areas. 

Accommodations and Accessibility 

Staff will be trained to provide services to all, regardless of range of abilities, mobility, age, 
language, learning style, or comprehension or education level. All requests for 
accommodations must be addressed, and reasonable accommodations will be made 
available to customers as necessary to ensure physical and programmatic accessibility to 
all customers within the PA CareerLink®. Such accommodations will include but are not 
limited to an interpreter provided in real time or, if not available, within a reasonable 
timeframe to any customer with a language barrier, assistive devices, such as screen-
reading software programs (e.g., JAWS), and assistive listening devices.  

The Pocono Counties Workforce Development Board (WDB) is committed to ensuring 
equal access to all services for individuals with Limited English Proficiency (LEP). To meet 
the language needs of our participants, local service delivery utilizes Propio Language 
Services as a provider of interpretation and translation solutions to facilitate effective 
communication and remove language barriers. 

Propio service includes: 

• On-Demand access to interpreters via phone and video 
• Document translation services 
• LEP Direct Dial, which is a dedicated number for LEP individuals to connect directly 

with an interpreter 
• Language Identification  

All PA CareerLink® and affiliate site staff receive training on the use of Propio services and 
the Board’s LEP Service Plan. Resources, including language identification materials and 
instructions for accessing Propio, are available at reception and within the Career 
Resource Area. Staff are also trained to make English as a Second Language (ESL) referrals 
when appropriate, further supporting LEP participants. 

By utilizing technology, partnerships, and innovative service delivery models, the PCWDB 
aims to ensure all residents of the Pocono Counties area have equitable access to 
workforce development services and opportunities. 
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4.6 Transportation and Supportive Services 
The Pocono Counties Workforce Development Board will coordinate WIOA Title I 
workforce investment activities with transportation and other supportive services through 
the following strategies: 

Identification of Supportive Services and Resources 

The PCWDB will: 

1. Leverage existing partnerships with community organizations to identify available 
supportive services, including: 

• Transportation assistance through the local transportation departments and 
other local transit providers 

• Childcare and dependent care resources 

• Housing assistance through local organizations within the four counties.  

• Mental health services through local providers that can provide both in-
person and virtual services 

• Legal aid services 

• Food assistance programs 

2. Create and maintain a comprehensive resource guide for workforce staff and 
clients, detailing available supportive services across Carbon, Monroe, Pike, and 
Wayne counties. 

3. Regularly update the High Priority Occupations (HPO) list to align workforce 
activities with in-demand jobs that may offer better wages and benefits. 

Coordination of Supportive Services 

To ensure customers can access and participate in workforce activities, the PCWDB will: 

1. Implement a standardized needs assessment process at PA CareerLink® centers to 
identify individual supportive service requirements. 

2. Train PA CareerLink® staff on available supportive services and referral processes to 
connect clients with appropriate resources. 

3. Establish formal partnerships and referral protocols with key supportive service 
providers to streamline access for workforce program participants. 
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4. Explore innovative transportation solutions for rural areas, such as: 

• Partnering with ride-sharing services or local transit authorities to provide 
discounted fares 

• Investigating the feasibility of establishing workforce resources in 
community locations to bring virtual and in-person services across the 
Poconos.  

5. Leverage technology to improve access to services in remote areas: 

• Expand virtual career services and online workshops 

• Establish remote access points at libraries and community centers for 
workforce services 

6. Coordinate with education providers to address barriers to training participation: 

• Work with local colleges and training institutions to offer flexible scheduling 
options 

• Explore partnerships to provide on-site childcare at training locations 

7. Develop a supportive services fund to assist eligible participants with immediate 
needs that may prevent program participation, such as transportation costs, work-
related equipment, or emergency assistance. 

8. Collaborate with the Office of Vocational Rehabilitation (OVR) to ensure appropriate 
accommodations and supportive services for individuals with disabilities. 

9. Partner with local employers to identify and address industry-specific supportive 
service needs that may impact employee retention and success. 

By implementing these strategies, the PCWDB will support and create a system that 
enables individuals to fully participate in workforce development activities and achieve 
their employment goals. 

4.7 Rapid Response 
The Pocono Counties Workforce Development Board coordinates workforce investment 
activities and ensures they are carried out in alignment with statewide rapid response 
efforts. Rapid response events affecting the Poconos come from both inside and outside of 
the area, and the area supports it through the following strategies: 

Rapid Response Team Structure 



195 | P a g e  
 

The PCWDB collaborates with the Commonwealth's Rapid Response Coordinator to 
establish a local Rapid Response Team comprising: 

• PA CareerLink® center staff 

• L&I representatives 

• Organized labor representatives 

• Other Organizations as Needed (Social Security, Medicare, etc.) 

• Other key workforce partners 

This team structure allows for coordinated service delivery and information sharing to 
address dislocations effectively. 

Proactive Services and Layoff Aversion 

The PCWDB's layoff aversion strategy includes: 

1. Early identification of at-risk businesses through partnerships with local economic 
development organizations, and utilizing tools such as Econo-Vue, which provides 
data on at-risk companies. 

2. Connecting struggling businesses with resources from Pennsylvania's economic 
development assistance programs 

3. Offering services to help businesses reduce layoff size or prevent closures entirely 

Rapid Response Process 

When a layoff or closure is identified through WARN notices, media reports, or local 
contacts, the Rapid Response process is activated: 

1. The Rapid Response Coordinator (RRC) establishes contact with the affected 
employer 

2. A service planning meeting is scheduled with company officials and union 
representatives (if applicable) 

3. The RRC facilitates Rapid Response Information Meetings (RRIMs) for affected 
workers 

4. PA CareerLink® staff provide follow-up services and referrals 

Alignment with State Guidance 



196 | P a g e  
 

The PCWDB ensures all rapid response activities align with the 2024 Rapid Response 
guidance. 

These documents inform the local area's approach to providing comprehensive rapid 
response services. 

Engaging Dislocated Workers 

To capture dislocated workers who do not attend Rapid Response events, the PCWDB 
implements the following strategies: 

1. Coordinating with employers to obtain contact information for affected workers 

2. Conducting targeted outreach through mail, email, and phone calls 

3. Leveraging social media and local news outlets to promote available services 

4. Partnering with community organizations to reach dislocated workers 

Outcome Tracking 

The PCWDB tracks rapid response outcomes by: 

1. Utilizing the Commonwealth Workforce Development System (CWDS) to record all 
rapid response activities and participant data 

2. Implementing a follow-up process to track dislocated worker engagement with PA 
CareerLink® services 

3. Regularly reviewing and analyzing data to identify trends and areas for improvement 

These strategies ensure effective coordination of rapid response activities with statewide 
efforts, maximizing support for affected businesses and workers in the local area. 

4.8 Individuals with Barriers to Employment 
The Pocono Counties Workforce Development Area (PCWDA) provides a comprehensive 
range of services and resources to support individuals with barriers to employment, 
including those outlined in WIOA Sec. 3(24) and Sec. 188. The one-stop delivery system 
employs a methodical process to ensure accessible intake, establish participant status, 
determine needs, and identify barriers to employment for all customers. 

Services 

The PA CareerLink® centers offer universal services to all job seekers, including: 

• Job search assistance and career guidance 
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• Labor market information 

• Resume writing assistance 

• Skills assessments 

• Workshops on job search techniques and interviewing skills 

• Access to computers, the internet, and other job search tools 

Digital Intake Process 

The PCWDA utilizes a digital intake form to streamline the process of identifying customer 
needs and barriers to employment. This form: 

• Collects demographic and barrier information from job seekers 

• Includes questions specific to veterans and their eligible spouses 

• Provides staff with easy access to customer information 

• Offers insight into each customer's barriers and workforce needs 

Staff use this information to develop individualized employment plans and make 
appropriate referrals to partner services. 

Specialized Services for Individuals with Barriers 

Individuals with Disabilities 

1. Partnership with OVR: The Office of Vocational Rehabilitation serves as a full 
partner in the PA CareerLink® system and holds a seat on the Workforce 
Development Board. This allows for: 

• Utilization of OVR expertise in assessments, career pathways development, 
education, training, and placement services 

• Access to OVR's professional development program for cross-training staff 

2. Physical Accessibility: All PA CareerLink® sites are physically accessible to 
individuals with disabilities. 

3. Programmatic Accessibility: Partners commit to providing services to all customers, 
regardless of abilities, mobility, age, language, learning style, or comprehension. 

4. Assistive Technology: Screen-reading software programs and assistive listening 
devices are available to ensure physical and programmatic accessibility. 
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Communication Accommodations: Interpreters are provided in real-time or within a 
reasonable timeframe for customers with language barriers. 

5. WIOA Title IV Services: OVR provides eligible WIOA Title IV customers with 
individualized diagnostic, vocational counseling and guidance, vocational 
evaluation, restoration, training, and job placement services. Eligible and 
potentially eligible 14 to 21-year-old in-school youth with disabilities receive pre-
employment transition services, including work-based learning experiences, job 
shadowing, and vocational counseling and guidance. Group training services for 
youth include workplace readiness, independent living skills, and self-advocacy 
skills. 

Veterans and Eligible Spouses 

• Priority of service for veterans and eligible spouses 

• Specialized employment services through Veterans Employment Program staff 

Youth 

• Work experience opportunities through Summer/Year Round Youth Employment 
programs 

• OJT and ITA services for Out-of-School Youth lacking skills for full-time employment 

• Referrals to Job Corps, Youth Empowerment Services (YES), and Pennsylvania 
Conservation Corps 

Low-Income Individuals and TANF/SNAP Recipients 

• Job search assistance, career guidance, and life skills training through the EARN 
Program 

• Supported Work Program for TANF clients facing multiple barriers to employment 

Ex-Offenders 

• Specialized services for returning citizens, including youth correctional services 

Adult Education and Literacy 

• Adult Basic Education, Remediation, and GED preparation services provided by 
Carbon Career and Technical Institute, Monroe Career & Technical Institute, and 
Northampton Community College 

English as a Second Language (ESL) Programs 
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The Pocono Counties Workforce Development Board recognizes that limited English 
proficiency can present a significant barrier to employment. To address this, the PCWDA 
partners with local educational institutions, libraries, and community organizations to 
provide English as a Second Language (ESL) programs for job seekers. 

These programs offer instruction in speaking, listening, reading, and writing English, with a 
focus on practical language skills needed for the workplace and daily life. Many ESL 
classes also incorporate digital literacy and civics education, and some are tailored to 
specific industries or career pathways. 

PA CareerLink® staff identify individuals who may benefit from ESL services during the 
intake process and make referrals to appropriate programs. In addition, bilingual staff and 
translation services are available to assist customers in accessing workforce development 
resources. By integrating ESL instruction with workforce services, the PCWDA helps 
ensure that English language learners can fully participate in training, job search activities, 
and employment opportunities. 

Outreach 

The PCWDA employs a methodical affirmative outreach process to present the benefits 
and services of the workforce development system to individuals and groups, including: 

• Information sessions on partner agency services 

• Presentations targeting specific populations with barriers to employment 

• Regular community outreach involving all partners 

Continuous Improvement 

The PCWDA is committed to enhancing services for individuals with barriers to 
employment through: 

• Implementing systems of continuous improvement based on feedback from 
training providers and employers 

• Adopting best practices for internal talent retention to hire, retain, and develop 
skilled and diverse staff 

• Evaluating and refining strategies to better serve individuals with barriers to 
employment 
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These comprehensive services and strategies, the PCWDA ensure that individuals with 
barriers to employment receive appropriate support and resources to achieve their 
employment goals. 

4.9 Nondiscrimination  
To ensure compliance with WIOA Section 188 and the Americans with Disabilities Act of 
1990, the Pocono Counties Workforce Development Area (PCWDA) will implement the 
following measures to promote physical and programmatic accessibility for individuals 
with disabilities within the one-stop service delivery system: 

Technology and Materials for Individuals with Disabilities 

The PCWDA will provide the following key technology and materials at one-stop centers: 

• Screen-reading software programs (e.g., JAWS) 

• Assistive listening devices 

• Adjustable workstations 

• Large print materials 

• Braille materials 

• Captioning for audio/visual content 

Operational Support 

• The Office of Vocational Rehabilitation (OVR) serves as a full partner in the PA 
CareerLink® system and holds a seat on the Workforce Development Board. This 
partnership allows for the utilization of OVR expertise in assessments, career 
pathways development, education, training, and placement services for individuals 
with disabilities. 

• An interpreter will be provided in real-time or within a reasonable timeframe to any 
customer with a language barrier. 

• PA CareerLink® staff will be trained to assist customers in using assistive 
technology as needed. 

Staff Training 

The PCWDA will provide the following training to one-stop staff: 

• Disability awareness and etiquette training (annually) 
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• Assistive technology usage training (semi-annually) 

• Civil rights and equal opportunity training (annually) 

• Physical and programmatic accessibility training (annually) 

All one-stop program partners will be required to participate in these trainings. 

Corrective Actions and Compliance Status 

The PCWDA will address any corrective actions identified in L&I's Office of Equal 
Opportunity annual compliance reviews promptly. The current OEO compliance status is 
compliant.  

Responsible Personnel 

The local Equal Opportunity Officer will be responsible for ensuring equal employment 
opportunities and civil rights protections. This individual will: 

• Conduct regular accessibility audits of one-stop centers 

• Oversee staff training on accessibility and non-discrimination 

• Handle any discrimination complaints 

• Ensure outreach efforts are inclusive of individuals with disabilities 

Digital Accessibility 

To make digital content accessible: 

• The PCWDA and workforce websites will conform to Web Content Accessibility 
Guidelines (WCAG) 2.1 Level AA standards and accessibility tools. 

• All PDFs will be made accessible using Adobe Acrobat's accessibility checker. 

• Videos will include closed captioning. 

• Alternative text will be provided for all images. 

Outreach 

The PCWDA will conduct affirmative outreach to individuals with disabilities through: 

• Targeted social media advertising 

• Partnerships with local disability organizations and advocacy groups 

• Outreach at disability-focused job fairs and community events 
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• Distribution of materials to schools, community centers, and healthcare providers 
that serve individuals with disabilities 

The PCWDA will consult regularly with disability organizations to improve outreach efforts 
and services. Their input will be used to refine training programs and address identified 
needs. 

By implementing these measures, the PCWDA will ensure its one-stop delivery system 
complies with WIOA Section 188 and ADA requirements, providing equitable access to 
workforce services for individuals with disabilities. 

5. Compliance 

5.1 MOU Assessments 
The Pocono Counties Workforce Development Area (PCWDA) has established 
comprehensive cooperative agreements to ensure the integration of services and 
accessibility for all individuals, including those with disabilities, within the local one-stop 
delivery system. These agreements are formalized through the Memorandum of 
Understanding (MOU) between the Pocono Counties Workforce Development Board 
(WDB) and PA CareerLink® partners, effective from July 1, 2024, to June 30, 2027. 

Integration of Services 

The MOU outlines how partners will collaborate to provide seamless service delivery to all 
customers, including those with disabilities: 

1. Cross-Training: Partners commit to cross-training staff and providing professional 
learning opportunities to promote continuous quality improvement. This includes 
developing a collaborative professional development plan to ensure all staff are 
knowledgeable about the full range of services available. 

2. Referral Process: The MOU establishes a robust referral system to provide 
integrated and seamless delivery of services. Partners agree to familiarize 
themselves with all programs, develop common intake and assessment processes, 
and provide substantive referrals to appropriate services. 

3. Resource Sharing: Partners agree to leverage resources, including other public 
agencies and non-profit organization services, to maximize the availability of 
services to all customers. 
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4. Data Sharing: The agreement includes provisions for the use of common and/or 
linked data management systems and data sharing methods, as appropriate, to 
enhance service coordination while maintaining confidentiality requirements. 

Accessibility for Individuals with Disabilities 

The PCWDA has established specific measures to ensure accessibility for individuals with 
disabilities: 

1. Partnership with OVR: The Office of Vocational Rehabilitation (OVR) serves as a full 
partner in the PA CareerLink® system and holds a seat on the Workforce 
Development Board. This partnership allows for: 

• Utilization of OVR expertise in assessments, career pathways development, 
education, training, and placement services for individuals with disabilities. 

• Access to OVR's effective professional development program for cross-
training staff and providing technical assistance. 

2. Physical Accessibility: All PA CareerLink® sites are required to be physically 
accessible to individuals with disabilities. 

3. Programmatic Accessibility: Partners commit to providing services to all 
customers, regardless of range of abilities, mobility, age, language, learning style, 
or comprehension. 

4. Assistive Technology: The MOU specifies that assistive devices, such as screen-
reading software programs and assistive listening devices, must be available to 
ensure physical and programmatic accessibility. 

5. Communication Accommodations: An interpreter will be provided in real-time or 
within a reasonable timeframe to any customer with a language barrier. 

Cooperative Efforts with Employers 

The PCWDA emphasizes collaboration with employers to enhance services for individuals 
with disabilities: 

1. Business Services: The MOU outlines comprehensive business services, including 
assistance with disability and communication accommodations, such as job 
coaches. 

2. Employer Education: Partners provide information to employers regarding 
disability awareness issues and assistive technology. 



204 | P a g e  
 

3. Customized Training: The agreement includes provisions for developing 
customized training opportunities to meet specific employer and industry cluster 
needs, which can include accommodations for individuals with disabilities. 

Ongoing Collaboration and Coordination 

To ensure continuous improvement and effective service delivery, the MOU establishes: 

1. Regular Partner Meetings: The One-Stop Operator coordinates monthly or bi-
monthly meetings to update core partners on operational concerns, anticipated 
changes, and enhancements to service integration. 

2. Performance Evaluation: The agreement includes provisions for evaluating 
customer satisfaction and proposing service strategy changes based on findings. 

3. Continuous Improvement Process: Partners commit to participating in a 
continuous improvement process designed to boost outcomes and increase 
customer satisfaction. 

By implementing these cooperative agreements and strategies, the Pocono Counties WDA 
ensures a one-stop delivery system that serves all individuals, including those with 
disabilities, while fostering strong partnerships with employers and community 
organizations. 

5.2 Fiscal Responsibility 
The Pocono Counties Workforce Development Area (PCWDA) has established a debt 
collection process to ensure the recovery of debts from lower-tier sub-recipients resulting 
from audits. This process includes: 

Debt Establishment and Notification 

• When a previously reimbursed expense is deemed unreasonable or unallowable, a 
subrecipient debt is established. 

• The subrecipient is notified in writing via return receipt mail, detailing the finding, 
required repayment, finance charges, appeal procedures, and potential sanctions 
for delinquency. 

Initial Response and Appeal Process 

• Subrecipients have 30 days to respond with an immediate payment plan. 

• The subrecipient can appeal the finding to the PCWDA Chief Executive Officer, 
whose decision is final and binding. 
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Payment Terms and Installment Agreements 

• Unless otherwise arranged, all WIOA debts must be paid within 30 calendar days of 
the final debt establishment. 

• For subrecipients unable to make full restitution, installment repayment 
agreements may be negotiated, typically lasting 3 to 12 months, with a maximum of 
36 months. 

• All installment repayment agreements require approval from the Employment 
Security Department (ESD). 

Delinquency and Penalties 

• If no response is received after two subsequent notices sent 30 days apart, or if 
planned payments are not made on time, the debt is considered delinquent. 

• Penalty and late fees apply at current federal rates for delinquent debts. 

Debt Collection for Fraud or Serious Violations 

• Funds collected due to fraud, malfeasance, misapplication of funds, or other 
serious violations must be clearly identified as "Debts Collected". 

• These funds are immediately sent to the Employment Security Department's 
Financial and Administrative Services Division. 

Record Keeping and Reporting 

• PCWDA maintains debt collection-related records permanently, documenting 
decisions on cost allowability and actions taken for debt collection or resolution. 

Audit Compliance and Timely Submission 

• To prevent future audit-related issues, PCWDA ensures that all required audits are 
submitted by the appropriate deadline. 

• Staff responsible for audit completion and submission receive training on the 
requirements of the Uniform Administrative Requirements, Cost Principles, and 
Audit Requirements for Federal Awards. 

Aggressive Debt Collection System 

• PCWDA employs a three-step notification process for non-responsive debtors: 

1. Initial 30-day payment period 
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2. Second request with a 20-day response limitation 

3. Third request with a 10-day response limitation 

• Interest is charged on outstanding debts after the initial 30-day period, in 
consultation with the Department of Labor and Industry. 

• If no response is received after the third request, the matter is referred to legal 
counsel for appropriate action. 

5.3 High-Performing Board Attainment 
The Pocono Counties Workforce Development Board (PCWDB) is committed to 
maintaining its status as a high-performing board by implementing the following actions: 

Attainment of Governor's Goals 

The PCWDB aligns its strategies with the Governor's goals as outlined in Pennsylvania's 
WIOA Combined State Plan: 

• Career Pathways and Apprenticeships: The board is actively engaged in 
developing clear career pathways with employers and expanding apprenticeship 
opportunities. In PY25, the board plans to create a "How To" manual for employers 
and unions to build apprenticeships, especially in manufacturing. 

• Sector Strategies and Employer Engagement: The PCWDB is involved in several 
Industry Partnership efforts with partner Workforce Development Boards in 
Northeastern Pennsylvania, focusing on key industries such as Health Care, 
Transportation & Logistics, and Advanced Manufacturing. 

• Youth: The board aims to increase summer employment and paid internships for 
youth, with plans to promote these opportunities and connect them to soft skills 
training courses in PY26-27. 

• Continuous Improvement: The PCWDB is implementing systems of continuous 
improvement, starting with collecting regular feedback from training providers and 
employers in PY25. 

• Strengthening One-Stop Delivery System: The board is working to enhance PA 
CareerLink® service centers by creating coordinated strategies for employer 
engagement and improving customer satisfaction. 

Performance and Fiscal Integrity 
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The PCWDB plays a crucial role in driving results-oriented procurement processes for 
workforce development activities. This entity expertly manages the preparation of results-
driven requests for proposals (RFPs), oversees a transparent selection process, and 
establishes comprehensive agreements with service providers. By doing so, they ensure 
that chosen programs effectively support the Workforce Development Board's (WDB) 
objectives. Additionally, the administrative entity secures contracted fiscal management 
services, guaranteeing efficient and transparent financial operations, including budgeting 
and compliance with fiscal regulations. This strategic approach to procurement and fiscal 
management forms the foundation for a workforce board's success in delivering impactful 
programs and services. 

To further enhance its fiscal management capabilities, a high-performing workforce board 
may engage in strategic partnerships, such as the contractual agreement between the 
Administrative Entity and Fiscal Agent and Service Access Management Inc. (SAM Inc.) in 
the Poconos region. This partnership ensures consistent fiscal oversight, leverages 
expertise in financial management, and provides comprehensive financial reporting. SAM 
Inc.'s role includes overseeing financial operations in compliance with regulations, 
preparing detailed financial reports, and offering advisory services on fiscal policy and 
compliance requirements. This collaborative approach enables the workforce board to 
maintain a high level of accuracy and accountability in its financial operations, while also 
benefiting from expert insights that support informed decision-making and sustainable 
financial planning for workforce development initiatives. 

Monitoring and Evaluation 

The board receives successful monitoring reports from BWDA state oversight staff and 
works hand in hand with BWDA to address any findings or concerns. It addresses any 
findings promptly, as evidenced by its response to previous monitoring reviews. The 
PCWDB also conducts thorough local monitoring of the PCWDB Administration and Fiscal 
Agent, as well as all subcontractors, WIOA Title I cases, Equal Opportunity, EARN, and the 
One-Stop Operator. The PCWDB also conducts regular quarterly performance reviews and 
discussions with all subcontractors to ensure compliance with all contracts, program 
performance, and customer or employer feedback.  

Best Practices and Innovation 

Collaborative Leadership and Engagement 

• Engaging regional leaders from various sectors to address major barriers like 
housing, transportation, and childcare. 
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• Creating a coordinated employer engagement strategy with service center leaders. 

• Partnering with education and training providers to align curricula with workforce 
needs. 

Data-Driven Decision Making 

• Gathering baseline metrics for key indicators like commute times, broadband 
access, and population health. 

• Implementing systems of continuous improvement, starting with regular feedback 
from training providers and employers. 

Career Pathway Development 

• Collaboratively defining "career pathway" with major industries and training 
experts. 

• Strategically engaging employers from top industries to create clear career 
pathways. 

• Promoting and expanding apprenticeship opportunities, especially in 
manufacturing. 

Skill Development and Training 

• Evaluating and refining "soft/power/essential" skills training to improve 
employability. 

• Supporting the expansion of Career and Technical Education (CTE) options. 

• Promoting dual enrollment opportunities for high school students. 

Employer Engagement and Recognition 

• Defining and recognizing "model employers" that exemplify best practices in talent 
attraction and development. 

• Creating employer videos about careers in the region's top industries. 

Workforce System Enhancement 

• Adopting best practices for internal talent retention within PCWDA and service 
centers. 

• Building a strategy for securing unrestricted funds to increase capacity. 

• Improving communication about workforce services and career opportunities. 
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Serving Individuals with Barriers 

The board is committed to improving methods to reach and serve individuals with barriers 
to employment: 

• Engaging regional leaders to address housing, transportation, and other major 
barriers 

• Increasing public awareness about employment for special needs youth and adults 

• Improving high-speed internet affordability and access for all 

New Career and Training Services 

The PCWDB is adopting new career and training services: 

• Expanding Career and Technology Education options for students in the region 

• Investigating success stories in similar regions with tourism as an economic driver 

• Embracing "soft skills" (essential/power skills) as a key set of transferable skills 

Regional Coordination and Employer Engagement 

The board is enhancing regional coordination through: 

• Improved collaboration between Pocono Counties sector leaders 

• Strengthening partnerships with the Army Depot and other key employers 

• Participating in regional Industry Partnership efforts 

Sector Initiatives 

The PCWDB is measuring sector initiatives through: 

• Developing clearer and strong career pathways with employers 

• Increasing the number of "model employers" in the region 

• Tracking and increasing median wages in the care sectors 

Future Actions 

To remain a high-performing board, the PCWDB plans to: 

• Expand collaboration with other local workforce boards in the Northeast Region to 
implement broader-based regional workforce initiatives 
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• Increase the use of technology to improve access for customers, including those 
with barriers to employment 

• Secure unrestricted funds to increase capacity and become a model employer 

• Articulate career pathways for workforce system staff 

• Evaluate and refine the Board committee structure for alignment with PCWDA goals 
and needs 

The PCWDB will enact these actions and continuously strive for excellence. The Pocono 
Counties Workforce Development Board is committed to remaining a high-performing 
board that effectively serves its workforce area stakeholders and upholds its mission of 
accountability and innovation in workforce development. 

5.4 Public Notice  
The Pocono Counties Workforce Development Area (PCWDA) employs a comprehensive 
and collaborative process to develop its Local Area WIOA plan, ensuring robust 
stakeholder engagement and public input. This process includes: 

Stakeholder Collaboration 

The PCWDA actively involves a diverse group of stakeholders in the plan development: 

• WDB Members: The draft plans are distributed to all Workforce Development 
Board members for review and input. 

• Local Elected Officials: County Boards of Commissioners are included in the 
distribution and review process. 

• PA CareerLink® and Affiliate Site Staff: Staff from these locations are engaged in 
reviewing and providing feedback on the draft plans. 

• Community Partners: Interested community organizations are invited to 
participate in the review process. 

• Business Representatives: Local businesses are directly notified about the plan's 
availability for comment. 

• Labor Organizations: Representatives from labor groups are included in the direct 
distribution of the plan for feedback. 

• Educational Institutions: The plan is shared with various educational partners for 
their input. 
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• News Media: To ensure broader public awareness, news media outlets are notified 
about the plan's availability. 

Public Comment Period 

The PCWDA adheres to a structured 30-day public comment period: 

• Announcement: The development or modification of the plan is officially 
announced at a Workforce Development Board Meeting, providing key information 
and ways for stakeholders to contribute. 

• Publication: Once approved by Labor and Industry, both the Local and Regional 
WIOA Plans are published on the Board's website for a 30-day period. 

• Direct Notification: Stakeholders are directly informed via email about the 
availability of the plans for public comment. 

The public comment period for the 2025-2029 Pocono Counties WIOA Local Plan occurred 
from June 20, 2025, through July 20, 2025. The local plan was posted to the Pocono 
Counties Workforce Development Board website at www.pcwia.org. Public Notice was 
posted in the Times News, the Pocono Record, and the Tri-County Independent, the 
newspapers of note within the Pocono Counties Workforce Development Area.  

No public comments were received.  

Engagement Strategies 

To maximize input and collaboration, the PCWDA employs several strategies: 

• Board Meetings: The draft plans are discussed at regular board meetings. 

• Dedicated Planning Meetings: Special meetings, such as a Draft Local Planning 
Zoom and an in-person meeting, are organized to focus on plan development. 

• Virtual Dialogues: In late 2023, 98 regional experts and leaders were invited to 
participate in virtual discussions about workforce development strategies. 

• Data Review Meetings: In January 2024, a virtual Data Review meeting was 
convened to analyze the results of previous dialogues. 

• Core Team Work: A team of expert volunteers and PCWDA staff collaborates to 
design and refine the strategy based on stakeholder input. 

Innovative Approach 

http://www.pcwia.org/
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The PCWDA, under Executive Director Samuel Hellen, is leveraging the PY 2025-2028 
WIOA plan as an opportunity for transformational change: 

• Expanded Focus: The plan aims to develop innovative strategies to meet employer 
needs and improve the regional talent supply. 

• Diverse Needs Addressed: The plan focuses on serving the career, employment, 
and education needs of diverse local youth, adults, and dislocated workers. 

• State Support: This innovative approach is supported by a Pennsylvania State 
Activities Grant. 

By using this process, the PCWDA ensures that its Local Area WIOA plan reflects the 
collective input of the community and addresses the evolving needs of the workforce 
development area. 
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Attachments 


