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BRIAN KEATING:  All right.  Well, with no further ado I’m going to turn it over to our moderator today, Judith Gilbert from the SCSEP national office.  Judith, take it away.  
JUDITH GILBERT:  Thank you so much and welcome to everyone.  We have a very important webinar for you today and we’re delighted that so many of you are here.  This is the countdown to the first of the durational limits that participants are going to reach in SCSEP.

We’re going to have, as you can see, two presenters today – two people who are really quite familiar to you, at least by voice:  Joyce Welsh from M.H. West, who does much of the training for us, especially on programmatic aspects of SCSEP; and Phil Hostetter, who is our technical documentation data expert.  And so we’re delighted that Phil is going to do this also.  
And so before we get started on the programmatic aspects, which we will do first with Joyce, I just want to go over a big picture about where we are.  We clearly – the main goal is to ensure that participants have the amount of time in the program that they’re supposed to have, and that if they are terminated for time limit – the new 48-month duration that happens for the very first time June 30th or July 1 – that we have all the pieces in place.  
So these are the prerequisites, that you really must have accurate data in SPARQ for each of the participants.  And it has to be updated regularly.  If there are any rejects, they really must be corrected right away because it has implications for people’s lives.  And there are lots of tools in SPARQ to help you manage individuals’ amount of time in the program, so we hope that you’re making use of them.
There are some important steps as we get to this final countdown.  Any extensions to durational limits, for those grantees who have a policy that allows for extensions, are dependent on proper updating of the information.  So as grantees, you really must run the WDL – the waiver of durational limit – report to ensure that all participants scheduled to reach durational limits within the year have all the durational waiver factors put in the system and correcting any rejects as soon as they appear.
And finally, any leaves of absences must be reviewed for accuracy and corrected as necessary.  I believe we went over all of these things on the all-grantee call a week or so ago, but it doesn’t hurt to reinforce that.

So I’m going to now turn it over to Joyce Welsh, who is going to go through a number of slides and a number of points about the – basically the programmatic aspects of transition planning for participants.  Joyce?

JOYCE WELSH:  Okay.  Thank you, Judith.  And hello to everyone.  What I’ll be walking you through, as Judith said, are the main programmatic considerations that, now that we’re in this 12-month – actually, six-month – countdown period you need to really begin employing for all affected participants by this – the durational limit mandate.  
What I’ll be walking us through, then, in this final countdown is clarification about who we’re actually talking about; when the transition planning process will happen – and yes, I do know there are some of you out there who haven’t started yet – what needs to take place as you prepare your affected participants; and then when does it all end, if indeed it does all end?  
Then Phil will come back and walk you through how and when the extensions in time get handled, for those of you that do have extensions as part of your durational limit policy.

So first, when does this all begin?  Your first affected group of participants will reach their durational limit on June 30, 2011; that’s this coming June, close of business.  For those of you with a policy allowing extensions of time, these first extensions will be effective on July 1 of 2011.  And since June 30th is the last day on the program for these participants, there can be absolutely no durational limit terminations prior to July 1, 2011.  And then this means, of course, that termination letters must be given to this cohort by May 31.

So exactly who are we talking about?  This first group of participants to reach the statutorily-required 48-month durational limits are all the still-active participants who you carried over from PY06 to PY07; that’s from June 30, 2007 to July 1, 2007.  This is when the clock started ticking for all participants.  
This will be your first and largest participant cohort to reach their durational limit; and for many of you, this will be a significant number.  This will also most likely be your hardest to place cohort, the so-called (homesteaders ?) who have been on the program for years and years.  So the transition planning process will be most critical for this group, with added attention being paid to the safety net planning process.  You really need to make certain that these participants can live with dignity when the SCSEP wages end.  The clock stops ticking for this cohort close of business June 30th, 2011.  
But this first cohort is only the beginning of what is and will be an ongoing process.  Each and every day that someone was enrolled after July 1, 2007, results in a durational limit exit for those participants four years to the day later.  So depending on how large your program is and how much turnover you have, you could be very busy with transition planning throughout the year.  
There’s a lot to process and manage when transition planning.  Monthly case management becomes critical to effectively integrate what is now going to be an ongoing process into your program.  Grantees and local projects – again, depending on your size – may have to rethink staffing patterns – who does what exactly when in the process – to accommodate what is now going to be a permanent program function.  
Part of this process is also managing the records of your participants on leave-without-pay status.  As Judith said earlier, it’s important to enter all approved absence into SPARQ, as each day of an approved absence adds an additional day to that participant’s 48-month durational limit.  Grantees should also regularly review their approved break SPARQ management report to make sure that all breaks in participation that have ended have been closed in the database.  This is the only way the durational limit reports remain accurate and your program management statutorily correct.  
Okay.  Now let’s turn to the actual steps in the transition planning process, beginning with 12 months prior to a participant’s durational limit ext.  
First, grantees must inform all participants who are within 12 months of reaching their personal durational limits of their grantee’s policy.  They must be informed how they are going to be impacted by that policy and when their required transitional planning will begin.  This written information should also include the participant’s potential eligibility for an extension of time if the grantee has included waiver factors as part of their policy.
Grantees including waiver factors to extend participation should be certain to run the waiver of durational limit report, as Judith mentioned earlier, as this report identifies all of the affected parts.  The report also notes whether all participants due to reach their durational limit within the year have had their waiver factors updated within that program year.

MS. GILBERT:  And just a note:  This is the report that we sent to each of you as grantees right after – a week or so ago.  Phil sent them to every one of you, so you would have those.  But you can get them, access them, at any time.  
MS. WELSH:  Okay.  Good.  So if these waivers have not been updated within the current program year, you can use this 12-month out reassessment process as a natural opportunity to update those waiver factors.  It’s a good trigger for you to begin the transition planning process.

And as you can see from the flow chart, the initial steps that programs should be taking with all participants 12 months out are designed to help these participants transition successfully off the program.  
For those that do, what you really want to do is bring in the folks first to reassess their actual potential to achieve an unsubsidized job within the next 12 months before the clock actually stops ticking.  
For those that you really do think have this potential, an updated IEP will guide the process with an escalated job readiness and job search component.  The IEP will possibly include such strategies as host agency rotation, specialized training and/or an OJE component.  All these activities, designed to successfully place the participants prior to their last day on the program.
And one final reminder:  If you haven’t informed your host agencies of participant durational limits, especially those who will be directly affected by this first cohort, you might want to take this as a great opportunity to do that because they’re going to have serious implications to their service delivery systems as well.  
So the question of the hour is, are you on schedule?  In fact, by now you should be working on preparing your eighth durational limit cohort.  So your first cohort is going to exit in July of 2011.  Your August cohort – those who you enrolled in August of 2007 – will be exiting in August of 2011, so on and so forth.  
But for transition planning, to allow for a full 12 months of preparation prior to exit, this process needs to begin the month before the exit month.  So the August cohort you will begin transition planning in July – or should have.  The September cohort, you would have begun the process in August and so forth.  So this month you should be calling in the cohort you enrolled in February of 2008 to begin their 12-month transition planning process.  
Okay.  So within each month of exit there’s also going to be a daily schedule in which participants begin counting down to their 48 months.  And all of this is going to be triggered by the actual enrollment date and dependent upon, of course, any leaves of absence that you have approved and entered into SPARQ.  
Now, I know in earlier webinars we spoke in broader terms of monthly transition planning.  And it’s just fine to manage your case load on a monthly basis.  That includes the reassessments and the IEPs and all the other supports that you build into the system.  But remember, the actual durational limit exit date is based on date of enrollment.  Participants should be exited four years to the day after they are enrolled, with adjustments made as appropriate for leaves of absence that you have entered into SPARQ.
All right.  Progress that each durational limit participant is making should be reassessed at six months out.  In fact, this is the point where you should be right now with your first cohort.  Many participants you will want to keep on a placement track because you think in the next six months they still could – it is very viable that they could get a job.  
But even this group, plus all the others who are less likely to leave the program with a job, should begin safety net planning at this time.  You should by now have scheduled a final assessment with each participant to begin this process – with each participant in your first cohort, that is; those whose clock stops ticking on June 30th.

So first, you’re going to make referrals to appropriate programs that could provide further employment assistance.  This includes the local One-Stops; stipended programs such as foster grandparents and senior companions through the Corporation for National Community Service; as well as other purely volunteer programs.  Remember, for many of our participants the feeling of personal value and community connectivity that can come from volunteering is so very important.
Second, you’re going to make certain each participant has a budget, not including their SCSEP wages, that he or she can follow.  If there are gaps in the budget and monthly living expenses, make certain the participant is signed up for all available and appropriate services in the community.  And you want to take this step as soon as possible, because many of these services do have extensive waiting lists.  
And then third, you want to try to determine if the participant has a support network.  And if you feel it necessary, alert them to the increased vulnerability of their friend, neighbor or family member.

With this final IEP you want to ensure that every participant leaves your program with a safety net well intact so their quality of life will not unduly suffer.

And like the 12 months out transition planning, the six-month safety net planning is also an ongoing process.  So you should be well into this process with your July cohort.  Your August cohort you’ll reassess and begin safety net planning with next month.  The September cohort you’re going to begin safety net planning in March and so on six months out.  
There’s several critical elements to this transition planning process.  First, clearly case management processes can make you or break you.  With so many different cohorts to juggle and so many steps to follow with each individual, including timely follow up all along the way, you must set up a good system for ensuring everything required takes place on a timely basis, follow-up occurs, and nothing and no one falls between the cracks.  
Depending on the size of your program and the turnover rate, transition planning can add significantly to program activity and staff burden.  Or once you get over the hump of this first cohort, the additional work might end up begin really quite manageable and not a problem at all.  But I would just caution you to think it through so you can have staff trained and in place to handle these new responsibilities.

Second, good case notes are critical when you’re dealing with your long-term population so follow-up can be easily made on a timely basis.  Also, you need to make certain to give additional attention to capturing waiver factors during the program year of the durational limit exit, as well as documenting them thoroughly and appropriately.
Third, developing partnerships with organizations and agencies providing support services is also critical so you can knowledgeably make good referrals and not get stymied by different agency processes, requirements or waiting lists.  
And fourth, for goodness sakes, don’t forget to provide each participant with a written notice of termination 30 days prior to the durational limit exit day.  
Providing a 30-day written notice for all terminations is a requirement in the final rule, effective October 1st, 2010.  So we wanted to provide a summary here of the required process for providing written notice of durational limit termination to all affected participants.

First, grantees must have a durational limit policy that has been approved by the U.S. Department of Labor as part of their grant.  Second, all participants must be informed of this policy.  All new participants must be informed of the grantee policy at the time of enrollment.  All current participants must be informed of your policy when it has been approved by DOL, which has hopefully taken place by now.  
MS. GILBERT:  Yes, it has.

MS. WELSH:  Good.  Third, grantees must inform all participants who are within 12 months of reaching their personal durational limit of how they are impacted by the grantee’s policy and when the transition planning will actually begin.  
For grantees with a waiver policy to extend time on the program, their participants are identified in this SPARQ waiver of durational limit report, which Phil will explain to you in just a bit.  These grantees should remember to regularly run this report to ensure that all participants due to reach their durational limit within the year have had their waiver factors updated within that program year.  
All right.  Here’s some final thoughts on managing this first set of transition exits, while at the same time you’re continuing to manage the rest of your program.  
First, have a participant recruitment plan in place to refill each exiting cohort, especially if these exit cohorts are particularly large.  The goal here is to have no gaps in payroll to ensure full budge utilization.  You will, after all, have gracious plenty time to plan for this process.  You’ll know 12 months out who’s going to be leaving you when, potentially.  
Second, now is as good a time as any to figure out whether you need to replenish your pool of host agencies.  Consider how many have stepped up to the plate to either hire your exiting durational limit participants or really train them for an unsubsidized job.  A lot of new participants coming on board at the same time might very well require more diverse pool of training opportunities to ensure that everyone starts off with the right understanding of the program.  
And third, having a placement plan to exit participants into jobs that correspond to your durational limit exits will not only help participants, it will help you with your entered employment rate, balancing out any non-positive durational limit exits within the positive placements.  
So thinking about and beginning transition planning 12 months out, both gives you time to adequately prepare affected participants for exit as well as to manage your overall program for positive results.  
All right.  These next few slides just provide a summary of the required transition planning steps and a work plan format that you can use with your staff if you would like.  It might take some time before all this becomes second nature to your program operations, so feel free to use these slides as a checklist as you begin working with each of your durational limit cohorts.

So your initial meeting takes place 12 months prior to exit.  Here you’ll begin the reassessment process to determine placement potential within the next year, develop a new fast-tracked IEP that corresponds with a new assessment.  And steps in this process could include transfer to a new host agency that is either able to hire or better equipped to provide training or work experience in the participant’s new job goal, or perhaps specialized training to heighten employability, or an OJE to provide better placement opportunity.  
This is also the time to provide the transition planning process in writing to each participant, fully explaining your policy.  And if extensions based on waiver factors is a part of your policy, now would be the time to update the waiver factors in SPARQ.  
For those individuals with less placement potential and for all durational limit participants still not placed six months out, it’s time to develop the final exit transition IEP that will ensure that all participants leave the program as protected as possible and prepared for life without SCSEP.  Here is when you develop the budget, minus the SCSEP wages; refer to necessary support service, other stipend and volunteer programs; and finally, don’t forget the need to link your more vulnerable participants to social supports in the community.  
And lastly, do not forget the required 30-day written notice of termination for each participant.  This is the last piece the case management transition planning process, but don’t let it fall between the cracks.

All right.  These flow charts I think are familiar to most of you, but we’ve learned that a graphic representation has been found really useful to many of you.  Especially, some have told me they print them out and tack them up for all staff to see and follow until this transition planning process really becomes a well-established component of your program.  So that’s all these next few slides are, a schematic for the 12-month out and then here is the safety net planning six months out.  
One final reminder.  From PY 2011 forward, after exiting long-term participants someone will reach his or her durational limit on a daily basis.  Make a point to check management reports monthly for who will reach their limit each day that month – 12 months, of course, to that point.  And then add each month’s new case load to the 12-month transition planning process that your staff will follow.  Give them their letter.  Do the reassessment.  Escalate job development efforts.  Then you’ll do your safety planning and the 30-day written notice of termination.  
Once final set of tools that I hope you might find useful.  Since transition IEPs are a requirement to ensure that all appropriate steps are being taken, it seemed reasonable to outline for you the kinds of items that should be included in both the 12-month and six-month IEPs.  Again, these are only checklists for what should be included.  Your IEPs can include any other items you deem appropriate and be in any format that you might prefer.  You might, for example, want to leave room for case notes so everything regarding a durational limit exit is in one place.  
Okay.  So the 12-month checklist, you’re going to want to put – start with a new job goal that’s an immediate job goal; what can be accomplished in 12 months?  You’re going to want to explore the skills that are needed to qualify for this job.  What skills does the participant already have?  Based on that, what skills need to be acquired?  Can they be acquired at a host agency?  The current one?  Should you rotate?  If so, where?  To do what?  Should specialized training be a part of the process, or perhaps an OJE?  If yes, you want to include all the details.  
You’re of course going to make sure the individual has a current résumé; they’ve attended a job search assistance workshop.  And as you get closer to the 12th month you’re going to start prescribing the number of employer contacts and applications per week.  You want to really escalate that process.  
Six months out you bring them in again.  For those at this assessment point that you feel really do still have an opportunity to gain employment, you’ll continue the job development efforts.  And if so, be very specific.  If not – and even for everyone – you want to make sure everyone leaves you with a personal budget, minus the SCSEP wages.  So you want to date when that has taken place.  If there’s a gap in that budget and what the needs are, you’re going to begin making social service referrals and you’re going to itemize each of those referrals.  
And then finally, you’re going to, if appropriate, refer to volunteer programs, other stipended programs.  You’re going to refer to the One-Stop.  You’re going to put who you’re referring to and what the dates are.  And then if indeed you’re going to make contact with that personal support network, you’re going to indicate that that’s taken place.  And again, you’re going to document that you have provided the 30-day written termination notice.
Okay.  So this concludes your roadmap for durational limits transitional planning.  
I’d also like to remind everyone of the previous webinars on this subject that are not archived on Workforce3One.  There’s more detail on many of the steps as well as good resource lists for support services, volunteering, contact data for the Corporation for National Community Service, et cetera.  
Okay, Judith.  I’m going to turn this over to you and to Phil.

MS. GILBERT:  Yes.  Thank you.  
MS. WELSH:  Uh-huh.

MS. GILBERT:  Thank you, Joyce, very much.  We obviously will take questions and you can type in your questions at any time about either the programmatic aspects that Joyce has talked or what Phil is going to talk about.  The checklist that Joyce just referenced, they’re just a draft template for you to use if you want to.  It’s not anything that’s required.  But it’s just a tool that may be useful to you.  And they are, in fact, posted as part of the slides for the webinar.  And they’re interactive.  They’re Word documents that information can be entered into.  So we hope that you will find it helpful.  
So at this point I would like to turn the microphone over to Phil Hostetter, our data performance guru as part of our SCSEP team.  And Phil is going to help you understand the waiver factors and how all of this system is going to work.  Phil, it’s all yours.  
PHIL HOSTETTER:  Thank you, Judith.  Can I have the next slide?  
The first thing we want to emphasize, that there’s a difference between the priorities of service and the waiver factors.  The priorities of service, as you know, identify whether individuals are – whether the grantees are enrolling individuals deserving special consideration and enrollment.  Eight factors entered only at a time of enrollment – never updated.  And credit given in the most in need measure – is given, and the most in need measure for each of these.  
The seven waiver factors determine the minimum eligibility for extensions.  And they’re also used in the calculation of the most-in-need measure.  These must be updated each program year to count in the most in need measure for that year.  And they must be updated in the program year in which the durational limit is reached to be used to request an extension, or in the prior quarter where the durational limit is reached in the first quarter of the next program year.  
A listing there of the priorities of service and the waiver factors.  We can go quickly through those.  Priorities of services, number one, of course, veterans and eligible spouses; 65 years of age and older; disability; limited English proficiency; residing in a rural area; low employment prospects; ungainly – failed to find employment after utilizing services under WIA Title I; and being homeless or at risk for homelessness.  
The waiver factors are:  severe disability; frail; 75 years of age or older; low literacy skills; old enough to receive, but not receiving, Title II Social Security; severely limited employment prospects in areas with persistent unemployment; and limited English proficiency.

Let’s now go into the whole realm of documenting and requesting extensions and waivers.  And I think Judith has asked me to cover this area because if you need help with the mechanics of doing these processes, you’ll want to be getting in touch with me – really, just carbon copying me, with primarily an e-mail going to BCT Partners RTA, a contractor.  And as you probably know, it’s help@scsep-help.com, the e-mail address.  So an e-mail to them and a copy to me when you have technical issues.  
First and foremost, you need to understand your grantee duration policy.  As you know, there are two basic possibilities:  either 48 months with no extensions, or 48 months with extensions and waivers.  
And we can move the slide.  Thirty-six – thank you.  In fact, we can go to 37 now.  
If extensions and waivers are part of your policy – and it’s really been addressed before, so again, we can go quickly – our policy must be approved by the Department of Labor.  And as to this, I think we’ve approved everyone, so no need to worry about that part.  Every participant reaching his/her duration limit who meets your policy criteria must be given an extension.  In sum, your policy must be implemented uniformly, fairly and equitably.  
There’s some questions that you need to be able to answer regarding the implementation of these procedures.  First, do you have a process for informing new and existing participants of your policy?  And this should be done at enrollment and 12 months out from the limit.  Next, do you know how will the project and participant will acknowledge that the participant understands the temporary nature of any extension?  As has been said, all extensions will be 12 months.  
And do you have a process in place for sub-grantees to submit waiver requests to you, remembering that only grantee administrators can actually submit waiver requests through SPARQ?  In particular, how soon before the 48-month limit date will you, the grantee, want the subgrantee requests to come to you?  And secondly, how will you ensure appropriate documentation has been gathered and placed in the participant’s file?

Now, let’s look at how the process will work.  It’s automated in SPARQ.  Management reports will list all participants approaching their durational limit and all participants who have received waivers.  You’ll use these reports for case management of transition planning.  Each month following July 2011, you should transfer names from the management report to the responsible case managers at the local level to begin the 12-month transition process.  
How do you enter waiver factors?  Waiver factors must be either in existence and updated in SPARQ during the program year in which the waiver is requested or in the last quarter of the previous program year in the case that a waiver is requested in the first quarter of the next program year.  If a grantee makes a waiver request and the participant has one or more waiver factor updated in SPARQ, a waiver will be granted for 12 months.  
After the implementation of SPARQ 5.0, coming soon, we’re going to have an extension utility.  I don’t know what its official name is going to be.  But that will be in place.  
And there’s some repetition here.  So I think let’s scoot up to slide 44 and talk about how this process is going to work.  
Again, it’s grantee administrators only who can work this – use this utility.  First thing they’ll do is enter the PID of each participant who qualifies for an extension under the grantee’s policy.  And this is really key because of the variety of policies that we have, some using some waiver factors, some using others, some using all.  We did not program that into SPARQ.  So the grantee administrator is responsible for making certain that all requests that they submit qualify under the grantee’s particular policy.  
Once this is done, SPARQ will confirm that the participant for whom a request is made has at least one waiver factor updated in the current program year.  SPARQ doesn’t really care how many, but it’s going to require that there’s at least one.  Again, this is automatic.  All requests with updated waiver factors will be granted.  
SPARQ will then report whether the request is granted or denied, and the participant screen in SPARQ will be updated with that information plus the next 12 months out duration limit date.  We’ll get a new report on demand – again, after 5.0 is entices – that will list participants who reach their durational limit in any particular time period and of those who have received an extension.  
Waiver factors, how are they entered and updated.  Again, this is kind of repetitive.  But the seven waiver factors can be entered at time of enrollment or whenever they first occur or become known.  Most importantly, grantees may only receive credit for a waiver factor in the program year in which it is first entered or in which it was updated.  
Slide 48.  “Yes” answers to the waiver factors should only be updated in SPARQ once each year.  There’s no need to update a “yes” to “no” because this is kind of moot since if a factor is not updated there will be no credit in the program year.  So no need to update “yes” to “no.”  For fields coded “no,” you may attempt to update really whenever you wish.  But you should check at least once before June 30th of each year.

Next topic is blackouts.  You must be aware that there are going to be blackout periods for waiver factors.  Because of limitations in SPARQ – and this applies to existing participants only – no waiver factor can be updated during quarter one.  Except for new participants, waiver factors can be entered at any time, including quarter one.  
In addition to that, there is a persistent unemployment blackout period for that waiver factor – participant – persistent unemployment, that is.  The blackout period – from January 1-April 15, which is when new data is available each year, and then we add them to SPARQ.  So there are really two chances each program year to qualify under persistent unemployment:  from July 1 to December 31st under the old list, the one that was implemented during the blackout period; or from January 1 to June 30 under the new list, which again becomes available after the blackout period ends on April 15th.  
Finally, just a quick look at exiting participants for durational limit.  Any participant who does not qualify for an extension under the grantee’s durational policy must be exited – and this answers one of the questions that’s been submitted – on his or her durational limit date as listed in the WDL report.  There’s been some misunderstanding that perhaps this could be done in backs of each month.  But they must be exited on the specific date that’s listed in the waiver of durational limits reports.  
Participants – as has been said before – must be given 30 days written notice of their termination, must be informed that the termination is subject to appeal under the grantee’s grievance policy and a copy of the grievance policy should be attached to the written termination notice.  Then on the exit form – the last step – is that you check under reasons for exit, durational limit.  
And that concludes my part of the presentation.  I think, Judith, we’re going to questions and answers now?  
MS. GILBERT:  Okay.  Thank you so much, Phil.  You finished your slides?  
MR. HOSTETTER:  Yes.  
MS. GILBERT:  Okay.  Then we are now ready to take your questions.  We have a number of them already typed in already – already typed in already; sorry for the redundancy.  
But please continue to ask your questions and we’ll do our best to answer as many of them as we can.  
The first question is, “In the SPARQ durational limit report, why do some participants have an expected durational limit date of June 29th, 2011, instead of June 30th?”  Phil, do you know the answer to that?  
MR. HOSTETTER:  Either will work.  It doesn’t really matter.  
MS. GILBERT:  Because it’s the weekend?  
MR. HOSTETTER:  No.  It’s just that – either day will be sufficient.  The actual exit date for both of those days would be July 1.  
MS. GILBERT:  Okay.  Computers have a strange way of being weird.  So don’t worry about that.  
Second question.  “Can you send out termination letters to everyone through December, 2011 so that you don’t have to do this each month?  That way everyone will know well in advance of the 30 days that they will be terminated.”  
I would say two things.  The 30-day official notice of termination is a requirement that you must give them at least 30 days notice, no less than that.  So you certainly could send it before the 30 days.  At the same time, you’ve got to now inform everyone – all participants – of what your policy is and what the implications are.  So it’s really – 
MS. WELSH:  And there’s going to be a 12-month letter where you tell them how they will be affected by this policy.  So there’s some naturally occurring times, at least 12 months out, where you’re going to be letting know.  
MS. GILBERT:  Right.  But we’re not going to dictate exactly when you send the official notice of termination, other than to say that it must be at least 30 days in advance of the termination date.  
Next question.  “Please define ‘severe disabilities.’ If a person is on SSDI, do you consider this a qualifier for severe disability?”  Severe disability is defined in the regulations and in the data collection handbook, as are all of these waiver factors and most in need factors.  So you really do need to look there and see exactly what it is that you need to document that a person has a severe disability.  
MR. HOSTETTER:  I think that’s going to be updated.  We’ll have an updated version of the data collection handbook shortly, and I think that’s going to be actually expanded somewhat, because we’ve had some discussion about the documentation of severe disabilities.  
MS. GILBERT:  Of the severe disability?  Great.  Thanks.  
Question here about age.  It says, “We’ve listed 65 years of age or older as one of the priorities of service and 75 or older as a waiver factor.”  This grantee says, “We’ve always used 75 or older as a priority of service, not 65.  Can you please comment?”
Actually, the law is very clear.  For priority of service to be considered a most in need characteristic, when the person enters it is 65.  That is what the law says and that’s what the regulations say.  The extension of time is a slightly separate issue.  And so just being 65 is not sufficient to stay in the program beyond the 48 months.  But it is sufficient to be counted as a most in need factor.  
One of the things about SPARQ is that it automatically tallies the person’s age.  And so as long as you’ve entered their correct birth date in the system, the system knows, number one, if you qualify as a most in need characteristic, and secondly, if the person might qualify for the – 75, for the extension situation.  
“We’ve found that some of our participants do not wish to receive budget assistance despite our explanations, that it will help them.”  You’re the ones that are closest to your participants, and people still have a right when you offer something to say, no, thank you, I don’t want it.  You obviously ought to do your best to make it sound attractive to them, that it would be helpful to them.  But they’re well within their rights to say thanks but no thanks.  
MS. WELSH:  I would, however, document in a case note that you did make the offer and the attempt.  Because you never know down the road when it’s going to come back.  
MS. GILBERT:  And in many ways, it’s much like the health examination that people are entitled to.  There are sometimes people that say no, thank you.  And they’re entitled to say no, thank you.  But that one you also document also.  
“Have we decided if an exit due to durational limit, if it’s going to be a negative or neutral exit?”  No.  That decision – at the moment there’s no change in the definition.  But as we’ve said in the past, this will not affect anything until PY ‘11.  It will not affect your current performance measures.  
MS. WELSH:  For this program year.  
MS. GILBERT:  For this program year.  Right.  
MS. WELSH:  But this next question picks up on that.  
MS. GILBERT:  “Regarding the June 30th versus July, 2011, will this affect the federal end of PY?”  No.  The program year ends on June 30th.  The new program year starts on July 1.  And nothing changes that.  
MS. WELSH:  This picks up on neutral.  “Is it a neutral exit or will it have impact?”
MS. GILBERT:  At this point, a termination for a durational limit would begin a negative exit because it does not meet any one of the four exclusions for not counting:  the person died; the person is institutionalized; they’re severely ill and cannot work; or they have to care for a severely ill close family member.  
Looking at questions here.  
“Where do we get the 30-day or the 12-month letter?”  You write it.  I would suggest that you talk with some of your colleagues if you’re at a loss as to how to do that.  Your durational limit policy that was sent out to you – your proof policy – really has a very nice summary at the top that says such-and-such grantee durational limit policy is – that first paragraph.  And if it were me, I would use that as part of the letter and then explain to them the implications of extensions or not.  But you’ll need to write the letter yourself and then come up with one that you use regularly.  You’d use the same letter over and over again.  
“Some of our participants have refused to participate in durational limit activities.  Can we create a document for them to sign so that we have a record of their refusal?”  Yes.  People are entitled to not participate in SCSEP.  
It may be that refusing to do what they’re supposed to do as part of SCSEP participants – being a SCSEP participant, doing an assessment at least twice a year, having a IEP twice a year – not doing that may be grounds for some other action on your part.  But you’re not going to – that’s one that you’re going to have to struggle with.  And the main thing would be to document the efforts that you’re making so that you’ve got a record of that if any questions arise, which they may well.  
Any more questions?  Have we answered all the ones we’ve gotten here?  
MS. WELSH:  Well, that’s a good thing.  It’s wonderful.  
MS. GILBERT:  It means that we have been telling you things that I think you already know in many ways.  I mean, this was just designed to be a review; nothing really new here.  
MS. WELSH:  Make sure everybody’s on track, because this first cohort is going to be a critical one.  
MS. GILBERT:  Question – person followed up on the question.  If they refuse any need for a record from the national office – and need a record from the national office – will – I lost the question.  
MS. WELSH:  Do you have a need to have this information?  
MS. GILBERT:  We don’t need the information.  You just need to document it.  And then, if for any reason someone filed a grievance, which could happen – not that I’m suggesting that it’s logical, but it could certainly happen – the more documentation you have, the better.  
Someone has just said that they have a few participants who don’t care that their time is ending.  Gee, I guess we’re still back to – 

MS. WELSH:  They can leave any time they want to.  
MS. GILBERT:  The can leave any time they want.  You know, on some level we shouldn’t be patronizing and making assumptions that we know what’s best for people.  And they have a right to not want to – 

MS. WELSH:  – participate in the process.  
MS. GILBERT:  Right.  Right.  
MS. WELSH:  Not everybody votes, either.  
MS. GILBERT:  Right.  Yeah.  I know it gets painful for staff when they see – (inaudible) – when you have ways to help people plan so that you can feel better about them leaving the program.  
MS. WELSH:  Somebody brought up this question about participant staff.  That’s huge.  I hope I didn’t say anything this time.  But it really is huge if your participant staff are going to be in this first cohort that’s leaving.  I really hope you’re going to recruit before that happens so there’s a degree of shadowing and the learning curve is kind of eliminated or sped up a little bit.  Because it’s going to have huge implications for how you run your program.  
MS. GILBERT:  And I do think that, in fact, if – for the cohort of people who will be leaving on – their last day will be June 30th – that a fair number of those will be participant staff.  That’s my understanding from taking to a number of grantees.  
MS. WELSH:  So I would target by March-April to have recruited a new cohort of participant staff so they can, at least for a quarter, mirror – shadow the current staff.  
MS. GILBERT:  The other aspect of that is that it’s probably more likely that these folks are more employable than maybe some others on your case load.  So you might have an easier time.  And I have heard anecdotally that participant staff are often paid somewhat more.  And the realization that they’re going to be losing this income can be a motivating factor.  On the other hand, we do know that sometimes people decide that it is time to really retire completely – 

MS. WELSH:  And that’s okay.  
MS. GILBERT:  – and they can’t afford to do that.  
Do you think that – 
MS. WELSH:  We answered that.  
MS. GILBERT:  – (inaudible) – durational limits will be included as one of the exclusions?  The common measures definition of entered employment is not being reviewed, to the best of my knowledge, at this time.  
“Is there any truth to the thought that participant staff are exempt from the time limits?”  No.  There is not truth to that.  Every single SCSEP participant is subject to the time limit.  Just as if you’re giving extensions for certain waiver factors, each and every participant is entitled to the extension.  And if you’re not giving extensions, no participants are entitled to extensions.  
MS. WELSH:  Yes.  Some started late.  
MS. GILBERT:  There’s a comment that, “Some participants may not have received a full 12 months of durational limit services activities.  What will happen if they file a complaint?”  They’re not entitled to 12 months’ worth.  We have just made 12 months as a good programmatic practice so that you have time to do everything that’s needed.  But there’s no entitlement to 12 months’ worth of transition services.  
Other questions.  
MS. WELSH:  Yeah.  I mean, that’s a tough one, the participant staff one.  
MS. GILBERT:  One person says, “I have one subgrantee who’s saying that they would rather give up the program than retain (sic) participant staff.”  
MS. WELSH:  Retrain.  
MS. GILBERT:  Retrain.  Well, they could always hire the person.  
MS. WELSH:  Or again, do the shadowing for a couple months so the training is a natural process of the individual’s initial activities with the program.  And it is tough because your participant staff is very valuable to you.  We know this.  
MS. GILBERT:  Right.  
MS. WELSH:  You know, this is just one of those things that you’ve got to figure out a way around.  
MS. GILBERT:  So at least at this point, if your subgrantees are telling you this, you’re at least fair warned and you may need to be thinking about some alternatives.  We unfortunately have situations where subgrantees suddenly decide that as of tomorrow they’re not going to do this anymore, and that causes real problems.  So a little notice.  
People are asking questions about grievance procedures.  And every grantee – just a reminder about grievance procedures.  Every grantee, as you know, must have an established grievance procedure.  And we’re just very strongly recommending that you give people a copy of the grievance procedure when you tell them about your durational limit policy.  
“Electronic IEPs are not conducive to transitional planning.”  Well, I don’t know.  I would hope that those of you who are smart enough to use electronic IEPs will have to figure that out.  And when you do, maybe you can tell your other colleagues that are doing the same thing.  I’m afraid I can’t answer that.  
Other questions?  
Okay.  
GARY GONZALEZ:  Just want to remind folks that we do have a little bit of time left.  So if you have any questions that weren’t addressed, type them into the chat.  But I think we can maybe move forward with some maybe closing remarks about Workforce3One, how to access today’s recorded materials.  
Judith, Joyce, Phil, anything you want to say?  I think – no?  Okay.  
Brian – before I turn things over to Brian, I want to let you know again, since we do have a little bit of time, if we see any questions that come through we’ll take them before we completely wrap up from today’s session.  So type them in now and we’ll break in on Brian if we see any questions that do come in.  
Brian, take it away.  
MR. KEATING:  All right.  Absolutely.  So as we wrap up today, as we wait for your questions, just a couple of notes about Workforce3One.  One is that it’s funded by ETA, but it’s powered by you.  So we encourage you to – if you have content, websites, documents, resources to share with the Workforce3One community, we encourage you to do that.  As you can see on the screen here there is a link to Share Content.  So you have other models, innovations, ideas, resources, we encourage you to click that link on the Workforce3One home site there and you’ll be able to actually add in some content.  
And I think we’re going to hear from Judith.  Judith?  
MS. GILBERT:  Yes.  Just one final note before we wrap up.  
In terms of any additional follow-up questions, if you have a policy related question you should send that to your – as always – to your FPO with a copy to the Charter Oak Group so that we can keep track and make sure that we’re giving consistent answers across the entire country.  
If you have a data collection question, performance related, Phil is your point person on that.  And if it’s a technical SPARQ question, the BCT Partners website and e-mail address is your contact for that.  
So I hope that’s helpful in knowing where to direct questions.  
We see a couple more questions have just come in.  
MS. WELSH:  The one for the state employee, but really anyone, has to be concerned about client privacy.  And the question was being nervous about alerting the participant support system that they’ll be a change in the budget.  Can this be done without written permission?  You absolutely should always get the permission of someone.  But it’s not the budget so much as the increased vulnerability.  Someone could check in them because they won’t have the structure of work that’s really key.  But no, you’re not going to be giving budget information.  
MS. GILBERT:  And you’re not going to reach out to other people without the participant’s permission.  
MS. WELSH:  That’s right.  
MS. GILBERT:  You’re not going to violate anybody’s privacy, even if in your opinion it might be in their best interest.  
MS. WELSH:  Right.  Always ask.  
MS. GILBERT:  Yep.  
(Cross talk.) 

MS. WELSH:  “If a participant has exited in June and the agency would like to hire them, can we utilize an OJE and have the agency reimburse?”  No.  
MS. GILBERT:  No.  Once a person – once a participant has exited for their durational limit by a grantee, it is not possible for them to have any SCSEP services by another grantee, for example, who might have a different policy.  And they certainly – you cannot use – they’re no longer your participant – an active participant.  And OJE or OJT is only for active participants.  
Any other last questions?  Great.  Well, you know how to find us.  But we hope that this has been helpful.  It’s a very intense time period.  It’s going to be a difficult one, I think, in many ways for a number of people.  And yet, you’re very good at reaching to people in appropriate ways and helping them as best you can, given what the facts are in their particular situation.  So we encourage you to keep on doing that to the best of your ability.  
We will have another all-grantee call in a month and we will obviously take more questions on this.  Don’t forget to look at the other webinars on this subject matter as a good review that went into more detail about transition planning and all.  And look for our next communication about next webinars on Workforce3One.  
MR. KEATING:  All right.  Great.  And again, feel free to ask any last-minute questions because we do still have a few minutes.  
But as I was saying, the link that you see on your screen here is a way to share content if you’ve got ideas, resources, things that would be useful to the Workforce3One community.  We’ve got thousands of resources posted to the site, many of which were contributed by the Workforce3One community.  So if you have something that would make a difference to the different communities that access Workforce3One, we invite you to go ahead and do that.  
And as you can see here on this screen, you’ve got the option then to submit the content.  Either you can upload or you can send us an e-mail with a link.  So feel free to go ahead and do that.  We encourage your submissions and we appreciate it.  
And just another reminder.  Like we said earlier, we have recorded the webinar.  When you log into Workforce3One with your e-mail and password and you click that Login button, when you go to your Dashboard page and it goes to the Attended tab, basically you’ll see the link there where you can access the resources.  Once again, the PowerPoint slides have already been posted, and the other resources – the webinar recording and the transcript – will be available in about two business days.  So be on the lookout for that.  
All right.  And also, we’ve got several different communities of practice that are available through Workforce3One.  You’ll see those also available.  You can actually access them right from your Dashboard page.  So you can visit the sites themselves, the subsites of Workforce3One.  But you’re also welcome to see the content show up right on your Dashboard page when you first log in.  So it’s a handy little feature.  You can also filter them by the different communities.  You can sort by the different resources.  There’s different filters – you can look at the newest posts first.  So I encourage to play with that and see what’s available and how you can access those resources.  
Also, you can look at the different webinars.  If you go back to previous months, you’ll be able to see all of the webinars that have been posted.  So if you’ve missed a live webinar, you weren’t able to access it, please feel free to go back and look at the webinar recordings and the transcripts.  And you can also click for a link of all the recorded webinars.  You can go back and sort by the newest ones and see what ones we’ve been doing recently.  Also, you can search by keyword.  So please feel free to look that way as well if there’s something you’re particularly interested in.  
Also, we’ve got podcasts.  So you can play them right on Workforce3One or you can even download them if you have an MP3 player and you’re on the go.  That’s also handy.  I encourage you to check that out.  
And we have a monthly newsletter.  You can opt to have that sent directly to your inbox.  Or you can come to the site, as you see here, and read them online.  So you’re welcome to do that; go back to previous issues of our monthly newsletter and see what’s available.  
And like I said, we’ve got thousands of resources.  So I encourage you to look around the site, let us know if you need anything and feel free to check that out.  
And with that, I’m going to go ahead and thank you for being on today’s webinar.  As always, if you’d like more information about the workforce investment system, you can go ahead and visit www.careeronestop.org or by calling 877-US2-JOBS.  
So with that, we’ll complete our webinar today.  Thank you again for joining us and we look forward to seeing you on future webinars.  Have a great day, everybody.  
(END)
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