Workforce 3One

Transcript of Webinar

DEI orientation Part 1: 
DEI Overview ET-Fund- Recording & VOIP Set-up
Date:  Tuesday, December 17, 2013
Transcript By

Federal News Service

Washington, D.C. 
BRIAN KEATING:  And as I turn things over to Randee, we’re going to start today’s presentation.  Randee.

RANDEE CHAFKIN:  Thank you, Brian.  I’m really happy to be welcoming all of you in today’s webinar.  I’m particularly happy to see some of the Round 4 new folks on, and some of them are old friends.  So with – oh, I’m welcoming you on behalf of the Employment and Training Administration at the U.S. Department of Labor.

And with that, I’ll turn it over to my co-moderator, Miranda.

MIRANDA KENNEDY:  Hello everyone, it’s great to be on with you today.  As Randee mentioned, I’m Miranda Kennedy and I’m the director of training for the Disability Employment Initiative.  And I am going to start out by providing some context for this presentation and why we’re all here today.

Beginning in 2009 and every year since, Congress has provided funds to the Department of Labor to improve the accessibility and accountability of the public workforce development system for individuals with disabilities.  Congress said that they expected these funds to continue promising practices, implemented by disability program navigators, including effective deployment of staff in selected states to improve coordination and collaboration among employment and training and asset development programs, carried out at the state and local level, including the Ticket to Work Program, and to build effective community partnerships that leverage public and private resources to better serve individuals with disabilities and improve employment outcome.

During today’s webinar, you’re going to learn how two federal offices within the Department of Labor worked together to respond to this request from Congress in creating the Disability Employment Initiative.  

The purpose of the – oh, let’s go back one – the purpose of the Disability Employment Initiative orientation series, the DEI orientation series, is to help set the stage to assist DEI project staff at the state level and within the local pilot sites in becoming oriented to your role and function within the DEI.  So think of Part 1 as a DEI 101, not the most glamorous; however, it does help to lay a foundation and to start to put everything into context, and there are many things to put into context.  (Chuckles.)

So today’s training, Part 1, which features Randee Chafkin from the national DEI program office, will provide an overview of the DEI that will provide a basic level of understanding and background on the DEI and its goals, objectives and desired outcome, and its overview provides an introduction to the key elements that make up the DEI.  Future training and learning opportunities provided by the technical assistance provider will provide both DEI’s state level and disability resource coordinators, DRCs, with more details, including connecting to more targeted tools and resources.

So our goal is that at the end of this overview, all of you will have general information about the DEI and how it’s being implemented at a national, state and local level, along with a better understanding of the different project roles and functions, and you’ll also have resources in the way of people, places and things that you can access, relative to disability and employment, to help support the work that you will be doing as part of this grant. 

And with that, I’d like to hand things over to my colleague, Laura Gleneck, to go over the agenda.

LAURA GLENECK:  Great, thank you, Miranda, and hello, everyone.

We’re really pleased today to have as our guest presenter, Randee Chafkin, from the nation DEI program office, to really start out this orientation series or to start out your journey under the DEI.  And during today’s webinar, we’re going to provide the national vision for how the DEI is going to respond to Congress and improve effective and meaningful participation of persons with disabilities in the workforce, and we’re going to do so by talking about why we need initiatives like the DEI, studying the background for where the DEI came from; that is, previous DOL initiatives, creating an understanding of what the initiative is expected to achieve through DEI goals, objectives and outcomes, and then talk about the required project and service delivery component, and it’s what I like to call the how-to projects will achieve the goals and the objectives and ultimately, the desired outcomes.  And there are a lot of different players at the national level, and so Randee’s going to help define some roles.

And with that, Randee, I’m going to turn it over to you to get us started.

And Randee?

MS. CHAFKIN:  Oh thank you, Laura; I’m sorry, I was on mute.  Thank you, Laura.  Again, welcome and thank you for joining us.  It’s always a pleasure when I have the opportunity to speak to our DEI projects.

The DEI is a unique initiative in several aspects, which we’ll touch on today.  First, it is a jointly funded project, jointly funded by two DOL agencies, the Employment and Training Administration, and the Office of Disability Employment Policy. The DEI was developed to provide states with funds to develop and implement a plan for improving effective and meaningful participation of persons with disabilities in the workforce.  ETA has entered into a contract with the NDI TA team to provide you with technical assistance, training support and resources for the DEI and for the public workforce system.  

In addition to a national technical assistance center, there is also an independent evaluation component, which will be touched on later, towards the end of the presentation.  In today’s training, I am going to provide a basic level of understanding and background around the DEI and its goals and objectives.  We will not be going through the content of each slide in detail today.  The NDI team created a companion version of this PowerPoint that is posted on the DEI website.  It includes a notes section from most of the slides, and this can serve a self-paced learning tool, and/or a provided script for you or other project staff to give the presentation on a modified version, on your own.

The goal of the Department of Labor is to provide good jobs for all; that means promoting a workforce system that is coordinated, integrated and effective for the widest range of job-seekers and responsive to business customers’ needs.  This, of course, includes persons with disabilities.  There have been many programs, grants and initiatives that have been implemented over the years that have really helped to improve the accessibility, capacity and accountability of the American Job Centers.  They have and continue to make a difference.  Many of you have already been involved with some of these initiatives, and we look forward to your continued participation.

So you might be wondering, is there still a need for disability and employment initiatives like the DEI to help us serve customers, including those with disabilities, through education and career pathways that lead to unsubsidized integrated employment and economic self-sufficiency?  As you’ll see on the next few slides, I hope you will realize through the current statistics that yes, indeed, there still is a great need for projects such as the DEI.

People with disabilities continue to be disproportionately underemployed, unemployed and living in poverty.  As you can see by the numbers, there is still a great need.  According to the 2011 Disability Status Report, the employment rate of working-age people with disabilities was only 33.4 percent, versus 75.6 percent.  This represents a gap of 42.2 percent.  Indeed, ever since the ADA passed, the unemployment rate for people with disabilities continues to be high, someplace around, you know, 70 percent, so that’s something we really need to work on.

This slide provides more statistics on the education rate and shows that there is a slight increase in the percentage of Wagner-Peyser participants identifying as having a disability.  It’s important to note that this and the other disability data presented today does not fully reflect the use of the American Job Centers by people with disabilities, since it doesn’t include individuals with non-visible disabilities and others who have chosen not to self-identify.  We think this number is fairly higher, because it really is likely that if a person with a disability comes to a generic service delivery system, such as the American Job Centers, they might not want to self-identify or they might not realize they have a disability.


As you know or will soon learn, the Social Security Administration’s Ticket to Work Program, especially as it relates to the workforce system becoming employment networks, is an important required component of the DEI.  As you can see on this slide and on the table on the next slide – (sneezes) – I’m sorry – the AJCs are serving persons receiving Social Security disability benefits.  And for those using the American Job Centers, the employment outcomes are better than for persons using other employment training provided.  Indeed, the American Job Centers are an important use to us, used by a substantial share of Social Security disability beneficiaries who are seeking employment.

This table, as you see, has been excerpted from the 2010 report by Mathematica on the use of job centers by Social Security disability beneficiaries, that was discussed in the previous slide.  It identifies the number and percentage of beneficiaries from three states that were implementing the disability program navigator initiative, Colorado, Iowa and Maryland.  

The previous slide focused on statistics relating to adults with disabilities.  Under the DEI, a project must focus on youth or adults during the four rounds of the DEI seven-project selected youth focus, including two in Round 4.  We can see by the statistics on this slide and the next slide that the public workforce system is already serving youth with disabilities.

In Program Year 2012, WIA youth programs served approximately 15.1 percent ages 14 to 18 and 8.6 percent ages 19 to 21, who self-identified as having a disability.  We feel that this number is higher than for adults because many youth with disabilities come to the public workforce system with an IEP or are recipients of another service delivery system, which already identifies them as having a disability, unlike the adults, who often don’t come identified.

Still, it has been documented that the numbers of youth with disabilities being served by the public workforce system is much larger than reported.  Youth, like adults, do not want to self-identify as a person with a disability and/or may not have been diagnosed as having a disability.  This is especially true for youth with nonvisible disabilities, such as learning disabilities and mental health disabilities.

So I hope you can see from these statistics that there is still a great need for the work that all of you will be doing through the DEI, and you’ll be playing a really important role.  If anybody wants more statistics, it’s one of my favorite things to do, so I have lots more statistics if you need those.

The DEI not only builds upon ETA systems change models like the Work Incentive Grants, which preceded the disability program navigator initiative, but also ODEP’s employment service models.  These prior grants initiatives have resulted in significant improvements in the workforce delivery system.  These DOL grants also demonstrated a number of promising practices that have been incorporated in the DEI.  Through the DEI, Congress is now asking Labor to refine and verify these service delivery strategies for further replication across the workforce system.  We have devoted the next six slides to provide additional information on these ETA and ODEP initiatives.  However, we will be skipping over them for this presentation. I hope that you take the time to go back and learn more about these important initiatives at your leisure.  

OK, so up to this point, we learned a little bit about the background and the need and Congress’ intent for the DEI, the goal for the DEI projects which comes from congressional intent is to improve the coordination and collaboration among employment and training and asset development programs, implemented at a state and local level, including the Ticket to Work program, and also to build effective community partnerships that leverage public and private resources to better serve individuals with disabilities.

Now, let’s get down to it and learn what the DEI is really designed to do.  The following two objectives are linked in the DEI, which intends to accomplish the outcomes identified in the first point by accomplishing the outcomes identified in the second point.

The first one is, improve education training and employment opportunities and outcomes of youth and adults with disabilities who are unemployed, underemployed and/or receiving Social Security disability benefits and help individuals with disabilities find a path into the middle class through exemplary and model service delivery by the public workforce investment system.

The DEI service delivery strategies, which represent promising practices that have already resulted in significant improvements, can help projects lead to increased enrollments, which is the desired outcome of the DEI.  According to the DEI SGA (sp), DEI projects will work with the American Jobs Centers to provide resource coordination for persons with disabilities who require a more intensive level of support in order to access services with the purpose of enrolling those who are eligible into WIA intensive and training services.
We are already seeing impact from this guidance.  The next few slides reveal some promising outcomes from the DEI projects.  Through the DEI, DOL is creating systemic change by providing tools and strategies to promote the economic self-sufficiency of job seekers with disabilities.  Under the DEI, the outcome data comes from two sources – the Ticket to Work Program and the workforce system’s performance outcomes we plotted through the WIASRD system.  

But showing an increase in the numbers, it lets us know that we are creating systemic change within the public workforce system by improving access to mainstream employment programs for customers with disabilities.  By improving access, job seekers with disabilities have greater opportunity to achieve full-time unsubsidized living-wage employment, which builds a path out of poverty into the middle class.

Throughout this project, you’ll be hearing from myself and the NDI how important it is to collect outcome data and achieve the outcomes that you included in your statement of work.  And you know, part of it is because we really need to document these accomplishments for Congress, for the decision makers, for a variety of people.  The comprehensive nature of the American Jobs Center makes is a natural service provider as an employment network.

Job Centers are employment support providers that can help Social Security disability beneficiaries return to work.  Participation as an EN provides an additional revenue source to leverage funding to maximize services for customers with disabilities.  This chart that you see highlights the workforce employment network data as of June 2013, across the first three rounds of DEI projects.

For each round, the data reveals that the DEI pilot sites are assigning tickets and generating revenue.  It really has been important to us to partner with the Social Security Administration around making it easier for the public workforce system to become employment networks and continue to serve people receiving Social Security disability benefits, SSI and SSDI.  This is a target population that we really want to serve and we’ve been having a great deal of success with this all along.
Often people with disabilities and/or multiple challenges to employment are not given an opportunity to be considered for enrollment in WIA intensive and training services. Through the work of the DEI, we are beginning to see positive and promising outcomes.  However, it takes time – time and patience and a lot of effort by you folks.  Once a job seeker is enrolled into WIA intensive and/or training services, it can take up to three years before they go through the whole system and outcomes are documented.

The reason that we look at the exit rate is because it is indicative of the enrollment rate.  If the exit rate for customers with disability is higher in the pilot regions than in all workforce regions, it demonstrates greater access for customers with disability in these pilot regions.  These two charts, created from 2012 performance data, how greater entered employment rate for both adults and youth with disabilities in the DEI pilot sites as compared to all workforce areas.  Data obtained through the DEI evaluation will also be able to highlight impact as well.
Before I turn it over to Laura, I’m going to stress how this – important it is to have this data.  For the first time, we were able to get DEI data into the Employment and Training Administration’s performance report for the last two quarters.  And that’s a very important report.  It’s on our website.  It’s public.  It, you know, goes to Congress, it goes to other stakeholders.  So we’re really showing the world that we’re having an impact.  

And it’s so important because everyone is looking at leverage funding and coordinating programs and, you know, what’s happening in the employment and training realm, for everybody including people with disabilities.  So you know, hitting our outcomes and providing the data that we need is a very important component of the Disability Employment Initiative.  
That’s why we have our random assignment evaluation and that’s why we’re stressing so hard co-enrollments, enrollments in WIA intensive and training, and really trying to document the improved employment outcomes as a result of the DEI and the TA for persons with disabilities who come to the American Job Centers for services.  We really want to stress self-sufficiency, economic independence and getting off of benefits.
So with that, I’ll turn it over to Laura.  And thank you for listening.

LAURA GLENECK:  Great.  Thank you, Randee.  Thank you for joining us today and helping to start off the DEI orientation series.  And before we start talking about what’s on this slide, just to say a few more words about what Randee just shared.  It is – for those of you who were with us under the Disability Program Navigator Initiative – I know all of your states were – we didn’t really look into the data.  We didn’t really know the numbers.  We certainty knew that a lot of work was being done, but we didn’t have any mechanism in place to collect the numbers.  

So I will say that it was really exciting when we got to 2012 – and, actually, I think it was 2011 when the first numbers came out from the WIASRD data and we did see that actually the pilot sites are making an impact, and in fact, not just over the comparison sites, but over the national workforce system in general.  So it is really exciting.  Anybody who’s been around one project knows it’s a lot nicer to come after.  So as a round four project, we have a lot of mechanisms in place.  We are set to help you on the journey to continue to impact the workforce system.

So this slide and the following slides provide some information on the projects funded under the DEI.  There are currently four rounds of funded grantees covering 26 states.  So it’s a little confusing, but there have been funding to a total of 29 projects, but because some of the round four states are round – were previous round one states, right now funding as gone to a total of 26 states.  

Nine projects were funded in 2010 and then are considered round one.  In 2011, seven states were founded as round two.  In 2012, seven states were funded under round three.  And then in October 2013, eight new states joined as the round four.  We also understand that the Department of Labor plans to fund a fifth round of projects next year.  And this map represents the 26 states that have entered into the DEI – (inaudible) – agreement, which are broken down by round.  

So I’m going to pause a moment to sum up what has been shared so far.  Randee just covered the need for the DEI and shared statistics that support this need.  And the statistics are huge.  Although we are making an impact, there still is a great gap.  She also provided some background, or the foundation from which the DEI is based on.  And then the goals and objectives, what Congress intends for these projects to accomplish and the ultimate desired outcome, which is increased enrollment and WIA –intensive and training services.

So next we’re going to talk about the required and strategic component.  Under the DEI, each project in their proposal had to develop a technical plan design that included all of the required project components that I’m going to share with us, plus utilized strategic service delivery components, which we will cover after the required component.  So let’s learn about some of these components.  

First – or let’s put this into perspective.  The DEI includes three overarching elements.  Number one, local workforce investment boards, or local WIBs, that participate in the DEI must commit to hire a new or designate an existing full-time staff person to serve as the disability resource coordinator at the local level to implement the strategic approach.  
Number two, the DEI requires that either the state Workforce Agency and/or the local WIB either already operate as an employment network or to apply for EN status within 60 days of identification of the participating pilot site.  And number three, all DEI grantees are required to use partnerships and collaboration, plus identify at least two of the other six strategic components as significant elements of their service delivery approach.

So under the required project components, there are specific and general responsibilities that begin with those responsibilities assigned to the designated DEI project lead or leads, followed by responsibilities of both the state and local level in implementing sites.  So when I share what’s on this slide and then the next slide, some of them are going to sound a little the same, but there is a little difference.  Remember, the information on this slide is the responsibilities of the state project lead or leads.  

And they include ensuring that both the state and the local level that any issues and challenges are addressed and common goals are achieved, representing the state in administrative communications with the national DEI program office and DEI contractors, and also facilitating state and local DEI participation in training and technical assistance activities.  Establishing and coordinating partnerships with other state-level agencies.  Coordinating implementation of Ticket to Work administrative activities and facilitating implementation of any required data selection and process evaluation requirements.

So the other slide listed the responsibilities of the DEI project lead and this slide includes other required components, so in addition to, which a project at the state and local implementing level agrees to meet under the DEI.  And just to let all of you know, this information was taking from the solicitation for grant application that all of your projects responded to.

So these requirements include working with local DEI pilot sites to determine a process for hiring and supervising the DRC positions, ensuring that DEI sites maintain Job Center physical, programmatic and communication accessibility, participation in the Ticket to Work program as an employment network at either the state and/or local workforce level, implementing efforts to sustain DRC positions and promising practices into state policy and procedures.

You know, the DEI is no different than its predecessor initiative.  And we really want to ensure that the promising practices and the lessons learned become a permanent part of the workforce system.  And we are seeing that as we go through the years – and then finally, not only participating in any data collection requirements, but also evaluation activities.

So up to this point, you’ve heard me speak a little bit about the DRC.  And, Miranda, since the DRC position is an integral part of the required component and really especially the strategic component that we’re going to be talking about next, I think it might be a good time to kind of introduce the 30-second training to learn a little bit more about what this DR position – DRC position is all about.
MS. KENNEDY:  Well, Laura, this is Miranda.  I completely agree with you.  And from a – with a little help from Gary and Eric, we’re going to pull up a 30-second training here.  And for those of you who were with us under the Disability Program Navigator, you might recognize these 30-second trainings.  And for those of who you are new with the DEI, well, you’ll get – you’ll be seeing many of these.  (Chuckles.)

So our 30-second training today – good day, this is your 30-second – this is the program initiative training.  So the question that we have is, what is the disability – oh, sorry.  I guess someone else might be moving that.  I’m also moving that.  I’ll go ahead and take the controls on that if that’s possible.  The question is what is a disability resource coordinator?  And we have three different possible options.  The first option is it’s the same thing as a disability program navigator under the DPN initiative.  Our second option is it’s a case manager.  And our third is that a DRC is a local-level staff hired to implement the Disability Employment Initiative strategic approach.  So if everyone would just take a second and decide which one of these you think might be the correct answer.

And we know many of you might know what this is.  Perhaps you don’t.  But this type of 30-second training, especially for those of you who had very active DPN programs in your state, this might be very helpful with your local and state-level staff and partners to help them differentiate what is the difference between a DRC and a navigator.

So let’s go ahead and if we could pull that down – oh, there you go.  Thank you.  (Specifically ?) with our 30-second trainings, even the wrong answers tend to be pretty informative and can be educational or maybe a little funny in some cases.  But let’s go ahead and see what you would have come up with.  A couple of people looks like the answered it’s the same thing as a DPN under the DPN initiative.  So if you chose that answer or if you think some of your staff or partners might choose that answer, this is the response they would get:  It’s close, but there is more.  The disability program navigator position provided the groundwork for the DRC position under the DEI, as we’ve heard Laura and Randee talk about, and many of the concepts, ideas and strategies are the same.  But while the positions are similar, the DRC has a different set of responsibilities.  And that’s pretty key.  And those build upon lessons learned from the work of the DPNs nationally.  So if you chose that, you’d have to try again.

Now, we know in a lot of instances, the DPN position and maybe the DRC position, folks might think those are a case manager.  It doesn’t look like any of you chose that, but if any of those folks you might share the 30-second training with chose that, here’s the answer that they would get:  Not quite, try again.  A DRC will help ensure that job seekers with disabilities access all the different programs and services they need.  And for example, connecting to  WIA case manager and our WIA training dollars; working with an independent living/vocational rehabilitation/mental health counselor or others; signing up for job center workshops and accessing needed accommodations; and facilitating an integrated resource team approach.  So while the DRC will help make connections, the programs will be providing the direct services and the case management around that.

So you can see how that answer might be very helpful to some of you who might have some folks who are thinking you’re going to be in the role of a case manager if you’re a disability resource coordinator, which is not the case.

So of course that leaves us with what’s behind door three:  local-level staff hired to implement the Disability Employment Initiative strategic approach, which kind of seems like the obvious choice now that we look at that.  And this would be correct.  And there should be a big “Correct” sign that shows up with a smiley face, thumbs up.  So the DRC position, among other responsibilities, will help expand the workforce development system to serve as employment networks under the Ticket to Work program; service ticketholders; implement a DEI project’s strategic service delivery components; and focus on adults or youth, depending on which focus your project has, to help develop and refine replicable models and expertise; and of course, assist in maintaining and ensuring the accessibility of the American Job Center network.  And we take them to a link that they can get more information on our DEI website, the public side of that website.

And would like to thank you from the NDI team.  So that is your 30-second training.  We do have future trainings in the DEI orientation series that will elaborate on this 30-second training and provide guidance especially for DRCs as they move forward in their positions and in implementing those strategic service delivery components of their state’s DEI project.

And with that, I’ll turn the presentation back over to Laura to touch on those components.

MS. GLENECK:  Great, thank you, Miranda.

So – well, number one, I love 30-second training.  So I will never tire of them, and we hope the same of you.

So as I previously mentioned, all DEI projects must consider partnerships and cooperation as a strategic component to impact the ability of the adults and youth with disabilities to participate in education, training and employment opportunities.  In addition, DEI projects must select from the following six strategic components.  Some of these strategies are not mutually exclusive, nor are they always distinct or separate activities, but they are practices and strategies that have been identified through Department of Labor grant initiatives in increasing education and employment outcomes for individuals with disabilities.

The six components are briefly highlighted on this slide and then are broken down by the four rounds of projects.  And they include:  integrated resource teams; blending and braiding funds and leveraging of resources; customized employment; self-employment; guideposts for success, which all youth projects are required to select; and asset development strategies.  So for the first three rounds, I’m just going to provide a brief snapshot of the focus of activities and then provide more details for the round 4 projects.

Round 1 projects, which were funded in 2010 – six of them focused on adults, three focused on youth, and eight of the nine focused on other specified – I’m sorry, other targeted special populations.  You’ll notice that all of them those the integrated resource team and then various components beyond that.

You should note as a round 1 project, not all of them selected partnerships and collaboration.  It wasn’t until the second round of projects were funded that DOL realized – and it should be no surprise to any of us – that in order to make this kind of initiative or really any initiative work, you do need partnerships and collaboration.  So round 1, it was the only time it was not a mandated component.

So for round 2 projects that were funded beginning 2011, six are focusing on adult activities, one is focusing on activities on youth, and that’s South Dakota, and all seven of them also identified a focus on other special populations, which can include disabled veterans, ex-offenders, TANF recipients.  You’ll notice again all projects chose the integrated resource team, and you now see all projects implementing partnerships and collaboration along with the various other strategies.

The round 3 grantees, funded in 2012 – their focus of activities – six of them are funding – are supporting adults.  One is focusing activities on youth, which is Minnesota.  All seven also identified a focus on other special populations.  Again you’ll see all of them are implementing the integrated resource team, and all of them are implementing the partnerships and collaboration.

And now we come to the newly funded round 4 projects.  Five of the eight round 4 projects also received round 1 funding.  Those projects are Alaska, Illinois, Maine, New York and Virginia.  In terms of the focus of activities, six of the eight will focus on adults, and that is Alaska, Connecticut, Illinois, Maine, New York and Virginia.  Two will focus activities on youth.  That includes Alabama and Idaho.  All eight have also identified a focus on other special populations.  And then in terms of the strategic service delivery components that they will implement, in addition to the partnerships and collaboration, all eight are going to implement the integrated resource team approach.  Six will be implementing the asset development strategies.  Five selected integrating resources and services, blending and braiding funds and leveraging of resources.  Two selected both customized employment and guidepost – again, all youth projects must implement guidepost – and then one selected self-employment.

And so we just want to let you know that on our technical assistance project website, the private side of it, we devote a whole section to the strategic service delivery components.

So I’m going to do just a little short recap again.  During this part of the webinar, we learned about the “how”:  how projects will be meeting the goals and objectives through the required and the strategic service delivery components and the DRC position.  And so next we’re going to learn more about the national partners under the Disability Employment Initiative.

As I said at the beginning with the agenda, there are a lot of different partners at the national level associated with the DEI, but in – (inaudible) – projects.  So we’re just going to take some time to define some of the roles because it’s really important for you to know who’s working together.  Just like you, we are partnering and collaborating.

So we will start with the National DEI Program Office and with office – the Employment and Training Administration.  It’s one of the two departments of Labor that jointly fund and administer the DEI grants, and just so all of you know, as we said at the beginning of the webinar, Randee oversees the ETA side of things under the DEI.

So what does ETA – what are they responsible for?  Well, they develop and they issue the solicitation for the grants that you are now implementing.  They establish the performance measures and work on policy.  They oversee the program technical assistance to grantees, which is provided through both regional federal project officers and the NDI technical assistance team, which both Miranda and I are part of.  They also coordinate with the DEI evaluation team.

In addition to their direct work on behalf of the DEI grantees, ETA also provides support to the public workforce system through the development and the implementation of workforce disability policy and program initiatives to address structural, programmatic and systemic employment challenges.  And through technical assistance, they promote positive education, training and employment outcomes to help expand the capacity of the workforce system to serve persons with disabilities and multiple challenges to employment.

And I must say due to the DPN initiative and now the DEI initiative and the seat that Randee holds in ETA, he is really serving to educate them on expanding their work around individuals with disabilities.  And so the lessons that we’re learning are also impacting ETA.

The Office of Disability Employment Policy is the other DOL partner in the DEI.  As we said at the beginning, both Congress asked ETA and ODA – sorry about that – to work together to jointly fund and administer the DEI.  ODA provides national leadership on disability employment policy through evidence-based disability employment policies and practices and building partnerships and sharing reliable data on employment of people with disabilities.  They also are the ones that fund the evaluation team.

Every grant is assigned a regional federal project officer.  If there are state-level representatives on this call and you do not know who that is, please do get in touch with Randee or your GA liaison.  They are responsible for conducting desk and on-site monitoring and serve as the primary federal contact for your grant.  They work closely to coordinate grant activities with the national DEI program office and their funded contractors, and they are the person the project lead goes to to make any modifications to the grant budget or statement of work.

And then our team, as I said, the NDI technical assistance team, who is contracted through ETA – we’re contracted to provide support to all the grantees and the national DEI program office.  We also provide support to the public workforce system, and we do so through information sharing, training and technical assistance.

The DEI evaluation team, as I said, is under contract with ODA to conduct an independent evaluation of all the great work that you’re doing.  And this tells a little bit more about what they do.  They collect data.  They implement a process evaluation tool.  And they conduct site visits to document grantee progress and to develop case studies.  And they also conduct telephone surveys.  And most of you – all of you should have had your introductory webinar with them up to this point.

And I think what is really important to remember is that at the national level, we really do work together as a team.  Like at the state and local levels, we coordinate and we collaborate to make sure that together, we are providing grantees with the ongoing support you need to successfully implement the DEI.

So let’s bring it back a little.  What are we doing all this?  Well, you know, DOL – their mission is good jobs for all.  Well, the good jobs for all means everybody.  The goal of DOL is to promote a public workforce system that is coordinated, integrated and effective for the widest range of job seekers and responsive to the needs of businesses.  And so good jobs for all, as I said, means all, and that’s what we’re here for under the DEI.

Grantees under the DEI can help job seekers with disability and/or multiple challenges be considered for national initiatives to employment and to make sure that they are connected to the same supports and services that any job seeker who is seeking education, training and employment can access.  So basically, your work through the DEI can help all job seekers achieve programmatic access.  And I think that’s a really cool thing.  And as you’ve seen from the outcomes that Randee showed earlier, we’re really seeing that happen.

So with that, I’m going to turn it back to Miranda to kind of summarize what we learned today and talk about what’s next on the horizon.  I just want to again thank all of you for joining us today.  And Miranda, I’ll turn it over to you.

MS. KENNEDY:  OK, thank you, Laura.  And thank you to Randee, who was on before that.

So during our presentation today, we learned a lot.  We learned about why we need disability employment initiatives like the DEI, because while they are making a difference, the statistics indicate that our work is not done yet.  The DEI builds upon previous ETA systems change models and ODEP’s employment service models, so that’s something we learned and are reminded of today.  And talked about how Congress recognized funding initiatives like these from ETA and ODEP and how they are to help to improve employment outcomes of individuals with disabilities.  The DEI is building upon the promising practices and lessons learned through those initiatives.  We also learned that through these practices and lessons learned, Congress helped define the DEI goals and objectives and really refine those from everything that had come before.  We also learned how projects will achieve the goals and objectives and achieve the desired outcome through the implementation of both required project and strategic service delivery components.  We learned who the national partners of the DEI are and what their role are in respect to the project.  And finally, we learned about good customer service for all.

So let’s take a look at some of our next steps that we have in place.  So for DEI project leads – I think someone else is helping me click.  OK, can we go back one to 50?  Thank you.  I just won’t click.  I’ll let someone else know.  So if you’re the DEI project lead, if your DRCs are not yet on board or hired yet, which they may be or they may not be, but if they are and once they are, we’d like to have you help them access the archives of today’s presentation if they weren’t with us today, although we see that there are some who are.  And those training archives are available on our DEI website.  You have to have a password-protected code to get into that.  And they’ll get that code by connecting with Laura Gleneck and getting on our listserv.  So we would like you to also provide your disability resource coordinators with a copy of your state’s DEI project grant application so they can read what exactly was written in in terms of what your state was committing to and the vision for your state in terms of implementing this – these required and intervention strategies at the state level.  To get everyone on the same page, it’s very important to have that starting point together.

And like I mentioned before, as you get – as folks come on board, please get their information to Laura Gleneck, our program manager on the DEI TA team.  Her email address is right here.  We want to get those folks on our DEI listserv, which has some great tools and information that go out on it regularly, updates on training and technical assistance, resources of the week.  As different requests are coming out for information from you (in the lead ?) or for the DRCs, that comes out on that as well.  So it’s key to get those folks on that.  That’s how they’ll hear about more information about our future, soon, upcoming DEI orientation series and our other training.

We hope you’re also connecting with your TA liaisons who have reached out to you.  So that’s the next step that’s not listed on here, but it’ll be a helpful, important one as we tailor our approach for working with you in your project.

For disability resource coordinators, if you’re on – and we would recommend that you reach out proactively and ask your DEI project lead for that copy of your state’s DEI project grant application because you’re really going to want to have that in order to gain a better understanding of the specific goals for which you’re now going to be responsible in the pilot areas.  And we encourage you to be on the lookout for notices of those upcoming trainings from the DEI project listserv, and we encourage you to attend those trainings, and especially those trainings in the DEI orientation series that are going to be starting in January 2014.

And as you’re attending those trainings, take a look at the content of those trainings and the learning objectives that are covered because you’re going to want to include other partners and staff in the job centers who attend those with you so that you can then go on and have some dynamic conversations and come up with some next steps for your local area based on that.  So we don’t want those trainings to be for you in a vacuum.  Some of them might be very directed to just you; others would be very helpful for you as a platform for jumping off on and starting those discussions.

So with that, let’s take a look at the next slide that’s going to talk about additional resources.  Thank you.  So we do have a number of additional resources available, including the DEI technical assistance project website.  The public side of the website is listed here, the dei-ideas.org, and as we referenced, there is a pretty comprehensive private side to that that’s available to DEI project leads and DRCs, and you’re going to get that password from Laura Gleneck once we submit that information, and there’s going to be a walkthrough of that website as well during our orientation series because there’s some great materials there so that you don’t have to reinvent the wheel and you can build off of others’ work.

There’s also the disability and employment community of practice Web page, which provides disability and employment resources for the public workforce system, including promising practices to promote the positive employment outcomes of persons with disabilities.  There are some really excellent tools and videos and a lot of great materials on that website.  We encourage you to check it out.

And of course, for more background and information on the DEI, including the DEI national vision PowerPoint presentation, there’s a link to that – to access that as well as the ODEP website.

Go to the next slide.

MS. GLENECK:  Miranda, this is Laura again.  And I think that what we have decided, if you have any questions, what we’d ask for you to do is to share them in an email with – it could be myself, Miranda or Randee, and we will make sure your questions are answered.

Just want to tell you in the “File share” box, in addition to seeing a – you’re able to download today’s presentation, it also includes a copy of the presentation that Randee referenced at the beginning, which – it includes script, slide notes, and it really is meant to be a self-paced webinar for you, but also one that you can use to also provide your own presentation on the national vision for the DEI.  And we’re pretty good about scripting, so you probably wouldn’t have to do anything.  But I just wanted to point you to both of those presentations.

And I think with that, on behalf of myself – I know Randee had to end before the end of the presentation, but as you can see, she is very involved and very invested in the DEI grants.  She was part of the disability program initiative – Disability Program Navigator initiative and really does want to see the workforce system build its capacity so that it truly can serve everyone and that there is a day that anyone can walk into an American job center and it will be accessible for all, and despite what ability you have, you will be able to be served.

So it could be – should be very cool to all of you to continuing beyond the DPN now into the DEI, you really have the ability to impact change.  And I know on behalf of Miranda and myself and the rest of the NDI technical assistance team, we really look forward to going on this journey with you as you do move forward and continue to implement your project and work with us on – to access with resources – as you know, we’ll be giving technical assistance and training, and we’ll continue to support you in your efforts.

So thank you all for joining us today.

MS. KENNEDY:  And as you’re exiting the room, if you would, just take a moment to answer a few of the post-training survey questions.  We do really look at those, and we appreciate your feedback and comments.

And with that, I’ll hand it over to Gary, and thank you, everyone.

(END)
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