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MODERATOR:  So I’m going to move us forward again and I’m going to introduce Betty Castillo, who is the chief of the Division of Unemployment Insurance Operations.  

Betty?

BETTY CASTILLO:  Hi.  Hello, everyone.  Thank you all for joining us today to hear about the Reemployment and Eligibility Assessments programs in the State of Maine and in the state of Rhode Island.  We very much appreciate the staff from these two states for taking time out of their busy schedules to share information about how they’ve designed their REA programs to make the best use of everyone’s time.  

And on that note, I’m going to introduce to you Diane Wood, who’s the moderator for this webinar today.  She’s a UI program specialist here in the national office, and we’re very impressed with what we’ve been hearing and we’re anxious to hear more.  So, Diane, go ahead and get us started.

DIANE WOOD:  Thanks, Betty.  

We’re thrilled that you’re here, and this is really the largest webinar that we’ve had so far.  We asked in a regional call what states might like to hear in a webinar and they suggested that we get some states that are doing a very good job with the REA program and just share how their program works.  So we’ve done that.  

And I heard about Rhode Island and Maine and what they were doing, and it sounded good, and then after I read what they’ve written it’s really good.  You’re really going to be impressed.  The claimants are very active.  There’s a lot for them to do while they wait between the group session and the individual session.  They are – they’ll be talked to about what they’ve done while they’re there, so it’s really a pretty impressive session.  

We’re going to talk to you some about some tips on scheduling the orientation session, some ideas so that – of keeping the claimants active, which we already talked about, and then some tips on getting – to correct data.  Both the states have worked a lot on their data and that’s very important, and they’ll give you some tips on how they improve their data.  So I need to move to these slides.  

And our first speakers are going to be from the state of Rhode Island.  They’ve been doing REA since the program began.  Kathy Catanzaro is the UI special programs chief and Hector Rivera is the chief of workforce development, and they’ll talk to you about both sides of their program, so we’re looking forward to hearing what they have to say.  

Kathy?  Yeah, are you on mute, Kathy?  

KATHY CATANZARO:  Thank you very much, everyone, for attending this very important webinar on the Reemployment and Eligibility Assessment program.  I will deliver the UI piece of reemployment eligibility and assessment and Hector will give you information on the delivery of the program in Rhode Island.  We’re going to discuss the selection process for both the selection of treatment group participants and also the control group, creating the comparison group, some reporting challenges that Rhode Island experienced early on and has been able to correct through programming and work with the national office, REA program delivery and the REA outcomes.

So Rhode Island uses the profiling score within the UI claims system to build the weekly REA selection list for both the treatment group, and we also use it for the comparison group.  Individuals who have a lower score – profiling score, which means that they’re less likely to exhaust benefits, are assigned to the REA selection list.  Those with a higher profiling score, or those individuals who are most likely to exhaust, are assigned to the worker profiling selection list.

All REA treatment and control group individuals are selected and sent for assignment at first payment.  After all of those UI payments are processed for the week, the selection list is created each Tuesday and it gets populated into a selection option that we created in our UI claims system.  Each selection list is assigned by a local office and we use the zip codes to assign them.  They are separately accessible to all REA counselors by a local office.  So each office has their own specific selection list.  

On Tuesdays the counselors select the required number of REA participants for their office and appointments are scheduled two weeks out from that selection date.  Once those participants are selected from the UI claims system, appointment letters are auto-generated by the – by the UI claims system the following day.

I want to mention that back in 2012, when we started to do – see REAs, we knew that our time was going to be very limited, so we looked for ways to try to save a little bit of time for our counselors in the local offices.  One of the things we spent a lot of time on was rescheduling no-shows for REAs.  We looked at the appointment letter that we were using at the time and it – we didn’t feel that the language was strong enough as far as letting the claimant know the mandatory nature of the program and what could happen if you didn’t report.  So we strengthened the language and added the fact that not that your benefits may be affected but that they will be affected if you don’t report.  And we found that after making that change, attendance did significantly improve.  

We created the comparison group back in 2009.  Although we started the program in 2005, we weren’t able to identify a good way to select the comparison group.  In 2009 we met with the national office and the regional office to get some technical assistance and also with our information technology staff.  We decided at that time that we would make the comparison group be comprised of individuals who have late profiling scores in the UI system.

At that time, the control group and the treatment group were equal.  It was a hundred percent for a hundred percent.  Because we’ve significantly increased the number of treatment REA participants, this year we’ve decided to reduce the control group to 20 percent so that we can ensure that we have the ability to meet the numbers that we need to for the treatment group.  

After we fixed the fact that we had a control group – we created the control group – we realized we had other reporting problems, and all of these states that are participating in REA have seen the state equality questionnaires that Diane would send out when she has questions on some of the data.  So we looked at where we were having issues.  

One of the big issues we had was reporting on – reporting to reemployment services or training.  We were unable to identify whether they actually reported in the early days.  One reason was because the operating system that we used wasn’t able to capture an actual report.  It could capture the referral but not reporting to training or service.  

After we had those technical assistance meetings, we worked with information technology and developed a process to identify those individuals who actually report to training programs and also reemployment services, and we worked with our vendor, Geographic Solutions, to create data fields in the operation system to capture those exact trainings and services, and that the individual did in fact report.  We’ve implemented the use of a scan card at this point to track participants reporting to those reemployment services, workshops and training.  

Another issue that we had with reporting – and it was a big issue – was being able to identify adjudication issues that were detected through the REA process.  It was difficult to identify for the 9128 report what was an actual REA-detected issue and what was not detected through the REA process.  We developed a system to manually flag REA-detected issues using a code in the adjudication screen that flagged it with an “R” for REA.  That way we were able to identify through programing all the issues we only detected through REA.  Resulting overpayments were also flagged the same way, so now we have accurate numbers for both detected issues, overpayments and total.

Hector is going to now speak about program delivery.  Hector?
HECTOR RIVERA:  (Off mic.)

The REA-selected individuals, as Kathy mentioned, are required an orientation at the one stop of the American Jobs Center, depending on which office they were selected to attend.  Again, as Kathy mentioned, it’s based on zip codes.  Each local office conducts at least three REA group orientations – (inaudible).
We do them in groups because we find that when, for example, in the Providence office, which is the busiest of the offices, selecting 65 individuals for a week to attend, and then that’s not taking into account some of the reschedules, so oftentimes they have more than 65 – (inaudible) – every schedule on a previous week.  So doing them in groups provides the staff the opportunity to get the same exact information that they otherwise would have had to have done one on one do to entire group at one time, after which point they receive – or during which point they receive packets of various documents that include UI responsibilities, services available to workforce development, and they get a PowerPoint presentation, and that’s followed by a Q-and-A.

Some of the items that are included in those packets are things like the office or network Rhode Island is what we refer to them here in Rhode Island, the American Job Centers locations and hours of operation.  They get a list of job search websites.  They get instructions on O*Net online so they can do or research O*Net information.  They get resource room or American Jobs Center policies.  They get instructions on how to create what’s called a virtual recruiter in our virtual one step, which is called EmployRI.  The virtual recruiter will automatically match jobs to the particular individual’s interests or their skills or their background.  They’ll get those on notifications either in their personal email or internally, within the system’s email system.  Those can be set either daily, weekly or monthly, so they can get daily, weekly or monthly notifications of job matches.  They also get a flyer or a brochure at usajobs.gov.  They get sampled job search reports, so they know what information is required when they provide their job search.  They also get a document that shows them how to register in EmployRI, how to post their resume, how to enter their job skills and then also how to match those job skills to jobs.

Meeting following the orientation, they meet one-on-one with the counselor, at which point they get – (inaudible) – which is the eligibility review questionnaire, determine their eligibility for employment.  They get individualized labor market information, an individualized employment plan. They also receive an assessment.  During that assessment, we determine what their skills are, they educational background and what needs to may have.  For example, they may lack computer skills.  They may, for example, need to get their GED.  They may – it may be recommended that they attend ESL, so on and so forth.  Work search requirements are also explained at that point.  At that point also, they’re scheduled for their 30-day follow-up.

This is again a list of items that in the packet that are given that I described in an earlier slide.  It’s the eligibility review form; the EmployRI users quick reference users’ guide, how to register, create resumes, check off what their skills are; weekly job search report; sample of weekly job search report; available services at the American Job Center – again, we can them netWORKri; job search websites; O*Net online instructions; resource room policies, et cetera.  If anyone is interested in seeing any of these documents, I’d be more than happy to email them to you – (inaudible).
This is actually one of the biggest challenges from what I understand for some states that are running REA, if – that it’s – what they do while they are waiting after they go through the group orientation, and then they’re waiting for their one-on-one appointments.  They’re encouraged to use the computers to begin the items that they’ll have to prove that they’re accomplished during the 30-day follow-up.

At the same time, they can complete the eligibility review form, review documents that are provided in that REA packet.  They can review job recruitment information, sign up for various workshops, like the resume writing workshops, interviewing skills; basic computer is necessary.  They also have the opportunity to network with the other REA – (inaudible).  They have access to computers so they can begin their work search on EmployRI.  They can also start the process of creating those virtual recruiters, doing the skills check-offs and the resume postings.  In Rhode Island REA, those three items are required – (inaudible).  They have to accomplish those three times plus the work search or – the work search by the 30-day follow-up.

At the 30-day follow-up, again, they’ll have to provide proof of the resume being posted in EmployRI, virtual recruiter being created, just check off completed in the job search – (inaudible).  They must have also registered for any of the services that the counselor may have referred them to at the initial one-on-one.  If they don’t report for the 30-day follow-up, an REA detection notice is forwarded to UI.  If work search is inadequate, action notice is also forwarded to UI – (inaudible).

Resume creation and posting.  The importance of that is that they can create their resumes in EmployRI using – they have three different options.  They can follow a step-by-step process, which is a little more likely.  Or if they have an existing either Word document or a PDF, they can just import that directly into EmployRI and begin using that to apply for jobs.  (Inaudible) – job-seekers to conduct job searches – (inaudible) – identify job openings that match their actual resumes or their skills.  In addition, employers can also locate them and contact them if you’re interested in – (inaudible) – meet their hiring needs.

So again, it’s one of the new requirements of the completed – (inaudible) – 30-day follow-up – (inaudible) – virtual recruiter.  Go over that again quickly, it’s an automated job search tool – (inaudible) – identify the job seekers if there are jobs that match their interests or requirements.  Again, it can be run daily, weekly or monthly.  You get notification either at the email address or internally within the system.  Another important feature is that employers can also create virtual recruiters.  They can be set on the same schedule that will locate the REA – (inaudible) – meet the employer’s goals.

(Inaudible) – requirement, again, this is that new requirement, skills check-off.  It allows the job seekers to continue to compile a list of job skills and personal skills that they can find occupations that they’re best-suited for.  You can then search for jobs posted by employers that are in need of their skills.  Employers can also match to the individuals who have posted their skills – they can do it either loosely or closely matched.  So it’s 25 percent max, 50 percent max or 70 percent max.  And I think I saw someone post a question, what are scan cards?

In the network – all network RI customers are issued what’s called a scan card.  It’s basically a coded card – we have tracking terminals that each one of the orientation rooms – and those are set up in advance – this helps with data entry and the speed of data entry.  They’re set up in advance with the services that are provided during that orientation so that when the REA participant attends the orientation, they just take their card, swipe it on the tracking unit, and it will automatically populate those activities.  Staff don’t have to go in after the fact and manually enter them – (inaudible) – individuals.

MR. GONZALEZ (?):  And Hector, I just want to interrupt for a second.  Is there any way you could move closer to the phone?  You’re starting to fade out a little bit.

MR. RIVERA:  Yes, thank you.  And those scan cards are also set up at the front desk.  So if anybody is going to be using the resale telerea (ph) if they also come in and swipe their cards, and it’ll register that as an activity as well.  It’s also used whenever we have in-house job fairs, and the location of the job fair will also have a terminal where anyone that’s attending the job fair will just swipe their card, and that’ll be registered as an activity.

MS. CATANZARO (?):  In closing, I’m just going to talk a little bit about the REA outcomes and what we find through the 9129 reports.  (Inaudible) – outcomes for first quarter 2013, and what we found in that particular quarter – I could have shown the second quarter of 2013, which was pretty much just as good as far as outcomes go – for average duration, the REA participant had a difference of .83 weeks less than those in the comparison group.  REA participants received $290 less per claimants in benefits than those in the comparison group – 8.3 percent less exhaust benefits if they’ve gone through the REA program, and 16.1 percent more individuals who participate in the REA program return to work.

What does the comparison show?  As far back as at least first quarter 2011, in every case, REA participants became re-employed faster than those in the comparison group – more became re-employed than those in the comparison group.  More potential issues in overpayments are detected through the REA process than without any intervention, and the bottom line is, overall, REA participants have less financial impact on the trust funds than those in the comparison group.

In closing, just quickly, I wanted to mention a situation that we spoke to our (BAM ?) investigators about.  We talked to them in late 2013 about the impact of participation in the REA programs.  One of the members of the unit relayed to me that – took comments from a woman he had interviewed who said she said she wished she had been required to attend the REA when she filed her prior claim, because she felt she learned so much during the REA process regarding how to conduct a work search – the services available to her in our re-employment offices, and that’s also the bottom line of the REA program.  Thank you.

MS. WOOD (?):  Thanks very much.  That was a terrific presentation, and you can tell by the results at the end that the program is certainly working very well in Rhode Island.  And now, Gaetane Johnson, who is the re-employment services program manager, is going to tell us about how the program operates in Maine, and you’ll find it’s a very active process there, also.  So thank you very much.

GAETANE JOHNSON:  Hello.  Thank you for attending today’s webinar.  My name is Gaetane Johnson, and I do have the honor of talking with you about a few of the changes Maine has made to our REA program.  These changes, for the most part, are in our delivery format in key pieces of participant interaction.  The strategy we developed and incorporated into our workshop scheduling is making a difference in the increased attendance and a more accurate rescheduling of customers. We have the value-added time with our REA pre and post labs, and interactive, live websites during our group workshop demonstrations.  The invitation’s collection letter lets customers know that they were selected for the eligibility review interview, and gives options of where they can report for the REA during a specific week.  It also spells out that failure to attend during that week can result in a denial of benefits until they do attend.

Or letters are double-sided; the front side, of course, carries the REA-mandatory requirement information, and the reverse states the location information and time for the REA’s help throughout the state on any given day.  Customers can take advantage of attending any REA session convenient to them.  

Now, included on this slide is the most recent 9129 outcome report, and we received this report just in time to include in this webinar – thank you, Marisol (sp) – and this is – supports the success we are experiencing with our new strategy.  And I also want to say, wow, Rhode Island.  Great outcomes.  You’re doing a fantastic job.

One of our strategies is making courtesy reminder phone calls to each customer for up to three weeks.  So, for example, if the participant has not attended and is showing in our weekly reports as a potential fail-to-report, we call them each week until they do attend or until they’re set up for a fact-finding for a failure to report.

We communicate our rescheduling process to each participant when we call, and if there’s a conflict with a work-related activity for that participant, we reschedule without any issues.  If not, then we reschedule an ANA for further discovery from UI.

Initial REA selection – the Maine REA program requires customers to attend the workshop in order of level.  The sessions are structured with three levels of participation.  Level one begins within the first few weeks of claiming UI benefits, level two a few weeks later, and level three, sessions are conducted a few weeks beyond that at claim week 10 if the participant is not yet back in the work force full-time.

An embedded notification paragraph carries a message.  Now, the messages in this paragraph can pertain information regarding an upcoming job fair or trade show.  This paragraph also allows the ability to place career center schedule changes for holidays or changes with itinerant office locations and hours.  I’ve included one of our messages as an example here at the bottom of the slide that you can see.  You must be registered and active on Maine’s job bank and it tells us how to do that – what you need to bring in to support that evidence.

We rotate different default paragraphs, and we ask that customers provide proof of their registration and activity by bringing a screen print document with them to the orientation workshop.  And that supports that they are both registered and active.  It gives us an idea of how much time has lapsed since they last were on our system as well.  If they do not bring the evidence with them, we ask them to print one off at the session that they attend.

We keep consistency in mind when making our courtesy reminder calls, and we use a phone script for the REA session – the phone call establishes a relationship with the customer and assists in identifying any UI issues at an early stage.  Calling has increased our REA attendance, and it delivers a common message to the selected participants receiving a letter and reinforces the mandatory requirement.  We also introduce available resources that the career centers have that they can partake of once they come into the centers.

Customers are notified of their scheduled times through the initial courtesy reminder call.  Approximately half of the list for a career center is asked to attend a workshop at 8:30, for example, the same time stated on the REA letter, beginning with the pre-lab 101 sessions that I’m going to talk about.  And they stay through the completion of the group portion.  The other half are asked to report at a 10 o’clock start time, beginning the group orientation piece of the workshop, and they stay through the post-lab 101 session that follows immediately.

The calling strategy allows us to separate the group into smaller, more manageable numbers with less wait time for the customer and a more direct and meaningful experience for them.  Now, I’ve provided a visual aid of the pre and post lab for you in this slide.  If the customer does not answer, we leave a detailed message regarding the mandatory attendance on the letter and reinforce the scheduled time and date on the letter and place them in the pre-lab group session at 8:30.  This creates less confusion for them, that, instead of hearing a conflicting message between the letter and the phone call – which would increase our call volume, and we don’t want that – so we referenced the career center resources information available to them, as well, and include the expectations of what they should bring for completed documents, leave our names and direct phone contact for any return calls or questions.  

Now, for the customer that we talk with in person, we discuss details of expectations and what to bring for completed documents with them to the session along with the resources, again, available at the career center.  We reinforce the mandatory attendance message that the letter carries and then schedule them to the REA group post-lab 10:00 session, stating that we recognize the fact that the letter indicates an 8:30 start time, however, we have reserved a seat for them at 10:00.  

And we piloted this format model while delivering our REA-EUC program.  It gave us the versatility needed for staff to deliver services throughout the state of Maine to large numbers of participants who were at diverse levels of job search.  And my hat goes off to the REA-U staff providing a perfect opportunity to put this version in place and their patience and diligence in adhering to the weekly, if not daily, changes we made as we learned how to best provide these services using this format.  And during the lab time, customers have the use of a local printer-copier that’s contained within the workshop.  This hour, give or take a few minutes, delivers services for participants not in an active one-on-one session and prior to the group portion.  Customers utilize this time engaging in completion of the work search log, questionnaire, activating and updating their Maine’s job bank profile, focusing on creating an individual employment plan and additional job search activities. 

The E&E:  Expectation and Explanation.  I cannot stress enough that it is extremely important to take the first 15 or so minutes of this lab time to explain your expectations of the customer and let them know what they can expect of you during the lab, provide the location of resources and tools within the room in the description of what you want them to build, and then allow them to use this time productively and positively.  Now I equate this lab time to a secondary or post-secondary classroom, where they are given an assignment – a job search – and they spend this time in the workshop working on it.  

(Inaudible) – start with a list of some things that are provided.  We do provide a handout.  And we take the same list and we write that on a whiteboard within the workshop so that if we not only have hand – for them to take with them as a resource, but they can see it very clearly within the workshop as well.  We emphasize the IEP development.  We especially mention that, when using this as a working tool, there are customers who do not consider it a meaningful way to set short-term goals, but continually assessing the IEP is paramount for establishing short-term goals.  It’s difficult for customers to understand that a task, once completed, is a success and a success leads to the long-term goal of employment.  

If a participant does not have an email account, we provide directions on how to create one.  We write down the best way to describe the type of job you’re looking for, that’s your elevator pitch.  List your work experience that’s relevant to your target position and edit until you have a few key bullet points.  We provide resource materials and web addresses for browsing job boards.  Researching companies:  We talk about what you should know before you apply or interview to ensure an informed decision.  And applications:  Master applications.  It’s the most complete and detailed information about your professional employment and should include any volunteer, committee or community involvement for reference only.  Keep it in your portfolio for future use and any employer-specific applications you are asked to complete.  

Sign up for workshops:  We make available a calendar and a list of upcoming events for customers to take advantage of.  

Networking:  Networking can be a totally new concept.  Participants often find it unacceptable to ask for help or accept help.  Individual responses to networking are the result of not recognizing the benefits.  It allows you to become more aware of what’s going on in your community and in your industry.  It’s important to put yourself in a position where you can meet people, especially business-related events that enhance the networking aspect of job-searching.  Networking is a job search tool, not necessarily a direct process.  Networking relies on the building of relationships – both ways, give and take.  

“Job hunting in Maine”:  It’s a publication and it’s available online and a hardcopy booklet that we have available.  It’s a comprehensive job-seeker publication that we compiled in May.  Referral:  everyone must have a next step.  It’s an essential part of the REA session.  It’s a time to consider a real and logical next step for reemployment.  

One-on-one in-person eligibility review:  Staff are trained on how to conduct a UI eligibility review and we do review the logs and the questionnaires.  We review the individual employment plan and we discuss appropriate referrals and any issues that arise during our discussions with participants must be reported.  Customers must report all issues and we inform them of the consequences if they do not.  

We use an REA activity log form.  I included a visual here for you, as well, so you can look at this and it can be anything that you’ve developed on your own, as well, but I can share this after, if anyone connects with us in Maine.  But this form keeps track of all the job search materials requested of participants – organized and together.  It enables each customer for their own responsibility of submitting their required materials in – because they’re going to take these pieces and make copies for their own recordkeeping and use it along with the attendance sheet for the group session.  It includes this piece as full participation when we receive everything.  

Components of an REA:  Meeting with participants in a one-on-one, semi-confidential setting. We do this during the pre-lab and the post-labs.  So while folks are taking part and – activities included in these sessions, we’re also meeting with them semi-confidentially, taking care of some situations and discussions immediately, right on the spot.  And a referral is identified on the individual employment plan and the customer is instructed that it’s mandatory to complete within the following week.  Once the referral has been satisfied we request that the customer connect with us and the specific information required of them for the referral and we then credit them in our database system with an REA completion.  

Individual employment plan:  Well the work search log tells us where a claimant is looking for work and the IEP tells us how you look for work.  IEP is used in each subsequent REA session.  It tracks and identifies the progress of the participants between levels and it lists the specific referral that must be satisfied each time.  And that is signed off by the participant.  Provided here on the slide is Maine’s Individual Employment Plan.  The plan is two pages of double-sided information.  I know it does look awesome here and intimidating.  But one page is information of resources and a sample week of suggested job search activities that the customer can use today and also can take with them for future use.  The second page is the actual document that must be filled out and discussed during the one-on-one.  It includes the referrals that both the counselor and the customer agree upon as a good next step.  Copies of the IEP go into the REA files for referencing and using in each subsequent level and shows the progression and tracks the history.  

Here’s a closer look at the IEP that is worked on and submitted with the REA.  The most difficult piece for customers to recognize is that this is a working product and that just moving toward a goal is progress.  Success counts for moving toward what you want so the moment you reach a goal, you need to create a new one and have something to anticipate.  This allows you to feel productive and successful.  

The work search log is used to record the weekly work search contacts for the approximate five week period.  We – everyone here knows that we look at the work search log, that you must actively search for work each week by connecting – contacting employers using the work search method common to your occupation.  

The questionnaire:  Yeah, the work search log and the questionnaire, when we discuss that with the one-on-one meetings, we discover any issues on these forms and they’re reported to UI automatically.  We post identified issues in our system which schedules a fact-finding for an A&A issue in the BUC system.  Because our database systems – our (interface ?) – we have direct connection.  We forward the original document to a claims center for further discovery, adjudication and scanning.  

Group orientation:  Well we provide tools and information for refining your work search strategies and action plan through the REA group work.  Participants are introduced to a broad spectrum of career center primary services, work readiness assessments and work search planning.  There are specialized REA career center consultants in the career centers that facilitate the reemployment services workshops.  

Live and interactive site access and demonstrations.  Now, during our live – our group sessions, we do go live, and I have listed a few of the sites that we go to and present demonstrations.  And we do use volunteers from the group, and we almost always find an extra – (inaudible) – out there who’s willing to share and also wants some additional help and doesn’t mind getting it during these demonstrations.  So we would give information on how to obtain further resources and referrals for more intensive services with a career center, the www.mainecareercenter.com.  And it’s part of our statewide career center network.  

And for labor market information, CWRI, that’s our local extension for workforce research and information, and it’s relevant to L&I and guides decision-making on employment and wages; includes information on occupations and businesses, and businesses and occupational groups, where they’re located, the description, the contact information.  

Maine’s Job Bank.  Everyone must be registered with Employment Services, and we do that in Maine by using Maine’s Job Bank.  It’s the state of Maine’s online job posting and job search system.  Again, Job Hunting in Maine is a publication providing job search strategies, tips, tools, and resources.  

Elevator pitch – a 30-second elevator speech.  The elevator pitch is the most powerful and concise description of you, your company or your product all boiled down to 25 to 35 words.  It encourages the listener to – I’m sorry, it encourages the listeners to request “tell me more.”  The pitch can increase the visibility of the work you do and can showcase the range of your skills and knowledge and help you break the ice and create an opportunity for reemployment.  It’s a process of development, drafting and editing your speech based on what the employer would want to know about you, memorizing and tweaking a few simple yet incredibly powerful words.  

It’s so important to speak the same language as an employer in an area, so O*NET is great.  It’s an exploration tool.  It familiarizes customers with a business’ definition of their need and the KSA (ph) language.  My Next Move finds careers by using key words.  My Skills-My Future, another opportunity to explore transferrable skills.  

Group workshop sessions.  All participants must sign attendance sheets establishing that they were in this portion of the REA.  Those attendees, having completed all forms to the satisfaction of REA staff and having attended the pre-lab session prior to the group workshop, are released at the end of the PowerPoint.  Those scheduled to start at the group time stay for the post-lab and work on job search activity resources and submit completed forms at their one-on-one discussion.  

Critiquing our intent to be value-added, this is very important.  The evaluation information that we survey keeps the program moving forward and relevant.  It’s not only about our values, but what the customer values.  We are prepared to offer the job-seekers in the state of Maine what they need.  The evaluation is a real way to hear concerns and needs. 

There is nothing quite as critical as the face-to-face contact.  It says, I’m here to help.  It is very matter-of-fact and signifies that helping is accepting what they have right now and moving them forward to next steps.  We are consistently trying new ideas, working out technical issues and providing additional resources within constraints of both time and workforce. 

Interface with the REA process.  REA is not done in isolation.  It is a collaborative effort of BUC and BES that makes it successful.  The collaborative efforts of BES, BUC and our Center for Workforce Research Information give REA a success, meaningful data and reporting integrity.  

In closing, I do want to state that this program is a great help to many people and we see it in every session we hold.  My appreciation and respect goes out to the REA team in our career centers and the BUC for their consistent hard work and compassion.  Thank you, everyone.

MS.  WOOD:  Thank you very much, Gaetane.  That was terrific.  

We’re going to start with the questions and we’ll go just as fast as we can go.  And if we don’t get to your question, then we’ll post the answers later.  

So how do I get to questions?

MS.
:  (Off mic.)

MS. WOOD:  And we’re going to – if the speakers will just read the questions that you guys asked of them and then give you the answer.  

MS. CATANZARO: This is Kathy Catanzaro.  The question was asked about what is a non-REA-detected issue?  

For the 9128 report, you need to count only REA-detected issues for the treatment group for the reporting quarter.  We needed to find a way to identify only REA-detected issues, and that’s where we made adjustments to the adjudication screen so we could flag each issue that was detected through the REA process with an “R.”  And at the end of the quarter, when we process our 9128 reports, the system knows that those are those issues detected through REA only, so that our 9128 report is now accurate.

MS. JOHNSON:  I have a question.  This is Maine.  I’m sorry.  It’s Gaetane Johnson.  And it asks if I have a copy of the REA courtesy call script.  We do have that.  And, Debbie (sp), if you want to connect with me, contact information will be at the end.  I can send that out to you as well.  

And I’ll answer at the same time, the courtesy calls are not automated.  Our staff do make the phone calls.  That is the best way to answer any questions and do any rescheduling to give out the information that we do at the time of the call.  And it is a strategy to be able to manage the numbers on our pre-lab and our post-lab.  

MR. RIVERA:  There was a question about whether or not, as far as labor market information goes, why Rhode Island refers individuals to O*NET as opposed to – we do have labor market information in our virtual One Stop, which is EmployRI.  We find that the O*NET site is easier to navigate through for the participants.  The same information is contained in EmployRI, but just for ease of use for the participant we refer them to the O*NET site.

MODERATOR:  And while we’re still going over questions here, just a reminder.  If you do want to stay in – (inaudible) – after the webinar, we will have a feedback section.  Just give us your feedback on today’s webinar.  And also, today on your screen on the bottom left, the file share window is today’s presentation, which has today’s slides.  So if you missed anything you can download it there now while we still have that open.  And also, we did record today’s webinar.  I know we had some trouble with the volume.  We will have that up in two to five business days, so if you missed anything you could watch the recording, and hopefully we didn’t miss that.

MS. CATANZARO:  Kathleen (sp) asked a question about approximately how many customers do we serve under REA annually.  The current grant for program years 2014 is 8,150.  Remember, we’re a small state.  I know some of your states are serving significantly more than that, but we’re also running two grants at this point.  We’re also finishing up the expanded REA award that we got in 2012, though for this program year total, between both funding streams for 2012 expanded and program year 2014, we’ll serve 11,500.  And that’s utilizing 11 counselors in four offices.

MS. JOHNSON:  And in Maine we have 10,000 number of participants that we serve each year.  And I will also answer, while we’re talking here, participants – we have approximately on our larger sites 50 participants per week that come in, and we are using 10 computers in our typical lab.  Orientation sessions that are provided are – we have an hour-and-a-half long in the – an hour for the pre-lab and an hour-and-a-half for the PowerPoint.  It’s about three hours – just under three hours of total time involved for the customer to be with us.  (Pause.)

MS. WOOD:  I think maybe we’re a little bit confused about what the questions are.  So maybe I could just read some of these.  One of the question was:  Do you use the new-hire database to track reemployment?  Do you both want to comment about that?  That’s a requirement, so I hope you’re going to say yes.

MS. CATANZARO:  We use in Rhode Island actually national state director – national director of new hires, state directory of new hire and the wage record cross-match for reemployment data.

MS. WOOD:  How does the virtual recruiter notify the job seeker of the job match?  This is an email.

MR. RIVERA:  Yes, it’s both – it depends on the individual.  They can select to be notified either by email – like a Yahoo or a Gmail address.  Or it will also notify them within employ-RI system – the virtual one-stop system, which is also an email but it’s just contained within the system.  The individuals have to log in in order to see that notification.

MS. WOOD:  OK.  The questions is, does the customer keep their scan card?

MR. RIVERA:  Yes, they do.  The scan card follows them pretty much anywhere they go.  So any time they enter any one-stop, they can use that scan card, swipe in at the front desk for example if they wanted to utilize the resource room.  That way we capture the fact that they were there and they utilized the resource room.

MS. WOOD:  OK.  This is probably a question for both states.  For each cohort, how many counselors are typically available for one-on-one?

MR. RIVERA:  In Rhode Island, depending on the office, it’s either two or three.

MS. WOOD:  OK.  Maine?  Are you on mute still?

MS. JOHNSON:  I’m sorry.  Yeah, what was --

MS. WOOD:  The question was:  How many counselors are generally available for the one-on-one?

MS. JOHNSON:  Oh, I’m sorry.  Yes, during the last sessions with the one-on-one we have two, sometimes three available, depending on the size of the location.

MS. WOOD:  OK.  And this question would be for Rhode Island.  Is the 30-day follow-up a mandatory element of your REA program?

MR. RIVERA:  Yes, it is.  It’s absolutely mandatory.

MS. WOOD:  We can ask both of them if there are any more questions.

MS.
:  How long do you allow for one --

MS. WOOD:  Oh, yeah.  How long do you allow for the one-on-one?  I guess --

MR. RIVERA:  For the one-on-one, it takes approximately 15-20 minutes maximum.

MS. WOOD:  OK.  Are you rolling or – (inaudible) --

MS.
:  I’m rolling because – (off mic) --

MS. WOOD:  There was a question earlier.  I think – Maine, do you have a copy of the courtesy call script that the clients – (inaudible) – was using that you might share?

MS. JOHNSON:  Yes, I do.  I can send that out in email if someone wants to connect with me with their contact information after.  I’d be certainly willing to share any of the documents and forms that we’ve developed and helped you to keep your – (inaudible) – and your REA going.

MS. WOOD:  OK.  How long does a customer expect to spend in an REA for an appointment, because it sounds like about four hours?  You both want to comment on that?

MR. RIVERA:  Yeah, I would say anywhere from three to four hours maximum, yes.

MS. WOOD:  OK.

MS. JOHNSON:  Yeah, and we just – we’re under that.  We’re about two and a half to three hours.  And some of that time is spent in locating and working with some resources in the career center itself and the information center of the career center.  But most of that is right with us in the contained workshop room.

MS. WOOD:  I have a question again for Maine.  Oops.  (Inaudible.)  What specifics are required when providing specific labor market information?

MS. JOHNSON:  The relevant labor market information, we use guide decision making on employment and wages.  We include information on occupations and businesses – occupational groups, company locations, description of the skills and transferable skills that they would use and the contact information of – for the companies who hire folks with those skills in the area.

MS. WOOD:  OK.  A couple more questions from Maine, just because this is where we can see the screen now.  I know there are a lot of questions also for Rhode Island.  How many participants per cohort and how many seats or computers in a typical lab?

MS. JOHNSON:  The larger centers in Maine we have – select 50 participants per sessions per week.  And we have 10 laptops available for the labs in those centers and in all of our centers.

MS. WOOD:  All right.  And then how long are your orientation and one-on-one sessions?

MS. JOHNSON:  The pre- and post-lab is an hour or more depending on the number of people that attend during that.  And our one-on-one sessions are about 10 minutes per person, maybe 15 depending on their need.  Some folks are in different – they’re all in different places, of course.  And some need is heavier than others.

MS. WOOD:  OK.  Have you considered incorporation the labor market information related features, such as prior occupations and occupations of interest and salary to help keep customers on track with their job search?  This has been something that has been promoted in Massachusetts and seems to making headway.  Have either one of y’all tried that?  And, Massachusetts, we’d be interested in hearing more about that so maybe we can do – we can share some of that in a future webinar. That would be helpful.

Let’s see, about how many customers do you do annually?  I think – I think we already answered that, in one state at least.  Do you want to say again about how many you do annually?  What’s your proposal?  I know Rhode Island is going to increase a little bit this year.

MS. CATANZARO:  Yeah, just to reiterate, this year’s grants, we’re going to serve 8,150.  But we also, at the same time, will be finishing up our 2012 expanded grant, so another 3,300-plus in addition to the 8,150 that we’ll serving under the regular grant.

MS. JOHNSON:  In Maine, our grant target is 10,000 participants – selected – not selected, but that we work with.  And we do – we do reach that most – in the last couple of years we have.  So we’re looking pretty good at that.

MS. WOOD:  OK.  Time?  OK.  I think we will call time for now.  And we will get the questions and answers out to you.  And we certainly appreciate the speakers – all three speakers, the information that you’ve given us.  It shows that REA’s really a very lively activity that claimants come to the office and they have a lot of things to do and they leave with a lot of information.  So we appreciate that very much.  

And if you want to contact the speakers, you got their contact information.  They’d be glad to talk to you at any time and give you further information.  And if I can help you, you’ve got my information too.  So thank you very much for joining us.

(END)
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