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Operator:

Ladies and gentlemen thank you for standing by.  During the presentation all participants will be in a "listen-only" mode.  Afterwards we will conduct a question and answer session.  At that time if you have a question please press the one followed by the four on your telephone.  You may also use the chat feature. If you need to reach an operator at any time please express star zero.  As a reminder this conference is recorded today is Thursday February 5, 2015. I would like to turn the conference over to Michelle Laisure. Please go ahead.

Michelle Laisure: 
Thank you operator and welcome everyone to our February National Employment Network call. We appreciate your time in dialing in this afternoon. We have an exciting agenda.  We have speakers to share with us an update on the department of labor's disabled Veterans outreach program. However before we get to that we have some announcements we would like to share with you from the social security administration.  



We first have Cara Caplan who will give you an update and Mark Green and Lawanda Hawkins. So I will turn it over to Cara.

Cara Caplan:
Good afternoon.  I just wanted to remind everybody that the Ticket Portal the SSA Ticket Portal will be going l live the end of March. You are required to submit the following information forever each employee that will be using the Portal. We need each person's roam id, their SSN and their Security Awareness training letter. You can call your ENSB specialist and give them that information or you can fax it in as well. Also we do need every -- at least every 90 days from each EN verification that the employees that you have registered in the ticket portal are still working for you. Your EN will be shut out if we don't have that verification every 90 days and that's just a security thing on our end.  Suitability. 


We have many ENs that still do not have at least one employee on their staff with suitability clearance.  In the next couple of weeks we can't allow people to be conducting business without suitability clearance.  



It's a requirement under your BPA. Also when you are sending in an inquiry anything to the mailbox or to your en service specialist if you could put your duns number in the box and that is it.
Michelle Laisure:
Thank you.  Mark Green.
Mark Green:
Thank you Michelle.  Hi everyone I will briefly discuss the outreach CD. Those of you who receive it know we sent the revised version the first time out the end of January. I'm repeating my request for comments. I would like you to them to me markgreen@ssa.gov. Some of you already sent comments.  We have those.  



Rather than discussing them as they come in I will gather a greater body of the summation and I think we’re going to have -- scheduled an entire all en call as a l listening session which we'll address all the questions we get.  So mark green, mark with a k, green like the color.  Please send all the comments you have and look for the announcement of the listening session on that and we'll go over it in great depth. Thank you very much.  Michelle.

Michelle Laisure: 
Thank you Mark. Now I'll turn it over to Lawanda Hawkins to talk about the APOR and we have a few updates.

Lawanda Hawkins: 
Thank you Michelle. I don't know if this is updates but I want to make sure all ENs know the annual performance outcome record was launched on January 28 and that all act active ENs we want you to visit the center on the ticket to work website to assist Soviet Union meeting your reporting requirements. On the ticket to work web page this year you will find links to the recorded webinar that we held on January 28. This year we have also posted the APOR questions on the web page to allow the ENs the opportunity to review the questions and prepare draft responses prior to entering the survey monkey.  The deadline for submitting the APOR responses is Friday, February 27, 2015. So as of today you have 21 days to submit you’re APOR responses if you have not already done so. I cannot stress enough the importance of submitting your responses in a timely manner. Failure to do so may result in SSA limiting your agent's ability to assign Tickets and receive payments.  



If you have any questions regarding the APOR once you review the questions and all the resources we posted for you please send your inquiries to ssaenapor@yourtickettowork.com. We'll get back to you and answer your questions. That is all.

Michelle Laisure: 
Thank you very much. We do send out reminders each week to get your APOR into the office. Thank you. We are now going to move to our presentation by the Department of Labor.

Mark Green:
Michelle I'm sorry it's Mark Green, I wonder if we should pause and ask if anybody has questions on the first part of the presentation.

Michelle Laisure: 
Operator can we open our lines for any calls or questions? And do we have any questions on the chat line that we can speak to right now? There are no questions? We're going to check very quickly here.

Operator:

Ladies and gentlemen to register for a question press the one followed by a four on your telephone. We do have a question. From the line of Susan Webb. Please go ahead.

Susan Webb:
Hi everybody. You mentioned, Kara you mentioned the Security Awareness training letter. I'm not familiar with that. All of my staff who is gone through the Security Awareness training.  



I'm wondering now though if we're doing something wrong if we haven't gotten any of that -- I haven't seen one.  Is that something new?
Cara Caplan:
It's the form you sign.
Susan Webb:
Oh, okay.
Cara Caplan:
We just need that uploaded in everybody's file and that's on a yearly basis. It's a requirement.

Susan Webb: 
Okay.  Alright. I didn't know what it was. Thank you for the clarification. That's if for me.
Cara Caplan:
No problem.
Michelle Laisure:
Thank you. Operator do we have another call in?

Operator:

We do.  Our next question from the line of Kimberly, please go ahead.
Kimberly:

I don't have any employees so the letter, the suitability letter -- how am I supposed to handle that?  Do you already have that information in your system?  Because when I hear the word hard hold on payments I get nervous. So I have to get clear here right now.
Cara Caplan:
So you're saying you're a one person operation?
Kimberly:

Yes.
Cara Caplan:
Okay.  Do you have Suitability clearance?
Kimberly:

I have to have had it.  Um, I mean how can I prove I don't?

Cara Caplan:
You want to prove that you do. If you shoot me an email and let me know what your EN name is I can check for you and let you know if you do or do not have it.
Kimberly:

What's your name?
Cara Caplan:
cara.caplan@ssa.gov
Kimberly:

Alright, thank you. I'll do that now.
Michelle Laisure:
Operator do we have another question?

Operator:

Our next question is from the line of Julie Johnson.  

Julie Johnson:
Hello. My question is I didn't get this down fast enough so when you were talking about the SSA portal what did you say we needed to have to be eligible for that to make sure we're ready? Did you say user id, Social Security Number, Security Awareness letter? What was that again? Could you repeat that again quickly?
Cara Caplan:
User id, your Social Security Number, the Security Awareness training letter and we can check for your suitability.
Julie Johnson:
And the user id -- what is that?

Cara Caplan:
When you register for my ssa.gov with extra security you get a pin in the mail.  With that pin is how you sign up for your account and you get a user id and you establish your password at that time. That user id is what we need.
Julie Johnson:
Okay.  And so we can -- okay. So we call our representative with that information?
Cara Caplan:
Correct.
Julie Johnson:
Okay got it.  Thank you.
Cara Caplan:
No problem.

Operator:

And our next question comes from the line of Judy Sanderson.  

Judy Sanderson:
Good afternoon. Susan got an answer to most of my question because I had the same thing about the training letter.  We have done the letter, we've had all the staff signed off and I have submitted those letters.  


The last time we updated them they were all sent in. Do I need to send them in again?
Cara Caplan:
If you sent them in you should be good to go.  But if you send, if I were you, you should send your service person an email to double check for you.
Judy Sanderson:
Okay that makes sense. Thank you that was it.
Operator:

Next question from the line of Paul. Please go ahead.
Paul Lutrell:
Yeah I'm following up on what Susan asked and Judy just asked. When you say Security Awareness training letter you're talking about I think you're talking about the Security Awareness contractor personnel security certification. Right?

Cara Caplan:
Yes.
Paul Lutrell:
SSA Form 222?
Cara Caplan:
Correct.
Paul Lutrell:
Yep.  And for those who don't know it that was updated in September. So if you've completed one last year which you should have and one this year it's a different form. So just was making sure everybody was aware of that and do we send -- do we send our -- this year's forms to Cara or somebody else?
Cara Caplan:
No don't send them to me. You can send them to the EN Service mailbox or you can send them to your EN specialist.  So that would be enservice@ssa.gov or whoever your EN specialist is.
Paul Lutrell:
Okay. Very good. That's it.
Michelle Laisure: 
We'll take two more questions then turn it over to our -- move forward with our presentation. Operator do we have another question?
Operator:

We do. Our next question comes from the line of Misty Sandborn.
Misty Sandborn:
I'm sorry I think my questions have all been answered. They were basically what Paul and Susan were asking except what I didn't catch was the EN specialist is that our like our account manager?
Michelle Laisure:
It's your SSA ENSB specialist.
Misty Sandborn:
Okay. Got it. Thank you.
Operator:

And we have no further questions at this time.

Michelle Laisure:
And again if we have those who are on the call please know that we will answer your questions in the chat line and we will open up the lines for additional questions after our presentation this afternoon. So at this time I am very pleased to introduce the presenters for today's overview of the Department of Labor's Disabled Veterans Employment and Training Program.  



They will also speak to disabled Veterans outreach program.  First we have three speakers this afternoon and the first speaker is Timothy Green and he is the director of the DOL Office of Strategic Outreach for Veterans' Employment and Training Service. Our second speaker is Melanie Magill and she is a senior quality assurance analyst for the CareerSource Broward in Fort Lauderdale, Florida, and the lead for its American Job Center Employment Network. She will be joined by George Ivanoff who is the Wagner-Peyser program manager at CareerSource Broward in Fort Lauderdale, Florida. You will get to hear more about each one of them and what they do and their role and function under the department of labor Veterans outreach program and at this time I will turn it over to Tim Green. Thank you.
Timothy Green: 
Thank you very much for that introduction. I'm Tim Green and I work at the department of labor and I'm a 28 year air force Veteran and I started here almost two years ago working for labor. And my job -- I do outreach to our stakeholders. I do legislative affairs, I do public affairs work and I also do - run an advisory committee. So we have quite a full plate. We're a small organization about 236 personnel but we're in all 50 states and I'll explain a little bit about that but before I get into the disabled Veteran outreach program itself I will give you a little overview so if you can turn to the next slide, please. We're the Veterans Employment and Training Service and we call ourselves VETS.  We have three primary missions and we picked up a fourth. We prepare separating service members for the transition. So we teach a three day TAAP employment workshop so as a member goes through tap they take a three day employment workshop and we tee teach them how to do resumes and how to do some of their rights and, you know, things that -- programs that they're eligible to draw from and some of those are disability related as you know there's many Veterans that come out with some form of disability. We want to make sure that they know of all the programs that are out there to help them. We also provide four or Veterans and we do that primarily through what I will mostly talk about is called the Jobs for Veterans State Grant which funds the American Job Centers and I'll explain this in a minute and the LVER is the Local Veteran Employment Representatives who work with employers. We also want to protect the rights of men and women who serve through the usara uniform services reemployment rights act. So if you're a service member that gets called up for guard and reserve duty and you come back after that tour you should have your job waiting as if you hadn't left the job. Finally we promote the hiring of Veterans with employers. 



Next slide, please. This is just a quick chart of how we think about the transition process.  So we have an active duty service member person up in the upper left.  



They go through the transition assistance program about 90 days prior to transition.  Then after they get out they become a Veteran.  And most Veterans they either become a student, they start their own business or they become -- they want to get a job. And that's where most Veterans fall in.  They want to get a job. And the way we help Veterans get a job that are struggling to find work is through the American Job Centers. Next slide, please.  



Within the United States there's roughly 2500 job centers and this shows the break out of all the states.  



Within the American Job Center network that is where all Americans can go for service but the Veterans get priority of service there and at these job centers this is where the disabled Veterans outreach Specialists work out of. This slide talks about within the department of labor our organization is focused on Veterans but the employment and training administration on the right hand side top up there in the pink they run the employment and training agency administration and they run all the job centers, all the rest of the staff.



So let's say a Veteran walks into one of these job centers, they're going to get seen by somebody.  If they have some kind of barrier to employment they'll get seen through our program and we'll talk about that a little bit in a second here.  So you can go to the next slide. So within all 50 states I said there's about 2500 job centers.


They're in almost every area of the country and within that job center that's where all Americans come to get help with employment.  What we do is we fund the disabled Veteran outreach program specialist through our office, through the grant.  We can go to the next slide.  Okay.  But within the job center before I guess I get into that I forgot we have a lot of partners within there.  So if you're not familiar with the job center network every state has these employment and they're often named a little bit differently but they're part of the American Job Center network.  


So in Virginia might be the Veteran employment commission or Veteran employment office.  So every state might have a little different name but they're all under the American job center and if you want to make that connection with the job center you go to the website and put in your zip code and it will come up the nearest one to you.  



There are a lot of partners, the snap program, training programs, employment assurance; voc rehab is often collocated with the job center network so there's a lot of activity for those that are struggling to find employment.  



Often when they come into the job center, a Veteran comes in they need more than just help with a resume.  They might have some other issues they bring and we have partnered within the job centers so it's kind of a one stop shop for everybody to go into.  Next slide.  Here's the heart of the program.  We have the jobs for Veteran state grant program which funds the disabled Veteran outreach program specialist.  And they provide intensive services to Veterans that have a significant barrier to employment.  Some of those barriers can be disabilities, homelessness, recently separated and unemployed, incarcerated, lack of a high school diploma, low income and by statute that is Veterans that come into the job center they get priority service and the disabled Veteran outreach specialist there's a screening process when they come in the door.  If they're a barrier they will go to the DVP and get intensive services.  



That's where they will work on any issue that they need to make them employment ready.  And the other position we fund within the job center is the local Veteran employment representative and they're the ones that do outreach to employers trying to create those job opportunities for Veterans.  



Currently we have about 1500
DVOPs and 730 LVERs in our system working at these job centers throughout the country.  

`

A lot of them are focused in Veteran high areas where there's a lot of Veterans in that area.  



We'll have a more DVOPs and LVERs. When we say intensive services that is c how we break that out in the middle column.  



They're going to assess the needs of the Veteran that comes in.  They're going to help them with the individual development plan.  They're going to provide employment counseling, career planning.  They're going to hook them up with training opportunities that they're eligible for to make them employment ready.  If they have types of disabilities they will work on helping them with employment, finding jobs and accommodations if necessary.  So they provide all these intensive services fan they need training services then they will prefer them over probably to the other side that our employment training administration runs to get some additional training.  



And there's often training opportunities and dollars within the job center network where we can get extra training opportunities.  So if you're out there and you're working with a disabled Veteran and he needs some training opportunities I highly suggest that you connect with your job center and you explore what kind of opportunities there are available.  Because all these services are free.  These are run by the federal government and again Veterans; if they're a Veteran they get priority service for training will assess these intensive services.  As you can see at the bottom within the big network we serve about 17 million participants a year and about 1.2 million Veterans and then in the last program year we helped about 450,000 Veterans actually find a job within 90 days of signing up for our services.  Next slide, please.  That was my bell.  I'm just running out of time here but we also have the other position the leaver which they do outreach to businesses and they help them -- they help create job opportunities so they work very closely within the job center with the DVOP and the rest of the staff to make sure that employers are considering the Veteran for those positions that they want to hire.  Next slide.  This talks about some of the categories that I covered earlier on the sb.  So if you're wondering what kind of Veterans can get seen these are some of the categories here.  But really you don't have to -- if you have a customer or Veteran that's going to a job center you don't really have to know this.  You can send them there and they will get help at the job center whether it's through our program or not.  Next slide.  This is some of the other duties that a DVOP disabled Veteran outreach specialist does.  They do case management and coordinate business activity but they're really -- their primary job is the intensive services to the Veterans to help them get ready for employment.  Next slide, please.  This is really the only thing you have to take away from this whole thing is that the American job center network they're in your neighborhoods.  



They're throughout the country.  



You want to find one you go on to this service locater.org and put in your zip code the nearest comes up and give them a call or stop in and they will help you or your customer.  Remember there's free training services within there and employment service Nova Scotia there and the staff is very professional at every job center I've been to the staff is very professional, willing to help and work with you.  So this is a good partnership to make if you're working in the Veteran space or with any disabled Veteran or American they're there to help.  



Okay so that's my pitch. Use the job center service locater and the Veteran will get taken care.  So I will turn it over now to the folks that really know the detail on this. Melanie, I believe.

Melanie Magill: 
Yep. Good afternoon everybody. Next slide. So one of the things I'm going to talk about is really the coordination that happens between the Veterans and the Employment Network.  I have staff in the centers who are disabled success coaches that work with people that are in the ticket to work program.  So CareerSource Broward is one of 24 Workforce boards in the state of Florida. We're one region board. Our DEI staff and Veteran staff are collocated in our job centers. So they work -- they work very closely at the three job centers. We have one in the north central part of the state. When staff are hired they go through a new hire orientation to make them aware of all the services that we provide. So what happens is my staff my DEI staff we run the initiative. Florida is one of the states that has that grant through the department of labor and my staff will meet with potential customers with disabilities to see if we can -- if it's ticket eligible and we will assign the ticket to our Employment Network. Then they will complete an individual work plan then assign a ticket.  If the staff determines that http customer is a Veteran then the DEI staff will complete the Veteran initial assessment form that George Ivanoff speaking next created.  So they will do the individual work plan and also if they're a Veteran they will do the Veteran assessment form.  After completing the assessments the staff will then -- and they determine that the Veteran has a significant barrier to employment they will then schedule an appointment with the DVOP and have a meeting together. So the three staff will meet.  It's almost like an IRC, individual team to look at what the customer's needs are and who will be doing what.  So this way the customer that is different staff they can go to, whoever they feel more comfortable with to do the integrated resource team.  So we try to work -- we work very closely together in our centers to help our customers and our Veterans. And they work to meet whatever their goals are.  So if an employment goal and my staff has leads we'll send the leads to the customer. We'll inform the DVOP what's going on and they'll talk and have meeting throughout the customer's job search efforts. George.

George Ivanoff:
Good afternoon everyone. I'm the program manager here at CareerSource Broward. I oversee the service provision and program compliance for the Workforce funded programs including the jobs for Veterans state grant which we're discussing today. I would like to thank Tim for giving us such a great overview on the positions and the grant itself and Melanie for touching on how our Veterans interact with the ticket to work program and how we communicate between ticket to work and our DVOP and lever programs. So the very first thing that I'm going to touch on is an overview on the VR & E program.  Department of the Veterans affairs runs the vocational rehab and employment program also known as chapter 31 and the program helps Veterans who have a disability eligibility entitlement designation with certain benefits and services to aid them in getting employed again.  



So this integration between VR&E the American job centers and all the other partners in the community always reminds me of a quote from Thomas Paine. He said lead, follow or get out of the way. And there's a good time to do anyone of those three things. We found that the greatest determinant to service to Veterans is duplication of services or having the Veteran job seeker the Veteran customer, the one in training, in treatment go through the same process over and over again.  



Due to that it's very, very important to make sure that services between partners, between the job centers and VA are integrated so w we're not stepping on each other toes.  



Part of that is also knowing what can the VA do better when can another partner supplement our service was and the spirit of that type of service provision and the MOU language which is on the screen that talks about working together and  



Maximizing services and reducing duplications on services provided. Next slide, please.  



So that's a big complicated flowchart of how a Veteran goes through the system to gain VR&E eligibility and receive treatment and gain employment. 


You can look at that at your leisure. It's a basic representation.  To be honest with you the eligibility and entitlement requirements can get a little complex but I will give you a resource where you can find out more information about that at your leisure and it's very situation specific to the Veteran as well. Next slide.  



It's actually the process between the career centers and the VA will vary from even region to region but also from state to state.  But essentially it's a partnership to help find Veterans that would be eligible and entitled to the VR&E program, refer them to the VA and then assist the VA with getting the Veteran through the VR&E process then stepping back. There are benefits and there are services that the VA can provide that are just not available to us at the career centers. Namely a lot of the  



Supportive services.  So things like monthly cash benefits, medical senses, things even like dental and eyeglasses, things that we don't have the funding to provide at the career source level they can do that for Veterans who have eligibility and entitlement, that meet the eligibility and entitlement requirements.  We help the Veterans that may not know about the VR&E program, we refer them over and help with their eligibility and entitlement requirements, get them registered and let the VR&E do what they do best and on the back end or if necessary during the process we accept in. All Veterans have to enter case management.  When they're referred to us we're required to contact them and enroll them in intensive services and do our best to get them a job.  Then after they get a job we have to follow up with them for a minimum of 60 days.  Sometimes we'll follow up with them longer than that.  It's very case specific. But for a minimum of 60 days. So we identify, enroll, coordinate efforts.  



Next slide, please. We work with VR&E to do our best to find the individuals a job. We do this by leveraging the local Veteran employment representative position. This is an individual as Tim said who goes out into the community, develops relationships with employers, will have a portfolio of Veteran profiles, generalized. For example if we look into our system and see that we have 30 percent of the Veterans in our system currently require a certain kind of job and we don't have that kind of job available we'll focus the lever, the LVER to go out and find that job so we leverage those programs against each other.  Then we share information. When a Veteran gets referred to VR&E to the American Job Center to CareerSource the file comes with them and we utilize that information so that we can shorten the cycle, shorten the assessment process and make the Veteran's life easier.  Next slide, please.  Post employment follow up as I mentioned is a minimum of 60 days but again it's very case specific. There may be a case where a Veteran requires a little bit more hands on assistance to get fully integrated into that environment, into that job environment.  So we do whatever we can to support Veterans when they do get a job and if they need help getting into the cultural environment of their employer.  So we -- states stay in contact with them.  When we know they're secure we let them know we're here for them then we move on to the next one to help them out.  So that's pretty much it.  That's a brief overview.  



Happy to answer some questions if we have some time. Again Melanie Magill oversees the ticket to work program. I'm with Wagner-Peyser and I appreciate your time today.

Michelle Laisure: 
Thank you. Thank you all of our speakers. This is very informative. We definitely have the PowerPoint posted on our calendar of events for those of you that would like to make contact with any of our speakers their information is available to you in the PowerPoint posted on the calendar events on the ticket to work website. Again we have developed a resource section on our ticket to work website specializing on Veterans resources, Veterans' disabled resources that we're making available to you, Employment Networks and encourage you to make contact as our speakers have spoken to the disabled Veterans outreach programs.  The specialists are there in the local areas to work with you for successful placements with Veterans that are also disabled and eligible for SSI and SSDI.  



During the March All EN Call you will be learning more about the Veterans administration, vocational rehabilitation employment program. So this is not the only presentation that we're going to be making available to you.  We have a follow up presentation in March on this topic. Operator do we have any questions from our participants for our speakers?

Operator:

Ladies and gentlemen as a reminder to register for a question press the one followed by the four on your telephone.

Michelle Laisure:
Again as we wait for those questions to come through I would like to extend a special thank you to Tim and Melanie and George for all of your participation today. Thank you for a job well done on explaining that. You may be hearing from us again.  Operator do we have any questions?

Operator:

Next question comes from the line of John. Please go ahead.
John:

Yes I'm in Louisville, Kentucky and any question is for supportive services for Veterans not recently coming out of  service. Let me give you a quick example. I know we're pressed for time. But my quick example is Veteran has come out of service ten years ago, has physical barriers, mental barriers and now is attempting to reengage with -- he's a ticket to work or Veterans assistance. The concern I have is timeliness because a lot of time the process to approve -- how can we work better as partners to assist Veterans so they don't have the problem of going to multiple agency's repetitive process?  Thank you.

Michelle Laisure: 
Thank you for that question and I will open it to the speakers.  Who would like to go first on that?
George Ivanoff:
This is George Ivanoff.  John you pose a great question about making the process easier for Veterans to get through.  You specifically cited a Veteran who is not recently released.  While recently released within 36 months of discharge is part of one of the barriers to employment that will get you seen by a DVOP it's not the only one.  So if there are other significant barriers to employment which will make a Veteran eligible for services from a disabled Veterans outreach program representative now as far as the individual red tape for lack of a better term to get services from different partner agencies, Veteran service organizations really the only thing that we can do in that situation is encourage those organizations to work closely together and we try to do that at least in our region to where we communicate with our partners so that we align our intake requirements so that if our partner cannot collect the information at the front end at least they know what it is and can advise the Veteran of what to be prepared for and set realistic expectations of what they need.  



So we try to inform and educate as best as possible and align those services as best as possible with our partners. I know that's not the best answer and it's not an instant fix but unless something happens and they make -- you know, someone creates some sort of uniform document for all the agencies that is going to be a challenge that we have to deal with on a day-to-day basis.

Tim Green:
John, I would echo that completely. But the biggest thing is get them in -- get the person into the American job center where they can be evaluated and, you know, and look at some of the training opportunities and some of the other services within that local area that they're looking for employment. At least get, you know, get that initial indoctrination. Normally when you make that connection there's a lot of success and there's a lot of programs he may be eligible for that you may not be aware of by doing an internet search.

Michelle Laisure: 
Thank you. Operator do we have another question for our speakers?
Operator:

We do. Our next question is a follow up question from the line of Susan Webb. Please go ahead.
Susan Webb:
Hi everybody. My question is for George but Melanie might want to weigh in as well.  



George thank you so much for talking about the duplication and avoiding that.  That is a huge problem and you know it is because I can tell by the emphasis in your voice.  Your audience though today is -- we're all Employment Networks out here in the communities and we really are not a one stop -- I'm sorry an AJC ourselves yet we do need to interface with you guys and yet what we need more is access to the training that is offered and now you're kind of entering into a whole other place here now that Veterans who are in the ticket program have another resource with which to get funding for training.  But one of the things we're finding and have found for years is that I’m told months ago that Wagner-Peyser does require that people do jump through all those counseling and comprehensive services hoops before they get to that third column of access to training.  There's tremendous opportunity in the new work innovation opportunity act with the emphasis of training that's really relevant to job skills in the community and not requiring people to go through a lot of academic training when they are courses they don't really need.  



So what do you see in the future of really I integrating the ticket program -- because we already do all of those services, the comprehensive services in terms of career counseling, we're required to do it by our own program.  The resume writing, all those kinds of things that we already do up front but then to get the funding through the AJC they have to go through a lot of that stuff again.  And so you're talking about less duplication.  Now Melanie of course she's an en but she's in the AJC so you're going to treat her as though she knows what she's doing.  Whereas the others of us out here how do we demonstrate to you that the services that we've already provided are of quality that is perhaps even more intense then what is provided by the AJC so they can bypass those service toss get to the training that they really need? Long question I know.

Melanie Magill:
I'll take that one. We're a Workforce en so it works a little bit differently since we're all under the same roof.  



But if you have a customer that you're working with and you refer them to the AJC or you have that soft referral you maybe know who the ticket person is in that American Job Center.  



I would call that person and get a release from your customer so they might not have to do some of the paper work. But unfortunately if you're going to go into training under the work force investment act there's a lot of eligibility that has to be done that we have to do to prove ourselves because we have to enter the information into our state database. They might have to do a state application and eligibility but if you have that documentation we may be able to use yours.

Susan Webb:
Okay.

Melanie Magill: 
I think the best thing you can do is see who your contacts are in your job centers near you and work one on one and develop maybe some kind of formal process for the referrals.

Susan Webb:
Well I think George kind of hit the nail on the head or somebody did when they said well you have to work with folks there and kind of convince them. And yeah and I do that. I have the context and I am making some success with that and I think the WOIA does allow for wiggle room. What I'm really referring to is that somewhere we've got to have something written that really recognizes that those of us who are ENs are professional and that what we do is qualified for the same kind of credit if you will as required by the Wagner-Peyser. I agree with you it's the local relationships and I'm doing that and in fact during this call ironically I got an email from our first successful person who just got through that process and got funding for some web developer training which is wonderful. So I do think it's changing. But I do still hear, well we've got to go through all this because of Wagner-Peyser. And I'm just curious from that perspective.

Melanie Magill:
I wonder why Wagner-Peyser and not Workforce Investment? I don't know what state you're in so it may work differently. Like for our customers if they go into that training they might not have to go through Wagner-Peyser. So different states work differently. Some states do enroll everybody into all the programs. So it will depend on the state you're in or the area you're in and how they work.

Michelle Laisure: 
Thank you for your follow up and I will ask the two of you to continue off line so we can move forward with our last presentation and we will have this conversation next month on the same topic. So keep those questions in mind and again services to Veterans with disabilities will be a topic of conversation for our March call as well. I'm going to move it now to section 5034 update with Sallie Rhodes.

Sallie Rhodes: 
Thank you Michelle. I will really respond just to a few questions we received regarding the section 503 rehab work. Are contractors required to use the self identification or self disclosure form by January 15? With regard to that new form which is the one that federal contractors must share with all applicants and employees to voluntarily self identify as an individual with a disability the effective date is ultimately delayed until the start of the individual contractor's affirmative action plan cycle.  


For example if a contractor's AAP cycle is March 2015 to February 28, 2016 the effective date for full implementation would be March 1, 2015. For contractors with AAP that took effect January 1 they should have implemented the self identified form in January.  I would like to remind you that you can go to the department of labor's office of federal contractor compliance programs website for information on the deadlines and other information related to 503 and that website is http:  //www.dol.gov/ofccp.  The second question was about the use of the definitely identification form.  Some ins it would give people with disabilities preference in the hiring process.  It will be given in the form is kept separate from the rest of the application.  Actually the purpose of collecting information on Veterans and individuals with disability status is to attempt to measure the progress towards the hiring benchmark for Veterans required by the new regulations for the Vietnam era Veterans readjustment and assistance act and the utilization goal for hiring and employing individuals with disabilities and revised 503 regulations.  Information disclosed on the self identification form is to be kept confidential and may only be used in accordance with the regulations and provided upon request.  As a result your ticket holders may actually want to self disclose as part of the interview process in an effort to gain some advantage in the hiring process if that contractor is really looking to hire people with disabilities.  



And overall key point to remember is section 503 regulations are not mandating that individuals with disabilities and or Veterans receive deference in the hiring process.  Instead it really is an effort to ensure that they get fair consideration in the application and hiring process.  



This will mean different things to different contractors.  In some cases a contractor will be focusing on adding -- addressing the pipeline of candidates if that contractor is not doing an effective job in marketing their job opportunities to Veterans and individuals with disabilities.  And another case the contractor will need to address why individuals with disabilities and Veterans stay with their agency shorter periods of time than the nondisabled employees and they may look at why they're not promoted at comparable rates.  



If you want to learn about the self disclosure and hiring process these topics were discussed in detail during the section 503 community practice session that that was hosted April 2 and July 9 last year.  



The archives of the sessions are available on the ticket to work website. Go to the information center, click on the events archive and then click on 503 community practice.  The final question was about the viability of developing relationships with the large number of federal contractors found in most geographic areas and given the incredible number of federal contractors it really is not feasible for any en to establish individual relationships with all of the federal contractors in its geographic area. That is why we have been recommending that ENs do initial research prior to reaching out to any federal contractors in the area.  



Start by narrowing your list down to those employers with large federal contracts that are likely to result in multiple job opportunities.  Then you want to conduct a web search on those few selected contractors to determine if they're likely to have positions that would be a good fit for the beneficiary your en serves.  Once you have narrowed your list down you want to then -- you can start reaching out to a few selected contractors to develop relationships.  And of course another option is to partner with resources that are already working with federal contractors in your geographic area.  For example the American jobs centers or your state VR agency s  regardless of what approach you take as you all know it is critically important to screen candidates carefully before referring them for job openings.  



If you're mindful of candidates that are qualified to fill the positions the contractor is likely to view your en as a good source of qualified candidates in the future.  Again you can learn more about identifying federal contractors by accessing November 2013 Section 503 creating new opportunities for ticket holders on the ticket to work website.  Go to the information center, click on events archives and the left navigation and look for the 503 readiness training.  I also want to encourage every en that applied to be listed on the employer resource referral directory or the ERRD to go back and check your listing. I've heard from one person that the en was listed a couple months ago and the listing is no longer there.  And before this is raised we want to know if other ENs are running into the same problem. If your EB was listed at one time and you look and it's not there any longer email me. It's sallierhodes@maximus.com and if you do that in the next week or so we'll determine whether or not we need to contact them and see if we can do something about that.  And while you're at it I suggest you also check your ENs listing in the Employment Network directory listed on the choose work website. As we know all ENs have changes at different times, address, contact name, et cetera. So it's always visible to check your en directory listing periodically to ensure the accuracy of the information and you can access the en directory by visiting the choose work website www.chooseworkttw.net. That's it for me for today. Thanks Michelle.

Michelle Laisure: 
Thank you Sallie. Thank you for those updates and just as a reminder we are still accepting effective practice papers through the end of February. So please consider submitting and participating on one of our in the calls as a presenter.  That concludes our call today.  We will take -- I know it's five after.  We like to take maybe three questions and we will definitely get back to all of you that have submitted questions on the chat line.  Operator you want to open our line and we'll take three questions before we adjourn the call today.

Operator:

Certainly. Thank you ladies and gentlemen as a reminder to register for a question please press the one followed by a four on your telephone.

Michelle Laisure: 
Do we have a call operator?
Operator:

I'm showing we have no questions registered at this time.

Michelle Laisure: 
Thank you again for the presentation from the department of labor, our speakers. Thank you so much for sharing with us the process, helpful hints and how we can reduce duplication across the board. I think  the bottom line is communication and coordination and that was explained very well today so again thank you to our speakers and thank you for all of those who dialed in today and also social security administration thank you for your updates and being there for us.  Have a wonderful day and happy valentine's day.

[Call ended]

