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GARY GONZALEZ:  So with that, I’m going to turn things over now to Kathy Tran.  She’s the division chief for the Office of Policy Development and Research here at the Employment and Training Administration at Department of Labor.
Kathy, take it away.

KATHY TRAN:  Thank you, Gary.

Good afternoon, and welcome to this afternoon’s webinar.  We’re just very glad that you’re all able to join us for an overview of the Jobs for Veterans State Grant Refocusing Initiative.  Ensuring a successful transition of veterans to the civilian labor force is a top priority for the Department of Labor – (inaudible) – refocusing – (inaudible) – service delivery to veterans, particularly those with significant barriers to employment.  Because JVSG program is such an integral program in American Job Centers, refocusing the JVSG program affects other American Job Center programs, primarily the Wagner-Peyser employment service and WIA Adult and Dislocated Worker programs.

So today we are joined by leadership from the Veterans Employment and Training Service and Employment and Training Administration, the agencies that oversee these programs.  So we can have a joint conversation about what this means as you all get ready to implement.

You will hear background about the JVSG Refocusing Initiative.  We will highlight for you the major provisions of the guidance related to JVSG Refocusing, which are TEGL 19-13 and TEGL 20-13 Change 1, which we actually just disseminated yesterday night.  Please note that there are also two parallel Veterans Program Letters that discuss the exact same policy changes and that are related to the JVSG program.

We will also clarify the staff roles and responsibilities resulting from the refocusing policy changes, share information with you about the implementation timeline and provide information about available technical assistance resources and things that we are – have – that we have in the works.  You will also have an opportunity to ask questions, and so we urge you to submit your questions through the chat feature throughout the presentation, and we will save them all and answer them at the conclusion of today’s presentation.

So this afternoon we are joined by Deputy Assistant Secretaries Terry Gerton and Gerri Fiala.  We very much appreciate the leadership that both deputy assistant secretaries have provided in making sure that the Veterans Employment and Training – I’m sorry, Veterans Employment Training Service and Employment and Training Administration have closely collaborated in developing this policy to ensure that we meet the statutory requirements for JVSG staff roels and responsibilities as well as ensuring that the most vulnerable veterans are receiving appropriate levels of services in order to obtain strong employment outcomes.
I’m going to turn it over to Deputy Assistant Secretary Gerton for her opening remarks.

TERRY GERTON:  Thanks, Kathy.

And hello, everybody.  I want to thank you all for attending today’s training regarding the upcoming changes at the American Job Centers.  Over the past several months, VETS, the Employment and Training Administration and the White House have been developing guidance that refocuses your roles under programs funded by the Jobs for Veterans State Grants, or the JVSG program.  This concerted effort has resulted in clear guidelines which will affect a variety of programs at the AJCs.
But to put it briefly, the JVSG refocusing guidelines clearly define which veterans will referred to the JVSG program and which will be served by other AJC programs such as the Wagner-Peyser employment services or Workforce Investment Act training.

As you know, the refocusing guidance delineates the roles of the two types of JVSG-funded staff to ensure that they are performing duties consistent with their statutory responsibilities.  Though a long time in the making, we are proud of the final policy, and we look forward to its implementation at the AJCs nationwide.

This is where you come in.  As front-line AJC staff, you execute the DOL-funded programs that are impacted most by the refocusing guidance.  So over the next 90 minutes, you will receive an overview of the JVSG refocusing effort and the impact we expect it will have on the workforce system, as Kathy just described.  We want to ensure that you have the background and the resources to successfully implement the refocusing guidance and to answer any technical questions.

So today we’re providing you with an introductory training, but we realize it’s only the first step.  There will also be online training available through the National Veterans Training Institute, and the link to this training is available in the refocusing guidance you’ve already received.  Additionally, you should have received a document containing responses to frequently asked questions and a fact sheet that are great references.  And finally, as we receive your feedback, VETS and ETA will continue to provide additional resources and training as necessary.

So I want to thank you again for the hard work you do for the American public, and especially for our veterans.  We recognize that JVSG refocusing requires changes in the way we administer and oversee our programs, and your efforts to implement this are critical to its success.

So let me thank you in advance for your participation in the training.

MS. TRAN:  Thank you so much, Terry.

And at this time I’m going to turn it over to Deputy Assistant Secretary Fiala for her opening remarks.

GERRI FIALA:  Thanks, Kathy.

And hello, everyone.  Let me add my welcome to today’s training on the refocusing of the Jobs for Veterans State Grants.  My name is Gerri Fiala, and I am the deputy assistant secretary for the Employment and Training Administration.
As you know, serving veterans is a priority for every employment and training program funded by the Department of Labor.  In just a single year, from July 2011 to June 2012, Department of Labor-funded employment and training programs assisted 1.6 million veterans.  Through the JVSG refocusing effort, the department continues to improve its services to veterans.  We want to ensure those veterans with significant barriers to employment are getting the intensive services that they need to find the jobs.  And on the business end, we want to ensure that outreach to employers is both strategic and effective.

Terry Gerton from the Veterans Employment and Training Service has already given you a brief overview of the refocusing policy changes, and you will hear more during this training session.  The JVSG refocusing initiative is important because, one, it will improve the quality and depth of services provided to veterans who are most in need; two, it responds to anticipated demand for employment, job training and related services.  We expect an increasing number of transitioning service members, including those men and women returning from the wars in Iraq and Afghanistan, will need and want service.  And three, it will ensure compliance with the Vow to Hire Heroes Act of 2011 and the statutory requirement for serving all veterans.
Refocusing the JVSG program represents a cultural shift as well as significant policy and programmatic change for both VETS and ETA.  We recognize that it will have a significant impact on you as state and local workforce leaders and front-line staff implement the policy.  In recent years, as JVSG staff integrated into American Job Centers and the American Job Center network, they often took on additional services and activities that went beyond the primary duties of their positions.  Responsibilities and roles were blurred, and those clear duties need now to be re-established.

Because the JVSG staff are an essential part of the American Job Center network, the changes to their roles and responsibilities will affect other center programs, including the Wagner-Peyser employment services and Workforce Investment Act Adult and Dislocated Worker programs.  We believe it is important that everyone across the public workforce system learn about the JVSG refocusing initiative.

We’ve been training our national and regional office federal staff so they can field inquiries from you as you put this policy into practice.  We also have developed technical assistance resources to help you implement these policies, and we will provide more details about them during this presentation.  We encourage you to send us your questions, and we will continue to update our technical assistance materials to make sure we respond to your needs.  We know that with your help, we will continue to improve services to veterans and help them have greater success in their transition into the civilian workforce.

Thank you.  And Kathy, I’m turning it back to you.

MS. TRAN:  All right.  So thank you again, Gerri and Terry, so much for your support throughout this process.  We really appreciate it.

Now, JVSG refocusing, for the first time, establishes a clear definition for significant barriers to employment.  It clarifies roles and responsibilities for JVSG-funded staff and emphasizes the requirement to provide intensive services to veterans with a significant barrier to employment.

At this time, I’m going to turn it over to Ruth Samardick and Larry Burns.  Ruth is the director of national programs, which includes the JVSG program for the Veterans Employment and Training Service.  And Larry is the chief of the adults performance unit, which include veterans related services for their Employment and Training Administration.  

Ruth and Larry have provided tremendous leadership for over the last two plus years to help really shape and finalize the JVSG refocusing policy.  And I just really want to take this moment to thank them for their thoughtful input and all the energy that they’ve poured into this effort.  I’m giving them lots of love in the room.  (Laughter.)

So Ruth and Larry will be tag teaming the presentation and I’ll just turn it over to them now.

RUTH SAMARDICK:  Thank you, Kathy.

Hello, everybody.  My name’s Ruth Samardick.  I’m with the Veterans Employment and Training Service.  And I want to reiterate Kathy’s thanks to Gerri Fiala and Terry Gerton for their leadership on this refocusing initiative.  It has been a long time in the making.  And we want to appreciate also in advance your support in making this a happening.  

So this slide kind of shows the refocusing landscape.  It is the backdrop for this effort.  As you can see, there’s a very similar flow of the funding.  However, they are – the funds go for different functions and there have different governing statutes.  So the Jobs for Veterans State Grants Program, as you know, is a staffing grant.  The funds are used to fund two positions inside of the AJCs, Disabled Veterans’ Outreach Program Specialist and Local Veterans’ Employment Representative. 

Next slide, please.  

So the main purpose for refocusing is to ensure that the veterans are receiving the appropriate level of support services that they need.  We are doing that by making sure that the veterans served by the Disabled Veterans’ Outreach Program Specialist are those who most need their assistance and most need those intensive services that they will providing.  We want to ensure that DVOP specialists and LVER staff are performing their statutorily-mandated responsibilities.

LARRY BURNS:  Hey, everyone.  This is Larry Burns from ETA.  And as Kathy had mentioned, Ruth and I will be tag teaming this presentation.  So we’ll be flipping back and forth as we proceed. 

And what we wanted to do here is just re-emphasize something that Deputy – Deputy Assistant Secretary Fiala had mentioned about the importance that there is a widespread understanding of these efforts.  These changes – these policy changes known as refocusing will have impact and require changes in service delivery and that’s going to trickle up.  So like veteran’s priority service, it’s really important that there’s a widespread understanding throughout the system at both the management and direct service delivery levels of this change.  

MR. GONZALEZ (?):  And we’re going to participate – or hope that you participate in the first poll that we have up.  And the question is do you have a full-time LVER in your AJC?  And it’s an either a yes or no option to choose from.  

So you’ll see the polling window appear over the PowerPoint and you can mouse over and left-click your (radio ?) option to the left of either yes or no.  And we’re seeing that information trickle in and I’ll toss it back over to Larry.

MR. BURNS:  Oh, so it’s good, we’re seeing here that there’s about – the majority of the centers on the AJC do have a full-time LVER either in their AJC or in their area.  So this is good information to have.  

And we’ll have a few more polling questions as we go along, just to get a better feel for who we have in our audience.

MR. GONZALEZ (?):  And the second poll we have up is, do you have a full-time DVOP in your AJC?  And same drill, yes or no.  Just mouse over and left-click your (radio ?) option to the left of either the yes or no selection.

MR. BURNS:  Oh, so just looking at the data coming in right now, we see that the vast majority of the centers do have a full-time DVOP in the area or AJC.  So that’s great and we’ll be talking a lot more about – with the roles of DVOPs and LVERs moving forward after implementing this policy change.  So it’s good to see that we have a nice mix of people attending the call.  

MS. SAMARDICK:  So it looks like about two-thirds of you have a full-time LVER in your AJC and almost 84 percent have a full-time DVOP, very interesting.  

MR. BURNS:  So what does refocusing mean?  We’ve been calling these the three Rs for this effort.  

The first is the roles.  And you may have heard as we go along that we’ve been talking about returning to the statutory roles for the DVOPs and LVERs, the JVSG funded staff.  But one of the things that ETA wants to emphasize that in many ways this is also return of – to the roles that was originally envisioned for WIA and Wagner-Peyser employment service staff.  The intent there under priority service and the structure of our programs is that the – all AJC partners have the ability and capability to serve veterans as they come in.  

The referral process is the second of the three Rs we’ll be discussing.  And this is the big area where I think the Wagner-Peyser and WIA staff will be most interested.  In a lot of instances, we know that DVOPs and LVERs sometimes just have referrals directly made to them.  But in this case, moving forward, DVOPs and LVERs will no longer be doing referrals and it’s going to be necessary that the AJC partners in the WIA and Wagner-Peyser program take on that responsibility.  And we’ll talk a little bit more about that later.  

Also, regarding responsibility, a key thing here, the key change is that we anticipate that DVOPs will be providing increasing rates of intensive services to veterans of significant barriers to employment.  But again, as we go forward, we’re going to be talking about how there’s other responsibilities for the other AJC partners in the WIA, Wagner-Peyser and ETA funded programs to also take on a greater role in providing services to veterans.

MS. SAMARDICK:  Thank you, Larry.  

So we’ve been talking about the statutorily-mandated responsibilities of JVSG staff.  Those are spelled out in Title 38, Section 4103(a) for DVOP specialists and 4104 for LVER staff.  

So the statute says that DVOPs are supposed to carry out intensive services and facilitate placements to meet the employment needs of eligible veterans.  So we’ve defined the proper population of the individual veterans that the DVOPs are going to serve as those with significant barriers to employment.  And we’re, in a moment, going to show you what the definition of that is. 

DVOPs are not to provide services to any other population.  We are finally focusing them on those veterans most in need of the intensive services that they have special training through the National Veterans’ Training Institute to provide.  

LVER staff, on the other half, on the other side, are to conduct employer outreach and job development in the local community on behalf of the American Job Center veterans enrolled.  They are not to provide direct services to participants. 

And this slide, I apologize for the density, but we wanted to be sure and have it on one page so that you could carry it with you.  Wait, let’s get it back up there.  This is the – this is the definition of significant barriers to employment.  As per the statute, it includes special disabled or disabled veterans.  It includes homeless veterans.  It includes recently-separated service members unemployed for 27 or more consecutive weeks, offenders who have been released from incarceration within the last 12 months.  

And because the statute emphasizes that we should place maximum emphasis on the employment needs of economically or educationally disadvantage veterans, we have identified the educationally disadvantaged as lacking a high school diploma or equivalent certificate. We imagine that will be a very small population.  And we have identified them as low-income as defined by WIA.  

MR. BURNS:  On this slide here, we just give a little bit of the context about the veteran population.  In developing these estimates and these numbers, we relied on a variety of services – sorry, sources – including some information from the Department of Defense – (inaudible) – statistics, census, and also we did a very deep look at some of the administrative data we collect through our programs.  

So if you look here, you see that the total veterans population is 21.2 million.  Those veterans that are actually seeking services in the AJC for the past few years has hovered between 1.3 to 1.4 as the average.  We’ve seen a couple years which have been as high as 1.6.  That may seem like a small number compared to the total veteran population, but when we look at the workforce system as whole, what you see is that the population being served by that system mirrors the workforce – the general public workforce.  So actually veteran participation in the AJC system is slightly higher than veteran participation in the workforce.  So those numbers aren’t surprising there.  It’s what we’d anticipate.  

Also, going down, what we’ve done is done some analysis of the veterans meeting, the new definition of – (inaudible) – compared to employment.  So and we anticipate about 417,000 participants will meet that definition.  

And we’ve also done some estimates here – and, again, this is using the best data we have available.  As you know, each veteran’s unique and all have different needs, but we’ve tried to come up with some average estimates about the – (inaudible) – needs to serve these individuals and we’ve come up with a capacity that, with the current level – (inaudible) – 328,000 participants.  So you’ll see there, there’s a gap of roughly 90,000 participants where we envisioned those folks will be served by the WIA and Wagner-Peyser programs.  

(Off mic.)

So here we have another polling question.  We’ll be talking a lot about the referral, that’s one of the key points of this effort.  So we’re curious to see who currently does the referral processes.

MR. GONZALEZ (?):  And this poll’s a little bit different.  You can actually choose more than one options or choose that all apply.  And this recent question, currently, who does your intake process for veterans; is it Wagner-Peyser staff, a WIA case manager, LVER, DVOP or other? And also, if you do choose other, let us know what that other might be in the chat.  And so, again, just to restate, you can choose more than option here. 

MR. BURNS:  As the numbers are coming in, we’re seeing the vast majority is Wagner-Peyser staff.  Wagner-Peyser’s definitely one of the foundations in serving veterans.  We know the majority of veterans are served there.  So that makes sense that that would – that would be happening.  It’s good to see that. 

And we do see, in some cases, the assessments being done by the LVER or DVOP.  So we’ll get into that a little bit more.

So as we mentioned.  One of the first Rs we want to discuss is the referral process.  I believe for the AJC partners, so for the WIA and Wagner-Peyser folks that we’re talking to, I think this is going to be the biggest change.  As we see, Wagner-Peyser, it looks like based on just the survey we did, that they – they’re already a vast number of the assessments, which is good.  So in those instances there isn’t necessarily any change that’s going to result in this.  Those individuals can continue to be referred to other services.  

The key thing here is DVOP and LVERs are not to do referrals.  They’re not to do the initial assessment of veterans coming in.  That’s one of the major changes here.  It should be done by other partner staff such as Wagner-Peyser.  

We realize that when it comes to significant barriers to employment like disabilities, income, and other factors like that, those are things that aren’t always transparent when you first meet someone.  Sometimes they may be challenging to document initially.  Although documentation to support case files is always best, for these assessments, self-attestation about any of these criteria is plenty for that purpose just to make the initial assessment.  

So one of the other things we just want to keep in mind is that when it comes to this referral process and the assessment of significant barriers to employment, some of our administrative data will capture some of the SBE elements, but not all of them.  So as we go into the monitoring, that’s going to be a key component of seeing how these referral processes are working.  

So again, the key point here is that DVOPs and LVERs cannot do these initial assessments.  It should be handled by other AJC staff, such as Wagner-Peyser.  And we’ll be looking at those referral processes moving forward.

MS. SAMARDICK:  So one thing that came to our attention and made us think, gee, it doesn’t seem that DVOPs are focusing on the veterans most in need of the intensive services was that we realized that the intensive service rate – the percent of DVOP clients who were receiving intensive services – was very low.  So we want DVOP specialists to provide intensive services to those veterans most in need, those with significant barriers to employment.  That’s because intensive services are going to help those veterans overcome those barriers and get good jobs in the civilian workforce.  

We’ve been talking about this over the last few years and indeed we have already seen your response and intensive rates have increased from 20 percent to nearly 40 percent in the last five years.  We want to do much better.  We’ve set very aggressive targets to increase intensive services to 90 percent of those served by DVOP specialists by PY 2016.  

We’re often asked, well, what if I don’t have enough new SBE clients?  Well, if the DVOP does not have enough new referrals for services, the DVOP should be conducting case management for the current veterans, completing their case notes and documentation, contacting participants to assess their progress and provide additional services, coordinating with the LVER and the AJC business team to help match veterans with job opportunities, and very importantly conduct activities to go find and recruit veterans with SBE to come into the AJC and receive services.  That could be through a street outreach to homeless veterans or working with a Homeless Veterans' Reintegration Program grantee or just going to shelters and trying to find some veterans that need assistance and would like to help get jobs.

So some AJCs don’t have a full or part-time DVOP specialist.  And of course a veteran with an SBE should be referred to another workforce program to meet his or her needs. Remember that veterans will always continue to receive priority of service in all employment and training programs funded in whole or in part by the Department of Labor.  

Now, if you have a part-time DVOP and the DVOP isn’t around and the veteran needs services, he should of course be served by whoever’s available.  But the veteran should also be informed that they could receive intensive services from a DVOP specialist and be given the opportunity to make an appointment to see that DVOP specialist as soon as possible.  

The local veteran employment representatives should be integrated members of the Business Services Team at the AJC.  If there’s no LVER onsite at the AJC then the Business Services Team would include veterans in their standard outreach activities.  

LVERs should be coordinating with AJC staff including Wagner-Peyser, WIA, DVOP specialists to communicate employer outreach efforts and job openings that are available to veteran customers.  We’ve been really ramping up on the LVER role and think they will be very busy working with all the employers who have expressed a commitment to hiring veterans. 

(Off mic.)

 MR. BURNS:  So one of the things – one of the questions I think we’re starting to see come in and we just wanted to touch base on is the big change here for the AJCs and their activities with the assessments and the initial intake.  So what we’ve been doing is we are working on some technical assistance materials and at the end of the presentation, I’ll share links with you to where you can access those.  

But we’re really trying to learn a lot from DOL’s investments in the disability community where they’ve done integrated intake processes and developed tools to help that population.  And we really believe with a few changes and modifications, that we can take some of those best practices and modify them for your needs.  So that’s just an idea of one of the areas of technical assistance that we’re really trying to focus on.  And, again, at the end of the presentation, I’m going to go over some of the links to where you can access this information.  


So for performance measurement, the key point here is that we’re going to continue to use the Labor Exchange Reporting System commonly known as LERS.  VETS will be looking and tracking the percentage of AJC jobseekers who are veterans that are referred to JVSG.  We include the actual data cells that we’ll be looking at for some of the performance folks on the line.  But the key point here is we’ll continue to use our current reporting systems, but looking at the data a little bit differently moving forward.

This next bullet here, this is the one that I believe gives some people a little bit of a scare.  VETS and ETA anticipate that no more than one-third of veterans will meet the SBE definition.  Again, that’s based on a really deep dive of administrative data that we’ve done with some of our partners here at DOL.  

And the good news on that is when we’ve been looking lately at Wagner-Peyser data in particular and doing a real – pretty detailed assessment of that, we’re seeing that in most states this is already happening.  So we know that for a few states there will be a lot of changes.  But it seems the majority of states are already falling into that range.

Another key point, as I mentioned earlier, is that our current reporting system has no capacity to capture all the SBE definitions.  It’s not reflected in the administrative data.  So as part of the monitoring, when we look at the referral processes that are put in place, we’re going to look to see how that SBE information is being reflected or captured in those systems.

MS. SAMARDICK:  So on the VETS side, we are going to be tracking, among DVOP services, the number and percentages of services to nonveterans.  We expect that would be decreasing.  We don’t think that is a significant issue.  I think a lot of it is when we have a part-time DVOP and a part-time Wagner-Peyser staff, what we’ve found is that often they don’t log off of the DVOP code before they start doing Wagner-Peyser services and it’s just a coding error.

On LVER services to participants, we’re going to be tracking it and we expect that to be plummeting as well as we do not LVERs to be providing direct services to veterans.  

On the DVOP intensive services, as we said before, we’re going to be closely monitoring that rate of intensive services because we want it to be increasing.  We’ve set very aggressive targets to have the vast majority of those clients who are served by DVOP specialists receiving intensive services because the very fact that they have SBE implies that they do need those intensive services.

On the entered employment rate, we’re going to be tracking the entered employment rate for those who do not receive intensive services and as well as those who do receive intensive services.

Now, the LVER performance measures are kind of a tough nut to crack.  We’re working to develop some measures that will connect LVER staff members work in conducting outreach and developing job opportunities with the outcomes of veterans served by the AJCs.  Larry, you wanted to talk a little bit more about those efforts.

MR. BURNS:  Yes.  I just wanted to mention, as you’ve probably heard already, during the State of the Union, the president directed that there be a review of job training programs to assess how job-driven they are, how much employer engagement they are.  So there’s ongoing efforts to tie into that initiative, so ET and vets are going to be working closely together as we develop these metrics to make sure that whatever metrics we develop – (inaudible) – will fit into the larger strategy being adopted by the department.  

So effects of re-focusing, the key thing here – as I mentioned earlier, we anticipate that JVSG will serve fewer veterans, however, they’re going to provide those veterans with a higher rate of intensive services.  We also see that some of this will result, as I said based on analysis, we’re seeing a shifting of approximately 90,000 veterans into the WIA and Wegner Peyser program, so obviously, those caseloads will increase and we just wanted to send the reminder that as those individuals come into those programs, they are veterans and are entitled to priority of service.  So we want to make sure they continue to get that.  

We realize that these – that there are resource limitations, that this will have some challenges associated with that, so VETS and ETA are going to work very closely to develop as many technical assistance materials as we can.  For example, just recently, Beth in ETA worked on the NVTI training that we sent out before this presentation as a frontline staff.  We’ll send – have the link, again, later on, but that’s an example of one of ETA’s efforts.  And again, I’ll show you at the end some links where you can find other ongoing projects we have.  

MS. SAMARDICK:  So in addition to refocusing, you have an additional – we put out an additional VPL that identifies additional populations that can also be served by the DVOP specialists.  This is in accordance with 4103(a), which establishes the DVOP program, and it provides that we can – that the secretary can also identify eligible veterans, taking into account the applicable rates of unemployment.  

So the secretary has determined that veterans between the ages of 18 to 24 are eligible for DVOP services.  We think that’s a very small population.  However, the sooner we can get them successfully placed in civilian employment, the better their long-term prospects are in the civilian labor force.  

In addition, two populations were identified in the FY 2014 omnibus appropriation for vets, and those are transitioning service members in need of intensive services and wounded warriors in military treatment facilities and their family caretakers.  

So ETA and VETS are going to update the monitoring tool and guidance so that they have an – we’re going to be looking at the intake process to ensure that it’s been established and it is being done by non-JVSG staff and is properly identifying veterans with SBE.  We’re going to look at the proportion of veterans referred to DVOP specialists.  Just as Larry said, we’ve got kind of this ballpark.  It’s not a hard and fast number, but any serious deviations from that we need to look at your population and your procedures.  And there might be very good reasons for it.  

And finally, we want to ensure strong linkages between the AJC business team and the local veteran’s employment representative.  

MR. BURNS:  So the gold card, which I’m sure you’re all familiar with, was an initiative that launched a few years ago, and what this ultimately did was – it didn’t really add too many new services, so what we did was packaged a lot of the services we had, made them a little more intensive and made them available to all post-9/11 era veterans.  The gold card’s continuing moving forward.  The key difference here is that just as we mentioned before, there will have to be an appropriate referral process on – regarding who’s giving these services, whether it’s a JVSG-funded staff or a Wagner Peyser or WIA staff member.  The SBE definition and criteria still applies to the services.  However, the gold card is still something that we’ll be pushing moving forward.  

Another question we’ve been receiving is about the instances where a staff member may have – be partially funded by JVSG and partially funded by Wagner Peyser, that is – practice is still allowable under this refocusing initiative, it’s still in the guidance and it’s perfect OK to continue moving forward with that, but I just want to repeat something that Ruth had mentioned earlier: that these staff that are in that position, it’s very important that as you code your services, they’re being coded to the appropriate funding stream because we will be looking more closely than we have at those data elements.  So continue to have those – it’s OK to continue to have those staff, but really try to clarify that you need to be coding your services correctly.  

MS. TRAN:  Well, thank you so much, Ruth and Larry, for providing us with, you know, the details of the JVSG refocusing policy and the changes in staff roles and responsibilities for JVSG staff as well as other affected AJC partner programs, including Wagner Peyser-funded service and the WIA adult dislocated worker program.  

We just really want to note here that VETS has developed training through the National Veterans Training Institute on how the JVSG refocusing – on the JVSG refocusing policy changes.  The training is intended for all AJC partner program staff, so if you’re a DVOP, a LEVR, Wagner Peyser employment service staff or WIA staff or other AJC partner programs, this training is for you, and we highly encourage you to take it.  It’s accessible through the NVTI website, but it’s accessible for everybody.  

So we do have a couple of technical assistance resources that we want to highlight for you as you are on the, you know, forefront of implementing these changes.  We had talked earlier about the NVTI training in the previous slide.  We also really want to highlight the veterans’ priority resource page.  It has a wealth of tools and resources available to you in assisting veterans generally but also includes a number of the tools that we’ve developed specifically for JVSG refocusing.  We’re also providing you with some links on promising practices about – regarding integrated intake and assessments that we’ve learned through our work in improving services to individuals with disabilities.  We think there’s a lot – a natural kind of crosswalk in terms of the lessons learned there and the TA resources that we’re developing for you for JVSG refocusing.  

We’ve also developed some frequently asked questions and fact sheets, and we’re actually updating the frequently asked questions now.  We just had some technical difficulties earlier today.  But we want to make sure that these FAQs most accurately reflect the questions you have and the information you need to implement the policy changes, so as you’re submitting any inquiries you may have to the appropriate ETA or VETS regional offices, and then we’ll give you a website in a little bit – I’m sorry, an email address in a little bit that you can also email us directly at.  But we’re updating these documents to reflect those types of questions and information you need.  

MR. BURNS:  Kathy, can I just jump in for a quick second?  I just wanted to highlight one point here.  I know the JVSG staff, DVOPs and LEVRs are very familiar with NVTI and I also know that our WIA and Wegner Peyser folks are very familiar with Workforce3One, and I just wanted to make the point that the NVTI is available to all AJC staff for this training and that DVOPs and LEVRs are more than welcome to also access our Workforce3One page.  

ETA and VETS have developed a Workforce3One page together, and we are using that to host all of our resources in one place.  So just – as we’re moving forward serving veterans, we wanted to have a more integrated place where you could go and find all those things.  So please take the time to visit those websites if you haven’t already.  

MS. TRAN:  Thanks, Larry.  Yes, we are closely collaborating on a number of different fronts here in our national office.  

So you all have been submitting a ton of questions throughout this presentation, and so please keep them coming.  We are going to try to us the next – I think we have about 45 minutes left for Q&A and try to get through as many as possible.  

So the first question that we’re going to touch on is what is SBE?  So what is a significant barrier to employment?  And I’m going to ask Gary and advise us – so just bring us back to slide – I believe it was Slide 17, which is the SBE definition – significant barrier to employment.  I don’t know, Ruth, if there’s anything you wanted to say in particular about that.  

MS. SAMARDICK:  No.  I think I might have just flashed the acronym, and people – I hadn’t quite gotten from significant barriers to employment to the acronym – 

MS. TRAN:  Sorry.  

MS. SAMARDICK:  – so we’re going to assume that was the origin of that question.  But we will put the slide back up.  The veterans with significant barriers to employment are the population that is eligible for DVOP services.  In addition to those individuals to significant barriers to employment, veterans ages 18 to 24 as well as transitioning service members identified as in need of intensive services and wounded warriors who are recuperating in a military treatment facility and their caretakers.

MS. TRAN:  Great.  Thanks, Ruth.  And the next question is also for you.  Is there a desired LVER-to-DVOP ratio?  

MS. SAMARDICK:  You know, we here inside of the Beltway tend to think that everything fits into some formula, but as you all well know out there, your local areas are going to be very different, so I think that the states tell us how many DVOPs and how many LVERs they need and where they want to place them.  I think a lot depends on whether there is a business team in the local Workforce Investment Area that can do a lot of the things that the LVERs need to – need to do as far as employer outreach.  And in addition, you know, much depends on where those populations of veterans with SBE reside. 
MS. TRAN:  OK, so there have been a couple of questions around low income.  You know, one of the SBE categories is low income as defined by WIA, and what does that mean?  So Larry, I’m going to turn to you for this one.  Could you clarify what low income for veterans means?  This could mean nearly every veteran that enters our office, since most are unemployed. 

And then a follow-up – you know, a related question that came in was doesn’t anyone who is drawing UI qualify as low income?  

MR. BURNS:  I think – yeah.  So basically, here, what we’re using is the WIA adult definition of low income.  So one of the things to keep in mind is that that does factor in all income sources.  So if the veteran has a spouse that’s working, you know, that threshold may not be met.  So what we will do is we’ll post some information, I think, on the Workforce3One specific about the low income provision there.  

But one of the things I also want to remind folks is as we’ve been discussing, the – when we look at the DVOP services, we’re going to be looking at increasing rates of intensive services.  So low income – it’s a local – there’s a lot of local discretion in how low income individuals are handled in this.  However, as DVOPs or staff start working with folks, it’s really important to recognize whether or not that individual may have other barriers that are going to warrant intensive services.  

We know a lot of folks who would meet this definition maybe have skills that are marketable already, so that’s a key there.  We know that’s going to be an area where more technical assistance is needed, and we’ll try to clarify some of that confusion.  But again, that low income definition factors in other income sources besides unemployment, so – a working spouse or something like that or previous income would also be factored in.  So it’s not an immediate satisfaction.  

One thing I do want to highlight, since this question is about the unemployment.  As you guys know, when it comes to serving folks under WIA, if somebody’s collecting unemployment and they’ve been separated from an employer, including the military, that they can often be treated as a dislocated worker and served by either one of those programs there.  

We have a training and employment guidance letter 2204 that clarifies a little bit about how transitioning veterans are handled in the dislocated worker program.  

MS. TRAN:  Great.  Thanks, Larry.  

MS. SAMARDICK:  And I think it’s also very important to emphasize that we are not saying that only DVOPs can serve veterans with significant barriers to employment, the entire workforce system is responsible for ensuring that all veterans who enter the system are receiving the appropriate level of service on a priority basis.  

MS. TRAN:  And actually, you know, I mean, to that point, right, I think it’s the last program year with – like, it always fluctuates between 1.3 (million) to 1.4 million veterans have been served by the AJCs, and so I think that staff across all different partner programs are well – you know, well trained and well positioned to serve veterans coming in.  And that does – 

MS. SAMARDICK:  Absolutely.  

MS. TRAN:  – answer some questions we have, which we might just get to now in terms of folks asking so does this means that a vet who wants services by a vet can’t get those services if they come in?  So just going to have Gary pull those questions up a little bit so we can read how many – they’re further down  – (inaudible).  Here we go.  

So is vet status determined by non-vet Wagner Peyser staff, which is a kind of a precursor question I think gets into a little bit of the intake and assessment process.  So Larry, could you take that one?  

MR. BURNS:  Yeah.  So the key point here – and one of the driving factors – is that the initial assessment should not be made by DVOPs or LEVRs, but as we’ve been saying, you know, we’re talking about a return to the roles of all staff.  And it’s always been envisioned that Wagner Peyser staff and WIA staff would be serving veterans.  And I think one of the things that’s transformed is in some areas we’ve seen the idea that, you know, veterans should be served by only veterans, and that’s not necessarily the best model.  

I mean, there’s a full spectrum of services available at the AJC, and we really want to make sure all those services are being leveraged.  So when it comes to the intake, we do think Wagner Peyser and WIA staff should be doing those intake procedures and referrals, and they do that for other groups such as low income individuals with disabilities.  They do have experience working with these types of referrals and intake processes.  So we do think that WIA and Wagner Peyser staff should be leveraged for this.  

MS. TRAN:  And actually, Larry, the poll earlier when we asked who conducts the intake process, I think there was an overwhelming number of Wagner Peyser staff in your AJCs that are doing that.  And actually, for us, that was really comforting to know because I think that helps us a little bit assess a little bit assess kind of the current landscape and then what the policy change means in terms of who will be conducting that.  So it’s seems somewhat in line with what’s happening now.  So I think I would – 

MR. BURNS:  And we do know Wagner Peyser is one of the main programs serving veterans, so that’s something – we know you’re very experienced with it in the Wagner Peyser program.  

MS. SAMARDICK:  And the other thing I think is worth noting that states, just like private sector employers and the federal government, often take advantage of the marvelous pool of talent represented by veterans, so the only veterans at an AJC are not likely to be DVOP specialists.  

MS. TRAN:  I’ve taken over Gary’s job.  Sorry.  (Laughs.)  All right, so this slide leads us into kind of the second part of the question we were just talking about a little bit earlier.  But what if a veteran requests a veterans rep right when they’re walking in?  You know, we’ve found that often, veterans are more comfortable speaking to another veteran because they have similar experiences.  So how do we address that, if a customer wants to do that?  

MS. SAMARDICK:  Well, actually, you’ll be seeing that pretty soon in the FAQs that we post.  AJC should establish very clear intake and assessment processes and communicate those processes to all AJC participants regardless of their veteran status.  So veterans who request to see a staff member who’s a veteran should be advised that their needs will be assessed and they will be referred to the appropriate workplace program.  Only those veterans with a significant barrier to employment – those who are 18 to 24 or these additional omnibus populations – will be referred to the JVSG program.  

MS. TRAN:  OK.  I think to help with that a little bit is to determine who’s a vet because I think we’re still around kind of veteran customers coming into the AJC.  So is there is an SBE, a significant barrier to employment, at intake and/or at a station forum?  I think, Larry, if you can talk a little bit about some of the thinking we have around technical assistance resources for this?  

MR. BURNS:  Sure.  Well, I think when it comes to the intake and assessment – and this goes along for other programs funded by – especially ETA programs and also the VETS program.  You know, we have – including D.C. and the territories, we have a total of 54 states, we have 2,500 – over 2,500 AJCs, and each one’s a little bit different.  


So we’ve always had the intake in applications when we’ve given the local areas some discretion there in how they set up their processes to reflect what their AJC looks like.  So we’re going to continue to give that flexibility there, but one of the things we will be doing, as I mentioned earlier, is we’ve done a lot of work in the disability community, talking about intake and referral processes.  We’ll be sharing some best practices that definitely local areas or states could take a look at if they wanted to develop or use that to help inform their own referral process.  

But under the WIA and Wagner programs – Wagner Peyser programs, we’ve always given that discretion to the local area, and we’ll continue to do so.  But we will try to share some promising practices in that area.  

MS. TRAN:  OK, great.  I think there are some questions around the kind of 50 percent DVOP and other staff.  And so we did touch on some of that in the presentation, but let’s just clarify.  Can we have 50 JVSG/DVOP and 50 LVER staff?  

MS. SAMARDICK:  No.  Right now, there is authority for a 50 percent DVOP and there’s authority for a 50 percent LVER, but it’s assumed that the other 50 percent would be Wagner Peyser or another workforce program.  

MS. TRAN:  OK.  Thank you, Ruth.  I thought there was another on – (inaudible) – data, but that’s kind of related to that a little bit.  

OK.  So here’s a question so – about LVER responsibilities.  Does this mean that LVERs will no longer facilitate training to groups?  

MS. SAMARDICK:  Groups of AJC staff members, certainly.  

MS. TRAN:  OK.  

MS. SAMARDICK:  They should certainly be working with the AJC to ensure and facilitate the services that they provide to veterans, but the LVERs should not be providing direct service to clients.  

MS. TRAN:  All right.  So no more facilitating group training for clients.  

MS. SAMARDICK:  Right.  Employers, certainly.  

MS. TRAN:  OK.  So can we get to questions around some of the additional populations, I think?  And so, do you consider age to be a barrier for veterans?  

MS. SAMARDICK:  No, we don’t consider age to be a barrier.  We have identified veterans 18 to 24 as an additional population eligible for DVOP services.  We have not included them in the significant barrier to employment population.  That has been a persistent group that has very high rates of unemployment, likely because they have not ever had a civilian job, so – and there’s  – their work in the military tends to have been in infantry or specific occupations that might not have a civilian counterpart.  

I also want to point out that they don’t last, 18-to 24-year-old veterans, very long.  They very quickly age out of that group.  

MS. TRAN:  OK.  So to clarify, just on that 18-to 24-year-old point, Ruth, do you have to have an SBE as well as be 18 to 24?  Or should you just be – 

MS. SAMARDICK:  No, this is an additional population that are eligible for DVOP services outside of the SBE population.  

MS. TRAN:  Great.  Thank you.  Here’s a good question.  Is it automatically assumed that all special disabled veterans and disabled veterans will require intensive services?  

MS. SAMARDICK:  I wouldn’t say we’re automatically assuming that, but they are certainly eligible for DVOP services, as per the statute.  And the DVOPs are specially trained to provide intensive services to these populations.  And the likelihood is that if – that a disabled veteran showing up at an AJC could very much benefit from these intensive services.

MS. TRAN:  OK, great.  Let’s see – there was a question about can – so I think we answered this one earlier:  Can a DVOP split their time between an LVER and a DVOP if an office just has one full-time DVOP?  I think the answer to that was no.  A DVOP can split its – his or her time with another program, most likely a Wagner-Peyser Employment Service, but cannot be a DVOP (over ?) half.

OK.  So let’s talk a little bit about LVER responsibilities again – LVER responsibilities again. Can LVERs do job developments for individual veterans?

MS. SAMARDICK:  No.  They should be identifying employment opportunities for veterans throughout the AJC.

MS. TRAN:  Right, and not provide services to veterans, right?

MS. SAMARDICK:  Right.  You know, they should be working with the AJC staff and the DVOPs so that, you know, the DVOPs can tell them what kind of jobs that they are needing.  But the DVOP is the one that actually should be, you know, finely tailoring that individual to the needs of the business community.  

MS. TRAN:  OK.  OK, so let’s skip back a little bit to the – kind of the period now as we’re beginning implementation, and what that means in terms of current caseloads.  So should DVOPs transfer their current clients to Wagner-Peyser staff if they are not part of the SBE category?  Maybe, Larry, you could take that one.

MR. BURNS:  Yeah, so the understanding around here is we realize that – the guidance became effective immediately upon release; however, what we’ll be doing over the next couple months until the next fiscal year, as part of monitoring and other activities, is providing technical assistance.  So we do realize there’ll be a bit of a transition and that for a lot of veterans that are being served currently by DVOPS, it would be – it would be disruptive to transfer them over.  So we do realize that over the next couple months, there’ll need to be a transfer period; however, we do anticipate that where it’s appropriate that other AJC partners such as Wagner-Peyser and WIA staff start being used to serve these individuals.  So we don’t expect an immediate change, but we do want to see movement in that direction.  And as we discussed earlier, when we look at the indicators such as the rate of intensive services, we’re looking for trends, not a hard number right away.

MS. TRAN:  And I think kind of a little bit along those lines, if folks are, you know, transitioning current caseloads and such, the additional implementation part is what kind of criteria should be considered when determining whether a veteran should be served by WIA or other AJC partner programs versus JVSG.  Could you just clarify that once again, Larry?

MR. BURNS:  So once again, what we’re doing here is we’re clarifying the eligibility to be served by JVSG – DVOP.  So it’s the significant barrier to employment went over as the key thing that needs to be assessed, and a veteran needs to meet that requirement before being served by the DVOP.  Otherwise, other AJC partners should be used.

One of the things I also forgot to mention earlier during the presentation, in talking about referral – we notice, you know, as veterans come in initially, there’ll be a referral process, and maybe that individual may not appear to be – have an SB at the time and start working with Wagner-Peyser/WIA staff, but as they are case-managed or working with them, they may start to realize that actually, they do have a significant barrier to employment that wasn’t discussed or disclosed.  And then, so, you know, again, there would have to be a second chain of referral to that.  So again, that – the SBE, the significant barrier to employment, is the key criteria eligibility for the JVSG staff to receive DVOP services.

MS. TRAN:  OK, great.  Thanks, Larry.

I think – I just want to you – you know, here’s another clarifying question.  So LVERs and areas without DVOPs used to be able to serve veterans with a significant barrier to employment.  Is this no longer the case?

Correct, this is no longer the case.  LVERs, even if you’re in an AJC or in a local area without a DVOP, can no longer provide direct services to veterans, and so the LVERs should make the referral to Wagner-Peyser or WIA or other appropriate AJC partner programs.

Great.  Let’s see, what are the other questions?

MS. SAMARDICK:  I think it’s important to point out that we did get additional funding in FY 2014, and we made that available to the states to hire additional DVOPS.  So there should be more DVOPS out there.

MS. TRAN:  OK, great.  Thank you, Ruth.  You know, as a DVOP, when I’m out recruiting, are you saying that I’m not allowed to screen the veterans unless I send them to Wagner-Peyser staff at the office first?

MS. SAMARDICK:  Well, you – when you are out recruiting, you should be out recruiting where people are likely to be veterans with SBEs.  So, you know, that would be street recruitment for individuals who are homeless, organizations that are assisting recently incarcerated veterans and homeless veterans reintegration program grantees, for example.

MS. TRAN:  OK, great.

MS. SAMARDICK:  And of course military treatment facilities.

MS. TRAN:  Yes.  Thank you, Ruth.  So hopefully that answers that question.

Do veterans ages 18 to 24 need to have an SBE for – before being referred to the DVOP specialist?  So I think we had talked about this one a little bit earlier, and the answer is no, you just have to be 18 to 24 years old in order to be eligible for DVOP services.  The SBE kind of requirement doesn’t apply to those veterans.

OK, so there are several questions that came in about a DVOP caseload.  And – (chuckles) – and let’s just try to get through a couple of those to see if we can clarify those.  On Page 7 of the TEGL, under “Managing the DVOP Caseload,” it mentions a full caseload.  How – what does that mean?  And is that determined by the local area?

MS. SAMARDICK:  Well, I think that’s determined by – you know, I think that intensive services are not a set thing.  You know, it is a group of services which the intensity of those and the full menu of intensive services provided by the DVOP to a – are different but, depending on client.  But 90 percent of the clients that a DVOP has should be receiving intensive services.

MS. TRAN:  Great, thank you.  And somebody had asked, you know, what is the maximum capacity of SBE veterans for a DVOP caseload?  Will DVOPs have a specific number in their caseload that they need to serve?  And I think, Ruth, you just addressed that question as well.  OK.

So here’s a kind of different take on what DVOPs can and can’t do.  Can DVOPs do outreach at colleges?

MS. SAMARDICK:  You know, I don’t want to draw a line in the sand, but I’m not sure why we would assume that we are going to find a large pool of veterans with significant barriers to employment on campus.  That said, you know, if you know that your local community college has an organization that serves disabled veterans, that would certainly be an opportunity for recruitment.

MS. TRAN:  OK.  Great.  So lots of different questions around kind of National Guard and do they qualify as veterans.  And so are current state Army National Guard folks considered veterans?

MS. SAMARDICK:  There is nothing in the JVSG refocusing that changes the definition of eligible veteran, and in the JVSG world, those are active duty for 180 days.

MS. TRAN:  And then kind of – it’s a little bit different if you’re talking about priority of service, though, for Wagner-Peyser programs, which is – (inaudible) –

MS. SAMARDICK:  (Inaudible) – active service, mmm hmm.

MS. TRAN:  So let’s just make sure we – (inaudible) – that clarity.  How do, you know – about implementation, so when are LVERs and DVOPs to begin implementing this law?  And I think – (inaudible) – more broadly, when does this law begin to take effect?  Larry, can you take that one?

MR. BURNS:  Yes, and I believe the plan moving forward here was that the guidance went out and took effect immediately.  We expect to see these changes, however, until next fiscal year, so next October, monitoring will result in technical assistance; it won’t result in any corrective plans during the next few months and monitoring where – so for the next few months, there’ll be a transition period, and then beginning with the next fiscal year, we’ll start to do monitoring with possible corrective action plans and the other actions like that.  So until next fiscal year, we have some transition period.

MS. TRAN:  Right.  And so hopefully that answers that question.  Will the NVTI training preparing veterans for meaningful careers be paid for by VETS or Wagner-Peyser and WIA staff to attend?

MS. SAMARDICK:  So I’d like to clarify this.  We have some online training available at NVTI for all AJC staff that will help you with refocusing.  However, that classroom training that that pays for is exclusively out of JVSG funding for JVSG staff.

MS. TRAN:  Great.  Thank you.  Let’s see.  Can you get into a little bit more detail about the documentation that’s preferred but that veterans can (self-attest ?)?  Does this mean if a veteran comes into the AJC and meets the Wagner-Peyser staff and doesn’t have documentation that shows they meet the disabled SBE that the veteran couldn’t be required to continue receiving services from Wagner-Peyser until they – or WIA staff until they provide documentation?

MR. BURNS:  No, the intent here was – we realized that, as you said, documentation’s always preferable, but we realize that some of these things, especially for a veteran walking in off the street looking for services, they’re not going to have documentation with them like a DD2-14 or anything along those lines.  So for the initial intake, to get that initial referral to a DVOP, all they need to do is self-attest to meeting one of those definitions – one of those criteria under significant barriers to employment.  So for that initial referral, self-attestation is perfectly adequate for that.

MS. TRAN:  Great.

MR. BURNS:  And that – and that is the same as currently under priority of service for veterans.  So there’s no major change there.

MS. TRAN:  Great.  Thanks, Larry.  There’s a question on who determines the significant barrier to employment classification at the American Job Center?  So hopefully you have that information.  We’ve talked about how – actually, any HAC partner program staff could perform that initial intake or assessment, except for the JFSG program staff.  They are by policy not allowed to do the – that initial intake or assessment.  

Let’s see – what is the definition of a recently separated service member listed in item three under the SBE category?  So item three was a recently-separated service member as defined in 38 USC Section 4-2-1-1 – 4211, sorry – (inaudible) – six, who at any point in the previous 12 months has been unemployed for 27 or more consecutive weeks.

MS.
:  Yes.  Recently separately service members by the vet statute is within three years of separation.

MS. TRAN:  Right.  Wouldn’t ex-offenders who were just released automatically be low-income?

MR.
:  There’s the family requirement that when determining income.  So they may not be.  

MR.
:  Yeah, so again here – I think the key point here, it’s not just individual income.  So it will vary.  You have to consider all income sources for that.

MS. TRAN:  Great, thank you.  (Inaudible) – transition service members back to that one, how will HAC staff be able to verify if the transitioning service member is in need of intensive services?

MS.
:  So there is a – vets and DOD and the VA have been working very hard to implement transition JPS, and which is part of the lifecycle of service.  And it culminates – within 12 or so months of separation they should go to our DOL three-day employment workshop as part of the – (inaudible).  And then before – right before the separate there is a seminal event called the capstone event in which their employment readiness is assessed.  If it is assessed as not sufficient, they should remediate.  And they should be sent back to, perhaps, a workshop.  They will be given guidance on how to reach out to the HACs.  So they would be those individuals who have not met the career readiness standards at separation.

MS. TRAN:  OK, great.  You know, I think when you mention transition GPS (sp), here’s a great question.  We’re going to have some guidance that we’re going to be issuing soon about this.  But – (inaudible) – cannot work directly with clients.  Can the DVOP do outreach at a TAP (sp) office – a TAP (sp) class?

MS.
:  No.  First, these people are often – they should be a good ways away from separation.  We will be giving instruction on how they can identify the HAC nearest their home.  And they could very well be reaching out to the HAC to get some services and to get some assistance in searching for employment upon separation.  But it would not be an appropriate venue for recruiting veterans with SBE.

MS. TRAN:  Great, thank you.  Can you just go briefly over how a separating veteran qualifies as a dislocated worker?

MR.
:  Sure.  Again – and this may be new to some of the LVERs and DVOPs – but in the WIA dislocated workers program we have guidance – it’s training and employment guidance under 22-04.  And basically that guidance simply states that when a veteran receives notice of separation from an employer – and what we’ve done is said the military counts as an employer – that that notification can count, just like a separation notice from a private-sector employer.  So basically once a veteran receives notice that he’ll be leaving service and has documentation to that, they can be treated just like any dislocated worker.  So the main thing there is that we’ve identified veterans as an employer and that notification separation is qualification for that program.

MR.
:  And they’re unlikely to return to their previous occupation, being the military, as well, so.

MS. TRAN:  Great.  So this other voice you’re hearing in the room is Andy Ridgeway who is part of our brain trust in terms of veteran services.  So we appreciate Andy’s input.

Will the Wagner-Peyser WIA staff receive similar training nationwide?  And I’m not sure if this question’s getting back to the MDTI training that we had a slide on.  That’s an online link that is available to all HAC partner staff so that – program partner staff.  That includes Wagner-Peyer and WIA staff, as well as the JVSG staff and, frankly, anybody who wants to go and learn more about it.  So we encourage all AJC staff to go and access that online training at your convenience.  Sure.

There was a question I thought that was really good getting to – (inaudible).  And I’m just looking for that one right now.  But essentially, it’s how can – I can’t find it – but how can an eligible spouse receive services from a DVOP?  Does the eligible spouse have to meet the SBE definition?

MS.
:  Yes.  The eligible spouse also has to meet the SBE definition.

MS. TRAN:  Great, thanks.  So this is – a good question is how is it’s supposed to work with states with no LVER staff?  So if you don’t have any LVERs in your state, what are supposed to do?

MS.
:  So in those cases, I think that any business services team that’s out of the HAC would make sure that they are also covering kind of targeting outreach for veterans of part of any outreach that they’re doing type businesses.  And I think that if there is a business services team at an HAC with an LVER, that there should be close coordination between those two entities – the LVER and the – (inaudible). 

MS. TRAN:  Great.  Can an LVER lead a job club?  So back again.

 MS.
:  So a job club often I think, for folks who aren’t familiar, is, you know, either faith-based or community-based organizations or other networks are bringing job seekers together to talk about good job search techniques and to provide a lot of support in the process.  And so I think the answer to that question is, no, an LVER can’t because an LVER is supposed to be providing direct services to employers and not – and working directly with job seekers.  But there are other, you know, avenues to connect job clubs to the HACs that we’re interested in.  So, yes.

MS. TRAN:  So you know – and I think somebody just asked a quick follow-up question.  That means they can’t even do that to that job club – unfortunately that is correct.  They cannot do that.  You understood that correctly.  

All right.  Are LVERs prohibited from searching for, screening and referring veterans to employers that they’ve outreached and successfully landed job opportunities with?

MS.
:  Yes, they are prohibited. That is the function of the DVOP.  And they should be coordinating with the DVOP – the LVERs should be coordinating with the DVOP and the rest of the HAC staff to be sure they are aware of those employment opportunities available for the veteran clients of the HAC.

MS. TRAN:  Great, thanks.  So what if a homeless veteran picks up a DVOP business card at a homeless shelter and then comes in to ask to speak with them.  Will they be told that they have to speak with a Wagner-Peyser staff member first if they’re homeless?

MS.
:  They should certainly been screened by a Wagner-Peyser person.  I would imagine that screening would be very –

MR.
:  (Inaudible.)

MS.
:  (Inaudible) – right.  Some – (inaudible) – of their homework, and so they meet the SBE definition and can be referred.

MS. TRAN:  Great.  What if – what if the veteran personally request to receive services from a Wagner-Peyser staff person, Larry?

MR. BANKS:  Wagner-Peyser is based on the premise of universal access.  So anyone walking into a center who requests Wagner-Peyser services should be receiving it – whether they’re a veteran or not.

MS. TRAN:  OK, great.  Here’s a question:  The business marketing team will be as enthusiastic about job development as veterans – as the veteran representative would be?  And I think our answer is an emphatic yes.

MR.
:  Yes.

MS.
:  Yes.  Absolutely.  I’ve been – I travel a lot and I’m amazed at the commitment that the American people and American businesses have to hiring veterans.  

MS. TRAN:  Great.  Can DVOPs conduct workshop training, such as resume, interview, et cetera, to all veterans or veterans with an SBE?

MS.
:  The answer is they can only do that to veterans with an SBE, if it’s a group that is the veterans with an SBE.  

MS. TRAN:  Another question around – kind of the 18 to 24-year old veterans required to have an SBE to meet with the DVOP?  So hopefully you have a lot of clarification on that.  The answer is no.  They just have to 18 to 24-year olds.

Our – were HAC/WIA-funded partners invited to this discussion or will the LVER be responsible for follow-up to WIA Wagner-Peyser partners?  So (let’s see ?) –

MS. SAMARDICK:  (Inaudible) – LVER that doesn’t know – (inaudible).

MS. TRAN:  (Laughs.)

MS. SAMARDICK:  Yes.  This is – this workshop is available to all AJC partners task.

MS. TRAN:  Yeah.  Thank you, Ruth.  You marketed it very wisely to all AJC partners staff, and I think you saw from the poll that there is a good representation who is participating today.  The webinar will be archived and available for download a couple of business days after today.  And once it’s all kind of uploaded and ready to go, and so then it can be accessed at your leisure by anybody for – like, forever.  So –

MS. SAMARDICK:  But we know that the LVERs, in their role of facilitating employment services to veterans, will be reinforcing the (tenets ?) of refocusing through their AJCs.

MS. TRAN:  So who is going to do the Wagner-Peyser training to make this transition?

So today’s training was open to Wagner-Peyser staff as well, and I think if Wagner-Peyser staff have any questions following us, that our – the ETA regional offices are available, and then also you can email questions directly to us.

MS. SAMARDICK:  And the National Veterans Training Institute have that online training available to all of you.

MS. TRAN:  Great.  Thanks for that reminder, Ruth.  Anything you want to add, Larry?

So let’s see.

MR. BURNS:  Kathy, just one of the – we just want to mention one other thing, that also, one of the things LVERs can do in their capacity is perform workshop for training for other AJC partners.  So this is one area where we really think the JVSG world and the WIA and Wagner-Peyser world can connect to the LVERs and some technical assistance that the LVERs might be able to provide those staff members.

MS. TRAN:  So here’s a good question, gets back to job clubs.  Could a DVOP establish and lead a veterans job club that was made up of veterans with significant barriers to employment as well as (those ?) who do not have a significant barrier to employment but want to benefit from interacting with other veterans?

MS. SAMARDICK:  No, but another AJC staff member could.

MS. TRAN:  Great.

You know, will there be any clients facing documents or flyers that can explain the new DVOP/LVER role?  We have some that come in that become upset if they don’t meet the SBE criteria to see veterans staff.

MR. BURNS:  I – one of the things we were looking for in conducting this webinar was actually get some feedback from you about some ideas that may be helpful.  So that’s one thing we hadn’t considered yet, but I think we’ll definitely take that under advisement moving forward as a possible technical assistance activity.

MS. TRAN:  OK, great.

So around transitioning service members, since TSMs are technically not veterans until they separate, how do we basically account for them in the various reporting – in the reports?  Will they be counted as nonveterans?

I think there is category for TSM.

MS. SAMARDICK:  There is a field for transitioning service members?

MR. BURNS:  Yeah.  TSMs are in the – or the VETS 200 reports.  So the VETS 200 reports are the reports that are in the labor exchange reporting system that’s currently being used.  So that already exists.

MS. TRAN:  OK.  Great.

Can you define family caregiver?

MS. SAMARDICK:  Well, yes.  This would be any family member who is taking care of a wounded service member.

MS. TRAN:  OK.  Thank you.

So in regards to case management of Chapter 31 veterans, who will be responsible for providing the case management if there is no DVOP in the office?

MR. BURNS:  Right here.  This policy change has not changed any of that.  This rule currently applies, and we do know some AJCs do not have DVOPs, so whatever procedures are in place should continue to be used in this situation.

MS. TRAN:  OK.  Thank you.

So here are some good – some input on future technical assistance.  Will there be additional training on how to deal with sex offenders since there has always been a designated sex offender person at each location?

MR. BURNS:  I think this is one area where ETA (and vets ?) will continue to work in their partnership to develop some materials.  We’ve invested in other ex-offender activities and initiatives in the past that we may able to learn from for this.

MS. TRAN:  OK.  Great.  OK.

So while – let’s see.  What defines a transitioning service member?  Can we work with them prior to separation dates?  If not, how long after separation are they considered to be eligible for DVOP services?  So how do we define a transitioning service member?

MS. SAMARDICK:  Well, a transitioning service member is somebody who is leaving the military but has not yet left.

MS. TRAN (?):  They have a date?

MS. SAMARDICK:  Yes.  But they – but they have established a date on which they are going to separate.

What was the rest of that question?  How much longer will they be able to serve them after?

MS. TRAN:  Yeah.  So what are –

MS. SAMARDICK:  You know, again, once this person is in your case load, you shouldn’t turn them over.  You should continue to provide them services until you successfully place them in employment or they otherwise exit.

MS. TRAN:  Great.

So are – so I think we answered this one earlier; are eligible persons or spouses required to meet SBE categories to be seen by DVOP?

The answer is yes, they all – (inaudible) – her or himself also has to meet the SBE category.

So, you know, Wagner-Peyser staff are not case managers currently.  Will they get the training necessary to provide the level of service available through DVOP or – all right, sorry.  Will they get the training necessary to provide the level or service currently available through DVOP to the veterans they’ll be serving?

MR. BURNS:  Well, I think one of the case – there is two things I want to mention here right now that, under gold care, case management is an activity that’s allowable under Wagner-Peyser.  But I think what this question is actually trying to get at is that we’d mentioned earlier that DVOPs may not have the capacity to take on all veterans.  Some veterans with – (inaudible) – may need to be served by partner programs that – we know that may happen in some instances.  However, if that’s the case, and you feel more intensive service are needed, the Wagner-Peyser program in those instances should refer to WIA as an example; WIA adult or WIA dislocated worker can offer case management that’s very similar to what a DVOP does.

MS. TRAN:  OK.  Thanks, Larry.

So with the new – with the new guidance, can an LVER new job orders for 24 hours to have veterans apply before the public?  Can an LVER do that?

MS. SAMARDICK:  I think that would be something within your AJC that would determine the policy on that.

MS. TRAN:  OK.

So I think a question was around; can you define exactly who’s a family caregiver?  The definitions I found, I got to find nurses and other family non – and other nonfamily members.  And I think – (inaudible).

MS. SAMARDICK:  No, a family caretaker would be a family member who is taking care of the wounded and/or injured service member.

MS. TRAN:  OK.  Great.

So when we reach out to veterans, do we have to reroute them to Wagner-Peyser – (inaudible) – assessed before we can provide services?  Or are we able to provide services at the outreach point?

This is in reference to the referral process.  I’m going to – (inaudible) – the person who’s asking the question is a DVOP.  And I think earlier you said the DVOP should be doing outreach to areas where there is kind of high concentrations of veterans with a SBE.

MS. SAMARDICK:  Where they’re likely to be finding veterans with SBE.  You know, so if you recruit somebody from a homeless shelter, and they become your client, I can’t imagine that we would require them to go first to a Wagner-Peyser staff member before you serve them because the very place that you recruited them ensured that they were indeed a veteran with an SBE.  Of course, you do have to be sure that they are a veteran as per title 38.
MS. TRAN (?):  OK, great.  So there’s a question around, why wouldn’t a DVOP or LVER (screen ?) that that’s what they may talk to, and I think – I think you two have kind of answered that a little bit around the DVOP, and again LVERs should not be providing direct services to veterans, but only really focusing and doing the employer outreach.  So hopefully that answers that question.

You know, so there’s a – (inaudible) – and I think there’s another question around, LVERs can’t work directly with clients, can the DVOP outreach to the (tap ?), and we answered that already, which is, no, because –

MS.
:  They’re a distance away from separation at that point as well.

MR. BURNS (?):  Kathy, also note there’s a lot of questions about the 27-week threshold.  There is some confusion there.  However – so and the (SBF ?) definition – it is a 27-week to have an SBE.  However, if a veteran comes in unemployed, you know, 27 weeks or less, they should be receiving services and priority services under the Wagner-Peyser and WIA programs.  So those veterans should not go without services; they should receive partner programs.

However, if 27 weeks go by and they’re still having a challenge finding a job, that SBE deposition may kick in, and the DVOP can provide some additional case management in that case.  But any veteran coming in unemployed – you know, the 27 weeks should not prevent any veterans from receiving services.

MS. TRAN (?):  And they may meet some of the other criteria as well, right?

So I think this is back to some of the questions around transitions during this initial transition period we talked about earlier, Larry.  So what if, after working with the vets for some time, they want to keep – the veteran wants to keep working with the DVOP after they are work-ready – because I think that’s – (inaudible) – but what if, after working with the veterans for some time, the veteran wants to keep working with the DVOP – after they are work-ready, they do not want to work with the Wagner-Peyser staff?

MS.
:  (Inaudible.)

MS.
:  Well, this was somebody who’s already a DVOP client, it seems, and we have said that, you know, the DVOPs should not jettison their current caseload over time.  However, those veterans and their current caseload who do not have an SBE would be exiting, and they would be replaced by veterans only with SBE.  And pretty soon, the entire case load of a DVOP should be comprised of veterans with SBE.

MS. TRAN (?):  All right.  Are DVOPs prohibited for searching for, screening and referring veterans to employers they’ve outreached and successfully landed job opportunities – (inaudible) –

MS.
:  I think we already answered –

MS. TRAN (?):  I think we did answer that one.  Sorry.

Are there intake assessment form samples available?

MR. BURNS (?):  We mentioned – that was one of the earlier questions we answered, where the discretion about intake has always been at the local or state, and we’ll continue to give that flexibility.  However, we are working with our disability community to identify some promising practices that may be a resource that can be leverage in developing those referral processes.

MS. TRAN (?):  OK.  So Larry, will funders get additional funding to hire more Wagner-Peyser or contract staff?

MR. BURNS:  So in fiscal year ’14, there was some additional funding for DVOPs to help build the capacity to serve veterans with significant barriers to employment.  Wagner-Peyser and WIA funding has remained pretty flat over the past couple of years.  However, one of the things we wanted to keep in mind is that we are working as hard as we can to develop some technical assistance to help Wagner-Peyser and WIA staff.  We’ll also continue to monitor this situation and look at data moving forward on that.  But – currently, there’s no additional funding, but we are working on some tools, and as a reminder, veterans are entitled to priority service in our system and should continue to receive priority assistance.

MS. TRAN (?):  OK.  So here’s a good question about co-enrollment.  Many WIA participants served by us (would ?) be considered to have an SBE.  Would it be appropriated to co-enroll in both programs as long as services are not duplicated?  Larry.

MR. BURNS:  Yeah, I believe in that case, co-enrollment would be appropriate.  As you know, JVSG and the DVOPs don’t have training resources or some of the other activities that WIA does, so co-enrollment, in those cases, does make sense, and would actually be beneficial to a veteran.

MR.
:  And that’s a data fielded that we collect, and in these reports is referred to WIA and (back ?).  So – and we do capture the – (inaudible) –

MS.
:  And also – you know, that’s an area where priority of service is extremely important because, as it was noted, the JVSG program does not provide training, whereas the WIA does.

MS. TRAN (?):  OK, great.  Do gold card veterans need to have an SBE to be served by a veteran?

MR.
:  Yes.

MS. TRAN (?):  Yes, and we talked about that in one of the earlier slides.  So I’ll probably just take two last questions, and then we’ll wrap up.

So since – there was a question about performance – I just lost it – so it was about – you know, since veterans that are served by DVOPs would have an SBE, is there kind of a – kind of lower expectations around the common measures?  And I think you guys both spoke about some of the performance expectations earlier?  Do you want to –

MS.
:  Yeah, I’m looking for the question – (off mic) – I think you gave me shorthand, so – (laughter) –

(Off-mic exchange.)

MS.
:  All right.  Well, while I look for that question, are there intake assessment form samples available?

MR.
:  We just answered that a few minutes ago.

MS.
:  Sorry – (inaudible) –

MR.
:  It’s OK.  Again, we’re finding some examples from the disability community; then we’ll be replicating that.

MS. TRAN (?):  OK.  All right so now we are – sorry – we’re out of time.  If you have any questions, you can submit them to your ETA or vets regional office, and we will – we’re getting all of that feedback in the national office.  We also have a – I’m sorry – I keep calling it a website, but it’s an email address that you can email, and it’s vets.priority@dol.gov, and we will try to get back to you through our regional offices, probably, too, but making sure that you have information you need to implement JVSG (refocusing ?).

MR.
:  Kathy, just to emphasize, I think the key point is, first line of questions to be through the regional offices and they will come up to us – the vet priority website – what that is, is, on that website, that’s where we’ll be posting some of our technical assistance and other resources.  So if you have specific questions about those resources, feel free to use that email site, but we have some procedures in place for receiving these questions.  I’d really highly recommend that you work with your regional staff to get those questions to us.

MS.
:  Yeah.  And we will be working with our regions to identify those questions that we’re hearing a lot and be sure that we provide more technical assistance to respond to those.

MS. TRAN (?):  Right.  I think a number of these questions we’ve also tried to address in our frequently asked questions, and so we urge you to look at that.  And then, as we update that, we’ll post them on the vets’ priority website and on the NBTI website, so please be sure to check back frequently to make sure that you’re getting the most updated information as you can, and then also check in with your regional staff.

All right.  Gary, I’ll turn it over to you.

MR. GONZALEZ (?):  Thanks –

(END)
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