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BRIAN KEATING:  All right.  Without any further ado, I'm going to turn things over to Amy Young.  She is a unit chief with the specialty national programs, Office of Workforce Investment, with the Employment and Training Administration.  Amy, take it away.
AMY YOUNG:  Thank you, Brian.  And thank you so much to everyone who is joining us today.  I think we have about 100 people and growing for our webinar.  As Brian said, I'm Amy Young.  I'm from the Employment and Training Administration at the U.S. Department of Labor, and I am responsible for the national farmworker jobs program – NFJP, of course, as we all know it.  
One of our priorities for NFJP this year, in partnership with the Association of Farmworker Opportunity Programs, was to look for new ways to provide more and better technical assistance that really supports you in the work you do every day helping migrant and seasonal farm workers.  
So we actually sent out a request to all NFJP grantees to get their input on what would be useful for you, and the results of that was that case management was by far the top choice of topics that was identified that you all would be interested in receiving technical assistance on.  So that has brought us here today to do our first webinar in technical assistance regarding case management, but we hope to look for other topics that will be useful as well.  
And before I hand it off and identify our speakers, we wanted to a poll to get a little better idea of who's joining us today on the webinar.  So the question is, tell us how long you've worked with the NFJP.  And I see some of you are already starting to put in your answers.  
GARY GONZALEZ:  And to participate in the poll, just mouse over and left-click the radio option to the left of the selection beneath the question.  So the options you have are less than a year; 1 to 5 years; 5 to 10 years; 10 to 15 years; or over 15 years.  
MS. YOUNG:  Actually, we have a big span of the number of years that people have worked at NFJP, with 1 to 5 being the most common, but also spanning from one year all the way up to –gosh, we have – 18 people have been with NFJP for over 15 years.  So that's great.  
And now I am going to turn it over and introduce Jeanna Vaughn, who's the director of workforce development with the Association of Farmworker Opportunity Programs.  
JEANNA VAUGHN:  Hi, everyone.  This is Jeanna Vaughn with AFOP.  I just want to thank everyone for participating today.  I know the middle of the summer is a very busy time for you all, so thanks so much.
As some of you know, I work as a case manager with a WIA youth program in Virginia, so I know firsthand about how much of a difficult job you have.  Since starting with AFOP, I've been able to visit NFJP programs in California.  And last week, Amy Young and I were able to visit the program in Maryland and Delaware.  
From my conversations with case managers, a few themes emerged, which were, one, they're very committed to serving farm workers and making sure they're successful; and also, the difficulty in balancing priorities when there's so much to be done.  Balancing priorities is difficult for anyone, but especially when you're working with clients who have so many barriers that your farmworker clients have.  
What I also saw was a lot of great teamwork and staff supporting one another, which is important in case management because so much of your work is done one-on-one with participants and you need to be able to poll the support of your co-workers and get their advice and guidance.  That's why today's webinar is being led by three of your NFJP colleagues from Maine and Texas.  They serve different farmworker populations, which will hopefully touch on something for everyone.  
First, we're going to hear about outreach assessment, developing an effective IEP and maintaining rapport with clients from Christopher Huh, the program manager for the NFJP in Eastern Maine Development Corporation.  Christopher has worked with the NFJP for over 10 years; as well as Wendy Lord, from the Eastern Maine Development Corporation, who's a career advisor.  
Then we're going to hear about job search and placement from Sylvia Salazar-Murphy, a client representative in Texas from MET.  And Sylvia has worked with NFJP for 17 years.  
Before we get started, there was one other poll we'd like you to do, and that's what is your primary role with NFJP?  And I know some of you have multiple roles, so feel free to click as many as apply to you.  
MR. KEATING:  And again, to participate just mouse over and left-click the box to the left of the selection.  If you choose "other," you will be able to type in what that other is into the chat when we bring it back.  And you can select more than one.  You can select all that apply to you.
MS. VAUGHN:  So it seems like of course we have a lot of case managers, but I know also many of you are doing the outreach and the job development as well as the case management duties.  So it's good to see we have a range on here.  
MR. KEATING:  And just a reminder.  If you've selected "other," you can type in what that other is in the chat.
MS. VAUGHN:  Okay.  Christopher, we'll turn it over to you now.
CHRISTOPHER HUH:  Great.  So thanks, Gina and Amy and Brian.  This is Chris Huh here, and hello, everyone.  I probably know at least some of you from past AFOP conferences, so it's great to be able to participate in this today.
And I'll just go to the next overview of the NFJP in Maine.  This is basically the program in Maine – two full-time staff.  When we were checking in that last poll our different capacities with the program, I found myself checking multiple boxes, and I'm sure Wendy Lord was as well, because we're the two full-time staff members with this grant in Maine.  
And it's a relatively small grant as far as all of the grantees nationwide go.  I'm sure we're in the smaller 10 or so.  And I'm program manager and also a case manager – we call them career advisors in our organization.  And Wendy Lord is a career advisor who also does a lot of outreach and administrative tasks for her job as well.  And she's also a skilled photographer because she has a lot of great photos that appear throughout some of our slides, so definitely wanted to credit her with that.  
I am based in an office in Ellsworth, Maine that is an office for my organization that does a lot of business and workforce outreach, and Wendy Lord is based in a Career One-Stop.  So she's very much embedded in that workforce environment with state department of labor personnel.  So I'll be referring throughout this presentation about some of the advantages and challenges of bridging that; being both kind of on the outside but also within the WIA system.  
And again, yeah, our perspective is definitely from a small program, and we definitely face a lot of challenges as far as case management.  I mean, I'm sure I could learn from every single participant here about things that we could take home to benefit from.  But we'll share what seems to work for us in our particular situation.  
So to provide some context, I thought I'd do a quick overview of our service area.  This is the state of Maine.  And it may not show well on your screens now, but hopefully when you print it off you can see the left map that shows our major crops and which parts of the state they grow in.  Because even though we're a statewide program, we target our outreach and we target clusters of NFJP-eligible people in some key areas where that work tends to be done.  
And to give you a sense of the geographic scale, on the right you see the counties of Maine.  Well, Wendy Lord is a case manager for that top county – at the very top, that blue one, and Connecticut and Rhode Island could fit within that county.  So that's one sense that you can get of the extent of the service area.  The entire state of Maine is almost the size of all of the other small New England states combined, like Vermont, New Hampshire, Massachusetts, Connecticut and Rhode Island.  We actually are almost – our whole state is almost the size of that geographic area.
So I guess you could say one of our primary challenges from the beginning is that we, as two staff, have to implement this grant throughout this area.  And our constant challenge before us is how to target our services.  
Again, just some background information.  The primary crops are potato, dairy, blueberry, broccoli, apple production.  There are a lot of small diversified farms, and these occur throughout the state.  And each of these major crops that I just mentioned have their own seasons that occur during the year, start and end times during the summer.  
And it's a diverse workforce that's employed in this kind of farm work.  We have many Latino/Haitian workers, for whom language can be a barrier.  And we also have a seasonal workforce who have resided in the area; their families have lived here many generations.  But they're in these underserved parts of the state.
Just to look at that most recent DOL seven-quarter report that came out, 51 percent of our farmworkers served were seasonal and 48 – well, close to 49 – percent were migrant in the NFJP in Maine.  
So our barriers are probably very similar to those encountered in other states, geographic isolation being a big one.  Because people in such rural areas, they're far from a lot of services.  And so these aren't – this is not a population that's easily served by the existing One-Stop system.  
And then language often is a barrier.  And because Maine is one of the least diverse states in the nation, it actually isn't very well-equipped to deal with people who don't speak English as a first language.  
Poverty is, again, a major issue throughout our state.  But in the counties that we target in Maine – Washington, Piscataquis, Somerset, and Aroostook are our primary counties or population – these all have the highest unemployment rates.  So again, one of the challenges is the lack of jobs in the area where we're serving people.  
And to give you a sense of the scale of our program, we aim to serve 165 a year.  So the challenge in serving 165 people across a large area really depends on a recurring theme that Wendy and I have discussed, which is relationship building.  We really have to develop these connections with adult education, migrant services – like organizations that specifically deal with migrant services are critical partners for us; the high school equivalency project is a big one; and the health council – I'll explain a little bit more about that in the next slide – that we participate on.
The One-Stop system, of course, and within that, the WIA adult and youth programs; the state bureau of employment services; vocational rehabilitation; and the various youth programs.  And often, relationship building really is direct person-to-person.  If we meet a key person who works well with us, that really is kind of the key for us to be able to serve farmworkers well, is by having that personal connection.  And if that person happens to move or change jobs, considerable work has to be done to re-establish another relationship within any of these partners.
To give you an example of how outreach is done into certain areas in Maine that are really remote, we have something called the Raker Center.  It's called that because the people who rake blueberries use these metal rakes, and they're called rakers – the people who do the work.  So we do this outreach to them every summer when there's blueberry work to be done.  And at least 10 agencies collaborate to go out to a remote location and provide medical services, employment and training, legal, immigrant advocacy, migrant education.  
A lot of these agencies will set up – it's very temporary; about a four-week one-stop site for these services.  And all of the partners say in touch during the year because we not only want to coordinate our activities during the blueberry season, but we want to refer people to each other.  So it's a really good framework we've found for serving farmworkers.
And so these are two pictures depicting the migrant unit and a food pantry – the mobile medical unit on top and a food pantry that serves farmworkers at the bottom.
And any opportunity that raises visibility of our program is something we take advantage of – attending meetings with growers, employers through job fairs and chamber of commerce meetings, and training providers during key events during the year; at colleges; orientations.  And then any kind of presentation that we can give to financial aid workshops, Upward Bound, youth groups, summer camps, high schools.  All of these are important to just really broadcast the NFJP throughout the community for referrals or to develop other contacts.
And again, just to focus a little bit on growers, agricultural days, farm days and trade shows have been a really good way to connect with growers, because in the agricultural community that really is one way that word reaches people in farm work.  And it also can uncover some job opportunities, too, in agriculture.  And so we definitely want to establish relationships within that community.  
And some of the reasons for doing this also involve understanding a lot of the dynamics within agriculture.  Just in Maine, the blueberry industry, for example, has undergone major change in the last 10 years, as mechanization has occurred and fewer rakers are needed; and the dairy industry has gone through economic upheaval.  So as workers are laid off, we want to find out who those people are and where they are so we can advertise our services.  
And increase in interest in organic and local agriculture helps us as well because there are some farms actually starting up that are smaller, and they employ people locally who could be eligible for the NFJP.
We try to understand, in addition to understanding our local crops, the calendar.  There are specific times when, say, a blueberry crew may be arriving from New Jersey.  And they arrive in Maine every year, and so the timing becomes really critical.  And so we're always trying to be really cognizant of what's going on with the arrival of workers.  
And crop boards, like the Maine potato board, or there's an apple board and blueberry, have been really helpful in us understanding the dynamics in the industry so we can serve farmworkers.  And then TV and radio ag reports are really good ways to understand changes within the industries that are really important to our work.
So moving on to assessments.  Once we enroll farmworkers and we go through the intake process, there are some formal processes that I'm sure are common to all of our programs.  We sit down and we go through interview questions and get a quick – or at least a very concise – assessment of their needs.  And in many cases we'll do the reading and math CASAS test to understand their levels.  Depending on their employment plans is how we proceed with that.
And then the various O*NET activities that we've implemented.  Interest inventory can be very helpful and the transferable skills analysis; all of these available on MyNextMove.org and the O*NET websites.
A really important piece is the labor market information.  There's a wealth of information on a website that's provided here, but I'm sure your states have very similar resources on what the high-growth/in-demand occupations are.  Because I think it really behooves us to educate people on what's growing in our state and in demand.  
And then past educational experience is very helpful; to understand what their experience has been and where they're starting from.
A lot, however, we found is informal.  It's sort of intuitive.  I think that ongoing we take time to listen and talk and look at their body language or how often they are responsive to us and how the dynamics of the conversation go, just because we can learn a lot – a lot can be great on paper, but we have to understand their family life and personal challenges and things like that.  And in order to do this, creating a relaxed setting is important.
Sometimes in a One-Stop it may not work.  It can be an environment that could be intimidating to people.  So we've met in homes.  We've met in adult ed classrooms and other settings that may be more comfortable to people.  And then having other people that can help mediate.  
And then we try to be very flexible, too, because people may have a work schedule where we can only meet on a weekend or evenings or again at their home, within their comfort zone.  It's really important to take that into account.
So moving on to – so after assessment's completed – we call the IEP an individualized service strategy in our organization, but it's very similar to, I think, what's used throughout where some overall characteristics that we use to guide this is that it really has to be owned by the participant.  And Wendy Lord has some words of wisdom here.  "I will not work harder than you do at your success.  Your life is yours; you will have whatever you make of it."  That really, I think, perfectly summarizes how we want people to see this, is that they take responsibility from the beginning.
Also, the IEP should show co-enrollment and as much leveraging of resources so there's not duplication of what we're doing with another program.  So that should be documented, and this is an opportunity for that.  
And it should also be updated and reviewed regularly.  I definitely remind myself to do this.  But set up a structure so that it's continually monitored.  That is very helpful for success.  
And again, a wise quote forwarded to me by Wendy.  " If you want to be an opera singer, learn to type."  Again, sometimes we'll have people with a wonderful plan; they have a lot of ambition.  But we have to say, what are the in-demand jobs in our area?  What is the labor market saying?  What can you do conceivably at the end of the participation period of NFJP?
Again, some basic components that we really try to incorporate to be successful are having the assessment results in this plan and attaching the wage information from the labor market site that I referred to; that helps.  And also, having the degree plan – the year that they plan to graduate or the on-the-job training length of time.  These are very important aspects of the plan.
And including co-enrollment commitments, WIA is providing 1,000 (dollars) in tuition.  We want to show all of that so we have a complete picture; other financial aid awards like scholarships; other considerations like health, transportation and childcare.  And timeframe for goal attainment's really important, and a scheduled review is good to put in there, a time like a year from now when you're going to stand back and evaluate, re-evaluate, change plans.  It's all very important in goal setting.  And then having this document shared between participant and case manager is really the best practice.  
The challenges that we've identified.  Degrees take a long time to finish.  So even though someone might be in a really good high-quality training, like an associate's degree, realistically these often aren't completed in two years.  There are prerequisites that have to be completed and there are waiting lists for the very popular programs, and someone may need their basic skills improved.  So that's something that we're working on, where we encourage people to enter these high-growth/in-demand occupations, but then do we realistically expect this person to be a placement in three-plus years?  And so I'm looking forward to hearing to any NFJP colleague about ways that they deal with this issue.
Geographic distance from training providers can be very frustrating when someone – their closest training opportunity could be an hour away, and that would exhaust their mileage reimbursements; it's very demanding on families.  So looking at online courses and things like that can help overcome some of this, but it is a challenge.
And then co-enrollment.  It sounds simple to have someone at WIA and NFJP, but realistically the performance measures that drive WIA or just some of the decisions that case workers have can conflict.  We serve participants that have more barriers, and it may not be somebody that's as easily enrolled in WIA, and so that can be a challenge, even though it's a good practice.  
So to develop rapport with participants, in order to make a lot of this – the completion of the IEP successful, we kind of came up with some general – just an underlying philosophy that there's trust; and again, relationship building carries over into how we deal with participants.  And again, to quote Wendy here, "If participant feels that you have somehow been where they are, that will be a good relationship."  And establishing that kind of bond with them where you share personal experience or show by example that you've overcome a problem through creative solutions or that you have started at a certain point and made a lot of progress in a short period of time, those are really great ways to develop rapport with some of the farmworker clients that we've had.
And again, some things that can help do this – building relationships – can be encouragement along the way, like attending graduations; if that's not possible, at least sending a card.  And that could really be very meaningful along the way.  
A 90-day status update is something we try to implement as a practice and as a best practice.  Within 90 days it's really good to step back and say, what is the next activity; what has been completed?  And that's not always easy, because sometimes it's a very – there's just a lot of things that have to be done as someone's proceeding to complete training or go on to work.  But as a rule of thumb, that's what we have as a practice.  
And another way to kind of keep people engaged has been to use low-cost activities that don't cost anything from the program really except staff time.  But résumé workshops, informational interviews that you can assign people to go on; job leads that just come through the One-Stop or through your own connection so you can just send along to people.  It keeps them engaged with you and can help them be responsive.  
And again, co-enrollment comes up, and sometimes I'm saying it is a challenge.  But in this case, with rapport with participants, it can be extra help, because if they're co-enrolled with WIA and that program is closer to the farmworker's residence, that can be a local contact for them to access when you would not otherwise be there.  You might not be able to respond as quickly as a local case manager would.  So having two case managers involve can help with providing this close relationship with participants.  
And as we think about new directions for us to go in with developing rapport, I hear a lot – I attend a lot of workshops about how social media – primarily Facebook comes up a lot – but e-newsletters, email newsletters that are sent out on a regular basis and things like that to engage people across a distance.  
We're, I'm sure, just in the very beginnings of this, but I'm really curious about how nationwide other programs have had success.  I have my own reservations about how Facebook or other media could be used.  But I definitely could see the benefits because of the geographic distance and being able to respond quickly to people and get information out.  '
I see results of the poll here, and it sounds like, yeah, maybe this is kind of a new topic to address within and among NFJP grantees, because I would definitely put us down in the "never" category right now, with the majority of respondents.  But for those of you who have had some experience, that would be very interesting to me.  
So that's a picture of me up in the right-hand corner, but I just want to emphasize I'm not on Facebook in that photo; I'm doing an intake.  But otherwise, I'm very interested in how this technology and social media can be used.  
MR. KEATING:  To your point, Chris, if anybody does – (inaudible) – are just starting to use it, if you could type into the chat what social media tools you are using.  That'd be excellent.  Also, if you haven't participated in the poll, just mouse over and left-click the radio option to the left of the selection – (inaudible) – the question.  And also, just as a reminder, you can always use that chat application that you see people typing into to enter in your questions or comments throughout our session today.
Chris, back to you.
MR. HUH:  OK.  Thanks.  Yeah.  
So that concludes what I wanted to talk about.  And I guess for questions, maybe we can wait until the very end, because right now I'd like to turn it over to my colleague, Sylvia Salazar-Murphy, in Texas.  She's going to be talking about job search and placement retention.  
So with that, I'll turn it over to you, Sylvia.
SYLVIA SALAZAR-MURPHY:  Thank you.  Good afternoon, everybody.  Jeanna, did you have something to say?
MS. VAUGHN:  No, Sylvia.  You can take it.  
MS. SALAZAR-MURPHY:  OK.  Thank you.  Hi.  I am from the NFJP program in Texas.  And this is our overview of Texas.
We've got – you know how Chris was saying that his spectrum probably is from the smaller states in our program?  Texas is from the other spectrum, from the larger states.  Not to brag – of course, Texas always likes to be from the bigger states in everything.  However, in this case it is true.
These are some of the offices we have throughout the state of Texas and throughout the region, from the tip of Texas where I'm at, in Harlingen, all the way to the panhandle in Plainview, where Ms.  Favela's at.  These are our names, the coordinators in our offices.  If you need address or phone number, be more than happy to login into our website.
These are some of the crops that are grown throughout the state of Texas – in the plains area, winter garden area, far west and the Rio Grande valley.  As you can see, we've got plenty of vegetables and sorghums and grains and any other crop that you might think of throughout the whole state.  And this is the region where you can see – like the plains are on the top part; the eastern part, the lower Rio Grande, far west and winter garden area.  And on your right-hand side you see the state of Texas divided by counties.
Our population is similar to what the percentage that Chris also said.  Our migrant workers are 42 percent; seasonal farmworkers close to 58 percent.  The majority of our farmworkers are of Hispanic origin.  And in the state of Texas, as of June, our unemployment rate was 7 percent.  Our barriers here in the state of Texas for our migrant and seasonal farmworkers are language skills, lack of education, migrant transportation and poverty.  
And now, to start my presentation, starting the job search phase.  The four points say, client’s last day of training does not end the responsibility of case management; always keep focus on the client’s individual employment plan – and I will be referring to that as the IEP; and keep an open dialogue with the client at all times.  And also, know our client’s strengths and weaknesses.  
In our case – or in my case here in Texas – what I see as a job search base is that we start doing job search – or I think we should – at the beginning of their training.  When they come in, they already know what they want to do, where they want to do it and what the outcome might be for them.  However, at times it is a little bit difficult because of certain barriers that we have already noted in the IEP.  So it is our job during their training for us to find the best solution for them.  
The client's barriers for employment are acknowledging the strengths and weaknesses.  We assist them at times for them to be successful employees in whatever they train.  We as case managers must teach and encourage clients to emphasize their employment strengths – right there, as the example states it, their résumé.  And the clients must be reminded that there are opportunities to remove and overcome employment barriers.  
In these situations, in these three points, we are here to tell them – a lot of times our clients come in and they know their strengths and weaknesses.  They always tend to emphasize more on their barriers or weaknesses.  Our job is to show them that, no, they need to see the strengths.  They need to see how a weakness can be turned around and made into a strength.  Like a lot of people tell me, a lot of my clients tell me, I've only done farm work.  And they see it as a negative.  
However, you start talking to them and you see – you ask them questions; OK, what do you do as a farmworker?  They end up telling you that they've done mechanics in the tractors and the different machinery that is used in the farm.  They've done the planting.  They've done the sorting.  They've done everything imaginable, and all those skills can be transferred over into a workplace that is not seasonal, that is where they can also be applied at the different job sites where they got trained.  
A person that gets trained for auto mechanic, if they've already had entry-level experience in tractor mechanics or what have you, they are going to be able and more capable of doing the auto part of the repairs or the engines or the machinery that they will be working with.  Also, their strengths must be highlighted.  So these are some of the things that I look into when we talk with our clients.  And I try to emphasize to them in conversation that they realize that at times their number one strength is employment, where they have been employed as a farmworker.
The diversity of the job titles and the familiarity with the local workforce partners.  In some cases, what I do is I ask them what they want to be trained in.  And if they tell me as a CNA, I try to be more diversified in what that CNA is, like a certified nurse aide.  We all say, OK, you want a job as a certified nurse aide, fine.  However, there are other titles.  There are other diverse jobs that they can get.  You get the training as a certified nurse aide; that does not mean that they have to work strictly at your local nursing homes, at the hospitals.  They also can work as providers.  They can also work as attendants.  
Here in the state of Texas, especially around our area, we have what we call adult day care centers.  These centers hire certified nurse aides to take care of the people that are tending these centers for whatever reason.  There might be a person that needs medication at such time, or they've just recovered from an illness and they're still going to these centers.  The people that have to take care of them need to know how to properly take care of them.  If not, they're going to get more injured or what have you.
Be familiar with the workforce partners.  Also, at the same time, like Chris mentioned, the co-enrollment and what have you; but at the same time, the local workforce partners will help you.  There might be – some of our clients might be veterans, might be senior citizens, might be – one of the barriers is that they need childcare.  All of these are partners that we can find at our local workforce, and they can help us alleviate some of these barriers, and therefore make our client more successful.  
The other thing – the diversity of employment.  Like I said earlier, we cannot just stick with the same certified nurse aide or the truck driver.  We have to know what other job title we can search for.  Because if we are not open-minded about the diverse job titles that are available out there, we are in other words also hindering the opportunity of our clients getting a successful placement and for them to work.  Research the job titles associated with the training.
The labor market.  My number one labor market index that I like to use here is the Socrates.  I go under the home page for Texas Workforce Commission, and under labor market index I see Socrates.  And I go in there and I type in "oil field roughneck."  And I get all these other titles associated.  So I'm not just limited to a roughneck worker that works in the oil fields.  It gives me different titles.  It gives me different opportunities.  
And it also tells me the diverse training that can be done, and also the amount of job openings that will be throughout the state of Texas in my region or in the United States, which is also something that we can give to the farmworker and to our client and say, you want this kind of training?  The opportunity is yours.  
Entry-level.  Of course, we know that it's going to be entry-level, but the opportunity is there for growth.  Present these different options and different occupations and job titles to the client, because at times our client does not realize that you can do more than just truck driving.  A truck driver is not just a truck driver, is not just a truck driver.  They have a diverse ability to be out there and be able to work.  Once you have your commercial driver's license, that is fine.  But you don’t necessarily have to be driving your semi-trucks or what have you.  
Local workforce partners are very important.  Why reinvent the wheel?  Why go through the process of you having to do the résumé; you having to teach them?  And of course, we do it at times.  But why go and teach them how to do an email account, how to do a résumé, how to do mock interviews?  All of this is available at your local workforce.  And whomever is lucky enough to be at a local workforce office, they have the opportunity to find this.
Once the client finishes the training that they've studied for, I recommend that they go back to the One-Stop and update their application or their client profile.  Because if they do not update the client profile, then whatever job opportunity that is out there for them will never be matched up with our client.  And that is one thing that we as case managers must tell them – update your application, update your profile.  Show them that you went to this training.  Show them that you got certified.  Explain it to them.  Because if they don't do this, then also we are not being what we should be doing – we're not being the case manager that we should be for this individual.
Know your employment search engines.  Another thing that I like to do also – and it has to do with these two things – is that if in the workforce, when they go in and update their application, their training abilities that they've reached and their certificates, the Work in Texas search engine that we have here in Texas – of course – it allows the client and allows you as a case worker to go in there and use their résumé wizard.
So once the information has been updated through the One-Stop, our client can come back with a username and login and we can go in there and print out the résumé.  And at the same time, once this printout is done, we can – more than likely the client will be able to download it on a USB port and we can use it to apply for our clients the different search engines that we have.  I like to use Indeed.com.  I like to use the SouthTexasJobs.com, which is the local Monster.com job information.  And there's other things that are available – the Work in Texas.  
Also, once their application or their profile has been updated, automatically it opens the opportunity for our clients to be matched up to jobs in the area that they got trained in.  
And so that is some of the things that we do.  At times, our clients will be able to just have a little bit of assistance and they'll be able to do it on their own.  Other times we've had clients – I've had clients that I've had to sit with them two to three hours before we do a job application, before we do an email address, because they don't feel comfortable going to the One-Stop.  And that's fine.  That's what we're here for.  That's what we get paid for – to be here and assist our clients to get them out of migrant and seasonal farm work.
MS. VAUGHN:  Hey, Sylvia.  This is Jeanna.  I'm going to have to break in because we have about 10 minutes left and we need to go to a question and answer period.
MS. SALAZAR-MURPHY:  OK.
MS. VAUGHN:  Thanks so much.
MS. SALAZAR-MURPHY:  OK.  Thank you.
MS. VAUGHN:  So our first question is for Chris.  
MR. HUH:  OK.
MS. VAUGHN:  And it's, "What are the concerns and benefits about using social media?"
MR. HUH:  Yeah.  Well, gosh.  I mean, my personal knowledge is kind of limited.  But I think that – what I've seen other agencies have success with is I've seen them be able to advertise everything from job openings to new opportunities to new services available.  And they broadcast it through Facebook or maybe some other way as well, and that seems to be very effective.  And it just seems to be something that at least a certain part of the population uses a lot.  
But I'm concerned – my concerns have to do with who are we missing?  Because again, I think there's a sizable part of the population that does not use Facebook or other things.  And also, it seems tricky to me regarding some confidentiality about participating in the program, I guess; or some of the public nature of it online.  So I think it's just something that we would have to educate ourselves about and develop a skill around.  
MS. VAUGHN:  OK.  Thanks, Chris.  Also another question for you.  "How is the mobile outreach unit paid for?"
MR. HUH:  Yeah.  Sorry I didn't clarify that when I showed that slide.  That's the Maine Migrant Health Program.  And they are a separate agency, but they're a very close partner with my program.  And we coordinate activities throughout the year with them, including some of the AFOP health and safety activities as well.  
They pay for it through various grants.  It's something I could look into, if someone wanted to forward that question to me.  I could put them in touch with the Maine Migrant Health Program.  They could find that agency online, too, by typing that in, "Maine Migrant Health Program."  And Barbara Ginley, their director, is a wonderful person.  She would definitely get back to that person.  
MS. VAUGHN:  OK.  Thanks, Chris.  
Another question, maybe Sylvia and Chris you can both answer this.  The question is, "How do you deal with language barriers?" Maybe Sylvia, if you want to start and then Chris can answer, too, if he has anything else to add.
MS. SALAZAR-MURPHY:  Language barriers?  The majority of the workers are – well, the MET workers are bilingual here in the state of Texas.  And if it has to do pertaining to the trainings that are available, the trainings here in Texas at times are programmed or designed to be given in both English and Spanish.  
MS. VAUGHN:  OK.  That's helpful.  Chris, do you want to add anything to that?
MR. HUH:  Yeah.  In Maine – I'm sure it's a smaller proportion of our participants who have language barriers just because it's the nature of the population up here.  
But Wendy Lord has Spanish proficiency and I have some.  And we have some partners in the area who are bilingual, who we work closely with who are very easy to access and have very rapport with the farmworker community.  So we're able to operate really well to serve the needs of people who speak only Spanish.
As far as Creole goes, that's kind of new territory for us, but we have made some progress with that.  There's some full-time Creole translation/interpretation staff at the Maine Migrant Health Program, and we've translated a couple of our documents into Creole.  So we're making some progress there.  But again, we're having to adapt.  
MS. VAUGHN:  Do you have a specific book for the Creole workforce ESL that you use?
MR. HUH:  Well, we don't have a Creole workforce ESL yet.  I'd be very interested in a book like that right at the moment.  When I deal with my participants I deal with – the publisher is Hippocrene Concise Dictionary, Haitian Creole/English dictionary.  

Yeah.  There's a bilingual person who I rely on here in Maine who has been really great.  She provides a lot of referrals, so she's doing a lot of that groundwork in the beginning, of explaining what my program is in Creole.  
There's a whole range among Creole speakers, too, of language proficiency.  Generally, women might speak less English than some of the men.  But again, there's a whole range of education levels and comfort with English.  So yeah, I would be interested in finding out about such resources, because that's something that's new for us.
MS. VAUGHN:  OK.  And maybe that's something that I can look into as well.  
MR. HUH:  That'd be fantastic.  
MS. VAUGHN:  OK.  Great.  Also, another question for you, Chris.  "What are the challenges for case management working with a high migrant population?"
MR. HUH:  Yeah.  As far as that definition "migrant," I mean, if these people are only in an area – the migrant workers we see in Maine are here for four to six weeks on average.  So the length of time is an issue.  
However, we do have people who want to stay on and do complete training.  So it gets a little bit easier if they're going to be in the area.  But housing, some of the issues that have to do with the fact that they aren't established in the area I think are just major challenges; just their living situation, unfamiliarity with the area.  And so that's where I think it really helps us overcome these challenges by having the network I talked about with like 10 agencies who participate year-round to serve migrants and target areas where they live and be able to respond quickly to the needs of this particular population.
WENDY LORD:  This is Wendy.  Can I chime in here?
MR. HUH:  Absolutely.  You should.  
MS. LORD:  One of the benefits of being a national program is that we can actually track some of our clients.  I have several that I support going to school in Texas because they're here in Maine half the year and in Texas half the year, and they decided to stay down there and go to school.  But I can still support them and manage their caseload from here.  And I have another one in South Carolina and one in North Carolina.
And also, the migrant education programs in each state are now hooking into something called M6.  It tracks high school credits from one state to another and takes partial attendance and accumulates it – I forget if that's the word – and turns it into credit so that they can eventually graduate.  Because you will run into people who go to school a lot but never earn one credit because they keep moving.  So migrant education is getting in gear for that, and being a national program really helps us track them as well.  
MS. VAUGHN:  OK.  Thanks, Wendy.  Also, Sylvia, if you wanted to weigh in on this next question.  "What are some good ways to encourage WIA programs to co-enroll?"
MS. SALAZAR-MURPHY:  What I usually like to do is, because the WIA programs take a little bit longer than our programs do to verify eligibility.  From the time that that individual comes in and says that they want some kind of training, I usually give them a referral form for them to go back to the WIA program or the One-Stop that they live closest to.  
And I have a very good relationship with the center managers, so we have an understanding here in Cameron County and Willacy County, that if they see one of those referrals, if possible if the funding is there, they'll move them through the system at times – at times; underline that part.  And then there's times that it cannot be done, unfortunately.  The funding – we don't have the idea when they do have the funding.  So we might be referring them when funding is not available for those particular trainings.  
But it's been pretty successful.  We do have some co-enrollments where we pay a certain part of the training and they come in and also pay another part of the training.  
MS. YOUNG:  Thank you, Sylvia.  And that will be our last question; we're at 3:00 now.  Thank you all for your questions and comments.  And we've been watching the chat, especially a lot of information on using social media.  
Thank you so much for joining us today.  I also want to thank our speakers, Jeanna and Chris and Sylvia, for speaking today on the webinar.  The webinar will be archived and available on Workforce3One in case you have co-workers that weren't able to join us today but might be interested.  You have our contact information for all of the speakers today.  
(END)
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