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OVERVIEW

Under the Workforce Innovation and Opportunity Act (WIOA), the Governor of each State must
submit a Unified or Combined State Plan to the U.S. Secretary of Labor that outlines a four-year
workforce development strategy for the State’s workforce development system. The publicly-funded
workforce system is a national network of Federal, State, regional, and local agencies and
organizations that provide a range of employment, education, training, and related services and
supports to help all jobseekers secure good jobs while providing businesses with the skilled workers
they need to compete in the global economy. States must have approved Unified or Combined State
Plans in place to receive funding for core programs. WIOA reforms planning requirements,
previously governed by the Workforce Investment Act of 1998 (WIA), to foster better alignment of
Federal investments in job training, to integrate service delivery across programs and improve
efficiency in service delivery, and to ensure that the workforce system is job-driven and matches
employers with skilled individuals. One of WIOA'’s principal areas of reform is to require States to
plan across core programs and include this planning process in the Unified or Combined State
Plans. This reform promotes a shared understanding of the workforce needs within each State and
fosters development of more comprehensive and integrated approaches, such as career pathways
and sector strategies, for addressing the needs of businesses and workers. Successful
implementation of many of these approaches called for within WIOA requires robust relationships
across programs. WIOA requires States and local areas to enhance coordination and partnerships
with local entities and supportive service agencies for strengthened service delivery, including
through Unified or Combined State Plans.



OPTIONS FOR SUBMITTING A STATE PLAN

A State has two options for submitting a State Plan — a Unified State Plan or a Combined State
Plan. At a minimum, a State must submit a Unified State Plan that meets the requirements described
in this document and outlines a four-year strategy for the core programs. The six core programs
are—

the Adult Program (Title | of WIOA),

the Dislocated Worker Program (Title 1),

the Youth Program (Title 1),

the Adult Education and Literacy Program (Title II),

the Wagner-Peyser Act Program (Wagner-Peyser Act, as amended by title IIl), and

the Vocational Rehabilitation Program (Title | of the Rehabilitation Act of 1973, as amended
by Title IV).

Alternatively, a State may submit a Combined State Plan that meets the requirements described in
this document and outlines a four-year strategy for WIOA’s core programs plus one or more of the
Combined Plan partner programs. When a State includes a Combined State Plan partner program in
its Combined State Plan, it need not submit a separate plan or application for that particular
program. If included, Combined State Plan partner programs are subject to the “common planning
elements” (Sections Il and Il of this document) where specified, as well as the program-specific
requirements for that program. The Combined State Plan partner programs are—

Career and technical education programs authorized under the Carl D. Perkins Career and
Technical Education Act of 2006 (20 U.S.C. 2301 et seq.)

Temporary Assistance for Needy Families Program (42 U.S.C. 601 et seq.)

Employment and Training Programs under the Supplemental Nutrition Assistance Program
(Programs authorized under section 6(d)(4) of the Food and Nutrition Act of 2008 (7 U.S.C.
2015(d)(4)))

Work programs authorized under section 6(0) of the Food and Nutrition Act of 2008 (7 U.S.C.
2015(0))

Trade Adjustment Assistance for Workers Programs (Activities authorized under chapter 2 of
Title Il of the Trade Act of 1974 (19 U.S.C. 2271 et seq.))

Jobs for Veterans State Grants Program (Programs authorized under 38, U.S.C. 4100 et.
seq.)

Unemployment Insurance Programs (Programs authorized under State unemployment
compensation laws in accordance with applicable Federal law)

Senior Community Service Employment Program (Programs authorized under Title V of the
Older Americans Act of 1965 (42 U.S.C. 3056 et seq.))

Employment and training activities carried out by the Department of Housing and Urban
Development

Community Services Block Grant Program (Employment and training activities carried out
under the Community Services Block Grant Act (42 U.S.C. 9901 et seq.))*

Reintegration of Ex-Offenders Program (Programs authorized under section 212 of the
Second Chance Act of 2007 (42 U.S.C. 17532))



* States that elect to include employment and training activities carried out under the Community
Services Block Grant (CSBG) Act (42 U.S.C. 9901 et seq.) under a Combined State Plan would
submit all other required elements of a complete CSBG State Plan directly to the Federal agency
that administers the program. Similarly, States that elect to include employment and training
activities carried by the Department of Housing and Urban Development and programs authorized
under section 6(d)(4) and 6(0) of the Food and Nutrition Act of 2008 that are included would submit
all other required elements of a complete State Plan for those programs directly to the Federal
agency that administers the program.



HOW STATE PLAN REQUIREMENTS ARE ORGANIZED

The major content areas of the Unified or Combined State Plan include strategic and operational
planning elements. WIOA separates the strategic and operational elements to facilitate cross-
program strategic planning.

The Strategic Planning Elements section includes analyses of the State’s economic
conditions, workforce characteristics, and workforce development activities. These analyses
drive the required vision and goals for the State’s workforce development system and
alignment strategies for workforce development programs to support economic growth.

The Operational Planning Elements section identifies the State’s efforts to support the
State’s strategic vision and goals as identified in the Strategic Planning Elements section.
This section ensures that the State has the necessary infrastructure, policies, and activities
to meet its strategic goals, implement its alignment strategy, and support ongoing program
development and coordination. Operational planning elements include:

(o}

(o}
(o}
(o}
(o}

State Strategy Implementation,

State Operating Systems and Policies,

Assurances, and

Program-Specific Requirements for the Core Programs, and

Program-Specific Requirements for the Combined State Plan partner programs.

When responding to Unified or Combined State Plan requirements, States must identify specific
strategies for coordinating programs and services for target populations.* While discussion of and
strategies for every target population is not expected, States must address as many as are
applicable to their State’s population and look beyond strategies for the general population.

* Target populations include individuals with barriers to employment, as defined in WIOA Sec. 3, as
well as veterans, unemployed workers, and youth.

Minnesota is submitting a Combined Plan. Targeted populations include people of color and
individuals with disabilities



I. WIOA STATE PLAN TYPE

Unified or Combined State Plan. Select whether the State is submitting a Unified or Combined
State Plan. At a minimum, a State must submit a Unified State Plan that covers the six core
programs.

Unified State Plan. This plan includes the Adult Program, Dislocated Worker Program, Youth
Program, Wagner-Peyser Act Program, Adult Education and Family Literacy Act Program, and
Vocational Rehabilitation Program. No

Combined State Plan. This plan includes the Adult Worker Program, Dislocated Worker Program,
Youth Program, Wagner-Peyser Act Program, Adult Education and Family Literacy Act Program,
and Vocational Rehabilitation Program as well as one or more of the optional combined State Plan
partner programs identified below. Yes



COMBINED PLAN PARTNER PROGRAM(S)

Indicate which Combined Plan partner program(s) the state is electing to include in the plan.

Career and technical education programs authorized under the Carl D. Perkins Career and
Technical Education Act of 2006 (20 U.S.C. 2301 etseq.) Yes

Temporary Assistance for Needy Families Program (42 U.S.C. 601 et seq.) Yes

Employment and Training Programs under the Supplemental Nutrition Assistance Program
(Programs authorized under section 6(d)(4) of the Food and Nutrition Act of 2008 (7 U.S.C.
2015(d)(4))) Yes

Work programs authorized under section 6(0) of the Food and Nutrition Act of 2008 (7 U.S.C.
2015(0))) Yes

Trade Adjustment Assistance for Workers Programs (Activities authorized under chapter 2 of title Il
of the Trade Act of 1974 (19 U.S.C. 2271 et seq.)) Yes

Jobs for Veterans State Grants Program (programs authorized under 38, U.S.C. 4100 et.
seq.) Yes

Unemployment Insurance Programs (Programs authorized under State unemployment
compensation laws in accordance with applicable Federal law) No

Senior Community Service Employment Program (Programs authorized under title V of the Older
Americans Act of 1965 (42 U.S.C. 3056 et seq.)) Yes

Employment and training activities carried out by the Department of Housing and Urban
Development No

Community Services Block Grant Program (Employment and training activities carried out under the
Community Services Block Grant Act (42 U.S.C. 9901 et seq.)) No

Reintegration of Ex-Offenders Program (Programs authorized under section 212 of the Second
Chance Act of 2007 (42 U.S.C. 17532))] No



II. STRATEGIC ELEMENTS

The Unified or Combined State Plan must include a Strategic Planning Elements section that
analyzes the State’s current economic environment and identifies the State’s overall vision for its
workforce development system. The required elements in this section allow the State to develop
data-driven goals for preparing an educated and skilled workforce and to identify successful
strategies for aligning workforce development programs. Unless otherwise noted, all Strategic
Planning Elements apply to Combined State Plan partner programs included in the plan as well as to
core programs.



A. ECONOMIC, WORKFORCE, AND WORKFORCE DEVELOPMENT ACTIVITIES
ANALYSIS

The Unified or Combined State Plan must include an analysis of the economic conditions, economic
development strategies, and labor market in which the State’s workforce system and programs will
operate.



1. ECONOMIC AND WORKFORCE ANALYSIS

A. ECONOMIC ANALYSIS

The Unified or Combined State Plan must include an analysis of the economic conditions and trends
in the State, including sub-State regions and any specific economic areas identified by the State.
This must include-

I. EXISTING DEMAND INDUSTRY SECTORS AND OCCUPATIONS
Provide an analysis of the industries and occupations for which there is existing demand.
II. EMERGING INDUSTRY SECTORS AND OCCUPATION
Provide an analysis of the industries and occupations for which demand is emerging.
1. EMPLOYERS' EMPLOYMENT NEEDS

With regard to the industry sectors and occupations identified in 1 and 2 above, provide an
assessment of the employment needs of employers, including a description of the knowledge, skills,
and abilities required, including credentials and licenses.

NOTE: Tables and figures can be seen in the online version of the state combined plan at
http://www.gwdc.org/wioa/index.html

WORKFORCE TRENDS

Over the last 50 years of the past century, our state and national economies benefited from a rapidly
growing workforce, driven by the entry of baby boomers into their prime working years and by the
dramatic rise in female labor force participation. These gains provided businesses with an adequate,
and often surplus, pool of job seekers from which to draw. Between 1976 (when state—level
measurement began) and 2001, Minnesota saw its labor force increase by nearly 993,000 workers,
an average of just under 40,000 per year.

But those conditions began to change at the turn of the century as the first baby boomers reached
age 55 and female participation rates levelled off. Between 2001 and 2015, our labor force growth
slowed to an average of about 12,000 new workers per year, a rate less than a third that of the prior
25 years.

This slowing growth will be the defining characteristic will challenges us in the years to come. The
U.S. Census Bureau estimates that there will be nearly 50,000 more Minnesota residents who will
reach the age of 65 by 2030 than there are youth who will reach 16 by that time. So if we had to rely
solely on our existing populace, Minnesota would see its prime working age population fall by 50,000
by 2030. These estimates clearly show that the number of people available through natural growth in
our working age population will fall well short of the needs of businesses looking to grow. (Table 1)

Table 1. Minnesota’s Labor Force Projections, 2015-2030



16-19 years
20-24 years
25-44 years
45-54 years
55-64 years
65-74 years

75 years &
over

Total Labor
Force

2015 Labor Force
Projection
139,938

274,329
1,245,784
661860

535,988

126,182

20,845

3,004,926

2030 Labor Force
Projection
153,866

267,537
1,280,645
643,042

487,175

200,349

34,587

3,067,201

Source: Minnesota State Demographic Center

2015-2030 Change

Numeric
+13,928

-6,792
+34,861
-18,818
-48,813
+74,167
+13,742

+62,275

2015-2030 Change
Percent

+10.0%
-2.5%
+2.8%
-2.8%
-9.1%
+58.8%
+65.9%

+2.1%

Thanks to the sharp rise in the number of older workers, Minnesota’s State Demographic Center
projects that our workforce will expand by an average of just over 4,000 people per year over the
next 15 years (see Table 1). That growth is one—tenth what we averaged between 1976 and 2001,
and one-third the rate we experienced since 2001. However, these projections assume that
participation rates in our older age groups will experience increases over the next 15 years. If these
participation rate increases do not occur and instead hold constant at current participation rates for
workers 55 and above, our labor force would shrink over the next 10 years by about 11,000 before
finally starting to grow by 21,000 between 2025 and 2030. This would further reduce total labor force
gains to a total of 10,000 over the next fifteen years, a growth we used to experience every three

months during the 1980s and 1990s.

Alongside this dramatic slowdown and projected graying of our state’'s workforce is another
significant change in our state’s demographic makeup that has long been under way: increased
racial diversity among our working age population. Over the past 15 years, Minnesota’s white
population has grown by 4.2 percent while its populations of color have grown at rates far exceeding
that, including our black (69.2%), Asian (61.8%) and Hispanic (84.3%) populations (see Table 2).

Table 2. Race and Hispanic Origin, 2014

Total

White

Black or African
American
American Indian &
Alaska Native
Asian & Other Pac.
Islander

Some Other Race

Two or More Races

Hispanic or Latino

Source: U.S. Census Bureau, 2010-2014 American Community Survey

Number
(MN)
5,383,661
4,585,781
290,545

56,490
232,964

78,863
139,018
264,265

Percent

(MN)

100.0%
85.2%

5.4%

1.0%

4.3%

1.5%
2.6%
4.9%

Change from 2000—

2014 (MN)
+9.4%
+4.2%

+69.2%

+2.8%
+61.8%

+19.8%
+68.0%
+84.3%

Percent
(US)
100.0%
73.8%
12.6%

0.8%
5.2%

4.7%
2.9%
16.9%

Change from 2000—
2014 (US)

+11.6%
+9.6%
+14.2%

+3.6%
+52.7%
-3.9%

+33.7%
+50.3%



These changes are expected to continue and even accelerate in the coming years, especially
among those Minnesotans of working age.

To illustrate the magnitude of these changes, consider that the number of white Minnesotans
between the ages of 18 and 64 fell by 6,875 between 2013 and 2014, while the number of black
Minnesotans within that age range rose by about 10,500 and the number of Minnesotans reporting
their race as something other than white alone increased by nearly 28,000.

The reasons for these stark differences in the growth of working age populations by race are at least
twofold: First, the white population is “aging out” into its retirement years at a much faster rate than
our minority population. Second, there continues to be a significant influx of foreign—born immigrants
who are typically in that working age cohort. Again using 2013 to 2014 as an example, the number of
foreign—born blacks of all ages well over 90 percent of whom come from Africa, increased by about
14,000.

The State Demographic Center projects that between now and 2030, our minority population will
grow by 37.3 percent, while the white alone population will grow by 4.1 percent, most of which will be
65 and older. While it is difficult to project the racial breakout of our workforce 15 years from now,
especially as much of the growing diversity is driven by foreign immigration, it is clear that what little
growth we are likely to see in our workforce will come in large part — if not entirely from — our minority
workers.

Despite long—standing awareness that our populations of color generally, and our black community
in particular, have failed to benefit fully from an improving economy, disparities persist and by many
measures have worsened. According to 2015 Current Population Survey data, even after six years
of economic recovery, Minnesota’'s unemployment rate among blacks stood at 14.1 percent while
the rate for whites was 2.9 percent. This ratio of black to white unemployment was the worst
disparity in the nation! At the same time, our black labor force participation rate stood at 91 percent
of the white rate, a ratio that was third worst among the 50 states.

To illustrate the impact that minorities will have on our labor force growth, suppose the black
workforce grows at the projected 33.6 percent rate between now and 2030. This would increase the
number of blacks in our labor force from its current 148,780 to 198,770. Also suppose we were able
to close the gaps between black and white participation rates and unemployment rates so that, in
2030, they are both at the current rates held by whites. This would result in an annual increase in our
employment growth by nearly 1,400 over each of the next 15 years, which adds up to over 20,000
additional workers.

Similarly, increasing labor force participation rates and reducing unemployment rate disparities for
other race groups, people with disabilities, both younger and older workers, and people with lower
educational attainment would lead to notable increases in the size of the state’s available labor
force. Helping minorities and other groups with barriers to employment will be critical to ensuring that
Minnesota’s employers are able to find workers and our economy is able to continue growing.

This will be especially important in Greater Minnesota, which has an older population than the Twin
Cities, with 16.4 percent of the population aged 65 years and over, compared to 11.8 percent in the
metro area. Greater Minnesota also has a lower percentage of people in the prime working years, as
well as much less racial diversity than the Twin Cities.



While every region in the state saw an increase in the number of jobs held by minorities over the
past 20 years, only 8 percent of jobs in Greater Minnesota are held by minorities, compared to 18
percent in the Twin Cities. Outside the metro area, the most diverse workforces are found in the
Southeast and Southwest regions of the state, while the Northeast has the least diverse workforce
overall. However, the racial disparities in unemployment are found in every region throughout the
state, making it an opportunity for growth regardless of location.

In sum, the data show that current population and aging trends will lead to a tight labor market over
the next two decades — with some local areas already experiencing labor force declines. The
challenges our state will face over the next 15 years are so great that we’ll need to tackle them with
a multi-pronged approach to attract and retain workers of all demographic characteristics. Retaining
older workers beyond traditional retirement age, attracting and retaining young talent, removing
barriers faced by workers of all abilities, welcoming immigrants from other countries, and educating
and training the workers we do have are all necessary to overcome these challenges.

Because minority populations in Minnesota will continue to grow faster than the white population,
particularly in the younger working age populations, the labor force will continue to diversify rapidly.

Recognizing that the rapidly increasing share of existing workers are people of color, it becomes
obvious that we must address this problem of persistent racial disparities directly.

If these disparities continue unabated, disadvantaged groups won't be the only ones who suffer.
Businesses and the economic well-being of every resident of our state also will be affected. So

working on solutions to close these racial gaps between our state’s white population and its

populations of color is not only the right thing to do, it's the necessary thing to do if we’re to provide
our economy and its employers with the workforce necessary for success.

LABOR FORCE PARTICIPATION AND UNEMPLOYMENT RATES

Regardless of the state of the economy, Minnesota has consistently reported lower unemployment

rates than the United States as a whole. According to Local Area Unemployment Statistics,

Minnesota’s unemployment rate hovered just below the national rate from 2005 to 2008, before
rising as high as 7.8 percent in 2009, then dropping back to pre-recession levels by 2014 (see
Figure 1). Within the state, the Twin Cities, Southeast and Southwest had the lowest rates in 2015,
while the highest rates have consistently been found in Northern Minnesota. (Table 3)

Table 3. Employment Characteristics, 2014

- Number Labor Force Unemp. Labor Force Unemp.
(MN) Partic. Rate (MN) Rate (MN) Partic. Rate (US) Rate (US)
Total Labor Force 2,977,637 70.1% 6.5% 63.9% 9.2%
16 to 19 years 148,882 51.1% 18.7% 37.4% 27.1%
20 to 24 years 292,121 81.8% 10.2% 73.6% 15.3%
25 to 44 years 1,239,120 88.1% 5.8% 82.3% 8.4%
45 to 54 years 685,555 87.3% 5.0% 80.4% 7.0%
55 to 64 years 486,134 71.8% 4.9% 64.3% 6.6%
65 to 74 years 104,315 26.6% 4.1% 25.3% 6.2%
75 years & over 19,955 5.9% 3.5% 6.0% 5.7%
Employment Characteristics by - - - - -
Race & Hispanic Origin
White alone 2,607,068 70.2% 5.6% 63.8% 7.9%



- Number Labor Force Unemp. Labor Force Unemp.
(MN) Partic. Rate (MN) Rate (MN) Partic. Rate (US) Rate (US)

Black or African American 137,313 68.0% 16.4% 62.2% 16.1%
American Indian & Alaska Native 24,118 59.4% 17.4% 58.9% 15.9%
Asian or Other Pac. Islanders 121,498 70.6% 7.2% 65.4% 7.1%
Some Other Race 39,691 76.2% 11.0% 69.5% 11.6%
Two or More Races 46,714 69.5% 13.2% 65.2% 13.4%
Hispanic or Latino 125,615 75.0% 10.1% 67.5% 11.0%

Employment Characteristics by - - - - -
Veteran Status

Veterans, 18 to 64 years 141,601 77.7% 6.9% 75.2% 6.2%
Employment Characteristics by - - - - -
Disability

With Any Disability 136,879 51.0% 14.0% 41.3% 17.8%

Employment Characteristics by - - - - -
Educational Attainment

Population, 25 to 64 years 2,409,831 84.0% 5.4% 77.6% 7.7%
Less than H.S. Diploma 116,282 65.8% 13.1% 60.9% 14.0%
H.S. Diploma or Equivalent 532,306 79.1% 7.3% 73.3% 9.9%
Some College or Assoc. Degree 852,521 85.3% 5.6% 79.5% 7.9%
Bachelor’'s Degree or Higher 909,603 89.2% 3.1% 86.0% 4.1%

Source: 2010-2014 American Community Survey, 5—Year Estimates

Minnesota has much higher labor force participation rates than the United States, ranking third
highest in the nation in 2014. By age, Minnesota has higher labor force participation rates than the
nation in all but the oldest age group, and had lower unemployment rates for all age groups (see
Table 3). While participation rates are dropping overall, most notably in the 16 to 54 year age
groups, rates in the older age cohorts may increase over the next 10 years.

Although we have higher labor force participation rates than the nation for every race group,
Minnesotans that are black, American Indian, or two or more races have higher disparities in
participation when compared to whites than exist nationwide. Minnesota also has larger
unemployment disparities in all minority groups, which could be a potential source of workers moving
forward if rates improve.

One—year estimates from the 2014 American Community Survey show that unemployment rates
were also higher for younger people, especially those from 16 to 24 years of age, and for people
with lower educational attainment. In 2014, people with less than a high school diploma had an
unemployment rate of 9.4 percent, compared to high school graduates at 5.6 percent, people with
some college or associate’s degrees at 3.6 percent, and workers with a bachelor’'s degree or higher,
at 2.2 percent.

About 314,000 of Minnesota’s working age population (between the ages of 16 and 64) have
disabilities. Altogether, nearly 140,000 people with disabilities are in Minnesota labor market.
However, their rate of unemployment, at 14 percent, far exceeds the overall unemployment rate in
Minnesota (the comparable number was 6.5 percent for the same time period). People with
disabilities also have a much lower labor force participation rate than the general population, at 51
percent compared to 70 percent. Over 60 percent of workers with disabilities work in the private
sector although the non—profit sector has the highest concentration of disabled workers at 9.4
percent of its total workforce in Minnesota.



Minnesota'’s veterans have a higher unemployment rate than nonveterans, but they have a higher
participation rate than nonveterans as well. Moreover, their unemployment rate has been trending
down in comparison to the overall unemployment rate over the past few years.

While no population level employment data exists for ex—offenders in Minnesota, an estimated
three—fourths of ex—offenders nationwide remain jobless up to a year after release. Applying this
share in Minnesota, about 5,730 of the 7,640 inmates released from Minnesota’s prisons in 2014
remained unemployed in 2015. While this high unemployment rate is in part driven by employers’
reluctance to hire them, this population is also impacted by very low educational attainment as well
as employment gaps and lack of workforce experience due to their absence from the labor force
while in prison.

HOUSEHOLD INCOMES, WAGES AND COST OF LIVING

Household incomes are higher in Minnesota than the nation. In 2014, Minnesota’s median
household income was $60,828, compared to $53,482 for the U.S. Just over 41 percent of
households in Minnesota had incomes below $50,000 in 2014, compared to about 47 percent
nationwide. One-third of households in Minnesota earned between $50,000 and $100,000,
compared to 30 percent nationally. More than one—fourth of households in Minnesota earn more
than $100,000 per year, compared to 23 percent of households in the nation (see Figure 2).

However, not all race groups enjoyed the same level of prosperity. Incomes were lower for minority
households, with the exception of Asians. The median income for blacks dropped to $27,026 in
2014, well below the national median and less than half of the median income for white households.
American Indians and people of some other or two or more races also had lower incomes compared
to whites (see Figure 3). Incomes were also lower in Greater Minnesota, with just under half of
households earning below $50,000 per year, compared to less than 40 percent of households in the
Twin Cities.

As calculated using DEED’s Cost of Living tool, the basic needs budget for an average family —

which consists of two adults and one child with one full-time worker and one part—-time worker — was
$50,988 in 2015. Workers in this family scenario would need to earn $16.34 per hour to meet a basic
cost of living (see Table 4).

Table 4. Family Yearly Cost, Worker Hourly Wage, and Family Monthly Costs, 2015

Region Family Cost Wage Child  Food Health Housing Transportation Other Taxes

of Living Required Care (mo) Care (mo) (mo) (mo) (mo)
) (hr) (mo) (mo)

Minnesota $50,988 $16.34 $443  $772 $405 $907 $1,039  $235 $448

Twin $55,896 $17.92 $602  $783 $411 $1,022 $1,037  $252 $551

Cities

Central $49,884 $15.99 $311  $753 $402 $861 $1,175  $226 $429

Northeast $43,560 $13.96 $245  $758 $393 $764 $968  $213 $289

Northwest $43,464 $13.93 $220 $760 $399 $700 $1,047  $204 $292

Southeast $45,300 $14.52 $285 $761 $396 $794 $987  $218 $334

Southwest $41,352 $13.25 $209 $766 $398 $701 $933  $205 $234

SOURCE: DEED COST OF LIVING TOOL



In comparison, the median hourly wage for all jobs in the state was $18.65 in the first quarter of
2015, ranging from a low of $15.42 in Northwest Minnesota to a high of $20.49 in the Twin Cities.
Median wages for all regions are higher than the wage required to meet a basic needs (see Table 5).
Table 5. Occupational Employment Statistics by Region, 2015

- Cost of Living Median Hourly Wage Estimated Regional Employment

State of Minnesota $16.34 $18.65 2,730,020
Twin Cities Metro Area $17.92 $20.49 1,691,650
Central Minnesota $15.99 $16.66 263,270
Northeast Minnesota $13.96 $16.58 141,800
Northwest Minnesota $13.93 $15.42 203,060
Southeast Minnesota $14.52 $17.74 253,990
Southwest Minnesota $13.25 $15.48 177,030

Source: DEED Cost of Living, Occupational Employment Statistics

However, there is still a portion of households that are living on wages that are below the regional
cost of living.

Even as Minnesota’s workplace continues to diversify, the growth rate of minority worker wage
income has lagged behind minority employment growth. Wage growth lower than job growth is
another way of saying the minority employment increase over the last two decades has occurred
disproportionately in lower paid jobs.

The minimal improvement in the average gain for minorities shows that there hasn’t been much
change in the wage mix of jobs held by minorities over the last two decades. While the share of all
jobs held by minority workers increased from 7.4 percent two decades ago to 14.2 percent in 2014,
the share of total wage income paid to minority workers increased from 5.5 to 10.7 percent. There
has been almost no decline in the wage gap for minority groups in Minnesota, despite the minority
workforce accounting for an expanding share of the state’s workforce.

Even looking only at workers who have recently graduated from college, minorities are more likely to
be found in lower wage industries than whites, and minorities are less likely to be working in a job
related to their field of study. Increasing the diversity of workers within moderate and high paying
industries could improve minority worker earnings, particularly over time.

JOB VACANCIES AND OCCUPATIONS IN DEMAND

Employers in Minnesota reported 98,000 job vacancies in the second quarter of 2015, which is the
second highest number ever recorded, and more than three times the number reported during the
recession. Statewide, there were now just 1.2 unemployed people for each vacancy, which is the
third lowest ratio on record and suggests that the labor market remains tight as baby boomers retire
and job growth continues at a moderate pace (see Figure 4).

The economy has improved across the state, with employers in the Twin Cities reporting 50,880
vacancies, while Greater Minnesota had 47,117 vacancies — nearly four times more than during the
recession. As such, employers have reported challenges finding qualified workers for their openings,
but DEED research demonstrated that some of these hiring difficulties also come from demand side



factors such as uncompetitive wages, unattractive locations or work shifts, or limited recruiting
strategies.

The Minnesota Department of Employment and Economic Development’'s Occupations in Demand
tool shows hundreds of occupations with relatively high demand across Minnesota, with training and
education requirements ranging from short—term, on—the—job training to post—secondary education
to advanced degrees. These occupations are spread across different sectors in each region,
typically concentrated in major industries. For example, food prep workers, customer service
representatives, registered nurses, and software developers are among the top occupations in
demand based on the consistent need for workers in different industries. Much of the current
demand is found in health care, retail trade, accommodation and food services, educational
services, and manufacturing.

Minnesota is projected to see job growth of 7.0 percent from 2012 to 2022, compared to 6.2 percent
in Greater Minnesota and 7.6 percent projected growth in the Twin Cities. That’s a gain of 204,999
new jobs statewide. Minnesota will also need to fill 673,520 openings for existing jobs left vacant by
retirements and other career changers. The number of replacement openings is expected to dwarf
the number of new jobs in every group except personal care and service, health care, health care
support, and construction (see Figure 5).

INDUSTRY TRENDS AND PROJECTIONS

Minnesota ended 2014 with 126,815 more jobs than it had in 2004. Since the 2008 recession,
Minnesota has enjoyed a solid recovery, adding more than 166,000 jobs for a growth rate of 6.5
percent over the five year period from 2010 to 2014. Employment in the Twin Cities grew 6.8
percent, up 104,500 jobs, while Greater Minnesota expanded 6 percent, adding 61,500 jobs over the
period (see Figure 6).

Central Minnesota was the fastest growing region of the state, while the Twin Cities saw the largest
amount of growth. Both Northeast and Southwest Minnesota had not recovered all of the jobs lost
during the recession, while Northwest and Southeast had seen steady job growth.

Statewide, Minnesota was home to 164,409 businesses providing 2,729,438 jobs through 2014, with
a total payroll of just over $140 billion. Nearly 60 percent of statewide employment is located in the
Twin Cities metro region. Average annual wages are $51,584 across the state, but are about $7,000
higher in the Twin Cities and about $10,000 lower in Greater Minnesota (see Table 6).

Table 6. Minnesota Industry Employment, 2014

Geography  Number Number of Total Payroll  Average Change in Percent Change Percent

of Firms Jobs Annual Jobs  Change inJobs  Change

Wage 2010- 2010- 2013- 2013-

2014 2014 2014 2014

State of 164,409 2,729,438 $140,857,248,755 $51,584 +166,047 +6.5% +37,321 +1.4%
Minnesota

Greater 86,055 1,087,891 $45,405,206,957 $41,737 +61,541 +6.0%  +16,204 +1.5%
Minnesota

Twin Cities 78,354 1,641,547 $95,452,041,798  $58,136  +104,506 +6.8%  +21,117 +1.3%
Metro

Source: DEED Quarterly Census of Employment & Wages (QCEW)



Health care and social assistance is easily the largest employing industry in Minnesota, accounting
for 16.7 percent of total employment. Manufacturing is the second largest industry in the state, and
Greater Minnesota has a much higher concentration of manufacturing employment than the Twin
Cities. Retail trade and the related accommodation and food services industry provided about 19
percent of total jobs in the state, while educational services is the fifth largest industry. Other
important industries include public administration, professional and technical services, finance and
insurance, administrative support and waste management services, wholesale trade and
construction.

The recovery was widespread, with 19 of the 20 industries adding jobs since 2010, led by huge
gains in health care and social assistance, manufacturing, construction, professional and technical
services, administrative support (which includes temporary staffing agencies) and waste
management services, management of companies, and retail trade and accommodation and food
services (see Table 7).

Table 7. Minnesota Industry Employment Statistics, 2014

Number  Number of Percent Total Payroll 2014 Avg. Changein Percent Change Percent
of Firms  Jobs 2014 of Jobs Annual Data Annual Jobs Change inJobs  Change
2014 Annual 2014 Wage 2010- 2010- 2013- 2013-
Annual Data Annual 2014 2014 2014 2014
Data Data

164,409 2,729,438 100.0% $140,857,248,755  $51,584 +166,047 +6.5% +37,321 +1.4%
14,048 454,738 16.7% $21,144,800,181  $46,488 +34,722 +8.3% +7,951 +1.8%
8,012 311,905 11.4% $19,053,127,782  $61,048 +19,702 +6.7% +4,677 +1.5%
18,871 288,966 10.6% $7,850,864,668  $27,144 +10,591 +3.8% +2,059 +0.7%

11,301 219,895 8.1% $3,652,205,389  $16,588 +15,795 +7.7% +2,903 +1.3%
3,924 218,818 8.0% $10,101,891,266  $46,072 +3,489 +1.6% +449 +0.2%
19,887 141,749 5.2% $11,885,980,709  $83,772 +16,964  +13.6% +4,999 +3.7%
9,167 136,563 5.0% $12,716,330,442  $93,132 +1,916 +1.4% -3,343 —2.4%
7,889 135,522 5.0% $4,591,154,568  $33,852 +12,335  +10.0% +843 +0.6%
13,523 132,011 4.8% $10,164,289,250  $77,012 +8,117 +6.6% +1,428 +1.1%
3,295 126,331 4.6% $6,472,785,850  $51,220 +966 +0.8% +2,509 +2.0%
16,189 114,283 4.2% $6,731,579,149  $58,760 +19,115  +20.1% +6,919 +6.4%
5,460 96,040 3.5% $4,708,374,157  $48,984 +4,121 +4.5% +2,708 +2.9%
15,741 87,371 3.2% $2,618,499,566  $29,952 +4,235 +5.1% +1,955 +2.3%
1,319 78,676 2.9% $9,075,988,953 $115,336 +8,037  +11.4% +1,728 +2.2%
3,477 56,371 2.1% $3,821,807,951  $67,756 -1,537 —2.7% —662 -1.2%
3,036 49,508 1.8% $1,492,026,464  $30,264 +1,007 +2.1% +500 +1.0%
6,055 39,461 1.4% $2,166,060,466  $54,964 +3,380 +9.4% —298 -0.7%
2,569 20,565 0.8% $700,305,798  $33,956 +2,018  +10.9% -39 -0.2%
422 14,280 0.5% $1,363,564,607  $95,576 +202 +1.4% -123 -0.9%
227 6,382 0.2% $545,611,539  $85,540 +1,159  +22.2% +159 +2.6%

Source: DEED Quarterly Census of Employment & Wages (QCEW)

As noted, Minnesota’s economy is expected to grow 7 percent from 2012 to 2022, a gain of 204,999
jobs. The largest and second—fastest growing industry will be health care and social assistance,
which may account for 46 percent of total projected growth from 2012 to 2022.



The state is also projected to see fast job growth in construction, professional and technical services,
administrative support and waste management services, retail trade, accommodation and food
services, finance and insurance, and wholesale trade. These industries will need to focus on
attracting and recruiting new workers to fill their needs. In contrast, the state is expected to see job
cuts in public administration, utilities, manufacturing, and information (see Table 8).

Table 8. Minnesota Industry Projections, 2012—-2022

Industry Estimated Projected Percent Change Numeric Change
Employment 2012 Employment 2022 2012-2022 2012-2022

Total, All Industries 2,915,401 3,120,400 +7.0% +204,999

Health Care & Social 410,004 503,800 +22.9% +93,796

Assistance

Construction 94,835 118,520 +25.0% +23,685

Professional & Technical 130,505 149,410 +14.5% +18,905

Services

Admin. Support & Waste 131,644 148,610 +12.9% +16,966

Mgmt.

Retail Trade 283,040 293,860 +3.8% +10,820

Accommodation & Food 205,312 215,630 +5.0% +10,318

Services

Finance & Insurance 138,413 147,150 +6.3% +8,737

Wholesale Trade 128,759 134,860 +4.7% +6,101

Educational Services 54,652 59,800 +9.4% +5,148

Other Services 124,752 129,750 +4.0% +4,998

Arts, Entertainment 51,767 56,010 +8.2% +4,243

&Recreation

Real Estate, Rental & 38,873 42,920 +10.4% +4,047

Leasing

Management of 74,576 76,740 +2.9% +2,164

Companies

Agriculture, Forestry, Fish 24,423 25,060 +2.6% +637

& Hunt

Mining 6,242 6,760 +8.3% +518

Transportation & 79,203 79,655 +0.6% +452

Warehousing

Public Administration 373,564 372,520 -0.3% -1,044

Utilities 12,699 11,620 -8.5% -1,079

Manufacturing 305,607 301,530 -1.3% -4,077

Information 53,526 49,400 —7.7% -4,126

Source: DEED 2012-2022 Employment Outlook

By industry sector, minorities were most likely to hold jobs in administrative and support services,
health care and social assistance, and accommodation and food services, which are all lower—-wage
industries. People of color were underrepresented in mining, utilities, construction, wholesale trade,
agriculture, education services, finance and insurance, public administration, professional and
technical services, management of companies and information, most of which are higher—-wage
industries. Increasing the diversity of workers within moderate and high paying industries could
improve minority worker earnings and incomes (see Figure 7).



Supporting minority owned firms is another way to increase minority earnings and employment
opportunities. For many Minnesotans of color, starting a small business enables them to step out of
a traditional job and pursue their career passion. Likewise, many immigrant families see businesses
as a way to become seli—sufficient and provide a necessary — and often missing — service to their
community.

However, minority—owned firms account for just 9.7 percent of all firms in Minnesota, compared to
28.9 percent of all firms nationwide. Just 1.8 percent of firms in Minnesota were owned by Hispanics
in 2012, compared to 12.0 percent of U.S. firms (see Table 9).

Table 9. Characteristics of Minnesota Businesses, 2012

- Total Total Sales Number of Sales of Number of Annual Number of Sales of
Number  of All Firms  Firms with Firms Paid Payroll Firms Firms
of All ($1,000s) Paid ($1,000s) Employees ($1,000s) of without (%$1,000)
Firms Employees with Paid Firms with Paid without
Employees Paid Employees Paid
Employees Employees
All Firms 489,494 694,788,651 109,736 677,657,170 2,422,065 113,609,544 379,758 17,131,480
Minority— 47,565 8,722,470 5,651 7,619,296 63,360 1,765,131 41,913 1,103,174
owned
Firms
Black or 19,964 1,729,430 1,155 1,324,500 21,261 515,770 18,809 404,930
African
American
American 4,152 724,233 456 683,316 6,402 206,312 3,696 85,907
Indian or
Alaskan
Native
Asian 15,553 4,163,621 2,995 3,774,405 27,255 720,977 12,558 389,216
Native 328 65,151 44 57,161 407 7,239 284 8,000
Hawaiian
and
Other
Pacific
Islander
Some 3,806 502,498 340 397,280 2,194 67,020 3,465 105,218
other
race
Hispanic— 8,865 1,940,095 1,009 1,687,202 8,174 296,089 7,856 252,893
owned
Firms

In some instances, detail categories may not add to total due to rounding or because a Hispanic firm
may be of any race. Moreover, each owner had the option of selecting more than one race and
therefore is included in each race selected.

Source: U.S. Census Bureau, Survey of Business Owners, 2012

Despite the relatively low numbers, minority—owned firms are growing in number much faster than
white owned firms in Minnesota. While white—owned firms declined between 2007 and 2012,
minority—owned firms grew by 60.3 percent in Minnesota with revenues up 88.5 percent over the
period.



Our focus is on targeting and increasing our service capacity to Minnesotans with barriers to
employment. In 2014, Minnesotans of color made up 19 percent of the state’s population. Individuals
from communities of color currently make us one in every four individuals served in our workforce
system through universal services and eligibility—based program. Given the well-documented and
unequal unemployment rates by race and ethnicity, we can do more to ensure that communities
most in need have access to and participate in our workforce system.

This access and participation must also extend to Minnesotans with disabilities and disconnected
youth. In 2014, nearly 11 percent of Minnesotans have a disability. These statistics are even greater
for the state’s Black or African American and American Indian residents. And unemployment rates
for individuals with a disability exceed state averages in Minnesota.

Finally, while measures show that Minnesota has the 4th lowest rate among states for disconnected
youth — those age 16 to 24 who are neither working nor in school — rates of disconnection are
disproportionate by race and ethnicity. Minneapolis—St. Paul metro data show a 16.6 percent
disconnection rate among Black of African Americans versus 7.7 percent for whites.

Regional profiles have been made available to each of the workforce development regions.
Additional information and analysis will be provided to each region as requested.

B. WORKFORCE ANALYSIS

The Unified or Combined State Plan must include an analysis of the current workforce, including
individuals with barriers to employment, as defined in section 3 of WIOA.* This population must
include individuals with disabilities among other groups** in the State and across regions identified
by the State. This includes: Individuals with barriers to employment include displaced homemakers;
low-income individuals; Indians, Alaska Natives, and Native Hawaiians; individuals with disabilities,
including youth who are individuals with disabilities; older individuals; ex-offenders; homeless
individuals, or homeless children and youths; youth who are in or have aged out of the foster care
system; individuals who are English language learners, individuals who have low levels of literacy,
and individuals facing substantial cultural barriers; farmworkers (as defined at section 167(i) of WIOA
and Training and Employment Guidance Letter No. 35-14); individuals within 2 years of exhausting
lifetime eligibility under the Temporary Assistance for Needy Families program; single parents
(including single pregnant women); and long-term unemployed individuals. ** Veterans,
unemployed workers, and youth, and others that the State may identify.

. EMPLOYMENT AND UNEMPLOYMENT

Provide an analysis of current employment and unemployment data, including labor force
participation rates, and trends in the State.

II. LABOR MARKET TRENDS
Provide an analysis of key labor market trends, including across existing industries and occupations.
1. EDUCATION AND SKILL LEVELS OF THE WORKFORCE

Provide an analysis of the educational and skill levels of the workforce.



IV. SKILL GAPS
Describe apparent ‘skill gaps’.
Minnesota ranked second in the country in postsecondary educational attainment
However, significant educational gaps exist between groups.

Minnesota'’s priority to address not only a workforce shortage but also a growing demand for the
need for a skilled workforce is validated by current and future projections in postsecondary
enrollment in higher education. Minnesota’s population growth in racial ethnicity provides opportunity
to fill the workforce demand however, the ever-growing gaps in education and skill attainment needs
to be addressed to meet employer demands. Not only are there fewer racially diverse individuals
entering post-secondary institutions but there are increasing needs for remedial education for these
populations. Population growth for the state is from diverse populations growing to 20% by 2020
from a mere 4% in 1980. By 2025, 70% postsecondary attainment rates for ages 25-44.

70% postsecondary attainment rate for each race-ethnic group.
Interim benchmarks for each race-ethnic group.
Methodology for estimating postsecondary certificate attainment in Minnesota.

DEED’s Labor Market office will soon roll-out a new data tool, workforce alignment system to better
align, measure, and provide crosswalks between occupational openings and the educational
requirements of each occupation. This tool will provide better data and projections for occupational
openings, educational requirements, and placements of graduates.

The NGA Talent Pipeline Policy Academy brought together six state agencies and Minnesota State
(post-secondary) which led to ten goals to address talent from early childhood through the retiring
worker. Five of these goals supported the World's Best Workforce legislation around K-12 which
provided an opportunity to build the continuum through adults. Two goals emerged as the state
priority to address disparities gaps in education and employment acknowledging our call to action to
eliminate these gaps and develop the skills with individuals with the most barriers. Minnesota’s state
plan has been developed with a focus on addressing the needs of our current and future workforce.
While overall, Minnesota is a highly-educated state, the data demonstrates our need to address the
opportunities for individuals of color, individuals with disabilities, at-risk or out of school youth,
veterans, and long-term unemployed individuals.

With the passing of WIOA, the GWDB identified five in-demand industry sectors that represent
greatest opportunity for employment with livable wages and industries that provide occupational
growth through career pathways. These industries at the highest NACIS level include; construction,
manufacturing, healthcare, natural resources, and professional and business services. Minnesota
has sixteen local workforce areas and six regional workforce development areas under WIOA. Our
action plans for these six regions provided guidance for the regional plans which focus on; equity
and the disparities gaps, sector strategies to engage business and industry to develop
training/industry recognized credentials/employment, and strategies to align and leverage resources
and assets of the region to build from their key industry sectors. The six regions submitted regional
plans in June 2016 which were reviewed and in the process of modifications for submission in
February 2017. The GWDB will oversee these regional plans, provide input through their board



representation, evaluate, and disseminate best practices. These action plans support the state
(strategic) plan for the state and the GWDB. Partners in this combined plan will all serve on a results
based accountability sub-committee of the GWDB to provide guidance and direction. The regional
plans address individuals served through all the combined plan partners; youth, out-of school youth,
TANF/SNAP recipients, Adult Basic Education, K-12, dislocated workers, WIOA Adult, Ul, WP,
Senior Employment, Migrant seasonal farmworkers, CTE, Perkins, Veterans, and all jobseekers.
Minnesota'’s focus on industry sectors, employer engagement, priority to serve individuals with
barriers, and measuring outcomes will result in innovative solutions to address the workforce
challenges that the state faces today and in the future.

Minnesota has long been recognized as a state with a well-educated workforce. Based on 2014
American Community Survey estimates, 92.6 percent of all Minnesota residents 25 and older have a
high school diploma, the 2nd-highest share in the nation.

The state also ranks 11th in share with a bachelor's degree or higher at 34.3 percent, which
increases to an 8th-highest 39.6 percent when limited to young (25 to 34) residents. However, these
exemplary statistics conceal additional dimensions of our racial imbalances that need to be
addressed. Among black Minnesotans alone, the share of the population 25 and older with a high
school diploma is 80.9 percent, a share that ranks 42nd in the nation. It is widely recognized that this
educational gap is a key underlying factor in the employment disparities that this plan addresses.
Racial disparities notwithstanding, overall Minnesota’s high level of educational attainment is enough
to meet the educational requirements of current jobs and of jobs projected to exist in Minnesota’s
economy at least through 2024. In fact, by this aggregate measure, the only shortages that will exist
by education level are for jobs requiring only a high school diploma or less (see table below). The
table below illustrates the relationship between the educational attainment of the current workforce
and the education requirements of jobs projected to exist in Minnesota’s economy in 2024.

Educational Attainment of Population 25 years and over, 2014

- Educational Attainment Projected Employment in Projected Employment in

of Population 25 years 2024 (DEED Employment 2024 (DEED Employment
and over, 2014 Projections 2014-2024 Projections 2014-2024)

- - Number of Jobs Surplus (Shortage)

Less than HS Diploma 275,444 689,637 (414,193)

High school graduate 943,854 1,102,289 (158,435)

(includes equivalency)

Some postsecondary 793,278 307,169 486,109

education, no degree

(includes vocational training)

Associate’s degree 403,984 248,398 155,586

Bachelor’s degree 833,676 676,904 156,772

Graduate or professional 426,020 112,602 313,418

degree

TOTAL 3,676,256 3,137,000 539,256

Although Minnesota appears to have a sufficient supply of educated workers to meet the demands
of employers at least through 2024, gaps may exist or arise in certain occupations and/or geographic
regions that require specialized skills and/or education beyond a high school diploma, particularly as
the labor market tightens. For this reason, DEED has been and will continue to develop new
informational products and website tools to provide career guidance to those choosing whether and
where to pursue additional education and training. One such tool is the Labor Market Information



Office’s Career Profiles (http://mn.gov/deed/data/data-tools/career-profile/), an all-in-one source for
career explorers to learn about an occupation’s employment conditions (wages, growth, vacancies,
etc.), educational requirements, appropriate instructional programs, and post-secondary offerings,
tasks and required skills and abilities, related occupations, and direct links to currently available job
openings.

In addition, the LMI Office is developing a method for measuring workforce alignment that involves
identifying the number of graduates of various instructional programs and aligning them with the
number of occupational positions that these graduates are now qualified to fill. Career explorers
could then identify educational programs that are expected to yield good employment opportunities
for graduating student. These tools will provide the information necessary to best align the choices
students make regarding major with the occupational opportunities being created by Minnesota’s
employers.

Skill gap analysis is a strategic function at the regional level. Regional planning includes the
selection of key growth sectors and occupations in demand that lead to family sustaining wages. The
diversity of Minnesota's economy requires this type of approach to best meet the needs of business
and industry across the state. The LMI data described through this section of the plan is provided on
a regional basis and is assisting regions with articulating their skill gaps and the alignment of system
resources to more effectively address those gaps.

The approach to filling those gaps can be illustrated by considering the 307,169 Minnesotan’s who
have some postsecondary education, but no degree. If a region has selected an occupation in
demand within a sector strategy that requires a 1 year certificate, that gap for individuals in this
category can be articulated relatively easily by looking at the gaps in skills that could direct
educational and training design to fill those gaps, whether it be classroom or work-based, such as an
apprenticeship.

Job Seekers participating in this type of approach would also be assessed for gaps in support
needs, such as child care, transportation and other basic needs. Minnesota’'s FastTRAC programs
represent the fundamental basis for our design of career pathways. The goal is to provide the
shortest successful path to educational/credential attainment and transition into occupations in
demand.



2. WORKFORCE DEVELOPMENT, EDUCATION AND TRAINING ACTIVITIES
ANALYSIS

The Unified or Combined State Plan must include an analysis of the workforce development
activities, including education and training in the State, to address the education and skill needs of
the workforce, as identified in Education and Skill Levels of the Workforce above, and the
employment needs of employers, as identified in Employers’ Employment Needs above. This must
include an analysis of —

A. THE STATE'S WORKFORCE DEVELOPMENT ACTIVITIES

Provide an analysis of the State’s workforce development activities, including education and training
activities of the core programs, Combined State Plan partner programs included in this plan, and
required and optional one-stop delivery system partners.*

* Required one-stop partners: In addition to the core programs, the following partner programs are
required to provide access through the one-stops: Career and Technical Education (Perkins),
Community Services Block Grant, Indian and Native American programs, HUD Employment and
Training programs, Job Corps, Local Veterans’ Employment Representatives and Disabled
Veterans’ Outreach Program, National Farmworker Jobs program, Senior Community Service
Employment program, Temporary Assistance for Needy Families (TANF) (unless the Governor
determines TANF will not be a required partner), Trade Adjustment Assistance programs,
Unemployment Compensation programs, and YouthBuild.

Developing and updating Minnesota’'s Combined State Plan to meet the requirements of the
Workforce Innovation and Opportunity Act (WIOA) has enabled Minnesota to look closely at the
state’s current workforce development system to determine what works and what improvements can
be made to meet changing needs. This plan seeks to address significant challenges to the workforce
development system and ongoing opportunity barriers faced by the state residents the system
supports. Challenges include labor force availability; disparate impact populations, such as people of
color, individuals with disabilities and disconnected youth; increased reliance on technology, and the
need to remain relevant and useful to job seekers, given their rapidly changing capacities and
expectations.

Under WIOA, the activities of the workforce development system are categorized within three areas:
1) Career Services; 2) Training Services and 3) Business Services. The following is a high—level
description of these three categories of services, as they are provided in the state of Minnesota and
represent all core programs, Combined State Plan programs and optional one-stop delivery system
partners.

Career Services — WIOA has 13 required elements for career services, all which support customers
to make informed decisions about their career choices and to understand the resources needed and
available to assist them with pursuing their goals. Minnesota’s system focuses on providing career
information, job seeker services and connections to support services that help individuals become
job seeker ready and help ensure they have the level of stability necessary to successfully hold a
job. System partners provide a robust range of workshops, e—learning, one—on—one meetings and
other resources to help people prepare for a successful job search.



Minnesota’s career services are supported by nationally recognized labor market information
systems and a "Creative Job Search" curriculum, as well as workshops designed for a wide range of
needs — including career planning, skills assessment, resume writing, interviewing and how to use
social media in your job search. Minnesota’s Unemployment Insurance (Ul) division also has laid the
ground work for moving services to the web by creating e—learning courses based on the Creative
Job Search curriculum. Resource referrals are also a critical component in connecting job seekers
with needed resources. These services are provided throughout the system at Workforce Centers,
partner sites and are often augmented by services through non-required titles/partners, such as the
public library system. DEED provides required and optional training to all Core program, Combined
State Plan programs and optional one-stop delivery system partners to ensure consistent
approaches and quality services for all job seekers.

All core programs patrticipate in career services to the fullest extent possible through collocation at
Workforce Centers and other locations determined necessary for serving job seekers. Title Il being
the exception to collocation, works closely with WorkForce Centers to coordinate career services
and referrals among the programs for seamless transition for customers. Having a “career and work
oriented” context for much of their instruction, including computer literacy, provides strong support
for job seekers to transition to services at the Workforce Centers.

All other Combined State Plan programs also have direct connections to career services provided to
job seekers and program participants through the WorkForce Centers. As an example, TANF
services are currently located at 45 of the 48 WorkForce Centers in Minnesota. Post-secondary Carl
Perkins is the only non-direct individual service provider in the Combined State Plan, but the work
they produce aligns with the building of career services that support career pathway thinking.

Training Services — WIOA broadens the system’s approach to training services, placing greater
emphasis on recognition of work and experiential-based learning; portable and stackable credentials
which lead to a career pathway that supports family sustaining wages. One of the key entry points
for many adults and youth is Adult Basic Education, which focuses on a range of educational needs,
such as basic literacy and English as a second language; GED preparation; and “bridge”
programming that combines basic skills education contextualized for career pathways and
preparation for post—secondary training.

Minnesota's post—secondary options are abundant and varied. These opportunities include
traditional education; customized training; private training providers; all levels of credentialing;
registered apprenticeships and other work—based learning options. With funding dedicated for
education and training, system partners use Minnesota’s federal and state training resources,
including the state’s general and Workforce Development Fund, which helps retrain dislocated
workers and has funded career pathways programing, increasing the access through community—
based organizations who serve targeted populations and returning veterans.

All core programs patrticipate in training services, as allowed by their federal title rules and
regulations. Title I-B and Title IV programs support Youth, Adult, Dislocated workers and individuals
with disabilities, often coordinated with state funding and other community based services to ensure
successful alignment and outcomes of educational and employment goals. Title Il provides services
to Minnesota’s most diverse population of any plan partner and plays a strategic role in basic skills
attainment and preparation for post-secondary education. Title Ill, which doesn’t allow for
occupational training activities, serves as a key linchpin for the referral process as they are often the
first point of customer contact in the system for low income adults, dislocated workers and other
targeted populations.



All other Combined State Plan programs, as allowed by their federal title rules and regulations,
participate in the provision of training services. Most of these programs have greater restrictions on
the provision of training services, but often provide the opportunity for co-enrollment and possible
greater reliance on more traditional sources of financial aid for college or other opportunities. Post-
secondary Carl Perkins, as non-direct service provider, is more embedded in the design of post-
secondary education, supporting the development of new education and training for emerging
occupations and emphasizing non-traditional occupations, to name a few aspects of their role.

Business Services — WIOA adds new emphasis to the recognition of services to business and
plans to add performance metrics for these activities. Currently, DEED (Title Ill) has twenty—two
Business Service Representatives that coordinate, lead, and develop response—driven regional and
statewide workforce planning strategies and solutions for Minnesota businesses. The Business
Service Representatives provide outreach and consult with targeted industry sectors. They establish
partnerships with industry associations, workforce service providers, education, and economic
development. The primary service provided to employers is to help them find workers.

MinnesotaWorks.net, the state’s online job bank, allows businesses to post openings for free. At any
given time, it has more than 80,000 job postings and more than 45,000 active resumes from job
seekers and has the capacity for businesses to be recognized as “veteran friendly”, supporting
workforce re—entry of our returning veterans. . The state and its partners assist with recruiting and
other workforce planning strategies, such as training or skill assessments and labor market
information so employers understand competitive factors impacting their ability to attract and retain a
high—skilled workforce.

All core programs participate and benefit from business services activities. Although Title Il provides
a strong basis for all business services activities, all of the other core programs utilize and
coordinate resources to support this activity. Title I-B programs utilize this information and engage in
supplemental activities such as focus groups and specialized career fairs to engage employers and
inform the local boards. Title Il business services activities serves to inform curriculum context and
direction, to ensure that the basic education being provided serves a broader need of those needing
or seeking more immediate employment. Title IV also has business outreach staff to support and
promote expanding opportunities for individuals with disabilities.

All other Combined State Plan partners benefit in similar ways from the business services activities.
Some of these programs, like post-secondary Carl Perkins, have business engagement
requirements that assist them with program planning and other aspects of training development.
Minnesota also has had great success with the veterans program and strategies that tap into the
business services activities.

All optional partners have connections to the One-Stop system’s career services, training services,
and business services through a variety of options. These options include collocation, sharing
recruitment information, participating in referral networks, participation on strategy or service related
activities. These options are designed based on regional presence and access to the services.

B. THE STRENGTHS AND WEAKNESSES OF WORKFORCE DEVELOPMENT
ACTIVITIES

Provide an analysis of the strengths and weaknesses of the workforce development activities
identified in (A) above.



Minnesota'’s strengths and weaknesses analysis of the activities provided under WIOA will be looked
at through the lens of a career pathways system and how the six elements identify and support the
gap analysis of what the current system offers and what the future system needs to deliver.

Career Services Strengths:

The 13 required elements of career services address are naturally embed in a career pathway
system. From entry into the system in the resource areas of One-Stops, to the partnerships with
community-based organizations, most, if not all of the career services provided are regional or
localized to individual labor markets. This is achieved through constant input from regional and local
employers through employer engagement on local workforce development boards, participation in
focus groups and career fairs. Minnesota’s workforce development system providers also represent
the growing diversity of our state’s population, with community engagement by local providers
enhancing and expanding services to assist with emerging populations and issues, specifically
people of color, individuals with disabilities and disconnected youth. The employer and community
engagement also contribute to the customer-centered design, offering individualized or culturally
appropriate approaches.

Minnesota utilizes a variety of funding and resources to provide career services activities, drawing
form federal, state, local and philanthropic organizations. The reinstatement of the full Governor’s set
aside budget and a recently awarded Workforce Innovation Fund grant provide a much needed
infusion of funds to support the updating of career services that will be pursued, including technology
upgrades, and streamlining services to more effectively serve job seekers.

Minnesota also oversees several key workforce development programs that seek to address the
state’s economic disparities including:

* Business Competitive Grants: The program supports nonprofit organizations that provide business
assistance to targeted groups including women, minorities, rural residents, innovative startups,
entrepreneurs, inventors and people with disabilities. « Pathways to Prosperity: The program uses a
career pathway design in meeting the skills needs of businesses and individuals. The program’s
innovative approach helps educationally under-prepared adults succeed in well-paying careers by
integrating basic skills education and training in fields where these skills are in-demand. * Youth at
Work: Provides job training and placement to Minnesota’s youth population, in addition to access to
networks and problem-solving skills, to support their long-term careers. Each of these sources
provide opportunities to review policy and programming requirements or plan approval to support
efforts and ensure a standard of service delivery. Aspects of system management of career services
included shared calendaring and data systems across all Workforce Centers and within all Adult
Basic Education programs. Customer satisfaction tools are also utilized in various ways, to assist
providers with continuous improvement of their services.

Career Services Weaknesses:

A career pathways approach to Career Services presents several opportunities for improving our
services. At the highest level, the biggest opportunity for change is the approach to serving job
seekers — from helping them obtain their next job, to helping them understand their potential career
pathway opportunities and the tools to help them become self-directed in pursuing their pathway.

The value of more purposeful employer engagement will be authentic and well-articulated pathways.
These pathways will highlight the skills, both soft and technical, and experience requirements;



educational and credential requirements; and other special needs for a given set of related
occupations. Understanding these pathways will enable better design of content based on labor
market analytics and other real-time needs of employers. More purposeful community engagement
will address the needs to understand barriers within the system that impact greater access to career
services that result in better employment opportunities and outcomes.

Customer-centered design efforts will improve access to services and the quality of services needed
to address people of color, individuals with disabilities and disconnected youth. More culturally
relevant environments, including staff reflecting diversity of communities; accessible materials and
websites or web tools; and outreach strategies engage job seekers where they are located are
examples of how Minnesota can improve the design of career services.

The strategies and actions for addressing these weaknesses in the system will be led by the regional
partnerships and the local workforce development boards. Through the regional planning process,
each region will be required to zero in on in-demand occupations, specific populations experiencing
inequities in educational and employment outcomes, and creating business led sector partnerships
that provide the necessary input for the local boards to direct and guide the workforce development
system investments in their region that contribute to the foundation of career services.

Funding and resources for career services presents a challenge under WIOA. Career services are
intended to not only serve program eligible individuals but also the general public. With the lack of
dedicated funding for career services and a base level requirement that requires substantial financial
support, it has begun to strain the existing funding streams that are also intended for training
activities. This ties closely to the need for policies and programs to be updated, leveraging new
approaches and use of technology to become more efficient and uniform across system providers.

System management approaches and tools are also needed to help monitor and measure the
impact of new strategies and tools. Approaches may include standardized tools for initial
assessments that can be shared across required partners or tools that create a shared intake
process to streamline program access and referrals, as well as other best practices.

The strategies and actions for addressing these weaknesses in the system will be led by the
Governor's State Board and Cabinet Agencies that oversee the programs participating in the State
Combined Plan. Minnesota continues to experience shifts in funding and resources. This, combined
with expanding approaches to career services under WIOA, will require innovative approaches and
stronger coordination of efforts through policy and program updates. Technology solutions through
system management approaches will be key to bridging existing divides that exist within career
services. Minnesota has begun to explore options in this area through the WIF granted awarded last
year and is pending approval of an implementation plan.

Training Services Strengths:

Minnesota’s training services reflect the key elements of a career pathways system. Based on the
BEST model from the state of Washington, Minnesota modeled its Pathways to Prosperity initiative
on a career pathways approach. This initiative drew heavily upon employer and community
engagement for identifying the initial career pathways and targeted populations selected and
included a customer-centered design that offered a career navigator to assist with coordinating the
required supports to ensure a higher completion and employment rate, with an ultimate goal of a
career and family sustaining wage.



Many of the career pathway projects have specifically addressed services for people of color,
individuals with disabilities and disconnected youth. The results of these initial efforts demonstrated
promise and work has continued to evolve in this area. Minnesota’'s two year postsecondary
education institutions and adult basic education also draw heavily on employer engagement to
ensure curriculum and skill requirements remain relevant. This process is leveraged by multiple
partners, such as the department of corrections, and serves a strong base for meeting the training
needs of employers.

Minnesota also has strengths in the area of funding and resources. State, local and philanthropic
support for workforce development makes a substantial contribution to the state’s workforce
development system. Strong performance by the local boards and service providers has led to the
awarding of WIA incentive funds and competitive grants; state appropriations that support additional
youth services; services to individuals with disabilities; dislocated and incumbent workers; and adult
basic education. Most of these resources augment the activities under WIOA. There are also
significant resource coordination activities related to training activities, such as the Youth
Practitioners Network, the local workforce development boards and efforts by CBO coalitions.

Activities have further support through changes or creation of new policy and programming
development specific to career pathways projects serving low income adult populations. Minnesota
has strong working relationships between the agencies that oversee the WIOA titles and the
Department of Human services, which oversees the TANF and SNAP E&T programs. Carl D.
Perkins, a newly required partner under WIOA, also contributes to the policy discussions, through
the mapping of career pathways and their understanding of articulation and matriculation needs to
align with postsecondary institutional requirements. The majority of the special programming in
career pathway pilots have included or required these types of partnerships which will contribute to
policy and program changes.

These efforts also support work in the area of System Management, currently anchored, from a data
perspective, within WorkforceOne. This system supports data management and sharing across
WIOA titles | and IV; TANF and SNAP E&T, including all of the local partners delivering the related
services. This system is also moving toward having participant documents stored electronically,
streamlining administrative activities and monitoring.

Training Services Weaknesses:

A career pathways approach to training services is multi-faceted and extends well beyond the
required titles of WIOA and the authorizing federal legislation for all the required partners. The
largest investment in the workforce development system occur in K-12 and postsecondary
education. Stronger and more articulated alignment across the span of education that lead to an
industry recognized credential are critical. Disconnects also exist with other barriers, such as social
stigmas associated with poor educational attainment, limited English proficiencies and disabilities.

The opportunities and benefits of a career pathways system for the individual are more purposeful
with employer engagement which will be authenticated through well-articulated pathways. The
education and credential requirements specifically the content, driven by employer engagement,
needs to be contextualized into the various facets of education. Access to training or education
through the delivery, driven by community engagement, needs to recognize and provide alternative
approaches to learning and recognition of learning, including work-based opportunities.



Minnesota’s Pathways to Prosperity projects demonstrated the need for and potential success for a
customer-centered design and approach. Success requires providing career navigators to assist with
the coordination of support services and an alternative to scheduling and instructional approaches.
In implementing Pathways to Prosperity and other career pathway initiatives, the state has a better
understanding to broaden the scale-ability in moving the system statewide. This is one of, if not the
most critical element for broader success of implementing WIOA and a career pathway system.

The strategies and actions for addressing these weaknesses in the system will be led by the regional
partnerships and the local workforce development boards. Through the regional planning process,
each region will be required to zero in on in-demand occupations, specific populations experiencing
inequities in educational and employment outcomes, and creating business led sector partnerships
that provide the necessary input for the local boards to direct and guide the workforce development
system investments in their region that contribute to the delivery of training services in a more
accessible and usable way for populations experiencing inequities in educational and employment
outcomes.

Funding and resources strategies will also support developing new approaches to training services.
Examples of needs in this area are the level of career counseling in high schools, the number of
youth who do not finish high school or connect to post-secondary education, and the number of
students requiring developmental education courses prior to starting a post-secondary field of study.
These issues reflect inefficient or ineffective use of resources. Through better alignment, programs
and policies can guide changes in the system’s approach to education and life-long learning. This is
one of the greatest weaknesses of WIOA, with shrinking funds and more mandates on activities and
processes.

Improving system management will require a coordinated effort of state agencies, state agency
boards, local workforce development and school boards, and service providers across the system.
Stemming from a shared vision and an understanding of outcomes and common measures, efforts
need to focus on developing better approaches to measuring system processes and outcomes that
validate a career pathway system and support the needs of a high quality workforce. This should be
a long-term goal, based on how the other components and elements develop in this plan.

The strategies and actions for addressing these weaknesses in the system will be led by the
Governor's State Board and Cabinet Agencies that oversee the programs participating in the State
Combined Plan. Minnesota continues to experience shifts in funding and resources. This, combined
with expanding approaches to training services under WIOA, will require innovative approaches and
stronger coordination of efforts through policy and program updates. Minnesota is fast becoming a
State funding dominated system in relation to federal funding for workforce development and the
associated programs in the Combined Plan. This phenomenon will require a thoughtful approach to
charting the future of workforce development in Minnesota.

Business Services Strengths:

Current business services involve a high degree of employer engagement. From those represented
on the local workforce development boards, participating on training advisory groups with
postsecondary education, employers provides direction to business services in Minnesota.
Community engagement is a growing area of activity, as we work to address disparate impact
among people of color, individuals with disabilities and disconnected youth. This presents a unique
opportunity to bridge the divides of cultural differences and work place expectations. One recent
example includes a workshop for employers to support their development of cultural competence in



attracting and retaining a diverse quality workforce. A better understanding of the needs of
employers and communities can lead to customer-centered design of services that benefit both job
seekers and employers.

Funding and resource needs for business services are supported at a basic level. There are multiple
approaches to business services, and many are implemented with the support of our partners. Policy
and programming guidance also exists at multiple levels and supports a variety of goals and
initiatives.

One of the improving developments of the state’s services is related to system management.
SalesForce is a customer relationship management application that is used by several of the
partners, including economic developers and chambers of commerce. With improvements in
technology the partners have an interest maximizing the tool for better coordination, effective
services for employers, and the impact of services.

Business Services Weaknesses:

Re-envisioning business services under WIOA and through a career pathway lens presents a
number of opportunities to address weaknesses. Clearly employer engagement is occurring, but
could be done in a far more purposeful and targeted way through sector partnerships. Employer-led
sector partnerships provide a better understanding and focus on the needs and skills needed within
occupations. Building authentic and articulated career pathways expands access in these sectors
and establishes better connections and communications with employers, thus more explicitly
demonstrating the value of their engagement.

Community engagement also benefits business services. Businesses are social organizations and
understanding and capturing the strengths of a diverse workforce is essential to business success.
Addressing cultural competency needs of businesses will directly impact the socio-economic needs
of disparately impacted populations. The opportunity for expanding business services is in building
the cultural competency of employers, bridging the divides that have contributed to disparities and
have hampered the prosperity of the businesses and communities. Employer engagement and
community engagement will support the needs for strengthening the customer centered design of
services for businesses.

The strategies and actions for addressing these weaknesses in the system will be led by the regional
partnerships and the local workforce development boards. Through the regional planning process,
each region will be required to zero in on in-demand occupations, specific populations experiencing
inequities in educational and employment outcomes, and creating business led sector partnerships
that provide the necessary input for the local boards to direct and guide the workforce development
system investments in their region that contribute to the delivery of business services in a way that
enables them to tap the skills and going diversity of Minnesota’s workforce.

Funding and resources for business services also presents opportunities for better employer
services. Relative to other aspects of the workforce development system, business services is
probably among the least strategically coordinated activities in the system, due to the complexities of
economic development activities and the continuing changing needs of the workforce in a global
economy. On the surface, it can seem that these two factors are at odds with each other, but
through a more strategic career pathways approach, better coordination and strategies should
emerge, along with policy and program changes, that should support workforce and economic
development activities becoming more mutually beneficial.



Finally, we need to look at opportunities for a system management approach that monitors and
measures the right things. WIOA will eventually require performance metrics for business services,
but will not be available until after WIOA is implemented. The Aspen Institute has proposed an
approach that has merit. It looks at three levels of business services — 1) transactional services,
looking at basic labor exchange services; 2) transformational services to individual businesses,
looking at workforce development planning; needs of individual firms; and 3) transformational
services to industry sectors, looking at sector based strategies for meeting shared needs of a given
industry. These three levels of services lend themselves to a career pathway system and will guide
discussions in Minnesota while we wait for further guidance from the U.S. Department of Labor,
under WIOA.

The strategies and actions for addressing these weaknesses in the system will be led by the
Governor’'s State Board and Cabinet Agencies that oversee the programs participating in the State
Combined Plan. Minnesota continues to experience gaps in business services activities. This,
combined with expanding need for individual agency approaches to building specific relationships
with individual employers is problematic for the system. The State Board will be addressing
continuous improvement needs and efforts in relation to business services, looking for strategies and
approaches that unify efforts to best serve business while meeting the needs of program providers.
The state agencies will begin to assess policies that will assist with alignment and better
coordination of activities and services for business.

C. STATE WORKFORCE DEVELOPMENT CAPACITY

Provide an analysis of the capacity of State entities to provide the workforce development activities
identified in (A) above.

The National Governors Association (NGA) Talent Pipeline Policy Academy is a cross-agency
leadership team that is working to institute shared goals and strategies across the state’s education
and training pipeline. The Governor's Workforce Development Board (GWDB) is responsible for
convening meetings and coordinating the activities of the policy academy, with technical assistance
provided by the NGA Center for Best Practices. Senior leaders from the core partner agencies and
other state entities have met monthly, attended three cross-state gatherings, and NGA policy
analysts have traveled to Minnesota for two in-state policy sessions.

Initial work of the policy academy centered on creation of a shared vision and goals. The shared
vision has been incorporated into the State Combined Plan under WIOA. Talent Pipeline Policy
Academy’s K-12 education-related goals mirror the World's Best Workforce goals found in
Minnesota Statute 120B.11. These five goals were expanded to include five workforce-related goals,
creating an education-to-career continuum. Racial and economic disparities along this continuum
are at the forefront of the policy academy’s work. Over the course of the past year, strategies to
achieve these goals have emerged: Systemic Implementation of Career Pathways for Adults and
Experiential Learning for Youth.

The team members involved in the policy academy were instrumental in launching an ongoing
committee of the GWDB, the Career Pathways Partnership (CPP). The CPP was formed to establish
state leadership and an operational framework to support sector-based Career Pathways. It is a
foundational group that provides an exchange of information and, through the development of short-
and long-term goals, impacts Career Pathways programs and policies from a state, regional, and
local perspective. The CPP is chaired by two members of the GWDB and includes a broad spectrum



of members from all regions of the state, including business and industry, state agencies, education,
higher education, and community-based organizations.

Regional convenings on Experiential or Work-based Learning for ages 16-24 were recently held in
three areas of the state: Southwest Minnesota, Northeast Minnesota and Minneapolis/Metro.
Workforce center directors, with the support of the Minnesota Workforce Council Association
(MWCA), collaborated with GWDB staff on logistics and an agenda. The goal was to gain insight on
the unique challenges each region faces. The sessions also provided an opportunity to plan an
integrated approach to establishing and expanding co-location of workforce centers within colleges
and Adult Basic Education (ABE) centers in key areas of the state. Invitees included
superintendents, ABE partners, postsecondary institutions, technical colleges, business and
industry, and community-based organizations. An external consultant familiar with government at all
levels facilitated the events and is submitting a white paper as a final deliverable. A follow-up survey
was sent to participants by the Economic Analysis Department at DEED and results are being
analyzed.

Ongoing work is also being done on specific deliverables required by the NGA prior to the
conclusion of the policy academy:

» Measures corresponding to the policy academy’s goals, including educational attainment goals;

* Talent Supply and Demand Dashboard to support the alignment and use of education, workforce
and economic development data, including longitudinal data systems and current labor market data;

» Asset Mapping of state and federal funding/programs to identify opportunities to increase alignment
between the state education and training pipeline.

The involvement of the Minnesota Department of Labor and Industry in the NGA policy academy and
Career Pathways Partnership efforts has led to inter-agency collaboration and the awarding of a
U.S. Department of Labor Innovation Fund Grant to support and study federally funded employment
and training programs to ensure that our public workforce system evolves to continue serving the
needs of job seekers and businesses. The funds will be used to build a “demand driven labor
market” system and help implement and test innovative ways to deliver services more efficiently,
facilitate cooperation across programs and funding streams, and create programs aligned with the
needs of specific employers or industry sectors. This will lead to improved services and will provide
invaluable data about effective and sustainable strategies that can be used nationwide.

DEED’s Labor Market Information Office and its regional analysts continue to collaborate with local
workforce investment boards, DEED staff, and others to provide data and analysis for grant
applications; MNSCU’s Program Planning Office to provide data, analysis, tools and training for
program planning; the Dislocated Worker program to provide and improve career products, planning
and reporting; Veteran’s Services to provide and analyze information and data for planning and
evaluation purposes and the GWDB. The LMI Office is currently working to improve its web-based
data tools and the design and navigation of its website. In addition, the LMI Office DEED regularly
develops 10-year projections of statewide and regional occupational employment and wages, job
vacancies, and regional employment.

The State Longitudinal Education Data System (SLEDS) is jointly managed by the Minnesota Office
of Higher Education and the Departments of Education and Employment an Economic Development.
The system matches student data from pre-kindergarten through completion of postsecondary and



into the workforce, enabling education and policymakers to answer a range of program and policy
guestions that can be used to gauge the effectiveness of programs, design targeted improvement
strategies, and assist in creating a more seamless education and workforce system for all
Minnesotans.

DEED’s Office of Policy includes the Performance Management Office, which works throughout the
agency to facilitate results-based accountability that is client-focused, impartial, and transparent. The
office informs strategic direction by providing data-driven analysis and context to those who use,
deliver, and fund the Minnesota economic and workforce development systems. Three major
functions are information analysis, management analysis, and outreach.

DEED'’s programs and services are delivered through our 48 WorkForce Centers, online services
and eligibility—based programs. DEED also partners with certified service providers, non—profits, and
Minnesota State Colleges and Universities, and Adult Basic Education programs.

Overview of our clients in State Fiscal Year (SFY) 2014:

Over 230,000 Minnesotans received service from DEED’s Workforce Development programs
and services.

One out of every four Minnesotans served by our workforce development program and
services is from a community of color.

More than 66% of our customers served by our workforce development program and
services found a job with a Minnesota company.

Approximately 22% of unemployed Minnesotans received a services from a WorkForce
Center..

Approximately 7.5% served were veterans.

WorkForce Center services are available to all Minnesotans throughout the state, free of charge.
These customers are often called universal customers. They might walk into a WorkForce Center
and use a computer to search for a job or take a workshop on resume writing.

In Calendar Year 2015, Minnesota’s WorkForce Center system:

Served 90,390 total customers, including 47,000 Unemployment Insurance applicants and
over 14,000veterans; and
8,560 workshops were delivered to 28,470 attendees.

Demographics of WorkForce Center customers served include:

72% were White; 23% were African American or Black; 7% were Hispanic; 5% were
American Indian or Alaskan Native; 4% were Asian or Hawaiian Native or other Pacific
Islander;

67% were age 31 or over; and

8% have less than a high school diploma/GED; 55% have a high school graduate; and 37%
have a college graduate



Online services for job seekers are also available to all Minnesotans, free of charge. Customers
can create a resume and search for jobs on MinnesotaWorks.net, the state’s no—fee job bank for
jobseekers and employers.

In Calendar Year 2015, MinnesotaWorks.net:

Had 801,400 total job openings posted; and
Opened 79,320 new job seeker accounts and 1,940 new employer accounts.

Demographics for customers of MinnesotaWorks.net include:

78% were White; 14% were African American or Black; 5% were Hispanic; 4% were
American Indian; 4% were Asian or Hawaiian Native or other Pacific Islander;

54% were age 35 or older; and

48% had a high school diploma or GED; 44% had a vocational credential or college degree.

Eligibility—based programs: While DEED serves all Minnesotans through any of our 48 Workforce
Centers, our primary focus is on disadvantaged workers, or those with barriers to employment.
These populations of Minnesotans have been separated from employment through no fault of their
own and often fall into one of the following categories:

Veterans

Laid—off workers
Low—wage, low—skill adults
People with disabilities
At-risk youth

Almost 50,000 Minnesotans each year receive workforce development services through state— and
federally—funded eligibility—based programs administered by DEED. Services range from skills
evaluations and career guidance to on—the—job and classroom training. This number does not
include individuals receiving Department of Human Services—administered income assistance
programs who are required to complete employment services with DEED, an additional 70,000.

In SFY 2014, DEED'’s eligibility—based programs:

Served 47,101 total (28,141 unduplicated) customers; and
One in three (33%) customers served were long—term unemployed and had no earnings in
the six months prior to enrollment.

Demographics for eligibility—based program customers include:

74% were White; 17% were African American or Black; 7% were Hispanic; 2% were
American Indian; 5% were Asian or Hawaiian Native;

15% have a disability;

64% are age 31 or over; and

52% have education beyond a high school diploma or GED.

Vocational Rehabilitation Services and State Services for the Blind:



In FFY 2016, Vocational Rehabilitation Services (VRS):

Serving 17,240 persons under Title | of the Rehabilitation Act, all of whom will be individuals
with either a significant disability or a most significant disability under Minnesota’s
administrative rule for vocational rehabilitation;

89% will be persons who have a most significant disability (three or more functional
limitations); 11% will be persons with a significant disability (one or two functional limitations);
and

3,000 individuals will have individualized employment plans with a supported employment
goal, under Title VI Part B, Supported Employment Services Program.

Adult Basic Education: The mission of Adult Basic Education (ABE) in Minnesota is to provide
adults with educational opportunities to acquire and improve their literacy skills necessary to become
self—sufficient and to participate effectively as productive workers, family members, and citizens.

In Program Year 2014, ABE programs:

Served 38,612 customers; and

One in four (25%) participants served were unemployed at entry into the program; 40% were
not in the labor force.

Demographics for ABE program customers include:

19% were White; 37% were African American or Black; 23% were Hispanic; 3% were
American Indian; 16% were Asian or Hawaiian Native; 2% were two or more races;
6% have a disability;

75% are age 25 or over; and

90% do not have education beyond a high school diploma or GED.



B. STATE STRATEGIC VISION AND GOALS

The Unified or Combined State Plan must include the State’s strategic vision and goals for
developing its workforce and meeting employer needs in order to support economic growth and
economic self-sufficiency. This must include—



1. VISION

Describe the State’s strategic vision for its workforce development system.

As described in the economic and workforce analysis above, Minnesota’s future economic prosperity
requires a workforce development system that provides greater employment opportunity for those
experiencing barriers to employment and meets the skill needs of employers. As our state faces the
reality of a shrinking and diversifying labor force, we must fully utilize the talents, skills, and
experience of more people in the workforce. We need “all hands on deck” at a time when we are
leaving too many Minnesotans behind. That's why, after months of discussion and planning, our
state and local partners have come together around a common vision for the future of workforce
development in Minnesota, a vision we believe will be supported by the programs and services of
WIOA:

Our vision for Minnesota is a healthy economy where all Minnesotans have — or are on a path
to — meaningful employment and a family sustaining wage, and where all employers are able
to fill jobs in demand.

Within this vision is the idea that employment itself is not an adequate goal, especially in a high—
employment economy with labor force shortages. Our vision is for meaningful careers at higher
wages for individuals with barriers to employment. Similarly, we do not have the luxury of placing
people into any employment, but rather should focus on placing people on the path to careers that
we believe will be in demand, within industry sectors that we believe will grow in future years. Our
workforce development vision must balance the needs of employment supply and demand, and
serve Minnesotans who are not sharing in our state’s economic prosperity.



2. GOALS

Describe the goals for achieving this vision based on the above analysis of the State’s economic
conditions, workforce, and workforce development activities. This must include—

Goals for preparing an educated and skilled workforce, including preparing youth and
individuals with barriers of employment* and other populations.**
Goals for meeting the skilled workforce needs of employers.

* Individuals with barriers to employment include displaced homemakers; low-income individuals;
Indians, Alaska Natives, and Native Hawaiians; individuals with disabilities, including youth who are
individuals with disabilities; older individuals; ex-offenders; homeless individuals, or homeless
children and youths; youth who are in or have aged out of the foster care system; individuals who
are English language learners, individuals who have low levels of literacy, and individuals facing
substantial cultural barriers; eligible migrant and seasonal farmworkers (as defined at section 167(i)
of WIOA and Training and Employment Guidance Letter No. 35-14); individuals within 2 years of
exhausting lifetime eligibility under the Temporary Assistance for Needy Families Program; single
parents (including single pregnant women); and long-term unemployed individuals.

** \/eterans, unemployed workers, and youth and any other populations identified by the State.

In order to realize our vision for a stronger workforce development system, Minnesota’s WIOA Plan
will focus on two primary goals:

1. Reduce educational and employment disparities based on race, disability or being a
disconnected youth to provide greater opportunity for all Minnesotans; and

2. Build employer—led industry—sector partnerships focused on aligning skills with careers in
demand.

We believe that the best way to achieve these two goals is by continuing Minnesota’s investment in
building a robust career pathway system that aligns with the purposes of WIOA and the needs of
Minnesota’s businesses and workforce.

Minnesota was one of fourteen states in the NGA Talent Pipeline Policy Academy, Minnesota’s team
represented six state agencies and higher education (MnSCU) which provided an opportunity to
identify the needs of a current and future talent pipeline. It was because of this cross agency team of
senior leaders; commissioners and deputy commissioners that led to the vision for this state plan.
Through this work, the team was able to gather data and information regarding programs, resources,
and plans to what each separate agency was doing. This cross agency work lead to the decision to
submit a combined plan to DOL.

Minnesota learned that as a state, we were already doing a great deal around alignment and
partnership. Minnesota has been recognized as a leader and early adaptor in career pathways,
Minnesota FastTRAC program. This program brought together Adult Basic Education, workforce
(WIA Adult, DSW, Youth, TAA), higher education (CTE, Perkins), and industry to develop curriculum
and programming to move individuals to receive education attainment. Minnesota learned from



experience that there was more to be done in order to reach and serve individuals with barriers. This
work has expanded and evidenced through our DEI grant (serving individuals with disabilities),
Pipeline project (serving youth and CTE students), incarcerated or recently released individuals,
homeless, individuals exiting chemical dependency programs, and veterans faced with difficulty
facing re-entry.

Minnesota’'s Pathways 2 Prosperity serves these particular populations and Minnesota’s state
investment ($35M) in equity grants provides further investment for training for youth, communities of
color, and individuals with other barriers to employment. Minnesota'’s vision to meet the needs of
these individuals as well as the needs of industry will be our goals for the next four years.
Minnesota’s success can be measured on the opportunities for employment with these industries
and industry success is measured on retention, growth, and prosperity which contributes to our six
regional economies as well as the overall state economy.

The GWDB has adopted this state plan as the state board’s strategic plan for the next four years and
will focus on milestones and outcomes of the two goals. The GWDB’s plan is supported on the
approved six regional plans which will focus on the disparities gaps in education and employment
and the development of successful employer-led sector strategies. The regional plans were
submitted in July 2016 and under modification with a final submission in February 2017. The GWDB
has a standing committee, Career Pathways Partnership which focuses on a state career pathway
system. What this represents for Minnesota for the next four years is priority and focus on
addressing developing the skills of our current and future workforce to meet the demands of our
demand industry sectors. The GWDB in partnership with the combined partners in this plan identified
five industry sectors which represent the greatest opportunity for growth, employment, and livable
wages; construction, healthcare, manufacturing, natural resources, and professional and business
services. These industries all represent opportunities to develop the skills needed in multiple
occupations within their sectors and transferable skills between sectors such as information
technology.

Another such example is the healthcare sector which is a growing sector across the entire state,
where new innovative models for apprenticeships have been developed with the Dept. of Labor and
Industry, DEED and MnSCU through the DOL Apprenticeship (MAI) grant. These innovative
approaches are being developed that can and will be replicated across the six regions in Minnesota.
These partnerships are a result of industry partnerships - Health Education Industry Part, HEIP,
Center of Excellence, HealthForce (MnSCU), and workforce partnerships (MFIP/TANF, SNAP E & T,
CTE, Perkins, Adult Basic Education, Dept. of Corrections, MN Job Skills Partnership, WIOA Adult,
DSW, TAA, Pathways 2 Prosperity, FastTRAC, MAI, Dept. of Labor and Industry, Pipeline.

The healthcare sector across the state and their partnerships, have developed training models
(Career Pathways) that support individuals at all levels but also developed the training that allow for
individuals to get off and on the "ramps" to skill development which lead to credential and/or degree
attainment. The CPP membership represents all partners of this combined plan with three sub-
groups being led by Adult Basic Education, CTE, DLI, and Dept. of Human Services (TANF/Snap E
&T).

In addition, community-based organizations play a major role by identifying the needs of their
communities whether it be transportation, childcare, housing, remedial education or ESL, or culture
differences. This partnership is able to identify the needs of all individuals served through the
program partners but also opportunities for incumbent workers whom provide opportunities for entry
level positions for someone entering the workforce.



A successful career pathway model allows for individuals, even out of school youth, to move into
employment, receive the necessary training leading to credential attainment, receive support
services, and provide future opportunity for forward growth in other occupations by building on
previous experience and credentials. This partnership supported by the GWDB is one example of
supporting this plan in addition to sector partnerships and regional partnerships being established
through the six regional plans.

To ensure alignment, transparency, and progress, the GWDB twenty-one private sector members
meet quarterly with the CPP to educate, inform, strategize, and develop solutions to support a career
pathways system for the state. These 21 members are geographically located throughout the state
and represent the five industry sectors. Twelve of these members serve on local workforce boards
also providing leadership and input to local and regional needs. The CPP and the GWDB takes the
responsibility for dissemination of best practices and sharing across regions. The GWDB, as an
advisor to the Governor, will provide recommendations and/or solutions that may have an impact on
better outcomes or removing barriers for these individuals. The combined partners (also represented
on the GWDB) will review the outcomes and progress of the CPP and the regional plans annually to
evaluate progress or need to modify plans.



3. PERFORMANCE GOALS

Using the table provided in Appendix 1, include the State's expected levels of performance relating
to the performance accountability measures based on primary indicators of performance described
in section 116(b)(2)(A) of WIOA. (This Strategic Planning element only applies to core programs.)
Attachment 1 —Performance Measure Data

Employment — 2nd Qtr After Exit

Program PY16 Proposed PY16 negotiated PY17 proposed PY 17 Negotiated
Adults 77.4 80.0 77.4 80.0
Dislocated Worker 83.6 83.6 83.6 83.6
Youth 74.2 74.2 74.2 74.2
Adult Education Baseline Baseline Baseline Baseline
Wagner-Peyser 64.0 64.0 64.0 64.0
Vocational Rehabilitation Baseline Baseline Baseline Baseline

Employment 4th Qtr After Exit

Adults 74.7 76.0 74.7 76.0
Dislocated Worker 81.3 81.3 81.3 81.3
Youth 71.6 71.6 71.6 71.6
Adult Education Baseline Baseline Baseline Baseline
Wagner-Peyser 68.0 68.0 68.0 68.0

Vocational Rehabilitation Baseline Baseline Baseline Baseline

Median Earnings 2nd Qtr After Exit

Adults 5,339 5,700 5,339 5,700
Dislocated Worker 8,400 8,400 8,400 8,400
Youth Baseline Baseline Baseline Baseline
Adult Education Baseline Baseline Baseline Baseline
Wagner-Peyser 6,400 6,400 6,400 6,400

Vocational Rehabilitation Baseline Baseline Baseline Baseline

Credential Attainment Rate

Adults 64.5 70.0 64.5 70.0
Dislocated Worker 70.1 70.1 70.1 70.1
Youth 49.7 49.7 49.7 49.7
Adult Education Baseline Baseline Baseline Baseline
Wagner-Peyser N/A N/A N/A N/A

Vocational Rehabilitation Baseline Baseline Baseline Baseline

Measurable Skill Gains

Adults Baseline Baseline Baseline Baseline
Dislocated Worker Baseline Baseline Baseline Baseline
Youth Baseline Baseline Baseline Baseline



Adults Baseline
Adult Education 43
Wagner-Peyser N/A
Vocational Rehabilitation Baseline

Baseline
43

N/A
Baseline

Baseline
44

N/A
Baseline

Baseline
43

N/A
Baseline



4. ASSESSMENT

Describe how the State will assess the overall effectiveness of the workforce development system in
the State in relation to the strategic vision and goals stated above in sections (b)(1), (2), and (3) and
how it will use the results of this assessment and other feedback to make continuous or quality
improvements.

The Governor's Workforce Development Board (GWDB), in partnership with the Minnesota
Workforce Council Association (the association that supports the 16 local workforce development
boards and chief elected officials) and DEED, will be establishing an evaluation process that
monitors, assesses and shares best practices as it relates to the state’s vision, goals and
performance goals.

STATE VISION - ASSESSMENT PROCESS

Assessing the State’s vision will include measurement of system change indicators related to the
three factors in the stated vision — 1) the growth of career pathways, 2) the number of individuals
enrolled in pathways that lead to family sustaining wages, and 3) the vacancy rates of in-demand
occupations. Measurements will look at state, regional and local performance in these three areas.
Assessments will include looking at policies, funding strategies, and resources that support the
development of the career pathway system, assessing new practices for effectiveness and designing
a best-practices network.

The Operations Committee of the GWDB would be responsible for establishing the state vision
assessment in conjunction with the state administrators of the required WIOA titles and the
Minnesota Workforce Council Association. The process would be designed during the first year of
the plan but would align with the planning cycle of the regional and local plans with full
implementation to follow.

GOALS — ASSESSMENT PROCESS

The state’s goals would be based on the progress made by the state strategies and the six elements
of a career pathway approach.

Business Engagement — Each region will be assessed on how their development of 1-3 business led
sector partnerships in new career pathway sector partnerships are progressing, looking at
membership of the partnerships and the processes they apply to establishing a career pathway
strategy for the identified occupations in demand.

Community Engagement — Each region will be assessed on how they have engaged populations
and service providers of communities experiencing inequities in educational and employment
outcomes. Census and state demographic data will be used to identify and inform the regions about
the communities that need to be included in regional planning and in their sector strategy
development.

Customer-Centered Design — Each region will be assessed on how they have utilized input from
business and communities in their planning and design of the sector approaches to career
pathways. Currently, the State is looking at providing technical assistance to assist regions with this



approach, as it is a relatively new way of looking at serving job seekers and our State’s growing
diversity.

Funding & Resource Needs — Each region will be assessed on the results of a resource mapping
activity to assist with understanding the resource capacity of federal, state, local and philanthropic
organizations. This will aid in understanding resource needs of each region and how efforts to
leverage resources can be enhanced or expanded. This will also result in considerations for a state
legislative platform for the State agencies and the GWDB.

Policy and System Alignment — Each region will be assessed on how local and regional policies
need to or have been modified to address the needs to move toward a career pathway system. This
will also provide a frame of reference for looking at state level policies within state agencies and the
necessary changes that will be needed to support regional and local activities and success.

System Management — Each region will be assessed on how they need to be supported through a
shared measurement system that supports both process and outcome improvements. Process
improvements will emphasis alignment challenges and opportunities and outcome improvements will
look at WIOA performance measures and other measures, as determined by other funding sources,
the State Board or Local Boards.

The Operations Committee of the GWDB would be responsible for establishing the specific goals
assessment in conjunction with the state administrators of the required WIOA titles and the
Minnesota Workforce Council Association. The Career Pathways Partnership under the GWDB will
complete the assessment design during the first six months of this plan for recommendation to the
Operations Committee, state administrators, and the Minnesota Workforce Council Association.
Once approved and resources identified, implementation of the assessment and development of the
best-practices report will begin.

PERFORMANCE GOALS — ASSESSMENT PROCESS

The performance goals would be based on serving youth and other individuals with barriers to
employment including Minnesota’s communities of color. Under the direction of the Operations
Committee of the GWDB, DEED’s Performance Management staff will prepare models of analysis
that assist system partners with understanding the impact of career pathways and other strategies
that address disparate impact populations within the WIOA programs and the system at large.

Minnesota’'s Department of Management & Budget has been supporting state agencies with the
implementation of Results Based Accountability (RBA) to support the evaluation and improvement of
state services and outcomes. The Operations Committee of the GWDB will appoint a sub—committee
to assist with coordinating the development of an RBA approach that engages local boards and
stakeholders from across the system to ensure a transparency and sensitivity to the various
challenges faced by targeted populations.



C. STATE STRATEGY

The Unified or Combined State Plan must include the State's strategies to achieve its strategic vision
and goals. These strategies must take into account the State’s economic, workforce, and workforce
development, education and training activities and analysis provided in Section (a) above. Include
discussion of specific strategies to address the needs of populations provided in Section (a).



1. DESCRIBE THE STRATEGIES THE STATE WILL IMPLEMENT, INCLUDING
INDUSTRY OR SECTOR PARTNERSHIPS RELATED TO IN-DEMAND INDUSTRY
SECTORS AND OCCUPATIONS AND CAREER PATHWAYS, AS REQUIRED BY
WIOA SECTION 101(D)(3)(B), (D). “CAREER PATHWAY” IS DEFINED AT WIOA

SECTION 3(7). “IN-DEMAND INDUSTRY SECTOR OR OCCUPATION” IS DEFINED
AT WIOA SECTION 3(23).

As noted above, Minnesota’s Combined WIOA State Plan will focus on two primary goals:

1. Reduce educational and employment disparities based on race or disability to provide
greater opportunity for all Minnesotans; and

2. Build employer—led industry—sector partnerships focused on aligning skills with careers in
demand.

Minnesota will seek to achieve these goals by continuing to build a robust career pathway system
driven by six the elements of career pathways:

Business Engagement
Community Engagement
Customer—Centered Design
Funding and Resource Needs
Policy and System Alignment
System Management

Over the past several years, career pathways programming has experimented with the definitions of
the six elements, making modifications that recognize unique situations of the populations being
served, and increasing positive outcomes. We are at the point in career pathways development
where greater scalability requires a more consistent understanding and application of the six
elements.

The GWDB adopted the definition and six key elements to further their work in partnership with
career pathways providers, funders and partnerships to develop and support an updated framework
for career pathway efforts based on the six elements. This process will align WIOA and other
Combined Plan partner resources with existing state and philanthropic resources that have been a
key driver of career pathways programming.

The following table lays out a high level overview of the strategies that the state plans to pursue and
complete during the first two years of the four—year plan, recognizing that revisions will be sought
after the second year to remain in alignment with progress being made at the regional and local
level.

Business Engagement

Strategy — Businesses lead in the identification and development of career pathway maps that target
occupations in demand and provide family—sustaining wages.

Input Engage business and use labor market information to assess and forecast occupational and skill set
needs of employers within each of the six regions to map career pathways within occupations in demand
that lead to family—sustaining wages.



Output Articulated career pathways based on occupations in demand.
Results Authentic priority career pathways established.

Milestone  Sector partnerships established and "road maps" created for selected sectors.

1

Milestone  Road maps overlaid on the educational pathways, including work—based learning and apprenticeships to

2 determine change needs to align education and training opportunities with career pathways to scale
within the in—~demand occupations.

Milestone  An established process for monitoring of occupational trends that will support the needed flexibility of the

3 career pathway system to respond to changing economic conditions.
Milestone A developed measurement system within the sector strategies that evaluates the effectiveness of the
4 partnerships and their contributions and support of the other strategies.

Community Engagement

Strategy — Communities experiencing inequities in education and employment and providers with
specialized services contribute to the design and delivery of activities within the Career Pathway
System.

Input Engage impacted communities and culturally—based service providers to: 1) assess and validate the data
that will be used to establish the baseline for performance metrics, 2) community—specific barriers that
impact successful access and completion of employment, education and training services and 3) identify
strategies that will contribute to reduction in barriers.

Output Requirements developed for addressing barriers to employment, education and training needs of
impacted communities and service providers.

Results Improved outcomes for populations facing barriers to education and employment

Milestone Validation of data and system barriers identified; strategies developed

1

Milestone Strategies applied to modifying service delivery for programs being aligned with career pathways.
2

Milestone An established a strategy for expsnding on—going culturally—relevant career pathways programming.
3

Milestone A developed measurement system that monitors the impact of the strategies and the outcomes of
4 disparate impact communities.

Customer—Centered Design

Strategy — Better understanding the needs of businesses by stronger engagement, the state will
design and support trainings that is unique for job seekers who need multiple services and "on—
ramps" to be successful through authentic career pathway opportunities.

Input The input results of businesses, impacted communities and specialized service providers that identify
the needs for design and delivery of employment and training services.

Output A framework for consistent services design and best practices

Results Flexible employment and training services design that improves completion rates

Milestone  Design approaches understood and strategies developed to modify services
1

Milestone = Strategies implemented and program and policy alignment begins
2

Milestone  Funding and resource needs for system improvements and scaling addressed
3

Milestone A measurement system that focuses on interim measures toward skill gains and program completion.
4



Funding & Resource Needs

Strategy — Understand the resource capacity of Federal, state, local and philanthropic organizations
who fund and provide resources to the Career Pathway System.

Input Collect data and input from funding and resource providers to understand the total investment of the
career pathways initiatives and opportunities to leverage additional resources.

Output Alignment of system resources.

Results Funding and resources are maximized.

Milestone A system—wide understanding of capacity and strategies to align funding and resources at a strategic

1 level, based on allowable and restricted activities.

Milestone  An overlay of funding and resources to the employment, education and training activities related to the

2 selected career pathways to identify gaps in funding and resources that impact providers’ services or

participants’ outcomes and identification of how to fill the "gaps."
Milestone = Recommendations on policy needs to support alignment of funding and resources from federal, state,
3 local and philanthropic organizations.

Milestone Develop a measurement system that is informed by funding and resource investments in career pathway
4 programs for continuous improvement.

Policy and System Alignment
Strategy — Understand the program and policy change needed to achieve greater alignment that will

support a stronger and broader engagement of system partners in building a Career Pathway
System.

Input Inventory of system policies through dialogue at the state, regional and local levels on impact of existing
or missing policies on career pathway activities.

Output Quantitative and qualitative analysis of program and policy alignment.

Results Shared understanding of program and policy areas in need of change or new policies.

Milestone Initial system—wide policy assessment completed with recommendations.

1

Milestone  State assessment of federal policy changes and/or waivers with recommendations.
2

Milestone  New policies implemented, old policy revised based on needs identified.
3

Milestone  Policy practices formalized and monitored.
4

System Management

Strategy — Create system measures that assist with managing the building of a Career Pathway
System, including process and outcome measures.

Input Data from MN's existing career pathways programing that supports recognizing intervals of success and
barriers to completion, including disparate impact indices.

Output Quantitative and qualitative analysis of career pathways critical process map to identify system
improvement needs.

Results A Career Pathways System with appropriate intermittent measures and evaluation that leads toward

better performance outcomes for all populations.

Milestone A Career Pathways System report that outlines the critical intervals and barriers to success, including a
1 specific response to populations experiencing inequities in education and employment outcomes.



Milestone  Strategies developed and implemented to increase the effectiveness of measuring the system inputs
2 and outputs.

Milestone  The system dashboard is completed and implemented.
3

Milestone  The system dashboard is used to evaluate ongoing performance, best practices and system
4 improvement recommendations.

The oversight and execution of these six strategic elements requires state, regional and local
coordination by the GWDB, state agencies, and the local workforce development boards. The
following is a brief summary of the roles of each level of coordination within the six strategic
elements.

STRATEGIC ELEMENT 1 — BUSINESS ENGAGEMENT

Business engagement will focus on creating business led sector partnerships that utilizing the 7
principles of Industry Partnerships, published by The National Fund for Workforce Solutions. Based
on regional Labor Market Information (LMI) data (including real-time job data), each region will
develop sector partnerships that are business—led. The outcome of this effort will be Career Pathway
models that lay out a clear route to attaining jobs for occupations in demand that pay family—
sustaining wages. Components will include identifying the demand for each occupation; establishing
the technical skill requirements tied to a post—secondary credential that are recognized by the
industry; and conducting an analysis of workforce make—up as it relates to employment levels of
populations experiencing disparate impact.

The regional plans call for the local boards to identify up to three priority industry sectors that are
experiencing occupations in demand, through either growth or the need for replacement workers, as
baby—boomers retire. Local boards may also consider emerging industries that have growth
potential. Business leaders from the selected sectors will be identified and contacted to establish a
framework for the business led sector partnership. The engagement strategy will not only assist with
strengthening the training and credential pathways to family sustaining wage occupations, but also
support the needs of employers to become more successful in attracting and retaining a more
diverse workforce, reflective of the communities where they reside.

The state agencies, primarily the Department of Employment and Economic Development, will
support the local boards by providing data and other analysis to assist them with selection of their
sectors and other aspects of establishing partnerships with system providers. The GWDB wiill
provide general oversight to the process, approving the regional plans and assisting with creating a
universal approach to sector practices to share across the state. The twenty—one private sector
members of the GWDB will provide leadership and representation of employer—led sector
partnerships.

This Strategic Element will build upon the efforts already underway by the GWDB, state agencies,
local boards, and industry sectors. As described elsewhere in this Plan, the GWDB has already
identified priority sectors for the state and many regions have identified local priority sectors. DEED
already provides occupation—-in—demand and real-time job posting data to job seekers and
businesses. Many key economic sectors already have formed business—led partnerships that are
beginning to address workforce issues, but deeper analysis will yield stronger outcomes.

STRATEGIC ELEMENT 2 — COMMUNITY ENGAGEMENT



There are two areas within this strategic element: service provider engagement and community
member engagement. Service provider engagement entails reviewing current practices around
existing career pathway programs funded by federal, state, private and philanthropic organizations.
An adequate body of work exists to begin prioritizing best practices, the challenges they’ve faced,
and their educational and employment outcomes. The priority here is to develop a larger, more
coordinated support network among providers to disseminate these best practices to ensure on—
going growth of a career pathway system that achieves our vision and goals.

Minnesota has a diverse provider network with many community based organizations offering
specialized approaches to serving the populations experiencing inequities in education and
employment outcomes, targeting communities of color, individuals with disabilities, disconnected
youth and homelessness, for example. The priority is to develop a more coordinated and more
inclusive support network among providers. The GWDB will establish a task force to broaden this
network to address these challenges and provide recommendations for better outcomes.

The second area is to more fully engage communities experiencing disparate impact with
educational and employment outcomes. This includes the tribal governments serving the seven
Anishinaabe and four Dakota communities. Local Workforce Development Boards, within their
respective regions, will be required to engage stakeholders in the development of their regional
strategies and program development. The outcome of this effort will be to build stronger connections
to these communities and specialized service providers to increase access and improve outcomes
for individuals with barriers to employment.

The primary responsibility for this strategy is the local boards within the six workforce development
regions. The regional plans call for local boards to actively engage communities experiencing
disparate impacts in education and employment outcomes and to engage with service providers who
have specialized skills in working with the identified populations. This engagement will play a role in
strengthening services, connections among providers, and the accessibility of services for impacted
populations.

State agencies will provide data and other analysis to assist local boards with this process, providing
demographic and programmatic information, as well as ensuring that all system providers are known
by the local boards, as many funding efforts have not been aligned specifically with the local
workforce development boards.

This Strategic Element will build upon the efforts already underway by the GWDB, state agencies,
local boards, and community—based organizations. Ramsey County has for years convened a
coalition of public and private organizations around a project called Everybody In to focus on
employment disparities. In 2015, DEED engaged the Emerging Workforce Coalition, coalition of
culturally—based workforce development leaders to identify practices for increasing employment for
people of color and immigrants. DEED also meets regularly with the Minnesota Employment
Services Consortium of non—profit workforce service providers who focus on job—seekers with
multiple barriers to employment, many with career pathways programs.

STRATEGIC ELEMENT 3 — CUSTOMER-CENTERED DESIGN

Building on the success of existing career pathway programming and on a clear understanding of
our ability to achieve a greater scale of service and success rates for disparate—impact communities,
our efforts will focus on addressing the tactical and strategic aspects to better employment,
education and training services that meet the needs of employers and job seekers. Outcomes will



include more customer—centered design of these services for job seekers who need multiple
services and “on—ramps” to be successful and authentic career pathway opportunities based on
needs of employers.

The primary responsibility for this strategy will be coordinated by the state board in partnership with
the state agencies and the local boards. Existing practices of current career pathway initiatives will
be reviewed and assessed for successful elements that can be replicated and brought to scale.
These efforts will contribute to establishing a framework that allows for regional and local flexibility,
based on available resources and partners to deliver services.

This Strategic Element will build upon the efforts already underway through the state’s Pathways to
Prosperity program, which in FY2016 will fund more than $11 million worth of career pathways
partnerships putting jobseekers with barriers to employment into high—demand careers with training
and employer—valued credentials.

STRATEGIC ELEMENT 4 — FUNDING AND RESOURCE ALIGNMENT

Minnesota'’s existing career pathway programs are funded and supported by a variety of federal,
state and philanthropic resources. As funding and resources have expanded and brought new
opportunities to service providers and job seekers, so has the broadening of career pathway
approaches. Minnesota will review and assess the various models to assist with disseminating best
practices and to set a more strategic structure to the development of these programs as we look
toward more system changes to building Minnesota’s Career Pathway System. The outcome from
this effort will result in more efficient use of resources and an understanding of the resources needed
for continued development of the system that achieves our vision and goals of this plan.

The primary responsibility for this strategy will be coordinated by the GWDB in partnership with state
agencies, local boards, and partner funders. The assessment of resources and models will provide
the state board with a perspective of best practices to be shared among the six workforce
development regions, as well as assist local boards with identifying better ways to coordinate and
leverage resources. State agencies will review how funding streams flow from federal and state
resources, within and among state agencies, to better understand opportunities for modifying
funding processes.

This Strategic Element will build upon the efforts already underway by the GWDB, DEED, and our
philanthropic partners. In its most recent annual report, the GWDB highlighted career pathways best
practices and programs. MSPWin, a regional metro workforce development funders collaborative
has identified career pathways in high—demand occupations and industry sector partnerships as
priorities for its funded initiatives and programs. Similarly, Twin Cities United Way is planning to fund
high—quality career pathway programs for low—income adults. Working through the GWDB'’s Career
Pathways Partnership, these and other career pathways programs can gain greater alignment with
state WIOA programs as part of a larger career pathways system focused on equity and economic
demand.

STRATEGIC ELEMENT 5 - POLICY AND PROGRAM ALIGNMENT

Minnesota recognizes the need to adapt state and local policies and the potential need for federal
waivers to better align our career pathway system around equity and economic employment

demand. Current career pathway programming has shed light on a number of issues that will need
full system support to bring about the necessary changes. Through a review and recommendation



process, these changes will begin to be implemented. The outcome of this effort will be stronger
alignment of system components and more efficient use of resources, especially regarding
performance and outcome metrics. Existing metrics do not adequately support career pathways,
equity, or employment demand and new performance policies will need to be developed to drive
achievement on these two goals.

The primary responsibility for this strategy will be with the state agencies. Policy and program
alignment strategies will need to be coordinated by each agency responsible for specific programs.
This process will be coordinated with the local boards and system partners, following what has been
agreed to be possible for new approach based on customer—centered design and available funding
and resources. The state board will support and lead the effort for federal and state legislative rule
changes or waivers to ensure that needs can be acted upon.

This Strategic Element will build upon the efforts already underway between DEED and local
workforce board leaders, who have been meeting monthly to redesign system program policy. The
foundational collaboration among state agencies involved in the Talent Pipeline Policy Academy will
also aid the policy alignment required for this strategic element to move forward.

STRATEGIC ELEMENT 6 — SYSTEM MANAGEMENT

Minnesota is working to redesign a system dashboard that not only complies with the requirements
of WIOA, but adds factors that tell us how well the system is supporting each region and the overall
state economy. This foundational approach considers talent, trade and innovation as the three pillars
of our benchmarking system. Within the talent pillar, Minnesota will expand upon the important
measures — beyond WIOA common measures — to look at interim, process and other outcome
measures that are critical to each region of the state. The dashboard will also specifically report on
identified disparate impact populations that have been identified within each workforce development
region.

The primary responsibility for this strategy is with the state board, in coordination with the state
agencies and local boards. The state board will oversee the development and overall approach to
the benchmarking system. State agencies and local boards will also support how the metrics are
developed and applied within the regions and how the regional goals will be established and
reported.



2. DESCRIBE THE STRATEGIES THE STATE WILL USE TO ALIGN THE CORE
PROGRAMS, ANY COMBINED STATE PLAN PARTNER PROGRAMS INCLUDED IN
THIS PLAN, REQUIRED AND OPTIONAL ONE-STOP PARTNER PROGRAMS, AND

ANY OTHER RESOURCES AVAILABLE TO THE STATE TO ACHIEVE FULLY
INTEGRATED CUSTOMER SERVICES CONSISTENT WITH THE STRATEGIC VISION
AND GOALS DESCRIBED ABOVE. ALSO DESCRIBE STRATEGIES TO
STRENGTHEN WORKFORCE DEVELOPMENT ACTIVITIES IN REGARD TO
WEAKNESSES IDENTIFIED IN SECTION 11(A)(2).

The Combined State Plan partners are all represented on the Minnesota’s core team for the NGA
Policy Academy for the Talent Pipeline. Through this work, an initial asset mapping of programs,
resources, and services of all federal and state funding and a report of shared measures was
recently completed. This information will serve as one resource to identify resources but also identify
gaps in our state’s workforce inventory. The policy academy’s vision serves as Minnesota’s vision for
the Combined State Plan in addition to the focus and priority on the goals identified. Two key goals
identified support the foundation from which the Combined Plan builds upon; addressing the
disparities gap within education and addressing the disparities gap within employment. At a state
level, this team will serve as the senior leadership team to either strengthen or identify resources
needed to support the overall goals of this plan through existing programs or the development of
new programming. In addition, the Minnesota state legislature requires DEED to provide a “report
card” of the overall performance of state funded workforce initiatives which can be found at;
https://mn.gov/deed/about/what-we-do/agency-results/perform-measures/report-card.jsp. This report
card also serves as a resources to make data-informed decisions on our performance and any policy
recommendations or programming that result in better outcomes.

Also at the state level, the members of the GWDB, MWCA, and DEED meet monthly to share best
practices, progress on state, regional, and local plans, and discuss issues with regard to service
delivery, resources, and any challenges with serving our customers. This venue provides an
excellent opportunity to identify solutions and adjust strategies to meet our overall goals within the
plan.

The GWDB, Career Pathway Partnership is yet another opportunity that brings together
stakeholders on a bi-monthly basis from all levels that are engaged in delivering training, education,
or support for individuals. This partnership brings together the combined plan members and provides
the venue to identify the program resources, human capital resources, and the supports needed by
their customers. This in turn, is shared with the GWDB private sector members to then develop
strategies through an employer-led sector strategy to better serve individuals through our workforce
system leading to meaningful employment.

The GWDB, Operations Committee is the host for a sub-committee on Results-based Accountability,
which serves as the overall workforce system analysis. This analysis is presented to the Operations
Committee and finally the GWDB. The GWDB meets on a quarterly basis and as a standing agenda,
the board will discuss progress on the plan. The GWDB makes recommendations to the Governor
which focus on the vision, goals and strategies outlined in the plan.

Minnesota's common data tracking system, WF1 shares as a resource for not only the tracking of
data but also used as a system which shares information between programs and identifies
individuals whom may be co-enrolled in several programs. DEED’s staff serve as support to all users
of this system and also provide recommendations for system improvements.



Minnesota’s core workforce development partners have a long and productive history of
collaboration, both across programs and between the state and local areas. The chief conveners of
Minnesota’s core programs is DEED and the GWDB. As the state’s primary workforce development
agency, DEED already oversees and strives to align all Title I, 1ll, and 1V; TAA, the Jobs for Veterans
Grant and the Senior Community Service Employment Programs. Since the adoption of WIOA,
DEED has also deepened its partnership with MDE, which oversees Adult Basic Education.

DEED also houses staff and support for the GWDB, which includes all relevant core programs
partners and workforce stakeholders. As noted elsewhere in this plan, in the past year the GWDB
created a Career Pathways Partnership to establish and strengthen a shared framework for career
pathways programs in Minnesota. The Partnership is chaired by two GWDB members and includes
participants from all regions of the state. The Partnership also includes business and industry, higher
education, and community—based organizations. The Partnership strives to support the sharing of
research and best practices for effective career pathways programs and to align policies and
resources to support those programs.

The GWDB also convenes and coordinates Minnesota’s NGA Talent Pipeline Policy Academy,
wherein senior leaders from the following state agencies with have met monthly for more than a year
to coordinate and align workforce development programs and policies:

Minnesota Department of Employment and Economic Development, co—chair
Minnesota Department of Education, co—chair

Minnesota Department of Labor and Industry

Minnesota Department of Human Services

Minnesota Department of Human Rights

Minnesota Office of Higher Education

Minnesota State Colleges and Universities

In 2013, Minnesota signed into law the “World’'s Best Workforce,” Minnesota statute 120B.11, to
ensure every school district in the state makes strides to increase student performance. Each school
district must develop a plan improving school readiness, reading proficiency, graduation, and college
and career readiness.

This legislation was the foundation for Minnesota’s NGA Talent Pipeline Policy Academy. The
World's Best Workforce goals were expanded to include five additional workforce—related goals,
creating an education to career continuum. Racial and economic disparities along this continuum are
at the forefront of the Policy Academy’s work. Two key strategies to achieve these goals include the
systemic implementation of career pathways for adults and experiential learning opportunities for
youth.

The state has also established a Diversity and Inclusion Council, which seeks to improve the
recruiting and retention of state employees from diverse backgrounds; improve the contracting
process for businesses owned by Minnesotans from diverse backgrounds; and promote civic
engagement for residents of Minnesota. The Council and its committees are tasked with identifying
best practices, developing a legislative agenda and moving forward with an enterprise—wide diversity
and inclusion strategic plan.

Additionally, Minnesota has built strong collaboration between state and local workforce partners to
implement core programs. State DEED and MDE staff meet at least monthly with leaders from all
local/regional workforce councils to oversee and coordinate program management and



improvement. Over the past year, several committees were formed to guide WIOA core program
redesign and implementation. Each committee is co—chaired by a state agency leader and a local
workforce council director and included a mixture of state and local participants. The
recommendations that emanate out of this process have the ownership of both state and local

stakeholders across core program elements.



1. OPERATIONAL PLANNING ELEMENTS

The Unified or Combined State Plan must include an Operational Planning Elements section that
support the State’s strategy and the system-wide vision described in Section Il.(c) above. Unless
otherwise noted, all Operational Planning Elements apply to Combined State Plan partner programs
included in the plan as well as to core programs. This section must include—



A. STATE STRATEGY IMPLEMENTATION

The Unified or Combined State Plan must include—



1. STATE BOARD FUNCTIONS

Describe how the State board will implement its functions under section 101(d) of WIOA (i.e. provide
a description of Board operational structures and decision making processes to ensure such
functions are carried out).

The state board will fulfill its functions under section 101(d) of WIOA through an Operations
Committee. This committee has formulated its approach to the 12 functions of the board by
categories its activities into four areas — administration, policy, information technology and
performance. The committee has begun to identify the needs of the 12 functions and will establish a
specific work plan that aligns with the state plan upon its approval by the US Department of Labor.
The Operations Committee has been meeting monthly to review and comment on the development
of the state Combined Plan.

The administration functions include the preparation and submission of the state Combined Plan,
preparation and submission of an annual report and other oversight functions. The Operations
Committee will also participate in the review and approval of the Regional Plans, to ensure
alignment with the state Combined Plan and to assist with creating a work plan for the GWDB.

The policy functions will focus on existing and new policies need to support the better alignment of
resources and services and address policy obstacles that hinder advancing the career pathways
system. The initial work will take into consideration the current success of career pathway programs,
how state funding has been structure to support career pathway initiatives, and the needs for
additional refinement of existing policies.

The information technology functions will focus on leveraging systems to avoid duplication,
addressing the need for more responsive career information — tied to the eligible training provider
list, and on data systems. This will drive better coordination of services across the system and
support process and outcome metrics as part of the performance functions.

The performance functions will focus on continuous improvement and support the transparency of
the system components and how they are contributing to achieving the goals of the state Combined
Plan. The performance system will look at process and outcome measures focusing on interim gains
and final outcomes related to the WIOA performance common measures and other areas as
deemed necessary by the state board.



2. IMPLEMENTATION OF STATE STRATEGY

Describe how the lead State agency with responsibility for the administration of each core program
or a Combined Plan partner program included in this plan will implement the State’s Strategies
identified in Section lI(c). above. This must include a description of—

A. CORE PROGRAM ACTIVITIES TO IMPLEMENT THE STATE’'S STRATEGY

Describe the activities the entities carrying out the respective core programs will fund to implement
the State’s strategies. Also describe how such activities will be aligned across the core programs
and Combined State Plan partner programs included in this plan and among the entities
administering the programs, including using co-enrollment and other strategies.

The providers of activities under WIOA core Titles I, Il and IV; TAA, the Jobs for Veterans Grant and
Senior Community Services Employment will primarily implement the State strategies through
services within the system and through special projects that support career pathway programming.
The provision of career services will focus on how the information made available contributes to a
person’s knowledge of their career pathway opportunities. Career services will shift from primarily
being about the “next job” or a specific skill needed for the next job, to one that provides a sense of
trajectory for the individual job seeker. Staff who delivers career services will be provided training on
this new approach. Those entering training services will work with counselors who have the tools
and resources to assist participants in making an informed choice and assist with identifying the
necessary resources to ensure greater opportunities for successful completion of training and job
placement.

The providers of activities under WIOA core Title 11 — Adult Basic Education, will continue to embed
career pathways philosophy into their services and administrative capacities. Business engagement
extends to pursuing work—based learning opportunities that support the contextualized learning
approaches. There are 500 ABE locations throughout the state, all unique to the needs of the
communities they serve and the resources they can leverage. Through their participation on sector
partnerships and understanding of the sequence of educational requirements for eventual industry
recognized credentials, curriculum will continue to be modified to contextualize learning for future
educational needs that align with the goals of the individual. Resources will also be committed to
continue professional and system staff development so that career pathways approaches allow Adult
Basic Education providers to more flexibly meet the needs of regional sector strategies and the
needs of targeted populations and their inherent learning styles.

The Carl D. Perkins funded programs and activities provide opportunities for stronger alignment of
services to support a career pathways system. These activities include supporting work—based
learning, which may expand upon how skills are recognized and credentialed. Teacher credentialing
is another focus area which looks at how changes in industry needs impacts the skills and
knowledge requirements of faculty. Carl D. Perkins funded activities also promote conducting
program feasibility studies, program approval and implementation, all of which are critical to ensure
ongoing alignment and relevancy of educational and training opportunities.

The Minnesota Department of Human Services programs and services are well embedded into the
One-Stop system in Minnesota, with programs and services on site of 40 of the 48 WorkForce
Centers. Participants have access to resource rooms for job seeking, workshops for developing job
seeking skills and referral opportunities for other needed services.



There are several opportunities for activities to be aligned and enhanced with the core programs.
Training is needed for staff to understand the allowable activities and career pathway opportunities
for recipients to engage in. Within a system where job search and job placement have been primarily
seen as the core activity, we will work together to better understand how career pathway training can
provide access to long term employment with family sustaining wages. This being said, it is
important for providers to understand the regional sectors in demand that will provide support of
those opportunities. Minnesota was selected as one of 10 states to participate in SNAP to Skills, the
pilot program through FNS and Seattle Jobs Initiative which will identify ways to expand employment
and training opportunities in the state. Minnesota anticipates career pathways will be one of the
important strategies in the SNAP Employment and Training expansion.

Another opportunity is to look at the scaling of on—ramps to training programs. This career pathway
strategy is a good fit for individuals who need entry level credentials and the need for immediate
employment. Such on ramp training programs could include forklift certification, MS office
credentialing, CompTia, Paraprofessional training, and other entry level certifications that are
feeders to occupations in demand that could allow for transition into further academic credentials
such as diplomas or degrees.

Alignment across all required core programs and State Combined Plan partners has already begun.
Beginning with earlier FastTRAC pilots and now through the state workforce development system
implementing career pathways activities through multiple state and federal programs. Identified as
the Pathways to Prosperity program in Minnesota, this national strategy focuses on providing skilled
career counselors, integrated developmental and skills training, application of appropriate sources
and comprehensive placement assistance. Minnesota’s next step is to start bringing all six strategic
elements to scale across the system, starting with key industry sectors and stronger service provider
network and community engagement to increase the awareness and opportunities for stronger
partnerships and more consistency within the workforce development system.

B. ALIGNMENT WITH ACTIVITIES OUTSIDE THE PLAN

Describe how the activities identified in (A) will be aligned with programs and activities provided by
required one-stop partners and other optional one-stop partners and activities provided under
employment, training (including Registered Apprenticeships), education (including career and
technical education), human services and other programs not covered by the plan, as appropriate,
assuring coordination of, and avoiding duplication among these activities.

Program and activity alignment with core partners is primarily achieved through Minnesota’s 48
WorkForce Centers, the network of Adult Basic Education providers and community—based
organizations who are contracted with through the local workforce development boards. All activities
related to career services, training and business services are available through these established
working relationships. Across Minnesota there are strong networks developed to align and leverage
resources in particular to serve individuals with greatest barriers. One such example is the
coordination between Adult Basic Education delivering ESL education and WorkForce Centers
delivering digital literacy education. Historically, these relationships have been guided by
memorandums of understanding (MOUSs) and, under WIOA, new guidelines for these formal
relationships will be incorporated into new MOUs.

Program and activity alignment with training opportunities, such as Registered Apprenticeships,
occurs through the activities of the local boards, business partnerships and special grant and funding
opportunities. These activities vary by regions with the availability of such programs and the needs



of the industry. An example of maximizing opportunities is evidenced through a partnership
established with the Red Lake Indian Reservation and a Native American owned manufacturing
company where an individual has the opportunity to develop their skills through experiential learning
leading to internship followed by registered apprenticeship. This demonstrates the alignment
between education, workforce, apprenticeship, and the private sector. The pursuit of the greater
business engagement and customer—centered design strategies will broaden and strengthen the
involvement of all training opportunities that lead to industry recognized credentials within pathways
to family sustaining wages.

Program and activity alignment with education, including career and technical education, is achieved
through local board activities and involvement with special projects. Career and technical education
resources through the Carl D. Perkins have become a central part of developing Minnesota’s Career
Pathway model. Staff from Minnesota also participated in the design of the Career Pathways Toolkit
and in developing the language for Minnesota’s State Combined Plan around the six elements of a
Career Pathways System.

Program and activity alignment with human service agencies outside the purview of WIOA is a
critical element to career pathways success in serving communities of color, individuals with
disabilities and disconnected youth. Human services efforts around housing, transportation and child
care have been identified in regional listening sessions as critical to the success of local businesses.
The provision of “navigators” within our career pathway efforts has demonstrated the importance of
support services in ensuring successful completion of training programs.

The inclusion of activities and providers outside of the plan of WIOA will be critical to the career
pathways system’s success. The state board and state agencies will focus their efforts on state level
strategy and policies that support comprehensive involvement of these providers, while the local
workforce development boards focus on partnership development, supporting capacity building and
coordination to reduce duplication of effort.

C. COORDINATION, ALIGNMENT AND PROVISION OF SERVICES TO INDIVIDUALS

Describe how the entities carrying out the respective core programs, Combined State Plan partner
programs included in this plan, and required and optional one-stop partner programs will coordinate
activities and resources to provide comprehensive, high-quality, customer-centered services,
including supportive services to individuals including those populations identified in section
[I(a)(1)(B). The activities described shall conform to the statutory requirements of each program.

Job seekers in Minnesota are served by the statewide network of WorkForce Centers as well as by
the myriad government, education, and nonprofit organization locations of one—stop partner
programs. All WorkForce Centers offer the full range of WIOA Title I-B, Wagner—Peyser, Veterans,
TAA, and state—funded youth and Dislocated Worker services in a co—located model. Many
WorkForce Centers across the state include partners from other WIOA titles represented in this plan.

All WorkForce Centers serve customers of the public workforce system with highly—trained
professional staff. Both job seekers and businesses have access to services designed to meet their
specific needs. DEED developed a training program called the Reception and Resource Area
Certification Program for staff who work at WorkForce Center reception desks and resource areas.
To date, 327 staff from Title | and Title Il partners have been trained and certified through this
program. Within the parameters of each statutorily defined program, Minnesota has implemented



special initiatives to provide comprehensive, customized and coordinated services to targeted
populations with barriers to employment.

The WorkForce Centers inclusive of several affiliate sites offer assistance to all individuals. All
individuals are greeted by trained professional staff who gather information to best assess priority of
service, urgency, and make the initial referral(s) to service(s). Individuals are then guided and
assisted by program staff to identify all resources the individual may be eligible for, and identify
opportunities for co-enrollment. All staff, including core and other combined partner staff and those
not physically located with the center, meet on a regular and ongoing basis to discuss program
changes, eligibility, and activity. The communication ensures coordination, alignment, and leveraging
of resources for better outcomes for the employer and the individual. In addition, the Minnesota 2015
legislature provided funding to support five regional career counselors to serve as a liaison and
coordinator of regional programming in greater Minnesota. This has demonstrated value through
identification of new programs and broadening access across one of Minnesota’s six regions. Under
WIOA, the state board has determined professional development of staff as a key priority and
responsibility to keep staff well-informed of opportunities within industry sectors, labor market trends,
technology tools, and new or expanded programming. The Operations Committee of the Governor’'s
Workforce Development Board will complete an annual review of professional development activities
and make recommendations for improvement, capacity, or new programming.

Minnesota is one of 14 states selected to participate in the National Governors Association Talent
Pipeline Policy Academy. This academy has brought together seven key state agencies and
education and has led to a shared vision with two key strategies and ten goals to address the
education and workforce needs of individuals and businesses in Minnesota. The agencies represent
the core and combined partners in this plan: DEED, MN Department of Education, MN Department
of Higher Education, MN Department of Human Services, MN Department of Human Rights, MN
Department of Labor and Industry, MN State Colleges and Universities, and the Governor’s
Workforce Development Board, Chair (private sector). The policy academy represents coordination
and alignment across these agencies and delivers outcomes by leveraging resources between
education, DEED, DLI, and DHS.

Services to Laid—Off Adults

Unemployment Insurance — DEED houses the state’s Unemployment Insurance (Ul)
division. WorkForce Centers provide co—location for Ul staff members to coordinate
reemployment initiatives for claimants and the long—term unemployed. The Reemployment
Services and Eligibility Assessment (RESEA) engages Ul claimants within the first weeks of
their benefit payments to provide earlier engagement and increased services through
WorkForce Centers to expedite their return to work.

Dislocated Worker Program — This program mitigates the negative impact to businesses,
communities, and employees who are facing a layoff. It assists laid—off workers in returning
to work with comparable wages and benefits and connects employers with skilled staff. The
Rapid Response team is the first responder when a business has closed down or is planning
to lay off workers. The team is trained to assess the situation and inform the affected workers
of available services. Participants enrolled in the program can access career planning and
counseling; job search and placement services; short—term training upon counselor approval,
and support services for expenses such as family care and transportation upon counselor
approval. Minnesota maintains both a federally and state—funded Dislocated Worker
program.



Trade Adjustment Assistance (TAA) — This program assists laid—off workers in returning to
the workforce as quickly as possible by offering them help with work searches, relocation, job
training, and weekly cash benefits. There are two major components, separately funded by
the U.S. Department of Labor: Trade Readjustment Allowances (TRA), which are special
extensions to unemployment insurance; and Trade Adjustment Assistance (TAA) which
includes reimbursement of training costs, job search allowances, relocation allowances, and
similar costs.

Sector Partnership National Emergency Grant (SPNEG) — In 2015, Minnesota received a
SPNEG to temporarily expand capacity to serve dislocated workers and meet the increased
demand for employment and training services with the goal of quickly reemploying laid off
workers and enhancing their employability and earnings. This grant will utilize sector
strategies to advance and complement the more integrated and comprehensive dislocated
worker services envisioned by WIOA. The specific activities targeted by this grant, which
continues through 2017, include regional sector planning and strategies, enhanced career
services to dislocated workers, and work—based training opportunities.

Assessments for Job Seekers — Minnesota offers ACT's National Career Readiness
Certificate (NCRC) assessments along with ACT KeyTrain training to all Minnesotans
through the WorkForce Centers. In many parts of the state, the NCRC is a key component of
a regional economic development strategy and is recognized by hundreds of employers. To
assist with diversity recruiting efforts, the NCRC is offered to minority and women job
applicants for transportation and heavy equipment operator positions at the Minnesota
Department of Transportation.

Services to Adults with Barriers to Employment

WIOA Adult — The program serves adults who are seeking greater participation in the labor
force and prioritizes individuals who receive public assistance, individuals living with low
incomes, and veterans. Services include a preliminary assessment of skill levels, support
services, occupational or on—the—job training, job search and placement assistance, and
career counseling. It also provides resource libraries providing access to employment—
related services such as current job vacancies via MinnesotaWorks.net, local education and
training service providers, and labor market information. WIOA Adult providers have been
partnering with Adult Career Pathway programming to ensure individuals have access to
family sustaining wages or beyond.

Minnesota Pathways to Prosperity — Minnesota Pathways to Prosperity (P2P) is an
innovative strategy built on a Career Pathway programming model, which integrates basic
skills education, career—specific training, support services, and employment placement and
retention to meet the needs of adults. P2P projects are designed for adults who traditionally
face multiple barriers to employment, and who are in need of enhanced educational and
supportive services to be successful in securing long—term family sustaining wages. This
competitively awarded grant program targets populations of color; individuals experiencing
housing insecurity; individuals with a criminal record; those lacking a high school diploma or
equivalent; individuals with disabilities; and those unemployed for 26 or more consecutive
weeks. In addition, special consideration should be provided to veterans, those returning to
work after receiving public assistance, low—income, and older workers. Participating
individuals obtain, retain, and advance in unsubsidized employment or complete training
along an educational path, as demonstrated by annual wage increases, placement and
retention in a job or education or training program, and completion of training leading to an
industry—recognized credential. P2P is a state—funded, competitive grant program.



Minnesota Displaced Homemaker Program — This program provides pre—employment
services that empower participants to enter or re—enter the labor market after having been
homemakers. Customers are women and men who have worked in the home for a minimum
of two years caring for home and family but, due to separation, divorce, death, or disability of
spouse or partner, or other loss of financial support, must support themselves and their
families. The participants need to identify, address and resolve multiple barriers before they
can be competitive in the workforce. Often they are worried about basic needs such as
facing eviction, having utilities services shut off, or caring for a spouse or child with a
disability. Eligibility is based on income guidelines. Seven providers offer services covering
51 counties state—funded program.

Minnesota Family Investment Program (MFIP/TANF) — This program helps families with
children meet their basic needs, while helping parents move to financial stability through
work. Parents are expected to work, and are supported in working with both cash and food
assistance. Most families have a lifetime limit of 60 months on MFIP. DEED work with the
Department of Human Services (DHS) Economic Assistance and Employment Supports
Division to ensure the program goals of MFIP are met.

SNAP Employment and Training Program (E&T) — SNAP E&T is jointed supervised by
DHS and DEED with DEED taking the lead in E&T management. SNAP recipients who are
required to participate in E&T in order to continue receiving SNAP benefits are the crux of
those served, although the program also serves SNAP recipients who volunteer for E&T
services. The program has two current approaches: 1) county supervised programs usually
are contracted out to WIOA providers across the state and 2) project supervised programs
are overall seen by DEED/WDD staff. DEED contracts directly with these providers and is
reimbursed by DHS for project expenditures.

Senior Community Service Employment Program (SCSEP) — The SCSEP program
fosters economic self—sufficiency through community service activities for unemployed, low—
income persons who are 55 years of age and older and have poor employment prospects.
Program clients are Minnesotans 55+ years—old, with an income of less than 125 percent of
the federal poverty levels, who want or need additional income. Service providers include
five Local Workforce Development Areas, three community action agencies, three counties,
two national sponsors, and one Native American tribe. Program operations are sub—granted
to 11 local agencies that serve workers in 60 counties throughout the state; remaining
counties are served by national sponsors.

High—Wage, High Demand Nontraditional Jobs Grant Program — This program seeks to
increase the number of women in high—wage, high—demand, nontraditional occupations
including those in the skilled trades, science, technology, engineering, and math (STEM)
occupations. Grant funds serve women, especially low—income women and women over 50
years of age. This is a state—funded grant program, which began in December 2014 and will
conclude June 30, 2016.

Migrant and Seasonal Farmworkers — This program provides Migrant Seasonal Farm
Workers with a full range of employment services and referrals to other community services.
Migrant and other seasonal employees engaged in farm work that are legally eligible to work
in the United States and of legal age to perform services for wages are eligible for services.
The full range of services provided to Migrant Seasonal Farm Workers includes: job search
assistance and placement, job counseling, training opportunities, and referrals to supportive
services. The program is administered by labor representatives who are proficient in both
English and Spanish, to better serve the predominantly Spanish speaking clientele. Services
include quality employment services and referrals and are administered at four main Local
Workforce Development Areas.

Services for Incarcerated Adults — DEED has designed, implemented and managed
successful ex—offender employment and training programs in collaboration with the



Minnesota Department of Corrections. DEED employs four dedicated Offender Specialists
whose sole job is to provide employment services to ex—offenders both prior to and after
release. These staff conduct pre—release workshops at all 11 state correctional facilities and
provide one—on—one assistance to ex—offenders after release.

Services for Ex—Offenders — DEED designed and offers a series of "New Leaf" workshops
in 20 WorkForce Centers across the state’s Local Workforce Development Areas. This
workshop is designed specifically for job seekers who are having a difficult time obtaining
employment due to their barriers and/or records. This workshop combines DEED’s Creative
Job Search course with special strategies for overcoming barriers to employment, including
how, when and why to disclose your record; addressing concerns from employers;
answering tough interview questions; and provides state resources on the Work Opportunity
Tax Credit, Federal Bonding and "Ban the Box" requirements. In addition, DEED’s Veteran
employment program has one DVOP working on a special project for Minnesota veterans
that have been incarcerated

Services for Homeless Minnesotans — Approximately 750 participants served in SFY 2015
identified as homeless on program enrollment, representing about 3 percent of total
participants served in state— and federally—funded eligibility—based workforce programs
administered by DEED. In March 2016, Performance Management (PM) staff assessed
these eligibility—based programs to determine which programs do and do not track whether a
participant was homeless at the time of program enroliment. Currently, only one program
does not track housing insecurity and two programs were found to not make mandatory a
guestion assessing the participant’s housing status. PM staff are also piloting the
disaggregation of employment and wage outcome data for homeless participants to include
in a future version of the Uniform Outcome Report Card. Staff will be meeting with agency
program directors later this month with several recommendations addressing data collection
changes and outcome reporting related to homeless participants.

Youth Development Programs

WIOA Youth Program — Minnesota’s WIOA Youth Program provides comprehensive
employment and training services to opportunity youth, including work—based learning, an
introduction to career pathways, attainment of recognized credentials and wrap—around
support services. Participants are at—risk youth ages 16—24 who are not attending any
school, and in—school youth ages 14-21 who are low—income and at—risk. Minnesota
encourages co—enroliment of WIOA youth participants in other State and federally funded
youth programs to increase the quality of services to in—school and out—of-school youth.
Minnesota Youth Program (MYP) — This program provides comprehensive services to
prepare at—risk youth, ages 14 to 24, for the world of work, including: career exploration and
planning, labor market information on in—~demand occupations, work readiness skills,
financial literacy training and quality work experience opportunities. MYP is available in all 87
counties; strong local partnerships are in place with oversight from local Workforce
Development Boards/Youth Committees. The Outreach to Schools/Career Advisor
component of MYP provides cost—effective strategies for delivering career and labor market
information to in—school youth. MYP is a state—funded program.

Youthbuild Program — This program offers a construction career pathway for at-risk youth
and young adults who have dropped out of school or experienced repeated failure in school.
It provides industry—recognized credentials and pre—apprenticeship training in residential
housing construction; contextual basic skills and work readiness soft skills; career
exploration and counseling; mentoring and leadership development; and support services.
Ten organizations provide services across Minnesota. Youthbuild is a state—funded program.



Youth at Work Competitive Grant Program — The program provides workforce
development and training opportunities to economically disadvantaged or at-risk youth with
special consideration to youth from communities of color and youth with disabilities.
Experiential learning opportunities for economically disadvantaged or at-risk youth, ages 14
through 24; promotes mastery of work readiness competencies and 21st Century skills;
promotes skill acquisition (academic and work readiness) through project—-based instruction;
increases exposure to in—~demand jobs important to regional economies; and provides high—
guality worksites and overall participant and employer satisfaction. Ten organizations
provided summer employment opportunities and another six provided services year—round.
The Youth at Work Competitive Grant is state funded.

Veterans

Service in WorkForce Center System — The state’s WorkForce Center system provides the
full array of labor and employment services to veterans around the state. Disabled Veteran
Outreach Program Specialists (DVOPSs) provide eligible veterans with employment services
such as job matching and referral to posted job openings, vocational and career guidance,
labor market information, plus workshops on resume preparation and conducting effective
job searches. DVOPs also refer eligible and qualified veterans to appropriate WIOA—funded
training programs and discretionary initiatives, as well as registered apprenticeship programs
throughout the state. Local Veteran Employment Representatives (LVER) specialize in
promoting veterans to employers, educating one—stop partners on current law, changing
regulations, and the value veterans bring to an employer.

Jobs for Veterans State Grants (JVSG) — DVOP and LVER staff are funded through the
JVSG and fulfill all responsibilities mandated by the grant programs. Services include the
provision of intensive case management services to Chapter 31 Veterans, disabled veterans,
homeless veterans, economically or educationally disadvantaged veterans, and veterans
with "significant barriers to employment" as defined by the Department of Labor.

Additional Veterans Outreach — JVSG grant staff also serves other populations of veterans
in the State through Memoranda of Understanding (MOUS). Those populations include:

o National Guard and Reserve members returning from overseas deployment. In
particular, Virtual Job Fair Technology and social media are being utilized to connect
and assist this group with veterans’ resource sites, services accessed while they are
still overseas, and actual virtual job fairs when they return to this country. Minnesota
also stages an annual Veterans Career Fair each July, which is “Hire a Veteran”
month as proclaimed by the Governor.

o Service—connected disabled veterans, who are identified through various Veterans
Service Organizations (VSO) such as Disabled American Veterans and VFWSs, as
well as outreach activities at Veteran Centers, Veterans Administration Medical
Centers, and Community Based Outpatient Clinics.

o Recently separated veterans, who are identified at various reintegration events, job
fairs, and through partner referrals.

o Wounded and injured veterans, who are identified through the outreach activities of
our DVOPS, local VSO'’s, and partner staff in our local WorkForce Center system.

o Incarcerated veterans, who are identified and contacted through “in—reach" activities
conducted within correctional facilities managed by the Minnesota Department of
Corrections, and community based "halfway houses" and similar facilities. Minnesota
has dedicated DVOP staff that serve veterans being released from correctional
facilities, and those with a criminal history via this special initiative.



o Homeless Veterans — DVOP Specialists work in partnership with the Homeless
Veteran Reintegration Program to provide one—on—one employment assistance and
supportive services to homeless veterans. These services may include resume and
interviewing preparation, employment workshops, job clubs, job search assistance
and job referrals.

Community based "Beyond the Yellow Ribbon" organizations — DVOP/LVER
participation in "Beyond the Yellow Ribbon" committees covering 63 National Guard
Armory communities. DEED Veterans Employment Representatives are required
partners in these organizations comprised of public and private resources designed
to support all veterans in the community.

Individuals with Disabilities

Vocational Rehabilitation (VR) Services — This program assists Minnesotans with
significant disabilities to secure and maintain employment. Customers are people whose
disabilities cause serious functional limitations in life, specifically in achieving an employment
goal. More than 300 VR counselors, placement counselors, and VR techs work within the
Minnesota WorkForce Center System to deliver services that include: assessment,
vocational evaluation, training, rehabilitation counseling, assistive technology, and job
placement. Some customers may also receive post—-employment assistance. Many of these
services are delivered through collaborative partnerships between public and private
providers. Coordination between programs will be supported by working and, as appropriate,
formal partnership agreements with state community partners to create referral processes
and jointly deliver services to customers, including customers from unserved and
underserved populations. At the local level, VR will work with core and combined plan
partners as well as other community resources, to reach out to unserved and underserved
populations. Particularly, VR will focus efforts on underserved youth (youth from the foster
care, juvenile justice, and mental health systems), homeless individuals, and individuals with
limited education. The VR program receives both state and federal funding.

Disability Employment Initiative (DEI) Career Pathways — Beginning in 2014, Minnesota’s
DEI project supports job—driven approaches in career pathway systems and programs to
equip youth and adults with disabilities (including individuals with significant disabilities) with
the skills, competencies, and credentials necessary to help them obtain in—demand jobs,
increase earnings, and advance their careers. Three Local Workforce Development Areas
operate career pathways in manufacturing, health care, and information technology sectors.
Disability Resources Coordinators work to strengthen partnerships with Vocational
Rehabilitation, disability agencies, and employers and modify career pathway education and
employment for individual success.

Adult Learners

Customized Training Pilot Program — Minnesota provides a direct appropriation three MN
State Colleges and University System (MNSCU) institutions. The goal of the program is
develop and administer customized training programs in the skilled manufacturing industry
that integrates academic instruction and job—related learning in the workplace.
Apprenticeship Programs —The Minnesota Department of Labor & Industry (DLI) is
committed to supporting Minnesota’s economy by fostering and promoting work—based
career development through registered apprenticeship programs that provide structured
training, development and credentialing of highly skilled employees.



o Minnesota Apprenticeship Initiative — In 2015, the U.S. Department of Labor
awarded Minnesota a grant to expand registered apprenticeship into the industries of
advanced manufacturing, agriculture, healthcare, information technology and
transportation. DEED is administering the grant and DLI is engaging industry, labor,
and community—based organizations to develop programs, including the creation of
apprenticeships in 29 new occupations.

o Private Investment, Public Education, Labor and Industry Experience
(PIPELINE) Project —The PIPELINE Project was established by the Minnesota
legislature in 2014 to expand dual-training and apprenticeship programs in
Minnesota. DLI was appropriated one—time funds to convene industry experts,
employers, higher—education institutions, and labor to develop competency
standards acceptable to advanced manufacturing, health care services, information
technology, and agriculture industries.

o Labor Education Advancement Program (LEAP) — LEAP was established by DLI
for the purposes of facilitating the participation of minorities and women in
apprenticeship—able trades and occupations. Grants appropriated by the legislature
are distributed annually to community—based organizations serving the targeted
population.

o Construct Tomorrow Program — Partners with the state construction trades and
Apprenticeship Coordinators Association bring to high schools a hands—on
experience which exposes young men and women to opportunities in the
construction trades.

Minnesota Department of Education (MDE) — As the entity responsible for management
and oversight of Title Il funds, MDE works collaboratively with partners within the Combined
State Plan to ensure effective and efficient career pathways for Minnesotans, through 44
Adult Basic Education (ABE) consortia. ABE transition coordinators and Local Workforce
Development Area directors will convene meetings, identify opportunities for collaboration
and planning, and host discussions aimed at meeting regional needs. This work is funded, in
part, by the WIA Incentive funding that Minnesota was the recipient of last year. The state is
investing much of the earnings into WIOA implementation through better alignment and
leveraging of resources and opportunities within the six regions in Minnesota.

D. COORDINATION, ALIGNMENT AND PROVISION OF SERVICES TO
EMPLOYERS

Describe how the entities carrying out the respective core programs, any Combined State
Plan partner program included in this plan, required and optional one-stop partner programs
will coordinate activities and resources to provide comprehensive, high-quality services to
employers to meet their current and projected workforce needs. The activities described shall
conform to the statutory requirements of each program.

The Governor's Workforce Development Board has established the Career Pathways
Partnership (CPP) with membership representing the core partners in this plan in addition to
all the combined partners in this plan. In addition, this partnership includes: MN Department
of Corrections, MN Department of Labor and Industry, community-based organizations,
philanthropic organizations, labor, local and regional workforce service providers, and private
sector GWDB members. There are three sub-groups focused on customers (characteristics),
resources (asset mapping), and communication (developing common language with
employers). The partnership meets bi-monthly and brings together the 21 private sector
members of the GWDB on a quarterly basis to educate, inform, broaden statewide



coordination within industry sectors, make recommendations and/or identify solutions to
develop and expand employer champions to focus on industry sector approaches for
credential attainment and skill development. The CPP is focused on goal 2 of this state plan,
which is the GWDB'’s strategic plan including building employer-led sector strategies across
all of Minnesota’s 16 local areas and six regions of the state. The CPP will complete an
annual review provided by the results-based accountability sub-committee to identify best
practices and provide recommendations for expansion or modifications based on outcomes.

Minnesota is one of 14 states selected to participate in the National Governors Association
Talent Pipeline Policy Academy. This academy has brought together seven key state
agencies and education and has led to a shared vision with two key strategies and ten goals
to address the education and workforce needs of individuals and businesses in Minnesota.
The agencies represent the core and combined partners in this plan: DEED, MN Department
of Education, MN Department of Higher Education, MN Department of Human Services, MN
Department of Human Rights, MN Department of Labor and Industry, MN State Colleges and
Universities, and the Governor's Workforce Development Board, Chair (private sector). The
policy academy represents coordination and alignment across these agencies and delivers
outcomes by leveraging resources between education, DEED, DLI, and DHS. Career
Pathways and work-based learning have been identified as the two focus areas in this
academy.

The policy academy’s work, over the past 1.5 years, has culminated in the establishment of
the Career Pathways Partnership (CPP), a standing committee under the GWDB, which
brings state agencies, community-based organizations, education and industry together to
address workforce programs for adults with the greatest barriers to employment. In addition,
three focus groups on Work-Based Learning (WBL) were conducted to better understand the
challenges and opportunities for WBL initiatives and programs for 16-24 year olds, as
experienced in three different Minnesota communities: Chisholm, Minneapolis, and
Worthington. The sessions were hosted by local workforce boards. Invitations to participate
in the two-hour focus groups were sent to key stakeholders and program partners. Each
session began with a panel of knowledgeable program leaders updating the group on local
efforts. In evaluating the effectiveness and impact of the focus groups, participants were
surveyed. Policy academy members learned there is interest in the field to continue the work.
Nearly all focus group participants indicated they learned a fair amount about work-based
learning and feel better positioned to build their networks. Local champions self-identified
their enthusiasm with building upon existing efforts and planning for new ones. Feedback
about the use of time and focus of conversation was positive. State agency officials who
participated felt they've taken an important first step in building trust and an open channel of
communication with regional nonprofit and public sector stakeholder/partners.

This work continues through the ongoing partnership between agencies at the state level, the
commitment and leadership in the CPP committee, and partnerships at the local and regional
levels with state agencies, which are demonstrated by the outcomes in career pathways
programs and apprenticeships.

At a local and regional level, outreach, alignment, and coordination of services will be
determined by the local and regional boards. All of the six regions are well represented on
the GWDB and these private sector members will be directly engaged (or serve on a local
board) with local and regional industry sector strategies. DEED’s business service
representatives located across the state provide direct assistance and services to business.



Local boards provide direction to these staff and, in turn, these staff provide updates and
current activities within industry in their area. Local and regional plans will identify their key
industry sectors, which align with industry sectors identified by the GWDB. Priority will be
focused on these sectors, which may change during the course of this plan based on
economic conditions.

Minnesota has several industry associations and/or partnerships including Minnesota
Precision Manufacturing Association, Health Education Industry Partnership, Central MN
Manufacturing Association, and Minnesota State College and Universities Centers of
Excellence. These partnerships further outreach, coordination, and better alignment within
workforce and education. These partnerships are critical to identifying industry-recognized
and valued credentials leading to meaningful employment.

Under a career pathways system approach the primary coordination of services will emerge
from employer engagements that drive the work of the business led sector partnerships. An
initial task of the sector partnerships will be to assess the current status of business services
and a review of their effectiveness. This information will be shared with core and required
partners, regardless of inclusion in the state Combined Plan.

Many system providers currently offer business services for a variety of purposes — from
supporting access to labor exchange services, to planning for workforce development needs
through customized training for incumbent workers, to offering company tours for career
exploration of hiring individuals through on—the—job training contracts.

The local boards will be responsible for developing more specific strategies and approaches
through their regional and local plans. Coordination will cut across the core programs,
required programs, economic development entities and secondary and post—secondary
education. The strategies and approaches will be aligned with and articulated through the six
elements of a career pathways system and supported at the state level by each federal title
administrator.

E. PARTNER ENGAGEMENT WITH EDUCATIONAL INSTITUTIONS

Describe how the State’s Strategies will engage the State’s community colleges and area
career and technical education schools, as partners in the workforce development system to
create a job-driven education and training system. WIOA section 102(b)(2)(B)(iv).

Minnesota has an established history of developing partnerships within education.
Minnesota’'s FastTRAC program represents a strong partnership between Adult Basic
Education, DEED, MnSCU, and other post-secondary institutions. This program
demonstrates the coordination but also the alignment and leveraging of resources, including
financial and human, to better serve individuals on a career path to academic achievement
and employment. This model exemplifies the six elements of the career pathway system and
moves new programming into innovative ways to develop skills, which include credentials
that lead to employment. FastTRAC programming is only one of Minnesota’s best practices
that move individuals forward in developing the skills which result in either credential or
academic credits leading to degree attainment. Minnesota’s Pathways 2 Prosperity program,
funded by the state legislature, is yet another step in moving career pathways forward with a
priority to address the disparities gap for individuals with barriers to employment.
Minnesota’s partnerships have expanded across education, workforce, Adult Basic



Education, and community-based organizations to not only develop the skills of individuals
but meet the demand of employers. The Minnesota Department of Labor and Industry,
DEED, MN Department of Education, and several state community colleges have
partnerships with industry which are implementing new programs for youth and adults in dual
enrolliment in apprenticeship programs funded by state and federal funds (including non-
traditional occupations in Minnesota’s key industry sectors).

As Minnesota establishes its career pathway system, it will draw on existing educational
partnerships, several of which have been a part of career pathway projects or have
contributed to our development of career pathway thinking. Partners include:

State agencies engaged in the talent pipeline
§ Department of Education
§ Department of Employment and Economic Development
§ Office of Higher Education
§ Department of Human Services
§ Department of Labor and Industry
§ Department of Human Services
§ Department of Human Rights
Higher Education Entities
§ Minnesota State Colleges and Universities
§ University of Minnesota
§ Minnesota Private College Council
Other Systems and Providers
§ Adult Basic Education
Career and Technical Education
Community—Based Organizations
Philanthropy
Local Workforce Boards
Organized Labor
Economic Development
State Legislature

w W W W W W W

Education and Workforce Alignment

Minnesota has a fully interoperable, enterprise—level data collection, reporting and analysis
system that stores student data from pre—kindergarten through completion of postsecondary
and into the workforce. The system is jointly managed by the Minnesota Department of
Education (MDE), the Office of Higher Education (OHE) and DEED, and includes:

The Statewide Longitudinal Education Data System (SLEDS), which is led by OHE
and brings together data from MDE, DEED and OHE; and

The Early Childhood Longitudinal Data System (ECLDS), which is led by MDE and
brings together data primarily from MDE and the Minnesota Departments of Health
(MDH) and Human Services (DHS).

SLEDS brings together data from education and workforce to identify the most viable
pathways for individuals in achieving successful outcomes in education and work. It can be
used to inform decisions to support and improve education and workforce policy and assist in
creating a more seamless education and workforce system for all Minnesotans.



The general purpose of the SLEDS system is to identify and analyze the 4 P’s of Minnesota’s
education and workforce systems:

Pathways: The movement of individual students between K-12, higher education,
and workforce

Progress: The benchmarks transition points students meet or fail to meet
Predictors: The characteristics or patterns that help explain which students succeed
and which do not

Performance: The alignment of education and workforce for individual success

In 2015, Minnesota received a 4—year national SLDS grant through the Institute for
Education Sciences (IES) with a focus on early learning and college and career. The grant
projects have high potential for expanding SLEDS use in ways that will inform and improve
education programming, policies and resource allocation decisions. The proposed projects
have been designed to support increased use of SLEDS, improve key stakeholders’ data
literacy and/or add new linkages to important additional data.

DEED is leading one project to measure workforce and educational alignment, which is
known to yield vital information about a state’s economic health. The alignment involves
matching current and future need for workers in specific occupations with the numbers of
students currently in education pipelines who will potentially fulfill those needs.

At this time, however, only potential workforce needs have been measured in other states.
Minnesota proposes to take a leadership role is creating a web—based tool that allows for
measuring the alignment between actual need and available workforce. This innovative and
valuable tool will enable users to quantify and map real over— and under—supplies of workers
for specific occupations.

Resulting analyses will provide vital information to multiple stakeholders. For example,
postsecondary institutions will have access to essential information that will inform
programming and enrollment decisions. Workforce development counselors will be able to
better guide clients in selecting educational opportunities that are aligned to in—-demand and
growth occupations in Minnesota.

State Educational Attainment Goal

In 2015, the Minnesota Legislature set in statute the goal of 70 percent or more of Minnesota
residents ages 25 to 44 to hold a postsecondary degree or certificate by 2025. This law also
emphasized the importance of achieving comparable attainment rates across all race and
ethnicity groups. The Minnesota Office of Higher Education (OHE) is tasked with reporting on
progress towards this goal annually, and will use benchmarks of 30 and 50 percent to report
progress by race and ethnicity groups.

DEED serves as a key stakeholder in this effort to increase educational attainment levels
because of our role in administering workforce training programs for adults and youth with
barriers to entry, particularly those from communities of color. Approximately 45 percent of
WorkForce Center customers and 48 percent of our eligibility—based program customers do
not have education beyond a high school diploma or GED. Providing them with access to
education and training opportunities will DEED representatives currently serve on the OHE'’s
advisory group to identify best strategies for meeting the state’s attainment goal.



Transparency of Educational Outcomes

In 2015, the Minnesota Legislature also set in statute the higher education reporting
requirements for institutions that participate in state financial aid programs administered by
the Minnesota Office of Higher Education (OHE) These requirements included enroliment
and graduation data; financial aid information; cumulative debt of graduates by race and
ethnicity, gender, and income; persistence and completion; and employment and wage
outcomes.

DEED is a key partner with OHE in this push towards transparency of educational outcomes.
Data on institution—level employment and wage outcomes by program of study (i.e. major)
are now integrated into DEED’s Graduate Employment Outcomes tool, a product of the
Labor Market Information Office.

F. PARTNER ENGAGEMENT WITH OTHER EDUCATION AND TRAINING
PROVIDERS.

Describe how the State’s Strategies will engage the State’s other education and training
providers, including providers on the state’s eligible training provider list, as partners in the
workforce development system to create a job-driven education and training system.

By design, the Governor's Workforce Development Board represents members from not only
public post-secondary institutions but also private post-secondary, career technical
education, and two “other” education/training representatives to be inclusive and ensure
engagement.

The GWDB has a standing Operations Committee representing members of the board to
include education and community-based organizations to serve as the liaison and voice for
these stakeholders. The Operations Committee is responsible for the oversight, review,
evaluation, and approval of the education and training provider list.

Core partners in this plan and the GWDB meet quarterly with other training service providers
to identify issues and opportunities and areas for improvement. This partnership continues to
build on current capacity, identify barriers, develop solutions, strengthen communication, and
strategize new ideas for capacity building.

The Minnesota Workforce Council Association (MWCA), representing the 16 local workforce
development areas, meets monthly for discussion, presentations, and opportunity sharing.
These meetings provide an open forum to specifically address services to meet the
education and training needs of individuals.

All education and training providers are essential to providing a skilled workforce to meet the
needs of employers. The goals and strategies for a Career Pathway system do not make a
distinction in this area and apply to other education and training providers. Based on regional
industry needs and the selected career pathway occupations, all related providers will be
engaged. Additionally, these institutions may participate in the eligible training provider listing
service if they meet the criteria.



G. LEVERAGING RESOURCES TO INCREASE EDUCATIONAL ACCESS

Describe how the State’s strategies will enable the State to leverage other Federal, State,
and local investments that have enhanced access to workforce development programs at the
above institutions, described in section (E).

Minnesota has several initiatives underway that leverage multiple resources across
programs and partners. Minnesota's FastTRAC and P2P programs leverage and braid
funding from federal, state, and local investments from DEED, Adult Basic Education,
Department of Human Services, MNnSCU, and philanthropic funders. These programs align
and leverage customized training programs and academic programming at MNSCU
community colleges across Minnesota. In addition, MNnSCU’s Centers of Excellence in key
industry sectors including agriculture, healthcare, IT, manufacturing, energy, and engineering
are a referral network to workforce and the private sector and align resources to best serve
individuals who may already be co-enrolled in a federal or state funded program. DEED and
DLI are state agency partners in a DOL apprenticeship funded initiative that aligns and
leverages resources within higher education and other workforce programs. DEED and DHS
coordinate and leverage resources to better serve SNAP E & T recipients through career
pathways models which build on career pathways opportunities within post-secondary.

The MN Job Skills Partnership program provides state funding for low-wage workers and the
incumbent workforce in key industry sectors. This funding is awarded to training and
education providers. Program eligible individuals are co-enrolled in multiple programs to
ensure successful outcomes for skill development and meaningful employment.

The Career Pathways model, itself, provides a structure to increase educational access.
Minnesota also has several other initiatives that align and support efforts to increase
educational access. In 2015, the Minnesota State Legislature established funding for five
Greater Minnesota Rural Career Counseling Coordinators, RC3 over two years. The RC3s
provide a connection to businesses, secondary and higher education, and other workforce
stakeholders. They provide services to job seekers through better coordination and access to
resources. To further these efforts, a final report will include outcomes on the value of sector
strategies, work—based learning opportunities, and how career pathways are implemented in
the region. This report will provide a perspective through a career pathways lens and assist
the state board, state agencies and local boards with understanding what the access issues
are and how coordination could be improve. This effort focuses on greater Minnesota and is
being overseen by the local workforce development boards.

The Minnesota Youth Program (MYP) provides short—term, contextualized and individualized
training services for at—risk youth, ages 14 to 24. Coordinated at the local level by the
Workforce Development Boards/Youth Committees, MYP eligibility criteria is more flexible
(inclusive) than the WIOA Youth Program. MYP serves an extremely disadvantaged group of
young men and women: participants have multiple challenges such as substance abuse,
criminal records, mental health issues, and cognitive learning limitations, in addition to being
poor. The Higher Education Career Advisors Pilot Project (HECAP) funded by the Minnesota
State Legislature provides funding to focus on assistance to high schools through career
exploration and helps students see connections between their education and future careers.
HECAP builds on the work of local workforce development boards by using labor market
information data and the connections to careers in demand industry sectors.



The eligible training provider list is another component to increasing access through better
informed choice by job seekers. By PY16, we will have an efficient mechanism in place for
WIOA—certified programs to update program performance outcomes every other year. This
will arm job seekers and counselors with the information they need to make wise
investments in training. The performance outcomes will mirror the core WIOA Title |
performance metrics: employment (second quarter after exit), employment retention (fourth
guarter after exit), median earnings (second quarter after exit), credential attainment,
measurable skills gain and effectiveness in serving employers, with the last two pending
definitions and regulations from USDOL.

H. IMPROVING ACCESS TO POSTSECONDARY CREDENTIALS

Describe how the State’s strategies will improve access to activities leading to recognized
postsecondary credentials, including Registered Apprenticeship certificates. This includes
credentials that are industry-recognized certificates, licenses or certifications, and that are
portable and stackable.

Minnesota’s Department of Labor and Industry (DLI) is Minnesota’s agency responsible for
expanding registered apprenticeships in Minnesota. DEED is collaborating with the
Department of Labor and Industry to align workforce needs along with other statewide
workforce partners.

The Minnesota PIPELINE (Private Investment, Public Education, Labor and Industry
Experience) Project was established by the Minnesota Legislature in 2014 to expand dual—
training in Minnesota. In 2015, additional legislation was passed to create a grant program to
help employers develop dual-training programs. Dual training is work—based career
development training. Registered apprenticeship is a nationally recognized and state—
approved type of dual-training overseen by the Minnesota Department of Labor and
Industry. Dual—training has three components: employment in a dual—training occupation;
structured on—the—job training of occupation—specific competencies; and related instruction
in industry—sector technical competencies.

The development of industry—recognized competency standards is a core component of the
PIPELINE Project. The Legislature required DLI to develop competency standards in the
following four industries: advanced manufacturing, agriculture, healthcare services, and
information technology. DLI assists groups of industry—technical experts to develop
occupational competency standards for the PIPELINE Industry Council identified
occupations. Competency Councils review and validate the foundational competencies for
each occupation including personal effectiveness, academic, workplace and industry—wide
competencies using modified versions of the U.S. DOL occupational competency pyramids.
Using their technical expertise, the members of the competency council identify Industry
Sector Technical Competencies for each occupation. These competencies are typically
those that will be provided during the related instruction component of dual—training.
Competency council members identify the occupation—specific competencies for each
occupation. These competencies are typically gained during the on—the—job training
component of dual—training. A critical component in the development of industry—valued
competency standards is to acknowledge that each individual employer will also provide
employer—specific training to its employees. Each of the PIPELINE occupational competency
standards templates (above, right) includes space for individual employers to reflect their
own training needs as part of a broader industry—based dual-training program. All of the



competencies developed by the competency councils are validated and used to develop
baseline occupational competency standards templates.

More than 350 industry leaders are engaged in the PIPELINE Project at this time.
Occupational competency standards are developed and validated for 17 occupations,
including at least three occupations for each industry. Industry Councils have identified an
additional 11 occupations for the development of competency standards. Competency
Councils will begin this work in March 2016. More than 40 employers, including 15 dual-
training grantees, are receiving technical assistance in the creation of new dual-training
programs and registered apprenticeship programs. DLI has created a dual-training tool—kit
available on its website at www.dli.mn.gov/pipeline.asp. Each industry council has begun the
development of an outreach, exposure and awareness plan to promote dual-training to
workers and students. Fifteen employers have been awarded dual—training grants totaling
$490,550 that serves 126 dual-trainees.

In early program year of 2015, Minnesota received $5.75 million to support dislocated
workers through the job—driven national dislocated worker grant program. A component of
this grant is to award academic credit and —in many cases — credentials for completion of
on-the—job, work—based, and apprenticeship training. DEED also received a $5—million grant
to serve 814 apprentices. This funding serves as seed money. The employers bear the
primary costs of training and salaries for apprentices. Further, Minnesota is looking for ways
to award academic credit for the completion of steps of apprenticeship. Minnesota'’s policy of
"WIOA certifying" only those training programs that result directly in an industry—recognized
credential narrows the scope of training programs and ensures that participants receive
training valued by employers.

Non—profits and community—based organizations that partner with DEED to support job
seekers continue to design short—term credentialed training opportunities. Because training
is less time intense, more job seekers are likely to complete the training. These workforce
system partners have worked diligently with industry credentialing groups and academic
institutions to ensure their shorter—term training results in portable, transferable, recognized
credentials.

. COORDINATING WITH ECONOMIC DEVELOPMENT STRATEGIES.

Describe how the activities identified in (A) will be coordinated with economic development
entities, strategies and activities in the State.

DEED oversees the state’s workforce—development system and is home to a majority of the
programs within WIOA. The agency is also responsible for Minnesota’s economic—
development initiatives, including business finance programs, business expansion incentive
programs, export and trade promotion, and a variety of education and technical services for
small businesses.

DEED’s business development representatives located throughout the state provide
assistance and solutions to businesses locating or expanding in Minnesota. Theses
representatives work directly with business and identify and connect available resources
including workforce solutions. These representatives work directly with DEED staff located in
the 48 WorkForce Centers to identify potential resources to meet the employer needs. By
state law all economic development projects funded by state resources must coordinate with



a WorkForce Center to post any new or vacant positions. The Minnesota Trade Office in
addition to the business development representatives have expertise in key industry sectors.
The staff understands the needs of these industries and markets specifically to attract and
retain these businesses. The business development representatives serve as a liaison to
support regional initiatives and strategies critical to their regional economies.

The Minnesota Jobs Skills Partnership (MJSP) program administered by DEED works
strategically with businesses and educational institutions to train or retrain workers, expand
work opportunities, and keep high—quality jobs in the state. The MJSP Board also has
statutory authority over the state and federal Dislocated Worker Program (DWP), which
provides training and services to laid—off Minnesota workers who meet specific eligibility
requirements.

By state law, DEED is responsible for supporting the Governor's Workforce Development
Board. The GWDB works in alignment with the MJSP board. Four of the GWDB members
also serve on the MJSP board to ensure that we are meeting our goals and avoiding
duplication in programming or investments.

In addition, the GWDB and DEED senior leaders meet regularly to discuss workforce
challenges for Minnesota businesses and identify new opportunities to help companies. The
Workforce Housing Development Program is an outgrowth of that collaboration. The program
targets the lack of affordable housing in Greater Minnesota, which makes it difficult for
businesses to attract the workers they need.

The executive director of the GWDB and several of the board members are also members of
the Economic Development Association of Minnesota and the Regional Economic
Development group of the McKnight Foundation, two organizations engaged in addressing
regional and statewide economic needs.

Many of DEED state—funded business financing programs address the common vision of
workforce development of providing Minnesotans with meaningful employment at family
sustaining wages.

Minnesota Job Creation Fund — This program encourages capital investment and
high—wage job creation in key industries throughout the state. The program provides
financial benefits to expanding business that spend at least $500,000 in real property
improvements with one year, create at least 10 new full-time positions that meet
compensation requirements within two years, and possess expansion outside the
state. In SFY 2015, $11.65 million in state dollars were awarded, with 1,620
projected jobs created. All financing is performance—based and provided as business
meet capital investment and job creation thresholds.

Minnesota Investment Fund — This program provides financing that creates and
retains high—quality jobs, with a focus on industrial, manufacturing, and technology—
related industries, to increase the local and state tax base and improve the economic
vitality for all Minnesota citizens. Grants are awarded to local units of government
who provide loans to assist new and expanding businesses. Cities, counties,
townships and recognized Indian tribal government are eligible. All projects must
meet minimum criteria for private investment, number of jobs created or retained,
and waged paid. In SFY 2015, $7.9 million in state dollars were awarded, with an
estimated 1,106 jobs created or retained.



Several state—funded business financing programs directly target communities of color in
Minnesota:

Minnesota Angel Tax Credit Program — This program provides a 25 percent credit
to investors or equity funds that make equity investments in startup businesses
focused primarily on high technology or new proprietary technology. In 2015, $7.5
million of the available credits were reserved (until October 1) for businesses that are
located in Greater Minnesota or are minority— or women—owned. In total 33
businesses in Greater Minnesota or minority— or women—owned received an
investment, with total investment dollars generated at $19.3 million.

Minnesota Indian Business Loan Program — This program supports the
development of Indian—owned and —operated businesses and promotes economic
opportunities for Native American people throughout Minnesota. Eligible applicants
must be enrolled members of a federally recognized Minnesota—based band or tribe.
Each band or tribe is allocated funds from the program based on the number of
enrolled members. DEED administers the program and services the loans, while the
appropriate tribal council approves loan applications. In SFY 2015, 4 projects were
approved, with $425,300 in loan amounts.

Urban Initiative Loan Program — This program primarily assists minority—owned
and —operated businesses and other that will create jobs in low—income areas of the
Minneapolis—St. Paul region. DEED has entered into partnerships with several local
nonprofit organizations, which then provide loans and technical assistance to start—
up and expanding businesses. Projects must demonstrate potential to create jobs for
low—income people; be unable to obtain sufficient capital from traditional private
lenders; and demonstrate the potential to succeed. In SFY 2015, 34 projects were
approved, with $1.13 million in loans granted.

Minnesota has an established history of addressing and supporting the economic needs
through philanthropic organizations. Since 2004 the McKnight and Blandin Foundations
launched a public—private partnership called the Regional Economic Development Group
(RED Group). This partnership promotes regional approaches to economic development in
Minnesota. Members of RED Group include business groups, foundations, education
systems, public sector agencies, nonprofits and others. In addition, each of the members of
RED Group is committed to contributions of financial and human resources. The RED group
advances the approach to community economic development because it enables private
sector and public and nonprofit community development organizations to concentrate state
and local resources more efficiently and effectively while linking powerful public and private
resources to achieve shared goals and outcomes. The RED group is organized around the
six Minnesota Initiative Foundations, which have identified the distinctive competencies and
comparative advantages of each of their regions, the partnership hopes to reduce
competition between regions and help each region leverage its unique assets to help create
individual and community prosperity.

An important RED Group role in the effort is to be a catalyst for the kind of system changes
that will more effectively support economic development in Greater Minnesota. Success in
realigning systems already can be seen in cooperative efforts with the state’s education
systems and public agencies. Most recently the RED Group focus is on the growing
disparities gaps in Greater Minnesota. The Group meets quarterly to develop strategies and
potential solutions to address the needs of individuals while continuing to meet the workforce
needs of employers.



The nine Regional Development Commissions (RDC) in Minnesota were established to
provide technical assistance to the local units of government in their region. While RDCs
perform a variety of unique services based on the needs of their region they intentionally
align and collaborate with stakeholders in the workforce system and often serve as local
workforce development board members. Over the past few years the nine RDCs developed
a plan and recently launched the DevelopMN Initiative. DevelopMN is a project to improve
the regions and communities we serve by creating a new statewide framework for
community and economic development to address the special challenges and opportunities
of Greater Minnesota. DevelopMN will create a unified assessment of the state of Greater
Minnesota, develop regional strategies to address common issues, and engage partners
across the state to achieve goals.



B. STATE OPERATING SYSTEMS AND POLICIES

The Unified or Combined State Plan must include a description of the State operating
systems and policies that will support the implementation of the State strategy described in
Section Il Strategic Elements . This includes—



1. THE STATE OPERATING SYSTEMS THAT WILL SUPPORT THE
IMPLEMENTATION OF THE STATE'S STRATEGIES. THIS MUST INCLUDE A
DESCRIPTION OF-

A. STATE OPERATING SYSTEMS THAT SUPPORT COORDINATED
IMPLEMENTATION OF STATE STRATEGIES (E.G., LABOR MARKET
INFORMATION SYSTEMS, DATA SYSTEMS, COMMUNICATION SYSTEMS,
CASE-MANAGEMENT SYSTEMS, JOB BANKS, ETC.).

DEED houses several data systems that work together to advance the statewide strategy, by
providing necessary information to make data—driven decisions, monitor and track our
interactions with employer and job seeking customers, and to communicate effectively with
external audiences.

Labor Market Information

The state’s Labor Market Information (LMI) office gathers, analyzes, and disseminates
economic data on Minnesota’s business community, workforce, and job market. It also
provides:

Key economic indicators

Employment projections

Job vacancy data

Regional and statewide industry and workforce analysis

Information and tools to help individuals make informed career decisions

Key customers include businesses, job seekers, students, economic developers, education
and training planners, workforce development professionals, policymakers, researchers and
economists, government entities, media, and the general public.

For job seekers and career counselors specifically, the office has developed web tools that
combine a range of data relevant to career decision—making:

The Career Profile tool provides a wide range of occupational information, including
wages, current and future demand, education and training resources, and job
opportunities. It also provides the Eligible Training Provider listings, including WIOA—
certified trainings.

The Graduate Employment Outcomes tool shows how many Minnesota college
graduates found jobs and at what wages. Outcomes are available at an institution
and program of study level.

The Cost of Living tool provides a yearly estimate of the basic—needs cost of living
in Minnesota by county, region, and statewide. The tool can be customized by family
size and number of workers.

Regional Profile and regional web pages provide easier access to local and regional
employment information.

The office’s telephone and email helpline respond to thousands of data and information
requests per year. A team of six regional labor market analysts, stationed within Local
Workforce Development Areas, give hundreds of public presentations on economic



conditions, workforce issues and key industries to key internal and external stakeholders.
They also provide analytical and grant writing support on demographic and labor force
topics, and customized support to organizations involved in regional planning.

To leverage existing LMI career tools — and to meet the requirements of WIOA to maintain
and publish lists of eligible training opportunities — DEED is building an integrated Eligible
Training Provider List (ETPL) database and a Career and Education Explorer online tool.
The ETPL Career and Education Explorer Project is expected to conclude the summer of
2016 and will include:

A publicly accessible web—based occupation and education information tool, the
Career and Education Explorer, which meets the requirements of WIOA and the
needs of Minnesotans; and

A secure database and data entry portal to house and maintain Minnesota’s official
ETPL. The Career and Education Explorer will allow the public to search for ETPL-
listed educational opportunities and find matching occupational opportunities, or
search for occupational opportunities and find matching ETPL-listed educational
opportunities.

DEED is partnering with other state agencies and with the state’s public and private post—
secondary education institutions on this project.

Customer Data Systems

MinnesotaWorks (MNW) is DEED’s online system for helping job seekers find work and
employers fill job vacancies. The job bank features technology designed to provide a fast
and easy way for employers to match their job openings with the resumes of top applicants.
Using a five—star rating scale, the system provides ranked matches and results for
employers to review.

The MNW system collects data on employer and job seeker account characteristics,
demographics, numbers of job openings and resumes, and web analytics. The data helps us
better understand the needs of job seekers, businesses and industries and to guide the
direction and focus of future outreach activities, developments and strategies. Web analytics
are giving us an up—close look MNW users. Information on how they use the system once
they log—in and they technologies use is valuable in determining future improvements and
enhancements, including the development of new technologies and mobile capability.
Analytics have already confirmed that 29 percent of MNW customers access the system
using a mobile device.

The quantitative performance data helps to inform the work of Business Services
Representatives (BSR’s) and Local Workforce Development Areas in the efforts to focus on
businesses, industry associations and economic developers that can benefit from workforce
employer services. Reports generated about employer job postings show market
penetration, guide planning of employer outreach activities, and assist employers in
researching expansion or relocation to areas where required job skill sets may be available.

Employers who post job openings on MNW are also surveyed to determine their satisfaction
with the system. This qualitative data is analyzed to learn how well the system meets



employer needs and to help determine the direction for improvement and technological
enhancements.

Customers using the Minnesota’s WorkForce Centers access a Customer Registration
System (CRS), which captures volume and activity patterns in the Resource Areas. The
system is used by job seekers to register for services, by local WFC staff to create
workshops and track attendance, and by management to create and analyze activity reports.

CRS is currently the sole source of this information that is needed to generate the federal
Wagner—Peyser reports, gather data needed for cost allocation plans, and many other
internal planning and performance activities. For instance, data on usage rates and customer
characteristics are used to more effectively and efficiently plan for and provide appropriate
customer service and connection to resources.

In 2016, DEED will integrate a new customer interface that will modernize the existing CRS
system by simplifying the process for job seekers to get registered in Minnesota’s labor
exchange system by automatically creating an account in Minnesotaworks.net at the time the
job seeker registers.

Customer Case Management Data System

Workforce One (WF1) is a web—based case management application used by 2,000 state,
city, county, and non—profit employees to track services to more than 100,000 customers
across Minnesota’s county offices, WorkForce Centers, and Rehabilitation Services Offices.
WF1 was created through a partnership of two Minnesota state agencies — the Department
of Human Services (DHS) and the DEED. State and federally—funded workforce training
programs — including WIOA Adult, Dislocated Worker and Youth — track program participants
in WFL1.

Tracking customer services for all employment and training programs in a single system
helps to ensure consistency in service delivery and data collection. Case managers are able
to view enrollments and services in some programs beyond what they work on, allowing
them to target resources where customers need them most. Providers are able to closely
monitor their customer’s outcomes and deliver additional services when necessary to ensure
the best outcome. Meeting federal and state employment and training reporting requirements
is more efficient and less expensive because of standardized data collection and reporting
within WF1.

For its business customers, DEED leverages Salesforce. The use and cost of SalesForce is
shared by both internal users (Business Service Representatives, Veterans employment
representatives, DEED’s economic development programs, the Minnesota Trade Office,
Communications, and the Rapid Response team) and external users (Minnesota Chamber of
Commerce, and Greater Minneapolis—St. Paul Regional Economic Development
Partnership, i.e., Greater MSP).

Salesforce allows these organizations to collaborate on business visits, to share information,
and communicate to reduce duplication of services. Salesforce provides customized reports

on business needs and services.

Communications Systems



DEED makes a concerted effort to communicate job and training opportunities to job seekers
through GovDelivery, our email marketing tool. Enhanced communications with employers
and customers is supported by DEED’s Communications Office.

In the last year, we have added 63,000 new subscribers to this email tool, totaling 365,000
subscribers — most of those job seekers. And, in the last year, we sent a total of 1,630
bulletins to 72 different job seekers lists, broken down by geographical area. These bulletins
went to over 8.3 million recipients, with a unique open rate of over 17 percent.

B. DATA-COLLECTION AND REPORTING PROCESSES USED FOR ALL
PROGRAMS AND ACTIVITIES, INCLUDING THOSE PRESENT IN ONE-STOP
CENTERS*.

Enhanced program performance data is a key element of DEED’s data—driven policy
initiative to better address some of the most critical policy challenges. State law requires
DEED to report performance outcomes for adult—oriented programs funded by the state’s
Workforce Development Fund. Programs include those administered by Local Workforce
Development Areas, awarded by a competitive grant process, and direct appropriations to
non—governmental organizations. DEED must report the total number of people served in
programs, the number who received training, the number who completed training and earned
a credential, the number who found employment, and the average wages earned.

This workforce program report card provides uniformly defined measures, allowing outcomes
to be viewed and compared across different program models and by additional layers of
disaggregation, including participants’ educational level, race, gender and geography. The
report card is available online and is updated quarterly.

In 2016, demographic context was to the report card identifying the percentage of program
participants served who have a disability, are homeless at enrollment, as immigrants or
refugees, and have a criminal record, among others characteristics. This shows the wide
range of state—funded programs which serve adults with barriers to employment. The report
card will be expanded this year to include federally—funded workforce training programs.

These performance measures have also been adopted by a collaborative group of state
agency, non—profit and philanthropic groups in the Twin Cities region, led by MSPWin. This
ensures continued movement towards consistent and transparent performance tracking
across the entire workforce development and training system, regardless of funding source.

State law also requires a workforce program net impact analysis to include the impact of
workforce services on individual employment, earnings and public benefit usage outcomes
and a cost-benefit analysis for understanding the monetary impacts of workforce services
from the participant and taxpayer points of view.

The 2015 report found that WIOA Adult and Dislocated Worker (both WIOA and state—
funded) programs were responsible for large net impacts on annual earnings and
employment likelihood during the two periods (2007-2008 and 2009-2010) examined. The
next iteration of the report will provide updates on the original programs and expand the
analysis to include DEED’s career pathways programs. This report is due to the Minnesota
Legislature in January 2017.



In addition, performance data are helping to informing DEED’s work on a system—wide
approach to addressing racial and occupational employment disparities. Data confirms racial
and occupational employment disparities exist among participants in workforce development
programs administered by DEED and targeted to low—income and recently laid—off adults.
That'’s particularly true among participants confronting such common barriers to employment
as low educational attainment, criminal background, limited work experience, and limited
English skills. While we can make tangible progress in serving people of color more
intentionally and engaging with employers around how to successfully employ individuals
with barriers, we must also find performance solutions to serving participants with barriers.

In addition to increasing the transparency of workforce development program performance
across DEED, there is a continued emphasis on defining and documenting customer
outcomes using a results—based accountability (RBA) framework, which measures:

How much we did
How well we did it
Whether anybody is better off

While transactional measures (customer counts, number of jobs posted) provide a
guantitative way to show the reach of DEED’s programs, it's the transformational measures
(training in an in—demand occupation, consistent employment, wage levels that support a
typical Minnesota family) that inform policy decisions. New efforts are underway in 2016 to
assess our interactions with one—stop customers and employers using the results—based
accountability framework.

* For the PY 2016 state plan, descriptions of data collection and reporting processes need
only include currently known indicators.



2. THE STATE POLICIES THAT WILL SUPPORT THE IMPLEMENTATION OF
THE STATE’'S STRATEGIES (E.G., CO-ENROLLMENT POLICIES AND
UNIVERSAL INTAKE PROCESSES WHERE APPROPRIATE). IN ADDITION,
DESCRIBE THE STATE'S PROCESS FOR DEVELOPING GUIDELINES FOR
STATE-ADMINISTERED ONE-STOP PARTNER PROGRAMS’' CONTRIBUTIONS
TO A ONE-STOP DELIVERY SYSTEM, INCLUDING BENCHMARKS, AND ITS
GUIDANCE TO ASSIST LOCAL BOARDS, CHIEF ELECTED OFFICIALS, AND
LOCAL ONE-STOP PARTNERS IN DETERMINING EQUITABLE AND STABLE
METHODS OF FUNDING INFRASTRUCTURE IN ACCORDANCE WITH SEC.
121(H)(1)(B). BEGINNING WITH THE STATE PLAN MODIFICATION IN 2018
AND FOR SUBSEQUENT STATE PLANS AND STATE PLAN MODIFICATIONS,
THE STATE MUST ALSO INCLUDE SUCH GUIDELINES.

Under the Workforce Investment Act, DEED operated as the lead on writing, soliciting
feedback, publishing, and enforcing policies. Under the Workforce Innovation and
Opportunity Act, DEED will still perform many of these duties, but will engage partner state
agencies to ensure continuity and shared awareness. The Governor’'s Workforce
Development Board will provide high—level consultation on new draft policies that touch
multiple core programs.

DEED plans to publish policies that address cross—agency program co—enrollment. In
practice, most core programs use Workforce One, the state’s client management information
system, to encourage co—enroliment across programs. The allowable co—enrollment in this
system serves as Minnesota’s policy. DEED staff will follow—up to publish formal guidance
on program co—enrollment. Currently there is co—enrollment activity between several federal
programs with state programs. A prime example of how co-enroliment is considered involves
dislocated workers. Depending upon the scenario, a dislocated worker may have options for
federal and state dislocated worker support, as well as TAA or a NEG special grant,
depending upon the type and category of lay-off that has occurred.

Universal intake processes have some layers in Minnesota. While all individuals who access
job seeker support services in the WorkForce Centers and through Minnesota’s Job Bank
are accessing programs funded through Wagner—Peyser, many of them seek deeper
services with counselors that require program enrollment. In those cases, the majority of
WIOA enrolled customers were also Wagner—Peyser customers, but the opposite is not true.
Service providers in Minnesota will continue to work to make the program enrollment process
as seamless as possible to the customer.

In addition to these policies and practices, the State will support aspect of the operations of
the one—stop system related to cost allocations and selection of the One—Stop Operator.
Minnesota implemented a cost allocation policy in 2010 to address audit findings by the
Rehabilitation Administration Services. This policy addressed the need for equitable
distribution of shared costs at the one—stop facilities. In partnership with the core programs,
the State has evaluated this policy on an annual basis and updated the policy to improve on
the equitability of the approach based on data analysis and practices of the core programs.
WIOA's requirement for an MOU that addresses financial contributions to the one-stop
centers is in alignment with Minnesota’s current policy. A work group is currently looking at
how Minnesota can integrate these two approaches into one seamless policy and document.



The State will also support the process for the selection of the One—Stop Operator, which is
required to be in place by July 1, 2017. WIOA states that the selection process must be
competitive and that it is the responsibility of the local workforce development boards to
conduct this selection process. The process in each local area will be reviewed by the
GWODB for conflict of interest issues. Minnesota currently operates 48 one—stop centers with
the majority of them being operated by a consortium of the local program operators, which is
allowable under WIOA. This has proven to be a cost effective approach as there are no
dedicated system resources for this role and it is provided for by local program managers
with reimbursements, allowed under the cost allocation policy, from co—located programs.

The law requires the local boards to consider the type of operator, the degree of services
provided by the operator and how the operator will be funded. The law allows for a range of
options on all three categories and the State will provide additional guidance and support
with the issuance of the final regulations.



3. STATE PROGRAM AND STATE BOARD OVERVIEW

A. STATE AGENCY ORGANIZATION

Describe the organization and delivery systems at the State and local levels for the programs
covered in the plan, including the organizational structure. Include an organizational chart.

Minnesota’s designated state agency for the administration of WIOA is the Department of
Employment & Economic Development (DEED). The organization chart can be found at:
http://intraweb.deed.state.mn.us/services/org/org.pdf

Workforce and business development services at DEED are overseen by separate deputy
commissioners. Within the Workforce Development and Business and Community
Development divisions are the individual state and federal programs that DEED administers.

The Deputy Commissioners of the Workforce and Economic Development divisions meet on
a regular basis with the Commissioner to discuss overall department strategies and linkages
between the two divisions. This supports stronger coordinated efforts in service delivery,
particularly at the local level with serving business needs.

Under the Deputy Commissioner of Workforce Development are WIOA titles |, Ill and IV, as
well as unemployment insurance, TAA, veterans programs, displaced homemaker programs
and the Senior Community Services Employment Program. The Executive Director of the
Governor’s State board also reports to the Deputy Commissioner, as outlined in state
Statute.

Within the titles of WIOA, separate directors oversee each of the WIOA titles, including one
for Vocational Rehabilitation Services and State Services for the Blind, under title IV. TAA is
under the WIOA DW program director and the displace homemaker and SCSEP programs
are under the WIOA Adult programs director. Unemployment Insurance and the Veteran's
program each have individual directors overseeing those activities.

The Workforce and Economic Development divisions are supported by support divisions
within DEED, including human resources; administrative and financial services; Career &
Business Opportunity for Communities of Color; and communications, analysis and research
division, which includes labor market information. Information technology needs are
supported by the state agency known as MN-IT@DEED.

At the local level, Minnesota has 16 local workforce development areas overseen by Local
Area Workforce Development Boards. In Greater Minnesota, there are five regions that
combine the efforts of two local area boards for regional planning purposes. The Twin Cities
metropolitan area has six local workforce development areas and combines the efforts of six
Local Area Boards for regional planning purposes.

B. STATE BOARD

Provide a description of the State Board, including—



Under Section 101 (d) of the Workforce Innovation and Opportunity Act (WIOA), the State
Board shall assist the Governor in the development, implementation, and modification of the
State plan through the review of statewide policies and programs; and of recommendations
on actions that should be taken by the State to align workforce development programs in a
manner that supports a comprehensive and streamlined workforce development system,
including the review and provision of comments on the State plans, if any, for programs and
activities of one—stop partners that are not core programs. The Governor’'s Workforce
Development Board (GWDB) is the state’s workforce development Board under WIOA,
which seeks to improve the effectiveness of and streamline the governing structures of the
public workforce system, empower elected officials and workforce Boards, establish
structures for working with regional economies and engage the key stakeholders needed to
lead the system to achieve the goals of WIOA.

The State Board was established prior to the passing of the Workforce Investment Act (WIA)
in 1997 and the Board structure was grandfathered in under WIA. With the passing of WIOA,
significant changes to the composition and role of the Board are in process to ensure that
there is a majority of private sector members on the Board as is now mandated by federal
law. The composition and role of the GWDB are further defined by its by—laws and
Minnesota statute.

OPERATIONAL STRUCTURE

The GWDB is transitioning to 41 voting members during WIOA implementation, which will
continue through July 1, 2017. Membership includes the Governor and the heads of the
following state agencies: the DEED (DEED), the Department of Education (MDE), the
Department of Human Services (DHS) and Minnesota State Colleges and Universities
(MnSCU); one (1) member of the House of Representatives appointed by the Speaker of the
House and one (1) member of the Senate appointed by the Senate Majority Leader; twenty—
one (21) individuals representing business and industry; two (2) chief local officials
representing cities and counties; six (6) individuals representing labor organizations, with
Samuel Heimlich from the North Central States Regional Council of Carpenters representing
apprenticeship-affiliated labor; two (2) individuals representing community—based
organizations; and three (3) individuals representing education.

The fourteen (14) non—voting members of the GWDB consist of the following: representative
of Adult Basic Education (ABE); representative of Public Libraries; representative of the
Women'’s Economic Security Act (WESA), Chair of the Minnesota Workforce Council
Association (MWCA); Commissioner of the Department of Labor and Industry (DLI);
Commissioner of the Office of Higher Education; Commissioner of the Department of
Corrections (DOC); Commissioner of the Office of Management and Budget (MMB); two (2)
representatives of community—based organizations; district superintendent of a public school
district; representative of school-based service learning; minority leader of the House of
Representatives; and minority leader of the Senate.

The Governor appoints all members of the Board, with the exception of legislative members.
State and local leadership, GWDB staff and representatives of local areas encourage
potential candidates from specific sectors, organizations and regions to apply for open
positions in alignment with the state vision.



In consultation with DEED’s Labor Market Information (LMI) Office, criteria were proposed
and approved by the GWDB for prioritizing private sector representation on the Board:

Industries with the largest number of jobs statewide

Industries with the highest wages and greatest opportunities for workers’ wealth
generation

Industries with the greatest potential for positive job growth

Industries that are aligned with regional and state economic development priorities

After several months of discussion during committee and full Board meetings, five (5)
industries for private sector membership on the GWDB were identified:

Health Care & Social Assistance

Manufacturing

Professional & Business Services

Construction

Natural Resources (including Agriculture and Mining)
1. MEMBERSHIP ROSTER

Provide a membership roster for the State Board, including members’ organizational
affiliations.

Mark Dayton, Governor, State of Minnesota

Beeth, Laura — Chair *, System Director of Talent Acquisition, Fairview Health Services
Flaws, Twyla — Vice Chair *, Manager, Human Resources, Clow Stamping Company
Albrecht, Rita, Mayor, City of Bemidji

Amen, Lemuel, President & CEO, Viking Engineering & Development

Amundson, Mo, Owner and Consultant, Education-To-Careers

Barnes, Shirley, Chief Executive Officer, Crest View Senior Communities

Bartley, Luann, Director of Workforce Development, Minnesota Precision Manufacturing
Association

Boelter, Vance, Executive, Northern Tier Energy

Cassellius, Brenda*, Commissioner Department of Education, State of Minnesota

Dean, Mariaha, Owner, Eden Resources, LLC

Debevec, David, Vice President of Human Resources, Safety Director, Ulland Brothers, Inc.

Ditschler, Steven *, President and CEO, ProAct Inc.



Evans, Robert, Vice President of Human Resources, Marvin Windows and Doors

Ferguson, Mary, Director of Recruitment and Staffing Support, Essentia Health

Ford, Jamil, President, Mobilize Design & Architecture, LLC

Gunther, Bob, State Representative, Minnesota House of Representatives

Hang, Pakou, Founding Director, Hmong American Farmers Association

Hardy, Shawntera*, Commissioner Department of Employment and Economic Development

Heimlich, Samuel, Business Representative, North Central States Regional Council of
Carpenters

Hess, Russell, Political Coordinator, Laborers District Council
Hoffman, John, Senator, Minnesota Senate
Irving, Jr., Merrill, President, Hennepin Technical College

Janatopoulos, Lorrie, Planning Director, Arrowhead Economic Opportunity Agency, WESA
Representative

Kaler, Eric, President, University of Minnesota

Kautz, Elizabeth *, Mayo, City of Burnsville

Kilzer, Anne, Director, Minnesota Workforce Council Association (MWCA)
Kuba, Sanjay, Executive Consultant, SK & Associates & Par Systems
Lang, Jennifer, President and Owner, Minneapolis Glass Company

Lee, Ruby, President, CLUES (Comunidades Latinas Unidas En Servicio)
McCarthy, William (Bill), President, Minnesota AFL-CIO

Nelson, Carla, Senator, Minnesota Senate

Nelson, Loren, President, Aurelius Manufacturing Co., Inc.

Nelson, William (Bill) , Chief Executive Officer, Mille Lacs Health System
Nesheim, Eric, Executive Director, Minnesota Literacy Council (MLC)

Palmer, Tuleah, Executive Director, Northwest Indian Community Development Center



Parker, Scott, Business Representative, International Union of Painters and Allied Trades,
District Council 82

Piper, Emily *, Commissioner Department of Human Services

Reynoso, Edward, Political Director, Teamsters Joint Council 32

Riemann, Todd, Chief Executive Officer, MTU Onsite Energy

Rosenstone, Steven *, Chancellor, Minnesota State Colleges and Universities

Russell, Mary *, Director, Organization Effectiveness and Leadership Support,
HealthPartners

Siemer, Dennis, President and CEO, V-Tek Incorporated

Smith, Roy, Director, Workforce Development, Iron Range Resources and Rehabilitation
Board

Tapani, Traci, Co-President, Wyoming Machine, Inc. Wagner, Rich, President, Dunwoody
College of Technology

Wells, Andy, President & CEO, Wells Technology Winkelaar, Jennifer, Director of Marketing
& Public Relations, Minneapolis Building Trades

Vacant — Non-voting, Public Libraries
2. BOARD ACTIVITIES

Provide a description of the activities that will assist State Board members and staff in
carrying out State Board functions effectively.

DECISION-MAKING PROCESSES
GWDB committees and functions as of December 2015 are as follows:
Executive Committee

The Executive Committee is a standing committee of the GWDB made up of the Board
Chairperson (who shall also be the Chairperson of the Executive Committee), the Vice
Chairperson, the Chairs of standing committees appointed by the Chairperson, the
commissioner of DEED, the commissioner of the Minnesota Department of Education
(MDE), a labor representative, an education representative and an at-large member.

The Executive Committee is empowered to meet on an interim basis between regular full
Board meetings and make emergency or time—sensitive decisions when necessary. The
Executive Committee has all the authority of the full Board when Board action is required.
Immediate notification to the full Board will take place whenever any action is taken without
prior consent of the Board. Discussion and formal approval of the action will take place at the



next regularly scheduled meeting of the Board. The Executive Committee shall monitor the
work of other Board committees and the Board staff, develop agenda items, work on
legislative issues and make policy recommendations to the Board.

Operations Committee

The Operations Committee is a standing committee of the GWDB, which reviews,
recommends, and approves the necessary reports, information, and all requirements under
the functions listed above. State agency staff members provide subject matter expertise,
data, information, and recommendations to the committee. Committee members are
members of the GWDB who represent business and industry, state agencies, education and
community—based organizations.

Career Pathways Partnership

The Career Pathways Partnership (CPP) is an ongoing committee of the GWDB, formed to
establish state leadership and an operational framework to support sector-based Career
Pathways. It is a foundational group that provides an exchange of information and, through
the development of short— and long—term goals, impacts Career Pathways programs and
policies from a state, regional, and local perspective. The CPP is chaired by two members of
the GWDB and includes a broad spectrum of members from all regions of the state, including
business and industry, state agencies, education, higher education and community—based
organizations.

National Governors Association (NGA) Talent Pipeline Policy Academy

The National Governors Association (NGA) Talent Pipeline Policy Academy is a cross—
agency leadership team that is working to institute shared goals and strategies across the
state’s education and training pipeline. The GWDB is responsible for convening and
coordinating the activities of the policy academy, with technical assistance provided by NGA
staff. Senior leaders from the following entities meet monthly and represent Minnesota at
cross—state conferences with national experts and other policy academy participants:

The Minnesota Department of Education (MDE)

The Minnesota Office of Higher Education (OHE)

Minnesota State Colleges and Universities (MnSCU)

The Minnesota Department of Employment and Economic Development (DEED)
The Minnesota Department of Labor and Industry (DLI)

The Minnesota Department of Human Services (DHS)

The Minnesota Department of Human Rights (DHR)

In addition to aligning the efforts of state government, the policy academy also seeks to
coordinate, enrich, and expand existing partnerships across the public, private, and nonprofit
sectors, while developing new partnerships to address Minnesota’s unique workforce
challenges and opportunities. The policy academy’s work will conclude in July 2016.

Additionally, ad hoc committees or task forces may be initiated to address specific workforce
development needs. The following are additional summaries of the work of the GWDB.



Development of Minnesota’s Combined State Plan — The GWDB establishes a
broad vision for workforce development in Minnesota, and this vision helps guide the
development of Minnesota’'s Combined State Plan.

Workforce Development System Strategic Plan and Continuous Improvement —
The Executive Committee of the GWDB is required to submit a report to the
legislature regarding the performance and outcomes of Minnesota’s WorkForce
Centers in January of each odd—numbered year.

Designation of Local Areas — The GWDB reviews and approves Local Workforce
Development Area designations.

Development of Allocation Formulas — The GWDB reviews and approves the
allocation plans development by DEED for the distribution of funds for adult
employment and training activities and youth activities to local areas.

Preparation of the Annual Report to the Secretary of Labor — The GWDB
provides input on the annual report to the Secretary of Labor.

Statewide Employment Statistics System — The GWDB works closely with
DEED’s LMI Office and program managers within the agency to ensure Minnesota’s
statewide employment statistics system meets the needs of state— and local-level
policy makers.

Incentive Grants and Other Federal Grants — The GWDB plays an integral role in
setting the vision for and the managing of the incentive grant application process.
The GWDB convenes Board members, program partners and key stakeholders to
identify how incentive funds can be used to meet the demands of employers and job
seekers. The GWDB plays a similar role in the development of proposals for other
federal grant opportunities, where appropriate.

Sunshine Provision — The Board shall make available to the public, on a regular
basis through electronic means and open meetings, information regarding the
activities of the Board, including information regarding the State Plan, or a
modification to the State Plan, prior to submission of the plan or modification of the
plan, respectively, information regarding membership and, on request, minutes of
formal meetings of the Board. The GWDB'’s accessible web site includes notices of
upcoming GWDB meetings, minutes and materials from past meetings and
information on each of the GWDB committees.

Conflict of Interest — A member of the Board may not vote on a matter under
consideration by the Board regarding the provision of services by such member (or
by an entity that such member represents); or that would provide direct financial
benefit to such member or the immediate family of such member; or engage in any
other activity determined by the Governor to constitute a conflict of interest as
specified in the State Plan. A Conflict of Interest statement is to be signed by Board
members at the time of their appointment and on an annual basis thereafter.

Board Staff — The GWDB staff shall be attached to the Minnesota DEED (DEED) for
administrative and staff purposes. The GWDB may ask for assistance from other
units of state government as it requires in order to fulfill its duties and responsibilities.
Funding — The DEED commissioner shall develop recommendations on a funding
formula for allocating Workforce Innovation and Opportunity Act funds to the GWDB
with a minimum allocation of $350,000 per year.



4. ASSESSMENT AND EVALUATION OF PROGRAMS AND ONE-STOP
PROGRAM PARTNERS

A. ASSESSMENT OF CORE PROGRAMS

Describe how the core programs will be assessed each year based on State performance
accountability measures described in section 116(b) of WIOA. This State assessment must
include the quality, effectiveness, and improvement of programs broken down by local area
or provider. Such state assessments should take into account local and regional planning
goals.

Each of the core programs will be assessed based on the performance accountability
measures and other means to assess the quality, effectiveness and improvements of the
programs by local area or provider. The performance accountability measures will continue
to follow federal requirements which are pending within the approval of final regulations from
the Department of Labor for WIOA Titles | and 11l and pending legislative changes from the
Department of Education for WIOA Titles Il and IV. All of these efforts will be modified to take
into consideration the local and regional planning goals once the local and regional plans are
approved. At the time of this State Combined Plan submission, this process has not been
completed.

Additionally, programs are assessed in various ways and through different methods. Each
WIOA title has existing approaches to gauge the quality, effectiveness and improvements of
programs that can be broken down by local area or provider. For the title | and Ill programs,
the following methods are used.

Mandated Reports to the Legislature for those programs funded by state workforce,
general fund, and other special state funds

Annual Program Results/Reports for both federal and state programs, which often
provide the federal negotiated performance goals and outcomes

Customer Satisfaction for job seekers and employers

A Uniform Report Card for specific workforce development programs

For many programs, solicitations for services (requests for proposals) are posted on
DEED'’s website and through the State Register in an effort to attract the best
possible proposals

Not only are programs assessed, sub—grantees and partners are analyzed in several ways,
and the agency has standardized and consistent processes in place for conducting
assessments.

Prior to awarding a grant, a DEED conducts a risk analysis. In addition, in the early part of
each year sub—grantees complete an electronic assessment and a fiscal monitoring guide.
These assessment tools provide a sweeping array of information, in such important areas as:

How sub—grantees will serve and provide priority services to veterans

Policies regarding sub—grantee conflict—of-interest processes

The longevity of key directors and/or stakeholders

Sub—grantee customer complaint processes and physical and program accessibility



Sub—grantee accounting procedures, positive cash flow, third—party audit reports,
review of debt ratio, including federal and state tax debt

For the duration of the each grant, sub—grantees are monitored to ensure they’re complying
with the provisions of the grant and meeting performance goals. Monitoring, which usually
takes place on-site, consists of assessing appropriate expenditures, conducting financial
reconciliations, assuring proper eligibility of customers, case management, equal
opportunity, reviewing options of co—enrollment with other partners and programs, and
reviewing monthly and quarterly financial reports. Technical assistance may be provided
through monitoring, on-site visits, training of case managers and fiscal staff to ensure that
state and federal regulations are being met.

Workforce One (WF1) is an important tool for monitoring and technical assistance,
specifically case management. Most sub—grantees and programs are required to use WF1 to
ensure a consistent method of tracking participants. In addition, many small, locally—
operated employment and training grants use WF1. Nearly 2,000 state, city, county and
nonprofit employment and training providers use the web—based system to track
employment and training services to more than 100,000 customers across Minnesota’s one—
stop network.

The WIOA Title Il program is operated by the Minnesota Department of Education, which
prioritizes and measures program quality through accountability expectations and activities
that focus on both compliance and best practice according to research and experience. The
expectations and activities include:

66. The state ABE Management Information System (MIS) data: Minnesota’s MIS
balances both program quality and program compliance with state and federal
expectations. In addition to required reports, local providers can use the state MIS to
analyze student persistence, program outcomes, and other measures at the
consortium, site, class and student level.

67. A state AEFLA grantee report card: The report card notes actual performance and
ranks providers by key program data measures, including measurable skill gain by
population, cost of programming per individual served, intensity of service provided,
and percentage of population served.

68. A program improvement process: Programs will be identified for review based on
rankings in the state AEFLA report card and will undergo a comprehensive review
and monitored implementation of a program improvement plan that requires local
providers to complete site visits, workshop activities, reports, and plans to strengthen
program performance and quality. (For more information on Program Improvement,
see the response to (D) in the WIOA Title Il program information.)

69. Intensive program application cycle: On a five—year basis, ABE providers are
required to complete an in—depth application as a method to adhere to Minnesota
statute governing local ABE programs. In this intensive application, local providers
describe their:

a. Consortium

b. Program accountability procedures

c. Professional development priorities and activities

d. Proposed programming

e. Local program governance

f.  Program collaboration with key stakeholders and partners



g. Technology resources and integration
h. Future plans
i. Performance

These in—depth applications are reviewed and scored by a team of
state staff from the Minnesota Department of Education and local
AEFLA providers.

70. Local program monitoring site visits: All grantees are subject to monitoring site visits

that focus on policy compliance and program quality through multiple methods:
Providers with low performance participate in site visits through the program
improvement process;

a. All AEFLA grantees receive site visits on a rotating basis, at least once every
five years, when the program participates in in—depth application process to
continue receiving state ABE funding to comply with Minnesota statute;

b. Monitoring visits based on periodic desk review of provider data;

c. Local ABE providers that participate in state initiatives and/or receive special
grants through state or federal funding typically receive site visits as part of
their participation; and

d. Local providers request special technical assistance site visits as they face
issues.

WIOA Title IV also has an extensive approach to measuring quality, effectiveness and
improvement in services. In the area of quality there is a strong focus on staff development.
The Comprehensive System of Personnel Development is the planning framework for
recruiting, developing and retaining qualified staff to carry out the state’s vocational
rehabilitation mission. Pursuant to Section 101 of the Rehabilitation Act, the plan addresses
the following topics:
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The Need for Qualified Personnel

Regional Higher Education for the Preparation of Vocational Rehabilitation
Professionals

Recruitment and Retention of Qualified Personnel

Staff Training and Development

Personnel to Address Individual Communication Needs

Coordination with Personnel Development of the State’s Secondary Education
System under the Individuals with Disabilities Education Act

Specific to service provision, Title IV reviews and monitors how the state strategies will be
implemented, including the following:
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Methods to expand and improve services

Assistive technology availability and services

Methods used to address and improve services and coordination to transition age
youth

Plans for establishing, developing or improving community rehabilitation programs

Specific to supported employment, Title IV reviews and monitors how the state strategies will
be implemented, including the following:



o ldentifying strategies that contribute to goal achievement
o ldentifying the factors that impede achievement of goals and priorities
o Measuring the timing of transitions to extended services

These efforts are expressed in greater detail within the Title IV Program Requirements
section of the State Combined Plan.

B. ASSESSMENT OF ONE-STOP PARTNER PROGRAMS

Describe how other one-stop delivery system partner program services and Combined State
Plan partner programs included in the plan will be assessed each year. Such state
assessments should take into account local and regional planning goals.

Minnesota established several WIOA working committees to address the implementation of
WIOA. The committee formed for the one-stop service delivery has members from the local
workforce service areas, service delivery providers, and state agencies representing the
combined plan partners in this plan. This One-Stop committee will continue to serve as the
subject matter experts and will be responsible for the annual review of the one-stop delivery.
This committee will provide an overview, analysis, and recommendations for improvement to
the GWDB Operations Committee. The Operations Committee will use the framework
established by the results-based accountability sub-committee to make data informed
decisions and recommendations. The Operations Committee will make their
recommendations to the GWDB for discussion and actions. The GWDB, in partnership and
support from the Combined State Plan partners (whom serve as voting and non-voting
members) will be responsible to the Governor by advising the Governor and/or Minnesota
Legislature (bi-annually) on the one-stop delivery system with any recommendations for
improvement.

Minnesota’'s Combined State Plan will be under review the third quarter of the second year.
The GWDB will be responsible for the review of the Combined Plan, Regional Plans, and
Local Plans to allow for any economic changes or regional impacts on industry or
populations served as a priority in this plan.

The assessment of the one—stop delivery system partner programs will be based on a
combination of factors — including the service categories under WIOA and the six strategic
elements of the career pathways system within the context of the local and regional plans.
The development of this process will be based a results—based accountability model which
will be developed under the oversight of the GWDB. The following is an illustrative
framework that will guide the process with the engagement of state agencies, local boards,
service providers and disparately impacted populations.

- Quantity Quality

Effort How much service did we deliver? How well did we deliver it?

- Career Services Reduced Duplication

- Training Services Better Coordination

- Business Services Effective Engagement

Effect How much change/effect did we produce? What quality of change/effect did we
produce?

- WIOA Performance Measures Alignment of Services



- Quantity Quality
- Placements in Pathways to OID with Family Sustaining = Maximizing Resources
Wages

- Impact on Disparate Impact Populations Greater System Output

C. PREVIOUS ASSESSMENT RESULTS

Beginning with the state plan modification in 2018 and for subsequent state plans and state
plan modifications, provide the results of an assessment of the effectiveness of the core
programs and other one-stop partner programs and Combined State Plan partner programs
included in the Unified or Combined State plan during the preceding 2-year period (i.e. the 2-
year period of the plan modification cycle). Describe how the State is adapting its strategies
based on these assessments.

Initially, Minnesota will rely on the uniform report card which is available on DEED’s website.
The uniform report card legislation (Minnesota statute 116L.98) is also available online. The
uniform report card includes the following programs:

THE PARTICIPANTS

All participants in each of the programs that have been served since SFY14 are included in
the report card. Outcomes are available by fiscal year.

THE MEASURES
PROGRAM ENROLLMENT & ENROLLMENT IN TRAINING

Program enrollment includes all participants served at any point in the chosen timeframe,
including those first enrolled prior to the chosen timeframe. Enroliment in training includes
participants who engaged in training through the program. These are the WF1 activities
included in the definition of training:

Adult Internship

Apprenticeship

Basic Skills Training

Classroom Training

Classroom Training — Academic

Classroom Training — Occupational Skills
CLIMB Training

CTPP-Pilot Program — Skilled Manufacturing
Customized Training

Entrepreneurial Training

ESL Training

Financial Education Service

GED Training

GED Training (in Conjunction with Credentialed Training)
Literacy Training

Non—Credentialed Training

Occupational Skills Training

OJT — Public or Private
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o OJT Credential Waiver
o Remedial Training
o Work Readiness Skills Training

Not all of these training activities would result in a credential (e.g., Non—Credentialed
Training and OJT), and fewer would result in a post—secondary credential as spelled out in
the legislation (e.g., GED Training).

NUMBER OF PARTICIPANTS ENROLLED IN TRAINING, BY OCCUPATION

WF1 requires the ONET code for some of the activities listed above, and allows but does not
require it for others. We know the occupations associated with about 40 percent of training
programs. These tend to be the training programs geared toward a specific career rather
than those applicable to multiple careers (think Certified Nursing Assistant training versus
computer proficiency training). Even where the training is too broad to tie to a specific career,
it is always tied to the customer’'s employment goal.

PRE-ENROLLMENT: MEDIAN EARNINGS OF EMPLOYED PARTICIPANTS

Pre—enrollment earnings are drawn from the second, third, fourth, and fifth quarters prior to
program enrollment. Among all served participants, the median earnings calculation
excludes those with no earnings. In other words, participants must have earned at least $1 in
the year prior to enrollment to be included in this calculation.

This measure uses Unemployment Insurance wage detail, so it does not capture self—
employment income or income earned in other states.

PRE-ENROLLMENT: NUMBER OF UNEMPLOYED PARTICIPANTS

The number of unemployed participants includes all participants with no earnings for a full
year before enrollment (technically, in the second, third, fourth, and fifth quarters prior to
enroliment). They may or may not be receiving unemployment insurance benefits and may or
may not fit the government’s definition of "unemployed” as "actively seeking work." This
measure uses Ul wage detail, so it does not capture self—employment or employment in
other states.

NUMBER EXITED, NUMBER COMPLETED TRAINING, & NUMBER ATTAINED A
CREDENTIAL

Number exited includes all participants who exited in the chosen timeframe. Program exit
occurs when the participant no longer receives intensive employment or training support
from the program. Number completed training and number attained a credential are only
among those exited, even though a participant may complete training and attain a credential
before exit. Participants who complete training may or may not have also attained a
credential; likewise, a participant who attained a credential may or may not have engaged in
training.

These are the credential types we included in our definition of a credential:



AA or AS degree

BA or BS degree

Master’s degree

Occupational skills certificate/credential
Other recognized credential
Technical/occupational skills license
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GED and high school diploma are the only credential types we do not include in our
definition, because the legislation stipulates "post—secondary" credential.

AVERAGE ENROLLMENT DURATION, IN MONTHS
Average enrollment duration excludes participants still enrolled in the program.

NUMBER CONSISTENTLY EMPLOYED AFTER PROGRAM PARTICIPATION, BY
TRAINING COMPLETION

Consistent employment means the participant showed earnings in each of the first, second,
and third quarters after exit. Participants who did not complete training may have dropped
out of training or may have never engaged in training through the program.

The number consistently employed is not comparable to the number exited, because
employment outcome information is only available for a subset of exiters. Specifically, it is
only available for exiters who left more than three quarters ago.

This measure uses Ul wage detail, so it does not capture self-employment or employment in
other states.

NUMBER CONSISTENTLY EMPLOYED AFTER PROGRAM PARTICIPATION, BY
INDUSTRY

Consistent employment means the participant showed earnings in the first, second, and third
guarters after exit.

This measure uses Ul wage detail, so it does not capture self-employment or employment in
other states. Employers report their industry in wage detail. People may have two or more
employers in a single quarter, or may switch employers from quarter to quarter. We report
the industry of the employer from which they earned the most wages in the first quarter after
exit.

The number consistently employed is not comparable to the number exited, because
employment outcome information is only available for a subset of exiters. Specifically, it is
only available for exiters who dropped out more than three quarters ago.

MEDIAN NINE-MONTH EARNINGS AFTER PROGRAM PARTICIPATION, BY TRAINING
COMPLETION

We calculate median earnings only among participants who are consistently employed in the
first, second, and third quarters after exit. Participants who did not successfully complete



training may have dropped out of training or may have never engaged in training through the
program.

A rough estimate of yearly earnings would be to increase nine—month earnings by a third.
This measure uses Ul wage detalil, so it does not capture self-employment income or
income earned in other states.

Additionally and subsequently, Minnesota will add the metrics of the result—-based
accountability model and other dashboard indicators identified by the performance and
improvement committee of the GWDB.

D. EVALUATION

Describe how the state will conduct evaluations and research projects on activities under
WIOA core programs; how such projects will be coordinated with, and designed in
conjunction with, State and local boards and with State agencies responsible for the
administration of all respective core programs; and, further, how the projects will be
coordinated with the evaluations provided for by the Secretary of Labor and the Secretary of
Education under WIOA.

Minnesota will conduct evaluations and research based on utilizing the data and processes
from the uniform report card, results based accountability methods and the elements from
the career pathways system design, as well as the federal initiatives around customer—
centered design and the pending metrics for measuring business services, such as those
illustrated in the white paper published by the Aspen Institute in 2015. The final regulations
will most likely impact the finer details of this process. Minnesota will provide a more
formalized and detailed approach after the regulations are issued.

This process will be overseen by the GWDB and conducted in partnership with the state
agencies overseeing the required partner federal titles of WIOA, the state association for
local workforce boards, representatives from the provider network and impacted
communities of color, individuals with disabilities and disconnected youth. Plans and updates
will be routinely shared with Minnesota'’s federal program officer in the Chicago regional
office and with other appropriate DOL representatives as determined by the national office.
The efforts will most likely be funded by a portion of the 15% Governor’s set aside.
Minnesota will additionally seek resources from state funds, philanthropic organizations and
DOL for these efforts.



5. DISTRIBUTION OF FUNDS FOR CORE PROGRAMS

Describe the methods and factors the State will use in distributing funds under the core
programs in accordance with the provisions authorizing such distributions.

A. FOR TITLE | PROGRAMS

For Title | programs, provide a description of the written policies that establish the State's
methods and factors used to distribute funds to local areas for—

1. YOUTH ACTIVITIES IN ACCORDANCE WITH WIOA SECTION 128(B)(2) OR
(B)(3),

TITLE - YOUTH

Similar to the WIOA Adult program, Minnesota will obligate 85 percent of its WIOA youth
formula allocation to local service providers.

First, staff take into account the following elements by converting them into shares of
Minnesota as a whole and weighted equally:

o The number of economically disadvantaged youth in each WDA

o The total number of unemployed individuals

o The number of excess unemployed individuals (above the state average) in areas of
substantial unemployment

Adjustments are made as necessary to maintain a the 90 percent hold-harmless provision

2. ADULT AND TRAINING ACTIVITIES IN ACCORDANCE WITH WIOA
SECTION 133(B)(2) OR (B)(3),

TITLE I - ADULT

Minnesota will obligate 85 percent of its WIOA Adult program formula allocation to local
service providers, reserving 15 percent for administration and "10 percent” allowable
activities for statewide goals.

When distributing the remaining amount to local service providers, staff take into account the
following elements by converting them into shares of Minnesota as a whole and weighted
equally:

o The number of economically disadvantaged adults in each Local Workforce
Development Area (LWDA)

o The total number of unemployed individuals

o The number of excess unemployed individuals (above the state average) in areas of
substantial unemployment

Adjustments are made as necessary to maintain the 90 percent hold—harmless provision
ensuring that no local area has less than 90% of their two year average.



3. DISLOCATED WORKER EMPLOYMENT AND TRAINING ACTIVITIES IN
ACCORDANCE WITH WIOA SECTION 133(B)(2) AND BASED ON DATA AND
WEIGHTS ASSIGNED.

TITLE | - DISLOCATED WORKER

Minnesota will obligate 60 percent of its WIOA Dislocated Worker program formula allocation
to local service providers using a combination of labor market information, census data and
unemployment insurance information. DEED first reserves five percent of the total allocation
for administration, ten percent for allowable statewide activities, and the fully allowable 25
percent for rapid response activity (grants to fund mass layoff projects and statewide rapid
response staff).

Three factors to distribute the 60 percent are weighted equally, impacting the preliminary
share to local providers:

117. The share of the state’s unemployed persons living in a WDA

118. The share of the state’s permanently separated unemployed persons living in
that WDA

119. The share of statewide total weeks paid of Ul to permanently separated
claimants

Minnesota then adjusts the share by job and earnings density, measuring a LWDA's
standard deviation from the state average, and adjusts the dollars up or down accordingly.
Finally, Minnesota includes a 90 percent hold—harmless provision as well as a 130 percent
funding cap to minimize any significant changes in funding. This means that each local area
is guaranteed to receive an allocation percentage per year that is no less than 90 percent of
the average of the preceding two years’ allocations.

B. FOR TITLE II:
1. MULTI-YEAR GRANTS OR CONTRACTS

Describe how the eligible agency will award multi-year grants or contracts on a competitive
basis to eligible providers in the State, including how eligible agencies will establish that
eligible providers are organizations of demonstrated effectiveness.

TITLE Il - AEFLA PROVIDER SELECTION AND FUNDING ALLOCATION PROCESS The
Minnesota Department of Education (MDE) is the State’s Eligible Agency for Adult Education
and Literacy programs. MDE is responsible for administering funds and providing
program/performance oversight to grantees.

Adult Education and Literacy eligible providers approved under Workforce Investment Act of
1998 requirements will continue to receive funding through June 30, 2017, as long as they
adhere to state and federal grant expectations, as measured through annual applications,
financial reports, and program performance reports.

During grant year 2016-17, the Minnesota Department of Education will implement a new
competitive application process for all federal AEFLA funding that will determine what local



providers will be grantees starting July 1, 2017. The local AEFLA program grant process will
rate responses to the 13 considerations in Title Il of WIOA and include additional state ABE
priorities and context.

TIMELINE The following steps will be taken in the WIOA AEFLA competition:

In November 2016, an announcement will be posted on the Minnesota Department of
Education website requesting letters of intent from interested applicants by December 2016.
The letters of intent will ask for basic identifying and contact information from the applying
organization. Any organization that submits a letter of intent will receive direct
announcements of the application posting and technical assistance from the Minnesota
Department of Education.

February 2017 MDE publishes and promotes WIOA-aligned federal AEFLA grant application
request for proposals (RFP) February 2017 - ongoing MDE provides technical assistance to
inquiries from eligible providers February-March 2017 MDE recruits reviewers to score and
rate WIOA-aligned federally-funded AEFLA grant applications March 2017 Due date for
WIOA-aligned federally-funded AEFLA grant applications March-April 2017 Reviewers to
score and rate WIOA-aligned federally-funded AEFLA grant applications April 2017 MDE
decides which applicants will be approved as providers based on reviewer scores and
ratings and application’s response to the conditions and criteria in the RFP April-May 2017
MDE announces WIOA-aligned federally-funded AEFLA grant applicants that will receive
funding July 1, 2017 WIOA-aligned federally-funded AEFLA grant providers begin grant
cycle, programming and funding

ELIGIBLE PROVIDERS An eligible local provider is an organization that has demonstrated
effectiveness in providing adult education activities to eligible individuals and may include: ¢
A local education agency; « Community-based or faith-based organization; « Volunteer
literacy organization; « Institution of higher education; ¢ Public or private nonprofit agency; ¢
Library; ¢ Public housing authority; « Nonprofit institution with the ability to provide adult
education and literacy services; « Consortium or coalition of agencies, organizations,
institutions, libraries, or authorities described above; and ¢ A partnership between an
employer and an entity described above.

APPLICATION PROMOTION AND PUBLICATION In February 2017, the grant competition
for the 2017-18 grant year will be publicized in compliance with federal law, Minnesota
statute, and Minnesota Department of Education policy in order to ensure that all eligible
providers have direct and equitable access to apply and compete for grants. A fair and
equitable process will be followed for the federal AEFLA grant funding that follows other
federal grant procedures. The Minnesota Department of Education publishes and promotes
all grant opportunities on its website. Any eligible entity (described above) can submit a
proposal.

ALLOCATIONS The Minnesota Department of Education will dedicate 82.5 percent of the
state allocation of federal AEFLA funding to grants to eligible providers. This amount will be
divided based on scope of service (humber of prior year contact hours for eligible service),
accountability aid, and regional aid to help local programs implement AEFLA initiatives.

In addition, 12.5 percent of the state allocation to Leadership Activities to provide support for
activities such as: professional development; volunteer recruitment and training; technology;



serving students with disabilities; distance learning and digital literacy; program quality
support; assessment training; and career pathway and other transitions-related
collaborations.

13 CONSIDERATIONS

The Minnesota Department of Education will use the considerations specified in Section
231(e) of WIOA and listed below as the criteria for selecting and funding eligible providers.
As part of the RFP process, agencies will be required to provide narrative detail describing
how they will meet each consideration.

120. Needs Assessment: The degree to which the provider is responsive to (A)
regional needs as identified in the local plan under Section 108; and (B) serving
individuals in the community who are identified in such plan as most in need of adult
education and literacy activities, including individuals who have low levels of literacy
skills and who are English language learners.

121. Individuals with Disabilities: The degree to which the provider is able to serve
eligible individuals with disabilities, including eligible individuals with learning
disabilities.

122. Past Effectiveness: The degree to which the provider demonstrates past

effectiveness in improving the literacy of eligible individuals, to meet State-adjusted
levels of performance for the primary indicators of performance described in Section
116, especially with respect to eligible individuals who have low levels of literacy.

123. Alignment with One-stop Partners: The degree to which the eligible provider
is responsive to, and demonstrates alignment between, proposed activities and
services and the strategy and goals of the local plan under Section 108 as well as
the activities and services of the one-stop partners.

124. Intensity, Quality, and Instructional Practices: The degree to which the
eligible provider’s program is of sufficient intensity and quality, and based on the
most rigorous research available so that participants achieve substantial learning
gains; and uses instructional practices that include the essential components of
reading instruction.

125. Research Based Educational Practices: The degree to which the eligible
provider’s activities including reading, writing, speaking, mathematics, and English
language acquisition instruction, are based on the best practices derived from the
most rigorous research available and appropriate, including scientifically valid
research and effective educational practice.

126. Effective Use of Technology: The degree to which the eligible provider’s
activities effectively use technology, services, and delivery systems, including
distance education in a manner sufficient to increase the amount and quality of
learning and how such technology, services, and systems lead to improved
performance.

127. Integrated Education and Training: The degree to which the eligible
provider’s activities offer learning in context, including through integrated education
and training, so that an individual acquires the skills needed to transition to and
complete postsecondary education and training programs, obtain and advance in
employment leading to economic self-sufficiency, and to exercise the rights and
responsibilities of citizenship.

128. Qualified Staff: The degree to which the eligible provider's activities are
delivered by well-trained instructors, counselors, and administrators who meet any



minimum qualifications established by the state, where applicable, and who have
access to high quality professional development, including through electronic means.

129. Partnerships and Development of Career Pathways: The degree to which the
eligible provider’s activities coordinate with other available education, training, and
social service resources in the community, such as by establishing strong links with
elementary schools and secondary schools, postsecondary educational institutions,
institutions of higher education, local workforce development boards, one-stop
centers, job training programs, and social service agencies, business, industry, labor
organizations, community-based organizations, nonprofit organizations, and
intermediaries, for the development of career pathways.

130. Flexible Schedules and Coordination with Support Services: The degree to
which the eligible provider’s activities offer flexible schedules and coordination with
Federal, State, and local support services (such as child care, transportation, mental
health services, and career planning) that are necessary to enable individuals,
including individuals with disabilities or other special needs, to attend and complete
programs information management system that has the capacity to report
measurable participant outcomes (consistent with Section 116) and to monitor
program performance.

131. Information management system: The expectation will be that the eligible
provider will use the State-administered designated MIS for all grant-related data
collection and reporting; and

132. English Language Acquisition and Civics Education: The degree to which the
eligible provider has a demonstrated need for additional English language acquisition
programs and civics education programs.

ADDITIONAL CRITERIA

In addition to the above considerations, the grant application will require description of
applicants:

Location, service area, the scope of the program, a description of the population to
be served, fiscal management procedures, and audit history;

Capacity to offer day, evening, and distance education programming including
evidence of the organization’s AEFLA-eligible activity services in the prior year.
Budget, as well as programmatic information regarding statutory requirements;
Coordination with other service providers to provide wrap-around services to
participants (e.g., child care, transportation);

A description of how the program will align activities to the Local Plan for WIOA
providers and supportive services; and

The ability to match federal funding with other funding from state, local,
organizational or other sources that would directly go to providing AEFLA-eligible
activities.

ADDITIONAL CRITERIA In addition to the above considerations, the grant application will
require description of applicants: « Location, service area, the scope of the program, a
description of the population to be served, fiscal management procedures, and audit history;
 Capacity to offer day, evening, and distance education programming including evidence of
the organization's AEFLA-eligible activity services in the prior year. « Budget, as well as
programmatic information regarding statutory requirements; « Coordination with other service
providers to provide wrap-around services to participants (e.g., child care, transportation); « A



description of how the program will align activities to the Local Plan for WIOA providers and
supportive services; and * The ability to match federal funding with other funding from state,
local, organizational or other sources that would directly go to providing AEFLA-eligible
activities.

DEMONSTRATING EFFECTIVENESS

As part of the federal competitive application, each applicant will be required to respond to
guestions about demonstrating effectiveness in increasing academic literacy and transitions
to employment and postsecondary education.

Increasing academic literacy: The questions on demonstrating effectiveness will require all
applicants to provide data demonstrating their ability to improve skills of low-literate adults.
This can be done in one of two ways:

1. Prior recipients will use data from the Adult Education student data management system
to show how they met State-negotiated performance measures for all student levels, both
ABE and ESL.

2. New organizations will be provided reporting tables to show numbers of adult students
served, demonstrated student learning gain, including low-literacy level and English
language learners. Applicants will need to demonstrate how those numbers were calculated
and/or verified.

Transitions to employment and postsecondary education: An applicant also will be required
to demonstrate its record of: secondary diploma completion for adults served; improved
knowledge needed to transition successfully to postsecondary education or training; and
skills needed to obtain and retain employment.

Review: Each application will be reviewed to determine whether it meets the standard of
demonstrated effectiveness. Applications that do not provide sufficient evidence of
demonstrated effectiveness will be eliminated from the competition. Technical assistance will
be provided to applicants by the Minnesota Department of Education both through reporting
templates, Q and A documents, and assistance upon request.

REVIEW PROCESS Proposals are rated and scored by teams of reviewers approved by the
Minnesota Department of Education Grants Office, which will be completed in April 2017.
The review process for selecting successful applicants includes formally scoring applications
on their responses to each of the 13 considerations of WIOA, the programming proposed
and its alignment to the four instructional components, the articulated use of funds, and
additional criteria listed above. The Minnesota Department of Education will select applicants
for federal AEFLA funding based on proposals with the highest scores, noting also the
additional criteria listed above. Applicants selected for federal AEFLA funding that is WIOA-
aligned will be notified in May-June 2017 and will be eligible to start programming July 1,
2017.

APPLICATIONS BEYOND 2017 Beyond 2017, all approved and potential new providers will
be required to comply with all state and federal regulations, policies and expectations for
AEFLA grantees with routine reporting. This routine reporting includes: 1. Reporting and use
of the state AEFLA database system; 2. Annual reporting requirements with performance



data; 3. Reauthorization every five years with an updated description of programming,
articulated implementation of accountability procedures and policies, performance analysis,
and plans for continuous improvement; and 4. Additional requirements or reporting upon
request by state and local agencies.

2. ENSURE DIRECT AND EQUITABLE ACCESS

Describe how the eligible agency will ensure direct and equitable access to all eligible
providers to apply and compete for funds and how the eligible agency will ensure that it is
using the same grant or contract announcement and application procedure for all eligible
providers.

The federal WIOA AEFLA competitive application will adhere to federal and state policies to
ensure direct and equitable access to providers. All federal funding for local providers (WIOA
sections 225, 231, and 243) will be subject to a competitive process that will embed the 13
considerations and adhere to state and federal policies. The federal competition for funds
available under WIOA sections 225 (corrections education) and 231 (grants and contracts for
eligible providers) will use the same application, scoring rubric, and technical assistance
materials. The application, scoring rubric, and technical assistance materials for IEL/Civics
(section 243) will have additional questions to adhere to federal expectations for IEL/Civics
providers. (For more information about IEL/Civics funding competitive application, please see
the IEL/Civics portion of the state plan in the Title Il section.)

Grant announcements and application materials will be posted on the Minnesota Department
of Education website in the area used to announce and promote all education grant funds in
the state. The site will identify all eligible providers (aligned to the providers listed in WIOA,
see below) and include a copy of the application and instructions for how to apply.

ELIGIBLE PROVIDERS An eligible local provider is an organization that has demonstrated
effectiveness in providing adult education activities to eligible individuals and may include: ¢
A local education agency; « Community-based or faith-based organization; ¢ Volunteer
literacy organization; ¢ Institution of higher education; ¢ Public or private nonprofit agency; ¢
Library; « Public housing authority; « Nonprofit institution with the ability to provide adult
education and literacy services; « Consortium or coalition of agencies, organizations,
institutions, libraries, or authorities described above; and ¢ A partnership between an
employer and an entity described above.

APPLICATION PROMOTION AND PUBLICATION In November 2016, an announcement will
be posted on the Minnesota Department of Education website requesting letters of intent
from interested applicants by December 2016. The letters of intent will ask for basic
identifying and contact information from the applying organization. Any organization that
submits a letter of intent will receive direct announcements of the application posting and
technical assistance from the Minnesota Department of Education. In February 2017, the
grant competition for the 2017-18 grant year will be publicized in compliance with federal law,
Minnesota statute, and Minnesota Department of Education policy in order to ensure that all
eligible providers have direct and equitable access to apply and compete for grants. A fair
and equitable process will be followed for the federal AEFLA grant funding that follows other
federal grant procedures. The Minnesota Department of Education publishes and promotes
all grant opportunities on its website. Any eligible entity (described above) can submit a
proposal.



C. TITLE IV VOCATIONAL REHABILITATION

In the case of a State that, under section 101(a)(2)(A)(i)of the Rehabilitation Act designates a
State agency to administer the part of the Vocational Rehabilitation (VR) services portion of
the Unified or Combined State Plan under which VR services are provided for individuals
who are blind, describe the process and the factors used by the State to determine the
distribution of funds among the two VR agencies in the State.

The distribution of Minnesota’s allotment of VR110 funds between the General and Blind
agencies is based upon a methodology submitted to the Rehabilitation Services
Administration in 1975. This methodology, still being used today, distributes 82 percent of
Minnesota’s allotment to the General Agency and 18 percent to the Blind Agency.



6. PROGRAM DATA

A. DATA ALIGNMENT AND INTEGRATION

Describe the plans of the lead State agencies with responsibility for the administration of the
core programs, along with the State Board, to align and integrate available workforce and
education data systems for the core programs, unemployment insurance programs, and
education through postsecondary education, and to the extent possible, the Combined State
Plan partner programs included in this plan. The description of the State’s plan for integrating
data systems should include the State’s goals for achieving integration and any progress to
date.

1. DESCRIBE THE STATE’'S PLANS TO MAKE THE MANAGEMENT
INFORMATION SYSTEMS FOR THE CORE PROGRAMS INTEROPERABLE TO
MAXIMIZE THE EFFICIENT EXCHANGE OF COMMON DATA ELEMENTS TO
SUPPORT ASSESSMENT AND EVALUATION.

Currently, in Minnesota, four of the six required titles share the same management
information system. This system is called Workforce One and is described in more detail in
other Sections of this Combined State Plan.

Conversations have begun with the two partners not currently in this system. Adult Basic
Education’s management information system serves purposes beyond just participant data.
The approach being considered is an API that would share pertinent data with Workforce
One and allow for program staff to see basic enrollment information to assist with
coordinating participant activities. Job Service’s participant data requirements are currently a
part of MinnesotaWorks, the State’s job bank. A possible API between these two applications
is also under consideration.

2. DESCRIBE THE STATE’S PLANS TO INTEGRATE DATA SYSTEMS TO
FACILITATE STREAMLINED INTAKE AND SERVICE DELIVERY TO TRACK
PARTICIPATION ACROSS ALL PROGRAMS INCLUDED IN THIS PLAN.

Currently, in Minnesota, seven of the 13 participating titles share the same management
information system. This system is called Workforce One and is described in more detail in
other Sections of this Combined State Plan.

Minnesota will continue to explore the possibilities of additional titles sharing the same
management information system. A study will need to be conducted to address data element
and security requirements that may create challenges in achieving a total merger.



3. EXPLAIN HOW THE STATE BOARD WILL ASSIST THE GOVERNOR IN
ALIGNING TECHNOLOGY AND DATA SYSTEMS ACROSS REQUIRED ONE-
STOP PARTNER PROGRAMS (INCLUDING DESIGN AND IMPLEMENTATION

OF COMMON INTAKE, DATA COLLECTION, ETC.) AND HOW SUCH
ALIGNMENT WILL IMPROVE SERVICE DELIVERY TO INDIVIDUALS,
INCLUDING UNEMPLOYED INDIVIDUALS.

The State Board, through its functions under WIOA, will lead the management information
system study to ascertain to practicality and functionality of such a broad based system and
make a recommendation to the Governor.

4. DESCRIBE THE STATE’S PLANS TO DEVELOP AND PRODUCE THE
REPORTS REQUIRED UNDER SECTION 116, PERFORMANCE
ACCOUNTABILITY SYSTEM. (WIOA SECTION 116(D)(2)).

Minnesota has dedicated program performance and information technology staff to develop
and produce the reports required for performance accountability. Until U.S. DOL/ETA
releases specifications for the Participant Individual Record Layout (PIRL), Minnesota plans
to continue integrating the data reported in the following reports: « Labor Exchange
Participant Report (LEPR) — which includes services to Veterans, Migrant Seasonal
Farmworker Program participants, MinnesotaWorks.net, and WorkForce Center resource
areas; * Trade Act Participant Report (TAPR) — which includes participants receiving TAA
services; and « Workforce Investment Act Standardized Record Data (WIASRD) — which
includes participants of Adult, Dislocated Worker and Youth program.

Every quarter, several key staff work together to create the WIASRD which we then submit
to the EDRVS for vetting and acceptance. This process will continue until new files
specifications are available.

As we look ahead to new data elements, new performance measures and new performance
file specifications, staff have a process and timeline in place to ensure a timely transition to
new WIOA requirements. This will involve meeting with program staff to determine what
changes need to be made to our data systems to ensure compliance with new requirements.
We anticipate not only the addition of variables to our data collection systems but also the
recoding of data elements. Staff will then look to rebuild the queries and data tables used to
populate the PIRL.

Dedicated funding has been set aside in in Program Year 2017 for the necessary
modifications and significant staff time that will be spent complying with new reporting
requirements for performance accountability.

Finally, Minnesota also plans to continue offering program and local area performance
tracking through contracting with Futureworks (FWS) for MN Performs. We believe an added
benefit of FWS is that we will be able to use their system to vet our PIRL file, well ahead of
when DOL-ETA’s new submission system is available.

Planning Note: States should be aware that Section 116(i)(1) requires the core programs,
local boards, and chief elected officials to establish and operate a fiscal and management
accountability information system based on guidelines established by the Secretaries of



Labor and Education. Separately, the Departments of Labor and Education anticipate
working with States to inform future guidance and possible information collection(s) on these
accountability systems. States should begin laying the groundwork for these fiscal and
management accountability requirements, recognizing that adjustments to meet the
elements above may provide opportunity or have impact on such a fiscal and management
accountability system.

B. ASSESSMENT OF PARTICIPANTS POST-PROGRAM SUCCESS

Describe how lead State agencies will use the workforce development system to assess the
progress of participants who are exiting from core programs in entering, persisting in, and
completing postsecondary education, or entering or remaining in employment. States may
choose to set additional indicators of performance.

Under Minnesota statute 116L.98, the Minnesota legislature has required specific and long-
term performance indicators of state-funded workforce training programs since 2014. These
indicators include: - Employment and median wage prior to enrollment - Program enroliment
- Training enrollment, occupation associated with training activity, and training completion -
Credential attainment - Program exit and duration of time in program - Consistent
employment and median wages for three and eight quarters after program exit -
Comparisons are available by participants’ education level, race, gender, and geography,
and are available by year. DEED’s agency-wide performance staff has already integrated
WIA programs into its public facing Uniform Outcome Report Card. This activity will continue
under WIOA, thus setting additional indicators of performance upon which workforce
programs in Minnesota will be assessed.

State statute also require Minnesota to produce a net impact analysis of workforce programs.
In January 2015, the Governor’'s Workforce Development Board (GWDB) published
Minnesota’s first report on the net impact of WIOA Adult and Dislocated Worker programs,
using a rigorous methodology developed by an external economist, Dr. Raymond Robertson.

The initial results of this analysis are striking. Over the medium term (defined as five to eight
quarters after program entrance), WIOA Adult program participants had earnings
approximately 37 percent higher than they would have if they had not participated in the
program. For Dislocated Worker participants, the earnings impact was 31.7 percent — or
$10,349 more in earnings — on average for participants exiting in PY 2007, and 13.2 percent
(or $5,121) for participants exiting in PY 2009. The difference between the two years may be
related to the economy; the first cohort exited just as the recession was starting, whereas the
second cohort exited as the recession was technically ending.

For employment over the medium term, WIOA Adult program participants were
approximately 15 percent more likely to be employed than they would have been if they had
not participated in the program. For Dislocated Workers, the impact was 13.3 percent for the
PY 2007 cohort and 8.2 percent for the PY 2009 cohort.

The programs impacted different populations differently, often with positive equity
implications. A headline result relative to Minnesota’s struggles with racial employment
disparities, WIOA Adult has larger impacts on employment and earnings for African-
American participants than for white participants. Additionally, the Dislocated Worker
program shows larger impacts for women than for men.



DEED is currently building on this analysis to include more recent cohorts of WIOA Adult and
Dislocated Workers, as well as and the state’s career pathways program, FastTRAC.
Moreover, the analysis will provide impacts of specific program services, including various
types of training and support services. It will also include an analysis of program benefits
relative to program costs, which has never before been estimated in the Minnesota context.
DEED will publish this analysis by January 2017.

Finally, DEED submits workforce training and Ul wage records to the Minnesota Statewide
Longitudinal Education Data System (SLEDS), which links secondary and postsecondary
education and workforce to identify the most viable pathways for individuals in achieving
successful outcomes in education and work. The capacity will exist very soon for DEED to
request more robust data on WIOA program participants who enter, persist and complete
postsecondary education after exiting when program tracking typically commences.

C. USE OF UNEMPLOYMENT INSURANCE (Ul) WAGE RECORD DATA

Explain how the State will meet the requirements to utilize quarterly Ul wage records for
performance accountability, evaluations, and as a source for workforce and labor market
information, consistent with Federal and State law. (This Operational Planning element
applies to core programs.)

DEED houses the state’s Unemployment Insurance (Ul) division, which makes access to
state wage detail available for the completion of official performance reporting requirements
as required by federal or state laws. Minnesota’s dedicated program performance and
information technology staff also coordinate the data extracts from WRIS and FEDES to
develop and produce the reports required for performance accountability under WIOA.

As a part of the net impact analysis required under Minnesota State statute and described in
more detail in the section prior, we were also able to leverage Ul data in several ways. First,
we were able to identify individuals who applied for Ul benefits in the same period that our
program participants, or treatment group, were entering programs to construct a non-
participant control group. Second, we were able to use Ul wage records to track both our
treatment and control group participants longitudinally.

Finally, DEED links Ul wage records to postsecondary completion data from the state’s
Office of Higher Education in creation of a public facing Graduate Employment Outcomes
(GEO) tool. The GEO tool shows how many recent Minnesota graduates found Minnesota
jobs one to five years after graduation. It also shows the median wages earned and the top
industries where graduates found jobs. Data are available by location, award type, institution
type, and instructional program. In spring 2016, graduate employment outcomes by
institution were added, helping to fulfill reporting requirements of the Office of Higher
Education under Minnesota Statute 136A.121 Subd. 20, which mandates data on the
employment and wage outcomes for graduates at the institution level.

DEED is also leveraging postsecondary completers and Ul data linkages in preparation of
our new Eligible Training Provider List (ETLP), which will be integrated into a new,
comprehensive Career and Education Explorer tool being developed by Minnesota’s Labor
Market Information Office In addition to GEO, DEED has studied relevant and timeline issues
on graduate employment and wage outcomes in Minnesota. In 2015, for example, DEED
conducted research on: « Racial disparities in wage and employment after graduation. This



study provided qualitative evidence on four factors which help explain post-college wage
disparities, including choice of major, industry of employment after graduation, time to
degree completion and age of student at time of completion. « Labor market returns to higher
education for older graduates. This study looked at work experience (continuous
employment, interrupted employment, laid off from employment) to model the impact of
schooling.

D. PRIVACY SAFEGUARDS

Describe the privacy safeguards incorporated in the State’s workforce development system,
including safeguards required by section 444 of the General Education Provisions Act (20
U.S.C. 1232g) and other applicable Federal laws.

DEED houses the state’s Unemployment Insurance (Ul) division, which makes access to
state wage detail available for the completion of official performance reporting requirements
as required by federal or state laws. Minnesota’s dedicated program performance and
information technology staff also coordinate the data extracts from WRIS and FEDES to
develop and produce the reports required for performance accountability under WIOA.

As a part of the net impact analysis required under Minnesota State statute and described in
more detail in the section prior, we were also able to leverage Ul data in several ways. First,
we were able to identify individuals who applied for Ul benefits in the same period that our
program participants, or treatment group, were entering programs to construct a non-
participant control group. Second, we were able to use Ul wage records to track both our
treatment and control group participants longitudinally.

Finally, DEED links Ul wage records to postsecondary completion data from the state’s
Office of Higher Education in creation of a public facing Graduate Employment Outcomes
(GEO) tool. The GEO tool shows how many recent Minnesota graduates found Minnesota
jobs one to five years after graduation. It also shows the median wages earned and the top
industries where graduates found jobs. Data are available by location, award type, institution
type, and instructional program. In spring 2016, graduate employment outcomes by
institution were added, helping to fulfill reporting requirements of the Office of Higher
Education under Minnesota Statute 136A.121 Subd. 20, which mandates data on the
employment and wage outcomes for graduates at the institution level.

DEED is also leveraging postsecondary completers and Ul data linkages in preparation of
our new Eligible Training Provider List (ETLP), which will be integrated into a new,
comprehensive Career and Education Explorer tool being developed by Minnesota’s Labor
Market Information Office In addition to GEO, DEED has studied relevant and timeline issues
on graduate employment and wage outcomes in Minnesota. In 2015, for example, DEED
conducted research on: « Racial disparities in wage and employment after graduation. This
study provided qualitative evidence on four factors which help explain post-college wage
disparities, including choice of major, industry of employment after graduation, time to
degree completion and age of student at time of completion. « Labor market returns to higher
education for older graduates. This study looked at work experience (continuous
employment, interrupted employment, laid off from employment) to model the impact of
schooling.



7. PRIORITY OF SERVICE FOR VETERANS

Describe how the State will implement and monitor the priority of service provisions for
veterans in accordance with the requirements of the Jobs for Veterans Act, codified at
section 4215 of 38 U.S.C., which applies to all employment and training programs funded in
whole or in part by the Department of Labor. States should also describe the referral process
for veterans determined to have a significant barrier to employment to receive services from
the Jobs for Veterans State Grants (JVSG) program'’s Disabled Veterans’ Outreach Program
(DVOP) specialist.

Priority of Service to Veterans will be provided to ensure Veterans receive first consideration
for all opportunities for which they qualify in the WFC.

Point of Entry — Signage requests that new clients identify themselves if they are a
Veteran,

Questionnaire — given to Veterans to assist reception to identify Veterans with
significant barriers to employment.

SBE Veterans — All SBE veterans will be referred to and will receive
assistance/intensive services from a DVOP or in the absence of the DVOP, a
designated intensive services provider.

Referral Process — All other non—SBE Veterans will be referred to a trained partner
staff person within the WFC who will provide job search information/assistance,
program information and priority referral to services and resources.

Access to U.S. DOL funded programs — Veterans and other eligible persons
entitled to POS will be referred to U.S. DOL funded programs immediately. If a
waiting list for the program exists, the Veteran will be put at the top of the list for
service.

Workshops — All workshops available in the WFC will have open slots available to
Veterans up to the day the workshop is scheduled

State Job Bank — Veterans (current and former Military members) are able to
identify themselves as such, and are listed at the beginning of searches done by
recruiters and employers. Employers are also able to self-designate as "Veterans
Friendly Employer” so that Veterans can do keyword searches to find employers
seeking Veterans for hire.

Training of Partner Staff — Non DVOP staff are trained specifically as the point—of—
contact for Veterans not receiving intensive services from DVOPs.

Several processes will be used to monitor POS statewide and within each area of the State
in which covered programs operate: 1) Information provided by DVOP/LVER staff or
customers, 2) DVET onsite visits (including U.S. DOL-VETS audits with the State Director of
Veterans Employment Programs, 3) Managers Quarterly Reports.

Services are made available and provided within the WFC and through other service
providers to eligible Veterans, transitioning service members, CH31 participants, other
eligible persons and other such groups targeted for special consideration, including Veterans
with significant barriers to employment.

MOUs have been developed with VR&E and the Jobs for Vets Program in providing referrals
and priority services for Veterans.



8. ADDRESSING THE ACCESSIBILITY OF THE ONE-STOP DELIVERY
SYSTEM FOR INDIVIDUALS WITH DISABILITIES

Describe how the one-stop delivery system (including one-stop center operators and the
one-stop delivery system partners), will comply with section 188 of WIOA (if applicable) and
applicable provisions of the Americans with Disabilities Act of 1990 (42 U.S.C. 12101 et seq.)
with regard to the physical and programmatic accessibility of facilities, programs, services,
technology, and materials for individuals with disabilities. This also must include a description
of compliance through providing staff training and support for addressing the needs of
individuals with disabilities. Describe the State’s one-stop center certification policy,
particularly the accessibility criteria.

DEED meets its ongoing obligation not to discriminate on the basis of disability by
developing system wide policy and procedure initiatives that comply with Section 188 of
WIOA. These policies include physical and programmatic accessibility of facilities, programs,
services, technology and materials to serve the needs of customers with disabilities.

The Determining the Location of a Minnesota WorkForce Center policy requires that the
"The WFC location will be accessible to all populations including individuals with disabilities.”
Workforce Development is the final authority in determining if a location meets the criteria to
be certified as a WorkForce Center.

The Minnesota WorkForce Center System Certification Standards policy provides
guidance on the implementation standards for the equal access obligations under WIOA.
WorkForce Centers must be universally accessible to all populations including but not limited
to various racial and ethnic groups, persons for which English is not their first language, ex—
felons, Veterans. Different age groups, both sexes and individuals with disabilities.

All partners are covered by Title 1l of the ADA and the equal opportunity and
nondiscrimination elements of Section 188 of WIOA and, therefore are subject to the same
standards.

PROVIDE ARCHITECTURAL ACCESSIBILITY FOR INDIVIDUALS WITH DISABILITIES

The WorkForce Center System provides integrated program services through the
development and maintenance of an accessible environment. All facilities open to the public
as well as administrative offices must be accessible to and useable by the broadest
population. All partners are covered by Title 1l of the ADA and the equal opportunity and
nondiscrimination elements of Section 188 of WIOA and, therefore, are subject to the same
set of standards.

The Determining the Location of a Minnesota WorkForce Center policy states, "DEED
must ensure that all services are compliant with applicable laws, regulations and policies.
DEED may therefore, withhold certification and/or funding from a location that does not meet
the criteria established in this and related policies and laws." The Policy goes on to state,
"the WFC location will be accessible to all populations including individuals with disabilities
(see Site Selection document for guidance.)"

The Section of the Policy titled Minnesota WorkForce Center System Certification
Standards provides detailed information regarding the criteria and the process for selecting,



remodeling or moving a WorkForce Center. WorkForce Centers must meet the standards set
forth in the Policy. The Policy identifies the tools used to assist in evaluating and determining
access requirements. They include:

The ADA Site Selection Criteria and Access Standards — The standards were
developed to assess the accessibility of potential WorkForce Center (WFC) locations
and identify the building elements that are critical to program access. The standards
address the obligation by all WFC partners under Section 504 of the Rehabilitation
Act, Title Il of the Americans with Disabilities Act (ADA) and Section 188 of the
Workforce Innovation and Opportunity Act (WOA).

§ The site and building element descriptions are intended to help determine if a
site location has the most basic accessible features to ensure equal access
to participants with disabilities. If the site does not have the required features,
modifications can be made to create improved access. It is imperative that a
review be conducted prior to lease negotiations so that access issues can be
addressed and remediated.

§ Itis the responsibility of DEED and its partners to choose sites that are
accessible to and usable by the broadest population. DEED, as the
designated state agency for WIOA implementation, is responsible for
oversight and implementation of access standards regardless of the WIOA
entity that holds the lease.

The Building Access Survey is a tool developed by the Minnesota State Council on
Disability that is a comprehensive review of a building site including all components
both exterior and interior. The Survey incorporates both the Minnesota Building Code
and the ANSI Code in its standards. The Survey categorizes the site features. All
aspects of a building site are identified including parking, pathways and entrance,
common elements of the building, accessible route and features specific to a
WorkForce Center. The tool is available online and provided to site managers prior to
a review.

Access Survey — The worksheet developed by DEED to use with the Building
Access Survey.

DEED developed a review schedule for all Comprehensive WorkForce Centers. Site visits for
recertification of the 48 WorkForce Centers are scheduled on a three—year cycle
Comprehensive WorkForce Centers that are newly developed, remodeled or relocated are
included in the review and are prioritized. There is generally an eighteen month lead time on
remodeling or relocation.

Affiliate WorkForce Centers are required to provide full access and opportunities to all job
seekers including serving individuals with disabilities. Physical locations, services and
programs must comply with Section 188 of WIOA and provisions of the American with
Disabilities Act of 1990.

DEED will work closely with Affiliate WorkForce Centers to have them provide an annual
assessment on architectural and programmatic accessibility for individuals with disabilities. A
review schedule for Affiliate WorkForce Centers will occur during Program Monitoring Visits.

PROVIDE PROGRAMMATIC ACCESSIBILITY FOR INDIVIDUALS WITH DISABILITIES



DEED has developed a variety of methods to ensure that its programs and activities are
universally accessible to individuals with disabilities. They include:

The Minnesota WorkForce Center System Certification Standards discussed
earlier identifies both physical and programmatic accessibility requirements.
Customers with disabilities must be able to participate and benefit from the services
available in the WorkForce Center System, as do all customers. In addition to the site
accessibility standards, the Policy identifies the following requirements:

§ Development of an evacuation and safety plan
Notice displayed and available in alternate formats upon request
Inclusion of tag lines
Identification of TTY numbers or Minnesota Relay
Availability of accommodation and modifications
Staff knowledge of assistive technology
Use of auxiliary aids and services

§ Community resources
Technology standards have been developed for all WorkForce Centers. Assistive
technology available in the WorkForce Centers includes Pocket Talker, Zoom Text,
Jaws, and TV/VCR with built—in captioning decoder, OVAC 210, Optelec CCTV (in
selected sites), large screen monitor, and UbiDuo. Each WorkForce Center has an
accessible computer station that includes software and hardware that provides
access enhancements. The notice of the availability of these products and services is
widely distributed among WorkForce partners for use by all consumers. As Resource
Area equipment is updated, the access stations also receive updated hardware and
software. In 2014, DEED did an assistive technology upgrade in all the WorkForce
Centers. The JAWS software and Zoom Text was upgraded to the most recent
version.
DEED’s Policy and Procedure Manual (PPM) Chapter 215, Office Identification, was
updated in August, 2014. The policy includes requirements for interior signage. The
policy provides information on character proportion, character height, raised/Brailed
characters, contrast, placement height and pictorial symbols.
The DEED Telecommunications Policy (PPM 210) has been updated to either
require that a TTY or other alternative assistive technology for individuals who are
deaf or hard of hearing be used in every building in which a DEED office is located. If
a TTY number is available it should be included on letterhead, brochures, meeting
notices and resource information. If a TTY is not available a tagline stating "upon
request this information can be made available by calling Xxxx—xxx—xxxx or by
contacting your preferred relay service" should be used.

w W W W W W

ARE ABLE TO COMMUNICATE WITH INDIVIDUALS WITH DISABILITIES AS
EFFECTIVELY AS WITH OTHERS

Public entities are required to ensure that applicants, participants and members of the public
with disabilities have communication access that is equally as effective as that provided to
people without disabilities. Since the majority of information in today’s environment is
available primarily through electronic means, DEED’s public website provides program and
customer information in a user—friendly venue. Sample pages from the DEED home page
"contact us" link illustrate how individuals can contact any of our programs by using a TTY
number.



MN.IT’s Office of Accessibility provides services and technical support to the State of
Minnesota executive branch. MN.IT has set standards for IT Accessibility. On their website a
page is devoted to accessibility information for state agencies. It includes information on
creating electronic documents, an information implementation toolkit for accessibility, and
tools, training and testing information for creating accessible videos, podcast and webinars.
The Chief Information Accessibility Officer is a dedicated position within MNLIT that is
focused solely on assisting state agencies in identifying solutions to technology access
issues.

Accessibility has been a central focus for the web development team. DEED’s accessibility
resources in the Vocational Rehabilitation Unit as well as staff at State Services for the Blind
continue to be involved in any webpage updates ensuring accessibility for the blind and
visually impaired, as well as users with hearing impairments, mobility impairments, and those
with cognitive and reading disorders. DEED’s web development team strives for accessibility
that extends beyond minimum compliance. If, however, users are unable to access
information, they may request information in alternate formats and it will be provided in a
timely manner.

STAFF TRAINING AND SUPPORTS

Focus—on-Ability is a DEED education and training initiative designed to increase
employment among individuals with disabilities. The training initiative consists of eight
webinar training modules. The modules are titled, The Wants and Needs of People with
Disabilities, People with Disabilities and Work, What Employers Want and Need, Disability
and the Law, WorkForce Center Staff Training, Assistive Technology in the WorkForce
Center, Topics of Interest that includes Universal Design History, Ex—Offenders, Outreach to
the Disability Community, Veterans, and Manager Training: Coaching and Reinforcement.
There is also information on common disabilities and a directory of resources on where to
find service providers that offer employment—related assistance to individuals with
disabilities.

The training modules are recommended for WorkForce Center staff that provides services to
the universal customer, including individuals with disabilities. The professional training is also
available to private employers who can opt out of the two units that are specifically about the
WorkForce Centers.

The Resource and Reception Area Certification Program ensures that all staff working in the
Resource/Reception Area are trained in the use of the assistive technology equipment. Staff
are provided personal development opportunities to learn about the challenges that face
customers with disabilities.

DEED and the Minnesota Department of Human Services sponsor the Counselor/Case
Manager Conference held every year in June. There is always a session on working
effectively with customers with disabilities at the conference. Topics can include:

Mental Health First Aid

Effective Communication with Deaf and Hard of Hearing Customers
Accommodations in the Workplace

My responsibility under the American with Disabilities Act



DEED’s Workforce Coordination Training Team is able to provide on—-demand training for all
WorkForce Center staff and partners. These trainings can be in person or webinar based
depending on the topic and need.



9. ADDRESSING THE ACCESSIBILITY OF THE ONE-STOP DELIVERY
SYSTEM FOR ENGLISH LANGUAGE LEARNERS

Describe how the one-stop delivery system (including one-stop center operators and the
one-stop delivery system partners) will ensure that each one-stop center is able to meet the
needs of English language learners, such as through established procedures, staff training,
resources, and other materials.

Minnesota’'s One-Stop system addresses the needs of ELL clients in a variety of ways:

» Each WorkForce Center attempts to hire staff that reflect the local community, including
non-English languages spoken in the area. For example, Somali-speaking staff are housed
in the Minneapolis, St. Paul, St. Cloud, and Willmar WorkForce Centers where Somali
communities are growing. *« Every WorkForce Center has an account with LanguageLine
Translation Services. WorkForce Centers are able to access translation services via phone,
video remote, or on site in 240+ languages. « Every WorkForce Center is knowledgeable of
community-based organizations who specialize in serving ELL learners. The local Adult
Basic Education (ABE) provider offers English language classes in every region of the state
and is often one of the first referral sources. There are also community-based organizations
in larger communities that are an important partner and referral source for the One-Stops. ¢
DEED targets areas of the state with significant populations of ELL clients by investing
existing resources in those areas. For example, additional Wagner Peyser funding is
provided to the Minneapolis and St. Cloud WorkForce Centers so they can employ
Community Liaison Representatives who speak the local languages. DEED is investing
significant WIOA and Wagner Peyser resources into a new One-Stop in North Minneapolis
that will house all WIOA programs, adult and K-12 education programming, and a community
health care clinic to better serve the growing ELL population.



IV. COORDINATION WITH STATE PLAN PROGRAMS

Describe the methods used for joint planning and coordination among the core programs,
and with the required one-stop partner programs and other programs and activities included
in the Unified or Combined State Plan.

The state of Minnesota has a long standing history of activities being coordinated among the
State Combine Plan partners. This is the primary reason for the robust participation of the
required WIOA titles. Engagement of the core required titles began in January, 2015 with a
broad review of the law and comment submission.

During the summer of 2015 we began to expand the conversation to other WIOA required
titles. These conversations explored the details of their required planning elements and the
relationship to WIOA and alignment with the State’s emerging vision for a Career Pathway
System. Commitments to the Combined State Plan began in the fall of 2015 and program
administrators began to participate in a series of individual and group meetings.

The overall state strategy approach was reviewed and adoption recommended by the GWDB
Operations Committee in December of 2015, and shared with Combined State Plan partners,
with input used to refine the high level overview of our four year plan and serve as the basis
for participating in the WIOA National Convening event, for which Minnesota sent 18
representatives.

Monthly meetings with the state level administrators, GWDB members and local workforce
development board representatives throughout the first year of the implementation of the
WIOA plan. These meetings will most likely move to quarterly meetings in the subsequent
years of the four year plan with a series of focused meeting to consider modifications for
years 3 and 4.



V. COMMON ASSURANCES (FOR ALL CORE PROGRAMS)

The Unified or Combined State Plan must include assurances that—

1. The State has established a policy identifying circumstances that may present a conflict of
interest for a State Board or local board member, or the entity or class of officials that the
member represents, and procedures to resolve such conflicts;  Yes

2. The State has established a policy to provide to the public (including individuals with
disabilities) access to meetings of State Boards and local boards, and information regarding
activities of State boards and local boards, such as data on board membership and
minutes;  Yes

3. The lead State agencies with optimal policy-making authority and responsibility for the
administration of core programs reviewed and commented on the appropriate
operational planning elements of the Unified or Combined State Plan, and approved the
elements as serving the needs of the populations served by such programs; Yes

4. (a) The State obtained input into the development of the Unified or Combined State Plan
and provided an opportunity for comment on the plan by representatives of local boards
and chief elected officials, businesses, labor organizations, institutions of higher education,
the entities responsible for planning or administrating the core programs, required one-stop
partners and the other Combined Plan programs (if included in the State Plan),

other primary stakeholders, including other organizations that provide services to
individuals with barriers to employment, and the general public, and that the Unified or
Combined State Plan is available and accessible to the general public; (b) The State
provided an opportunity for review and comment on the plan by the State Board, including
State agency official(s) for the Unemployment Insurance Agency if such official(s) is a
member of the State Board; Yes

5. The State has established, in accordance with WIOA section 116(i), fiscal control and fund
accounting procedures that may be necessary to ensure the proper disbursement of, and
accounting for, funds paid to the State through allotments made for the core programs to
carry out workforce development activities;  Yes

6. The State has taken appropriate action to secure compliance with uniform administrative
requirements in this Act, including that the State will annually monitor local areas to ensure
compliance and otherwise take appropriate action to secure compliance with the uniform
administrative requirements under WIOA section 184(a)(3); Yes

7. The State has taken the appropriate action to be in compliance with WIOA section 188,
Nondiscrimination, as applicable; Yes

8. The Federal funds received to carry out a core program will not be expended for any
purpose other than for activities authorized with respect to such funds under that core
program; Yes



9. The State will pay an appropriate share (as defined by the State board) of the costs of
carrying out section 116, from funds made available through each of the core
programs; Yes

10. The State has a One-Stop certification policy that ensures the physical and programmatic
accessibility of all One-Stop centers with the Americans with Disabilities Act of 1990
(ADA); Yes

11. Service providers have a referral process in place for directing Veterans with Significant
Barriers to Employment (SBE) to DVOP services, when appropriate; and  Yes

12. Priority of service for veterans and eligible spouses is provided in accordance with 38
USC 4215 in all workforce preparation, development or delivery of programs or services
funded directly, in whole or in part, by the Department of Labor.  Yes



VI. PROGRAM-SPECIFIC REQUIREMENTS FOR CORE PROGRAMS

The State must address all program-specific requirements in this section for the WIOA core
programs regardless of whether the State submits either a Unified or Combined State Plan.



PROGRAM-SPECIFIC REQUIREMENTS FOR ADULT, DISLOCATED
WORKER, AND YOUTH ACTIVITIES UNDER TITLE I-B

The Unified or Combined State Plan must include the following with respect to activities
carried out under subtitle B--



A. GENERAL REQUIREMENTS

1. REGIONS AND LOCAL WORKFORCE DEVELOPMENT AREAS

A. IDENTIFY THE REGIONS AND THE LOCAL WORKFORCE DEVELOPMENT
AREAS DESIGNATED IN THE STATE.

The following is a list of the six regions created in Minnesota and the associated local
workforce development areas:

Region 1: LWDA 1 (NW MN Private Industry Council); LWDA 2 (Rural MN CEP);
Region 2: LWDA 3 (NE MN Office of Job Training); LWDA 4 (City of Duluth);
Region 3: LWDA 5 (Central MN Job & Training Service); LWDA 17 (Stearns Benton
Employment & Training);

Region 4: LWDA 9 (suburban Hennepin and Carver Counties); LWDA 10
(Minneapolis Employment and Training); LWDA 12 (Anoka County Job Training
Center); LWDA 14 (Dakota & Scott Counties); LWDA 15 (Ramsey County—
Workforce Solutions); LWDA 16 (Washington County);

Region 5: LWDA 6 (SW MN Private Industry Council); LWDA 7 (South Central
Workforce Council/MN Valley Action Council)

Region 6: LWDA 8 (SE MN Workforce Development, Inc.); LWDA 18 (Winona
County Workforce Council)

B. DESCRIBE THE PROCESS USED FOR DESIGNATING LOCAL AREAS,
INCLUDING PROCEDURES FOR DETERMINING WHETHER THE LOCAL
AREA MET THE CRITERIA FOR “PERFORMED SUCCESSFULLY” AND
“SUSTAINED FISCAL INTEGRITY” IN ACCORDANCE WITH 106(B)(2) AND (3)
OF WIOA. DESCRIBE THE PROCESS USED FOR IDENTIFYING REGIONS
AND PLANNING REGIONS UNDER SECTION 106(A) OF WIOA. THIS MUST
INCLUDE A DESCRIPTION OF HOW THE STATE CONSULTED WITH THE
LOCAL BOARDS AND CHIEF ELECTED OFFICIALS IN IDENTIFYING THE
REGIONS.

The designation of the local areas followed the requirements in WIOA. The State, through
review and consultation with the Minnesota Workforce Council Association, which represents
the chief elected officials and the private sector leadership of the local boards, accepted
requests for initial designation of all 16 existing local areas, based on satisfactory
performance and sustained fiscal integrity.

Satisfactory performance was defined as meeting or exceeding performance standards for
the two most recently completed program years. Sustained fiscal integrity was defined as
having no audit exceptions for the two most recently completed program years.
Documentation included published performance reports and audit letters issued by the State
of Minnesota.

Opportunities for public comment on the State plan specific to the designation of local areas
occurred at local area board meetings, a State board meeting, seven regional listening
sessions and the 30 day public comment period published in the State Register.



The designation of regions followed the requirements in WIOA. The State, through review
and consultation with the Minnesota Workforce Council Association, which represents the
chief elected officials and the private sector leadership of the local boards, considered
various options based on the criteria contained in WIOA law.

Additional criteria included having one metropolitan statistical area in each region and the
partnering of two or more local areas. Other considerations, based on feedback from local
boards and economic development regions in the state, was to keep existing boundaries
intact, as to not require local boards or existing regional economic development regions to
engage in multiple regional planning efforts, stressing their resources and capacity to fully
participate.

The proposed regions were approved by the GWDB and MWCA and adopted in 2015.
Opportunities for public comment on state plan specific to the designation of local areas
occurred at local area board meetings, a state board meeting, seven regional listening
sessions and the 30 day public comment period.

C. PROVIDE THE APPEALS PROCESS REFERRED TO IN SECTION 106(B)(5)
OF WIOA RELATING TO DESIGNATION OF LOCAL AREAS.

Subsequent to initial designation, any local unit of government, including a combination of
such units, may appeal the State’s decision to not grant designation as a local area. The
basis for not granting designation is presumed to be failure to satisfactorily perform or failure
to not maintain sustained fiscal integrity. The State must provide technical assistance to the
local area to address performance or fiscal integrity issues before such action can be taken.

Any local unit(s) of government may also be denied subsequent designation based on not
meeting the State criteria for regional planning, as outlined in section 106(c)(1) in WIOA, as
articulated in the State Combined Plan and any planning guidance issued to local areas. The
State must provide technical assistance to the local areas within the region to address
regional planning issues before such action can be taken.

Following the course of action that denies local designation, the appeals process will allow
for the local unit(s) of government to present their appeal to the Governor's Workforce
Development Board. The State Board will make a recommendation to the Governor. If the
determination is not satisfactorily resolved with the Governor’s decision, the local unit(s) of
government may appeal to the Secretary of Labor.

This policy process is currently in draft, pending legal and regulation review. Once this
process is complete, the policy will be submitted to the GWDB for approval and public
comment.

D. PROVIDE THE APPEALS PROCESS REFERRED TO IN SECTION
121(H)(2)(E) OF WIOA RELATING TO DETERMINATIONS FOR
INFRASTRUCTURE FUNDING.

WIOA requires an infrastructure funding policy to support the One-Stop delivery system.
Minnesota has had such a policy in place since 2010 for operations of the 48 One-Stops.
This policy uses general customer, participant and staffing data to determine the proportional



benefit that each title derives from the shared services now known as “Career Services”
under WIOA. All infrastructure funding is borne by the local budgets of service providers.

This policy includes a dispute resolution statement which allows local partners to appeal the
infrastructure funding policy to the Commissioner of DEED, who will designate and convene
all partners and attempt to resolve the dispute. If an agreement still cannot be reached, the
Commissioner’'s designee will convene a meeting consisting of one representative from the
Local Workforce Development Board (LWDB), the local WIOA Title 1b Director, a
representative assigned by the DEED Title 4 state units, and the DEED Workforce
Development Division Director. If this is not successful, a final appeal will be made to the
DEED Commissioner for resolution.

This policy is under current review, as WIOA has broader view of funding participation,
beyond just those partners physically located at a One-Stop. Current data systems that can
appropriately determine proportionate benefit are not in place across the system making this
unachievable in the near future.

It is also unclear as to how the definition of “administration” based allocations, if agreements
are not reached, would be applied and be sufficient to maintain adequate services and
locations of the One-Stop system. Legal review and technical guidance from DOL is pending
our finalization of the appeals process for infrastructure funding. Until such time these issues
can be resolved, our existing policy will remain in place.

2. STATEWIDE ACTIVITIES

A. PROVIDE STATE POLICIES OR GUIDANCE FOR THE STATEWIDE
WORKFORCE DEVELOPMENT SYSTEM AND FOR USE OF STATE FUNDS
FOR WORKFORCE INVESTMENT ACTIVITIES.

The Minnesota Department of Employment and Economic Development oversees the
administration of the WIOA titles IB, Ill and IV. As the administrator of these titles, the
department issues policy and guidance and maintains a publicly accessible database of
policies at https://apps.deed.state.mn.us/ddp/PolicyList.aspx.

Policy and guidance covers all areas of department operated core partner titles and
additional titles, and includes the following categories of policy: Equal Opportunity &
Complaints; Administration & Operations; Multi-Program Administration Requirements; One-
Stop Centers; WIOA Adult, Dislocated Worker and Youth; Wagner-Peyser; Vocational
Rehabilitation Services; Displaced Homemaker; Foreign labor Certification; Migrant &
Seasonal Farmworker; Senior Community Services Employment; Trade Adjustment Act;
Work Opportunity Tax Credit; Minnesotaworks.net and new elements under WIOA.

These policies have been or are in the process of being updated to comply with WIOA, with
specific attention being focused on TEGLSs released by DOL and changes in workforce
investment activities. Examples include board membership, both state and local; changes in
the eligible training provider list requirements; transfers among adult and dislocated worker
programs; and training related activities.

General guidance for the local boards has been provided during the transition period through
a collaborative process that engages state and local partners. Based on reviews of the law



by subject matter experts from the state and local area, efforts have been guiding the
implementation process forward, complying with DOL released TEGL’s and interpretation of
the law and NPRMs.

The GWDB'’s Operations Committee has also played an integral role in supporting the
implementation of WIOA through reviewing and approving pertinent policy and guidance
issued by the department. This committee is in the process of preparing for a complete
system review of all policies for updates and other needed changes or additions. This
committee will also be looking at policy alignment with title Il, the only core partner title not
currently housed in the state agency that has administrative responsibilities for WIOA.

B. DESCRIBE HOW THE STATE INTENDS TO USE GOVERNOR'S SET ASIDE
FUNDING. DESCRIBE HOW THE STATE WILL UTILIZE RAPID RESPONSE
FUNDS TO RESPOND TO LAYOFFS AND PLANT CLOSINGS AND
COORDINATE SERVICES TO QUICKLY AID COMPANIES AND THEIR
AFFECTED WORKERS. STATES ALSO SHOULD DESCRIBE ANY LAYOFF
AVERSION STRATEGIES THEY HAVE IMPLEMENTED TO ADDRESS AT RISK
COMPANIES AND WORKERS

The restoration of the full 15% of the Governor’s set aside is a recent development and no
formal plan has been approved as of the submission of the State Combined Plan. DEED will
work in partnership with the Minnesota Workforce Council Association to consider how the
funds should be used for required and allowable activities.

Considerations for the use of the 15% set aside will include, but not be limited to deferred
infrastructure expenses during the four year absence of the full set aside, on—going
technology upgrades that support better integration of data and performance reporting, and
other strategies with demonstrated success with service delivery, such as pay—for—
performance. Specific use of these funds will be determined in April and May of 2016.

RAPID RESPONSE

Minnesota plans to reserve the maximum allowable 25 percent of the WIOA Dislocated
Worker program allocation to provide Rapid Response services throughout the state. These
funds serve laid off individuals who will participate in either the WIOA or State Dislocated
Worker (DW) programs. Both programs require speed and quality of service from the Rapid
Response team and the subsequent DW services to customers. Balance between these two
principles is where the State Rapid Response Team does its most important work.

When DEED Rapid Response staff learn about an event that could qualify as a mass layoff,
the team works with the employer, the local partners, unions, and any other relevant entities
to determine the actual size and scope of the layoff. At the same time, a “call for competition”
goes out to every provider in the state (16 WSAs and 10 Independent, State Certified
Service Providers) to determine who may be interested in competing for mass layoff grant
(also called a “project”), if one is announced. Within 24 hours, the State has a list of
providers interested in serving the laid off individuals.

If there are no interested providers beyond the WSA in which the layoff is happening, the
State determines the size of the layoff and the number of likely DW program participants,



conducts an orientation for workers if necessary, surveys the workers to inform the providers’
service provision, and provides a smooth transition to local partners who will provide any DW
program services.

If there are interested providers beyond the WSA in which the layoff is happening, the State
takes a more substantial role beyond orientations and surveys. In these circumstances, the
Rapid Response Team performs all orientation and facilitation functions until a volunteer,
designated Planning and Selection Committee (PSC) — composed of the workers impacted
by the layoff — has chosen a service provider. Rapid response team staff members convene
the PSC, explain the process, provide impartial and accurate data on the performance of
service providers, facilitate the decision—making process, and maintain communication with
all competing providers. In addition, after the PSC makes its selection, Rapid Response staff
advise other State staff of the formal proposal that comes from the service provider. This
formal proposal allows the State to confirm the PSC'’s choice. Finally, Rapid Response staff
follow—up with PSC members several weeks after their selection and administer a survey to
assess the performance of both the Rapid Response team staff and the early performance of
the provider. The entire PSC process puts the power in the hands of the laid off workers,
giving them the opportunity to choose their provider after having lost the power they had in
their employment.

Typically, competition among service providers increases the quality of customer services,
since providers must focus on the unique aspects of a layoff in order to convince the PSC to
choose them. Please visit DEED’s website for additional details on Minnesota’s Rapid
Response services and the competitive process.

LAY-OFF AVERSION

Lay—off aversion tactics are difficult to deploy. Holistic workforce planning and early
communication with employers supports workers during times of transition and layoff.
Minnesota also offers a shared work program through the Unemployment Insurance Division,
which minimizes layoffs.

Minnesota also offers Incumbent Worker (IW) training, and continues to develop policies to
guide such work. As we fully implement WIOA, we plan to use a portion of DW program
formula—allocated funding to work with companies to provide IW training, which strengthens
the existing labor force and helps to prepare for retirement and other natural attrition.
Minnesota also offers other types of IW training, including Job Skills Partnership grants,
which bring employers and training institutions together to support the existing labor force.
This kind of training, in and of itself, strengthens the workforce, which helps to avert layoffs in
an indirect manner.

C. IN ADDITION, DESCRIBE THE STATE POLICIES AND PROCEDURES TO
PROVIDE RAPID RESPONSES IN CASES OF NATURAL DISASTERS
INCLUDING COORDINATION WITH FEMA AND OTHER ENTITIES.

Natural disasters are covered under the Governor’s Executive Order which assigns
emergency responsibilities to State agencies. Each agency has an Emergency Operations
Plan that details their responsibilities and roles in coordinating with other state and federal
agencies, as deemed necessary by the disaster event and declaration by the President to
engage FEMA. The following is a high level description of the role DEED plays in a disaster



response: a. Disaster Unemployment Assistance (DUA) DUA helps unemployed workers and
self-employed individuals who are unable to work as a direct result of a major disaster, and if
the individual is not eligible for other unemployment insurance benefits. DUA is administered
by the Unemployment Insurance Division. For DEED to initiate DUA, the President must
issue a disaster declaration providing for individual assistance. Individuals can apply for
unemployment insurance benefits at www.uimn.org or 1-877-898-9090.

b. National Emergency Grant (NEG) A NEG creates temporary employment to assist with
clean-up on public land and infrastructure resulting from a natural disaster. Work under the
NEG program is administered by the Workforce Development Division’s Dislocated Worker
Unit. For DEED to initiate a NEG application, the President must declare a major disaster for
public assistance. A NEG is issued by the U.S. Department of Labor, lasts six months, and
can provide up to $12,000 to each eligible individual in wages. After a NEG is awarded to
DEED, Job Seeker Services sub-grants the funding to a local level project operator to
implement activity within counties that had been designated by FEMA for public assistance.
Individuals interested in employment through the NEG would obtain information through their
local Workforce Center.

c. Temporary Workforce Center (One If a disaster strikes a community and a DEED
Workforce Center is not available within close proximity, a temporary center may be opened.
Services provided at the location would be for answering questions related to Disaster
Unemployment Insurance, Dislocated Worker Services and the National Emergency Grant
temporary employment. The logistics of a temporary center being opened would be handled
in conjunction with Administrative and Financial Services’ Facilities Coordinator. 2. Provide
materials or representation at Disaster Recovery Centers (DRCs) and public meetings, as
requested by the Division of Homeland Security and Emergency Management, to furnish
information relative to disaster unemployment, dislocated worker, job training and applicable
programs.

To fulfill the tasks outlined in provision above, DEED units provide the following programs.

a. Program Awareness & Materials Preparation DEED’s Communications Analysis and
Research Division (CARD) will assist in the development of materials and representing the
department. The public information officer is the director of CARD who will work with graphic
design and writing staff to develop materials and represent DEED. These individuals would
work with personnel from DEED, including the Rapid Response Team to assist dislocated
workers and other state/local agencies to collaboratively create and provide the necessary
information. An additional responsibility of CARD is coordinating DEED information through
the Minnesota Recovers Web site, www.MinnnesotaRecovers.org, which is the state’s
clearinghouse for all information about federal, state and local government disaster-
assistance efforts.

b. Representation at Disaster Recovery Centers (DRC’s) For a FEMA - Disaster Recovery
Center (DRC) to be opened, a Presidential declaration for Individual Assistance within
several counties is required for the activation of these centers. However, HSEM through a
state disaster declaration, may elect to open these centers before or in the absence of a
federally declared disaster.

D. DESCRIBE HOW THE STATE PROVIDES EARLY INTERVENTION (E.G.,
RAPID RESPONSE) TO WORKER GROUPS ON WHOSE BEHALF A TRADE



ADJUSTMENT ASSISTANCE (TAA) PETITION HAS BEEN FILED. (SECTION
134(A)(2)(A).) THIS DESCRIPTION MUST INCLUDE HOW THE STATE
DISSEMINATES BENEFIT INFORMATION TO PROVIDE TRADE-AFFECTED
WORKERS IN THE GROUPS IDENTIFIED IN THE TAA PETITIONS WITH AN
ACCURATE UNDERSTANDING OF THE PROVISION OF TAA BENEFITS AND
SERVICES IN SUCH A WAY THAT THEY ARE TRANSPARENT TO THE
TRADE-AFFECTED DISLOCATED WORKER APPLYING FOR THEM (TRADE
ACT SEC. 221(A)(2)(A) AND SEC. 225; GOVERNOR-SECRETARY
AGREEMENT). DESCRIBE HOW THE STATE WILL USE FUNDS THAT HAVE
BEEN RESERVED FOR RAPID RESPONSE TO PROVIDE SERVICES FOR
EVERY WORKER GROUP THAT FILES A TAA PETITION.

DEED provides Rapid Response events for 100% of all Trade—certified workers who live in
Minnesota. Rapid Response events are triggered when a plant closing or mass layoff occurs,
and includes TAA benefits and services information if a petition has been filed. When a small
layoff is identified as Trade—affected, Rapid Response funds are used to provide events for
all eligible workers covered in the TAA petition(s). Additionally, Minnesota co—enrolls all
TAA—eligible workers into the WIOA Dislocated Worker program in order to provide wrap—
around case management and supportive services. Due to the in—depth approach for Rapid
Response and TAA—eligible workers, eligible workers have the opportunity to learn about
available services multiple times; including the initial Rapid Response event, TAA information
meetings for each petition, and Dislocated Worker program enrollment meetings.



B. ADULT AND DISLOCATED WORKERS PROGRAM REQUIREMENTS

1. IF THE STATE IS UTILIZING WORK-BASED TRAINING MODELS (E.G. ON-
THE-JOB TRAINING, INCUMBENT WORKER TRAINING, TRANSITIONAL
JOBS, AND CUSTOMIZED TRAINING) AS PART OF ITS TRAINING STRATEGY
AND THESE STRATEGIES ARE NOT ALREADY DISCUSSED IN OTHER
SECTIONS OF THE PLAN, DESCRIBE THE STATE'S STRATEGIES FOR HOW
THESE MODELS ENSURE HIGH QUALITY TRAINING FOR BOTH THE
PARTICIPANT AND THE EMPLOYER.

The Sector Partnership National Emergency Grant (SP NEG) is a federal grant for dislocated
workers, among other grants that addresses the use of alternative training models to better
serve Minnesotans facing unemployment and barriers to employment. The State applied for
the SP NEG grant because it was a great opportunity to embark on an innovative way of
viewing and implementing work—based training models. U.S. DOL awarded the State with
$5,750,000 to serve over 1,000 dislocated workers. Trainings models such as on—the—job
training, credentialed training, transitional jobs skills training, and incumbent worker training
can be expensive and staff intensive which often times can be discouraging for WDAs,
especially smaller WDAs to embark on. The SP NEG grant provides the opportunity to
leverage funds with existing dislocated worker dollars to accomplish the goals that the
governor and president have set to increase achievement and decrease the gap between
those who face barriers to employment and those who do not. Minnesota has a strong
economy, relatively low unemployment rate, and high education attainment. However, that
does not apply to the entire population in the state. Not all Minnesotans benefit equally from
the current robust economy. Meeting the needs of those individuals require funds, regional
coordination, strong partnerships, and innovative and inclusive models that allow dislocated
workers with various backgrounds and experiences to enter an industry that can provide a
sustainable living. The SP NEG addresses the employer and job seeker need and bridges
the gap between the two. The State used current Labor Market Information data to determine
five sector—based occupations on which to focus: manufacturing, health care, transportation,
IT, and agriculture. All expected outcomes in this project are guided by current federal law
and regulations as well as supporting metrics related state statutes, policies and procedures.
This Sector Partnership grant along with other programs and strategies exhibit the State’s
commitment to cater to the needs of employers and participants.

MN Pathways to Prosperity (P2P) will support increased participation of enrollees in career
pathway programming to strengthen development of increased career awareness,
acquisition of basic skills education, participation in skills—training programs, and placement
into positions in high growth, high demand industries capable of long—term employment at
wages permitting family self—sufficiency.

The State directly appropriated funds for a Customized Training Pilot Program (CTPP) for
the second time for three MN State Colleges and University System (MNSCU) institutions.
The goal of the CTPP is develop and administer customized training programs in the skilled
manufacturing industry that integrates academic instruction and job—related learning in the
workplace.



2. DESCRIBE HOW THE STATE WILL INCORPORATE REGISTERED
APPRENTICESHIP INTO ITS STRATEGY AND SERVICES.

Minnesota was awarded funds for the American Apprenticeship Initiative Grant, at $5 million
to build new apprenticeship programs and serve 814 new apprentices over the next five
years. More than 100 employers statewide are participating in the Minnesota Apprenticeship
Initiative to bring more than 800 individuals into newly registered apprenticeship programs in
29 high—growth occupations spanning five industries: advanced manufacturing, agriculture,
healthcare, information technology and transportation. Minnesota apprenticeship Initiative
activities include outreach and recruitment, co—enrolled program intake, assessment, adult
basic education where necessary, wrap—around support services, career guidance, life skills
coaching and counseling, structured on—the—job training, competency based technical
instruction and state—issued industry—recognized credentials. Guidelines for apprenticeships
are outlined in state policy to assist with any questions that WDAs may have in using these
funds to serve Minnesotans.

Registered Apprenticeships are considered a part of the continuum of training opportunities
of a career pathways system. As such, the establishment of sector strategies within the 6
regions in Minnesota will include available Registered Apprenticeships, of which we have
over 200, for training and future development for occupations in demand that lead to family
sustaining wages. Registered Apprenticeships are also a part of the Eligible Training
Provider List and we continue to look for opportunities to expand the involvement of these
opportunities.

3. PROVIDE THE PROCEDURE, ELIGIBILITY CRITERIA, AND INFORMATION
REQUIREMENTS FOR DETERMINING TRAINING PROVIDER INITIAL AND
CONTINUED ELIGIBILITY, INCLUDING REGISTERED APPRENTICESHIP

PROGRAMS (WIOA SECTION 122).

WIOA requires that a training program or course whose completion results in a recognized
credential must be "WIOA-certified," in order to use WIOA training dollars and get credit for
that credential. Program providers, interested training providers, and their partners should
comply with this policy to ensure high-quality training experiences for WIOA program
customers.

WIOA certification in Minnesota occurs in three steps.
1. Ensuring that the training institution is licensed, registered, or otherwise exempt by the
Minnesota Office of Higher Education (OHE), or, depending on program, other appropriate

state agency.

2. Entering and updating information on all programs and courses to be WIOA-certified on
the state’s eligible training provider list.

3. Submitting a WIOA certification application to DEED.

The ETPL and WIOA certification application for a program, course or Registered
Apprenticeship collects the following information:



- Program code and title

- Description of program content and purpose

- Program delivery model

- If and how the program awards credit or contact hours (for non-credit program)
- Award type

- Tuition and fee costs to students

- CIP code of program

- Type of credential (if non-credit program)

In order to be eligible to be WIOA-certified, a training program or course must be delivered
by an eligible training provider as defined above. The provider must provide an industry-
recognized credential upon successful completion of that program or course. The receipt of
the credential must depend on the successful completion of the certified program. Being an
eligible provider is a necessary, but not sufficient, condition for offering WIOA-certified
training.

When a program is certified, it gains initial eligibility, which lasts for one year. After that year,
if providers would like the training to remain certified, training providers must work with
DEED to ensure continued eligibility DEED and OHE, as appropriate, will work with the
providers of provisionally and permanently certified training programs and courses to acquire
certain data, such as the wages of those who complete training and acquire employment.

After the year of initial eligibility is completed, training providers who provide the required
information may be considered for continued eligibility. Programs certified under WIA will be
grandfathered in under WIOA and will not be subject to initial eligibility, but providers will
need to provide any required information for continued eligibility for these programs by the
end of calendar year 2015. All programs are subject to review and renewal at least every two
years; failure to provide and update data may result in loss of WIOA certification.

Under the law, required data on WIOA-certified training programs includes information on
recognized postsecondary credentials received by participants, information on cost of
attendance for participants (including tuition and fees), and information on the program
completion rate of participants. DEED will generally acquire as much information (e.qg.,
entered employment rate, wages) through existing data collection processes, without
necessitating any paperwork from the training provider. DEED will leverage our inter-agency
Minnesota State Longitudinal Data System (SLEDS) to meet the Workforce WIOA reporting
requirements for the ETPL.

Only a training institution that has a physical location in Minnesota may apply for listing on
Minnesota’'s ETPL - except for Registered Apprenticeship sponsors, who may apply even if
located outside Minnesota. And only a training institution approved for listing on Minnesota’s



ETPL may request WIOA certification of its programs or sources. WIOA specifically requires
training providers to apply for program or course certification.

Any Registered Apprenticeship sponsor in Minnesota whose program is registered with the
Minnesota Department of Labor and Industry (DLI) can apply to DEED to be listed on
Minnesota’s ETPL. Any out-of-state Registered Apprenticeship sponsor whose program is
registered with the US Department of Labor can apply to DEED to be listed on Minnesota’'s
ETPL.

In 2016, Minnesota will complete a new ETLP build, which allows more. Minnesota’s ETPL
will be embedded in a comprehensive Career and Education Explorer tool being developed
by Minnesota’s Labor Market Information Office and is intended to better meet the needs of
the state’s customers and counselors.

Finally, Minnesota has a dedicated staff person to oversee the state’s ETPL and WIOA
certification process. The State’s policy of WIOA Certification for Training Programs that
providers definitions, detailed procedures, general and performance reporting requirements,
is available online.

To be listed on the state’s eligible training provider list (ETPL), a training institution’s
programs must be licensed, registered, or otherwise legally exempt through the Minnesota
Office of Higher Education. There are a few programs that are authorized by other state
agencies (for example, nursing assistant training programs are authorized by the Minnesota
Department of Health, not OHE).

If a training provider is not sure of their status, they are to contact OHE to obtain full
information about what if anything, is required of them for full legal authorization.

The State is updating the Career Profile Tool to with WIOA (displaying required performance
metrics, cost, completion rates, etc.) and to better meet the needs of the state’s customers
and counselors.

The State’s policy of WIOA Certification for Training Programs that providers definitions,
detailed procedures, general and performance reporting requirements, is available online.

4. DESCRIBE HOW THE STATE WILL IMPLEMENT AND MONITOR THE
PRIORITY FOR PUBLIC ASSISTANCE RECIPIENTS, OTHER LOW-INCOME
INDIVIDUALS, AND INDIVIDUALS WHO ARE BASIC SKILLS DEFICIENT IN
ACCORDANCE WITH THE REQUIREMENTS OF WIOA SEC. 134(C)(3)(E),
WHICH APPLIES TO INDIVIDUALIZED CAREER SERVICES AND TRAINING

SERVICES FUNDING BY THE ADULT FORMULA PROGRAM.

The State has a policy and procedure that provides guidance to local areas on serving public
assistance recipients and other low-income individuals. This policy establishes a broad
guideline for local judgment of those participants who are “most in need” and requires a
service plan and outreach process to serve this population. Local providers must establish a
system of prioritizing the enrollment of participants and delivery of services in times of limited
availability of State and/or Federal resources.



Local service providers must write and implement a policy outlining a priority of service policy
and include the criteria impacting this policy in annual planning documents required by
DEED. The criteria should apply to all dislocated workers and adults served and ensure
availability of program services throughout the program year for those who meet the local
priority of service.

Local providers should determine priority on an individual basis. Staff members with the local
service provider may determine an individual’s “most in need” status based on his/her unique
factors and barriers. Local providers should intervene early with eligible customers.

DEED monitors these activities through our client data system to ensure this priority is
addressed. The outcomes of these efforts become a part of monitoring reports.

5. DESCRIBE THE STATE'S CRITERIA REGARDING LOCAL AREA TRANSFER
OF FUNDS BETWEEN THE ADULT AND DISLOCATED WORKER PROGRAMS.

The State’s criteria is as follows —

Policy Action This policy provides the mechanism for transferring up to 100 percent of
formula—allocated WIOA Title I-B Adult funds to WIOA Title I-B formula—allocated
Dislocated Worker funds and vice versa.

Background In accordance with WIOA Law, local workforce investment boards shall ensure
the formula—based WIOA Dislocated Worker program, like all partners, contributes
proportionally to one—stop core services’ costs. Some providers have expressed a wish to
use WIOA Law, Section 133(b)(4) to transfer funds between Dislocated Worker and Title I-B
Adult to accomplish this.

Procedures In accordance with WIOA Law, Section 133(b)(4), a local workforce council can,
with state approval, transfer up to 100 percent of a program year allocation for Adult
employment and training activities, and up to 100 percent of a program year allocation for
Dislocated Worker employment and training activities, between the two programs. A local
service provider cannot transfer funds to or from a WIOA Title I-B Youth Program.

In order for DEED to approve the request, the local provider will need to provide a rationale
for the transfer in accordance with the request form given below.

A requesting provider must submit the following three documents:

164. a completed and signed form (Request to Transfer Funds: Adult/Dislocated
Worker — attached);

165. a revised Dislocated Worker program budget and participant information
forms (found in the Planning Guidelines); and

166. a revised Adult program budget and participant information forms (found in
the Planning Guidelines)



C. YOUTH PROGRAM REQUIREMENTS

With respect to youth workforce investment activities authorized in section 129 of WIOA,—

1. IDENTIFY THE STATE-DEVELOPED CRITERIA TO BE USED BY LOCAL BOARDS
IN AWARDING GRANTS FOR YOUTH WORKFORCE INVESTMENT ACTIVITIES AND
DESCRIBE HOW THE LOCAL BOARDS WILL TAKE INTO CONSIDERATION THE
ABILITY OF THE PROVIDERS TO MEET PERFORMANCE ACCOUNTABILITY
MEASURES BASED ON PRIMARY INDICATORS OF PERFORMANCE FOR THE
YOUTH PROGRAM AS DESCRIBED IN SECTION 116(B)(2)(A)(I1) OF WIOA IN
AWARDING SUCH GRANTS.*

* Sec. 102(b)(2)(D)(i)(V)

The State-developed criteria to be used for youth workforce investment activities includes an array of
service perspectives that ensure a quality experience for youth and a flexible approach from which
providers may design opportunities for youth to be successful. The criteria is as follows:

Adult Support, Structure and Expectations

* Initiatives that connect young people with adults who are willing to advocate and broker on their
behalf, mentor and connect them to the broader institutions of society and who have the training and
skills to help them develop and grow.

* Services that stress coherence and structure, offer challenging content and give youth
responsibilities that may develop civic responsibility, self-worth and leadership skills while
establishing rules and setting practical limits for young people.

» Committed/skilled adults who can continue to set clear, high and yet attainable expectations over
an extended period of time.

Career Pathways
« Initiatives that incorporate basic and high-level skills that align with the skill needs of industries in
the local economy and prepare youth to be successful in secondary or postsecondary education

options, including apprenticeships as appropriate.

* Services that emphasize experiential learning and work-based learning as a tool in creating an
effective learning environment for youth.

» Counseling to support youth in achieving the individual’'s education and career goals.
* Services that result in the acquisition of industry sought and recognized credentials.

 Access to academic program that are grounded in standards, clear performance expectations, and
graduation exit options based on meaningful, accurate and relevant indicators of student learning
and skills.

A Combination of Guidance and Connections to the Workplace



« Use of readily accessible and understood Labor Market Information (LMI) to assess employment
opportunities in high-growth industries and in-demand occupations.

* Activities that support and demonstrate strong employer engagement, involvement of the business
community.

* Initiatives that provide opportunities to learn how to work, stimulate growth as a result of work
experience, success or failure and develop a sound perspective on work and learning.

* Activities that can show the correlation between work and learning.

 Support that extends beyond the initial job placement point and interpersonal involvement with
adults who can assist youth in reaching for success in employment.

Support and Follow-Up

« Activities that establish trust, particularly for opportunity youth who have weak institutional ties and
lack positive adult and peer relationships.

« Activities with strong built-in follow-up mechanisms to design better participant outcomes

« Effective case management skills that provide comprehensive guidance, counseling and referrals
to coordinate a progression of services and activities.

* Policies that stress the quality of individual initiatives and the richness of the youth support network.

* Activities that involve parents, families and other caring adults who are involved in the young
person’s life and can support their ability to achieve independence and self-sufficiency.

Youth as a Resource

« Initiatives that build skills in self-advocacy and conflict resolution and recognize young people are
an important resource in improving their own lives.

* Activities that empower youth to contribute to their community’s growth.
« Activities that promote youth leadership and peer support.
Implementation Quality

« Activities with well thought out implementation designs that are followed and tracked through a
continuous improvement process.

« Initiatives requiring flexibility to both regional needs and proven methodologies.
* Initiatives that incorporate evaluation components including customer satisfaction.

In regard to performance accountability measures, the State will require Local Boards to assess the
capacity of youth services providers to achieve the performance accountability measures negotiated



by the State. This will be accomplished by looking at the historic outcomes of youth services
providers based on the primary indicators for youth. This includes:

- employment retention at the 2nd quarter after exit
- employment retention at the 4th quarter after exit
- credential attainment

Outcome data for employment at exist and available follow up data relative to employment retention
at 6 and 12 months will be evaluated and serve as a partial basis for selecting youth service
providers. Outcome data for educational attainment at exist will also be evaluated and serve as
partial basis for selecting youth service providers.

These are the current three measures with performance accountability goals. As baseline measures
for median earnings, measurable skill gains and employer engagement are establish and
performance accountability measures are negotiated, they, too, will become a part of this
assessment of youth service providers.

2. DESCRIBE THE STRATEGIES THE STATE WILL USE TO ACHIEVE IMPROVED
OUTCOMES FOR OUT-OF-SCHOOL YOUTH AS DESCRIBED IN 129(A)(1)(B),
INCLUDING HOW IT WILL LEVERAGE AND ALIGN THE CORE PROGRAMS, AND
COMBINED STATE PLAN PARTNER PROGRAMS INCLUDED IN THIS PLAN,
REQUIRED AND OPTIONAL ONE-STOP PARTNER PROGRAMS, AND ANY OTHER
RESOURCES AVAILABLE.

Minnesota supports partnerships that help young people — the future workforce — attain the skills,
knowledge and aptitudes to become productive workers in the 21st century economy. Minnesota is
committed to providing the highest quality programming for youth. Program quality increases
participant satisfaction and retention of youth which increases the positive impact that youth
workforce programs have on our young people, their families and communities. Investments in
quality youth programs reduce future costs of out—of—-home placements, public assistance and the
juvenile justice system. Minnesota’s vision for providing quality services to youth includes:

Coordinate resources at the state and local level;

Connect youth with quality educational, experiential learning and work—based learning
opportunities;

Introduce youth to career pathways and in—demand jobs important to regional economies;
Performance accountability; and

Improving services to the neediest youth.

Outreach and recruitment of out-of-school youth focuses on eligible youth ages 18-24 interested in
pursuing occupational skill training and/or other postsecondary credentials. Interagency partnerships
are established between the WDA, local technical colleges, universities and adult basic education
(ABE) to identify and connect with youth who can benefit from case management, education,
financial and transitional supports of the WIOA Youth Program. Youth program staff directly interface
with and recruit potential youth candidates from ABE programs and look for co-enrollment
opportunities. The WDA's on-site presence at the technical colleges and ABE centers promotes



communication with Student Disability Specialists and Financial Aid Officers who identify individuals
who qualify for and could potentially benefit from WIOA Youth services.

Out of school youth in need of occupational skills training are also recruited from the Disability
Employment Initiatives underway in six Minnesota sites and other career pathway programs which
serve as a referral source for Vocational Rehabilitation Services, the Minnesota Family Investment
Program (MFIP), and the Supplemental Nutrition Assistance Program (SNAP). New marketing
materials focus on older, out-of-school youth and are used to recruit out of school youth who visit the
local WorkForce Centers.

WIOA Youth service providers maintain regular communication with representatives from county
social services foster care units, juvenile corrections, homeless youth service providers and drop-in
centers, and other community based organizations serving out of school youth. Enhanced
recruitment efforts of Out of school youth include closer ties with local Area Learning Centers
(ALCs). ALC’s include WIOA Youth applications in senior student portfolios.

WDA youth counselors receive referrals of out-of-school youth from community-based organizations
such as: United Way, Lutheran Social Services, Salvation Army, community action agencies and
local libraries. Youth counselors work with these organizations to partner and provide a variety of
WIOA Youth services that help the youth re-connect with educational opportunities and move
towards economic self-sufficiency and work readiness.

Minnesota’'s commitment to improving services to at-risk youth, especially out of school youth, is
reflected in its Shared Vision for Youth (SVY) vision statement: "By age 25, Minnesota’s young
people will be ready for the responsibilities and rewards of economic self-sufficiency, health, family
and social relationships, community involvement, stable housing and lifelong learning.” This vision is
supported by an interagency workgroup whose mission is: "State agencies will collaborate to assure
that Minnesota’s neediest youth, especially out of school youth, acquire the talents, skills, and
knowledge necessary to ensure their healthy transition to successful adult roles and responsibilities."
Minnesota supports partnerships at the state and local levels so that a variety of funding sources can
be leveraged to address the needs of opportunity youth (e.g., youth who are disconnected from both
schools and jobs). For example, there are partnerships to recruit out of school youth with Adult Basic
Education, Drop-in Centers, community centers, and with other agencies where out of school youth
gather.

DEED posted a Shared Vision for Youth web page to provide the contact information for the state—
level interagency workgroup and to provide information on ongoing interagency projects which
further the goals of serving opportunity youth and achieving successful, shared outcomes (see
Minnesota Shared Vision for Youth). The web page features samples of interagency projects
underway at the Local Workforce Development Area (LWDA) level to improve transition outcomes
for all at—risk youth with a particular emphasis on: dropouts and potential dropouts; youth aging out
of foster care; youth with disabilities; and homeless youth and runaways.

Through the leadership of the Local Workforce Development Boards and Youth Committees,
Minnesota’'s WIOA Young Adult Program provides comprehensive services to youth who are
experiencing an opportunity gap. Minnesota’s youth unemployment rate was 13 percent for all youth
in 2015, and double that for youth of color, youth with disabilities and economically disadvantaged
youth. Minnesota'’s Local Workforce Development Areas provide high quality services for youth and
young adults beginning with career exploration and guidance, support for educational attainment,



opportunities for skills training in in—demand industries and occupations, and a job along a career
pathway or enrollment in post—secondary education.

The WIOA Young Adult Program serves at—risk youth, ages 16—24, who are not attending any
school, and in—school youth, ages 14-21, who are low—income and at—risk. WIOA improves job and
career options for youth through an integrated, job—driven workforce system that supports the
development of strong regional economies. WIOA Youth program elements include: dropout
recovery and prevention; paid and unpaid work experience; tutoring; occupational skills training;
leadership development, mentoring; comprehensive guidance and counseling; financial literacy
education; entrepreneurial skills training; tutoring; study skills training; entrepreneurial skills training;
labor market information on in—demand industry sectors/occupations; alternative secondary school
services; education offered with workforce preparation activities and training; support services and
follow up.

Services for out of school youth involve partnerships with multidisciplinary teams that consist of
community action agency staff, school personnel (where appropriate), probation officers, county
social workers, mental health professionals, chemical dependency counselors, rehabilitation
workers, interpreters, youth, and youths’ parents or guardians. These teams develop action plans to
support the OSY. For example, a community action worker will assist youth with work experience, a
probation officer will ensure the youth is getting to work and/or an educational experience, and a
chemical dependency counselor will ensure that the youth is going to therapy.

The State is pursuing a waiver to support co—enroliment of WIOA youth participants in other
federally funded youth programs to increase the quality and flexibility of services to in—school and
out—of—school youth (see Section XX). Given that WIOA broadens the required program elements
and focuses on a more difficult to serve population, local workforce development boards (LWDBS)
will partner with:

1. Vocational Rehabilitation Services (VRS) to provide Pre—Employment Transition Services to
assist In-School Youth with disabilities. Three pilot sites will be established in Rural
Minnesota CEP, Anoka County and Southwest Minnesota in April of 2016 (will expand to
other Local Workforce Development Areas at later date). The pilot sites will provide direct
services in the form of work experience, introduction to career pathways and support
services to VRS—eligible youth ages 14-21, who are attending secondary school (including
alternative schools). The pilot sites will demonstrate effective intra—agency collaboration and
local partnerships, best practices and co—enrollment strategies that can be shared across
states and local youth workforce system providers and youth—serving agencies.

2. Department of Human Services (DHS) to provide youth employment services to Teen
Parents, 16 through 24 years of age, who are receiving Minnesota Family Investment (MFIP)
benefits; and Youth ages 14 through 18, who are on the grant in the MFIP household.
Thirteen Local Workforce Development Areas will participate projects that focus on work
readiness, work experience, introduction to career pathways and preparation of youth for
long—term employment.

As indicated above, many WIOA Young Adult participants come into our system through one-stop
partner programs (such as MFIP, Vocational Rehabilitation and/or ABE) so, in general additional
resources and services can be tailored to meet the needs of the participant across these programs.
Some participants also find their way into these programs through referrals from their local one-stop,
while others learn about available services from friends, family and other acquaintances.



The WIOA Young Adult Program is designed to support the shift under Title | of WIOA to expend at
least 75 percent of funds on Out—of-School Youth. The cost per participant under WIOA will
increase as many Out—of—School Youth require more intensive and costly services, potentially over
a longer period of time.. Consequently, fewer participants will be served under the WIOA Young
Adult Program due to the more intensive and costly services for the increased emphasis on the Out—
of-School Youth population.

In addition to the potential of co-enrolling WIOA youth participants in other federally-funded
programs outside of the Department of Labor, many local Workforce Development Boards will also
pursue co-enrolling youth into the WIOA Adult program where feasible. Leveraging these additional
resources will increase the potential for more positive outcomes in both youth and adult programs at
the local level

3. DESCRIBE HOW THE STATE WILL ENSURE THAT ALL 14 PROGRAM ELEMENTS
DESCRIBED IN WIOA SECTION 129(C)(2) ARE MADE AVAILABLE AND
EFFECTIVELY IMPLEMENTED.*

* Sec. 102(b)(2)(D)(i)(1)

DEED'’s Youth Services Team asks all Workforce Service Areas (WSAs)/Local Workforce
Investment Boards to describe in their Local Youth Plans how the 14 required WIOA Young Adult
Program elements are made available at the WSA level. The Youth Program Monitoring activities
assures that the yearly on—site review of the WIOA Youth services includes an evaluation of whether
the 14 program elements are being effectively implemented at the WSA level as described in the
Local Youth Plan.

4. PROVIDE THE LANGUAGE CONTAINED IN THE STATE POLICY FOR
“REQUIRING ADDITIONAL ASSISTANCE TO ENTER OR COMPLETE AN
EDUCATIONAL PROGRAM, OR TO SECURE AND HOLD EMPLOYMENT” CRITERION
FOR OUT-OF-SCHOOL YOUTH SPECIFIED IN WIOA SECTION 129(A)(1)(B)(I1)(VIII)
AND FOR “REQUIRING ADDITIONAL ASSISTANCE TO COMPLETE AN EDUCATION
PROGRAM, OR TO SECURE AND HOLD EMPLOYMENT” CRITERION FOR IN-
SCHOOL YOUTH SPECIFIED IN WIOA SECTION 129(A)(1)(C)(IV)(VII).

Local workforce development boards must define in their Local Youth Plan their definition of "an
individual who requires additional assistance to enter or complete an educational program or to
secure or hold employment.” This definition must be reasonable, quantifiable, and based on
evidence that the specific characteristic of the youth identified objectively requires additional
assistance. Examples may include, but are not limited to: Migrant youth, incarcerated parent,
behavior problems at school, family literacy problems, domestic violence, substance abuse, chronic
health conditions, one or more grade levels below appropriate age, immigrant/refugee.



5. INCLUDE THE STATE DEFINITION, AS DEFINED IN LAW, FOR NOT ATTENDING
SCHOOL AND ATTENDING SCHOOL AS SPECIFIED IN WIOA SECTION
129(A)(1)(B)(I) AND SECTION 129(A)(1)(C)(l). IF STATE LAW DOES NOT DEFINE
“NOT ATTENDING SCHOOL” OR “ATTENDING SCHOOL” INDICATE THAT IS THE
CASE.

In Minnesota, school is defined as a "public school, or nonpublic school, church or religious
organization, or home school in which a child is provided instruction in compliance with Minnesota
statute 120A.22, subdivision 4 and Section 120A.24." The compulsory age of school attendance is
17 (Minnesota statute 120A.22.subdivision 5).

In Minnesota, the following are included in the definition of dropout/not attending any school: 1)
students with 15 consecutive days of unexcused absences (excluding school breaks and official
days off of school); 2) students who are "voluntary” withdrawals from school (as described in

Minnesota statute 120A.22); 3) expelled students (as described in Minnesota statute 121.A.45).

6. IF NOT USING THE BASIC SKILLS DEFICIENT DEFINITION CONTAINED IN WIOA
SECTION 3(5)(B), INCLUDE THE SPECIFIC STATE DEFINITION.

The term "basic skills deficient" means, with respect to an individual:

Who is a youth, that the individual has English reading, writing, or computing skills at or
below the 8th grade level on a generally accepted standardized test; or

Who is a youth or adult that the individual is unable to compute or solve problems, or read,
write, or speak English, at a level necessary to function on the job, in the individual’s family,
or in society.



D. SINGLE-AREA STATE REQUIREMENTS

In States where there is only one local workforce investment area, the governor serves as both the
State and local chief elected official. In such cases, the State must submit any information required
in the local plan (WIOA section 106(d)(2)). States with a single workforce area must also include:

1. ANY COMMENTS FROM THE PUBLIC COMMENT PERIOD THAT REPRESENT
DISAGREEMENT WITH THE PLAN. (WIOA SECTION 108(D)(3).)

2. THE ENTITY RESPONSIBLE FOR THE DISBURSAL OF GRANT FUNDS, AS
DETERMINED BY THE GOVERNOR, IF DIFFERENT FROM THAT FOR THE STATE.
(WIOA SECTION 108(B)(15).)

3. THE TYPE AND AVAILABILITY OF WIOA TITLE | YOUTH ACTIVITIES, INCLUDING
AN IDENTIFICATION OF SUCCESSFUL PROVIDERS OF SUCH ACTIVITIES. (WIOA
SECTION 108(B)(9).)

N/A



E. WAIVER REQUESTS (OPTIONAL)

States wanting to request waivers as part of their Title I-B Operational Plan must include a waiver
plan that includes the following information for each waiver requested:

1. IDENTIFIES THE STATUTORY OR REGULATORY REQUIREMENTS FOR WHICH A

WAIVER IS REQUESTED AND THE GOALS THAT THE STATE OR LOCAL AREA, AS

APPROPRIATE, INTENDS TO ACHIEVE AS A RESULT OF THE WAIVER AND HOW
THOSE GOALS RELATE TO THE UNIFIED OR COMBINED STATE PLAN;

2. DESCRIBES THE ACTIONS THAT THE STATE OR LOCAL AREA, AS
APPROPRIATE, HAS UNDERTAKEN TO REMOVE STATE OR LOCAL STATUTORY
OR REGULATORY BARRIERS;

3. DESCRIBES THE GOALS OF THE WAIVER AND THE EXPECTED
PROGRAMMATIC OUTCOMES IF THE REQUEST IS GRANTED,;

4. DESCRIBES HOW THE WAIVER WILL ALIGN WITH THE DEPARTMENT’S POLICY
PRIORITIES, SUCH AS:

A. SUPPORTING EMPLOYER ENGAGEMENT;
B. CONNECTING EDUCATION AND TRAINING STRATEGIES;
C. SUPPORTING WORK-BASED LEARNING;
D. IMPROVING JOB AND CAREER RESULTS, AND
E. OTHER GUIDANCE ISSUED BY THE DEPARTMENT.

5. DESCRIBES THE INDIVIDUALS AFFECTED BY THE WAIVER, INCLUDING HOW
THE WAIVER WILL IMPACT SERVICES FOR DISADVANTAGED POPULATIONS OR
INDIVIDUALS WITH MULTIPLE BARRIERS TO EMPLOYMENT; AND

6. DESCRIBES THE PROCESS USED TO:

A. MONITOR THE PROGRESS IN IMPLEMENTING THE WAIVER,;

B. PROVIDE NOTICE TO ANY LOCAL BOARD AFFECTED BY THE WAIVER,;
C. PROVIDE ANY LOCAL BOARD AFFECTED BY THE WAIVER AN

OPPORTUNITY TO COMMENT ON THE REQUEST,
D. ENSURE MEANINGFUL PUBLIC COMMENT, INCLUDING COMMENT BY
BUSINESS AND ORGANIZED LABOR, ON THE WAIVER.
E. COLLECT AND REPORT INFORMATION ABOUT WAIVER OUTCOMES IN THE
STATE’S WIOA ANNUAL REPORT

The Secretary may require that States provide the most recent data available about the outcomes of
the existing waiver in cases where the State seeks renewal of a previously approved waiver;

Minnesota is extending it's waiver requests and is renewing the youth procurement waiver. The
waiver process meet the requirements under WIA and will be reviewed and updated following final
regulations under WIOA.



TITLE I-B ASSURANCES

The State Plan must include assurances that:

1. The State has implemented a policy to ensure Adult program funds provide a priority in the
delivery of training services and individualized career services to individuals who are low income,
public assistance recipients and basic skills deficient; Yes

2. The state has implemented a policy to ensure local areas have a process in place for referring
veterans with significant barriers to employment to career services provided by the JVSG program’s
Disabled Veterans’ Outreach Program (DVOP) specialist; Yes

3. The state established a written policy and procedure that set forth criteria to be used by chief
elected officials for the appointment of local workforce investment board members.  Yes

4. The state established written policy and procedures to ensure local workforce investment boards
are certified by the governor every two years in accordance with WIOA section 107(c)(2). Yes

5. Where an alternative entity takes the place of a State Board, the State has written policy and
procedures to ensure the alternative entity meets the definition under WIOA section 101(e) and the
legal requirements for membership.  Yes

6. The State established a written policy and procedure for how the individuals and entities
represented on the State Workforce Development Board help to determine the methods and factors
of distribution, and how the state consults with chief elected officials in local areas throughout the
state in determining the distributions.  Yes

7. The State will not use funds received under WIOA Title | to assist, promote, or deter union
organizing in accordance with WIOA section 181(b)(7). Yes

8. The State distributes adult and youth funds received under WIOA equitably throughout the State,
and no local area suffers significant shifts in funding from year-to-year during the period covered by
this plan.  Yes

9. If a State Workforce Development Board, department, or agency administers state laws for
vocational rehabilitation of persons with disabilities, that board, department, or agency cooperates
with the agency that administers Wagner-Peyser services, Adult and Dislocated Worker programs
and Youth Programs under Titlel.  Yes

10. The State agrees to report on the impact and outcomes of its approved waivers in its WIOA
Annual Report.  Yes

11. The State has taken appropriate action to secure compliance with the Uniform Guidance at 2
CFR 200 and 2 CFR 2900, including that the State will annually monitor local areas to ensure
compliance and otherwise take appropriate action to secure compliance with the Uniform Guidance
under section WIOA 184(a)(3); Yes



PROGRAM-SPECIFIC REQUIREMENTS FOR WAGNER-PEYSER PROGRAM
(EMPLOYMENT SERVICEYS)

All program-specific requirements provided for the WIOA core programs in this section must be
addressed for either a Unified or Combined State Plan.



A. EMPLOYMENT SERVICE PROFESSIONAL STAFF DEVELOPMENT.

1. DESCRIBE HOW THE STATE WILL UTILIZE PROFESSIONAL DEVELOPMENT
ACTIVITIES FOR EMPLOYMENT SERVICE STAFF TO ENSURE STAFF IS ABLE TO
PROVIDE HIGH QUALITY SERVICES TO BOTH JOBSEEKERS AND EMPLOYERS.

The state will use several professional development activities for Job Service staff:

All staff who serve job seekers in the resource areas and/or reception desks are required to
complete the Reception and Resource Area Certification Program.

Business Services Representatives are required to obtain the Workforce Development
Specialist certification from a customized training program developed by the University of
Minnesota.

Classroom presentation skills training based on the state’s Creative Job Search workshop
will continue to be offered to all employees who facilitate workshops.

All Job Service employees have access to the Skill-soft online training platform. Training
specific to each employee is documented in the employee’s Individual Development Plan.
Ongoing training in the areas of dealing with diverse populations, accessibility, safety, and
financial literacy will continue to be offered to all employees.

Training will continue to be provided in specific program areas such as Migrant Seasonal
Farmworkers and Trade Adjustment Assistance.

Staff will continue to be encouraged to attend the state’s annual Job Counselor training
event, which includes keynote speakers and breakout sessions on multiple topics related to
their work with job seekers and businesses.

The goal of these training activities is to ensure that staff are able to effectively assist job seekers
with improving their job search skills, obtaining the best job possible, and progressing in a career
pathway. These training activities will also provide employers with access to qualified candidates
and strengthen their business. The delivery methods of these trainings will include on—the—job
training, conference calls, and web based technology such as Skype and WebEXx.

2. DESCRIBE STRATEGIES DEVELOPED TO SUPPORT TRAINING AND
AWARENESS ACROSS CORE PROGRAMS AND THE UNEMPLOYMENT INSURANCE
PROGRAM, AND THE TRAINING PROVIDED FOR EMPLOYMENT SERVICES AND
WIOA STAFF ON IDENTIFICATION OF Ul ELIGIBILITY ISSUES AND REFERRAL TO
Ul STAFF FOR ADJUDICATION.

The state’s Reception and Resource Area Certification Program is available for all state and local
partners in the WorkForce Centers and includes basic training on core programs as well as the
Unemployment Insurance program. Modules that are included in this training program are:

Unemployment Insurance basics, how to file a claim and claim benefits

Assessing and referring the Ul customer

WIOA and State programs and services offered through the WorkForce Center system
Career Planning Process

Job Searching Process

The state’'s Customer Registration System that enrolls job seekers for all WorkForce Center
services as well as the Wagner—Peyser program

Adaptive Technology



MinnesotaWorks (i.e. the state’s online labor exchange system)
Equal Opportunity

WIOA complaint process

Data Privacy

Customer Service

Population Awareness

Business Services

"Language Line" translation services



B. EXPLAIN HOW THE STATE WILL PROVIDE INFORMATION AND MEANINGFUL
ASSISTANCE TO INDIVIDUALS REQUESTING ASSISTANCE IN FILING A CLAIM
FOR UNEMPLOYMENT COMPENSATION THROUGH ONE-STOP CENTERS, AS

REQUIRED BY WIOA AS A CAREER SERVICE.

Most aspects of Minnesota’s Unemployment Insurance program are operated centrally by DEED
through an online portal and a call center. Although only about two percent of all Ul customers
access services through the one—stops, customers who request assistance in a WorkForce Center
are offered one or more of the following:

Free computers to access the online Ul portal to file a claim, file an appeal, and/or claim
benefits. The Ul portal is bookmarked on every WFC resource area computer.

Phones for calling the Ul call center.

Printed materials containing detailed information about Ul benefit eligibility and the process
for filing claims, appeals, and collecting benefits.

Staff assistance on the computers when needed.

As mentioned in the "training” Sections of this plan, the state’s Reception and Resource Area
Certification Program contains modules on Ul including:

Introduction to Ul

Assessing and Referring Ul Customers

Ul Basic Information and Researching Ul

Data Security and Passwords

Ul Website and Online Application Process Overview

Handouts for staff that are part of this training include:

Answering Ul Questions: Phone Tree English
Answering Ul Questions: Phone Tree Hmong

Answering Ul Questions: Phone Tree Somali

Answering Ul Questions: Phone Tree Spanish
How to Apply for Ul Benefits

Language Line Quick Reference Guide



C. DESCRIBE THE STATE’'S STRATEGY FOR PROVIDING REEMPLOYMENT
ASSISTANCE TO UNEMPLOYMENT INSURANCE CLAIMANTS AND OTHER
UNEMPLOYED INDIVIDUALS.

Minnesota’s strategy is centered on the Reemployment Services and Eligibility Assessment
(RESEA) program. It's important to note that due to the state’s low unemployment rate, ALL Ul
claimants who are seeking work (i.e. not attached to a job) are called in to RESEA sessions at
WorkForce Centers. This helps ensure that the Wagner Peyser program will have direct contact with
all Ul applicants in the state who are not attached to a job. Minnesota'’s strategy in this area will be
as follows:

» A Job Service staff person will attend every RESEA session that Ul offers across the state. The Ul
program plans on offering RESEA sessions to all Ul claimants who are not attached to a job. « The
RESEA and Job Service staff will conduct a quick assessment of every Ul claimant to determine
who will most likely need additional services from the WorkForce Center. « The Job Service staff
person will conduct an orientation to WFC services either 1:1 or in a group setting (depending on the
size of the group) that includes information on how to register for the state’s labor exchange system,
i.e. MinnesotaWorks, and information about programs such as the Dislocated Worker program that
they may be eligible for. « The Job Service staff person will assist the RESEA customer with creating
an initial registration and enrolling in the Creative Job Search workshop. Creative Job Search is
typically the first job finding/job placement service that is offered to Ul applicants. The workshop
consists of training on how to find a job that includes career planning, preparing for the job hunt,
skills identification, resumes and cover letters, applications and references, social media,
interviewing skills, and more. ¢ Job Service will follow up with Ul applicants who are not enrolled in a
program to ensure that they have a complete registration and resume in MinnesotaWorks, and that
they are taking advantage of job placement services. Wagner Peyser services will also be available
to all other unemployed individuals. Anyone can enroll in the job search classes offered to Ul
claimants, can access 1:1 staff assistance to obtain job search assistance, career guidance, labor
market information, etc., and can use MinnesotaWorks.net to search for jobs. One of the strategies
employed by Wagner Peyser that is marketed and offered to all citizens are onsite hiring events and
career fairs. These events have grown in popularity and will continue to be used as a vehicle to
connect all job seekers with employers.



D. DESCRIBE HOW THE STATE WILL USE W-P FUNDS TO SUPPORT Ul
CLAIMANTS, AND THE COMMUNICATION BETWEEN W-P AND UlI, AS
APPROPRIATE, INCLUDING THE FOLLOWING:

1. COORDINATION OF AND PROVISION OF LABOR EXCHANGE SERVICES FOR Ul
CLAIMANTS AS REQUIRED BY THE WAGNER-PEYSER ACT,

The Ul program strongly encourages all Ul applicants participants to register with the state’s labor
exchange system, MinnesotaWorks, and create a resume. Once registered, job seekers have
access to all of the online features such as searching for jobs and making their resume viewable by
employers registered in the system. As described in the previous Section, RESEA patrticipants, who
represent ALL Ul applicants who are not attached to a job, also receive information on Wagner-
Peyser services, information and referrals to eligibility-based programs (such as WIOA Dislocated
Worker), orientations to WFC services, and workshop enroliments.

Other unemployed individuals as well as universal customers have access to the same re-
employment services. Staff-assisted services such as job search workshops, assistance registering
with MinnesotaWorks, resume writing assistance, provision of labor market information, referral to
veteran services, and referral to education, training, and supportive services are offered to all job
seekers

2. REGISTRATION OF Ul CLAIMANTS WITH THE STATE'S EMPLOYMENT SERVICE
IF REQUIRED BY STATE LAW;

State law does not require Ul claimants to register with MinnesotaWorks, however Ul requires
registration for RESEA program participants. As described earlier, Wagner—Peyser staff attend every
RESEA workshop and provide follow up services with the intent of having every participant create a
viewable resume in MinnesotaWorks.

3. ADMINISTRATION OF THE WORK TEST FOR THE STATE UNEMPLOYMENT
COMPENSATION SYSTEM, INCLUDING MAKING ELIGIBILITY ASSESSMENTS (FOR
REFERRAL TO Ul ADJUDICATION, IF NEEDED), AND PROVIDING JOB FINDING
AND PLACEMENT SERVICES FOR Ul CLAIMANTS; AND

Wagner-Peyser staff in Minnesota are not involved in administration of the work test or making
eligibility assessments. The Ul program administers the work test and does all eligibility
assessments. Please refer to previous Sections for the description on how job finding and placement
services are provided to Ul applicants. As noted earlier, ALL Ul applicants who are not attached to a
job are required to attend a RESEA session, which means that all Ul applicants are receiving the
work test and getting an eligibility assessment..

4. PROVISION OF REFERRALS TO AND APPLICATION ASSISTANCE FOR
TRAINING AND EDUCATION PROGRAMS AND RESOURCES.

All Ul claimants who are not attached to employment are provided information about the availability
of training and education programs at the RESEA session. This includes an explanation of how the
Ul claimant, if eligible, can collect benefits and receive training. Customers who would like further
information about training are assisted either by Job Service staff to gain more information and
application assistance, or by program staff if the customer is eligible for a WIOA or state funded



program. This same information is provided to all other unemployed individuals and the universal
customer by either self-service (information provided at the WorkForce Center or online links to
training programs) or with staff assistance.



E. AGRICULTURAL OUTREACH PLAN (AOP). EACH STATE AGENCY MUST
DEVELOP AN AOP EVERY FOUR YEARS AS PART OF THE UNIFIED OR COMBINED
STATE PLAN REQUIRED UNDER SECTIONS 102 OR 103 OF WIOA. THE AOP MUST

INCLUDE--

1. ASSESSMENT OF NEED

Provide an assessment of the unique needs of farmworkers in the area based on past and projected
agricultural and farmworker activity in the State. Such needs may include but are not limited to:
employment, training, and housing.

The migrant farmworker stream in Minnesota continues to evolve with workers only wanting to assist
with seasonal crop production and returning home in the off-season. Employment opportunities
have shifted from actual field work to food processing, thus changing the dynamics that makes
employment more predictable based on the growth season. Workers are recruited prior to seasons,
as producers recruit in Texas. Farmworkers are less interested in staying in Minnesota for training,
due to family members elsewhere and climate reasons.

This is contributed to by the housing made available to migrant workers. This housing is dedicated to
contracted adult workers. Bringing entire families forces workers into year long leases which is
incompatible with the financial resources of the workers.

A. AN ASSESSMENT OF THE AGRICULTURAL ACTIVITY IN THE STATE MEANS: 1)

IDENTIFYING THE TOP FIVE LABOR-INTENSIVE CROPS, THE MONTHS OF HEAVY

ACTIVITY, AND THE GEOGRAPHIC AREA OF PRIME ACTIVITY; 2) SUMMARIZE THE
AGRICULTURAL EMPLOYERS’ NEEDS IN THE STATE (I.E. ARE THEY
PREDOMINANTLY HIRING LOCAL OR FOREIGN WORKERS, ARE THEY

EXPRESSING THAT THERE IS A SCARCITY IN THE AGRICULTURAL
WORKFORCE); AND 3) IDENTIFYING ANY ECONOMIC, NATURAL, OR OTHER
FACTORS THAT ARE AFFECTING AGRICULTURE IN THE STATE OR ANY
PROJECTED FACTORS THAT WILL AFFECT AGRICULTURE IN THE STATE.

Crop Area Dates

Vegetables South/Southeastern May—September
Sugar Beets Northwestern/Southwestern June—August
Potatoes Statewide September—November
Corn Central/Southern July—September
Soybeans Central/Southern June-July

Migrant labor participation was concentrated in the months specified, based on the growing or
harvesting of the particular crops. The use of mechanization and Roundup Ready chemicals in the
state has reduced the number of farm workers needed per acre in fieldwork. Many migrant farm
workers have continued to take advantage of other longer—term employment opportunities in
vegetable, meat and poultry processing companies. In addition, local worker shortages have also
contributed to the increasing interest of employers hiring migrant farm workers in dairy farms,
nurseries, landscaping and sod farms. Since some workers return to areas where they have
established relationships, they do not seek the services of the WorkForce Centers. Therefore, it is



difficult to provide an actual number of migrant farm workers in this state. The best guess would be
an estimate of 10,000 migrant farm workers residing in Minnesota during the peak season. The total
number of registered Migrant and Seasonal Farmworkers in the last full program year, PY14, was
2,435. This number is a significant increase due to best practices used by the Migrant Labor
outreach workers and the addition of a Migrant Labor Representative (MLR) outreach worker at the
Rochester WorkForce Center the MSFW information was captured in the Workforce One data
system. Our commitment to improve these numbers have included intensive training for the program
staff as to the eligibility definitions and criteria of the program. The reestablishment of employer
cooperation and collaboration. In the past, Minnesota has placed in the top 12 of the 20 states with
the highest impact of registered MSFWs. There are four WorkForce Centers with significant MSFW
activity in Minnesota. These WorkForce Centers each staff a bilingual Spanish/English MLR, all of
whom are bilingual/bicultural and also have farmworker backgrounds. Three of these MLRs are not
full-time outreach positions. The MLR staff, while performing outreach, make contacts, assist
MSFWs with registrations, job referrals and inform workers of employment services as well as other
resources available from all partners in the WorkForce Centers. They distribute bilingual materials
that describe these services and also provide the names and addresses of contact persons. The
information is important and sometimes crucial to MSFWs, whether they are seeking agricultural or
non-agricultural employment. This is consistent with our commitment to universal access to labor
exchange services and the requirement to ensure that all job seekers with LEP and/or little or no
knowledge in using computer—based labor exchange services will be provided with services. Other
partner agencies are advised they may want to review their written correspondence to ensure they
are meeting the needs of LEP customers. For example, English language forms or general business
letters are sent to LEP customers explaining the appeals process and numerous processes within
the agency. LEP customers often lose their benefits because they do not understand nor respond to
the information they receive. They may be unfamiliar with timeframes for filing, the appeals process
or deadlines for applications. Many times these customer will have to reapply for a benefit or start
over with the process, which can cost time and decrease the amount of benefits. Therefore, it is
imperative that LEP customers be identified in the registration process and correspondence written
in their language whenever possible. The MLRs will contact farm workers at their work sites, living
areas and gathering places. The MLRs collaborate with social service agencies, migrant education
centers, health service centers, community agencies, migrant Head Start, migrant legal services and
other migrant service providers to enable them to provide outreach and locate farm workers that are
missed through WorkForce Center outreach efforts. The cooperative arrangements with these
agencies are based on long—standing verbal agreements. Minnesota has a Memorandum of
Understanding with Motivation, Education and Training, Inc. (MET) the NFJP grantee. The working
relationships among agencies have been excellent. The MLRs are expected to contact a minimum of
five farm workers per day on their outreach days. At the rate of 121 outreach days from four offices,
the number of contacts in PY14 was 2,216. The expected new for PY15 will be 3,500. Much of the
outreach activity is concentrated in the summer and early fall months, when MSFW activity is at its
peak. The MLRs participated in the annual Pre—Season Training in May 2015. The emphasis of the
training included outreach efforts, coordination with other agencies, the Complaint Process and
protections afforded to MSFWs by state and federal laws. The training is planned and facilitated by
the state monitor advocate. The second part of the training included an orientation on the WF1
system components and the integration of the MSFW Program within WF1. MET staff was also
invited and participated in this training. The MET staff will work in partnership with the MLR staff to
deliver services to MSFWSs. The significant local offices also develop a yearly outreach plan which, in
part, describes the coordination and referral system with other local community MSFW service
providers and partners. This includes conducting employer visits and making contacts for job
development and assessment of the needs of both MSFWs and employers. These plans will be
monitored by the state Monitor Advocate as part of the review process to ensure that MSFWs have
full access to all WorkForce Center services. Outreach staff also contact agricultural employers,



providing them with information about the services of partners in the WorkForce Centers and the
availability of farm workers and the special services provided to them. We have updated our
informational pamphlets directed to agricultural and non—agricultural employers. There were 2,880
agricultural job openings received in PY14. There were no interstate clearance orders received. The
WF1 system is not set up to or able to accept out of state job orders. Information available on
computerized job systems appears to be making clearance orders obsolete. Employers in search of
workers contact the local offices and job orders are received and entered in MinnesotaWorks.net,
our online state labor exchange system. Local staff provide service to employers by searching for
candidates who match the employers’ job categories and other requirements of the positions. This
routine screening procedure can alert staff to opportunities that meet the preferences of many
migrant workers. In addition, the outreach staff is acquainted with employers in their prospective
areas who repeatedly hire MSFWSs. Domestic referrals are made to H2—A employers. Migrant labor
representatives make contact with as many agricultural employers as possible to provide them
information on:

. Listing their agricultural job orders with WorkForce Centers

. Interstate and intrastate clearance orders

. Federal and state compliance regulations

. The availability of presentations by compliance agencies to growers associations, and
. other affected groups and organizations

. Field and quality assessments

. Mediation/interpreter services

. Liaison between migrant service providers and employer

The State Monitor Advocate (SMA) visits communities with substantial MSFW activity to meet with
employers, review their needs and determine the effectiveness of the WorkForce Center services
provided. This opportunity is taken to provide information to employers, discussing such issues as
how to meet the housing needs of farm workers. An additional tool for promoting labor exchange
services is the mn.gov/deed website which contains information of particular importance to
agricultural employers. Minnesota met 5 of 5 Equity Ratio Indicators in fourth quarter of PY14,
including:

1 Referred to Employment

2 Received Staff Assisted Services
3. Referred to Support Services

4 Career Guidance,

5 Job Development Contacts

Minnesota met 4 of the 7 (Minimum Service Level) equity indicators in the fourth quarter of PY10,
including:

1. Reviews of significant offices

2. Field checks conducted

3. Timely processing of ES complaints
4, Outreach contacts per staff day

Minnesota is on track to meet the same numerical goals for PY14 and will achieve additional
Minimum Service Level equity indicators for PY15. Additional emphasis will be placed on outreach
contacts. Outreach was performed throughout the peak MSFW farm worker season. The MLRs
commendable commitment to outreach has succeeded in increasing the number to 18 contacts per



outreach day in PY14. There were no clearance orders or required field checks in PY14. Although,
with an increasing number of H2—A employers and domestic referrals, field checks will be conducted
in the coming season. All of the significant offices will be reviewed again this program year.
Minnesota WorkForce Centers will offer the same full range of programs and services to farm
workers that are provided to non—farm workers. Services will be actively promoted to farm workers
as described above under the outreach plan. Our demand driven philosophy includes the concept
that employment services are available to both the employers and job seekers to assist in making
the connection of the two parties through a common language and understanding of jobs that are in
high demand. In a primarily agricultural area, agribusiness is a cornerstone of employment.
Occupations in this industry include agricultural research, sales and farming. Minnesota has a full-
time MSFW monitor advocate. The State Monitor Advocate and the Migrant Labor Representatives
maintain close contact with the following organizations in the interest of providing effective service to
their customers:

. Red River Valley Sugar Beet Growers Association
. Southern Minnesota Regional Legal Services

. Motivation Education and Training Inc.

. Migrant Health Services, Inc.

. Tri—Valley Opportunity Council

Feedback on the Agricultural Services plan has been solicited from the above organizations. We are
awaiting responses for PY15. The four MLRs are expected to contact a minimum of 5 farmworkers
per day on their outreach days. In PY14: The number of 2,216 contacts were conducted in 121 staff
days this indicates that there was 18 contacts per staff outreach day. The rate of 203 contacts by
cooperating agencies. The number of expected contacts in the new PY15 will be 3,500. Much of the
outreach activity is concentrated in the summer and early fall months, when MSFW activity is at its
peak. Most of the workers are migrant food processors that are recruited and contracted in Texas by
employers. They arrive to work in three 8-14 hour shifts during the season. Minnesota met 5of 5
Equity Ratio Indicators in fourth quarter of PY14. Minnesota met 4 of the 7 (Minimum Service Level)
equity indicators in the fourth quarter of PY14. Outreach was performed during the peak MSFW farm
worker season. The MLRS made 18 contacts per outreach day (PY14).



B. AN ASSESSMENT OF THE UNIQUE NEEDS OF FARMWORKERS MEANS
SUMMARIZING MIGRANT AND SEASONAL FARM WORKER (MSFW)
CHARACTERISTICS (INCLUDING IF THEY ARE PREDOMINANTLY FROM CERTAIN
COUNTRIES, WHAT LANGUAGE(S) THEY SPEAK, THE APPROXIMATE NUMBER OF
MSFWS IN THE STATE DURING PEAK SEASON AND DURING LOW SEASON, AND
WHETHER THEY TEND TO BE MIGRANT, SEASONAL, OR YEAR-ROUND
FARMWORKERS). THIS INFORMATION MUST TAKE INTO ACCOUNT DATA
SUPPLIED BY WIOA SECTION 167 NATIONAL FARMWORKER JOBS PROGRAM
(NFJP) GRANTEES, OTHER MSFW ORGANIZATIONS, EMPLOYER
ORGANIZATIONS, AND STATE AND/OR FEDERAL AGENCY DATA SOURCES SUCH
AS THE U.S. DEPARTMENT OF AGRICULTURE AND THE U.S. DEPARTMENT OF
LABOR (DOL) EMPLOYMENT AND TRAINING ADMINISTRATION.

A. Minnesota has 81,000 farms totaling nearly 27 million acres of the state’s 54 million acres. The
average farm size is 332 acres. Minnesota’s growing season varies depending on where you are in
the state: 100 days in the north to 150 days in the south. The Agricultural and Food Industry is the
2nd largest employer in Minnesota with (2/3) two-thirds of all agricultural jobs are off-farm, in
processing, distribution, supply and service sectors. Minnesota is a top producer of frozen and
canned vegetables. Corn is the state’s most valuable crop followed by soybeans. Minnesota’s
leading fruit crop are apples. Minnesota leads the nation in producing sugarbeets, turkeys, oats, and
sweet corn and green peas for processing. The state is second only to California in wild rice
production. Minnesota is unique in the production of wild rice with it being cultivated paddy wild rice
and traditional Native American hand harvested wild rice. The state is also a major producer of
spring wheat, canola, hogs, dry beans and milk cows.

Minnesota is a leading state in annual farm income. It ranks at 5 among the states, generating about
4% of the nation’s total agricultural receipts. In terms of revenue generated Minnesota’s top five
agricultural products are corn for grain, hogs, soybeans, dairy products, and cattle and calves.
Livestock and livestock products account for about half of the state’s farm income. The most
valuable livestock products are hogs, accounting for 18% of the state’s total agricultural revenues.

Key crops include sugarbeets in northwestern and southeastern Minnesota, June through
September; vegetables in southeastern Minnesota, July-October; potatoes, statewide in August-
October; Corn in central and southern Minnesota in July-September; Soybeans in central and
southern Minnesota in June-August; apples in southeastern and metro in July-September

Migrant labor participation is concentrated in the months between May-October based on the
growing or harvesting of the particular crops. The use of mechanization and Roundup Ready
chemicals in the state has greatly reduced the number of farm workers needed in fieldwork. Many
farm workers have continued to take advantage of other longer-term employment opportunities in
vegetable, meat and poultry processing companies. The turkey processing companies employ 3,900
workers year round, the poultry companies employ 6,300 workers. (MN Dept. of Agriculture).

In addition, local worker shortages have contributed to the increasing interest of employers hiring
migrant and seasonal farm workers in dairy farms, nurseries, landscaping and sod farms. Since
some workers return seasonally to areas where they have established employer relationships, they
do not seek the services of the local one-stop WorkForce Centers (WFC). Therefore, it is difficult to
provide an actual number of migrant farm workers in this state. The best estimate of 15,000 to
20,000 migrant and seasonal farm workers residing in Minnesota during the peak season (May-
October) with most being recruited and contracted at their permanent home base, for hire by the



Food Processing and the Turkey & Poultry company recruiters/contractors. These employers offer
on-site housing to the hired workers. The farmworkers working in Minnesota are primarily employed
by the Food Processing companies (migrant food processors). The Food Processing companies
including SENECA/Green Giant, and Lakeside Foods recruit the workers in Texas every spring. The
migrant food processing workers arrive to the work sites in in Rochester, Montgomery, Glencoe and
Blue Earth, and Brooten, Owatonna, and Plainview, MN.

2. OUTREACH ACTIVITIES

The local offices outreach activities must be designed to meet the needs of MSFWSs in the State and
to locate and contact MSFWs who are not being reached through normal intake activities. Describe
the State agency's proposed strategies for:

A. CONTACTING FARMWORKERS WHO ARE NOT BEING REACHED BY THE
NORMAL INTAKE ACTIVITIES CONDUCTED BY THE EMPLOYMENT SERVICE
OFFICES.

When the Migrant Labor Representative is conducting outreach, the MSFW Program (bilingual)
Resource Guide provides local staff and agency contact information to the MSFWs. The information
is important and sometimes crucial to MSFWs, whether they are seeking agricultural or non-
agricultural employment and services. The MLRs post contact information with local businesses and
agencies that are frequented by the MSFWSs. In addition to the types of employment services
available, this includes tear-off tabs with their names and phone numbers. These postings are
written in English and Spanish. This is consistent with our commitment to universal access to labor
exchange services and the requirement to ensure that all job seekers with LEP and/or little or no
computer knowledge or access to computer-based labor exchange services will be still be provided
services and assistance. Much of the outreach activity is concentrated in the summer and fall
months, when MSFW activity is at its peak. The majority of the workers that the outreach staff make
contact with are migrant food processors that are recruited and contracted in Texas by employers.
They arrive to work in three 8 to 14 hour shifts during (June- end of Sept.) the peak season.Each
WorkForce Center offers a variety of workshops to help with your job search and career planning.
Examples of workshops include: ¢ Interviewing skills « Networking ¢ Internet job searches ¢
Completing job applications « Resumes and cover letters There are four one-stop WorkForce
Centers with significant MSFW activity in Minnesota. These WorkForce Centers include a bilingual
Spanish/English MLR, all of whom are bilingual / bicultural, have farmworker backgrounds and a
strong commitment to their work. The MLR outreach staff perform outreach activities during the peak
time of the season including scheduling and coordinating outreach efforts with the other service
providers. The outreach staff provide the farmworkers and employers with information,
presentations, and handouts related to employment rights and protections, job referrals and job
search services. The majority of MSFWSs encountered by the MLRs and other service providers
(Migrant Health, Legal Services, NFJP) indicated that they are limited-English (LEP) or non-English
speakers. The outreach staff assist MSFWs with translation, program registrations, the
Unemployment compensation application process if needed, and provide and inform workers of all
employment services to those who qualify. The staff provides informational resource guides that
include eligibility information for all agency partners, and local community resources. Services will be
actively promoted to farm workers as described above under the local outreach plan.

The outreach staff in the four significant local offices develop a yearly outreach plan which, in part,
describes the coordination and referral system with other local community MSFW service providers
and partners. This includes setting goals and objectives on employer and worker contacts,



registration number of workers, job referrals and following- up on referrals to record results,
increasing the number of employer visits and making contacts for job development and making
assessments of the needs of farmworkers and employers. These plans are monitored by the State
Monitor Advocate (SMA) as part of the office review process to ensure that MSFWs and employers
have full access to all WorkForce Center services.

A minimum of 5 contacts per outreach day is required to meet USDOL compliance. In PY15: 2,097
contacts were conducted in 172 staff outreach days which indicates 13 contacts per staff outreach
day. The rate of 203 contacts was achieved by other cooperating agencies. The proposed number of
contacts in the new PY16-20 will be 2,500 annually. The number of field checks conducted in PY16-
20 will increase as we refer and place domestic job seekers in H-2A jobs.

The total number of registered Migrant and Seasonal Farmworkers in the last full program year,
PY14 was 2,435. This number represents a significant increase due to outreach best practices used
by the Migrant Labor outreach workers, and the addition of a Migrant Labor Representative (MLR)
located at the Rochester one-stop Workforce Center. Our commitment to improve these numbers
have included intensive training for the program staff as to the eligibility definitions and criteria of all
the programs. The reestablishment of local area employer cooperation and collaboration, has
improved significantly with the involvement of the statewide Business Services Representatives
There are 48 one-stop Workforce Centers throughout Minnesota. The Workforce Center programs
are targeted to dislocated workers, low-income adults, disadvantaged youth, welfare-to-work
participants, Veterans and low-income seniors. However, any person who lives in Minnesota can
use their services. The centers offer many different classes and workshops. "New Leaf" is a
workshop designed for job seekers who must address a criminal record in their job search. "Career
Exploration” is a workshop that allows participants to take several assessments to find matching
career options. In "Networking Groups," job seekers discuss networking, job search techniques, job
interviewing and other related topics. The centers also have services geared specifically for
veterans, including veterans networking groups, job clubs and reintegration training.

B. PROVIDING TECHNICAL ASSISTANCE TO OUTREACH WORKERS. TECHNICAL
ASSISTANCE MUST INCLUDE TRAININGS, CONFERENCES, ADDITIONAL
RESOURCES, AND INCREASED COLLABORATION WITH OTHER ORGANIZATIONS
ON TOPICS SUCH AS ONE-STOP CENTER SERVICES (I.E. AVAILABILITY OF
REFERRALS TO TRAINING, SUPPORTIVE SERVICES, AND CAREER SERVICES, AS
WELL AS SPECIFIC EMPLOYMENT OPPORTUNITIES), THE EMPLOYMENT
SERVICE COMPLAINT SYSTEM, INFORMATION ON THE OTHER ORGANIZATIONS
SERVING MSFWS IN THE AREA, AND A BASIC SUMMARY OF FARMWORKER
RIGHTS, INCLUDING THEIR RIGHTS WITH RESPECT TO THE TERMS AND
CONDITIONS OF EMPLOYMENT.

Minnesota has a year round part-time monitor advocate and four Migrant Labor Representatives
(MLRs) who provide technical assistance.

The SMA provides training for the outreach workers (MLRs) includes an orientation on the WF1
(MIS) system components and the integration of the MSFW Program within WF1 to effectively and
efficiently ensure the documentation of the full range of employment, career and training services
provided to the farmworkers. In addition to the outreach duties the MLRs staff also have
responsibilities as experienced Job Counselors/Employment Reps., during the off- season winter
months. Minnesota annually holds a collaborative statewide Job Counselor Conference for the
Department of Human Services, Department of Employment and Economic Development, partner



agencies, and community and non-profit organizations. MLRs attend an annual statewide Job
Counselor conference where the emphasis of the training includes outreach best practices, team
coordination with other agencies, complaint process for workers, information on core programs
including Vocational Rehabilitation, Veterans, Unemployment Insurance, rights and protections
afforded to MSFWs by state and federal laws. They also receive updated training on customer
services, workshops on Dislocated Workers programs, Employer services, SNAP, MFIP, Job Fairs,
and WIOA compliance.

The MLR staff are invited to and do present at company’s Employee Orientations for the migrant
food processors, facilitated by the food processing companies.

Assisting MSFWs with the Employment Service Complaint Process and the Unemployment
Compensation application process is a critical role of the MLR as the farmworkers may be unfamiliar
with timeframes for filing, the appeals process or deadlines for applications. The majority of these
farmworkers are limited English speakers, and most are also illiterate, the wages earned here is their
total yearly earnings. LEP customers often lose their benefits because they do not understand nor
respond to the information they receive. They are not aware to request that correspondence
regarding services be written in their language. Many times these customer will have to reapply for a
benefit/service or start over with the process, which can cost time and decrease the amount of
benefits. Therefore, it is imperative that the MLRs identify the LEP workers in the registration
process and inform them of their options for assistance including Language Line availability and
translator assistance.

C. INCREASING OUTREACH WORKER TRAINING AND AWARENESS ACROSS
CORE PROGRAMS INCLUDING THE UNEMPLOYMENT INSURANCE (Ul) PROGRAM
AND THE TRAINING ON IDENTIFICATION OF Ul ELIGIBILITY ISSUES.

The MSFW Program (bilingual) Resource Guide provides staff and agency contact information. The
information is important and sometimes crucial to MSFWSs, whether they are seeking agricultural or
non-agricultural employment. The MLRs post contact information with local businesses and
agencies that are frequented by the MSFWSs. In addition to the types of employment services
available, this includes tear-off tabs with their names and phone numbers. These postings are
written in English and Spanish. This is consistent with our commitment to universal access to labor
exchange services and the requirement to ensure that all job seekers with LEP and/or little or no
computer knowledge or access to computer-based labor exchange services will be still be provided
services and assistance.

Our demand driven philosophy includes the concept that employment services are available to both
the employers and job seekers to assist in making the connection of the two parties through a
common language and understanding of jobs that are in high demand. In a primarily agricultural
area, agribusiness is a cornerstone of employment. Occupations in this industry include agricultural
research, sales and farming.

The MLR staff also have responsibilities as experienced Job Counselors/Employment Reps., during
the off- season winter months. Minnesota annually holds a collaborative statewide Job Counselor
Conference for the Department of Human Services, Department of Employment and Economic
Development, partner agencies, and community and non-profit organizations. MLRs attend the
conference where the emphasis of the training includes outreach best practices, team coordination
with other agencies, complaint process for workers, sharing of information on core programs
including Vocational Rehabilitation, Veterans, Unemployment Insurance, rights and protections



afforded to MSFWs by state and federal laws. They also receive updated training on customer
services, workshops on Dislocated Workers programs, Employer services, SNAP, MFIP, Job Fairs,
and WIOA compliance.

D. PROVIDING STATE MERIT STAFF OUTREACH WORKERS PROFESSIONAL
DEVELOPMENT ACTIVITIES TO ENSURE THEY ARE ABLE TO PROVIDE HIGH
QUALITY SERVICES TO BOTH JOBSEEKERS AND EMPLOYERS.

To ensure that MLR staff provides professional, high quality services to employers and jobseekers.
The SMA provides technical assistance and support to the outreach staff on outreach for the
MSFWs and related functions, including Pre-Season Trainings on topics related to the MSFW
program including Complaint Process, MIC, state and federal regulations affecting the MSFW
customer. Onsite reviews of local services provided to MSFWs. The SMA and staff train local staff
and provide technical assistance to enhance services to MSFWs (e.g., conducting workshops in
Spanish, introducing migrants and other customers to office technology, and offering translation
assistance within local communities). Additionally, the SMA performs the following required
activities: « Conducts annual State-level reviews of one-stop centers and career center services and
protections provided to MSFWs « Consults with State and local staff to ensure accurate reporting of
MSFW-related information « Compiles and reports on all statistical and other MSFW-related data
reported by agricultural offices quarterly « Reviews proposed State directives, manuals, and
operating instructions that pertain to MSFWSs ¢ Participates in federal monitoring reviews ¢ Prepares
an annual summary report of statewide services

The outreach workers (MLRs) participate in the annual Pre and Post Season MSFW Program
training, which is developed and facilitated by the State Monitor Advocate (SMA). The emphasis of
the training include outreach efforts, coordination with other agencies, the Complaint Process and
the rights and protections afforded to MSFWs by state and federal laws. The SMA Complaint Poster
and the AWPA/MSPA posters are in all of the WFCs and migrant camps. The NFJP, Motivation,
Education and Training (MET, Inc.) staff is always invited to attend and present at the annual
trainings. The MET staff work in partnership and collaboration with the outreach staff to deliver
services and community information and resources to MSFWs and employers.

The training also includes information on services and training provided by the local Workforce
Centers and all agency partners. Enforcement agencies are also invited to attend and present at the
post season training, including; Wage and Hour, OSHA, Labor & Industry, Human Rights, Legal
Services, Dept. of Transportation, and EEOC. The information presented and obtained from these
agencies is vital and important when providing agency referrals to the farmworkers.

Information regarding the Complaint system including current forms and procedures, and the rights
and protections afforded to MSFWs by state and federal laws, and the mandated posters are
provided at the MLR training. Assisting MSFWs with the Employment Service Complaint Process
and the Unemployment Compensation application process is a critical role of the MLR as the
farmworkers may be unfamiliar with timeframes for filing, the appeals process or deadlines for
applications. The majority of these farmworkers are limited English speakers, and most are also
illiterate, the wages earned here is their total yearly earnings. LEP customers often lose their
benefits because they do not understand nor respond to the information they receive. They are not
aware to request that correspondence regarding services be written in their language. Many times
these customer will have to reapply for a benefit/service or start over with the process, which can
cost time and decrease the amount of benefits. Therefore, it is imperative that the MLRs identify the



LEP workers in the registration process and inform them of their options for assistance including
Language Line availability and translator assistance.

The second part of the training includes an orientation on the WF1 (MIS) system components and
the integration of the MSFW Program within WF1 to effectively and efficiently ensure the
documentation of the full range of employment, career and training services provided to the
farmworkers

Minnesota annually holds a collaborative statewide Job Counselor Conference for the Department of
Human Services, Department of Employment and Economic Development, partner agencies, and
community and non-profit organizations. MLRs attend the conference where the emphasis of the
training includes outreach best practices, team coordination with other agencies, complaint process
for workers, sharing of information on core programs including Vocational Rehabilitation, Veterans,
Unemployment Insurance, rights and protections afforded to MSFWs by state and federal laws. They
also receive updated training on customer services, workshops on Dislocated Workers programs,
Employer services, SNAP, MFIP, Job Fairs, and WIOA compliance.

Training and development for the SMA is through her attendance and presentations at the annual
DOL ETA National State and Regional Monitor Advocate Conference training. The SMA also attends
the Regional Round-Table Meetings held for the Region V SMAs, also patrticipates in the SMA
conference calls. In addition the SMA is also the Foreign Labor Certification Coordinator (SWA) for
the H-2A and H-2B Programs. The SWA participates in the monthly OFLC /CNPC SWA conference
calls.

E. COORDINATING OUTREACH EFFORTS WITH NFJP GRANTEES AS WELL AS
WITH PUBLIC AND PRIVATE COMMUNITY SERVICE AGENCIES AND MSFW
GROUPS.

Minnesota has a Memorandum of Understanding with Motivation, Education and Training, Inc.
(MET) the NFJP grantee since 1997. The collaboration includes team outreach days to the
farmworker camps, and Informational meetings held for the workers. The NFJP staff is invited to
attend and present at the SMA pre-season training.

The following data is derived from the NFJP database of MET, Inc., who is an NFJP grantee for the
state of Minnesota. The NFJP services and referrals were provided to farmworkers across a large
area stretching from the counties of Kandiyohi, Brown, Blue Earth, Waseca, Steele and Olmsted in
the southern half of the state. NFJP services were also provided in the western counties of Clay and
Wilken. « PY 2014 (7/1/2014 to 6/30/2015), co-enrollments with Minnesota Department of
Employment and Economic Development (DEED) reached 135 farmworkers and in PY2015, co-
enroliments increased to 176 farmworkers. « Over the two year period (7/1/2014 to 6/30/2016),
approximately 50% of the NFJP participants were migrant farmworkers. Ethnicity was reported to be
80% Hispanic with as many as 64% born in the United States. « Total individuals and households
members served amounted to 1,700 over the 2 year period with an average household size of 3.5
individuals. ¢ In the past the NFJP has been a co-located partner in the WFCs, at the present time
they are not on site. However, this does not diminish the working relationship collaboration and
cooperation between the WFC and NFJP outreach staff. The outreach staff in the four significant
local offices develop a yearly outreach plan which, in part, describes the coordination and referral
system with other local community MSFW service providers and partners. This includes setting
goals and objectives on employer and worker contacts, registration number of workers, job referrals
and following- up on referrals to record results, increasing the number of employer visits and making



contacts for job development and making assessments of the needs of farmworkers and employers.
These plans are monitored by the State Monitor Advocate (SMA) as part of the office review process
to ensure that MSFWs and employers have full access to all WorkForce Center services.

3. SERVICES PROVIDED TO FARMWORKERS AND AGRICULTURAL EMPLOYERS
THROUGH THE ONE-STOP DELIVERY SYSTEM.

Describe the State agency's proposed strategies for:

(A) PROVIDING THE FULL RANGE OF EMPLOYMENT AND TRAINING SERVICES TO
THE AGRICULTURAL COMMUNITY, BOTH FARMWORKERS AND AGRICULTURAL
EMPLOYERS, THROUGH THE ONE-STOP DELIVERY SYSTEM. THIS INCLUDES:

l. HOW CAREER AND TRAINING SERVICES REQUIRED UNDER WIOA TITLE |
WILL BE PROVIDED TO MSFWS THROUGH THE ONE-STOP CENTERS;
. HOW THE STATE SERVES AGRICULTURAL EMPLOYERS AND HOW IT
INTENDS TO IMPROVE SUCH SERVICES.

The MSFW Program (bilingual) Resource Guide provides staff and agency contact information. The
information is important and sometimes crucial to MSFWSs, whether they are seeking agricultural or
non-agricultural employment. The MLRs post contact information with local businesses and
agencies that are frequented by the MSFWSs. In addition to the types of employment services
available, this includes tear-off tabs with their names and phone numbers. These postings are
written in English and Spanish. This is consistent with our commitment to universal access to labor
exchange services and the requirement to ensure that all job seekers with LEP and/or little or no
computer knowledge or access to computer-based labor exchange services will be still be provided
services and assistance. There are 48 one-stop Workforce Centers throughout Minnesota. The
Workforce Center programs are targeted to dislocated workers, low-income adults, disadvantaged
youth, welfare-to-work participants, Veterans and low-income seniors. However, any person who
lives in Minnesota can use their services. The centers offer many different classes and workshops.
"New Leaf" is a workshop designed for job seekers who must address a criminal record in their job
search. "Career Exploration” is a workshop that allows participants to take several assessments to
find matching career options. In "Networking Groups," job seekers discuss networking, job search
techniques, job interviewing and other related topics. The centers also have services geared
specifically for veterans, including veterans networking groups, job clubs and reintegration training.
Workshops to help with job search and career planning. Examples of workshops include: «
Interviewing skills « Networking ¢ Internet job searches « Completing job applications « Resumes and
cover letters

The SMA and MLRs hold informational meetings twice per season at the camps to provide
information relevant to the MSFWs such as the Employment Service Complaint Process, the
Unemployment Compensation application process and the full range of employment services
available at the local one-stop centers. The meeting notice is posted in advance, and held in the
evening and or a weekend day, to accommodate shift work schedules. Other MSFW service
provider agencies attend and present regarding agency service eligibility, type of services and
benefits available. The meetings are well attended by the workers and their families and provide the
outreach workers an opportunity to exchange agency contact information with other agency staff.



The MLRs continue to contact farm workers at their work sites, living areas and gathering places.
The MLRs collaborate with advocacy groups including County Social Service agencies (SNAP),
Migrant Education centers, Health Service centers, local community agencies, Migrant Head Start,
Migrant Legal Services and other service providers to enable them to provide outreach and locate
farm workers that are missed through WorkForce Center outreach efforts. The cooperative referral
arrangements with these agencies are based on long-standing agreements. Minnesota has a
Memorandum of Understanding with Motivation, Education and Training, Inc. (MET) the NFJP
grantee.

Outreach staff also contact agricultural and non-agricultural employers, providing them with
information about the employment services available for employers such as posting jobs, viewing
resumes, hiring priority targeted populations, apprentice programs, WOTC, tax credit program and
local Job Fairs. We distribute informational pamphlets directed to agricultural and non-agricultural
employers that include contact information for the local Business Services Representatives. The
SMA visits communities with substantial farmworker activity to meet with workers, local agencies and
employers, to access their needs and determine the effectiveness of the WorkForce Center services.
Also, promoting to employers the labor exchange system services website which contains
information of particular importance to agricultural and non-ag-employers.

Agricultural and non-agricultural employers in the area are provided information on:

« Posting their job orders, Job Fairs, Apprenticeship programs e Interstate and intrastate clearance
orders, Job Fairs « Federal and state employment compliance regulations * The availability of
presentations by compliance agencies to growers associations, and other affected groups and
organizations ¢ Field and quality assessments « Mediation/interpreter services ¢ Liaison between
migrant service providers and employer

The State Monitor Advocate (SMA) visits communities with substantial MSFW activity to meet with
employers, to review and assess their needs and determine the effectiveness of the WorkForce
Center services provided. The SMA works with the MLR’s to promote the labor exchange system
and workforce system programs and services which contains information of particular importance to
agricultural and non-ag-employers.

(B) MARKETING THE EMPLOYMENT SERVICE COMPLAINT SYSTEM TO
FARMWORKERS AND OTHER FARMWORKER ADVOCACY GROUPS.

The MLRs continue to contact farm workers at their work sites, living areas and gathering places.
The MLRs collaborate with advocacy groups including County Social Service agencies (SNAP),
Migrant Education centers, Health Service centers, local community agencies, Migrant Head Start,
Migrant Legal Services and other service providers to enable them to provide outreach and locate
farm workers that are missed through WorkForce Center outreach efforts. The cooperative referral
arrangements with these agencies are based on long-standing agreements. Minnesota has a
Memorandum of Understanding with Motivation, Education and Training, Inc. (MET) the NFJP
grantee.

The SMA and MLRs hold informational meetings twice per season at the camps to provide
information relevant to the MSFWs such as the Employment Service Complaint Process, the
Unemployment Compensation application process and the full range of employment services
available at the local one-stop centers. The meeting notice is posted in advance, and held in the
evening and or a weekend day, to accommodate shift work schedules. Other MSFW service



provider agencies attend and present regarding agency service eligibility, type of services and
benefits available. The meetings are well attended by the workers and their families and provide the
outreach workers an opportunity to exchange agency contact information with other agency staff.

The MLRs play a significant role in assisting MSFWs with the Employment Service Complaint
Process and the Unemployment Compensation application process. They may be unfamiliar with
timeframes for filing, the appeals process or deadlines for applications. The majority of these
farmworkers are limited English speakers, and most are also illiterate, the wages earned here is for
the most part their total yearly earnings. LEP customers often lose their benefits because they do not
understand nor respond to the information they receive. They are not aware to request that
correspondence regarding services be written in their language. Many times these customer will
have to reapply for a benefit/service or start over with the process, which can cost time and
decrease the amount of benefits. Therefore, it is imperative that the MLRs identify these LEP
customers in the registration process and inform them of their options for assistance including
Language Line availability as well as translator assistance

The MSFW Program (bilingual) Resource Guide provides staff and agency contact information. The
information is important and sometimes crucial to MSFWSs, whether they are seeking agricultural or
non-agricultural employment. The MLRs post contact information with local businesses and
agencies that are frequented by the MSFWSs. In addition to the types of employment services
available, this includes tear-off tabs with their names and phone numbers. These postings are
written in English and Spanish. This is consistent with our commitment to universal access to labor
exchange services and the requirement to ensure that all job seekers with LEP and/or little or no
computer knowledge or access to computer-based labor exchange services will be still be provided
services and assistance.

(C) MARKETING THE AGRICULTURAL RECRUITMENT SYSTEM TO AGRICULTURAL
EMPLOYERS AND HOW IT INTENDS TO IMPROVE SUCH PUBLICITY.

Outreach staff contact agricultural and non-agricultural employers, providing them with information
about the employment services available for employers such as posting jobs, viewing resumes,
hiring priority targeted populations, apprentice programs, WOTC, tax credit program and local Job
Fairs. We distribute informational pamphlets on the MSFW program and resources (bilingual)
directed to Agricultural and non-agricultural employers that include contact information for the local
Business Services Representatives and local one-stop offices. The SMA visits communities with
substantial farmworker activity to meet with workers, local agencies and employers, to access their
needs and determine the effectiveness of the WorkForce Center services. Also, promoting to
employers is the labor exchange system services website which contains information of particular
importance to agricultural and non-ag-employers. Minnesota’s online labor exchange system is
called MinnesotaWorks.net

There were 2,880 agricultural job openings received in PY14. There were 109 interstate clearance
orders (PY2015) received. Qualified domestic workers are informed about the postings and referrals
are made to H2-A employers.

Employers create an employer account in Minnesotaworks.net, our online self-service labor
exchange system, and once approved, they may enter job postings. Employers in search of workers
may also contact the local offices staff for assistance in searching for candidates who match the
employers’ job categories and other requirements of the positions.



In addition, the outreach staff is acquainted with employers in their prospective areas who repeatedly
hire seasonal workers.

Agricultural and non-agricultural employers in the area are provided information on:

* Posting job orders, Job Fairs, industry events, work-based learning opportunities including
apprenticeships and other training programs ¢ Interstate and intrastate clearance orders, Job Fairs ¢
Federal and state employment compliance regulations * The availability of presentations by
compliance agencies to growers associations, and other related groups and organizations ¢ Field
and quality assessments ¢ Mediation/interpreter services ¢ Liaison between migrant service providers
and employers

4. OTHER REQUIREMENTS
(A) COLLABORATION

Describe any collaborative agreements the state workforce agency (SWA) has with other MSFW
service providers including NFJP grantees and other service providers. Describe how the SWA
intends to build upon/increase collaboration with existing partners and in establishing new partners
over the next four years (including any approximate timelines for establishing agreements or building
upon existing agreements).

The SMA and MLRs hold informational meetings twice per season at the camps to provide
information relevant to the MSFWs. Other MSFW service provider agencies attend and present
regarding agency service eligibility, type of services and benefits available. The meetings are well
attended by the workers and their families and provide the outreach workers an opportunity to
exchange agency contact information with other agency staff.

The MLRs continue to contact farm workers at their work sites, living areas and gathering places.
The MLRs collaborate with advocacy groups including County Social Service agencies (SNAP),
Migrant Education centers, Health Service centers, local community agencies, Migrant Head Start,
Migrant Legal Services and other service providers to enable them to provide outreach and locate
farm workers that are missed through WorkForce Center outreach efforts. The cooperative referral
arrangements with these agencies are based on long-standing agreements. Minnesota has a
Memorandum of Understanding with Motivation, Education and Training, Inc. (MET) the NFJP
grantee The outreach staff in the four significant local offices develop a yearly outreach plan which,
in part, describes the coordination and referral system with other local community MSFW service
providers and partners. This includes setting goals and objectives on employer and worker contacts,
registration number of workers, job referrals and following- up on referrals to record results,
increasing the number of employer visits and making contacts for job development and making
assessments of the needs of farmworkers and employers. These plans are monitored by the State
Monitor Advocate (SMA) as part of the office review process to ensure that MSFWs and employers
have full access to all WorkForce Center services.

The State Monitor Advocate and the Migrant Labor Representatives maintain close contact with the
following organizations in the interest of providing effective and inclusive service to their customers:

» Southern Minnesota Regional Legal Services ¢ Motivation Education and Training Inc. ¢« Migrant-
Community Health Services, Inc. « Tri-Valley Opportunity Council



(B) REVIEW AND PUBLIC COMMENT.

In developing the AOP, the SWA must solicit information and suggestions from NFJP grantees,
other appropriate MSFW groups, public agencies, agricultural employer organizations, and other
interested organizations. In addition, at least 45 calendar days before submitting its final AOP, the
SWA must provide a proposed plan to NFJP grantees, public agencies, agricultural employer
organizations, and other organizations expressing an interest and allow at least 30 days for review
and comment. The SWA must: 1) Consider any comments received in formulating its final proposed
AOP; 2) Inform all commenting parties in writing whether their comments have been incorporated
and, if not, the reasons therefore; and 3) Transmit the comments and recommendations received
and its responses with the submission of the AOP. The AOP must include a statement confirming
NFJP grantees, other appropriate MSFW groups, public agencies, agricultural employer
organizations and other interested employer organizations have been given an opportunity to
comment on the AOP. Include the list of organizations from which information and suggestions were
solicited, any comments received, and responses to those comments.

The AOP was posted and made available for public comment. The aforementioned advocacy groups
were notified and no comments were received.

(C) DATA ASSESSMENT.

Review the previous four years Wagner-Peyser data reports on performance. Note whether the
State has been meeting its goals to provide MSFWs quantitatively proportionate services as
compared to non-MSFWs. If it has not met these goals, explain why the State believes such goals
were not met and how the State intends to improve its provision of services in order to meet such
goals.

Minnesota has consistently met the 4 or 5 of the 5 (Equity Ratio Indicators) over the past 4 years.
The minimum of 4 of 7 (Minimum Service) have been met from PY2012-2015. We have also
surpassed the minimum of 5 contacts per outreach days, increasing from 8 to 15 contacts per
outreach staff day.

Minnesota met 5 of 5 Equity Ratio Indicators in fourth quarter of PY15, including:

1. Referred to Employment

2. Received Staff Assisted Services

3. Referred to Support Services

4. Career Guidance,

5. Job Development Contacts

Minnesota met 4 of the 7 (Minimum Service Level) equity indicators in the fourth quarter of

PY15, including:

1. Reviews of significant offices



2. Field checks conducted
3. Timely processing of ES complaints
4. Outreach contacts per staff day
(D) ASSESSMENT OF PROGRESS

The plan must include an explanation of what was achieved based on the previous AOP, what was
not achieved and an explanation as to why the State believes the goals were not achieved, and how
the State intends to remedy the gaps of achievement in the coming year.

As indicated above, Minnesota meet 5 0f 5 Equity Ratio Indicators in fourth quarter of PY15 and 4 of
7 Minimum Service Level equity indicators in the fourth quarter of PY15. We have surpassed the
minimum of 5 contacts per outreach day. Our plan is to continue to increase our efforts in every
aspect of our program requirements as we will strive to improve the number of MSFW registrations,
referrals to ESL/GED, referrals to job placements, and referrals for training. As we continue to work
in a collaborative manner with our partners it will led to an increased number of placements in jobs
and training for our customers. Outreach was performed throughout the peak MSFW farm worker
season concentrated in the summer and early fall months, The MLRs commitment to outreach has
succeeded in increasing the number to 18 contacts per outreach day in PY14. In PY15, average
number of contacts per outreach day is 13. Minnesota is on track to meet the same numerical goals
for PY16 and will achieve additional Minimum Service Level equity indicators for PY16.

In order to be in compliance, MLRs are expected to contact a minimum of 5 farmworkers per
outreach day. In PY15, the number of 2,097 contacts were conducted in 172 staff outreach days
indicating 13 contacts per staff outreach day. In addition, there were 249 contacts made by
cooperating partner agencies. The number of expected contacts in the PY16-PY20 will be in excess
of 3,500. Minnesota met 50f 5 Equity Ratio Indicators for PY15. Minnesota met 4 of the 7 (Minimum
Service Level) equity indicators for PY15

There were 217 agricultural clearance orders. Field checks were not required. With an increasing
number of H2-A employers and domestic referrals, we plan to conduct field checks in the coming
season. The 4 significant offices will be reviewed on an annual basis.

(E) STATE MONITOR ADVOCATE

The plan must contain a statement confirming the State Monitor Advocate has reviewed and
approved the AOP.

The SMA has patrticipated in the development and completion of the Agricultural Outreach Plan
(AOP.)



F. WAGNER-PEYSER ASSURANCES

The State Plan must include assurances that:

1. The Wagner-Peyser Employment Service is co-located with one-stop centers or a plan and
timeline has been developed to comply with this requirement within a reasonable amount of time.
(sec 121(e)(3)); Yes

2. The State agency is complying with the requirements under 20 CFR 653.111 (State agency
staffing requirements) if the State has significant MSFW one-stop centers; Yes

3. If a State Workforce Development Board, department, or agency administers State laws for
vocational rehabilitation of persons with disabilities, that board, department, or agency cooperates
with the agency that administers Wagner-Peyser services, Adult and Dislocated Worker programs
and Youth Programs under Title I; and  Yes

4. State agency merit-based public employees provide Wagner-Peyser Act-funded labor exchange
activities in accordance with Department of Labor regulations.  Yes



PROGRAM-SPECIFIC REQUIREMENTS FOR ADULT EDUCATION AND FAMILY
LITERACY ACT PROGRAMS

The State Plan must include a description of the following as it pertains to Adult Education and
Literacy programs under Title 1, the Adult Education and Family Literacy Act (AEFLA).



A. ALIGNING OF CONTENT STANDARDS

Describe how the eligible agency will, by July 1, 2016, align its content standards for adult education
with State-adopted challenging academic content standards, as adopted under section 1111(b)(1) of
the Elementary and Secondary Education Act of 1965, as amended (20 U.S.C. 6311(b)(1)).

The content standards for the Minnesota Adult Basic Education (ABE) system comprise three
components:

1. the federally—developed College and Career Readiness Standards (CCRS) for Adult Education
(https://lincs.ed.gov/publications/pdf/CCRStandardsAdultEd.pdf), which identify key English
Language Arts/Literacy, Math, and Foundational Reading Skills;

2. the Minnesota—developed Academic, Career and Employability Skills (ACES) Transitions
Integration Framework (TIF) (http://atlasabe.org/professional/transitions), which identifies key
professional or soft skills in the areas of Effective Communication, Learning Strategies, Critical
Thinking, Self-Management, Developing a Future Pathway, Navigating Systems; and

3. the Minnesota—developed Northstar Digital Literacy Standards (available at
www.digitalliteracyassessment.org), which identify key basic digital literacy skills needed to perform
tasks on computers and online.

The CCRS for Adult Education are drawn from the Common Core State Standards (CCSS) and the
Minnesota state—adopted K—12 standards for English Language Arts and Literacy align with the
CCSS. The current Minnesota state—adopted K—12 standards for Mathematics encompass some
content that is beyond the scope of the CCSS, but are largely aligned with the CCSS. Eligible
providers will be required to demonstrate that their curriculum, instruction, and assessment are
aligned to these MN ABE content standards and that their staff have been trained on the use of the
standards.

In order to ensure that all ABE practitioners are knowledgeable of the above listed standards and
understand how to use them effectively to guide instruction and programming, the Minnesota ABE
system will provide systematic professional development and other support to eligible providers
including:

a) face—to—face workshops and online trainings;

b) training modules based on the College and Career Readiness Standards—in—Action training tools
and processes;

¢) technical assistance to eligible providers focused on standards implementation;

d) support for local Professional Learning Communities (PLCs) focused on standards
implementation;

e) online standards resource libraries; and

f) support for the use of standards—aligned Open Educational Resources (OERS).



B. LOCAL ACTIVITIES

Describe how the State will, using the considerations specified in section 231(e) of WIOA, fund each
eligible provider to establish or operate programs that provide the adult education and literacy
activities, including programs that provide such activities concurrently. The Unified or Combined
State Plan must include at a minimum the scope, content, and organization of local activities.

ADULT EDUCATION AND LITERACY ACTIVITIES (SECTION 203 OF WIOA)

Adult education;

Literacy;

Workplace adult education and literacy activities;
Family literacy activities;

English language acquisition activities;
Integrated English literacy and civics education;
Workforce preparation activities; or

Integrated education and training that—

1. Provides adult education and literacty activities, concurrently and contextually with
both, workforce preparation activities, and workforce training for a specific occupation
or occupational cluster, and

2. s for the purpose of educational and career advancement.

Funding WIOA, Title Il: AEFLA Providers The Minnesota Department of Education (MDE) is the
State’s Eligible Agency for Adult Education and Literacy programs. MDE is responsible for
administering funds and providing program/performance oversight to grantees. Adult Education and
Literacy eligible providers approved under Workforce Investment Act of 1998 requirements will
continue to receive funding through June 30, 2017, as long as they adhere to state and federal grant
expectations, as measured through annual applications, financial reports, and program performance
reports. During grant year 2016-17, the Minnesota Department of Education will implement a new
competitive application process for all federal AEFLA funding that will determine what local providers
will be grantees starting July 1, 2017. The local AEFLA program grant process will rate responses to
the 13 considerations in Title Il of WIOA and include additional state ABE priorities and context. An
eligible local provider is an organization that has demonstrated effectiveness in providing adult
education activities to eligible individuals and may include: 1. A local education agency; 2.
Community—based or faith—based organization; 3. Volunteer literacy organization; 4. Institution of
higher education; 5. Public or private nonprofit agency; 6. Library; 7. Public housing authority; 8.
Nonprofit institution with the ability to provide adult education and literacy services; 9. Consortium or
coalition of agencies, organizations, institutions, libraries, or authorities described above; and 10. A
partnership between an employer and an entity described above.

The grant competition will be publicized in compliance with federal law, Minnesota state statute, and
Minnesota Department of Education policy in order to ensure that all eligible providers have direct
and equitable access to apply and compete for grants.

The Minnesota Department of Education will dedicate a minimum 82.5 percent of the state allocation
of federal AEFLA funding to grants to eligible providers. In addition, up to 12.5 percent of the state
allocation to Leadership Activities to provide support for activities such as: professional
development; volunteer recruitment and training; technology; serving students with disabilities;
distance learning and digital literacy; program quality support; assessment training; and career
pathway and other transitions—related collaborations.



The Minnesota Department of Education will use the considerations specified in section 231(e) of
WIOA and listed below as the criteria for selecting and funding eligible providers. As part of the RFP
process, agencies will be required to provide narrative detail describing how they will meet each
consideration.

1. Needs Assessment: The degree to which the provider is responsive to (A) regional needs as
identified in the local plan under section 108; and (B) serving individuals in the community who are
identified in such plan as most in need of adult education and literacy activities, including individuals
who have low levels of literacy skills and who are English language learners.

2. Individuals with Disabilities: The degree to which the provider is able to serve eligible individuals
with disabilities, including eligible individuals with learning disabilities.

3. Past Effectiveness: The degree to which the provider demonstrates past effectiveness in
improving the literacy of eligible individuals, to meet State—adjusted levels of performance for the
primary indicators of performance described in section 116, especially with respect to eligible
individuals who have low levels of literacy.

4. Alignment with One—stop Partners: The degree to which the eligible provider is responsive to, and
demonstrates alignment between, proposed activities and services and the strategy and goals of the
local plan under section 108 as well as the activities and services of the one—stop partners.

5. Intensity, Quality, and Instructional Practices: The degree to which the eligible provider's program
is of sufficient intensity and quality, and based on the most rigorous research available so that
participants achieve substantial learning gains; and uses instructional practices that include the
essential components of reading instruction.

6. Research Based Educational Practices: The degree to which the eligible provider’s activities
including reading, writing, speaking, mathematics, and English language acquisition instruction, are
based on the best practices derived from the most rigorous research available and appropriate,
including scientifically valid research and effective educational practice.

7. Effective Use of Technology: The degree to which the eligible provider's activities effectively use
technology, services, and delivery systems, including distance education in a manner sufficient to
increase the amount and quality of learning and how such technology, services, and systems lead to
improved performance.

8. Integrated Education and Training: The degree to which the eligible provider’s activities offer
learning in context, including through integrated education and training, so that an individual
acquires the skills needed to transition to and complete postsecondary education and training
programs, obtain and advance in employment leading to economic self—sufficiency, and to exercise
the rights and responsibilities of citizenship.

9. Quallified Staff: The degree to which the eligible provider's activities are delivered by well-trained
instructors, counselors, and administrators who meet any minimum qualifications established by the
state, where applicable, and who have access to high quality professional development, including
through electronic means.

10. Partnerships and Development of Career Pathways: The degree to which the eligible provider’s
activities coordinate with other available education, training, and social service resources in the



community, such as by establishing strong links with elementary schools and secondary schools,
postsecondary educational institutions, institutions of higher education, local workforce investment
boards, one—stop centers, job training programs, and social service agencies, business, industry,
labor organizations, community—based organizations, nonprofit organizations, and intermediaries, for
the development of career pathways.

11. Flexible Schedules and Coordination with Support Services: The degree to which the eligible
provider’'s activities offer flexible schedules and coordination with Federal, State, and local support
services (such as child care, transportation, mental health services, and career planning) that are
necessary to enable individuals, including individuals with disabilities or other special needs, to
attend and complete programs information management system that has the capacity to report
measurable participant outcomes (consistent with section 116) and to monitor program performance.

12. Information management system: The expectation will be that the eligible provider will use the
State—administered designated MIS for all grant-related data collection and reporting; and

13. English Language Acquisition and Civics Education: The degree to which the eligible provider
has a demonstrated need for additional English language acquisition programs and civics education
programs.

In addition to the above considerations, the grant application will require description of applicants:

* location, service area, the scope of the program, a description of the population to be served, fiscal
management procedures, and audit history;

* capacity to offer day, evening, and distance education programming;
* budget, as well as programmatic information regarding statutory requirements;

» coordination with other service providers to provide wrap—around services to participants (e.g. child
care, transportation); and

« a description of how the program will align activities to the Local Plan for WIOA providers and
supportive services.

Adult Basic Education Programming

The focus of adult education instruction in Minnesota will be the above noted content standards
contextualized to enhance readiness for employment, citizenship, postsecondary education and
training provided through comprehensive services that meet the diverse educational needs of
students. In accordance with federal regulation, eligible providers may receive adult education
funding for the delivery of any of the following adult education and literacy activities: adult education;
literacy; workplace adult education and literacy activities; family literacy activities; English language
and acquisition activities; integrated English literacy and civics education (IEL/Civics); workforce
preparation activities; or integrated education and training, which

a) provides adult education and literacy activities, concurrently and contextually with both, workforce
preparation activities, and workforce training for a specific occupation or occupational cluster, and



b) is for the purpose of educational and career advancement.

Eligible providers will be required to implement such activities in accordance with the following
federal definitions: Adult education means academic instruction and education services below the
postsecondary level that increase an individual’s ability to read, write, and speak in English and
perform mathematics or other activities necessary for the attainment of a secondary school diploma
or its recognized equivalent; transition to postsecondary education and training; and obtain
employment. Literacy means an individual’s ability to read, write, and speak in English, compute,
and solve problems, at levels of proficiency necessary to function on the job, in the family of the
individual, and in society. Workplace adult education and literacy activities means adult education
and literacy activities offered by an eligible provider in collaboration with an employer or employee
organization at a workplace or an off—site location that is designed to improve the productivity of the
workforce. Family literacy activities means activities that are of sufficient intensity and quality to
make sustainable improvements in the economic prospects for a family, and that better enable
parents or family members to support their children’s learning needs, and that integrate all of the
following activities:

A. Parent or family adult education and literacy activities that lead to readiness for postsecondary
education or training, career advancement, and economic self- sufficiency.

B. Interactive literacy activities between parents or family members and their children.

C. Training for parents or family members regarding how to be the primary teacher for their children
and full partners in the education of their children.

D. An age—appropriate education to prepare children for success in school and life experiences.

The Minnesota Department of Education will not use any funds made available under this title for
adult education and literacy activities for the purpose of supporting or providing programs, services,
or activities for individuals who are under the age of 16 and are enrolled or required to be enrolled in
secondary school under State law, except that the agency may use such funds for such purpose if
such programs, services, or activities are related to family literacy activities. In providing family
literacy activities under this title, the Minnesota Department of Education will attempt to coordinate
with programs and services that are not assisted under this title prior to using funds for adult
education and literacy activities under this title for activities other than activities for eligible
individuals.

English language acquisition program means a program of instruction designed to help eligible
individuals who are English language learners achieve competence in reading, writing, speaking,
and comprehension of the English language; and that leads to attainment of a secondary school
diploma or its recognized equivalent; and transition to post—secondary education and training; or
employment.

Integrated English literacy and civics education means education services provided to English
language learners who are adults, including professionals with degrees and credentials in their
native countries, that enables such adults to achieve competency in the English language and
acquire the basic and more advanced skills needed to function effectively as parents, workers, and
citizens in the United States. Such services shall include instruction in literacy and English language
acquisition and instruction on the rights and responsibilities of citizenship and civic participation, and
may include workforce training.



Workforce preparation activities means activities, programs, or services designed to help an
individual acquire a combination of basic academic skills, critical thinking skills, digital literacy skills,
and self-management skills, including competencies in utilizing resources, using information,
working with others, understanding systems, and obtaining skills necessary for successful transition
into and completion of post—secondary education or training, or employment.

Integrated education and training means a service approach that provides adult education and
literacy activities concurrently and contextually with workforce preparation activities, and workforce
training for a specific occupation or occupational cluster for the purpose of educational and career
advancement.

Federal funds may be used to increase the level of nonfederal funds that would be available in the
absence of federal funds, and, in no case, replace those nonfederal funds. Federal funds must not
be used for the purpose of supplanting, only for supplementing.

SPECIAL RULE

Each eligible agency awarding a grant or contract under this section shall not use any funds made
available under this title for adult education and literacy activities for the purpose of supporting or
providing programs, services, or activities for individuals who are under the age of 16 and are
enrolled or required to be enrolled in secondary school under State law, except that such agency
may use such funds for such purpose if such programs, services, or activities are related to family
literacy activities. In providing family literacy activities under this title, an eligible provider shall
attempt to coordinate with programs and services that are not assisted under this title prior to using
funds for adult education and literacy activities under this title for activities other than activities for
eligible individuals.



C. CORRECTIONS EDUCATION AND OTHER EDUCATION OF INSTITUTIONALIZED
INDIVIDUALS

Describe how the State will establish and operate programs under section 225 of WIOA for
corrections education and education of other institutionalized individuals, including how it will fund, in
accordance with the requirements of Title Il, subtitle C, any of the following academic programs for:

Adult education and literacy activities;

Special education, as determined by the eligible agency;

Secondary school credit;

Integrated education and training;

Career pathways;

Concurrent enrollment;

Peer tutoring; and

Transition to re-entry initiatives and other post release services with the goal of reducing
recidivism.
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Each eligible agency using funds provided under Programs for Corrections Education and Other
Institutionalized Individuals to carry out a program for criminal offenders within a correctional
institution must give priority to serving individuals who are likely to leave the correctional institution
within 5 years of participation in the program.

Correctional Institution Programs The Minnesota Department of Education will award funds to carry
out corrections education and education for other institutionalized individuals within correctional
institutions in accordance with the requirements of section 225. This will be done by competing the
state correctional prison facilities as a special population region and county correctional jails through
geographic competitions.

Each eligible provider that receives funds provided under section 225 to carry out a program for
criminal offenders within a correctional institution shall give priority to serving individuals who are
likely to leave the correctional institution within five years of participation in the program. Applicants
must describe in their grant application how they give priority to individuals most likely to leave the
correctional institution within five years of participation in the program.

Section 225(a) of WIOA states, “from funds made available under Section 222(a)(1) for a fiscal year,
each eligible agency shall carry out corrections education or education for other institutionalized
individuals. The funds described shall be used to provide: (1) Adult education and literacy services,
(2) Special education as determined by the eligible agency, (3) Secondary school credit, and (4)
Integrated education and training; (5) Career pathways; (6) Concurrent enrollment; (7) Peer tutoring;
and (8) Transition to re-entry initiatives and other post-release services with the goal of reducing
recidivism.

The Minnesota Department of Education will reserve no more than 20 percent of its federal grant
received under WIOA to provide programs for corrections education and education for other
institutionalized individuals as described in Section 225 and will use the same application process
being used for section 231 funds. A single applicant will be approved to provide services to
Minnesota’s Department of Corrections system. County corrections facilities as well as other



facilities such as state hospitals, rehabilitation centers, and limited retention facilities will be must be
addressed by applicants competing for the service area in which they are located.



D. INTEGRATED ENGLISH LITERACY AND CIVICS EDUCATION PROGRAM

1. DESCRIBE HOW THE STATE WILL ESTABLISH AND OPERATE INTEGRATED
ENGLISH LITERACY AND CIVICS EDUCATION PROGRAMS UNDER SECTION 243
OF WIOA, FOR ENGLISH LANGUAGE LEARNERS WHO ARE ADULTS, INCLUDING

PROFESSIONALS WITH DEGREES AND CREDENTIALS IN THEIR NATIVE
COUNTRIES.

The goals of IEL/Civics Education are to: (1) prepare adults who are English language learners for,
and place such adults in, unsubsidized employment in in-demand industries and occupations that
lead to economic self-sufficiency; and (2) integrate with the local workforce development system and
its functions to carry out the activities of the program.

IEL/Civics grant applications will identify the eligible service population as English language learners
who are adults, which may range from adults with no previous formal education to professionals with
degrees and credentials in their native countries. IEL/Civics providers awarded funds through WIOA
Section 243 will be encouraged to identify their target population.

All IEL/Civics grantees will be required to provide all four instructional components as outlined in
WIOA including: 1. English Literacy 2. Civics (defined as instructing on the rights and responsibilities
of citizenship and civic participation in the U.S.A.) 3. Workforce Preparation (operationalized in
Minnesota as the ACES Transitions Integration Framework that identifies key workforce preparation
skills in the areas of self-management, developing a future pathway, navigating systems, effective
communication, learning strategies, and critical thinking) 4. Work Training and Certification (including
Integrated Education and Training) Minnesota grantees will be required to address the College and
Career Ready Standards (CCRS), Minnesota’s Academic, Career and Employability Standards
(ACES) and North Star Digital Literacy Standards. In addition, grantees will be required to provide
English instruction contextualized to both civics content and occupational training with the
occupational training opportunities comprising both short-term certificate programs and well as more
extended career pathways.

All local IEL/Civics providers will need to articulate within their grant application a plan that outlines
how the provider will develop an instructional program that integrates all four essential IEL/Civics
instructional components. In addition, providers will be eligible for ongoing technical assistance and
be required to evaluate the effectiveness of their programming and report on outcomes, lessons
learned and best practices.

2. DESCRIBE HOW THE STATE WILL FUND, IN ACCORDANCE WITH THE
REQUIREMENTS OF TITLE Il, SUBTITLE C, INTEGRATED ENGLISH LITERACY AND
CIVICS EDUCATION SERVICES AND HOW THE FUNDS WILL BE USED FOR THOSE

SERVICES.

The Minnesota Department of Education will offer multi—-year grants through a competitive request—
for—proposal (RFP) process specifically for IEL/Civics Education grant funds. The application RFP
asks potential local providers to describe:

1) The programming they would implement and how it incorporates the four instructional
components;



2) How they would use the grant funds; and

3) Respond to the 13 considerations from Title 1l of WIOA. Each criterion in the application RFP
articulates a potential maximum score.

Eligible providers for IEL/Civics grants include local education agencies, community based
organizations (including faith—based organizations), volunteer literacy organizations, institutions of
higher education, public or private nonprofits, public housing authorities, libraries, and consortiums
of the above.

A fair and equitable process is followed to allow all eligible entities the opportunity to apply for the
IEL/Civics grant. The Minnesota Department of Education publishes all grant opportunities on its
website. IEL/Civics proposals are rated and scored by teams of reviewers approved by the
Minnesota Department of Education Grants Office.

The review process for selecting successful applicants includes formally scoring applications on their
responses to each of the 13 considerations of WIOA, the programming proposed and its alignment
to the four instructional components, and the articulated use of funds.

Successful applicants may receive up to $50,000 per site annually for their IEL/Civics program that
embeds the four instructional components as noted in WIOA through IEL/Civics: 1. English Literacy

2. Civics
3. Workforce Preparation

4. Work Training and Certification



E. STATE LEADERSHIP

1. DESCRIBE HOW THE STATE WILL USE THE FUNDS TO CARRY OUT THE
REQUIRED STATE LEADERSHIP ACTIVITIES UNDER SECTION 223 OF WIOA.

State Leadership The Minnesota Department of Education will use funds made available under
section 222(a)(2) to enhance the quality of programming in the adult education system. Not more
than 12.5 percent of the grant funds made available will be used to carry out State leadership
activities under section 223. Activities to be supported with federal leadership funds and extended
using Minnesota Adult Basic Education Supplemental Services funding (approximately $1.46 million)
include:

(A) The Minnesota Department of Education will work collaboratively with other core programs and
partner agencies to align and coordinate services for program participants. State—level policy and
planning bodies provide an opportunity for Minnesota’s ABE system and local programs to partner
with workforce development, human services, higher education and other key agencies. Leadership
funds will be used to build the capacity of grantees to coordinate and align services. Specific areas
of capacity building include intake/orientation, eligibility screening, and referral between partners,
and other joint mechanisms developed through agency partnerships. In addition, the development of
all components of career pathways will continue to be a priority with a focus on bridge programming
and integrated education and training.

(B) Minnesota supports a statewide ABE professional development (PD) advisory committee that
meets quarterly to identify key present and future PD needs, develop PD plans and resources,
identify and implement best practices in PD, and coordinate and align PD activities for an efficient
and effective PD system. This advisory committee has approximately 25 members, and includes
state ABE staff, PD providers and local ABE instructors and administrators. The Minnesota PD
system uses a data—driven planning process to identify PD needs and set priorities for each year.
The results of an annual statewide PD needs assessment of local providers, along with evaluation
data from previous PD efforts, research regarding best practices, and federal recommendations are
used to inform PD priorities and the design and delivery of PD activities. Professional development
activities are aligned to the MN ABE PD standards, which emphasize research—based features of
effective professional development — longer—term, job—embedded activities with opportunities for
collaborative participation and the application of new knowledge and skills. Both statewide and
regional opportunities are provided for adult educators to develop and share their knowledge and
skills in order to improve the quality of instruction delivered in local programs. These PD activities
include professional learning communities, study circles, statewide and regional conferences, online
courses, webinars, and others. Evaluation of PD outcomes, especially evidence of teacher change
and quality of implementation of new knowledge and skills, is integrated into every initiative to
ensure the effectiveness of PD activities. State leadership funds will be used to support professional
development activities that focus on a variety of areas of emphasis, including content standards
implementation, evidence—based reading instruction (EBRI), adult learning, research—based
instructional methodologies, volunteer training and management, effective program management,
integrated education and training, bridge programming, transition to postsecondary education, use of
technology, distance education, universal design, serving students with disabilities, and volunteer
training and recruitment. The MDE—-ABE office contracts for ABE professional development services
related to research—based literacy, numeracy, English language instruction, content standards, and
transitions. These PD activities include STAR training and technical assistance; EBRI study circles,
online courses, and resource dissemination; and the implementation of content standards. More
information regarding existing training provided may be viewed on the ATLAS (ABE Teaching and



Learning Advancement System) homepage: www.atlasabe.org. In addition, the MDE—ABE office
contracts to deliver professional development and technical assistance in the arena of serving adults
with disabilities and to maintain a disabilities website http://mn.abedisabilities.org. The disabilities
website has received considerable national attention and may be the leading model for adult
education related disabilities web information in the United States. The disabilities service provider
also provides training on using Universal Design for Learning principles and strategies to address
the varied needs of adult learners. All disability—related activities are consistent with and contribute
to implementation of Minnesota’s Olmstead plan. The MDE-ABE office contracts to provide
statewide services in the areas of volunteer tutor training, volunteer management, and client referral
services (a web—searchable Literacy Hotline and a phone hotline). The services are described in
detail at: www.mnliteracy.org.

(C) The Minnesota Department of Education will deliver technical assistance to eligible providers to
enhance program effectiveness, increase the ability of providers to meet established performance
standards, and fulfill obligations associated with being a one—stop partner. Specific areas of focus
will include:

(1) Increasing the capacity of instructors and programs to provide quality instruction in the areas of
reading, writing, speaking, mathematics, English language acquisition, and distance education via
implementation of professional development activities and associated technical assistance such as:
— STAR training and Evidence—Based Reading Instruction study circles;

— EBRI and writing online courses;

— Annual Language and Literacy Institute;

— Low-literacy Adult ESL Study Circles;

— Minnesota Numeracy Initiative (MNI) cohort training;

— Annual Math Institute;

— Distance learning professional development cohorts (DL 101 and DL 102);

— MN distance learning website;

— Distance Learning Basics online course;

— Online resource libraries in the areas of EBRI, STAR, writing, adult ESL, numeracy, writing,
content standards, transitions, content standards, and project—based learning

(2) Enabling providers to establish, build upon, or maintain effective relationships with other core
providers via training on referral systems, data sharing/reporting, integrating education with
occupational training, and transition strategies for post—secondary enroliment or employment.

(3) Using technology to improve program effectiveness through training and technical assistance
focused on preparing instructors and program administrators to identify and utilize technology to
enhance instruction, programming, and distance education.



MDE-ABE contracts to provide professional development in the area of technology through activities
such as face—to—face and online training. More information about current technology training can be
found at: https://mnliteracy.org/techservices.

MDE-ABE contracts to provide online training in a variety of areas, including educational
technology, digital literacy instruction, and distance learning. A list of current courses available can
be found at: http://online.themlic.org/. Training and technical assistance around distance education
and digital literacy is also offered through a contracted provider. More information about current
training and resources can be found at: http://www.mnabe—distancelearning.org/

In addition, other training and technical assistance focuses on the effective use of the statewide data
system to maintain accurate student data and continuously improve programming. This support is
offered in a variety of formats and venues.

(D) The Minnesota Department of Education will provide grantee oversight to include data
monitoring, site visits and a program improvement process for low performing grantees. The
following strategies will be implemented:

— Data Reviews

— The statewide MIS will be configured to facilitate ongoing review in the areas of assessment,
attendance and compliance.

— Monitoring Visits

— The Minnesota Department of Education will establish a monitoring system focusing on programs
identified via data review. Visits will focus primarily on compliance related issues, but may be
incorporated in the more extensive program review, and will result in development and monitored
implementation of a local corrective action plan, called the program improvement process. (For more
information on monitoring visits, please see the response to (f) below.)

— Program Improvement Process

— Local providers that do not meet state and federal program performance targets and grant
expectations will be subject to a program improvement process. Over the course of one year, a
provider in program improvement will:

1. Host site visits from staff from the Minnesota Department of Education;

2. Participate in special workshops focusing on analyzing and improving local program results;

3. Develop a program improvement plan that will highlight key local challenges, ensure program
compliance with state and federal policy, and identify strategies and timelines to improve program

performance; and

4. Receive additional technical assistance from Minnesota Department of Education and other adult
education specialists, as needed.



The program improvement process will last at least one program year. At the end of the program
year, the provider will complete the process as long as the provider's annual grant performance
reports meet state and federal targets and grant expectations. Local providers that continue to not
meet state and federal targets and grant expectations will be subject to participate in program
improvement again. Providers that do not meet state and federal targets and grant expectations 3
consecutive years, may be subject to a special review by the Minnesota Department of Education to
determine if the provider should continue to receive AEFLA funding.

The MDE-ABE office and professional development providers will employ a variety of methods to
ensure that information about proven or promising practices and models is disseminated to eligible
providers and practitioners working in the ABE system. These will include activities such as:

— local program site visits, as described in f.5 below;

— a weekly electronic professional development newsletter with information about training
opportunities, high—quality resources, and promising practices for instruction and programming;

— sessions at state and regional conferences showcasing promising practices and models;
— webinars showcasing promising practices and models; and

— job—embedded professional development activities, including professional learning communities,
study circles and peer observations.

2. DESCRIBE HOW THE STATE WILL USE THE FUNDS TO CARRY OUT
PERMISSIBLE STATE LEADERSHIP ACTIVITIES UNDER SECTION 223 OF WIOA, IF
APPLICABLE.

State Leadership The Minnesota Department of Education will also use funds made available under
section 222(a)(2) to enhance the quality of programming in the adult education system in the
following permissible areas:

(A) Support a system of Regional Transitions Coordinators.
(B) Professional development for distance education and use of technology.
(C) Disseminating adult education curricula.

(D) Developing and disseminating content and models for integrated education and training and
career pathways.

(E) Implementation of program improvement to enhance educational quality, provider effectiveness,
and participant and system outcomes.

(F) Facilitation of collaboration with postsecondary education providers.

(G) Professional development regarding integration of literacy and English language instruction with
occupational skill training.



(H) Support alignment of contextualized instruction and curricula with state academic standards and
required assessments.

(I) Provide support for programs serving learners with disabilities including professional
development, a web site, and a resource lending library.

(J) Carry out outreach strategies to engage and connect instructors, students and employers with
ABE programs.



F. ASSESSING QUALITY

Describe how the eligible agency will assess the quality of providers of adult education and literacy
activities under title Il and take actions to improve such quality, including providing the activities
described in section 223(a)(1)(B) of WIOA.

The Minnesota Department of Education prioritizes and measures program quality through
accountability expectations and activities that focus on both compliance and best practice according
to research and experience. The expectations and activities include:

1. The state ABE Management Information System (MIS) data: Minnesota’s MIS balances both
program quality and program compliance with state and federal expectations. In addition to required
reports, local providers can use the state MIS to analyze student persistence, program outcomes,
and other measures at the consortium, site, class and student level.

2. A state AEFLA grantee report card: The report card notes actual performance and ranks providers
by key program data measures, including measurable skill gain by population, cost of programming
per individual served, intensity of service provided, and percentage of population served.

3. A program improvement process: Programs will be identified for review based on rankings in the
state AEFLA report card and will undergo a comprehensive review and monitored implementation of
a program improvement plan that requires local providers to complete site visits, workshop activities,
reports, and plans to strengthen program performance and quality. (For more information on
Program Improvement, see the response to (D) above.)

4. Intensive program application cycle: On a five—year basis, ABE providers are required to complete
an in—depth application as a method to adhere to state statute governing local ABE programs. In this
intensive application, local providers describe their: a. Consortium, b. Program accountability
procedures, c. Professional development priorities and activities, d. Proposed programming, e. Local
program governance, f. Program collaboration with key stakeholders and partners, g. Technology
resources and integration, h. Future plans, and i. Performance. These in—depth applications are
reviewed and scored by a team of state staff from the Minnesota Department of Education and local
AEFLA providers.

5. Local program monitoring site visits: All grantees are subject to monitoring site visits that focus on
policy compliance and program quality through multiple methods: a. Providers with low performance
participate in site visits through the program improvement process; b. All AEFLA grantees receive
site visits on a rotating basis, at least once every five years, when the program participates in in—
depth application process to continue receiving state ABE funding to comply with state statute; c.
Monitoring visits based on periodic desk review of provider data; d. Local ABE providers that
participate in state initiatives and/or receive special grants through state or federal funding typically
receive site visits as part of their participation; and e. Local providers request special technical
assistance site visits as they face issues.

6. Assessing the quality of professional development programs:

The Minnesota PD system, overseen by the ABE PD specialist and the Statewide PD Committee,
uses a data-driven planning process to identify PD needs, set priorities, design PD, and evaluate PD
effectiveness each year. The results of an annual statewide PD needs assessment of local
providers, along with evaluation data from previous PD efforts, research regarding best practices,



and federal recommendations are used to inform PD priorities and the design and delivery of PD
activities. Professional development activities are aligned to the MN ABE PD standards, which
emphasize research-based features of effective professional development (Improving Impact
Studies of Teachers’ Professional Development by Desimone, 2009) — longer-term, job-embedded
activities with opportunities for collaborative participation and the application of new knowledge and
skills. The Minnesota ABE Statewide Professional Development Committee and professional
development providers use the Thomas Guskey Levels of Professional Development Evaluation
(2002) as a framework for their PD evaluation efforts. Evaluation of PD outcomes and quality,
especially evidence of teacher change and quality of implementation of new knowledge and skills, is
integrated into every PD initiative to ensure the effectiveness of PD activities. Short-term or one-time
PD activities such as workshops or conferences are typically evaluated through surveys. Longer-
term PD initiatives are evaluated through a variety of methods, including participant surveys,
pre/post-tests, classroom observations, program site visits, evaluation of assignments, and focus
groups.

a. Minnesota will continue to implement Student Achievement in Reading (STAR) program.
Evaluation of STAR training includes both training participant surveys, classroom observation,
program site visits, as well as analysis of STAR student assessment results.

b. Minnesota’'s Supplemental Services system, which is funded with a combination of state and
federal leadership funds, provides training and supports local programs in implementing program
components needed to meet the wide range of needs of Minnesota’s adult education participants
including: distance education, use of technology for instruction as well as program management;
services related to serving students with disabilities; instructional methodology including evidence-
based reading and numeracy instruction; content standards including CCRS, ACES and Northstar
Digital Literacy Standards; IET, contextualization and career pathway programming; volunteer
recruitment and training; assessment; partner collaborations including workforce, TANF and SNAP,
etc. Information regarding the relevance, quality and success of each component of the
supplemental services system is collected through an annual professional development survey. In
addition, quarterly and annual reporting regarding participation and locally collected participant
evaluations are required of all professional development providers and are monitored by state ABE
staff.

c. The statewide Supplemental Services noted above are available to all paid and volunteer staff.
Professional development activities for volunteers are part of the supplemental services system and
are also evaluated using the same methods described above.

d. Dissemination of information about models and promising practices are facilitated by Minnesota’s
Supplemental Services providers. Each provider maintains a website of related resources and all
providers provide content for Minnesota’s weekly PD e-newsletter, which is distributed to all ABE
staff in the state. Minnesota also maintains online resource libraries for key content areas of
instruction, including a career pathway-related curriculum repository. Information regarding the
success of the dissemination system is collected annually as part of the Professional Development
Survey and via locally collected participant evaluations. It is also evaluated quarterly by the
Statewide ABE PD Committee.



CERTIFICATIONS

States must provide written and signed certifications that
1. The plan is submitted by the State agency that is eligible to submit the plan. Yes

2. The State agency has authority under State law to perform the functions of the State under the
program. Yes

3. The State legally may carry out each provision of the plan.  Yes
4. All provisions of the plan are consistent with State law. Yes

5. A State officer, specified by title in the certification, has authority under State law to receive, hold,
and disburse Federal funds made available under the plan.  Yes

6. The State officer who is submitting the plan, specified by the title in the certification, has authority
to submit the plan.  Yes

7. The agency that is submitting the plan has adopted or otherwise formally approved the
plan. Yes

8. The plan is the basis for State operation and administration of the program.  Yes



CERTIFICATION REGARDING LOBBYING

Certification for Contracts, Grants, Loans, and Cooperative Agreements
The undersigned certifies, to the best of his or her knowledge and belief, that:

(1) No Federal appropriated funds have been paid or will be paid, by or on behalf of the
undersigned, to any person for influencing or attempting to influence an officer or employee of an
agency, a Member of Congress, an officer or employee of Congress, or an employee of a Member of
Congress in connection with the awarding of any Federal contract, the making of any Federal grant,
the making of any Federal loan, the entering into of any cooperative agreement, and the extension,
continuation, renewal, amendment, or modification of any Federal contract, grant, loan, or
cooperative agreement.

(2) If any funds other than Federal appropriated funds have been paid or will be paid to any person
for influencing or attempting to influence an officer or employee of any agency, a Member of
Congress, an officer or employee of Congress, or an employee of a Member of Congress in
connection with this Federal contract, grant, loan, or cooperative agreement, the undersigned shall
complete and submit Standard Form-LLL, "Disclosure of Lobbying Activities," in accordance with its
instructions.

(3) The undersigned shall require that the language of this certification be included in the award
documents for all subawards at all tiers (including subcontracts, subgrants, and contracts under
grants, loans, and cooperative agreements) and that all subrecipients shall certify and disclose
accordingly. This certification is a material representation of fact upon which reliance was placed
when this transaction was made or entered into. Submission of this certification is a prerequisite for
making or entering into this transaction imposed by section 1352, title 31, U.S. Code. Any person
who fails to file the required certification shall be subject to a civil penalty of not less than $10,000
and not more than $100,000 for each such failure.

STATEMENT FOR LOAN GUARANTEES AND LOAN INSURANCE

The undersigned states, to the best of his or her knowledge and belief, that:

If any funds have been paid or will be paid to any person for influencing or attempting to influence an
officer or employee of any agency, a Member of Congress, an officer or employee of Congress, or
an employee of a Member of Congress in connection with this commitment providing for the United
States to insure or guarantee a loan, the undersigned shall complete and submit Standard Form-
LLL, "Disclosure of Lobbying Activities," in accordance with its instructions. Submission of this
statement is a prerequisite for making or entering into this transaction imposed by section 1352, title
31, U.S. Code. Any person who fails to file the required statement shall be subject to a civil penalty
of not less than $10,000 and not more than $100,000 for each such failure.

Applicant’s Organization = Minnesota Department of Education
Full Name of Authorized Representative:  Brenda Cassellius

Title of Authorized Representative:  Education Commissioner



SF LLL Form — Disclosure of Lobbying Activities (only if applicable)
(http://wvww2.ed.gov/fund/grant/apply/appforms/appforms.html). If applicable, please print, sign, and
email to OCTAE_MAT@ed.gov



ASSURANCES

The State Plan must include assurances that:

1. The eligible agency will expend funds appropriated to carry out title Il of the Workforce Innovation
and Opportunity Act (WIOA) only in a manner consistent with fiscal requirements under section
241(a) of WIOA (regarding supplement and not supplant provisions). Yes

2. The eligible agency will ensure that there is at least one eligible provider serving each local area,
as defined in section 3(32) of WIOA.  Yes

3. The eligible agency will not use any funds made available under title 1l of WIOA for the purpose of
supporting or providing programs, services, or activities for individuals who are not “eligible
individuals” within the meaning of section 203(4) of WIOA, unless it is providing programs, services
or activities related to family literacy activities, as defined in section 203(9) of WIOA.  Yes

4. The Integrated English Literacy and Civics Education program under section 243(a) of WIOA will
be delivered in combination with integrated education and training activities; Yes

5. The Integrated English Literacy and Civics Education program under section 243(a) of WIOA will
be designed to (1) prepare adults who are English language learners for, and place such adults in,
unsubsidized employment in in-demand industries and occupations that lead to economic self-
sufficiency and (2) integrate with the local workforce development system and its functions to carry
out the activities of the program; and  Yes

6. Using funds made available under title 1l of WIOA to carry out a program for criminal offenders
within a correctional institution, the eligible agency will give priority to serving individuals who are
likely to leave the correctional institution within five years of participation in the program.  Yes



PROGRAM-SPECIFIC REQUIREMENTS FOR VOCATIONAL REHABILITATION
(GENERAL)

The Vocational Rehabilitation (VR) Services Portion of the Unified or Combined State Plan* must
include the following descriptions and estimates, as required by section 101(a) of the Rehabilitation
Act of 1973, as amended by WIOA:

* Sec. 102(b)(D)(iii) of WIOA



A. INPUT OF STATE REHABILITATION COUNCIL

All agencies, except for those that are independent consumer-controlled commissions, must
describe the following:

1. INPUT PROVIDED BY THE STATE REHABILITATION COUNCIL, INCLUDING
INPUT AND RECOMMENDATIONS ON THE VR SERVICES PORTION OF THE
UNIFIED OR COMBINED STATE PLAN, RECOMMENDATIONS FROM THE
COUNCIL'S REPORT, THE REVIEW AND ANALYSIS OF CONSUMER
SATISFACTION, AND OTHER COUNCIL REPORTS THAT MAY HAVE BEEN
DEVELOPED AS PART OF THE COUNCIL’S FUNCTIONS;

The State Rehabilitation Council provides ongoing input and recommendations to VRS. The
council’s annual reports, meeting minutes, and summary reports of public forums can be found
online at: http://mn.gov/deed/job—seekers/disabilities/councils/rehab—council.jsp.

The SRC spent a substantial amount of time reviewing WIOA and preparing public comment. The
council’'s comments were previously submitted to RSA. In summary, the following recommendations
were made:

1. RSA should closely monitor the impact of steering 15% of the federal appropriation to pre—
employment services for transition aged youth. The SRC felt that this new mandate should have
included new funding. This new mandate could have negative impact on services for adults.

2. The regulations should clarify how the common performance measures will be used. The
regulations do not indicate if VR agencies will be compared to other VR agencies, or if VR will be
compared to all programs funded by WIOA. If VR will be compared to all WIOA funded programs,
common definitions need to be provided. For example, VR considers placement to be 90 days of
successful employment while other programs consider placement to be one day of employment.

3. The SRC provided comment on the draft WIOA regulations related to Employer Training &
Services. The primary concern is the language used in this regulation indicating that WIOA
“authorizes the DSU to expend VR funds for training and services for employers [. . .].” The SRC is
concerned that the language in this draft regulation is not strong enough to make this a priority for
the DSU. There are many operational requirements that the DSU must fulfill, and if the draft
regulations do not use language that do not require or allocate funding to this activity, it will not be a
priority. SRC would like the language revised to emphasize the importance of this activity.

Additionally, of particular interest to the council is the type of services that should be available to
employers. The MN SRC General proposes that the following training & services be available to
employers: a. Disability Awareness Training b. Myths & Facts of ADA Accommodations Training c.
VR Services 101 training for Employers. This training should discuss services and supports available
to employees/employers including when and for how long after employee is hired supports can be
provided through VR and Extended Employment (state funded long term supports).

4. SRC provided comment and suggestions on metrics that can assist in measuring “effectiveness in
serving employers”. These measures could include: a. Repeat hiring of VRS referrals by employer b.
Employer referrals of other employment businesses c. Post—placement career progression d.
Number of individuals employed by each employer business partner e. Ratio of employers hiring



VRS consumers &/or using Work Opportunity Tax Credits (WOTC) compared to all employers SRC
noted that a measure that would be ineffective at measuring effectiveness in serving employers
would be employee retention rates. This would not have the strongest correlation to the DSU
effectiveness, as much of it is related to the employer’s own initiative and commitment.

5. The goal of competitive integrated employment that provides an opportunity for advancement is a
very appropriate goal for the public Vocational Rehabilitation (VR) program. However, the Council is
concerned that mandating the goal through regulation will infringe on the participant’s right to self—
determination. People should be given choices and options for competitive integrated employment
based on their abilities and capabilities. Establishing the appropriate level of integration for the
person is best done on an individual basis through the counseling and guidance process, not federal
regulations.

The employee with a disability may choose a competitive work site that is not fully integrated for a
variety of reasons. The person may want or need a level of job coaching or other supports not
available at a single site placement. The person may be introverted and not want a high level of
interaction with co—workers. People may select a small work crew because they feel that working
with people who have similar disabilities provides a supportive environment. Public transportation
may not be available to single site placements, especially in rural areas.

The Council also has concerns about the requirement that individuals with disabilities employed by a
community rehabilitation program (CRP) and working on a community—based service contract (i.e.,
working on a janitorial work crew) be integrated with co—workers without disabilities employed by the
CRP instead of with co—workers employed at the community work site. Many people with disabilities
choose employment on a work crew as a stepping stone to a competitive single site placement. The
level of integration should be measured at the actual work site, not the CRP site, since the
opportunity for advancement would be employment at the work site.

6. SRC recommends that each state have the discretion to define the ages of those potentially
eligible for services. Due to limited resources, SRC recommends limiting pre—employment services
to students on IEPs or Section 504 Plans who are age 16-21. Interested students with disabilities
age 14 and older should have annual exposure to VR, including information and referral.

7. The term ‘hearing impaired’ is offensive and should be replaced with ‘deaf, hard of hearing and
DeafBlind'.

Public Forums

The State Rehabilitation Council convenes two public forums each year. The forums provide an
opportunity to gather grassroots commentary and input regarding Minnesota’s Vocational
Rehabilitation program, and they encourage participation in public conversation about matters of
interest and importance in the arena of disability employment.

May public forum: A Public forum on Employment and People with Disabilities in Southwest
Minnesota.

The May forum examined local employment data for southwestern Minnesota, a predominantly rural
area with limited resources. Key stakeholders providing input included County Case Management,
Southwest Independent Living staff, VRS staff, and the Commission on Economic Development.



Overall, the SRC was impressed with the VR staff and their creative approach to the challenges
posed when providing services in a vast low population area.

Recommendations from the forum included:

* Recognizing that VR staff in Greater Minnesota already collaborate with community resources, the
SRC called upon VRS leadership to encourage VR staff to increase collaboration and provide
creative leadership in such efforts. Specific examples included supporting the development of more
work readiness programs, skill training, and student work opportunities. One participant noted that
the nearest job coach was one and a half hours away.

* The SRC advised that VR staff actively encourage homebased employment options.

* SRC advised that VR continue to support early outreach and communication to potential VR
consumers in hopes that early engagement will allow VR staff to build connections with employers
and provide client choice.

* The SRC advised that VR continue to support outreach to employers, including small businesses.
VR has a unique and important role assuring small businesses are aware of ADA, on—the—job
training, work opportunity tax credits, etc.

* Lack of transportation impacted job choice, training opportunities and economic development. SRC
recognized that transportation options are very limited in rural areas, but the problem cannot be
ignored.

September public forum: Coordination between the Schools and Vocational Rehabilitation.

The September forum was sponsored by SRC-General, SRC-Blind and the Department of
Education. A panel discussed the federal and state initiatives designed to increase employability for
students with disabilities, and how to maximize the positive impact of pre—employment transition
services through effective collaboration.

Following a panel discussion of the current initiatives and a discussion of the current policies and
practices around VR and school collaboration, participants broke into local teams consisting of the
local school district staff, the VRS and SSB staff assigned to those school districts, and students with
disabilities from the various school districts. Each team developed strategies on how to improve
interagency coordination at the local level. Although not a part of the initial design, participants used
the forum as an opportunity to network and become familiar with services available at other school
districts and/or other agencies.

Review and analysis of consumer satisfaction

The SRC expanded on the May forum by holding consumer discussion groups in five additional
areas of the state. The Centers for Independent Living hosted these discussion groups, focusing on
a subgroup of VRS participants who received both VR and IL services. Public discussions were held
in Duluth (northeast), Fergus Falls (west central), Rochester (southeast) St. Cloud (central), and St.
Paul (Twin cities metro).



Discussion topics were primarily focused on people’s experiences looking for and obtaining jobs,
experiences working with placement services, experiences after getting the job and working for a
while, and thoughts on the VR/IL collaborative. Following is a brief summary of the discussions:

Looking for and obtaining jobs:

* Scheduling interviews can be difficult if you use door to door para—transit services. You need to
schedule a week in advance and provide a specific address. If you submit multiple resumes you
don’t know who will invite you to interview or on what date.

* Several people mentioned VR was willing to fund school and coordinate academic
accommodations.

* Several people mentioned they had returned to VR on multiple occasions for placement
assistance. One person mentioned he worked for 30 years as a professional, and then returned to
VR when the job ended. Other people mentioned they wished they had known it was O.K. to return if
the job ended or you were ready for advancement.

* Most people were aware of assistive technology and many people accessed assistive technology
services. One person mentioned that VR provided adaptations to her car to get to and from work, but
no agency was available to modify the employer’s van that she uses while working.

Experiences working with placement services:

* Overall, people were very positive about the practical help provided including job search,
coordinating interviews, mock interviews, resume development, etc. Two people described their
experience as awesome. Several people commented that job seeking was much more difficult than
they imagined. They initially didn’t see the need for support, but very much appreciated it once they
started the job search.

* Several people felt they were being pushed to apply for available jobs in the local economy instead
of VR developing jobs in their areas of interest. There was too much focus on the number of
placements instead of the quality of the placement. One person mentioned that VR would not
support his vocational goal because Labor Market Information indicated it was not in a growing
industry. Another person mentioned that all he wanted was a d*** job; the process was too slow.

* Some people indicated VR provided too many choices. It was too difficult to decide. This was more
common with transition students entering employment for the first time.

Experiences after getting the job and working for a while:

* There was recognition that the outreach, information and support VR provides to employers is
unique and important.

* The overall theme was that the VR process is important but can be frustrating at times. Participants
generally felt that they would not have succeeded without VR support.

* Several people felt 90 days of support after successful employment was not enough. Some people
wanted more information on employee rights. Several people didn't disclose their disability at hire



and were uncertain if they should now disclose. Some people weren’'t comfortable calling their
counselor after case closure, or weren’t aware they could request additional services after closure.

Thoughts on the VR/IL collaborative:

* The VR/IL collaborative was very important to the participants. One person stated that IL/VR was a
“savior”. It helped her prioritize life’s major stressors.

* Qverall, people felt the collaborative was very helpful for prioritizing what needs to be addressed
first, Social Security benefits counseling, learning about community services, independent living
skills, and learning advocacy skills.

The SRC and VRS have reviewed the notes of the discussion groups to help determine staff training
needs. More emphasis needs to be placed on teaching self—advocacy skills. Several people
mentioned they would have benefited from specific services but never asked for the services. People
were appreciative of the team approach (VRS staff, IL staff and CRP staff co—located) but some
people presumed everyone was employed by VRS. It is important that everyone is aware that VR
provides choice of vendor and you don’t need to select the co—located staff. VRS needs to look at
better ways to disengage when the person is successfully employed and does not need long—term
supports. The information about post—employment services needs to be more inviting.

2. THE DESIGNATED STATE UNIT'S RESPONSE TO THE COUNCIL'S INPUT AND
RECOMMENDATIONS; AND

The Director of Vocational Rehabilitation Services and the Field Operations Director attended most
meetings of the SRC and responded to questions from the Council. Much of the discussion in the
past year focused on the changes related to WIOA. There were no formal recommendations made
to VRS that required a formal response. Instead, the focus was on VRS management team and SRC
learning together about WIOA.

VRS supports the council’s interest in providing services to employers. Placement staff currently
offer education, information, and training to employers regarding disability awareness, reasonable
accommodations, and VR services. VRS anticipates continuing and expanding these efforts. VRS is
currently working with the council to establish metrics to assess the effectiveness of these efforts.

The council also called for an expansion of services provided in collaboration with community
partners, such as work readiness programs, skill training, and student work. VRS is working with the
CRP Advisory Committee to explore opportunities to expand services, particularly in rural areas,
while recognizing the reality of limited resources and the increased costs of providing additional
services in low-population areas.

3. THE DESIGNATED STATE UNIT'S EXPLANATIONS FOR REJECTING ANY OF THE
COUNCIL’S INPUT OR RECOMMENDATIONS.

VRS did not reject any of the council’s suggestions or recommendations. There is continued
discussion about better defining employer engagement and metrics to measure progress. There is
also continued discussion with the CRP Advisory Committee, on at least a quarterly basis, to explore
ways to improve and expand VR services statewide.



B. REQUEST FOR WAIVER OF STATEWIDENESS

When requesting a waiver of the statewideness requirement, the designated State unit must identify
the types of services to be provided by the program on a non-statewide basis. The waiver request
must also include written assurances that:

1. ALOCAL PUBLIC AGENCY WILL PROVIDE THE NON-FEDERAL SHARE OF
COSTS ASSOCIATED WITH THE SERVICES TO BE PROVIDED IN ACCORDANCE
WITH THE WAIVER REQUEST;

This agency has requested a waiver of statewideness. VRS requests continuation of the waiver with
respect to delivery of vocational rehabilitation services in Minnesota Independent School District No.
2170, which includes the cities of Staples and Motley in north central Minnesota. VRS serves
students with disabilities in all public school districts and most private schools and charter schools.
Uniform statewide provision of services is required by the Rehabilitation Act, except when waived.
Independent School District 2170 and VRS use a service model, pursuant to waiver, under which a
full-time counselor provides services exclusively to the district’s eligible students. The school district
employs the counselor, sharing costs with VRS. Hiring authority and case supervision is a
responsibility of the VRS area manager. The contract under which this collaboration is carried out is
negotiated and administered by the local rehabilitation area manager to meet specific local needs.

2. THE DESIGNATED STATE UNIT WILL APPROVE EACH PROPOSED SERVICE
BEFORE IT IS PUT INTO EFFECT; AND

This written contract provides that all non—federal funds allocated by the agreement are made
available to VRS, that all services provided under the agreement are subject to VRS approval.

3. ALL STATE PLAN REQUIREMENTS WILL APPLY

requirements of the VR services portion of the Unified or Combined State Plan will apply to the
services approved under the waiver.

All state plan requirements apply to all services approved under the contract.



C. COOPERATIVE AGREEMENTS WITH AGENCIES NOT CARRYING OUT
ACTIVITIES UNDER THE STATEWIDE WORKFORCE DEVELOPMENT SYSTEM.

Describe interagency cooperation with and utilization of the servivces and facilities of agencies and
programs that are not carrying out activities through the statewide workforce development system
with respect to:

1. FEDERAL, STATE, AND LOCAL AGENCIES AND PROGRAMS;

Following is a discussion of Vocational Rehabilitation Services’ collaborative arrangements with
federal, state and local agencies and with private entities that are not formal components of the
statewide workforce investment system.

Olmstead Subcabinet: The Department of Employment and Economic Development is active on the
Governor’s subcabinet to implement the Olmstead Plan that was approved by the U.S. District Court
on September 29, 2015. The subcabinet "embraces the Olmstead decision as a key component of
achieving a better Minnesota for all Minnesotans, and strives to ensure Minnesotans with disabilities
will have the opportunity, both now and in the future, to live close to their families and friends, to live
more independently, to engage in productive employment and to participate in community life" (2013
vision statement). The employment section of the plan listed two population—level indicators: 1)
Increase the employment rate of persons with disabilities so that it is comparable to the employment
rate of persons without disabilities and 2) Increase the employment earnings of persons with
disabilities so that they are comparable to the earnings of persons without disabilities.

Minnesota Autism Interagency Committee: Representatives from Minnesota’s Departments of
Education, Human Services, Health, and Employment and Economic Development meet monthly to
discuss the needs of citizens with autism. VRS is active on this committee, and on a sub—committee
that wrote Minnesota’s Autism State Plan. The rehabilitation specialist for autism is also active on
the Department of Human Services’ Advisory Council on residential services for people with autism.
The task force supports expanding transition program options and employment opportunities for
teens and adults with autism, particularly innovative community—based programs (e.g., Project
Search—www.projectsearch.us/) that better meet the unique needs of this population.

Collaboration Grants to Provide Independent Living Services: Since 2008, the VRS/IL collaboration
has served Minnesotans with the most significant disabilities who require both vocational
rehabilitation and independent living services to meet their goals for working and living in the
community. In FFY 2014 VRS dedicated $1,027,466 in SSA program income to fund locally
designed collaboration grants with each of Minnesota’s eight Centers for Independent Living. There
is an IL counselor housed in most VRS offices.

Minnesota Employment Center for Individuals Who Are Deaf or Hard—of—Hearing: Provides VRS
funded short—term services and state—funded long—term support services for individuals who are
deaf and hard—of-hearing.

VECTOR Youth Project for Deaf/Deaf Blind: $1.9m in school district funding supplemented with
$475,000 in VRS managed state funding support enhanced transition services for youth who are
deaf, hard of hearing, or deaf blind in Minnesota. Enhanced services include work readiness
classes, college preparation classes, driver’s education, community based work experiences, and
paid internships in competitive employment. For students who transition to college, high school
instructors work with the college for the first semester to make sure all needed accommodations are



in place and the person is making adequate progress. Ninety percent of VECTOR students are
either working or enrolled in college at time of high school graduation.

Cooperative Agreements with the White Earth Nation — Tribal VR program and the Red Lake Nation
— Tribal VR program: VRS and State Services for the Blind provide information, technical assistance,
training opportunities, and support to the state’s two tribal VR programs. A formal process is in place
for referral and transfer of cases in accordance with best practices ensuring choice. Although not a
part of the formal written agreement, the Social Security Administration’s Area Work Incentive
Coordinator plays a crucial role in providing technical assistance on benefits planning.

U.S. Department of Veterans Affairs Vocational Rehabilitation and Employment Services:
Memorandum of Understanding to enhance work opportunities for veterans with disabilities by
sharing information, coordinating activities and offering complementary services.

Ticket to Work Employment Networks: VRS, State Services for the Blind and SSA co—host periodic
meetings of the Employment Networks to provide staff training, updates on Ticket to Work
procedural changes, and to promote Partnership Plus job retention services after VRS/SSB case
closure.

The SGA Project: The Institute for Community Inclusion at the University of Massachusetts—Boston
is conducting RSA funded research on best practices for assisting SSDI beneficiaries achieve
employment above Substantial Gainful Activity (SGA). The VR agencies in Minnesota and Kentucky
are currently demonstrating this rapid engagement model where eligibility is determined within three
days; within seven days transferable work skills are identified, labor market information is presented
to the consumer, and benefits and financial planning services are started; and within 30 days the IPE
and a Placement Plan are developed. A benefits analysis is completed within 8 weeks of application
if needed. RSA demonstration grant funding is being used to provide SSDI beneficiaries’ access to a
financial specialist to help the person know how income will impact federal and state benefits, and
how work incentives and VR services can help improve credit scores and provide savings that can
be used as a down—payment on a home or to purchase reliable transportation, etc. Minnesota hopes
to demonstrate that rapid engagement and holistic services will lead to more placements at higher
wages.

Professional vocational rehabilitation counseling organizations: Active participation relating to
ongoing professional development for staff and to counselor recruitment takes place through well—
established working relationships with and memberships on the boards of the Minnesota
Rehabilitation Association, including the Minnesota Rehabilitation Counseling Association chapter.
Performance—based funding for placement services provided by community rehabilitation programs
and limited—use vendors: Placement providers receive milestone and outcome payments for
facilitating successful outcomes for VR customers. The first milestone is payable when the
Placement Plan is developed, the second milestone is paid at time of successful placement, and a
final outcome payment is paid when the person has been successfully employed for 90 days.

Work Incentives Connection (Minnesota’s Work Incentives and Planning Assistance program): VRS
maintains an agreement with Goodwill Easter Seals to provide benefit analysis counseling and
related services for consumers on a fee for service basis with the goal of increasing the employment
of persons who receive Supplemental Security Income (SSI) and Social Security Disability Insurance
(SSDI). The agreement also provides funding for staff training on work incentives.



2. STATE PROGRAMS CARRIED OUT UNDER SECTION 4 OF THE ASSISTIVE
TECHNOLOGY ACT OF 1998;

The Minnesota STAR (System of Technology to Achieve Results) Program: The STAR Program, a
program within the Minnesota Department of Administration, is funded by the Department of Health
and Human Services in accordance with the Assistive Technology Act of 1998, as amended.
Vocational Rehabilitation often refers people to STAR for a device demonstration. This allows
consumers to compare benefits and features of a particular device or category of devices. Once a
decision on a device is made, the person can borrow the device for 30 days to make sure it meets
the person’s needs before VR purchases the item. VR also maintains an agreement with STAR to
provide VR assistive technology specialists with commonly used devices for use in doing
assessments with consumers.

3. PROGRAMS CARRIED OUT BY THE UNDER SECRETARY FOR RURAL
DEVELOPMENT OF THE UNITED STATES DEPARTMENT OF AGRICULTURE;

U.S. Department of Agriculture: Memorandum of Understanding establishing formal working
relationships between the USDA'’s AgrAbility Project and Vocational Rehabilitation Services field
offices under which consumers may access programs funded by USDA Rural Development in
support of their employment plans. The Minnesota USDA Rural Development Office also uses
technical economic and forecasting information provided by DEED to develop and market its
services.

4. NONEDUCATIONAL AGENCIES SERVING OUT-OF-SCHOOL YOUTH; AND

The designated state unit maintains a close working relationship with the local Workforce
Development Board’s Youth Programs, including the Youth Disability Employment Initiative. Two of
the service providers have become Employment Networks so they can continue job retention
services after WIOA services have ended. One of the providers is seeking CARF accreditation to
become a community rehabilitation provider to better meet the needs of youth with disabilities.

5. STATE USE CONTRACTING PROGRAMS.

State Use Program: Since the mid—1990s, Minnesota state agencies have been legislatively
encouraged to purchase goods and services from small businesses operated by individuals with
disabilities. In 2007, the Legislature enacted a set—aside program, providing that 19 percent of the
total value of all state janitorial contracts be awarded to community rehabilitation organizations
approved by VRS as service providers under the VRS Extended Employment Program. During the
2010 legislative session, the set-aside program was expanded to include document imaging,
document shredding, mailing, collating, and sorting services. Further, the amount of each contract
awarded under this section may exceed the estimated fair market price for the same goods and
services by up to 6 percent.



D. COORDINATION WITH EDUCATION OFFICIALS

Describe:
1. DSU'S PLANS

The designated State unit's plans, policies, and procedures for coordination with education officials
to facilitate the transition of students with disabilities from school to the receipt of VR services,
including pre-employment transition services, as well as procedures for the timely development and
approval of individualized plans for employment for the students.

Vocational Rehabilitation Services (VRS), State Services for the Blind (SSB), and the Minnesota
Department of Education (MDE) have an agreement to achieve better coordination between schools
and VR services and creating a bridge from the school to VRS or SSB prior to school exit. Following
is a discussion of the current agreement. It is anticipated that the agreement will be updated when
the final WIOA regulations are published:

* Provide guidance to students with disabilities transitioning from school to employment.

» Offer consultation and technical assistance to educators in planning for the transition of students
with disabilities from school to VR services.

« Define roles and responsibilities, including the financial responsibilities of each agency, and
determine state lead agencies and qualified staff responsible for transition services.

 Design methods of identification and outreach to students with disabilities who are in need of
transition services.

» Guide the development of policies and procedures that help students with disabilities make the
transition from school to employment.

» Promote flexible, coordinated, and collaborative planning and service delivery among MDE, VRS,
and SSB for eligible youth transitioning from school to employment.

Coordinated Services for Youth in Special Education

Minnesota law mandates a coordinated system of services for youth, birth to 21, who are involved in
special education. The Minnesota System for Interagency Collaboration (MnSIC) was formed to
develop and implement this system. VRS is represented on MnSIC and VRS staff participate on
subcommittees that develop service strategies for students and recommendations for governance
and coordination of state and local collaborative efforts.

Community Transition Interagency Committee (CTIC)

Approximately 70 local CTICs promote statewide interagency coordination to remove system
barriers and expand community services. CTICs include parents, students, advocacy groups, local
businesses, county government, post—secondary education, vocational education, community
education, corrections, SSA health care, and other local service providers. VRS staff serve on all



CTICs, thereby helping to improve and expand vocational services that result in employment
outcomes.

Rehabilitation Counselors Assigned to High Schools
VR counselors are assigned to all public, private, and charter high schools in Minnesota.

Outreach efforts include working with school nurses, guidance counselors, case managers,
principals, social workers, 504 personnel, community agencies and work experience coordinators to
identify students with disabilities who are not in special education programs. About 11 percent of
students referred to VRS are not enrolled in special education programs. A referral of all potentially
eligible students is sought as soon as possible so that employment services can begin well before
the student leaves school.

An interagency agreement between VRS/SSB and the Minnesota Department of Education is
currently being revised to define qualified personnel responsible for pre-employment transition
services and transition services. The agreement has not yet been finalized, pending publication of
the WIOA final regulations. But the relevant portion of the draft language of the interagency
agreement reads as follows:

[ll: ROLES and RESPONSIBILITIES

» MDE's Division of Special Education and Division of Career and College Success is responsible for
ensuring that local education agencies provide special education and related services as
documented in students’ Individualized Education Program.

* DEED’s VRS/SSB assists students with disabilities in making informed choices to prepare for,
obtain and maintain competitive, integrated employment. Services include the provision of pre-
employment transition services for students who are eligible or potentially eligible for VR services.
They also include assessing an individual’'s VR needs, developing and implementing an
individualized plan for employment (IPE), and assisting in the achievement of the employment goals
for the individuals that have applied for VR services, have been found eligible and are in an open
priority category.

» MDE's Division of Special Education and Division of Career and College Success and DEED’s
VRS/SSB are responsible for coordination necessary to satisfy documentation requirements set forth
in WIOA with regard to students and youth with disabilities who are considering subminimum wage
employment.

» MDE's Division of Special Education and Division of Career and College Success is responsible to
assure that neither the State educational agency nor LEAs will enter into a contract or other
arrangement with an entity, as defined in WIOA for the purpose of operating a program under which
a youth with a disability is engaged in subminimum wage employment.

» MDE's Division of Special Education and Division of Career and College Success and DEED’s
VRS/SSB are financially responsible for the services they provide under its own laws and rules.
Nothing will be construed to reduce the obligation under IDEA of a local educational agency or any
other agency to provide or pay for any transition services that are also considered special education
or related services and that are necessary for ensuring a free appropriate public education to
children with disabilities within Minnesota.



» MDE'’s Division of Special Education and Division of Career and College Success and DEED’s
VRS/SSB are responsible to ensure that neither the local educational agency nor VR agencies may
shift the burden for providing a service, for which it otherwise would be responsible, to the other
entity. Decisions related to which entity will be responsible for providing transition or pre-employment
transition services that can be considered both a special education and a VR service will be made at
the State and local level as part of the collaboration between the VR agencies, State educational
agencies, and local educational agencies. Criteria that can assist in making these decisions include:

0 The purpose of the service—Is it related more to an employment outcome or education (i.e., is it
considered a special education or related service (e.g., rehabilitation counseling that is necessary for
the provision of a free appropriate public education))?

o Customary Services—Is the service one that the school customarily provides under IDEA part B?
For example, if the school ordinarily provides job exploration counseling to its eligible students with
disabilities, the mere fact that such a service is now authorized under the Rehabilitation Act as a pre-
employment transition service does not mean the school should cease providing that service and
refer those students to VR programs.

o Eligibility—Is the student with a disability eligible for transition services under IDEA? The definition
of a “student with a disability,” for purposes of VR programs, is broader than that under IDEA
because the definition in WIOA includes those students who are individuals with a disability under
section 504 of the Rehabilitation Act. It is possible that these students do not have an individualized
education program under IDEA and, therefore, would not be eligible for or receiving special
education and related services under IDEA. As a result, VR programs are authorized to provide
transition services to a broader population than local educational agencies are authorized to provide
under IDEA.

There is also a separate Interagency Agreement to Purchase used Assistive Technology Devices

When a child with a disability transitions into a work environment or postsecondary program, VRS or
SSB may purchase any assistive technology device that the child’s former school district purchased
on the child’s behalf.

2. INFORMATION ON THE FORMAL INTERAGENCY AGREEMENT WITH THE STATE
EDUCATIONAL AGENCY WITH RESPECT TO:

A. CONSULTATION AND TECHNICAL ASSISTANCE TO ASSIST EDUCATIONAL
AGENCIES IN PLANNING FOR THE TRANSITION OF STUDENTS WITH
DISABILITIES FROM SCHOOL TO POST-SCHOOL ACTIVITIES, INCLUDING VR
SERVICES;

» The Minnesota Department of Education (MDE), Division of Special Education, Vocational
Rehabilitation Services and State Services for the Blind agree to share responsibility for ensuring
that students with disabilities receive current information about their strengths, interests and
preferences in order to make informed choices about integrated competitive employment prior to
leaving school.

* MDE, Division of Special Education and VRS/SSB agree to share responsibility for ensuring that
students with disabilities receive exposure to career information through Minnesota’s Internet



System for Education and Employment Knowledge (ISEEK), Minnesota Career Information System
(MCIS) or other state supported sites. Information could include connections to postsecondary
education training requirements, current labor market forecasts, and job outlook to assist the student
in making informed choices about their futures.

* MDE, Division of Special Education and VRS/SSB will work together to implement career
exploration and vocational skills development for transition—age students with disabilities.

* MDE, Division of Special Education and VRS/SSB agree to collaborate and promote transition to
adult services through participation in existing councils, committees, and other workgroups within
respective agencies.

B. TRANSITION PLANNING BY PERSONNEL OF THE DESIGNATED STATE AGENCY
AND EDUCATIONAL AGENCY THAT FACILITATES THE DEVELOPMENT AND
IMPLEMENTATION OF THEIR INDIVIDUALIZED EDUCATION PROGRAMS;

» MDE, Division of Special Education and VRS/SSB agree to accept shared responsibility for the
transition planning for students with disabilities receiving both special education and VR services.
DEED’s VRS/SSB staff agrees to be active participants in the transition planning process once VR
eligibility is determined.

C. ROLES AND RESPONSIBILITIES, INCLUDING FINANCIAL RESPONSIBILITIES,
OF EACH AGENCY, INCLUDING PROVISIONS FOR DETERMINING STATE LEAD
AGENCIES AND QUALIFIED PERSONNEL RESPONSIBLE FOR TRANSITION
SERVICES,;

» MDE, Division of Special Education is responsible for ensuring that local education agencies
provide special education and related services as documented in students’ Individualized Education
Program.

* DEED’s VRS/SSB assists students with disabilities in making informed choices to prepare for,
obtain and maintain employment. Services relate to assessing an individual’'s VR needs, developing
and implementing an individualized plan for employment (IPE), and assisting in the achievement of
the employment goals for the individuals served.

* MDE, Division of Special Education and VRS/SSB are financially responsible for the services they
provide under its own laws and rules.

Responsibilities of Each Partner for Pre-employment Transition Services

The draft language of an Interagency Agreement includes the following:

For the purpose of this agreement a “student with a disability” may include one who is eligible for
and receiving special education services under the Individuals with Disabilities Education Act (IDEA)

or requires accommodations under Section 504 of the Rehabilitation Act.

The intent of this agreement is to:



1. Through consultation and technical assistance, assist LEAs in planning for the transition of
students with disabilities from school to post- school activities, including post-secondary education ,
training, and competitive integrated employment.

2. Provide transition planning by personnel of VRS and SSB alongside secondary special education
and college and career readiness staff through the delivery of pre-employment transition services
under the Workforce Innovation and Opportunity Act and facilitates the development and completion
of their Individualized Education Programs (IEPs) under the Individuals with Disabilities Education
Act.

3. Define the roles and responsibilities, including financial responsibilities, of each agency, including
provisions for determining State lead agencies and qualified personnel responsible for pre-
employment transition services and transition services.

4. Designate procedures for outreach to students with disabilities who are in need of employment-
related transition services. Outreach to students should occur as early as possible during the
transition planning process

[I: CONSULTATION AND TECHNICAL ASSISTANCE

» MDE's Division of Special Education and Division of Career and College Success and DEED’s
VRS/SSB agree to share responsibility for ensuring that students with disabilities receive current
information about their strengths, interests and preferences in order to make informed choices about
competitive integrated employment prior to leaving school.

* MDE's Division of Special Education and Division of Career and College Success and DEED’s
VRS/SSB agree to share responsibility for ensuring that students with disabilities receive exposure
to career information through Minnesota’s Internet System for Education and Employment
Knowledge (ISEEK), Minnesota Career Information System (MCIS) or other state supported sites.
Information could include connections to postsecondary education training requirements, current
labor market forecasts, and job outlook to assist the student in making informed choices about their
futures.

» MDE's Division of Special Education and Division of Career and College Success and DEED’s
VRS/SSB will work together to implement pre-employment transition services for transition-age
students with disabilities.

» MDE's Division of Special Education and Division of Career and College Success and DEED’s
VRS/SSB will work together to deliver consultation and technical assistance, which may be provided
using alternative means for meeting participation (such as video conferences and conference calls),
to assist educational agencies in planning for the transition of students with disabilities from school
to post-school activities, including vocational rehabilitation services.

» MDE's Division of Special Education and Division of Career and College Success and DEED’s
VRS/SSB agree to collaborate and promote transition to adult services through participation in
existing councils, committees, and other workgroups within respective agencies.



D. PROCEDURES FOR OUTREACH TO AND IDENTIFICATION OF STUDENTS WITH
DISABILITIES WHO NEED TRANSITION SERVICES.

» MDE, Division of Special Education and VRS/SSB staff will work together to develop outreach tools
related to integrated competitive employment for students with disabilities, school personnel, and
other community agencies. Materials may include a description of the purpose of the VR program,
referral process, eligibility requirements, priority for services, application procedures, and scope of
services that may be provided to eligible individuals.

» MDE, Division of Special Education and VRS/SSB staff will support the Community Transition
Interagency Committees (CTICs) to improve interagency collaboration among those that support
youth with disabilities.



E. COOPERATIVE AGREEMENTS WITH PRIVATE NONPROFIT ORGANIZATIONS

(Formerly known as Attachment 4.8(b)(3)). Describe the manner in which the designated State
agency establishes cooperative agreements with private non-profit VR service providers.

VRS purchases services such as vocational evaluation, skill training, internships, job development
and job placement, on—the—job training, and time—limited job coaching. Services must be consistent
with an employment plan developed between counselor and customer, based on the consumer’s
informed choices and offered in integrated settings.

Written Assurances

Providers must provide written assurances about their organizational missions, operations (including
audits and lines of authority), staff development and qualifications, services, fees, populations
served, standards of professional practice, and adherence to customers’ employment plans. They
must also provide written assurance regarding vendor compliance with the Americans with
Disabilities Act, Minnesota Human Rights Act and other employment law on individual rights,
accessibility, occupational health and safety, and data privacy.

Two Categories of Providers

Minnesota distinguishes between two categories of vendor: the limited—use provider and the
unlimited use community rehabilitation program (CRP). This arrangement permits wide selection of
services and system flexibility and emphasizes the use of providers accredited by the national
Commission on Accreditation of Rehabilitation Facilities (CARF).

Limited Use Providers

Limited—use providers (those without CARF accreditation) introduce competition to the rehabilitation
marketplace and provide an entry point for new providers in response to an unmet or emerging
service need. They are typically small organizations with small caseloads, limited to a narrow range
of specialized services such as intensive job placement or job coaching for individuals with a
particular disability. Some are private—for—profit entities. VRS uses the services of 53 limited—use
providers. Contracts are limited to $20,000 annually.

CARF-accredited CRPs

An unlimited—use CRP must be accredited by CARF for the services they provide.
Professional/Technical Contracts, detailing services and specific fee schedules, are negotiated, with
the engagement of VRS area managers and counseling staff. VRS management reviews the
agreement for approval or modification. VRS currently has 62 Professional/Technical Contracts with
CRPs statewide. VRS employs a program specialist to help maintain a mutually supportive
professional relationship and to negotiate modifications to agreements with CRPs. VRS and CRPs
work together to promote mutually held goals, including:

» Develop and maintain choices for consumers.

» Meet workforce needs identified by the state’s employers.



 Ensure that services are provided in integrated settings.

« Facilitate state—level planning and coordination of training needs of CRP staff.

* Facilitate communication between VRS and CRP staff at the administrative level.

* Increase CRP awareness of vocational rehabilitation issues at state and national levels.
* Identify and provide training for CRP and VRS staff.

VRS has an active CRP Advisory Committee to assist in achievement of these common goals.
Priority topics discussed included "telling our story" (development of a strategic marketing and
communications plan), enhanced placement services through collaboration, CRP input into the VRS
administrative structure, collaborating with CRPs to provide paid internships for consumers including
pre—employment transition internships, enhancements to supported employment services, and
shared coordination and delivery of staff training.

The Advisory Committee is also engaged in defining CRP quality measures and defining
opportunities for joint training of VRS and CRP staff. The committee is currently actively involved in
developing and providing training for VRS and CRP job developers on rapid engagement and fully
engaging the consumer in the placement process.



F. ARRANGEMENTS AND COOPERATIVE AGREEMENTS FOR THE PROVISION OF
SUPPORTED EMPLOYMENT SERVICES

(Formerly known as Attachment 4.8(b)(4)). Describe the designated State agency’s efforts to identify
and make arrangements, including entering into cooperative agreements, with other State agencies
and other appropriate entities in order to provide supported employment services and extended
employment services, as applicable, to individuals with the most significant disabilities, including
youth with the most significant disabilities.

Statewide Collaboration

VRS collaborates with the Minnesota Department of Education (MDE), Department of Human
Services (DHS), and county and local service providers to offer statewide supported employment
services. VRS is a partner in several state—level agreements that provide long—term supports.
During development of an employment plan, VRS counselors and other service team members help
consumers to select supported employment services that meet their needs. They identify which
services will be provided by VRS, as well as the source of long—term supports in the community.
VRS provides time—-limited supports for up to 18 months (up to 24 months for youth), but an
employment plan may be amended if additional time is needed to achieve job stability. The primary
funding resources for long— term supports in the community following VRS case closure are county
case managers, the VRS Extended Employment Program, DHS programs such as traumatic brain
injury waiver funding, and the Social Security Administration’s Impairment—Related Work Expense
exclusions and Ticket to Work funding for persons on SSI and/or SSDI.

State—funded VRS Extended Employment Program

Minnesota’'s Extended Employment Program, administered by VRS, develops performance based
contracts with CARF-accredited CRPs. The contracts set expectations for extended support,
establish funding levels and specify how many employment hours will be funded. These
collaborations contribute significantly to the quality, scope, and effectiveness of the state’s supported
employment efforts.

The VRS Extended Employment Program augments Minnesota’s supported employment resources,
including those for persons who are deaf or hard—of—hearing and for persons with serious mental
illness. It provides over $12 million a year to CRPs to provide ongoing supports. VRS coordinates
both vocational rehabilitation and extended employment services to maximize the impact of both
time—limited and extended services.

The Extended Employment Program is in the rule making process. Currently, more than 80 percent
of the dollars support people working in integrated community settings. The proposed rule would
eliminate center—based employment over five years, shifting 100% of the money to community
based employment.

Individuals with Serious Mental lliness and Individuals Who Are Deaf or Hard—of—-Hearing

Extended Employment dedicates $1.6 million to supports for persons with serious and persistent
mental iliness. Another appropriation provides $475,000 annually to provide ongoing supports for
persons who are deaf or hard—of—hearing. In state fiscal year 2014, the VRS Extended Employment
program provided ongoing work supports to about 4,700 individuals working in the community, most
of whom had previously received time—limited VR services.



G. COORDINATION WITH EMPLOYERS

(Formerly known as Attachment 4.8(b)(5)). Describe how the designated State unit will work with
employers to identify competitive integrated employment and career exploration opportunities in
order to facilitate the provision of:

1. VR SERVICES; AND

Excellence in placement services is fundamental to more fully living into DEED’s vision statement of
“a healthy economy, where all Minnesotans have or are on a path to meaningful employment and a
family sustaining wage, and all employers are able to fill jobs in demand”. Coordination with
employers is also key to VRS’ priority to embrace employers as key customers resulting in increased
employment outcomes.

VRS has developed three updated strategic priorities and measures related to coordination with
employers. These priorities replace the priorities listed under Goal 4: Employer Engagement in
Section (P) Evaluation and Reports of Progress.

A. Develop and implement a VR consumer talent pool structural framework within the electronic
case management system. The talent pool will be developed to gather and tap information to
facilitate matching consumers to employment opportunities.

Metric: Secure approval and resources to develop the consumer talent pool structural framework as
part of a larger rewrite of the case management system.

B. Develop and implement Low Risk Hiring and Retention Options designed to increase employment
outcomes and workforce diversity.

Metric: Track the VR consumer participation and employment outcomes in low risk hiring and
retention options on a quarterly basis. Options include on-the—job training, job try outs, internships,
700 hour program and Schedule A hiring.

Metric: Create and delivery raining to help employers identify, develop and sustain natural supports
for employees with disabilities in the workplace.

C. VRS will lead and convene Placement Partnerships focused on developing, maintaining, and
strengthening relationships among VRS, VR Community Partners and employers.

Metric: The placement specialist team will develop a quarterly report on the major activities and
outcomes for active placement partnerships.

Metric: VRS will share the quarterly report with partnership participants and use as a tool to increase
understanding and collaboration for increased employment outcomes.

Metric: WIOA Common Performance Measure 6 (effectiveness in serving employers) will be
developed and addressed in an annual report.

Following is a report of progress on the revised priorities:



The Disability Employment Resource (DER) was developed to support business engagement. The
initiative helps businesses meet their workforce goals by employing people with disabilities in
competitive integrated positions, while employment professionals learn more about how to align their
placement goals with business needs.

The DER curriculum improves business engagement by delivering information to bridge the gap
between business and human services, dispelling myths that can prevent employers from
considering people with disabilities, helping human service professionals understand the business
perspective, providing tools for starting and building relationships, and connecting businesses with
information and resources to help them succeed.

The DER model has four stages of engagement:
The first stage is Visibility. Strategies are provided to identify businesses and develop contacts.

The second stage is Credibility. The focus is on educating and informing the employer by asking for
opportunities to present employment information to the business, hosting informational events, and
sharing stories about business successes in employing people with disabilities. To encourage
engagement, the employer may be asked to conduct mock interviews with job seekers or mentoring
a job seeker.

The third stage is Fulfillment. The focus is on finding qualified candidates for the employer’s job
openings.

The fourth stage is Reciprocity. The focus is on supporting the new employee by mentoring the
person’s supervisor, if needed, and providing job coaching and other support services to fully
integrate the new employee in the work site.

Minnesota has developed 15 Placement Partnerships throughout the state to provide a single point
of contact for employers and to enhance the skills of placement professionals.

Placement 101 is a three day training to provide professionals with an introductory level of
knowledge and skills in providing placement services for VRS consumers. It is available free of
charge to VRS and community partners. To date, 17 classes have been completed, providing
training to over 300 placement professionals. In addition, 30 trainers have been trained (15 VRS
staff and 15 community rehabilitation program staff) to ensure an adequate number of trainers to
continue the project. In addition to supporting joint training to maintain qualified staff, the placement
partnerships share job leads and host job fairs and other community events.

In 2012 a Next Generation Placement Design Team was developed, consisting of 18 key VRS and
CRP leaders who engaged in a facilitated process to develop the ‘Next Generation’ of placement
services for the benefit of job seekers and employers. The model was piloted in each region of the
state (northern, metro, and southern) and at the Deaf/Hard of Hearing Units in St. Paul and St.
Cloud. The model is currently being expanded statewide to all geographic areas of the state and all
VR communities (VRS, community rehabilitation programs and limited use vendors).

The vision of Next Generation Placement is that job seekers will be better prepared to actively
engage with the placement team to secure integrated competitive employment. The placement team
will provide coordinated, effective and individualized support to the job seeker and employers,
including access to ongoing supports to help the person maintain and advance in their employment.



Employment will increase self—sufficiency, thus further increasing the person’s integration in the
community. The employer will also be more engaged and willing to provide job skill evaluations, job
tryouts and on the job training. The initial evaluation of the project is very promising. For example,
one employer has completed 79 job skill evaluations or job tryouts, and hired 31 of the people. The
employer has directly hired another 25 people.

The SGA Project, implemented in August, 2015, is piloting another strategy for engaging consumers
and employers. The consumer works with a core team consisting of a counselor, benefits planner
and placement specialist. The consumer can add additional people if desired, such as an
independent living counselor or mental health worker. The counselor and placement specialist focus
on helping the person decide on a vocational goal that exists in the local economy, while the benefits
planner helps the person set an income goal. The placement plan is developed at the same time as
the Employment Plan, even if the person will be entering a training program. If the person is entering
a highly competitive field, the placement specialist may recommend internships or other services
that will give the consumer a competitive edge over other job applicants. Frequently, the internship
leads to a job offer.

2. TRANSITION SERVICES, INCLUDING PRE-EMPLOYMENT TRANSITION
SERVICES, FOR STUDENTS AND YOUTH WITH DISABILITIES.

With the greater emphasis on providing pre—employment transition services, VRS staff have reached
out to local school districts across the state to identify how transition students are currently able to
access community—based work—based learning opportunities and what gaps need to be filled. In
many instances, there are work—based learning coordinators, hired by the school district, that have
at least some employer relationships within the community. However, many of these coordinators
report that they don’t always have the time or expertise to form the breadth of relationships that
meets the needs of all students. VRS is working collaboratively with these coordinators to create a
structure for connecting them to employer relationships and job leads created/ identified by the
regional placement partnerships and to revise and deliver the Placement 101 training in order to
meet the unique needs of these school staff members. On the flip side, where there aren’t work—
based learning coordinators available to students, VRS is identifying alternative options to work with
employers to offer students work experiences. First, VRS and three Workforce Investment Board
Title | Youth programs are currently piloting a way to collaboratively identify students in need of paid
work—based learning experiences and connect them to employers to provide these experiences at
integrated work settings in the community. In these 12—week experiences, students will gain
confidence and skills to help propel them along career pathways. As many as 50 students will be
served with this model. Furthermore, VRS is working with Community Rehabilitation Providers on
various opportunities as well. These include job shadows, job try—outs, internships, and full and
part—time jobs. Lastly, VRS has both internal and contracted job placement positions that are re—
directing their time within VRS offices to focus more intentionally on partnering with employers to
offer these opportunities as well.



H. INTERAGENCY COOPERATION

Describe how the designated State unit will collaborate with the State agency responsible for
administering each of the following programs to develop opportunities for competitive integrated
employment, to the greatest extent practicable:

1. THE STATE MEDICAID PLAN UNDER TITLE XIX OF THE SOCIAL SECURITY ACT,;

Medical Assistance, the state’s Medicaid program, is administered by the Minnesota Department of
Human Services (DHS). Vocational Rehabilitation Services (VRS) and State Services for the Blind
(SSB) collaborate closely with DHS in the provision of a variety of Medicaid services:

Waiver Programs: Medicaid participants with disabilities who need a defined level of care and
choose to live in the community may be eligible for one of the following waivers to help fund the cost
of community living and supportive employment:

* Brain Injury Waiver: the person must have a traumatic, acquired or degenerative brain injury and
require the level of care typically provided in a nursing facility or neurobehavioral hospital.

* Community Alternatives for Disabled Individuals (CADI) Waiver: the person must have a disability
and require the level of care typically provided in a nursing facility.

* Developmental Disability Waiver: the person must have a developmental disability or related
condition and require the level of care typically provided in an Intermediate Care Facility for Persons
with Developmental Disabilities (ICF/DD).

There is joint planning occurring between the Waiver Programs and the state funded Extended
Employment program to maximize the number of people who can access competitive integrated
employment through the provision of supported employment services. Many counties have waiting
lists for waiver services.

VRS and SSB access Medicaid dollars to pay for durable medical supplies such as wheelchairs,
hearing aids and communication boards. Medicaid has limits on what they will pay for specific items.
If the rehabilitation counselor feels the consumer would benefit from an “upgrade” to the item,
Vocational Rehabilitation can pay the difference between the Medicaid payment and the cost of the
upgraded product. Medicaid will apply the VR payment to the consumer’s spenddown.

Minnesota’'s Medicaid Infrastructure Grant was a joint project of the Department of Human Services,
the Department of Employment and Economic Development (VRS and SSB) and the State Council
on Disability. Collaborative efforts started utilizing grant funding has been continued using state
appropriations, including:

* Disability Linkage Line (DLL): The DLL is a partnership between DHS and the Centers for
Independent Living to provide disability related information and referral resources for Minnesotans
with disabilities. Assistance is available in the areas of accessible housing, personal care services,
transportation, employment, disability benefits, assistive technology, and other community
resources. Services are available through a toll free number or online at www.MinnesotaHelp.info.
The most recent expansion of the DLL has been in the area of benefits planning and benefits
analysis for beneficiaries of Social Security benefits.



* Disability Benefits 101: DB101 (www.db101.0rg) is a free online service operated by the Disability
Linkage Line that was initially developed using Medicaid Infrastructure grant funding. The program
allows people to plan for their future by providing estimator sessions showing how income will impact
benefits, explores effective use of work incentives, helps people establish work goals, and provides
answers to questions through live chat, phone or email. The program includes short videos of
success stories. Many of the DLL staff are certified Community Work Incentive Coordinators and can
provide benefits analysis services if there are complex issues. Utilizing Department of Labor —
Disability Employment Initiative funding, a new section on Work Benefits for Youth has been added.
In addition to VRS and SSB staff being actively involved in the development of the online program,
consumers were actively involved in the BETA testing to make sure the program was accessible to
people with disabilities.

* SGA Project: the Institute on Community Inclusion at the University of Massachusetts — Boston has
received RSA funding to demonstrate effective strategies to assist SSDI beneficiaries achieve
income above the substantial gainful activity (SGA) level. Minnesota VRS is one of the
demonstration sites. At time of enrollment, the SSDI beneficiary is assigned a counselor, placement
specialist and financial specialist. Eligibility for services is presumed within three days and the
Employment Plan is developed within 30 days of application. VRS has partnered with the DLL to
provide financial counseling in VR offices. RSA funding was used to provide the benefits planners
with financial literacy training so that in addition to benefits planning the financial specialists can
provide assistance with improving credits scores, paying off credit card debt, and developing savings
plans. It is hoped that the combination of rapid engagement and financial planning services will lead
to better outcomes. Although the SGA Project does not receive any Medicaid funding, the financial
specialist positions would not have been possible without the initial collaboration with the Medicaid
Infrastructure Grant.

2. THE STATE AGENCY RESPONSIBLE FOR PROVIDING SERVICES FOR
INDIVIDUALS WITH DEVELOPMENTAL DISABILITIES; AND

The primary agency responsible for services for adults with disabilities is the Minnesota Department
of Human Services. The Minnesota State Interagency Committee (MnSIC) has the responsibility to
develop and implement a coordinated, multidisciplinary service system for children and youth with
disabilities ages three to 21. The Committee brings together the Minnesota Departments of
Education, Employment and Economic Development, Commerce, Corrections, Health, Human
Rights, and Human Services to develop needed policy change to reduce duplication of local effort
and to improve local response to the needs of children and families by developing a coordinated,
multidisciplinary service system. Minnesota does not have a specific agency focused on
developmental disabilities.

Minnesota’s Olmstead Plan supports freedom of choice and provides a framework and a series of
key activities that must be achieved to ensure Minnesotans with disabilities have the opportunity to
live, learn, work and enjoy life in the most integrated setting desired by the person.

Governor Mark Dayton appointed an Olmstead Subcabinet to develop and implement this plan. The
Subcabinet consists of representatives of the MnSIC agencies listed above, the Housing Finance
Agency, the Department of Transportation, the ombudsman for mental health and developmental
disabilities, and the Executive Director of the Governor's Council on Developmental Disabilities.

VRS and SSB are involved in several joint projects with the above agencies:



* Individual Placement and Support (IPS): IPS services bring together mental health treatment
services and vocational rehabilitation to help move people with serious mental illness into
competitive employment. Participants are more likely to achieve employment success, leading to
increased income, improved self-esteem, improved quality of life and reduced symptoms.

* Way to Work Project: Also referred to as the Ohio model, VRS has placed vocational rehabilitation
counselors in a sheltered workshop to assess consumer needs and develop strategies to move the
employees from segregated employment to competitive integrated employment. Dakota County, the
Department of Human Services and VRS are studying effective ways to provide training, supports
and benefits planning to assist people transition into the community.

* SNAP (Supplemental Nutrition Assistance Program) Employment and Training: The Departments
of Human Services and Employment and Economic Development are currently studying
opportunities to blend SNAP funds with other anti—poverty funding to help move more people out of
poverty.

3. THE STATE AGENCY RESPONSIBLE FOR PROVIDING MENTAL HEALTH
SERVICES.

The Minnesota Department of Human Services has primary responsibility for coordinating mental
health services for youth and adults. Youth services is a coordinated effort bringing together mental
health services, substance abuse treatment, primary medical care, juvenile corrections, education,
child welfare and vocational rehabilitation, as appropriate.

Adult services are coordinated through Adult Rehabilitative Mental Health Services (ARMHS). The
services are funded primarily through Medicaid waivers and state dollars. The four core components
of ARMHS are basic living and social skills, community intervention, medication education, and
transitioning to community living. Vocational Rehabilitation Services is a critical component of
community living. ARMHS cannot fund vocational services, but VRS closely coordinates services to
provide the person with a comprehensive package of services.



|. COMPREHENSIVE SYSTEM OF PERSONNEL DEVELOPMENT,; DATA SYSTEM ON
PERSONNEL AND PERSONNEL DEVELOPMENT

(Formerly known as Attachment 4.10)). Describe the designated State agency's procedures and
activities to establish and maintain a comprehensive system of personnel development designed to
ensure an adequate supply of qualified State rehabilitation professional and paraprofessional
personnel for the designated State unit, including the following:

1. DATA SYSTEM ON PERSONNEL AND PERSONNEL DEVELOPMENT
A. QUALIFIED PERSONNEL NEEDS.

Describe the development and maintenance of a system for collecting and analyzing on an annual
basis data on qualified personnel needs with respect to:

i. the number of personnel who are employed by the State agency in the provision of VR services in
relation to the number of individuals served, broken down by personnel category;

In FFY 2015, VRS served 17,922 consumers and ended the year with an active caseload of 10,921
individuals, including 423 applicants. In FFY 2016, we anticipate serving approximately 17,240
consumers, and ending the year with an active caseload of 10,740, an average case load for
counselors of 68. U.S. Census Bureau data on the geographic distribution of Minnesotans with
disabilities is used to determine the distribution of staff. The metro region has 132 positions, the
northern region has 82 positions, and the southern region has 76 positions.

ii. the number of personnel currently needed by the State agency to provide VR services, broken
down by personnel category; and

The Vocational Rehabilitation Services leadership team consists of a director, nine managers and
two Office Services Supervisors. (Two positions currently overlap for succession planning to prepare
for two Admin staff retirements.)

Direct supervision of field staff is provided by seventeen rehabilitation area managers and four
rehabilitation supervisors. Twenty three rehabilitation specialists and three other administrative
specialists support the work of both administrative and field staff by providing technical assistance,
training, and consultation.

Direct service to VR consumers is provided by 160 rehabilitation counselors, augmented by nine
rehabilitation representatives, twenty three job placement coordinators, a business services
specialist, two community liaison representatives, and one Occupational Communication Specialists
(sign language interpreters); sixty nine vocational rehabilitation technicians and sixteen clerical staff
provide support to both field and administrative offices.

iii. projections of the number of personnel, broken down by personnel category, who will be needed
by the State agency to provide VR services in 5 years based on projections of the number of
individuals to be served, including individuals with significant disabilities, the number of personnel
expected to retire or leave the field, and other relevant factors.



VRS had fifteen retirements in calendar year 2015. There were six voluntary resignations. The
number of voluntary resignations has remained constant (around 2%) over the past five years.
Between 2015 and 2020, 30% of VRS staff, including 23% of counselors and 33% of managers and
supervisors will be eligible to retire.

VRS program director/managers/supervisors (Admin)

Total positions: 12

Current vacancies: 0

Projected vacancies over the next 5 years: 6

Rehabilitation Area Managers/supervisors (field)

Total positions: 21

Current vacancies: 0

Projected vacancies over the next 5 years: 5

Rehabilitation Specialists

Total positions: 23

Current vacancies: 0

Projected vacancies over the next 5 years: 9

Rehabilitation Counselors

Total positions: 160

Current vacancies: 1

Projected vacancies over the next 5 years: 37

Rehabilitation Representatives

Total positions: 9

Current vacancies: 0

Projected vacancies over the next 5 years: 2

Job Placement/Business Services

Total positions: 25



Current vacancies: 0

Projected vacancies over the next 5 years: 8

Vocational Rehabilitation Technicians

Total positions: 69

Current vacancies: 2

Projected vacancies over the next 5 years: 28

Clerical Support

Total positions: 16

Current vacancies: 1.5

Projected vacancies over the next 5 years: 3

Other Admin/Field

Total positions: 7

Current vacancies: 0

Projected vacancies over the next 5 years: 3

TOTAL

Total positions: 342

Current vacancies: 4.5

Projected vacancies over the next 5 years: 101
B. PERSONNEL DEVELOPMENT

Describe the development and maintenance of a system for collecting and analyzing on an annual
basis data on personnel development with respect to:

i. a list of the institutions of higher education in the State that are preparing VR professionals, by type
of program;

Three area graduate programs award master’s degrees that prepare individuals to work as
vocational rehabilitation counselors:

Minnesota State University at Mankato



St. Cloud State University
University of Wisconsin — Stout

VRS maintains a collegial relationship with these programs, recruiting for internships and filling
counselor positions from among graduates. The section below displays current enrollment and the
number of rehabilitation counseling graduates available through these programs.

ii. the number of students enrolled at each of those institutions, broken down by type of program;
and

Minnesota State University — Mankato

Students enrolled: 10

Employees sponsored by agency and/or RSA: 0
Graduates sponsored by agency and/or RSA: 1
Graduates from the previous year: 4

St. Cloud State University

Students enrolled: 26

Employees sponsored by agency and/or RSA: 2
Graduates sponsored by agency and/or RSA: 0
Graduates from the previous year: 12

University of Wisconsin — Stout

Students enrolled: 67

Employees sponsored by agency and/or RSA: 4
Graduates sponsored by agency and/or RSA: 0
Graduates from the previous year: 20

iii. the number of students who graduated during the prior year from each of theose institutions with
certification or licensure, or with the credentials for certification or licensure, broken down by the
personnel category for which they have received, or have the credentials to receive, certification or
licensure.

All graduates from the three institutions received master’s degrees in rehabilitation counseling:



Minnesota State University — Mankato: 4
St. Cloud State University: 12
University of Wisconsin — Stout: 20

2. PLAN FOR RECRUITMENT, PREPARATION AND RETENTION OF QUALIFIED
PERSONNEL

Describe the development and implementation of a plan to address the current and projected needs
for qualified personnel including, the coordination and facilitation of efforts between the designated
State unit and institutions of higher education and professional associations to recruit, prepare, and
retain personnel who are qualified, including personnel from minority backgrounds and personnel
who are individuals with disabilities.

Internships commonly lead to permanent counseling positions. Eight students completed internships
in 2015. Eight internships are currently in progress. We anticipate hosting additional interns
beginning Fall 2016 semester. The staff development manager devotes approximately 10% time as
the point of contact for managers, professors, interns, supervising counselors, and Human
Resources to coordinate intern placement and supervision, and for counselor recruitment. Other
activities include presentations to students, coordinating VRS participation in career fairs, and
informing university personnel of counselor vacancies.

The VRS staff development manager is an active member of graduate counseling advisory
committees at the University of Wisconsin — Stout and Minnesota State University, and
communicates regularly with counseling program directors.

VRS provides tuition support for staff pursuing graduate degrees in rehabilitation counseling.
Employees in the St. Cloud program and UW — Stout online program also had access to RSA
stipends to assist with some tuition costs. One VRS employee graduated with a Rehabilitation
Counseling graduate degree in 2015, and one was promoted to a counselor position; seven
employees are in the process of completing degrees.

Media advertisement: VRS posts its vacancies at the State of Minnesota personnel openings
website and the MinnesotaWorks job bank, as well as in newspapers.

Minnesota post retirement option: The post retirement option, which permits a state retiree to work
up to half time without losing insurance or retirement benefits, is a component of VRS retention and
succession planning strategies.

As a key strategy for staff retention, VRS pays close attention to organizational vitality and staff
morale. VRS works to maintain a high level of employee engagement through statewide staff
communication about the vision, mission, values, strategic goals and agency achievements, and a
robust training and development program. VRS completed an Organizational Vitality survey in
Spring 2015. Survey response rate was 87% this year. Findings indicate strong employee
engagement on the key indicators measured. For example, 92% agreed that the VRS mission
makes them feel their job is important, 92% agreed that they have the necessary training to do their
job well, and 79% agreed that they were informed of decisions and issues that affect them and their
work. Staff also provided suggestions for specific changes that would increase job satisfaction;
response themes included continuing the commitment to training, increasing recognition and



feedback, enhancing organization communications, reviewing system or policy issues, and
addressing work environment issues. VRS plans to repeat the survey annually as a measure of
employee engagement and as a tool to identify needed improvements in organizational
effectiveness.

Counselors and other staff are recruited and hired under Minnesota’s competitive civil service
system, including affirmative action to recruit and hire individuals with disabilities and members of
the state’s diverse cultural and ethnic populations. Voluntary disclosure of ethnic and cultural status
provides the following FFY 2015 data: 7% of VRS employees identify themselves as American
Indian, Asian, Black or Hispanic/Latino, 92% identify themselves as White, and 2% are non—
specified or undisclosed. At present, 10% of VRS employees voluntarily disclose a disability.

The New Americans team, based in the Twin Cities, offer vocational rehabilitation services to
refugees who recently immigrated to Minnesota from countries such as Somalia, Ethiopia, Jamaica,
Turkey, Congo, Guyana, Iraq, Nigeria, Egypt, Pakistan, Sudan and Eritrea. The New Americans
team consists of a lead rehabilitation counselor and two community liaison representatives. They are
themselves refugees from East African countries. Each member of the New Americans team is
multi-lingual and provides intensive supports from application through employment closure to the
VRS consumers they serve.

Coordination with professional associations: VRS staff serve on the board of the Minnesota
Rehabilitation Association (MRA) and serve on MRA conference planning committees. A significant
number of staff attend MRA conferences each year. VRS encourages staff membership in
professional associations, and many serve as officers and work on association committees.

3. PERSONNEL STANDARDS

Describe the State agency's policies and procedures for the establishment and maintenance of
personnel standards consistent with section 101(a)(7)(B) and 34 CFR 361.18(c) to ensure that
designated State unit professional and paraprofessional personnel are adequately trained and

prepared, including:

A. STANDARDS THAT ARE CONSISTENT WITH ANY NATIONAL OR STATE-
APPROVED OR -RECOGNIZED CERTIFICATION, LICENSING, REGISTRATION, OR
OTHER COMPARABLE REQUIREMENTS THAT APPLY TO THE PROFESSION OR
DISCIPLINE IN WHICH SUCH PERSONNEL ARE PROVIDING VR SERVICES; AND

Vocational rehabilitation counselors and other professional staff are hired through competitive
examination under the Minnesota civil service system. The current rehabilitation counselor candidate
examination was developed by a workgroup that comprises staff from VRS, State Services for the
Blind, and the department’s Office of Human Resources.

Qualifications for counselors are based on both educational preparation and professional work
experience. The academic degree standard for Rehabilitation Counselors is the Master's Degree in
Rehabilitation Counseling or a Master’s Degree in a closely related field and evidence of completion
of a graduate level course in counseling theories/techniques.

B. THE ESTABLISHMENT AND MAINTENANCE OF EDUCATION AND EXPERIENCE
REQUIREMENTS, IN ACCORDANCE WITH SECTION 101(A)(7)(B)(Il) OF THE



REHABILITATION ACT, TO ENSURE THAT THE PERSONNEL HAVE A 21ST
CENTURY UNDERSTANDING OF THE EVOLVING LABOR FORCE AND THE NEEDS
OF INDIVIDUALS WITH DISABILITIES.

Rehabilitation Counselors

* Master’s degree in Rehabilitation Counseling; or

* A degree in a closely related field with evidence of completion of graduate level coursework in
counseling theory/techniques.

All of the agency’s vocational rehabilitation counselors meet the state’s standard.
Rehabilitation Representative
* Bachelor's degree in rehabilitation counseling or in a related social services field; or

* Bachelor's degree in any field, plus two years of experience providing employment related services
for persons with disabilities.

Placement Coordinator

* One year professional experience in which the primary focus was the provision of vocational
services to persons with disabilities; or

* Master’s degree in behavioral science, counseling, vocational evaluation, job placement, vocational
rehabilitation, or a closely related degree; or

* Three years of paraprofessional experience in which the primary focus was the provision of
vocational services to persons with disabilities.

Vocational Rehabilitation Technician

* A minimum of one year of experience in an organization whose mission includes the provision of
services to persons who are injured or disabled so that an understanding and sensitivity toward
people with disabilities has been obtained

* Customer service skills sufficient to perform intake, assist with forms, and to develop positive
relationships with the consumers

* Keyboarding skills sufficient to create documents and complete data entry, and

* English sufficient to interview consumers and employers, present job—seeking skills training, and to
draft correspondence or complete forms.



4. STAFF DEVELOPMENT.

Describe the State agency's policies, procedures, and activities to ensure that, consistent with
section101(a)(7)(C) of the Rehabilitation Act, all personnel employed by the designated State unit
receive appropriate and adequate training in terms of:

A. SYSTEM OF STAFF DEVELOPMENT

a system of staff development for professionals and paraprofessionals within the designated State
unit, particularly with respect to assessment, vocational counseling, job placement, and rehabilitation
technology, including training implemented in coordination with entities carrying out State programs
under section 4 of the Assistive Technology Act of 1998; and

The staff development director is a member of the VRS management team and is responsible for the
Comprehensive System of Personnel Development. Staff development coordinates training,
develops training programs to meet identified needs, and coordinates internships and other
recruitment activities.

Staff development and training needs are assessed through interviews with field staff, reports from
area managers and recommendations from staff groups and committees. Case review yields training
needs information. A Staff Development Committee meets regularly to develop and guide staff
developmen