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Minnesota Department of Employment and Economic Development 

332 Minnesota Street, Suite E200, St. Paul, MN 55101 
Phone 651/259-7112 

mn.gov/deed 

 

December 11, 2018 

 

Ms. Naomi M. Barry-Pérez 

Director, Civil Rights Center 

U.S. Department of Labor 

200 Constitution Avenue NW 

Suite N-4123 

Washington, DC 20210 

 

Dear Director Barry- Pérez:  

 

As Commissioner of the Minnesota Department of Employment & Economic Development and the designated 

State administrator for the Nondiscrimination Plan (NDP), I am pleased to submit the two-year review of the 

Minnesota NDP.   

 

This document reflects the continued commitment of the State of Minnesota and its system partners in 

promoting programs, activities, and services through an integrated system that complies with the equal 

opportunity and nondiscrimination requirements of Section 188 of the Workforce Innovation and Opportunity 

Act (WIOA) Equal Opportunity Officer.       

 

Please also accept this letter as formal notification that Ann Feaman, Director of the Office for Diversity & 

Equal Opportunity within the Minnesota Department of Employment & Economic Development (DEED), is the 

State-level Workforce Innovation and Opportunity Act (WIOA) Equal Opportunity Officer.   

 

Regards, 

 

 

 

Shawntera Hardy 

Commissioner 

 

 

cc: Jeremy Hanson Willis, Deputy Commission, Employment & Training 

 May Thao-Schuck, Director, Employment & Training 

 Rick Caligiuri, Director, Unemployment Insurance 

 Ann Feaman, Director, Office of Diversity & Equal Opportunity 
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Element 1 – Assurances (29 CFR 38.25 – 38.27)  
This chapter identifies DEED’s compliance with Element 1 of the Nondiscrimination Plan which requires that 
recipients of Workforce Innovation and Opportunity Act (WIOA) Title I funds incorporate an assurance of 
nondiscrimination and equal opportunity when contracting for WIOA Title I services.  Each application for 
financial assistance under Title I of WIOA, as defined in 29 CFR 38.4, must include the assurance. 

Assurance Requirements  

As a condition to the award of financial assistance from the Department of Labor under Title I of WIOA the 
grant applicant must make written assurance to the Minnesota Department of Employment and Economic 
Development (DEED). As a condition to the award of financial assistance, the grantee assures it has the ability 
to comply with nondiscrimination and equal opportunity laws, and will remain in compliance for the duration 
of the federal financial assistance.  

The assurance obligation extends to all grant agreements made by the State, all grantees that receive any type 
or amount to WIOA funding, including discretionary funding, are held to the same requirements and 
conditions under 29 CFR Part 38 regarding equal opportunity and nondiscrimination.  
 
Minnesota’s State Combined Plan, July 1, 2016 through June 30, 2020 is the starting point for equal 
opportunity assurances.  The Combined Plan will continue to be Minnesota’s promise to the Department of 
Labor that it is complying with and will continue to comply with the nondiscrimination provisions of Section 
188 and its implementing regulations.   

Every two years, the State issues the Regional Workforce Development Area (RWDA) plan and Local Workforce 
Development Area (LWDA) Plans.  The LWDAs reflect the intent of the State level Combined Plan to meet and 
carry out the commitment to provide equal opportunity to all residents of Minnesota. The LWDAs are required 
to review their local plan annually and submit revisions to DEED.   
 
ARCHITECTURAL AND PROGRAMMATIC ACCESSIBILITY 
All WIOA grantees must ensure that their sites, services, and programs are accessible to universal customers, 
including individuals with disabilities. If a site is not architecturally accessible, grantees are required to 
relocate to an accessible facility/location. The Office of Diversity and Equal Opportunity (ODEO) provides 
guidance and resources to help overcome barriers to access.  

ODEO, with the assistance of ETP’s fiscal monitors and facility management, monitor for compliance by 
conducting site assessments prior to the certification of a one-stop or prior to the acquisition of any new space 
for architectural responsibility.  Additionally, compliance is monitored through an annual EO/ADA Assessment.  
Monitoring is detailed in Element 6. 

The WorkForce Centers (WFCs) ensure that they remain accessible by being located close to public 
transportation. All WFCs have previously undergone a site review inspection and certification for compliance 
with ADA Accessibility Standards by DEED and they have adaptive equipment to provide access to customers 
with disabilities. ODEO conducts site reviews of all WFCs on a three-year cycle to ensure that the WFC system 
is ADA compliant and accessible to the universal customers with disabilities.  
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Employment and Training Programs Division (ETP) grantees and service providers are held to the accessibility 
policies and standards established by DEED. The standards were developed to ensure that system wide 
services comply with all applicable federal and state laws.  The standards for Determining the Location of a 
WorkForce Center policy states: 

The WFC location will be accessible to all populations including people with disabilities.  DEED is the 
final authority in determining if a location meets the criteria to be certified as a WorkForce Center. 

JOB TRAINING PLANS AND CONTRACTS 
The local plans and contracts are monitored by the Employment and Training Programs (ETP) Division’s Fiscal 
Monitoring Unit to ensure the contracts contain the required assurance language.   

Assurance Language of Master Contract 

DEED’s WIOA Equal Opportunity Policy Manual, Chapter 1: Assurances, states:  

The assurance language of the Master Grant between the Employment and Training Programs (ETP) 
division of the Minnesota Department of Employment and Economic Development (DEED), the 
Workforce Development Areas (WDAs), and other providers, including any sub-grantees, must include 
language pertaining to Civil Rights obligations as recommended by the Director of Civil Rights of the 
U.S. Department of Labor. As a condition to the award of financial assistance under Title I of WIOA, as 
defined in § 38.4, the grant applicant assures that it has the ability to comply with the 
nondiscrimination and equal opportunity provisions of WIOA and other federal and state civil rights 
statutes and will remain in compliance for the duration of the award of federal financial assistance.   

Annually, the State sends the Master Grant Agreement to all LWDAs. The Master Grant Agreement identifies 
in Section 16.3 Assurances that: 

As a condition to the award of financial assistance from the Department of Labor under Title I of the 
Workforce Innovation and Opportunity Act (WIOA), or any other State Workforce Development 
Employment and Training funds, the grantee assures that it will comply fully with the 
nondiscrimination and equal opportunity provisions and other assurances.   

The Master Grant Agreement contains the following nondiscrimination assurances:  

• Nondiscrimination - Section 188 of the Workforce Innovation and Opportunity Act (WIOA), which 
prohibits discrimination against all individuals in the United States on the basis of race, color, religion, 
sex (including pregnancy, childbirth and related medical conditions, transgender status, and gender 
identity), national origin (including limited English proficiency), age, disability or political affiliation or 
belief, or against beneficiaries on the basis of either citizenship status or participation in any WIOA 
Title I-financially assisted program or activity; 

• Nondiscrimination - Title VI of the Civil Rights Act of 1964, as amended, which prohibits discrimination 
on the bases of race, color, and national origin under any program receiving federal financial 
assistance; 

• Nondiscrimination – Title VII of the Civil Rights Act of 1964, as amended, which prohibits 
discrimination on the basis of race, color, religion, sex, or national origin in employment;  

https://apps.deed.state.mn.us/ddp/PolicyDetail.aspx?pol=302
https://www.gpo.gov/fdsys/pkg/FR-2016-12-02/pdf/2016-27737.pdf
https://www.eeoc.gov/laws/statutes/titlevii.cfm
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• Nondiscrimination – Section 503 of the Rehabilitation Act of 1973, as amended, which prohibits 
discrimination based on disability; 

• Nondiscrimination – The Age Discrimination Act of 1975, as amended, which prohibits discrimination 
on the basis of age;  

• Nondiscrimination – Title IX of the Education Amendments of 1972, as amended, which prohibits 
discrimination on the basis of sex in education programs; 

• Title II of the Genetic Information Nondiscrimination Act of 2008, which prohibits discrimination in 
employment on the basis of genetic information; 

• Nondiscrimination - Title V of the Older Americans Act of 1965, which prohibits discrimination based 
on race, color, religion, sex, national original, age disability or political affiliation or beliefs in any 
program funded in part with Senior Community Services Employment Program funds; 

• Nondiscrimination - Title I (Employment) Americans with Disabilities Act (ADA), which prohibits state 
and local governments from discriminating against qualified individuals with disabilities in job 
application procedures, hiring, firing, advancement, compensation, job training, and other terms, 
conditions, and privileges of employment; 

• Nondiscrimination - Title II (State and Local Governments) Americans with Disabilities Act (ADA), which 
prohibits qualified individuals with disabilities from discrimination in services, programs, and activities; 

• Nondiscrimination - Section 504 of the Rehabilitation Act of 1973, as amended, which prohibits 
discrimination against qualified individuals with disabilities; 

• Nondiscrimination - Title 29 CFR Part 31, which prohibits discrimination in federally-assisted programs 
of the Department of Labor, effectuation of Title VI of the Civil Rights Act of 1964; 

• Nondiscrimination - Title 29 CFR Part 32, which prohibits discrimination on the basis of disability in 
programs and activities receiving or benefiting from federal assistance; 

• Nondiscrimination - Title 29 CFR Part 33, which enforces discrimination on the basis of disability in 
programs or activities conducted by the Department of Labor; 

• Nondiscrimination - Title 29 CFR Part 35, which prohibits discrimination on the basis of age in 
programs or activities receiving federal financial assistance from the Department of Labor; 

• Nondiscrimination - Executive Order 13160, which prohibits discrimination on the basis of race, sex, 
color, national origin, disability, religion, age, sexual orientation, and status as a parent in federally 
conducted education and training Programs; 

• Nondiscrimination - Executive Order 13279, which prohibits discrimination against grant seeking 
organizations on the basis of religion in the administration or distribution of federal financial assistance 
under social service programs, including grants, contracts, and loans; and 

• Nondiscrimination - The Minnesota Human Rights Act of 1973, Minnesota Statutes, Chapter 363A, 
which prohibits discrimination in employment and providing public services on the basis of race, color, 
creed, religion, natural origin, sex, marital status (employment only), disability, status with regard to 
public assistance, sexual orientation, familial status (employment only), citizenship, or age 
(employment only), and local human rights commission activity (employment only).  
 

The Fiscal Monitoring unit provides fiscal and program monitoring oversight. Field monitors review the local 
level Workforce Service Areas (grantees) to ensure that the required assurance language is included in all 
grants and subgrants. Element 7 of this plan details the monitoring activity.  

Since the assurance obligation extends to all grant agreements made by the State, all grantees that receive 
any type or amount to WIOA funding, including discretionary funding, are held to all the same requirements 

https://www.ecfr.gov/cgi-bin/text-idx?SID=039bd88dc35f767eaacdbb3530c41e5c&tpl=/ecfrbrowse/Title41/41cfr60-741_main_02.tpl
https://www.dol.gov/oasam/regs/statutes/age_act.htm
https://www.justice.gov/crt/title-ix-education-amendments-1972
http://www.eeoc.gov/laws/types/genetic.cfm
http://www.doleta.gov/regs/statutes/olderam.cfm
http://www.ada.gov/ada_title_I.htm
http://www.ada.gov/ada_title_II.htm
http://www.dol.gov/oasam/programs/crc/sec504.htm
http://www.dol.gov/cgi-bin/leave-dol.asp?exiturl=http://www.ecfr.gov/cgi-bin/text-idx%5eQ%5ec=ecfr|sid=b2ce5f00f79b621901a5c3012c4b5814|rgn=div5|view=text|node=29:1.1.1.1.25|idno=29&exitTitle=www.ecfr.gov&fedpage=yes
http://www.dol.gov/cgi-bin/leave-dol.asp?exiturl=http://www.ecfr.gov/cgi-bin/text-idx%5eQ%5ec=ecfr|sid=b2ce5f00f79b621901a5c3012c4b5814|rgn=div5|view=text|node=29:1.1.1.1.26|idno=29&exitTitle=www.ecfr.gov&fedpage=yes
http://www.ecfr.gov/cgi-bin/text-idx?c=ecfr&SID=69924e046dbc5f7282497ae0944c5652&rgn=div5&view=text&node=29:1.1.1.1.27&idno=29
http://www.ecfr.gov/cgi-bin/text-idx?c=ecfr&SID=69924e046dbc5f7282497ae0944c5652&rgn=div5&view=text&node=29:1.1.1.1.29&idno=29
http://www.dol.gov/oasam/regs/statutes/eo13160.htm
http://www.gpo.gov/fdsys/pkg/FR-2002-12-16/pdf/02-31831.pdf
https://www.revisor.mn.gov/statutes/?id=363a&view=chapter
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and conditions under 29 CFR Part 38 regarding equal opportunity and nondiscrimination.  Additionally the 
agreement includes the civil rights obligation in the Minnesota Human Rights Act.  

Supporting Documentation 

1) WIOA EO Policy Manual – Chapter 1: Assurances  
2) Master Grant Agreement 
3) Minnesota Combined State Plan 
4) Regional/Local Workforce Development Plan Template 

a. Sample LWDA plans  
5) Policy for Determining the Location of the WFC 

Note:  Site reviews and EO assessments contained in Element 6. 
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Element 2 – Equal Opportunity Officers (29 CFR 38.28 - 38.33)  
This chapter identifies DEED’s compliance with Element 2 of the Nondiscrimination Plan, which requires the 
governor of each state to designate a state-level Equal Opportunity (EO) Officer and requires that each local 
area recipient designate an EO Officer.   

Designation of Equal Opportunity (EO) Officers 

Governor Mark Dayton designated the Minnesota Department of Employment and Economic Development 
(DEED) as the entity to implement the Workforce Innovation and Opportunity Act (WIOA).  

DEED’s Commissioner, Shawntera Hardy, serves as the Governor’s Designee and Ann Feaman, the Director of 
the Office for Diversity and Equal Opportunity (ODEO) as the State-level WIOA EO Officer.  Within DEED, 
Commission Hardy designated Ms. Feaman and ODEO to carry out matters regarding equal opportunity and 
nondiscrimination.  The DEED Organizational Chart shows how DEED is structured.  (See Supporting 
Documentation.)  

OFFICE OF DIVERSITY AND EQUAL OPPORTUNITY (ODEO)  
The Office of Diversity and Equal Opportunity (ODEO) provides oversight and direction in the areas of equal 
opportunity, diversity and inclusion, Americans with Disabilities Act (ADA), and nondiscrimination to our 
internal workforce and within all programs administered by DEED.  

Ann Feaman is the ODEO Director and State-level EO Officer.  The State-level EO Officer reports directly to the 
Deputy Commissioner, Blake Chaffee, on a day-to-day basis, but indirectly reports to Commissioner Shawntera 
Hardy on Equal Opportunity matters.   Deputy Commissioner Chaffee reports to DEED’s Commissioner 
Shawntera Hardy, who reports directly to Governor Dayton.  The ODEO Director oversees four staff. 

DEED provides funding from the general administrative cost pool to support the ODEO activities. The funding 
includes: 

• Support for salaries and benefits for five full-time positions that includes office equipment and 
expenses, supplies, space and training.  The office space includes an office cube, five private offices, 
and a confidential meeting room.  

• Advanced training allowance for ODEO staff to maintain a high level of expertise in equal opportunity 
subjects. 

• A travel budget that supports site visits, National Association of State Workforce Agencies (NASWA) 
Equal Opportunity Committee representation, attendance at annual EO training sponsored by NASWA 
or the Civil Rights Center (CRC), other EO trainings, complaint investigations and onsite monitoring 
reviews. 

ODEO STAFF TRAINING 
DEED ODEO staff attend annual trainings and education opportunities and present on equal opportunity topics 
in order to maintain subject matter expertise and competencies. Examples include:   

• In 2017, the State-level EO Officer and an additional ODEO staff member attended the DOL CRC-
sponsored week-long training in DC on the updated Section 188 regulations.  

https://apps.deed.state.mn.us/assets/moa/deed-organizational-charts.pdf
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• In 2017 and 2018, ODEO attended NASWA’s EO committee meetings; including hosting the NASWA 
Committee in July of 2018. 

• Throughout 2017 and 2018, ODEO hosted a monthly Diversity Spotlight on various diversity topics. 
•  In 2017 and 2018, ODEO staff attended the Upper Midwest Employment Law Institute sponsored by 

the Minnesota Bar Association.  The two-day conference provides workshops on topics such as 
providing reasonable accommodations, current updates on state and federal civil rights legislation, 
diversity issues, and investigation procedures among many other topics. 

• In 2018, ODEO staff hosted a two-day conference for EO Officers. 
• In 2018, ODEO staff presented at the Forum on Workplace Inclusion on inclusive hiring practices.  
• In 2017 and 2018, ODEO staff attended several webinars related to equal opportunity topics. 
• In 2017, ODEO staff attended the Minnesota Human Rights Conference. The Conference offers 

programming in the following tracks: Employment Best Practices, Public Policy, Law Enforcement & 
Community, Employment Law, and Business and Economic Development.   

DEED STAFF TRAINING 
All DEED staff must participate in preventing harassment training on a five-year cycle. The training, provided in 
a three-hour interactive format, is intended to raise awareness about harassment based on all protected 
classes with a major emphasis on sexual harassment.  

The required preventing harassment training for managers and supervisors called Discrimination and 
Harassment: Recognizing, Responding, and Preventing is a full day session and includes information specific to 
handling complaints, monitoring workplace behavior (including their own), documentation, retaliation, and 
investigation procedures.   This past year, DEED trained all of its supervisors and managers in this content.   

ODEO CONTACTS
Ann Feaman, J.D. 
State-level EO Officer & Director, ODEO 
MN DEED  
First National Bank Building 
332 Minnesota Street, Suite E200 
Saint Paul, Minnesota 55101 
Phone:  651.259.7097 
Fax:  651.297.5343 
Email:  ann.feaman@state.mn.us  
 
Karen Lilledahl 
WIOA Compliance Manager & ADA Coordinator  
MN DEED  
First National Bank Building 
332 Minnesota Street, Suite E200 
Saint Paul, Minnesota 55101 
Phone:  651.259.7089 
Fax:  651.297.5343 
Email:  karen.lilledahl@state.mn.us  
 
 

Kimberly Malone, J.D.  
Chief Investigator & Equal Opportunity Consultant 
MN DEED  
First National Bank Building 
332 Minnesota Street, Suite E200 
Saint Paul, Minnesota 55101 
Phone:  651.259.7684 
Fax:  651.297.5343 
Email:  kimberly.malone@state.mn.us 
 
Frida Alvarez 
Equal Opportunity Officer 
MN DEED  
First National Bank Building 
332 Minnesota Street, Suite E200 
Saint Paul, Minnesota 55101 
Phone:  651.259.7094 
Fax:  651.297.5343 
Email: frida.alvarez@state.mn.us  
 
 

mailto:ann.feaman@state.mn.us
mailto:karen.lilledahl@state.mn.us
mailto:kimberly.malone@state.mn.us
mailto:frida.alvarez@state.mn.us
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Vacant 
Equal Opportunity Officer & Diversity Recruiter  
First National Bank Building 
332 Minnesota Street, Suite E200 
Saint Paul, Minnesota 55101 
Phone:  651.259.7102 
Fax:  651.297.5343 
Email:  vacant 
 
Michael Vaughn 
EO Liaison, Unemployment Insurance (UI) Division  
MN DEED 
First National Bank Building 
332 Minnesota Street, Suite E200 

Saint Paul, Minnesota 55101 
Phone:  651.259.7113 
Email:  michael.vaughn@state.mn.us  
 
Maria Estella Hernandez 
State Monitor Advocate, Migrant and Seasonal 
Farm Worker Program  
MN DEED  
First National Bank Building 
332 Minnesota Street, Suite E200 
Saint Paul, Minnesota 55101 
Phone:  651.259.7592 
Email:  maria.hernandez@state.mn.us  

 
LOCAL WORKFORCE DEVELOPMENT AREA (LWDA) EO OFFICERS 

Minnesota established six Regional Workforce Development Areas (RWDAs) with 16 Local Workforce 
Development Areas (LWDAs) in accordance with WIOA.  There are 48 WorkForce Centers (WFCs) in 
Minnesota. 

The RWDA provides a Regional Plan and each LWDA provides a local area plan to DEED every two years. In 
every LWDA plan, each local workforce development area is required to provide the name of their local 
contacts including an Equal Opportunity Officer, Program Complaint Officer, Records Management/Records 
Retention Coordinator, ADA Coordinator, Data Practices Coordinator, and Language Access Coordinator, 
formerly known as the Limited English Proficiency Coordinator.   

DEED provides oversight to the LWDAs through policy guidance in its WIOA Equal Opportunity Policy Manual. 
The Manual contains policies and procedures for implementation of the WIOA Title I nondiscrimination and 
equal opportunity provisions. The Manual also identifies the selection of an EOO, the duties and expectations 
of an EOO, and also recipients and subrecipient responsibilities. 

Chapter 1 of the Manual is titled, “Designation of Equal Opportunity Officer” and provides that: 

Each WIOA Title I Program Provider must designate a recipient-level Equal Opportunity (EO) Officer, 
except for small recipients and service providers, who reports directly to the individual in the highest-
level position of authority for the entity that is the recipient.  The EO Officer is responsible for 
coordinating a recipient’s obligations under WIOA Section 188. 

LWDA EO OFFICER TRAINING 
In April of 2018, DEED hosted a two-day conference to train local area EO Officers on their responsibilities and 
obligations under WIOA section 188’s nondiscrimination regulations. DEED also invites local area EO Officers 
to the Diversity Spotlights held every month live and via WebEx.  DEED began conference calls with the EO 
Officers to provide additional training.  Those calls started in May of 2018 and were held in May, June, July, 
August, and September.  The calls will resume in January of 2019. 

mailto:michael.vaughn@state.mn.us
mailto:maria.hernandez@state.mn.us
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LWDA EO OFFICER CONTACTS 
LWDA 1 – Northwest Private Industry Council, Inc. (Northwest) 
Kristine (Kiki) Anderson 
Executive Director & EO Officer 
Phone:  218.683.8074 
Email: kanderson@nwpic.net  
 
LWDA 2 – Rural MN Concentrated Employment Program (RMCEP) 
Vicki Leaderbrand 
EO Officer & Program Complaint Officer 
Phone:  218.847.0718 
Email: vickil@rmcep.com 
 
LWDA 3 – Local Workforce Development Area #3 (Northeast MN) 
Renee Marconett 
EO Officer & Program Complaint Officer 
Phone:  218.735.6170 
Email: renee.marconett@memojt.org  
 
LWDA 4 – Duluth 
Carl Crawford 
EO Officer 
Phone:  218.730.5241 
Email: ccrawford@duluthmn.gov 
 
LWDA 5 – Central Minnesota Jobs & Training Services 
Kristin Yeager 
EO Officer 
Phone:  763.271.3760 
Email: kyeager@cmjts.org 
 
LWDA 6 – Southwest MN Private Industry Council, Inc.   
Carrie Bendix  
EO Officer & Program Complaint Officer 
Phone:  320.269.5561 
Email: cbendix@swmnpic.org 
 
LWDA 7 – South Central Workforce Development Area  
Diane Halverson 
EO Officer & Program Complaint Officer 
Phone:  507.345.2408 
Email: diane@workforcecouncil.org 
 
LWDA 8 – Workforce Development, Inc. 
Wanda Jensen 

mailto:kanderson@nwpic.net
mailto:vickil@rmcep.com
mailto:renee.marconett@memojt.org
mailto:ccrawford@duluthmn.gov
mailto:kyeager@cmjts.org
mailto:cbendix@swmnpic.org
mailto:diane@workforcecouncil.org
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EO Officer & Program Complaint Officer 
Phone:  507.529.5166 
Email: wandajensen@workforcedevelopmentinc.org 
 
LWDA 9 – Hennepin Carver Workforce Development Board 
Kris Checco 
EO Officer & Program Complaint Officer 
Phone:  612.348.0837 
Email: kristin.checco@hennepin.us  
 
LWDA 10 – City of Minneapolis   
Linda Dehaven 
EO Officer & Program Complaint Officer 
Phone:  612.673.5294 
Email: linda.dehaven@minneapolismn.gov 
 
LWDA 12 – Anoka County 
Nicole Swanson 
EO Officer & Program Complaint Officer 
Phone:  763.783.4866 
Email: nicole.swanson@co.anoka.mn.us 
 
LWDA 14 – Dakota-Scott County 
Jill Pittelkow 
EO Officer & Program Complaint Officer 
Phone:  651.554.5670 
Email: jill.pittelkow@co.dakota.mn.us 
 
LWDA 15 – Ramsey County  
Wayne Young 
EO Officer & Program Complaint Officer 
Phone:  651.779.5087 
Email:  wayne.young@co.ramsey.mn.us      
 
LWDA 16 – Washington County 
Robin Hakari 
EO Officer 
Phone: 651-275-8684 
Email: robin.hakari@co.washington.mn.us  
 
LWDA 17 – Stearns-Benton Employment & Training Council 
Tammy Biery 
EO Officer and Program Complaint Officer 
Phone:  320.308.5702 
tammy.biery@csjobs.org    

mailto:wandajensen@workforcedevelopmentinc.org
mailto:kristin.checco@hennepin.us
mailto:linda.dehaven@minneapolismn.gov
mailto:nicole.swanson@co.anoka.mn.us
mailto:jill.pittelkow@co.dakota.mn.us
mailto:wayne.young@co.ramsey.mn.us
mailto:robin.hakari@co.washington.mn.us
mailto:tammy.biery@csjobs.org
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LWDA 18 – Winona County 
Dave Niermann (alternate until position is filled) 
Phone:  651.259.7583 
Email:  david.niermann@state.mn.us  
 
SERVICE PROVIDER EQUAL OPPORTUNITY OBLIGATIONS 
 
Though service providers are not required to designate an equal opportunity officer, service providers make 
assurances that they will abide by the nondiscrimination regulations and are asked to work directly with their 
local area equal opportunity officers.  Additionally, when service providers are monitored, they are asked if 
they know who the equal opportunity office and who to go to if they receive a complaint.  
 
ODEO staff also make themselves available for technical assistance.  
 
SMALL RECIPIENT EQUAL OPPORTUNITY OBLIGATIONS 
Though small recipients are not required to designate an equal opportunity officer, they are asked to identify 
someone in the organization that will be the point of contact or that will intake complaints.  Small recipients 
also make assurances that they will abide by the nondiscrimination regulations.  The Fiscal Unit monitors small 
recipients and asks them to fill out the EO/ADA Assessment to monitor compliance with their equal 
opportunity obligations.   
 
ODEO staff also make themselves available for technical assistance.  

Supporting Documentation 

1) WIOA EO Policy Manual – Chapter 2: Designation of EO Officer  
2) DEED Organization Chart 
3) ODEO Staff Position Descriptions (PDs) 
4) ODEO Training Records 
5) ODEO Sponsored Training 

a. EO Officer Conference Materials 
b. Recognizing, Responding & Preventing Discrimination Materials 
c. Diversity Spotlight Materials Sample 

  

mailto:david.niermann@state.mn.us
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Element 3 - Notice and Communication (29 CFR 38.34 - 38.39) 
This chapter addresses DEED’s compliance with the equal opportunity notice requirements. States are 
required to establish a notice and communication systems so that all registrants, applicants, eligible 
applicants/registrants, applicants for employment, employees and interested members of the public are 
aware of: (1) the recipient’s obligation to operate its programs and activities in a nondiscriminatory manner; 
and (2) the extent of the rights of members of these groups to file complaints of discrimination. 

Requirement to Disseminate Equal Opportunity Notice 

The Initial and Continuing Notice requirements are included in the WIOA EO Policy Manual, Chapter 3: Notice 
and Communications. The Manual is administered by DEED Employment and Training Programs (ETP) Division 
staff. The Manual identifies the requirements for the local level implementation of the equal opportunity 
provisions of WIA/WIOA. Chapter 3 identifies the methods and frequency of the Notice and states: 

To meet the obligation a recipient must: 

• Display the “Equal Opportunity is the Law” Notice poster, in its entirety, in reasonable numbers and 
places easily seen by the public and on its website.  

• Disseminate and communicate policy and notice to staff and include in employee or participant 
handbooks regardless of format (include in both electronic and paper form if both are available). 

• Communicate the “Notice to the Public” in the appropriate language where a significant percentage of 
the eligible population is made up of persons with limited English proficiency.   

• Obtain a signed Notice from all participants and employees and include these Notices in participant or 
employee files.  If the notice was provided in an alternative format, record that information in the 
participant or employee file.  NOTE: A recipient is responsible for obtaining a signed copy of the notice 
from online participants.    

• Effectively communicate the “Equal Opportunity is the Law” Notice to persons with disabilities and to 
other populations with special needs.   

• Include the required tag lines “Equal Opportunity Employer and Service Provider” and “Auxiliary Aids or 
Services are available upon request to individuals with disabilities” in all relevant communications. 

• Publicly identify Equal Opportunity Officers (EO Officers) and publicize their contact information. 
• At every orientation session, include a discussion of individual rights under WIOA Title I 

nondiscrimination and equal opportunity provisions and of an individual’s right to file a complaint of 
discrimination. 

• Provide information on an individual’s right to file a complaint to any applicant who indicates he or she 
may have experienced discrimination.  

• Provide information on the complaint process in appropriate formats for persons with disabilities.   
• In any WIOA communication that mentions how recipients can be reached by phone, the numbers of 

the recipient’s relay service must also be provided. 
• Provide an opportunity for customer input and feedback (e.g. a customer feedback box in the Resource 

Area) and have a process for reviewing and responding to customer input.    

 

https://apps.deed.state.mn.us/ddp/PolicyDetail.aspx?pol=301
https://apps.deed.state.mn.us/ddp/PolicyDetail.aspx?pol=301
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Equal Opportunity Notice and Poster 

ODEO developed the Equal Opportunity is the Law posters and customer EO notices in nine languages, 
including English. The other languages are Arabic, Hmong, Lao, Russian, Simplified Chinese, Somali, Spanish, 
and Vietnamese.  This notice is signed by program participants and placed into their files. During the onsite 
monitoring visits, participant files are reviewed to assure that the Notice is provided and a signed copy is 
included in the participant files.  

The Notice is available in alternate formats such as Braille, audio tape and large print to individuals with 
disabilities when requested. Every Minnesota WFC has the ability to enlarge the Notice using Zoom Text or 
provide access through the screen reader JAWS. The Notice can be emailed or provided on a CD for 
participants, and if requested, the Notice can be read to participants. 

All Workforce Centers prominently display the EO posters at each location throughout the State.  All 
WorkForce Centers (WFCs) and Local Area Equal Opportunity Officers are provided information concerning the 
required federal and state employment posters and DEED program posters at origination and thereafter when 
the WFC is moved, remodeled or dictated by circumstances such as an update to federal or state 
requirements.  Posters are also provided electronically and if requested in paper format to all LWDAs each 
year.  The posting requirements include federal and state regulations regarding employment and program 
Notices, as well as the links to the posters. The Notice is included as a required posting.  
 
The equal opportunity monitoring program includes onsite visits where monitors identify the existence and 
placement of the Notice posters.  Notice posters are provided to each Minnesota WFC during an equal 
opportunity monitoring, recertification or site certification visit where the WFC is determined to be 
noncompliant.  The EO Monitoring procedures are addressed in Element 6.  

Required Taglines 

DEED issues policy statements that address the obligation to provide the required language. Specifically, WIOA 
Equal Opportunity Policy Manual, Chapter 3 addresses the requirement:   

• Include the required tag lines ‘Equal Opportunity Employer and Program Provider’ and ‘Auxiliary Aids or 
Services are provided’ in all relevant communications.  

• In any WIOA communication that mentions how recipients can be reached by phone, the numbers of 
the recipient’s relay service must also be provided. 

 
To ensure that DEED speaks with one voice and that content produced by the agency reflects consistent 
messages and design standards, all public information produced by the agency must be routed through 
Communications, Analysis and Research Division (CARD) for final approval and distribution.  This includes local 
news releases, brochure and publications intended for the public.  

ODEO created a helpful resource that is available both online and as a laminated card that remind DEED staff 
and LWDA of their responsibilities to use taglines. 

Minnesota has a centralized administration for job announcements and postings through the Minnesota 
Department of Management and Budget (MMB). The majority of applicants apply electronically, either by 
email or by submitting their resume to the official site for State of Minnesota careers.   

All DEED job postings include the following tagline: 

https://apps.deed.state.mn.us/assets/policies/pdf/poster-hmong.pdf
https://apps.deed.state.mn.us/ddp/PolicyDetail.aspx?pol=301
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The Department of Employment and Economic Development is an equal employment, affirmative 
action and veteran-friendly employer and encourages all qualified candidates to apply for job 
opportunities.  If you are an individual with a disability who needs assistance or cannot access the 
online job application and search tools, please contact Karen Lilledahl at 651/259-7089 or 
Karen.Lilledahl@state.mn.us.  Please indicate what assistance is needed. 

At the bottom of all job postings, MMB also includes an equal opportunity notice, which states: 

AN EQUAL OPPORTUNITY EMPLOYER 

The State of Minnesota is an equal opportunity, affirmative action, and veteran-friendly employer. We 
are committed to providing culturally responsive services to all Minnesotans. The State of Minnesota 
recognizes that a diverse workforce is essential and strongly encourages qualified women, minorities, 
individuals with disabilities, and veterans to apply. 

We will make reasonable accommodations to all qualified applicants with disabilities. If you are an 
individual with a disability who needs assistance or cannot access the online job application system, 
please contact the job information line at 651.259.3637 or email careers@state.mn.us. Please indicate 
what assistance you need. 

Recipient Obligation to Publish Equal Opportunity Notice 

All recipients are required to display the EO is the Law Notice in their WFC locations or other service locations.  
Recipients are also required to display the notice in languages other than English.  

Chapter 5.2 of the WIOA Equal Opportunity Policy Manual addresses Limited English Proficiency. The action 
required by the program provider states: 

It is the policy of DEED to ensure equal access to WIOA Title I services for limited English and non-
English speaking customers. All recipients of WIOA Title I funds have an affirmative duty to take 
reasonable steps to provide services and information in languages other than English so that Limited 
English proficient individuals are effectively informed about and/or are able to participate in the 
program or activity. 

The policy standards list actions a recipient must take which includes publishing notices for significant 
populations in their areas in languages other than English.   

Each LWDA annually assesses their program participation needs including access for individuals who are not 
proficient in English. The 2016 Regional and Local Plan identifies the staff who are designated as Language 
Coordinators for all partner programs. The Coordinator assists in identifying translation needs and local, state, 
and national resources that can assist in providing access to services. 

Communication of Notice in Orientations 

Within the first week of employment, DEED supervisors must orient a new employee to a number of DEED 
policies by following the required actions as listed on the New Hire Orientation Website. The DEED Policy and 
Procedure online manual contains all DEED’s administrative policies that apply to all DEED locations. The 
manual is introduced to all new employees at the required New Employee Orientation sessions. Office of 
Diversity and Equal Opportunity (ODEO) staff discuss with new employees specific equal opportunity policy 

mailto:Karen.Lilledahl@state.mn.us
mailto:careers@state.mn.us
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information in the orientation and during the required preventing harassment training. The topics covered 
include an introduction of the ODEO staff, contact information, the complaint process, access obligations, the 
accommodation process and training opportunities. 

Communication of Nondiscrimination and EO Policies    

The WIOA Equal Opportunity Policy Manual is published on DEED’s external policy website and provides the 
EO policy requirements for WIOA implementation system wide.  ODEO completed review and revision of the 
EO Policy Manual to ensure consistency with Nondiscrimination regulations effective January 1, 2017.  ODEO 
held a two-day training conference to train local-level EO Officers on the updated regulations in April of 2018.  
Formal training will be conducted every two years and ongoing training is held on an ongoing basis via 
conference call.     

DEED’s external website includes an Equal Opportunity Statement. The site also links to DEED’s Affirmative 
Action Plan. The statement is as follows: 

The Minnesota Department of Employment and Economic Development (DEED) is an equal 
opportunity employer and program provider. 

No one will be denied the opportunity to participate in DEED's programs, employment, or promotion, 
based on race, color, creed, marital status, status with regard to public assistance, disability, genetic 
information, sexual orientation, age, religion, national origin, sex, familial status or membership in a 
local human rights commission.  

It is DEED’s policy to review and revise all policies that address nondiscrimination and equal opportunity. The 
policies are reviewed and revised at a minimum of every two years. In accordance with Minnesota 
Management & Budget’s instruction, DEED recently revised and updated the Nondiscrimination Policy, the 
Reasonable Accommodation Policy and created a separate Sexual Harassment Prohibited Policy.  (Sexual 
harassment provisions were previously contained under the Nondiscrimination Policy.) These policies are 
contained in the Supporting Documentation section for this element.   

Minnesota IT Services (MN.IT) provides the IT for all State of Minnesota agencies.  MN.IT has an Office of 
Accessibility that sets the accessibility standards for meetings, electronic documents, multimedia and social 
media, along with providing guidance on accessible IT products and services.  DEED’s Communications Office 
and ODEO created a desk resource that provides an easy reminder of what taglines are needed and how to old 
accessible meetings/events.  

DEED trains all staff on these policies at new employee orientation within the first month or two of hire.  DEED 
also trained all supervisors and managers on the nondiscrimination and sexual harassment policies in 2018.  
DEED communicates these policies once a year via email to staff and asks supervisors and managers to review 
the policies with staff.   

New this year, in 2018, ODEO created a brochure for all WFC center customers called Your Right to Fair 
Treatment and published it in English, Spanish, Hmong and Somali (our primary languages).  Your Right to Fair 
Treatment lays out in plain language at a third-grade reading level the rights of customers to receive services 
free from discrimination.  This brochure does not replace the EO notices and posters, but instead provides the 
customer a take home piece that provides contact information should they need to file a complaint of 
discrimination.  
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EFFECTIVE COMMUNICATION WITH INDIVIDUALS WITH DISABILITIES 
The Americans with Disabilities Act (ADA) requires that all programs, services and activities are readily 
accessible to, and usable by, qualified individuals with disabilities. DEED must communicate effectively with 
individuals with speech, visual, hearing impairments, and cognitive disabilities and provide auxiliary 
communication aids to qualified staff, applicants, and participants with disabilities participating in or 
benefiting from the state’s programs, services or activities in order to ensure equal opportunity.  

One of the Minnesota WorkForce Center System core partners and a DEED program division, State Services for 
the Blind (SSB), provides employment and independent living services for individuals who are blind or have 
low vision. Among SSB’s services is the Communication Center, the only facility of this kind in Minnesota that 
provides Braille and audio transcription services to citizens of Minnesota who have difficulty reading print. SSB 
staff provides technical expertise in assistive technology and accommodations.  

All WFCs are equipped with computer software and equipment to help participants who are blind, visually 
impaired, or have other physical or cognitive impairments to access computer programs, websites, and read 
printed materials.  Assistive technology that is available in the WFCs includes CCTV (at some locations), Pocket 
talkers, JAWS and Zoom Text, and UbiDuos. The list of Minnesota WorkForce Center contact information is 
available on DEED’s external website. TTY numbers or Minnesota Relay information are also included.  

Additionally, the WFC staff can always contact ODEO for additional assistance in providing accommodations or 
effective communication.  WFC Staff are trained on providing effective communication and assistive 
technology. 

Each WFC has the means to communicate with persons who are deaf or hard of hearing either with a TTY or 
by using the Minnesota Relay system by dialing 7-1-1 anywhere in the state. 

UNEMPLOYMENT INSURANCE (UI)  
The Unemployment Insurance Program (UI) offers information in alternative languages in print, online, and by 
phone. 

A printed copy of the UI Handbook is mailed to all applicants who have applied for unemployment benefits. 
The handbook is available in English, Spanish, Hmong and Somali. It is updated annually and is also published 
online.  

The UI program also maintains alternative language content on its web site. The additional languages available 
to customers on the UI customer main page website include Spanish, Hmong, and Somali. 

Many UI program functions can be completed either online or by telephone. The automated phone self-
service system is available in Spanish, Hmong, and Somali.  

If an applicant for benefits or an employer is having difficulty with a UI-related issue, he/she can call the UI 
Customer Service Center and seek staff assistance. The UI Program maintains two Customer Service Center 
(CSC) locations staffed by 106 Operations Analysts (and 13 seasonal, temporary part-time staff) who respond 
to contacts from employers, applicants for unemployment benefits, and other parties with questions 
regarding the UI benefit program. The CSC staff is available to the public Monday through Friday, 8:00 a.m. to 
4:30 p.m.  

Customers who call the UI Customer Service Center have access to alternative language interpreter services 
via a phone-based private vendor called the AT&T Language Line. This service covers 160 languages and is 
available anytime during regular Customer Service Center hours. The UI Procedural Reference Guide links 

http://www.uimn.org/uimn/applicants/howapply/info-handbook/index.jsp
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Customer Service Center staff with information on how to access the Language Line service to handle 
language interpretation needs. UI’s Appeals division also uses the AT&T Language Line for appeals 
proceedings.  

Customers who speak languages other than English can also receive walk-in service at the UI Program’s 
administrative headquarters office in St. Paul or from UI staff located in Minnesota Workforce Centers. The UI 
Customers Service Center also has TTY services available for the deaf and hard of hearing at 1-866-814-1252. If 
a participant in an UI appeals hearing is hard of hearing, deaf, visually impaired, or has a disability that makes 
a telephone hearing ineffective, the department offers in-person hearings upon request in order to 
accommodate those participants. Sign language interpreters are scheduled as needed for in-person hearings. 

Supporting Documentation 

1) WIOA EO Policy Manual – Chapter 3:  Notice and Communication 
2) Equal Opportunity is the Law Poster; English and Other Languages 
3) Equal Opportunity is the Law and Tennessen Notice (Data Privacy Notice); English and Other Languages 
4) DEED AA Plan 2016-2018 (Update will be provided when approved by MMB) 
5) UI Handbook 
6) UI Procedural Reference Guide, Language Line 
7) Snapshot of UI Customer Assistance Videos in other languages 
8) Your Right to Fair Treatment    
9) DEED’s Resource on Accessibility in the Workforce Centers 
10) New Hire Orientation Website 
11) DEED’s PPM #417 Nondiscrimination Policy 
12) DEED’s PPM #421 Sexual Harassment Prohibited Policy 
13) DEED’s PPM #404 Reasonable Accommodation Policy 
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Element 4 – Data and Information Collection and Maintenance (29 CFR 
38.41 – 38.45)  
This section address how the State and its recipients are complying and will continue to comply with the data, 
information collection, and maintenance requirements for WIOA Title I programs. 

Information to be Provided to the Civil Rights Center (CRC)  

The State must collect data and maintain records to determine whether the recipient has complied or is 
complying with the nondiscrimination and equal opportunity provisions of section 188 of WIOA. Grant 
applicants and recipients are required to provide, in a timely manner, any information and data necessary to 
investigate complaints and conduct compliance reviews on grounds prohibited under the nondiscrimination 
and equal opportunity provisions of WIOA Section 188 and its implementing regulations at 29 CFR Part 38.  

DEED relies on data to operate its programs and provide services. The public has a right to know about DEED 
activities and to protect their own individual privacy.  Federal and state data practices laws and rules balance 
these rights and responsibilities. Compliance with federal and state laws, including the Minnesota 
Government Data Practices Act, which govern the protection of private data on individuals is and remains a 
priority for DEED. 

The Minnesota Department of Employment and Economic Development (DEED) maintains two customer 
tracking systems for program participants and employers who participate in Workforce Opportunity and 
Innovation Act (WIOA) programs - the state’s labor exchange (MinnesotaWorks.Net) and the state-funded 
workforce training programs (Workforce One).  

COLLECTING DEMOGRAPHIC DATA 
Each recipient must record demographic information, including race/ethnicity, sex, age, and disability status, 
where known of every applicant, eligible applicant/registrant, participant, applicant for employment, and 
employee. The information must be stored in a manner that ensures confidentiality and must be used only for 
the purposes of recordkeeping and reporting, determining eligibility, where appropriate, for WIOA funded 
program activities; determining the extent to which the recipient is operating its WIOA funded program or 
activity in a nondiscriminatory manner; or other use authorized by law. The information is submitted to the 
Director upon request.  

DEED maintains records on those individuals who utilize its services. Such records include, but are not limited 
to the quality and quantity of services provided to applicants, registrants, eligible applicants/registrants, 
participants, employees, and applicants for employment. DEED has in place its own data practices policy to 
ensure that data is collected and maintained in a confidential manner. WIOA Equal Opportunity Policy Manual, 
Chapter 4:  Data and Information Collection and Maintenance states:  

The data collection system that is used must, at a minimum, collect and maintain information on the 
quality and quantity of services provided to: applicants, registrants, eligible applicants/registrants, 
participants, employees, and applicants for employment… the system must record demographic 
information… where known. The data must be collected and maintained in a system that allows for 
statistical/quantifiable analysis of the recipient’s compliance with WIOA equal opportunity policy. 
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COLLECTION OF LEP DATA (29 CFR 38.41)   
As of January 3, 2019, DOL requires DEED to collect and maintain information regarding a customer’s 
preferred language.  Note that DEED currently collects and reports on the preferred language of Title I 
customers. 

WORKFORCE ONE (WF1) 
The State of Minnesota and DEED use Department of Labor-approved data management and data collection 
techniques. DEED does this through the DEED’s Workforce One (WF1) management information system. WF1 
data allows DEED to conduct statistical/quantifiable data analysis and ensure that recipients are able to 
provide data and reports in a manner prescribed by the Director.  

Workforce One (WF1) is a web-based client management application used by 2,000 state, city, county, and 
non-profit employees to track employment and training services to more than 100,000 customers across 
Minnesota’s counties, rehabilitation services offices, and One Stop network. WF1 was created through a 
partnership of two Minnesota state agencies – the Department of Human Services (DHS) and the Department 
of Employment and Economic Development (DEED). All contractors and subcontractors are required to enter 
data into the WF1 client tracking system. The system was designed to collect and maintain records on 
registrants, applicants, and participants. 

Staff are able to view enrollments and services in programs beyond what they work on, allowing them to 
target precious resources where customers need them most. (Vocational Rehabilitation Services, including 
Senior Services and State Services for the Blind customer data is limited to staff within those programs by law.)  

MINNESOTAWORKS.NET 
DEED’s MinnesotaWorks.net Administration (MAD) and Customer Registration System (CRS) captures 
demographic information on participants receiving both self-service and staff-assisted services at Minnesota’s 
One-Stop Centers (known as WorkForce Centers) or those who post their resumes or search for job openings 
on the state’s labor exchange (known as MinnesotaWorks.net). The MAD-CRS system is designed to collect 
demographic information, including race/ethnicity, sex, age, educational level, veterans status, and disability 
status, where known.   

MinnesotaWorks.net is the state’s online labor exchange system where job seekers can look for work and post 
resumes, and employers can search for applicants and post jobs.  During the 2017 calendar year, 1,195 new 
employer accounts were added along with 83,578 new job seeker accounts.  There were a total of 418,293 job 
seeker accounts and 94,682 employer accounts. Racial/ethnicity demographics for customers 
of MinnesotaWorks.net in 2017 were 75% White, 13% African American/Black, 4% American Indian, 8% Asian, 
and 4% Hispanic. Employers posted 688,344 job openings in 2017.  MinnesotaWorks.net is monitored to 
ensure employers post job openings that meet equal opportunity standards.  

CONFIDENTIALITY OF DEMOGRAPHIC DATA 
Pursuant to 29 CFR 38.37(b)(2), demographic data regarding race/ethnicity, sex, age, and disability status 
(where known), is stored in a manner that ensures confidentiality and that data is used only for the purposes 
of recordkeeping and reporting. These data are not available to individuals who do not have the right to view 
such information, including potential employers seeking program participants as potential employees, and 
these data cannot be used as a category to match job requirements.   

https://www.minnesotaworks.net/
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All staff with access to information contained in WF1 are subject to a comprehensive user access request 
process. The security access forms are in the supporting documentation section of this section. Users are 
required to affirm the following statement with their signature: 

I understand that this WF1 user account and the private or non-public data I will have access to is 
provided for the purpose of performing my job as an employee or contractor of DEED or one of its 
partners or subcontractors in the administration or delivery of one or more of the programs selected 
on User Access Request Part II. I am responsible for protecting these access privileges and the data 
contained in WF1 in accordance with the Minnesota Government Data Practices Act MS Chapter 13, 
MS§ 116J.401, MS§ 116L.86, MS§ 268A.05, MS§ 268.19, and other applicable law. Any use of this 
access or data for purposes other than those authorized in connection with these duties may be cause 
for sanctions specified in statute. 

WF1 users also must read and sign off on a security agreement before using WF1. Here is the text from that 
agreement: 

WF1 Security Agreement 

Our customers are putting their trust in us to keep their personal information safe. As our service 
providers, you have an essential role in the protection of customer information stored within 
Workforce One (WF1) and outside of it.  

Workforce One contains Personally Identifiable Information (PII) which is information which can be 
used to distinguish or trace an individual's identity, such as their name, social security number, or 
address. By signing the WF1 access form, you agreed to protect this and other customer information 
within WF1 as if it were your own.  

Please read and agree to the following security practices that all Workforce One users are expected to 
follow. 

Quality Password and Login Information 

I will not share my username, password, or secret question/answer with anyone. 

If I have my username, password, and/or secret question/answer written down, I will make sure it is 
stored in a secure location. I will not leave my login information within view in my workspace. 

I will create strong passwords of at least eight characters that contain at least: one special character, 
one upper case letter, one lower case letter, and one number. 

I will change passwords frequently to prevent others from easily discovering my password and 
accessing my account. I understand that in WF1, I must use nine unique passwords before reusing my 
first one.   

Protecting Data within Workforce One 

If printing is required, I will make sure the printed pages are stored in a secure location. I understand 
that this is especially important for any pages that contain Personally Identifiable Information (PII). I 
also understand that any location where another individual could easily view or take the information is 
considered unsecure. 
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I will be careful when printing case notes, as they contain private or sensitive information. If 
information contained within a case note is (or could be) private or sensitive, I will store it in a secure 
location. 

I will lock my computer when leaving my workspace (Ctrl, Alt, Delete and Lock Workstation) to prevent 
other individuals from viewing information within WF1. 

I will notify the WF1 Team via email at workforceone.deed@state.mn.us if I believe my WF1 account 
has been compromised or used inappropriately. 

Do Not Share PII with Others 

I will not share Personally Identifiable Information (PII) or any person (customer) information with 
individuals who are not authorized to have that information. I understand that only the customer can 
authorize other individuals to view his/her information via a Data Privacy form. 

I understand the importance of protecting customer information, including PII, and agree to 
practice the above listed security guidelines.  

All staff with access to information contained in MAD-CRS are subject to a comprehensive user access request 
process. Users are required to affirm the following statement with their signature: 

I understand that access to the MAD and CRS websites and the private or non-public data it contains is 
for the purpose of performing my job as an employee of the Department of Employment and Economic 
Development, or one of its partners or its partner subcontractors for matching job seekers to jobs and 
administration or delivery of the Minnesota WorkForce Center System. I am responsible for protecting 
these access privileges and the data obtained in accordance with the Minnesota Government Data 
Practices Act, Chapter 13. Any use of this privilege for purposes other than those authorized in 
connection with these duties will be cause for discipline or prosecution under Minnesota Statute 
13.09. 

 
COMPLAINT LOGS 
Recipients and grant recipients are also required to maintain and submit to the CRC upon request a log of 
discrimination and program complaints.  ODEO provided guidance to the Local EO Officers at the training 
conference in April of 2018 and in a follow-up conference call in May of 2018.  ODEO collects complaint logs 
from the LWDAs on a yearly basis at the close of the state fiscal year.   

The WIOA EO Policy Manual - Chapter 8.1 Discrimination Complaints states:  

Each recipient must maintain, and submit to CRC upon request, a log of complaints filed with it that 
allege discrimination on the ground(s) of race, color, religion, sex, national origin, age, disability, 
political affiliation or belief, citizenship, and/or participation in a WIOA Title I-financially assisted 
program or activity. The log must include the name and address of the complainant; the ground of the 
complaint; a description of the complaint; the date the complaint was filed; the disposition and date of 
disposition of the complaint; and other pertinent information. Information that could lead to 
identification of a particular individual as having filed a complaint must be kept confidential. 

The WIOA Equal Opportunity Policy Manual - Chapter 8.1: Discrimination Complaints also states:  

mailto:workforceone.deed@state.mn.us
https://apps.deed.state.mn.us/ddp/PolicyDetail.aspx?pol=308
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Complaint Log/Retention 

• Each program provider must maintain and submit to the State-level EO Officer a log of complaints 
alleging discrimination on a yearly basis after the close of the state fiscal year. 

• All complaints, whether processed by investigation or ADR, must be entered on DEED’s ‘WIOA Title I 
Discrimination Complaint Log.’ 

• All records regarding complaints and actions taken on complaints (including logs) must be maintained 
by the local EO Officer for a period of not less than six (6) years from the date of resolution of the 
complaint (Minnesota Statute 16C.05 subd. 5). 
 

The policy also states that, “all complaints, concerns or issues alleging discrimination must be reported to the 
State-level EO Officer,” and “The State-level EO Officer” must promptly notify the CRC when any 
administrative enforcement actions or lawsuits are filed against it alleging discrimination.” 

A WIOA Discrimination Complaint Form is supplied by DEED to agencies for use.  The form is housed on DEED’s 
internal and external website. DEED’s discrimination complaint processes and procedures are described in 
detail in Element 8.   

The Desk Review Guide and the EO/ADA Monitoring Assessment is used by State field monitoring staff to 
determine whether LWDAs and independent providers are meeting state required criteria. DEED also monitors 
all recipients’ complaint logs. The monitoring process consists of procedures for desk review and on-site 
review of complaint procedures and any logs of complaints filed. Element 7 covers all aspects of monitoring in 
more detail. 

Supporting Documentation 

1) WIOA EO Policy Manual – Chapter 4: Data Information Collection and Maintenance  
2) Template Discrimination Complaint Log 
3) Template Program Complaint Log 
4) Instructions for Completing the Discrimination Complaint Log 
5) Instructions for Completing the Program Complaint Log 
6) EO Monthly Calls – May 2018 Minutes  
7) EO Policy Manual – Chapter 4  
8) Desk Review Guide – Fiscal Monitoring Team 
9) EO/ADA Monitoring Assessment 
10) WF1 Security Access Form 
11) Cybrarian / MinnesotaWorks.net Registration 

  

https://www.mnworkforceone.com/FormsLetters/SecurityAccessForm.aspx
https://www.minnesotaworks.net/Registration/SeekerRegistration.aspx
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Element 5 – Affirmative Outreach (29 CFR 38.40) 
The purpose of this section is to demonstrate how the State and its recipients comply with the obligation to 
conduct Affirmative Outreach.  DEED serves all Minnesotans through any of our WorkForce Centers (WFCs) 
and programs.  DEED serves all Minnesotans through any of our WFCs and our programs.  Our primary focus is 
on individuals with barriers to employment.  Targeted populations include: displaced homemakers, low-
income individuals, American Indians, Alaskan Natives, and Native Hawaiians, individuals with disabilities, 
including youth who are individuals with disabilities, older individuals, ex-offenders, homeless individuals 
including homeless children and youth, youth who have aged out of the foster care system, individuals who 
are English language learners, individuals who have low levels or literacy, individuals facing substantial cultural 
barriers, individuals who are within two (2) years of exhausting lifetime eligibility under title IV of the Social 
Security Act, migrant and seasonal farmworkers, single parents, long-term unemployed individuals, veterans, 
laid off workers, low wage, low skill adults, and at-risk youth.  

What follows is a description of offices or programs and how they address target populations and broaden 
their composition of individuals represented.  

Offices Dedicated to Affirmative Outreach  

OFFICE OF EQUITY AND ECONOMIC OPPORTUNITY (OEEO) 
The Minnesota Department of Employment and Economic Development (DEED) is committed to a healthy 
economy where all Minnesotans have or are on a path to meaningful employment at a family-sustaining wage, 
and where all employers are able to fill jobs in demand. In 2016, Governor Dayton established the Office of 
Equity and Economic Opportunity (OEEO) to focus on eradicating racial disparities within employment and 
business opportunities within the state. OEEO helps to identify and break down barriers that have contributed 
to statewide economic inequities facing Minnesotans of color.   OEEO is headed up by Assistant Commissioner 
Kolu Wilson.  She has two staff currently in her office.   

In the 2016 legislative session, the Minnesota Legislature approved an equity spending package to include $35 
million for grants to help make Minnesota a state where everyone has an opportunity to succeed. As part of 
this package, up to $320,000 was made available for nonprofit organizations offering or seeking to offer 
workforce development and economic development programming to increase their organizational capacity.  

As a result, DEED announced that six equity grants were available for a competitive grant process for programs 
and services designed to improve economic opportunities for people of color, women, people with disabilities, 
veterans, and/or youth.  A new grant process was implemented to engage community members, ensure racial 
and geographic participation and ensure transparency in the development of the request for proposals, review 
and evaluation of proposals, and in the allocation of funding. The new process was overseen by the OEEO in 
collaboration with ETP. 

In 2018, OEEO created an American Indian Tribal Liaison position and hired Kirk Crowshoe into that position.  
Mr. Crowshoe is responsible for working closely with the tribes to maintain effective and positive working 
relationships and provide technical assistance and consultation where needed related to employment and 
training programs.  

OFFICE OF DIVERSITY AND EQUAL OPPORTUNITY (ODEO) 
DEED’s Office of Diversity and Equal Opportunity (ODEO) maintains oversight of the equal opportunity 
program to include ensuring that EO Officers are designated for each local area, trained and supported, and 
provides consultation on outreach methods to the program areas.   
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ODEO monitors DEED’s internal workforce, the hiring process, and assists in the outreach efforts to recruit 
diverse applicants for jobs within DEED.   In 2018, DEED trained all supervisors and managers in Minimizing 
Bias in the Hiring Process and developed a guidebook to assist managers in how to ensure integration of equal 
opportunity into the hiring process. 

Additionally, in September 2018, ODEO with the assistance of the Training Coordinator in Human Resources 
and the ETP Program Areas provided training to all ETP staff on Providing Culturally Competent Customer 
Service. 

ETP COMMUNITY OUTREACH 
DEED works in partnership with individuals, community groups, other government entities, and businesses to 
design services and deliver them effectively to communities across Minnesota.  The goal is to ensure that 
programs, services, activities, and sites are accessible to and useable by all individuals regardless of 
disabilities; people with limited English-proficiency; sex; various racial and ethnic groups; and different age 
groups.  

In order to ensure the Employment and Training Programs (ETP) Division’s services were culturally responsive, 
Community Outreach:  

• Maintained active membership with DEED’s Diversity Committee;  
• Provided translation services for Rapid Response and Trade Adjustment Assistance programs;  
• Created and facilitated diversity trainings for service providers, partners and workforce centers;  
• Provided technical assistance to the Employment and Training Programs (ETP) Division;  
• Maintained involvement with community-based organizations and facilitated an agency wide panel 

discussion on “Cultural Diversity.”  

GOVERNOR’S WORKFORCE DEVELOPMENT BOARD (GWBD) 
The GWDB meets quarterly with committee meetings held monthly. The GWDB includes committees that are 
focused on equity and inclusion.  This include:     

• Career Pathways Partnership Committee:  Responsibilities include reducing educational and 
employment disparities based on race or disability to provide greater opportunity for all Minnesotans 
and building employer-led industry-sector partnerships focused on aligning skills with careers in 
demand. 

• Racial Equity Task Force Committee:  Responsibilities include establishing leadership and an 
operational framework to identify gaps in services and resources that effect racial/ethnic communities, 
American Indians, and employers and facilitating the use of data and research to address gaps 
and connect opportunities for targeted communities to resource pipelines, including financial. 

• Disability Equity Task Force Committee:  Responsibilities include establishing best practices for use 
within the workforce system to identify gaps and provide services and ensure universal access to 
individuals with disabilities.   

• Taskforce in Education, Training & Employment:  Responsibilities include identifying strategies and 
actionable solutions to address racial disparities in education, training and employment.   

The GWDB recently adopted their Strategic Plan for 2016- 2020.  The vision for this plan is to have a healthy 
economy where all Minnesotans have, or are on a path to, meaningful employment with a family sustaining 
wage, and where all employers are able to fill jobs in demand.  This vision is further supported by the two 
goals.  Those goals are 1) to reduce educational and employment disparities based on race or disability to 
provide greater opportunity for all Minnesotans, and 2) to build employer-led industry sector partnerships 

http://www.gwdc.org/docs/strategic-plan.pdf
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focused on better understanding the skills that employers need and connecting skilled workers to those 
opportunities.  The GWDB’s strategic plan identifies six key strategies:  business engagement, community 
engagement, customer-centered design, funding and resources, policy and system alignment, and system 
management.   

The GWDB released a report, Aligning Opportunities and Resources for Minnesota’s Workforce, to the 
Minnesota Legislature in January 2017, which includes key recommendations to address the disparities in 
education and employment and developing employer-led industry sector partnerships through career 
pathways.   

Policies Related to Affirmative Outreach  

WIOA EQUAL OPPORTUNITY POLICY MANUAL 
The WIOA EO Policy Manual, Element 4 contains directives and procedures for DEED and the LWDAs to follow 
in conducting affirmative outreach.   

ENSURING OUTREACH TO INDIVIDUALS WITH DISABILITIES 
DEED meets its ongoing obligation not to discriminate on the basis of disability by developing system wide 
policy WIOA DEED EO Policy Manual, Element 5.1 and procedure initiatives that address the integration of 
program participants and employees with disabilities.  Program services are routinely monitored and updated 
to ensure inclusion. ODEO trained local-level EO Officers on their responsibilities in ensuring physical and 
programmatic accessibility. Outlined below are the system components that form the building blocks to 
ensure nondiscrimination.  

PHYSICAL & PROGRAMATTIC ACCESSIBILITY 
ADA Coordinator  
As previously noted, Karen Lilledahl is DEED’s Section 503/504 or ADA Title I/Title II Coordinator and processes 
all employee reasonable accommodations.  Ms. Lilledahl provides technical consultation to the local area ADA 
Coordinators or designees on providing reasonable modifications to customers.  

Notice to the Public 
An ADA Notice to the Public is required to be placed prominently in all WFCs. The poster is updated as needed 
and distributed with other state and federal required posters. There is an ADA Notice to the Public template 
for our grantees also. The ADA Public Notice informs individuals of the right to request accommodation and 
provides contact information. During WFCs Equal Opportunity monitoring, staff monitor for postings of the 
ADA Public Notice poster.  

Recently, the State of Minnesota issued a statewide Title II ADA Notice of Rights and Grievance Procedure to 
ensure all state agencies were consistently implementing Title II.  While DEED already provides ADA Notice to 
the Public, DEED will adopt this statewide version and will provide in depth training on Title II and the 
grievance procedure over the next year in 2019.   

Site Certification 
DEED also recently updated its Site Certification Process and will post after the public comment period has 
expired and it is finalized.  ODEO and the Facilities Coordinators work together to provide oversight and 
consistency to the site selection and review process. All site assessments, pending issues, and lease renewal 
benchmarks are managed by the Facilities Coordinator.  Access issues are identified and resolved through a 
collaborative effort between ODEO and the Facilities Coordinator. WFCs must meet all established access 

https://apps.deed.state.mn.us/assets/policies/doc/adanoticetopublic.docx
https://apps.deed.state.mn.us/assets/policies/doc/adanoticetopublic.docx


DEED Nondiscrimination Plan Page 29 of 38 
  

standards before they are certified. The Site Certification is completed prior to procuring or leasing a space, 
again during the EO Monitoring Visit or as needed every three years. If there is a WFC move or major remodel 
a site certification is also completed at that time.  Local EO Officers are responsible for monitoring their 
subrecipients.    

ODEO developed an EO/ADA Assessment to ensure ADA architectural and programmatic accessibility at our 
grant-funded non WIOA employment and training programs that are not located at our WFCs. Every grant 
applicant must complete the assessment during the first three months of the grant period. Technical 
assistance is available by a member of the ODEO team.  

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 WFC. The tool is available online and 
provided to site managers prior to a review. 

Technology  
Technology standards have been developed for all WFCs. Assistive technology available in the WFCs includes 
Pocket Talker, Zoom Text, Jaws, TV/VCR with built-in captioning decoder, Optelec CCTV (in selected sites), 
large screen monitor, and UbiDuo. Each WFC has an accessible computer station that includes software and 
hardware that provides access enhancements. As Resource Area equipment is updated, the access stations 
also receive updated hardware and software as well as larger workstations and monitors.  
ODEO recently repeated its assistive technology survey and will work with the WFCs to update where 
necessary the equipment and provide training to WFC staff on the use of assistive technology in 2019.  

EFFECTIVE COMMUNICATION 
With regard to communication, 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 or Minnesota Relay.  

MN.IT provides services and technical support to the State of Minnesota executive branch.   

TTY services and the Minnesota Relay are available 711 for individuals who are deaf or hard or hearing or in 
need of a relay service. In UI, TTY services are available for the deaf and hard of hearing. The toll-free TTY 
number is 1-866-814-1252. The incoming TTY caller is connected to the UI telephone system through NexTalk. 
This system has been incorporated into the TTY telephone service since 2006. It provides a seamless 
connection for TTY DEED utilizes a comprehensive method for developing and maintaining accessible WFCs to 
ensure program and architectural access.  

MONITORING 
In both the EO/ADA Assessment and the onsite monitoring visit, ODEO monitors and reviews for Section 504 
compliance, including: 

• That communication with those who have limited English speaking proficiency is as effective as 
communications with others; 

http://www.disability.state.mn.us/wp-content/uploads/2015/01/CMa-BUILDING-ACCESS-SURVEY-EDIT-52015.docx
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• That auxiliary aids or services are available and staff know how to use them;  
• That telecommunication devices are available for communicating with the deaf or hard of hearing; 
• That required signs are visible to the public indicating a TTY and auxiliary aids are available; and 
• That the Access for Everyone poster identifies the assistive technology available in the WFC. The poster 

is placed near the lobby entrance.   

ENSURING OUTREACH TO INDIVIDUALS WHO ARE LIMITED ENGLISH PROFICIENT (LEP) 
ODEO recently updated its Language Access Plan, DEED’s WIOA EO Policy Manual- Chapter 5.2 Limited English 
Proficiency (LEP), and DEED’s Babel Notice.  ODEO also developed Babel Notice Guidance and trained EO 
Officers on serving LEP individuals at the EO Officer Conference in April of 2018.  ODEO plans to provide 
additional training on the update of the Language Access Plan in the coming months of 2019.  

All of the LWDAs have designated a Language Access Coordinator in their local plan. 

The UI Website is available is available 24 hours a day, seven days a week to provide applicants, employers, 
and agents with current information about the UI program and laws.  Information on the site can be accessed 
in English, Spanish, Hmong and Somali.  The links to alternative language information are on the banner on the 
applicant landing page to make it more accessible.  The website also includes video content for ease of 
understanding.  

UI determinations and appeal correspondence are mailed and include a Babel Notice which states the 
following in seven languages (including English): “These documents are important. If you need help, call 
Customer Service at the phone numbers listed below. If you need a language other than English, tell the 
representative and an interpreter will be provided.” The languages included on the Notice are: Lao, 
Vietnamese, Spanish, Hmong, Somali, Khmer, and English.  The Notice is printed on a salmon colored paper to 
draw the attention of the reader.  

The Reemployment Assistance (REA) program within UI is designed to ensure that 1) UI applicants are meeting 
the eligibility provisions of state laws and 2) are exposed to reemployment services, including job search 
assistance and placement services, so they may return to employment as quickly as possible. The REA staff has 
access to in-person translation services in all locations.  The primary languages translated were Spanish, 
Somali, Hmong, and American Sign Language. Additional translations were provided by one Somali-speaking 
REA staff who worked with applicants directly.  

The Minnesota Unemployment Insurance Law provides an opportunity for a fair and impartial hearing to any 
party who disagrees with a determination of benefits issued by the Minnesota Unemployment Insurance (UI) 
Program. Appeal hearings are generally conducted by phone.  Language interpretation or translation services 
are provided.   

Supporting Documentation 

1) WIOA EO Policy Manual – Chapter 5: Affirmative Outreach 
2) WIOA EO Policy Manual – Chapter 5.1: Serving Individuals with Disabilities 
3) WIOA EO Policy Manual – Chapter 5.2: Limited English Proficiency  
4) Equity Bill  
5) Kirk Crowshoe, American Indian Tribal Liaison Position Description 
6) Aligning Opportunities and Resources for Minnesota’s Workforce 
7) Language English Proficiency Plan (DEED will update this plan in 2019) 
8) Babel Notice  

http://www.uimn.org/
https://www.revisor.mn.gov/laws/2016/0/Session+Law/Chapter/189/
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9) Babel Guidance 
10) ADA Notice to the Public 
11) Statewide ADA Title II Notice and Grievance Procedure 
12) Building Access Survey 
13) Assistive Technology Survey 
14) Assistive Technology Survey Results 
15) Access for Everyone Poster 
16) Sample pages of DEED’s Website, “Connect with Us”  
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Element 6 – Oversight Responsibilities and Monitoring (29 CFR 38.51 – 
38.53) 
This element addresses how the State and its recipients are complying with and will continue to comply with 
the oversight and monitoring requirements of WIOA Equal Opportunity (EO). The State is required to establish 
procedures to monitor periodically all aspects of the recipients’ compliance to WIOA Title I. Each EO 
monitoring review must include a review of each recipient’s: 

• Compliance with its administrative obligations under WIOA and EO such as assurances, notice and 
communication, and the responsibilities of EO Officers; 

• Compliance with responsibilities it has been assigned through the NDP; and 
• Programs and activities to determine if discrimination is occurring. 

Monitoring Plan 

The Fiscal Planning Unit conducts annual fiscal monitoring of Minnesota’s WIOA Adult, WIOA Youth, and 
Dislocated Worker programs and coordinates the local unified planning process which includes a section on 
equal opportunity.  

Fiscal and Program Monitoring of LWDAs (WIOA local area grantees/ providers) is one of DEED’s methods to 
evaluate and to assure compliance with the administrative and programmatic requirements of WIOA. 
Monitoring (along with oversight) responsibilities are a function of Minnesota’s Employment and Training 
Programs Division (ETP), specifically, its Fiscal Program and Monitoring Activities Unit. The Monitoring Unit and 
the applicable program units, conduct oversight activities of federal and state funded employment and 
training programs to ensure compliance with WIOA Title I regulations as well as DEED policy and procedure. 
The Director of Fiscal Program and Monitoring Activities Unit, Chris Ortega, reports to DEED’s ETP 
Development Division Director.  

The Fiscal Program and Monitoring Activities Unit develops and updates Fiscal and Program monitoring guides 
to assist in conducting onsite visits and desk reviews.  Monitoring Guides are sent electronically to the 
Grantees for completion by appropriate grant staff.  The Fiscal Program and Monitoring Activities Unit is 
responsible for coordinating the Minnesota’s Local Workforce Development Area Plans (LWDAs).  The LWDA 
Plans include the federally required questions regarding the grantee’s adherence to Equal Opportunity 
Assurances and Certifications.  In addition, the grantee must indicate the EO Officer, the Program Complaint 
Officer, the ADA Coordinator, and the Language Access Coordinator.  After the Monitoring Guides and LWDA 
Plans are completed and returned by the LWDA, they are reviewed by their assigned program monitor and 
other appropriate staff.  Any issues, concerns or necessary follow up as a result of the completed guide(s) are 
addressed during the on-site monitoring visit.   

Prior to the onsite program monitoring visit, the monitor will consult with the DEED’s ODEO to learn if any EO 
or program complaints are pending.  If pending complaints exist, the program monitor will follow up with the 
grantee’s EO Officer during the onsite program monitoring visit.  Also, the program monitor ensures that any 
pending accessibility concerns are addressed in the review.  

Significant findings and the need for action are identified in an exit interview of the WIOA Title I service 
provider and are included in the monitoring report. The monitors track significant findings and corrective 
actions that require resolution.   
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When attaching program monitoring reports into our SharePoint database system, the monitor must include 
any EO Findings.  

In FY2017, the ODEO developed and implemented a desk review called the EO/ADA Assessment tool and sent 
to all grant recipients to determine their compliance with the nondiscrimination regulations.  This tool is more 
comprehensive than in the past.  The fiscal monitors review the assessment and share it with ODEO prior to 
conducting their onsite visit to determine if ODEO has any concerns.   

In addition to the annual EO desk assessment or audit, ODEO conducts comprehensive on-site EO monitoring 
of all LWDAs over a three-year cycle following the Monitoring Schedule. The EO monitoring process 
emphasizes accountability of the local service providers and is intended to ensure recipient compliance with 
each element in the MOA. Based on the annual desk audits, ODEO may identify additional sites for onsite 
monitoring.  The EO monitoring process emphasizes accountability of the local service providers and is 
intended to ensure recipient compliance with each element in the NDP. Program monitors can assist with EO 
monitoring of WIOA service providers and are available for technical assistance when appropriate.   

The EO monitoring onsite review is a comprehensive look at:  
• Programs, services, and employment practices of recipients receiving WIOA Title I funding; and  
• An ADA Review that assesses physical and programmatic access of services to include participants with 

disabilities. 
 
An onsite review includes: 

• An introduction conference identifying the scope of the review, subject matter, method of review, 
review of state and local policies, and exit review. 

• Participant and employee interviews, program assessment(s), case file reviews, and program recruitment 
efforts.  

• A follow up of the completed Desk Review with the LWDA and that includes the EOO’s training and 
knowledge of equal opportunity, reasonable accommodation, WIOA EO policies, sexual harassment, 
and discrimination complaint procedures. 

• Any changes or modifications to the LWDA Plan. 
• Assurance that the LWDA’s subrecipients maintain a complaint procedure. 
• Verification that the Notice is: (1) provided to participants, applicants, and employees, (2) available in 

languages pertinent to the area; and posted along with all other required employment and program 
posters. 

• Review of: (1) informal and formal program and discrimination complaint procedures, (2) review of 
complaint log and appropriate entries, and (3) whether or not timeframes were met.  

• Confirmation that any access items identified in the WorkForce Center (WFC) Certification Review are 
completed and if completion pending, establish time frame for completion. 

• Effective communication measures for individuals with limited English proficiency.  
• Effective communication measures for individuals with disabilities. 
• Identification of auxiliary aids available and ability to use the equipment; signs posted for the public 

identifying available assistive technology. 
• Availability of a reasonable accommodation procedure for applicants and employees. 

 
Upon completion of the desk and onsite reviews, the monitor will draft a report that summarizes the reviews; 
facts; identifies areas of noncompliance; requests for technical assistance; adds comments and 
recommendations; and/or shares best practices. A copy of the monitoring report is sent to the respective 
WDA Director, local EO Officer, and Site Manager, and is maintained at DEED for future reference and to track 
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follow-up actions. The report and any follow up actions are discussed with the Site Manager and WDA 
Director. 

Both the Fiscal Monitoring/Planning Unit and DEED WIOA EO monitoring are conducted in coordination with 
the EO Officer (EOO) in each LWDA.  

The Monitoring Desk Review and Onsite Review, the WIOA Equal Opportunity Policy Manual, and the Local 
Workforce Development Area are designed to determine whether the LWDA and/or its subrecipient(s) have 
developed and implemented a comprehensive set of plans, policies, and procedures to ensure that the criteria 
established for participants in the various WIOA activities are fulfilled and that administrative management 
requirements are completed. These responsibilities should be satisfied at the LWDA and subrecipient levels.  

Individuals Responsible for Monitoring 

The WIOA EO Policy Manual, Chapter 6 - Monitoring for Compliance, discusses DEED’s requirement to develop 
policies and procedures outlining the monitoring requirements of the program. The policy states:  

Each recipient and subrecipient of WIOA Title I funds must conduct regular oversight and monitoring of 
its WIOA activities and the activities of its subrecipients’ contract service providers. 

Chapter 6 of the WIOA EO Policy Manual advises Title I fund program providers that the Fiscal Program and 
Monitoring Activities Unit will conduct oversight and monitoring. Oversight and monitoring will include 
verifying compliance with other provisions of WIOA, WIOA Federal Regulations, and other applicable laws and 
regulations, providing technical assistance as needed, develop monitoring tools and a schedule to conduct on-
site reviews, develop monitoring reports, review previous program monitoring, and impose sanctions.  

ODEO conducts monitoring of the LWDA recipients for EO compliance and the WIOA EO Policy Manual, 
Chapter 2, Designation of Equal Opportunity Officer, requires that each LWDA designate a local EO Officer to 
ensure compliance of these nondiscrimination provisions of WIOA Title I.  Responsibilities that would generally 
be within the scope of the designated local EO officer include to monitor and review recipient’s activities to 
make sure the recipients and its subrecipients are not violating their nondiscrimination and equal opportunity 
obligations under WIOA Title I. 

Sanctions and Corrective Actions 

The WIOA Equal Opportunity Policy Manual, Chapter 6.1, Corrective Actions and Sanctions, details the policy, 
responsibilities, and procedures when corrective action is identified and when sanctions will be imposed. 
Guidelines for Corrective Actions and Sanctions are suggested courses of action for areas of non-compliance 
with WIOA Title I equal opportunity and nondiscrimination requirements.  Any corrective action will be 
appropriate for the violation identified and appropriate time will be allowed to correct the violation. Technical 
assistance will be provided based on state and local assessment of the reason(s) for the unsatisfactory 
performance. EO technical assistance requests are coordinated through ODEO.  

The WIOA Title I local service provider’s corrective action response will be reviewed by appropriate DEED staff 
and determined satisfactory or unsatisfactory. If unsatisfactory performance continues, sanctions will be 
applied in accordance with DEED policy and appropriate federal guidelines and regulations. 

The following table illustrates the procedures for sanctions under DEED’s WIOA EO Policy Manual – Chapter 
6.1 Sanctions and Corrective Actions.  
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AREA OF NON-
COMPLIANCE 

CORRECTIVE ACTION SANCTION PROCEDURE 

Failure to post the "Notice 
To The Public." 

1. Require that the "Notice" 
be posted immediately. 

1. Warning of non-compliance. 
2. Recommendation of reduction of funding. 
3. Reduction of funding. 
4. Legal action under applicable State or 
Federal Laws. 

Programs, activities, or 
services that are 
inaccessible to people with 
disabilities or limited 
English-speaking 
individuals. 

1. Technical Assistance. 
2. Identification of 
inaccessible features, and 
modification of inaccessible 
features, within a time 
frame specified by the 
state’s procedures. 

1. Warning of non-compliance. 
2. Reduction of funding. 

 

 

Supporting Documentation 

1) WIOA EO Policy Manual – Chapter 6: Oversight and Monitoring Policy and Procedures 
2) WIOA EO Policy Manual – Chapter 6.1: Sanctions and Corrective Actions  
3) ODEO Monitoring Schedule 2019-2021 
4) Desk Review  
5) Monitoring Reports for LWDAs 
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Element 7 - Complaint Processing Procedures (29 CFR 38.72 – 38.73) 
This section addresses how the State its recipients are complying with and will continue to comply with the 
nondiscrimination regulations complaint processing procedures. 

Complaint Policy and Procedure 

The WIOA Equal Opportunity Policy Manual continues to be maintained and distributed electronically. Chapter 
8 encompasses DEED’s complaint policies and procedures. DEED distinguishes handling of complaints 
concerning discrimination, Chapter 7.1- Discrimination Complaint Procedures, and complaints regarding a 
program, Chapter 7.2 – Program Complaint Procedures. 

DEED’s WIOA EO Policy Manual, Chapter 7.1 - Discrimination Complaint Policy and Procedures describe how 
staff and local EO Officers handle discrimination complaint.  It continues to be the policy of DEED to assure 
nondiscrimination and equal opportunity in the operation and administration of all programs, services, and 
activities administered by DEED. Anyone utilizing Unemployment Insurance and/or ETP services must be made 
aware that they have the right to file a complaint if they feel that they have been treated in a discriminatory 
manner. Complaints of discrimination must be immediately forwarded to the designated local level EO Officer 
to begin the investigative process or to the State-level EO Officer in ODEO.   

The complaint processing policy provides for the issuance of a written Notice of Receipt and Acceptance and 
whether or not the complaint will be accepted with 10 days of receipt of the discrimination complaint.  DEED’s 
complaint processing policy also provides that the complainant will be given notice of their right to be 
represented in the complaint process.   

The complaint processing policy ensures that the complainant will receive a written statement, which lists the 
issues raised in the complaint, along with a statement on each issue from DEED as to whether it will accept the 
issue, or the reasons for rejecting it.  The notice also contains information as to the complainant’s right to file 
a complaint with the CRC within 30 days of the date on which the Notice of Final Action is issued or if he or she 
is dissatisfied with DEED’s final action on the complaint.   

In the event a complaint is filed with DEED more than 180 days after the alleged violation, DEED policy 
requires that the complainant be notified in writing with a Notice of No Jurisdiction.  The letter indicates the 
basis for which the complaint is not covered, and the complainant’s right to file with the CRC or other 
appropriate entity is also included in the notice.   

DEED advises complainants of their right to request alternative dispute resolution (ADR).    

The policy provides for a written Notice of Final Action within 90 days of the date the complaint is filed.  The 
Notice of Final Action will be issued by the EOO and transmitted to the complainant within ninety (90) days of 
the original filing of the Complaint. This written decision must contain: 

• A clear and concise statement of the issues. 
• Findings of fact based strictly on the evidence gathered during the investigation. 
• For each issue raised in the complaint, a statement of either:  

o The recipient's decision on the issue and an explanation of the reason(s) underlying the 
decision based on the material and the applicable section of WIOA Title I section 188 and/or its 
regulations, or  

o A description of the way the parties resolved the issue. 
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• Conclusion(s) based on the findings of fact. 
• Notification that the complainant has a right to appeal to the DEED EEO within ten (10) days of the 

date the decision was issued at the local level if he/she is dissatisfied with the final action. This 
notification must also indicate how and where to appeal the decision and that the appeal must be in 
writing. 

• Notification that the complainant has a right to file a complaint with the CRC within thirty (30) days of 
the date the local level decision was issued if he/she is dissatisfied with the final action. This 
notification must also indicate how and where to file a charge with the CRC. 

Due Process Guarantee 

Chapter 7.1 requires that applicants/participants must be provided information concerning their rights. One 
example of this includes the use of the WIOA Notice to the Public with Tennessen Warning.   

Customers are informed that they cannot be retaliated against if they file a discrimination complaint.   

Unemployment Insurance Discrimination Complaint Processes 

UI – Discrimination Complaint to ODEO  
If the DEED ODEO receives a UI-related discrimination complaint, it will first refer the complaint to the UI EOO 
to review the client account and identify his/her issue. The UI EOO will determine if the complaint is a program 
complaint that can be resolved by UI. If the concern rises to a discrimination complaint then ODEO will 
investigate it and provide the finding the DEED Human Resources Director and the UI Director for review and 
to determine the need for any further action.  

UI – Contact the Customer Service Center Supervisor Callback Procedure 
If a UI customer is dissatisfied with service that was provided via the Customer Service Center (CSC), there is a 
supervisor callback procedure in place to address those concerns, including concerns about possible 
discrimination. The caller can request that a supervisor call him/her back while speaking with a CSC 
representative. That representative then makes an e-mail request to staff trained in how to handle these 
requests. Staff answers any technical questions and forward all customer service related concerns to a UI 
Supervisor who reviews the account and returns the call. A concern regarding discrimination is referred to the 
ODEO Director. 

UI – Complaint to Governor’s Office or a Legislator 
If a UI customer has lodged a complaint with a legislator or the Governor's office, those complaints are 
forwarded to the Commissioner's office, which then assigns the issue to an appropriate subject matter expert 
for review, typically a UI Supervisor. The UI Supervisor investigates the issue and returns the call, then reports 
back to the Commissioner's office as to the results of the investigation. 

UI – Appeals  
Minnesota UI law provides an opportunity for a fair and impartial hearing to any party who disagrees with a 
determination issued by the Minnesota UI Program related to a benefit account, job separation, eligibility, or 
various employer account related issues. Minnesota Statute §268.105 provides that a party who disagrees 
with a determination may file an appeal of that determination within 20 days of its mailing. 

Instructions for filing an appeal are printed on applicant and employer determinations. The instructions read: 

 

https://apps.deed.state.mn.us/assets/policies/doc/eolaw.docx
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Right of Appeal 

This determination will become final unless an appeal is filed by (day of week), (month date, year). The 
'filed' date is the postmark date, if mailed, or the date received by the Unemployment Insurance 
Program, if sent by fax or internet. The recommended method for filing an appeal is by internet. 

You can do so by logging in to your account at www.uimn.org and following the prompts. If filing by fax 
or mail please send this determination, or a photocopy, along with a short statement explaining why 
you are filing the appeal to the fax number or address listed below. 

Department of Employment and Economic Development 
P.O. Box 75576  
Saint Paul, MN 55175-0576 USA  
Fax: 651-205-4007 
 

Once an appeal is filed, a telephone hearing is scheduled before an Unemployment Law Judge. Participants 
may request an in-person hearing if needed to accommodate a disability. An Appeal Hearing Guide is mailed to 
the parties with the notice of the hearing. There are several types of hearings: 

• First Level Hearing:  The written record will be reviewed and parties may provide additional testimony. 
The judge will then issue a written decision, either agreeing with, or changing the original decision. If 
the appealing party fails to participate in the evidentiary hearing, the unemployment law judge may 
summarily dismiss the appeal.  

• Request for Reconsideration:  Any decision handed down by the unemployment law judge may be 
reviewed by the same unemployment law judge that issued the decision if a request for 
reconsideration is filed within 20 calendar days of the sending of the unemployment law judge's 
decision by any involved applicant, involved employer or the commissioner. First level appeal decisions 
explain how to request a reconsideration. If a request for reconsideration is filed timely , the 
unemployment law judge shall issue an order (1) modifying the findings of fact and decision; (2) setting 
aside the findings of fact and decision and direct that an additional evidentiary hearing be conducted; 
or (3) affirming the findings of fact and decision. 

• Court of Appeals Hearing:  Any reconsidered decision by an Unemployment Law Judge may be taken to 
the Minnesota Court of Appeals. Instructions for a person wishing to appeal a reconsidered decision 
are available at http://www.mncourts.gov. Click on the Clerk of Appellate Courts link located on the 
left navigation bar / then scroll down to and click on Unemployment Packet.  
 

If at any time, a participant feels he/she has been discriminated against in the appellate process he/she may 
contact the Office of Diversity and Equal Opportunity by phone at 651-259-7094 or by email at 
DEED.ODEO@state.mn.us.  

Supporting Documentation  

1) WIOA EO Policy Manual – Chapter 7.1: Discrimination Complaints 
2) WIOA EO Policy Manual – Chapter 7.2: Program Complaints 
3) DEED Complaint Form 
4) Notice of Receipt  
5) Notice of Final Action Template 

mailto:DEED.ODEO@state.mn.us
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KNOW YOUR RIGHT TO 


FAIR    
TREATMENT







You have the right to fair treatment in DEED’s programs and services.  
You cannot be discriminated against or treated differently because of your: 


 9 race


 9 color 


 9 creed


 9 religion 


 9 national origin (including 
your citizenship status or the 
language you speak) 


 9 age


 9 sex (including pregnancy or 
gender identity or expression)


 9 sexual orientation


 9 disability 


 9 political beliefs 


 9 public assistance status


These are called “protected classes.” 


What to do
If you think you are a victim of discrimination:   


 9 Write down what happened to you if you think it was unfair. 


 9 Write down the dates when the unfair treatment happened.


 9 Write down the names of people that were there.


 9 Write down what the people said.


Do not wait!
You have one year after the discrimination happened  
to file a complaint.    


How to file a complaint of discrimination
You can request a complaint form or speak with an equal opportunity officer. 


 9 Your local equal opportunity officer is listed on the equal opportunity 
posters at your local WorkForce Center (or ask at the front desk),  
 
or 


 9 DEED’s Office Of Diversity And Equal Opportunity (ODEO)


 » Email: DEED.ODEO@state.mn.us


 » Call: 651-259-7094


YOUR RIGHT TO FAIR TREATMENT


KNOW YOUR 
RIGHTS!







A Proud Partner of the American Job Center Network


+


DEED and the Minnesota WorkForce Centers are equal opportunity employers and service providers. 
This information is available in alternative formats for people with disabilities by calling  


651-259-7094 (voice) or by using your preferred relay service. 


MN.GOV/DEED
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PAUB TXOG KOJ  
COV KEV CAI


NCAJ 
NCEES







Koj muaj txoj cai tos txais kev ncaj ncees nyob rau hauv DEED cov txheej 
txheem thiab cov kev pabcuam.  
Koj yuav tsis raug ntxub ntxaug lossis coj txawv ntawm lwm tus vim yog koj: 


 9 haiv neeg


 9 xim nqaij tawv 


 9 txoj kev ntseeg


 9 txoj kev teev ntuj 


 9 haiv neeg keeb kwm  
(nrog rau koj tus xwm txheej kev 
xam xaj lossis cov lus koj hais)


 9 hnub nyoog


 9 yog poj niam los yog txiv neej 
(nrog rau lub cev xeeb tub los 
yog kev qhia tias yog poj niam 
los yog txiv neej)


 9 kev nyiam poj niam los yog 
txiv neej


 9 lub cev tsis taus 


 9 kev ntseeg rau fab nom tswv 


 9 tau txais kev pabcuam rau 
pejxeem


Cov nov yog cov “pawg uas tau kev tiv thaiv los ntawm txoj cai lij choj.” 


Yuav ua li cas
Yog hais tias koj xav tias koj raug tsim txom los ntawm kev ntxub ntxaug:


 9 Sau cia yam uas tau tshwm sim rau koj yog tias koj xav tias nws tsis 
ncaj ncees. 


 9 Sau cia cov hnub tim thaum cov kev tsis ncaj ncees nod tau tshwm 
sim.


 9 Sau cia cov neeg uas nyob rau ntawd cov npe.


 9 Sau cia yam uas lawv tau hais.


TXOJ CAI NCAJ NCEES RAU KOJ







Tsis txhob tos ntev!
Koj muaj sij hawm ib lub xyoos tom qab qhov kev ntxub ntxaug 
tau tshwm sim los mus ua daim ntawv tsis txaus siab. 


Yuav ua li cas ua daim ntawv tsis txaus siab txog ntawm qhov 
kev ntxub ntxaug
Koj tuaj yeem thov ib daim ntawv kev tsis txaus siab lossis txuas lus nrog tus 
neeg ua hauj lwm saib xyuas kev ncaj ncees. 


 9 Koj tus neeg ua hauj lwm saib xyuas kev ncaj ncees muaj npe teev 
nyob rau hauv cov ntawv tshaj tawm kev sib npaug ntawm koj lub 
WorkForce Center hauv koj lub zos (lossis nug txog daim ntawv no 
nyob rau ntawm lub rooj tos txais qhua),  


lossis 


 9 DEED lub chaws ua hauj lwm Office of Diversity and Equal 
Opportunity (ODEO)


 » Sau email rau: DEED.ODEO@state.mn.us


 » Hu rau: 651-259-7094


PAUB TXOG  
KOJ COV CAI!
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A Proud Partner of the American Job Center Network


+


DEED thiab Minnesota WorkForce Centers yog cov chaw ua haujlwm  
thiab cov chaw muab kev pabcuam uas muab kev sib luag. 


Yog cov uas nyeem tsis tau daim ntawv nov es xav tau lwm hom ntawv, hu rau  
651-259-7094 (hais lus) los yog siv lwm txoj hau kev tuaj cuag peb. 
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BARO XAQA AAD U LEEDAHAY 


DHAQAN 
CADAALAD-
DEEDKA







Waxaad xaq u leedahay in si cadaalad ah laguu la dhaqmo markaad u baahato 
adeegyada iyo barnaamijyada DEED.  
Marna laguma takoori karo ama si dadka kale ka duwan laguulama madhaqmi 
karo sabab laxariir ah: 


 9 isirkaaga


 9 midabkaaga 


 9 caqiidadaada


 9 diintaada 


 9 Wadankaad kasoo jeedo (ayna 
ku jirto aqoonsiga wadanka  
aad ku joogto ama luqada aad  
ku hadasho)


 9 da'daada


 9 Rag/dumar (uurku ku jiro 
ama aqoonsiga jinsi ama 
dareenkaaga)


 9 dookhaaga galmada


 9 naafonimada 


 9 fikradahaaga siyaasadeed 


 9 Caawimaada daqaale ee aad 
hesho


Intaan kor ku sheegnay waa “qaybo sharcigu si gaar ah u ilaasho.” 


Waxay tahay inaad yeesho
Hadaad aaminsantahay in lagu takooray:   


 9 Qor waxa kugu dhacay hadday kula tahay in cadaalad-daro kugu 
dacday. 


 9 Qor taariikhaha marka falka cadaalad darada ah laguu gaystay.


 9 Qor magacyada dadka goobta joogay.


 9 Qor waxa dadku yidhaahdeen.


XAQA AAD U LEEDAHAY  
IN LAGUGU LA  DHAQMO







Ha sugin!
Waxaad haystaa muddo sanad ah kadib marka falka takoorka ah 
laguu gaysto inaad kugudbiso cabashadaada.    


Sida loogudbiyo cabashada kadhanka falka takoorka ah
Waxaad codsan kartaa foomka cabasho gudbinta ama waxaad lahadli kartaa 
madaxa fursadaha loosifmanyahay. 


 9 Madaxa xafiiska deegaanka ee fursadaha loo simanyahay wuxuu 
ku qoranyahay boorarka fursadaha loo simanyahay ee ku dhegan 
WorkForce Center (Xarunta Shaqaalaha) (ama waydii xafiiska hore), 
 
ama 


 9 Xafiiska DEED uqaabilsan Of Diversity And Equal Opportunity 
(Isdhexgalka Iyo Fursadaha Loosimanyahay) (ODEO)


 » Email udir: DEED.ODEO@state.mn.us


 » Wac: 651-259-7094


BARO 
XAQUUQDAADA!
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A Proud Partner of the American Job Center Network
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Xarumaha DEED iyo Minnesota WorkForce Centers waxay bixiyaan fursado shaqo iyo adeeg oo loosimanyahay. 
Macluumaadkaan waxaa lagu heli karaa qaabab kaladuwan oo loogu talagalay dadka naafada ah waxayna wici karaan 


651-259-7094 (cod ahaan) ama adoo adeegsanaaya adeegga dadka maqalka culus ee kugu haboon. 


MN.GOV/DEED







CONOZCA SU DERECHO A UN  


TRATO    
JUSTO







Usted tiene el derecho a recibir un trato justo en los programas y servicios 
de DEED.  
No se le puede discriminar ni tratar de una manera diferente debido a su: 


 9 raza


 9 color 


 9 credo


 9 religión 


 9 origen nacional (incluyendo 
su estado de ciudadanía o el 
idioma que habla)


 9 edad


 9 sexo (incluyendo el embarazo 
o la identidad o expresión de 
género)


 9 orientación sexual


 9 discapacidad 


 9 creencias políticas 


 9 estado de asistencia pública


Estas se llaman “clases protegidas”. 


Qué hacer
Si cree que es una víctima de discriminación:   


 9 Escriba lo que le ocurrió a usted si cree que fue injusto. 


 9 Escriba las fechas en las que se produjo el tratamiento injusto.


 9 Escriba los nombres de las personas que estaban allí.


 9 Escriba lo que dijeron esas personas.


SU DERECHO A UN TRATO JUSTO







¡No espere!
Tiene un año tras producirse la discriminación para presentar 
una queja. 


Cómo presentar una queja de discriminación
Puede solicitar un formulario de queja o hablar con un responsable de 
igualdad de oportunidades. 


 9 Su responsable local de igualdad de oportunidades figura en los 
carteles de igualdad de oportunidades en su WorkForce Center 
(Oficina de Empleo) local (o pregunte en la recepción)  
 
o 


 9 en la Oficina de Diversidad y de Igualdad de Oportunidades 
(ODEO, por sus siglas en inglés) de DEED.


 » Correo electrónico: DEED.ODEO@state.mn.us


 » Llame al: 651-259-7094 ¡CONOZCA SUS 
DERECHOS!
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A Proud Partner of the American Job Center Network


+


DEED y los WorkForce Centers de Minnesota son empleadores y proveedores de servicios  
que ofrecen igualdad de oportunidades. 


Esta información está disponible en formatos alternativos para personas con discapacidades llamando al  
651-259-7094 (voz) o usando el servicio de transmisión preferido. 


MN.GOV/DEED








 
 
 
 
 


  
 


  
  


 


  
 


  
 


 


 
  


m, 
EMPLOYMENT AND 


ECONOMIC DEVELOPMENT 


ADA ACCESSIBILITY  & EQUAL OPPORTUNITY   


Checklist for WorkForce Centers 


DEED Office of Diversity & Equal Opportunity | 651-259-7102 


What follows below are specifc taglines that DEED and DEED’s partners who are providing workforce 
development services are REQUIRED to use on different types of communications. These taglines are 
governed under WIOA, specifcally Section 188 - Nondiscrimination, Section 504 of the Rehabilitation 
Act and the Americans with Disabilities Act (ADA), Title II – Public Services (which requires we provide 
efective communication and do not discriminate against individuals with disabilities). If you do not use 
these taglines, it is a violation of law. Please help us to ensure equal opportunity! 


REQUIRED TAGLINES 


All communications about upcoming events, whether electronic or printed, 
must contain the following taglines: 
� “Individuals with disabilities requiring accommodations to attend this event 


should contact [Name] at [email or phone number] by [date or within 3 days 
of event].”  


� “Equal Opportunity Employer and Program Provider.” 


All printed communications (to include brochures, flyers, etc.) must contain 
an alternative language format tagline and the Equal Opportunity tagline: 
� “Upon request, the information in this document can be made available in 


alternative formats for people with disabilities by contacting [email or phone 
number].” 


� “Equal Opportunity Employer and Program Provider.” 


Any time the WFC logo or name is used, the following federal tagline is required: 
� “A proud partner of the American Job Center Network.” 







 


  
 


  


  


   


 


  


  
 


  
  


  
 


 


 


  


  
  


  
 


  
 


  
 


  


 
 


  
 


 
  


  


 


• 


ADA ACCESSIBILITY GUIDELINES 


Physical Access:  
� Ensure disability parking is available 


� Ensure paths of travel to event 
rooms, restrooms, building 
entrances are accessible 


� Ensure paths of travel to seating 
for the event are free of obstacles 


Informational Access: 


� Provide access to stages or other 
raised areas 


� Provide tables of varying heights 
or that are adjustable 


� Provide chairs with no arms 


(includes training, webinars and other meetings and events) 
� Provide materials in electronic 


format prior to the event to 
participants upon request 


� Provide Braille or large-print 
materials upon request 


� Provide sign language interpreting 
or captioning upon request. *For 
events or webinars open to the 
public, provide captioning 


� Caption all videos you are using 


Programmatic Access: 


� Read aloud or describe visual 
information in presentations 


� Read the contents of bullet points 
rather than referring to them solely 
by number 


� Use specifc language such as 
“the group to my left” rather than 
“everyone on this half of the room” 


� Identify yourself by name when 
speaking (particularly helpful on 
conference calls) 


� Develop your program using the concepts of Universal Design, which is the 
design of products and environments that are usable by all people to the 
greatest extent possible 


FOR ASSISTANCE OR QUESTIONS, PLEASE CONTACT: 


Karen Lilledahl 
DEED’s ADA Coordinator 
P: 651-259-7089 
E: Karen.Lilledahl@state.mn.us 


or 


DEED’s Ofice for Diversity 
& Equal Opportunity 
P: 651-259-7102 
E: DEED.ODEO@state.mn.us 


Many of the best practices above have been adapted from 
Guidelines for Accessible Meetings & Events, a publication 
of the University of Minnesota’s Disability Resource Center. 
This publication is available in alternative formats upon 
request by calling 651-259-7089.  



mailto:DEED.ODEO@state.mn.us

mailto:Karen.Lilledahl@state.mn.us
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An Equal Opportunity Employer and Service Provider 


 


Upon request, the information in this document can be made available to alternative formats for 
people with disabilities by calling 651-259-7094. 
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Chapter 4: Data Information Collection and Maintenance 
(29 CFR 38.41 – 38.45) 
This chapter identifies DEED’s compliance with Element 6 of the Nondiscrimination Plan which 
requires that recipients of Workforce Innovation and Opportunity Act (WIOA) Title I funds 
collect certain WIOA Title I and other related activity and equal opportunity data for program 
evaluation.  It is the Governor’s responsibility to ensure that the State is collecting and 
maintaining records in a manner that is consistent the requirements under this provision. 
 
Policy  
Recipients of Workforce Innovation and Opportunity Act (WIOA) Title I funds are required to 
collect demographic and other certain data for program evaluation and to determine if 
recipients are complying with the nondiscrimination regulations.     
 
It is the policy of the State of Minnesota and DEED that all WIOA Title I and related services 
program providers follow the policies and procedures set forth in the Workforce One (WF1) 
system.  Recipients are also required to ensure confidentiality of customer demographic.  When 
WIOA customers are asked to provide private or confidential data about themselves, program 
providers must provide to the customer a "Tennessen Warning Notice/Use of Data Statement.”  
The usage of this "Tennessen Warning Notice/Use of Data Statement” complies with the 
Minnesota Government Data Practices Act (M.S. 13) to give notice each time new or additional 
private or confidential information is requested of an individual. 
 
Standards 
The data collection system that is used must, at a minimum, collect and maintain information 
on the quality and quantity of services provided to: applicants, registrants, eligible 
applicants/registrants, participants, employees, and applicants for employment.  For each 
person in these categories, the system must record demographic information including: 
race/ethnicity, sex, age, and disability status, where known, and as of January 3, 2019, the 
preferred language of the individual.   
 


Asserted considerations of privacy or confidentiality are not a basis for withholding information 
from CRC and will not bar CRC from evaluating or seeking to enforce compliance with the 
nondiscrimination and equal opportunity provisions of WIOA Title I and 29 CFR Part 38. 


Recipient Responsibilities 
• Recipients will comply with the policies and procedures set forth in WF1 to ensure 


collection of customer demographic data in WIOA Title I-financially assisted programs.  
• The recipient must notify and inform each WIOA customer of his or her rights relative to 


collective their private data before collecting data from the WIOA customer.  A 
“Tennessen Warning Notice” is used for this notification.  The “Tennessen Warning 
Notice” should be in writing and staff should have the customer sign and date it.  The 
recipient should make a copy for the customer to keep and must file the original.   



https://www.revisor.mn.gov/statutes/?id=13
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• WIOA customer signed/dated "Tennessen Warning Notice/Use of Data Statements" 
must be maintained, whether they exist in electronic form (including email) or hard 
copy, for a period of not less than three (3) years from the close of the applicable 
program year.   


• Ensure that the Tennessen Warning/Use of Data Statement appropriately covers any 
sharing of information with other providers or agencies mentioned on the form; and if 
not, recipients provide an expanded version of the Tennessen and receive authorization 
from the customer to share their private data.     


• Each recipient must maintain, and submit to CRC upon request, a log of complaints filed 
with the recipient that allege discrimination on the bases of race, color, religion, sex 
(including pregnancy, childbirth, and related medical conditions, transgender status, and 
gender identity), national origin, age, disability, political affiliation or belief, citizenship, 
and/or participation in a WIOA Title I-financially assisted program or activity.  


• The complaint log must include: the name and address of the complainant; the basis of 
the complaint; a description of the complaint; the date the complaint was filed; the 
disposition and date of disposition of the complaint; and other pertinent information. 
Information that could lead to identification of a particular individual as having filed a 
complaint must be kept confidential. 


 
State’s Responsibilities  
The State of Minnesota and the Minnesota Department of Employment and Economic 
Development (DEED) is responsible for using Department of Labor (DOL) approved data 
management and data collection techniques.  The State is also responsible for:  


• Operating, maintaining, and overseeing the administration of WF1, the State’s 
management information system (MIS) where WIOA Title I data is maintained.  


• Maintaining the security of the system in coordination with MNIT. 
• Updating the WF1 system as necessary to maintain compliance with applicable laws and 


requirements.  
• Providing reports from WF1.   
• Monitoring recipients to ensure compliance with this provision. 


 
Cites / References / Attachments 


• WIOA, Final Rules, 20 CFR Part 652 et al 
• Workforce One 
• Minnesota Workforce One Forms 
• Minnesota State Statutes – Chapter 13 
• Tennessen Warning Notice/Use of Data & EO Notice 


o Available in: Arabic, English, Cambodian, Croatian, Hmong, Laotian, Oromo, 
Russian, Somali, Spanish, and Vietnamese.  


  



http://www.doleta.gov/dinap/pdf/wiafinalregsall.pdf

https://www.revisor.mn.gov/statutes/?id=13
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		Cites/References/Attachments 





		Chapter 5.2: Limited English Proficiency (LEP) (29 CFR 38.9 and Appendix to 38.9)

		Policy

		Standard

		Recipient Responsibilities

		Programmatic Access 

		Interpretation and Translation 

		Conveying Vital Information (Babel Notice)

		Language Access Plan

		Notice  



		Cites/References/Attachments





		Chapter 6 – Oversight and Monitoring 

		Policy

		DEED’s Responsibilities

		Local Area Recipient Responsibilities 

		Monitoring Procedures





		Chapter 6.1: Corrective Actions and Sanctions

		Policy 

		Procedures





		Chapter 7.1: Discrimination Complaints (29 CFR 38.69 through 38.97) 

		Applies to

		Complaint Filing 

		Complaint Types

		WIOA Jurisdiction

		Handling jurisdiction (29 CFR :

		Determining type of jurisdiction:

		Determination of no jurisdiction:

		Responsibilities of Local Workforce Development Area (LWDA) EO Officer

		Discrimination Complaint Procedures

		Verbal Discrimination Complaint

		Alternative Dispute Resolution (ADR)

		Investigative track

		State-level EO Officer Decision 

		Complaint to Director, Civil Rights Center (CRC)

		Contact Information for Filing a Complaint







		Chapter 7.2: Program Complaints

		Policy

		Verbal (Informal) Program Complaint

		Written (Formal) Program Complaint

		Record Retention: 

		Local Decision

		DEED (State) Decision

		Secretary (DOL) Appeal 










WIOA Title I - Discrimination Complaint Log
Note: Complaint Logs must be maintained for a minimum period of six (6) years.
Form Contact: Department of Employment and Economic Development (DEED), Karen.Lilledahl@state.mn.us, 651-259-7089
LWDA #
Name of Entity:


Date of 
Complaint


Method of 
Complaint


Name of 
Complainant


Address of 
Complainant 


(Contact 
Information)


DOL/State 
Funded 
Program


Date of Alleged 
Discrimination


Basis of 
Complaint


Description/Issue 
of Complaint


Name of 
Respondent


Is Respondent 
a Recipient?


Dis-
position


Date of Dis-
position


Date of 
Appeal


 





		Complaints by Date






WIOA Title I - Program Complaint Log
Note: Complaint Logs must be maintained for a minimum period of six (6) years.
Form Contact: Department of Employment and Economic Development (DEED), Karen.Lilledahl@state.mn.us, 651-259-7089
LWDA #
Name of Entity:


Date of 
Complaint


Method of 
Complaint


Name of 
Complainant


Address of 
Complainant


Description/Issue 
of Complaint


Date of 
Occurrence


WIOA 
Funded 


Program


Local 
Hearing 


Date


Date Decision 
Rendered at 
Local Level-


within 60 days


Date of Notice to 
Appeal to DEED - 


within 60 days


Date Decision 
Rendered by DEED-


within 60 days Disposition


Date Appeal 
to DOL 


Secretary 
Accepted


 





		Complaints by Date
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Directions for the Discrimination Complaint Log 
The discrimination log should be used whenever a signed discrimination complaint is received.   After 
conducting intake or an investigation, you may find that you do not have jurisdiction or that the complaint was 
not a discrimination complaint; however, you should still document the complaint on the log and under 
“disposition” write what you did with the complaint (example: referred the complaint, determined no 
jurisdiction, etc.)jurisdiction letter, etc.) 


Below is the information required to be on the discrimination log:      


Date of Complaint What date did the recipient receive the complaint?  
Method Of Complaint How did the Complainant get the complaint to you? Was it via 


email, U.S. mail, walk-in, or another way?  
Name of Complainant Name of person making complaint. 
Address of Complainant Address and other contact information 
DOL/State funded Program What program is the Complainant applying for or participating 


in?      
Date of alleged discrimination incident Date Complainant states the alleged discrimination happened. 
Basis of Complaint What protected class Complainant alleges that discrimination 


occurred because of?  The protected classes are: race, color, 
religion, national origin, disability, age, sex, (including pregnancy, 
childbirth, and related medical conditions, sex stereotyping, 
transgender status, and gender identity), national origin 
(including limited English proficiency), age, disability, political 
affiliation or belief; or for any beneficiary, applicant, or 
participant in programs of WIOA - on the basis of the individual’s 
citizenship status or participation in any WIOA program or 
activity.  In Minnesota, protected class also includes status with 
regard to public assistance, creed, marital status, familial status, 
sexual orientation, membership or activity in a local human 
rights commission.  


Description/Issue of Complaint Brief description of the complaint. 
Name of Respondent Name of person Complainant is making allegations against. 
Is Respondent a Recipient? Is the Respondent an employee of the recipient?  
Disposition What was the disposition of the case? Was it turned away 


because of no jurisdiction, is it pending, or was the finding 
substantiated or unsubstantiated?  


Date of Disposition Date letter was sent to complainant concerning the decision. 
Date of Appeal  Has the Complainant appealed the decision?  If so when?  
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Directions for the Program Complaint Log 
The program log should be used whenever a program complaint is received and the informal resolution and/or 
hearing process was provided.  After conducting intake or an investigation, you may find that you do not have 
jurisdiction or that the complaint was not a program complaint; however, you should still document the 
complaint on the log and under “disposition” write what you did with the complaint (example: referred the 
complaint, determined no jurisdiction, etc.) jurisdiction letter, etc.) 


Below is the information required to be on the program complaint log:      


Date of Complaint What date did the recipient receive the complaint?  
Method Of Complaint How did the Complainant get the complaint to you? Was it via 


email, U.S. mail, walk-in, or another way?  
Name of Complainant Name of person making complaint. 
Address of Complainant Address and other contact information 
Description/Issue of Complaint Brief description of the complaint. 
Date of occurrence Date complainant states the alleged situation happened. The 


complaint must be filed within one year of the alleged 
occurrence. 


WIOA Funded Program What program is the complainant  
Local/Hearing Date Brief description of the complaint. 
Date Decision Rendered at Local-level An opportunity for an informal resolution and a hearing to be 


completed within 60 days of the date the complaint was 
received. 


Date of Notice to Appeal to DEED  
within 60 days 


Date must be within 60 days of when the decision was made at 
the local level.    


Date Decision was Rendered by DEED Must be within 60 days of the receiving the appeal to DEED.  
Disposition What was the disposition of the case? Was it turned away 


because of no jurisdiction, is it pending, or was the finding 
substantiated or unsubstantiated? 


Date Appeal to the DOL secretary Date by which the DOL secretary has accepted the complaint.  
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Memorandum 
 
Date:  June 27, 2018 
 
To:  Local Area Equal Opportunity (EO) Officers 
 
From:  Ann Feaman, Director, Office of Diversity & Equal Opportunity (ODEO) & State WIOA EO 
Officer 
 
RE: May EO Officer Monthly Call – May 10, 2018 @ 1 p.m.  
 


Attendees:   


Nicole Swanson, Kris Checco, Robin Hakari, Linda DeHaven, Jill Pittelkow, Diane Halvorson, Bridgett 
Backman, Kristin Yeager, Jerry Krage, Karl Krawford, Wayne Young 


ODEO Staff in Attendance:   


Frida Alvarez, Iftou Yoya, Karen Lilledahl and Ann Feaman 


Introductions/Purpose 


Meeting started with introductions of staff and introduced the purpose of the monthly calls going 
forward.  This is our first EO Officer Monthly Phone call.  The main purpose is to provide updates to the 
Local Area EO Officers on any legal or policy changes, provide professional development or training, and 
keep a pulse on what areas of assistance the Local EO Officers need.  We talked about whether the calls 
would makes sense to hold monthly or bi-monthly.  For now, ODEO will hold calls monthly with the 
prospect of adjusting the call schedule down the road.  Additionally, we discussed that it was impossible 
to ensure that all EO Officers could attend every monthly call but that we would hold monthly calls 
every month at the same time to see how it works and decide if it needs some adjustment later.  ODEO 
will send minutes after each monthly phone call to provide updates to individuals who are not able to 
attend. 


ODEO will cover items suggested in the EO Officer training but will also be open to suggestions and 
recommendations each month. 


Complaint Logs – Program Complaints and Discrimination Complaints 


ODEO covered the discrimination and program complaint logs to include when it is appropriate to log a 
complaint.  ODEO developed complaint log templates for the discrimination and program complaint logs 
as well as instructions for both.   


See Attachments:  


1) Discrimination Complaint Log 
2) Directions for Completing Discrimination Complaint Log 







 
3) Program Complaint Log 
4) Directions for Completing the Program Complaint Log 


 
Babel Notice  


ODEO covered the Babel Notice Guidance to include what the Babel Notice is and when it is appropriate 
to send a Babel Notice.  The Local Area EO officers asked for a sample Babel Notice that can be edited to 
include the local area information.  ODEO will send a sample Babel Notice. Additionally, ODEO discussed 
having vital documents already translated in appropriate languages other than English, where the 
language is spoken by at least 5% or 5,000 members of the population in that local area.  ODEO will send 
data with the languages spoken in each area to the Local EO Officers.  


See Attachments:   


1) Babel Notice Guidance 
2) Babel Notice (editable) 
3) Languages spoken in each local area by population 


 


Next Meeting 


ODEO will send out meeting notices to the local EO Officers for the monthly meetings. 
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Introduction 
This Guide is one of the tools used to determine whether the Minnesota Department of Employment 
and Economic Development’s (DEED) Providers/Grantees (referred to as Grantee, moving forward) have 
developed and implemented sound administrative financial and accounting strategies, policies, 
procedures, and systems to ensure the Grantee (itself as an entity) and any sub-grantees or sub-
recipients have the administrative and fiscal capacity, and financial health to carryout the activities of 
the grant, serve grant participants, manage the grant funds, and segregate the multiple funding sources 
to ensure optimal use of the grant funds. Monitoring is not only to be carried out by DEED at the 
Grantee level, but also by the Grantee at the sub-grantee/sub-recipient level. 


The Annual Assessments/Local Unified Plan (as applicable), Equal Opportunity (EO) and Americans with 
Disabilities Act (ADA) Annual Assessment, and Program Monitoring reports, etc. will be reviewed as they 
relate to the various sections of this Guide. 


Instructions 
Employment and Training Grantees are required to submit an Annual Fiscal Monitoring Guide to the 
Minnesota Department of Employment and Economic Development (DEED) in order to receive and continue 
to receive federal, state, and other funding.  


Return this populated guide to: WSCD.Notifications@state.mn.us, with the following attachments: 


• Liability Insurance Policy 
• Most recent Audit Report, if not on file with DEED.  


All sections of this guide must be completed by the Grantee.  


Staff, Comments, Questions 
To be completed by the Grantee. 


Staff 
Grantee Staff Completing this Guide


Name:        


Title:        
Email Address:        


1. Name:        
Title:        
Email Address:        


2. Name:        
Title:        
Email Address:        


Comments from the Provider/Grantee 
Enter comments here 



mailto:WSCD.Notifications@state.mn.us
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Questions for DEED staff 
What questions do you have for DEED staff? 


     


If, at any time, you have any questions, comments, or concerns related to this guide, please contact your 
Monitor (as indicated in the grant Terms and Conditions), or Shelley Landgraf at 
Shelley.Landgraf@state.mn.us.  


References 
2 CFR 200 Uniform Guidance 
Subpart D: 


• Standards for Financial and Program Management (200.302 to 200.303) 
• Payment (200.305) 
• Procurement Standards (200.318 to 200.321) 
• Performance & Financial Monitoring and Reporting (200.327 to 200.328)  
• Uniform Guidance 2 CFR 200 (200.33) 


Subpart F: 
• Management Decision Letters (200.66) 
• Sanctions (200.505) 
• Audit Findings Follow-up (200.511) 
• Audit Reporting (200.515) 
• Criteria for a low-risk auditee (200.520) 


Single Audit Act of 1996 
 
Minnesota Office of Grants Management Policies and Statutes 
 


• Policy 08-01: Grants Conflict of Interest 
• Policy 08-03: Publicizing Grants Notices and Requests for Proposal (rev. 2012)  
• Financial Review of Nongovernmental Organizations (Policy Number 08-06) 
• Policy on Grant Payments (Policy Number 08-08) 
• Grant Monitoring (Policy Number 08-10) 


Conflict of Interest Minnesota Statute 10A.07 
Minnesota Data Privacy Practices 
Salary and Bonus Limitations (if applicable) 
WIOA Part 683-Administrative Provisions Under Title 1 of the Workforce Innovation and 
Opportunity Act  


Financial Management 
Accounting Systems
1. Is a chart of accounts or accounting structure maintained?  


 Yes  No 


2. Are funds adequately segregated for grant fund reporting?  
 Yes  No 



mailto:Shelley.Landgraf@state.mn.us

http://www.ecfr.gov/cgi-bin/text-idx?node=2:1.1.2.2.1&rgn=div5#se2.1.200_116

http://www.ecfr.gov/cgi-bin/text-idx?node=2:1.1.2.2.1&rgn=div5#sp2.1.200.d

http://www.ecfr.gov/cgi-bin/text-idx?node=2:1.1.2.2.1&rgn=div5#se2.1.200_116

http://www.ecfr.gov/cgi-bin/text-idx?node=2:1.1.2.2.1&rgn=div5#sp2.1.200.f

https://www.grants.gov/web/grants/learn-grants/grant-policies/single-audit-act-amendments-1996.html

http://mn.gov/admin/government/grants/policies-statutes-forms/

https://www.revisor.mn.gov/statutes/?id=10A.07

http://www.house.leg.state.mn.us/hrd/pubs/dataprac.pdf

https://wdr.doleta.gov/directives/corr_doc.cfm?DOCN=2262

https://www.gpo.gov/fdsys/pkg/FR-2016-08-19/pdf/2016-15975.pdf

https://www.gpo.gov/fdsys/pkg/FR-2016-08-19/pdf/2016-15975.pdf
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3. Is a modified accrual system used (if applicable)? 
 Yes  No 


If yes, how often is a full accrual accounting completed?      


Definition of modified accrual: method under which revenues are recognized in the period they become 
available and measurable, and expenditures are recognized in the period the liability is incurred. Most 
government accounting follows this method.  


Petty Cash System
1. Is a petty cash system maintained? 


 Yes  No  


If yes, 


a. How much money is kept in petty cash?       


b. How is petty cash safeguarded?       


c. Who is/are the petty cash custodian(s)?       


d. Do staff other than the petty cash custodian(s) have direct access to the cash?       


e. Do you have petty cash policies and procedures for the use of funds?       


f. What is petty cash used for?       


g. Can staff or participants borrow from petty cash?       


h. How often is petty cash reconciled or replenished?       


i. Who does the reconciliation?       


j. How often are audits of petty cash done?       


Cash Receipt and Disbursement System 
1. Is there an adequate segregation of duties between cash receipt and disbursement? 


 Yes  No 


2. What is the procedure for recording funds that are received electronically?       
3. Are checks pre-numbered? 


 Yes  No 


4. Are monthly cash reconciliations made to bank statements? 
 Yes  No 


5. Are monthly bank reconciliations made by an employee not responsible for cash receipts and 
disbursements? 


 Yes  No 


6. Do bank reconciliation procedures provide for: 
a. Accounting for check numbers used?  


 Yes  No 


b. Comparing checks, including voided ones, with the check register to verify date, number, 
amount, and payee? 


 Yes  No 


c. Inspecting a sample of signatures and endorsements? 
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 Yes  No 


d. Investigating checks outstanding for long periods (over 90 days)?  
 Yes  No 


e. Itemizing outstanding checks? 
 Yes  No 


7. Are outstanding checks periodically voided? 
 Yes  No 


8. Are voided checks controlled through a General Ledge Payable accounts? 
 Yes  No 


9. Is all information concerning voided checks maintained for future claims? 
 Yes  No 


10. Are blank checks safeguarded to prevent unauthorized access? 
 Yes  No 


11. Are undelivered checks adequately accounted for to prevent theft? 
 Yes  No 


12. Does documentation accompany checks for signature? 
 Yes  No 


13. Are electronic signatures adequately controlled? (Is there a dollar amount limit?) 
 Yes  No 


14. Is drawing checks payable to cash (except for petty cash) prohibited? 
 Yes  No 


15. Is a cash receipt journal maintained listing all checks as they are received?  
 Yes  No 


16. Are checks received restrictively endorsed?  
 Yes  No 


17. Are receipts deposited immediately?  
 Yes  No 


Procurement Systems 
Procurement 
1. Do you have a procurement policy, procedures, or system in place? 


 Yes  No 


2. Does your procurement policy include how you conduct Solicitations, Requests for Bid, or Requests 
for Proposals? 


 Yes  No 


Request for Proposals (RFP) 
1. Do you contract for services or goods? 


 Yes  No 


If yes: 
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a. For which programs?       
b. Do you require the same contract assurances of a sub-grantee (sub-recipient)?  


 Yes  No 


c. Do you have a policy or procedure in place to conduct fiscal and program monitoring of sub-
grantees (sub-recipients)? 


 Yes  No 


d. Do you conduct financial reconciliations on all subcontract agreements over $50,000? 


 Yes  No 


e. How often is a solicitation or RFP conducted?       
f. When was the last time an RFP was conducted for program services?       
g. How is the RFP announced/advertised?       
h. If announcements are mailed out, is a list maintained? 


 Yes  No 


i. Is the review criteria similar to the elements in Office of Grants Management Policy 08-03? 


 Yes  No 


j. Does your Conflict of Interest disclosure form meet the requirements of Office of Grants 
Management Policy 08-01? 


 Yes  No 


a. If no, explain.       
k. How often is an RFP conducted for audit services?       
l. When was the last time an RFP was conducted for audit services?       


Purchasing, Receiving, and Accounts Payable 
1. What method of payment is used to pay for purchases made: 


a. Office equipment and supplies 


 Purchase Orders  Bank Authorized Credit Cards  Authorized Forms  Other Methods (explain) 


b. Vendor services 


 Purchase Orders  Bank Authorized Credit Cards  Authorized Forms  Other Methods (explain) 


c. Participant support services 


 Purchase Orders  Bank Authorized Credit Cards  Authorized Forms  Other Methods (explain) 


2. Explain other methods of payment used for the above purchases.       


3. Do you maintain a purchasing and receiving system that: 


a. Segregated the purchasing and receiving functions? 


 Yes  No 


b. Compares shipping documents to purchase orders? 


 Yes  No 


4. In the accounts payable system: 



http://mn.gov/admin/images/grants_policy2012_08-03.pdf

http://mn.gov/admin/images/grants_policy_08-01.pdf

http://mn.gov/admin/images/grants_policy_08-01.pdf
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a. Are vendor invoices compared and reconciled to purchase orders? 


 Yes  No 


b. Are invoices authorized for payment? 


 Yes  No 


c. Are Subgrantee/vendor account balances reviewed? 


 Yes  No 


d. Are invoices voided or stamped “paid” to avoid duplicate payments? 


 Yes  No


Equipment 
Equipment is defined by the federal government in Uniform Guidance 2 CFR 200 (200.33) as 
“……tangible personal property (including information technology systems) having a useful life of more 
than one year and a per-unit acquisition cost which equals or exceeds the lesser of the capitalization level 
established by the non-Federal entity for financial statement purposes, or $5,000”.


1. In the past year, has property and/or equipment (over $5,000) been purchased with DEED program 
funds? 


 Yes  No 


a. If yes: list items, date of purchase, and costs: 
2. Do you conduct an inventory of equipment and is it reconciled at least once every two years? 


 Yes  No 


3. Do you have a process/policy in place to identify electronic devices and/or equipment that has been 
lost, damaged, stolen, or disposed of? 


 Yes  No 


Payroll Systems 
Is the Payroll system: 


1. Based on Personnel Activity Reports or their equivalent? 


 Yes  No 


2. Electronic or paper form? 


 Yes  No 


3. Are time and attendance reports certified by: 


a. Employee and supervisor? 


 Yes  No 


b. Participant and supervisor (if applicable) 


 Yes  No 


4. Are payrolls certified by management: 


a. For accuracy? 



http://www.ecfr.gov/cgi-bin/text-idx?node=2:1.1.2.2.1&rgn=div5#se2.1.200_116
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 Yes  No 


b. To confirm that all payees are bonafide staff or participants? 


 Yes  No 


5. Are leave requests used and signed by employees/participants/supervisors? 


 Yes  No 


6. Are employees paid only by check or direct deposit? 


 Yes  No 


7. Are participants paid only by check or direct deposit? 


 Yes  No 


8. Is preparation of the payroll entirely separate from and independent of the delivery of paychecks? 


 Yes  No 


9. Do you retain payroll withholding forms for employees and participants? 


 Yes  No 


10. Do you prepare and retain payroll tax reports? 


 Yes  No 


11. Do employees directly time charge to grants based on activities conducted for each grant? 


 Yes  No 


12. Is there a procedure for cross-training or rotation of duties for accounting personnel? 


 Yes  No


Liability Insurance 
Attach to this submission a copy of your liability insurance policy and answer the following questions. 


1. Does your liability insurance include employee dishonesty? 


 Yes  No 


2. Does the coverage include participant work-related and/or training activities? 


 Yes  No 


3. Has this coverage requirement been included in your Subgrantee/subrecipient agreements? 


 Yes  No


Note: This is in addition to paid employment activities (work experience, On-the-Job Training (OJT)) 
covered by workers compensation. 


Bank Account Management
FDIC/FSLIC 
1. Are your bank account(s) covered by FDIC or FSLIC? 


 Yes  No 


a. If yes, for what amount?       
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2. Does the amount kept in any account exceed the FDIC or FSLIC coverage? 


 Yes  No 


a. If yes, how are the funds in excess insured from loss?       


Program Income 
1. Does the checking account earn interest? 


 Yes  No 


If yes: 


a. What is the current amount of program income/interest?       
 


b. How has the income been expended for Program purposes?       
 


2. Has any interest been carried forward from previous years to the current year? 


 Yes  No


Cost Classification 
Through a review of the Chart of Accounts, written policies for cost classification (expenditure) 
determine how costs are classified. 


1. Have written and uniform cost classifications for each cost category been developed?  


 Yes  No 


a. If yes, do you verify that these classifications are properly adhered to by 
Subgrantee(s)/Subrecipient(s), if applicable?  


 Yes  No 


b. If yes, do Grantee/Sub-grantee policies adhere to the limitation of the Executive Level II 
salary cap? (TEGL No. 5-06) 


 Yes  No 


2. As a Grantee, do you have the processes in place to assure non-duplicative services, and avoid 
duplicate costs? 


 Yes  No 


Cash Management 
1. Which monthly fiscal request is submitted to DEED? 


 Financial Status Report (FSR)/Cash Advance Payment Request (CAPR)  Reimbursement 
Payment Request (RPR) 


2. Are DEED Grant funds paying the cost of other programs? 


 Yes  No


On-The-Job Training (OJT)  
1. Do you utilize OJT’s? 
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 Yes  No 


If yes: 


a. Do you have a OJT monitoring process? 


 Yes  No 


b. Does monitoring include identifying the participant’s progress and/or skill attainment during 
the training period? 


 Yes  No 


c. Are you aware of the new WIOA regulations when determining the amount of OJT 
reimbursement to the employer? (WIOA 680.730) 
  Yes  No 


Audit 
1. Does DEED have a copy of your most recent audit report? 


 Yes  No 


a. If no, explain.  
b. Were any significant findings identified? 


 Yes  No 


i. If yes, explain.  
2. Do you receive DEED’s Management Decision Letters? 


 Yes  No 


3. Has the audit report identified your agency as high risk? 


 Yes  No 


4. Do you review your sub-grantee’s (sub-recipient’s) audit reports? 


 Yes  No


Thank you for completing this fiscal guide. 


 



https://www.gpo.gov/fdsys/pkg/FR-2016-08-19/pdf/2016-15975.pdf



		Alternative Formats

		Introduction

		Instructions

		Staff, Comments, Questions

		Staff

		Comments from the Provider/Grantee

		Questions for DEED staff



		References

		Financial Management

		Accounting Systems

		Petty Cash System

		Cash Receipt and Disbursement System

		Procurement Systems

		Procurement

		Request for Proposals (RFP)

		Purchasing, Receiving, and Accounts Payable

		Equipment



		Payroll Systems

		Liability Insurance

		Bank Account Management

		FDIC/FSLIC

		Program Income



		Cost Classification

		Cash Management



		On-The-Job Training (OJT)

		Audit






 


 
 
 
 


State Fiscal Year (SFY) 16 
Program Year (PY) 15 


 
 


EMPLOYMENT & TRAINING 
PROVIDERS ANNUAL ASSESSMENT 


FOR EQUAL OPPORTUNITY & 
EXISTING FACILITIES CHECKLIST 


 
 
 


For 
 
 


Minnesota’s Integrated  
Workforce Investment System 


 
October 2015 


 
To be used in conjunction with 


 
INSTRUCTIONS AND REFERENCE MANUAL FOR 


EMPLOYMENT AND TRAINING PROVIDERS’ ANNUAL ASSESSMENT 
 


– Submitted by – 
Name:  
Agency:  
Date:  







 


 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 


Does the EO Officer: YES NO 
1) Process discrimination complaints while accurately 


maintaining the complaint log? 
  


2) Develop and publish discrimination complaint 
procedures? 


  


3) Review written policies to make sure they are 
nondiscriminatory? 


  


4) Post the WIOA Notice to the Public and other required 
posters in all locations where WIOA and DEED 
Employment and Training Programs are provided? 


  


5) Inform/Train program staff on a consistent basis of new 
requirements/information regarding EO. 


  


6) Ensures there is an EO Notice in every participant file?   


7) When asking for disability information do the program 
applications include: a) that the disclosure is voluntary 
and b) the information will be kept confidential as 
provided by law and c) refusal to provide the information 
will not subject the individual to adverse treatment and 
d) the information will be used only in accordance with 
the law? 


  


8) Are EO taglines included in all brochures, pamphlets 
and flyers and on the website? 


• We are an equal opportunity employer/program provider 
• Auxiliary aids and services are available up request to 


individuals with disabilities 
• When providing a workshop, job fair, conference, or 


training, etc., do you ask the following: Do you require 
any accommodation to fully participate in this event? 


  


9) Do you have a reasonable accommodation policy and a 
discrimination complaint policy in place for employees 
and customers? 


  


10) Do you have a Limited English Proficiency Plan?   


11) Outreach plans   


12) Is your website ADA accessible? (Section 508- MN 
State Accessibility Standard) 


  


13) Has an ADA assessment been completed for each area 
office? 


  


14) Is there at least one entrance to the building that is 
wheel chair accessible?  If not, how will you serve those 
individuals who use wheelchairs or scooters or other 
mobility devices? 


  


15) Do you use data resources to conduct data analysis 
about the population being served? 


  


16) Does the agency have an evacuation plan   







 


EXISTING FACILITIES CHECKLIST  


Priority 1- Accessible Entrance 
People with disabilities should be able to arrive on the site, approach the building, and enter the 
building as freely as everyone else. At least one path of travel should be safe and accessible for 
everyone, including people with disabilities. 


Path of Travel 


1. Is there a path of travel that does not require the use of stairs? Yes No  


2. Is the path of travel stable, firm and slip-resistant? Yes No  


3. Is the path at least 36 inches wide? Yes No  


4. Do curbs on the pathway have curb cuts at drives, parking, and drop-offs? Yes No  


Ramps 


5. Is the width between railings at least 36 inches? Yes No  


6. Are ramps non-slip? Yes No  


Parking and Drop-Off Areas 


7. Is there an appropriate number of accessible parking spots according to the guidelines found under the 
“Parking” section of the following web page?-  Yes No 
http://www.disability.state.mn.us/accessibility/disability-parking/  


8. Are 16-foot-wide spaces, with 98 inches of vertical clearance, available for lift-equipped vans and is there a 
proper number of van accessible spaces, (also according to the above web page link)? Yes No  


9. Are there signs reading "Van Accessible" at van spaces? Yes No 


10. Are accessible spaces marked with the International Symbol of Accessibility? Yes No 


11. Are the accessible spaces closest to the accessible entrance? Yes No 


12. Is there an enforcement procedure to ensure that accessible parking is used only by those who need it? Yes 
No  


Entrance 


13. If there are stairs at the main entrance, is there also a ramp or lift, or is there an alternative accessible 
entrance? (Do not use a service entrance as the accessible entrance unless there is no other option). Yes No  


14. Do all inaccessible entrances have signs indicating the location of the nearest accessible entrance? Yes No  


15. Does the entrance door have at least 32 inches clear opening (for a double door, at least one 32-inch leaf)? 
Yes No  


16. Are doormats 1/2 inch high or less, and secured to the floor at all edges? Yes No  



http://www.disability.state.mn.us/accessibility/disability-parking/





 


17. Is the door handle no higher than 48 inches and operable with a closed fist? (The "closed fist" test for 
handles and controls: Try opening the door or operating the control using only one hand, held in a fist. If you can 
do it, so can a person who has limited use of his or her hands). Yes No  


18. Can doors be opened without too much force (maximum is 5 lbf)? You can use a fish scale to measure the 
force required to open a door. Attach the hook of the scale to the doorknob or handle. Pull on the ring end of the 
scale until the door opens, and read off the amount of force required. If you do not have a fish scale, you will 
need to judge subjectively whether the door is easy enough to open... Yes No  


19. If the door has a closer, does it take at least 3 seconds to close? Yes No  


Priority 2- Access to Goods and Services 
Ideally, the layout of the building should allow people with disabilities to obtain goods or services 
without special assistance. Where it is not possible to provide full accessibility, assistance or 
alternative services should be available upon request.  


Horizontal Circulation  


1. Does the accessible entrance provide direct access to the main floor, lobby, or elevator? Yes No  


2. Are all public spaces on an accessible path of travel? Yes No  


3. Is the accessible route to all public spaces at least 36 inches wide? Yes No  


4. Is there a 5-foot circle or a T-shaped space for a person using a wheelchair to reverse direction? Yes No  


Rooms and Spaces 


5. Are all aisles and pathways to all goods and services at least 36 inches wide? Yes No  


6. Is there a 5-foot circle or T-shaped space for turning a wheelchair completely? Yes No  


7. Is carpeting low-pile, tightly woven, and securely attached along edges? Yes No  


8. Do signs designating permanent rooms and spaces, such as rest room signs, exit signs, and room numbers, 
comply with the appropriate requirements for accessible signage? Yes No  


Seats, Tables, and Counters 


9. Are the aisles between chairs or tables at least 36 inches wide? Yes No  


10. Are the spaces for wheelchair seating distributed throughout? Yes No  


11. Are the tops of tables or counters between 28 and 34 inches high? Yes No  


12. Are knee spaces at accessible tables at least 27 inches high, 30 inches wide, and 19 inches deep? Yes No  


Vertical Circulation 


13. Are there ramps or elevators to all levels? Yes No  


14. On each level, if there are stairs between the entrance and/or elevator and essential public areas, is there 
an accessible alternate route? Yes No  







 


Elevators 


15. Are there both visible and verbal or audible door opening/closing and floor indicators (one tone = up, two 
tones = down)? Yes No  


16. Are the call buttons in the hallway no higher than 42 inches? Yes No  


17. Do the controls outside and inside the cab have raised and braille lettering? Yes No  


18. Is there a sign on the jamb at each floor identifying the floor in raised and braille letters? Yes No  


19. Is the emergency intercom usable without voice communication? Yes No  


20. Are there braille and raised-letter instructions for the communication system? Yes No  


Priority 3- Usability of Rest Rooms 
When rest rooms are open to the public, they should be accessible to people with disabilities. Closing a 
rest room that is currently open to the public is not an allowable option.  


Getting to the Rest Rooms 


1. If rest rooms are available to the public, is at least one rest room (either one for each sex, or unisex) fully 
accessible? Yes No  


2. Are there signs at inaccessible rest rooms that give directions to accessible ones? Yes No  


3. Is there tactile signage identifying rest rooms? (Mount signs on the wall, on the latch side of the door. Avoid 
using ambiguous symbols in place of text to identify rest rooms). Yes No  


4. Is the doorway at least 32 inches clear? Yes No  


5. Are doors equipped with accessible handles (operable with a closed fist), 48 inches high or less? Yes No  


6. Can doors be opened easily (5 lbf maximum force)? Yes No  


7. Does the entry configuration provide adequate maneuvering space for a person using a wheelchair? (A 
person using a wheelchair needs 36 inches of clear width for forward movement, and a 5-foot diameter clear 
space or a T-shaped space to make turns. A minimum distance of 48 inches, clear of the door swing, is needed 
between the two doors of an entry vestibule). Yes No  


8. Is there a 36-inch-wide path to all fixtures? Yes No  


Stalls 


9. Is the stall door operable with a closed fist, inside and out? Yes No  


10. Is there a wheelchair-accessible stall that has an area of at least 5 feet by 5 feet, clear of the door swing, OR 
is there a stall that is less accessible but that provides greater access than a typical stall (either 36 by 69 inches 
or 48 by 69 inches)? Yes No  


11. In the accessible stall, are there grab bars behind and on the side wall nearest to the toilet? Yes No  


12. Is the toilet seat 17 to 19 inches high? Yes No  







 


Lavatories  


13. Does one lavatory have a 30-inch-wide by 48-inch-deep clear space in front? (A maximum of 19 inches of 
the required depth may be under the lavatory). Yes No  


14. Is the lavatory rim no higher than 34 inches? Yes No  


15. Is there at least 29 inches from the floor to the bottom of the lavatory apron (excluding pipes)? Yes No  


16. Can the faucet be operated with one closed fist? Yes No  


17. Are soap and other dispensers and hand dryers 48 inches high or less and usable with one closed fist? Yes 
No  


Priority 4- Additional Access 
When amenities such as public telephones and drinking fountains are provided to the general public, 
they should also be accessible to people with disabilities.  


Drinking Fountains 


1. Is there at least one fountain with clear floor space of at least 30 by 48 inches in front? Yes No  


2. Is there one fountain with its spout no higher than 36 inches from the ground, and another with a standard 
height spout (or a single "high-low" fountain)? Yes No  


3. Are controls mounted on the front or on the side near the front edge, and operable with one closed fist? Yes 
No  


4. Does the fountain protrude no more than 4 inches into the circulation space? Yes No   


5. If there is no accessible fountain is there signage letting the customer know that water is available by 
request? Yes No 
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Chapter 5: Affirmative Outreach (29 CFR 38.40) 
This chapter identifies the Department of Employment and Economic Development’s (DEED) 
compliance with Element 4 of the Nondiscrimination Plan, which requires that recipients of 
Workforce Investment and Opportunity Act (WIOA) Title I funds conduct affirmative outreach 
for all WIOA Title I-financially assisted programs and activities.  
 


Policy  
State and local-level recipients must conduct affirmative outreach to ensure that they are 
providing equal access to their WIOA Title I-financially assisted programs and activities. 
Affirmative outreach means ensuring that an equivalent level of information regarding aid, 
benefits, services, and training are provided to all populations of eligible participants. These 
steps should involve reasonable efforts to include members of the various groups protected by 
these regulations including but not limited to persons of different sexes, various racial and 
ethnic/national origin groups, various religions, individuals with limited English proficiency, 
individuals with disabilities, and individuals in different age groups.  
 
Recipient Responsibilities 
WIOA Section 188 requires recipients to designate an EO Officer to conduct affirmative 
outreach including collecting and monitoring equal opportunity data to ensure compliance with 
this part. 


1. EO Officers must conduct affirmative outreach to members of the various groups 
protected by these regulations in order to ensure that recipients are providing equal 
access to their WIOA Title I-financially assisted programs and activities. 


2. Conduct a survey or assessment of the eligible population to address the affirmative 
outreach requirement. 


3. Develop outreach with the purpose of broadening participation in those groups where 
the assessment indicated a need.   


4. Develop recruitment plans and employment pools in those groups the organization is 
underutilized in employment.  


5. Identify WIOA partners, outreach media, methods, and partners; and develop 
recommendations for outreach strategies, service strategies, labor market strategies, 
and performance standards for WIOA programs. 


6. Establish procedures for listing job openings and available program or service 
opportunities that reach the maximum numbers of the local service area population. 


7. Develop relationships with community organizations that reach the members of the 
local service area that are protected under these regulations. 


8. Ensure staff awareness of the outreach plan through training and orientation. 
9. Demonstrate compliance with affirmative outreach requirements with supporting 


documentation, which may include copies of plans for targeting, outreach and 
recruitment (state or local level); copies of criteria for determining priority of service; 
copies of One-Stop operators’ universal access plans; samples of brochures, posters, or 
public service announcements. 


10. Efforts to ensure affirmative outreach may include, but are not limited to: 







DEED’s Equal Opportunity Manual 21 


1. Advertising the recipient's programs and/or activities in media, such as newspapers 
or radio programs, that specifically target various populations.  


2. Sending notices about openings in the recipient's programs and/or activities to 
schools or community service groups that serve various populations.  


3. Consulting with appropriate community service groups about ways in which the 
recipient may improve its outreach and service to various populations. 


4. Conduct data analysis to ensure compliance with this part.  
 
State Responsibilities 


1. Communicate affirmative outreach obligations to all local-level EO Officers.  
2. Determine how recipients have made, and will continue to make, efforts to ensure 


affirmative outreach. 
3. Determine how the state will monitor and evaluate the success of its recipients’ 


affirmative outreach efforts. 
 


Cites/References/Attachments  
• WIOA Section 188 (29 CFR 38) 
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Minnesota Department of Employment  
and Economic Development 


Americans with Disabilities Act 


NOTICE TO THE PUBLIC 


It is the policy of the Department of Employment and Economic Development to comply with 
the provisions of the Americans with Disabilities Act, 42 U.S.C. Section 12101, et. seq. (“ADA”).  
The ADA prohibits discrimination against qualified individuals with disabilities on the basis of 
their disability.  The ADA provides, in part, that qualified individuals with disabilities shall not 
be excluded from participating in or be denied the benefits of any program, service or activity 
offered by this Department. 


The ADA requires that all programs, services and activities, when viewed in their entirety, are 
readily accessible to and usable by qualified individuals with disabilities.  This Department 
must communicate effectively with individuals with speech, visual, and hearing impairments 
and provide auxiliary communication aids to qualified individuals with disabilities participating 
in or benefiting from this Department’s programs, services or activities in order to afford equal 
opportunity. 


Should you wish to review the ADA or its interpretive regulations, ask questions about your 
rights and remedies under the ADA, request a reasonable modification to this Department’s 
policies, practices or procedures, or file a written grievance with this department alleging non-
compliance with the ADA, please contact the Department’s Designee, listed below: 


Name: Karen Lilledahl 


Address: Minnesota Department of Employment and Economic Development 
 Office of Diversity & Equal Opportunity 
 1st National Bank Building, Suite E200 
 332 Minnesota Street 
 St. Paul, MN  55101-1351 


Telephone: Voice: (651) 259-7089 
 TTY: (651) 296-3900 
 FAX: (651) 297-5343 


This material is available in alternative formats to individuals with disabilities by calling 651-259-7094 or by 
contacting us via your preferred telecommunications relay service.


9/2015 
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NOTICE UNDER THE AMERICANS WITH DISABILITIES ACT 


In accordance with the requirements of title II of the Americans with Disabilities Act of 1990 
(“ADA”), the Department of Employment & Economic Development (DEED) will not 
discriminate against qualified individuals with disabilities on the basis of disability in its services, 
programs, or activities.  


Employment: DEED does not discriminate on the basis of disability in its hiring or employment 
practices and complies with all regulations promulgated by the U.S. Equal Employment 
Opportunity Commission under title I of the ADA. 


Effective Communication: DEED will generally, upon request, provide appropriate aids and 
services leading to effective communication for qualified persons with disabilities so they can 
participate equally in DEED’s programs, services, and activities, including qualified sign language 
interpreters, documents in Braille, and other ways of making information and communications 
accessible to people who have speech, hearing, or vision impairments. 


Modifications to Policies and Procedures: DEED will make all reasonable modifications to 
policies and programs to ensure that people with disabilities have an equal opportunity to 
enjoy all of its programs, services, and activities.  For example, individuals with service animals 
are welcomed in DEED offices, even where pets are generally prohibited. 


Anyone who requires an auxiliary aid or service for effective communication, or a modification 
of policies or procedures to participate in a program, service, or activity of DEED, should contact 
the office of Karen Lilledahl, ADA Coordinator at karen.lilledahl@state.mn.us or 651-259-7089 
as soon as possible but no later than 48 hours before the scheduled event. 


The ADA does not require DEED to take any action that would fundamentally alter the nature of 
its programs or services, or impose an undue financial or administrative burden.  


Complaints that a program, service, or activity of DEED is not accessible to persons with 
disabilities should be directed to Karen Lilledahl, ADA Coordinator at 
karen.lilledahl@state.mn.us or 651-259-7089. 


DEED will not place a surcharge on a particular individual with a disability or any group of 
individuals with disabilities to cover the cost of providing auxiliary aids/services or reasonable 
modifications of policy, such as retrieving items from locations that are open to the public but 
are not accessible to persons who use wheelchairs. 
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mailto:karen.lilledahl@state.mn.us





Minnesota Department of Employment & Economic 
Development (DEED)  


 


Grievance Procedure under 
the Americans with Disabilities Act 


This Grievance Procedure is established to meet the requirements of the Americans with 
Disabilities Act of 1990 (“ADA”).  It may be used by anyone who wishes to file a complaint 
alleging discrimination on the basis of disability in the provision of services, activities, programs, 
or benefits by DEED.  The State of Minnesota’s Personnel Policy governs employment-related 
complaints of disability discrimination.  


The complaint should be in writing and contain information about the alleged discrimination 
such as name, address, phone number of complainant and location, date, and description of 
the problem.  Alternative means of filing complaints, such as personal interviews or a tape 
recording of the complaint, will be made available for persons with disabilities upon request. 


The complaint should be submitted by the grievant and/or his/her designee as soon as possible 
but no later than 60 calendar days after the alleged violation to:                                                


Karen Lilledahl 
ADA Coordinator and Equal Opportunity Office 
First National Bank Building 
332 Minnesota Street, Suite E200 
Saint Paul, MN 55105 


Within 15 calendar days after receipt of the complaint, Karen Lilledahl or her designee will meet 
with the complainant to discuss the complaint and the possible resolutions.  Within 15 calendar 
days of the meeting, Karen Lilledahl or her designee will respond in writing, and where 
appropriate, in a format accessible to the complainant, such as large print, Braille, or audio 
tape.  The response will explain the position of the DEED and offer options for substantive 
resolution of the complaint. 


If the response by Karen Lilledahl or her designee does not satisfactorily resolve the issue, the 
complainant and/or his/her designee may appeal the decision within 15 calendar days after 
receipt of the response to DEED’s Commissioner or his/her designee. 


Within 15 calendar days after receipt of the appeal, DEED’s Commissioner or his/her designee 
will meet with the complainant to discuss the complaint and possible resolutions.  Within 15 
calendar days after the meeting, DEED’s Commissioner or his/her designee will respond in 
writing, and, where appropriate, in a format accessible to the complainant, with a final 
resolution of the complaint. 







Minnesota Department of Employment & Economic 
Development (DEED)  


 
All written complaints received by Karen Lilledahl or her designee, appeals to DEED’s 
Commissioner or his/her designee, and responses from these two offices will be retained by 
DEED for at least three years. 
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Some of the information in this document was developed by the Adaptive Environments Center in cooperation with the 
Massachusetts Executive Office of Administration and Finance Division of Capital Planning and Operations and the Office 
of Disability Affairs. Based on Code Revisions of 2007, updated in 2015. 


STEP BY STEP 


1. Identify team members. These individuals will provide guidance and assistance during the planning, 
surveying, and reviewing steps. The team might include the facility manager, chief administrator, 
maintenance supervisor, 504 Coordinator or Equal Opportunity officer, financial staff, and persons with 
disabilities. 


2. Fill in the Survey Form. For each building to be surveyed, read through the entire section and 
determine the total number of Survey Forms that will be needed. If you have more than one building at 
your facility, use additional Survey Forms. 


3. Copy the Survey Forms. Photocopy the necessary survey forms for the facility being reviewed. Keep 
this survey booklet as a reference and for future surveying needs. Be sure to copy an extra set of forms 
to have handy when surveying (in the event an unexpected barrier is encountered). Collate and staple 
the appropriate forms on a building-by-building basis. For each survey form, fill out each and every 
question. It is very important that all issues are addressed and that an answer is provided. If a particular 
question is not applicable, then note this by checking “N/A”. This will indicate that the question has not 
been overlooked or forgotten. The importance of this will become clear when the survey is reviewed at a 
later date. A comment section is provided at the end of each survey form. Use this area for notes and to 
clarify special situations which may occur. 


SITE 


Site accessibility involves arriving at the site, parking a vehicle or being dropped off, and getting to a building 
or outdoor recreation area. It also includes the ability to move from one building to another when there is more 
than one building at a facility. 
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People with mobility issues who arrive by vehicle need to be able to enter buildings on their own – 
independently – without assistance from others. Direct and safe walkways from these areas as well as from the 
street and transportation stops are essential for people with mobility and sight impairments. 


BUILDING 


Once an accessible route has been provided to the building, an accessible entrance is essential to making a 
building usable by people with disabilities. As many entrances as possible should be accessible, especially the 
entrance used most often by the nondisabled public. Asking individuals with disabilities to use basement or 
back doors not used by others not only discriminates against them but also puts them at a disadvantage by 
depriving them of services provided in a front lobby: signage, reception, and waiting areas. It is important that 
once someone is inside the entrance that they be able to easily gain direct access to elevators and corridors 
that lead to other parts of the building. 
Sixty percent of primary public entrances to a building are required to be accessible. As many employee and 
service entrances as possible should also be accessible. For example, in large buildings such as hospitals there 
may be an emergency entrance, a visitor entrance, and an entrance that staffs use located close to where they 
park their cars. In this instance, all three entrances should be accessible. It is often the case that parking lots 
are located at the back of the buildings. If the main entrance is located on a public street but a long walk from 
the back of the building, both entrances should be made accessible.
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Some criteria for determining which entrances should be accessible include: 
• It is referred to as the “main entrance” to the building. (If you asked for directions to this building, you 


would be directed to this entrance.) 


• It provides the most direct access to main corridors and elevators (if present) as well as major public 
function spaces at the entry level such as an auditorium or cafeteria. 


• It is an entrance that people use when they enter the building from visitor or staff parking areas. 


Accessible routes within and throughout the building or facility are the next area which need to be considered 
in order to provide access for persons with disabilities. Changes in elevation can be accomplished by ramp, 
elevator or lift. 
People often think that getting around within a building is only a problem for someone using a wheelchair. 
Individuals with limited or no vision find it difficult to use buildings with poor signage, obstructions in the 
hallways, and elevators without audible signals. People with leg braces or prosthesis find poorly designed stairs 
difficult, if not impossible, to use. 


SPACES 


Once you have made it possible for people to move about the facility easily, you need to determine what 
spaces should be made accessible. Even if there are only a few people with disabilities currently using a 
building, there will eventually be more. Remember that individuals with disabilities are not only customers and 
clients, but they are also employees and management personnel. 
Rooms like toilet rooms will be found in all buildings. Other spaces are more specialized and occur less 
frequently but should be accessible because of their public use.  
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SURVEY FORMS 


BUILDING ACCESS


BUILDING:       


DATE OF SURVEY:       


STREET ADDRESS:       


CITY/STATE:       


BUILDING CONTACT NAME:       


BUILDING CONTACT INFORMATION:       


SURVEYOR’S NAME:       


SURVEYOR’S CONTACT INFORMATION:       


SURVEYOR’S POSITION OR TITLE:      
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SITES 


PARKING SPACE REQUIREMENTS 


• For 1 to 25 parking spaces, 1 Accessible Spaces Required, 1 of which must be Van Accessible 


• For 26 to 50 parking spaces, 2 Accessible Spaces Required, 1 of which must be Van Accessible 


• For 51 to 75 parking spaces, 3 Accessible Spaces Required, 1 of which must be Van Accessible 


• For 76 to 100 parking spaces, 4 Accessible Spaces Required, 1 of which must be Van Accessible 


• For 101 to 150 parking spaces, 5 Accessible Spaces Required, 1 of which must be Van Accessible 


• For 151 to 200 parking spaces, 6 Accessible Spaces Required, 1 of which must be Van Accessible 


• For 201 to 300 parking spaces, 7 Accessible Spaces Required, 2 of which must be Van Accessible 


• For 301 to 400 parking spaces, 8 Accessible Spaces Required, 2 of which must be Van Accessible 


• For 401 to 500 parking spaces, 9 Accessible Spaces Required, 2 of which must be Van Accessible 


• For 501 to 1000 parking spaces, 2% of Total Accessible Spaces Required, of which 1 in every 6, or fraction thereof, 
must be Van Accessible 


• For 1000+ parking spaces, 20 plus 1 for each additional 100 Accessible Spaces Required, of which 1 of 6, or fraction 
thereof, must be Van Accessible 


*NOTE: “van accessible” spaces are included in the number of “accessible spaces required.” 
One in every six accessible spaces must be van accessible, having a minimum vertical clearance of 98 inches. 
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PARKING SURVEY FORM 


1. Are there accessible spaces provided per Parking Spaces Requirements?  Yes  No  N/A 


2. Are parking spaces 8 feet wide with an adjacent 8 foot wide access aisle? (Parking spaces can share an access aisle.) 
  Yes  No  N/A 


3. Are access aisles identified with a sign stating “no parking” centered at the head end of the space no more than 8 
feet from the space?  Yes  No  N/A 


OR 


Only where the sign would obstruct the pedestrian route, is the access aisle marked with “no parking” on the 
surface of the access aisle?  Yes  No  N/A 


4. Where the access aisle is marked with a sign, is the bottom edge of the sign between 60 inches and 66 inches above 
the surface of the access aisle?   Yes  No  N/A 


5. Does the van accessible space have a minimum clear height of 98 inches at the space and along the vehicular route 
leading to the space?  Yes  No  N/A 


6. If all spaces do not have a clear height of 98 inches, do the van spaces have a sign indicating “van accessible”? 
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  Yes  No  N/A 


7. Are the access aisles connected directly to the accessible route leading to the building entrance? 


  Yes No  N/A 


8. Are curb ramps provided along the accessible route where necessary?  (e.g., connecting the access aisle to sidewalk)
  Yes  No  N/A 


9. Is each accessible space identified with a sign displaying the international wheelchair symbol, indicate that a permit 
is required, and that there is a maximum $200 fine for violation?  Yes  No  N/A 


10. Is the lettering and international wheelchair symbol on the sign white with a blue background? 


  Yes  No  N/A 


11. Is the sign centered at the head end of the space no more than 8 feet from the space?  Yes  No  N/A 


OR 


If parallel parking, is the sign located on the side of the space at the head end?  Yes  No  N/A 


12. Is the bottom edge of the sign between 60 inches and 66 inches above the surface of the parking lot? 


  Yes  No  N/A 


13. Are the designated spaces located as close as possible to an accessible entrance?  Yes  No  N/A 


14. For facilities with more than one accessible entrance, are the designated parking spaces dispersed among the 
various accessible entrances?  Yes  No  N/A 


15. Is the parking area and access aisle a firm, stable, slip-resistant surface with a slope of no more than 1:48 (2%) in all 
directions?  Yes  No  N/A 
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DROP-OFF ZONE 


1. Does the drop-off area provide an access aisle 5 feet wide by 20 feet long adjacent and parallel to the vehicle pull-
up space?  Yes  No  N/A 


2. Does the drop-off area provide a minimum clear height of at least 114 inches at the space and along the vehicular 
route leading to the space?  Yes  No  N/A 


3. Is the parking area and access aisle a firm, stable, slip-resistant surface with a slope of no more than 1:48 (2%) in all 
directions?  Yes  No  N/A 


4. Is the access aisle connected directly to the accessible route leading to the building entrance?  Yes  No  N/A 


5. Are curb ramps provided along the accessible route where necessary (i.e. along the accessible route from parking, 
drop-off, or sidewalk)?  Yes  No  N/A 


6. Is the drop-off area located as close as possible to an accessible entrance?  Yes  No  N/A 
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WALKWAYS 


 
(This section only applies to exterior walkways connecting accessible parking spaces and accessible drop-off areas to 
accessible building entrances and to exterior walkways connecting buildings that are on the same site.) 


 


1. Is the walkway at least 4 feet wide?  Yes  No  N/A 


2. Is the walkway sloped a maximum of 1:20 (5%) in the direction of travel?  Yes  No  N/A 


3. Is the cross slope a maximum of 1:48 (2%)?  Yes  No  N/A 


4. Does the walkway have a firm, stable, slip-resistant surface?  Yes  No  N/A 


5. Do all changes in level between ¼ inch and ½ inch have beveled edges (Changes greater than ½ inch are not 
allowed.)  Yes  No  N/A 


6. If gratings are located within the walkway, do they have spaces no greater than ½ inch wide with the long 
dimension perpendicular to the direction of travel?  Yes  No  N/A 


7. Are curb ramps provided along the accessible route where necessary (i.e. along the accessible route from parking, 
drop-off, or sidewalk)?  Yes  No  N/A 
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CURB RAMP


1. Is the slope of the curb ramp a maximum of 1:12 (8.3%) measured in the direction of travel?  Yes  No  N/A 


2. Is the curb ramp a minimum of 36 inches wide, exclusive of the flared edges?  Yes  No  N/A 


3. Is the transition from the curb ramp to the adjoining surface flush and free of abrupt changes? 


  Yes  No  N/A 


4. Is the slope of the surface immediately adjoining the curb ramp a maximum of 1:20 (5%)?  Yes  No  N/A 


5. Is there a landing at the top of the curb ramp at least 3 feet measured in the direction of travel? 


  Yes  No  N/A 


 


RAMP


1. Is the ramp a minimum of 36 inches wide (measured between handrails)?  Yes  No  N/A 


2. Is the maximum slope no greater than 1:12 (8.3%)?  Yes  No  N/A 


3. Is the cross slope no greater than 1:48 (2%)?  Yes  No  N/A 


4. Is the surface of the ramp firm, stable, and slip-resistant?  Yes No  N/A 


5. Is there a 5-foot landing, measured in the direction of the ramp, at the top and bottom of the ramp? 


  Yes  No  N/A 


6. If the total rise exceeds 30 inches, is there a 5 foot intermediate landing located no more than 30 inches above the 
bottom of the ramp?  Yes  No  N/A 


7. If the ramp changes direction at the landing, is a turning space provided on the landing (generally a 5 foot diameter 
circle)?  Yes  No  N/A 


8. If the total rise exceeds 6 inches, are there handrails provided on both sides of the ramp?  Yes  No  N/A 


 







12 


1. Are the handrails mounted between 34 inches and 38 inches above the ramp surface?  Yes  No  N/A 


2. Do handrails extend horizontally 12 inches beyond the top and bottom of the ramp?  Yes  No  N/A 


3. Is the space between the handrail and the wall a minimum of 1 ½ inches?  Yes  No  N/A 


4. Are the ends of handrails looped or returned to wall, floor, or post?  Yes  No  N/A 


5. Do ramps and landings with drop-offs have curbs, walls, or railing which prevent a wheelchair from going over the 
edge? (Curbs must be at least 4 inches high.)  Yes  No  N/A 
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DOORWAY


 
 


1. With the door in a 90 degree open position, is there a minimum of 32 inches of clear space from the face of the 
door to the latch side doorstop? (Exception: doors not requiring passage, such as shallow closets, may have clear 
openings of 20 inches minimum.)  Yes  No  N/A 


2. If a doorway has two independently operated door leaves, does at least one leaf provide the 32 inch clear space? 


  Yes  No  N/A 


3. If there are two sets of doors in a series, as in a vestibule, is there a minimum distance between the doors of 4 feet 
plus the width of the in-swinging door?  Yes  No  N/A 


4. If there are two sets of doors in a series, as in a vestibule, is there a turning space between the doors? (Generally a 5 
foot diameter circle.)  Yes  No  N/A 


5. Is the threshold no more than ½ inch in height?  Yes  No  N/A 


6. Is the door hardware operable by a single effort with one hand not requiring tight grasping, pinching or twisting of 
the wrist? (such as a lever or loop style?)  Yes  No  N/A 
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7. Is the threshold no more than ½ inch in height?  Yes  No  N/A 


8. Is the door hardware mounted no more than 48 inches above the floor?  Yes  No  N/A 


9. For interior doors, is the force required to open the door no more than 5 lbs.? (Does not apply to “fire” doors.) 
  Yes  No  N/A 


10. Is there a minimum of 18 inches of clear space on the latch side from the pull side of the door? (Not required for 
doors with automatic opener.)  Yes  No  N/A 


11. If the door has both a closer and a latch, is there a minimum of 12 inches of clear space on the latch side from the 
push side of the door? (Exceptions: doors with automatic opener.)  Yes  No  N/A 
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1. Do other doors have clearances as required in diagrams above? (not required for doors with automatic opener.) 
  Yes  No  N/A 


2. If the door has an automatic push button control, is the push button control mounted no more than 48 inches 
above the floor? (prefer 30 to 36 inches above the floor)  Yes  No  N/A 
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CORRIDOR


1. Are all corridors a minimum of 36 inches wide?  Yes  No  N/A 


2. If there are portions of the corridor less than 36 inches wide, are they a minimum of 32 inches wide with a 
maximum distance of 24 inches?  Yes  No  N/A 


 


3. Do public use counters have a section of the counter that is at least 36 inches wide and no more than 36 inches 
above the floor?  Yes  No  N/A 


4. Do objects protruding from walls between 27 inches and 80 inches above the floor project no more than 4 inches 
from the wall?  Yes  No  N/A 


 


SPACES 


TOILET ROOM 


(please fill out one assessment sheet for each Toilet Room unless they are identical to each other)
Male  Female  Unisex  Floor or Building       
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1. With entry door in a 90 degree open position, is there a minimum of 32 inches of clear space from the face of the 
door to the latch side door stop?  Yes  No  N/A 


2. If there are two sets of doors in a series, as in a vestibule, is there a minimum distance between the doors of 4 feet 
plus the width of the in-swinging door?  Yes  No  N/A 


3. If there are two sets of doors in a series, as in a vestibule, is there a turning space between the doors (generally a 5 
foot diameter circle)?  Yes  No  N/A 


4. Is the toilet bowl centered between 16 inches and 18 inches from a side wall?  Yes  No  N/A 


5. Is the toilet area, measured from the wall next to the toilet, a minimum of 60 inches wide?  Yes  No  N/A 
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6. Does the toilet area have a minimum of 48 inches of clear floor space from the front of the toilet bowl to the 
compartment/room wall?  Yes  No  N/A 


OR 


Is the depth of the space at least 78 inches measured from the wall behind the toilet?  Yes  No  N/A 


7. Is the flush valve located on the wide side of the toilet area mounted no more than 48 inches above the floor? (If 
mounted above the grab bar, the flush valve must be at least 12 inches above the grab bar but no more than 48 
inches above the floor.)  Yes  No  N/A 


8. Is the height of the toilet seat between 17 inches and 19 inches above the floor?  Yes  No  N/A 


9. Does the compartment door have a minimum clear opening of 32 inches?  Yes  No  N/A 


10. Is the compartment or room, door-locking hardware easy to operate without requiring tight grabbing, pinching or 
twisting?  Yes  No  N/A 


11. Are both horizontal and vertical grab bars provided as shown in diagrams on the next page?  Yes  No  N/A 
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12. Is the toilet paper dispenser mounted below the horizontal grab bar as shown in diagram?  Yes  No  N/A 


 


13. If there are 2 or more toilet compartments in a room, is there an ambulatory accessible compartment measuring 36 
inches wide provided in addition to the wheelchair accessible compartment?  Yes  No  N/A 


14. If there are two or more urinals, is at least one urinal mounted with the rim no more than 17 inches above the 
floor?  Yes  No  N/A 


15. Is the rim of the sink a maximum height of 34 inches above the floor?  Yes  No  N/A 
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16. Is there a minimum of 27 inches of knee clearance from the floor to the bottom of the apron or counter? 


  Yes  No  N/A 


17. Does the knee clearance extend at least 8 inches back from the front edge?  Yes  No  N/A 


18. Is there a toe clearance that extends at least 17 inches back from the front edge at a height of 9 inches above the 
floor?  Yes  No  N/A 


19. Are the knee and toe clearances at least 30 inches in width?  Yes  No  N/A 


20. Do the faucets have lever handles or are they electronically controlled (operable with one hand and not requiring 
tight grasping, pinching, or twisting of the wrist)? Self-closing faucets that require both reaching forward and 
pushing down to activate are not recommended.  Yes  No  N/A 


21. If a self-closing faucet is in use, does the water flow for a minimum of 10 seconds?  Yes  No  N/A 


22. Is the plumbing insulated or otherwise covered so that there are no sharp or abrasive edges exposed? 


  Yes  No  N/A 
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23. Is there a clear floor space 30 inches wide by 48 inches long in front of the sink for a forward approach? 


  Yes  No  N/A 


24. Is the mirror mounted no higher than 40 inches to the bottom reflective edge?  Yes  No  N/A 


25. Is there at least one of each type of accessory (soap dispenser, towel dispenser, etc.) mounted such that the 
operating mechanism is no more than 48 inches above the floor?  Yes  No  N/A 


26. Does each accessible fixture and accessory have a clear floor space 30 inches wide by 48 inches long in front of or 
adjacent to the fixture or accessory?  Yes  No  N/A 


27. Does the toilet room have adequate space to allow a 5 foot diameter circle (to allow a wheelchair to turn 180 
degrees)?  Yes  No  N/A 


28. Diaper changing tables are not allowed in the wheelchair accessible toilet compartment.  Yes  No  NA 


 


DRESSING AND FITTING ROOM


1. Is there adequate clear floor space provided within the room to allow a person using a wheelchair to make a 180-
degree turn (generally a 5-foot diameter circle)?  Yes  No  N/A 


2. With the entry door in a 90-degree open position, is there a minimum of 32 inches of clear space from the face of 
the door to the latch side door stop?  Yes  No  N/A 


3. Is the door hardware operable by a single effort with one hand not requiring tight grasping, pinching, or twisting of 
the wrist?  Yes  No  N/A 


4. Does the room provide a fixed bench 17 inches to 19 inches above the floor that is between 20 inches to 24 inches 
deep and 42 inches minimum in length?  Yes  No  N/A 


5. Does the bench have a back rest (a wall can serve as a back rest)?  Yes  No  N/A 


6. Do 5% - but not less than one – of the dressing rooms for each type of use in each cluster of dressing rooms comply 
with the requirements in this section?  Yes  No  N/A 
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DRINKING FOUNTAIN 


   
1. Is there a clear floor space of at least 30 inches by 48 inches provided for a forward approach to the drinking 


fountain? (Fountains without knee clearance can provide a parallel approach.)  Yes  No  N/A 


2. Is a knee clearance at least 27 inches above the floor provided at the front edge that extends back from the front 
edge at least 8 inches?  Yes  No  N/A 


3. Is the spout mounted at the front of the unit?  Yes  No  N/A 


4. Is the spout mounted no more than 36 inches above the floor?  Yes  No  N/A 


5. Is the operating control mounted at the front of the unit or on the side near the front of the floor? 


  Yes  No  N/A 


6. Is the water flow at least 4 inches high in a trajectory parallel or nearly parallel to the front of unit? 


  Yes  No  N/A 


7. Do 50% of the drinking fountains per floor comply with questions 1-6 above?  Yes  No  N/A 


8. Do 50% of the drinking fountains per floor have a spout height between 38 inches and 43 inches above the floor? 


  Yes  No  N/A 


9. If there is only one drinking fountain on the floor, does it have both a high and a low spout?  Yes  No  N/A 
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10. Does the drinking fountain protrude more than 4 inches from the wall between 27 inches and 80 inches above the 
floor?  Yes  No  NA 


 


INFORMATION KIOSK AND AUTOMATED TELLER MACHINE 


1. Is a clear floor space 30 inches wide by 48 inches long provided next to the kiosk?  Yes  No  N/A 


2. Are the controls located no more than 48 inches above the floor?  Yes  No  N/A 


3. Are all operating controls and mechanisms operable with one hand without tight grasping, pinching, or twisting of 
the wrist?  Yes  No  N/A 


4. Do all operating controls and mechanisms operate with no more than 5 lbs. of force?  Yes  No  N/A 


5. Are all instructions and information accessible to and independently usable by persons who are blind or have 
limited vision?  Yes  No  N/A 


 


SALES AND SERVICE COUNTERS


1. Do sales counters and counters for distribution of goods or services have a portion of the counter at least 36 inches 
wide that is no more than 36 inches above the floor? (does not apply to check-out aisles)  Yes  No  N/A 
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2. Are accessible counters dispersed throughout the facility?  Yes  No  N/A 


3. Are the accessible counters located on accessible routes?  Yes  No  N/A 


4. Are accessible check-out aisles identified with the international wheelchair symbol mounted above the check-out 
aisle in the same location as the check-out number or type of check-out?  Yes  No  N/A 


5. Does the number of accessible check-out aisles provided comply with Table A below?  Yes  No  N/A 


 


Table A: Sales and Service Counters 


Check-out 
Description 


Number of each 
function 


Accessible Check-out 
Description 


# of Required 
Accessible Checkout 
Aisles 


If the total number 
of check-out aisles of 
each function is 1 to 4 


The minimum number 
of accessible check-
out aisles must be 1 


If the total number 
of check-out aisles of 
each function is 5 to 8 


The minimum number 
of accessible check-
out aisles must be 2 


If the total number 
of check-out aisles of 
each function is 9 to 15 


The minimum number 
of accessible check-
out aisles must be 3 


If the total number 
of check-out aisles of 
each function is More than 15 


The minimum number 
of accessible check-
out aisles must be 


3, plus 20% of 
additional aisles 
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RESTAURANT AND CAFETERIA 


(These requirements are in addition to all other applicable requirements.)
1. Are dining surface heights (tables and counters) between 28 inches and 34 inches above the floor (30 inch 


maximum height preferred)?  Yes  No  N/A 


2. Do dining surfaces have a minimum knee clearance of 27 inches above the floor (29 inches preferred)? 


  Yes  No  N/A 


3. Does the knee clearance extend at least 8 inches beneath the dining surface (11 inches minimum preferred)? 


  Yes  No  N/A 


 


4. Does the dining surface have a minimum toe clearance that extends at least 17 inches beneath the dining surface at 
a height of 9 inches above the floor?  Yes  No  N/A 


5. Are the knee and toe clearances at least 30 inches in width?  Yes  No  N/A 


6. Are accessible dining surfaces located on an accessible route that is a minimum of 36 inches wide? 


  Yes  No  N/A 
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7. Are a minimum of 5% of the dining surfaces in compliance with questions 1-6 above?  Yes  No  N/A 


8. Are all dining areas, including raised and sunken areas and outdoor areas, located on an accessible route? (In non-
elevator buildings, mezzanine seating areas that provide less than 25% of the total dining seating are not required 
to be located on an accessible route.)  Yes  No  N/A 


9. Are tray slides no more than 34 inches above the floor?  Yes  No  N/A 


10. Does the food service line have a minimum clear width of 36 inches (42-inch preferred)?  Yes  No  N/A 


11. Are the condiments and tableware located within the reach ranges shown in the diagrams below? 


  Yes  No  N/A 


 


12. Are the vending machine controls easy to operate requiring no tight grasping, pinching, or twisting of the wrist? 


  Yes  No  N/A 


13. Are the vending controls located no more than 48 inches above the floor?  Yes  No  N/A 
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August 2018 AT/Accessibility Survey Results 
Training needs of customers at WFCs: 


• Customers don’t know about accommodations that can be made 
• Learn about services and resources available for customer’s identified disability 


Training needs of staff regarding reasonable accommodations: 
• Knowledge of state contracted services 
• Training for understanding basic sign language 
• Annual training to keep staff abreast of new changes, software, and/or use of AT 
• Guidance on offering technology proactively rather than wait for request 
• Requiring appropriate language for documents, handouts, and outreach materials 


o Train staff on required language for materials (taglines?) 
o Training to ensure documents are accessible 


• Sensitivity training 
• Review on what is considered an accommodation 


Ideas for AT training: 
• Quick reference sheet on how to set up/use equipment 
• Train the trainer 
• Training how to ensure all customers are offered an opportunity to use AT in an 


inclusive manner 
• Put employees in wheels chairs, with bulky gloves, ear plugs, and glasses to blur sight, 


have employees try to go through RR, navigate to pick pc prints, dial phone, use mouse, 
try to talk with staff member, include entering and exiting the building 


Comments and Suggestions in regard to all AT: 
• Yearly checklist on all AT equipment and location 
• Provide AT training online 
• Resource on DEN 
• When sending the complaint logs they could also send a report on the mandatory 


equipment, has it been tested, does everyone know how to use it, where is it located, 
etc. 


• Cell phone apps 
• Small rooms for people to video chat/skype for interviews 
• TV-type message board running with on screen messaging about appointments, daily 


events, calendar details, etc. 
• Touch screens instead of computers for people who can’t use the mouse well 
• Something set up to access more quickly at front desk 
• VRS work more closely with job service 







Training Suggestions: 
• Have a notice at the front desk that if they are a person with a disability they can ask for 


an accommodation 
o Also have those in the primary languages of the area…brailed? 


• Create AT/Accessibility Newsletter to send quarterly(?) to WFCs and partner locations 
• Contact DHS hard of hearing for a sign language basic boot camp 
• Sensitivity—from Governor’s council, get disability presentation about history, etc. 
• Create fact sheets for 


o What is a disability 
o What is an accommodation 
o What is a tag line 
o How to use AT equipment 


 Can be specific to each thing like JAWS, Dragon Dictate, etc. 
• Create checklist to review materials and documents for accessibility, proper taglines, 


etc. 
o Resend laminated checklist ODEO created? 


• Cell apps 
o Microsoft Translator 
o Translator 
o Speak It! 
o Read2Go 
o Dragon Dictation 
o Notability 
o Talking Calculator 
o Virtual Manipulatives 
o Draw free for iPad 


• Monitor ODEO disability webpage to update with new information 
• Annual (refresher) training on ADA, AT, accommodations and accessibility 


o Online? 
• Quarterly newsletters to keep folks updated around the clock on the latest accessibility 


information 
• During our annual monitoring of WFCs and partner locations, we could add into the desk 


review questions on whether or not people need AT/accessibility training 
• Incorporate ADA information into EO monthly calls? 



https://itunes.apple.com/us/app/translator-translate-text-and-speech/id434318862?mt=8

https://itunes.apple.com/us/app/read2go/id425585903?mt=8

https://itunes.apple.com/us/app/notability-take-notes-annotate/id360593530?mt=8

https://itunes.apple.com/us/app/talking-calculator/id424464284?mt=8

https://itunes.apple.com/us/app/virtual-manipulatives!/id471341079?mt=8

https://itunes.apple.com/us/app/draw-free-for-ipad/id366755447?mt=8
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●●  Software — (ZoomText) 
Screen Reader & Magnifier


●●  Software — (Jaws)  
Reads Documents & Websites


●● Closed Caption        


●●  Computer Speakers & Headphones


ASSISTIVE  TECHNOLOGY 
SOFTWARE  AND  DEVICES 
FOR  ALL JOB  SEEKERS


●●  Pocket Talker* — 
Voice Amplifier


●●  UbiDuo* — 
Computer Face-to-Face


●●  Sign Language Interpreter  
Services  (BY APPOINTMENT)          


●●  Language Interpreters  
(BY APPOINTMENT)


●●  Materials and Alternative  
Formats Available


Access for Everyone
M I N N E S OTA  WO R K F O R C E  C E N T E R S


*Available at Select Sites


December 2013


ACCESSIBLE COMPUTER 
WORKSTATIONS —


ALSO AVAILABLE —


PLEASE ASK STAFF IF YOU 
NEED HELP —


an equal opportunity employer and service provider.
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MN DEED
@mndeed


The official Twitter account for the
Minnesota Department of Employment and
Economic Development (DEED), an equal
opportunity employer and service provider.





St. Paul, MN
mn.gov/deed
Joined July 2009


295 Photos and videos


New to Twitter?
Sign up now to get your own personalized
timeline!


Sign up


You may also like  · Refresh


GREATER MSP 
@GreaterMSP


 Pinned Tweet


MN DEED  @mndeed  · 13 Jul 2017 
Check out our new video showcasing DEED's departments + programs. Thank you 
DEED staff for helping out in the video!
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MN DEED  @mndeed  · Dec 21 
Reminder: DEED offices will be closed next Tuesday, December 25th for the Christmas 
holiday. Offices will reopen on Wednesday, December 26th at their regular hours.


 


     


MN DEED  @mndeed  · Dec 20 
Minnesota unemployment rate steady at 2.8%. Annual employment gains 1.1 percent 
over last November: bit.ly/2SbbJLZ


#BetterMN
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MN DEED  @mndeed  · Dec 20 
Border-to-Border Broadband grant helps Mediacom extend fiber network to the 
homes and businesses of Fountain: bit.ly/2GwFx4l


#BetterMN
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Minnesota WorkForce
Center


Popular channels


mn.gov/deed


deedminnesota Subscribe 204


Home Videos Playlists Channels Discussion About


997 views 1 year ago
Welcome To DEED!


Read more


 The Minnesota Department of
Employment and Economic
Development is the state's principle
economic development agency. DEED's
mission is to enhance the economic
success of individuals, businesses and
communities by improving opportunities
for prosperity and independence


Help for Businesses 


Tips for starting a business, hiring employees, and more.


5:01


deedminnesota
955 views • 6 years ago
CC


How to Hire a Veteran with
MinnesotaWorks.net …


0:44


deedminnesota
1,003 views • 7 years ago
CC


Message to Minnesota employers
from DEED's Bonnie Elsey …


2:39


deedminnesota
3,583 views • 5 years ago


Minnesota Business 101:
Patricia's Alterations And …


Job Search Help 


Looking for a job? These videos can help.


2:13


deedminnesota
431 views • 6 years ago
CC


Searching For Jobs on LinkedIn
43:38


deedminnesota
644 views • 6 years ago
CC


Using YouTube, Pinterest, and
Google+ for Job Search …


26:38


deedminnesota
2,335 views • 6 years ago
CC


Using Twitter for Job Seeking and
Networking …


Programs and Services 


MNWorkForceCenter
Subscribe


Fox News
Subscribe


CNN
Subscribe


The Young Turks
Subscribe


Inside Edition
Subscribe


The Daily Wire
Subscribe


The Next News Net…
Subscribe


Welcome To DEED!


3:18 / 3:27


Watch YouTube videos with Chrome.     Yes, get Chrome now.
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Minnesota Department of Employment and Economic
Development


Welcome to DEED!


2015 DEED Accomplishments Marching band plays for 201…
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Write a comment...


Minnesota Department of Employment and Economic
Development


Delta relaunching nonstop service between MSP and Mexico City. It marks
Delta's third announcement of a new international destination for MSP
Airport this year:


#BetterMN


Comments


December 17 at 1:51 PM · 


Delta Air Lines relaunching nonstop service between MSP
and Mexico City
It marks Delta's third announcement of a new international destination for
MSP Airport this year.


STARTRIBUNE.COM


2323 6 Comments 4 Shares


  


  


Kimberly Bartels Malone
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Tanya Perera Jamie SchefferNatalie Motl you know what that means!!!


LikeShow more reactions
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Jamie Scheffer Tanya Perera  Natalie Motl
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An Equal Opportunity Employer and Service Provider 


 


Upon request, the information in this document can be made available to alternative formats for 
people with disabilities by calling 651-259-7094. 
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Chapter 5.1: Serving Individuals with Disabilities (38.12-
38.17) 
This chapter identifies DEED’s compliance with Chapter 5 of the Nondiscrimination Plan, which 
requires that recipients of Workforce Innovation and Opportunity Act (WIOA) Title I funds 
comply and continue to comply with the requirements in 29 CFR 38, the regulations 
implementing Section 188 of WIOA, and the requirements of Section 504 of the Rehabilitation 
Act of 1973, as amended.   


Policy  
All recipients of WIOA Title I funds have an affirmative obligation not to discriminate on the 
basis of disability.  The overarching principle of Federal disability nondiscrimination law is that 
people with disabilities must be treated as individuals, not on the basis of assumptions and 
stereotypes about their disabilities. All recipients of WIOA Title I funds are prohibited from 
discriminating in the registration for and the provision of aid, benefits, services, or training, 
including core, intensive training, and support services, on the basis of disability. No individual 
shall be excluded from participation in, denied the benefits of, subjected to discrimination 
under, or denied employment in the administration of or in connection with, any such program 
or activity, on the basis of disability.  


Under this principle, recipients are required to focus on the skills, strengths and abilities of a 
particular customer or employee with a disability, and to provide the reasonable 
accommodations/modifications and the auxiliary aids and services the customer or employee 
needs in order to utilize those skills, strengths, and abilities. Recipients should not focus on the 
limitations caused by the customer’s or employee’s disability. 


Discrimination Provisions 
All recipients of WIOA Title I funds are prohibited from discriminating in the registration for and 
the provision in providing any aid, benefit, service, or training under a WIOA Title I-financially 
assisted program or activity, directly or through contractual, licensing, or other arrangement, 
on the basis of disability.  The following is prohibited: 


• Denying a qualified individual with a disability the opportunity to participate in or 
benefit from the aid, benefit, service, or training, including meaningful opportunities to 
seek employment and work in competitive integrated settings. 


• Providing a qualified individual with a disability an opportunity to participate in or 
benefit from the aid, benefits, services or training that is not equal to that provided to 
others. 


• Providing a qualified individual with a disability with any aid, benefit, service or training 
that is not as effective in affording equal opportunity to obtain the same result, to gain 
the same benefit, or to reach the same level of achievement as that provided by others. 


• Providing different, segregated, or separate aid, benefit, service or training to 
individuals with disabilities, or to any class of individuals with disabilities, unless such 
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action is necessary to provide qualified individuals with disabilities with any aid benefit, 
service or training that is as effective as those provided to others, and consistent with 
the requirement of the Rehab Act as amended by WIOA, including those provisions that 
prioritize opportunities in competitive integrated employment. 


• Denying a qualified individual with a disability the opportunity to participate as a 
member of planning or advisory boards; or otherwise limiting a qualified individual with 
a disability in enjoyment of any right, privilege, advantage or opportunity employed by 
others receiving any aid, benefit, service or training. 


• Aiding or perpetuating discrimination against people with disabilities by providing 
significant assistance to an agency, organization or person that discriminates on the 
basis of disability in providing any aid, benefit, service or training to registrants, 
applicants, or participants. 


• Denying an individual with a disability participation in WIOA programs or activities 
despite the existence of permissibly separate or different programs or activities. 


Note: An individual with a disability is not required to accept an accommodation, aid, benefit, 
service, training, or opportunity that such individual chooses not to accept. 


Accessibility Requirements 
Physical Accessibility 
Recipient’s facilities must be accessible and useable by individuals with disabilities. Recipients 
subject to Title II of the ADA – must follow the ADA Standards for Accessible Design or the 
Uniform Federal Accessibility Standards. Some recipients may be subject to additional 
accessibility requirements under Title III of the ADA. 


Programmatic accessibility 
All WIOA Title I –financially assisted programs and activities must be programmatically 
accessible, which includes: 


• Providing reasonable accommodations for individuals with disabilities,  
• Making reasonable modifications to policies, practices, and procedures. 
• Administering programs in the most integrated setting appropriate. 
• Communicating with persons with disabilities as effectively as with others. 
• Providing appropriate auxiliary aids or services free of charge, including assistive 


technology devices and services, where necessary so individuals with disabilities have an 
equal opportunity to participate in, and enjoy the benefits of the program or activity.  


Reasonable Accommodations and Reasonable Modifications for Individuals with Disabilities 
A recipient must provide reasonable accommodations to qualified individuals with disabilities 
who are applicants, registrants, eligible applicants/registrants, participants, employees, or 
applicants for employment, unless providing the accommodation would cause undue hardship. 
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Communications with Individuals with Disabilities 
A recipient must take appropriate steps to ensure that communications with individuals with 
disabilities, such as beneficiaries, registrants, applicants, eligible applicants/registrants, 
participants, applicants for employment, employee, members of the public, and their 
companions are as effective as communications with others.  


Auxiliary Aids and Services 
A recipient must furnish appropriate auxiliary aids and services where necessary so individuals 
with disabilities.  The type of auxiliary aid or service necessary will vary with the method of 
communication used by the individual. 


Interpreters 
A recipient must not require an individual with a disability to bring another individual to 
interpret for them, nor rely on an adult accompanying an individual with a disability to interpret 
or facilitate communication except: 


1. In an emergency involving an imminent threat to the safety or welfare of an individual 
or the public where there is no interpreter available, or 


2. When the individual with a disability specifically requests than an accompanying adult 
interpret or facilitate communication; 


3. A recipient must not rely on a minor child to interpret or facilitate communication, 
except in an emergency.  


Video Remote Interpreting (VRI) 
A recipient that chooses to provide qualified interpreters via VRI service must ensure that it 
provides real-time, full-motion video and audio over a dedicated high-speed wide-bandwidth 
video connection or wireless connection that delivers high quality video images that do not   
operated in accordance with legitimate safety requirements that the recipient has adopted.   


Cites/References/Attachments  
• WIOA Section 188 (29 CFR 38) 
• Rehabilitation Act of 1973 (Section 504) 
• ADA Title I  
• ADA Title II 


  



https://www.gpo.gov/fdsys/pkg/FR-2016-12-02/pdf/2016-27737.pdf

https://www.section508.gov/sites/default/files/Section504.pdf

https://www.ada.gov/pubs/adastatute08.htm

https://www.ada.gov/regs2010/titleII_2010/titleII_2010_regulations.pdf
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Chapter 5.2: Limited English Proficiency (LEP) (29 CFR 
38.9 and Appendix to 38.9) 
This chapter identifies DEED’s compliance with the nondiscrimination regulations which 
requires that recipients of Workforce Investment and Opportunity Act (WIOA) Title I funds 
provide information and services in languages other than English when a "significant number or 
proportion" of persons to be served are individuals with limited English. 
 
Policy 
It is the policy of DEED to ensure equal access to WIOA Title I services for limited English and 
non-English speaking customers. All recipients of WIOA Title I funds have an affirmative duty to 
take reasonable steps to provide services and information in languages other than English so 
that limited English proficient (LEP) individuals are effectively informed about and/or are able 
to participate in the program or activity.  
 
Standard 
Each LWDA shall collect the preferred language of each customer.  Each LWDA shall also 
designate a Language Assistance Coordinator and develop a Language Access Plan or guidance 
and training to assist staff in providing meaningful access to LEP individuals. 
 
Recipient Responsibilities 
Programmatic Access  
A recipient must take reasonable steps to ensure meaningful access to information about 
services, programs or activities or so that individuals can participate in programs or activities 
with providing language access.  Recipients should include information in their local area plans 
on what reasonable steps they have identified to ensure meaning access.  Reasonable steps 
may include, but are not limited to:  


1. An assessment of an LEP individual to determine language assistance needs. 
2. Oral interpretation or written translation of both hard copy and electronic materials in 


the appropriate non-English languages; and  
3. Written training materials in appropriate non-English languages by written translation or 


oral interpretation or summarization; or oral training content in appropriate non-English 
languages through in-person interpretation or telephone interpretation.   


4. Consideration of LEP individuals in developing new methods of delivering information or 
assistance.  


5. Outreach to LEP communities to improve service delivery. 
6. Convey every program delivery avenue (electronic, in person, telephonic) in appropriate 


languages so that an individual may effectively learn how to participate in or access any 
aid, benefit, service, or training the recipient provides.  


 
Reasonable steps may be affected by: 


1. The scope of the program and activity, and  
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2. The size and concentrations of non-English speaking populations that need services or 
information in a language other than English.  


 
Interpretation and Translation  


1. Recipients must provide language assistance services (whether oral or written); and 
such services must be: 
• Accurate;  
• Provided in a timely manner; and 
• Free of charge. 
Note:  Language assistance is considered timely when it is provided at a time and place 
that ensures equal access and avoids the delay or denial of any aid, benefit, services or 
training at issue. 


2. Recipients must also provide adequate notice to LEP individuals of the existence of 
interpretation and translation services and that these language assistance services are 
free of charge.  


3. A recipient may not require an LEP individual to provide their own interpreter nor may a 
recipient rely on an LEP individual’s minor child or adult family or friend to interpret or 
facilitate communication except:  
• In emergency situations while waiting for a qualified interpreter; or  
• The accompanying adult (not minor child) may interpret when the information 


conveyed is of minimal importance to the services to be provided or when the LEP 
individual specifically requests the accompanying adult to provide language 
assistance and the accompanying adult agrees to do so.  The recipient must make a 
note in the LEP individual’s records of the decision to use their own interpreter.  


4. Where precise, complete, and accurate interpretation or translation of information is 
critical for adjudicatory or legal reasons, or where the competency of the interpreter 
requested by the LEP individual is not established, a recipient may decide to provide its 
own independent interpreter, even if the LEP individual wants to use their own 
interpreter as well.  


5. If LEP interpreter/translator services are required, determine the location and 
availability of persons in the local service area who are fluent in more than one language 
in order to provide services and information in other languages.  


 
Conveying Vital Information (Babel Notice) 


1. For languages spoken by a significant number or portion of the population eligible to be 
served, or likely to be encountered, a recipient must: 
• Translate vital information in written materials into these languages and make the 


translations readily available in hard copy, upon request, or electronically such as on 
a Website.   
Note:  Written training materials offered or used within employment-related 
training programs are excluded from these translation requirements, but reasonable 
steps must be taken to ensure meaningful access.  
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2. For languages not spoken by a significant number of the population eligible to be served 
or likely to be encountered, a recipient must take reasonable steps to meet the 
particularized language needs of LEP individuals who seek services or information from 
the recipient. Vital information must be conveyed orally if not translated.  


3. Recipients also must include a “Babel notice” indicating in appropriate languages that 
language assistance is available in all communications of vital information, such as hard 
copy letters of decisions or those communications posted on Websites. 


 
Language Access Plan 


1. Recipients should develop a written language access plan to ensure that LEP individuals 
have meaningful access. 


 
Notice   


1. Post Notice to the Public, “Equal Opportunity is the Law,” in a location that is accessible 
to the customer.  


2. Display the Notice in appropriate languages in a location that is accessible to the public.  
The Notice is available in English, Arabic, Cambodian, Croatian, Hmong, Laotian, Oromo, 
Russian, Somali, Spanish, and Vietnamese. 
 


Cites/References/Attachments 
29 CFR 38.9 
Appendix to 29 CFR 38.9 Guidance to Recipients  
DEED’s Limited English Proficiency (LEP) Plan 
 
 



https://apps.deed.state.mn.us/assets/policies/PDF/lepplan.pdf
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State of Minnesota 


POSITION DESCRIPTION A 


AGENCY /DIVISION 


Employment and Economic Development 


EMPLOYEE'S NAME 


CLASSIFICATION TITLE WORKING TITLE (if different) POSITION CONTROL NUMBER 


State Program Administrator, Principal American Indian Liaison 


PREPARED BY 
Kolu Wilson 


PREVIOUS INCUMBENT 
NIA 


APPRAISAL PERIOD 


EMPLOYEE'S SIGNATURE DATE SUPERVISOR'S SIGNATURE DATE 


POSITION PURPOSE 
The purpose of this position is to align with Executive Order 13-10 and improve the economic conditions of 
American Indian individuals, businesses and communities. This highly visible position will represent DEED in 
American Indian policy related matters; coordinate American Indian policy work across DEED and with other 
agencies; coordinate and/or chair committees, task forces, or advisory groups; provide expert consultation to 
Senior Leaders, and oversee and account for DEED's activities related to and relations with Minnesota tribal 
governments to ensure recognition of tribal authorities, interests, and agreements. 


REPORT ABILITY 


Reports to: Assistant Commissioner, Office of Economic Equity and Opportunity 


Supervises: NI A 


DIMENSIONS 


Budget: NIA 


Clientele: DEED (Commissioners, Directors, Managers & Staff) 
Other Agencies' American Indian Liaisons 
State Tribal Related Agencies (i.e. Minnesota Indian Affairs Council (MIAC)) 
Minnesota Urban Indian Affairs Directors 
Minnesota's 11 Federally Recognized American Indian Tribes 
American Indian Community (including Urban Indians) 







EMPLOYEE'S NAME POSITION CONTROL NUMBER 


POSITION DESCRIPTION B 
PRINCIPAL RESPONSIBILITIES AND TASKS 


Responsibility #1 Priority Time Discretion 
A 50% A 


Manage, plan, and coordinate agency-wide efforts related to American Indian community, with emphasis on 
addressing the economic disparities. 


Tasks 


A. Evaluate DEED's programs and services with the American Indian community to identify gaps and 
work with leaders from the community to provide solutions. 


B. Consult with and provide culturally competent expertise around employment and economic 
development issues to agency leaders, DEED programs, and the American Indian Community. 


C. Facilitate and coordinate internal operations (i.e. diversity, equity, and inclusion initiatives) and provide 
monthly updates and recommendations to the Senior Leadership Team. 


D. Continuously identity best practices in tribal relations across the State enterprise and other government 
entities for incorporation into DEED's policies and procedures. 


Responsibility #2 Priority Time Discretion 
A 25% A 


Serve as the liaison between DEED and Minnesota's 11 Federally Recognized American Indian Tribes, as well 
as other agencies and other clientele. 


Tasks 


A. Work closely with commissioner, deputy and assistant commissioners, and senior leaders to identify 
task forces, committees, and advisory group in which to participate. 


B. Facilitate the sharing of information and collaboration between agency staff and the American Indian 
community. 


C. Convene and represent DEED at various meetings related to American Indian policy, iniatives, and 
programs. Ensure that the American Indian community are informed and involved in agency activities 
and decision. 







Responsibility #3 Priority Time Discretion 
A 25% A 


Develop and maintain a meaningful engagement strategy that facilitates relationship-building and mutual trust 
amongst DEED and the American Indian community. 


Tasks 


A. In collaboration with agency leaders and the American Indian community, develop and implement an 
outreach an engagement strategy for promoting and marketing DEED's programs and services. 


B. Establish presence in the American Indian community by attending American Indian policy related 
meetings (i.e. MIAC quarterly meetings), visiting agencies' field offices, and serving on related 
committees as needed. 


C. Create and maintain and outreach strategy (i.e. listserv) to be utilized by DEED staff. 


D. Other duties as assigned. 







EMPLOYEE'S NAME POSITION CONTROL NUMBER 


POSITION DESCRIPTION C 
NATURE AND SCOPE (relationships, knowledge's, skills and abilities, problem solving and creativity; freedom to act.) 


RELATIONSHIPS: 
This position works closely with the commissioner, deputies and assistant commissioner, and Senior Leadership 
Team. This position must frequently advocate the agency's positions to Indian tribes, urban Indians, and other 
key stakeholders. The incumbent must establish and maintain effective working relationships in an extremely 
complex and diverse organizational setting and work with individuals at all levels of the agency, as well as 
external groups, in a variety of contexts. The incumbent represents top management on Indian policy issues 
with internal and external work groups, other agencies, and with stakeholders. 


KNOWLEDGE, SKILLS, AND ABILITIES: 
• Broad understanding of the agency's agenda and services. 
• Credibility within the American Indian community. 
• Ability to build support among American Indian tribes and urban Indians for agency initiatives and 


programs. 
• Strong interpersonal skills to mediate, persuade, negotiate, and manage relationships with American 


Indians and urban Indians and effectively resolve problems or issues. 
• Ability to maintain positive working relationships with external customers. 
• Knowledge of government organizations, functions, and relationships. 
• Strong oral and written communication skills. 
• Strong leadership skills. 


PROBLEM SOLVING: 
The incumbent is responsible for proactively identifying potential issues and working to address them before 
they become problems; and using persuasion and negotiation skills in mediating conflicts. This position must be 
able to develop trust and cooperation with members of the agency, American Indian tribes and urban Indians, 
other agencies, and stakeholders, in order to communicate information and generate support for agency 
activities. 


FREEDOM TO ACT: 
The position has significant discretion in carrying out the responsibilities of this position. The incumbent will exercise a 
high level of judgment while operating within the mission and the priorities of the department. 







PERSONAL RESPONSIBILITY STATEMENTS 


Professionalism: Exhibits a professional demeanor at all times, including positive and effective working relationships. 
Complies with applicable statutes, rules, regulations and policies in order to effectively carry out the requirements of the 
position, the Division, and DEED. 


A. Completes work assignments willingly and without complaint. 
B. Develops and sustains productive, effective, positive relationships with staff and all constituencies. 
C. Possesses current knowledge of applicable statutes, rules, regulations, and policies including, but not limited to: 


Affirmative Action, Americans with Disabilities Act (ADA), and Harassment policies; Code of Ethics; Violence 
Prevention, Code of Conduct. 


D. Attends all required training and other sessions necessary to remain current in job knowledge and skills, and for 
growth and development purposes. 


E. Attendance is an essential function of every position and for every employee. You must report for duty as 
scheduled; use time wisely and minimize all types of waste, being conscious of costs. 


Workplace Values: Every individual is responsible for adhering to and implementing the Agency's core values while 
performing their job so that the working environment is supportive of and conducive to improving team and individual 
capabilities, productivity and quality. Each of us has accountability for achievement of the mission and vision of the 
department. 


We value one another by: 
• Respecting each other's skills, talents, and contributions. 
• Recognizing that all jobs are equally important and that each and every one of us plays an important role in doing 


the work of the group. 
• Listening to each other and acting on that which we hear. 
• Supporting each other during times of change. 
• Being flexible, tolerant, and adaptable; incorporating our different 'styles' so that objectives are achieved taking 


advantage of diverse methods and varying ideas. 
• Taking responsibility to share learning and growth. 
• Constantly seeking and being open to opportunities to improve both personal and task performance. 


Customer Service: Responsible for satisfying the needs of your customers by providing quality customer service. 
Information/assistance is provided in an appropriate and understandable manner with a courteous and professional 
approach in a timely fashion that satisfies the customer's needs. 


A. Present a positive attitude and pleasant image in customer interactions. 
B. Provide assistance in a timely, courteous, knowledgeable, and professional manner. 
C. Deliver technical information in a user-friendly, non-technical manner, when appropriate. 
D. Promptly respond to voicemail and e-mail messages. 
E. Ensure accurate, current voicemail and e-mail messages. 
F. Dress neatly and be well groomed at all times. 
G. Recommend improvements 
H. Cultivate respect for individual differences. 


Data Security: Each employee is responsible for safeguarding the data that he or she collects or uses in the course of their 
work. This includes understanding the importance of data that DEED maintains, knowing how data is classified, and 
taking all necessary steps to safeguard DEED data. 


A. Informs customers of their rights when collecting data. 
B. Strives for a high degree of accuracy in collection and maintenance of data. 
C. Exhibits safe data handling and system security practices. 
D. Responds promptly and appropriately to requests for data. 
E. Involves higher authority as defined by statutes, rules, regulations, and policies 







Safety Responsibility: 
A." Respond promptly to emergency calls and situations. 
B. Know and comply with all agency safety and health policies and procedures. 
C. Participate in all mandated safety and health training. 
~- · Immediately inform supervisor of any unsafe working conditions. 
E. Report all injuries. Complete injury, illness, incident reports prior to the end of the shift during which the incident 


occurs. 
F. Use proper body mechanics when lifting, bending, stooping, etc. 
G. Assure work areas are clean and orderly. 
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ABOUT THIS REPORT


THE GOVERNOR’S WORKFORCE DEVELOPMENT BOARD
The Governor’s Workforce Development Board (GWDB) has a responsibility to advise the Governor on 
Minnesota’s workforce system.


The Board represents key leaders from business, education, labor, community-based organizations, and 
government. The GWDB has statutory responsibility under the federal Workforce Innovation and Opportunity 
Act (WIOA), which provides leadership on opportunities and key workforce strategies for the state. The Board 
provides a venue for workforce stakeholders building on a shared vision and mission.


The GWDB is mandated and funded by the federal Workforce Innovation and Opportunity Act (WIOA) and 
further defined by Minnesota Statutes, section 116L.665.


More information can be found at www.gwdc.org


The total cost of salaries, printing and supplies in developing and preparing this report was $6,500.  
(Reported as required by Minnesota Statutes 116L.665, Subd. 4.)
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G O V E R N O R ’ S  W O R K F O R C E  
D E V E L O P M E N T  B O A R D


Dear Governor Dayton and Members of the Minnesota Legislature:
We are pleased to present the Governor’s Workforce Development Board 2017 Report, a call to action 
for government leaders, business and industry, the education community, workforce organizations, and 
community-based organizations. These entities have an opportunity, under the Workforce Innovation and 
Opportunity Act (WIOA), to shape the workforce development system in Minnesota so it aligns with our 
diverse assets and matches the critical needs of employers. It can no longer be business as usual and, with a 
wealth of educational, technological and training resources available, the workforce development system is 
well-positioned to succeed.


This publication identifies solutions that support the state’s commitment to build an economy that works 
for all Minnesotans now and for decades to come. By submitting this report, the state board is fulfilling its 
mission to analyze and recommend workforce development policies to the Governor and Legislature in the 
areas of talent development, resource alignment and system effectiveness to ensure a globally competitive 
workforce for Minnesota.


The report is divided into four sections: 1) Minnesota’s Assets: The Future Workforce, 2) The History of 
the Workforce Investment Act (WIA) and the Enactment of the Workforce Innovation and Opportunity Act 
(WIOA), 3) The Governor’s Workforce Development Board: Responsibilities and Governance, and 4) Strategic 
Planning at the State, Regional, and Local Level.


We hope the report generates thoughtful dialogue and, ultimately, results. We respectfully ask you to 
consider our recommendations, and we encourage your feedback and support.


 


Sincerely,


Laura Beeth
Chair, Governor’s Workforce Development Board


Connie Ireland
Executive Director, Governor’s Workforce Development Board


Shawntera Hardy
Commissioner, Minnesota Department of Employment and Economic Development 
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INTRODUCTION
Minnesota Momentum builds off previous 
Governor’s Workforce Development Board reports 
directed to Minnesota lawmakers outlining the 
imminent crisis facing the workers, employers, and 
educational institutions in our state due to a labor 
shortage in critical industries. Employers are finding 
that job applicants often have inadequate training, 
education, and career experience to fill vacancies. 
And, this reality makes it difficult to fulfill the State 
Vision of a family-sustaining wage. This report 
offers recommendations on strategies and actions 
to confront socio-economic challenges, business 
concerns, and the tightening of funding at the state 
and federal level.


Minnesota has a long-standing history of being a 
leader in workforce development. The state also 
has one of the most well-educated populations in 
the United States. Yet, it continues to be among the 
states with the most significant educational gaps 
between white students and students of color.1 


Poverty and lack of educational attainment—in 
urban and rural areas—are persistent and carry over 
into the world of work as students proceed through 
a K-12 educational system not equipped with the 
resources to address individual needs. A holistic 
approach is needed in order to pull students, who 
will eventually enter the workforce, off the economic 
sidelines.


Minnesota’s Changing Demographics 
According to Susan Brower, the state demographer 
and director of the Minnesota State Demographic 
Center, in 2014 Minnesotans of color made up 19 
percent of the state’s population and jointly reached 
a major milestone — topping 1 million residents for 
the first time. “Minnesotans of color” are those who 
self-identify as Hispanic/Latino, and/or American 
Indian, Asian, African-American or black, alone or in 
combination with another race.2 


The realization of the state’s shift in population has 
led to creation of programs that make it possible for 
many individuals of color to achieve their academic 
and professional potential. The state’s economy, 
however, is being negatively impacted by the aging 
population and retirement of many in the baby 
boom generation. The supply of younger workers is 


not keeping pace with those exiting the workforce. 
And, according to a recent report from the University 
of Minnesota’s Office for the Vice President of 
Research, filling job vacancies will be even more 
challenging if there is not significant growth in 
migration to Minnesota in the future.3 


These challenges threaten business growth and the 
economic prosperity of communities across our 
state. Attention must be paid to high demand, high 
growth fields of study, occupations, and professions.


Unemployment and Income 
Minnesota’s unemployment rate was 3.8 percent 
in November 2016, on a seasonally adjusted basis. 
This is compared to 4.6 percent nationally.4  Some 
racial and ethnic groups face greater challenges as 
is evidenced by the 8.3 percent unemployment rate 
among Black residents. Hispanic unemployment 
remained steady at 6.0 in November. The 
percentage of Minnesotans with disabilities who 
are unemployed but actively looking for a job is 
13.0 percent.5  Nationally, the unemployment rate 
for male veterans is comparable to the general 
population. The unemployment rate for female 
veterans, however, is slightly higher at 5.6 percent.6 


Minnesota unemployment rates by race or ethnicity 
as of November 2016:


 � Black or African American, 8.3 percent
 � Hispanic or Latino, 6.0 percent
 � White, 2.9 percent
 � All workers statewide, 3.8 percent7 
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The median annual household income in Minnesota 
in 2014 was $61,814, which ranked ninth nationally.8  
The Twin Cities, in particular, rates high for median 
household incomes. In a comparison of 280 U.S. 
metropolitan areas, the U.S. Census Bureau found 
that Minneapolis-St. Paul had the fifth-highest 
median household income in the country.9 


A Best Practices Approach 
This report offers examples of best practices on a 
program and system level.10 The observation of best 
practices is a form of evaluation that is often useful 
in the workforce development environment to 
determine what is working, why it’s working and how 
it might apply to other agencies/organizations that 
are part of the larger system.11 Positive results often 
lead to standardized procedures and strategies such 
as those incorporated into the State Combined Plan 
and the GWDB’s Strategic Governance Guide.


RECOMMENDATIONS
RECOMMENDATION 1: Close the gaps in education 
and employment attainment via intentional 
investments in apprenticeships and non-traditional 
Career Pathways.


RECOMMENDATION 2: Establish champions 
among private-sector leaders who will provide 
resources and serve as partners in developing 
the industry partnerships needed to expand the 
education and training pipeline.


RECOMMENDATION 3: Invest in Career Pathways 
and apprenticeships in key industry sectors, taking 
into consideration the education to employment 
continuum, which encompasses industry-recognized 
credentials and post-secondary education. 
Investments should come from the State of 
Minnesota and the private sector.


RECOMMENDATION 4: Facilitate local, regional, 
and state level conversations around the significance 
of Work-Based Learning and the potential impact for 
the state’s economy. Establish strategies and actions 
to increase Work-Based Learning opportunities in 
Minnesota.


RECOMMENDATION 5: Facilitate talent pipeline 
alignment among K-12 education, Career Technical 


“Minnesota garnered the well-deserved 
reputation of being the nation’s brainpower state 
because previous generations of Minnesotans 
made the investments in higher education 
that were needed to produce one of the most 
highly educated and talented workforces in the 
world. Over the past two decades, however, 
that investment has tumbled. State spending 
on higher education has dropped 29% between 
1995 and 2015, adjusted for inflation (falling 
from $8,464 per student FYE in 2002 to 
$5,988 per student FYE in 2015). Back in 
1995, Minnesota invested 5% more than the 
national average. Today, we trail the nation – 
investing 14% less than the national average. The 
great irony here is that Minnesota, which has a 
greater need for a well-educated workforce than 
any other state in the nation, has disinvested 
more than nearly any other state in the nation in 
the engine that creates that workforce. Without 
renewed investment in higher education, 
Minnesota will not only not have the workforce 
needed for businesses and communities across 
the state to thrive, but the diverse communities 
traditionally underserved by higher education – 
our workforce of the future – will continue to be 
left behind, exacerbating, rather than reducing 
Minnesota’s racial and economic disparities.”


Chancellor Steven Rosenstone 
Minnesota State 


GWDB Executive Committee member


Education (CTE), Adult Basic Education (ABE), higher 
education, and business and industry, to ensure the 
state’s workforce development system is following a 
Results-Based Accountability approach.


RECOMMENDATION 6: Invest in Minnesota’s 
colleges and universities to ensure access and 
affordability for the programs needed to prepare 
students with the skills required to meet Minnesota’s 
current and future workforce needs.
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SECTION 1:  
Minnesota’s Assets: The Future Workforce
According to Governor Mark Dayton, Minnesota’s 
economic success depends on our ability to reduce 
educational and employment disparities based on 
race, ethnicity, and disability.


Collectively, efforts are underway to support 
new innovative opportunities to build upon our 
assets: our people. Our future workforce demands 
require partnerships between private and public 
stakeholders, aligning of resources, and commitment 
to setting and meeting goals. We must continue 
to invest in solutions that provide opportunities in 
training and education for Minnesotans who are on 
the sidelines or youth who are critical to our talent 
pipeline. While both the Minnesota legislature and 
our new Minnesota State Workforce Innovation 
and Opportunity Act Plan establish goals to address 
training and education, it is not enough. It is only 
through continued investment in programs and 
solutions underway, in addition to strategies to move 
these recommendations forward, will we have an 
impact on closing employment and education gaps. 


In 2015, Governor Dayton established the 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 all 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.


The Office of Economic Equity and Opportunity, 
housed at the Department of Employment and 
Economic Development (DEED), was recently 
launched to provide the focus and leadership 
necessary to help workers of color and businesses 
owned by people of color across the state find career 
paths and business opportunities in Minnesota.


Another equity 
effort was 
performed 
under the 
direction of 
DEED’s Office 
of Policy. More 
than 3,000 
Minnesota 
firms were 
randomly selected to participate in a workplace 
diversity survey. Businesses were stratified by WIOA 
region, 20 industry sectors and three size classes. 
Employers were asked about the racial diversity of 
their workforce, why they seek to increase racial 
diversity in their workplace, and the recruitment, 
retention initiatives, and leadership practices they 
have engaged in over the last three years. Future 
research will be centered on diversity management 
in smaller firms.


These efforts are examples of Governor Dayton’s 
investment in equitable opportunities for all 
Minnesotans. For more information on how this 
work is being tracked, an interactive dashboard 
presenting four main indicators of racial disparities 
in labor market outcomes after completing a post-
secondary credential in Minnesota is available on 
the DEED web site: https://mn.gov/deed/data/data-
tools/graduate-employment-outcomes/race-geo.jsp


1. Employment status gap: White and Asian graduates 
were more likely to be employed full-time and 
consistently for the whole year while other racial 
minorities were more likely to be employed either 
part-time or temporarily/seasonally during the 
year. This difference holds at every education and 
age level. Although part-time/seasonal work is 
sometimes a voluntary choice, the number of people 
employed part-time for economic reasons (those 
who want to work full-time but cannot find full-time 
work) is almost equivalent to the number of people 
who are unemployed (106,500 economic part-time 
compared to 109,800 unemployed) in Minnesota, 
indicating that a high share of these graduate 
working part-time want to work full time. Full-time, 
year-round employment is of higher quality not only 
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because it more often comes with higher wages 
as well as health care and retirement benefits, but 
also because it offers more opportunities for career 
advancement. See Employment Status Graphic on 
page 7 to explore this gap.


2. Wage gap: Among those employed full-time for 
the whole year, white graduates earned more while 
American Indian graduates earned less than other 
race groups. Interestingly, the wage gap is reduced 
among younger completers (age 20-30) who earned 
a Bachelor’s degree and higher, indicating that 
educational attainment has the effect of leveling the 
playfield as long as individuals manage to complete 
college before age 30, land a full-time job, and hold it 
consistently. See Employment Status Graphic on page 
7 to explore this gap.


3. Educational attainment gap: Black and American 
Indian graduates are overwhelming more likely 
than any other race groups to complete a credential 
below Bachelor’s. We see this illustrated in the data 
that looks at what racial groups have a majority 
(more than 50 percent) of graduates with less than 
a Bachelor’s degree. See Educational Attainment by 
Race graphic on page 7 to explore this gap.


4. Career advancement opportunity gap: At a similar 
level of educational attainment and age, graduates 
from racial minorities are more likely to work in low-
wage industries compared to whites. The relatively 
higher concentration of racial minorities, particularly 
blacks, in Temp Help and Social Assistance even after 
completing Bachelor’s and above credentials drives 
racial wage gaps because these industries offer fewer 
opportunities for skills development and career 
advancement. When racial minorities were able 
to find jobs in high-wage/high skill industries such 
as Hospitals, Professional and Technical Services, 
Construction, or Manufacturing, wage disparities 
shrank substantially. This suggests that initiatives  
helping racial minorities break into these industries 
are key to reducing disparities. See Top 10 Industries 
of Employment graphic on page 7 to explore this gap. 


HIGHER EDUCATION 
Investment in colleges and universities is needed 
not only to protect access to higher education but 
the quality of programs and the availability of high 
demand, critical workforce programs in parts of the 
state where they are needed. This must also include 
state-of-the-art equipment and training capabilities.


“The trends impacting Minnesota are shrinking 
the labor market and shifting demographics. 
This is something we are seeing take shape 
across the country. In order for Minnesota 
to stay competitive, workers of all different 
backgrounds and abilities will be essential in 
addressing the state’s growing labor shortage. 
We need to tap every available resource in order 
to make sure Minnesota has an economy that 
works for all Minnesotans, everywhere in the 
state.”


Commissioner Shawntera Hardy
Minnesota Department of Employment  


and Economic Development (DEED)
GWDB Executive Committee member
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Source: Minnesota Department of Employment and Economic Development 
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HIGHER EDUCATION ATTAINMENT GOAL
The 2015 Minnesota Legislature, in Minnesota Statute 135A.012, set a higher education attainment goal 
for the number of Minnesota residents age 25 to 44 who hold post-secondary degrees or certificates to be 
increased to at least 70 percent by 2025.12 


DEED’S EQUITY GRANTS
Equity grant proposals were recently submitted 
by 165 organizations seeking to provide services 
to people of color, women, youth, people with 
disabilities and/or veterans in Minnesota. These 
organizations competed for $8.1 million in funding 
available for six programs designed to improve 
economic opportunities for those demographic 
groups. The funding was approved by the Minnesota 


Legislature and signed into law by Governor Dayton 
in June 2016. The evaluation process for awarding 
this funding was restructured from other DEED 
processes to include greater community participation 
in evaluating proposals and allocation of funding.


INFRASTRUCTURE AND PERFORMANCE 
MANAGEMENT
The State Longitudinal Educational Data System 
(SLEDS) brings together data from education and 
workforce to:


 �  Identify the most viable pathways for individuals 
in achieving successful outcomes in education and 
work


 �  Inform decisions to support and improve education 
and workforce policy and practice


 �  Assist in creating a more seamless education and 
workforce system for all Minnesotans


The Minnesota P-20 Education Partnership governs 
the SLEDS system. The project is managed jointly 
by the Minnesota Office of Higher Education (OHE), 
Minnesota Departments of Education (MDE), and 
Employment and Economic Development (DEED).13 


“We have an opportunity to be intentional about 
developing the workforce on a state, regional, and 
local level, which will result in meeting the urgent 
demands of business and industry and ensure a 
vibrant state economy.”


Laura Beeth
Chair, Governor’s Workforce Development Board


System Director Talent Acquisition, Human Resources
Fairview Health Services
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In addition, state agencies are equipped with 
customized data tools and methods of measuring 
outcomes versus objectives. Also, Minnesota 
Management and Budget (MMB) is coordinating a 
WIOA Results-Based Accountability initiative with 
DEED and the GWDB to identify how well programs 
are doing, determine where they might need to 
make changes, and provide a way to hold them 
accountable for performance.


REALTIME TALENT
RealTime Talent is a collaboration between 
Minnesota’s largest companies, colleges, universities, 
public agencies and chambers of commerce. The 
purpose of RealTime Talent is to help create more 
informed, market-oriented decisions through the 
Minnesota workforce and education ecosystem to 
ensure the Minnesota economy has the talent it 
needs to help Minnesotans prepare for well-paying 
careers that align with Minnesota’s workforce needs. 
It developed a real-time labor market tool called 
TalentNeuron Recruit (formerly Wanted Analytics).14 


While RealTime Talent continues to expand the 
use and accessibility of real-time data by providing 
licenses, technical assistance and research using 
TalentNeuron Recruit, it has also received legislative 
funds to pilot a new online labor exchange. Further 
information is available at www.realtimetalent.org. n


SUCCESS STORY
Isaiah moved from an entry-level to a 
supervisory position within one year in 
Youthbuild. Youthbuild trains and employs 
young adults, ages 16 to 24, in construction, 
increasing their job-specific building trade skills, 
basic skills, and employability skills. Youthbuild 
targets high school dropouts and at-risk youth. 
The projects completed by the youth expand 
affordable housing for needy families. State 
funding can be used as a match to leverage 
federal Youthbuild funds. Isaiah demonstrated 
strong leadership skills as a student, worker, 
and volunteer, earning his diploma. Isaiah is 
now a Plumber’s Apprentice at the new Vikings 
Stadium. He is a leader for future Youthbuild 
graduates in the construction trades.


“Individuals with disabilities are vital members of 
the workforce and they represent an untapped 
resource for many businesses looking for quality, 
dependable employees.”


Steven Ditschler 
President and CEO, ProAct, Inc.


GWDB Executive Committee member



http://www.realtimetalent.org
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SECTION 2: The History of the  
Workforce Investment Act (WIA) and the 
enactment of the Workforce Innovation 
and Opportunity Act (WIOA)


THE TRANSITION FROM WIA TO WIOA
The GWDB’s 2015 Report, Minnesota on the Move: 
The World’s Best Workforce, was published shortly 
after the passing of the Workforce Innovation and 
Opportunity Act before guidance was provided 
by the USDOL. Now, midway through a three-year 
implementation period, there have been delays in 
the release of final regulations and clarification of 
objectives and timelines for regional and local plans.


Originally authorized in 1998, the federal Workforce 
Investment Act (WIA) was long overdue for 
reauthorization. The Workforce Investment Act 
focused on short-term training and re-employment 
but struggled to meet industry’s need for skilled 
employers who may require longer-term training, 
some post-secondary education, or certification 
or credential attainment. Administrative barriers 
under the law made it difficult for providers to assist 
individuals who require access to multiple programs 
or services, which undermined the law’s vision 
for cross-program alignment. Additionally, steady 
declines in funding (formula funding) of nearly 30 
percent over the last decade have made it ever more 
difficult to meet individual needs.15 Many state and 
local systems adopted innovative strategies despite 
the limitations of the law. These efforts have been 
strengthened with updated new federal policy to 
reflect these best practices.


President Barack Obama signed the Workforce 
Innovation and Opportunity Act into law on July 22, 
2014. The law helps job seekers access employment, 
education, training, and support services to achieve 
success in the labor market and to match employers 
with the skilled workers they need to compete in the 
global economy. Congress passed the Act by a wide 
bipartisan majority. It is the first legislative reform of 
the public workforce system in more than 15 years.


HIGHLIGHTS OF WORKFORCE INNOVATION 
AND OPPORTUNITY ACT (WIOA) REFORMS


 �  Aligns Federal Investments to Support Job Seekers 
and Employers WIOA establishes unified strategic 
planning across “core” programs, which include 
Title I Adult, Dislocated Worker and Youth 
programs; Adult Education and Literacy programs; 
the Wagner-Peyser Employment Service; and Title 
I of the Rehabilitation Act programs.


 �  Aligns Goals and Increases Accountability and 
Information for Job Seekers and the Public 
WIOA aligns the performance indicators for 
core programs, and adds new ones related 
to services to employers and post-secondary 
credential attainment. Performance goals must 
reflect economic conditions and participant 
characteristics. It makes available data on training 
providers’ performance outcomes and requires 
third party evaluations of programs.


 �  Fosters Regional Collaboration to Meet the Needs 
of Regional Economies WIOA requires states to 
identify economic regions within their state, and 
local areas are to coordinate planning and service 
delivery on a regional basis.


 �  Helps Employers Find Workers with the Necessary 
Skills WIOA emphasizes engaging employers 
across the workforce system to align training 
with needed skills and match employers with 
qualified workers. The Act adds flexibility at the 
local level to provide incumbent worker training 
and transitional jobs as allowable activities and 
promotes work-based training, for example, by 
increasing on-the-job training reimbursement 
rates to 75 percent. The law also emphasizes 
training that leads to industry-recognized post-
secondary credentials.
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 New Deal legislation of the 1930s
Wagner-Peyser Act 


Employment Act of 1946


Manpower Development Training Act (MDTA)
The Economic Opportunity Act of 1964


The Comprehensive Employment  
and Training Act (CETA) 


 Job Training Partnership Act (JTPA)


 Workforce Investment Act (WIA)


Workforce Innovation and Opportunity Act (WIOA)


 �  Supports Access to Services To make services 
easier to access, WIOA requires co-location of the 
Wagner-Peyser Employment Service in American 
Job Centers (AJCs) and adds the Temporary 
Assistance for Needy Families (TANF) program as 
a mandatory partner. WIOA establishes dedicated 
funding from AJC partner programs to support the 
costs of infrastructure and other shared costs that 
support access to services. It asks the Secretary 
of Labor to establish a common identifier for the 
workforce system to help workers and employers 
find available services. In addition, WIOA allows 
local areas to award pay for performance contracts 
so providers of services get paid for results. It 
also allows direct contracts to higher education 
institutions to provide training


 �  Targets Workforce Services to Better Serve Job 
Seekers WIOA promotes the use of career 
pathways and sector partnerships to increase 
employment in-demand industries and 
occupations. To help local economies target 
the needs of job seekers, WIOA allows 100 
percent of WIOA funds to transfer between 
the Adult and Dislocated Worker programs. 
WIOA adds basic skills deficient as a priority 
category for Adult services. WIOA also focuses 
Youth program services on out-of-school youth 
requiring 75 percent of the funds to be spent 
on this population. The Act strengthens services 
for unemployment insurance claimants. It also 
merges WIA core and intensive services into a 
new category of career services, clarifying there is 
no required sequence of services. The Act allows 
Governors to reserve up to 15 percent of formula 
funds for activities such as innovative programs.


1930s


1940s


1960s


1970s


1980s


1990s


2000s
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 �  Improves Services to Individuals with Disabilities 
WIOA increases access to high quality services 
for individuals with disabilities for workforce 
services to prepare them for competitive 
integrated employment. It requires better 
employer engagement and promotes physical and 
programmatic accessibility to employment and 
training services for individuals with disabilities. 
Youth with disabilities receive extensive pre-
employment transition services to obtain and 
retain competitive integrated employment. It 
creates an Advisory Committee on strategies to 
increase competitive integrated employment for 
individuals with disabilities.


 �  Strengthens the Governing Bodies that Establish 
State, Regional and Local Workforce Investment 
Priorities WIOA streamlines membership 
of business-led, state and local workforce 
development boards. The Act emphasizes the 
role of boards in coordinating and aligning 
workforce programs and adds functions to develop 
strategies to meet worker and employer needs. 
WIOA proposes changes to state and local board 
structures while maintaining the Governor’s 
authority in each state. n


SUCCESS STORY
Minnesota’s Disability Employment Initiative (MN DEI), Round Five, is an 
innovative partnership which focuses on increasing employment outcomes 
of individuals with disabilities who are over 18 years of age and enrolled 
in career pathways training. Because of this effort, Tom was able to enroll 
in the Precision Sheet Metal Training Program, made possible through a 
DEED Pathways to Prosperity grant. This is a collaborative effort with Anoka 
Technical College, Metro North Adult Basic Education and the Minnesota 
WorkForce Center in Anoka County. 
Tom is a talkative and engaging person who asked good questions and moved 
from one topic to another quickly at an initial meeting with a Job Placement 
Specialist and Vocational Counselor. He said that it sounded like a good program but he was worried about the 
math involved in the course as he was not good at fractions. He decided to apply anyway when he learned that 
it is “hands-on” training, the average starting pay is $14.00 an hour, and employers come to graduation to 
meet and recruit employees. He was told that the training moves quickly and is demanding. This meant that 
he needed to stay on top of his assignments, ask questions and stay focused when operating the machines 
because safety is the most important worker concern in sheet metal fabrication. 
The next step was for Tom to go through a Career Pathways Orientation where he would learn more about 
the training, fill out an application and provide information that determined his program eligibility (income, 
reading and math requirements). Tom’s math score, though lower than required, was within the range for 
adults his age who have been out of school and not using math regularly. The Vocational Counselor met with 
the program’s Career Navigator and advocated for Tom’s acceptance into the program. Tom’s Integrated 
Resource Team also included a Vocational Rehabilitation Counselor and an Adult Basic Education (ABE) 
instructor, who assisted him with his shop math directly. An Individual Learning Plan was implemented to 
describe his broad life goals and specific training goals. Each team member supported Tom in his training and 
employment goals and helped him with challenges that arose while he worked hard toward his Certificate of 
Completion.   
At graduation, Tom was the first one talking to prospective employers. Within a week of graduation, he 
obtained a job at a local manufacturing firm, with a starting wage of $15.00 per hour. He has since been hired 
by the company on a full-time, permanent basis. 
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SECTION 3: The Governor’s Workforce 
Development Board: Responsibilities  
and Governance
Governor Dayton appoints GWDB members 
who, in turn, advise the Governor on workforce 
development policy. The GWDB is the state’s 
workforce development Board under WIOA, 
which seeks to improve the effectiveness of the 
public workforce system, streamline its governing 
structures, 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 passage 
of the Workforce Investment Act (WIA) and the 
Board structure was grandfathered in under WIA 


in 1998.  With the passage of WIOA in 2014, the 
name changed from the Governor’s Workforce 
Development Council to the Governor’s Workforce 
Development Board. There were also significant 
changes to the composition and role of the Board 
to ensure that there is a majority of private sector 
members on the Board, as mandated by federal law.  


The composition and role of the GWDB are further 
defined by its by-laws and Minnesota statute. 


Every year, the key programs of WIOA impact tens of 
millions of job seekers by helping them acquire the 
skills and industry-recognized credentials needed to 
connect to in-demand jobs and retain them, and by 
ensuring that the unemployed and other job seekers 
with barriers to employment have access to high-
quality workforce services.
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WORK OF GWDB COMMITTEES AND TASK 
FORCES
A strong State Board is critical to achieving successful 
outcomes in the State Plan.15 The GWDB’s Executive 
Committee is empowered to meet on an interim 
basis between regular full Board meetings and 
make emergency or time-sensitive decisions when 
necessary. It is made up of the Board Officers, Board 
Committee Chairs, Commissioners of DEED and MDE, 
an education representative, a labor representative 
and an at-large member. The Operations Committee 
was established with the passing of WIOA. The 
Operations Committee 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.


NATIONAL GOVERNORS ASSOCIATION 
TALENT PIPELINE POLICY ACADEMY 
From 2014 and continuing through 2018, key state 
partners are working to strengthen alignment 
between Minnesota’s education and training 
pipeline and the changing needs of the economy. 
From pre-school to post-secondary education, state 
agencies are coordinating efforts to ensure that all 
Minnesotans—students and adult learners alike— 
gain the necessary skills to compete and succeed 
in the global economy. This effort is supported by 
the National Governors Association (NGA) Center 
for Best Practices. NGA Policy Academy participants 
are senior leadership from seven Minnesota state 
agencies:


 � Department of Education
 � Office of Higher Education
 � State Colleges and Universities
 �  Department of Employment and Economic 
Development


 � Department of Labor and Industry
 � Department of Human Services
 � Department of Human Rights


Minnesota will continue this work by focusing on 
partnerships which include state agencies that are 
State Plan partners. Another key focus is developing 


industry-led sector partnerships at the state, 
regional, and local level. NGA will continue to provide 
technical assistance through the duration of the 
academy. 


The World’s Best Workforce bill, Minnesota Statute 
120B.11, was passed in 2013 to ensure every school 
district in the state is making strides to increase 
student performance. Each district must develop a 
plan that addresses the following five goals:


 � All children are ready for school.
 � All third-graders can read at grade level.
 �  All racial and economic achievement gaps between 
students are closed.


 � All students are ready for career and college.
 � All students graduate from high school.


The NGA Talent Pipeline Policy Academy’s education-
related goals mirror the World’s Best Workforce goals 
and were expanded to include five workforce-related 
goals, creating an education to career continuum 
(see diagram on page 15). An awareness of racial 
and economic disparities along this continuum 
are at the forefront of the policy academy’s work. 
Strategies to achieve these goals emerged: Systemic 
Implementation of Career Pathways for Adults and 
Experiential or Work-Based Learning for Youth.


CAREER PATHWAYS PARTNERSHIP 
The Career Pathways Partnership (CPP) was created 
to provide ongoing leadership in establishing and 
guiding a statewide career pathways system and 
strategies. As defined by the Alliance for Quality 
Career Pathways, 


A state career pathway system is a partnership of 
state-level agencies, organizations, and employers 
or an industry that provides a supportive policy 
environment for local/regional career pathway 
systems and programs and promote the quality, 
scale, and sustainability of career pathways. State 
partnerships follow similar guiding principles to the 
local/regional systems.16 


The GWDB fulfilled its 2014 recommendation 
to establish a career pathways partnership. This 
partnership provides leadership and guidance that 
supports, builds, and sustains local and regional 
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career pathways partnerships as part of a statewide 
strategy.17 


The CPP has a focus on programming for adults 
that informs, connects, and develops the skills of all 
job seekers but specifically those with the greatest 
barriers to employment.


The CPP has adopted the USDOL Career 
Pathways Toolkit as a framework for its work: 
https://careerpathways.workforcegps.org/
announcements/2016/10/20/09/37/Career_
Pathways_Toolkit_An_Enhanced_Guide_and_
Workbook


WORK-BASED LEARNING 
Work-Based Learning experiences provide 
disconnected and at-risk youth with occupational 
and work readiness training while also providing 
necessary income.18  


The NGA Talent Pipeline Policy Academy 
conducted three focus groups on Experiential 
or Work-Based Learning for ages 16-24 in three 
Minnesota communities—Chisholm, Worthington 
and Minneapolis—each with unique workforce 


challenges. The policy academy’s white paper and a 
reference guide to Minnesota Work-Based Learning 
programs developed by MDE can be found at  
http://www.gwdc.org/ngapolicyacademy.html


APPRENTICESHIPS
A recent private/public sector partnership illustrates 
how apprenticeships can result from cross-sector 
collaboration. In 2015, Fairview Health Services was 
awarded an $850,000 federal grant to help fund 
apprenticeships, on-the-job training and tuition 
support for nurses. Fairview is the only health care 
system in the nation to receive this grant, which 
is administered by the Minnesota Department of 
Labor and Industry (DLI). Registered nurses (RNs) 
pursuing a Bachelor of Arts in Nursing (BAN) or 
Bachelor of Science in Nursing (BSN) can apply to be 
a beneficiary of these funds. A second apprenticeship 
grant for nursing, medical assistants, and surgical 
techs was recently announced. Fairview also has 
49 Dual Training IT workers supported through the 
Minnesota Pipeline Grant, and a third grant has been 
submitted.19



https://careerpathways.workforcegps.org/announcements/2016/10/20/09/37/Career_Pathways_Toolkit_An_En

https://careerpathways.workforcegps.org/announcements/2016/10/20/09/37/Career_Pathways_Toolkit_An_En

https://careerpathways.workforcegps.org/announcements/2016/10/20/09/37/Career_Pathways_Toolkit_An_En

https://careerpathways.workforcegps.org/announcements/2016/10/20/09/37/Career_Pathways_Toolkit_An_En

http://www.gwdc.org/ngapolicyacademy.html
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Fairview was also recognized by the White House 
for its commitment to hire 500 youth workers to 
their first jobs over the next two years, is committed 
to bringing career pathways programs to diverse 
communities and is taking part in a national task 
force to set guidelines for health care training in 
relation to the skills employers need.


DLI, through its Apprenticeship and Labor Standards 
Division, regulates, supervises and promotes 
apprenticeship programs that have been approved 
and meet state standard. The division provides 
technical assistance to employers developing 
apprenticeship programs. It also provides schools, 
guidance and veterans’ counselors, and other 
business and industry groups with information 
regarding program requirements, selection criteria 
and general information about administering quality 
apprenticeship programs.20 


TASK FORCE ON EQUITY IN EDUCATION, 
TRAINING AND EMPLOYMENT 
The mission of the newly-formed GWDB Task Force 
on Equity in Education, Training and Employment 
is to identify strategies and actionable solutions to 
address racial disparities in education, training, and 
employment. The task force supports Minnesota’s 
agenda to address equitable opportunities for 
Minnesotans of color and American Indian 
communities facing the greatest economic and 
education disparities. 


The group is made up of GWDB members, 
community-based organizations, representatives of 
state agencies and directors of the state councils for 
targeted communities.


The Committee will make recommendations to the 
GWDB, who then advises the Governor on strategic 
elements to achieve these goals:


 �  Goal I: Align Policy & Systems within relevant state 
agencies, including the Departments of Education, 
Human Services, Employment and Economic 
Development, and Labor and Industry.


 �  Goal II: Target Funding Resources: Develop 
recommendations to target state funding resources 
(from Departments of Education, Training, and 
Employment) to reduce racial/ethnic resource 
disparities.


THE GWDB’S STRATEGIC GOVERNANCE GUIDE 
WITH MORE INFORMATION ON THE WORKFORCE 
DEVELOPMENT SYSTEM AND A COMPANION 
PIECE ON THE GWDB’S COMMITTEES AND TASK 
FORCES ARE AVAILABLE AT: http://www.gwdc.org/
publications.html n


SUCCESS 
STORY
Darrion was a 
single mother of 
two when she first 
learned about the 
FastTRAC Pathway 
to Healthcare 
Careers program. 
Darrion was 
unemployed for 
eight months prior 
to entering the 
Adult Career Pathways program. Darrion’s work 
history consisted of entry-level occupations 
in telemarketing, temporary positions, retail, 
and food services. Darrion relied on Minnesota 
Family Investment Program (MFIP) assistance 
to support her family. Darrion’s lack of a high 
school diploma and college training limited 
her job opportunities. Darrion attended the 
FastTRAC Bridge program in the summer of 
2014 and took the Nursing Assistant Course 
at South Central College in January 2015. 
During this time, Darrion worked on her 
General Educational Development (GED) test 
preparation, resume, and other job search skills. 
In March 2015, Darrion successfully completed 
the Nursing Assistant class and passed the 
Nursing Assistant Registered state exam. 
Darrion has been working for a local employer 
as a Nursing Assistant more than a year and 
says that it has been a great experience. She 
currently makes $12.75 an hour. She is no longer 
dependent on MFIP assistance to support her 
family. Darrion is planning to pursue the next 
step in her career path to be a Licensed Practical 
Nurse (LPN) or Registered Nurse (RN).



http://www.gwdc.org/publications.html 

http://www.gwdc.org/publications.html 

http://www.gwdc.org/publications.html 
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SECTION 4: Strategic Planning at the 
State, Regional and Local Level
How has Minnesota implemented WIOA? The 
following section details how Minnesota is 
proceeding with intentionality by focusing on 
strategic planning and equity in education and 
employment. At a time when federal legislation 
is requiring more from state and local workforce 
development boards, decreases in federal funding 
have led to an increased demand for state dollars. 
Planning is imperative. 


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 Minnesota 
Combined State Plan, a strategic framework to guide 
the workforce development system for the next four 
years. Minnesota’s State Plan was approved by the 
U.S. Departments of Education and Labor in October 
2016.


State and local partners came together around 
a common vision for the future of workforce 
development in Minnesota: to have 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.


To fully realize the vision for a stronger workforce 
development system, the State Plan focuses on two 
primary goals:


 �  To reduce educational and employment disparities 
based on race or disability to provide greater 
opportunity for all Minnesotans; and


 �  To build employer-led industry-sector partnerships 
focused on better understanding of the skills that 
employers need and connecting skilled workers to 
those opportunities.21 


WHAT IT MEANS FOR MINNESOTA 
Minnesota is continuing its track record of success 
under WIOA. Several of the highlights under WIOA 
have been or are being addressed through the 
WorkForce Center system, Adult Basic Education, 
Career Technical Education, and higher education 
partners. While Minnesota has developed creative 
solutions to meet job seeker and employer needs, 
we still face many challenges. Minnesota is well-
positioned to meet several requirements broadly 
outlined in WIOA. For several years, Minnesota has 
developed local and state plans, developed and 
invested in reporting systems, served businesses and 
industries, and created innovative solutions, such as 
career pathways including Minnesota FastTRAC. 
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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. 
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.


DEED is the state agency in Minnesota responsible 
for administering U.S. Department of Labor (USDOL) 
programming covered under WIOA. In addition, 
DEED administers a combination of other workforce 
development programming, including Vocational 
Rehabilitation Services, State Services for the Blind, 
and Unemployment Insurance.22 


The Minnesota State Combined Plan establishes 
key milestones that can only be accomplished 
through partnerships and collaboration at the state, 
regional, and local level. To ensure the plan is in 
line with other states and WIOA initiatives, the 
GWDB will continue to work with the Minnesota 
Workforce Council Association (MWCA), as well as 
the National Governors Association Center for Best 
Practices, National Skills Coalition, the Center for 


Law and Social Policy (CLASP) and other national 
organizations engaged in workforce development.


The State Plan includes an analysis of barriers to 
employment, which are embedded in federal WIOA 
legislation. WIOA specifically addresses providing 
services to those with the most challenging and 
systemic problems. It is important to note that 
many individuals served have multiple barriers to 
employment.


SUCCESS STORY
Nancy is a single 
mother of five who 
resides on the Leech 
Lake Band of Ojibwe 
Reservation. She has 
a passion to do better 
and learn something 
new every day. She 
enjoys volunteering 
in the community and caring for people when she can. 
She is a returning student with an Associate of Applied 
Science (AAS) degree in Retail Sales & Management 
and a diploma in Metalsmithing. She decided to re-career 
into nursing and sought out resources at the Northwest 
Indian Community Development Center in Bemidji. One 
of the benefits offered through the center is the Certified 
Nursing Assistant (CNA) program, in which she enrolled. 
It was an eight-week course, with course attendance 
being critical to success.  
A short time after passing the certification, she was hired 
as a CNA/homemaker. “The experience working as a 
CNA opened the door to opportunities I never thought 
existed for me. I decided to compete and test for a seat 
in the Licensed Practical Nurse (LPN) program offered 
at the Bemidji Northwest Technical College and I was 
accepted on my first attempt,” Nancy said.  
Her goal as an LPN is to provide hands-on, quality care 
to her patients and clients in the utmost professional and 
compassionate manner possible. She strives to work in 
holistic healing or within the hospice field. “I appreciate 
the opportunities and the support the Northwest Indian 
Community Development Center has given to me. The 
staff is always friendly and willing to help in so many 
ways,” Nancy said. “Without them, I wouldn’t be on the 
path to nursing! I’m excited for the career change and 
happy to help others.”


Poverty
Chemical dependency


Immigrant/refugee status
Long-term unemployment


Under-employment 
Low educational attainment


Criminal conviction
Disability


Homelessness
Domestic violence


Limited English proficiency
Mental illness 


Gaps in employment
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WIOA PROGRAMS 
Overall, WIOA brings together in strategic 
coordination: 


 �  Employment and training services for adults, 
dislocated workers, and youth and Wagner-Peyser 
employment services administered by the U.S. 
Department of Labor (USDOL) through formula 
grants to Minnesota; and 


 �  Adult education and literacy programs and 
Vocational Rehabilitation state grant programs 
that assist individuals with disabilities in obtaining 
employment administered by the U.S. Department 
of Education (DoED). n


CORE PROGRAMS UNDER STATE PLAN 


DEED
mn.gov/deed


Titles IB-Adult, Youth and Dislocated Worker
Title III – Job Service
Title IV – Vocational Rehabilitation Services & State 
Services for the Blind
Trade Adjustment Assistance For Workers
Jobs For Veterans Grant
Senior Community Service Employment


MDE 
www.education.state.mn.us


Title II – Adult Education & Family Literacy Act


DHS
mn.gov/dhs


Temporary Assistance for Needy Families


Employment & Training programs under the 
Supplemental Nutrition Assistance Program


Work Programs under the Food and Nutrition Act


MNSCU
www.mnscu.edu


Carl D. Perkins Act – Post Secondary


THE COMBINED STATE PLAN AND MODIFICATIONS 
CAN BE FOUND AT: http://www.mn.gov/deed/about/
what-we-do/objectives-plans/wioa.jsp


LOOKING AHEAD:
MINNESOTA’S PROGRESS ON THE STRATEGIES SET 
FORTH IN THE STATE PLAN WILL BE FEATURED IN THE 
GWDB’S 2019 LEGISLATIVE REPORT. 


Special thanks to Kim Babine, Sara Carrigan,  
Oriane Casale, Jeanine Christenson, Ellie Emanuel, 
Jim Finley, Karen Francois, Diane Halvorson,  
Tuleah Palmer, Nola Speiser, Kay Tracy, Rachel 
Vilsack, John Vo, and Laura Winge.


“Women are essential to Minnesota’s economic 
vitality. Unfortunately, even with educational 
credentials, their wages often don’t reflect that 
investment given occupational segregation and 
undervaluing of female-dominated occupations. 
Minnesota families increasingly rely on these 
wages and the solutions to this dilemma will have a 
multiple generation impact.”


Lorrie Janatopoulos
Women’s Economic Security Act (WESA) 


representative on the GWDB,  
Operations Committee member


Executive Intern at Iron Range Resources and 
Rehabilitation (IRRRB), Bush Foundation Fellow



http://mn.gov/deed

http://www.education.state.mn.us

http://mn.gov/dhs

http://www.mnscu.edu

http://www.mn.gov/deed/about/what-we-do/objectives-plans/wioa.jsp
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Purpose of the Plan 
The purpose of this plan is to ensure that the Department of Employment and Economic 
Development (DEED) communicates effectively with limited English proficient (LEP) individuals 
so that DEED customers have meaningful access to program information and services.  
  
DEED is committed to the Limited English Proficiency Plan (LEP) as a timely and appropriate 
response to meeting the needs of our customers and Minnesota businesses.   The plan is also 
consistent with federal requirements.  All agencies that receive federal financial assistance 
must take adequate steps to ensure that persons with limited English proficiency receive the 
language assistance necessary to allow them meaningful access to services free of charge.    


Authority 


 Title VI of the Civil Rights Act of 1964 prohibits discrimination based on race, color, and 


national origin in programs and activities receiving federal financial assistance.   


 Executive Order 13166, Improving Access to Services for Persons with Limited English 


Proficiency, was issued in 2000.    This Order directs Federal agencies to work to ensure 


that recipients of Federal financial assistance provide meaningful access to their LEP 


applicants and beneficiaries  


 Department of Justice (DOJ) Under DOJ regulations implementing Title VI of the Civil 


Rights Act of 1964, 42 U.S.C. 2000d, et seq. (Title VI), recipients of federal financial 


assistance have a responsibility to ensure meaningful access to their programs and 


activities by persons with limited English proficiency (LEP). See 28 CFR 42.104(b)(2).   


 Department of Labor (DOL) Civil Rights Center; Enforcement of Title VI of the Civil 


Rights Act of 1964; Policy Guidance to Federal Financial Assistance Recipients issued 


May 29, 2003.  For details, go to http://www.dol.gov/oasam/programs/crc/ 


 Workforce Investment Act (WIA), Section 188, Nondiscrimination and Equal 


Opportunity and its implementing regulations.  The Civil Rights Center (CRC), 


Department of Labor, is assigned monitoring and enforcement responsibilities for the 


nondiscrimination and equal opportunity provisions of WIA.  For details, view Code of 


Federal Regulations 29, Part 37 at 


http://www.dol.gov/oasam/regs/cfr/29cfr37(2001).htm 


 The Minnesota Human Rights Act, Minnesota Statutes Chapter 363A.02 prohibits 
discrimination based on race or national origin in public service. 



http://www.usdoj.gov/crt/cor/coord/titlevistat.htm

http://www.usdoj.gov/crt/cor/Pubs/eolep.htm

http://www.usdoj.gov/

http://www.dol.gov/

http://www.dol.gov/oasam/programs/crc/

http://www.dol.gov/oasam/regs/statutes/sec188.htm

http://www.dol.gov/oasam/regs/cfr/29cfr37(2001).htm

https://www.revisor.mn.gov/statutes/?id=363A.02
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Definition of Terms 
Effective communication – Effective communication occurs when DEED or DEED partner staff 
members have taken the necessary steps to make sure that a person with limited English 
proficiency (LEP) is given adequate information to understand the services and benefits 
available and receives the benefits for which he/she is eligible. Effective communication also 
means that a person with limited English proficiency is able to communicate the relevant 
circumstances of his/her situation to the provider. 
  
Four-factor analysis – A flexible and fact-dependent standard that balances the following four 
factors:  1. The number or proportion of LEP persons served or encountered in the eligible 
service population; 2. the frequency with which LEP individuals come in contact with the 
program; 3. the nature and importance of the program, activity or service provided by the 
recipient; and 4. the resources available to the recipient and costs.   


 
Interpretation - Interpretation is the oral or spoken transfer of a message from one language 
into another language. 
 
Limited English Proficiency (LEP) - A person with limited English proficiency or “LEP” is not able 


to speak, read, write, or understand the English language well enough to allow him/her to 


interact effectively.  


Meaningful access - Meaningful access to programs and services is the standard of access 
required of federally funded entities and their sub recipients to ensure meaningful access for 
people with limited English proficiency.  Service providers must make available to 
applicants/recipients, at no cost to them, language assistance that result in accurate and 
effective communication. 
 
Primary languages – Currently, the three primary languages are Hmong, Somali, Spanish and 
other languages where there is a significant population.  Primary languages are based upon the 
demographic representation of the state of Minnesota.  
 
Translation - Translation means the written transfer of a message from one language into 
another language. 
 
Vital Documents or Information – Documents or information that is critical for accessing 
federal or state funded services, benefits, or documents that are required by law. 
Consequences to a LEP person if the information is not provided accurately and in a timely 
manner should also be taken into consideration.   


Meaningful Access Policy 
No person will be denied access to any DEED program, activity, or service because he/ she does 
not speak, read, write, or understand the English language at a level that allows him/her to 
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interact effectively with DEED and/or DEED partners.  DEED will foster effective communication 
between its staff and customers with LEP by making appropriate language assistance services 
available when needed.  This will be done in a timely manner and at no cost to the customer. 


This plan covers all programs or activities of recipients of federal and state financial assistance.  
This includes DEED and all Workforce system partners, local Workforce Investment Boards, 
grant recipients, WorkForce Centers, service providers, and sub recipients.   


DEED staff will initiate an offer for language assistance to clients who have difficulty 
communicating in English.  When clients ask for language assistance, staff must offer free 
interpretation and/or translation services in a language they understand, in a way that 
preserves confidentiality, and in a timely manner.  Whenever possible, staff is encouraged to 
follow a customer’s preference.   


Recipients and sub recipients operate under the same WIA regulations as the State.  The State 
has responsibility to guide and work with recipients and sub recipients to determine the extent 
of their responsibility. 


Using an Interpreter or Translator 
To provide effective services to persons with LEP, DEED will use competent interpreters. 
“Competency” requires that interpreters will have demonstrated proficiency in both English 
and the intended language; training that includes the skills and ethics of interpreting; 
fundamental knowledge in both languages of any specialized terms or concepts; and sensitivity 
to the customer’s culture.   


Because the skill of translating is very different from the skill of interpreting, and a person who 
is a competent interpreter may or may not be competent to translate, DEED obtains translation 
services only from vendors who have a master contract with the Department of Administration. 
Vendors who have a master contract were selected through an extensive Request for Proposal 
(RFP) process.  These vendors must adhere to a code of conduct and proficiency standards 


The Department of Administration maintains statewide master contracts with qualified vendors 
of spoken language interpreter services. All state agencies and Cooperative Purchase Venture 
(CPV) members can use these contracted vendors. The vendors offer in-person, 
videoconferencing, and telephone interpreting.  Availability and rates vary by vendor and the 
urgency of the request. To access the list of contracted vendors of spoken language interpreter 
services, visit the Department of Administration’s Web site at: 
http://www.mmd.admin.state.mn.us/pdf/s-885(5).pdf 


If the intention is to utilize the same vendor on multiple occasions, contact DEED’s 
Administration and Financial Services at (651) 651-259-7076 for instructions. 


The following requirements should be met when it is necessary to utilize a language interpreter 
to provide meaningful access to DEED’s programs and services. 



http://www.mmd.admin.state.mn.us/pdf/s-885(5).pdf
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General requirements 


1. Verify customer identity - before releasing case-specific information, DEED staff must 
verify the identity of the customer. Bilingual staff, Language Line Services staff, or 
vendors providing interpretation or translation services through contracts with the state 
may assist DEED staff in making verifications. 


2. Document use of the interpreter - DEED staff must always document in the customer’s 
case file or keep appropriate records when an interpreter is used or when a customer 
makes use of another form of language assistance. Accurate documentation is especially 
important for direct service staff. 


3. Do not use minor children - DEED staff must never use minor children as interpreters. 
4. In-person interpreter services - if an interpreter is needed in-person, rather than over 


the telephone, staff will arrange to have an interpreter available at a time and place that 
is convenient for both the interpreter and the customer. Staff may arrange for in-person 
interpreting by contacting vendors directly. 


5. Uncommon languages - when interpreter services are needed for a language not 
commonly spoken in Minnesota, use the interpreter resources listed below. 


As much as possible, staff should use interpreter services in the following order of preference 
to reduce costs and speed service delivery: 


DEED bilingual staff - DEED will use its best efforts to assign customers with LEP to bilingual 
staff who speaks their language.     


DEED volunteer interpreters - When bilingual staff is not available, staff volunteers, with the 
permission of their supervisors, may assist other DEED employees with occasional 
interpretation services.  


Telephone interpreter services - Language Line Services provides telephone interpretation in 
over 160 languages, 24 hours a day, seven days a week.  Staff should use Language Line Services 
when bilingual staff is not available, when the language is one not commonly encountered at 
DEED, or when staff is not sure what language a customer speaks.  Users of this interpreter 
service are charged on a per-minute basis.   
 
DEED staff should familiarize themselves with the Language Line Services interpreting process 
before they actually use it. For a demonstration, call Language Line Services at 1-800-752-6096 
or visit their Web site at: www.languageline.com 


Use of Family, Friends, or Minor Children as Interpreters - A provider may expose itself to 
liability under Title VI and Section 188 if it requires, suggests, or encourages the use of friends, 
family member, or minor children as interpreters.  Use of such persons could result, due to the 
close personal relationship, in a breach of confidentiality or a client’s reluctance to disclose 
personal information critical to the client’s situation.  In addition, there may be a concern about 
the relative’s competency in communication. 



http://www.languageline.com/
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While staff may accommodate customers’ wishes to have family or friends serve as interpreters 
whenever possible, staff must keep in mind issues of customer confidentiality and interpreter 
competency. Follow these rules: 


 Protection of confidentiality and accuracy of interpretation should always be of 
highest concern, particularly if the interview concerns topics that may negatively 
affect eligibility for services. 


 Always offer free interpreter services, as customer may not be aware of interpreter 
services. 


 A certified interpreter is the preferred method.  However, if a customer prefers to 
have a family member or friend serve as an interpreter, ask if the customer will 
allow a trained interpreter to listen in to ensure accuracy of interpretation.   If the 
offer is refused, document the offer and refusal and accommodate the customer’s 
wishes.   


 Minor children should never be used as interpreters. 


 DEED bilingual staff or contracted interpreters should be used in circumstances 
when a customer is giving information that may negatively affect his/her eligibility 
for services, including deadlines or certifications.  


 Bilingual staff or contracted interpreters are preferred in situations where a 
customer must answer complicated or detailed questions. If family or friends handle 
the interpreting, follow-up calls or letters should be done by bilingual staff, 
Language Line Services staff, or contractors. 


 If private information will be disclosed, please refer to the requirements of the 
Minnesota Government Data Practices Act. 
 


Emergencies  


When programs or the assistance requested requires immediate action, DEED will take 
whatever steps necessary to ensure that all customers, including customers with LEP, have 
access to services or information within the appropriate time frames. For example, when a 
customer needs an interpreter or other language assistance services to obtain expedited 
program services, DEED’s goal is to make the services accessible within the required time 
frame, whether that means using an interpreter or any other appropriate type of language 
assistance. 


Translator Services 
DEED’s Translation Program 


Vital documents or information  


Vital documents or information should be a priority for translation, particularly when the four-
factor analysis reveals a need for these documents to be translated. 



http://www.revisor.leg.state.mn.us/stats/13/
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Vital documents or information are those that are critical for accessing federally funded 
services or benefits or are documents required by law. They include, but are not necessarily 
limited to:  


 Applications  


 Consent  and complaint forms 


 Letters with eligibility or participation information 


 Notices regarding reduction, denial, or termination of services/benefits and the right to 
appeal such actions 


 Notices that require a response from participants 


 Notices that offer free language assistance 
 


Translation of documents 


The U.S. Department of Labor (USDOL) has not provided direct guidance for recipients in 
determining when to provide written translations of vital documents.  They have, however, 
referenced the U.S. Department of Justice’s (DOJ) guidance, which designates the safe harbor 
for providing written translations. 


According to the DOJ’s safe harbor guidance, the following actions will be considered strong 
evidence of compliance with DEED’s written-translation obligations: 


(a) The recipient provides written translations of vital documents for each eligible language 
group with LEP that constitutes five percent or 1,000, whichever is less, of the population of 
persons eligible to be served or likely to be affected or encountered.  Translation of other 
documents, if needed, can be provided orally; or 


(b) If there are fewer than 50 persons in a language group that reaches the five percent trigger 
as described in the preceding paragraph, the recipient does not translate vital written materials 
but provides written notice in the primary language of the LEP language group of the right to 
receive competent oral interpretation of those written materials at no cost. 


Forms and other documents should be translated into any or all of the three primary languages, 
as necessitated by the customer base, unless the translation of a certain document(s) would be 
burdensome enough to defeat the legitimate objectives of its program.     


Accessing translated materials  


UI forms and documents can be accessed online at: 


http://www.uimn.org/uimn/search/?v%3Asources=mn-uimn-app&query=ui+forms. 


Level of Language Ability 


Some LEP clients may not have the ability to read and understand written materials; therefore, 
oral interpretation of written materials may be necessary.  Interpreters should be aware of 



http://www.uimn.org/uimn/search/?v%3Asources=mn-uimn-app&query=ui+forms
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variances within a language and should be able to communicate with clients using the 
appropriate colloquial speech. 


Assisting customers with various levels of literacy 


DEED staff must assist customers with LEP who cannot read their preferred language to the 
same extent as they would assist English-speaking customers who cannot read English. 


Contract translation services 


The Department of Administration maintains a master contract of vendors of translation 
services for state agency use. The vendors offer document translation, audio and video 
production services, and other translation-related services. Services, rates, and turnaround 
time vary by vendor and the urgency of the request.  
http://www.mmd.admin.state.mn.us/pdf/s-885(5).pdf 


Notice of Right to Language Assistance 
DEED staff must inform all customers with LEP of their right to timely and complimentary 
interpreter services. 
   
“I speak” cards  
“I speak” cards say in both English and the primary languages, “I need a (the appropriate 
language) interpreter.”  Staff may distribute the cards to customers with LEP so they can 
present the “I speak” cards to signal their language and need for assistance. “I speak” cards can 
be downloaded from  http://www.dol.gov/oasam/programs/crc/ISpeakCards.pdf 
 
Catalogue of Languages with Notice of Right to Language Assistance 
The Catalogue of Languages is comprised of a single “Notice of Right to Language Assistance” 
statement that has been translated into 70 of the languages most commonly spoken in 
Minnesota. This Catalogue was developed by the Minnesota Department of Human Services 
(DHS) in response to federal requirements to achieve Title VI language access compliance.  The 
DHS Catalogue of Languages is available online at 
http://edocs.dhs.state.mn.us/lfserver/Legacy/DHS-4059-ENG   
 


Data Privacy Protection 
DEED employees and agents, including its contractors and partners, may, on occasion, as part of 
job-related responsibilities, obtain, use, or disclose private or confidential data, including 
protected health information (referred to below, collectively, as “protected information”). 


Minimum necessary access to data 


DEED and its contractors shall comply with the “minimum necessary” access and disclosure 
standards set forth in the Minnesota Data Practices Act. The dissemination of protected 
information is limited to “that necessary for the administration and management of programs 



http://www.mmd.admin.state.mn.us/pdf/s-885(5).pdf

http://www.dol.gov/oasam/programs/crc/ISpeakCards.pdf

http://edocs.dhs.state.mn.us/lfserver/Legacy/DHS-4059-ENG
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specifically authorized by the legislature or local governing body or mandated by the federal 
government.” See Minnesota Statutes, §13.05, subd. 3. 


Duty to ensure proper handling of data  


DEED and its contractors are responsible for training employees who are authorized to access 
and use the data collected under the terms and for the purposes specified in the contract. This 
responsibility includes ensuring that staff is properly trained regarding: 


 The Minnesota Government Data Practices Act (MGDPA), Minnesota Statutes Chapter 
13. 


 Federal law and regulations that govern the use and disclosure of substance abuse 
treatment records, 42 USCS § 290dd-2 and 42 CFR § 2.1 to § 2.67. 


 Any other applicable state and federal statutes, rules, and regulations affecting the 
collection, storage, use and dissemination of private or confidential information. 


DEED and its partners and contractors will: 


 Not use or further disclose the information other than as permitted or required by law. 


 Use appropriate safeguards to prevent improper use or disclosure of the information by 
its employees and contractors. 


 Appropriately respond to any known improper use or disclosure of protected 
information. 


 Ensure that any agents, analysts, and others to whom it provides private or confidential 
data, agree to be bound by the same restrictions and conditions that apply to them with 
respect to such information. 


 At termination of any contract, extend the protections of the contract to the 
information collected during the course of the contract. 


Using family members or friends 


When customers wish to use family members or friends as an interpreter, staff should follow 
the instructions listed below using bilingual staff, Language Line Services staff or contractors to 
obtain the required verifications: 


 Verify the identity of the customer. 


 Read and explain to the customer the purpose of consent for release of information 
form. 


 Inform the customer of his/her right to have DEED staff, Language Line Services staff, or 
a contractor (when available) to interpret for the customer, if he/she desires. 


 Assure the customer that family or friends can remain to provide support rather than 
interpretation if that is the customer’s preference. 


Emergency situations 


Data privacy protection regulations permit DEED’s employees and agents to release private 
information concerning a customer to third parties, including a family member or friend, in 
emergencies without the customer’s written informed consent. It is an emergency if knowledge 



http://www.revisor.leg.state.mn.us/stats/13/05.html

http://www.revisor.leg.state.mn.us/stats/13/
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of the information is necessary to protect the health and safety of the customer or other 
persons. Staff should consult with a supervisor or manager when determining whether an 
emergency exists and would require releasing private customer data without the customer’s 
written informed consent. If an emergency exists, staff should follow these instructions:  


Procedure 


 Use bilingual staff, or contracted interpreter services, to verify the identity of the 
customer and/or the person making the call. 


 If the customer is available but refuses to give consent, inform the customer of his/her 
right to have DEED staff, or a contractor (when available) to interpret for the customer. 


 If the customer is not available to give his/her consent, send a copy of a consent for 
release of information form to the customer for future use. 


 Ask the customer if he or she desires to have a family member or friend serve as an 
interpreter. Give the customer the option to give or refuse consent. 


 Explain to the customer the purpose of a consent for release of information form, even 
though the customer does not wish to sign the form, and make a notation in the 
customer’s file, outlining the circumstances under which the information has been 
released. 


 Prior to discussing private information concerning the customer, make a notation in the 
customer’s file, outlining the circumstances under which the information has been 
released. 


DEED LEP Administration 
 


Collection of language preference information 


In order to provide meaningful access to programs and services, it is essential that DEED be able 
to identify the language needs of the individuals and the communities it serves.  


DEED will develop and incorporate data collection tools that gather information from 
applicants/recipients on their principal languages and their need for language assistance, 
including interpreter assistance.  DEED will also attempt to update customer files that lack 
information about language needs and to confirm customers’ primary languages at 
recertification and/or other renewal periods. The customer-specific language preference 
information will be available to DEED staff and related agencies so they may provide 
appropriate language assistance services.  


DEED will develop standards for collecting language preference information that will be applied 
consistently to all current and future DEED systems.  The systems include WorkForce One, Data 
Warehouse, and Minnesota Performs.  In addition to informing staff about customers’ language 
needs, the data will be used to provide language appropriate automated mailings to customers 
and to compile statistical summaries for planning purposes. 


DEED staff training 
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DEED will distribute the LEP plan electronically and provide training and education so all staff 
will be aware of LEP policies and procedures.    


LEP plan information will be incorporated into the DEED new employee orientation program, 
and LEP training will include information on the following topics:  


 DEED’s legal obligation to provide language assistance 


 The substance of DEED’s LEP plan, including its policies and procedures for accessing 
language assistance services 


All staff in ongoing public contact positions and management staff will be provided more in-
depth training that includes:   


 Tips on working with in-person and telephone interpreters 


 How to properly document information about a customer’s language needs in the 
customer’s case file or in DEED files where necessary 


 Best practices 


 DEED staff contacts for information regarding LEP 


Monitoring 
DEED will conduct an evaluation of its LEP program to determine its overall effectiveness. The 
DEED Office of Diversity and Equal Opportunity will lead the evaluation with the help of the 
monitoring staff of the Workforce Development unit who are familiar with Title VI language 
access requirements and the DEED LEP Plan. The evaluation will include: 


 Current LEP populations in service delivery area 


 Frequency of encounters with LEP language groups 


 Whether existing assistance is meeting the needs of LEP person? 


 Do staff members know and understand the LEP plan and how to implement it? 


 Are current identified sources for assistance still available and viable? 


 Assessment of available resources, including technological advances and sources of 
additional resources, and the costs imposed. 


LEP Plan Distribution and Public Posting  
Upon completion and endorsement by DEED management, the LEP plan will be:  


 Distributed to all DEED and partner staff 


 Available in DEED’s Office of Diversity and Equal Opportunity for review 


 Accessible on DEED’s Intranet and on the department’s external web site 


 Posted for public review, although the text will be in English, the title, “Limited English 
Proficiency Plan,” will be posted in customers’ primary languages. 


 Bilingual staff or interpreters will read the plan to customers upon request. Partner 
organizations can download the translations of the LEP Plan from DEED’s web site.   
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Complaint Process 
DEED has a complaint resolution procedure to resolve discrimination-related complaints.  This 
complaint resolution procedure will be used to resolve LEP-related disputes and complaints.  
 
Individuals who have a concern about discrimination may make a complaint to the manager 
with oversight of the area in which the alleged discrimination took place.  If that manager is the 
person perceived to be engaging in unlawful discrimination, the customer may go to the next 
highest supervisor, manager, or director.  Customers may also file a complaint directly with 
DEED’s Office of Diversity and Equal Opportunity, Human Resources personnel, or the 
Commissioner.   
 
DEED’s Commissioner has designated the following staff to respond to discrimination-related 
complaints: 
 


Kathy Mullarky 
Equal Opportunity Program Director 
Minnesota Department of Employment and Economic Development 
332 Minnesota Street, Suite E200 
St. Paul, MN 55101-1351 
Voice (651) 259-7097 
FAX (651) 296-8763 
TTY (651) 296-3900 
 
Susan Tulashie 
Employment and Training Specialist Senior/Equal Opportunity Officer 
Minnesota Department of Employment and Economic Development 
332 Minnesota Street, Suite E200 
St. Paul, MN 55101-1351 
Voice (651) 259-7586 
FAX (651) 296-4689 
TTY (651) 296-3900 


Other agencies: 
 


Minnesota Department of Human Rights 
190 East 5th Street, Suite 700 
St. Paul, MN 55101 
(651) 296-5663 (Voice) 
(651) 296-1283 (TTY) 


www.humanrights.state.mn.us 
 


  



http://www.humanrights.state.mn.us/





 


  Page 
13 


 
  


The U.S. Department of Labor  
Civil Rights Center 
Frances Perkins Building, 200 Constitution Ave., NW 
Washington, DC 20210 
(866) 4-USA-DOL (Voice) 
1-877-889-5627 (TTY) 
 
http://www.dol.gov/oasam/programs/crc 
 
 


The U.S. Department of Justice 
Civil Rights Division 
Coordination & Review Section – NWB 
950 Pennsylvania Avenue, NW 
Washington, DC.  20530 
(888) 848-5306 (Voice and TTY) 
Voice: 202-307-2222 
TDD: 202-307-2678 
 
http://www.justice.gov/ 


 



http://www.dol.gov/oasam/programs/crc

http://www.justice.gov/






website: http://www.mn.gov/deed


Attention. If you need free help interpreting this document, call the above number.


ያስተውሉ፡ ካለምንም ክፍያ ይህንን ዶኩመንት የሚተረጉምሎ አስተርጓሚ ከፈለጉ ከላይ ወደተጻፈው የስልክ ቁጥር ይደውሉ።


ملاحظة: إذا أردت مساعدة مجانية لترجمة هذه الوثيقة، اتصل على الرقم أعلاه.


သတိ။ ဤစာရြက္စာတမ္းအားအခမဲ့ဘာသာျပန္ေပးျခင္း အကူအညီလုုိအပ္ပါက၊ အထက္ပါဖုုန္းနံပါတ္ကုုိေခၚဆုုိပါ။


kMNt’sMKal’ . ebIG~k¨tUvkarCMnYyk~¬gkarbkE¨bäksarenHeday²tKit«fÂ sUmehATUrs&BÍtamelxxagelI .


請注意，如果您需要免費協助傳譯這份文件，請撥打上面的電話號碼。


Attention. Si vous avez besoin d’une aide gratuite pour interpréter le présent document, veuillez appeler au 
numéro ci-dessus.


Thov ua twb zoo nyeem. Yog hais tias koj xav tau kev pab txhais lus rau tsab ntaub ntawv no pub dawb, 
ces hu rau tus najnpawb xov tooj saum toj no. 


ymol.ymo;b.wuh>I zJerh>vd.b.w>rRpXRuvDvXw>uusd;xH0J'.vHm wDvHmrDwcgtHRM.<ud;b.vDwJpdeD>*H>vXx;tHRM.wuh>I 


알려드립니다. 이 문서에 대한 이해를 돕기 위해 무료로 제공되는 도움을 받으시려면 위의 
전화번호로 연락하십시오.


ໂປຣດຊາບ. ຖາ້ຫາກ ທາ່ນຕອ້ງການການຊວ່ຍເຫືຼອໃນການແປເອກະສານນີຟ້ຣ,ີ ຈ ົງ່ໂທຣໄປທ່ີໝາຍເລກຂາ້ງເທີງນີ.້


Hubachiisa. Dokumentiin kun bilisa akka siif hiikamu gargaarsa hoo feete, lakkoobsa gubbatti kenname bibili.


Внимание: если вам нужна бесплатная помощь в устном переводе данного документа, позвоните по 
указанному выше телефону.


Digniin. Haddii aad u baahantahay caawimaad lacag-la’aan ah ee tarjumaadda qoraalkan, lambarka kore wac.


Atención. Si desea recibir asistencia gratuita para interpretar este documento, llame al número indicado 
arriba.


Chú ý. Nếu quý vị cần được giúp đỡ dịch tài liệu này miễn phí, xin gọi số bên trên.


LB
2 (8-16)


For accessible formats of this publication and additional equal access 
to services, write to DEED.ODEO@state.mn.us, call  
651-259-7094, or use your preferred relay service. (ADA1 [9-15])


DEED-ENG 10-2017
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DEED Babel Notice Guidance 


What is a Babel Notice? 
 A Babel notice is a short notice included in a document or electronic medium (e.g., website, “app,” email) in 
multiple languages informing the reader that the communication contains vital information, and explaining 
how to access language services to have the contents of the communication provided in other languages. 


Who’s responsible to provide the Babel notice? 
WIOA recipients are responsible for providing a Babel notice on any documents deemed vital. 


When are you supposed to provide a babel notice? 
Recipients should include a babel notice in all communications of vital information, such as hard copy letters 
or decisions, or other communications posted on websites. 


What documents or information is considered vital? 
Vital documents and information includes: 


• applications; 
• consent forms; 
• letters containing important information regarding participation in a program or activity; 
• notices pertaining to the reduction, denial or termination of services or benefits and of the right to 


appeal such actions; 
• notices that require a response from beneficiaries; 
• information on the right to file complaints of discrimination; 
• notices advising LEP persons of the availability of free language assistance; 
• and, other outreach materials be translated into the languages other than English of each regularly 


encountered LEP group eligible to be served or likely to be directly or significantly affected by the DOL 
program or activity. 


Why is it important to have a Babel notice? 
Babel notices are important because they communicate the need for translation of vital information if needed. 
Babel notices are used to inform customers of their right to understand the vital documents presented to 
them when interacting with WIOA services. Even if you perceive the customer to understand English and they 
ask for documents in another language, they should be provided to ensure that all vital information is 
understood in the most efficient way possible. 
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Chapter 6 – Oversight and Monitoring  
This chapter identifies DEED’s compliance with nondiscrimination regulations, which establish 
that every State Governor must establish one or more systems for annually monitoring the 
compliance of each recipient’s WIOA Title I-financially assisted programs and activities for 
compliance with the equal opportunity provisions of Section 188 of WIOA.   
 
Policy 
Each Local Workforce Development Area (LWDA) recipient and sub-recipient of WIOA Title I 
funds must conduct regular oversight and monitoring of its WIOA activities and the activities of 
its contracted service providers. The Minnesota’s Department of Employment and Economic 
Development (DEED) has oversight responsibility to ensure recipients are monitoring for 
compliance with the nondiscrimination and equal opportunity obligations in WIOA Title I.  
 
DEED’s Responsibilities 
The Governor designated the Department of Employment and Economic Development (DEED) 
as recipient of WIOA funds. As such, DEED is required to: 


• Develop policies, procedures and tools for equal opportunity monitoring requirements 
of WIOA-funded programs including any State workforce development program. 


• Develop a system of policy communication and training to ensure that LWDA Equal 
Opportunity (EO) Officers and other recipient staff who have been assigned 
responsibilities under the nondiscrimination and equal opportunity provision of WIOA, 
are aware of, and can effectively carry out, their responsibilities.  


• Conduct oversight and monitoring of LWDA recipients on an annual basis to ensure that 
recipients are carrying out their monitoring obligations.  
 


Local Area Recipient Responsibilities  
Each recipient’s Equal Opportunity Officer is responsible for ensuring that local monitoring 
takes place on an annual basis. Each equal opportunity monitoring review must include a 
review of each subrecipient’s: 


• Compliance with its administrative obligations under WIOA and EO such as designation 
of EO Officers, assurances, notice, affirmative outreach, and serving individuals with 
disabilities. 


• Compliance with responsibilities it has been assigned through the Nondiscrimination 
Plan. 


• Programs and activities to determine if discrimination is occurring. 
• A statistical or other quantifiable analysis of records and data, including analyses by 


race/ethnicity, limited English proficiency, preferred language, sex, age, and disability 
status. 


• An investigation of any significant differences identified by the statistical or quantifiable 
analysis, in participation in the programs, activities, or employment provided by 
recipient, to determine whether these differences appear to be caused by 
discrimination.  This investigation must be conducted through review of the recipient’s 
records and any other appropriate means. 
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• An assessment to determine whether the recipient has fulfilled its administrative 
obligations under Section 188 of WIOA (such as recordkeeping, notice and 
communication) and any duties assigned to it under the Nondiscrimination Plan.   


• Policy communication and training to ensure that Equal Opportunity Officers and other 
relevant staff members are aware of and can effectively carry out their regulatory 
responsibilities.  


• Review of the recipients’ job training plans, contracts, assurances, and other similar 
documents and agreements to ensure that they are both nondiscriminatory and contain 
required language regarding nondiscrimination and equal opportunity. 
 


Monitoring Procedures 
LWDA recipients should follow DEED’s guidance and use DEED’s tools or assessments in 
conducting site reviews and EO monitoring.  Monitoring the compliance of a recipient or sub-
recipient of WIOA Title I funds is comprised of three parts:  


1. Pre-onsite monitoring activities by the monitoring team and the Local Workforce 
Development Area (LWDA) EO Officer;  


2. Monitoring activities to include onsite monitoring visits and site accessibility reviews for 
site recertification (every 3 years) and review of statistical analyses provided; and  


3. Report and maintain records of all monitoring activities and follow up where necessary.  
 


Cites/References/Attachments  
29 CFR 38 
WIOA Section 188 
Part 1: Desk Review 
Guidance for Corrective Actions and Sanctions 
  



http://www.ecfr.gov/cgi-bin/text-idx?c=ecfr&SID=224c41ebdb4a09949fac3cacacdf6438&tpl=/ecfrbrowse/Title29/29cfr37_main_02.tpl

http://www.doleta.gov/usworkforce/wia/wialaw.pdf

https://apps.deed.state.mn.us/assets/policies/PDF/deskreview.pdf

https://apps.deed.state.mn.us/assets/policies/PDF/corrective.pdf
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Chapter 6.1: Corrective Actions and Sanctions (28 CFR 
38.52) 
This chapter identifies DEED’s compliance with Element 9 of the Nondiscrimination Plan which 
requires that recipients of Workforce Innovation and Opportunity Act (WIOA) Title I funds 
establish procedures for carrying out corrective actions and applying sanctions, if needed, to 
ensure that recipients are complying and will continue to comply with the requirements of 29 
CFR 38.52. 
 
Policy  
The State of Minnesota and its Department of Employment and Economic Development (DEED) 
are committed to nondiscrimination by recipients of WIOA Title I federal financial funding. 
WIOA Title I program providers who violate their prescribed equal opportunity procedures, who 
do not comply with WIOA Final Rules and Regulations (29 CFR 38), or who are otherwise in 
violation of equal opportunity requirements, will be required to submit a written corrective 
action plan within thirty (30) days after a determination that there is reasonable cause to 
believe a violation has occurred. If necessary, if the recipient fails or refuses to correct a 
violation, sanctions may be imposed to ensure resolution of any non-compliance. To the extent 
corrective action is not completed and compliance has not been achieved, DEED may impose 
sanctions that could include the suspension, termination, denial, or discontinuance of WIOA 
Title I financial assistance, in whole or in part. 
 
Responsibilities  
DEED’s Employment & Training Programs (ETP) division, in consultation with DEED’s Office of 
Diversity and Equal Opportunity (ODEO), provides oversight as it relates to WIOA Title I 
program providers and equal opportunity procedures within the Local Service Employment and 
Training Plan. Recipients of WIOA funding are responsible for actions taken, directly or 
indirectly, by service providers. It is expected that recipients will monitor their service providers 
and request corrective and remedial actions to correct any violations or deficiencies of WIOA 
section 188 and 29 CFR 38. Recipients of WIOA funding must:  


• Establish and implement procedures for resolving compliance problems either by 
achieving voluntary compliance or by imposing sanctions for violations that are not 
voluntarily corrected.  


• Institute follow-up monitoring procedures to ensure that commitments to take 
corrective and remedial action are being fulfilled.  


• Periodically review EO policies and the rate in which they serve significant population 
segments in order to ensure compliance with WIOA Title I section188.  


 
Remedial action can include either:  


• Retroactive relief (e.g., back pay, front pay, retroactive benefits, training, any service 
discriminatorily denied, etc.); 


• Prospective relief (e.g. change of policy, training, development of new policy, training on 
policy, communication); 


• or both.  
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Note: Any monetary relief cannot be paid from federal funds. 
 
Taking corrective action requires identifying the violations(s) that must be corrected:  


• Technical violations (such as a failure to include the required language in an assurance 
or failure to include tag lines in a communication).  


• Discrimination violations (include findings of disparate treatment, disparate impact, and 
failure to provide reasonable accommodations).  


 
Procedures 
1. Corrective action is required from a recipient when there is probable cause to believe a 
violation of the nondiscrimination and equal opportunity requirements of WIOA section 188 
has occurred. The intent of corrective actions and sanctions is to guarantee equal access to all 
programs, activities, and employment opportunities provided by WIOA financially assisted 
organizations and to ensure that the discrimination does not recur.  
 
A WIOA Title I program provider that violates Equal Opportunity requirements is required to 
submit a corrective action plan in writing within thirty (30) days to DEED. If corrective action 
plans are not submitted to DEED within that time frame, staff will provide technical assistance. 
However, if within sixty (60) days, an acceptable plan has not been submitted to the State, or if 
the corrective action has not been voluntarily completed, DEED will sanction funds. 
 
Corrective action requirements: 


o Must be designed to completely correct each violation;  
o Should be appropriate and reasonable given the particular violation(s) that occurred 


(such as re-issuing the communication in question with a tag line included).  
o Establish a time frame that sets the minimum time necessary to completely correct the 


violation.  
o Follow-up monitoring procedures to ensure that commitments to take corrective and 


remedial action are being fulfilled.  
 


To correct a discrimination violation, appropriate corrective action may be to provide “make-
whole” relief, that is, bringing the person to the condition he or she would be in if the 
discrimination had not occurred. Such relief might involve retroactive relief (including but not 
limited to back pay and benefits), and prospective relief (e.g., front pay, training, policy 
development, communication, or any service discriminately denied).  
 
Documentation that corrective actions and prospective relief plans are being implemented and 
maintained is required. A written agreement or assurance should be provided to document the 
corrective action taken and the prospective relief that is planned where a technical violation 
has been (or can be) corrected immediately. 
 
Retroactive relief: to include but not limited to back pay, front pay, retroactive benefits, 
training, any service discriminatorily denied. Note: Any monetary relief cannot be paid from 
federal funds. 
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Prospective relief: curative and preventive steps voluntarily taken to ensure that a violation 
does not re-occur in the future. It may occur by:  


o Changing policy, practice, or procedure that allowed for the violation; 
o Developing a new policy; 
o Communicating a change in policy; 
o Educating/training those responsible for implementing the revised procedures; 
o An explanation that the communication was reissued with the tag lines added. 


 
Conciliation Agreements: in the case of a more serious violation, or of a deficiency/violation 
that cannot be corrected immediately, a detailed written assurance, or Conciliation Agreement, 
is to be negotiated. The agreement must:  


o Be in writing; 
o Describe each violation; 
o Specify the corrective or remedial action needed to come into compliance; 
o State the time period in which the corrective or remedial action must be completed; 
o Be sufficient in scope to ensure that the violation(s) will not recur; 
o Institute periodic reporting by the recipient on the status of the corrective and remedial 


action; 
o Institute enforcement procedures to be applied if the agreement is breached. 


 
Sanctions must be imposed by the state when all attempts to provide assistance to effect 
voluntary correction of a violation have failed, or it is apparent that the recipient fails or refuses 
to correct the violation within the timeframe established. The sanction taken to correct a 
violation should be appropriate and reasonable given the particular violation.  
 
Sanction procedures must:  


o List the measures taken to achieve voluntary compliance up through the point when 
sanctions are imposed; 


o Explain that the severity of the noncompliance will determine the sanctions imposed;  
o Provide a table or listing of the potential sanctions that may be imposed; 
o Detail the notification process including rights of the respondent, time frames involved, 


and provisions for a hearing;  
o Identify the individuals who have responsibility for carrying out the various steps in the 


sanctions process and the role of the state EOO and sub-state EOO in this process. 


Reporting Allegations of Discrimination 
On the day a WIOA Title I Program Provider is informed of the filing of an allegation or lawsuit 
charging discrimination that in any way involves a WIOA Title I program or personnel funded by 
WIOA Title I in any municipal, county, or district court, or with a local or State Human Rights 
Unit, a telephone report giving the details available must be made to the WIOA State-level EO 
Officer at 651.259.7097. This phone call must be followed with an immediate written report 
including a copy of the official documents of the case as soon as they come into the possession 
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of the WIOA Title I Program Provider. The WIOA State-level EO Officer will immediately notify 
the Department of Labor (DOL), Civil Rights Center (CRC), of the complaint of discrimination. 


Full available details must be immediately forwarded to the:  
o Director, Office of Civil Rights, U.S. Department of Labor, Room N4123, 200 Constitution 


Avenue NW, Washington DC 20210;  
o Further reports must be made to DOL as the case develops and/or is brought to 


a conclusion.  
o Office of Diversity and Equal Opportunity, State-level EO Officer, Minnesota Department 


of Employment and Economic Development, 1st National Bank Building, 332 Minnesota 
Street, Suite E200, St. Paul, MN 55101. 


 
Relevant Laws, Rules, or Policies  
29 CFR 39  
WIOA Section 188 


Related Links  
Guidance for Corrective Actions and Sanctions 
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2019 – 2021 Monitoring Schedule 
 


Beginning in 2019, all Local Workforce Development Areas (LWDAs) will be monitored on a yearly basis using a desk audit tool – the EO/ADA Assessment.  ODEO 
will determine whether an LWDA needs additional assessment or audit through an onsite visit based upon the results of the desk audit.  Additionally, the 
following local areas are scheduled to be monitored through an onsite visit:   


 2019 2020 2021 
January/February LWDA 6, 10 LWDA 5 LWDA 16 
March/April LWDA 9, 2 LWDA 7 LWDA 10 
May/June LWDA 18, 3 LWDA 8 LWDA 3 
July/August LWDA 1, 4 LWDA 12 LWDA 4 
September/October LWDA 14 LWDA 15 LWDA 14 
November/December  NDP Due  


 


Number Name of LWDA Location(s) EO Officer 
#1 NW Private Industry Council, Inc./WF 


Council (NWPIC) 
Thief River Falls Kiki Anderson 


kanderson@nwpic.net 
#2 Rural MN Concentrated Employment 


Program, Inc. (RMCEP) 
Detroit Lakes, Bemidji, Brainerd, Fergus 
Falls, Little Falls, Moorhead  


Vicki Leaderbrand 
vickil@rmcep.com 


#3 Northeast MN Office of Job Training Virginia, Cloquet, Grand Rapids, Hibbing, 
International Falls 


Renee Marconett 
Renee.marconett@nemojt.org 


#4 City of Duluth Duluth Carl Crawford 
ccrawford@duluthmn.gov 


#5 Central Minnesota Jobs & Training Services Monticello, Cambridge, Hutchinson, 
Litchfield, Mora, Willmar 


Kristin Yeager 
kyeager@cmjts.org 


#6 Southwest MN Private Industry Council, Inc. Marshall, Montevideo, Worthington Juanita Lauritsen 
jlauritsen@swmnpic.org 


#7 South Central Workforce Council Mankato, Fairmont, New Ulm Diane Halvorson 
diane@workforcecouncil.org 


#8 Workforce Development, Inc. Rochester, Albert Lea, Austin, Faribault, 
Owatonna, Red Wing 


Wanda Jensen 
wandajensen@workforcedevelopmentinc.org 


#9 Hennepin County Housing, Community 
Works and Trust 


Brooklyn Park, Bloomington Kris Checco 
Kris.Checco@hennepin.us 


#10 Minneapolis Employment and Training 
Program 


Minneapolis Linda Dehaven 
Linda.Dehaven@minneapolismn.gov 


#12 Anoka County Job Training Center Blaine Nicole Swanson 
Nicole.swanson@co.anoka.mn.us  


#14 Dakota-Scott Workforce Services West St. Paul, Burnsville, Shakopee Jill Pittelkow 
Jill.pittelkow@co.dakota.mn.us 



mailto:ccrawford@duluthmn.gov

mailto:Nicole.swanson@co.anoka.mn.us





Number Name of LWDA Location(s) EO Officer 
#15 Workforce Solutions North St. Paul, St. Paul Wayne Young 


Wayne.young@co.ramsey.mn.us 
#16 Washington County Workforce Center Woodbury, Cottage Grove, Forest Lake Jan Webster 


Jan.webster@co.washinton.mn.us 
#17 Stearns-Benton Employment & Training 


Council 
St. Cloud Tammy Biery 


Tammy.biery@sbetc.org 
#18 Winona County Workforce Council Winona Dave Niermann  


Dave.Niermann@state.mn.us 
 


 



mailto:Dave.Niermann@state.mn.us
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Introduction 
Section 188 of the Workforce Innovation and Opportunity Act (WIOA) and its implementing 
regulations, 29 CFR Part 38, require that States conduct annual monitoring the compliance of 
recipients, including a determination as to whether each recipient is conducting its WIOA Title I –
financial assisted program or activity, or other workforce development program, in a 
nondiscriminatory way.  This Desk Review is designed to determine whether the recipient has fulfilled 
its administrative obligations under Section 188 of WIOA.   


Monitoring reviews consist of: 
1. Annual Desk Review: The Local Workforce Development Area’s Equal Opportunity (EO) Officer 


completes this annually.  It includes compliance elements such as notice, communication, 
complaint procedures and processes. 


2. Annual statistical or other quantifiable analysis of records and data kept by the recipient, including 
analyses by race/ethnicity, sex, limited English proficiency, preferred language, age, and disability 
status.  


3. Every three years, a LWDA on site review will be conducted by State EO Officers. This review 
mirrors the nine requirements of Section 188 and could include an in-depth look at: 
 Programs, services, and employment practices of recipients receiving WIOA Title I, or other 


federal or state workforce development funding. 
 An ADA Review that assesses the physical and programmatic access of services to individuals 


with disabilities.    
 Interviews and Program Assessments: Includes participant and employee interviews; case file 


reviews, and program recruitment efforts.  
 
Recipient means an entity to which WIOA Title I financial assistance is extended, directly from the 
Department or through the Governor or another recipient.    


 State-level agencies that administer, or are financed in whole or in part with, WIOA Title I 
funds; 


 State Workforce Agencies 
 State and Local Workforce Development Boards 
 LWDA grant recipients 
 One stop operators 
 Service providers, including eligible training providers; 
 On-the-Job Training (OJT) employers 
 Job Corps contractors and center operators; 
 Job Corps national training contractors; 
 Outreach and admissions agencies, including Job Corps contracts that perform these functions 
 Placement agencies, include Job Corps contractors that perform these functions 
 Other National Program recipients 
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Desk Monitoring Review Information 
Local Workforce Development Area (LWDA) 


 


Program Year  


Equal Opportunity Officer:  


 


  







Civil Rights Compliance and Equal Opportunity Monitoring Tool Page 5 


 


Element 1 - Designation of Equal Opportunity Officer 
 


 
The Workforce Innovation and Opportunity Act (WIOA) Title I requires that Program Providers must designate an Equal Opportunity 
Officer (EOO) to ensure compliance with the nondiscrimination and equal opportunity provisions of WIOA Title I. 
 


1. Name of local Equal Opportunity (EO) Officer: 
A senior-level employee reporting directly to the individual in the highest-level position of authority for the entity that 
is the recipient.   Who has the knowledge skills and abilities necessary to fulfill the responsibilities competently as 
described in this subpart. Depending upon the size of the recipient, the size of the recipient’s WIOA Tittle I financially 
assisted programs or activities and the number of applicants, registrants, and participants served by the receipient, 
the EO Officer may, or may not, be assigned other duties.   


 


2. To whom does the EO officer report?  
 


3. Describe any non-EO related job functions that appear on the Position Description that may 
create or appear to create a conflict of interest.  What would a conflict of interest look like? 


 
 


4. How do participants and service providers know the EO Officer’s identity? Must include 
name, position title, address, telephone number (voice & TTY) Ensure EO Officer’s 
identity and contact information appear on all internal and external communications 
about the recipients nondiscrimination and equal opportunity programs.  


5.  


 
 


6. What EO training has the EO officer attended?  Recipients responsibility to Ensuring the 
EO Officer and the EO Officer’s staff are afforded the opportunity to receive (at the 
recipient’s expese) the training necessary and appropriate to maintain competency.   
Provide types and dates of training. 


 
 
 


7.  What EO training has been provided to staff? 
Provide types, dates, and locations of training. 


 
 
 


8.  What EO training has been provided to recipient’s service providers and contractors?  
Please be specific. 
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9. Describe staffing support for the EO officer, if any. Assigning sufficient authority, staff, 
and resources to the EO Officer and support of top-management to ensure compliance 
with the nondiscrimination and equal opportunity provisions of WIOA.  


10. How is monitoring the collection of data required required to ensure compliance with 
the nondiscrimination and equal opportunity requirements of WIOA.  


EO Officers Responsibilities 


An Equal Opportunity Officer is responsible for coordinating a recipient's obligations under this part. Those responsibilities 
include, but are not limited to: 


(a) Serving as a recipient's liaison with CRC; 


  


 


Service providers do not need an EO Officer.   Service providers, as defined in §38.4(ggg), are not required to designate an 
EO Officer. The obligation for ensuring service provider compliance with the nondiscrimination and equal opportunity 
provisions of WIOA and this part rests with the Governor or LWDA grant recipient, as specified in the State's 
Nondiscrimination Plan. 
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Does the EO Officer: YES NO 


Developing and publishing the recipient's procedures for processing 
discrimination complaints under §§38.72 through 38.73, including tracking the 
discrimination complaints filed against the recipient, developing procedures for 
investigating and resolving discrimination complaints filed against the recipient, 
making sure that those procedures are followed, and making available to the 
public, in appropriate languages and formats, the procedures for filing a 
complaint; 


  


Monitoring and investigating the recipient's activities, and the activities of the 
entities that receive WIOA Title I-financial assistance from the recipient, to make 
sure that the recipient and its subrecipients are not violating their 
nondiscrimination and equal opportunity obligations under WIOA Title I and this 
part, which includes monitoring the collection of data required in this part to 
ensure compliance with the nondiscrimination and equal opportunity 
requirements of WIOA and this part; 


 


Conducting outreach and education about equal opportunity and 
nondiscrimination requirements consistent with §38.40 and how an individual 
may file a complaint consistent with §38.69; 


  


Reviewing the recipient's written policies to make sure that those policies are 
nondiscriminatory; 


  


Undergoing training (at the recipient's expense) to maintain competency of the 
EO Officer and staff, as required by the Director; and 


  


Serving as a recipient's liaison with CRC;     


 


Element 2 - Notice and Communication 
 


Recipients of WIOA Title I funding must indicate in all communications (internal and external) that their WIOA financially assisted 
program or services do not discriminate on the basis of any prohibited ground.  WIOA Rules and Regulations require that staff at 
WorkForce Centers inform customers of their various rights under equal opportunity and non-discrimination laws and regulations.   


11. Where are the WIOA Notice to the Public, “Equal Opportunity is the Law” posters 
displayed and in what languages? 


(a) At a minimum, the Equal Opportunity Notice required by §§38.34 and 38.35 must be: 


(1) Posted prominently, in reasonable numbers and places, in available and conspicuous physical locations and on the 
recipient's Web site pages; 


12. Has the WIOA Notice to the Public information been disseminated in internal memoranda and other written or 
electronic communications with staff? (2) Disseminated in internal memoranda and other written or electronic 
communications with staff; 
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13. Is the WIOA Notice to the public included in employee and participant handbooks or manuals regardless of form, 
including electronic and paper form if both are available; and 


14.  Provided to each participant and employee; the notice must be made part of each employee's and participant's file. 
It must be a part of both paper and electronic files, if both are maintained. 


15. The notice must be provided in appropriate formats to registrants, applicants, eligible applicants/registrants, 
applicants for employment and employees and participants with visual impairments. Where notice has been given in an 
alternate format to registrants, applicants, eligible applicants/registrants, participants, applicants for employment and 
employees with a visual impairment, a record that such notice has been given must be made a part of the employee's or 
participant's file. 


(c) The notice must be provided to participants in appropriate languages other than English as required in §38.9. 


 
 
 


12. How does the recipient ensure continuing notice of equal opportunity and 
nondiscrimination are provided to the following groups:  
Please provide examples. 
 


� Applicants, registrants, participants 
� Limited English Proficiency 
� Employees and applicants for employment 
� Other recipients of WIOA funds 
� Members of the public 
� Members of the public with disabilities 
� Unions or professional organizations that hold collective bargaining or 


professional agreement with your organization 
   
 


13. Does the EO Notice in the participant file include the required WIOA “Equal Opportunity 
is the Law” language?  Please provide a copy. 


 
 
 


 
14. Do program applications list the following information concerning disclosing disabilities: 


Please provide samples. 
 


a. The disclosure is voluntary and 
b. the information will be kept confidential as provided by law and 
c. refusal to provide the information will not subject the applicant, employee or 
customer to any adverse treatment (except that where disability status is a requirement 
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for participation in a program or activity, the applicant or customer may be found to be 
ineligible if s/he does not disclose his/her status),  and 
d. the information will be used only in accordance with the law. 


 
 


15. How is EO Notice provided in alternate formats for individuals with disabilities, including 
those with visual impairment? 


 
 
 


16. Are EO taglines included in all brochures, pamphlets and flyers?  Please provide samples. 


“We are an equal opportunity employer/program provider.” 
“Auxiliary aids and services are available upon request to individuals with 
disabilities.” 


 
 
 


17. In all communications, where it is indicated that providers may be contacted by 
telephone, is the TTY and/or Minnesota Relay number provided?  Please provide samples.  


 
 


Element 3 – Assurances 
 


 
Recipients of WIOA Title I funds are to incorporate an assurance of nondiscrimination and equal opportunity when contracting for WIOA 
Title I services.  Each application for financial assistance under Title I of WIOA must include the assurance. 
 


18. Do contracts contain the required equal opportunity assurance language? 
 Provide: example of a sub-contract Equal Opportunity Assurance section. 


 
 
 


19.  What equal opportunity and nondiscrimination policies are in place for employees? 
Please provide copies. 


 
 


Element 4– Universal Access  
 


States are required to provide universal access to all WIOA Title I funded programs and activities.  Universal access means ensuring that 
an equivalent level of information regarding aid, benefits, services, and training is provided to all populations of eligible participants. 


20. Who is the English as a Second Language (ESL) coordinator? 
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21. In your service area, what language, other than English, is information routinely 
provided? 


 
 


22. What steps have been taken to ensure services and other information is provided to 
Limited English Proficient (LEP) persons? 


 
 


23. What documents have been determined “vital” and translated into languages 
designated as essential?  Please provide examples. 


 
 
 


24. What outreach plans have been developed and implemented for the various groups 
served by the WSA (members of both sexes, various racial and ethnic groups, individuals 
with disabilities, individuals in differing age groups)? 


 
 
 


25. What community groups were consulted for the outreach plans? 
 
 
 


26. Describe briefly the marketing of the outreach plans. 
 
 


Element 5– Compliance with Section 504 
 


The overarching principle of federal disability nondiscrimination law is that people with disabilities must be treated as individuals, not on 
the basis of assumptions and stereotypes about their disabilities.  Under this principle, all organizations that receive WIOA and State 
funding for employment and training programs from DEED are required to focus on the skills, strengths and abilities of a particular 
customer or employee with a disability, and to provide the reasonable accommodations / modifications, and the auxiliary aids and 
services, the customer or employee needs in order to utilize those skills, strengths, and abilities.   


 
27. Who is the designated Americans with Disabilities (ADA) coordinator for the Workforce Service Area 


(WSA)? 
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Program Accessibility 
 


28. How is it ensured that qualified individuals with disabilities are provided an equal opportunity 
to participate in and benefit from programs and services provided? 


 
 
 


29. How is it ensured that programs and activities are administered in the most integrated settings 
possible? 


 
 


30. Does the recipient have a written reasonable accommodation policy for customers and employees? 
Please provide copies.  


 
 


31. How are qualified individuals with disabilities made aware of their right to accommodation? 
 
 
 


32. How are reasonable accommodations provided to individuals with disabilities when registering, 
providing aid, benefits, services, or training and support services? 


 
 
 


33. How is it ensured that, for employment-related training, the selection criteria are reviewed to ensure 
that they do not screen out, or tend to screen out, an individual with a disability or any class of 
individuals with disabilities?   


 
 
 


34. Is the recipient’s website ADA accessible? 
 


35. Please describe the availability of assistive equipment for individuals with disabilities and where this 
equipment is located within the WFC. 


 
 
 


36. What modifications are implemented to programs and activities to ensure they are readily accessible, 
though such means as 


 
• Redesign of equipment;  


 
• Reassignment of classes or other services to accessible buildings;  
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• Alteration of existing facilities and construction of new facilities in conformance with standards 


for new construction  
 


 


Architectural Accessibility 
 


37. Have ADA assessments been completed for each area office in your WSA? 
Please list dates of completion. 


 
 
 


38. How is it ensured that off-site meetings, job-fairs, employer fairs, etc. are accessible? 
 
 
 


39. Is there at least one entrance to the building that is wheel chair accessible?  If yes, does it have the 
international symbol for accessibility for individuals with disabilities posted?   
 


 
 


40. Do inaccessible entrances have signs indicating the location of the nearest accessible entrance?  
 
 


41. Are there designated restrooms with appropriate signage available for individuals with disabilities?  
 
 


Employment Practices of Recipients 
 


42. Are pre-employment inquiries regarding disability prohibited except to ask the individual to self-
identify as a person with a disability on a confidential, voluntary basis for reporting purposes? 


 
 
 


43. How is it ensured that job qualifications, promotion opportunities, and training do not 
exclude individuals with disabilities?   


 
 
 


Element 6– Data and Information Collection and Maintenance 
 


Each state must ensure that a data and information collection and maintenance system for its WIOA Title I-financially assisted State 
programs is established and maintained.  Each state must collect such data and maintain such records, in accordance with prescribed 
procedures to determine whether the recipient has complied or is complying with the nondiscrimination and equal opportunity 
provisions of section 188 of WIOA. 
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44. Who is the Records Management Coordinator? 
 
 


45. Who is the Data Practice Coordinator? 
 
 
 
 


46. Identify data resources used to conduct data analysis regarding the population being served? 


� 2010 Census Data 
� School Enrollment Data 
� WF1 Data 
� Wage Detail 
� UI Applicant Data 
� DWP (Dislocated Worker Program) Data 
� MFIP (Minnesota Family Investment Program) Data 
� CRS (Custom Registration System) Data 
� Tribal Data 
� Other Data Resources (please identify) 


 
47. Please provide a copy of your Data Practices and Tennessen Warning Notices. 


 
48. How is data maintained under safeguards that will restrict access to authorized personnel only? 


Please explain.  
 
 
 


Element 7– Monitor Recipients for Compliance 
Reference: 29 CFR Part 37.51 through 37.54 


 
Every State Governor is obligated to establish one or more systems for periodically monitoring the compliance of each recipient’s WIOA 
Title I-financially assisted program with the nondiscrimination and equal opportunity provisions of the DOL’s WIOA section 188 and its 
implementing regulations 29 CFR 38. 
 


49. Identify the process for monitoring recipients and sub-recipients. 


 
 
 


50. Has the EO Officer conducted monitoring visits of recipients and sub-recipients? 
If yes, please provide list of whom, where, and when. 
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51. Please provide a record and/or summary report of a recent EO monitoring visits (date, location, 
entities, and findings).  


 
 
 


Element 8 – Complaint Processing Procedures 
Reference: 29 CFR Part 37.70 though 37.89 


 
Section 188 of WIOA Title I prohibits discrimination on the basis of race, color, religion, sex, national origin, age, disability, political 
affiliation or belief, and for beneficiaries only, citizenship as a lawfully admitted immigrant authorized to work in the United States, or 
participation in any WIOA Title I financially assisted program or activity (29 CFR 37.1).  Minnesota State Law also prohibits discrimination 
on the basis of creed, marital status, status in regard to public assistance, membership or activity in a local commission, sexual 
orientation, or genetic information (Minn. Stat. 363A.08).  Each WIOA program provider must develop, publish, and maintain a complaint 
procedure regarding program services and discrimination. 
 


52. What discrimination complaint policies and procedures are in place for each WFC in the WSA? 
Please provide copies.  


 
 
 


53. Explain how customers and employees can obtain a copy of the discrimination complaint policy 
and procedures and/or discrimination complaint form? 


 
 
 


54.  Does the discrimination complaint log for any discrimination complaints include the following:  
Please provide a copy of the discrimination complaint log for review. 
 


 Name and address of complainant 
 Name and address of respondent 
 Basis of complaint 
 Respondent 
 Brief description of complaint  
 Date filed  
 Disposition  
 Date of Disposition  
 Other pertinent information 


 
 


55. Are discrimination complaint records kept for a period of seven years?  
 
 


56. How is the identity of the complainant or any individual who furnishes information relating to an 
investigation kept confidential to the extent possible?  


 
 
 


57. Describe the policy for handling discrimination complaints from participants regarding 
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contractors.  Please include a copy. 
 
 


 
Element 9– Corrective Actions/Sanctions 


 
 
Workforce Investment Act of 1998 (WIOA) Title I recipients of Federal financial assistance must establish procedures for carrying out 
corrective actions and applying sanctions, if needed, to ensure that recipients are complying and will continue to comply with the 
requirements of 29 CFR 37.54(d)(2)(vii). 
 


58. Describe the LWSA procedures for identifying corrective action and compliance.   
 
 
 


59. What is the follow up policy for violations?  
 
 
 


60. Describe any corrective actions/sanctions taken against contractors since the last monitoring 
review.  


 
 
 
Review completed  
 
By: __________________________________________________________________________________ 
 
Date_________________________________________________________________________________ 
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Minnesota Department of Employment and Economic Development 
Office of Diversity and Equal Opportunity 


1st National Bank Building, E200, 332 Minnesota Street, St. Paul, MN  55101 
Phone 651-259-7089 or 1-800-657-3858 


mn.gov/deed 
 


January 31, 2018 
 
Sent by Email 
 
 
Ms. Kristin Yeager 
Central Minnesota Jobs and Training Services, Inc. 
406 East 7th Street 
P.O. Box 720 
Monticello, MN  55362 
 
Dear Kristin, 
 
Thank you for assistance during the Equal Opportunity monitoring visit.  It was a pleasure to work with 
you. Please thank your staff for their participation as well.  One of the benefits of the monitoring 
process is the pleasure of being able to meet staff and learning about all the programs and 
partnerships CMJTS has developed.  
 
The CMJTS staff we spoke with have such a passion for the work they do.  Staff was very clear that they 
meet the customer where they are and go from there.  I would like to thank staff for sharing success 
stories of customers they have worked with in various programs.  Hearing those stories are a great 
reminder about how important this work is to our customers.  


On August 22, 2017, Equal Opportunity (EO) monitoring was completed at the Monticello location.  The 
monitoring team was Frida Alvarez and Karen Lilledahl. On August 23, 2017, Karen Lilledahl completed 
EO monitoring at the Willmar and Hutchinson offices.   


Review of Section 188 Equal Opportunity Obligations: 29 CFR Part 38 
Federal Law requires the Minnesota Department of Employment and Economic Development (DEED to 
monitor the equal opportunity provisions of Section 188 of the Workforce Innovation and Opportunity 
Act (WIOA).  The obligation includes monitoring recipients of federal funds and of those entities that 
are part of the workforce development system or who receive federal funds either directly or 
indirectly, including State-funded entities that do workforce development or employment service 
activities. 



https://www.ecfr.gov/cgi-bin/retrieveECFR?gp=&mc=true&r=PART&n=pt29.1.38

https://www.ecfr.gov/cgi-bin/retrieveECFR?gp=&mc=true&r=PART&n=pt29.1.38
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1) Designation of an EO Officer  
The Equal Opportunity Officer is Kristin Yeager, Human Resources/IT Director.  There is no appearance 
of conflict of interest.  Ms. Yeager is part of the corporate team, rather than the program team.  Ms. 
Yeager reports to Barbara Chaffee who is the Chief Executive Officer for Central Minnesota Jobs and 
Training Services, Inc. (CMJTS). Ms. Yeager is support by an administrative assistant and has the full 
support of the CEO and leadership team.  


2) Notice and Communication 
 WorkForce Center customers know Ms. Yeager is the EO Officer because her contact information is on 
various documents, including on the EO is the Law posters, local plans, and on the data 
privacy/complaint procedure form for customers enrolled into programs.  All staff we spoke to knew 
Ms. Yeager is the EO Officer and expressed being comfortable in going to her about employee 
discrimination complaints or WIOA discrimination complaints.  


The EO Notice was posted in a reasonable amount of places and in plain sight for Monticello and 
Hutchinson. There was not an EO is the Law poster in the Willmar office.  Please have it posted 
immediately.  In Hutchinson, the EO poster was hidden behind an open door.  Apparently, the door is 
often closed making the poster easy to be seen but during the monitoring process, the door was open. 
Please make sure the EO is the Law poster is on the area of the bulletin board that is not covered by 
the door when open.  


The “EO is the Law” tagline was found on all of CMJTS documents, as were the other required taglines. 
The EO Notice is available in languages other than English through the DEED website.  Staff uses a 
language identification flashcard to identify a customer’s language of choice. Staff will also read the 
notice to customers or put it on a computer with a screen reader or magnifier.  


3) Assurances 
LWDA #5 has signed in their Local Plan that they will comply with the nondiscrimination and equal 
opportunity provisions for WIOA Title I. 


The CMJTS On-the-job training Assurances manual was reviewed.  A couple of required changes are 
outlined on page 6 of this document.  


4) Affirmative Outreach 
 Jill Jensen is the English as a Second Language (ESL) Coordinator of LWDA 5.  Languages, other than 
English, that are part of the service area include Spanish, Somali, and Karen.   Unemployment 
documents are available in Spanish, Somali, and Hmong.  CMJTS will provide interpreters on request if 
customers need assistance with documents.  Language Line is usually used for interpretation service.     


Outreach is part of the regional plan and there is a lot of involvement with other organizations. An 
example is a partnership with Community Transition Interagency Committee and the Immigrant 
Employment Connection Group, which was started in St. Cloud to focus on helping low-skill Somalis 
who have just arrived in the USA to stay in Central Minnesota.  Programs offered specifically to 
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individuals with disabilities are the Disability Employment Initiative (DEI) grant and the Ticket to Work 
program.      


Program staff had numerous ways of recruiting people for their programs from handouts/flyers, social 
media, contacting shelters and schools.      


All staff receive in-depth training on EO requirements when they are hired.  There is an annual meeting 
when EO information is reviewed. Staff spoke of a number of different trainings they recently attended 
including Marietta’s Table Training, Code of Conduct training, and Understanding Somali Culture.   


5) Serving Individuals with Disabilities 
When asking about disability, the universal program application states, “Refusal to answer will not limit 
services available to me,” which is acceptable language.  If documentation of disability is required for 
criteria for getting into a program it is ok to ask a disability questions without the refusal tagline.  


The ADA Coordinator for LWDA 5 is Skip Wittrock, located in the St. Cloud office.   There should be a 
written policy concerning reasonable accommodations for individuals with disabilities as required by 
Title II of the ADA.  Attached is Minnesota’s Management and Budget’s Title II reasonable 
accommodation policy and grievance procedure.  You may use this policy, just change the relevant 
information or write your own for CMJTS.   


Physical Accessibility  
All locations scored excellent in accessibility, with just a few problems.  In Willmar, there was an aisle 
less 32” because a file cabinet was in the way.  My understanding, In Monticello, the women’s 
accessible restroom door operated fine to get into the rest room, but getting out required a great force 
than the required five pounds.  In Hutchinson, the women’s accessible restroom pipes under the sink 
were not wrapped.  In the Hutchinson resource area, there were cords by the window, which could be 
a tripping hazard.  An easy solution would be moving the desk with phone on it to the other side where 
the grey chair is.  The other option is taping down the cords.  


Programmatic Accessibility 
After visiting the three locations in LWDA 5’s service area it is clear that individuals with disabilities can 
participate in the same extent and in essentially the same way as others.  While most staff did not 
understand the terminology surrounding accessibility such as programmatic accessibility and 
reasonable accommodation staff made it very clear that they will do what it takes to serve the 
individual based on their specific needs.  


CMJTS follows WIOA and ADA standards in the WFCs and provides a good variety of assistive 
technology.  To ensure they have integrated settings they will turn to VRS, DEI, and Ticket-to-Work 
programming to co-enroll and cross-refer when appropriate. 


A few employees mentioned automatically referring individuals with disabilities to VRS.  Please ensure 
staff knows to ask the customer what services they are looking for before being automatically referred 
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to disability programs.  If a customer, just needs help with their resume or want job search ideas that 
can be handled without going through VRS.     


Communications Accessibility 
The WFC’s ability to communicate effectively with individuals with disabilities is essential to enable 
people with disabilities to learn about and participate in the full range of the WFC’s offerings.  LWDA 
5’s locations were prepared and staff had knowledge of how to use the assistive technology (AT) 
equipment in all the locations.  At many LWDAs, it is only the Resource Area staff who know how to 
use the AT equipment, but at the locations visited, both resource area staff and program staff know 
how to use the equipment. 


CMJTS’ launched a new website in August 2017.  Since their website has been down for a period of 
time, when it relaunched it will be Section 508 compliant, except for tagging all the images, which is 
scheduled to be competed as soon as possible after the launch.  


6) Data and Information Collection and Maintenance 
WF1 data access is assigned based on an employee’s duties. Access to WF1 is not given to everyone. 
The data monitor is responsible for determining who gets access. Client paper files are maintained in 
locked file cabinet with access granted to the caseworker and supervisor when needed. Electronic files 
are sent using Microsoft encrypted email.   


7) Monitor Recipients for Compliance 
CMJTS does not use sub-recipients for WIOA services.  


8) Complaint Processing Procedures 
CMJTS uses DEED’s complaint processing requirements for both program and discrimination 
complaints.  CMJTS has not received any program or discrimination complaints this past year.  
9) Corrective Actions and Sanctions 
CMJTS does not use sub-recipients for WIOA services.   


Other 
Participant File Review  
Monitors reviewed 44 program files.  Of the 44 files, one had no EO Notice and one had an incorrect 
EO Notice. One application included information that the applicant suffered from anxiety and panic 
attacks.  That information should be redacted from the application and put into a separate file.  


Customer Interviews 
Two customers were interviewed, both in the Monticello office.  One customer was male and one was 
female. One was white, the other Gypsy and from the Ukraine. One customer had a disability and one 
did not.  Both customers believe the WFC is accessible to everyone and their opinion of the staff was 
excellent, friendly, attentive, and that staff genuinely care about their personal situation.   
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Action Items 
ODEO identified the following action items to achieve full compliance.  Please complete these action 
items within the next 30 days and report to ODEO as to what actions were taken.  If you cannot 
complete an item within 30 days, please respond with the actions you have taken thus far and your 
plan to meet the required items.  


1. Update the Equal Opportunity (EO) is the Law posters in all locations.  The Willmar location did 
not have the EO is the Law poster displayed.   In Hutchinson, please make sure the EO is the 
Law poster can be seen when the door going from the Resource Area into the college is open.   


2. Remind staff that individuals with disabilities must not be automatically referred to disability 
programs. Reception staff should conduct a conversation with the individual to determine why 
the customer has come into the WFC.  Customers with disabilities should be able to get the job 
search assistance they need without being referred elsewhere.    


3. CMJTS On-the-Job Training, Contract Assurances and Certifications form needs to be updated.  
Statement 1 should read WIOA and Statement 4 – “basis of handicap” change to “basis of 
disability.” 


4. Put into place an ADA Title II policy for customers.  A sample is attached.  Please forward to 
ODEO when the policy is complete.   


5. The Monticello accessible women’s restroom door must be adjusted to five (5) pounds of force 
when leaving the restroom.  


6. Securely fasten the cords in the Resource Area in the Hutchinson office so they are not a 
tripping hazard.  


7. Please review the statistics by program to see if you are adequately reaching out to all ages, 
race/ethnic minorities, females, and applicants with disabilities.  Targeted recruitment may be 
needed in certain areas.  


8. Please remember to include pictures of individuals with disabilities in some of your flyers.  
9. Remind staff that “Somalian” is not a word.  Somali should be used.  Example: He is Somalian 


(incorrect.)  He is Somali (correct.)  


Please respond to the above items by March 15, 2018. Let us know if you have any questions or if our 
office can provide additional assistance. 


Thank you for your time and commitment to equal opportunity. 


Best regards, 


Karen Lilledahl 
EO Officer/ADA Coordinator 


 







 


Minnesota Department of Employment and Economic Development 
Office of Diversity and Equal Opportunity 


1st National Bank Building, E200, 332 Minnesota Street, St. Paul, MN  55101 
Phone 651-259-7089 or 1-800-657-3858 


mn.gov/deed 


July 5, 2018 
 
 
Mr. Wayne Young 
Ramsey County Workforce Solutions 
2266 2nd St. North 
North St. Paul, MN  55109 
 
Dear Wayne, 
 
Thank you for assistance during the Equal Opportunity monitoring visit.  It was a pleasure seeing you 
again. Please thank your staff for their participation as well.  
 
On November 15, 2017, an Equal Opportunity (EO) monitoring was completed at North St. Paul 
Workforce Center, aka, Ramsey County Workforce Solutions.  The monitoring team was Karen 
Lilledahl, EO Officer/ADA Coordinator, and Frida Alvarez, EO Officer.  This is Part I of a two-part report.  
Part I covers the monitoring of the North St. Paul location. Part II will cover the monitoring results from 
the St. Paul WorkForce Center (WFC), which was currently being remodeled and will be sent under 
separate cover.   


Review of Section 188 Equal Opportunity Obligations: 29 CFR Part 38 
The Minnesota Department of Employment and Economic Development (DEED) is required by federal 
law to monitor the equal opportunity provisions of Section 188 of the Workforce Innovation and 
Opportunity Act (WIOA).  The obligation includes monitoring recipients of federal funds and of those 
entities that are part of the workforce development system or who receive federal funds either directly 
or indirectly, including State-funded entities that do workforce development or employment service 
activities. 


1) Designation of an EO Officer  
Wayne Young is the EO Officer for LWDA #15.  He reports to Bridgett Backman, WIOA Manager who 
reports to Patricia Brady who is the Director of Workforce Solutions.  It is required that Mr. Young 
report directly to the head of Workforce Solutions on EO matters. 


Participants and service providers know of his identity because his name is posted on the EO is the Law 
poster and all program applications identify Mr. Young as the EO Officer.   



https://www.ecfr.gov/cgi-bin/retrieveECFR?gp=&mc=true&r=PART&n=pt29.1.38
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Mr. Young was involved in diversity and inclusion training that was sponsored by Ramsey County 
between 2014 and 2016. Mr. Young processes discrimination complaints, publishes the discrimination 
complaint procedures and reviews policies to make sure they are nondiscriminatory.      


2) Notice and Communication 
The WIOA Notice to the public was posted prominently in the resource area in all the languages 
available.  


Mr. Young stated that the EO taglines are currently not included in brochures, pamphlets, and flyers 
and acknowledged that is something they need to address with staff to ensure the required taglines 
are used.   


Most staff were aware that equal opportunity and non-discrimination employee policies could be 
found online. One employee was not sure where to go for their employment policy regarding 
discrimination.  One program person did not know what the Notice was or if it was available in other 
languages.   


3) Assurances 
Ramsey County has signed in their Local Plan that they will comply with the nondiscrimination and 
equal opportunity provisions for WIOA Title I. 


4) Affirmative Outreach 
The Ramsey County website provides translation into four languages: Spanish, Hmong, Somali, and 
Karen. Adult Basic Education is onsite and is where the LWDA will refer people with Limited English 
Proficiency (LEP.)  


Staff reported using Google Translate for language translation and Language Line for voice 
interpreters.  There has been some document translation done with Google Translate.  Google 
Translate may be used in emergencies to find out basic information. However, it may not be used to 
translate vital documents.  Google Translate has a vital flaw which is it translates the words one by one 
rarely following the grammar and punctuation rules. It cannot analyze the context and chose the most 
appropriate meaning of a word. Context is extremely important in transition. Other problems with 
Google Translate include quality control and confidentiality.   


Staff reported that applications and registration forms are only in English.  With the new LEP 
requirements, applications and registration forms will have to be translated into languages of the 
significant population.  


There are no specific outreach plans in place.  Workforce Solutions does not “pitch their programs” 
because service slots are limited and people come to them.   


Workforce Solutions works with community groups.  Examples given were Humboldt, White Bear Lake, 
and Maplewood Schools, Next Step Transition Program, and Open Door.  
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Staff were familiar with the Code of Conduct policy and have had to use it in the past to ban an 
individual.  


Languages heard in the resource area are English, Hmong, Spanish, and Laos. One employee had no 
idea what languages were spoke in the service area.  


A program staff stated they would look at community resources, for example refer a person to CLUES if 
they speak Spanish, rather than provide an interpreter or necessary translations.   


5) Serving Individuals with Disabilities 
The application for WIOA Adult and Dislocated Worker will have to be changed. You may not ask the 
information concerning disability.   


When asked how employees serve individuals with disabilities, one employee commented that she 
treats people the way she wants to be treated.  If she had questions about serving an individual with a 
disability she would contact VRS to ask for advice.  If they could not help her, she would go to a 
supervisor.  Overall, staff did not have any questions or concerns about working with individuals with 
disabilities.  Staff said they have never received a request for auxiliary aids.   


1) For reference, the regulations state: 
“Any medical or disability-related information obtained about a particular individual, 
including information that could lead to the disclosure of a disability, must be collected on 
separate forms.  All such information, whether in hard copy, electronic , or both, must be 
maintained in one or more separate files, apart from any other information about the 
individual, and treated as confidential.  Whether these files are electronic or hard copy, they 
must be locked or otherwise secured (for example, through password protection.” 
 


2) To ask about disability, the below wording is acceptable: 


Disability Status – You do not have to disclose your disability status to be eligible for this 
program. 
Disability Status: 


� Not disabled 
� Yes, and disability is an employment barrier 
� Yes, and disability is not an employment barrier 
� I chose not to self-identify 


Disability Category: Check one if Disability Status is yes. 
� Physical impairment 
� Mental impairment 
� Both physical and mental impairment 
� I chose not to disclose 
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Physical Accessibility  
The location is also about two blocks from public transportation, which includes walking down a steep 
road without sidewalks.  The County has tried to work with the public transportation system to have 
the bus stop in front of the building, but have not been able to make that change.  To counteract the 
problems some customers may have reaching them, program staff will meet customers anywhere that 
is convenient for them.   


The North St. Paul location is accessible from the parking lot or front of the building.  We determined 
that people with disabilities could enter the building, navigate the building, use signs to get where they 
want to go, get around using a wheelchair, get through doors, and have access to accessible restrooms.   


Programmatic Accessibility 
There was some confusion over the definition of programmatic accessibility.  Programmatic 
accessibility refers to the extent to which people with disabilities are able to access the full range of 
services that are available to all customers, regardless of disability.  Examples of being 
programmatically accessible would include staff asking all customers if they need accommodations 
rather than just customers with apparent disabilities, or consulting with disability stakeholder groups 
about how to improve outreach to customers with disabilities. Another way to be programmatically 
accessible is to have a reasonable accommodation policy for customers and make sure that all staff are 
aware of the procedures. It was unknown if there is a reasonable accommodation policy for customers.   


Staff explained Workforce Solutions targets their services to what the participant needs in order 
succeed.  If a person came in who was Deaf or hard-of-hearing, staff would call VRS for advice or would 
figure out a way to provide the information.   


Communications Accessibility 
The ability to communicate effectively with people with disabilities is essential to enable people with 
disabilities to learn about and participate in the full range of services.   


Staff was not aware of what assistive technology equipment was available or how to use it. Further 
discussion with Mr. Young revealed that the only current equipment they have is a pocket talker, but 
no one knew where it was located. After the North St. Paul WFC closed, the assistive technology 
equipment that was in the resource area disappeared.   


When working with people with hearing impairments a staff member said, she would write notes back 
and forth.  The Ramsey County website is accessible.   


One employee was not sure what, if any, telecommunication system is used for individuals with 
disabilities.  One employee stated they do not work with individuals with physical disabilities because 
they are “sent to SSB or VRS.” Staff stated they work with people with mental health disabilities and 
can look for resources the individual could tap into for assistance.  Staff will let customers with mental 
health disabilities know about VRS.  Staff said sometimes VRS can do one thing and they can do 
something else with the individual.    
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6) Data and Information Collection and Maintenance 
 All staff have annual data practice training provided by the county.  Data resources used to conduct 
data analysis regarding the populations being served included WF1, CRS, Future works.   


Doors are closed when someone is working on an open file, files are locked. Data privacy is taken very 
seriously. 


Staff knew participant records should be kept for seven years and then shredded.   


7) Monitor Recipients for Compliance 
Ramsey County Workforce Solutions does not have any sub-recipients.  


8) Complaint Processing Procedures 
Staff stated if a person accused them of discrimination, they would try to “dialogue” with the individual 
first and if they could not straighten it out with the person they would go to their supervisor.    


Most staff knew that program and discrimination complaints went through Mr. Young.   


9) Corrective Actions and Sanctions 
Ramsey County Workforce Solutions does not have sub -recipients.  


Other 
Participant File Review  
ODEO conducted a file review and they contained the necessary information, but were newer files. 
ODEO will ask to do another participant file review with active files.   


Customer Interview 
Three customers were interviewed, all were female, all were African-American.  One customer comes 
in 1-2 times a week, one comes in 2-3 times a week, and the other customer was there for the first 
time.  Two of the three customers thought the center was accessible to all people; one customer 
thought there were not enough resources. The customer there for the first time asked where she could 
find a list of CNA temp agencies and was told by staff they didn’t know and sent the person to the 
computers. If that is a common request, we would recommend having a resource sheet available. One 
customer liked the quality of service because every time she goes to the center she gets a job lead.  
None of the customers had any recommendations about improving services.   


Action Items 
ODEO identified the following action items to achieve full compliance.  Please complete these action 
items within the next 30 days and report to ODEO as to what actions were taken and the date the 
actions completed.  If you cannot complete an item within 30 days, please respond with the actions 
you have taken thus far and your plan to meet the required items.  
 
3) Send in organizational chart showing reporting dotted line to Patricia Brady (or the current head of 


the agency.)  
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4) Please forward the policy or procedure for putting taglines on documents and sample documents 
with the taglines.  


5) Advise staff when Google Translate can be acceptable and when it is not.  
6) Put a reasonable accommodation policy in place for customers. 
7) Review with staff Ramsey County’s harassment policy. Make sure staff know where to go for the 


policy on respectful workplace or harassment. A staff person mentioned bullying behavior on the 
part of their peers, which they did not believe was taken seriously by management.  


8) Correct page 1C of the Dislocated Worker and WIOA Adult Program application.  The health 
concerns information needs to be off the application. When this is completed, please send us a 
copy of the new application.   


9) Staff did not know how to use Minnesota Relay.  Please review with them the procedures for taking 
and placing a call.   


10) Review the discrimination complaint procedure for customers with staff.  Staff should be directing 
any discrimination complaints directly to the EO Officer. Staff reported no complaint training in the 
last year, however most said they would go to Mr. Young for program complaints.  


11) The new regulations require local-level Equal Opportunity Officers to conduct affirmative outreach.   
The reason for the affirmative outreach is to ensure that you are providing equal access to your 
WIOA programs and activities.  Steps should involve reasonable efforts to include members of the 
various groups protected by WIOA regulations including but not limited to persons of different 
sexes, various racial and ethnic/national origin groups, various religions, individuals with limited 
English proficiency, individuals with disabilities, and individuals in different age groups.  Please 
provide the steps you will take to begin affirmative outreach activities.   


Let me know if you have any questions or need any technical assistance. Thank you for your time and 
commitment to equal opportunity! 


Sincerely, 


Karen Lilledahl 


Equal Opportunity Officer/ADA Coordinator 







 


Minnesota Department of Employment and Economic Development 
Office of Diversity and Equal Opportunity 


1st National Bank Building, E200, 332 Minnesota Street, St. Paul, MN  55101 
Phone 651-259-7089 or 1-800-657-3858 


mn.gov/deed 
 


July 5, 2018 
 
 
Robin Hakari, Equal Opportunity Officer 
Washington County WorkForce Center 
2150 Radio Drive 
Woodbury, MN  55082 
 
Dear Robin: 
 
I am forwarding to your attention the completed monitoring report for Washington County.  I want to 
thank you and the staff who participated in the Equal Opportunity monitoring. It is always an added 
benefit when we do the monitoring and get to know the staff and learn about the great programs and 
partnerships your LWDA has in place. 


On July 21, 2017, staff from DEED’s Office of Diversity and Equal Opportunity monitored the 
Washington County WorkForce Center (WFC) located in Woodbury, Minnesota.  ODEO staff included 
Frida Alvarez, Urban Scholar (now Equal Opportunity Officer), Karen Lilledahl, ADA Coordinator and 
Equal Opportunity (EO) Officer, and Iftou Yoya, EO Officer and Diversity Recruiter. 
 
The monitoring visit included interviewing Jan Webster, who was the EO Officer for Washington 
County at the time, Karen Ritter, WIOA Adult program manager, as well as yourself who was filling in 
for site manager, Robert Crawford.  Program staff were also interviewed.  There were four customers 
interviewed and there was a brief program file review. A site review was not completed since one was 
done in December of 2016. 


Review of Section 188 Equal Opportunity Obligations 29 CFR Part 38 


The Minnesota Department of Employment and Economic Development (DEED) is required by federal 
law to monitor the equal opportunity provisions of Section 188 of the Workforce Innovation and 
Opportunity Act (WIOA).  The obligation includes monitoring recipients of federal funds and of those 
entities that are part of the workforce development system or who receive federal funds either directly 
or indirectly, including State-funded entities that do workforce development or employment service 
activities.   


1) Designation of an EO Officer 


• At the time of the review, Jan Webster was the EO Officer for LWDA #16, which includes the 
Woodbury, Cottage Grove, and Forest Lake locations.  Ms. Webster is the Director of Human 
Resources and reports to the Washington County Administrator, Molly O’Rourke.  As previously 



https://www.ecfr.gov/cgi-bin/retrieveECFR?gp=&mc=true&r=PART&n=pt29.1.38





stated, Robin Hakari is currently the Equal Opportunity Officer for LWDA #16 and reports to 
Robert Crawford. 


• EO Training:  Ms. Webster had attended a number of EO trainings during the past two years, 
including training on conducting investigations and Cultural Responsiveness and Inclusive 
Leadership. All employees who work in the Community Services division complete civil rights 
training within their first six months of employment. 
 


2) Notice and Communication 
• Washington County staff who work in the WorkForce Center are informed of EO information at 


the new employee orientation. There is a review of EO information during case management 
training for counselors. As specific issues arise, EO issues are discussed in staff meetings.  


• An idea to review EO information at the annual staff meeting came up during the monitoring 
visit. EO information can change often, so a yearly review is recommended.   


• The Tennessen warning including Data Privacy and the EO is the Law notification is reviewed 
with each program participant at orientation.  The signed copy of the Notice was missing in the 
four electronic files we reviewed.   


• The WIOA federal law (29 CFR 38.36) states that signed copies of the Notice to the Public is 
required to be retained in participants’ program files (including electronic files). We reviewed 
four electronic files, none of which had the signed Notice to the Public in the file.  This issue will 
need to be resolved.  


• Employees know how to access the personnel policies and how to get a copy of the non-
discrimination policies Washington County has available. 


• The Code of Conduct for employees and customers is posted in the Resource Area.  For 
violations of the Code employees are aware of and follow the process based on the customer’s 
behavior.  


• A review of Washington County’s WFC documents found the appropriate taglines, including the 
recently added Proud Partner of the American Job Centers, on documents.   


3) Assurances 


WDI has signed in their Local Plan that they will comply with the nondiscrimination and equal 
opportunity provisions for WIOA Title I. Washington County does not sub-contract.  All staff are 
County employees.    


4) Affirmative Outreach 


• Positions in high demand in the region include manufacturing, transportation, healthcare, IT, 
and agriculture.  


• Management staff stated that specific outreach plans are not in place because they are meeting 
enrollment and have more people than they can serve at this time.  


• Washington County WFCs work closely with ABE, which has a broad reach to community 
groups.  The languages most heard are Somali, Ethiopian, Hmong, Ukrainian, and Oromo. 


• When serving the Limited English Proficiency (LEP) customer, Washington County uses 
Language Line or in-person interpreter services as needed.  The Community Services division in 
Washington County does translation if necessary.  Staff is very knowledgeable about when and 







how to get an appropriate interpreter and/or translation services.  Staff will usually wait for the 
customer to ask for an interpreter, except in the situations where staff does not believe the 
customer understands them.  Sometimes a LEP individual can read and write, but maybe not 
speak so staff remains cued to the individual and will arrange to provide interpreter service if 
necessary.  Washington County has a LEP Plan. 


• Staff was not aware of any documents or program material that has been determined vital and 
translated into different languages and had not gotten any requests to do so in the WIOA 
programs.  There are some brochures available in Spanish and Somali for workshops, trainings, 
and general WFC services.   


• Programs specific to people in poverty includes an equity grant for non-traditional careers for 
women called Opportunity Youth that is co-located with Corrections in the Forest Lake and 
Cottage Grove locations.   Staff stated the New Leaf offender workshops are offered because 
some dislocated workers have offender backgrounds or are sentenced to service. 


• Washington County has a robust training program for employees. There are a number of 
different offerings under the umbrella of diversity and inclusion employees said they elected to 
attend.  Trainings includes in-person trainings and webinars.  Staff mentioned having received 
training in diversity and inclusion, and racial disparity.  Staff reported that management 
discusses diversity and inclusion regularly. Other training staff mentioned attending were 
diversity awareness and sensitivity, Somali immigration, Hispanic and Mexican differences, 
South American nuances, gender-identity, alcoholism in Russia, HIPPA case management, 
domestic abuse, and gender roles.  


Program Assessment 
• Counselors are responsible for the assessment, selection and placement of individuals 


into programs.  Washington County uses a consistent process for program assessment 
across all WIOA programs.  Once there is a point of contact, the counselor makes the 
initial call to the individual to find out what their interest and needs are.  If the 
counselor determines an applicant may be eligible for a program an application is sent 
by mail to the customer.  The counselor then sets up an appointment for them to meet. 
If the person is interested in training the counselor asks for education and work history.  
If a customer is interested in job search, customers are asked if they would like help 
with their job search and explains what tools are available to assist in their search.   


• Washington County WorkForce Center developed their own forms for the assessing 
program eligibility.  Washington County sends the application to assess program 
eligibility to DEED fiscal monitors for approval prior to use. Except for verifying income, 
counselors are responsible for reviewing the application and determining eligibility.   


• The Dislocated Worker Application question 20, where disability status is requested, 
needs to include wording that applicants do not have to disclose their disability.  See 
page 7 for an example.  


• Washington County used Adult Basic Education (ABE) to administer the tests and 
identify gaps that a person may have.  If a customer is not at the necessary level, ABE 
determines what services are needed to help them.  Test scores do not determine 
eligibility in all programs, only certain programs such as credential training and post-
secondary education programs where reading and math must be at a certain level.   







• Tests of Adult Basic Education (TABE) is used for assessing the skills and knowledge of 
adult learners. TABE been validated.  Washington County uses the Strong Interest 
Inventory (SII) for interest and value assessments and the O*NET interest profiler.  Staff 
did not know if the tests are accessible to individuals with disabilities.  Staff described 
the directions for interpreting the results for SII and O*NET products as very clear and 
self-interpretable. 


Program Recruitment 
• Staff reported the marketing and outreach process done by Washington County includes 


reaching out to schools, alternative schools, getting referrals from school counselors, by 
word-of-mouth, by visitors to the resource area, brochures, grants, and Eblasts.  Specific 
resources used to recruit racial and ethnic minority applicants include using ABE, Eblast, 
promoting activities in resource room with flyers. The partnership program between 
Washington County and ABE for non-traditional jobs for women recruit at homeless 
shelters for women and children.  


• Counselors are sometimes responsible for recruitment.  One employee said everyone is 
responsible for recruiting individuals into the programs.  Everyone coming into the 
resource area is asked if they are a veteran. Staff reported people with disabilities come 
in through VRS referrals and walk-ins.  


• Eligible population is determined based on the program requirements.  For example, 
youth programs eligibility include income requirements, in-school/out-of-school ratios, 
at risk youth.  Dislocated Worker eligible population is an individual receiving or eligible 
for UI benefits.  Counselors provide orientations one-on-one to participants. During the 
orientation, the counselor discusses the paperwork that is necessary and advises the 
customer of the program rules.  Staff noted they would discuss needed LEP or 
reasonable accommodation services at the time of the initial phone call with customers. 


 
5) Serving Individuals with Disabilities 


More than one staff member said they “meet people where they are.” Washington County WFC relies 
on people telling them what they need and does not ask customers if they need an accommodation.  


Physical Accessibility 
• In determining site or location of a facility, training venue, or conference venue 


accommodations are arranged when people ask for them.  Training or other activities 
sponsored by Woodbury WFC are located in municipal sites because they are accessible 
venues and free to use.   


• Washington County staff remarked the County is not in a good accessible area because 
there is minimal public transportation.  Therefore, the WFC will help people get to the 
training destinations by giving gas vouchers or by encouraging carpooling.  The lack of 
public transportation is also a problem for employers.  Employers have the jobs, but it is 
hard to get there without private transportation.  







Programmatic Accessibility 
• Some staff were not aware of the Washington County’s reasonable accommodation 


procedure for customers, primarily because they have never had a client ask for a 
reasonable accommodation.  However, staff did know to start with Robin Hakari if a 
request for a reasonable accommodation comes up.  Please review with staff the 
procedure when a customer asks for an accommodation. 


• WFC staff indicated the customer is responsible for communicating the need for a 
reasonable accommodation, staff does not ask the customer if they need an 
accommodation. A counselor may have to reschedule the orientation in order to 
provide an accommodation if the customer did not ask for one before an orientation. If 
a person comes in needing a reasonable accommodation at the last minute, the WFC 
does what it can.   


• To provide services to individuals who are blind or low-vision, Washington County has 
ZOOM text, JAWS assistive technology, or they refer customers to SSB.  They do not see 
many visual or hearing-impaired individuals.  When working with people with learning 
and intellectual disabilities if they are between 18-24 they are in the youth program, if 
not they will refer them to the adult programs.  Resource Area staff participate in the 
RRACP training program for staff.  Staff receive training on assistive technology during 
the RRACP training period. Sometimes it is impossible to provide the accommodation 
immediately so staff will reschedule the customer.  


• Program content for individuals with a visual impairment or blindness would be adapted 
in a case-by-case basis. 


• Resource Area staff understand the rules around service dogs.  If they have a question 
about services to individuals with disabilities, they would call VRS and try to collaborate 
with them and get the information needed to assist the individual. 


Communications Accessibility 
• Staff said it is rare for a person hard of hearing or Deaf to come in for services.  Individuals 


coming in with a hearing impairment will sometimes use the Ubi-Duo, but staff has found 
notes back and forth are the way most customers like to communicate. 


• The WFC uses Minnesota Relay; however, some staff had never used it.  Staff were not 
certain if videos were captioned, but thought if not, they could be captioned. Captioning 
videos after the fact can be time consuming and expensive.  ODEO recommends that videos 
are captioned when purchased or at time of production. 


• Staff works to ensure communication with disabilities are just as effective as 
communication with others.  They do so by asking what person prefers and their best way 
of learning.  Staff can make alternative formats available.  


6) Data Information Collection and Maintenance 


• There were varying answers about how long participant records are kept. Please remind staff 
that they should be kept seven years. 







• Security measures staff mentioned included locking filing cabinets, locking computer screens 
when away from their desks, putting away private information that may be on their desks, after 
files are scanned into the electronic system the paper copy is shredded.  


• A reminder that medical information should be kept separately even in electronic file systems 
and medical information should be password protected. 


7) Monitor Recipients for Compliance 


Washington County has no sub-recipients and therefore, does not have monitoring responsibilities. 
 
8) Complaint Processing Procedures 


• The complaint form, either program or discrimination, is given to a customer in the WFC if they 
ask for it.  Staff are comfortable going to their direct supervisor is they feel they are being 
discriminated against.   


• There was an assumption made by management that all staff have had complaint training. 
ODEO found many staff did not understand the complaint process. Three employees have not 
had complaint training in the past year.  One employee received training through team and 
staff meetings on the discrimination and program complaint policies and procedures. Most staff 
did not know who the EO Officer is and the difference between program and discrimination 
complaints. Staff knew to go to Robin Hakari for the program complaint form.  Robin Hakari 
keeps the logs for both program and discrimination complaints.  Robert Crawford is the 
program complaint officer for the WIOA programs. 


9) Corrective Actions and Sanctions 


Washington County has no sub-recipients. 
 
10) Other 


Participant File Review 
The WIOA federal law (29 CFR 38.36) states that signed copies of the Notice to the Public is 
required to be retained in participants’ program files (including electronic files). We reviewed 
four electronic files, none of which had the signed Notice to the Public in the file.  This issue will 
have to be resolved.   
Customer Interviews 


• Four customers were interviewed.  Two are male, two are female.  The race indicated 
was one AA/Black, two White, and one customers who checked other and wrote in 
African. None of the interviewees had a disability.  Two customers live in Woodbury, 
one lives in Cottage Grove, and one lives in Johnsboro, GA.  


• Customers were in the Resource Area for the following reasons: looking for a 
loan/assistance to take a driving class; job search; faxing and making copies.  


• Customers described the quality of service as expert, high, and good to excellent.  The 
staff was described as helpful and kind.  


• Possible improvement customers suggested were to provide access to all customers by 
having bilingual services, have an available water fountain, open longer hours, 







distributing more flyers about jobs, having more information about how to get 
assistance with schooling, and work on a better marketing plan. One customer stated, “I 
didn’t know this existed.” 


Action Items 


ODEO identified the following action items to achieve full compliance.  Please complete these action 
items within the next 30 days and report to ODEO as to what actions were taken.  If you cannot 
complete an item within 30 days, please respond with the actions you have taken thus far and your 
plan to meet the required items.  


1) Add wording concerning the EO responsibilities in the position description.  An example of 
acceptable wording would be “Act as the EO Officer for the WIOA programs.”  Please send us 
an updated position description for Robin Hakari.   


2) Ms. Webster processes discrimination complaints for employees, but as EO Officer should also 
be directly involved in processing the discrimination complaints brought by customers. There 
was staff confusion on the difference between program and discrimination complaints and who 
the EO Officer is.  Train employees on the two different types of complaints and the processes 
for each complaint type.  The EO Officer should keep the discrimination and program complaint 
logs.  If you need any technical assistance please let us know. 


3) Post the updated ADA poster. 
4) Some required posters were not up. Please review to ensure all required posters are posted as 


required by law.  The posters we did not see posted were the State and Local government, Fair 
Labor Standards poster, FMLA poster, and Veterans Priority of Service poster.    


5) Some staff did not know what the WIOA Notice to the Public poster is and where it is located. 
Please review with staff where the poster is located and why it is important.  


6) The WIOA federal law (29 CFR 38.36) states that signed copies of the Notice to the Public is 
required to be retained in participants’ program files (including electronic files).  Please let us 
know how this will be corrected.   


7) The Dislocated Worker Application, question 20, where disability status is requested, needs to 
include wording that applicants do not have to disclose their disability.  Example: 


Disability Status – You do not have to disclose your disability status to be eligible for this 
program. 
Disability Status: 


� Not disabled 
� Yes, and disability is an employment barrier 
� Yes, and disability is not an employment barrier 
� I chose not to self-identify 


Disability Category: Check one if Disability Status is yes. 
� Physical impairment 
� Mental impairment 
� Both physical and mental impairment 







� I chose not to disclose 
8) Make sure all staff are aware of the procedure when a customer needs an accommodation.  
9) Management stated that Washington County does not do outreach for their programs. 


Therefore, it is important that a data analysis is done to ensure who you serve represent the 
people in your community. A requirement of WIOA is that you are reaching people of different 
ages, people of different race/ethnicities, people with disabilities, and people of both sexes.  


10) Since Minnesota Relay is used for communicating with Deaf and/or hard of hearing customers, 
staff need to be trained on the process on how calls are received.  When calls come in there can 
be a series of clicks and staff should stay on the line so they do not miss the call.   


11) The WorkForce Center is listed on the Washington County website as part of the Community 
Services division.  If that is the case, why is the WIOA complaint information not included in 
Washington County’s Community Services Civil Rights Plan? 


Please respond to the above items by October 5, 2018.  Thank you for your assistance in the 
monitoring process.  If you have any questions or need technical assistance to address any of the 
action items please contact me.  
 
Thank you for your time and commitment to equal opportunity!  
 
Best Regards, 
 
Karen Lilledahl 


Karen Lilledahl 
EO Office/ADA Coordinator    
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Chapter 7.1: Discrimination Complaints (29 CFR 38.69 
through 38.97)  
This policy sets procedures for handling verbal and written discrimination complaints and 
applies to all recipients of WIOA Title I funds.  


Policy  
It is the policy of the Minnesota Department of Employment and Economic Development 
(DEED) to assure nondiscrimination and equal opportunity (EO) in the operation and 
administration of all programs, services, benefits, and activities.  All recipients must comply 
with the complaint procedures or handling verbal and written discrimination complaints set 
forth below.    


Applies to 
Recipients include, but are not limited to: 


• State-level agencies that administer or are financed in whole or in part with WIOA Title I 
funds 


• State Workforce Agencies (Unemployment Insurance (UI)) 
• State and Local Workforce Investment Boards (WIB) 
• Local WIOA (LWIOA) grant recipients 
• One-Stop Operators  
• Providers of services and benefits, or training funded or authorized under WIOA, 


including eligible training providers 
• On-the-Job-Training (OJT) employers 
• Job Corps contractors and center operators, excluding the operators of federally 


operated Job Corps centers 
• Job Corps national training contractors 
• Outreach and admissions agencies, including Job Corps contractors that perform these 


functions  
• Placement agencies, including Job Corps contractors that perform these functions 
• One-Stop partners to the extent that they participate in the One-Stop delivery system  


 
Complaint Filing  
Any person who believes that he or she, or any specific class of individuals, has been or is being 
subjected to discrimination prohibited by WIOA may file a written complaint, either by 
him/herself or through a representative with the recipient or the Department of Labor (DOL) 
Civil Rights Center (CRC). Examples of who may file: 


• Applicant/registrant for aid, benefits, services or training 
• Eligible applicants/registrants 
• Participants 
• Employees  
• Applicants for employment 
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• Service providers or eligible service providers (the organization involved is one which 
may be attributed a racial, national origin, or other characteristic entitled to 
protection under WIOA). 
 


Complaint Types 
The majority of WIOA complaints can be determined to be either a: 


1. Discrimination Complaint, which is processed according to WIOA/CRC regulations, or a 
2. Program Complaint, which is processed according to the Department of Labor (DOL) 


Employment and Training Administration's (ETA) regulations. NOTE: See Policy 7.2:  
Program Complaints.  


A complaint of discrimination may be filed as a: 
1. Individual Complaint - filing by one individual alleging that he or she has been or is being 


subjected to discrimination;  
2. Class Action Complaint - filing by one or more individuals alleging discrimination not 


only against themselves, but also against a group of similarly situated individuals (must 
have the signed consent of all individuals in the complaint);  


3. Third Party Complaint - filing by a group or individual alleging discrimination against 
another group or individual (must have the signed consent of all individuals involved). 


Timing of Complaint 
Any individual who believes that he/she has been discriminated against has the right to file a 
complaint. The complaint must be submitted in writing within one hundred eighty (180) days of 
the alleged violation. Extension of the one hundred eighty (180) days filing time may be granted 
by the Director of the CRC for good cause shown by the complainant.  


WIOA Jurisdiction 
Establishing jurisdiction under WIOA: 


1. The respondent (agency/service provider) is a WIOA recipient as defined in 29 CFR 38;  
2. The complaint was filed within the required 180-day time period, or the Director of CRC 


has granted an extension waiver; and  
3. The complaint issue (basis) is covered under section 188 of WIOA Title I. 


 
Handling jurisdiction (29 CFR : 


• Dual Jurisdiction - When the complaint alleges discrimination on a basis that is 
prohibited by WIOA Title I and a Civil Rights Act enforced by a federal grant-making 
agency other than the DOL, such as the Department of Education (DOE), then CRC and 
the grant-making agency have dual jurisdiction over the complaint. When dual 
jurisdiction occurs, the CRC Director or the WIOA Title I program provider will refer the 
complaint for processing to the grant-making agency responsible for the 
implementation.  


• Sole Jurisdiction - Where the complaint alleges discrimination on a basis that is 
prohibited by WIOA section 188 but not by any civil rights laws enforced by a federal 
grant-making agency, then the CRC has sole jurisdiction over the complaint. In this case, 
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the CRC or the recipient will retain the complaint and process it according to 29 CFR Part 
38. 


 
Determining type of jurisdiction: 


1. Identify the alleged action of discrimination; 
2. Identify the entity (program or activity) in which the alleged discriminatory 


decision/action occurred; 
3. Identify the primary source of federal financial assistance of the entity against which the 


complaint is filed; 
4. Establish whether the basis of the alleged discrimination involves one or more of the 


protected bases such as race, sex, national origin, color, disability or age, religion, or 
political affiliation; 


5. Establish whether the allegation(s), if true, would violate WIOA Title I section 188 or any 
of the following: Title VI; Title IX; Section 504; The Americans with Disabilities Act of 
1990, as amended; or the Age Discrimination in Employment Act. 
 


Determination of no jurisdiction: 
If the WIOA Title I program provider determines it has no jurisdiction over a complaint, it must 
immediately send the complainant a written "Notice of Lack of Jurisdiction." The WIOA Title I 
program provider must include in the document the reason(s) for the determination and a 
notice that the complainant has a right to file a complaint with the CRC within 30 days of 
receiving the Notice of Lack of Jurisdiction. 
 
Non-WIOA Title I Complaint: If a complaint is determined to be a non-WIOA Title I complaint, 
such as a non-prohibited basis, the complaint is processed by the procedures approved by the 
non-WIOA Title I funding authority.  See 20 CFR Subpart F, 667.600(a)(b)). 
 
Federal and State Requirements 
Section 188 of the Workforce Innovation and Opportunity Act (WIOA) prohibits discrimination 
on the basis of race, color, religion, sex, national origin, age, disability, political affiliation or 
belief, and for beneficiaries, applicants, and participants only, on the basis of citizenship status,  
or participation in any WIOA Title I-financially assisted program, be excluded from participation 
in, denied the benefits of , subjected to discrimination under, or denied employment in the 
administration of or in connection with any WIOA Title I-financially assisted program or activity.   
Minnesota State Law prohibits discrimination on the personal characteristics covered under 
WIOA and also on the basis of creed, marital status, status with regard to public assistance, 
familial status, or sexual orientation (M.S. 363A.08; M.S. 363A.12).  
 
A written policy must be in place setting forth the complaint resolution procedures prescribed 
by the regulations, including the means by which the complaint processing procedures are 
made available to individuals with disabilities.  
 



https://www.law.cornell.edu/cfr/text/20/667.600

https://www.revisor.mn.gov/statutes/?id=363A.08

https://www.revisor.mn.gov/statutes/?id=363A.12
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Each WIOA program provider must develop, publish, and maintain a complaint procedure 
regarding program services and discrimination. 
 
Responsibilities of Local Workforce Development Area (LWDA) EO Officer 


• Ensuring the complaint processing procedures are implemented. 
• Ensuring complainants are provided notice of their rights, including the rights: to 


representation, to present evidence, to question information provided by others who 
present evidence, and to file with the CRC when they are not satisfied with an agency's 
decision.  


• Ensuring complainants are provided a copy of this "Discrimination Complaint Policy and 
Procedures." 


• If the complainant chooses Alternative Dispute Resolution (ADR), making certain the 
arrangements for ADR are completed in a timely fashion, including sufficient time to 
complete an investigation if ADR is unsuccessful. 


• Ensuring that staff who interact with the public are aware of and properly implement 
the complaint procedures.  


• Ensuring that persons, organizations, and agencies have notice that they may not 
discharge or retaliate in any manner against any person because that person filed a 
complaint, instituted any proceeding related to the Act, testified, or is about to testify, 
in any proceeding or investigation, or has provided information or assisted in an 
investigation. 
 


Discrimination Complaint Procedures 
Verbal Discrimination Complaint 


• An applicant/participant's first attempt at resolution of a discrimination issue should be 
to make a verbal complaint at the local level. An oral attempt at resolution should take 
place prior to filing a written complaint. Note: if a complainant bypasses the local level 
and files a complaint of discrimination with the State-level EO Officer, the complaint 
may be referred back to the local level. 


• Upon receipt of a verbal discrimination complaint, an impartial member of staff should 
be designated to look into the issue(s) and meet with the complainant so that, if 
possible, an appropriate resolution can be achieved. Note: the complainant is 
encouraged to attend the meeting, but the complainant's failure to do so should not 
preclude the complainant's right to request a hearing on the subject. 


• The complainant must be advised of his or her rights, including the right: to 
representation, to present evidence, to question others who present evidence, and to 
file a complaint with the CRC when not satisfied with the agency's decision. 


• If the complaint is mutually resolved at the verbal level, the staff member must: (1) 
write a brief report for the file stating the issues and resolution; and (2) enter complaint 
information on its Discrimination Complaint Log. The matter will then be considered 
closed.  


• If the complaint is unresolved at the verbal level, the Local Workforce Development 
Area (LWDA) EO Officer will review the submitted allegation. If the complaint has 
apparent merit - that the allegation, if true, would violate a WIOA prohibited basis, the 







DEED’s Equal Opportunity Manual 38 


complainant must be directed to submit a written complaint in order for the complaint 
to proceed to the next step. 
 


Written Discrimination Complaint 
The complainant may file a written discrimination complaint with the: 


1. WIOA Title I local program provider and Local EO Officer; 
2. State-level EO Officer; or 
3. Director, Civil Rights Center 
4. The complainant may file directly with the State-level EO Officer, however, in most 


cases, the complaint will be referred to the local level for a decision prior to accepting it 
at the state level. 


5. Should the complainant opt to file directly with the CRC, staff shall assist the 
complainant, if requested, in completing the Complaint Form. For those individuals not 
requesting assistance, staff shall provide the necessary complaint forms, addresses, etc. 


6. DEED's Complaint Form (linked below) may be used when filing a complaint with the 
local-level EO Officer, the State-level EO Officer, or the CRC. However, a complainant is 
not required to use the written discrimination complaint form as long as he or she 
provides all necessary information. 
 


The written complaint must be signed, dated, and contain:  
• Complainant name/address and phone number or other means of contact;  
• Individual/entity the complainant alleges is responsible for the discrimination;  
• A written statement of the allegations in sufficient detail to determine whether: 
• The complaint is covered as applicable under CRC or another jurisdiction; 
• If other proceedings have commenced or have been concluded, include the dates, 


authorities, and other pertinent information; 
• The complaint is timely filed; 
• The complaint has apparent merit ("apparent merit" signifies that the allegation of 


discrimination, if proven to be true, would violate WIOA regulations. Note: there is no 
apparent merit if the allegation of discrimination does not reference a basis prohibited 
under WIOA Title I Section 188). 


• In the event the complainant is unable to put the complaint in writing, an alternative 
method of obtaining written documentation from the complainant must be pursued and 
may include assistance by agency staff or the complainant's representative. 


• All complaints, concerns, or issues alleging discrimination must be reported to the State-
level EO Officer.   


• All complaints, concerns, or issues alleging discrimination must be reported on the local 
Discrimination Complaint Log. 


• The State-level EO Officer must promptly notify the CRC when any administrative 
enforcement actions or lawsuits are filed against it alleging discrimination. 


Local EO Officer Review/Investigation 
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• Upon receipt of a written complaint, an initial written notice must be provided to the 
complainant that contains:  


• Acknowledgment that the recipient has received the complaint; 
• Notice that the complainant has the right to be represented in the complaint process;  
• A written statement of the issue(s) that includes: 


a) A list of the issues raised in the complaint, and  
b) For each such issue, a statement whether the recipient will accept the issue for 


investigation or reject the issue, and the reason(s) for each rejection, such as lack 
of jurisdiction, untimely, or no basis for discrimination.  


• An "impartial decision-maker" is required to investigate and process complaints. The 
person investigating the case must not be the person who has allegedly committed the 
adverse action against the complainant.  


• Upon receipt of a written complaint, notice must be provided to the complainant that 
he/she, as a means of resolving the complaint, has the right to choose between 
Alternative Dispute Resolution or Investigation 


 
Alternative Dispute Resolution (ADR) 


• ADR is a confidential process that encourages open communication and allows disputes 
to be resolved in a less adversarial manner.  


• The local EO Officer will provide information and mediation resources regarding ADR to 
parties requesting this method of resolving discrimination complaints.  


• The choice whether to use ADR or the investigation process rests with the complainant. 
NOTE: If the complainant chooses ADR, the State-level EO Officer is still obligated to 
review internal processes to determine if corrective action is needed to safeguard 
against potential future inequities. 


• The complainant must inform the local EO Officer within five (5) days of his/her choice 
between ADR and the investigatory process.  


• It is not mandatory that the parties come to an agreement.  
 
If the complainant's choice is ADR, the local EO Officer will: 


• Choose an impartial mediator who is a neutral and impartial third party, acceptable to 
both parties, and will assist the parties in resolving their dispute.  


• Determine the location of the ADR; 
• Schedule the date and time of ADR;  
• Notify both parties of the ADR location, time, and date;  
• Develop a consent form to be signed by all parties at initiation of the ADR process 


affirming that the contents of the mediation will be kept confidential and that both 
parties agree not to involve the mediator in any litigation; and 


• Document the agreed upon resolution. 
 
ADR results: 
If a resolution/settlement is achieved through ADR, the mediator will prepare a settlement 
agreement that includes a description of how the parties resolved the issue. This agreement 
becomes the "Documentation/Notice of Final Action." The parties will be asked to sign the 
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agreement and a copy of the signed agreement will be given to the parties. The agreement 
must contain: the names of the parties; date of agreement; any time limits; and terms of 
agreement. Note: There should be no other written record or other recording made of the 
meeting, except as required on the complaint log. 
 
In the event the settlement agreement is breached, the non-breaching party may file a 
complaint directly with the CRC within 30 days of the date on which the non-breaching party 
learns of the alleged breach. If the CRC Director determines that the agreement has been 
breached, the complainant may file a complaint with CRC based upon his/her original 
allegation(s), and the Director will waive the time deadline for filing such a complaint.  
 
If no satisfactory resolution is attained through ADR: 


• The WIOA Title I program provider must issue a written notice to the complainant that 
includes a clear concise statement of the issues and the length of time, manner, and 
place (address) in which an appeal against this decision may be filed.  


• The complainant may, within ninety (90) days of the initial filing of the written 
complaint at the WIOA Title I program provider level, request the local EO Officer to 
resume the investigatory process. 


• Time permitting, the local EO Officer will, within ninety (90) days of the initial filing of 
the written complaint, conduct the investigation and issue a decision. 


• If time will not allow the investigation to be completed at the local level, a complaint 
may (1) be filed with the State-level EO Officer to conduct the investigation or (2) be 
filed directly with the CRC. 


• The complainant may file a complaint with the CRC Director. 
 


Investigative track 
Provide statement that if complainant chooses the investigatory process, the complainant is 
entitled to a decision, or Notice of Final Action, within ninety (90) days after initial receipt of the 
written complaint. If the local level fails to provide a Notice of Final Action within the ninety 
(90) days, the complainant may contact the State-level EO Officer. 
 
If the complainant's choice is the investigatory process, the Local EO Officer will begin the 
investigation. The investigator is required to: 


• Prepare and maintain a complete file on the case.  
• Acknowledge complaint by sending a letter to the complainant and correspond with 


complainant as required.  
• Provide notice to all parties who have a legitimate interest in the complaint.  
• Keep identity of every complainant confidential to the greatest extent possible. 
• An individual whose identity must be disclosed must be protected from retaliation.  
• Perform an investigation. The local EO Officer can and should attempt to negotiate a 


resolution of the issue at any time prior to the conclusion of the investigation. 
• Make decision as to the substance of the allegation and suggest remedial action if 


necessary. Decisions should be made strictly on the basis of evidence gathered. 
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• Provide a Notice of Final Action to the complainant within ninety (90) days of the date 
on which the complaint was filed. 


• The local EO Officer will gather details from the complainant and the respondent 
regarding specific background and action(s) surrounding the allegation, and take 
statements from those individuals identified by the complainant and the respondent.  


• The complainant and the respondent will be given an opportunity to question the 
information of others who present evidence.  


• The local EO Officer will review the initial findings orally with the complainant. This will 
allow the complainant to provide additional information or clarification.  


• The local EO Officer must issue a written Notice of Final Action (decision), transmitted to 
the complainant, within forty (40) days of the date on which the complaint was filed. 
This 40-day requirement is intended to allow for an appeal to the State-level EO Officer, 
and if appealed, provide the DEED EEO forty (40) days to review, investigate, and issue 
its Written Notice of Final Action (resolution) within the regulatory ninety (90) days of 
the date on which the complaint was filed.  


 
The Notice of Final Action must contain:  


• A clear and concise statement of the issues.  
• For each issue raised in the complaint, a statement of either:  


o The recipient's decision on the issue and an explanation of the reasons 
underlying the decision based on the material and the applicable section of 
WIOA Section 188 and/or its regulations; or  


o A description of the way the parties resolved the issue. 
• Findings of fact based strictly on the evidence gathered during the investigation. 
• Conclusion(s) based on the findings of fact. 
• Notification that the complainant has a right to appeal to the State-level EO Officer 


within ten (10) days of the date the decision was issued at the local level if he/she is 
dissatisfied with the final action. This notification must also indicate how and where to 
appeal the decision and that the appeal must be in writing. 


• Notification that the complainant has a right to appeal to the CRC within thirty (30) days 
of the date the local level decision was issued if he/she is dissatisfied with the final 
action. This notification must also indicate how and where to appeal the decision to the 
CRC. 


Note: Throughout the investigation, the local EO Officer should attempt to resolve the 
complaint.  
 
State-level EO Officer Decision  
A complainant may file an appeal with the State-level EO Officers if: 


1) The complainant is dissatisfied with the local EO Officer decision; or 
2) The ADR process was unsuccessful and the complainant appealed to the State-level EO 


Officer to conduct an investigation; and 
3) The complainant submits an appeal to the State-level EO Officer within ten (10) days of 


the date the decision was issued at the local level.  
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Local EO Officer responsibilities for the appeal process shall include, but are not limited to 
providing DEED with:  


• A completed copy of the complaint file; and  
• A copy of any investigative finding.  


 
All appeals to DEED must contain the following information:  


• The name, address, and telephone number of the person making the complaint;  
• The name and address of the respondent (the individual/entity) against whom the 


complaint is made;  
• A clear and concise statement of the facts, including pertinent dates, constituting the 


alleged violation.  
 
The State-level EO Officer shall:  


• Promptly log and initiate a review or investigation of the complaint.  
• Provide notice to all parties of the specific charges. 
• Inform both parties of their right to present evidence. 
• Provide for an impartial decision.  
• Within ninety (90) days of the date the appeal is received at the department level, 


perform one of the following:  
o Issue a Written Notice of Lack of Jurisdiction;  
o Refer the complainant to another federal grant-making agency for investigation 


where there is dual jurisdiction; or 
o Issue a Written Notice of Final Action (resolution).  


• Copies of the State-level Equal Opportunity Officer's resolution shall be sent to the 
complainant and to the local Equal Opportunity Officer. This resolution will contain a 
synopsis of the facts, reasons for the decision, and remedy if applicable. 


  
Complaint to Director, Civil Rights Center (CRC) 
The complainant or his/her representative may file a complaint with the Director of the CRC 
within thirty (30) days if:  


1) The State-level EO Officer issues a Written Notice of Lack of Jurisdiction. In this case, the 
thirty (30) days is counted from the date of receipt of the notice.  


2) The State-level EO Officer issues and the complainant is not satisfied with, the decision 
in the Written Notice of Final Action. In this case, the 30 days is counted from the date 
of receipt of the notice.  


3) State-level EO Officer fails to issue a Written Notice of Lack of Jurisdiction, a Written 
Notice of Final Action, or a referral to another federal grant-making agency for 
investigation in case of dual jurisdiction, by the end of 90 days (this is the combined 
time allowed at both the local and state levels) after receipt of the complaint. In this 
case, the 30 days to file an appeal with the CRC is counted at the end of the initial 90-
day period.  
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4) An ADR process fails to produce an agreement. In this case, the thirty (30) days is 
counted from the date on which the ADR process terminates.  


5) A party to an agreement breaches the agreement. In this case, the thirty (30) days is 
counted from the date the complainant learns of the alleged breach.  
 


The complaint filed with the CRC should contain:  
1) The full name, address, and telephone number of the person making the complaint.  
2) The full name, address, and telephone number of the respondent against whom the 


complaint is made.  
3) A clear and concise statement of the facts, including pertinent dates, constituting the 


alleged violation.  
4) Where known, the provisions of WIOA Title I, regulations, grant, or other agreements 


under WIOA Title I believed to have been violated.  
5) A statement disclosing whether proceedings before any federal, state, or local authority 


involving the subject of the complaint have been commenced or concluded, and if so, 
the date of such commencement or conclusion, and the name and address of the 
authority.  


6) A statement of the date the complaint was filed with DEED and the date on which DEED 
should have issued a decision.  
 


A complaint will be considered to have been filed when the CRC receives from the complainant 
a written statement sufficiently precise to evaluate the jurisdiction of the complaint. Only the 
CRC Director may extend the complainant's thirty (30) day complaint timeframe and an 
extension will only be allowed if the complainant shows good cause that merits the extension. 
 
Contact Information for Filing a Complaint 
State-level EO Officer 
Ann Feaman, State-level WIOA EO Officer 
Minnesota Department of Employment and Economic Development 
First National Bank Building 
332 Minnesota Street, Suite E200 
St. Paul, MN 55101-1351 
Voice: 651-259- 7097 
E-mail: ann.feaman@state.mn.us 


OR 


Department of Labor, Civil Rights Center (CRC) 
Director, Civil Rights Center  
U.S. Department of Labor 
200 Constitution Avenue NW 
Room N-4123 
Washington, DC 20210 
Voice: 202-219-7026 



mailto:ann.feaman@state.mn.us
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Fax: 202-219-5658 
TTY: 800-326-2577 
E-mail: CRC-WIOA@dol.gov   
 
Complaint Log/Retention 
Each program provider must maintain and submit to the State-level EO Officer a log of 
complaints alleging discrimination. All complaints, whether processed by investigation or ADR, 
must be entered on DEED's "WIOA Title I Discrimination Complaint Log." 
 
All records regarding complaints and actions taken on complaints (including logs) must be 
maintained by the local EO Officer for a period of not less than six (6) years from the date of 
resolution of the complaint (Minnesota Statute 16C.05 subd. 5). 
 
Notice to the Public 
Per WIOA Final Rules and Regulations (29 CFR 38), a recipient must provide initial and 
continued notice that it does not discriminate on any prohibited ground. "Notice to the Public" 
posters are available on DEED’s policy website and are available in English as well as in: Arabic, 
Cambodian, Croatian, Hmong, Laotian, Oromo, Russian, Somali, Spanish, and Vietnamese.  
 


Relevant Laws, Rules, or Policies  
29 CFR 38 – WIOA Title I:  Section 188 
MN Stat. 363A.02 
DEED WIOA EO Policy Manual, Chapter 8.2: Program Complaints 
 


Related Links  
DEED Complaint Form 
Discrimination Complaint Policy Template 
WIOA Complaint Log Instructions 
WIOA Discrimination Complaint Form 
WIOA Discrimination Complaint Log 
 


  



mailto:CRC-WIOA@dol.gov

https://www.revisor.mn.gov/statutes/?id=363A.02&year=2012

http://mn.gov/deed/assets/complaint_tcm1045-132918.docx

https://apps.deed.state.mn.us/assets/policies/doc/disccomptemp.docx

https://apps.deed.state.mn.us/assets/policies/doc/loginstruct.docx

https://apps.deed.state.mn.us/assets/policies/doc/wia-wioa-complaint.docx

https://apps.deed.state.mn.us/assets/policies/doc/disccomplaintlog.docx
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Chapter 7.2: Program Complaints 
This chapter identifies DEED’s compliance with Element 8 of the Nondiscrimination Plan 
(formerly known as the Methods of Administration (MOA)) which requires that recipients of 
Workforce Innovation and Opportunity Act (WIOA) Title I funds establish and maintain a 
procedure for grievances and complaints. These WIOA program complaint procedures 
implement DEED’s responsibilities. 
 
Policy 
DEED, local area and direct recipients of funds under WIOA Title I will establish and maintain a 
procedure for program grievances and complaints in accordance to the procedures set forth 
below. 
 
Legal Federal Requirements 
WIOA Final Rules and Regulations - 20 CFR 667.600 through 667.645, mandate that each local 
area, State, and direct recipient of funds under WIOA Title I:  


• Establish and maintain a procedure for grievances and complaints according to the 
requirements of the section; 


• Provide information about the content of the grievance and complaint procedures to 
participants and other interested parties affected by the local Workforce Investment 
System, including WorkForce Center (WFC) partners and service providers; 


• Make reasonable efforts to ensure the content of the grievance and complaint 
procedures are understood by affected participants and other individuals, including 
youth and those who are limited-English speaking individuals. 


 
Timing  
WIOA Title I (Adult, Dislocated Worker, Youth) program complaints are generally filed by an 
applicant/participant at the local level with the WIOA Title I program provider.  


• A complaint must be filed within one year of the alleged occurrence.  
• The complaint should be resolved at the local level within sixty (60) days of the filing of 


the complaint or grievance.  
• If the complaint has not been resolved at the local level, or the local level fails to issue a 


decision within sixty (60) days, the complainant has sixty (60) days to appeal to the 
State/DEED level.  


• If the State fails to issue a decision within sixty (60) days, or if the complainant is 
dissatisfied with the State's decision, and if the complainant is receiving federal funds, 
the State's decision, or lack thereof, may be appealed beyond the State level to the 
Secretary of Labor.  


Note: The 60-day period is the time allowed for the WIOA Title I Program Provider to resolve or 
issue a decision at the local level regarding a program complaint. If the WIOA Title I Program 
Provider sub-contracts to another WIOA Title I Program Provider and the sub-contractor – the 
60-day period must be met collectively at the local level.   
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Program Complaint Procedures 
A WIOA Title I program complaint contains only a program issue. It is processed as a program 
complaint under Employment and Training Regulations (20 CFR 667.600). When the complaint 
concerns discrimination (including both program issue and a prohibited basis/factor), the Equal 
Opportunity Officer (EOO) must be advised of the existence of the complaint. A discrimination 
complaint is processed under 29 CFR 38.  


Verbal (Informal) Program Complaint 
The WIOA Program Complaint Procedures address complaints regarding only the operation of 
the WIOA Title I program.  


1) An informal attempt at resolution should take place at the local level prior to the filing 
of a formal written complaint. The WIOA Title I Program Provider is designated by the 
State as the responsible entity for WIOA Title I Program complaint resolution at the local 
level.  


2) Upon receipt of a complaint, the WIOA Title I Program Provider should designate an 
impartial member of its staff to meet with the complainant and/or the complainant's 
representative to discuss the issue. The staff member may be a person pre-designated 
by the WIOA Title I Program Provider to initially explore all complaints.  


3) The designated staff member reviews the case and its facts prior to a meeting with the 
complainant so that an appropriate resolution can occur if possible. 


Note: Although the complainant should be encouraged to attend the meeting, the 
complainant's failure to do so should not preclude the complainant's right to request a hearing 
on the subject. 
 
If there is a mutually satisfactory resolution to which all parties agree, the staff member is to 
write a brief report for the file stating the issues and resolution. The matter will then be 
considered closed. 
 
If a resolution does not result from the informal procedure, the complainant will be provided a 
hearing, upon the complainant's request, within the sixty (60) day period allowed for resolution 
of the complaint. The complaint must be submitted in writing to the WIOA Title I program 
provider complaint officer. 
 
Written (Formal) Program Complaint 
A WIOA Title I written program complaint may be filed at the WIOA Title I Program Provider 
level within one year of the alleged occurrence. In the event the complainant is unable to 
provide a written statement, an alternative method of obtaining written documentation from 
the complainant shall be pursued, which may include assistance by agency staff or the 
complainant's representative. See below for example of a WIOA Title I Program Complaint 
Form.  
 
A WIOA Title I program complaint may be submitted in other formats as long as the written 
complaint contains the following:  


1) Complainant name, address, and phone number; 
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2) Basis of the complaint; and 
3) Brief written statement of the allegation(s). 


 
The written complaint must be signed and dated by the complainant or the complainant's 
representative. 
 
Upon receipt of a written program complaint by a complainant or the complainant's 
representative, the WIOA Title I Program Provider:  


1) Logs the complaint on the WIOA Title I Program Complaint Log (linked below), and  
2) Sends a copy of the complaint to the Employment & Training Division (ETP), Office of 


Diversity and Equal Opportunity (ODEO).  
 
Record Retention:  
All records regarding complaints and actions taken on complaints (including logs) must be 
maintained for a period of not less than six (6) years from the date of resolution of the 
complaint (Minnesota Statutes, Section 16C.05, Subd. 5). 
 
Local Decision 


• A local decision must be rendered within sixty (60) days of the date the complaint was 
filed. 


• A hearing before an impartial hearing officer shall be provided (upon request of the 
complainant) within the sixty (60) days allowed for resolution. In order to meet the 
requirements of impartiality, the individual selected must have neither direct nor 
indirect involvement with the ordinary operation and/or administration of the WIOA 
Title I program. The hearing should: 


o Avoid unnecessary technicalities (e.g., legal requirements that would be 
appropriate in court proceedings).  


o Provide the flexibility to adjust to the circumstances presented. 
o Give full regard to the requirements of due process to ensure a fair and impartial 


hearing. 
• The hearing officer:  


o Commences the hearing by summarizing the record, the issues, and the manner 
in which the hearing will be conducted. 


o Ensures that everyone involved understands the proceedings (explanations are 
to be adapted to the needs of the specific situation).  


o Takes testimony under oath or affirmation to assure the veracity of the hearing. 
o The burdens of proof are to be reasonable, flexible, and depend upon the 


circumstances of the case involved.  
o The hearing officer determines the order of proof.  


 
Generally, the party making the complaint is obligated to establish his or her case, and the 
party's information should be given first to explain the basis of their complaint. 
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It is important that the hearing officer obtains the fullest information for the record. If the 
parties involved, or their representatives, do not know how to ask the right or pertinent 
questions, to ensure their right to due process, the hearing officer must step in to elicit all 
material and relevant facts. 
 
Each WIOA Title I Program Provider must provide the following elements in the hearing 
process: 


1) Both the complainant and respondent (program staff) must receive timely written 
notice of the hearing. At a minimum, the written notice shall state: 


a) Date, time, and location of the hearing; 
b) Name and address of the hearing officer; 
c) The purpose of the hearing and a statement of the issue(s) to be heard; 
d) The importance of attending the hearing and the disadvantage of not attending; 
e) Complainant's rights in the process, including the rights to present testimony, to 


bring witness and records, to be represented, and to present oral arguments; 
f) Advice about where further information or assistance can be obtained. This 


should include an address and/or phone number of a person who can answer 
inquires; and 


g) Information on the complainant's right to appeal the local decision. (See Step 4 
below.) 


2) The hearing site shall be in a location accessible to all parties. 
3) The complainant has an opportunity to: 


a) Withdraw the hearing request in writing before the scheduled hearing.  
b) Request rescheduling and the WIOA Title I Program Provider reserves the right 


to reschedule the hearing for reasonable cause. 
c) Be represented by an attorney or other representative of the complainant's 


choice throughout the complaint process. 
4) The hearing officer: 


a) Can attempt to negotiate a resolution of the issue at any time prior to the 
conclusion of the hearing. 


b) Prepares and submits to all parties a written decision on each complaint.*The 
decision must include a statement indicating the complainant's right to appeal 
the local decision.  
Note: The local decision can be appealed if there is no decision reached within 
sixty (60) days or if either party is dissatisfied with the local decision. The State 
has sixty (60) days to investigate and to issue a decision. 


 
DEED (State) Decision 
If the WIOA Title I program complaint has not been resolved at the WIOA Title I Program 
Provider level, the Employment & Training Programs (ETP) division, upon receiving an appeal 
from the complainant, reviews the complaint and documentation, conducts an investigation, 
and upon completion, offers a resolution.  
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Note: Non-WIOA Title I program complaints shall be submitted to the non-WIOA Title I 
funding source. Only WIOA Title I program complaints can be appealed to the DEED WIOA 
EO Compliance Manager. 


 
A complainant may file an appeal with the WIOA EO Compliance Manager if:  


1) The complainant is dissatisfied with the WIOA Title I Program Provider decision, or 
2) The WIOA Title I Program Provider failed to issue the administrative decision within sixty 


(60) days of the complaint filing date. 
 
WIOA Title I Program Provider responsibilities in the appeal process shall include, but are not 
limited to:  


1) Providing DEED with a completed copy of the complaint file and a copy of the hearing 
decision. This information is to be forwarded to DEED upon notice that the appeal 
request has been received and accepted for review by DEED. 
Note: A WIOA Title I Program Provider may also appeal a decision using the same 
procedures as an individual complainant. 


 
All appeals to DEED must contain the following information: 


1. Name, address, and telephone number of person making the complaint; 
2. Name and address of the respondent against whom the complaint is made; and 
3. A clear and concise statement of the facts, including pertinent dates, constituting the 


alleged violation. 
 
An appeal must be filed within sixty (60) days of the WIOA Title I Program Provider's decision to 
be accepted for review and a decision made by DEED. If no decision is provided by the WIOA 
Title I Program Provider within sixty (60) days of the date the complaint was filed, the 
complainant has sixty (60) days to appeal to DEED. (A total of 120 days from the date the 
complaint was first filed.) Appeals received outside this time frame risk not being processed.  
State (DEED) appeals are to be forwarded to: 


 
Karen Lilledahl, Equal Opportunity Officer 
Department of Employment and Economic Development 
Workforce Development Division 
1st National Bank Building 
332 Minnesota Street, Suite E200 
St. Paul, MN 55101-1351 


 
If the complainant was not provided an opportunity for a hearing at the local level, the hearing 
will be scheduled by the DEED EOO. 
 
The DEED EOO will issue a decision within sixty (60) days of the date the appeal is received at 
the Department level. Copies of the decision will be sent to the complainant and to the WIOA 
Title I Program Provider. The decision will contain: 


1. Synopsis of the facts,  
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2. Reason(s) for the decision, 
3. Remedy as applicable, and 
4. Statement explaining further appeal rights to the Secretary of Labor if the WIOA Title I 


complainant is receiving federal funding.  
Note: Non-federally funded complainants do not have appeal rights beyond the State level. The 
State's decision is considered final. 
 
Secretary (DOL) Appeal  
A WIOA Title I complainant who receives federal funds can appeal to the Secretary of Labor if 
the State fails to issue a decision in sixty (60) days from the receipt of the appeal, or (2) a party 
wishes to appeal an adverse decision.  
Note: applicants/participants receiving federal funds have appeal rights beyond the State level 
with a program complaint. Applicants/participants receiving state funds have no appeal rights 
beyond the State level with a program complaint.  
 
Appeals to the Secretary of Labor contesting an adverse decision must be filed within sixty (60) 
days of the receipt of the decision being appealed. Appeals must be made within 120 days of 
the filing of the complaint with the State or the filing of the appeal of a local complaint with the 
State where the State fails to issue a decision within sixty (60) days.  
 
Appeals to the Secretary of Labor must be submitted by certified mail, return receipt 
requested, to: 
 
Secretary 
U.S. Department of Labor 
Washington, D.C. 20210 
Attention: ASET 
 
A copy of the appeal must be simultaneously provided to: 
Byron Zuidema 
Regional Administrator 
U.S. Department of Labor 
230 South Dearborn Street 
Chicago, Illinois 60604 
 
and 
 
Karen Lilledahl, Equal Opportunity Officer 
Department of Employment and Economic Development 
Workforce Development Division 
1st National Bank Building 
332 Minnesota Street, Suite E200 
St. Paul, MN 55101-1351 
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Relevant Laws, Rules, or Policies  
20 CFR 667.610 
29 CFR 38 
Minnesota State Statutes: Section 16C.05, Subdivision 5 


Related Links  
Program Complaint Policy Template 
WIOA Complaint Log Instructions 
WIOA Program Complaint Form 
WIOA Program Complaint Log 
 


 
 



http://www.doleta.gov/dinap/pdf/wiafinalregsall.pdf

https://www.ecfr.gov/cgi-bin/retrieveECFR?gp=&SID=f93578defc0df53d553a30c5b65b1edd&mc=true&r=PART&n=pt29.1.38

https://www.revisor.mn.gov/statutes/?id=16C.05

https://apps.deed.state.mn.us/assets/policies/doc/progcomptemp.docx

https://apps.deed.state.mn.us/assets/policies/doc/loginstruct.docx

https://apps.deed.state.mn.us/assets/policies/doc/progcomp.doc

https://apps.deed.state.mn.us/assets/policies/xls/progcomplaintlog.xls
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Complaint  Form  
If you believe you have experienced discrimination, sexual harassment, retaliation for filing a complaint or for 
your participation in an investigation, or treated in a way that violates the Respectful Workplace Policy, you are 
encouraged to file a complaint. Send completed forms to DEED.ODEO@state.mn.us. 


Relevant policy information is listed on the last page of this form. 


Complainant (Personal Information about You) 


Complainant’s Name: 


Preferred Email: 


Preferred Phone: 


Work Address (including City and Zip): 


Job Title: 


Division/Agency: 


Manager: 


Respondent (Person Against Whom You are Filing the Complaint) 


 


         
    


      


    


   


   


  


  


  


  


  


  


     


   


  


  


  


  


  


  


m, EMPLOYMENT AND 
ECONOMIC DEVELOPMENT 


Respondent’s Name: 


Preferred Email: 


Preferred Phone: 


Work Address (including City and Zip): 


Job Title: 


Division/Agency: 


Manager: 


Revised 09/2018 
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Information on Witnesses  Who You Believe Can Support Your Complaint  


Witness Name Witness Job Title Work Location Witness Work Phone 


Additional witnesses may be listed on a separate sheet attached to this form. 


Union Grievance  


Have you filed a union grievance? _____ Yes _____ No 


If yes, what union are you a member of? _______________________________________________ 


If yes, what is the status or outcome of the grievance? ____________________________________ 


External Complaint  


Have you filed this complaint with any other governmental agency (Equal Employment Opportunity 
Commission, Minnesota Department of Human Rights, etc.)? _____ Yes _____ No 


If yes, what agency? 


If yes, what is the status of the complaint? 







The Complaint   


  


  


  


       


     


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


  


 


  


    


  


Date(s) of Complaint  


Date harassment/discrimination began or occurred: 


Most recent date of harassment/discrimination (if different from above): 


Basis of Complaint  


Check all that apply: 


I experienced unwelcome conduct of a sexual nature. (Sexual Harassment Prohibited Policy*) 


I experienced discrimination or discriminatory harassment* based on my (check all that apply): 


Race Age 


Color Sex 


National Origin Pregnancy 


Limited English Proficiency Gender Identity 


Religion Gender Expression 


Creed Sexual Orientation 


Disability Genetic Information 


Marital Status Public Assistance Status 


Familial Status Membership or Activity in a Local 
Human Rights Commission 


I experienced harassment or disrespectful behavior, but it is not based on any of the 
protected characteristics listed above. (Statewide Respectful Workplace Policy*) 


I experienced retaliation for filing a complaint or participating in an investigation. 


*For more information about the policies under which complaints may be filed, see last page. 







  
  
  


   
      


   


 


  
   


   
     


  


  


Describe, in as much detail as possible, the conduct that you believe violates the Harassment and 
Discrimination Prohibited Policy, the Sexual Harassment Prohibited Policy, or the Respectful 
Workplace Policy. List dates, locations, names, and titles of people involved. Explain why you 
believe the conduct was based on the items checked in the “Basis of Complaint” section above. 
Use additional paper if needed and attach to this form. Attach any documents you believe may be 
relevant (emails, notes, texts, etc.). 


Verification 


This complaint is being filed based on my honest belief that I have been subjected to conduct in violation of 
the Harassment and Discrimination Prohibited Policy, the Sexual Harassment Prohibited Policy, or the 
Respectful Workplace Policy. I hereby certify that the information I have provided in this complaint is true, 
correct, and complete to the best of my knowledge. 


Complainant’s signature: Date Signed: 


Complaint Received by: Date Signed: 







  
      


     
    


  
  


    


 
    


    
      


        


 
       


  
   


 


 
   


    
   


  


 
    


     
    


     
    


   
 


 
   


  


    


Complaint  Policy Information  
Harassment and Discrimination Prohibited Policy 
DEED’s Harassment and Discrimination Prohibited Policy strictly prohibits any form of harassment or 
discrimination based on protected class. No one will be denied the opportunity to participate in any DEED 
program, activity, or service, or in any employment activity based on race, color, religion, national origin 
(including limited English proficiency), sex (including pregnancy, and pregnancy related conditions, gender 
identity and expression), age, disability, genetic information, creed, sexual orientation, marital status, 
familial status, status with regard to public assistance, or membership in a local human rights commission. 


Sexual Harassment Prohibited Policy 
DEED’s Sexual Harassment Prohibited Policy strictly prohibits sexual harassment in any form of any 
employee or third party that takes place within the workplace or public service environment, or that affects 
the workplace or public service environment. These prohibitions extend to any location, activity, or event 
associated with DEED or its employees in their capacities as representatives of the State of Minnesota. 


Respectful Workplace Policy 
The State of Minnesota is committed to providing a positive environment in which all staff, members of the 
public and others doing business with the state are treated with professionalism and respect. Issues of 
harassing behavior not based on the protected classes listed above are prohibited under the statewide 
Respectful Workplace Policy. 


Non-Retaliation Notice 
Retaliation against any person who reports conduct under the Harassment and Discrimination Prohibited 
Policy, the Sexual Harassment Prohibited Policy, or the Respectful Workplace Policy is strictly prohibited 
and will not be tolerated. If you believe that you have been subjected to retaliation, you are encouraged to 
report such behavior. 


Privacy Notice 
DEED is asking you to provide information in this complaint form which includes private and/or confidential 
information under the Minnesota Government Data Practices Act. DEED is asking for this 
private/confidential information so that it can investigate and respond to allegations of harassment, 
discrimination, or disrespectful behavior. You are not legally required to provide this information. However, 
if you do not provide sufficient information, DEED may not be able to properly investigate your complaint. 
The information you provide will be used by DEED employees whose job assignments reasonably require 
access to the information. 


Questions 
If you have any questions about the complaint process, please contact the Office of Diversity and Equal 
Opportunity at 651-259-7684. 


This material is available in alternative formats for individuals with disabilities by calling 651-259-7094. 



http://intraweb.deed.state.mn.us/ref/ppm/ppm417.htm

http://intraweb.deed.state.mn.us/ref/ppm/ppm421.htm

https://mn.gov/mmb-stat/policies/1432-respectful-workplace-policy.pdf
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Minnesota Department of Employment and Economic Development 
Office of Diversity and Equal Opportunity 


1st National Bank Building 332 Minnesota Street, Suite E200 St. Paul, MN55101 
mn.gov/deed 


Date 


Complainant’s Name 
Address 
Address 


Re: Notice of Acceptance of Complaint 
 
 
Dear Complainant’s Name: 


Thank you for contacting the Office of Diversity & Equal Opportunity (ODEO). We have accepted your 
complaint of harassment/discrimination based on _____________ against ___________ for investigation.   


ODEO has the authority to investigate and determine discrimination complaints arising under Section 188 of the 
Workforce Innovation and Opportunity Act (WIOA), and Section 504 of the Rehabilitation Act, as amended 
and their implementing regulations. These statutes prohibit discrimination on the bases of race, color, national 
origin, religion, age, sex, disability, political affiliation or belief, and, for beneficiaries only, on the basis of 
citizenship/ status as a lawfully admitted immigrant authorized to work in the United States, or as a participant 
in any program or activity that is financially assisted, in part or in whole, under Title I of the Workforce 
Innovation and Opportunity Act (WIOA). 


When ODEO accepts a complaint, we impartially investigate the claims made in the charge. As the assigned 
investigator, I am a neutral fact finder and will conduct an impartial investigation of this complaint. 


I may contact you to obtain additional information and/or ask you to provide names of potential witnesses. I 
will also notify the respondents that a complaint has been filed with ODEO and provide the respondents an 
opportunity to respond to your allegations. At the conclusion of the investigation, I will share the investigation 
findings with DEED’s management and other necessary persons. You and the Respondents will receive written 
notice that the investigation has been completed. If the charge is substantiated, management is responsible for 
taking appropriate corrective action. 


ODEO will keep this complaint and the investigation as confidential as possible, however, we cannot guarantee 
complete confidentiality since we are required to provide the respondent with the allegations in order to allow 
them an opportunity to respond. 


The right to file a charge is protected by law. Applicable law and DEED policy prohibit retaliation against an 
individual because they have filed a complaint with this office or participated in an investigation conducted by 
this office. If you believe that you’ve experienced retaliation, please notify ODEO immediately.  


In addition to filing a complaint with DEED (ODEO), you may also have a right to file a charge of 
discrimination with the following agencies: 







 


Minnesota Department of Employment and Economic Development 
Office of Diversity and Equal Opportunity 


1st National Bank Building 332 Minnesota Street, Suite E200 St. Paul, MN55101 
mn.gov/deed 


Minnesota Department of Human Rights (MDHR); www.mn.gov/mdhr 
Equal Employment Opportunity Commission (EEOC); www.eeoc.gov 
DOL/Civil Rights Center (CRC); www.dol.gov/oasam/programs/crc 


If you have any questions please feel free to contact me at 651-259-7684 or via email at 
Kimberly.Malone@state.mn.us.  


Respectfully,  


Kimberly Malone, J.D. 
Investigator and Equal Opportunity Consultant 
Office of Diversity and Equal Opportunity 


 


NOTICE OF CHARGING PARTY’S RIGHTS:  The law requires this office to issue a Notice of Final Action 
on your complaint within 90 days of the date on which we consider your complaint to have been filed.  That 
period expires on Date – 90 days from date of receipt of complaint.  If you do not receive a Notice of Final 
Action from this office by that date, then you (or your authorized representative) have the right to file a new 
complaint with the Director of the Civil Rights Center (CRC), U.S. Department of Labor, 200 Constitution Ave. 
NW, Room N-4123, Washington, DC 20210.  The new complaint must be filed with the Director within 120 
days of the date on which your complaint was filed – in other words, by Date - 120 days from date of receipt of 
complaint.   



http://www.mn.gov/mdhr

http://www.eeoc.gov/

http://www.dol.gov/oasam/programs/crc

mailto:Kimberly.Malone@state.mn.us






 


Minnesota Department of Employment and Economic Development 
Office of Diversity and Equal Opportunity 


1st National Bank Building 332 Minnesota Street, Suite E200 St. Paul, MN55101 
mn.gov/deed 


Date 


Complainant Name 
Address 
Address 


Re: Notice of Final Action  


Dear Complainant:  


The Minnesota Department of Employment and Economic Development’s (DEED) Office of 
Diversity and Equal Opportunity (ODEO) has issued a Final Action on your complaint of 
discrimination based on insert protected class that you filed against Respondent.  


Enclosed is a copy of our Notice of Final Action.  


If you are dissatisfied with the resolution of the complaint, you may file a new complaint with 
the United States Department of Labor’s Civil Rights Center within 30 days of receipt of this 
letter. For more information about the Department of Labor’s Civil Rights Center’s complaint 
process call 202-693-6502 or visit online at www.dol.gov/oasam/programs/crc/. You may mail, 
fax, or email your complaint to: 


 The Director of the Civil Rights Center 
 ATTENTION: Office of External Enforcement 
 U.S. Department of Labor 
 200 Constitution Avenue NW, Room N-4123 
 Washington, D.C. 20210; or 
 Fax: 202-693-6505; or 
 Email: CRCExternalComplaints@dol.gov.  


Thank you for bringing this matter to our attention. If you have any questions you may contact 
me at 651-259-7684 or via email at Kimberly.Malone@state.mn.us. Thank you for your 
cooperation. 


Respectfully,  


Kimberly Malone, J.D. 
Investigator and Equal Opportunity Consultant 
Office of Diversity and Equal Opportunity  



http://www.dol.gov/oasam/programs/crc/

mailto:CRCExternalComplaints@dol.gov

mailto:Kimberly.Malone@state.mn.us





 


Minnesota Department of Employment and Economic Development 
Office of Diversity and Equal Opportunity 


1st National Bank Building 332 Minnesota Street, Suite E200 St. Paul, MN55101 
mn.gov/deed 


 


Date 


Respondent’s Name 
Title, Division 
Work Location 


Re: Notice of Final Action  


Dear Respondent:  


The Minnesota Department of Employment and Economic Development’s (DEED) Office of 
Diversity and Equal Opportunity (ODEO) has issued a Final Action on the complaint of 
discrimination based on insert protected class that you filed against you by Charging Party.  


Enclosed is a copy of our Notice of Final Action.  


If you have any questions you may contact me at 651-259-7684 or via email at 
Kimberly.Malone@state.mn.us. Thank you for your cooperation. 


Respectfully,  


Kimberly Malone, J.D. 
Investigator and Equal Opportunity Consultant 
Office of Diversity and Equal Opportunity 


Cc: Respondent’s Supervisor 
Supervisor’s Supervisor 
Dorcas Michaelson, HR Director  
Ann Feaman, ODEO Director 


 



mailto:Kimberly.Malone@state.mn.us
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An Equal Opportunity Employer and Service Provider 


 


Upon request, the information in this document can be made available to alternative formats for 
people with disabilities by calling 651-259-7094. 
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WIOA Equal Opportunity Policy Manual 
This Manual identifies the Minnesota Department of Employment and Economic 
Development's (DEED's) compliance with the Workforce Innovation and Opportunity Act 
(WIOA) Title I responsibility to ensure compliance with the nondiscrimination and equal 
opportunity provisions of WIOA and its implementing regulations.  


Relevant Laws, Rules, or Policies  
DEED WIOA EO Policy Manual, Chapter 1: Assurances  
DEED WIOA EO Policy Manual, Chapter 2: Designation of Equal Opportunity Officer 
DEED WIOA EO Policy Manual, Chapter 3. Notice and Communications 
DEED WIOA EO Policy Manual, Chapter 4: Data Information Collection & Maintenance  
DEED WIOA EO Policy Manual, Chapter 5: Affirmative Outreach 
DEED WIOA EO Policy Manual, Chapter 5.1: Serving Individuals with Disabilities 
DEED WIOA EO Policy Manual, Chapter 5.2: Limited English Proficiency 
DEED WIOA EO Policy Manual, Chapter 6: Oversight and Monitoring 
DEED WIOA EO Policy Manual, Chapter 6.1: Corrective Actions and Sanctions 
DEED WIOA EO Policy Manual, Chapter 7.1: Discrimination Complaints 
DEED WIOA EO Policy Manual, Chapter 7.2: Program Complaints 


Effective Date  
1/2/2017 


Last Updated  
12/20/2018 


Contact  
Ann Feaman 
Email:  ann.feaman@state.mn.us  
Direct:  651.259.7097 
 
Equal Opportunity Policy 
DEED is committed to ensuring that no individual is excluded from participation in, denied the 
benefits of, subjected to discrimination or harassment under, or denied employment in the 
administration of or in connection with, any WIOA funded program or activity because of their 
protected characteristics.  Protected characteristics include:  


• Race (federal and state law); 
• Color (federal and state law);  
• National origin – including Limited English Proficiency (LEP) (federal and state law); 
• Religion (federal and state law);  
• Creed (state law); 
• Sex – includes gender identity, gender expression, pregnancy, childbirth or childbearing 


capacity, or related medical conditions (state and federal law); 



https://apps.deed.state.mn.us/ddp/PolicyDetail.aspx?pol=299

https://apps.deed.state.mn.us/ddp/PolicyDetail.aspx?pol=301

https://apps.deed.state.mn.us/ddp/PolicyDetail.aspx?pol=304

https://apps.deed.state.mn.us/ddp/PolicyDetail.aspx?pol=305

https://apps.deed.state.mn.us/ddp/PolicyDetail.aspx?pol=306

https://apps.deed.state.mn.us/ddp/PolicyDetail.aspx?pol=306

https://apps.deed.state.mn.us/ddp/PolicyDetail.aspx?pol=309

https://apps.deed.state.mn.us/ddp/PolicyDetail.aspx?pol=313

https://apps.deed.state.mn.us/ddp/PolicyDetail.aspx?pol=300

https://apps.deed.state.mn.us/ddp/PolicyDetail.aspx?pol=312

mailto:ann.feaman@state.mn.us
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• Sexual harassment (federal law);  
• Sexual orientation (state law); 
• Marital status (state law, employment only);  
• Familial status state law, employment only);  
• Age (federal and state law); 
• Disability (federal and state law); 
• Political affiliation or belief (federal law);  
• Citizenship (WIOA Title I Participants only); 
• Participation in any WIOA Title I-financially assisted program or activity; or  
• Status with regard to public assistance (state law).  


 
EO Manual Introduction 
WIOA is administered by the U.S. Department of Labor’s (DOL’s) Employment and Training 
Administration (ETA). The ETA administers federal government job training and worker 
dislocation programs, federal grants to states for public employment service programs, and 
unemployment insurance benefits. These services are primarily provided through state and 
local workforce development systems and are intended to be delivered seamlessly at a “one-
stop,” customer-friendly site in each community. Minnesota’s one-stop sites are its WorkForce 
Centers (WFCs).  
 
Each state’s governor is responsible for oversight of all WIOA Title I-financially assisted State 
programs or activities. This responsibility includes ensuring compliance with the 
nondiscrimination and equal opportunity provisions of WIOA and its implementing regulations. 
Specifically, Section 188 of WIOA Title I prohibits discrimination regarding participation, 
benefits, and employment by WIOA Title I-financially assisted grant applicants and recipients.  
 
Each governor must establish and adhere to a Nondiscrimination Plan (NDP) for State WIOA 
programs. The NDP must be designed to give a reasonable guarantee that all recipients will 
comply, and are complying, with the nondiscrimination and equal opportunity provisions of 
WIOA and its implementing regulations. The NDP is comprised of nine elements or 
requirements.  
 
In Minnesota, the Governor designated the Minnesota Department of Employment and 
Economic Development (DEED) as the entity to implement WIOA. DEED’s Commissioner 
designated the Office of Diversity and Equal Opportunity (ODEO) to carry out matters regarding 
equal opportunity and nondiscrimination, including the submission of the NDP on a biennial 
basis to the DOL Civil Rights Center (CRC) Director.  The ODEO Director is designated as the 
State-level Equal Opportunity Officer. 
 
This WIOA Equal Opportunity Policy Manual identifies DEED’s policies and procedures for 
executing Section 188 of WIOA and its implementing regulations. Chapter titles correspond to 
the nine required elements of the NDP.   
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Definitions (29 CFR 38.4) 
Applicant means an individual who is interested in being considered for any WIOA Title I-
financially assisted aid, benefit, service, or training by a recipient, and who has signified that 
interest by submitting personal information in response to a request by the recipient. See also 
the definitions of “application for benefits,” “eligible applicant/registrant,” “participant,” 
“participation,” and “recipient” in this section. 
 
Applicant for employment means a person or persons who make(s) an application for 
employment with a recipient of Federal financial assistance under WIOA Title I. 
 
Application for assistance means the process by which required documentation is provided to 
the Governor, recipient, or Department before and as a condition of receiving WIOA Title I 
financial assistance (including both new and continuing assistance).  
 
Application for benefits means the process by which information, including but not limited to a 
completed application form, is provided by applicants or eligible applicants before and as a 
condition of receiving any WIOA Title I—financially assisted aid, benefit, service, or training 
from a recipient. 
 
Corrective Action means prompt action designed to completely correct the violation and bring 
the recipient into compliance. Corrective action must be designed to end the discrimination 
and/or redress the specific violation. 
 
Eligible applicant/registrant means an individual who has been determined eligible to 
participate in one or more WIOA Title I—financially assisted programs or activities. 
 
Employment practices means a recipient's practices related to employment, including but not 
limited to: 


• Recruitment or recruitment advertising; 
• Selection, placement, layoff, or termination of employees; 
• Upgrading, promotion, demotion, or transfer of employees; 
• Training, including employment-related training; 
• Participation in upward mobility programs; 
• Deciding rates of pay or other forms of compensation; 
• Use of facilities; or 
• Deciding other terms, conditions, benefits, and/or privileges of employment. 


 
Employment-related training means training that allows or enables an individual to obtain 
knowledge, skills and/or abilities that are designed to lead to employment. 
 
Entity means any person, corporation, partnership, joint venture, sole proprietorship, 
unincorporated association, consortium, Indian tribe or tribal organization, Native Hawaiian 
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organization, and/or entity authorized by State or local law; any State or local government; 
and/or any agency, instrumentality or subdivision of such a government. 
 
Financial assistance under Title I of WIOA means any of the following:  


1. Any grant, sub-grant, loan, or advance of funds, including funds extended to any 
entity for payment to or on behalf of participants admitted to that recipient for 
training, or extended directly to such participants for payment to that recipient; 


2. Provision of the services of Federal personnel, or of other personnel at Federal 
expense; 


3. A grant or donation of Federal real or personal property or any interest in or use of 
such property, including: 


a. Transfers or leases of property for less than fair market value or for reduced 
consideration; 


b. Proceeds from a subsequent sale, transfer, or lease of such property, if the 
Federal share of the fair market value of the property is not returned to the 
Federal Government; and 


c. The sale, lease, or license of, and/or the permission to use (other than on a 
casual or transient basis), such property or any interest in such property, 
either:  


i. Without consideration; 
ii. At a nominal consideration; or 


iii. At a consideration that is reduced or waived either for the purpose of 
assisting the recipient, or in recognition of the public interest to be 
served by such sale or lease to or use by the recipient; 


4. Waiver of charges that would normally be made for the furnishing of services by the 
Federal Government; and 


5. Any other agreement, arrangement, contract or subcontract (other than a Federal 
procurement contract or a contract of insurance or guaranty), or other instrument 
that has as one of its purposes the provision of assistance or benefits under WIOA 
Title I. 


 
Grant means an award of WIOA financial assistance by DOL to an eligible WIOA recipient. 
 
Grant applicant means an entity that submits required documentation to the Governor, 
recipient, or Department, before and as a condition of receiving financial assistance under Title 
I of WIOA.  
 
Grantee means the direct recipient of grant funds from the DOL. A grantee may also be 
referred to as a recipient.  
 
LWDA grand recipient means the entity that receives WIOA Title I financial assistance for a 
local area directly from the Governor and disburses those funds for workforce development 
activities.  
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Participant means an individual who has been determined to be eligible to participate in, and 
who is receiving aid, benefits, services, or training under, a program or activity funded in whole 
or in part under Title I of WIOA. “Participant” includes, but is not limited to, applicants receiving 
any service(s) under State Employment Service programs, and claimants receiving any service(s) 
or benefits under State Unemployment Insurance programs.  
 
Public entity means:  


• Any State or local government; and 
• Any department, agency, special purpose district, workforce investment board, or other 


instrumentality of a State or States or local government. 
 
Recipient means any entity to which financial assistance under WIOA Title I is extended, either 
directly from the Department or through the Governor or another recipient (including any 
successor, assignee, or transferee of a recipient), but excluding the ultimate beneficiaries of the 
WIOA Title I-funded program or activity. In instances in which a Governor operates a program 
or activity, either directly or through a State agency, using discretionary funds apportioned to 
him or her under WIOA Title I (rather than disbursing the funds to another recipient), the 
Governor is also a recipient. “Recipient” includes, but is not limited to: 


• State-level agencies that administer, or are financed in whole or in part with, WIOA Title 
I funds; 


• State Workforce Agencies; 
• State and Local Workforce Development Boards; 
• LWDA grant recipients; 
• One-stop operators; 
• Service providers, including eligible training providers; 
• On-the-Job Training (OJT) employers; 
• Job Corps contractors and center operators; 
• Job Corps national training contractors; 
• Outreach and admissions agencies, including Job Corps contractors that perform these 


functions; 
• Placement agencies, including Job Corps contractors that perform these functions; and 
• Other National Program recipients. 


In addition, for purposes of this part, One-Stop partners, as defined in section 121(b) of WIOA, 
are treated as “recipients,” and are subject to the nondiscrimination and equal opportunity 
requirements of this part, to the extent that they participate in the One-Stop delivery system. 
 
Registrant means the same as “applicant” for purposes of this part. See also the definitions of 
“application for benefits,” “eligible applicant/registrant,” “participant,” “participation,” and 
“recipient” in this section. 
 
Remedial Action means an action designed to make whole an individual or individuals who 
suffered injury or loss because of unlawful discrimination. Anyone victimized by discriminatory 
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acts or policies must be restored to the status he or she would have received had the 
discrimination not occurred. 
 
Sanctions are the judicial enforcement actions taken, including suspending, terminating, or 
denying funding, when appropriate actions are not taken to comply with WIOA regulations. A 
sanction is any official action implemented to penalize or censure a non-complying recipient. 
The ultimate sanction available is to revoke approval of all or part of the plan and discontinue 
funding to the recipient.  
 
Section 504 means Section 504 of the Rehabilitation Act of 1973, 29 U.S.C. 794, as amended, 
which forbids discrimination against qualified individuals with disabilities in federally-financed 
and conducted programs and activities. 
 
Service provider means: 


1. Any operator of, or provider of aid, benefits, services, or training to: 
a. Any program or activity that receives WIOA Title financial assistance from or 


through any State or LWDA grant recipient; or 
b. Any participant through that participant’s Individual Training Account (ITA); or 


2. Any entity that is selected and/or certified as an eligible provider of training services to 
participants. 
 


Small recipient means a recipient who: 
• Serves a total of fewer than 15 beneficiaries during the entire grant year; and 
• Employs fewer than 15 employees on any given day during the grant year. 


 
State Programs means programs financially assisted in whole or in part under Title I of WIOA in 
which either: 


• The Governor and/or State receives and disburses the grant to or through LWDA grant 
recipients; or 


• The Governor retains the grant funds and operates the programs, either directly or 
through a State agency. 


• ‘‘State programs’’ also includes State Workforce Agencies, State Employment Service 
agencies, and/or State unemployment compensation agencies. 


 
Supportive services means services, such as transportation, child care, dependent care, 
housing, and needs-related payments, that are necessary to enable an individual to participate 
in WIOA Title I-financially assisted programs and activities, as consistent with the provisions of 
WIOA. 
 
Violation is a failure to comply with WIOA regulations. A violation may be identified as a result 
of a monitoring review and/or a discrimination complaint. A violation may range in seriousness 
from an infraction, or a technical violation, to a more significant discrimination violation.  
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Vital information means information, whether written, oral or electronic, that is necessary for an 
individual to understand how to obtain any aid, benefit, service and/or training; or required by law.  
Examples containing vital information include, but are not limited to:  applications, consent and 
complaint forms, notices or rights or responsibilities, rulebooks, written tests that do not assess 
English, but rather assess competency for a particular license, job or skill for which English 
proficiency is not required,; and letters or notices that require a response from the beneficiary or 
applicant, participant or employee.   
 
WFC customer includes: registrants and applicants for services, participants, applicants for 
employment, employees, unions or professional organizations that hold collective bargaining or 
professional agreements with the recipient, sub-recipients that receive WIOA Title I funds from the 
recipient, and members of the public, populations with special needs, and individuals with 
disabilities (29 CFR 38.34). 
 
WIOA Title I-financially assisted program or activity means: 


1. A program or activity, operated by a recipient and funded, in whole or in part, under 
Title I of WIOA, that provides either: 


a. Any aid, benefits, services, or training to individuals; or 
b. Facilities for furnishing any aid, benefits, services, or training to individuals; 


2. Aid, benefit, service, or training provided in facilities that are being or were constructed 
with the aid of Federal financial assistance under WIOA Title I; or 


3. Aid, benefit, service, or training provided with the aid of any non-WIOA Title I financial 
assistance, property, or other resources that are required to be expended or made 
available in order for the program to meet matching requirements or other conditions 
which must be met in order to receive the WIOA Title I financial assistance. 
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Chapter 1: Assurances (29 CFR 38.25 through 38.27) 
This chapter identifies DEED’s compliance with Element 3 of the Nondiscrimination Plan which 
requires that recipients of Workforce Innovation and Opportunity Act (WIOA) Title I funds 
incorporate an assurance of nondiscrimination and equal opportunity when contracting for 
WIOA Title I services.  Each application for financial assistance under Title I of WIOA, as defined 
in 29 CFR 38.4, must include the assurance. 
 
Policy  
The assurance language of the Master Grant between the Employment and Training Programs 
(ETP) division of the Minnesota Department of Employment and Economic Development 
(DEED), the Workforce Development Areas (WDAs), and other providers, including any sub-
grantees, must include language pertaining to Civil Rights obligations as recommended by the 
Director of Civil Rights of the U.S. Department of Labor. As a condition to the award of financial 
assistance under Title I of WIOA, as defined in § 38.4, the grant applicant assures that it has the 
ability to comply with the nondiscrimination and equal opportunity provisions of WIOA and 
other federal and state civil rights statutes and will remain in compliance for the duration of the 
award of federal financial assistance.   
 
Standards  
As a condition to the award of financial assistance under Title I of WIOA, the grant applicant 
must assure that it has the ability to and will fully comply with the nondiscrimination and 
equal opportunity provisions of WIOA and other civil rights statutes.  The WIOA state plan must 
provide a statement that WIOA Title I-financially assisted programs and activities will be 
conducted in compliance with these laws and implementing regulations. 
 
Federal WIOA Title I recipients and Senior Community Service Employment Program (SCSEP) 
providers must assure compliance to nondiscrimination regulations.  The assurance obligates 
the recipient for the duration of the WIOA Title I financial assistance.  
 
Assurance Language 
The language required for inclusion in the Master Grant is as follows: 


As a condition to the award of financial assistance from the Department of Labor under Title 
I of the Workforce Innovation and Opportunity Act of 2015 (WIOA), the grant applicant 
assures that it will comply fully with the nondiscrimination and equal opportunity provisions 
of the following laws: 
• WIOA Section 188, which prohibits discrimination against all individuals in the United 


States on the basis of race, color, religion, sex (including pregnancy, childbirth, and 
related medical conditions, transgender status, and gender identity), national origin 
(including limited English proficiency), age, disability, political affiliation or belief, and 
against beneficiaries on the basis of either citizenship or participation in any WIOA Title 
I-financially assisted program or activity; 
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• Title VI of the Civil Rights Act of 1964, as amended, which prohibits discrimination on 
the basis of race, color and national origin under any program or activity receiving 
federal financial assistance; 


• Title VII of the Civil Rights Act of 1964, as amended, which prohibits discrimination on 
the basis of race, color, religion, sex, or national origin in employment; 


• Title V of the Older Americans Act of 1965 - Prohibits discrimination based on race, 
color, religion, sex, national original, age disability or political affiliation or beliefs in any 
program funded in part with Senior Community Services Employment Program funds; 


• The Age Discrimination Act of 1975, as amended, which prohibits discrimination on the 
basis of age;  


• Title IX of the Education Amendments of 1972, as amended, which prohibits 
discrimination on the basis of sex in education programs; 


• Section 503 of the Rehabilitation Act of 1973, as amended, based on disability; 
• Section 504 of the Rehabilitation Act of 1973, as amended, which prohibits 


discrimination against qualified individuals with disabilities; 
• Section 508 of the Rehabilitation Act of 1973, as amended, Requires that federally 


funded program providers make their electronic information and technology accessible 
to people with disabilities; 


• Title I (Employment) Americans with Disabilities Act (ADA), Prohibits state and local 
governments, from discriminating against qualified individuals with disabilities in job 
application procedures, hiring, firing, advancement, compensation, job training, and 
other terms, conditions, and privileges of employment; 


• Title II (State and Local Governments) Americans with Disabilities Act (ADA), Prohibits 
qualified individuals with disabilities from discrimination in services, programs, and 
activities; 


o Each grant applicant and each training provider seeking eligibility must also 
ensure that they will provide programmatic and architectural accessibility for 
individuals with disabilities; 


• Title II of The Genetic Information Nondiscrimination Act of 2008, which prohibits 
discrimination in employment on the basis of genetic information. 


• Executive Order 13166, Improving access to services for persons with limited English 
proficiency; 


• Title 29 CFR Part 31, Nondiscrimination in federally-assisted programs of the 
Department of Labor, effectuation of Title VI of the Civil Rights Act of 1964; 


• Title 29 CFR Part 32, Nondiscrimination on the basis of disability in programs and 
activities receiving or benefiting from federal assistance; 


• Title 29 CFR Part 33, Enforcement of nondiscrimination on the basis of disability in 
programs or activities conducted by the Department of Labor; 


• Title 29 CFR Part 35 Nondiscrimination on the basis of age in programs or activities 
receiving federal financial assistance from the Department of Labor; 


• Executive Order 13160, Nondiscrimination on the basis of race, sex, color, national 
origin, disability, religion, age, sexual orientation, and status as a parent in federally 
conducted education and training Programs; 



http://www.doleta.gov/regs/statutes/olderam.cfm

http://www.dol.gov/oasam/regs/statutes/sec508.htm

http://www.ada.gov/ada_title_I.htm

http://www.ada.gov/ada_title_II.htm

http://www.dol.gov/oasam/regs/statutes/Eo13166.htm

http://www.dol.gov/cgi-bin/leave-dol.asp?exiturl=http://www.ecfr.gov/cgi-bin/text-idx%5eQ%5ec=ecfr|sid=b2ce5f00f79b621901a5c3012c4b5814|rgn=div5|view=text|node=29:1.1.1.1.25|idno=29&exitTitle=www.ecfr.gov&fedpage=yes

http://www.dol.gov/cgi-bin/leave-dol.asp?exiturl=http://www.ecfr.gov/cgi-bin/text-idx%5eQ%5ec=ecfr|sid=b2ce5f00f79b621901a5c3012c4b5814|rgn=div5|view=text|node=29:1.1.1.1.26|idno=29&exitTitle=www.ecfr.gov&fedpage=yes

http://www.ecfr.gov/cgi-bin/text-idx?c=ecfr&SID=69924e046dbc5f7282497ae0944c5652&rgn=div5&view=text&node=29:1.1.1.1.27&idno=29

http://www.ecfr.gov/cgi-bin/text-idx?c=ecfr&SID=69924e046dbc5f7282497ae0944c5652&rgn=div5&view=text&node=29:1.1.1.1.29&idno=29

http://www.dol.gov/oasam/regs/statutes/eo13160.htm
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• Executive Order 13279, Nondiscrimination against grant seeking organizations on the 
basis of religion in the administration or distribution of federal financial assistance under 
social service programs, including grants, contracts, and loans; 


• The Minnesota Human Rights Act of 1973, Minnesota Statutes, Chapter 363A, which 
prohibits discrimination based on race, color, creed, religion, national origin, sex, marital 
status, disability, status with regard to public assistance, sexual orientation, citizenship, 
or age; 


• The grant applicant also assures that it will comply with Regulations 29 CFR 38 and all 
other regulations implementing the laws listed above.   


 
This assurance applies to the grant applicant’s operation of the WIOA Title I-financially assisted 
program or activity, and to all agreements the grant applicant makes to carry out the WIOA 
Title I-financially assisted program or activity.  The grant applicant understands that the United 
States Department of Labor has the right to seek judicial enforcement of this assurance. 
 
The assurance is considered incorporated by operation of law in the grant, cooperative 
agreement, contract, or other arrangement whereby Federal financial assistance under Title I of 
the WIOA is made available, whether or not it is physically incorporated in such document. 
 
Cites / References / Attachments 


• Master Grant Agreement 
• WIOA Section 188 (29 CFR 38) 


  



http://www.gpo.gov/fdsys/pkg/FR-2002-12-16/pdf/02-31831.pdf

http://www.positivelyminnesota.com/assets/policies/PDF/mastergrantagreement.pdf

https://www.gpo.gov/fdsys/pkg/FR-2016-12-02/pdf/2016-27737.pdf
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WIOA State Plan for the State of Minnesota FY-2018  


Overview 
Under the Workforce Innovation and Opportunity Act (WIOA), the Governor of each State must 
submit a Unified or Combined State Plan to the Secretary of the U.S. Department of Labor that 
outlines a four-year strategy for the State’s workforce development system.  The publicly-funded 
workforce development 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 job-seekers 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 I of WIOA), 
• the Dislocated Worker program (Title I), 
• the Youth program (Title I), 
• the Adult Education and Family Literacy Act program (Title II), 
• the Wagner-Peyser Act program (Wagner-Peyser Act, as amended by title III), and 
• the Vocational Rehabilitation program (Title I 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 II and III of this document) where specified, as well as 
the program-specific requirements for that program where such planning requirements exist 
separately for the 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(o) of the Food and Nutrition Act of 2008 (7 
U.S.C. 2015(o)) 


• Trade Adjustment Assistance for Workers Programs (Activities authorized under chapter 
2 of Title II 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(o) 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 State Strategy Implementation, 
o State Operating Systems and Policies, 
o Assurances, and 
o Program-Specific Requirements for the Core Programs, and 
o Program-Specific Requirements for the Combined State Plan partner programs. 


(These requirements are available in a separate supplemental document, 
Supplement to the Workforce and Innovation Act (WIOA) Unified and Combined 
State Plan Requirements.  The Departments are not seeking comments on these 
particular requirements). 


When responding to Unified or Combined State Plan requirements, States must identify specific 
strategies for coordinating programs and services for target populations.*  States must develop 
strategies that look beyond strategies for the general population and develop approaches that also 
address the needs of target populations. 


__________ 


* 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, Dislocated Worker, Youth, Wagner-Peyser 
Act, Adult Education and Family Literacy Act, and Vocational Rehabilitation programs, 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 State 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 et seq.) 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(o) of the Food and Nutrition Act of 2008 (7 U.S.C. 
2015(o))) No 


Trade Adjustment Assistance for Workers Programs (Activities authorized under chapter 2 of 
title II 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))] Yes 


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 to support economic growth. 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 Demand Industry Sectors and Occupation 


Provide an analysis of the industries and occupations for which demand is emerging. 


iii. 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. 


WORKFORCE TRENDS 


Minnesota's economy is strong. Since the end of the Great Recession, the state has experienced 
more than 100 months of economic expansion, surpassing 3 million jobs in the summer of 2017. 
The state's annual unemployment rate dropped to 3.6 percent in 2017, the lowest rate since 2000. 
Minnesota boasts the highest 5-year business survival rate in the nation, and has the second 
highest labor force participation rate of the 50 states. Not only hard-working, our labor force is 
one of the most well-educated in the U.S., with the 3rd highest percentage of the population with 
at least a high school diploma and the 12th highest share of adults with a bachelor's degree or 
higher. 


Annual job growth in Minnesota rose to 1.5 percent in 2017, matching the national growth rate. 
Nine of the eleven major sectors in Minnesota's economy added jobs over the year. Buoyed by 
steady growth, employers reported nearly 123,000 job vacancies in the second quarter of 2017, 
the highest number ever recorded and a 26 percent increase compared to the prior year. Hiring 
demand was up across the state, with 60 percent of all vacancies in the Twin Cities metro area, 
and the remaining 40 percent located in Greater Minnesota. With only about 110,000 
unemployed workers in 2017, increasingly tight labor markets and a growing scarcity of workers 
are now recognized as two of Minnesota's most significant barriers to sustained economic 
growth. 


After averaging a net gain of about 40,000 additional labor force participants per year between 
1976 and 2000, Minnesota employers could easily tap into a large and growing pool of talented 
workers. From 2000 to 2017, however, our growth in available workers dropped to about one-
third that rate, at 13,750 new workers per year. Projections from the State Demographic Center 
suggest this growth will fall further in the years ahead, to an annual average of just over 7,000 
additional labor force participants per year between now and 2030. This tight labor market will 
make it more challenging for employers to grow, but will also shine a light on the importance of 
creating positive employment outcomes for all Minnesotans, including groups that have 
traditionally faced economic disparities in the state, such as communities of color, individuals 
with disabilities, and immigrants. 







While these groups have demonstrated a willingness to work with high labor force participation 
rates, they have also suffered from higher unemployment rates, lower educational attainment, 
and lower wages. 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 Labor Force Projections, 2020-2030  


Age Group 2020Labor Force 
Projection 


2030 Labor Force 
Projection 


2020-2030Numeric 
Change 


2020-2030 Percent 
Change 


16-19 years 149,602 144,473 -5,129 -3.4% 


20-24 years 297,605 305,355 +7,750 +2.6% 


25-44 years 1,314,829 1,355,761 +40,932 +3.1% 


45-54 years 579,416 631,126 +51,710 +8.9% 


55-64 years 550,302 456,792 -93,510 -17.0% 


65-74 years 159,358 196,776 +37,418 +23.5% 


75 years & 
over 


27,326 42,414 +15,088 +55.2% 


Total Labor 
Force 


3,078,438 3,132,697 +54,259 +1.8% 


Source: Minnesota State Demographic Center 


The transition of the Baby Boom generation will have a huge impact on the state's workforce in 
the next decade, with a projected decline of 93,510 fewer workers in the 55 to 64 year old age 
group, but an increase of 52,500 workers aged 65 years and older from 2020 to 2030. The state is 
also expected to see a small decrease in the number of teenaged workers, but a strong gain of 
more than 92,500 workers in their prime working years, from 25 to 54 years of age. These 
workers from 25 to 54 years of age would comprise about 63.4 percent of the total labor force in 
2030, while the percent of workers from 55 to 64 years of age would drop from 17.9 percent in 
2020 to 14.6 percent in 2030. Workers aged 65 years and over would rise to 7.6 percent in 2030, 
which would be the largest share ever recorded. 


It is important to note that these projections assume that participation rates in our older age 
groups will experience increases over the next 10 years. If these participation rate gains do not 
occur and instead hold constant at current participation rates for workers 55 and above, our labor 
force growth would be even slower. 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 population. Over the past 16 years, 
Minnesota's white population has grown by 4.5 percent while its populations of color have 
grown at rates far exceeding that, including our Black or African American (81.0%), Asian 
(72.8%) and Hispanic (92.5%) populations (see Table 2). 


Table 2. Race and Hispanic Origin, 2016 


Population Group Number Percent 2000-2016 Change 


Total 5,450,868 100.0% +10.8% 


White 4,597,525 84.3% +4.5% 


Black or African American 310,853 5.7% +81.0% 


American Indian & Alaska Native 56,904 1.0% +3.5% 


Asian & Other Pac. Islander 248,788 4.6% +72.8% 


Some Other Race 88,296 1.6% +34.2% 


Two or More Races 148,502 2.7% +79.5% 


Hispanic or Latino origin 276,026 5.1% +92.5% 


Source: U.S. Census Bureau, 2012-2016 American Community Survey 5-Year Est. 


These changes are expected to continue and even accelerate in the coming years, especially 
among Minnesotans of working age. 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. Since 2010, the foreign-born labor force in Minnesota has increased by 56,200 
people (23% growth), while the native-born labor force has increased by just 44,400 (1.6% 
growth). This means that more than half of our recent labor force growth has been driven by 
immigrants. And this will certainly continue to be the case, with immigrants displaying a much 
younger age profile than the native-born population, which is aging rapidly and exhibiting lower 
labor force participation rates as retirement picks up. 


Immigrants have become critical to Minnesota's economy, providing a rapid stream of new 
workers in the face of an aging native-born workforce. Foreign-born workers now account for 10 
percent of the total available labor force in Minnesota, up from 7.5 percent just one decade 
earlier. In sum, the number of foreign workers jumped from 216,409 in 2006 to 302,879 in 2016. 
Going forward, the State Demographic Center projected 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 years 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 2016 American Community Survey data, even after six years of economic 
recovery, Minnesota's unemployment rate among blacks stood at 10.7 percent while the rate for 
whites was 3.2 percent. Unemployment rates were also higher for Hispanics (6.4%), American 
Indians (12.8%) and people of some other race (5.5%) and two or more races (8.0%). 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 17.5 percent of the population aged 65 years and over, compared to 13.1 
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 about 8 percent of jobs in Greater Minnesota are held by minorities, 
compared to over 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 and immigrant 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. Minnesota's 2017 annual unemployment rate was 3.6 percent, compared to 4.4 percent in 







the U.S. Within the state, the Twin Cities, Southeast and Southwest had the lowest rates in 2017, 
while the highest rates have consistently been found in Northern Minnesota. Minnesota has much 
higher labor force participation rates than the United States, ranking second highest in the nation 
in 2016. 


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 slightly overall, most notably in the 16 to 54 year age groups, 
rates in the older age cohorts will likely see increases over the next 10 years. One-year estimates 
from the 2016 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 2016, people with less than a high school diploma had an 
unemployment rate of 8.3 percent, compared to high school graduates at 4.4 percent, people with 
some college or associate's degrees at 3.3 percent, and workers with a bachelor's degree or 
higher, at just 1.9 percent. 


Table 3. Employment Characteristics, 2016 
 


State of Minnesota 


  


United 
States 


 


Number Labor Force Partic. 
Rate 


Unemp. 
Rate 


Labor Force 
Partic. Rate 


Unemp. 
Rate  


 


Total Labor Force 3,040,988 69.5% 3.8% 63.1% 5.8% 


16 to 19 years 148,011 51.9% 12.0% 38.4% 18.4% 


20 to 24 years 306,646 84.0% 5.7% 74.9% 10.2% 


25 to 44 years 1,260,732 88.5% 3.6% 82.4% 5.4% 


45 to 54 years 635,153 87.3% 2.5% 80.2% 4.1% 


55 to 64 years 536,964 72.4% 3.1% 64.3% 3.8% 


65 to 74 years 130,524 27.7% 2.3% 25.5% 3.3% 


75 years & over 21,907 6.1% 3.0% 6.5% 3.5% 


Employment Characteristics by Race & 
Hispanic Origin      


White alone 2,602,939 69.4% 3.2% 62.8% 4.9% 


Black or African American 155,354 67.9% 10.7% 62.3% 10.1% 


American Indian & Alaska 26,421 59.8% 12.8% 58.2% 12.0% 


Asian 137,544 71.1% 3.9% 64.6% 4.5% 


Some other race 58,907 78.0% 5.5% 69.2% 7.0% 


Two or more races 59,826 73.2% 8.0% 65.8% 8.8% 







 


State of Minnesota 


  


United 
States 


 


Number Labor Force Partic. 
Rate 


Unemp. 
Rate 


Labor Force 
Partic. Rate 


Unemp. 
Rate  


 


Hispanic or Latino (of any race) 143,240 76.3% 6.4% 67.3% 6.7% 


Employment Characteristics by Disability 
Status      


With any disability 152,260 52.2% 8.0% 41.3% 12.4% 


Employment Characteristics by 
Educational Attainment      


Population, 25 to 64 years 2,434,651 84.1% 3.2% 77.4% 4.7% 


Less than H.S. Diploma 115,222 64.0% 8.3% 60.2% 8.7% 


H.S. Diploma or Equivalent 505,317 78.7% 4.4% 72.1% 6.3% 


Some College or Assoc. Degree 854,658 85.1% 3.3% 78.9% 4.7% 


Bachelor's Degree or Higher 958,476 89.7% 1.9% 86.2% 2.7% 


Source: U.S. Census Bureau, 2016 American Community Survey 


1-Year Estimates Minnesota also has higher labor force participation rates than the nation for 
every race group, and higher rates for workers with disabilities and at every level of educational 
attainment. However, several of these groups have large unemployment rate disparities, though 
that could be a potential source of workers if rates continue to improve. About 292,000 
Minnesotans aged 16 years and over have disabilities. Of those, nearly 152,260 people with 
disabilities are in Minnesota labor market. However, their rate of unemployment, at 8 percent, far 
exceeds the overall unemployment rate in Minnesota (the comparable number was 3.8% for the 
same time period). 


People with disabilities also have a much lower labor force participation rate than the general 
population, at 52.2 percent compared to 69.5 percent. In addition, Minnesota had about 125,000 
veterans between the ages of 18 and 64 participating in the labor force. Veterans have a higher 
participation rate than nonveterans, and after several years of steady declines, now have an 
identical unemployment rate to the total population. According to Census data, there were just 
over 20,000 adults living in correctional facilities in Minnesota, with about two-thirds (13,288 
people) residing in state and federal prisons, and the other third held in local jails. Nearly all will 
be released into the community after serving their sentence with many still under correctional 
supervision, which often comes with a condition of securing and maintaining employment. Over 
111,000 adult offenders are supervised in the community statewide by Community Corrections, 
County Probation Agents and DOC agents. However, many of these individuals struggle to find 
employment. In a recent study of employment outcomes for people leaving Minnesota 
Correctional Facilities, 23 percent were employed during the first 12 months after release from 
prison. Whether ex-offenders worked in the year prior to their most recent admission to prison 







had a significant impact on whether they found work after release: of the 12 percent that worked 
in the year before coming to prison, 87 percent found a job in the first year after release. Of the 
adults in Minnesota Correctional Facilities, 28 percent have not completed high school or GED; 
71 percent have. 


HOUSEHOLD INCOMES, WAGES AND COST OF LIVING 


At $65,599, Minnesota's median household income is higher than the nation's, at $57,617. This is 
according to data from the American Community Survey (ACS) 2016 1-Year Estimates. 
Approximately 38 percent of households in Minnesota had incomes below $50,000 in 2016, 
compared to about 44 percent nationwide. 32 percent of households in Minnesota earned 
between $50,000 and $100,000, compared to 30 percent nationally. Lastly, just under 30 percent 
of households in Minnesota earn more than $100,000 per year, compared to 26 percent of 
households in the nation. 


While Minnesota enjoys higher median household incomes than the nation overall, there are 
disparities present between the state's racial and ethnic populations. Overall, household incomes 
were lower for minority populations. For example, those reporting as black or African American 
had a median household income of $33,436 in 2016, just under half the median household 
income reported by the state's white population, $68,090. Those reporting as Asian were the only 
minority group to have a higher median household income than the white population, at $70,853. 
Over the year, between the ACS 2015 and 2016 1-Year Estimates, the median household income 
in Minnesota increased by 3.3 percent. Broken down by race and ethnicity, the white median 
household income increased by 2.5 percent, the black or African American household income 
increased by 10.3 percent, the American Indian or Alaska Native household income increased by 
0.5 percent, and the Hispanic or Latino household income increased by 5.9 percent. 


The median household income for the Asian population in Minnesota decreased by 2.1 percent. 
Along with median household income, it is important to know the cost of living in the State of 
Minnesota. DEED's Cost of Living Calculator provides a yearly estimate of the basic-needs cost 
of living in Minnesota, for individuals and families, by county, region, and statewide. Using the 
state's average family size - which consists of one full-time working adult, one part-time working 
adult, and one child - the basic needs cost of living in Minnesota is $55,200. As such, each adult 
worker would need to earn $17.69 to meet the state's basic needs budget for a typical family of 
three (see Table 4).  







Table 4. Family Yearly Cost, Worker Hourly Wage, and Family Monthly Costs, 2017 


Area Annual 
Family 
Cost of 
Living 


Hourly 
Wage 
Required 


Child 
Care 
Average 
Monthly 
Costs 


Food 
Average 
Monthly 
Costs 


Health 
Care 
Average 
Monthly 
Costs 


Housing 
Average 
Monthly 
Costs 


Transportation 
Average 
Monthly Costs 


Other 
Average 
Monthly 
Costs 


Taxes 
Average 
Monthly 
Costs 


Minnesota $55,200 $17.69 $468 $763 $472 $936 $788 $496 $677 


Twin 
Cities 


$61,236 $19.63 $626 $774 $521 $1,050 $787 $533 $812 


Central $52,680 $16.88 $325 $744 $453 $885 $884 $476 $623 


Northeast $45,852 $14.70 $264 $750 $396 $764 $738 $442 $467 


Northwest $45,360 $14.54 $232 $751 $396 $726 $787 $432 $456 


Southeast $48,408 $15.52 $311 $752 $396 $834 $748 $464 $529 


Southwest $43,776 $14.03 $214 $758 $396 $720 $712 $432 $416 


Source: MN DEED Cost of Living 


The cost of living is lower for single individuals with no children, ranging from a low of $25,440 
in Southwest Minnesota to a high of $31,932 in the Twin Cities. Different household sizes, work 
arrangements, and locations provide different cost of living estimates and wage requirements. In 
comparison to the cost of living wage for a typical family of three, $17.69, the median hourly 
wage for all jobs in the state was $19.62 in the first quarter of 2017. Regionally, median wages 
ranged from a low of $16.58 in Southwest Minnesota to a high of $21.55 in the Twin Cities 
Metro Area. Median wages for all regions are higher than the wage required to meet a basic 
needs budget, although there are still households in each region that are living on wages that are 
below the basic-needs cost of living (see Table 5). 


Table 5. Occupational Employment Statistics by Region, 2015 


Area Family Cost of Living Hourly Wage 
Required 


Median Hourly 
Wage 


Estimated Regional 
Employment 


Minnesota $17.69 $19.62 2,810,400 


Twin Cities Metro $19.63 $21.55 1,751,580 


Central Minnesota $16.88 $17.45 280,910 







Area Family Cost of Living Hourly Wage 
Required 


Median Hourly 
Wage 


Estimated Regional 
Employment 


Northeast 
Minnesota 


$14.70 $17.25 141,910 


Northwest 
Minnesota 


$14.54 $16.71 215,520 


Southeast 
Minnesota 


$15.52 $18.53 259,060 


Southwest 
Minnesota 


$14.03 $16.58 181,430 


Source: DEED Cost of Living, Occupational Employment Statistics (OES) 


While Minnesota's workplace has become much more diverse in recent decades, wage growth for 
minority workers' income has lagged behind. Where the share of all jobs held by minority 
workers increased from 6.4 percent two decades ago to 13.5 percent in 2016, the share of total 
wage income paid to minority workers increased from 5.0 percent to 10.4 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. 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. 


According to the U.S. Census Bureau's Quarterly Workforce Indicators (QWI) data, Minnesota 
had 2,802,936 jobs in 2016. Analyzing total employment by race, minority workers accounted 
for approximately 13.5 percent of the state's 2.8 million jobs, equivalent to about 377,300 jobs. 
In 1996, minority workers accounted for approximately 6.4 percent of the state's 2.3 million jobs 
at that time, equivalent to about 148,700 jobs. As such, between 1996 and 2016, Minnesota's 
total employment increased by 20.8 percent, or about 481,800 jobs. At the same time, minority 
employment increased by 153.8 percent, or about 228,600 jobs. 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 nearly 123,000 job vacancies in the second quarter of 2017, 
which is the highest number ever recorded, and about four times the number reported during the 
Great Recession in 2009. As such, there were 0.9 unemployed persons for each vacancy, which 
is tied for the lowest ratio on record and suggests that the labor market remains tight as baby 
boomers retire and job growth continues at a moderate pace. Regionally, 73,858 of statewide job 
vacancies (60.1 percent) were reported in the Seven-County Twin Cities Metro Area, with the 
remaining 49,070 vacancies (39.9 percent) reported in Greater Minnesota. Over the year, 
between the second quarters of 2016 and 2017, the number of job vacancies increased by 36.8 
percent in the Metro Area and by 12.6 percent in Greater Minnesota. 







Statewide, job vacancies increased by 26.0 percent during that same period of time. After 
averaging annual job vacancy increases of 12.5 percent between 2012 and 2016, this latest over-
the-year increase of 26.0 percent suggests continued employment growth and increased 
retirements are leading to the accelerated need for workers. Barring any recession, this increased 
need for workers may continue well into the next decade, if not further into the future. In light of 
increased vacancies and increased demand for workers, DEED's Occupations in Demand (OID) 
tool sheds light on those occupations showing the most current need. OID also reveals vacancy 
characteristics, including training and education requirements, part-time or full-time status, 
temporary or seasonal status, and wage offers. 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 these fields. Much of the current demand is found in health care, accommodation and 
food services, retail trade, and manufacturing. Looking forward, Minnesota is projected to see 
job growth of 4.3 percent from 2014 to 2024. That's equivalent to approximately 130,000 net 
new jobs during that period of time. 


Additionally, Minnesota is projected to have 696,940 replacement openings, due to current 
workers retiring or otherwise leaving their occupation. 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. Zooming in, Central Minnesota is anticipated 
to be the fastest-growing region within Minnesota, with a projected growth rate of 7.7 percent 
between 2014 and 2024. Southeast Minnesota and the Twin Cities Metro Area are projected to 
grow by 4.5 percent and 4.4 percent, respectively, between 2014 and 2014, with Northwest 
Minnesota (3.5 percent), Northeast Minnesota (2.0 percent), and Southwest Minnesota (1.0 
percent) showing slower growth. In terms of job numbers, the Twin Cities Metro Area is 
projected to add nearly 80,000 net new jobs between 2014 and 2024, with Greater Minnesota 
projected to add just over 50,000 net new jobs during that time. 


INDUSTRY TRENDS AND PROJECTIONS 


Statewide, Minnesota was home to 160,516 businesses providing 2,813,948 jobs through 2016, 
with a total payroll of nearly $153 billion. Nearly 60 percent of statewide employment is located 
in the Twin Cities metro region. Average annual wages are $54,288 across the state, but are 
about $6,600 higher in the Twin Cities and about $12,800 lower in Greater Minnesota (see Table 
6).  







Table 6. Minnesota Industry Employment, 2016 


Area 2016 
Employment 
Data 


   


2010 - 2016  


 


2015 - 
2016  


 


Number of 
Firms 


Number of Jobs Total Payroll 
(billions) 


Avg. 
Annual 
Wage 


Numeric 
Change 


Percent 
Change 


Numeric 
Change 


Percent 
Change  


Minnesota 160,516 2,813,948 $152.8 $54,288 +250,557 +9.8% +39,522 +1.4% 


Greater 
Minnesota 


84,414 1,109,023 $49.0 $41,486 +82,673 +8.1% +9,889 +0.9% 


Twin Cities 
Metro 


76,102 1,704,925 $103.8 $60,892 +167,884 +10.9% +29,633 +1.8% 


Source: MN DEED Quarterly Census of Employment and Wages (QCEW) 


Minnesota ended 2016 with 137,155 more jobs than it had in 2006. Between the annual low of 
the Great Recession in 2010 and the new peak reached in 2016, Minnesota employers had added 
more than 250,500 jobs for a growth rate of 9.8 percent. As such, covered employment in 
Minnesota has grown by an annual average of 1.6 percent since 2010, equivalent to 
approximately 41,800 jobs per year. Employment in the Seven-County Twin Cities Metro Area 
grew by 10.9 percent between 2010 and 2016, up 167,884 jobs, while Greater Minnesota 
expanded by 8.1 percent, adding 82,673 jobs. The Twin Cities Metro Area was the fastest-
growing region of Minnesota between 2010 and 2016, although Central Minnesota was just 
behind it, growing by 10.3 percent during that time. Southeast Minnesota grew by 7.0 percent 
between 2010 and 2016, Northwest Minnesota grew by 5.6 percent, and Southwest Minnesota 
and Northeast Minnesota grew by 3.6 percent and 3.2 percent, respectively. 


With just over 475,001 jobs, Health Care and Social Assistance is the largest-employing industry 
in Minnesota, accounting for 16.9 percent of the state's total employment. With 317,411 jobs, 
Manufacturing is Minnesota's second largest-employing industry, accounting for 11.3 percent of 
the state's total jobs. With 298,443 jobs, Retail Trade rounds out Minnesota's top-three largest-
employing industries, accounting for 10.6 percent of the state's total employment. Altogether, 
Health Care and Social Assistance, Manufacturing, and Retail Trade account for nearly 40 
percent of the state's total employment. Other large-employing industries Accommodation and 
Food Services; Educational Services; and Professional, Scientific, and Technical Services. 


Not surprisingly, Health Care and Social Assistance added the most jobs between 2010 and 
2016. More specifically, this industry added nearly 55,000 jobs, growing 13.1 percent. 
Professional, Scientific, and Technical Services added the second most jobs during this period of 
time, up about 34,200 jobs, growing by 27.4 percent. Coming in third, Construction added over 
27,600 jobs, growing by 29.0 percent. As such, Construction was the fastest-growing industry in 
Minnesota between 2010 and 2016. More recently, between 2015 and 2016, Professional, 
Scientific, and Technical Services was both the largest- and fastest-growing industry in 
Minnesota. Overall, 14 of 20 industry sectors witnessed employment growth in Minnesota 







between 2015 and 2016. 17 of 20 industries witnessed employment growth between 2010 and 
2016, with only Information; Real Estate, Rental, and Leasing; and Utilities experiencing 
employment losses (see Table 7). 


Table 7. Minnesota Industry Employment Statistics, 2016 


Industry 2016 
Employment 
Data 


   


2010 - 
2016 


 


2015 - 
2016  


 


Number of Firms Number of 
Jobs 


Total 
Payroll 
(billions) 


Avg. 
Annual 
Wage 


Numeric 
Change 


Percent 
Change 


Numeric 
Change 


Percent 
Change  


Total, All Industries 160,516 2,813,948 $152.8 $54,288 +250,557 +9.8% +39,522 +1.4% 


Health Care & 
Social Assistance 


14,202 475,001 $23.6 $49,660 +54,985 +13.1% +12,223 +2.6% 


Manufacturing 8,131 317,411 $20.2 $63,752 +25,208 +8.6% +99 +0.0% 


Retail Trade 18,081 298,443 $8.6 $28,704 +20,068 +7.2% +4,986 +1.7% 


Accommodation & 
Food Services 


11,164 229,276 $4.3 $18,564 +25,176 +12.3% +5,265 +2.4% 


Educational 
Services 


3,971 225,064 $10.7 $47,736 +9,735 +4.5% +3,143 +1.4% 


Professional & 
Technical Services 


19,435 158,980 $14.3 $90,116 +34,195 +27.4% +13,073 +9.0% 


Finance & Insurance 9,118 138,789 $13.3 $96,096 +4,142 +3.1% -769 -0.6% 


Admin. & Support 
Services 


7,636 137,558 $5.3 $38,168 +14,371 +11.7% +1,780 +1.3% 


Wholesale Trade 12,623 131,854 $10.4 $79,040 +7,960 +6.4% -1,045 -0.8% 


Public 
Administration 


3,306 129,142 $7.1 $54,808 +3,777 +3.0% +1,023 +0.8% 


Construction 15,375 122,797 $7.8 $63,024 +27,629 +29.0% +1,132 +0.9% 


Transportation & 
warehousing 


5,300 102,259 $5.3 $51,636 +10,340 +11.2% +3,868 +3.9% 


Other Services 15,312 89,460 $2.8 $31,512 +6,324 +7.6% +901 +1.0% 


Management of 
Companies 


1,345 78,477 $9.3 $119,132 +7,838 +11.1% +365 +0.5% 


Information 3,461 54,112 $3.8 $69,836 -3,796 -6.6% -295 -0.5% 


Arts & Recreation 2,982 49,718 $1.6 $32,448 +1,217 +2.5% +496 +1.0% 







Industry 2016 
Employment 
Data 


   


2010 - 
2016 


 


2015 - 
2016  


 


Number of Firms Number of 
Jobs 


Total 
Payroll 
(billions) 


Avg. 
Annual 
Wage 


Numeric 
Change 


Percent 
Change 


Numeric 
Change 


Percent 
Change  


Real Estate, Rental, 
& Leasing 


5,791 34,772 $1.7 $50,128 -1,309 -3.6% -4,718 -
11.9% 


Agriculture 2,691 21,545 $0.8 $36,608 +2,998 +16.2% +142 +0.7% 


Utilities 411 14,016 $1.4 $99,788 -62 -0.4% -234 -1.6% 


Mining 204 5,365 $0.4 $78,780 +142 +2.7% -804 -
13.0% 


Source: MN DEED Quarterly Census of Employment and Wages (QCEW) 


As noted, Minnesota's economy is expected to grow by 4.4 percent between 2014 and 2024, a 
gain of 130,000 jobs. The largest- and fastest-growing industry will be Health Care and Social 
Assistance, which is anticipated to account for nearly 60 percent of total projected growth 
between 2014 and 2024. The state is also projected to see fast job growth in Construction and 
Professional and Technical services. These industries will need to focus on attracting and 
recruiting new workers to fill their workforce needs. 


In contrast, the state is expected to see job cuts in Manufacturing, Information, Agriculture, 
Public Administration, and Utilities. While the overall employment size of these industries is 
projected to decline through 2024, there will still be the need for replacement workers. Hiring 
demand will remain high in nearly every industry sector, including sectors such as 
Manufacturing and Public Administration (see Table 8).  







Table 8. Minnesota Industry Projections, 2014-2024 


Industry 2014 Estimated 
Employment 


2024 Projected 
Employment 


2014 - 2024 - 


- - - Percent 
Change 


Numeric 
Change 


Total, All Industries 3,007,000 3,137,000 +4.3% +130,000 


Health Care & Social 
Assistance 


430,342 505,533 +17.4% +75,191 


Professional & Technical 
Services 


140,893 153,363 +8.8% +12,470 


Accommodation & Food 
Services 


214,527 225,211 +4.9% +10,684 


Construction 107,604 117,896 +9.5% +10,292 


Retail Trade 288,601 297,417 +3.0% +8,816 


Finance & Insurance 138,154 146,172 +5.8% +8,018 


Administrative & Waste 
Services 


133,782 137,757 +2.9% +3,975 


Wholesale Trade 131,978 135,409 +2.5% +3,431 


Arts, Entertainment, & 
Recreation 


52,748 55,449 +5.1% +2,701 


Management of Companies 78,679 81,228 +3.2% +2,549 


Educational Services 55,476 57,929 +4.4% +2,453 


Other Services 127,987 130,315 +1.8% +2,328 


Real Estate, Rental, & 
Leasing 


39,260 41,493 +5.6% +2,233 


Transportation & 
Warehousing 


83,068 84,535 +1.7% +1,467 


Mining 6,382 6,435 +0.8% +53 


Utilities 12,866 12,589 -2.1% -277 


Public Administration 379,825 378,615 -0.3% -1,210 


Agriculture 23,526 21,981 -6.5% -1,545 


Information 52,549 48,898 -6.9% -3,651 


Manufacturing 311,980 297,502 -4.6% -14,478 







Source: MN DEED 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 self-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 
Number 
of All 
Firms 


Total Sales of 
All Firms 
($1,000s) 


Number 
of Firms 
with 
Paid 
Employ
ees  


Sales of Firms 
($1,000s) with 
Paid 
Employees  


Number 
of Paid 
Employee
s  


Number 
of Firms 
without 
Paid 
Employee
s  


Sales of 
Firms 
($1,000) 
without 
Paid 
Employees  


All Firms  489,494  $694,788,651 109,736 $677,657,170 2,422,065 379,758 $17,131,48
0 


Minority-
owned Firms 


47,565  $8,722,470 5,651  $7,619,296  63,360  41,913  $1,103,174  


Black or 
African 
American  


19,964  $1,729,430  1,155  $1,324,500  21,261  18,809  $404,930  


American 
Indian or 
Alaskan Native  


4,152  $724,233  456  $683,316  6,402  3,696  $85,907  


Asian  15,553  $4,163,621  2,995  $3,774,405  27,255  12,558  $389,216  


Native 
Hawaiian & 
Other Pac. 
Islanders  


328  $65,151  44  $57,161  407 284  $8,000   


Some other 
race  


3,806  $502,498  340  $397,280  2,194  3,465  $105,218  







 - Total 
Number 
of All 
Firms 


Total Sales of 
All Firms 
($1,000s) 


Number 
of Firms 
with 
Paid 
Employ
ees  


Sales of Firms 
($1,000s) with 
Paid 
Employees  


Number 
of Paid 
Employee
s  


Number 
of Firms 
without 
Paid 
Employee
s  


Sales of 
Firms 
($1,000) 
without 
Paid 
Employees  


Hispanic-
owned Firms  


8,865  $1,940,095  1,009  $1,687,202  8,174  7,856  $252,893 


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. 


Gender and Minnesota’s Workforce 


As Minnesota’s economic growth continues to test the capacity of workforce development, it has 
become increasingly important to look at all aspects of ensuring a robust talent pipeline. The 
talent pipeline must encourage all career and job seekers to consider all the opportunities for 
career pathways that lead to family sustaining wages. Minnesota has one of the highest labor 
force participation rates in the country and provides ample access to the workforce development 
system for both women and men. The following chart provides an overview of basic labor 
market information by gender and racial categories: 


Minnesota Employment Characteristics, 2016 







Employment Characteristics 
by Gender 


Population, 16 & 
over 


In Labor 
Force 


Labor Force 
Partic. Rate 


Unemployed 
Workers 


Unemp. 
Rate 


Total 4,375,523 3,040,524 69.5% 116,518 3.8% 


Male 2,162,002 1,585,674 73.3% 68,031 4.3% 


Female 2,213,521 1,454,850 65.7% 48,487 3.3% 


 
Employment Characteristics 
by Race 


Population, 16 & 
over 


In Labor 
Force 


Labor Force 
Partic. Rate 


Unemployed 
Workers 


Unemp. 
Rate 


White alone 3,750,633 2,602,939 69.4% 83,294 3.2% 


Black or African American 
alone 


228,798 155,354 67.9% 16,623 10.7% 


American Indian & Alaska 
Native alone 


44,183 26,421 59.8% 3,382 12.8% 


Asian or Other Pac. Islanders 
alone 


193,451 137,544 71.1% 5,364 3.9% 


Some Other Race alone 75,522 58,907 78.0% 3,240 5.5% 


Two or More Races 81,729 59,826 73.2% 4,786 8.0% 


 
Employment Characteristics by 
Hispanic Origin 


Population, 16 & 
over 


In Labor 
Force 


Labor Force 
Partic. Rate 


Unemployed 
Workers 


Unemp. 
Rate 


Hispanic or Latino (of any race) 187,733 143,240 76.3% 9,167 6.4% 


 
Employment Characteristics 
by Disability 


Population, 16 & 
over 


In Labor 
Force 


Labor Force 
Partic. Rate 


Unemployed 
Workers 


Unemp. 
Rate 


With Any Disability 291,686 152,260 52.2% 12,181 8.0% 


Source: 2016 American Community Survey 1-Year Estimates 


At this level, labor force participation and unemployment rates are relatively equal by gender. 
The disparities continue to be primarily reflected in characteristics by race and disability. 
Furthermore, a breakout of characteristics for women by ethnicity demonstrate continued 
inequities along racial lines as highlighted in the following table. 







Rates By Ethnicity White Black Asian Hispanic AI 


H.S. Diploma 95.8% 77.5% 74.9% 65.7% 85.8% 


Unemployment 2.7% 11.0% 2.9% 6.9% 8.4% 


Median Earnings 45,720 33,373 42,050 30,590 36,970 


Poverty 18.7% 39.3% 20.7% 34.1% 38.2% 


Labor Participation 65.5% 66.3% 65.6% 69.8% 64.7% 


Bachelor's or Higher 36.0% 20.7% 41.7% 17.0% 21.0% 


Source: 2016 American Community Survey 1-Year Estimates 


However, at a deeper level, looking at industry sectors and occupations, a different trend 
emerges. The following table illustrates gender inequities, highlighting the top 10 occupations 
dominated by female and male employment. 
 


Employment Percent of 
Total 


Employment Percent of 
Total 


Total, All Occupations 1,515,561 51.9% 1,406,085 48.1% 


Female-dominated occupations  Male Female   


Preschool and kindergarten teachers 120 0.9% 13,387 99.1% 


Occupational and physical therapist assistants and aides 70 3.0% 2,248 97.0% 


Secretaries and administrative assistants 3,168 5.7% 52,410 94.3% 


Bookkeeping, accounting, and auditing clerks 1,972 8.6% 21,031 91.4% 


Personal appearance workers 1,937 9.6% 18,320 90.4% 


Child care workers 3,179 9.8% 29,289 90.2% 


Special education teachers 723 10.1% 6,445 89.9% 


Registered nurses 7,721 11.2% 61,135 88.8% 


Other healthcare support occupations 2,762 11.3% 21,730 88.7% 


Legal support workers 1,179 13.8% 7,382 86.2% 


Male-dominated occupations  Male Female   


Extraction workers 1,343 99.5% 7 0.5% 


Rail and water transportation workers 2,135 99.3% 15 0.7% 







 
Employment Percent of 


Total 
Employment Percent of 


Total 


Carpenters 24,118 98.9% 271 1.1% 


Vehicle and mobile equipment mechanics, installers, and 
repairers 


32,324 98.9% 376 1.1% 


Pipe layers, plumbers, pipefitters, and steamfitters 9,532 98.5% 144 1.5% 


First-line supervisors of construction and extraction 
workers 


11,876 97.4% 319 2.6% 


Construction laborers 26,691 96.7% 922 3.3% 


Electricians 12,352 96.6% 439 3.4% 


Material moving workers except supervisors, laborers and 
material movers, hand 


12,123 95.6% 563 4.4% 


Other construction workers and helpers 8,026 94.6% 460 5.4% 


Source: U.S. Census Bureau, 2016 American Community Survey 1-Year Estimates 


The industry sectors selected by the six regions included many of the following occupations 
where male employment is predominant, presenting gender inequities that may be impeding the 
robust talent pipeline Minnesota seeks to establish through our WIOA strategies. 


Minnesota Occupations by Gender Male 


 


Female 


 


Employment Percent of 
Total 


Employment Percent of 
Total 


 


Total, All Occupations 1,515,561 51.9% 1,406,085 48.1% 


Extraction workers 1,343 99.5% 7 0.5% 


Rail & water transportation workers 2,135 99.3% 15 0.7% 


Vehicle & mobile equipment mechanics, installers, & repairers 32,324 98.9% 376 1.1% 


Carpenters 24,118 98.9% 271 1.1% 


Pipe layers, plumbers, pipefitters, & steamfitters 9,532 98.5% 144 1.5% 


First-line supervisors of construction & extraction workers 11,876 97.4% 319 2.6% 


Construction laborers 26,691 96.7% 922 3.3% 


Electricians 12,352 96.6% 439 3.4% 


Material moving workers except supervisors & laborers & material 
movers, hand 


12,123 95.6% 563 4.4% 


Other construction workers & helpers 8,026 94.6% 460 5.4% 







Minnesota Occupations by Gender Male 


 


Female 


 


Employment Percent of 
Total 


Employment Percent of 
Total 


 


Driver/sales workers & truck drivers 62,920 94.3% 3,837 5.7% 


Plant & system operators 4,975 94.0% 318 6.0% 


Other installation, maintenance, & repair occupations including 
electrical & electronic equipment mechanics, installers, & repairers 


40,968 93.8% 2,688 6.2% 


First-line supervisors of landscaping, lawn service, & grounds 
keeping workers 


2,712 93.7% 183 6.3% 


Fishing & hunting, & forest, conservation, & logging workers 1,138 92.9% 87 7.1% 


Grounds maintenance workers 16,954 91.2% 1,637 8.8% 


Metal workers & plastic workers 37,799 90.9% 3,780 9.1% 


Firefighting & prevention workers 2,122 90.8% 216 9.2% 


Painters & paperhangers 7,859 90.2% 858 9.8% 


Woodworkers 4,577 89.9% 517 10.1% 


Source: U.S. Census Bureau, 2016 American Community Survey 


Disability by gender information provides limited insights, due to data surpression requirements. 
Overall, the data does show the disparities for those with disabilities. Females, in general, also 
trail behind men in one known category - median earnings - and it can some what be inffered that 
this would hold true in the other characteristics. 


Outcomes - Disability by Gender 


- WITH DISABILITIES WITH DISABILITIES WITH DISABILITIES 


Characteristics Total Male Female 


HS Diploma 85.5% - - 


Unemployment 8.0% - - 


Median Earnings (total) $19,767 $21,914 $16,767 


Poverty 18.3% - - 


Labor Force Participation 52.2% - - 


Bachelor's or Higher 18.5% - - 







Inequities exist for both males and females by race. The following two tables show the outcomes 
by gender and race.  







Outcomes - Male by Race 


Characteristics Total White Black Asian Hispanic Native 
American 


HS Diploma 92.6% 94.3% 85.8% 82.8% 59.8% 86.1% 


Unemployment 4.3% 3.7% 10.5% 4.8% 6.0% 16.0% 


Median Earnings (total) $41,616 $44,597 $26,969 $37,042 $28,009 $22,828 


Median Earnings (full-time, year-round) $53,200 $55,990 $37,235 $50,579 $35,291 $36,319 


Poverty 9.0% 6.5% 28.1% 15.9% 15.3% 32.9% 


Labor Force Participation 73.3% 73.3% 69.5% 77.1% 82.2% 61.0% 


Bachelor's or Higher 33.7% 34.7% 22.9% 42.7% 13.5% 10.5% 


Outcomes - Female by Race 


Characteristics Total White Black Asian Hispanic Native 
American 


HS Diploma 93.3% 95.8% 77.5% 74.9% 65.7% 83.6% 


Unemployment 3.3% 2.7% 11.0% 2.9% 6.9% 10.0% 


Median Earnings (total) $30,787 $31,605 $21,797 $30,299 $21,055 $23,321 


Median Earnings (full-time, year-round) $44,132 $45,720 $33,373 $42,050 $30,590 $35,492 


Poverty 10.8% 8.2% 31.5% 16.1% 21.0% 30.3% 


Labor Force Participation 65.7% 65.5% 66.3% 65.6% 69.8% 58.7% 


Bachelor's or Higher 35.9% 37.2% 18.5% 40.8% 17.0% 17.0% 


1-Year Estimates 


Gender equity presents an opportunity for further strategy development as Minnesota considers a 
variety of aspects for its workforce analysis in building and sustaining a robust talent pipeline to 
meet the needs of employers. From an economic perspective of family sustain wages - the focus 
of goal number one in the State Plan - gender inequities are more prevalent along racial lines. 
From a Career Pathway perspective of employment opportunity that meet the needs of industry - 
the focus of goal number two in the State Plan - gender inequities exist that appear to limit 
opportunities for women and a more robust talent pipeline for employers.  







Ethnic Subcategories 


Minnesota's regions also contain various ethnic groups within the larger subgroups presented 
elsewhere in this section. To assist the regions with this issue the State Board and DEED will 
provide more detailed breakouts of these populations. The following tables illustrate some of 
these breakouts within Asian and Native Americans groups in Minnesota. 


Asian 
 


Hmon
g 


 


Asian 
Indian 


 


Vietname
se 


 


Chines
e 


 


Filipin
o 


 


Korea
n 


 


Burmes
e 


 


Povert
y 
Status 


Numbe
r 


Perce
nt 


Numbe
r 


Perce
nt 


Number Perce
nt 


Numbe
r 


Perce
nt 


Numbe
r 


Perce
nt 


Numbe
r 


Perce
nt 


Number Perce
nt 


Less 
than 
100% 
of 
povert
y 


12,921 16.8% 4,329 8.0% 3,989 12.4% 7,110 25.2% 127 0.8% 3,530 24.1% 6,294 48.3% 


100-
199% 
of 
povert
y level 


18159 23.6% 1,708 3.2% 3,247 10.1% 4,901 17.4% 2,830 17.8% 2,042 13.9% 4,058 31.2% 


200% 
or 
more 
of 
povert
y level 


45846 59.6% 48,133 88.9% 24,974 77.5% 16,214 57.4% 12,973 81.4% 9,078 62.0% 2,675 20.5% 


               
Native American 
 


Chippewa 


 


Sioux 


 


Am. Indian/Alaskan, tribe not 
reported 


 


Poverty Status Number Percent Number Percent Number Percent 


Less than 100% of poverty 13,111 32.6% 1,908 24.5% 4,138 52.9% 


100-199% of poverty level 11,073 27.6% 2,492 32.0% 1,642 21.0% 







 


Chippewa 


 


Sioux 


 


Am. Indian/Alaskan, tribe not 
reported 


 


Poverty Status Number Percent Number Percent Number Percent 


200% or more of poverty 
level 


15,987 39.8% 3,385 43.5% 2,048 26.2% 


       


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. 


i. 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. 


iii. 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, UI, 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 
of Population 25 years 
and over, 2014 


Projected Employment in 
2024 (DEED Employment 
Projections 2014-2024 


Projected Employment in 
2024 (DEED Employment 
Projections 2014-2024) 


- - Number of Jobs Surplus (Shortage) 


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


High school graduate 
(includes equivalency) 


943,854 1,102,289 (158,435) 


Some postsecondary 
education, no degree 
(includes vocational 
training) 


793,278 307,169 486,109 


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


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


Graduate or professional 
degree 


426,020 112,602 313,418 


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 (UI) 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 participate in career services to the fullest extent possible through collocation 
at Workforce Centers and other locations determined necessary for serving job seekers. Title II 
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 participate 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 II 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 III, 
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 III) 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 III 
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 II 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 I 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 questions 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 I 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— 


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


B. 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. 


** Veterans, 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: 


A. Reduce educational, skills training and employment disparities based on race, 
disability, disconnected youth or gender. 


B. Build employer-led industry sector partnerships that expand the talent pipeline to 
be inclusive of gender, race and disability to meet industry demands for a skilled 
workforce. 


Minnesota’s decision to include gender opportunity is based on several data points and analysis 
contained in earlier sections of the plan. The opportunity to move females forward into livable 
wages is best demonstrated in the construction sector which only 14% employed in this sector 
are women. It is also demonstrated by the data shows high workforce participation rate for 
females, but wage and occupation data that show women’s earnings are significantly lower 
forcing them to work more than one job. This is most prominently illustrated by the fact that the 
female Hispanic workforce participation rate is the highest among racial categories but 
educational attainment and earnings are significantly less. Intentional strategies to move 
individuals out of poverty and often working more than one job will result in greater 
opportunities for gender as well as race. 


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 is committed to addressing the needs of individuals with barriers by identifying the 
disparities based on the data presented in this plan. While Minnesota continues to experience 
extremely low unemployment rates overall, there are populations experiencing two to three times 
the average unemployment rate. Minnesota’s call to action will address the disparity gaps within 
racial, disability and disengaged youth populations to improve outcomes of education attainment 
and employment outcomes. Additionally, through the business led sector partnerships, a greater 
focus will be placed on access to career opportunities for disparately impacted populations, 
including gender based inequities. 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. Minnesota’s state agency partners whom 
are represented in this plan continue to move from aligning programs to an integrated approach 
to support the workforce system. Minnesota was recognized as an early adaptor of career 
pathways which this plan focuses on. 







The career pathways system is grounded through the vision and goals of this plan. The 
commitment to career pathways is evident at multiple levels; state, regional, and local areas. 
Minnesota continues to build upon our experience to develop strategies beyond our local areas to 
become embedded throughout the six established regions within the state. Each of the six regions 
within Minnesota have approved regional plans and strategies to support the goals of our state 
plan. These plans build upon existing career pathways with a focus on serving individuals with 
the greatest barriers to employment. The plans identify a minimum of two industry sectors to 
establish or develop additional capacity through employer-led partnerships. Less than two years 
has passed since the regional plans have been approved but all six regions have demonstrated 
significant progress. The regions have developed a regional governance structure, made 
significant progress in their community outreach, established employer-led partnerships and are 
in the process of developing career pathways models to meet the needs of the individuals served 
and establishing benchmarks to measure their outcomes. 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. In 2016, the GWDB adopted 
this plan as their four year strategic plan. The board has established two additional standing 
committees to address and identify strategies, policies and oversight to support the goals. The 
Racial Equity and Disability Equity Committees represent board members and stakeholders at 
state, regional and local levels. The GWDB continues to provide oversight, technical assistance, 
and communication around best practices within the regional plans. 


Over the past two years the Career Pathways Partnership completed extensive research around 
career pathways models, policies to support a career pathways system, and submitted 
recommendations to the GWDB. This committee relies heavily on the private sector members of 
the board all of whom represent key industry sectors and representative of the six regions. These 
private sector leaders are core to the development of industry recognized credentials, supporting 
career pathways, offering work-based learning experiences and identify gaps within their sectors 
and regions of the state. Together these committees are core to developing recommendations to 
support and expand best practices as well as identifying similar barriers that racial and ethnic 
communities face in addition to individuals with disabilities. A strength of these committees is 
the board members and the stakeholders is their ability to not isolate the two goals of this plan as 
two separate strategies but rather focus on the interdependence of these two goals. Minnesota’s 
economic future is dependent on every individual and their skills to support our industries. The 
identification of industry sectors in the six regions requires strong partnerships and 
understanding of their communities and the industries. 


An addition to this modified plan is the priority to address gender opportunity gaps. Workforce 
participation by gender in some of the industry sectors identify significant gaps. Addressing 
these gaps and focusing on populations with the greatest barriers will continue to move 
individuals forward to earning a family sustaining wage. Developing strategies that address these 
gaps will include intentionality and focus around race, disability, disconnected youth, and 
gender. The six regions are instrumental in the implementation of strategies while informing the 
GWDB and the respective committees of their challenges and successes. Together they will 
identify best practices, examine the barriers and collectively make recommendations for 
solutions toward achieving our goals. Over the next two years the priorities will continue to 







focus on developing career pathways based on building the competencies and skills needed to fill 
occupations in demand within our growing sectors. The six regions have identified sectors which 
align with the five state sectors. The priority will be focused on developing industry recognized 
credentials that move individuals along a career path that fulfills the demands of industry while 
providing opportunity for employment and livable wages. Minnesota will continue to focus on 
industry sectors in; construction, healthcare, manufacturing, natural resources and professional 
and business services. A modification to Minnesota’s plan will include an intentional priority to 
address gender disparities within these sectors. These sectors have multiple occupations that 
allow individuals to continue to develop their skills while moving out of poverty into livable 
wage occupations. Minnesota continues to be recognized as a national leader in the growing 
healthcare sector. Through the federal DOL Apprenticeship grant and state funded initiatives, 
over 275 new apprenticeships have been filled in this non-traditional sector. Minnesota is a 
partner in the White House Initiative and Hope Street for career pathways, CareerSTAT National 
Fund for Workforce Solutions and the Democracy Collaborative. These national partnerships 
with our Minnesota anchor institutions will continue to expand across our six regions. The 
Career Pathways Partnership is evaluating how these models can be replicated and adapted to 
other sectors across Minnesota. 


The combined state plan partners are instrumental in identifying and leveraging resources to 
support these innovative approaches at local and regional levels. 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-three private sector members 
meet quarterly with the CPP to educate, inform, strategize, and develop solutions to support a 
career pathways system for the state. Eleven of these members serve on local workforce boards 
also providing leadership and input to local and regional needs. 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 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 PY18 Proposed PY18 negotiated PY19 proposed PY 19 Negotiated 


Adults 82.1 TBD 82.1 TBD 


Dislocated Worker 82.9 TBD 82.9 TBD 


Youth 64.3 TBD 64.3 TBD 


Adult Education Baseline Baseline Baseline Baseline 


Wagner-Peyser 77.7 TBD 77.7 TBD 


Vocational Rehabilitation Baseline Baseline Baseline Baseline 


Employment 4th Qtr After Exit 


Adults 71.0 TBD 71.0 TBD 


Dislocated Worker 78.6 TBD 78.6 TBD 


Youth 62.5 TBD 62.5 TBD 


Adult Education Baseline Baseline Baseline Baseline 


Wagner-Peyser 71.9 TBD 71.9 TBD 


Vocational Rehabilitation Baseline Baseline Baseline Baseline 


Median Earnings 2nd Qtr After Exit 


Adults 6,350 TBD00 6,350 TBD 


Dislocated Worker 8,710 TBD 8,710 TBD 







Adults 6,350 TBD00 6,350 TBD 


Youth Baseline Baseline Baseline Baseline 


Adult Education Baseline Baseline Baseline Baseline 


Wagner-Peyser 4,203 TBD 4,203 TBD 


Vocational Rehabilitation Baseline Baseline Baseline Baseline 


Credential Attainment Rate 


Adults 70.9 TBD 70.9 TBD 


Dislocated Worker 81.4 TBD 81.4 TBD 


Youth 47.4 TBD 47.4 TBD 


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 


Adult Education 40.0 40.0 41.0 41.0 


Wagner-Peyser N/A N/A N/A N/A 


Vocational Rehabilitation Baseline Baseline Baseline Baseline 


Effectiveness in Serving Employers 


The effectiveness in serving employers will include the following measures: 


 Employer information and Support Services 


• Workforce Recruitment Assistance 


• Strategic Planning/Economic Development 







• Untapped Labor Pools 


• Training Services 


• Rapid Response/Planning Layoff 


Baseline measures are being developed through various data collection methods. 


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) 
and includes registered apprenticeship.  “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:  


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


• 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 
1 


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


Milestone 
2 


Road maps overlaid on the educational pathways, including work—based learning and 
apprenticeships to determine change needs to align education and training opportunities with 
career pathways to scale within the in—demand occupations. 


Milestone 
3 


An established process for monitoring of occupational trends that will support the needed 
flexibility of the career pathway system to respond to changing economic conditions. 


Milestone 
4 


A developed measurement system within the sector strategies that evaluates the effectiveness of 
the partnerships and their contributions and support of the other strategies. 


  







Community Engagement 


Strategy — Communities experiencing inequities in education, skill training and employment 
outcomes; gender opportunity gaps; 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, including gender equity. 


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; and for 
populations, including gender, experiencing barriers to access to career pathway opportunities. 


Milestone 
1 


Validation of data and system barriers identified; strategies developed to include regional 
subgroups by race, disability, disconnected youth and gender 


Milestone 
2 


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


Milestone 
3 


An established a strategy for expanding on—going culturally—relevant career pathways 
programming, including careers in targeted sectors to address gender equity opportunity, 
training to meet required skill needs, work-based learning, apprenticeships. 


Milestone 
4 


A developed measurement system that monitors the impact of the strategies and the outcomes 
of disparate impact communities - including race, disability, disconnected youth and gender. 


Customer—Centered Design  


Strategy — Better understanding the needs of businesses by stronger engagement, the state will 
design and support trainings that is unique for the identified populations of 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 and broader 
attraction of all job seekers impacting all disparities. 


Milestone 
1 


Design approaches understood and strategies developed to modify services at the regional 
level, looking at subcategories of race and ethnicity. 







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. 


Milestone 
2 


Strategies implemented with program and policy alignment to achieve better outcomes around 
opportunities for work-based learning, apprenticeships in career pathways with multiple on-
ramps for various populations. 


Milestone 
3 


Funding and resource needs for system improvements and scaling addressed through system 
support at the local and regional level 


Milestone 
4 


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


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 
1 


A system—wide understanding of capacity and strategies to align funding and resources at a 
strategic level, based on allowable and restricted activities. 


Milestone 
2 


An overlay of funding and resources to the employment, education and training activities 
related to the 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 
3 


Recommendations on policy needs to support alignment of funding and resources from federal, 
state, local and philanthropic organizations. 


Milestone 
4 


Develop a measurement system that is informed by funding and resource investments in career 
pathway 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 
1 


Initial system—wide policy assessment completed with recommendations. 


Milestone 
2 


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


Milestone 
3 


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


Milestone 
4 


Policy practices formalized and monitored. 


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 
1 


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


Milestone 
2 


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


Milestone 
3 


The system dashboard is completed and implemented. 


Milestone 
4 


The system dashboard is used to evaluate ongoing performance, best practices and system 
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.  


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 disparities in outcomes and opportunities based on race and gender. 


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 
will 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, including 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 has establish 
several task forces 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.  


Additionally, gender opportunity gaps exist that hamper a robust talent pipeline for many of the 
sectors and occupations in demand that have been selected by the six regions. This impedes the 
success of business growth and providing career decision makers and job seekers with high 
quality information about the full array of family sustaining wage pathways available to them. 
Occupational social stigma needs to be overcome in order to create the most robust talent 
pipeline available to all job seekers and employers. 


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; gender opportunity 
gaps; 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.  


The state funded WESA (Women’s Employment Security Act) also provides resources and 
support to address the gender opportunity gaps. Although primarily focusing on equal 
employment opportunity activities not related to employment and training services overseen by 
DEED, it helps to shed light on factors that continue to create barriers for entry into gender 
dominating occupations. 


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.  


There is also a need for better promotion and public awareness of the occupations in demand that 
have experienced traditional barriers related to gender. Social stigma and workplace stereo-types 
continue to hinder access to all opportunities, leaving many people out of the potential pool of 
becoming or already being a qualified candidate for job openings or training opportunities. 


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 II(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, III, and IV; 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.  


III. Operational Planning Elements 
The Unified or Combined State Plan must include an Operational Planning Elements section that 
supports the State’s strategy and the system-wide vision described in Section II.(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 State Plan partner program included in this plan will implement the 
State’s Strategies identified in Section II(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, as 
appropriate. 


The providers of activities under WIOA core Titles I, III 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 a career pathways 
system. 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. 


Minnesota’s six regions have identified at a minimum two industry sectors that represent 
opportunities for individuals with the greatest barriers to employment. Using relevant data and 
improved workforce planning, service providers will have the resources to assist individuals in 
making informed career decisions leading to opportunities which in turn, address and impact the 
disparities gaps — race, disability, disconnected youth and gender. Staff and counselors whom 
deliver career services continue to receive training and access to professional development and 
current data. Individuals seeking training services will work with counselors who have the most 
current tools to assist participants in making an informed choice and identify the necessary 
resources to ensure greater opportunities for successful completion of training and job 
placement. Partners in the workforce system at local, regional, and state levels continue to 







collaborate on opportunities to align and integrate programming and resources to achieve our 
goals. 


The providers of activities under WIOA core Title II — 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. These local and regional partnerships have led and will continue to 
inform best practices serving disparate populations and result in skill attainment through career 
pathways and work-based learning strategies that meet the industry demands. 


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 Corrections, DOC has put grant funded career navigator positions 
in place within the state prisons to work with offenders ready for release. A team approach 
between WorkForce Centers, DHS, DOC Re-entry, parole, and DOC Career Technical 
Education staff work closely to coordinate their programs and career services to provide a 
seamless transition back into the communities. The DOC provides post-secondary Career 
Technical Education programming in many demand sectors, while providing portable and 
stackable credentials. 


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. The approved 
six regional plans all identify strategies to align and integrate services and programming to 
provide opportunities for participants building upon and leading to meaningful employment. 


There are several opportunities for activities to be aligned and enhanced with the core programs. 
Training is needed for staff to understand the appropriate activities and career pathway 
opportunities for recipients within a system where job search and job placement have been 
primarily seen as the core activity. We need to continue to better understand how career 
pathways models including; work-based learning, apprenticeships, and skills training can be 
implemented to align with the needs of industry. Development of employer-led sector 
partnerships allow for opportunities for jobseekers with a priority to address the disparities gaps 







in race, disability, disconnected youth, and gender opportunities. This being said, it has been 
critical for providers to understand the regional sectors in demand. 


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 continues to utilize career pathways as 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 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. Minnesota has approved six regional plans which is inclusive 
of the sixteen local workforce development areas and their respective local plans. These six 
regions have all organized a regional governance structure which is representative of key 
stakeholders. Collectively, they continue to develop strong regional networks to address their 
needs with a keen focus on addressing the disparities gaps — race disability, disconnected youth, 
and gender opportunities within industry sectors. One such example is the coordination between 
Adult Basic Education delivering ESL education and WorkForce Centers delivering digital 
literacy education. Minnesota’s Apprenticeship Initiative funded under DOL is yet another 
example of building capacity through leveraging our WorkForce Centers, the Department of 
Labor and Industry and industry leaders many whom serve on the local and state board. The six 







regional plans have all identified and continue to develop new partnerships to align and integrate 
resources outside of this plan. 


Program and activity alignment with training opportunities, inclusive of Registered 
Apprenticeships, occurs through the activities of the local boards, business partnerships and 
special grant and funding opportunities. 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 
while addressing our goals of closing the disparities gap within communities of color. 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. Through Minnesota’s 
employer-led sector partnerships several best practices have emerged with the development of 
strategies around youth and developing regional industry recognized credentials. While the 
sector partnerships are not all at the same level of maturity, they continue to deliver promising 
practices to “customize” the training needs of individuals while meeting the skills needed for 
employers. 


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. Minnesota’s state program administrators and representatives 
of the state and local boards meet monthly to identify opportunities to move from alignment to 
integration of services and programming. This partnership is committed to focusing their 
priorities on state level strategy and policy that support comprehensive involvement of these 
providers and to ensure our local boards coordinate 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 (e.g. transportation), to individuals, including those 
populations identified in section II(a)(1)(B), and individuals in remote areas 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. The GWDB’s Racial and Disability Equity Committees are soon to release 
recommendations to provide comprehensive, customized and coordinated services to better 
address the needs of persons with disabilities and ethnically diverse jobseekers. DEED will 
continue to provide a leadership role in the development of training with the support of the 
GWDB and their relevant committees and the state program administrators in this plan. 


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. In June of this year, the GWDB anticipates the approval 
of recommendations for professional development to support our goal to address disparities gaps 
— race, disability, disconnected youth and gender opportunities. In December 2016, the GWDB 
approved a set of recommendations from the Career Pathways Partnership which was inclusive 
of professional development and support for local boards and 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 their annual review of professional development activities in May of this 
year. In addition, the Racial and Disability Equity Committees will have recommendations to 
support the continued need for professional development serving racially and ethnically diverse 
and disability populations. 


Minnesota was one of 14 states selected to participate in the National Governors Association 
Talent Pipeline Policy Academy. This academy 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 







partnership continues to build upon this work and has added the Department of Corrections to 
this core team. This partnership represents coordination and alignment across these agencies 
which is inclusive of senior leadership and program administrators to ensure consistency and 
implementation of strategies to integrate programming and service delivery. 


Services to Laid—Off Adults 


• Unemployment Insurance — DEED houses the state’s Unemployment Insurance 
(UI) division. WorkForce Centers provide co—location for UI staff members to 
coordinate reemployment initiatives for claimants and the long—term 
unemployed. The Reemployment Services and Eligibility Assessment (RESEA) 
engages UI 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. 


• Assessments for Job Seekers — Local areas use a variety of assessment 
instruments across the state, but the most commonly used are the DOL Career 
One Stop’s Interest, Skills and Work Value assessments. Minnesota also 
developed an “Employment Readiness Profile” assessment that is used across the 
state. This assessment allows staff to do a quick assessment of a job seeker’s Job 
Search Skills, Occupational Skills, Essential Work Skills, and Computer and 
Basic Skills. Commonly called the WorkForce Center “Triage form,” this 
assessment was developed by Title I and Title III staff in a local area, and later 
distributed statewide after approval from local WDA directors and DEED 
executive management. Minnesota also offers ACT’s National Career Readiness 
Certificate (NCRC) assessments along with ACT KeyTrain training in select 
WorkForce Centers. 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. Minnesota is developing 
additional policy that leverage state resources to address the disparities gaps — 
race, disability, and disconnected youth which is a priority of this plan. Services 
include a preliminary assessment of skill levels, support services, occupational or 
on—the—job training or work-based learning, job search and placement 
assistance, access to apprenticeship opportunities, and career counseling. It also 
provides resource libraries providing access to employment— related services 
such as current job vacancies via MinnesotaWorks.net.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 career pathways that lead 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, competency-based skills 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. P2P 
provides opportunities for individuals to build their skills through several “on 
ramps” career pathways models that ultimately lead to employment in an industry 
sector that leads with a family sustaining wage. 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 that leverages WIOA programming. 


• 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 — The Minnesota Department of Corrections, 
DOC has put grant funded career navigator positions in place within the state 
prisons to work with offenders ready for release. A team approach between 
WorkForce Centers, DHS, DOC Re-entry, parole, and DOC Career Technical 
Education staff work closely to coordinate their programs and career services to 
provide a seamless transition back into the communities. The DOC provides post-
secondary Career Technical Education programming in many demand sectors, 
while providing portable and stackable credentials. DEED has four dedicated 
Offender Specialists whose sole job is to provide employment services to ex-
offenders both prior to and 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 enrollment. Currently, only one program does not track housing 
insecurity and two programs were found to not make mandatory a question 
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 serves a high 
percentage of youth who are most in need of services such as homeless youth and 
runaways, youth with disabilities and youth from families on public assistance. 
Minnesota supports co—enrollment 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. Examples of co-enrollment opportunities for 
WIOA participants include: the Minnesota Family Investment Program (MFIP), 
Vocational Rehabilitation Services, Youth Disability Employment Initiative, 
Youthbuild, Adult WIOA, ABE, Minnesota Youth Program, and Youth at Work 
Competitive Grants. For more information, see the WIOA Young Adult Program 
weblink: https://mn.gov/deed/programs-services/office-youth-development/youth-
programs/wioa-youth.jsp 


• Minnesota Youth Program (MYP) — The Minnesota Youth Program provides 
comprehensive services to prepare low-income, at—risk youth, ages 14 to 24, for 
the world of work, including: career exploration and planning, labor market 
information on in—demand occupations in the region, work readiness skills, 
financial literacy training and quality work experience opportunities. MYP serves 
over 3,000 youth each year and is available in all 87 counties. MYP operates in 
coordination with WIOA, under the oversight from local Workforce Development 
Boards/Youth Committees. Over 63% of the youth served under MYP receive 
academic credit or service learning credit for MYP participation. Youth are co-
enrolled in WIOA, MFIP, Youthbuild as a result of strong local partnerships. 
Worksite supervisors/employers evaluate the work readiness skills of youth on the 
worksite using pre and post assessments. For more information, see the Minnesota 
Youth Program weblink: https://mn.gov/deed/programs-services/office-youth-
development/youth-programs/youth-program.jsp 


• Youthbuild Program — The state-funded Youthbuild Program offers a 
construction career pathway for low-income, at—risk youth, ages 16-24, who 
have dropped out of school or are at-risk of dropping out. Youthbuild 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. Each state dollar is 
matched by two local dollars and state funds are used as match for federal 
YouthBuild resources. Youthbuild participants are co-enrolled in WIOA. For 
more information, see the Youthbuild weblink at: https://mn.gov/deed/programs-
services/office-youth-development/youth-programs/youthbuild.jsp 


• Youth at Work Competitive Grant Program — Youth at Work Competitive 
Grants provide 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 are designed for youth that promote mastery of work readiness 
competencies and 21st Century skills; promote skill acquisition (academic and 
work readiness) through project—based instruction; increase exposure to in—
demand jobs important to regional economies; and provide high—quality 
worksites and overall participant and employer satisfaction. These are two-year 
grants that emphasize innovation in serving youth. For more information, see the 
Youth Competitive Grant weblink: https://mn.gov/deed/programs-services/office-
youth-development/special/grants/ 


• Disability Employment Initiative- Partners for Youth Career Pathways - 
Minnesota is currently managing a $2.5 million, 42-month DEI grant funded 
through the U.S. DOL’s Employment and Training Administration and the Office 
of Disability Employment Policy. This grant allows Minnesota to strengthen 
partnerships and strategically align youth and adult career pathways systems to 
effectively serve youth with disabilities through multiple entry and exit points. In 
addition, the DEI has allowed Minnesota to expand the number of Employment 
Networks in the state which will help increase services to Social Security 
disability beneficiaries participating career pathways programs. Moreover, the 
DEI has helped Minnesota to build the capacity of WDA staff to increase the 
number of youth with disabilities participating in career pathways programs by 
implementing an Integrated Resource Team (IRT) approach as well as 
incorporating the Guideposts for Success best practices framework into service 
delivery. This success has prompted the development of a guide on incorporating 
the Guideposts for Success into Minnesota’s Personal Learning Plan (PLP). The 
guide was developed to assist WDA staff when working with youth with 
disabilities who have a Personal Learning Plan (PLP) or an Individualized 
Education Plan (IEP). The guide provides suggestions for integrating the 
Guideposts for Success into student ILP activities for both in-school and out-of-
school youth. For more information on the DEI and the guide on incorporating the 
Guideposts for Success into Minnesota’s PLP, see the Disability Employment 
Initiative weblink: https://mn.gov/deed/programs-services/office-youth-
development/special/disability-employment-initiative/ 


• Pre-Employment Transition Services (Pre-ETS) - The Pre-ETS program is a 
partnership between WIOA Title I Youth Programs and Title IV (Vocational 
Rehabilitation Services) to provide job exploration counseling, work-based 
learning experiences, counseling for enrollment in comprehensive transition or 
postsecondary educational programs, workplace readiness training, and 
instruction in self-advocacy opportunities to students in 9th grade through age 21 
who may be eligible to receive services from Vocational Rehabilitation. This 
program has facilitated co-enrollments into Federally- and State-funded programs 
and has helped to provide more services to youth with disabilities who may not be 
able to receive services from Vocational Rehabilitation due to established 
waitlists. For more information, see the Pre-Employment Transition Services 
weblink: https://mn.gov/deed/programs-services/office-youth-
development/special/pets/ 







• TANF Youth Innovation Project - DEED, the Department of Human Services, 
and the Minnesota Workforce Council Association (MWCA) have worked in 
partnership since 2009 to serve teen parents receiving Minnesota Family 
Investment Program (MFIP) benefits or in TANF-eligible households. Since 
2009, this partnership has leveraged over $5 million of TANF funds to provide 
work experience and work readiness training for over 3,300 teen parents who 
were receiving MFIP benefits or younger youth who were MFIP recipients. The 
partnership has been an effort to address disparities in MFIP outcomes, especially 
the Work Participation Rate (WPR), for African American and American Indian 
participants. Many of the participants in this project have little to no previous 
work experience. Over ninety percent of program participants developed work 
readiness skills through their participation in this project. Participants in the 
project are assigned a youth counselor/case manager and receive labor market 
information highlighting in-demand industries and educational opportunities 
available in the area. Youth are introduced to the idea of career pathways and 
career laddering opportunities. Some of the industries that are introduced to youth 
include information technology, manufacturing, transportation, child care, and 
healthcare. Person-centered planning is a major key to success. The work 
experiences that youth receive are targeted to their specific career interest areas as 
much as possible to provide hands-on exposure to a field that is intriguing to 
them. Career readiness skills are assessed on the worksite by the worksite 
supervisors, allowing the youth to gauge their skill level with regards to industry-
specific expectations and requirements. Financial literacy tools are utilized to help 
each youth navigate having a job and managing the earnings that follows. Co-
enrollment in the WIOA Youth Program and/or the Minnesota Youth Program as 
appropriate has contributed to the success of these projects. The TANF project 
has enabled young adults, many of whom have significant barriers to obtaining 
and maintaining employment, to explore educational opportunities and fulfilling 
careers that will set them and their families up for lifelong success. The TANF 
Innovation Project webpage includes participant success stories (see: 
https://mn.gov/deed/programs-services/office-youth-development/special/tanf/). 


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 (DVOPs) 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: 


• 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. 


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


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


• 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. 


• 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. 


• 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 
and recently extended, 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. The GWDB Disability Equity Committee is evaluating these three 
projects to develop recommendations that will result in better services and 
outcomes to individuals with disabilities not served under Title IV. Two primary 
recommendations are being considered to replicate and build state-wide capacity; 
1. Navigators and local teams are key to developing sustainable strategies and 2. 
Nationally recognized training that is Minnesota designed and implemented. 


Adult Learners 


• Customized Training Pilot Program — Minnesota provides a direct appropriation 
three MN State Colleges and University System (MINNSTATE) 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. 


a. 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. 







b. 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 30 new occupations. 


c. 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. 


d. 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. 


e. 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 II 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 
have developed strong partnerships and continue to convene meetings, identify 
opportunities for collaboration and planning, and host discussions aimed at 
meeting regional needs. This work was initially funded, in part, by the WIA 
Incentive funding that Minnesota received. The state invested much of these 
earnings into WIOA implementation to achieve 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 needs and to achieve the goals of industry or 
sector partners in the state. The activities described shall conform to the statutory requirements 
of each program. 







The Governor’s Workforce Development Board, GWDB 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 quarterly with the sub-groups meeting as needed. In addition, this 
committee brings together the 23 private sector members of the GWDB 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. In December 2017, the CPP brought forth three 
recommendations which were approved and strategies for implementation are in process. These 
recommendations are as follows: 


1) Employer Engagement in Career Pathways Call to Action 


Vision: 


• Engage more employers in Career Pathways work throughout Minnesota by 
outlining the business case for their involvement and giving specific opportunities 
for employer involvement. 


2) Document Successful Employer Engagement in Minnesota 


Vision: 


• Highlight successful employer engagement in Minnesota to promote promising 
practices in the state and to contribute to the national conversation/work on 
employer engagement. 


3) Establish a common vision and operational approach to workforce development in 
Minnesota. 


Vision: 


• Establish and Implement Outcome Based Career Pathways Demonstration 
Projects in each Work Force Development Region. 


While CPP is focused primarily on goal 2 of this state plan, the committee is responsive to 
recommendations from other GWDB committees to ensure Minnesota the interdependence of the 
two goals. This 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 is in the process of 
reviewing resources and the recommendations from the Racial and Disability Equity Committees 
which will be followed by a review utilizing the soon to be launched regional dashboard and 
evaluation of progress of the regional plans. The CPP will identify best practices and provide 
recommendations for other gaps or modifications. 


Minnesota was 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 
represented 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 
partnership continues to build upon this work and has added the Department of Corrections to 
this core team. This partnership represents coordination and alignment across these agencies 
which is inclusive of senior leadership and program administrators to ensure consistency and 
implementation of strategies to integrate programming and service delivery. 


The policy academy’s work 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 outcome of these learning sessions can be 
evidenced in the regional work plans in southwest/southcentral Minnesota which includes 
strategies to address partnership opportunities in work-based learning. A final white paper from 
the Policy Academy which includes key recommendations has been included in the two—year 
work plan for the Racial Equity Committee. 


This GWDB has identified work-based learning as a key strategy to address the disparities gaps- 
race, disability, disconnected youth and gender opportunities. To ensure this work continues, the 
GWDB brings together at a minimum, bi-annually, the four GWDB standing committees to 
articulate clear, actionable strategies for WBL opportunities. Additionally, the committees will 
evaluate the effectiveness and impact of WBL. State agency officials who have participated feel 
they’ve taken important steps 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 which are demonstrated by the outcomes in new career pathways models and 
apprenticeships in non-traditional sectors. 


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 workforce strategy consultants are 
located in the six regions and provide support for the regional plans and coordinate regional 
strategies. 


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


The GWDB, regional partnerships, and local boards continue to identify progress and share best 
practices through the GWDB committees, combined plan partners and MWCA to build capacity 







and innovative practices. While Minnesota economic conditions have continued to remain stable 
and improve, the need for talent continues to tighten. Minnesota is committed to building 
innovative practices at local, regional and state levels to provide individuals with meaningful 
employment who have been on the sidelines while meeting the demands for talent on the 
industry side of the equation. 


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. The six regional plans have identified industry 
sectors which are or have established employer-led sector partnerships. The GWDB CPP will 
conduct their review and release a briefing on these partnerships. The regional dashboard which 
will be launched second quarter of 2018 is inclusive key indicators of success of the regional 
sector partnerships. 


Under a career pathways system approach the primary coordination of services will emerge from 
employer engagement that drive the work of the business led sector partnerships. These sector 
partnerships are at varying stages of development. Minnesota contracted with Maher and Maher 
to provide technical assistance for the regions in identifying, establishing, and launching 
strategies for these sector partnerships. Some of the regions have well-established sector 
partnerships which are quickly moving to advanced stages and are in the process of setting 
benchmarks to measure their success. The CPP will be responsible for sharing of best practices 
and making recommendations for building capacity and/or replication if applicable in other 
regions. Second to the establishment and building these partnerships is developing strategies 
around work-based learning, apprenticeships, and industry-recognized credentials. Minnesota’s 
six regions are very diverse which demand customized strategies and likely regional industry-
recognized credentials which have the greatest ability to impact our disparities — race, 
disability, disconnected youth, and gender opportunity. 


DEED recently “retooled” their business services strategies. DEED has six workforce strategy 
consultants that mirror the state’s industry sectors and the six regions. This recent reorganization 
brings forth opportunities for alignment and integration to implement regional plans and 
strategies — from supporting access to labor exchange services, to planning for workforce 
development needs and developing customer-centered design strategies to meet the needs of 
individuals and the skills demands of employers. 


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 Minnesota has an established 
history of developing partnerships within education. Minnesota’s FastTRAC program represents 
a strong partnership between Adult Basic Education, DEED, MinnState, 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 — race, disability, disconnected 
youth, and gender.  


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 enrollment in apprenticeship 
programs funded by state and federal funds (including non- traditional occupations in 
Minnesota’s key industry sectors).  


The success of these strong partnerships are evidenced through the outcomes in Minnesota’s 
Apprenticeship Grant, MAI, Pipeline project, DEI grants, sector partnerships including the 
Healthcare Education Industry Partnership, HEIP which is a statewide healthcare partnership, 
and MinnState’s Center’s of Excellence. Innovative approaches that address strategies for youth 
and adults are demonstrated through the Center’s. The Centers of Excellence represent 
stakeholders in workforce, education, literacy, private sector and state agencies. Together, they 
have and continue to identify the needs of industry while developing curriculum and flexibility in 
the delivery to meet the needs of individuals.  


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  


• Department of Corrections  


• 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  


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 developed a tool, Career and Education Explorer. This online resource is targeted at job 
seekers, career explorers, and employers. The Career and Education Explorer is a convenient all-
in-one information source to learn about an occupation's wages, demand, education requirements 
and opportunities, and much more. This tool is a resource for individuals looking or researching 
new jobs or careers. The tool is also a resource for employers looking to find a broad range of 
information on a specific occupation.  


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 enrollment 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 (K-12 Superintendent and secondary/post-
secondary vocational education) to be inclusive and ensure engagement. 


The GWDB has a standing Operations Committee representing only members of the board to 
include education, labor, 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. The Operations Committee 
also ensures the accessibility of the ETPL. 


Core partners (state program administrators) in this plan and the GWDB meet monthly 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. MWCA has established committees to address service delivery, 
business services, equity, and legislative agendas. The committees also ensure alignment and 
transparency. 


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, philanthropic, and local investments from DEED, Adult Basic Education, Department of 
Human Services, MinnState, and philanthropic funders. These programs align and leverage 
customized training programs and academic programming at MinnState community colleges 
across Minnesota. In addition, MinnState’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 six regional plans have all identified key industry sectors. The regional sectors have or are in 
the process of establishing employer-led sector partnerships. These partnerships are at varying 
stages of maturity. Some of the more mature partnerships have brought together and leveraged 
resources; federal, state, philanthropic and most importantly private sector. These mature sector 
partnerships have been successful and can be demonstrated by moving these employers from 
casual partners to investors in developing local and regional workforce strategies. The outcome 
of this work is dependent on bringing together stakeholders from workforce, education, 
economic development, philanthropic communities, and private sector to become investors in 
career pathways that lead to meaningful employment. 


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. 


Minnesota’s Career Pathways system provides a structure to increase educational access. There 
are several other initiatives that align and support efforts to increase educational access. In 2017, 
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. The impact of their efforts is 
reported to the Minnesota Legislature which includes their outcomes on the value of sector 
strategies, work—based learning opportunities, and how career pathways models are 
implemented in the region. 


Early indicators of their impact is evident throughout the organizing and development of the six 
regional plans. These coordinators were able to prioritize the development and building the 
regional relationships. This work included bringing together key stakeholders in the regions to 
begin to develop strategies to focus on the six elements in this plan. This work continues to be 
focused on the first three elements in this plan — business and community engagement and 
customer-centered design. The outcomes of their efforts will provide a perspective on the 
successes of career pathways models to 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. The ETPL provides job seekers and counselors with the 
information they need to make wise investments in training. The performance outcomes will 
mirror the core WIOA Title I performance metrics: employment (second quarter after exit), 
employment retention (fourth quarter 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. 
DLI is the lead state agency in developing apprenticeships in non-traditional industry sectors in 
partnership with the core partners in this plan. In addition, DLI is also the lead agency in 
identifying and establishing apprenticeships that may lead to registered apprenticeships. 
Minnesota’s MAI grant demonstrates the effectiveness of the development of apprenticeships in 
non-traditional sectors. 


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 552 industry leaders are engaged in the PIPELINE Project at this time. Occupational 
competency standards are developed and validated for 22 occupations, including at least three 
occupations for each industry. There have been 346 dual training participants in the pipeline 
project. DLI is responsible for the oversight and reporting of the outcomes to the Minnesota 
Legislature. Employers, including 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. 


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 
1000 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. 


I. 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.  


Establishment of the six regions and approval of six regional plans the coordination and 
alignment is also heightened. The six elements in this plan, in particular, the first three identify 
not only the opportunity but the need for local and regional economic development organizations 
to be aligned and integrated into these plans. Regional economies are dependent on a future 
skilled workforce and strategies that develop the skills and training needed for industry to thrive. 
The coordination and leadership from economic development is evident in the regional 
governance structures their participation in these plans. 


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 II 
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 WF1.  


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 quantitative 
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, provide the State’s guidelines for State-
administered one-stop partner programs’ contributions to a one-stop 
delivery system. 
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—enrollment 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-enrollment 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 GWDB 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 I, III 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) 


i. 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  


ii. 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 I and III and pending legislative changes from the Department of 
Education for WIOA Titles II 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 I and III 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 II 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:  


3. 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. 


4. 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. 


5. 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 II program 
information.) 


6. 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. 


7. 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 
Minnesota 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. 


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:  


• 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:  


• 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:  


• Identifying strategies that contribute to goal achievement 
• Identifying the factors that impede achievement of goals and priorities 
• 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 Program 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 







— Quantity Quality 


— 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 


— Placements in Pathways to OID with Family Sustaining 
Wages 


Maximizing Resources 


— 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 assessments 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. Enrollment 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 
• OJT Credential Waiver 
• Remedial Training 
• 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 enrollment). 
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 UI 
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 


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 UI 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 
quarters after exit.  


This measure uses UI 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 UI wage detail, 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 I programs 
For Title I programs, provide a description of the written policies that establish the State's 
methods and factors used to distribute funds to local areas for— 


i. Youth activities in accordance with WIOA section 128(b)(2) or (b)(3), 







TITLE I — 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: 


• The number of economically disadvantaged youth in each WDA 
• The total number of unemployed individuals  
• 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  


ii. 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: 


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


• The total number of unemployed individuals 
• 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.  


iii. Dislocated worker employment and training activities in accordance with WIOA section 
133(b)(2) and based on data and weights assigned. 


TITLE I — 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:  







• The share of the state’s unemployed persons living in a WDA 
• The share of the state’s permanently separated unemployed persons living in that 


WDA 
• The share of statewide total weeks paid of UI 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: 
i. 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 II - 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 II 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 (number 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.  







• 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. 


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


• 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. 


• 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. 


• 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. 


• 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. 


• 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. 


• 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. 


• 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. 


• 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. 


• 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. 


• 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 


• 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 
questions 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.  


ii. 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 II 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.  


i. 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.  


ii. 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.  


iii. 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.  


iv. 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.  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 enrollment - 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 UI 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 (UI) Wage Record Data 
Explain how the State will meet the requirements to utilize quarterly UI 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 (UI) 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 UI data in several ways. First, we were 
able to identify individuals who applied for UI 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 UI wage records to track both our treatment and control 
group participants longitudinally.  


Finally, DEED links UI 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 UI 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 (UI) 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 UI data in several ways. First, we were 
able to identify individuals who applied for UI 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 UI wage records to track both our treatment and control 
group participants longitudinally.  


Finally, DEED links UI 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 UI 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." The 
Office of Diversity and Equal Opportunity is the final authority in determining if a location 
meets the accessibility 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, people who are 
homeless, Veterans, various age groups, different genders, and individuals with disabilities. 


All partners are covered by Title II 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 II 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 II of the Americans with Disabilities Act (ADA) and 
Section 188 of the Workforce Innovation and Opportunity Act (WIOA). 


• 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. 


• It is 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. 


• During site reviews, the ADA Checklist for Existing Facilities is used. The 
checklist is based on the 2010 ADA Standards for Accessible Design. The 
Institute for Human Centered Design and the ADA National Network developed 
the checklists. Using the checklists, a comprehensive review is done on sites, 
including approach and entrance, access to goods and services, toilet rooms, and 
additional access. 


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, as amended. 


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 


All DEED and its partners WorkForce Centers programs and activities must be programmatically 
accessible, which includes providing reasonable accommodations for individuals with 
disabilities, making reasonable modifications to policies, practices, and procedures, 
administering programs in the most integrated setting appropriate, communicating with 
individuals with disabilities as effectively as with others and providing appropriate auxiliary aids 
or services, including assistive technology devices and services, where necessary so individuals 
with disabilities have an equal opportunity to participate in, and enjoy the benefits of the 
program or activity.” 


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 Minnesota Relay 


• Availability of accommodation and modifications 


• Staff knowledge of assistive technology 


• Use of auxiliary aids and services 


• Community resources 


• Complaint processes. 


• 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. In 2018, DEED will review the 
assistive technology in all the WorkForce Centers and may recommend the use of 
new assistive technologies. 


• DEED’s Policy and Procedure Manual (PPM 215), Office Identification Policy 
includes requirements for interior signage. The policy provides information on 
character proportion, character height, raised/Brailed characters, contrast, 
placement height and pictorial symbols. 


• All WorkForce Center staff must be trained in and promote the use of Minnesota 
Relay or a customer’s preferred relay service. A relay service is used to 
effectively communicate with individuals who have speech, hearing, or other 
disabilities. 


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. 


When developing, purchasing, maintaining, or using electronic and information technology, 
DEED and its partners must utilize electronic and information technologies, applications, or 
adaptations which: 1) Incorporate accessibility features; 2) Are consistent with modern 
accessibility standards, such as Section 508 Standards (36 CFR part 1194) and W3C’s Web 
Content Accessibility Guidelines (WCAG) 2.0 AA; and (3) Provide individuals with disabilities 
access to, and use of, information, resources, programs, and activities that are fully accessible, or 
ensure information provided by the electronic and information technologies are provided to 
individuals with disabilities in an equally effective and equally integrated manner. 


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 MN.IT 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 who are Deaf or hard-of-hearing, or who have 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 


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 
Individuals who are 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 Language Line 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 LEP 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 LEP 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 invested significant WIOA and Wagner Peyser resources into a 
new One-Stop in North Minneapolis that houses all WIOA programs, adult and 
K-12 education programming, and a community health care clinic to better serve 
the growing LEP population 


DEED and its partners already collect the preferred language of each applicant, registrant 
participant, and terminee, which is a requirement for all states effective January 3, 2019. For 
languages spoken by a significant number or portion of the population eligible to be served, or 







likely to be encountered, vital information will be translated into those languages and made 
readily available in hard copy, upon request, or electronically. 


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. Adult, Dislocated Worker, and Youth Activities 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 (Career 


Solutions);  
• 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.  


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 process based on regulation 678.700, allowing the local 
partners to appeal the infrastructure funding dispute to the Governor’s Workforce Development 
Board, who will review all documentation and recommend a resolution. If the resolution is not 
accepted, the state funding mechanism will be used. Regulation 678.700 outlines the process the 
State board must use to establish a state funding mechanism. This is outlined in the state policy 
on infrastructure funding 


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, III 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 updated and several are in the process of continued review as TEGLs 
are released and clarifying guidance is provided by DOL. 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.  


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 has been preparing for a complete system review of all 
policies for updates and other needed changes or additions. The basis for this review will come 
from state administrators who meet on a regular basis and will be focusing on policy alignment.  


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 


Considerations for the use of the 15% set aside will include required activities such as data 
management, technology infrastructure of the one-stop system, the Governor’s Workforce 
Development Board, program administration and monitoring, and supporting regional planning 
activities.  







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 may qualify as a mass layoff, the 
team begins a Needs Assessment by working with the employer, the local partners, unions, and 
any other relevant entities to determine the actual size and scope of the layoff. If the event meets 
the qualifications of a Mass Layoff the State Rapid Response Team (SRRT) sends an Email 
Broadcast out to every provider in the state (16 WDAs and 10 Independent, State Certified 
Service Providers) calling for the Rapid Response Competitive Process. The Competitive 
Process helps to determine who may be interested in competing for mass layoff grant (also called 
a “project”) if announced. Within 24 hours of the initial Email Broadcast announcing the 
Competitive Process, the SRRT is informed via email of those providers who are interested in 
serving the laid off individuals.  


If there are no interested providers beyond the WDA 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 WDA in which the layoff is happening, the event 
moves into the competitive process in which the State takes a more substantial role beyond 
orientations and surveys. In these circumstances, the SRRT 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. SRRT 
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, the 
SRRT advises 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, the SRRT follows—up 
with PSC members several weeks after their selection and administer a survey to assess the 
performance of both the SRRT (MSJP) 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 Dislocated Worker Grant (NDWG) A NDWG creates temporary 
employment to assist with clean-up on public land and infrastructure resulting 
from a natural disaster. Work under the NDWG program is administered by the 
Workforce Development Division’s Dislocated Worker Unit. For DEED to 
initiate a NDWG application, the President must declare a major disaster for 
public assistance. A NDWG 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 NDWG 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 NDWG 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 Dislocated Worker 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, Trade Adjustment Assistance takes the steps to petition USDOL 
for certification and then handles all other concerns regarding worker eligibility.  


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 Worker Program Requirements 







1. Work-Based Training Models 
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. Registered Apprenticeship 
Describe how the State will incorporate Registered Apprenticeship into its strategy for service 
design and delivery (e.g., job center staff taking applications and conducting assessments). 







Apprenticeship Minnesota at the Minnesota Department of Labor and Industry supports 
Minnesota’s economy by fostering and promoting employment-based career development 
through registered apprenticeship programs that provide structured on-the-job training and 
related classroom instruction to develop a highly skilled, diverse and inclusive workforce. 
Apprenticeship Minnesota is the State Apprenticeship Authority designated by the US 
Department of Labor. Registered apprenticeships have been governed by the Minnesota 
Apprenticeship Act since its inception in 1939.  


Apprenticeship Minnesota’s strategies include:  


1. Expand registered apprenticeship in Minnesota with a focus on high-growth 
industries as an effective employment-based tool to recruit, train and retain a highly 
skilled, diverse and inclusive 21st Century workforce.  


2. Deliver direct employer and industry engagement providing high-touch, program 
development services while overseeing training program administration to ensure 
integrity and quality that benefits apprentices.  


3. Promote workforce diversity and inclusion through registered apprenticeship 
programs, grants, and partnerships.  


4. Ensure portability and support of the career development continuum for youth, 
apprentices and graduates through outreach, engagement, and collaborations.  


There are approximately 200 apprenticeship programs with more than 11,000 apprentices 
currently registered and active in the State of Minnesota. These numbers continue to grow as 
employers seek to address the growing wave of generation retirements and slowing workforce 
growth. The vast majority of apprentices and registered programs are primarily in the 
construction industry, but there are more than 100 programs in advanced manufacturing, health 
care, information technology, transportation/automotive, and utilities.  


Registered Apprenticeships are considered a part of the continuum of training opportunities in 
the career pathways system providing a premier earn-as-you-learn model that provides 
employers a talent development and retention pipeline while ensuring apprentices obtain a 
nationally recognized credential when completing their apprenticeship.  


Register Apprenticeship is an important part of the sector strategies within the 6 WIOA regions 
in Minnesota. Apprenticeship Minnesota seeks opportunities to collaborate and align on the 
program development of occupations in-demand leading to good wages and career advancement. 
Registered Apprenticeships are also a part of the Eligible Training Provider List.  


Apprenticeship Initiatives, Innovation & Investments include:  


Minnesota Apprenticeship Initiative The State of Minnesota received a $5M grant from the US 
Department of Labor to engage more than 100 employers in developing registered apprenticeship 
programs to recruit, train and retain 1,000 new apprentices in 30 occupations over the next five 
years in the following industries: advanced manufacturing, agriculture, health care, information 
technology and transportation. Employers are awarded grants to assist with the costs to develop 
registered apprenticeship programs. This helps off-set education costs, apprentice supplies and 
materials, and infrastructure costs to establish a registered apprenticeship. The grant is a 







partnership between the Minnesota Department of Employment and Economic Development 
(DEED) and DLI.  


Apprenticeship Accelerator Grant Apprenticeship Minnesota received a $200,000 grant from the 
US DOL to accelerate the development and implementation of industry-driven competency-
based registered apprenticeship programs. These funds were used to create tools and resources to 
enhance apprenticeship in Minnesota by assisting employers in their efforts to build 
apprenticeship programs, foster career continuum strategies such as career exposure, exploration, 
and readiness for youth, and better align community, industries, labor and education partners.  


Apprenticeship Expansion (APEX) Grant Apprenticeship Minnesota received a $1.5M to expand 
and support construction apprenticeship programs to facilitate greater diversity and inclusion, 
engage construction employers statewide about on-the-job training best practices on recruiting 
and retention. The grant supports pre-apprenticeships and career readiness pilot programs aligned 
with current registered apprenticeship programs. Grant funding is also being used to raise 
awareness about the registered apprenticeship model to employers, workers, youth and 
educators.  


Labor Education and Advancement Program Initiative Apprenticeship Minnesota grants 
$100,000 per year to fund community-based efforts to facilitate the participation of minorities 
and women in registered apprenticeship. These grants are awarded annually to community-based 
partners who apply on a competitive request-for-proposal basis. Funds are used for training and 
services to remove barriers to apprenticeship opportunities.  


Private Investment, Public Education, Labor, and Industry Experience (PIPELINE) Program The 
Minnesota Department of Labor and Industry’s PIPELINE Program is an innovative, industry-
based, employer-driven approach to engaging and supporting employers in the development and 
expansion of dual-training through tools and technical support. Leveraging Minnesota’s success 
in registered apprenticeship, PIPELINE engages employers, industry, education and other 
interested stakeholders to facilitate how employers can deliver workers the skills needed. Dual-
training grants, administered by Minnesota Office of Higher Education (OHE), provide funding 
for employers to create new dual-training programs and provide dual-training opportunities.  


3. Training Provider Eligibility Procedure 
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.g., 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 
funded 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:  


• a completed and signed form (Request to Transfer Funds: Adult/Dislocated 
Worker — attached); 


• a revised Dislocated Worker program budget and participant information forms 
(found in the Planning Guidelines); and  


• 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 or contracts 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)(ii) of 
WIOA in awarding such grants or contracts.* 
* Sec. 102(b)(2)(D)(i)(V) 


All policies supporting Minnesota’s WIOA young adult program can be found at: 


https://mn.gov/deed/programs-services/office-youth-development/youth-programs/wioa-youth.jsp 


The following criteria are used to measure the ability of youth service providers to meet primary 
indicators of performance. Request for Proposals (RFPs) issued by Workforce Development 
Boards (WDBs) reflect the need to provide a connection to the WIOA indicators of youth 
program performance.  


Adult Support, Structure and Expectations (State WIOA youth policy Chapter 11 can be found at: 
https://mn.gov/deed/assets/wioa-chapter11_tcm1045-283528.docx)  


• Services that connect young people with adults who are willing to advocate and 
broker on their behalf, 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 develop civic responsibility, self-worth and leadership 
skills while establishing rules and setting practical limits.  


• Committed/skilled adults who mentor youth and set clear, high and yet attainable 
expectations over an extended period of time.  


Connection to primary indicators of performance: These services promote youth attainment of 
industry recognized credentials leading to placement in high-growth jobs important to the 
regional economies. With adult support/mentoring, youth will be able to overcome barriers; they 
will attain credentials, enter employment and reach educational goals.  


Introduction to Career Pathways (State WIOA youth policy Chapter 9 can be found at: 
https://mn.gov/deed/assets/wioa-chapter9_tcm1045-134291.docx and Chapter 13 can be found at: 
https://mn.gov/deed/assets/wioa-chapter13_tcm1045-284385.docx )  


• Services incorporate basic and high-level skills that align with the skill needs of 
industries in regional economies and prepare youth to meet secondary and 
postsecondary education goals, including pre-apprenticeships as appropriate.  


• Services that emphasize experiential learning and work-based learning as tools to 
create an effective learning environment for youth.  


• Counseling to support achieving the individual youth’s educational and career 
goals.  


• Services that result in the acquisition of industry recognized credentials.  







• Access to academic programs that are grounded in standards, clear performance 
expectations, and graduation exit options based on meaningful, accurate, and 
relevant indicators of student learning and skills.  


Connection to primary indicators of performance: These services promote youth employment in 
high growth jobs with wage increase potential. Youth learn necessary skills and develop expertise 
in specific occupational/industrial areas. A career pathways model leads to program retention as 
youth participants clearly see the relevance of what they are doing to overall labor market 
demands.  


A Combination of Guidance and Connections to the Workplace (State WIOA youth policy 
Chapter 11 can be found at: https://mn.gov/deed/assets/wioa-chapter11_tcm1045-283528.docx )  


• 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.  


• Opportunities to learn how to work, stimulate growth as a result of work 
experience.  


• Activities that can show the correlation between work and learning.  


• Support that extends beyond the initial job placement; interpersonal involvement 
with adults who assist youth in retaining employment and meeting educational 
goals.  


Connection to primary indicators of performance: These services facilitate the development of a 
path for youth to become economically and socially self-sufficient. Youth acquire credentials and 
develop skills and abilities to meet the demands of the local labor market.  


Support and Follow-Up (State WIOA youth policy Chapter 11 can be found at: 
https://mn.gov/deed/assets/wioa-chapter11_tcm1045-283528.docx )  


• Services that establish trust, particularly for disconnected youth who have weak 
institutional ties and lack positive adult and peer relationships.  


• Activities with strong built-in follow-up mechanisms to support strong 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 engage 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.  







Connection to primary indicators of performance: These services lead to employment retention as 
youth understand that they have support following program exit. Problems on the job can be 
resolved working through the follow-up components, the employer, and the youth. These services 
will also lead to increased employer satisfaction with the youth programs leading to increased 
participation by the private sector.  


Youth as a Resource (State WIOA youth policy Chapters 10 can be found here: 
https://mn.gov/deed/assets/wioa-chapter10_tcm1045-271796.docx and Chapter 11 can be found 
here: https://mn.gov/deed/assets/wioa-chapter11_tcm1045-283528.docx )  


• 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.  


Connection to primary indicators of performance: With the acquisition of self-advocacy skills by 
participants, youth will be more valuable assets to employers leading to greater program 
satisfaction by both employers and participants.  


Implementation Quality: (State WIOA youth policy Chapter 10 can be found at: 
https://mn.gov/deed/assets/wioa-chapter10_tcm1045-271796.docx)  


• Well thought out implementation strategies followed and tracked through a 
continuous improvement process.  


• Flexible services that address regional needs and proven methodologies.  


• Services that incorporate evaluation components that include customer input and 
satisfaction.  


Connection to primary indicators of performance: These criteria support the WIOA Youth 
performance accountability measures. DEED’s Youth Services Team provides customized 
training to all WDAs to support a continuous improvement process. The individualized WDA-
level training on WIOA Youth performance and use of WorkForce One, serves as the first step in 
the local planning process and preparing the WDA to negotiate local performance goals. 
Minnesota’s WDAs serve high numbers of at-risk youth, including homeless youth, youth with 
disabilities and youth on public assistance. These target groups must be taken into consideration 
as WDAs work with DEED’s Youth Services Team to negotiate the following local WIOA Youth 
performance goals:  


• Education and Employment Rate- 2nd Quarter after Exit  


• Education and Employment Rate- 4th quarter after exit  


• Credential attainment  


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, any 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  


• Targeting the neediest youth.  


Outreach and recruitment of out-of-school youth includes outreach to 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. 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).  


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 the neediest youth is also 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 life-long learning.” This vision is 
supported by an interagency workgroup whose mission is: “State agencies collaborate to assure 
that Minnesota’s neediest youth acquire the talents, skills, and knowledge necessary to ensure 
their healthy transition to successful adult roles and responsibilities.”  


All Minnesota Workforce Development Boards/Youth Committees developed Shared Vision for 
Youth Blueprints as part of their Local Plans. To view these blueprints and additional information 
about the state interagency workgroup and on-going projects, please visit the Shared Vision for 
Youth webpage: https://mn.gov/deed/programs-services/office-youth-
development/special/shared-vision/  


The SVY Blueprints include examples of interagency projects underway at the Local Workforce 
Development Area (LWDA) level to improve transition outcomes for all at-risk youth with 
particular emphasis on:  


• Homeless youth and runaways;  


• Dropouts and potential dropouts;  


• Youth with disabilities; and  


• Youth aging out of foster care.  


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 is 11 percent for all 
youth, and double that for youth of color, youth with disabilities and economically disadvantaged 
youth. Minnesota's 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.  


Services for out of school youth involve partnerships with multidisciplinary, integrated resource 
teams (IRTs) that consist of community action agency staff, school personnel (where 
appropriate), ABE service providers, 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 Guideposts for Success, a best practices framework that was developed by the National 
Collaborative on Workforce and Disability for Youth (NCWD) is utilized to ensure that all youth, 
including those with disabilities are successful when transitioning to adulthood. The Guideposts 
for Success constitute five tenets that align closely with WIOA goals and outcomes. These five 
tenets are: school preparation, youth development and leadership, career preparation, connecting 
activities, and family involvement. When a youth has received services or hash had experiences 
that align with the Guideposts tenets, the youth is more likely to transition to adulthood 







successfully. For more information on how the Guideposts are being incorporated into the Round 
7 Disability Employment Initiative follow this weblink: https://mn.gov/deed/programs-
services/office-youth-development/special/disability-employment-initiative/  


As indicated above, many WIOA Young Adult participants come into the system through one-
stop partner programs (such as MFIP, Vocational Rehabilitation and/or ABE) so 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 partnering 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 I 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 co-enrolling WIOA youth participants in other federally-funded programs outside 
of the Department of Labor (MFIP, for example), Minnesota’s Workforce Development Boards 
co-enroll youth in the WIOA Adult program when feasible. Leveraging these additional resources 
increases the potential for shared positive outcomes in youth and adult programs at the state and 
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, 
including quality pre-apprenticeship programs under the work experience 
program element.* 
* Sec. 102(b)(2)(D)(i)(I) 


(See: State WIOA youth policy Chapter 11 can be found at: https://mn.gov/deed/assets/wioa-
chapter11_tcm1045-283528.docx)  


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, and 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: 


• Tutoring, study skills training, instruction, and dropout prevention services  


• Alternative secondary school services or dropout recovery services  


• Paid and unpaid work experience  


• Occupational skill training  


• Education offered with workforce preparation activities and training  


• Leadership development activities  


• Supportive services  







• Adult Mentoring  


• Follow-up Services  


• Comprehensive guidance and counseling  


• Financial literacy education  


• Entrepreneurial skills training  


• Labor market and employment information about in-demand industry 
sectors/occupations  


• Postsecondary preparation and transition activities  


The Youth Program Monitoring activities assures that the on—site review of the WIOA Youth 
services includes an evaluation of whether the 14 program elements are being effectively 
implemented at the WDA level. In addition, the Guideposts for Success are used as a framework 
to ensure that quality services are provided to youth participants that are in alignment with the 14 
program elements of WIOA. For more information on how the Guideposts are incorporated, 
please see the Round 7 Disability Employment Initiative project: https://mn.gov/deed/programs-
services/office-youth-development/special/disability-employment-initiative/  


Several WDAs are operating State and federally-funded Youthbuild programs. A new strategy for 
serving out-of-school youth includes co-enrolling participants in the WIOA Youth and 
Youthbuild programs. The number of Youthbuild participants entering registered apprenticeship 
increases every year. 


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)(iii)(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). If the state does not have a 
policy, describe how the state will ensure that local areas will have a policy for 
these criteria. 
(See: State WIOA youth policy Chapter2 can be found at: https://mn.gov/deed/assets/wioa-
chapter2_tcm1045-134284.docx )  


Minnesota’s Workforce Development Boards define in their Local Youth Plans 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)(i). If State law does not define “not attending school” or “attending 







school,” indicate that is the case and provide the state policy for determining 
whether a youth is attending or not attending school. 
See (State WIOA youth policy Chapter 2 can be found at: https://mn.gov/deed/assets/wioa-
chapter2_tcm1045-134284.docx )  


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 ( https://www.revisor.mn.gov/statutes/?id=120A.22) 
and Section 120A.24 (https://www.revisor.mn.gov/statutes/?id=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) 
(https://www.revisor.mn.gov/statutes/?id=121A.45) 


6. If using the basic skills deficient definition contained in WIOA Section 3(5)(B), 
include the State definition which must further define how to determine if an 
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.  If not using the portion of the definition contained in WIOA Section 
3(5)(B), indicate that is the case. 
See (State WIOA youth policy Chapter 2 can be found at: https://mn.gov/deed/assets/wioa-
chapter2_tcm1045-134284.docx )  


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 
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. A description of the type and availability of WIOA title I Youth activities and 
successful models, including for youth with disabilities.  (WIOA section 
108(b)(9).) 
N/A  


4. A description of the roles and resource contributions of the one-stop partners. 


5. The competitive process used to award the subgrants and contracts for title I 
activities. 


6. How training services outlined in section 134 will be provided through 
individual training accounts and/or through contracts, and how such training 
approaches will be coordinated. Describe how the State will meet informed 
customer choice requirements regardless of training approach. 


7. How the State Board, in fulfilling Local Board functions, will coordinate title I 
activities with those activities under title II. Describe how the State Board will 
carry out the review of local applications submitted under title II consistent with 
WIOA secs. 107(d)(11)(A) and (B)(i) and WIOA sec. 232.  


8. Copies of executed cooperative agreements which define how all local service 
providers will carry out the requirements for integration of and access to the 
entire set of services available in the one-stop delivery system, including 
cooperative agreements with entities administering Rehabilitation Act programs 
and services. 


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: 


F. supporting employer engagement; 
G. connecting education and training strategies; 







H. supporting work-based learning; 
I. improving job and career results, and 
J. 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 processes used to: 


K. Monitor the progress in implementing the waiver; 
L. Provide notice to any local board affected by the waiver; 
M. Provide any local board affected by the waiver an opportunity 


to comment on the request; 
N. Ensure meaningful public comment, including comment by 


business and organized labor, on the waiver. 
O. Collect and report information about waiver outcomes in the 


State’s WIOA Annual Report 


7. 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; 
I. Identification of the statutory or regulatory requirements for which a waiver is being requested:  


The State of Minnesota is requesting a waiver for Program Years 2018 and 2019 from the 
Workforce Investment and Opportunity Act (WIOA) Section 129(a)(4)(A) and its corresponding 
regulation at 20CFR 681.410 in which there is a requirement that at least 75 percent of WIOA 
youth funds be spent on out-of-school youth. The State of Minnesota is requesting that it be 
allowed to lower the out-of-school expenditure rate to 60 percent, which would allow the State to 
increase services to In-School Youth who meet the U.S. Department of Labor’s definition of 
Homeless.  


A youth is considered a homeless if the individual:  


• Lacks a fixed, regular, and adequate nighttime residence; this includes an 
individual who: i. Is sharing the housing of other persons due to loss of housing, 
economic hardship, or a similar reason; ii. Is living in a motel, hotel, trailer park 
or campground due to a lack of adequate alternative accommodations; iii. Is living 
in an emergency or transitional shelter; iv. Is abandoned in a hospital; or v. Is 
awaiting foster care placement.  


• Has a primary nighttime residence that is a public or private place not designed 
for or ordinarily used as a regular sleeping accommodation for human beings, 
such as a car, park, abandoned building, bus or train station, airport, or camping 
ground;  







• Is a migratory child who in the preceding 36 months was required to move from 
one school district to another due to changes in the parent’s or parent’s spouse’s 
seasonal employment in agriculture, dairy, or fishing work; or  


• Is under 18 years of age and absents himself or herself from home or place of 
legal residence without the permission of his or her family (e.g. runaway youth).  


Note: this definition does not include an individual imprisoned or detained under an Act of 
Congress or State Law. An individual who may be sleeping in a temporary accommodation while 
away from home should not, as a result of that alone, be recorded as homeless.  


II. Waiver Goal and Outcomes:  


Goal: Increase individualized services to Homeless In-School Youth while they are still attached 
to an education institution. Address racial disparities by targeting Homeless In-School Youth.  


Outcomes: Reduce the number of Homeless In-School Youth who have to engage with crisis 
response resources. Increase by 5 percent youth-centered services to Homeless In-School Youth, 
with emphasis on youth of color. Reduce the high school dropout rate for Homeless In-School 
Youth by 5 percent, with emphasis on youth of color.  


The Minnesota Department of Education (MDE) noted that in the past decade the Homeless In-
School population has tripled in the state, growing by an annual average of 15 percent. Many are 
victims of abuse and many have spent time in foster care and over 70 percent are youth of color. 
For these young people there is a need for youth-centered services that are specific to their 
individual needs.  


MDE has identified the following number of youth (academic year 2016-17) in the 8th through 
the 12th grade in the State’s public schools who can be classified as “homeless.”  


GRADE MALE FEMALE TOTAL 


8 326 (50.4%) 321 (49.6%) 647 


9 308 (50.7%) 299 (49.3%) 607 


10 307 (47.9%) 334 (52.1%) 641 


11 319 (52.5%) 289 (47.5%) 608 


12 527 (47.5%) 582 (52.5%) 1109 


TOTAL 1787 1825 3612 


Youth employment counselors can link with the McKinney-Vento Program Homeless 
Coordinators based in the schools. See http://eduation.state.mn.us/MDE/fam/home/ for 
information about the McKinney-Vento Program. 


The amended McKinney-Vento Act provides for coordination among service providers, including 
public and private child welfare and social service agencies, law enforcement agencies, juvenile 
and family courts, agencies providing mental health services, domestic violence agencies, child 







care providers, runaway and homeless youth centers, providers of services and programs funded 
under the Runaway and Homeless Youth Act, and providers of emergency, transitional, and 
permanent housing. Additionally, the Act focuses attention on providing services to increase 
attention on college and career readiness. Minnesota’s youth workforce development system can 
support the effectiveness of McKinney-Vento and help to reduce the high school dropout rate 
with the approval of this waiver. 


III. Relationship to the Minnesota State Plan: 


Minnesota’s State Plan describes how resources will be used to assist individuals who need 
assistance to become economic and socially self-sufficient. The populations cited in Minnesota’s 
State plan are those who are especially vulnerable to homelessness, including youth involved with 
the foster care and juvenile justice systems, and youth with disabilities. Minnesota’s Plan points 
out that State needs to diversify its labor force in order to grow economically: 


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. 
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 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. 


This waiver allows Minnesota to address disparities by targeting more resources to Homeless In-
School Youth, an estimated 72 percent of whom are youth of color. 


IV. Actions Undertaken to Remove State or Local statutory or Regulatory Barriers: 


There are currently no State or local statutory or regulatory barriers exist that would prevent the 
implementation of this waiver. 


V. Detailed Goals of the Waiver and the Expected Programmatic Outcomes if the Request is 
Granted: 


In analyzing the situation of Homeless In-School Youth, the Minnesota Department of Education 
stated: “Homelessness and highly mobile students are more likely to be chronically absent, 
missing more than 10 percent of school days . . . Homelessness disproportionally impacts students 
of color. Seventy-two percent of in-school youth facing homelessness are students of color. 
American Indian students are over-represented among students experiencing homelessness by a 







factor of six to one. Black students are over-represented by a factor of four and one half to one.” 
(Minnesota Department of Education, 2017). 


Students who are homeless are vulnerable to a number of adverse outcomes such as poverty, 
hunger, acute/chronic health issues with less access to medical and dental care. Students without 
stable homes are more than twice as likely as others to repeat a school grade, be expelled or 
suspended or drop out of high school. A quarter or more of homeless students have witnessed 
violence, and more than half have problems with anxiety and depression (National Center on 
Family Homelessness, 2011, “America’s Youngest Outcasts”) 


The Minnesota Department of Human Services (February 2007) stated that youth employment 
programs, transportation and culturally specific services are vitally needed by homeless youth in 
the State. 


Minnesota made a commitment to eliminate all youth homelessness by the year 2020. As part of 
this decision, Minnesota’s youth workforce system system has been targeting homeless youth to a 
far greater extent than the country as a whole (estimated three to four times the national average). 


WIA Youth Exiter Comparison: Program Year 2014 and Program Year 2015: Percentage of 
Homeless/Runaway Youth Exiters 


- PY 2014 PY 2015 


Minnesota 8.6% 9.6% 


United States 4.7% 4.9% 


Minnesota’s Workforce Development Areas (WDAs), youth service providers and youth 
counselors maintain regular contact with youth shelters, youth opportunity centers, and 
community action agencies providing employment and training services to homeless youth. 


In Program Year 2016, Minnesota’s WIOA Youth Program served 116 homeless youth. However, 
only 10 of these individuals were classified as in-school. A new 60 percent out-of-school 
expenditure rate would permit Minnesota WDAs to address the issue of homelessness among “in-
school” youth. This waiver is designed to bring the expertise and skills of youth counselors to 
serve the needs of identified homeless “in-school youth.” This effort will reduce the dropout rate 
among the homeless population and provide a comprehensive system of support for youth, 
including case management and counseling services, support services, work-based learning 
opportunities and goal development assistance. 


This waiver will further Minnesota’s needed efforts, as stated in the State Plan, to diversify its 
workforce given that the “in-school” homeless population is overrepresented by individuals from 
communities of color (i.e. 72 percent). 







Specific Goals for the Waiver PY 2018 PY 2019 


Number of homeless student to be served 50 75 


Reduction of dropout rate for homeless students 0% 0% 


As appropriate) Number of homeless students:   


Receiving diploma 00 10 


Registering for post-secondary education 75 80 


Getting jobs, apprenticeships, Military 25 0 


Services for Homeless Youth: Minnesota WDAs provide comprehensive employment/training 
and support services through the Integrated Resource Teams (IRT). IRTs bring together youth 
service providers, job center staff, school and social service resources, homeless youth service 
providers, housing, juvenile corrections and probation officers and others, enhancing the ability to 
blend and braid funds to meet and support the needs of homeless youth. Use of the IRT assures a 
shared vision, list of goals, objectives and action steps, including which partners are responsible 
for each action stop. Minnesota WDA’s coordinate with local Homeless Education liaisons in 
each school district and with the Continuum of Care staff in each area. Approval of this waiver 
will allow for innovative strategies to address barriers facing targeted youth at a time when they 
are most at-risk of failure. One outcome will be improved Graduation Rates for targeted youth. 


VI. Alignment with Department of Labor policy priorities 


This waiver is in alignment with Department of Labor priorities as follows: 


Connecting Education and Training Strategies 


The intent of the waiver is to provide a comprehensive set of education and training services to 
Homeless In-School Youth through coordination of youth-centered programs and services in 
support of Coordinated Community Plans. The waiver will improve Graduation Rates for 
Homeless Youth while equipping them with academic and technical skills necessary to improve 
their employability. This waiver will provide greater support for targeted youth to finish high 
school and explore a pathway to career and educational opportunities. 


Supporting Work-Based Learning 


The waiver allows Minnesota WDAs to provide Homeless In-School Youth with work-based 
learning while they are still attached to an educational institution. The goal is to place Homeless 
In-School Youth in work-based learning opportunities with strong worksite supervisors who can 
act as mentors to youth. The worksite supervisors assess the work readiness of each participant on 
the worksite through pre and post assessments. 


Improving Job and Career Results 







This waiver will allow Minnesota WDAs to provide comprehensive services to Homeless In-
School Youth, preventing them from dropping out of school and improving their job and career 
potentials. Homeless In-School Youth will have an opportunity to build skills and credentials that 
can help them compete in today’s economy. This is a cost-effective strategy to address disparities 
and assure that all youth have access to quality educational and career exploration opportunities. 


VII. Individuals Affected by the Waiver 


Homeless In-School Youth (as defined under WIOA) who meet the age requirements are the 
individuals affected by the waiver, especially those from communities of color. Homeless In-
School Youth have multiple barriers to employment, requiring service providers to braid and 
blend resources to address their need to build skills and credentials. This waiver permits 
Minnesota WDAs more flexibility to serve Homeless Youth before they drop out of school. 


VIII. Monitoring/Local Comment 


Monitoring 


DEED’s Youth Services Team will be responsible to ensure that the process to implement the 
waiver is accomplished as well as monitoring the progress to meet the goals indicated above. As 
required, DEED will report to DOL progress in achieving the waiver as well as any changes 
needed. Additionally, DEED will report information on the waiver and its outcome in 
Minnesota’s WIOA Annual Report. 


Local Comment 


DEED will ensure through direct communications and through its website that local comment 
(local Workforce Development Boards, Youth Committees, community based organizations, 
workforce development partners, local business and organized labor) is obtained on this waiver. 
Additionally, DEED’s Youth Team will reach out to youth counselors to obtain comments. DEED 
will inform the Department of Labor of any comments received. 


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 I 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 Title I. 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 Services)  
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:  


• State-wide staff training on the provisions of Career Services to job seekers 
started in December of 2017 and will continue throughout 2018 with monthly 
webinars.  


• 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.  







• Classroom presentation skills training based on the state's Creative Job Search 
workshop will continue to be offered to all employees who facilitate workshops. 


• 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 WebEx.  


In order to improve demand-driven workforce services to our businesses on both a state and 
regional level, a new strategy was developed and is being implemented through seven Regional 
Workforce Strategy Consultants. Their role is to coordinate, lead and deliver demand-driven 
regional and statewide business services that assist businesses and industry sectors in overcoming 
the challenges of attracting, retaining and developing talent for the regional economy.  


This includes developing workforce planning strategies and solutions for Minnesota businesses as 
they continue to grow in today’s complex and competitive environment by focusing on talent 
pipeline development for key regional industries through collaboration and employer-led sector 
partnerships. The new strategy provides outreach to and consults with business leaders in targeted 
industry, high growth sectors to help determine their workforce planning needs including talent 
attraction, and retention, hiring, succession planning, equity, workforce development and job 
growth. The position initiates and builds partnerships between Minnesota businesses, community 
organizations, WorkForce system partners, Job Service, industry associations, education partners, 
and economic development. In addition these regional positions provide time sensitive innovative 
regional workforce solutions and connections to appropriate resources to meet business needs.  


MISSION The mission of the Workforce Strategy Consultants are to develop short and long-term 
innovative workforce solutions by aligning resources, facilitating collaboration, and leveraging 
expertise in targeted industry sectors to drive economic equity and growth.  


THE VALUE WE BRING Assist key stakeholders in the successful implementation of regional 
plan; Leverage expertise in industry sector workforce development strategies; Connect key 
stakeholders to workforce development resources; Enhance regional economic prosperity through 
partnership with DEED’s Business Development Specialists and Labor Market Analysts; Design 
tools and resources to support businesses in developing strategic workforce solutions that are 
relevant in today’s dynamic and ever-changing environment.  







PRIORITIES Assist in implementing the Regional Plan with industry and planning partners; 
Engage and enhance industry sector partnerships in order to develop workforce solutions; Reduce 
disparities among populations with high unemployment rates (especially communities of color 
and disabilities.)  


2. Describe strategies developed to support training and awareness across core 
programs and the Unemployment Insurance (UI) program, and the training 
provided for Employment Services and WIOA staff on identification of UI 
eligibility issues and referral to UI 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 UI 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 UI 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 UI portal to file a claim, file an 
appeal, and/or claim benefits. The UI portal is bookmarked on every WFC 
resource area computer. 


• Phones for calling the UI call center. 







• Printed materials containing detailed information about UI 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 UI including: 


• Introduction to UI 
• Assessing and Referring UI Customers 
• UI Basic Information and Researching UI 
• Data Security and Passwords 
• UI Website and Online Application Process Overview  


Handouts for staff that are part of this training include: 


• Answering UI Questions: Phone Tree English 
• Answering UI Questions: Phone Tree Hmong 
• Answering UI Questions: Phone Tree Somali 
• Answering UI Questions: Phone Tree Spanish 
• How to Apply for UI 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 UI 
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 UI 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 UI offers across 
the state. The UI program plans on offering RESEA sessions to all UI claimants 
who are not attached to a job.  


• The RESEA and Job Service staff will conduct a quick assessment of every UI 
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 
UI 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 UI 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 UI 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 UI claimants, 
and the communication between W-P and UI, as appropriate, including 
the following: 
1. Coordination of and provision of labor exchange services for UI claimants as 
required by the Wagner-Peyser Act; 
The UI program strongly encourages all UI 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 participants, 
who represent ALL UI 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 enrollments.  


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 UI claimants with the State's employment service if required by 
State law; 
State law does not require UI claimants to register with MinnesotaWorks, however UI 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 UI adjudication, 
if needed), and providing job finding and placement services for UI claimants; 
and 
Wagner-Peyser staff in Minnesota are not involved in administration of the work test or making 
eligibility assessments. The UI 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 UI applicants. As noted earlier, ALL UI applicants who are 
not attached to a job are required to attend a RESEA session, which means that all UI 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 UI 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 UI 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 


Sugerbeets NW/SW MN June-September 


Vegetables SE MN July-October  


Potatoes Statewide August-October  


Corn Central/Southern July-September  


Soybeans Central/Southern June-August  


Apples SE/Metro July-September  


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.  


Because 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 
MSFWs. 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 MSFWs. 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: 


• Referred to Employment 
• Received Staff Assisted Services 
• Referred to Support Services 
• Career Guidance, 
• Job Development Contacts 


Minnesota met 4 of the 7 (Minimum Service Level) equity indicators in the fourth quarter of 
PY10, including: 


• Reviews of significant offices 
• Field checks conducted 
• Timely processing of ES complaints 
• 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 MSFWs 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 MSFWs. 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 MSFWs 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.  


The Program Year 2016 (PY16) is from July 1, 2015 through June 30, 2016. A minimum of 5 
contacts per outreach day is required to meet USDOL compliance. In PY16: 802 contacts were 
conducted in 116 staff outreach days which indicates 7 contacts per staff outreach day. The rate of 
179 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, 
PY15 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 Workforce 
Strategy Consultants. 


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 hired a year-round full-time State Monitor Advocate (SMA) and four full-time 
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 (UI) program and the training on identification of UI eligibility 
issues. 


The MSFW Program (bilingual) Resource Guide provides staff and agency contact information. 
The information is important and sometimes crucial to MSFWs, whether they are seeking 
agricultural or non-agricultural employment. The MLRs post contact information with local 
businesses and agencies that are frequented by the MSFWs. 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 MSFWs  


• 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 participates 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-enrollments 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: 
  


xvi. How career and training services required under WIOA Title I will be 
provided to MSFWs through the one-stop centers; 


xvii. 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 MSFWs, whether they are seeking 
agricultural or non-agricultural employment. The MLRs post contact information with local 
businesses and agencies that are frequented by the MSFWs. 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 Workforce Strategy 
Consultants. 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  


• 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 MSFWs, whether they are seeking 
agricultural or non-agricultural employment. The MLRs post contact information with local 
businesses and agencies that are frequented by the MSFWs. 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 Workforce Strategy Consultants 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.net  


There were 1,586 agricultural job openings received in PY16. There were 73 interstate clearance 
orders (PY2016) 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.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 5of 5 Equity Ratio Indicators for PY15. Minnesota met 4 of the 7 
(Minimum Service Level) equity indicators for PY15  


There were 198 agricultural clearance orders. There were 8 Field checks conducted. 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 participated in the development and completion of the Agricultural Outreach Plan 
(AOP.)  


Wagner-Peyser Assurances 
The State Plan must include assurances that: 


1. 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. 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. 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. 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 
p>The Unified or Combined State Plan must include a description of the following as it pertains 
to Adult Education and Literacy programs under title II, 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; c) 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 any of the following adult 
education and literacy activities identified in section 203 of WIOA, including programs that 
provide such activities concurrently.  The Unified or Combined State Plan must include at a 
minimum the scope, content, and organization of these 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—  


• 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 


• Is for the purpose of educational and career advancement. 


Funding WIOA, Title II: 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 
continued to receive funding through June 30, 2017, as long as they adhered 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 
implemented a new competitive application process for all federal AEFLA funding that 
determined the local providers grantees starting July 1, 2017. The local AEFLA program grant 
process rated responses to the 13 considerations in Title II 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 was publicized in compliance with federal law, Minnesota state statute, and 
Minnesota Department of Education policy in order to ensure that all eligible providers had 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 annual 
allocation of federal AEFLA funding to grants to eligible providers. In addition, up to 12.5 
percent of the state annual allocation to Leadership Activities will be used 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 used 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 were 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.  


5. 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.  


6. 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.  


7. 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.  


8. 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.  


9. 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.  


10. 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.  







11. 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.  


12. 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.  


13. 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  


14. 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 II, subtitle C, any of the following academic 
programs for: 


 . Adult education and literacy activities; 
i. Special education, as determined by the eligible agency; 


ii. Secondary school credit; 
iii. Integrated education and training; 
iv. Career pathways; 
v. Concurrent enrollment; 







vi. Peer tutoring; and 
vii. Transition to re-entry initiatives and other post release services with the 


goal of reducing recidivism. 


  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 allocates funds to 
carry out corrections education and education for other institutionalized individuals within 
correctional institutions in accordance with the requirements of section 225. This was 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 annual 
federal grant received under WIOA to provide programs for corrections education and education 
for other institutionalized individuals as described in Section 225 and used the same application 
process used for section 231 funds when competing those services. A single applicant was 
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 were 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 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 are 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 must, within their grant application, articulate 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 
II, subtitle C, an Integrated English Literacy and Civics Education program and 
how the funds will be used for the program. 







The Minnesota Department of Education offers 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 II 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 $75,000 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.  



http://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 
enrollment 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.themlc.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:  


(D) Support a system of Regional Transitions Coordinators.  


(E) Professional development for distance education and use of technology.  


(F) Disseminating adult education curricula.  


(G) Developing and disseminating content and models for integrated education and 
training and career pathways.  







(H) Implementation of program improvement to enhance educational quality, provider 
effectiveness, and participant and system outcomes.  


(I) Facilitation of collaboration with postsecondary education providers.  


(J) Professional development regarding integration of literacy and English language 
instruction with occupational skill training.  


(K) Support alignment of contextualized instruction and curricula with state academic 
standards and required assessments.  


(L) Provide support for programs serving learners with disabilities including 
professional development, a web site, and a resource lending library.  


(M) 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 II 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:  


i. Consortium,  


ii. Program accountability procedures,  


iii. Professional development priorities and activities,  


iv. Proposed programming,  







v. Local program governance,  


vi. Program collaboration with key stakeholders and partners,  


vii. Technology resources and integration,  


viii. Future plans, and  


ix. Performance.  


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


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 


7. 1. The plan is submitted by the State agency that is eligible to submit the plan. Yes 


8. 2. The State agency has authority under State law to perform the functions of the State under 
the program. Yes 


9. 3. The State legally may carry out each provision of the plan. Yes 


10. 4. All provisions of the plan are consistent with State law. Yes 


11. 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 







12. 6. The State officer who is submitting the plan, specified by the title in the certification, has 
authority to submit the plan. Yes 


13. 7. The agency that is submitting the plan has adopted or otherwise formally approved the 
plan. Yes 


14. 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://www2.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. 1. The eligible agency will expend funds appropriated to carry out title II 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. 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. 3. The eligible agency will not use any funds made available under title II 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. 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. 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. 6. Using funds made available under title II 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 


7. 7. The eligible agency agrees that in expending funds made available under title II of WIOA, 
the eligible agency will comply with sections 8301 through 8303 of the Buy American Act 
(41 U.S.C. 8301-8303 ). Yes 


Section 427 of the General Education Provisions Act (GEPA ) 
In the text box below, describe the steps the applicant proposes to take to ensure equitable access 
to, and participation in, its Federally-assisted program for students, teachers, and other program 
beneficiaries with special needs provide the information to meet the requirements of Section 427 







of the General Education Provisions Act (GEPA), consistent with the instructions posted at 
https://www2.ed.gov/fund/grant/apply/appforms/gepa427.doc. 


The Minnesota Department of Education will require that all Adult Basic Education grant 
applicants describe the steps they will take to ensure equitable access to and participation in 
programming for all members of the communities they serve. The Minnesota Department of 
Education supports Adult Basic Education grantees in implementing those steps by providing 
both program supports and professional development. Program supports include a web site 
focused providing services to participants with disabilities, an accommodations resource lending 
library, outreach materials, and statewide access to technical assistance from specially trained 
staff. Professional development opportunities available to all Adult Basic Education program staff 
include Universal Design, inclusive programming, cultural competency, mental health, evidence-
based reading, shared programming, career pathway development, course design and other topics. 


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 (SRC) provides ongoing input and recommendations to VRS. 
The council’s annual reports can be found online at: https://mn.gov/deed/job-
seekers/disabilities/councils/rehab-council.jsp. 


The SRC spent a substantial amount of time reviewing the designated State unit’s Priority for 
Service criteria and Order of Selection in response to significant increases in the number of 
participants who are found eligible for Category 1 since the implementation of WIOA. In 
response, the council made the following recommendations: 


1. The designated State unit should continue the education of VR staff as it relates to Priority 
for Service/Order of Selection/Functional Limitations, and monitor efficacy and determine an 
ongoing education plan to insure organizational vitality. 







2. Given the current state of available funds for services, the VR program should gather 
appropriate data to support analysis of whether the SRC and VR pursue rulemaking 
processes related to Order of Selection criteria, and to better support potential advocacy 
needs. This data collection should include thoughtful discussion with the SRC around what 
data should be collected to best capture the reality of the environment for VR. 


3. In the event that funds are not available, VR should be diligent and intentional in the decision 
to close all categories by providing transparent communication in collaboration with DHS 
and MDE to share alternative options given category closures. 


4. The SRC requests ongoing updates on available funds and category status from the Director, 
and to revisit the review of changing Order of Selection criteria annually.  


Public Forums 


The State Rehabilitation Council has historically convened one or two public forums each year to 
gather grassroots commentary and input regarding Minnesota’s Vocational Rehabilitation 
program. In April 2017, the SRC Executive Committee opted to cancel the public forum planned 
to discuss Customized Employment scheduled for August. At that time, appropriation of funding 
that would enable the VR program to keep Category 1 open for a period of time was not included 
in the senate or house bills. The Council decided it would be more fiscally responsible to use 
resources for program participants rather than to host a public forum on services that the DSU 
potentially would not have funding to provide.  


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 Order of Selection and the changes in participant demographics seen 
since the implementation of WIOA. The director has reviewed the recommendations put forth by 
the council and agrees to maintain transparency with the council and keep recommendations at the 
forefront in decisions regarding Order of Selection.  


3. the designated State unit’s explanations for rejecting any of the Council’s input 
or recommendations. 
There were no formal recommendations made to VRS that were rejected by the designated State 
unit.  


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. a local public agency will provide the non-Federal share of costs associated with 
the services to be provided in accordance with the waiver request; 
VRS has no waivers of statewideness at this time.  







2. the designated State unit will approve each proposed service before it is put 
into effect; and 
The written contracts provides that all non-federal funds allocated by the agreements are made 
available to VRS, and 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 contracts.  


c. Cooperative Agreements with Agencies Not Carrying Out Activities 
Under the Statewide Workforce Development System. 
Describe interagency cooperation with and utilization of the services 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 share information, departmental innovation, and the ongoing needs of individuals and families 
affected by autism.  


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 2017 VRS dedicated $1.2 million in SSA program income to 
fund benefit coaches who are housed in every VRS office. The benefit coaches provide benefits 
and financial planning services for eligible consumers who are receiving SSI and/or SSDI Social 
Security benefits. This funding continues and expands the services previously provided by the 







SGA Project, a RSA funded demonstration project to improve employment outcomes for SSDI 
beneficiaries.  


Minnesota Employment Center for Individuals Who Are Deaf or Hard-of-Hearing: Provides VRS 
funded short-term employment services and state-funded long-term employment support services 
for individuals who are deaf or hard-of-hearing. Awarded $450,000 for ongoing employment 
supports through June 30, 2018 to support five locations statewide. Services include supporting 
businesses and employers with education and training in how to work with employees who are 
deaf or hard of hearing, as well as supporting employees themselves.  


Career Ventures, Inc.: Program provides transition services to students who are deaf or hard of 
hearing from identified schools in the seven county Twin Cities metropolitan area. Awarded 
$87,786 to serve students from two schools and one school district through June 30, 2018. 
Students are offered opportunities to try work experiences, develop resumes, fill out applications 
and practice interviews while conducting career interest surveys.  


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: In 2017, Vocational Rehabilitation completed a two-year model demonstration 
project designed to provide SSDI beneficiaries information and support to develop an 
employment plan that maps out a pathway to achieve employment above Substantial Gainful 
Activity (SGA). The SGA Project utilized a rapid engagement approach in which eligibility is 
determined within three days, Transferable Skills and Labor Market Information are provided and 
Benefits Planning and Financial Education are initiated within seven days. Within 30 days of 
application, the IPE and a Placement Plan are developed. A benefits analysis is completed within 
eight weeks of application if needed. As a result of positive feedback from Treatment Team 
clients and staff, Minnesota has expanded the project statewide using a combination of SSA 
program income and state funding.  


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 when the first employment shift is 
completed, and a final outcome payment is paid with successful placement closure. Beginning 
July 1, 2017, VRS included Placement and Retention Services information in both VRS Policy 
and Guidance as well as an electronic link to that same guidance within the 
Professional/Technical Contract for all Community Rehabilitation Providers (CRP) and Limited 
Use Vendors (LUV). Guidance includes guidance on Performance Based Agreement (PBA) 
milestones and outcomes as well as definitions and Service Types and Titles. VRS staff and 
Community Rehabilitation Providers express that the consistent guidance has reduced confusion 
and is leading to better common understanding about PBA milestones, invoicing and payments.  


Interagency Agreement with the Minnesota Department of Human Services (DHS) and the 
Disability Hub: Beginning October 1, 2017, DEED-VRS developed an interagency agreement 
with the Department of Human Services to provide training and support for Benefit 
Coaches/Independent Living Specialists as well as the support of certified Work and Benefits 
Planners from the Disability Hub who conduct all Benefits Analyses for VRS clients who are 
referred by VRS or the IL Specialist.  


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 their 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 establishes 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 Boards’ Youth Programs, including the Youth Disability Employment Initiative. 
One of the service providers has become an Employment Networks so they can continue benefits 
planning and job retention services after WIOA services have ended.  







VECTOR Youth Project for Deaf/DeafBlind: $412,214 in VRS managed state funding provides 
support for enhanced transition services to youth who are deaf, hard-of-hearing, or DeafBlind in 
Minnesota through June 30, 2018. 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 
students are supported.  


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 a memorandum of understanding 
(MOU) to achieve better coordination between schools and VR services and create a 
bridge from the school to VRS or SSB prior to school exit. Following is a discussion of 
the current agreement, which was updated in November 2016 to reflect WIOA 
requirements: Provide consultation and technical assistance to Local Education Agencies 
(LEA)s in planning for the transition of students with disabilities from school to post-
school activities including post-secondary education, training, competitive integrated 
employment and independent living.  


• Provide secondary transition planning by personnel of DEED’s VRS alongside secondary 
special education and career and college readiness staff through the delivery of pre-
employment transition services and vocational rehabilitation services under the 
Rehabilitation Act and transition services under the IDEA.  


• Define the roles and responsibilities, including financial responsibilities, of each agency, 
including provisions for pre-employment transition services, vocational rehabilitation 
services and IDEA transition services.  







• Designate procedures for outreach to and identification of students with disabilities who 
are in need of pre-employment transition services and/or vocational rehabilitation 
services. Outreach to students should occur as early as grade nine.  


• Outline services and documentation requirements set forth in section 511 of the 
Rehabilitation Act, as added by the Workforce Innovation and Opportunity Act (WIOA), 
with regard to youth with disabilities who are seeking subminimum wage employment.  


• Provide assurance that neither the SEA nor the LEA will enter into an arrangement with 
an entity holding a special wage certificate under section 14(c) of the Fair Labor 
Standards Act for the purpose of operating a program under which a youth with a 
disability is engaged in work at a subminimum wage.  


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.  


Personal Learning Plans (PLPs): Minnesota statute 120B.125, “Planning for Students’ Successful 
Transition to Postsecondary Education and Employment” requires Minnesota school districts to 
assist all students by no later than grade 9 to explore their educational, college, and career 
interests, aptitudes, and aspirations and develop a plan for a smooth and successful transition to 
postsecondary education or employment. VRS staff work with students and schools to ensure that 
VRS pre-employment transition services and transition services align with and contribute to each 
student’s Personal Learning Plan.  


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. They are active participants on transition planning 
teams so that each VR eligible student with a disability can access VR services and establish a 
written VR plan before leaving school. 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. 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.  


Interagency Agreement to Purchase Used Assistive Technology Devices: When a student with a 
disability transitions into a work environment or postsecondary program, VRS may purchase any 
assistive technology device that the student’s former school district purchased on the his or her 
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; 


• DEED’s VRS and MDE’s Special Education and Career and College Success Divisions 
will work together to ensure that consultation and technical assistance, which could 
include video conferences and conference calls, is provided to LEA staff in planning for 
the transition of students with disabilities to post-school activities. This includes 
implementing a structure for ensuring pre-employment transition services and vocational 
rehabilitation services are made available statewide for those who need these services.  


• DEED’s VRS and MDE’s Special Education and Career and College Success Divisions 
will collaborate and promote transition to adult services through participation in existing 
councils, committees, and other workgroups within respective agencies.  


• DEED’s VRS will ensure that a counselor(s) is assigned to each school district and 
charter school in the state who will provide consultation and technical assistance to LEA 
staff on an as-needed basis related to the transition of students with disabilities from 
school to post-school activities.  


• MDE’s Special Education and Career and College Success Divisions in consultation with 
DEED’s VRS will develop training and communication tools for the LEA staff regarding 
WIOA and how it intersects with IDEA and the schools.  


B. transition planning by personnel of the designated State agency and educational agency 
that facilitates the development and implementation of their individualized education 
programs;  


• DEED’s VRS and MDE’s Special Education and Career and College Success staff will 
provide technical assistance and consultation regarding these five required pre-
employment transition services made available to students with disabilities who need 
them in grade nine through age 21 statewide: 


• Job exploration counseling to assist students with disabilities in understanding their work 
related strengths and interests and what career possibilities there are;  


• Work-based learning experiences, which may include in-school or after school 
opportunities, or experience outside the traditional school setting (including internships), 
that is provided in an integrated environment in the community to the maximum extent 
possible;  


• Counseling on opportunities for enrollment in comprehensive transition or postsecondary 
educational programs at institutions of higher education;  


• Workplace readiness training to develop social skills and independent living; and  


• Instruction in self-advocacy (including instruction in person-centered planning), which 
may include peer mentoring (including peer mentoring from individuals with disabilities 
working in competitive integrated employment).  







• DEED’s VRS counselors will attend meetings for the development of Individualized 
Education Programs (IEPs) when invited. Counselors will use the IEPs with students to 
assist in developing the individualized plans for employment (IPE).  


• DEED’s VRS and MDE’s Special Education and Career and College Success Divisions 
agree to share responsibility for ensuring that schools are aware of and how to use the 
tools to support students with disabilities to receive current information about their 
strengths, interests and preferences in order to make informed choices about competitive 
integrated employment prior to leaving school.  


• DEED’s VRS and MDE’s Special Education and Career and College Success Divisions 
agree to share responsibility for ensuring that schools which serve students with 
disabilities receive information about the benefits of providing career information.  


C. roles and responsibilities, including financial responsibilities, of each agency, including 
provisions for determining State lead agencies and qualified personnel responsible for 
transition services;  


DEED’s VRS assist students with disabilities in making informed choices to prepare for, obtain, 
maintain, advance in, or regain 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 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 Special Education Division is responsible for ensuring that local education agencies 
provide special education and related services as documented in students’ IEPs.  


DEED’s VRS and MDE’s Special Education and Career and College Success Division are 
responsible for coordination necessary to satisfy documentation requirements set forth in WIOA 
and 34 CFR 397.10 (b)(i) and (ii) with regard to students and youth with disabilities who are 
seeking subminimum wage employment.  


DEED’s VRS and MDE’s Special Education and Career and College Success Divisions are 
financially responsible for the services they provide under their 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.  


DEED’s VRS and MDE’s Special Education and Career and College Success Divisions are 
responsible to ensure that neither the LEA 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, pre-employment transition services or 
vocational rehabilitation 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, 
SEAs, and LEAs.  


Considerations in making funding decisions could include: 







• The purpose of the service: Is it related to outcomes for employment or education? 


• Which agency customarily provides the service? 


• Is the student eligible for transition services under the IDEA and/ or pre-employment 
transition services or vocational rehabilitation services under the Rehabilitation Act?  


D. procedures for outreach to and identification of students with disabilities who need 
transition services. 


Outreach and Identification  


• DEED’s VRS and MDE’s Special Education and Career and College Success Divisions 
will work together to develop outreach tools related to competitive integrated 
employment for students with disabilities, parents or representatives of students with 
disabilities, school personnel, and other community agencies. Materials will include a 
description of the purpose of the VR programs, application procedures, eligibility 
requirements, priority for services, and scope of services that may be provided to eligible 
individuals.  


• DEED’s VRS and MDE’s Special Education and Career and College Success will work 
together with LEAs to ensure that outreach and identification of students in need of/ who 
could benefit from pre-employment transition services takes place statewide.  


• In order to provide information to students and their families/ guardians about pre-
employment transition services and/or vocational rehabilitation services, DEED’s VRS 
will be allowed to receive “directory information” from LEAs. In accordance with 
Minnesota (M.S. 13.32) and federal (20 U.S.C.A. 1232g (5)(A)) laws, “directory 
information” is defined, in part, as the student’s name, address, telephone listing, and date 
of birth.  


• DEED’s VRS and MDE’s Special Education and Career and College Success will work 
together with LEAs to ensure outreach to: students receiving special education services 
under IDEA; students receiving accommodations under section 504; students receiving 
school psychological, health, nursing, or social work services; and other students who 
have disabilities as defined in Section 504 of the Rehabilitation Act, but who do not 
receive IDEA services nor have a 504 plan.  


• DEED’s VRS will provide outreach to the following school staff to identify students in 
need of pre-employment transition services and/ or vocational rehabilitation services: 
teachers/case managers, work coordinators, guidance counselors, school nurses, 504 
coordinators, school social workers, alternative learning center staff, principals, school 
mental health coordinators, and school psychologists.  


Coordination and documentation requirements under WIOA Section 511 and 34 CFR 397, 
Limitations on use of subminimum wage  


• DEED’s VRS, in collaboration with MDE’s Special Education and Career and College 
Success Divisions will work together with LEAs to ensure that students with disabilities 
have meaningful opportunities to prepare for, obtain, maintain, advance in, or regain 
competitive integrated employment, including supported or customized employment.  







• DEED’s VRS and MDE’s Special Education and Career and College Success Divisions 
will work together with LEAs to ensure that outreach and identification of students with 
disabilities who are seeking subminimum wage employment in order for them to receive 
counseling and information and referral related to competitive integrated employment.  


• DEED’s VRS will ensure, as appropriate, that students with disabilities that are seeking 
subminimum wage employment and who have applied for VR services are determined 
eligible or ineligible for VR services; have an approved IPE; receive pre-employment 
transition services; and receive appropriate reasonable accommodations and appropriate 
supports and services, including supported and customized employment services, that 
assist in obtaining and maintaining a competitive integrated employment outcome.  


• DEED’s VRS and MDE’s Special Education and Career and College Success Divisions 
will provide LEAs the required processes and forms to document the required actions 
specified under WIOA for all students with disabilities who are seeking subminimum 
wage employment.  


• MDE’s Special Education and Career and College Success Divisions will work with 
LEAs to ensure that documentation of completed IDEA transition services is provided to 
DEED’s VRS within 30 calendar days of the completion of the IDEA transition services 
for students who are seeking subminimum wage employment and have applied for VR 
services.  


• DEED’s VRS and MDE’s Special Education and Career and College Success Divisions 
will work together with LEAs to ensure that in the event a student with a disability or, as 
applicable, the youth’s parent or guardian, refuses, through informed choice, to 
participate in the actions required under WIOA, the refusal is documented. LEA staff will 
provide this documentation to VRS or within 5 calendar days of the refusal and VRS or 
staff will provide the documentation to students within 10 calendar days of the refusal.  


• DEED’s VRS will ensure that all students with disabilities who are seeking subminimum 
wage employment receive documentation of the required actions specified under WIOA 
within 45 calendar days of completion of the required actions.  


Assurance related to WIOA Section 511 and 34 CFR 397, Limitations on use of subminimum 
wage  


In accordance with 34 CFR 397.31, MDE’s Special Education and Career and College Success 
Divisions, through the MDE Career Technical Education Program approval and expense approval 
process, will ensure that neither the SEA nor LEAs enter into a contract with an entity, as defined 
in WIOA 34 CFR 397.5(d) for the purpose of operating a program under which a student with a 
disability is engaged in work compensated at a subminimum wage.  


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 42 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 60 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 in 2017 included discussion of Performance Based Agreement redesign 







and definitions for inclusion in DEED-VRS Professional and Technical Contracts, expanding 
Customized Employment capacity in Minnesota, Funding Customized Employment, Strategies 
for continued system transformation, Department of Human Services (DHS) new Waiver Services 
discussion, WIOA Section 511, Developing and Retaining Placement Professionals.  


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 24 months, 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 Medicaid-waiver funded services, 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, provides ongoing 
employment support services for individuals to maintain and advance in employment. The direct 
services are delivered by CARF-accredited CRPs under performance-based contracts with VRS-
EE. 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. It provides a $13.825 million a year to CRPs to provide ongoing employment support 
services. VRS coordinates both vocational rehabilitation and extended employment services to 
maximize the impact of both time-limited and extended services. In state fiscal year 2017, the 
VRS Extended Employment program provided ongoing work supports to about 4,200 individuals 
working in the community, about half of whom had previously received time-limited VR services. 
The Extended Employment Program is governed by state rule and the VRS-EE program have 
initiated a rule revision. 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 and cap non-competitive employment, prioritizing funding for competitive, integrated 
employment.  


Individuals with Serious Mental Illness and Individuals Who Are Deaf or Hard-of-Hearing  







Minnesota VR has been a leader in implementing the Evidence Based Practice of Supported 
Employment for persons with serious and persistent mental illness known as Individual 
Placement and Support (IPS). IPS receives $2.55 million in dedicated state funding, which is used 
for grants to local partnerships of mental health programs and employment providers (Community 
Rehabilitation Programs). These funds provide ongoing supports to persons with serious mental 
illness who are receiving community mental health services. Minnesota’s programs utilize the IPS 
fidelity scale (2008) to guide program development and implementation as well as program 
evaluation and outcome measurement. Another appropriation provides $1,000,000 annually to 
provide long-term supported employment services for persons who are deaf, deaf blind or hard-
of-hearing.  


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.  


As of July 2017, Workforce One (WF1), Minnesota’s electronic case management system, has 
capacity to identify Talent Pool. VRS staff now must input key talent pool identification data 
which will greatly enhance the ability for Placement Specialists and Coordinators to identify 
pools of candidates based on Employer needs. More training will be needed by VRS staff to 
correctly utilize the talent pool refinement tools available in WF1.  


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, Connect 700 program and Schedule A hiring.  


DEED-VRS updated the process, policies guidance and definitions for an array of low risk hiring 
and retention options which are referred to as On-the-Job Work & Training Options in Policy and 







Guidance Manuals. This information, along with the Connect 700 hiring initiative, was shared 
with Community Rehabilitation Partners through statewide training to ensure consistency of 
understanding and application. VRS developed a series of new marketing materials for use by 
VRS and community partner providers to promote these programs with businesses (Internship, 
On-the-Job Training and Job Tryout brochures).  


Metric: Create and deliver training 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: 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.  


• 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. In addition to the single point of contact approach for employers, 
Placement Partnerships host opportunities to connect employers and qualified job seekers 
and reflect employer needs and interests from urban, metro and rural areas. In addition to 
supporting joint training to maintain qualified staff, the placement partnerships share job 
leads, host job fairs and other community events.  


• 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 2016 and 2017, 
Placement 101 was put on hold due to WIOA. Despite the training being put on hold, 
Community Rehabilitation Providers have continually asked for Placement 101 to be 
offered again. In 2018, VRS will be partnering with the Minnesota Rehabilitation 
Association’s (MRA) Job Placement and Development (JPD) group who has expressed a 
desire to take on much of the training of Placement 101 going forward. VRS Placement 
Specialists will work closely with JPD staff who have been Placement 101 Trainers. It is 
anticipated that some of the materials will need to be updated as a portion of the 
curriculum is outdated.  







• VRS along with a key Community Rehabilitation Provider is developing a Minnesota 
centric Customized Employment Training and pursuing ACRE (Association for 
Community Rehabilitation Educators) certification for the training participants. This 
training will include hands on learning opportunities for Discovery Assessment and Job 
Development portions of Customized Employment. Each participant will also receive 
mentoring from VRS & CRP staff who are certified by one of the key CE training entities 
that provide certification. The goal of this Customized Employment Training is to assist 
placement professionals develop an understanding of CE and demonstrate proficiency in 
providing Discovery and Job Development. The training is also essential for Program 
Managers, Rehabilitation Area Managers who supervise staff who are providing CE 
services.  


• VRS developed and piloted a Business Feedback Survey in 2017. The purpose of the 
survey is to obtain feedback from businesses who have used VRS services. The brief 
survey asks businesses to let us know both how useful services were (i.e., prescreening 
applicants, on-the-job training, internship and job tryout programs, etc.) and how satisfied 
they are with VRS services. The survey was piloted to approximately 20 employers and 
provides a foundation for future business surveys.  


2. transition services, including pre-employment transition services, for students 
and youth with disabilities. 
The need for Pre-Employment Transition Services (Pre-ETS) is assessed for all students, grade 
nine through age 21, that VRS serves. From there, the needed Pre-ETS are added to the 
employment plan and delivered either through one-on-one counseling sessions with the VRS 
counselor, the student’s school, an internal VRS placement coordinator, or funds can be 
authorized to have them delivered via community rehabilitation programs, centers for 
independent living, etc. VRS staff work with local school districts to discuss how Pre-ETS are 
already available to students and where gaps are that VRS might be able to fill. VRS is also 
working to ensure that Pre-ETS are available statewide to students who are “potentially eligible” 
for VRS.  


In February 2017, a request for proposals was issued for community organizations to apply for 
funds to provide this service on behalf of VRS. Nine organizations were selected, eight of which 
are Local Workforce Development Areas (LWDAs) who are well suited to provide the service 
being that they already operate youth programming to at-risk youth populations. These 
partnerships with the LWDAs is also enhancing the internal workforce development system 
partnerships to provide a seamless system of opportunities to youth with disabilities.  


Other Pre-ETS service delivery options are being piloted in the areas where there currently aren’t 
contractors (northwest Minnesota and a portion of the Twin Cities metro area). These include: an 
internal placement coordinator in Washington County reaches out to the local school districts to 
provide one on one and classroom Pre-ETS opportunities; VRS is working with special education 
staff within the Rosemount-Apple Valley-Eagan Independent School District No. 196 (the 4th 
largest district in the state) to offer a Pre-ETS course via their community education program.  


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) collaborates 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).The Department of Human Services has 
submitted amendment language to the Centers for Medicare and Medicaid Services (CMS) for an 
employment services waiver. The waiver amendment would create three new employment 
services. CMS needs to approve the amendment language before the services can be 
implemented. Employment Exploration Services which are defined as community-based services 
that introduce and explore employment, such as work experiences, assists people in making an 
informed choice about working in competitive, integrated employment. Employment 
Development Services are defined as individualized services that help people find competitive, 
integrated employment or attain self-employment. Employment Support Services are defined as 
individualized services and supports that assist people with maintaining community employment 
in an individual or group arrangement.  


VRS accesses 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 utilizing grant funding have been continued 
through the use of state appropriations, including:  


• Disability Hub MN: The Disability Hub 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. Where space is available, the Disability 
Hub staff are co-located with VRS staff. The most recent expansion of the Disability Hub 
has been in the area of benefits planning and benefits summary and analysis for 
beneficiaries of Social Security benefits.  


• Disability Benefits 101: DB101 (www.db101.org) is a free online service operated by the 
Disability Hub 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 Hub 
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 and RSA demonstration grant funds a section on Work 
Benefits for Youth has been enhanced.  


2. the State agency responsible for providing services for individuals with 
developmental disabilities; and  
The primary agency responsible for services for individuals with disabilities is the Minnesota 
Department of Human Services. In Minnesota, the Governor’s Council on Developmental 
Disabilities serves to advocate for all persons with developmental disabilities by carrying out 
activities in major areas of emphasis.  


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 is involved in several joint projects with the above agencies:  


• Way to Work Pilot Project: VRS placed vocational rehabilitation counselors in a 
sheltered workshop to assess individual strengths and needs and develop strategies to 
move the employees from segregated employment to competitive integrated employment. 
The successful pilot project sunset in 2017 and all participants — VRS, Dakota County, 
and the Department of Human Services — are now implementing statewide the lessons 
learned 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 (DHS) is responsible for coordinating mental 
health services for adults and youth.  


Minnesota’s Mental Health system is a State mandated, county operated system. The State Mental 
Health Authority is responsible for ensuring that Minnesota’s 87 counties, the local mental health 
authority, provide an array of community mental health services including: Basic clinical 
services, community services and supports, hospitalization and residential treatment. Funding for 
Minnesota’s mental health system comes from health care insurance, including Medicaid, private 
Insurance and MinnesotaCare as well as county local tax levy funds, state mental health funds and 
Federal Block grant funds.  


Minnesota’s Mental Health and Drug and Alcohol Divisions are merging to provide a combined 
state administration for adult and children’s mental health and alcohol and drug abuse. The 
emphasis is on moving to integrated care approaches.  


The Minnesota General program has a long history of innovative collaboration with the State 
Mental Health Authority. This includes VR representation on the State Mental Health Planning 
Council and the newly formed State Behavioral Advisory Council.  


The two agencies have also collaborated to implement, sustain and expand the evidence based 
practice of supported employment, Individual Placement and Support. Starting with 4 local 
partnerships between mental health and employment providers in 2006, the IPS provider network 
in Minnesota, funded in part with state appropriations dedicated to IPS, has expanded to 29 IPS 
programs (partnerships between mental health agencies and employment services agencies) in 47 
of Minnesota’s 87 counties. Minnesota VR and Mental Health agencies are partners in the 
National IPS Learning Community.  


i. 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 2016, VRS served 17,674 consumers and ended the year with an active caseload of 
10,411 individuals. In FFY 2017, we served 17,554 consumers, ending the year with an active 
caseload of 10,954; an average case load for counselors of 67. U.S. Census Bureau data on the 
geographic distribution of Minnesotans with disabilities has been used to determine the 
distribution of staff. The metro region has 112 field positions, the northern region has 80 field 







positions, and the southern region has 99 field positions. To balance managerial oversight of 
field positions in the metro and southern region, there was a re-distribution in 2017.  


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, ten managers 
and one Office Services Supervisors.  


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 164 rehabilitation counselors, augmented by 
nine rehabilitation representatives, twenty seven job placement coordinators, 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 14 retirements in calendar year 2016. There were five voluntary resignations. The 
number of voluntary resignations has remained constant (around 2%) over the past five years. 
Between 2017 and 2022, 23% of VRS staff, 16% 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: 4  


Rehabilitation Area Managers/supervisors (field) 


Total positions: 21 


Current vacancies: 0 


Projected vacancies over the next 5 years: 6  


Rehabilitation Specialists 


Total positions: 23 


Current vacancies: 0 


Projected vacancies over the next 5 years: 9  


Rehabilitation Counselors 


Total positions: 164 







Current vacancies: 3 


Projected vacancies over the next 5 years: 27  


Rehabilitation Representatives 


Total positions: 16 


Current vacancies: 1 


Projected vacancies over the next 5 years: 1  


Job Placement/Business Services 


Total positions: 27 


Current vacancies: 1 


Projected vacancies over the next 5 years: 4  


Vocational Rehabilitation Technicians 


Total positions: 66 


Current vacancies: 1 


Projected vacancies over the next 5 years: 23  


Clerical Support 


Total positions: 16 


Current vacancies: 0 


Projected vacancies over the next 5 years: 3  


Other Admin/Field 


Total positions: 8 


Current vacancies: 0 


Projected vacancies over the next 5 years: 5  


TOTAL 


Total positions: 353 


Current vacancies: 6 


Projected vacancies over the next 5 years: 82  


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: 16 


Employees sponsored by agency and/or RSA: 0 


Graduates sponsored by agency and/or RSA: 0 


Graduates from the previous year: 5  


St. Cloud State University 


Students enrolled: 35 


Employees sponsored by agency and/or RSA: 1 


Graduates sponsored by agency and/or RSA: 12 


Graduates from the previous year: 12  


University of Wisconsin - Stout 


Students enrolled: 69 


Employees sponsored by agency and/or RSA: 3 


Graduates sponsored by agency and/or RSA: 10 


Graduates from the previous year: 23  


iii. the number of students who graduated during the prior year from each of those 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: 5 


St. Cloud State University: 12 







University of Wisconsin - Stout: 23  


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. Five students completed 
internships in 2016. Six internships are currently in progress. We anticipate hosting additional 
interns beginning Spring 2018 semester. The staff development manager/specialist devotes 
approximately 5% 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, 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. Five VRS employee graduated with a Rehabilitation 
Counseling graduate degree in 2016, and all five were promoted to a counselor position. Four 
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 online job sites.  


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 
fall 2017. Survey response rate was 84% this year. Findings indicate strong employee engagement 
on the key indicators measured. For example, 93% agreed that the VRS mission makes them feel 
their job is important, 89% agreed that they have the necessary training to do their job well, and 
75% 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 enhancing organization communications, re-implementing external training 
opportunities, increasing recognition and feedback, and workload adjustment. 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 2017 data: 9% of VRS employees identify themselves as 
American Indian, Asian, Black or Hispanic/Latino, 88% identify themselves as White, and 3% are 
non-specified or undisclosed. At present, 15% 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)(ii) 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. A Bachelor’s degree 
substitutes for half of the experience requirement. 


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. Staff Development and field managers meet regularly, as does the 
Policy Learning Team, to develop and guide staff development activity. 


The comprehensive staff training and development plan describes core training curriculum for 
staff, identifies competencies required of each VRS position along with training strategies and 
resource information for each competency, and identifies specialized competencies for serving 
transition age youth. Annual performance reviews between supervisor and employee include a 
review of training and development needs of the employee. 


Required training for new employees includes: New Employee Orientation, New Counselor 
Training, Data Practices, Mandated Reporting, Ethics, Information Management, Purchasing 
Procedures, Transition 101, Labor Market Resources and Updates, Vocational Assessment 
Interpretation, ADA, and Motivational Interviewing. 


The field trainer manual was replaced with an on-the-job training comprehensive New Counselors 
mentorship program. This onboarding process is coordinated through RAMs or experienced 
counselors in the office of the new counselor. 


Equipping staff with skills in Motivational Interviewing (MI) has been a most significant ongoing 
training initiative. Staff have taken advantage of a variety of learning opportunities - from 
Introduction to MI to many MI Refresher trainings. VR managers and supervisors have noted the 
strong correlation between motivational interviewing and skills needed for effective clinical 
supervision. Using MI, staff have reported improved relationships with consumers, greater ease in 
developing employment plans with consumers, and much greater job satisfaction. Building the 
capacity of internal staff to provide MI training and coaching is an important initiative. 


In 2016, the VRS Policy Core Team and Policy Learning Teams were created consisting of staff 
from various roles and regions. The Policy Core Team analyzes the new law, drills into the 
legislation and determines the implementation priorities. The Policy Learning Team takes the 
implementation priorities, develops training and ensures effective training of staff through the 
Rehabilitation Area Managers. Training provided to staff through this training model to date is as 
follows: Ability to Benefit, Applicants with Visual Impairments, Competitive Integrated 
Employment, Eligibility and Priority for Services Time Frames, Limitations on Subminimum 
Wage for Youth/511 Process, On-the-Job Work and Training Options, Placement and Retention 
Services, Pre-ETS/Transition, Timely Employment Plan Development, and Trial Work Plans. 


In 2017, VRS added a Staff Development Specialist to assist the PRE-ETS and Transition 
Services Specialist on the growing need to train staff to effectively work with the schools, 
individuals, and families of transition-age youth. This position will also focus on Autism training 
needs for staff. 


VRS has offered several in-service programs to enhance counselor skills in assessment and 
employment planning. Completion of an ethics course once every five years is a minimum 
expectation for all staff. All field staff received training on Mandated Reporting policy and Data 
Practices. Training was offered on Mental Health First Aid. Assistive Technology Liaisons 







receive advanced training in Assistive Technology through UW Stout Vocational Rehabilitation 
Institute. 


Transition 101 training for Transition Counselors that includes a subject matter expert training on 
“Understanding Special Education Evaluation Summary Reports” was extremely impactful on 
their ability to do meaningful assessments and plans. In development by our Transition and Staff 
Development Specialists is Pre-ETS Potentially Eligible training for staff. 


The WorkForce One case management system was upgraded to a 6.0 version In July 2017. Staff 
training was provided in various modalities, provided by VRS field operations specialists. Fifteen 
video tutorials were recorded for anytime, anywhere learning opportunities. Several desk aids 
were also created. Nineteen in-person computer lab trainings were offered. 


Extended Employment (EE) unit presented a webinar information session to staff. The 
presentation included what EE is and why it is important, the features, funding structure, how the 
grant process impacts EE, and understanding the service provider perspective. More training is 
planned for 2018. 


Individual Placement and Support (IPS) Introductory Training is offered by the IPS State team for 
new IPS programs. All IPS VR Liaisons and RAMS are invited and encouraged to attend these 
trainings with their IPS program teams. Multiple training opportunities were conducted statewide 
in 2015 and 2016. Several short, customized IPS Introductory trainings and brown bag lunches 
were held. VR Counselor liaisons connected with these programs were invited to participate. 


IPS VR Counselor liaisons, supervisors and RAMS are offered the opportunity to complete an 
online course through the IPS Employment Center at Rockville Institute/Westat. Our IPS VR 
liaison helped design the course and serves as the instructor for MN VR staff members. The 
majority of VR IPS liaisons completed this course in 2015, seven completed the course in 2016, 
and one new VR Counselor completed the course in 2017. 


IPS collaboration. Vocational Rehabilitation Services in the mid-state region was recognized with 
a Minnesota Social Services Association award for partnering in an IPS community collaboration 
with Functional Industries, Wright County Health & Human Services and Central MN Mental 
Health Center. Each agency brought their own mental health expertise to the table to support 
employment, therapy, and case management. This collaboration helps people with serious mental 
illness work in regular jobs, not jobs set aside for people with disabilities. Mental health 
practitioners not only help their clients consider employment but also provide employment 
specialists with their mental health expertise to assist with the individualized job search. 


VRS and Community Rehab Partners (CRPs) in Minnesota continue to make a concerted effort to 
work in partnership to serve VR consumers. VRS hired a Customized Employment Specialist to 
be partner with CRPs and provide specialized training to VRS staff in 2016. 


Customized Employment. VRS has partnered with ProAct, Inc. and Occupational Development 
Center, WIOA Technical Assistance Center (WINTAC), and the Youth Technical Assistance 
Center (Y-TAC) to provide Marc Gold & Associates’ Customized Employment Training in 
Minnesota through June, 2018. Two cohorts began in 2017 that include 24 VRS placement 
professionals, counselors, RAMs and supervisors, along with community partner staff. 
Participants attend nine full days of certification training building skills to personalize the 
employment relationship between a job candidate and employer. 







Person-Centered Thinking and Person-Centered Planning was a top strategic goal in 2017. 
Training was required for all VRS staff in fall of 2017. University of Minnesota Institute on 
Community Integration trainers were contracted to help staff understand the values-based 
concepts and incorporate client-centered practices in services we provide in accordance with 
WIOA, the Olmstead Plan and Employment First policy. Tools and techniques were introduced 
and practiced in the training. To further knowledge, skills and abilities in Person-Centered 
practices, a Community of Practice consisting of VRS staff will launch in December 2017. The 
purpose will be to create a culture of continuous improvement, construct processes, policy and 
guidance that are person-centered, and utilize online coursework available through the University 
of Minnesota for ongoing training. 


Several VRS staff participated in the Way to Work pilot project in Dakota County that completed 
its first year with mostly positive results. In 2016, 101 individuals - all working subminimum 
wage jobs at ProAct - expressed an interest in finding competitive integrated employment. 
Fourteen individuals started new jobs in the community. The operational lessons and methods 
used in the pilot project will be adopted and integrated more broadly across the state to help more 
individuals with significant disabilities make the transition from subminimum wage jobs into 
competitive, integrated employment in the community. 


Substantial Gainful Activity (SGA) was a research project funded by the University of Mass 
Boston ICI designed to improve earnings for VR customers who receive benefits through Social 
Security Disability Insurance (SSDI). Half of VRS staff were trained in 2015, then participated in 
this major initiative to increase wage outcomes for SSDI customers. The project concluded mid-
year 2016. Best practices from the SGA model were identified - rapid engagement and enhancing 
the ability to provide financial consulting to the customer through dedicated staff. These are now 
incorporated into policy and practice. 


VRS field managers and supervisors participate annually in Clinical Supervision training offered 
by Christine Haddad Gonzalez, University of MN School of Social Work. VRS RAMs and 
Supervisors complete a full day of training annually focused on supervisory relationships, 
building trust and issues of race. RAMs and Supervisors will have access to up to 28 hours of 
consulting with the trainer and coach. 


The VRS leadership team has defined a set of leadership competencies for the agency. Identifying 
a need for succession planning within Administrative leadership, VRS is supporting two 
employees with tuition reimbursement to complete Master’s degrees; one in Data Science and one 
in Public Affairs. 


The State of Minnesota’s Emerging Leader’s Institute (ELI), a seven month program designed to 
help participants explore leadership within State government, is available to a total of 60 State of 
Minnesota employees each year. No VRS employees participated in ELI in 2016. 


The Department of Employment and Economic Development librarian routinely track and 
disseminate relevant research and journals. They also provide in-service training to VRS teams on 
how to use the department’s advanced online library search capabilities and on effective use of 
social media. 


The agency makes a concerted effort to publicize conferences and external training opportunities 
available to staff. These are a vital component of the overall staff development strategy as they 







enable counselors to obtain advanced training to meet individual learning and development goals 
for serving VR consumers.  


B. Acquisition and dissemination of significant knowledge 


procedures for the acquisition and dissemination of significant knowledge from research and 
other sources to designated State unit professionals and paraprofessionals. 


In the next year, work to strengthen staff skills in providing Person-Centered services in 
accordance with WIOA, the Olmstead Plan, and MN Employment First policy through the 
Person-Centered Community of Practice and evaluation of staff training needs.  


Continue to address WIOA regulatory changes through the Policy Core Team and Policy 
Learning Team. Training development topics in progress are Performance Based Agreements, 
Pre-ETS for Potentially Eligible Students, Pre-ETS/Transition, Serious Functional Limitations, 
and Unable to Achieve an Employment Outcome- 511 Closures.  


Develop and implement online courses on Psychiatric Disabilities. This coursework will be 
specific to vocational rehabilitation and providing Individual Placement and Support (IPS) 
services and the Minnesota Mental Health system.  


Continue to build counseling and counseling supervision skills along with developing internal 
capacity to provide ongoing training in Motivational Interviewing. Continue to build skills of 
VRS and CRP Placement Staff on Customized Employment through Marc Gold and Associates’ 
Customized Employment training.  


Develop and offer training on Pre-Employment Transition Services. Currently in development is 
the Pre-ETS for Potentially Eligible Students training for VRS Counselors and staff to understand 
the roles and responsibilities of the contractors providing Pre-ETS to potentially eligible students, 
what contractors can view in the WorkForce One system and identify scenarios where VRS and 
contractors can present ideas for successful collaboration.  


Develop and offer training on Autism Spectrum Disorder. Through online courses or web-based 
platform, train staff on how Autism is diagnosed, what strengths and limitations individuals might 
demonstrate; behavioral aspects of autism and strategies for addressing the needs of individuals 
with autism.  


Create a Waiver 101 training for staff to understand the purpose of a waiver, process for applying 
and who is eligible, know the different types of waivers, County Case Funding vs Waiver Based 
Funding, and how contracted Case Management works.  


Develop a training program to understand the integration of WIOA components around Common 
Performance Measurements. Ensure staff know the new requirements for credential attainment 
indicators, measurable skill gains, etc. and their role to accurately report information. VRS field 
leadership and policy specialists are in a planning phase currently, working closely with 
WINTAC for guidance and evaluating existing training material.  


Due to budget constraints and the high volume of internal WIOA-related training, external 
training was not funded for most of the calendar year 2017. We plan to reinstate the external 
training/continuing education funding policy in 2018. Professional expertise and leadership 
capacity is important for the vitality and sustainability of the agency. Staff will be able to take at 







least one self-initiated elective training activity outside VRS, or attend one conference related to 
their role annually.  


5. Personnel to Address Individual Communication Needs 
Describe how the designated State unit has personnel or obtains the services of other individuals 
who are able to communicate in appropriate modes of communication with or in the native 
language of applicants or eligible individuals who have limited English speaking ability. 


VRS ensures that personnel and methods are available so that staff may communicate with 
consumers in a preferred language or other means of communication. Substantial numbers of 
VRS consumers use languages other than English, including: Cambodian, Lao, Vietnamese, 
Somali, Spanish, and American Sign Language. Translation of forms, information brochures and 
the ready availability of purchased interpreter services or a multilingual staff member ensures 
effective communication statewide.  


Deaf and Hard of Hearing services are provided by highly qualified VRS staff including one State 
Coordinator for Deaf Services and 24 staff who are conversationally competent in American Sign 
Language. To be exact, we have three VRS managers/supervisors, fifteen counselors, three 
placement specialists, two VR technicians, a Rehabilitation Representative, an Office and 
Administrative Specialist, and two Occupational Communication Specialists (who are also 
certified sign language interpreters). Deaf and hard of hearing specialists in ten locations are using 
a video remote interpreting platform called Stratus VRI to supplement the use of onsite 
interpreting services and provide more options for accessibility. Counselors are also using 
videophones, FaceTime, Microsoft Lync and texting to communicate with people and providers 
who use our services.  


6. Coordination of Personnel Development Under the Individuals with Disabilities 
Education Act 
As appropriate, describe the procedures and activities to coordinate the designated State unit's 
comprehensive system of personnel development with personnel development under the 
Individuals with Disabilities Education Act. 


Under the Individuals with Disabilities Education Improvement Act VRS has a collaborative 
agreement with the Minnesota Department of Education, Minnesota’s secondary education 
system. This is augmented by Department of Education representation on the State Rehabilitation 
Council and VRS participation on the Minnesota State Interagency Coordinating Team, with staff 
support by VRS program specialists for transition services and services for people with autism.  


j. Statewide Assessment 
(Formerly known as Attachment 4.11(a)).  


1. Provide an assessment of the rehabilitation needs of individuals with disabilities 
residing within the State, particularly the VR services needs of those: 
A. with the most significant disabilities, including their need for supported employment 
services; 







The 2015 American Community Survey estimates that 304,800 non-institutionalized Minnesotans 
of working age, or 9.0% of the state’s population, has a disability. This compares to 10.7% 
nationally. Males are slightly more likely to have a disability than females (9.2% versus 8.8%. 
Cognitive and ambulatory disabilities are the two most common types of disability.  


The availability of long-term supports continues to be an issue, especially supported employment 
services for individuals with serious mental illness, traumatic brain injury, autism spectrum 
disorder and deaf/hard of hearing. In addition to traditional long-term supports, consumers and 
supported employment providers identified a need for additional support services including 
personal support for life issues, how to disclose a disability if not done at time of hire, how to quit 
a job, how to make yourself visible and promotion-worthy within a company, and understanding 
the job appraisal purpose and process.  


B. who are minorities; 


According to the 2015 American Community Survey, individuals who are Black/African 
American represent 5.5% of the state population, compared with 14.1% of VR participants 
accepted for service. Individuals who are Hispanic/Latino represent 5.0% of the state population, 
and 4.8% of VR participants accepted for service. American Indians represent 1.0% of the state 
population, and 3.3% of VR participants accepted for service. Asians represent 4.4% of the state 
population, and 3.1% of VR participants accepted for service. Research suggests blacks and 
American Indians experience disability at a higher rate than other cultural/ethnic groups. VRS 
needs to continue active outreach to minorities to assure equal access to the benefits of VR 
services.  


C. who have been unserved or underserved by the VR program; 


Several underserved populations have been identified. Recent surveys by the Department of 
Human Services indicate 46% of the people who have reached full retirement age plan to continue 
working. Many of these people have disabilities.  


Ex-offenders constitute a growing population. More than half of the ex-offenders have a serious 
mental illness and over half have chemical dependency issues; 24% have cognitive disabilities 
and 12% have a physical disability. A Wilder Foundation study found that 83% of homeless ex-
offenders had a serious or chronic disability. VRS is engaged in several initiatives including an 
Ex-Offender Employment program, the Minnesota comprehensive Offender Reentry Plan, 
customized Fast TRAC training services and staff training. Progress has been made in developing 
appropriate training programs, but additional work is needed on how to develop soft skills needed 
for employment.  


D. who have been served through other components of the statewide workforce development 
system; and 


People with disabilities are served in all components of the workforce development system, both 
as universal customers and in eligibility-based programs. The Governor’s Workforce 
Development Board has established a Disability Equity Committee to address any disparities for 
individuals with disabilities in training and employment, with an emphasis on people on the VRS 
Waiting List.  


E. who are youth with disabilities and students with disabilities, including, as appropriate, 
their need for pre-employment transition services or other transition services.  







The most recent data from the Minnesota Department of Education (school year 2016-17) shows 
that there were 42,465 students age 14-21 (the age for transition services in Minnesota) who 
received special education. (Note that there are not accurate numbers for those that receive 504 
accommodations or have a 504 plan). 


The need for Pre-Employment Transition Services (Pre-ETS) is assessed for all students, grade 
nine through age 21, that VRS serves. From there, the needed Pre-ETS are added to the 
employment plan and delivered either through one-on-one counseling sessions with the VRS 
counselor, the student’s school, an internal VRS placement coordinator, or funds can be 
authorized to have them delivered via community rehabilitation programs, centers for 
independent living, etc. VRS staff discuss with local school districts how Pre-ETS are already 
available to students and where gaps are that VRS might be able to fill.  


VRS is also working to ensure that Pre-ETS are available statewide to students who are 
“potentially eligible” for services. In February 2017 a request for proposals was issued for 
community organizations to apply for funds to provide this service on behalf of VRS. Nine 
organizations were selected, eight of which are Local Workforce Development Areas (LWDAs) 
that are well suited to provide the service being that they already operate youth programming to 
at-risk youth populations. These partnerships with the LWDAs are enhancing the internal 
workforce development system partnerships to provide a seamless system of opportunities to 
youth with disabilities.  


Other Pre-ETS service delivery options are being piloted in the areas where there currently aren’t 
contractors (northwest Minnesota and a portion of the Twin Cities metro area). These include: an 
internal placement coordinator in Washington County reaches out to the local school districts to 
provide one-on-one and classroom Pre-ETS opportunities; VRS is working with special education 
staff within the Rosemount-Apple Valley-Eagan Independent School District No. 196 (the fourth-
largest district in the state) to offer a Pre-ETS course via their community education program.  


2. Identify the need to establish, develop, or improve community rehabilitation 
programs within the State; and 
The largest unmet need has been finding transportation options for people working in individual 
sites in the community. Many of the existing options provide transportation between group homes 
and center-based programs or enclaves, but there are very limited options for transportation to and 
from individual integrated worksites. They also identified the need for more funding for ongoing 
employment supports. As a part of providing technical assistance to the state’s two tribal VR 
programs, it was noted that there is limited culturally appropriate services available on the 
reservations. Services in neighboring cities are difficult to access and services are not culturally 
specific.  


3. Include an assessment of the needs of individuals with disabilities for transition 
career services and pre-employment transition services, and the extent to which 
such services are coordinated with transition services provided under the 
Individuals with Disabilities Education Act .  
The Minnesota Department of Education, several local school districts, the Title 1 Youth 
programs, and VRS are currently assessing how to provide cost effective coordinated transition 







career services and pre-employment transition services. The pilot activities are described in the 
section on youth with disabilities (g.2.).  


k. Annual Estimates 
Describe: 


1. The number of individuals in the State who are eligible for services; 
Of the approximately 304,800 Minnesotans between the ages of 16 and 64 with one or more long-
lasting disabilities (2015 American Community survey), it is estimated that approximately 
150,000 are eligible for vocational rehabilitation services.  


2. The number of eligible individuals who will receive services under:  
A. The VR Program; 


In FFY 2019, Vocational Rehabilitation Services (VRS) anticipates serving about 17,200 persons 
under Title I 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.  


It is estimated that about 16,856 (98 percent) will be persons who have a most significant 
disability, and about 344 (2 percent) will be persons with a significant disability.  


B. The Supported Employment Program; and 


It is estimated that 3,784 individuals will have individualized employment plans with a supported 
employment goal in FFY 2019 under Title VI Part B, Supported Employment Services Program. 
The approximate cost of purchased services for these individuals will be $850,000. Under the 
administrative rule enacted to establish Minnesota’s order of selection, all persons receiving 
supported employment services must be found to have three or more serious functional limitations 
(priority category one).  


C. each priority category, if under an order of selection; 


In FFY 2019, it is estimated that about 16,856 persons with serious limitations in three or more 
functional areas (priority category one) will be served at an approximate case service cost of 
$18.2 million; about 269 persons will be served who have serious limitations in two functional 
areas (priority category two) at an approximate case service cost of $280,500; and about 75 
persons will be served who have a serious limitation in one functional area (priority category 
three) at an approximate case service cost of $69,500.  


3. The number of individuals who are eligible for VR services, but are not 
receiving such services due to an order of selection; and  
The total waiting list under the current order of selection is 1,675 people. Vocational 
Rehabilitation Services has four categories under the order of selection. Category One (three or 
more substantial functional limitations) is currently open. Category Two (two substantial 
functional limitations) is closed with a waiting list of 1,110 people. Category Three (one 
functional limitation) is closed with a waiting list of 545 people, and Category Four (no identified 
substantial functional limitations) has a waiting list of 20 people.  







4. The cost of services for the number of individuals estimated to be eligible for 
services. If under an order of selection, identify the cost of services for each 
priority category. 
In FFY 2019, approximately 2,500 individuals will obtain an integrated competitive outcome that 
is approved by the U.S. Secretary of Education. All of these will be individuals with significant or 
most significant disabilities. 


Priority Category One: Open 


Estimated Funds: $18,250,000 


Estimated Number to be Served: 16,856 


Average Cost of Services: $1,082 


Priority Category Two: Closed 


Estimated Funds: $280,500 


Estimated Number to be Served: 269 


Average Cost of Services: $1,042 


Priority Category Three: Closed 


Estimated Funds: $69,500 


Estimated Number to be Served: 75 


Average Cost of Services: $926 


Priority Category Four: Closed 


Estimated Funds: $0 


Estimated Number to be Served: 0 


Average Cost of Services: $0 


Totals 


Estimated Funds: $18,600,000 


Estimated Number to be Served: 17,200 


Average Cost of Services: $1,081  


l. State Goals and Priorities 
The designated State unit must: 


1. Identify if the goals and priorities were jointly developed 
Identify if the goals and priorities were jointly developed and agreed to by the State VR agency 
and the State Rehabilitation Council, if the State has a Council, and jointly agreed to any 
revisions. 







VRS and the State Rehabilitation Council, with input from the Community Rehabilitation 
Providers Advisory Group, have jointly agreed to the following Goals and Priorities to promote 
the continuous improvement of the VR program.  


2. Identify the goals and priorities in carrying out the VR and Supported 
Employment programs. 
Goal 1: Increasing the number of Minnesotans with the most significant disabilities working in 
competitive, integrated employment  


VRS and the VR Community are committed to expanding job opportunities and improving 
employment outcomes for Minnesotans with the most significant disabilities.  


Strategic Priorities  


A. Increase consumer engagement and satisfaction 


Action: Survey customer engagement and satisfaction after plan development and at case 
closure 


Action: Conduct customer focus groups on an annual basis 


B. Increase the number of employment outcomes 


Metric: The number of successful employment outcomes per federal fiscal year 


C. Increase education, credentials, and skill gains 


Action: Establish baselines for secondary and post-secondary credentials and for 
measurable skill gains 


Metric: WIOA Common Performance Measure 4: The percentage of participants who 
obtained a recognized post-secondary credential or a secondary school diploma, or its 
recognized equivalent during participation in or within 1 year after exit from the program 


Metric: WIOA Common Performance Measure 5: The percentage of participants who are 
in an education or training program that leads to a recognized post-secondary credential or 
employment and who are achieving measurable skill gains 


D. Increase job retention 


Action: Establish a job retention baseline 


Metric: WIOA Common Performance Measure 1: The percentage of participants, who are 
in unsubsidized employment during the second quarter after exit from the program 


Metric: WIOA Common Performance Measure 2: The percentage of participants who are 
in unsubsidized employment during the fourth quarter after exit from the program 


Metric: WIOA Common Performance Measure 3: Median earnings of participants who are 
in unsubsidized employment during the second quarter after exit from the program 


Goal 2: Increasing Pre-Employment Transition Services 







VRS, schools, and the VR Community will focus on increasing vocational exploration and work 
based learning experiences for high school students with disabilities. 


Strategic Priorities 


A. Develop strategies to implement the PETS requirements stipulated in WIOA 


Action: Track required and authorized services and monitor expenditures and fiscal impact 


B. Increase VRS outreach on the responsibilities under WIOA to provide pre-employment 
transition services for students with disabilities 


Action: Develop and implement a WIOA pre-employment transition services 
communication and outreach plan designed for school staff 


Action: Track the number of schools with VRS time and expenditures devoted to WIOA 
required and authorized pre-employment transition services 


C. Increase the number of work based learning experiences prior to graduation for VR 
eligible students in high school 


Action: Establish a baseline and track the number of VR students with paid and unpaid 
work based learning experience prior to graduation 


Goal 3: Enhancing Organizational Vitality 


VRS will hire, develop and retain staff who will provide the best possible services to Minnesotans 
with the most significant disabilities. 


Strategic Priorities 


A. Develop staff skills and competencies in serving Minnesotans with the most significant 
disabilities. 


Action: Provide relevant training for VRS staff, including training on person-centered 
thinking and planning 


B. Maintain a leadership development program for current and emerging leaders. 


Action: VRS will conduct a leadership development program for approximately 10-15 
current and emerging leaders on a biannual basis 


Action: VRS will evaluate the participant experience in the leadership development 
program to inform program design 


C. Develop strategies for increasing the diversity and cultural competence of VRS staff 


Action: Provide cultural competence training for VRS staff 


Action: Develop strategies to increase diversity in staff hiring and retention 


D. Strengthen organizational communication internally and with system partners 


Action: Provide monthly VRS organizational updates to staff 


Action: Communicate rationale for major policy and practice decisions internally and/or 
with system partners 







Goal 4. Leveraging Partnerships 


VRS will provide leadership in convening and strengthening system-wide collaborative 
partnerships that expand and fully use resources to serve Minnesotans with the most significant 
disabilities. 


Strategic Priorities 


A. Engage the State Rehabilitation Council (SRC) for input and feedback on the vocational 
rehabilitation service delivery model for Minnesota 


Action: The SRC works in partnership with the DSU to develop and review state goals 
and priorities and assists with the development of the State Plan and Comprehensive 
Statewide Needs Assessment 


Action: The SRC produces an annual report, conducts public forums, and coordinates its 
activities with other councils. 


Action: The SRC provides input on substantive VR policy changes 


Action: The SRC works collaboratively with the designated state agency to measure 
customer satisfaction. 


B. Maintain and build our partnerships with community-based rehabilitation providers and 
advocacy organizations 


Action: Continue to convene and leverage the VRS CRP Advisory Committee 


Action: Convene statewide meetings of community partners on an annual basis 


Action: Maintain collaborative agreements with the Centers for Independent Living 
(CILs) 


Action: Collaborate with advocacy organizations to advance mutual agendas. 


C. Expand our collaboration with other system partners to better align and fulfill the 
requirements of the Workforce Innovation and Opportunity Act (WIOA) and Minnesota’s 
Olmstead Plan. 


Action: Expansion of key partnership work with Department of Human Services (DHS), 
Minnesota Department of Education (MDE), the Olmstead Plan interagency efforts, 
counties, local school districts, and WorkForce Center System partners. 


D. Expand access to ongoing employment supports through county, state and federal 
programs 


Action: Partner with Department of Human Services (DHS), counties, and Medicaid 
providers to increase resources for support of integrated, competitive employment 


Action: Partner with VRS Extended Employment (EE) providers to transition and increase 
state resources for support of integrated, competitive employment 


Goal 5. Engaging Employers 







VRS and the VR Community will continue to embrace employers as key customers resulting in 
increased employment outcomes for Minnesotans with disabilities 


Strategic Priorities 


A. Develop a robust system to assist VRS staff in matching qualified VR jobseekers with 
competitive, integrated employment opportunities. Leverage the Workforce One case 
management and/or Minnesota’s internet based labor exchange system rewrite initiatives 
to fund, develop, and implement the system. 


Action: Secure approval and resources for a VR client talent pool structural framework as 
part of future application development priorities for the Workforce One system and/or 
other Minnesota systems. 


B. Develop and implement Low Risk Hiring and Retention options designed to increase 
employment outcomes and workforce diversity. 


Action: Track participation and employment outcomes in low risk hiring and retention 
options on a quarterly basis. Options are anticipated to include On the Job Training, Job 
Try Outs, Internships, 700 Hour Program, and Schedule A Hiring. 


Action: Create and deliver training designed to help employers identify, develop and 
sustain natural workplace supports for employees with disabilities. 


C. VRS will lead and convene Placement Partnerships focused on developing, maintaining, 
and strengthening relationships among VRS, VR Community Partners and Employers 


Action: The VRS Placement Specialist team will develop and disseminate a quarterly 
report on the major activities and outcomes for active placement partnerships. 


Action: Work with partners to implement WIOA Common Performance Measure 6 
focused on effectiveness in serving employers. 


3. Ensure that the goals and priorities are based on an analysis of the following 
areas: 
The revised goals and priorities are based on an analysis of the comprehensive statewide 
assessment, feedback from community partners, and public forums.  


A. The most recent comprehensive statewide assessment, including any updates; 


The revised goals and priorities are based on an analysis of the comprehensive statewide 
assessment, feedback from community partners and public forums.  


B. the State's performance under the performance accountability measures of section 116 of 
WIOA; and 


VR continues to review and revise goals to align with the updated performance accountability 
measures of Section 116 of WIOA.  


C. other available information on the operation and effectiveness of the VR program, 
including any reports received from the State Rehabilitation Council and findings and 
recommendations from monitoring activities conducted under section 107. 







VRS and the State Rehabilitation Council considered Goals and Priories established by other 
public VR agencies, and input from the State Council on Disability and people with disabilities.  


m. Order of Selection 
Describe: 


1. Whether the designated State unit will implement and order of selection. If so, 
describe: 
A. The order to be followed in selecting eligible individuals to be provided VR services. 


Eligibility for VR Services  


A person is eligible for vocational rehabilitation services from the general VR agency when they 
have a physical or mental impairment that constitutes or results in a substantial impediment to 
employment, and they require vocational rehabilitation services to prepare for, secure, retain, or 
regain employment.  


Qualifications for VR Services  


A person is qualified for vocational rehabilitation services from the General VR agency when 
they are eligible and found to have serious functional limitations due to a severe impairment and 
wish to obtain, retain, or regain employment.  


Service Priority  


The order of selection establishes service priority based on the number of functional areas in 
which a person has significant limitations to employment. Persons with limitations in more 
functional areas are deemed to have more significant disability. It is intended by the order of 
selection that persons with the most significant disabilities will be served first when all persons 
who are eligible cannot be served.  


Waiting List  


When annual program resources are insufficient to serve qualified new applicants and to serve all 
current customers through the end of the fiscal year, a priority category may be closed. New 
applicants who qualify in a closed category are then placed on a statewide waiting list for that 
category. Closing a category slows the rate of increase in the number of persons being served. It 
conserves resources so that obligations to persons who are already being served may continue to 
be met.  


Functional Areas  


Serious limitations in life skills in one or more of the following areas, as defined:  


A. Communication: the ability to effectively give and receive information through words or 
concepts, such as reading, writing, speaking, listening, sign language, or other adaptive 
methods  


B. Interpersonal skills: the ability to establish and maintain personal, family, and community 
relationships as it affects, or is likely to affect, job performance and security.  







C. Mobility: the physical and psychological ability to move about from place to place inside and 
outside the home, including travel to and from usual destinations in the community for 
activities of daily living, training, or work.  


D. Self-care: the skills needed to manage self or living environment, such as eating, toileting, 
grooming, dressing, money management, and management of special health or safety needs, 
including medication management, as they affect an individual’s ability to participate in 
training or work—related activities.  


E. Self-direction: the ability to independently plan, initiate, organize, or carry out goal-directed 
activities or solve problems related to working.  


F. Work skills: (1) the ability to do specific tasks required to carry out job functions; and (2) the 
capacity to benefit from training in how to perform tasks required to carry out job functions.  


G. Work tolerance: the capacity or endurance to effectively and efficiently perform jobs 
requiring various levels of physical demands, psychological demands, or both.  


Serious Limitation  


A serious limitation in a functional area means that, due to a severe physical or mental 
impairment, the individual’s functional capacities in the specific area are restricted to the degree 
that they require services or accommodations not typically made for other individuals in order to 
prepare for, enter, engage in, or retain employment. Accommodations are defined as special 
working conditions, job re-engineering, rehabilitation technology, or substantial support and/or 
supervision.  


List of Physical or Mental Disabilities  


Physical or mental disabilities resulting from amputation, arthritis, autism, blindness, burn injury, 
cancer, cerebral palsy, cystic fibrosis, deafness, head injury, heart disease, hemiplegia, 
hemophilia, respiratory or pulmonary dysfunction, mental retardation, mental illness, multiple 
sclerosis, muscular dystrophy, musculoskeletal disorders, neurological disorders including stroke 
and epilepsy, paraplegia, quadriplegia, and other spinal cord conditions, sickle cell anemia, 
specific learning disability, and end-stage renal disease, or another disability or combination of 
disabilities determined on the basis of an assessment for determining eligibility and priority for 
services to cause comparable serious functional limitation.  


B. The justification for the order. 


Minnesota Vocational Rehabilitation Services implemented an Order of Selection in 1993, setting 
forth who will be served first when the program cannot serve all eligible individuals. 
Determination of eligibility and qualification for service is based on the applicable Minnesota 
administrative rule and the Minnesota Vocational Rehabilitation Policy and Procedure Manual.  


Annual State and Federal resources allocated for Minnesota’s Vocational Rehabilitation Services 
program continue to not be sufficient to serve all Minnesotans who are eligible for services. 
Conclusions regarding capacity of the Minnesota vocational rehabilitation program in any given 
year are based on:  


1) An analysis of resources available for annual operation of the vocational rehabilitation 
program,  







2) expenditures required to implement employment plans approved prior to commencement of 
the fiscal year,  


3) the anticipated costs for determining eligibility and qualification for service of new 
applicants during the fiscal year,  


4) the anticipated costs of implementing approved vocational rehabilitation plans for new 
applicants during the fiscal year, and  


5) reasonable and necessary costs related to administration of the vocational rehabilitation 
services program.  


Program expenditures were exceeding annual program resources, requiring the agency to use 
carryover funds from the previous year to meet all financial obligations. The budget forecast for 
FFY 2014 indicated a continuing trend in deficit spending. This fiscal situation required the 
agency to implement several budget reduction measures, including the closing of Priority 
Categories Two and Three on October 14, 2013. Priority Category Four (individuals who have a 
disability that makes them eligible for service but do not have a serious limitation in a functional 
area) has been closed since 1993.  


The State Rehabilitation Council received monthly updates on the budget situation, including the 
impact of sequestration, and was actively involved in the process to determine if and when to 
close Priority Categories Two and Three.  


As of January 29, 2018, there were 1,675 individuals on the waiting list: 20 on Priority Category 
Four, 545 on Priority Category Three, and 1,110 on Priority Category Two. Individuals on the 
waiting list are provided information and referral to other programs that may meet the person’s 
needs.  


C. The service and outcome goals. 


In PY 2019, under the order of selection currently in effect, approximately 17,200 individuals will 
be served. Approximately 2,570 individuals will achieve employment outcomes in PY 2018.  


D. The time within which these goals may be achieved for individuals in each priority 
category within the order. 


Priority Category 1 


Number of individuals to be served: 16,856 


Estimated number of individuals who will exit with employment: 2,320 


Estimated number of individuals who will exit without employment: 1,109 


Time within which goals may be achieved: 20.3 months 


Cost of Services: $18,250,000 


Category 2 


Number of individuals to be served: 269 


Estimated number of individuals who will exit with employment: 194 







Estimated number of individuals who will exit without employment: 75 


Time within which goals are to be achieved: 43.9 months 


Cost of services: $280,500 


Category 3 


Number of individuals to be served: 75 


Estimated number of individuals who will exit with employment: 56 


Estimated number of individuals who will exit without employment: 21 


Time within which goals are to be achieved: 40.1 months 


Cost of services: $69,500 


Category 4 


Number of individuals to be served: 0 


Estimated number of individuals who will exit with employment: 0 


Estimated number of individuals who will exit without employment: 0 


Time within which goals are to be achieved: 0 


Cost of services: 0  


E. How individuals with the most significant disabilities are selected for services before all 
other individuals with disabilities; and 


Service Priority: The order of selection establishes service priority based on the number of 
functional areas in which a person has significant limitations to employment. Persons with 
limitations in more functional areas are deemed to have more significant disability. It is intended 
by the order of selection that persons with the most significant disabilities will be served first 
when all persons who are eligible cannot be served.  


Service Priority Categories 


Persons are served according to their priority category. When priority categories must be closed, 
lower priority categories are closed before higher categories. Persons leave their waiting list 
according to the priority of their category and their date of application for VR services. 


• Priority Category One (first priority for service) includes all individuals with a most 
significant disability, that is, persons whose condition results in serious limitations in three 
or more functional areas. 


• Priority Category Two (second priority for service) includes all individuals with a 
significant disability that results in serious functional limitations in two functional areas. 


• Priority Category Three (third priority for service) includes all individuals with a 
significant disability that results in a serious functional limitation in one functional area. 


• Priority Category Four (fourth priority for service) includes all other eligible customers. 
These customers have a disability that makes them eligible for service but they do not have 







a serious limitation in a functional area. This category has essentially been closed since 
1993.  


2. If the designated State unit has elected to serve eligible individuals, regardless 
of any established order of selection, who require specific services or equipment 
to maintain employment. 
Vocational Rehabilitation Services has elected to not exempt individuals who require specific 
services or equipment to maintain employment from the Order of Selection.  


n. Goals and Plans for Distribution of title VI Funds. 
1. Specify the State's goals and priorities for funds received under section 603 of 
the Rehabilitation Act for the provision of supported employment services. 
Estimate of the Number of Persons to Be Served  


During Program Year 2017, about 3,332 individuals will be served with Title VI, Part B funds 
supplemented by Title I funds, at a purchased service cost of about $750,000. Under the 
administrative rule that sets forth Minnesota’s priority-for-service categories, all persons 
receiving supported employment have three or more serious functional limitations.  


The Contribution of State Funding  


Title VI B funds are used to provide supports after placement and before closure. The VRS 
Extended Employment Program (VRS-EE) provides ongoing employment supports using state 
funding of $13,194,433 annually that flows to community rehabilitation programs. More than 80 
percent of this state funding provides extended services for persons in competitive employment 
with supports. The VRS-EE program serves all disability groups. An additional state 
appropriation of $12,555,000 is dedicated to extended supported employment services for persons 
with serious mental illness since it has been historically difficult to obtain ongoing support 
services for this population. Another appropriation provides $1,000,000 annually to provide long-
term supported employment services for persons who are deaf, deaf blind or hard-of-hearing.  


System Complexity and Limited Capacity 


Funding for supported employment, within which Title VI Part B funds play a relatively small 
part, is governed by myriad federal and state laws and rules covering many categories of services. 
For example, a network of private, not-for-profit organizations, licensed by the Department of 
Human Services Disability Services Division, provides day training and habilitation services that 
may include supported employment. People with mental illness may receive work-related support 
through the State Comprehensive Mental Health Act. In these instances, each county determines 
the level of service that will be provided.  


Title VI B supported employment funds are distributed on a fee-for-service basis under fee 
schedules developed with service providers. VRS collaborates with the Departments of Education 
and Human Services and county and local service providers to facilitate access to other funding 
and service resources. During development of a vocational rehabilitation employment plan, the 
vocational rehabilitation participant and the service team design a supported employment 
framework that best meets the participant’s needs. Planning for eventual long-term supports in the 
community is a crucial part of planning during VRS’ time-limited period of service 







Strategic Goal for Effective Partnerships 


In FFY 2018, under the designated state unit’s strategic goal for effective partnerships, VRS will 
continue to facilitate a statewide planning collaboration to better understand Minnesota’s 
supported employment needs, revise the VRS-EE State Rule to shift more state dollars to 
integrated competitive supported employment work sites, address current service capacity and 
gaps, particularly those related to the development needs of community rehabilitation programs, 
the needs of transition-age youths, and the needs of underserved populations.  


2. Describe the activities to be conducted, with funds reserved pursuant to section 
603(d), for youth with the most significant disabilities, including: 
A. the provision of extended services for a period not to exceed 4 years; and 


As part of Olmstead Plan, VRS is working closely with the Department of Human Services, the 
Department of Education, and other departments to better leverage available dollars, including 
Medicaid waiver dollars, to ensure that the transition from VR dollars to other public funding will 
occur when the individual is ready for the transition.  


B. how the State will leverage other public and private funds to increase resources for 
extended services and expanded supported employment opportunities for youth with the 
most significant disabilities. 


VRS is promulgating changes to the State rule governing the Extended Employment program, 
ending admissions to non-integrated and sub-minimum wage jobs, capping other non-integrated 
employment and prioritizing this state funding for competitive, integrated employment with 
supports.  


o. State's Strategies 
Describe the required strategies and how the agency will use these strategies to achieve its goals 
and priorities, support innovation and expansion activities, and overcome any barriers to 
accessing the VR and the Supported Employment programs (See sections 101(a)(15)(D) and 
(18)(B) of the Rehabilitation Act and section 427 of the General Education Provisions Act 
(GEPA)): 


1. The methods to be used to expand and improve services to individuals with 
disabilities. 
Innovation and Expansion activities are developed in response to needs identified in the 
Comprehensive Statewide Assessment of Need, with a focus on ensuring equal access to services 
regardless of specific disability, impediment to employment, economic status, public assistance 
status, race, national origin, gender, sexual orientation or age.  


This activity specifically addresses program access, and adherence to the employment non-
discrimination principles requirements of Section 427 of the General Education Provisions Act. 
VRS seeks partnerships with other public and private entities to increase access to vocational 
rehabilitation services and other employment services.  


The State Rehabilitation Council plays a crucial role in identifying the needs of citizens with 
disabilities. The council conducts 10 meetings annually, along with public forums and numerous 







committee meetings to carry out its consultative and participative roles in the work of Vocational 
Rehabilitation Services. In 2017 the council participated in updating the VR combined plan and 
the comprehensive needs assessment, engaged in strategic planning, reviewed the policies and 
practices that guide the delivery of VRS services, and assisted in identifying program evaluation 
needs.  


The employment section of the Olmstead Plan, approved by the U.S. District Court on September 
29, 2015, establishes two goals: 1) Increase the employment rate for people with disabilities so 
that it is comparable to the employment rate of people without disabilities, and 2) increase the 
earnings of people with disabilities so that it is comparable to people without disabilities.  


There are three specific strategies that VRS will play an active role in:  


1) Promulgate changes to the State Rule governing Extended Employment, ending admissions 
to non-integrated and sub-minimum wage programs and shifting the state funding to 
integrated employment,  


2) provide technical assistance to non-integrated employment programs to design new business 
models that lead to competitive employment in the most integrated setting, and  


3) provide information about effective employment strategies, such as supported and 
customized employment, that make competitive employment possible for individuals with 
complex and significant disabilities.  


VRS continues to clarify policy to ensure that all vocational rehabilitation services are provided in 
the most integrated setting appropriate for the person.  


In FFY 2017, VRS utilized $736,924 in funding for innovation and expansion activities. This 
includes funding for the State Rehabilitation Council, salaries for rehabilitation specialists 
focused on service innovation and program evaluation, and state funds for the Minnesota 
Employment Center for Individuals who are Deaf/Hard of Hearing.  


2. How a broad range of assistive technology services and devices will be provided 
to individuals with disabilities at each stage of the rehabilitation process and on a 
statewide basis. 
A rehabilitation technology specialist provides onsite assistive technology assistance to staff and 
consumers. He also coordinates with the Minnesota Department of Education to promote 
inclusion of assistive technology in transition plans, and coordinates with the national AgrAbility 
project to assist agricultural workers with disabilities maintain their employment. The specialist is 
supported by three regional liaisons and a local liaison on each VR team. Placement coordinators 
assist employers in using rehabilitation technology to resolve employment barriers. The VRS 
website has an assistive technology page with links to nationally recognized websites. VRS 
coordinates closely with the STAR Program which operates an equipment loan program that 
allows consumers to try the assistive technology for 30 days before VRS purchases the 
equipment.  


3. The outreach procedures that will be used to identify and serve individuals 
with disabilities who are minorities, including those with the most significant 







disabilities, as well as those who have been unserved or underserved by the VR 
program. 
VRS continues to expand services to minority populations. The New Americans VRS office in St. 
Paul employs multi-lingual staff of East African descent to provide outreach and services to 
recent immigrants, primarily from Somalia, who are not fluent in English. Other VRS offices hire 
bilingual staff as opportunities arise.  


The current estimate is that 5.4 percent of the population, or at least 203,540 Minnesota adults, 
have serious mental illness. VRS collaborates with the Department of Human Services (DHS) 
Adult Mental Health Division and with community partners to build supports and services for 
persons with serious mental illness (SMI), who in FFY2017 comprised 34.2 % of the VR caseload 
and 36.8 % of employment outcomes. Individual Placement and Support (IPS) is the evidenced 
based practice of supported employment for persons with serious mental illness. IPS helps people 
in community mental health treatment services to become part of the competitive labor market. 
Research indicates that IPS is nearly three times more effective than other vocational approaches 
in helping people with mental illness to work competitively. Research also shows that people who 
obtain competitive employment through IPS have increased income, improved self-esteem, 
improved quality of life and reduced symptoms. Approximately half of the people who enroll in 
IPS become steady workers and remain competitively employed a decade later.  


Historically, VRS has provided state funding to the Minnesota Employment Center (MEC) for 
Individuals who are Deaf or Hard of Hearing, using an annual pass-through appropriation of 
$450,000. VRS time limited services and MEC supported employment services have been closely 
coordinated to enhance employment opportunities for people who are deaf or have significant 
hearing loss. However, a legislative change in 2013 redirected the direct appropriation into a 
competitive grant pool. MEC has successfully competed for the available funding.  


About 40 percent of VRS applicants receive SSA benefits. VRS was instrumental in establishing 
the Work Incentives Connection, a SSA funded program of Goodwill Industries that provides 
work incentives planning and assistance for consumers.  


SSA, VRS and State Services for the Blind co-host periodic meetings of the Employment 
Networks. In addition to providing in-service training, the meetings provide an opportunity to 
learn more about the services offered by each Employment Network to assist consumers make 
informed choices when selecting a vendor for employment services and/or on-going job retention 
services. The current focus of this group is to expand the use of Ticket to Work funding to 
provide ongoing job retention supports, to promote the use of PASS Plans, and to ensure the 
continuation of benefits planning services as people transition from VRS services to job retention 
services.  


4. The methods to be used to improve and expand VR services for students with 
disabilities, including the coordination of services designed to facilitate the 
transition of such students from school to postsecondary life (including the receipt 
of VR services, postsecondary education, employment, and pre-employment 
transition services). 
VRS has a Cooperative Agreement with the College Financial Aid Administrators Association to 
assist in the development of financial aid packages with students with disabilities enrolled in all 







Minnesota-based public and most private post-secondary institutions. Most students receiving 
VRS services can complete a post-secondary program without taking out student loans.  


The post-secondary options program allows students to take entry level college classes as part of 
their high school experience. Credits earned in college also apply toward their high school 
diploma. The local school district pays the tuition. This allows the student to gradually transition 
to post-secondary education during their senior year of high school.  


Every Minnesota public college and most private colleges have offices to support students with 
disabilities. VECTOR, a program that supports transition-age students who are deaf, extends their 
services for the first year of college to promote a smooth transition to a new learning 
environment.  


Employment and pre-employment services for youth are discussed in other sections of the State 
Plan.  


5. If applicable, plans for establishing, developing, or improving community 
rehabilitation programs within the State. 
Program access to CRPs is monitored by reviewing compliance with CARF policies on program 
access, and by continuously monitoring the geographical coverage provided by the network of 60 
CRPs. VRS has an active CRP Advisory Committee to assist in achievement of common goals. 
The Advisory Committee is also engaged in defining CRP quality measures that will support 
VRS’ goals and priorities.  


6. Strategies to improve the performance of the State with respect to the 
performance accountability measures under section 116 of WIOA. 
Performance, five-year trends, and specific strategies utilized to improve the agency’s 
performance in meeting the evaluation standards and performance indicators, are included in 
Section (P). 7. Strategies for assisting other components of the statewide  


7. Strategies for assisting other components of the statewide workforce 
development system in assisting individuals with disabilities. 
WorkForce Centers (WFCs) serve a significant number of people with disabilities beyond the 
customers served by VRS and SSB. However, WFCs need to articulate and better disseminate 
information about their program access. VRS provides consultation to the WFCs’ Disability 
Employment Initiative (DEI) federal grant to serve youth in transition and adults. The Governor’s 
Workforce Development Board has established a committee to explore how the workforce centers 
can best serve individuals on the VRS waiting list.  


8. How the agency's strategies will be used to: 
A. achieve goals and priorities by the State, consistent with the comprehensive needs 
assessment; 


The agency’s strategies to achieve the goals and priorities, support innovation and expansion, and 
overcome identified barriers are fully discussed in Section (L) State Goals and Priorities.  


B. support innovation and expansion activities; and 







The agency’s strategies to support innovation and expansion are fully discussed in Section (L) 
State Goals and Priorities.  


C. overcome identified barriers relating to equitable access to and participation of 
individuals with disabilities in the State VR Services Program and the State Supported 
Employment Services Program. 


The agency’s strategies to support innovation and expansion are fully discussed in Section (L) 
State Goals and Priorities.  


p. Evaluation and Reports of Progress: VR and Supported Employment 
Goals 
Describe: 


1. An evaluation of the extent to which the VR program goals described in the 
approved VR services portion of the Unified or Combined State Plan for the most 
recently completed program year were achieved. The evaluation must: 
A. Identify the strategies that contributed to the achievement of the goals. 


The State Rehabilitation Council and VRS are committed to a disciplined process for making 
decisions that shape and guide VRS as an organization. Consumers, stakeholders and VRS staff 
contributed insights over many months to the planning process, resulting in the five goals. A 
strategic planning process is never finished. Changing consumer needs, as reflected by the 
Comprehensive Statewide Needs Assessment, program evaluation and ever-changing social, legal 
and economic circumstances, prompts an annual review of the goals and process measures.  


Goal1: Increasing the number of Minnesotans with the most significant disabilities working in 
competitive, integrated employment  


VRS and the VR community are committed to expanding job opportunities and improving 
employment outcomes for Minnesotans with the most significant disabilities.  


Strategic Priorities  


A. Increase consumer engagement and satisfaction  


Action: Survey customer engagement and satisfaction after plan development and at case 
closure  


Action: Conduct customer focus groups on an annual basis  


Progress achieved: In 2017, DEED administered a randomized statewide participant 
satisfaction survey of Vocational Rehabilitation Services participants who had completed an 
individualized employment plan as part of their program activities.  


Mathematica, as part of a grant received from RSA that was completed in 2017, studied the 
impact rapid engagement and benefits planning had on SSDI beneficiaries participating in the 
SGA Project. On average, eligibility was determined within 6.5 days of application, and the 
IPE was developed within 49 days of application. 48% of the participants participated in 
benefits planning as part of plan development. The research showed people who participated 







in the research project were more likely to stay engaged with VR, and they were more likely 
to exit services with employment above SGA.  


DEED also contracted with Orman Guidance, a consumer insights firm, who took a mixed 
methods approach to a VRS participant satisfaction study with the objective of exploring the 
quality, timeliness, and effectiveness of VRS.  


The overall results found that VRS participants feel high levels of comfort, satisfaction, and 
support in their current work with VRS counselors and staff, and that the counselor-
participant relationship is key for success and satisfaction.  


B. Increase the number of employment outcomes  


Metric: The number of successful employment outcomes per federal fiscal year  


Progress achieved: In FY2017, 2,715 VR participants obtained employment, which exceeded 
the successful employment target of 2,550 by 165.  


C. Increase education, credentials, and skill gains  


Action: Establish baselines for secondary and post-secondary credentials and for measurable 
skill gains  


Metric: WIOA Common Performance Measure 4: The percentage of participants who 
obtained a recognized post-secondary credential or a secondary school diploma, or its 
recognized equivalent during participation in or within 1 year after exit from the program  


Metric: WIOA Common Performance Measure 5: The percentage of participants who are in 
an education or training program that leads to a recognized post-secondary credential or 
employment and who are achieving measurable skill gains  


Progress achieved: The agency continues to develop strategies for measuring and recording 
credentials and skill gains. Updated case management system to record credentials and skill 
gains, and have begun staff training to capture the data accurately.  


D. Increase job retention  


Action: Establish a job retention baseline  


Metric: WIOA Common Performance Measure 1: The percentage of participants who are in 
unsubsidized employment during the second quarter after exit from the program  


Metric: WIOA Common Performance Measure 2: The percentage of participants who are in 
unsubsidized employment during the fourth quarter after exit from the program  


Metric: WIOA Common Performance Measure 3: Median earnings of participants who are in 
unsubsidized employment during the second quarter after exit from the program  


Progress achieved: Further communications with administration revealed that Common 
Performance Measures are not a measure of retention, therefore, this goal will no longer be 
measured.  







Goal 2: Increasing Pre-Employment Transition Services VRS, schools, and the VR community 
will focus on increasing vocational exploration and work based learning experiences for high 
school students with disabilities.  


Strategic Priorities  


A. Develop strategies to implement the Pre-ETS requirements stipulated in WIOA  


Action: Track required and authorized services and monitor expenditures and fiscal impact  


Progress achieved: VRS delivers pre-employment transition services (Pre-ETS) through 
counseling staff (VR eligible persons) and contracts (VR potentially eligible persons). An 
Employment Plan is developed and services are tracked.  


VRS issued nine fee for service contracts in July, 2017 to vendors to provide required 
services to VR potentially eligible people. Requests for Proposals are currently being 
developed to expand the availability of Pre-ETS services within the Twin cities metropolitan 
area and northwestern Minnesota.  


B. Increase VRS outreach on the responsibilities under WIOA to provide pre-employment 
transition services for students with disabilities  


Action: Develop and implement a WIOA pre-employment transition services communication 
and outreach plan designed for school staff.  


Action: Track the number of schools with VRS time and expenditures devoted to WIOA 
required and authorized pre-employment transition services.  


Progress achieved: Counseling staff have been assigned to every school district in the state, 
including private schools. Time spent providing Pre-ETS services is tracked through the 
statewide payroll accounting system. Within the statewide accounting system, there are 
designated account codes for Pre-ETS expenses. In addition, separate project codes are 
required to differentiate work hours between required activities and coordinating activities. 
VRS is currently not spending funds on authorized services.  


Each month, program accounting staff runs a budget report to determine the percentage of 
federal funds that have been spent on Pre-ETS activities. It is expected that the 15% mandate 
will be met for FFY 2017.  


C. Increase the number of work based learning experiences prior to graduation for VR eligible 
students in high school  


Action: Establish a baseline and track the number of VR students with paid and unpaid work 
based learning experience prior to graduation.  


Progress achieved: Service codes have been developed and implemented to track Pre-ETS 
purchased services.  


Goal 3: Enhancing Organizational Vitality VRS will hire, develop and retain staff who will 
provide the best possible services to Minnesotans with the most significant disabilities.  


Strategic Priorities  







A. Develop staff skills and competencies in serving Minnesotans with the most significant 
disabilities  


Action: Provide relevant training for VRS staff, including training on person-centered 
thinking and planning  


Progress achieved: Person-Centered Thinking and Person-Centered Planning was a top 
strategic goal in 2017. Training was required for all VRS staff in fall of 2017. University of 
Minnesota Institute on Community Integration trainers were contracted to help staff 
understand the values-based concepts and incorporate client-centered practices in services we 
provide in accordance with WIOA, the Olmstead Plan and Employment First policy. Tools 
and techniques were introduced and practiced in the training. To further knowledge, skills 
and abilities in Person-Centered practices, a Community of Practice consisting of VRS staff 
will launch in December 2017. The purpose will be to create a culture of continuous 
improvement, construct processes, policy and guidance that are person-centered, and utilize 
online coursework available through the University of Minnesota for ongoing training.  


B. Maintain a leadership development program for current and emerging leaders  


Action: VRS will conduct a leadership development program for approximately 10-15 
current and emerging leaders on a biannual basis  


Action: VRS will evaluate the participant experience in the leadership development program 
to inform program design  


Progress achieved: WIOA priorities have and still are driving our staff development 
initiatives. Staff Development added one employee in 2017 to meet training needs around 
PRE-ETS and Autism. Staff development resources are at full capacity with program and 
policy training development and delivery. The use of the State of MN Enterprise Talent 
Development’s Emerging Leadership Institute is a viable approach vs. our strategic plan to 
develop our own leadership development program within VRS. The VRS Leadership team 
will consider selecting 3-4 staff to participate in the cohort starting September 2018. The 
Staff Development Director can collaborate side-by-side with VRS participants in the 
Emerging Leadership Institute to provide guidance and opportunities to discuss and apply 
learning and project work with administrative and field leadership.  


C. Develop strategies for increasing the diversity and cultural competence of VRS staff  


Action: Provide cultural competence training for VRS staff  


Action: Develop strategies to increase diversity in staff hiring and retention  


Progress achieved: All managers and supervisors completed training on Building an 
Inclusive Workplace offered through the Minnesota State Enterprise Learning Management 
office. DEED has implemented a monthly Diversity Spotlight series as part of the Governor’s 
and DEED’s initiative to create a more diverse and inclusive workforce, ODEO is hosting 
sessions on a variety of diversity topics that directly affect how we treat employees in the 
workplace and how we serve our customers through our programs.  


D. Strengthen organizational communication internally and with system partners  


Action: Provide monthly VRS organizational updates to staff  







Action: Communicate rationale for major policy and practice decisions internally and/or with 
system partners  


Progress achieved: VRS implemented a regularly featured communication on the internal 
SharePoint site to highlight changes to policy and practice, messages from the VRS 
Leadership Team, updates on training and staff development opportunities, and team profiles, 
etc.  


Goal 4: Leveraging Partnerships  


VRS will provide leadership in convening and strengthening system-wide collaborative 
partnerships that expand and fully use resources to serve Minnesotans with the most significant 
disabilities.  


Strategic Priorities  


A. Engage the State Rehabilitation Council (SRC) for input and feedback on the vocational 
rehabilitation service delivery model for Minnesota  


Action: The SRC works in partnership with the DSU to develop and review state goals and 
priorities and assists with the development of the State Plan and Comprehensive Statewide 
Needs Assessment  


Action: The SRC produces an annual report, conducts public forums, and coordinates its 
activities with other councils  


Action: The SRC provides input on substantive VR policy changes  


Action: The SRC works collaboratively with the designated state agency to measure 
customer satisfaction  


Progress achieved: The State Rehabilitation Council (SRC) provides ongoing input and 
recommendations to VRS.  


B. Maintain and build our partnerships with community-based rehabilitation providers and 
advocacy organizations  


Action: Continue to convene and leverage the VRS CRP Advisory Committee  


Action: Convene statewide meetings of community partners on an annual basis  


Action: Maintain collaborative agreements with the Centers for Independent Living (CILs)  


Action: Collaborate with advocacy organizations to advance mutual agendas  


Progress achieved: VRS has an active CRP Advisory Committee. Priority topics discussed in 
2017 included discussion of Performance Based Agreement redesign and definitions for 
inclusion in DEED-VRS Professional and Technical Contracts, expanding Customized 
Employment capacity in Minnesota, Funding Customized Employment, Strategies for 
continued system transformation, Department of Human Services (DHS) new Waiver 
Services discussion, WIOA Section 511, Developing and Retaining Placement Professionals  







C. Expand our collaboration with other system partners to better align and fulfill the 
requirements of the Workforce Innovation and Opportunity Act (WIOA) and Minnesota’s 
Olmstead Plan  


Action: Expansion of key partnership work with Department of Human Services (DHS), 
Minnesota Department of Education (MDE), the Olmstead Plan interagency efforts, counties, 
local school districts, and WorkForce Center System partners  


Progress achieved: 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. VRS has entered into discussions with the Department 
of Human Services and the Department of Education to develop a memorandum of 
understanding on how to better coordinate WIOA services and to develop a federal waiver 
request to use Medicaid funding for long-term supports.  


D. Expand access to ongoing employment supports through county, state and federal programs  


Action: Partner with Department of Human Services (DHS), counties, and Medicaid 
providers to increase resources for support of integrated, competitive employment  


Action: Partner with VRS Extended Employment (EE) providers to transition and increase 
state resources for support of integrated, competitive employment  


Progress achieved: VRS worked closely with DHS to develop a federal waiver request to use 
Medicaid funding for long-term supports. Additionally, the Extended Employment program 
has rewritten the EE rule to shift funding from segregated employment to competitive 
integrated employment with supports. The new rule is expected to take effect in 2018.  


Goal 5: Engaging Employers  


VRS and the VR community will continue to embrace employers as key customers, resulting in 
increased employment outcomes for Minnesotans with disabilities  


Strategic Priorities  


A. Develop a robust system to assist VRS staff in matching qualified VR jobseekers with 
competitive, integrated employment opportunities. Leverage the WorkForce One case 
management and/or Minnesota’s internet based labor exchange system rewrite initiatives to 
fund, develop, and implement the system  


Action: Secure approval and resources for a VR client talent pool structural framework as 
part of future application development priorities for the WorkForce One system and/or other 
Minnesota systems  


Progress achieved: As of July 2017, Workforce One (WF1), Minnesota’s electronic case 
management system, has capacity to identify Talent Pool. VRS staff now must input key 
talent pool identification data which will greatly enhance the ability for Placement Specialists 
and Coordinators to identify pools of candidates based on Employer needs. More training 
will be needed by VRS staff to correctly utilize the talent pool refinement tools available in 
WF1.  







B. Develop and implement Low Risk Hiring and Retention options designed to increase 
employment outcomes and workforce diversity  


Action: Track participation and employment outcomes in low risk hiring and retention 
options on a quarterly basis. Options are anticipated in include On the Job Training, Job Try 
Outs, Internships, Connect 700 Program, and Schedule A hiring  


Action: Create and deliver training designed to help employers identify, develop and sustain 
natural workplace supports for employees with disabilities  


Progress achieved: DEED-VRS updated the process, policies guidance and definitions for an 
array of low risk hiring and retention options which are referred to as On-the-Job Work & 
Training Options in Policy and Guidance Manuals. This information, along with the Connect 
700 hiring initiative, was shared with Community Rehabilitation Partners through statewide 
training to ensure consistency of understanding and application. VRS developed a series of 
new marketing materials for use by VRS and community partner providers to promote these 
programs with businesses (Internship, On-the-Job Training and Job Tryout brochures).  


C. VRS will lead and convene Placement Partnerships focused on developing, maintaining and 
strengthening relationships among VRS, VR Community Partners and Employers  


Action: The VRS Placement Specialist team will develop and disseminate a quarterly report 
on the major activities and outcomes for active placement partnerships  


Action: Work with partners to implement WIOA Common Performance Measure 6 focused 
on effectiveness in serving employers  


Progress achieved: 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.  


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. In addition to the 
single point of contact approach for employers, Placement Partnerships host opportunities to 
connect employers and qualified job seekers and reflect employer needs and interests from urban, 
metro and rural areas. In addition to supporting joint training to maintain qualified staff, the 
placement partnerships share job leads, host job fairs and other community events.  


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 2016 and 2017, Placement 101 was put on hold due to WIOA. Despite the 







training being put on hold, Community Rehabilitation Providers have continually asked for 
Placement 101 to be offered again. In 2018, VRS will be partnering with the Minnesota 
Rehabilitation Association’s (MRA) Job Placement and Development (JPD) group who has 
expressed a desire to take on much of the training of Placement 101 going forward. VRS 
Placement Specialists will work closely with JPD staff who have been Placement 101 Trainers. It 
is anticipated that some of the materials will need to be updated as a portion of the curriculum is 
outdated.  


VRS along with a key Community Rehabilitation Provider is developing a Minnesota centric 
Customized Employment Training and pursuing ACRE (Association for Community 
Rehabilitation Educators) certification for the training participants. This training will include 
hands on learning opportunities for Discovery Assessment and Job Development portions of 
Customized Employment. Each participant will also receive mentoring from VRS & CRP staff 
who are certified by one of the key CE training entities that provide certification. The goal of this 
Customized Employment Training is to assist placement professionals develop an understanding 
of CE and demonstrate proficiency in providing Discovery and Job Development. The training is 
also essential for Program Managers, Rehabilitation Area Managers who supervise staff who are 
providing CE services.  


VRS developed and piloted a Business Feedback Survey in 2017. The purpose of the survey is to 
obtain feedback from businesses who have used VRS services. The brief survey asks businesses 
to let us know both how useful services were (i.e., prescreening applicants, on-the-job training, 
internship and job tryout programs, etc.) and how satisfied they are with VRS services. The 
survey was piloted to approximately 20 employers and provides a foundation for future business 
surveys.  


B. Describe the factors that impeded the achievement of the goals and priorities. 


Significant progress has been made on most of the goals and priorities. Uncertain funding has 
been a contributing factor in completing all of the goals. We have also had to reconsider some of 
the regulations because of early misunderstanding or misinterpretation.  


2. An evaluation of the extent to which the Supported Employment program goals 
described in the Supported Employment Supplement for the most recent program 
year were achieved. The evaluation must: 
A. Identify the strategies that contributed to the achievement of the goals. 


VRS and the Department of Human Services meet regularly to develop policy and guidance to 
blend VR, Extended Employment, Medicaid waiver and County dollars to serve more people in in 
need of long term supports. Emphasis has been placed on how to fund services for people 
currently employed in segregated in-house employment who want to work in competitive 
integrated settings. Videos have also been produced to highlight success stories.  


B. Describe the factors that impeded the achievement of the goals and priorities. 


VRS and the Department of Human Services are waiting for final federal approval of changes to 
the state’s Medicaid waivers. In addition to providing additional funding for supported 
employment services, the requested changes would provide funding for benefits planning for 







people on a waiver who want to transition from sub-minimum wage jobs to jobs that pay a 
competitive salary.  


3. The VR program's performance on the performance accountability indicators 
under section 116 of WIOA. 
The following performance accountability factors are based on Program Year 2015, and includes 
only employment that was reported to Minnesota Wage Detail. VRS does not currently have 
access to wage detail for people employed by the federal government, placed in employment in 
other states, or people employed by employers not required to report wages.  


1) the percentage of program participants who are in unsubsidized employment during the 
second quarter after exit from the program: 59.9%  


2) the percentage of program participants who are in unsubsidized employment during the fourth 
quarter after exit from the program: 58.9%  


3) the median earnings of program participants who are in unsubsidized employment during the 
second quarter after exit from the program: Quarterly median earnings was $3,275.  


4) the percentage of program participants who obtain a recognized postsecondary credential, or a 
secondary school diploma or its recognized equivalent, during participation in or within 1 year 
after exit from the program: VRS does not currently track this data. Strategies are being 
developed to measure.  


5) the percentage of program participants who, during a program year, are in an education or 
training program that leads to a recognized postsecondary credential or employment and who 
are achieving measurable skill gains toward such credential or employment: VRS currently 
only measures the number of program participants enrolled in a for—credit college or 
university program. The agency is currently developing strategies for measuring participation 
in other post-secondary training programs.  


6) the indicators of effectiveness in serving employers: VRS and the State Rehabilitation council 
are currently establishing the indicators of effectiveness in serving employers.  


4. How the funds reserved for innovation and expansion (I&E) activities were 
utilized. 
About 1.8 percent of Minnesota’s VR appropriation in FFY2017 ($736,924) was used for 
innovation and expansion activities to improve and increase services to historically underserved 
populations with the most severe disabilities. These activities represent program response to 
identified need.  


State Rehabilitation Council: Ten monthly meetings of the SRC, committee meetings, and public 
forums are where council members carry out their consultative and participative roles in the work 
of VRS. Primary contributions are annual participation in development of the VR Comprehensive 
Statewide Needs Assessment and State Plan; study of consumer satisfaction, VRS strategic 
planning, and review of the policies and practices that guide the delivery of services.  


Persons with Mental Illness: Collaborative activity at state and local levels between VRS, DHS 
Mental Health Division, and community partners continues to build supports and services for 







persons with serious mental illness (SMI), who in FFY2017 comprised 34.2 percent of the VR 
program’s total caseload and 36.8 percent of employment outcomes. Innovative projects 
developed with dedicated state funds are increasing the quality of services and outcomes for this 
population in urban and rural Minnesota.  


SSDI and SSI Beneficiaries: SSA and VRS continue to co—host bi-annual meetings of the 
Employment NetworksTicket—to—Work funding is used to supplement Supported Employment 
funding or to provide continued job retention services beyond the 90 days VRS typically 
provides. Benefit coaches have been added to each office to ensure beneficiaries fully understand 
the impact income will have on benefits.  


All counselors participated in SSA sponsored training on how to coordinate VRS and PASS Plan 
services. There are on average80 consumers receiving coordinated services at any point in time. 
The most typical PASS Plan services are private college tuition above what VRS pays and the 
purchase of “gently used” cars for reliable transportation (typically a new car with slight body 
damage).  


Rehabilitation Technology: Rehabilitation technology, also referred to as assistive technology, 
enhances employment outcomes, leading to better employment outcomes including higher paying 
jobs. VRS continues to provide training and coaching to increase the use of rehabilitation 
technology by both experienced and new staff. Implementation of the VR Rehabilitation 
Technology Services Plan has involved widespread staff participation, brought focus to 
rehabilitation technology activity, and honored the work of VR program counselors serving as a 
technology liaison to their own VR teams. Several staff have completed the RSA funded 
TechSpec program at the U of W—Milwaukee.  


Minorities with Most Significant Disabilities: State demographic data indicates Minnesota’s 
minority populations are growing at a much higher rate than the white, non—Hispanic population. 
Minnesota has the largest Somali refugee population in the United States.  


The New Americans office in St. Paul specializes in addressing the needs of Somali and other 
East African immigrants who lack fluency in English. Since its inception in 2007, the New 
Americans Project has served over 140 participants.  


Collaborative Projects with Centers for Independent Living: Since 2008, the VRS—IL 
collaboration has served Minnesotans with the most significant disabilities that require both 
vocational rehabilitation and independent living services to meet their goals for working and 
living in the community. In FFY 2017 DEED—VRS dedicated $1,204,226 in SSA program 
income to fund locally designed collaboration grants with each of Minnesota’s eight Centers for 
Independent Living. The employment rate for consumers who received coordinated services 
continue to exceed the rate for people who received only VR services.  


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. 







Minnesota Employment Center (MEC): a unique collaborative program that is supported by two 
Community Rehabilitation Programs, provides ongoing supported employment services 
statewide. These services are funded through a grant supported by state legislative dollars and are 
offered only to people who are deaf, hard of hearing or deaf blind. Currently housed in five 
different cities, and staffed by people fluent in American Sign Language (ASL), this program has 
provided services for over twenty years. Services aim to help people who are deaf, hard of hearing 
or deaf blind retain their jobs and secure advancement in competitive employment settings. MEC 
also provides education and training for employers in how to support their employees who are 
deaf, hard of hearing or deaf blind.  


q. Quality, Scope, and Extent of Supported Employment Services. 
Include the following:  


1. The quality, scope, and extent of supported employment services to be provided 
to individuals with the most significant disabilities, including youth with the most 
significant disabilities. 
Supported employment services promote the integration of people with the most significant 
disabilities into the Minnesota workplace. The use of funds from Title VI Part B of the 
Rehabilitation Act initially allowed for expansion of supported employment services and 
outcomes. Vocational Rehabilitation Services (VRS) continues to work cooperatively with 
consumers, family members, advocates, employers, service providers and State, county, and local 
agencies to improve and expand the use of supported employment services statewide.  


Approximately 3,332 vocational rehabilitation consumers were served in PY 2017 with Supported 
Employment funds. Supported Employment VRS uses all federal funds authorized under Title VI, 
Part B in addition to Title I funds to purchase services for customers on a fee for service basis. 
Funds are distributed to field offices to purchase needed services for those consumers with a 
vocational goal that requires ongoing supports. Supported employment expenditures are 
administered and tracked separately in accordance with federal requirements. The quality of 
supported employment services in Minnesota is assured by a State administrative rule 
requirement that vendors from whom more than $20,000 in services are purchased annually must 
be fully accredited by the Commission on Accreditation of Rehabilitation Facilities (CARF) or 
have applied for and are actively pursuing accreditation. In addition, vendors who agree to meet 
professional standards of service but are not CARF-accredited may be granted a limited use 
provider status, under which their services are limited to $20,000 or less annually.  


The state’s major challenge regarding supported employment is one of consumer access to 
extended ongoing supports when they are needed. Agency structures and funding systems for 
extended support are governed by a myriad of federal and State laws and rules, each governing a 
specific piece of the categorical funding available to people with disabilities. A network of private 
not-for-profit organizations in Minnesota licensed by DHS Disabilities Services Division provides 
day training and habilitation services that may include such extended supports.  


The agency’s coordination of vocational rehabilitation services with its extended employment 
services contributes significantly to the quality, scope, and effectiveness of the State’s overall 
Supported Employment efforts. When developing a customer’s employment plan, the consumer 
and VR counselor identify the time-limited services to be provided by VRS, the expected ongoing 







supports needed, and the source of those supports. This may include natural supports. VRS is a 
partner in several state level agreements that facilitate provision of these services. With respect to 
extended employment services, VRS develops contracts with each accredited community 
rehabilitation program (CRP) that includes an outline of expectations for extended support. Each 
program submits an application for funding which becomes part of the contract and specifies the 
number of employment hours that will be funded by VRS. VRS provides $13,194,433 in state 
funding annually to community rehabilitation programs to support ongoing vocational services 
through community based supported employment. By coordinating its short-term vocational 
rehabilitation services and long-term extended employment services, VRS facilitates optimal 
benefit from time-limited and extended funding for persons in supported employment.  


VRS, through state-funded extended employment services, provides ongoing work supports to 
approximately 5,100 individuals in Supported Employment annually. Many of these individuals 
received time-limited vocational rehabilitation services prior to entering supported employment. 
Part of Minnesota’s supported employment funding is dedicated to extended supports for persons 
with serious and persistent mental illness. VRS and the Department of Human Services Mental 
Health Division collaborate on Individual Placement and Support (IPS) projects to promote 
innovation in service delivery, including supported employment services, for this population. The 
projects are designed to provide functional assessment, individualized career planning, job skill 
acquisition, job placement, job development, and non-time-limited supports necessary to maintain 
and advance in employment. All recipients of grants under these projects are required to 
demonstrate collaboration with counties, the local community support program, VRS, and 
providers of employment services such as CRPs, regional treatment centers, and community 
mental health centers.  


2. The timing of transition to extended services. 
The timing of the transition to extended services is highly individualized based on the needs of 
the person. The need for extended services is usually identified during the assessment of VR 
needs, and the consumer makes an informed choice of vendor for long term supports as a part of 
Individualized Plan for Employment development. However, the need can be identified at any 
point in time, and the plan can be amended. The consumer will frequently select the same vendor 
to serve as their placement provider and extended services provider to reduce the stress of 
changing providers.  


The transition to extended services typically starts when training is completed and the person has 
stabilized on the job for 60 days. Both VR and the Extended Services provider provides joint 
services for at least 30 days to ensure the transition has been successful. As needed, VR can 
continue supports for up to 18 months for adults and 48 months for youth. If the person becomes 
ready for job promotion VR may re-engage to provide additional training to ensure the person’s 
success in their career-laddering efforts.  


Certifications 
Name of designated State agency or designated State unit, as appropriate Vocational 
Rehabilitation Services  


Name of designated State agency Minnesota Department of Employment and Economic 
Development  







Full Name of Authorized Representative: Kimberley T. Peck  


Title of Authorized Representative: Director, Vocational Rehabilitation Services 


States must provide written and signed certifications that: 


1. The designated State agency or designated State unit (as appropriate) listed above is 
authorized to submit the VR services portion of the Unified or Combined State Plan under 
title I of the Rehabilitation Act of 1973 (Rehabilitation Act), as amended by WIOA*, and 
its supplement under title VI of the Rehabilitation Act.** Yes 


2. As a condition for the receipt of Federal funds under title I of the Rehabilitation Act for 
the provision of VR services, the designated State agency listed above agrees to operate 
and administer the State VR Services Program in accordance with the VR services portion 
of the Unified or Combined State Plan, the Rehabilitation Act, and all applicable 
regulations , policies, and procedures established by the Secretary of Education. Funds 
made available under section 111 of the Rehabilitation Act are used solely for the 
provision of VR services and the administration of the VR services portion of the Unified 
or Combined State Plan; Yes 


3. As a condition for the receipt of Federal funds under title VI of the Rehabilitation Act for 
supported employment services, the designated State agency agrees to operate and 
administer the State Supported Employment Services Program in accordance with the 
supplement to the VR services portion of the Unified or Combined State Plan* , the 
Rehabilitation Act, and all applicable regulations , policies, and procedures established by 
the Secretary of Education. Funds made available under title VI are used solely for the 
provision of supported employment services and the administration of the supplement to 
the VR services portion of the Unified or Combined State Plan;** Yes 


4. The designated State agency and/or the designated State unit has the authority under State 
law to perform the functions of the State regarding the VR services portion of the Unified 
or Combined State Plan and its supplement; Yes 


5. The State legally may carry out each provision of the VR services portion of the Unified 
or Combined State Plan and its supplement. Yes 


6. All provisions of the VR services portion of the Unified or Combined State Plan and its 
supplement are consistent with State law. Yes 


7. The Authorized Representative listed above has the authority under State law to receive, 
hold, and disburse Federal funds made available under the VR services portion of the 
Unified or Combined State Plan and its supplement; Yes 


8. The Authorized Representative listed above has the authority to submit the VR services 
portion of the Unified or Combined State Plan and the supplement for Supported 
Employment services; Yes 


9. The agency that submits the VR services portion of the Unified or Combined State Plan 
and its supplement has adopted or otherwise formally approved the plan and its 
supplement. Yes 


Footnotes 







__________ 


Certification 1 Footnotes 


* Public Law 113-128. 


** Unless otherwise stated, "Rehabilitation Act" means the Rehabilitation Act of 1973, as 
amended by WIOA, signed into law on July 22, 2014. 


Certification 2 Footnotes 


* All references in this plan to "designated State agency" or to "the State agency" relate to the 
agency identified in this paragraph. 


** No funds under title 1 of the Rehabilitation Act may be awarded without an approved VR 
services portion of the Unified or Combined State Plan in accordance with section 101(a) of the 
Rehabilitation Act. 


*** Applicable regulations, in part, include the Education Department General Administrative 
Regulations (EDGAR) in 34 CFR parts 76,77,79,81, and 82; 2 CFR part 200 as adopted by 2 CFR 
part 3485; and the State VR Services Program regulations. 


Certification 3 Footnotes 


* No funds under title VI of the Rehabilitation Act may be awarded without an approved 
supplement to the VR services portion of the Unified or Combined State Plan in accordance with 
section 606(a) of the Rehabilitation Act. 


** Applicable regulations, in part, include the citations in *** under Certification 2 footnotes 


Additional Comments on the Certifications from the State 


Certification Regarding Lobbying — Vocational Rehabilitation 
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 Employment and Economic 
Development - Vocational Rehabilitation Services  


Full Name of Authorized Representative: Kimberley T. Peck  


Title of Authorized Representative: Director, Vocational Rehabilitation Services  


SF LLL Form – Disclosure of Lobbying Activities (only if applicable) 
(http://www2.ed.gov/fund/grant/apply/appforms/appforms.html). If applicable, please print, sign, 
and email to MAT_OCTAE@ed.gov 


Certification Regarding Lobbying — Supported Employment 
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 Employment and Economic 
Development - Vocational Rehabilitation Services  


Full Name of Authorized Representative: Kimberley T. Peck  


Title of Authorized Representative: Director, Vocational Rehabilitation Services  


SF LLL Form – Disclosure of Lobbying Activities (only if applicable) 
(http://www2.ed.gov/fund/grant/apply/appforms/appforms.html). 


Assurances 
The designated State agency or designated State unit, as appropriate and identified in the State 
certifications included with this VR services portion of the Unified or Combined State Plan and 
its supplement, through signature of the authorized individual, assures the Commissioner of the 
Rehabilitation Services Administration (RSA), that it will comply with all of the requirements of 
the VR services portion of the Unified or Combined State Plan and its supplement, as set forth in 
sections 101(a) and 606 of the Rehabilitation Act. The individual authorized to submit the VR 
services portion of the Unified or Combined State Plan and its supplement makes the following 
assurances: The State Plan must provide assurances that: 


1. Public Comment on Policies and Procedures: 
The designated State agency assures it will comply with all statutory and regulatory requirements 
for public participation in the VR Services Portion of the Unified or Combined State Plan, as 
required by section 101(a)(16)(A) of the Rehabilitation Act. 







2. Submission of the VR services portion of the Unified or Combined State Plan 
and Its Supplement: 
The designated State unit assures it will comply with all requirements pertaining to the 
submission and revisions of the VR services portion of the Unified or Combined State Plan and 
its supplement for the State Supported Employment Services program, as required by sections 
101(a)(1), (22), (23), and 606(a) of the Rehabilitation Act; section 102 of WIOA in the case of the 
submission of a unified plan; section 103 of WIOA in the case of a submission of a Combined 
State Plan; 34 CFR 76.140. 


3. Administration of the VR services portion of the Unified or Combined State 
Plan: 
The designated State agency or designated State unit, as appropriate, assures it will comply with 
the requirements related to:  


a. the establishment of the designated State agency and designated State unit, as required 
by section 101(a)(2) of the Rehabilitation Act. 


b. the establishment of either a State independent commission or State Rehabilitation 
Council, as required by section 101(a)(21) of the Rehabilitation Act.  


The designated State agency or designated State unit, as applicable (B) has established a State 
Rehabilitation Council  


c. consultations regarding the administration of the VR services portion of the Unified or 
Combined State Plan, in accordance with section 101(a)(16)(B) of the Rehabilitation Act. 


d. the financial participation by the State, or if the State so elects, by the State and local 
agencies, to provide the amount of the non-Federal share of the cost of carrying out the 
VR program in accordance with section 101(a)(3). 


e. the local administration of the VR services portion of the Unified or Combined State 
Plan, in accordance with section 101(a)(2)(A) of the Rehabilitation Act. 


The designated State agency allows for the local administration of VR funds Yes  


f. the shared funding and administration of joint programs, in accordance with section 
101(a)(2)(A)(ii) of the Rehabilitation Act. 


The designated State agency allows for the shared funding and administration of joint programs:
 Yes  


g. statewideness and waivers of statewideness requirements, as set forth in section 101(a)(4) 
of the Rehabilitation Act. 


Is the designated State agency requesting or maintaining a waiver of statewideness for one or 
more services provided under the VR services portion of the Unified or Combined State Plan? See 
Section 2 of this VR services portion of the Unified or Combined State Plan. No  


h. the descriptions for cooperation, collaboration, and coordination, as required by sections 
101(a)(11) and (24)(B); and 606(b) of the Rehabilitation Act. 







i. all required methods of administration, as required by section 101(a)(6) of the 
Rehabilitation Act . 


j. the requirements for the comprehensive system of personnel development, as set forth in 
section 101(a)(7) of the Rehabilitation Act. 


k. the compilation and submission to the Commissioner of statewide assessments, 
estimates, State goals and priorities, strategies, and progress reports, as appropriate, 
and as required by sections 101(a)(15), 105(c)(2), and 606(b)(8) of the Rehabilitation Act. 


l. the reservation and use of a portion of the funds allotted to the State under section 110 of 
the Rehabilitation Act for the development and implementation of innovative 
approaches to expand and improve the provision of VR services to individuals with 
disabilities, particularly individuals with the most significant disabilities. 


m. the submission of reports as required by section 101(a)(10) of the Rehabilitation Act. 


4. Administration of the Provision of VR Services: 
The designated State agency, or designated State unit, as appropriate, assures that it will: 


a. comply with all requirements regarding information and referral services in accordance 
with sections 101(a)(5)(D) and (20) of the Rehabilitation Act. 


b. impose no duration of residence requirement as part of determining an individual’s 
eligibility for VR services or that excludes from services under the plan any individual 
who is present in the State in accordance with section 101(a)(12) of the Rehabilitation 
Act . 


c. provide the full range of services listed in section 103(a) of the Rehabilitation Act as 
appropriate, to all eligible individuals with disabilities in the State who apply for services 
in accordance with section 101(a)(5) of the Rehabilitation Act? 


Agency will provide the full range of services described above Yes  


d. determine whether comparable services and benefits are available to the individual in 
accordance with section 101(a)(8) of the Rehabilitation Act. 


e. comply with the requirements for the development of an individualized plan for 
employment in accordance with section 102(b) of the Rehabilitation Act. 


f. comply with requirements regarding the provisions of informed choice for all applicants 
and eligible individuals in accordance with section 102(d) of the Rehabilitation Act. 


g. provide vocational rehabilitation services to American Indians who are individuals with 
disabilities residing in the State, in accordance with section 101(a)(13) of the 
Rehabilitation Act. 


h. comply with the requirements for the conduct of semiannual or annual reviews, as 
appropriate, for individuals employed either in an extended employment setting in a 
community rehabilitation program or any other employment under section 14(c) of the 
Fair Labor Standards Act of 1938, as required by section 101(a)(14)of the Rehabilitation 
Act. 







i. meet the requirements in sections 101(a)(17) and 103(b)(2) of the Rehabilitation Act if 
the State elects to construct, under special circumstances, facilities for community 
rehabilitation programs 


j. with respect to students with disabilities, the State,  


xviii. has developed and will implement, 
A. strategies to address the needs identified in the assessments; and 
B. strategies to achieve the goals and priorities identified by the State, to improve 


and expand vocational rehabilitation services for students with disabilities on 
a statewide basis; and 


xix. has developed and will implement strategies to provide pre-employment 
transition services (sections 101(a)(15) and 101(a)(25)). 


5. Program Administration for the Supported Employment Title VI Supplement: 
a. The designated State unit assures that it will include in the VR services portion of the 


Unified or Combined State Plan all information required by section 606 of the 
Rehabilitation Act. 


b. The designated State agency assures that it will submit reports in such form and in 
accordance with such procedures as the Commissioner may require and collects the 
information required by section 101(a)(10) of the Rehabilitation Act separately for 
individuals receiving supported employment services under title I and individuals 
receiving supported employment services under title VI of the Rehabilitation Act. 


c. The designated state unit will coordinate activities with any other State agency that is 
functioning as an employment network under the Ticket to Work and Self-Sufficiency 
program under Section 1148 of the Social Security Act. 


6. Financial Administration of the Supported Employment Program: 
a. The designated State agency assures that it will expend no more than 2.5 percent of the 


State’s allotment under title VI for administrative costs of carrying out this program; 
and, the designated State agency or agencies will provide, directly or indirectly through 
public or private entities, non-Federal contributions in an amount that is not less than 10 
percent of the costs of carrying out supported employment services provided to youth 
with the most significant disabilities with the funds reserved for such purpose under 
section 603(d) of the Rehabilitation Act, in accordance with section 606(b)(7)(G) and (H) 
of the Rehabilitation Act. 


b. The designated State agency assures that it will use funds made available under title VI 
of the Rehabilitation Act only to provide supported employment services to individuals 
with the most significant disabilities, including extended services to youth with the most 
significant disabilities, who are eligible to receive such services; and, that such funds are 
used only to supplement and not supplant the funds provided under Title I of the 
Rehabilitation Act, when providing supported employment services specified in the 
individualized plan for employment, in accordance with section 606(b)(7)(A) and (D), of 
the Rehabilitation Act. 







7. Provision of Supported Employment Services: 
a. The designated State agency assures that it will provide supported employment services 


as defined in section 7(39) of the Rehabilitation Act. 


b. The designated State agency assures that:  


xx. the comprehensive assessment of individuals with significant disabilities 
conducted under section 102(b)(1) of the Rehabilitation Act and funded under 
title I of the Rehabilitation Act includes consideration of supported employment 
as an appropriate employment outcome, in accordance with the requirements of 
section 606(b)(7)(B) of the Rehabilitation Act 


xxi. an individualized plan for employment that meets the requirements of section 
102(b) of the Rehabilitation Act , which is developed and updated with title I 
funds, in accordance with sections 102(b)(3)(F) and 606(b)(6)(C) and (E) of the 
Rehabilitation Act. 


Additional Comments on the Assurances from the State 


Program-Specific Requirements for Vocational Rehabilitation 
(Blind) 
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 Minnesota State Rehabilitation Council for the Blind (hereinafter “SRC-B) is a council 
whose members are appointed by Governor Mark Dayton, consistent with the requirements of 34 
CFR 361. 17(b)(3) and related regulation. The SRC-B is an advisory council to Minnesota State 
Services for the Blind (hereinafter “SSB”), a division within the Minnesota Department of 
Employment and Economic Development (hereinafter “DEED”). In formulating its input and 
recommendations for this state plan, the SRC-B reviewed a considerable amount of information, 
including, but not limited to: 1. information supplied to the SRC-B by SSB; 2. information 
supplied to the SRC-B by DEED; 3. information developed by the SRC-B; and 4. information and 







input received from the public at SRC-B meetings. 1. Input provided by the State Rehabilitation 
Council, including input and recommendations on the VR services portion of the Unified or 
Combined State Plan, recommendation 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.  


Input of State Rehabilitation Council Section A This section was presented to the SRC-B on 
February 8, 2018 and was unanimously approved. SSB Response: SSB agree with the SRC-B. 
Request for Waiver of Statewideness Section B This section was presented to the SRC-B on 
February 4, 2016 and was unanimously approved. SSB Response: SSB agrees with the SRC-B. 
Cooperative Agreements with Agencies Not Carrying Out Activities Under the Statewide 
Workforce Development System Section C This section was presented to the SRC-B on February 
8, 2018 and was unanimously approved. SSB Response: SSB agrees with the SRC-B. 
Coordination with Education Section D This section was presented to the SRC-B on February 4, 
2016 and was unanimously approved. SSB Response: SSB agrees with the SRC-B. Cooperative 
Agreements with Private Nonprofits Section E This section was presented to the SRC-B on 
February 4, 2016 and was unanimously approved. SSB Response: SSB agrees with the SRC-B. 
Arrangements and Cooperative Agreements Regarding Supported Employment Section F This 
section was presented to the SRC-B on February 4, 2016 and was unanimously approved. SSB 
Response: SSB agrees with the SRC-B. Coordination with Employers Section G This section was 
presented to the SRC-B on February 4, 2016 and was unanimously approved. SSB Response: 
SSB agrees with the SRC-B. Coordination with Employers Section H This section was presented 
to the SRC-B on February 4, 2016 and was unanimously approved. SSB Response: SSB agrees 
with the SRC-B. Comprehensive System of Personnel Development Section I This section was 
updated and presented to the SRC-B on February 8, 2018 and was unanimously approved. SSB 
Response: SSB agrees with the SRC-B. Statewide Assessment J The Comprehensive Statewide 
Needs Assessment Taskforce met in 2017 to review and update the needs assessment was 
presented to the Council at the February 8, 2018 meeting and was unanimously approved. SSB 
Response: SSB agrees with the SRC-B. Annual Estimates Section K The updated annual 
estimates was presented to the council on February 8, 2018 and was unanimously approved. SSB 
Response: SSB agrees with the SRC-B. Goals and Priorities Section L The SRC-B has a standing 
“Customer Satisfaction and Goals & Priorities Committee” which reviews and makes 
recommendations regarding customer satisfaction, goals and priorities, and VR effectiveness. The 
committee reports quarterly to the full SRC-B. In preparing the strategies for the goals and 
priorities, the SRC-B committees submitted their recommendations to SSB. In 2017 SSB and the 
Customer Satisfaction and Goals & Priorities Committee reviewed the recommendations from the 
committees and jointly the developed goals and priorities for program year 2019. They were 
presented to the SRC-B at the February 8, 2018 meeting and received a unanimous vote of 
approval. SSB Response: SSB agrees with the SRC-B. Order Of Selection Section M SSB 
implemented Order Of Selection on October 1, 2015 after considerable discussion with the SRC-
B. The Order Of Selection section was developed and submitted to RSA by SSB on July 1, 2015 
for FFY 2016. The section was presented to the SRC-B at the December 3, 2015 meeting and was 
unanimously approved SSB Response: SSB agrees with the SRC-B. Goals for Title VI Part B 
Section N This section was presented to the SRC-B on February 4, 2016 and was unanimously 
approved. SSB Response: SSB agrees with the SRC-B. Strategies for Goals Section O The SRC-
B has a standing “Customer Satisfaction and Goals & Priorities Committee” which reviews and 
makes recommendations regarding customer satisfaction, goals and priorities, and VR 







effectiveness. The committee reports quarterly to the full SRC-B. In preparing the strategies for 
the goals and priorities, the SRC-B committees submitted their recommendations to SSB. In 2017 
the Customer Satisfaction and Goals & Priorities Committee reviewed the recommendations from 
the committees and developed goals and priorities for FFY 2019. They were presented to the 
SRC-B at the February 8, 2018 meeting and received a unanimous vote of approval. SSB 
Response: SSB agrees with the SRC-B. Evaluation and Report of Progress Section P The SRC-B 
has a standing “Customer Satisfaction and Goals & Priorities Committee” which reviews and 
makes recommendations regarding customer satisfaction, goals and priorities, and VR 
effectiveness. The committee reports quarterly to the full SRC-B. The report was presented to the 
SRC-B and approved unanimously on December 7, 2017.There was no additional input or 
recommendations. SSB Response: SSB agrees with the SRC-B.  


Quality, Scope, and Extent of Supported Employment Services This section was presented to the 
SRC-B on February 4, 2016 and was unanimously approved. SSB Response: SSB agrees with the 
SRC-B.  


2. the Designated State unit's response to the Council’s input and 
recommendations; and 
The VR sections of the Combined State Plan A, C, I, J, K, L, O, and P were updated and 
presented to the Council on either the December 7, 2017 or February 8, 2018 meeting. They were 
all unanimously approved and agreed upon by the Council and SSB.  


3. the designated State unit’s explanations for rejecting any of the Council’s input 
or recommendations. 
There has been no input or recommendations from the Council rejected by SSB.  


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. a local public agency will provide the non-Federal share of costs associated with 
the services to be provided in accordance with the waiver request; 
B. Request for Waiver of Statewideness This agency has not requested a waiver of statewideness.  


2. the designated State unit will approve each proposed service before it is put 
into effect; and 
B. Request for Waiver of Statewideness This agency has not requested a waiver of statewideness.  


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. 


B. Request for Waiver of Statewideness This agency has not requested a waiver of statewideness.  







c. Cooperative Agreements with Agencies Not Carrying Out Activities 
Under the Statewide Workforce Development System. 
Describe interagency cooperation with and utilization of the services 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; 
SSB continues to work in collaboration with the other designated state unit in Minnesota, 
Vocational Rehabilitation Services (VRS), and has arrangements for providing reciprocal referral 
services between VR-SSB and VRS. SSB has developed and implemented a formal cooperative 
agreement with representatives of the higher education system in the State: the Minnesota State 
Colleges and Universities (MNSCU) System. SSB has established working relationships with 
programs which provide services to minority populations such as the New Americans Program (a 
program within VRS) and the Hmong American Partnership (HAP) in the Minneapolis/St. Paul 
area. Adult Basic Education (ABE) programs have become important partners with SSB in 
serving customers, especially pertaining to services to English Language Learners (ELL), which 
had been an objective within our RSA Quality Training Grant. VR-SSB also has formal 
interagency agreements with the American Indian VR programs in the State.  


2. State programs carried out under section 4 of the Assistive Technology Act of 
1998;  
A System of Technology to Achieve Results (STAR) is located within the Minnesota Department 
of Administration. STAR’s mission is to help all Minnesotans with disabilities gain access to and 
acquire the assistive technology they need to live, learn, work and play. The Minnesota STAR 
Program is federally funded by the Department of Health and Human Services, Administration 
For Community Living in accordance with the Assistive Technology Act of 1998, as amended 
(P.L. 108-364). SSB has a cooperative agreement with STAR effective February 2017.  


3. Programs carried out by the Under Secretary for Rural Development of the 
United States Department of Agriculture;  
VR-SSB does not have a formal interagency agreement with the programs carried out by the 
Department of Agriculture’s undersecretary for rural development, nor does it have formal 
agreements with other federal or State agencies, except as noted below. All qualified VR 
counselors have been provided a description of the programs provided by the USDA Minnesota 
Rural Development Offices and are able to access these services as needed.  


4. Noneducational agencies serving out-of-school youth; and 
VR-SSB does not have any cooperative agreements with agencies serving out-of-school youth.  


5. State use contracting programs. 
SSB uses a Master Contract system managed by The Materials Management Division of the MN 
Administrative Department. Master contracts are used with all Community Rehabilitation 
Programs that SSB purchases Rehabilitation Services from.  







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. 


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. SSB staff serve on CTICs, thereby 
helping to improve and expand vocational services that result in employment outcomes. SSB 
counselors serve all public, private, and charter high schools in Minnesota. They are active 
participants on transition planning teams so that each VR eligible student with a disability can 







access VR services and establish a written VR plan before leaving school. 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. 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. 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.  


For non-VR transition students: If a transition student referral does not want to apply for services 
but expressed interest in any of the Pre-Employment Transition Services available from SSB, 
SSB will provide those services until the student graduates from high school. SSB currently has 
one non-VR transition student participating in Pre-Employment Transition Services. All SSB 
hosted and sponsored transition events are marketed towards both VR and non-VR transition 
students. The Career Expo in April 2016 had several students attend who were not applicants of 
the VR program. SSB is developing a case management system that will have better tracking 
abilities for non-VR transition students.  


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.  


Future Direction With the hire of a Transition Coordinator, State Services for the Blind works 
with students, families, and teachers to help students transition to life after high school. 
Implementing SSB BRIDGE As students navigate the world of high school and begin thinking 
about the future, we offer services and resources that provide a foundation for success. Each of 
the core areas of our BRIDGE framework highlights an essential component that teenagers need 
in order to succeed after high school:  


• Basic Skills  


• Role Models  


• Initiative  


• Discovery  







• Goal Setting  


• Experience  


Through SSB, teens can explore each of these core components and cross the BRIDGE in to the 
future of work, study, and living independently. In building that BRIDGE, SSB offers resources 
in technology, career exploration, work experience, adjustment to blindness training, and peer 
connections, to help students who are blind, DeafBlind, or visually impaired develop the skills 
and confidence for a bright future.  


The Transition Coordinator works in collaboration with Kristin Oien, MDE Specialist and 
teachers of the blind and visually impaired. Examples include:  


• Tracking the work related activities of transition students. This allows the impact of 
SSB’s emphasis on employment/enrichment activities to be monitored and the eventual 
employment success be measured.  


• SSB representatives are now invited to State Vision Network (SVN) meetings regularly. 
SSB staff are regular presenters at the meetings.  


• Kristin has included SSB on the Summer Transition Committee (STP) Steering 
Committee. This program now contains a job component in which students gain work 
experience in their communities.  


• SSB has co-facilitated BVI special interest brain storming groups at SVN meetings.  


• SSB’s relationship with Minnesota State Academy for the Blind (MSAB) has been 
strengthened through enhanced relationships with John Davis (Director), Connie Telshow 
(Transition Coordinator) and Ken Treblehorn (AT Teacher). SSB staff is represented on 
MSAB Site Council. Additionally, the SSB Transition Coordinator will present seminars 
and workshops to students on campus.  


• SSB is now a presenter and co-facilitator at the MSAB Family Transition Weekend.  


• Kristin Oien is a permanent and active member of the SCR-B’s Transition Committee 
along with SSB’s Transition Coordinator.  


• SSB staff presented at BVI teacher state conference along with representatives from the 
University of Minnesota.  


• SSB staff participated in Low Vision Clinics at MDE to offer resources to children and 
their families.  


• A unique Intake Folder for transition students and their families was created. Resources 
specific to high school students are included in this folder.  


• SSB has continued outreach efforts to teachers and parents via email listservs. Resources 
are distributed and questions responded to through email communication.  


SSB staff have been part of a broad array of transition partnerships and relevant school-to-work 
models. With the new emphasis on Pre-Employment Transition Services (PETS) in the 
Workforce Innovation and Opportunity Act (WIOA), SSB will continue to work with traditional 







partners to promote these models and facilitate effective implementation of emerging school-to-
work efforts.  


The activities detailed below are designed to facilitate outreach and referral efforts to transition-
age students who are blind or visually impaired. The goals of this ongoing involvement by the 
counselor in the education of a student, beginning as early as age 14, are to enable a student to 
live independently before leaving a school setting, have a greater understanding of relevant 
employment options, and develop self-advocacy skills.  


• SSB added a specific goal related to Transition outreach to the agency’s Goals and 
Priorities beginning in FY08. For FY14, specific strategies will be implemented toward 
the goal of increasing the number of transition students who apply for services between 
the ages of 14-15 include:  


• Continuation of working statewide with Special Education teachers, teachers of 
the blind, visually impaired, or DeafBlind and other IEP team members in 
designated school districts to facilitate regular information meetings with SSB 
counselors.  


• Development of methods to evaluate the effectiveness of communication about 
SSB to transition students and their families.  


• Working collaboratively with the Minority Outreach Committee and develop 
outreach strategies for teachers of the blind, visually impaired and DeafBlind to 
provide information to students and their families from minority communities 
about SSB.  


• Identification of a plan to engage counselors, teachers, leaders, employers, 
business and community resources to focus on student employment during high 
school so that every student will have at least one employment interaction that 
consists of a job shadow, informational interview, employment interview, or 
mentoring session.  


Specific activities undertaken by the Transition Coordinator include:  


• SSB has created a Newsletter for students, parents, and teachers. This publication is 
distributed every other month during the school year.  


• SSB has hosted a “Summer Opportunities Fair” which showcases summer programs 
available to high school students.  


• SSB is involved in year-round transition programs which were awarded to vendors based 
on an RFP.  


• A Transition Flyer was produced in collaboration with Outreach staff in order to identify 
unique services SSB provides to transition students. Additional outreach activities 
include:  


• SSB is actively involved in one unique summer program focused on transition.  







The Summer Transition Program (STP) serves as many as 25 high school juniors and/or seniors 
each summer. It is housed at St. Thomas University in St Paul, Minnesota, and is designed to 
provide alternative skills training and career exploration activities for participating students.  


Staff members assist students with transition goals that may include informational interviews, job 
shadowing, and mentoring. This gives students a first-hand experience in the world of work. 
While living in the dorms at St. Thomas, students also participate in a variety of independent 
living activities with specific mobility, self-care, communication, leadership, and related goals.  


• A wide range of transition programs, separate and apart from the above summer 
programs, are individually tailored by counselors to meet the unique needs of each 
student.  


Such initiatives might include summer work experiences, advanced computer skills training, 
college readiness training, advanced training programs in specific educational areas, and 
attendance at the Helen Keller National Training Center.  


SSB assigns a staff member as liaison with the State Academy for the Blind, with specific focus 
on transition needs. Joint efforts with the State Academy are also focused on better vocational 
preparation of blind students of transition age.  


• Several outreach efforts continue to be part of SSB's transition activities.  


These activities include involvement with the Statewide Vision Network, vision teachers who 
meet four times each school year to discuss issues related to the education of blind children of all 
ages. Outreach and identification of youth of transition age needing transition services are 
facilitated via this network. Network participants alert parents of youth needing transition services 
to services offered by SSB.  


The agency also offers meeting space and presentations to the National Association of Parents of 
Visually Impaired Children in Minnesota (MN NAPVI) to address concerns about their children’s 
future and offer Communication Department Services.  


• Counselors also work individually with high schools to focus on outreach and 
identification of youth in need of transition services (including youth who are not 
currently receiving special education services).  


Counselors attend IEPs/IIIPs, at the invitation of the parents and vision teacher, to educate 
prospective customers about SSB services. SSB has ongoing outreach to Adjustment to Blindness 
Centers to offer presentations to the transition aged youth participating in their Student Spring 
Seminar, PREP programs and other youth gatherings.  


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. 


SSB holds master contracts with three full—time Community Rehabilitation Providers (CRPs) 
which focus on providing adjustment to blindness training as well as other services to blind, 
visually impaired, and DeafBlind customers.  







SSB discusses with providers during the development of master contracts the scope of services, 
programs and rates. After review by SSB staff, the Director of SSB approves all service costs 
charged by CRPs. As necessary, SSB staff answers questions and discusses any issues with each 
CRP.  


SSB has developed and implemented a comprehensive vendor monitoring system which utilizes 
SharePoint for the overall management of the process. Vendors are reviewed in person on a three 
year cycle with reviews taking place throughout the year. Feedback to date has been positive from 
the vendors and is helping to create a better channel for communication and feedback about 
services delivered. In one case, this has led to a vendor/SSB committee that developed a more 
meaningful reporting tool with the vendor.  


As required by statute, SSB contracts with three CRPs to provide the minimum of six weeks 
intensive training under sleep shades from an adjustment to blindness center for Rehabilitation 
Counselors. Contracts have also been developed with CRPs to provide transition programs to 
students. Services are meant to augment work done by school districts with activities on evenings 
and weekends.  


Additionally, SSB has implemented “Vendor Forums” twice per year as an opportunity to provide 
updates about agency happenings, discuss trends in findings from monitoring visits and provide 
training on pertinent topics such as data practices, navigating the state system for job placement 
and assistive technology.  


In the area of assistive technology, vendors were part of a pilot program which tested a new 
curriculum and reporting tool for technology training. That curriculum and reporting tool have 
since been adopted as standard procedure.  


In the summer of 2015, a request for proposal (RFP) was released to the public to provide 
programming to transition students during the school year in the evenings and weekends designed 
to augment/supplement training they are receiving in school. Beginning on October 2015, SSB 
awarded two Adjustment To Blindness training centers contracts to provide these services.  


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.  


F. Arrangements and Cooperative Agreements For The Provision of Supported Employment 
Services For customers that require other types of training/services from community—based 
rehabilitation programs, including supported employment program services.  


State Services for the Blind (SSB) utilizes community rehabilitation programs (CRPs) that have 
master contracts versus operating agreements with the general rehabilitation Designated State 
Unit, Vocational Rehabilitation Services (VRS) or with SSB.  


Due to the changes in Minnesota’s new accounting system, the operating agreements shifted to 
master contracts in October of 2012. With this shift, there were additional requirements for each 







vendor which included maintenance of liability insurance. As a result of this requirement, several 
vendors chose to no longer do business with SSB.  


New vendors have subsequently replaced those individuals, maintaining a high degree of choice 
and availability of services for customers. Services to all supported employment program 
customers including youth have and will continue to be provided under fee—for—service 
contracts with CRPs. SSB’s relationship with these CRPs is governed by master contracts with 
either SSB or VRS for the specific services required. The master contracts describe the services 
offered by the CRP and the agreed upon cost of each service. Information about each CRP is 
provided to each customer so that they can make an informed choice in the selection of their 
service provider. Extended services are secured via individual agreements with non—VR 
organizations, including a number of agreements with an array of counties in Minnesota.  


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 
There are many ways in which SSB works with employers to identify employment and career 
exploration opportunities in competitive and integrated settings. SSB has a team of three 
employment specialists who assist employers in identifying their needs and match them with 
qualified candidates. Some of the services provided to employers include education on the 
importance of a diverse work force, job site analysis, training on the Americans with Disabilities 
Act (ADA), and job retention services for employees with vision issues.  


SSB routinely attends networking events to promote disability awareness and sensitivity training 
through presentations, providing resources and technical assistance to potential public and private 
employers throughout Minnesota. SSB has presented to the State of MN Human Resources 
leaders on the advantages of hiring people who are visually impaired, blind and DeafBlind. In 
addition, presentations have been held for a variety of MN and national companies including 
Land O’ Lakes, the Veteran’s Administration, Medtronic, and 3M on SSB services and how 
qualified candidates can benefit their business. Throughout Minnesota SSB provides training to 
managers and employers on hiring and working with people with disabilities, in addition to 
courtesy services, resources, and follow-up to employers. SSB staff provide free, on-site 
accessibility testing of employer computer systems and data bases in addition to information 
accessibility support.  


SSB actively participates and provides leadership and guidance to local and national groups 
devoted to connecting employers to qualified individuals with disabilities. This is done through 
Minnesota Community Advisors on Recruitment and Retention Solutions (MnCARRS), the 
Council of State Administrators of Vocational Rehabilitation (CSAVR)/ National Employment 
Team (NET), the Project Search Leadership Team and the Statewide Placement Partnerships. 
MNCARRS is a partnership between agencies within the State of Minnesota and leaders of 
organizations representing minority communities, women, veterans, and people with disabilities. 
MnCARRS partners serve as recruiters and credible voices within their communities to promote 
the State of Minnesota as an employer of choice. In return, the state provides advance 







communication of employment opportunities, improved communications about the state’s 
employment processes, assistance with mock interviews, and training to improve candidate’s 
performance in the hiring process. Various state agencies and MnCARRS partners participate in 
career fairs, community outreach events, job information sessions, training sessions, resource 
sharing, and more. The NET through CSAVR is comprised of one point of contact for each of the 
80 rehabilitation programs nationwide. The sole purpose of this team is to connect with employers 
on a national level including private employers and federal partners. Through the NET, SSB can 
connect with approximately 2-4 new employers monthly and receives correspondence and job 
leads from approximately another dozen employers each month. Additionally, SSB provides 
training and presentations for businesses approximately four to six times annually, last year 
conducting eight trainings. Each year SSB has customers hired by employers through the NET 
connection. SSB also frequently acts as the subject matter expert and resource for other state 
programs that connect directly to employers across Minnesota.  


2. transition services, including pre-employment transition services, for students 
and youth with disabilities. 
The employment team at State Services for the Blind is comprised of three employment 
specialists, one support staff, and two transition placement coordinators (one in the process of 
being hired). SSB has implemented a model for transition called BRIDGE to Success that is 
implemented with all eligible and potentially eligible transition students (approaching 150 
people). Within BRIDGE (as defined below), the employer relations is vital to the success of the 
program. As students navigate the world of high school and begin thinking about the future, we 
offer services and resources that provide a foundation for success. Each of the core areas 
highlights an essential component that teenagers need in order to succeed after high school:  


• •Basic Skills  


• •Role Models  


• •Initiative  


• •Discovery  


• •Goal Setting  


• •Experiences.  


Through SSB, teens can explore each of these core components and cross the BRIDGE in to the 
future of work, study, and living independently. In building that BRIDGE, SSB offers resources 
in technology, career exploration, work experience, adjustment to blindness training (ATB), and 
peer connections, to help students who are blind, DeafBlind, or low vision develop the skills and 
confidence for a bright future.  


Activities that SSB is providing in coordination with employers are outlined below using the 
BRIDGE framework: Basic Skills • All students receive assistance from the employment team to 
learn how to write a resume, how to interview, and other basic job seeking skills. The new 
transition placement coordinator that is in the process of being hired will be providing more 
extensive one-on-one job seeking skills training to transition students statewide. Part of the mock 
interviewing is students must interview with outside employers. They obtain feedback from those 







employers that helps them improve their skills. • The placement team provides training to these 
same students around disclosure of disability in the employment process. Role Models • The 1st 
Annual Career Expo was held in April 2016, and it showcased blind, low vision, and DeafBlind 
professionals. Transition students went around to each professional and asked questions about the 
type of work they do and how they do the job with a vision loss. Over 90 individuals participated, 
including students who were not yet customers of SSB. This will be an annual event that will 
continue to have employers in the field.  


• A peer mentorship program is being developed by the employment team that partners 
students with employers and professionals who also have a vision loss.  


• The Spectacle quarterly transition newsletter highlights a different working professional 
every quarter.  


Initiative  


• The Summer Transition Program (a two week program for students that is hosted by SSB 
and the Department of Education) has a component where students go to the radio station 
in the Communication Center and record their elevator speech for employers.  


• Students are being asked to represent the sub-committees for the State Rehab Council.  


Discovery  


• A big piece of the BRIDGE model is having students learn more about their skills and 
assets. This includes career exploration. At the Career Expo, there was an exhibit on 
labor market information. Students learned how to find more information on jobs they are 
interested in.  


• Before the graduate from high school, students sit down with their counselor and 
assigned placement specialist to review job outlook and growth. Part of the process is 
contacting employers to learn more about the types of work they do.  


• Students are connected with job shadowing and informational interviewing opportunities 
with employers in the community to find out more about different types of jobs.  


• Every year, there is a summer opportunities fair for transition students and their families 
to explore options for summer. This includes summer camps, ATB centers, employment 
opportunities (employers come), job seeking classes, and other activities they can take 
part in.  


Goal Setting  


• All transition students are expected to have an Individualized Plan for Employment (IPE) 
that aligns with their Individualized Education Program (IEP). The development of the 
IPE is expected to be within 90 days of eligibility and the job goal is one that this 
projected for the student. Work and career exploration must be part of the IPE.  


Experiences  


• Every single student is expected to have some sort of work experience or volunteer 
experience prior to graduation. At this time, over 85% of our transition students have met 
this goal.  







• Community Rehab Providers (CRPs) have added student work experiences to their 
contract with SSB to help us meet our goal of every student having a work experience. 
CRPs and SSB’s placement staff have developed relationships with employers that will 
allow students to work for them. These employers include Lunds Grocery Store and 
Menards.  


• As part of the Summer Transition Program (STP), all students participating will be doing 
a two to four week work experience in a variety of areas, including retail and 
administrative support. All these students will have a resume completed by a placement 
specialist.  


• SSB will be expanding the agreement with the two ATB centers (Blind Inc and Duluth) 
to add a placement/work experience component to the year-round programs.  


• SSB is in the process of hiring a second transition placement coordinator whose 
responsibility will only be placement of students in work experiences throughout the 
state.  


• A collaboration with the Apprenticeship program in the state is the next focus of SSB.  


• SSB has become an employer and opened up three paid student worker positions at the 
agency. Currently, the Senior Services unit has employed one student worker to assist.  


• The Business Enterprise Program (BEP) has opened up one paid student worker position 
with a BEP operator.  


• SSB is an active representative on Project Search.  


• SSB is an active representative on the Placement Partnerships and the National 
Employment Team (NET).  


We tap into businesses within the Placement Partnerships in order to establish student work 
opportunities. Project Search is an internship program for students finishing their last year of high 
school. Instead of going to school they go to three, 10 week internship rotations with a business in 
the hopes that a job is offered after the 3rd rotation. This is a non-paid program and all students 
are in an integrated competitive employment situation.  


The Project Search Leadership team is a group of state directors that oversees school districts 
requests to start a Project Search program. SSB reviews their proposal and determine if it would 
be a good site to incorporate the program. There are over 250 Project Search sites around the 
world.  


There are five active sites in MN, including Medtronic, Children’s Hospital and Clinics, and 
Hennepin County Medical Center in Minneapolis, Avera Hospital in Marshall, Fairview Lakes 
Medical Center in Wyoming, MN. A total of five visually impaired customers have taken part, 
one of which was hired/ employed part-time at Minneapolis Children’s Hospital.  


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;  
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 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.org) 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 
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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’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 a joint project with the above agencies 
which is the Way to Work Project.  


3. the State agency responsible for providing mental health services. 
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’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 a joint project with the above agencies.  


The Individual Placement and Support (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.  


i. 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: 


viii. 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;  







Minnesota State Services for the Blind (SSB) takes a coordinated approach in utilizing 
policies and procedures to develop activities that maintain a comprehensive system of 
personnel development. This approach ensures there are staff as needed throughout the 
state and that all staff have access to ongoing development opportunities. SSB’s intent is 
to provide the highest quality services to SSB customers who are blind, visually impaired 
or DeafBlind.  


This comprehensive system of personnel development consists of:  


• An annual review and analysis of data on current staffing and future needs, as well as a 
review of each vacancy when it occurs;  


• Collaboration with institutions of higher education and communication regarding the 
number of students in the counseling graduate programs;  


• Policies and actions related to recruitment, preparation, and retention of qualified staff;  


• Personnel standards in accordance with the Rehabilitation Act; and  


• Personnel development including methods to assess individual and organizational staff 
training needs and the provision of in-service training.  


SSB maintains data on the number of employees in each personnel category for all of its 
programs. This data is reviewed on an annual basis and each position is reviewed when a vacancy 
occurs to determine whether a change in personnel category or services is necessary to meet the 
current needs of SSB customers. Personnel levels are also reviewed annually when the VR 
program budget is developed.  


SSB’s WorkForce Development Unit (WDU), the VR field unit, employs 43 permanent staff 
positions (excluding those assigned to the Randolph-Sheppard Program). Fifteen positions are 
currently earmarked for qualified VR counselors. During FFY2018 the ratio of qualified VR 
counselors (15) to individuals served (1078) was 1 to 63.4. The ratio of qualified VR counselors 
to individuals served during FFY14 and into FFY15 is expected to average between 1 to 60 and 1 
to 61 depending on the number of counselor vacancies. It is the intention of SSB to fill all 
counselor positions.  


ii. the number of personnel currently needed by the State agency to provide VR services, 
broken down by personnel category; and  


In light of Pre-ETS requirements, SSB has adjusted its staffing complement to better handle the 
work necessary to meet these changes. Two counselors have been re-assigned to transition 
specific caseloads, a Transition Coordinator and a Work Opportunity Navigator have been hired, 
and an Assistive Technology Specialist has been assigned transition as a specialty focus.  


In addition, a Transition Core has been established that is made up of these positions, a general 
case counselor, an adult placement specialist, a supervisor, and the Deputy Director of Program 
Services in order to plan and coordinate Pre-ETS statewide. To achieve the best employment 
outcomes possible, a great deal of analysis had been completed on the effectiveness of various 
placement models, with the team model showing the greatest promise for SSB.  


As a result, teams have been created that are composed of a counselor, a vocational rehabilitation 
technician, an assistive technology specialist, and a placement specialist. This approach 







establishes relationships between the customer and team members from the beginning of case 
services thereby expanding the understanding of customer needs for both the placement and 
technology staff and increasing the odds for a successful employment outcome.  


In 2018, the WDU will begin an assessment on the effectiveness of this model. SSB has 
implemented an orientation process for all people potentially interested in SSB services. The goal 
is to increase their awareness of what services are available and what expectations may be 
associated with some of the services, especially with the VR program, so that people can make an 
informed choice about whether to apply for or otherwise engage in SSB services.  


We anticipate this to help increase the level of active participation by participants and to decrease 
the dropout rate. A thorough data analysis of the effect of the orientations are expected later in 
2018, and then ongoing.  


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.  


SSB has projected the number of new staff needed over the next five years to include 1 State 
Director, 1 Field Operations Supervisor IV, 5 Qualified VR Counselors, 1 Placement Staff, 3 VR 
Technicians, 1 Support Staff, and 2 Central Office Administration Staff. In light of Pre-ETS 
requirements, SSB has adjusted its staffing complement to better handle the work necessary to 
meet these changes.  


Two counselors have been re-assigned to transition specific caseloads, a Transition Coordinator 
and a Work Opportunity Navigator have been hired, and an Assistive Technology Specialist has 
been assigned transition as a specialty focus. In addition, a Transition Core has been established 
that is made up of these positions, a general case counselor, an adult placement specialist, a 
supervisor, and the Deputy Director of Program Services in order to plan and coordinate Pre-ETS 
statewide.  


Data on the rate of blindness, visual impairments, and DeafBlindness indicators suggest the 
potential population of customers served will increase due to aging workers remaining in the 
workforce. SSB has a dedicated outreach staff member who is increasing marketing to potential 
customer groups through presentations and electronic information.  


Given these changes, SSB is working on revamping its structure to meet the increased needs over 
the next five years. An aging workforce is a factor in the estimated 14 positions turning over in 
the next five years. A major recruitment strategy for incoming rehabilitation counselors is 
focusing on their understanding and experience of the business world.  


Counselor Business Intelligence is believed to correlate to better employment outcomes and 
building effective relationships with employers. SSB wants counselors who are able to effectively 
do this.  


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: 







ix. a list of the institutions of higher education in the State that are preparing VR 
professionals, by type of program;  


Minnesota has two credentialed graduate programs in vocational rehabilitation counseling and 
with the University of Wisconsin Stout, which is very close to Minnesota’s southeastern border. 
The Minnesota programs are Minnesota State University at Mankato (MSU-M) and St. Cloud 
State University (SCSU).  


SSB management maintains contact with the Directors of the Vocational Rehabilitation 
Counseling graduate programs through direct one-on-one conversations and by serving on 
advisory committees. All graduates from these programs have the necessary credentials to qualify 
for national certification. All graduates meet the Minnesota standard for a qualified rehabilitation 
counselor. This represents a significant pool of qualified counselors that more than meets the 
anticipated staffing needs of SSB.  


A WDU supervisor is an advisory committee member for two of the programs and WDU 
maintains a working relationship with all three.  


iii. the number of students enrolled at each of those institutions, broken down by type of 
program; and  


Expected graduation rates for the schools are Stout: 7 on campus grads; St. Cloud: 14; and 
Mankato: 6.  


iv. the number of students who graduated during the prior year from each of those 
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.  


Minnesota State University at Mankato (MSU-M) graduated 4 students St. Cloud State University 
(SCSU) graduated 12 students University of Wisconsin at Stout graduated 20 students  


All graduates from these three programs have the necessary credentials to qualify for national 
certification. All graduates meet the Minnesota standard for a qualified rehabilitation counselor. 
This represents a significant pool of qualified counselors that more than meets the anticipated 
staffing needs of SSB.  


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.  


SSB annually reviews and updates its plan to address current and projected needs for qualified 
personnel. This review looks at overall staffing patterns, expected customer demand and overall 
needs of the unit. SSB employs three main strategies for the recruitment and retention of qualified 
personnel.  


1. Recruitment-As well as the more traditional forms of advertising for vacant positions, 
SSB utilizes social media and national search groups to help with attracting qualified 







candidates. Additionally, the close relationship established with the three local 
universities helps with promoting openings and getting viable candidates.  


2. Use of Internships-SSB offers paid internship opportunities to select students enrolled in 
Master's-level rehabilitation counselor education programs in Minnesota and throughout 
the nation. Use of internships continues to be one means to attract individuals, including 
those from minority backgrounds and individuals with significant disabilities, to enroll in 
rehabilitation counselor education programs, have a positive experience with the public 
VR program, and increase the probability of their future employment in the public 
system. This year, SSB is hosting one student intern who has both a vocational evaluator 
and rehabilitation counselor background.  


3. Workplace Culture/Employer of choice-SSB strives to have a vibrant workplace culture 
and to being an employer of choice to help retain employees. From the point of 
onboarding employees to throughout their career SSB makes efforts to be inclusive, 
interactive and to utilize each employee’s strengths to the fullest. SSB offers many 
internal and external training opportunities that are attractive to counselors wanting to 
maintain their CRC. This includes seven weeks of adjustment to blindness training which 
gives a unique opportunity at full immersion into the blind visually impaired customer 
population, outside training options and internal training which is both contracted and 
online.  


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 


Policies and procedures are in place relating to the establishment and maintenance of standards to 
ensure personnel needed by SSB are appropriately and adequately prepared and trained. Such 
policies and procedures, including negotiated labor agreements with exclusive bargaining 
representatives, also cover the selection, retention, development, and termination of staff 
employed by SSB, and includes requirements of State law concerning the classification of SSB 
positions by Minnesota Management and Budget.  


The academic degree standard for a vocational rehabilitation counselor at SSB is the Master's 
degree in rehabilitation counseling or a closely related field, with graduate-level coursework in 
each of the following: theories and techniques of counseling; medical/psycho-social aspects of 
disability; assessment; and occupational information or job placement.  


SSB works closely with its Human Resources to ensure only those individuals who have earned a 
Master's degree in rehabilitation counseling, or a closely related field, qualify for placement on 
eligible lists for rehabilitation counselor. Therefore, all counselors fully meet the position 
standard and SSB does not have any expenditures for staff training to obtain a graduate degree in 







rehabilitation counseling. SSB does not anticipate any factors that would adversely affect the 
ability to hire qualified staff.  


B. the establishment and maintenance of education and experience requirements, in 
accordance with section 101(a)(7)(B)(ii) 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. 


New employees come to SSB with a variety of knowledge, skills and abilities. Nearly all need 
SSB to provide them with additional information and training to ensure they have the tools and 
resources to do their job. Minnesotans expect SSB to be “experts” in the field of blindness. We 
are the one public organization providing such services. Therefore, SSB has an obligation to train 
staff on the essential aspects of blindness, visual impairment, and DeafBlindness. To meet that 
expectation, SSB has a comprehensive training program consisting of:  


• Introduction to Blindness and Visual Impairment —PHASE I. Responsibilities of SSB 
staff do vary, but there are minimum requirements for all positions and are part of this 
course which is required of all new employees.  


• Introduction to Blindness and Visual Impairment —PHASE II. “Under the blindfold” and 
with simulators are training activities which will be required of some new staff as 
determined by SSB management.  


• Continuing Education in Blindness and Visual Impairment —PHASE III. Training 
consists of specialized and ongoing training related to blindness and vision loss and will 
be required of staff as determined by SSB management.  


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 


Staff may request, for development purposes, additional or more advanced training activities that 
will be considered on a case-by-case basis, taking into account organizational needs and 
resources. All WDU staff members new to SSB will receive Introduction to Blindness —Phase 1 
and Phase 2 training on the essential aspects of blindness and visual impairment within three 
months of hire and Minnesota statutory language requires all Rehabilitation Counselors to 
successfully complete a minimum of 6 weeks of intensive training under sleep shades from an 
adjustment to blindness center.  


B. Acquisition and dissemination of significant knowledge 


procedures for the acquisition and dissemination of significant knowledge from research and 
other sources to designated State unit professionals and paraprofessionals. 







In collaboration with other offices of the Department of Employment and Economic Development 
(DEED), SSB utilizes a collaborative model when looking at employee performance and creates a 
dialogue between supervisor and staff. Together, they create goals for the upcoming year and put 
plans into place that will help the individual reach those goals. A final component is completing a 
review of any essential professional and job-related training that is either desired by the employee 
or required by the employer. Ongoing in-service training offerings give employees a wide variety 
of options for enhancing and improving skills.  


ONLINE-Information is disseminated to staff from a wide range of sources in a variety of ways. 
Increasingly, information is made available via web-based resources. In March, 2013, SSB 
launched a fully accessible training portal on the agency intra-web site that has links to training 
through the various training materials developed by DEED, Microsoft training, and other agency 
developed training. This site is updated quarterly and notices are sent to staff about new training 
options. Staff is able to access this resource and select training options at their own pace. This is 
especially important for counselors as many of the training options deal with specific population 
characteristics that are not presented on a regular basis. For example, several courses address 
Autism and employment and criminal offenders. Should a counselor have a customer with those 
particular characteristics, they can access the training to help them gain a greater understanding of 
them and perform their job more effectively.  


INTERNAL-The Workforce Innovation and Opportunity Act (WIOA) has been in place since 
July 22, 2014 with finale regulations established since June 2016. Staff have had to adjust to 
significant changes, especially in the areas of pre-employment transition services (Pre-ETS), 
limitations on the use of sub-minimum wage, and new performance accountability measures. In 
June 2017, a new case management system was implemented that tracks all WIOA required data. 
As of December 31, 2017, WDU policies and procedures were updated to reflect WIOA changes. 
The outcome and continued focus from these developments has been significant staff trainings 
designed to help staff adjust to and incorporate these new requirements.  


5. Personnel to Address Individual Communication Needs 
Describe how the designated State unit has personnel or obtains the services of other individuals 
who are able to communicate in appropriate modes of communication with or in the native 
language of applicants or eligible individuals who have limited English speaking ability. 


SSB ensures that all materials are available to staff in their desired format.  


6. Coordination of Personnel Development Under the Individuals with Disabilities 
Education Act 
As appropriate, describe the procedures and activities to coordinate the designated State unit's 
comprehensive system of personnel development with personnel development under the 
Individuals with Disabilities Education Act. 


In 2017 SSB contracted with the PACER Center to provide WDU staff with training and support 
specific to working with youth, parents, schools, and with diverse cultures in order to better 
present and engage in them in Pre-ETS required activities. SSB and PACER will continue 
working together in 2018.  







We are utilizing the WINTAC consulting services to review, plan, and present training about 
WIOA requirements and what counselors will need to do to perform well in meeting them. For 
example, case documentation has to be significantly more detailed and cover more focus areas 
than before WIOA.  


Counselors make presentations at quarterly staff meetings in areas of their expertise which 
included DeafBlind best practices, person centered planning, motivational interviewing, and 
transition best practices.  


SSB placement, assistive technology, and counseling staff have worked with other Minnesota 
state departments on the hiring and integration into their workplaces of blind, visually impaired, 
and DeafBlind individuals as part of achieving Minnesota Governor’s executive order for 
increasing the number of employees with disabilities in the state government workforce.  


j. Statewide Assessment 
(Formerly known as Attachment 4.11(a)).  


1. Provide an assessment of the rehabilitation needs of individuals with disabilities 
residing within the State, particularly the VR services needs of those: 
A. with the most significant disabilities, including their need for supported employment 
services; 


SSB feels that with blind, visually impaired and DeafBlind individuals all of its customers can be 
viewed as having significant disabilities. Supported Employment services are provided to SSB 
customers as needed. With regards to youth, SSB is committed to providing all transition students 
work experiences with or without support employment services.  


B. who are minorities; 


While Minnesota has always been a home for persons considered part of minority groups, the 
numbers and the diversity of these groups has changed significantly over the past twenty-five 
years. According to census statistics, Minnesota’s population of individuals classified as White 
increased by only 2.8% between 2000 and 2010 while Black, American Indian, Asian and 
Hispanic populations increased by 59.8%, 10.8%, 50.9% and 74.5% respectively. The significant 
increase in the population of Black Minnesotans is due to an influx of individuals from several 
African countries which have been in the throes of famine and civil war. For example, 
Minnesota’s Somali population is the largest in the United States according to a Census Bureau 
report released in October 2011. That report estimated the number of people of Somali ancestry in 
the state to be more than 32,000. The United States Hmong population in 2009 was 226,522 and 
54,524 resided in Minnesota. This number makes up a significant portion of the increase in our 
Asian population. According to the Suburbanstats.org website, 
https://suburbanstats.org/population/how-many-people-live-in-minnesota the latest estimates of 
minority groups are: Black 274,412; American Indian 60,916; Asian 214,234; Hispanic and Latin 
250,258. These groups represent 15% of Minnesota’s total population of 5,303,925, and, 
according to the same source, there another almost 250,000 persons of multiracial background 
who do not fit into the above. For reasons beyond the scope of this report, these groups 
experience higher unemployment, lower average income, and less education. Members of these 
groups who are blind face additional challenges which do fall into the scope of this report. In 







order to receive the services that are needed to help them reach their full potential as blind people, 
they must deal with agencies of a government they may not trust. They must understand 
information about services and what is expected of them even though this information is written 
in a language that is new to them. Finally, even with the best efforts of everyone involved, 
cultural differences can be a barrier to rehabilitation. Fortunately, Minnesota State Services for 
the Blind and other service providers in Minnesota have been aware of the existence of these 
barriers for some time now. A number of concentrated efforts have been made by State Services 
for the Blind over the past few years to reach blind persons in minority groups. Examples of such 
efforts include: • Outreach to state Councils which advocate for minority communities in 
Minnesota  


• Outreach to Wisdom Steps (state program in Native American Communities that 
promotes healthy living for seniors  


• Outreach to CLUES, and Urban Ventures  


• Participation in Hmong Resource Fair  


• Published an Article about SSB services in the Spokesman-Recorder, a publication for 
the African-American community in Minnesota  


A Minority Outreach committee of the SRC-B has been in existence for some time, and has 
played an active advisory role in the developments of some of these efforts. Community 
Rehabilitation Programs have started to develop tailored programs to meet the needs of this 
population as well. Blind, Incorporated, for example, has worked for more than a decade to help 
those for whom English is new to learn the English Language while starting on the road to 
success as a blind person.  


So what remains to be done?  


Former RSA Indicator 1.2 had been used to measure the effectiveness of services offered to 
customers who are members of minority groups by comparing their rate of successful closures to 
the rate of those not considered members of minority groups. The goal was 80%, and this 
standard was applied when a state agency has more than 100 customers from minority groups 
closed from services. Minnesota did not reach that number until very recently so there are no 
historical statistics to reference.  


The number was 0.7128 in 2012, 0.77 in 2013, and 0.88 in 2014, and 0.817 in 2015. This shows 
that meaningful progress had been made but that there is still work to be done. This fact has been 
acknowledged by the development of strategies to address this gap within the goals and priorities 
documents of the past several years. We will examine the effectiveness of these strategies and the 
progress made with respect to increasing the effectiveness of services to members of minority 
groups in the next year.  


C. who have been unserved or underserved by the VR program; 


Two groups have emerged in this analysis that have been unserved or underserved. While services 
to senior citizens has primarily fallen into the category of independent living, trends indicate that 
there could be a significant increase in the numbers of persons considered to be "seniors" who 
will be seeking employment. Two factors that make this likely are the increasing numbers of 
those considered to be "seniors," and the increased average life expectancy.  







For example, men and women who have reached the age of 65 will live on average to 81 and 84 
respectively. While this means that one can look forward to more years of retirement than ever 
before, it also puts more strain upon personal budgets. In addition to supplementing one’s income, 
there are significant incentives to delaying the use of Social Security retirement benefits. While 
the age for full retirement benefits has been raised to 66 for those approaching retirement, there is 
a significant gain for each year that social security benefits are delayed until the age of 70. Some 
companies that provide pension programs, determine the size of monthly payments by the five 
years of highest earnings of the recipient. This means that the size of a pension payment can often 
be significantly increased by working one or two more years.  


The result of these factors is that there will be more pressure on seniors to continue in their 
current jobs or seek part time work after dealing with vision loss. It will be necessary to develop 
some knowledge of the problems faced by seniors when seeking employment. The very fact that 
an analysis by the Humphrey Institute was requested and funding indicates that State Services for 
the Blind recognizes that this is a serious challenge, and the findings of the Humphrey Institute 
report have frequently been referenced by the agency’s director and other staff members. Still, the 
magnitude of this challenge is well worth spotlighting here.  


There are additional challenges faced by customers of State Services for the Blind who, in 
addition to blindness, are hard of hearing or deaf. To assist in developing policies and processes 
that more effectively meet the needs of these customers, a committee of the State Rehabilitation 
Council of the blind was established some time ago. Their work has been used here to identify 
gaps. There are three gaps outlined here although work is already in progress to address them. 
They are staff training, communication, and dealing with the isolation experienced by transition-
aged DeafBlind customers.  


Since most people have little exposure to persons who are part of this group, and because they 
represent a fairly small portion of all customers, efforts have been made to develop some 
expertise by designating that particular staff members receive specific training and experience. 
Nevertheless, normal staff turn-over means that there is an on-going need for training to meet the 
needs of this customer group. It is also important that other staff who may interact with DeafBlind 
customers, even if not directly, are aware of the specific needs of this customer group.  


Therefore, it is important that further development of staff training regarding the needs of 
DeafBlind customers continue. Communication is a second area that requires continued efforts. 
The DeafBlind Committee has been working on developing guidelines on the creation of 
documents using simplified English to assist customers who are still developing their language 
skills. This work also has a positive impact on other customers who come from other cultures 
where English is not the primary language.  


A number of documents have been produced, but work is still in progress on developing a 
generalized approach to creating documents using simplified English. Work remains to fill this 
gap. Finally, it has become apparent that DeafBlind customers of transition age are often very 
isolated.  


According to the “Unduplicated Child Count” available from the Minnesota Department of 
Education, there were 32 transition-aged students primarily identified as DeafBlind in 2013 and 
26 in 2015. The total number of transition-aged students who were identified as visually impaired 
or DeafBlind was 137 in 2013 and 158 in 2015.  







Over the past four years, the percentage of DeafBlind transition-aged students was consistently 
between 20% and 25%. This is a small enough number, that when distributed throughout the 
state, would indicate that these students are most often not going to be in contact with other 
DeafBlind students.  


The DeafBlind Committee has been working on the development of a mentoring program to 
provide contact with adults who can serve as role models and suggest ways of handling social and 
educational challenges. It seems likely that this might be an area into which some of the newly 
required 15% of federal dollars that must be used for transition customers could be directed.  


D. who have been served through other components of the statewide workforce development 
system; and 


Services through the local Workforce Centers are available to individuals with disabilities and 
provide classes, workshops, and pre-employment services. A small percentage of those 
individuals who utilize the Workforce Centers are blind, visually impaired, or DeafBlind. SSB 
works with the Director of the Workforce Centers to keep staff Workforce Center staff trained in 
the etiquette and tips in working with blind, visually impaired and DeafBlind individuals.  


Additionally, SSB works to remind them about updating computers with accessible computer 
programs and sees this through until completed. Despite these efforts, customers frequently do not 
feel comfortable utilizing the Workforce Centers and choose to work with SSB who is recognized 
as more knowledgeable in the area of blindness.  


E. who are youth with disabilities and students with disabilities, including, as appropriate, 
their need for pre-employment transition services or other transition services.  


An important and unique group of possible customers for State Services for the Blind are those 
who are considered to be of transition age. In general, this category has included students between 
the ages of fourteen and twenty-one years of age, however recent legislation has expanded this 
category to include those who are not students with an upper age limit of twenty-four. We have 
identified two gaps that need to be filled. As is generally the case, identifying gaps does not imply 
that nothing is currently being done in these areas. The intent here is, rather, to indicate that the 
need for more attention is a priority.  


There is significant anecdotal evidence from disabled students’ offices in colleges and universities 
that many students are not well-equipped to handle the requirements of college as they begin that 
phase of their education. This appears to be the case even though they have the necessary 
qualifications on paper to have been accepted. The alarming trends that were identified among our 
student population include:  


• Students were not clear on the purpose of the vocational rehabilitation program. They did 
not understand the role of the rehabilitation counselor or their own responsibilities and 
expectations. This resulted in a number of youth leaving the program without an 
employment outcome.  


• Students lacked the necessary skills of blindness and DeafBlindness after leaving 
secondary school. While they had sufficient academic skills to get accepted into 
postsecondary school, they were often not successful in their program. They didn’t have 
the technology skills to access the assignments or their textbooks; they didn’t have the 
orientation and mobility skills to go to class; they didn’t have the independent living 







skills to be safe in their dorm room. This resulted in an increase of students and youth 
dropping out of college. The University of Minnesota approached SSB two years prior 
with these concerns and they asked us to come up with solutions that would increase the 
likelihood of success for our students who are blind, visually impaired, and DeafBlind.  


• Students were not exposed to an assortment of assistive technology aids and devices early 
on. They were using outdated, old, and inefficient methods to read, write, access the 
computer, and access their environment. They often relied on one method for accessing 
print, and when that method failed or their vision changed, they were no longer able to 
continue what they were doing. This resulted in increased college dropout rates and loss 
of employment.  


• The first time students were exposed to work was after they graduated from their final 
education program. They often had an unrealistic idea what work was, and they believed 
they would have the same level of support on the job as they did in high school and 
college. Students did not realize the level of independence they would need to sustain a 
career. They also did not realize the amount of responsibility and accountability placed 
on their shoulders. This resulted in a lot of fear, anger, and frustration that would lead to 
individuals leaving the vocational rehabilitation program.  


• Career exploration meant hearing about a job and immediately thinking that was what 
they wanted to do, regardless of the economic outlook. SSB had some students who 
would go through four years of college and then realize they had no interest in that field 
of study.  


There are many reasons for this, particularly wide variations between services available in various 
school districts. Minnesota State Services for the Blind has been making significant efforts to 
reach transition-aged students to attempt to connect them with training and experience that will 
better equip students for the future. For a number of reasons, though, this continues to present 
challenges. Some students are located long distances from services that could be of help. In other 
cases, students and parents do not realize the importance in thinking beyond high school 
graduation.  


In addition to State Services for the Blind being aware of the difficulties faced by transition-aged 
students, Congress has also tried to confront this problem. With the recent passage and signing of 
the Workforce Investment and Opportunity Act (WIOA), there has been attention directed toward 
this category of Vocational Rehabilitation customers.  


Agencies have been directed to spend 15% of their federal dollars on transition-aged students, 
and, as mentioned above, the category has been expanded. This has created a second gap that 
must be addressed. While there is plenty that needs to be done, the mandate to spend 15% of 
federal dollars means that effective approaches of spending this money must be developed 
quickly.  


In addition, this could cause dollars that were being spend on the provision of other services to be 
diverted to services for transition-aged students. This means that priorities might change and 
additional funding for other services may need to be sought quickly.  


To accurately outline and address solutions for the concerns highlighted above, SSB has 
developed a yearly Pre-Employment Transition Services Blueprint using the framework put into 







place by WIOA. The Pre-Employment Transition Services Blueprint outlines SSB’s plans to 
address the five required activities and nine authorized activities as required by WIOA.  


The five required activities are:  


• Job exploration counseling  


• Work-based learning experiences  


• Counseling on opportunities for enrollment in comprehensive transition or postsecondary 
educational programs at institutions of higher education  


• Workplace readiness training to develop social skills and independent living  


• Instruction in self-advocacy, including peer mentoring  


The nine authorized activities are:  


• Implementing effective strategies to increase the likelihood of independent living and 
inclusion in communities and competitive integrated workplaces  


• Developing and improving strategies for individuals with intellectual disabilities and 
individuals with significant disabilities to live independently, participate in postsecondary 
education experiences, and obtain and retain competitive integrated employment  


• Providing instruction to vocational rehabilitation counselors, school transition personnel, 
and other persons supporting students with disabilities  


• Disseminating information about innovative, effective, and efficient approaches to 
achieve the goals of this section  


• Coordinating activities with transition services provided by local educational agencies 
under the Individuals with Disabilities Education Act (20 U.S.C. 1400 et seq.)  


• Applying evidence-based findings to improve policy, procedure, practice, and the 
preparation of personnel, in order to better achieve the goals of this section  


• Developing model transition demonstration projects  


• Establishing or supporting multistate or regional partnerships involving States, local 
educational agencies, designated State units, developmental disability agencies, private 
businesses, or other participants to achieve the goals of this section  


• Disseminating information and strategies to improve the transition to postsecondary 
activities of individuals who are members of traditionally unserved populations.  


SSB has created a Transition Core Group in an effort to better address the increasing needs of 
transition aged youth and students. This is an internal, multi-disciplinary group that focuses solely 
on the provision of pre-employment transition services.  


That team is comprised of the following staff complement:  


• Director  


• Deputy Director of Program Services  







• Workforce Development Unit Supervisor, who specializes in pre-employment transition 
services  


• Pre-Employment Transition Services Coordinator, who is responsible for the statewide 
coordination of services provided under the BRIDGE to Success framework  


• Pre-Employment Transition Services Work Opportunities Navigator, who is responsible 
for the statewide coordination of work-based learning experiences and workplace 
readiness training  


• Pre-Employment Transition Services Rehabilitation Counselor, who has a caseload of 
only students with disabilities who are receiving pre-employment transition services  


• Pre-Employment Transition Services Assistive Technologist, who is responsible for the 
assistive technology assessments and recommendations for all students statewide  


• DeafBlind Rehabilitation Counselor, who provides consultation on pre-employment 
transition services for DeafBlind students  


• Greater Minnesota Rehabilitation Counselor and Vocational Rehabilitation Technician, 
who provide consultation on pre-employment transition services for students living in 
rural Minnesota  


To track and organize the plethora of activities the Transition Core Group has implemented or is 
involved in, a calendar of events and activities is maintained for the year.  


Additionally, SSB has created transition programs to provide student work experiences and 
programming to augment work done by school districts by offering activities for students in the 
evening and/or on weekends. The goal of the program is to provide more opportunities for 
Minnesota students who are blind, visually impaired or DeafBlind to enhance their skills and 
readiness for post-secondary work and training.  


In summary, there are two gaps that are related to transition-aged students. They are reaching 
more transition-aged students, and dealing with the challenges of allocating and effectively 
spending 15% of federal dollars as prescribed by WIOA. We know that Minnesota State Services 
for the Blind is already aware of both of these gaps and that they are working on addressing them. 
We continue to work to gain a better understanding of these efforts in the next year of this 
process.  


Finally, it has become apparent that DeafBlind customers of transition age are often very isolated. 
According to the “Unduplicated Child Count” available from the Minnesota Department of 
Education, there were 29 transition-aged students primarily identified as DeafBlind in 2017, 26 in 
2015, and 32 in 2013. The total number of transition-aged students who were identified as 
visually impaired or DeafBlind in 2017 was 154, in 2015 was 158, and in 2013 was 137. Over the 
past four years, the percentage of DeafBlind transition-aged students was consistently between 
20% and 25%. This is a small enough number, that when distributed throughout the state, would 
indicate that these students are most often not going to be in contact with other DeafBlind 
students.  


The DeafBlind Committee is working on the development of a mentoring program to provide 
contact with adults who can serve as role models and suggest ways of handling social and 







educational challenges. It seems likely that this might be an area into which some of the newly 
required 15% of federal dollars that must be used for transition customers could be directed.  


2. Identify the need to establish, develop, or improve community rehabilitation 
programs within the State; and 
The availability of community rehabilitation programs varies by service and location within the 
state. To better ascertain the needs of SSB customers for community rehabilitation programs, a 
survey of SSB staff was conducted looking at the type of services need by location. The survey 
also addressed the amount of waiting time for services by type and location and estimated amount 
of additional community rehabilitation program providers needed by type and location. The 
survey data will be used to create a plan to increase the amount community rehabilitation 
programs and services available to SSB customers.  


With the greater emphasis being placed now on transition aged youth, the need for more transition 
programs has been identified. SSB issued a Request for Proposal to develop year round transition 
services to students with disabilities. Two contracts were awarded to programs in Minneapolis 
and Duluth. SSB and the providers recently evaluated the programs first year and made 
adjustments going forward.  


In the summer of 2017, SSB had 111 of 136 students involved in either summer work and/or 
engagement. SSB had 9 students at one of the contracted programs and 8 at the other. In addition 
to these programs, 10 students attend programs at the MN State Academy for the Blind, 13 at the 
Summer Transition Program (STP) run in partnership with Minnesota Department of Education 
(MDE), and 11 attended the Blind and Socially Savvy sessions sponsored by SSB. There were 14 
students engaged in summer Adjustment To Blindness (ATB) training with Itinerant vendors. 
SSB had 3 students attend programs outside of Minnesota including a 6 week college intensive 
program at George Washington University, the Youth Slam in Baltimore, and Techboys camp at 
RIT in Rochester. SSB has not found there to be a lack of community rehabilitation programs 
available for students.  


In order to evaluate SSB transition programs, a survey will be conducted of students and parents 
at the end of summer. This survey will ask for feedback on summer programming as well as work 
experiences. The survey will also ask about topics for future programming.  


SSB is also partnering with PACER, a parent-advocacy organization. PACER will be conducting 
a survey and focus groups with parents and students. The intent of the survey and focus groups is 
to evaluate programming, find areas of improvement, and glean ideas for new programming.  


3. Include an assessment of the needs of individuals with disabilities for transition 
career services and pre-employment transition services, and the extent to which 
such services are coordinated with transition services provided under the 
Individuals with Disabilities Education Act .  
SSB currently serves 120 out of the identified 180 blind, visually impaired and DeafBlind 
students by the Minnesota Department of Education and continues to work towards reaching all 
identified students. SSB has hired a former high school teacher as a Transition Coordinator in an 
effort to better address the increasing needs of transition aged youth and students. Additionally, 
SSB has created transition programs to provide student work experiences and programming to 







augment work done by school districts by offering activities for students in the evening and/or on 
weekends. The goal of the program is to provide more opportunities for Minnesota students who 
are blind, visually impaired or DeafBlind to enhance their skills and readiness for post-secondary 
work and training. SSB’s Transition Coordinator sits on the Site Council for the Minnesota State 
Academy for the Blind. Additionally, the coordinator provides training and education to 
Minnesota Teachers of the Blind and Visually Impaired on SSB services and how those services 
can supplement students Individual Employment Program (IEP) goals. SSB has a close 
relationship with the Minnesota Department of Education (MDE) Specialist for the Blind and 
Visually Impaired. The specialist is a member of the State Rehabilitation council for the Blind 
(SRC-B) and serves on its Transition Committee.  


SSB and MDE is actively involved in one unique summer program focused on transition. The 
Summer Transition Program (STP) serves as many as 25 high school juniors and/or seniors each 
summer. It is housed at St. Thomas University in St Paul, Minnesota, and is designed to provide 
alternative skills training and career exploration activities for participating students. Staff 
members assist students with transition goals that may include informational interviews, job 
shadowing, and mentoring. This gives students a first-hand experience in the world of work. 
While living in the dorms at St. Thomas, students also participate in a variety of independent 
living activities with specific mobility, self-care, communication, leadership, and related goals. 
SSB placement staff assist during the experience with career assessment, resume writing, and 
interviewing skills. There is one final gap that is loosely aligned with transition customers. SSB 
has a unit called the Communication Center which produces braille and audio textbooks under 
contract with MDE for students in K-12. Recently, there were several discussions involving the 
Communication Center Advisory Committee indicating that there was a gap between the demand 
for tactile graphics under this contract and the Communication Center’s ability to produce them. 
Specifically, it has been reported that MDE has stated that as many as 40% of the books they 
receive do not have tactile graphics. On the other hand, the braille section has provided some 
statistics that categorize requests indicating that 165 of the 492 requests they received last year 
were fulfilled by purchasing braille texts that had already been transcribed by other transcription 
sources. Of the requests they transcribed, 54% of requests did not require tactile graphics. In 
addition, 26% of their requests were received after the deadline.  


As can be seen, it is more difficult to identify the size and the causes of the stated gap than is 
apparent at first. However, with the importance of STEM subjects, tactile graphics will likely be 
an increasingly important part of textbooks. Although textbooks are prepared for all of K-12, it is 
likely that the frequency of the need for tactile graphics will probably tend to affect transition 
students to a greater degree, making this gap relevant here.  


Since this issue raises many questions and is likely to become more significant over time, we 
recommend that this issue be studied considering the following points:  


• Can tactile graphic production be prioritized based upon the importance to the related 
material?  


• Are the BANA guidelines for when tactile graphics should be produced understood both 
by those requesting books and those who fulfill the requests and are they deemed 
adequate?  







• When is it most appropriate to leverage new technologies like 3D printing and when is it 
not?  


• How does the availability of publisher files through the National Instructional Materials 
Access Center (NIMAC) impact fulfilling MDE requests?  


k. Annual Estimates 
Describe: 


1. The number of individuals in the State who are eligible for services; 
According to the U.S. Census Bureau’s three year American Community Survey, Minnesota has 
an estimated 75,000 citizens between the ages of 18 and 64 who have visual difficulties.  


2. The number of eligible individuals who will receive services under:  
A. The VR Program; 


Minnesota State Services for the Blind estimates approximately 1100 individuals will receive case 
services under title I of the Act in 2019.  


B. The Supported Employment Program; and 


It is estimated 25 individuals will be served under the Supported Employment Program.  


C. each priority category, if under an order of selection; 


Minnesota State Services for the Blind implemented an order of selection October 1, 2015 and is 
not able to serve all eligible individuals. 


It is estimated that the number of individuals served in Category A will by 407, Category B will 
be 345, Category C will be 232, and those in Job Retention will be 116.  


3. The number of individuals who are eligible for VR services, but are not 
receiving such services due to an order of selection; and  
SSB has 25 individuals on the waiting list.  


4. The cost of services for the number of individuals estimated to be eligible for 
services. If under an order of selection, identify the cost of services for each 
priority category. 
The average estimated costs for Job Retention are $4,700, Category A are $6,400, Category B are 
$5,000 Category C are $4,100. Costs for case services provided under title I of the Act are 
estimated at $4,800,000 which includes $130,000 for supported employment case services.  


l. State Goals and Priorities 
The designated State unit must: 


1. Identify if the goals and priorities were jointly developed 







Identify if the goals and priorities were jointly developed and agreed to by the State VR agency 
and the State Rehabilitation Council, if the State has a Council, and jointly agreed to any 
revisions. 


This section outlines the strategies that will assist State Services for the Blind’s (SSB) vocational 
rehabilitation program to achieve the goals and priorities for the vocational rehabilitation 
program. The 2019 goals and priorities were jointly developed and were formally agreed to by 
SSB and the State Rehabilitation Council for the Blind (SRC-B).  


2. Identify the goals and priorities in carrying out the VR and Supported 
Employment programs. 
FOCUS AREA: JOBS, MORE JOBS, BETTER JOBS Priority: Increase competitive integrated 
employment outcomes by 3% from the previous year. Strategies:  


• Annual review of customer base with counselors leading to targeted plans for those in 
“ready for employment” status.  


• Active participation in the Assistive Technology interagency workgroup as part of the 
Olmstead planning. Serve as the Olmstead lead for employment and assistive technology 
strategies that will make the State of Minnesota a model employer for persons with 
disabilities.  


• Actively promote the Connect 700 and Supported Worker programs to SSB customers to 
help increase employment of people with disabilities in state government.  


• The SSB Employment Team will meet regularly to review those individuals in ready for 
employment, in employment and in employment status for over 90 days and will work 
with counselor to ensure steady case progression. Priority: Potential SSB applicants have 
an increased awareness of the vocational rehabilitation process including their 
responsibilities and intent to achieve an employment outcome.  


Strategies:  


• Continue using the new intake process, collect data and review in six months.  


• Complete a full analysis of closures by October 31, 2018 to determine the impact on 
unsuccessful closures using the analysis from 2017 which was too preliminary to draw 
any substantive conclusions.  


• Determine the viability of hiring a part time staff who is an East African language 
speaker to liaison and lead further community engagements with New Americans.  


• After reviewing the analysis, implement strategies as needed.  


Priority: Improve the opportunity for individuals who are Non-English Language speakers to 
make an informed choice about whether there are SSB services that meet their blind, low vision, 
or DeafBlind rehabilitation needs.  


Strategies:  


• Determine the extent that language is a barrier during the SSB orientation and intake 
process for Non-English Language speakers in their fully understanding the concepts, 







requirements, and expectations of participating in the Vocational Rehabilitation or 
Independent Living programs and how to address that barrier.  


• Engage with the DEED New American’s Project for technical assistance  


• Review other states VR programs for best practices o Survey language interpreter 
vendors and ethnic community resources for ways to ensure that communication 
with shared meaning is achieved o Engage with community leaders from New 
American-focused organizations for input and guidance  


• Determine the viability of hiring a part time staff who is an East African language 
speaker to liaison and lead further community engagements with New Americans.  


• Based on the findings, develop and implement strategies to ensure Non-English 
Language speakers are provided with information that is complete, accurate, and 
understandable. Priority: Ensure that Non-English Language participants can 
effectively engage in and achieve their goals in either VR or IL program services.  


Strategies:  


• Research existing resources, entities, and programs, locally and nationally, for ideas on 
effective engagement with non-English Language participants  


• Research methods for effective teaching and training to Non-English Language 
participants  


• Develop a model for effective engagement, teaching, and training Non-English Language 
participants  


• Implement a pilot of the model and assess its effectiveness FOCUS AREA-SSB-Your 
Resource Within Reach  


Priority: Increase the number of transition students receiving Pre-Employment Transition 
Services (Pre-ETS) from SSB to 80% of students identified by the Minnesota Department of 
Education (MDE) as blind, visually impaired or DeafBlind. (Currently serving 120 of 183 
students listed on the MDE Unduplicated Child Count Report as Blind, Visually Impaired or 
DeafBlind.)  


Strategies:  


• Identify and communicate with all transition aged students who are blind, visually 
impaired or DeafBlind who are not currently engaged with SSB so they are informed of 
services.  


• Regular communication with teachers for Blind and Visually Impaired (BVI) students 
through the BVI listserv and targeted mailings about SSB opportunities for students so 
they can share this with families and encourage them to apply for services.  


• Utilize the data sharing agreement with MDE which allows the Local Education 
Authority’s (LEA’s) to work with SSB in obtaining student specific information and 
target mailings specific to Pre-ETS and services SSB can provide.  


Priority: All Pre-ETS students will have required Pre-ETS activities identified.  







Strategies:  


• All potentially eligible students will have required activities identified on the Workforce 
One activity page.  


• All eligible students will have required activities identified on the IPE.  


• Promote and continually improve the year-round transition programs provided by 
Community Rehabilitation Providers.  


• Promote the pre-employment transition services and activities to students and families by 
increasing the distribution of promotional materials.  


• Annually review, update, and implement the SSB Pre-ETS Blueprint.  


Priority: During their senior year, 100% of transition aged students planning to attend college will 
complete technology and travel assessments and receive requisite equipment and training prior to 
graduation.  


Strategies:  


• Each fall counselors identify students that are graduating.  


• Technology specialists complete a comprehensive assessment and procure required 
equipment.  


• Travel instructors complete a comprehensive assessment of student travel skills and 
recommend training.  


• Counselors and Assistive Technology Specialists will work with the students 
Individualized Education Plan team to discuss these strategies and the assessment results 
so a coordinated plan can be implemented.  


• Training is provided to students to build necessary skills for entering college.  


Priority: Provide services and training to customers and vendors to improve the employment 
outcomes for DeafBlind individuals.  


Strategies:  


• Focus on improving skills of vendors (state contractors) who are able to “directly” serve 
DeafBlind individuals.  


• Work with Helen Keller National Center (HKNC) and/or other professionals to train 
current and potential Adjustment To Blindness (ATB) trainers on specific techniques for 
DeafBlind individuals. ATB training areas of specific interest include technology and 
tasks of daily living, especially to include ProTactile techniques. ProTactile is a system of 
tactile communication to convey emotional and environmental information to a 
DeafBlind individual.  


• Provide training to interpreters who frequently work with ATB vendors in Minnesota to 
improve on specific communication techniques, ex. ProTactile techniques and boundaries 
for DeafBlind individuals.  







• Identify strategies to improve current transition services to address the specific needs of 
DeafBlind youth.  


• Develop DeafBlind Foundational Skills document.  


• Improve communication between DeafBlind Committee and SSB Transition Coordinator  


• Include DeafBlind youth in the content of messages about Transition services such as 
video, brochure, etc.  


• Increase awareness of the DeafBlind community by collaborating with the DeafBlind 
consortium of agencies and participating in community events such as 
conferences/awareness day, panels, policy projects, presentations, etc.  


Priority: Participate in 10 touchpoint activities throughout the year in order to increase existing 
ongoing outreach efforts within the five top minority communities (Russian, Hmong, Native 
American, Hispanic, and East African) in Minnesota so they are aware of and have access to 
information about SSB. 


Strategies:  


• Strengthen the connection with the Red Lake and White Earth federally funded VR 
Services Projects for American Indians with Disabilities.  


• Each member of the SRCB’s minority outreach committee will make contact with at least 
two organizations in a minority community and report back to the committee to be shared 
with the SRC-B.  


• Focus outreach efforts to locate more resources in the Somali community and the 
minority communities outside of the metropolitan area. FOCUS AREA: SSB-A Great 
Place to Work Priority: SSB will actively promote a culture that celebrates inclusion and 
diversity. Strategies:  


• All SSB job postings have a preferred qualification of fluency in a second language.  


• SSB will participate in the Connect 700 Hour program for the State of Minnesota.  


• Work with the Minority Outreach Committee to develop an email distribution list of 
minority communities and communicate job openings to them.  


• All postings are sent to consumer and professional groups for broad dissemination.  


• Expand the Pre-ETS student worker program and develop opportunities in greater 
Minnesota.  


• Priority: Determine if the number of SSB employees of diversity (as defined by the 
Affirmative Action Plan) leaving SSB is disproportionate to the number of employees of 
non-diversity leaving the agency.  


Strategies:  


• Establish a baseline from data starting in 2016.  


• Collect and analyze data annually to calculate the numbers and review the reasons for 
SSB staff exiting the agency.  







3. Ensure that the goals and priorities are based on an analysis of the following 
areas: 
Goals and priorities were based on the new WIOA requirements, especially Pre-ETS, the 
Comprehensive Statewide Needs Assessment (CSNA), and SSB’s participation in Minnesota’s 
Olmstead plan which promotes integrated living and working environments.  


A. The most recent comprehensive statewide assessment, including any updates; 


As identified in the CSNA, unsuccessful closures rate have been on the SRCB’s radar since 2010. 
Various attempts have been made to address this situation with some level of success. While 
unsuccessful closures have decreased in relation to successful closures, continued work and 
monitoring is needed to bring SSB back to the levels experienced in 2011. SSB has completely 
revamped the intake process so that applicants truly intend to achieve an employment outcome 
versus passive involvement. Once in the door, customers are engaged in a team model process 
designed to improve employment outcomes. This is in its second year of implementation. With 
the implementation of WIOA as it relates to Pre-ETS, SSB is in a position to focus tremendous 
effort around Pre-ETS. Significant anecdotal evidence from disability offices in colleges and 
universities suggests that many students are not well equipped to handle the requirements of 
college as they begin that phase of their education. Providing training in alternative techniques 
will better prepare students for college and career. Comprehensive analysis was completed in the 
CSNA of the needs of blind persons who are members of minority groups. The numbers and 
diversity of these groups has changed significantly over the past twenty-five years.  


According to census statistics, Minnesota’s population of individuals classified as White 
increased only 2.8% between 2000-2010 while black, American Indian, Asian, and Hispanic 
populations increased by 59.8%, 10.8%, 50.9%, and 74.5% respectively. These groups represent 
15% of Minnesota’s total population. Members of these groups who are blind face additional 
challenges. In order to receive the services that are needed to help them reach their full potential 
as blind people, they must deal with agencies of a government they may not trust. They must 
understand information about services and what is expected of them even though this information 
is written in a language that is new to them. Even with the best efforts, cultural differences can be 
a barrier to rehabilitation.  


There are compounded challenges faced by customers who in addition to blindness, are hard of 
hearing or deaf. Three gaps were outlined including staff training, communication, and dealing 
with isolation experienced by transition aged DeafBlind customers. A fourth gap was recently 
identified with the departure of a major provider of DeafBlind service, which posed a great need 
for building capacity of skilled trainers in DeafBlind techniques for travel and placement. The 
ongoing employment disparity of people with disabilities is appalling. Part of SSB’s overall 
mission is to promote the increased placement of blind, visually impaired, and DeafBlind 
individuals.  


B. the State's performance under the performance accountability measures of section 116 of 
WIOA; and 


SSB is now able to obtain the required data for reporting the performance accountability measures 
outlined in WIOA. The case management system has undergone a rewrite and was launched in 
July 2017 and is now capable of capturing the new required data elements. SSB is also 







collaborating with Titles I, II, and III programs within Minnesota to secure other data around the 
performance accountability measures.  


C. other available information on the operation and effectiveness of the VR program, 
including any reports received from the State Rehabilitation Council and findings and 
recommendations from monitoring activities conducted under section 107. 


The Office of the Legislative Auditor (OLA) conducted a review of SSB in February of 2016. 
This audit included new checklist elements as a result of WIOA. One finding was that SSB did 
not have adequate internal controls to ensure it developed individualized plans for employment 
for participants in the vocational rehabilitation program within the required timeframe. This 
finding was shared with the SRCB and SSB worked to have tracking mechanisms included in the 
case management rewrite launched in July 2017.  


m. Order of Selection 
Describe: 


1. Whether the designated State unit will implement and order of selection. If so, 
describe: 
A. The order to be followed in selecting eligible individuals to be provided VR services. 


An assessment for determining assignment to a priority of services category shall be conducted 
with each individual determined eligible for vocational rehabilitation services. This assessment 
shall be based, to the degree possible, on data used to determine eligibility. To the extent 
necessary, additional information required for this assessment will be secured. Selection and 
placement in a priority category is based upon the severity of the eligible individual’s disability 
and the functional limitations, and is not based upon the type of disability, geographical area in 
which the individual lives, projected type of vocational outcome, age, sex, race, color, creed, 
religion, or national origin of the individual. Each eligible individual will be assigned to one of 
the following priority of services categories:  


Category A: Individual with a most significant disability An eligible individual who:  


• Has a severe physical or mental impairment that results in serious limitations in terms of 
an employment outcome in five or more of the following functional areas: mobility, 
communication, self-care, self-direction, work skills, interpersonal skills or work 
tolerance;  


• Is expected to require multiple VR services over an extended period of time; and • Has a 
significant disability” under section 7(21) of the Rehabilitation Act. and meets the 
definition contained in "List of physical or mental disabilities.  


Category B: Individual with a significant disability An eligible individual who:  


• Has a significant physical or mental impairment that results in serious limitations in terms 
of an employment outcome in more than two and less than five of the following 
functional areas: Mobility, communication, self-care, self-direction, work skills, 
interpersonal skills, or work tolerance; and  







• Is expected to require multiple VR services over an extended period of time; and • Meets 
the definition contained in "List of physical or mental disabilities."  


Category C: All other eligible individuals  


• Has a disability that makes them eligible for services but they do not have a serious 
limitation in a functional area. Physical or mental disabilities resulting from amputation, 
arthritis, autism, blindness, burn injury, cancer, cerebral palsy, cystic fibrosis, deafness, 
head injury, heart disease, hemiplegia, hemophilia, respiratory or pulmonary dysfunction, 
intellectual disability, mental illness, multiple sclerosis, muscular dystrophy, 
musculoskeletal disorders, neurological disorders including stroke and epilepsy, 
paraplegia, quadriplegia, and other spinal cord conditions, sickle cell anemia, specific 
learning disability, and end-stage renal disease, or another disability or combination of 
disabilities determined on the basis of an assessment for determining eligibility and 
priority for services to cause comparable serious functional limitation.  


B. The justification for the order. 


Minnesota State Services for the Blind (SSB), in consultation with the State Rehabilitation 
Council for the Blind (SRC-B), has determined it cannot serve all individuals who are determined 
eligible for services. The actual total costs of services and administration for FFY 2014 was 
$12.8M ($8.8M federal, $2.4M state, $1.6M program income).  


The FFY 2015 budget was $11.7M; estimated costs of services and administration is projected at 
$13.0M, of which $1.2M is pre-employment transition services ($8.5M federal, $2.5M state, 
$1.3M program income, $0.7M realloted federal). Out of the 1,015 individuals served in FFY 15, 
406 did not have direct charges associated with their case.  


Looking at FFY 16 and the individuals receiving services, there will be more direct service 
provision resulting in spending at the same level as FFY 15. FFY 16 case service budget is $5M 
(includes pre-employment transition services) and needs are $6.2M. SSB is working to address 
overage by implementing Performance Based Agreements and fee schedules. There were some 
expenses during FFY 2015 that SSB absorbed and there are additional factors for FFY 2016. 
They are as follows:  


• Necessary rewrite of the state’s case management system which incorporates changes 
needed to implement WIOA. The budget projection for SSB’s share of the rewrite is 
$897,000 in FFY 2016 and again in FFY 2017. The estimated cost for FFY 2015 is 
$200,000.  


• Lower return on Social Security Administration (SSA) program income than expected. In 
FFY 2015 SSB had claims of $3.7 million, received $1.3 million and have pending 
claims of $743,000.  


• WIOA required a 15% set-aside toward transition age students equaling $1.27 million for 
FFY 2015. SSB has previously spent between $100,000 and $200,000 on transition aged 
youth. Spending $1.27 million for students diverts funds previously available and 
necessary to serve adults.  







• Discontinuation in FFY 2016 of training grant funds will require SSB to redirect dollars 
needed to ensure staff training required by statute. For FFY 2015 this amount equaled 
$60,000  


It is the policy of SSB to provide rehabilitation services to eligible individuals under a statewide 
order of selection. SSB consults with the SRC-B regarding the:  


1) Need to establish   


2) an order of selection, including any re-evaluation of the need;  


3) Priority categories of the particular order of selection;  


4) Criteria for determining individuals with the most severe disabilities;  


5) Administration of the order of selection, and;  


6) The decision to open or close priority categories. SSB will work in conjunction with the 
SRC-B to examine strategies to reduce or eliminate the need for Order of Selection.  


A sub-committee of the SRC-B has been formed to jointly develop proposals on cost saving 
measures including the use of fee schedules to present to the SRC-B. The SRC-B will also be 
involved in planning public hearings regarding any proposed strategies Effective October 1, 2015, 
SSB proposes to close categories B and C. SSB is exercising its discretion under section 
101(a)(5)(D) of the Rehabilitation Act, as amended by WIOA, to serve eligible individuals, 
whether or not they are receiving vocational rehabilitation services, who require services and 
equipment to maintain employment.  


C. The service and outcome goals. 


For FFY2016, SSB estimates that for individuals in Priority A, 228 customers will be served with 
30 exiting successfully employed with estimated expenditures at $2,046,000. For individuals in 
Priority B, 343 customers will be served with 47 exiting successfully employed with estimated 
expenditures at $2,666,000. For individuals in Priority C, 259 customers will be served with 70 
exiting successfully employed with estimated expenditures at $1,488,000.  


D. The time within which these goals may be achieved for individuals in each priority 
category within the order. 


It is expected that the goal of 147 successful closures from individuals in Priority Category A, B, 
And C will be met by the end of FFY16.  


E. How individuals with the most significant disabilities are selected for services before all 
other individuals with disabilities; and 


Each eligible individual will be assigned to one of the priority of services categories. Priority 
Category A services individuals with the most significant disabilities. The SSB Director will 
notify SSB staff in writing when finances allow staff to begin serving wait listed customers. 
Customers with the most significant disabilities are to be served first based on application date. 
Once all customers who have a most significant disability are served first, then the next category 
can be served.  







2. If the designated State unit has elected to serve eligible individuals, regardless 
of any established order of selection, who require specific services or equipment 
to maintain employment. 
Individuals who require job retention services may receive only those services required to 
maintain employment outside of the order of selection for services.  


n. Goals and Plans for Distribution of title VI Funds. 
1. Specify the State's goals and priorities for funds received under section 603 of 
the Rehabilitation Act for the provision of supported employment services. 
Minnesota State Services for the Blind’s (SSB) goal and plan for Title VI, Part B funds, is to use 
them on an individualized, fee-for-service basis to purchase needed services for customers whose 
vocational rehabilitation goal is competitive employment with supports. All funds authorized 
under Title VI, Part B, less a maximum of five percent set-aside for administrative expenses, are 
distributed and authorized by VR counselors to purchase needed services for customers under a 
supported employment plan. The money is administered and tracked, in accordance with federal 
requirements, through SSB’s electronic tracking system.  


During FFY2013, SSB provided services to 15 individuals under a plan for supported 
employment. The total Title VI Part B expenditures for FFY2013 were $89,063.78. In FFY2014 
the expenditures were $70.222 and $75,259 in FFY2015. 


SSB purchases needed services from community rehabilitation programs. Those purchases are 
governed by operating agreements with either SSB or the General VR agency for the specific 
services required. 


SSB has set a specific, measurable goal for supported employment for FFY2016. This goal is set 
taking into account the number of individuals in a supported employment plan currently within 
counselor caseloads, where the individuals are in the process of completing their rehabilitation 
plan, when they are expected to be ready for employment, and the ongoing services available. 
SSB will assist five SSB customers to secure competitive employment with supports following 
the provision of supported employment services using Title VI Part B funds. 


2. Describe the activities to be conducted, with funds reserved pursuant to section 
603(d), for youth with the most significant disabilities, including: 
A. the provision of extended services for a period not to exceed 4 years; and 


SSB has allocated approximately $41,000 in funds for FFY16 for youth with disabilities who 
required extended services. There are two supported employment youth populations within SSB: • 
those youth who were already determined by SSB or the Department of Education to be 
competitively employable in an integrated setting who will/may require extended services, and • 
those youth where in the past, shelter workshops, enclaves, and other non-competitive, segregated 
settings would have been identified as possible options. For all youth who are already identified 
as supported employment candidates, a supported employment plan is required. The plan 
identifies the extended services required for that youth and who would be providing those 
extended services.  







Collaboration with extended service providers occurs, and a negotiation happens with who picks 
up the cost and when. With four years allowed for the VR agency to provide those extended 
services, this allows time for the families to get set up with waiver programs and natural supports. 
The extended services activities that are provided by SSB (and subsequently the extended service 
provider when it becomes available) under the supported employment plan include:  


• Customized employment, including job carving, employer negotiation  


• Social skills training  


• Job coaching  


• Development of natural supports on the job  


• Follow up services  


• Ongoing assistive technology assessment and evaluation  


• Ongoing adjustment to blindness training and other skills training. One collaboration that 
has already began is the Hyatt’s Hands on Education program.  


SSB and VRS are working closely with Minnesota’s representative in instituting this program in 
the Twin Cities. Roll out is expected to begin after July 1st, 2016. The Hands on Education 
program is geared towards those who would be supported employment candidates. Youth 
especially will benefit from this on-the-job model for employment.  


SSB is collaborating with the Department of Education, Vocational Rehabilitation Services, and 
the Department of Human Services to develop an interagency agreement that would assist youth 
in gaining competitive integrated supported employment, when in the past they would have went 
into sheltered work situations. With WIOA and the Olmstead Plan, there will be an increase in the 
number of youth with severe disabilities who will require extended services.  


These youth in the past may have immediately entered into sub-minimum wage type settings after 
graduation. SSB believes that all individuals have the right to try competitive integrated work if 
that is what the individual chooses. Extended services allows a longer time for the youth to learn 
what work is like, to learn the job itself, become stable in the job, and develop natural supports.  


The extended services for these youth are the same services provided to the youth above:  


• Customized employment, including job carving, employer negotiation  


• Social skills training  


• Job coaching  


• Development of natural supports on the job  


• Follow up services  


• Ongoing assistive technology assessment and evaluation  


• Ongoing adjustment to blindness training and other skills training  







B. how the State will leverage other public and private funds to increase resources for 
extended services and expanded supported employment opportunities for youth with the 
most significant disabilities. 


As part of Minnesota’s Olmstead plan, SSB serves on an interagency panel that is committed to 
increasing competitive integrated employment outcomes for individuals with the most significant 
disabilities. As part of this work, the panel is looking into ways funding can be blended and 
braided to ensure that more people with disabilities can achieve the vocational life they want. 
Currently, the DHS is working with their federal partner about funding for employment. This 
work will benefit all individuals including youth with the most significant disabilities.  


Additionally, SSB is partnering with MDE to coordinate employment opportunities for students 
with disabilities. One strategy is co-sponsoring the Summer Transition Program to provide 
students work experiences, skill building in alternative techniques of blindness, independent 
living skills, assistive technology, braille, and mobility.  


o. State's Strategies 
Describe the required strategies and how the agency will use these strategies to achieve its goals 
and priorities, support innovation and expansion activities, and overcome any barriers to 
accessing the VR and the Supported Employment programs (See sections 101(a)(15)(D) and 
(18)(B) of the Rehabilitation Act and section 427 of the General Education Provisions Act 
(GEPA)): 


1. The methods to be used to expand and improve services to individuals with 
disabilities. 
There are 9 specific areas that SSB is targeting to expand and improve services to individuals 
with disabilities. They are:  


Increase competitive integrated employment outcomes by 3% from the previous year. Methods 
used will include:  


• Annual review of customer base with counselors leading to targeted plans for those in 
“ready for employment” status.  


• Active participation in the Assistive Technology interagency workgroup as part of the 
Olmstead planning. Serve as the Olmstead lead for employment and assistive technology 
strategies that will make the State of Minnesota a model employer for persons with 
disabilities.  


• Actively promote the Connect 700 and Supported Worker programs to SSB customers to 
help increase employment of people with disabilities in state government.  


• The SSB Employment Team will meet regularly to review those individuals in ready for 
employment, in employment and in employment status for over 90 days and will work 
with counselor to ensure steady case progression.  


Potential SSB applicants have an increased awareness of the vocational rehabilitation process 
including their responsibilities and intent to achieve an employment outcome. Methods used will 
be include:  







• Continue using the new intake process, collect data and review in six months.  


• Complete a full analysis of closures by October 31, 2018 to determine the impact on 
unsuccessful closures using the analysis from 2017 which was too preliminary to draw 
any substantive conclusions.  


• Determine the viability of hiring a part time staff who is an East African language 
speaker to liaison and lead further community engagements with New Americans.  


• After reviewing the analysis, implement strategies as needed.  


Improve the opportunity for individuals who are Non-English Language speakers to make an 
informed choice about whether there are SSB services that meet their blind, low vision, or 
DeafBlind rehabilitation needs.  


Methods used will include:  


• Determine the extent that language is a barrier during the SSB orientation and intake 
process for Non-English Language speakers in their fully understanding the concepts, 
requirements, and expectations of participating in the Vocational Rehabilitation or 
Independent Living programs and how to address that barrier.  


o Engage with the DEED New American’s Project for technical assistance  


o Review other states VR programs for best practices o Survey language interpreter 
vendors and ethnic community resources for ways to ensure that communication 
with shared meaning is achieved  


o Engage with community leaders from New American-focused organizations for 
input and guidance  


o Determine the viability of hiring a part time staff who is an East African language 
speaker to liaison and lead further community engagements with New Americans.  


o Based on the findings, develop and implement strategies to ensure Non-English 
Language speakers are provided with information that is complete, accurate, and 
understandable.  


Ensure that Non-English Language participants can effectively engage in and achieve their goals 
in either VR or IL program services.  


Methods used will include:  


• Research existing resources, entities, and programs, locally and nationally, for ideas on 
effective engagement with non-English Language participants  


• Research methods for effective teaching and training to Non-English Language 
participants  


• Develop a model for effective engagement, teaching, and training Non-English Language 
participants  


• Implement a pilot of the model and assess its effectiveness  







Increase the number of transition students receiving Pre-Employment Transition Services (Pre-
ETS) from SSB to 80% of students identified by the Minnesota Department of Education (MDE) 
as blind, visually impaired or DeafBlind. (Currently serving 120 of 183 students listed on the 
MDE Unduplicated Child Count Report as Blind, Visually Impaired or DeafBlind.)  


Methods used will include:  


• Identify and communicate with all transition aged students who are blind, visually 
impaired or DeafBlind who are not currently engaged with SSB so they are informed of 
services.  


• Regular communication with teachers for Blind and Visually Impaired (BVI) students 
through the BVI listserv and targeted mailings about SSB opportunities for students so 
they can share this with families and encourage them to apply for services.  


• Utilize the data sharing agreement with MDE which allows the Local Education 
Authority’s (LEA’s) to work with SSB in obtaining student specific information and 
target mailings specific to Pre-ETS and services SSB can provide.  


All Pre-ETS students will have required Pre-ETS activities identified. Methods used will include:  


• All potentially eligible students will have required activities identified on the Workforce 
One activity page.  


• All eligible students will have required activities identified on the IPE.  


• Promote and continually improve the year-round transition programs provided by 
Community Rehabilitation Providers.  


• Promote the pre-employment transition services and activities to students and families by 
increasing the distribution of promotional materials.  


• Annually review, update, and implement the SSB Pre-ETS Blueprint.  


During their senior year, 100% of transition aged students planning to attend college will 
complete technology and travel assessments and receive requisite equipment and training prior to 
graduation.  


Methods used will include:  


• Each fall counselors identify students that are graduating.  


• Technology specialists complete a comprehensive assessment and procure required 
equipment.  


• Travel instructors complete a comprehensive assessment of student travel skills and 
recommend training.  


• Counselors and Assistive Technology Specialists will work with the students 
Individualized Education Plan team to discuss these strategies and the assessment results 
so a coordinated plan can be implemented.  


• Training is provided to students to build necessary skills for entering college.  







Provide services and training to customers and vendors to improve the employment outcomes for 
DeafBlind individuals.  


Methods used will include:  


• Focus on improving skills of vendors (state contractors) who are able to “directly” serve 
DeafBlind individuals.  


• Work with Helen Keller National Center (HKNC) and/or other professionals to train 
current and potential Adjustment To Blindness (ATB) trainers on specific techniques for 
DeafBlind individuals. ATB training areas of specific interest include technology and 
tasks of daily living, especially to include ProTactile techniques. ProTactile is a system of 
tactile communication to convey emotional and environmental information to a 
DeafBlind individual.  


• Provide training to interpreters who frequently work with ATB vendors in Minnesota to 
improve on specific communication techniques, ex. ProTactile techniques and boundaries 
for DeafBlind individuals.  


• Identify strategies to improve current transition services to address the specific needs of 
DeafBlind youth.  


• Develop DeafBlind Foundational Skills document.  


• Improve communication between DeafBlind Committee and SSB Transition Coordinator  


• Include DeafBlind youth in the content of messages about Transition services such as 
video, brochure, etc.  


• Increase awareness of the DeafBlind community by collaborating with the DeafBlind 
consortium of agencies and participating in community events such as 
conferences/awareness day, panels, policy projects, presentations, etc.  


Participate in 10 touchpoint activities throughout the year in order to increase existing ongoing 
outreach efforts within the five top minority communities (Russian, Hmong, Native American, 
Hispanic, and East African) in Minnesota so they are aware of and have access to information 
about SSB.  


Methods used will include:  


• Strengthen the connection with the Red Lake and White Earth federally funded VR 
Services Projects for American Indians with Disabilities.  


• Each member of the SRCB’s minority outreach committee will make contact with at least 
two organizations in a minority community and report back to the committee to be shared 
with the SRC-B.  


• Focus outreach efforts to locate more resources in the Somali community and the 
minority communities outside of the metropolitan area.  


2. How a broad range of assistive technology services and devices will be provided 
to individuals with disabilities at each stage of the rehabilitation process and on a 
statewide basis. 







SSB’s Assistive Technology (AT) Team is comprise of five assistive technologists who provide 
statewide services at each stage of the rehabilitation process.  


The general overview of the services they provide include:  


• Provide on and off-site assistive technology assessments and recommendations to SSB 
customers, rehabilitation counselors, employers and other interested parties  


• Provide technical expertise and follow-up assistance to employers so that effective and 
compatible applications technology and assistive technologies are utilized on the job  


• Serve as resource to customers, counselors, employers, partners, and other interested 
parties in utilizing and adapting information systems and designing and developing 
assistive technology solutions for blind, visually impaired, and DeafBlind individuals  


• Participate in SSB’s Team Model process and follow customers throughout their services, 
providing customized assessment and recommendations for equipment purchase to the 
counselor to be written into their Individualized Plan for Employment (IPE)  


The technologists at SSB provide a broad range of comprehensive assistive technology services 
and devices.  


This include:  


• A technologist dedicated to serving SSB customers that are transition students ages 14-21 
and their families across Minnesota, engaging in the following:  


• Technology assessments for all transition age students  


• Participation on SSB’s Transition Committee • Technology demos of SSB’s resource 
room for universities and transition events  


• Work with vision teachers and schools on assistive technology to assist students  


• Collaboration with SSB’s Transition Coordinators  


• A technologist dedicated to serving as the Resource Center Coordinator with duties that 
include:  


• Scheduling workstations for training, demonstrations to the public, or regular use  


• Regular maintenance on all the Resource Center technology and also coordinate 
incoming speakers presenting on technology and assistive topics to SSB Staff, assistive 
technology trainers and customers  


• Work with vendors to provide demo and loaned technology to our SSB Resource Center, 
which is available for customers to borrow from SSB  


• Technologists who are dedicated to providing short-term AT training for SSB customers  


• Writing training tests for evaluating and certifying contracted AT trainers • Keeping 
current on newest AT software and hardware such as the EBot, LVI, Braille Edge, 
VarioUltra, Brailliant, etc. and latest computer operating systems and software such as 
Windows 10, Microsoft Office 2016, Apple software updates for Mac, iPhone and iPad, 
etc.  







• Keeping current on latest techniques for evaluating websites, etc. for accessibility  


• Completing job site assessments for customers  


• Beta test existing and new technology  


• Collaborate with MN Management and Budget and VR in an effort to provide greater 
accessibility to our state employment application system for individuals with disabilities.  


• Provide statewide consultation services to ensure appropriate access to current state 
employees.  


3. The outreach procedures that will be used to identify and serve individuals 
with disabilities who are minorities, including those with the most significant 
disabilities, as well as those who have been unserved or underserved by the VR 
program. 
Determine the extent that language is a barrier during the SSB orientation and intake process for 
Non-English Language speakers in their fully understanding the concepts, requirements, and 
expectations of participating in the Vocational Rehabilitation or Independent Living programs and 
how to address that barrier. Ensure that Non-English Language participants can effectively 
engage in and achieve their goals in either VR or IL program services. Provide services and 
training to customers and vendors to improve the employment outcomes for DeafBlind (DB) 
individuals. Participate in 10 touchpoint activities throughout the year in order to increase existing 
ongoing outreach efforts within the five top minority communities (Russian, Hmong, Native 
American, Hispanic, and East African) in Minnesota so they are aware of and have access to 
information about SSB.  


4. The methods to be used to improve and expand VR services for students with 
disabilities, including the coordination of services designed to facilitate the 
transition of such students from school to postsecondary life (including the receipt 
of VR services, postsecondary education, employment, and pre-employment 
transition services). 
Upon the implementation of WIOA, SSB put into a play a Transition Core team that designed a 
plan to improve and expand VR services for students with disabilities. The program model for 
service delivery that SSB utilizes is called BRIDGE to Employment. It is designed to help 
students develop the skills and experiences they need to gain successful employment after high 
school. BRIDGE functions as the following acronym, which guides the services and programs we 
provide:  


• B Basic Skills-these include skills outside of academics that are necessary for students 
who are blind, low vision, or DeafBlind. Specifically it includes knowledge of assistive 
technology, non-visual literacy, independent living, and orientation and mobility.  


• R Role Models-student need adult mentors who employed so that they can learn the skills 
and techniques needed to be successful.  


• I Initiative developing-initiative includes problem-solving skills, confidence, and growth 
mindset  







• D Discovery-In addition to exploring careers, students need to explore items related to 
other life experiences. College visits and job shadowing are two examples of helping 
students discover what follows high school.  


• G Goal setting-students work with teachers and others to develop goals with their IEP 
teams, and they also work with rehabilitation counselors to develop their IPE’s.  


• E-Experiences-students gain pre-employment experiences through volunteering or other 
paid work options.  


A BLUEPRINT SSB uses a blueprint for delivery of Pre-ETS. The blueprint outlines activities in 
each of the required and authorized areas. Updated annually, the blueprint is adapted to meet the 
needs of the students and changing regulations.  


FIND THE STUDENTS SSB has put considerable effort into finding and serving all blind, 
visually impaired, and DeafBlind students. In fiscal year 2016, SSB served 104 students of 141 
identified by the MDE master reporting count. In fiscal year 2017, SSB served 136 of 183 
students identified by MDE and an additional 34 postsecondary students were provided Pre-ETS 
services for a total of 170. Due to data privacy laws, MDE is unable to directly share student 
information with SSB. Instead, we have to work with the teachers of the Blind and Visually 
Impaired to connect with students and their parents. This is a hit or miss practice and is one of the 
reasons we know we don’t have every student possible. Currently, SSB is serving 123 out of 183 
students from the MDE master report count.  


The Transition Coordinator reaches out to homeschool organizations, private and charter schools 
throughout the state in order to find the students we are not currently serving. SSB staff members 
also outreach by presenting at conferences which are attended by teachers, parents, and 
potentially eligible students.  


PROVIDE OPPORTUNITIES SSB has several strategies around building opportunities for 
students to improve skills and gain experience/exposure to what is possible. We believe “you 
don’t know what you don’t know.” Prior to WIOA, SSB noted an alarming trend of students 
unprepared for life after high school. Students were having to stop post-secondary education to 
get the skills needed to successfully enter a career or schooling. SSB believed that high schools 
were providing more alternative techniques of blindness training (ATB) than they actually were. 
We saw this as an opportunity to provide ATB training for students outside of school. We 
developed a request for proposal for the purpose of developing programs that could provide year-
round Pre-ETS. A Duluth and Metro provider were awarded contracts. SSB evaluated the first 
year end results with each provider and made adjustments for the second training year. Twenty 
students were involved in the inaugural program year and approximately the same number attend 
in the second year.  


Another strategy is developing and facilitating summer activities for students to improve all 
manner of skills. SSB co-sponsors a Summer Transition Program (STP) with the Minnesota 
Department of Education. In fiscal year 2017 twelve students participated in this summer event. 
Students lived on a local college campus, learned about transportation, travel, independent living, 
careers, braille, and ended the two weeks with a summer job experience. STP will be continued in 
2018. Other providers also offer summer programs lasting from one to eight weeks which focus 
on improving similar skills. SSB expects providers to include a work experience in their 
programming.  







To foster career exploration, SSB is coordinating a series of workshops called Career Connections 
based on the Minnesota Career Fields. These monthly workshops present labor market 
information and panels of adults with vision loss and employers. Students are able to talk 
individually with the adults in order to learn about skills and strategies needed to become 
successfully employed.  


The SSB Transition Team has created and implemented two experiences designed for high school 
students to learn how college is different from high school. “College 101” is a workshop for 
students in high school who are thinking about attending college or any other post-secondary 
education program. In this workshop, students hear from people who work in college disability 
offices and admissions offices to learn about college expectations. “College Shadow” is a pilot 
program which gives high school seniors a chance to shadow a student in college and learn 
firsthand about what to expect and how to handle college as a blind, visually impaired, or 
DeafBlind student.  


Students with a combined hearing and vision loss have specific transition needs. SSB has 
contracted with a vendor to provide specific training in advocacy and pro-tactile instruction to 
students who are DeafBlind. These workshops are coordinated with Minnesota State Academies.  


PROVIDE RESOURCES A transition assessment tool guides counselors and teams about each 
student’s skill level in activities of daily living and identifies skill training needed for moving on 
to post-secondary life. This transition assessment has been instrumental in the development of 
concrete plans and strategies that can be woven into the students IPE and IEP. This results in a 
genuinely coordinated effort between schools and VR. Counselors are working with IEP teams to 
encourage the use of postsecondary options for students to take entry level college classes while 
still in high school. This gives students an opportunity to try out their technology, braille, and 
self- advocacy skills prior to attending college full time. Each fall, counselors work with students 
and their teams to determine who is graduating and going on to college. After that list is 
developed, the Assistive Technology Specialist completes a technology assessment with each 
student and determines the resources they need for college. Equipment is ordered and training is 
provided so students are ready with the resources, skills, and strategies to handle a college 
experience. An O & M assessment is also completed to ensure that students receive needed travel 
training prior to attending college. Minnesota has a state academy for the blind. Our Transition 
Coordinator meets with them on a regular basis and provides training that links common life skills 
to work. The Transition Coordinator has also met with the Disability Service Offices at two local 
colleges that are often attended by SSB customers. Issues about student’s lack of note —taking 
skills were brought to our attention. We have partnered to develop strategies that can be used for 
improving pre-college training while students are still in high school.  


To provide an additional resource to parents of high school students, SSB has contracted with 
PACER, a parent advocacy group knowledgeable in the IEP and transition process. PACER 
advocates create materials, facilitate workshops for parents and students, and conduct surveys on 
parent satisfaction.  


Additional resources that facilitate the transition of students from high school to college or 
employment include a bi-monthly newsletter, weekly posts to the teachers of the blind email list, 
and Blind Abilities podcasts. SSB contracted with Blind Abilities to create a specific series called 
“Success Stories”. This series features tips and strategies directly from students themselves.  







5. If applicable, plans for establishing, developing, or improving community 
rehabilitation programs within the State. 
SSB has conducted a staff survey in an effort to target specific services and geographical areas 
where more community rehabilitation program options are needed. Survey data will be used to 
develop a plan to increase community rehabilitation program options for customers by service and 
geographic area. SSB and two community rehabilitation programs who provide center based 
Adjustment To Blindness Training have developed year round transition programs for youth with 
disabilities. At the completion of the first year, review meetings were held to discuss changes 
needed and expansion of the programs to include more employment services. SSB is increasing 
its capacity to serve underserved areas of the state in technology training with our own assistive 
technology staff. The number of contractor providing Pre-ETS services has increased and is 
expected to continue increasing.  


6. Strategies to improve the performance of the State with respect to the 
performance accountability measures under section 116 of WIOA. 
SSB is now able to obtain the required data for reporting the performance accountability measures 
outlined in WIOA. Many of the data elements asked for in this area were previously not captured 
in the case management system. Since the system has undergone a complete rewrite and launched 
in June of 2017, SSB will be able to report on the performance accountability measures. SSB is 
also collaborating with Titles I, II, and III programs within Minnesota to secure other data around 
the performance accountability measures.  


7. Strategies for assisting other components of the statewide workforce 
development system in assisting individuals with disabilities. 
SSB provides outreach to the Workforce development system by meeting with the director to 
make the Workforce Centers ready for blind, visually impaired, and DeafBlind individuals. SSB 
assists with ensuring that the computer systems are accessible with up to date software and staff 
are trained to not automatically refer individuals to SSB. SSB is part of an ongoing taskforce for 
MN Works which is the state’s new job bank. A thorough review of the product was completed 
by SSB along with a sit down with the product developers to discuss accessibility issues.  


8. How the agency's strategies will be used to: 
A. achieve goals and priorities by the State, consistent with the comprehensive needs 
assessment; 


SSB will use the agency’s strategies to achieve the goals and priorities which are based on the 
new WIOA requirements, especially Pre-ETS, the Comprehensive Needs Assessment (CSNA), 
and SSB’s participation in Minnesota’s Olmstead plan which promotes integrated living and 
working environments. The agency’s strategies to achieve the goals and priorities are discussed in 
detail in Section L State Goals and Priorities.  


B. support innovation and expansion activities; and 


SSB and the SRCB cannot do the all the work ourselves. The strategies and priorities outlined 
include many partnerships and the development of new programs and new vendors. Year-round 
transition programs, skill training for vendors working with our DeafBlind population, and the 







creation of many summer programs are examples of our commitment to innovation and expansion 
activities. SSB’s work on the Olmstead interagency team further promotes innovative and 
effective ideas for bringing competitive integrated employment to all Minnesotans with 
disabilities.  


C. overcome identified barriers relating to equitable access to and participation of 
individuals with disabilities in the State VR Services Program and the State Supported 
Employment Services Program. 


A new intake process has been implemented that is designed to provide accurate and consistent 
information about all of SSB’s services and better equip customers with the ability to understand 
information about services so they can make informed decisions. The intent is to promote an 
increased focus on the customer’s needs and to better engage customers with the VR process from 
the start of services. There is one point of contact beginning at referral, to group orientation, and 
through individualized one on one intakes. This point of contact is also engaged in our minority 
outreach committee and so understands how to better engage and serve a dynamic customer 
population. This new process is streamlined and systematized but accommodates the unique needs 
of our customers resulting in better access to information and participation in the VR program.  


p. Evaluation and Reports of Progress: VR and Supported Employment 
Goals 
Describe: 


1. An evaluation of the extent to which the VR program goals described in the 
approved VR services portion of the Unified or Combined State Plan for the most 
recently completed program year were achieved. The evaluation must: 
A. Identify the strategies that contributed to the achievement of the goals. 


The Goals, Priorities, and Strategies for FFY 2017 include three main goals: increasing successful 
employment, increasing SSB’s outreach, and increasing diversity.  


The priorities for the first goal are increasing employment outcomes, increasing the percentage of 
eligible individuals achieving employment outcomes, and implementing the primary indicators of 
performance.  


To increase competitive integrated employment outcomes by 3% from the previous year, SSB 
took the following strategies:  


1. Annual review of customer base with counselors and develop targeted plans for those in 
“ready for employment” status. Through the team model, counselors, their supervisor, 
and their support team meet on a monthly or bimonthly schedule to review all customers 
on the caseload. Special attention is given when discussing those individuals in the ready 
for employment status. The WDU employment team was assigned a special project 
where they evaluated all customers who were ready for employment, in employment less 
than 90 days, and in employment over 90 days. They assisted counselors with getting 
those customers moving through the process and into a successful employment outcome.  


2. Complete revision of intake process including materials, training for staff, and 
incorporation of an intake overview training for customers. All individuals entering into 







the vocational rehabilitation program at SSB are required to participate in an orientation 
to the program. This can be done individually or by group. In the metro, this activity is 
completed by SSB’s intake counselor. In Greater Minnesota, each counselor completes 
their own orientation. The orientation is a scripted presentation, and all staff have been 
trained on the materials. In FFY17, 100 individuals went through the orientation process 
resulting in 48 applications. Intake materials have been updated and all staff are using 
those new updated materials when conducting intakes. Training on the new intake 
process occurred in June 2016.  


3. Ensuring applicants fully understand the benefits of competitive integrated employment. 
As part of the intake process, emphasis is placed on competitive integrated employment. 
Individuals who are not pursuing competitive integrated employment are referred to other 
resources, including the Senior Services Unit, which can assist them in meeting their 
independent living needs. Career counseling and information and referral services on 
competitive integrated employment is provided to individuals in subminimum wage and 
extended employment, as well as to youth seeking subminimum wage employment. 
WDU’s intake counselor is responsible for providing this service to these individuals, 
consistent with the new 511 requirements.  


4. Work with Department of Human Services (DHS) in the Olmstead interagency 
workgroup focused on blending and braiding funding that allow access to extended 
services for the long term supports needed for customers desiring employment. 
Vocational Rehabilitation Services (VRS) is currently working with DHS on developing 
an interagency agreement between DHS, VRS, and SSB for providing services to those 
customers who require long term supports. SSB does not see the high volume of 
customers who require extended services that VRS sees, although the interagency 
agreement will apply to SSB.  


5. Active participation in the State interagency workgroup promoting the Governor’s 
executive order to improve hiring persons with disabilities in state government to 7%. 
SSB provides technical assistance to HR Directors, Accessibility Coordinators, IT staff in 
accommodations, reviews software and hardware issues, and makes recommendations to 
the Governor and his staff of steps that can be taken to improve hiring. SSB continues to 
have an active presence on the State interagency workgroup. An SSB employment 
specialist was instrumental in the development of the Connect 700 and Supported Worker 
programs, which encourage the hiring of people with disabilities in state government. The 
SSB employment and assistive technology teams provide ongoing consultation and 
technical assistance to state government.  


Results Summary This first priority was not realized in FFY17. Four of the five strategies were 
met as outlined below; however, the interagency agreement with DHS is still in the process of 
being completed. The significant reason for not meeting this goal has to do with the on-going 
effort to secure clear, consistent, and accurate direction from our federal partners about how to 
implement the Workforce Innovation and Opportunity Act. As we started FFY17, our placement 
goal was 130. Not long into the year, we were informed we were unable to purchase services for 
an individual during the 90 day employment period prior to closing a successful case. This 
resulted in adjusting the goal to 80. We finished the year with 93 successful closures, a 14% 
increase from the adjusted goal.  







To increase the percentage of eligible individuals achieving employment outcomes from 55% to 
70%, SSB utilized the following strategies:  


1. Regularly analyze data of unsuccessful closures to determine trends, issues and 
opportunities. From that develop plans to mitigate those problems. SSB hired a full time 
data analyst to begin looking at a variety of areas, including unsuccessful closures. We 
have found, for example, that individuals who are actively engaged during the first six 
months of eligibility are more likely to remain engaged and reach their vocational goal. 
As a result of that information, in addition to strengthened language in WIOA, SSB had 
developed strict policies around the completion of eligibility determinations and 
individualized plans for employment (IPEs) within the required timeframes.  


2. Implement the new intake process so individuals have a clear understanding of the rights 
and responsibilities of all parties when entering the public vocational rehabilitation 
program. By implementing our new intake and orientation process, we have been able to 
consistently provide complete and accurate information to interested individuals about all 
SSB services and vocational rehabilitation (VR) services in particular. The data of intake 
participants for the past year show that nearly fifty percent choose not to apply for 
services once they attended. We expect this to eventually reflect that those who do apply 
do so with the full understanding of their responsibilities in the VR program and as such 
will see less individuals who drop out and more who achieve their vocational goal.  


Results Summary This priority was not met for the reasons described above; however, both 
strategies were achieved.  


To implement the primary indicators of performance under section 116, SSB has used the 
following strategies:  


1. SSB has been working with the central office Data Practices Administrator to secure the 
appropriate agreement to access data required for the performance accountability 
measures. SSB now has an approved data sharing agreement in place with UI and is able 
to receive State wage data. Currently, the federal partners are developing a national data 
sharing agreement so States can receive wage data regardless of what state their 
customers work in. There are limitations with the available UI data, as individuals who 
work in non-profits, are self-employed, or work for religious organizations or certain 
government entities may not appear in that database. In the summer of 2017, the federal 
partners released information on supplemental wage, which is a process for obtaining 
wage information directly from the individual if not available through UI. SSB is 
currently developing an internal procedure for obtaining supplemental wage from closed 
customers who do not show up in UI. This procedure will be completed by December 31, 
2017.  


2. SSB is working with Title I, II, and III programs under WIOA in Minnesota to 
collaborate around securing other data for the performance accountability measures. SSB 
is working with the other Minnesota Title programs under WIOA to implement the sixth 
performance accountability measure, (Services to Employers) which requires States to 
choose two of the three options (penetration, repeat business, and retention with same 
employer). Minnesota chose to focus on penetration and repeat business. SSB’s 







employment team is primarily responsible for tracking our activities in this area, and we 
are in the process of developing a tracking template by December 31, 2017.  


3. Work with the development team and build tracking mechanisms into the new case 
management system set to launch June 2017. The updated WF1 case management system 
launched on June 26, 2017, and ensures we can collect the information needed to report 
on these measures. States were not required to begin collecting data for the new measures 
until July 1, 2017; SSB has met that deadline.  


Results Summary This priority has been met. As of July 1, 2017, SSB has begun the data 
collection requirements for implementation of the six performance accountability measures 
outlined in section 116.  


The priorities for the second goal are increasing the number of Pre-ETS students served, 
increasing the number of Pre-ETS students participating in skill building opportunities, increasing 
the number technology and travel assessments of Pre-ETS students, increasing the number of 
vendors to serve DeafBlind individuals, identify and train counselors to serve DeafBlind, and 
increasing outreach efforts to the top five minority communities in Minnesota.  


To increase the number of transition students receiving Pre-Employment Transition Services (Pre-
ETS) from SSB to 100% of students identified by the Minnesota Department of Education (MDE) 
as blind, visually impaired or DeafBlind, SSB utilized the following strategies:  


1. Identify and communicate with all transition aged students who are blind, visually 
impaired or DeafBlind who are not currently engaged with SSB so they are informed of 
services. The biggest vehicle for this communication is the teachers of blind and visually 
impaired students. We post to their listserv, and the teachers then pass on the information 
to their students. We send information to the Regional Low Incidence Facilitators, who 
share with teachers. Finally, we keep an updated web site with current happenings and 
have shared resources with SSB’s sister agency VRS, who has one counselor assigned to 
each school.  


2. Meet with Special Education Directors outlining SSB’s Pre-ETS services and 
disseminating materials for distribution in their districts. The director of district 287 sits 
on the BVI advisory committee through MDE. Information is shared with her directly, 
and she passes it on to other special education directors.  


3. Regular communication with teachers for Blind and Visually Impaired (BVI) students 
through the BVI listserv about SSB opportunities for students so they can share this with 
families and encourage them to apply for services. Weekly emails are sent to the BVI 
listserv. Each email corresponds to an element of BRIDGE, which is part of our 
framework for providing Pre-ETS. For example, an article about assistive technology 
would fit in the B (basic skills) section. After six weeks, an entire BRIDGE is built. 
Additional information is sent out about SSB programming and services. For example, 
information about “Career Connections” and “Blind and Socially Savvy” is sent directly 
to the list. SSB’s newsletter “The Spectacle” is also sent to this list.  


4. Work with MDE to develop a data sharing agreement so student names can be shared 
with SSB. A data sharing agreement was included as part of the interagency agreement 







with MDE, which was activated in December 2016. The agreement allows student names 
to be shared with SSB.  


Results Summary We have not met this priority but have accomplished all four strategies. In 
FFY17, SSB served 136 of 183 students identified by MDE. This is 74% of the potential students. 
An additional 34 postsecondary students were provided Pre-ETS, resulting in a total of 170 
students. While we did not meet the priority of providing Pre-ETS to 100% of students identified 
by MDE, we increased our outreach efforts and have served 13 more students in secondary school 
than the previous year. Annually, 95% of Pre-ETS students served will participate in at least one 
skill building opportunity outside of the school setting each year. Strategies used to reach this 
priority include:  


1. Promote and continually revamp the newly developed year-round transition program with 
involved Community Rehabilitation Providers. The two vendors (Blind Incorporated and 
Duluth Center for Vision Loss) who have developed year-round pre-employment 
transition programs continue to reevaluate their programs and adjust to the changing 
environment and needs of the students and their families. For example, the Duluth Center 
for Vision Loss has more of a focus this coming year on assistive technology.  


2. Promote summer opportunities to students and families. Opportunities are promoted 
through our website, the parent list, counselors, BVI listserv, and “The Spectacle” 
newsletter, which reaches 75 families and over a dozen agencies and organizations.  


3. Co-sponsor a two-week Summer Transition Program with the MDE for 12-16 students 
annually on a college campus with a focus on independent living skills, skills of 
blindness, technology training, employment, and socialization. Planning begins in 
November 2017 for the June 2018 STP. This is a yearly summer activity that continues to 
evolve depending on the needs of the students. There is now a required work experience 
as part of STP to help students gain valuable work skills.  


4. Co-sponsor a Career Expo with the Minneapolis Community and Technical College 
where students meet professionals who are blind, visually impaired, or DeafBlind so they 
learn about careers. This career centered event changes yearly. For FFY17, our monthly 
Career Connections workshop offered students the opportunity to meet professionals who 
are blind, low vision, and DeafBlind and employers in specified areas. Each month is a 
different focus of Minnesota Career Fields. A different professional is featured in each 
issue of “The Spectacle” and through the Blind Abilities podcasts.  


5. Work with the DeafBlind committee to pair DeafBlind students with DeafBlind mentors. 
The committee has established an activity-based mentorship program. The first 
mentorship activity was held in October at a Metro-based bowling alley. DeafBlind 
students were paired with a DeafBlind mentor for that activity. Additional activities are 
being planned for the future.  


Results Summary 96% of Pre-ETS students participated in at least one skill building, and all five 
strategies were successfully completed.  


During their senior year, 100% of transition aged students planning to attend college will 
complete technology and travel assessments and receive requisite equipment and training prior to 
graduation.  







1. Each fall counselors identify students that are graduating. Counselors identify these 
students at the beginning of each school year, so the student has time to complete 
assessments in technology and travel. This process is outlined in the transition calendar.  


2. Technology specialists complete a comprehensive assessment and procure required 
equipment. Students are referred to the Pre-ETS technology specialist, who performs a 
comprehensive technology assessment and recommends specific technology the student 
requires.  


3. Training is provided to students to build necessary skills for entering college. Students 
are provided training in technology, travel, and other adjustment to blindness skills when 
there is an identified need for that training.  


Results Summary 100% of transition aged students planning to attend college completed their 
assessments and received their equipment and training, if needed. There is currently no tracking 
mechanism in place. There is a calendar for counselors that outlines the activities that are related 
to students; this calendar is reviewed quarterly.  


To increase the vendor base able to serve DeafBlind individuals so they have better access to 
training for travel skills and placement (Target-5 vendors), SSB used the following strategies:  


1. Work with Helen Keller National Center (HKNC) to provide training to O & M 
instructors in Minnesota on training techniques for DeafBlind. Six vendors participated in 
and completed the specialized training on August 27th and 28th, 2016  


2. Work with HKNC and current placement vendors/potential vendors regarding training 
techniques for DeafBlind. The training with placement vendors on placement strategies 
for DeafBlind individuals did not occur. The priority was on coordinating the orientation 
and mobility training, which took the majority of the year to complete.  


Results Summary SSB exceeded the priority of increasing the vendor base able to serve 
DeafBlind individuals. The goal was five vendors, and six vendors were provided specialized 
DeafBlind training. One of the two strategies was completed.  


To identify set DeafBlind counselors and provide them with specialized training the following 
strategies were used:  


1. Identify DeafBlind counselors and assign a DeafBlind caseload. There are two DeafBlind 
counselors who are trained in working with DeafBlind individuals and who are assigned 
a DeafBlind caseload.  


2. Provide DeafBlind counselors with training at DeafBlind camp in collaboration with 
HKNC. One DeafBlind counselor attended a three-week training program with HKNC 
and obtained a certification in DeafBlindness.  


3. Participate in the DeafBlind consortium of agencies, including presenting at conferences, 
panels, and policy projects. One DeafBlind counselor participates in the DeafBlind 
consortium. She is actively involved in sitting on panels, attending and presenting at 
conferences, and working on specialized projects.  


Results Summary SSB has met this priority and has completed two of the three strategies.  







To increase outreach efforts within the five top minority communities in Minnesota so they are 
aware of SSB and have access to information about SSB by participating in 10 touchpoint 
activities throughout the year, the following strategies were used:  


1. Work with Minority Outreach Committee to develop a list of networks that have not yet 
been targeted by SSB. We created a comprehensive list of organizations that serve 
minority communities; it includes about 350 listings, including faith communities 
(African American, Hispanic, Hmong churches, for instance, East African Mosques, and 
Buddhist temples etc.). We spoke to organizations such as the Center for Africans Now in 
America and the African Community Council. We established relationships with the 
Immigrant and Refugee Health Task Force, and the Cultural and Ethnic Communities 
Leadership Council. Finally, we presented to Latino, Russian, and Hmong seniors.  


2. Develop plan of contacts and participation in meetings, seminars, and conferences each 
year. A plan is developed each year that outlines contacts and participation in activities. 
This year’s plan included all the activities completed by the Minority Outreach 
Committee.  


Results Summary SSB has exceeded the priority of participating in 10 touchpoint activities. We 
had 21 touchpoint activities in the form of outreach events and presentations. These included the 
Hmong Resource Fair, the Somali Health Fair, The American Indian Health Fair, and the World 
Refugee Day.  


To increase the numbers of individuals hired by SSB that are reflective of the customer base 
served by 3, the following strategies were used:  


1. All SSB job postings have a preferred qualification of fluency in a second language. All 
job postings list a preferred qualification of fluency in a second language, including 
proficiency in American Sign Language.  


2. All individuals meeting the required qualifications and are flagged as “special 
population” defined by Human Resources are granted an interview. HR identifies 
individuals who are recently separated veterans (RSVs) and Connect 700 applicants. SSB 
interviews all qualified RSVs and Connect 700 applicants. HR cannot disclose when an 
individual has a disability.  


3. SSB will participate in the Connect 700 Hour program for the State of Minnesota. SSB 
participates in and promotes the Connect 700 program. One Connect 700 applicant was 
given a non-competitive interview.  


4. All postings are sent to consumer groups for broad dissemination. All job postings are 
sent to the National Federation of the Blind, the American Council of the Blind, the 
United Blind, and the Minnesota DeafBlind Association. We also send postings to the 
State Rehabilitation Council-Blind and the three Minnesota adjustment to blindness 
training centers.  


5. SSB will hire at least 3 student workers who are blind, visually impaired, or DeafBlind. 
We hired three student workers in Audio Services, Radio Talking Book, and Senior 
Services. The Audio Services worker did data entry into the National Library Service 
database. The Radio Talking Book worker assisted with podcasting. The Senior Services 
worker supported the Aging Eyes Initiative.  







Results Summary SSB has met this goal. SSB has hired three student workers who have a vision 
loss.  


For the implementation of the accepted Assistive Technology workgroup recommendation by 
piloting CETT (Customer Evaluation of Technology and Training) by December 31, 2016. No 
strategies have been developed for this priority. The assistive technology team is actively 
incorporating the CETT process with students in secondary education during their technology 
evaluations, and it is no longer considered a pilot program.  


For the implementation of strengths based meeting framework within the team model process by 
December 31, 2016, no strategies have been developed for this priority. Training on the strengths-
based meeting framework did not occur due to competing priorities, including an increased focus 
on Person Centered Planning. However, the team model continues to be used and fine-tuned.  


B. Describe the factors that impeded the achievement of the goals and priorities. 


SSB was not able to meet the priority of increasing competitive integrated employment outcomes 
by 3% from the previous year. Four of the five strategies were met, although the interagency 
agreement with DHS is still in the process of being completed. The significant reason for not 
meeting this goal has to do with the on-going effort to secure clear, consistent, and accurate 
direction from our federal partners about how to implement the Workforce Innovation and 
Opportunity Act.  


As we started FFY17, our placement goal was 130. Not long into the year, we were informed we 
were unable to purchase services for an individual during the 90 day employment period prior to 
closing a successful case. This resulted in adjusting the goal to 80. We finished the year with 93 
successful closures, a 14% increase from the adjusted goal.  


SSB has not met the priority to increase the number of transition students receiving Pre-ETS from 
SSB to 100% of students as identified by the Minnesota Department of Education as blind, 
visually impaired, or DeafBlind. Although we have not met this priority, we have accomplished 
all four strategies. In FFY17, SSB served 136 of 183 students identified by MDE. This is 74% of 
the potential students. An additional 34 postsecondary students were provided Pre-ETS, resulting 
in a total of 170 students. While we did not meet the priority of providing Pre-ETS to 100% of 
students identified by MDE, we increased our outreach efforts and have served 13 more students 
in secondary school than the previous year.  


The following factors prohibit us from reaching our goal of 100%:  


• While we are now able to receive the names of students through a data sharing agreement 
with MDE, there is no official list that documents who each student is and their contact 
information.  


• We believe some students may be aware of our program but are not interested in 
receiving services at this time.  


• SSB does not have the capacity to assign a counselor available to each school district. 
There are 553 school districts that potentially have students who could receive Pre-ETS, 
while SSB only has 15 counselors throughout the state.  







• We believe some students have significant disabilities and their goals after graduation 
may be for independent living versus employment. A large part of our continued outreach 
efforts is due in part to the monthly newsletter “The Spectacle,” which is created by 
SSB’s transition coordinator. Approximately 75 families receive the newsletter, in 
addition to over a dozen agencies and organizations.  


SSB exceeded the priority of increasing the vendor base able to serve DeafBlind individuals for 
travel skills. The goal was five vendors, and six vendors were provided specialized DeafBlind 
training. The training with placement vendors on placement strategies for DeafBlind individuals 
did not occur. The priority was on coordinating the orientation and mobility training, which took 
the majority of the year to complete. There were no strategies developed for the priority to 
implement strengths based meeting framework within the team model process by December 31, 
2016. Training on the strengths-based meeting framework did not occur due to competing 
priorities, including an increased focus on Person Centered Planning. However, the team model 
continues to be used and fine-tuned.  


2. An evaluation of the extent to which the Supported Employment program goals 
described in the Supported Employment Supplement for the most recent program 
year were achieved. The evaluation must: 
A. Identify the strategies that contributed to the achievement of the goals. 


Achieving the goal was accomplished through collaborative efforts with private placement and, as 
necessary, county supports. All efforts included establishing structured and stable work settings.  


B. Describe the factors that impeded the achievement of the goals and priorities. 


Determining on—going supports, particularly those requiring funding, can be the make or break 
for some situations. It can be very time consuming to arrange supports and funding. We have seen 
some jobs that have not been possible to successfully close because of a lack of on—going 
funding.  


3. The VR program's performance on the performance accountability indicators 
under section 116 of WIOA. 
SSB has not been able to collect the data elements required for performance accountability 
measures under section 116 of WIOA. The redesign of its electronic client information system 
which is anticipated in July 2017 will allow SSB to obtain the required data for reporting the 
performance accountability measures.  


4. How the funds reserved for innovation and expansion (I&E) activities were 
utilized. 
SSB used Title I funds for innovation and expansion in support of the State Rehabilitation 
Council for the Blind (SRC-B) meetings, for meetings of the Council committees and task forces, 
and in support of member travel to national rehabilitation meetings. The SRC-B expenditures for 
FFY2017 were projected at $35,730 and the actual expenditures were $27,413.00. SSB resources 
for support of the Statewide Independent Living Council come from Title VII rather than Title I 
funds. SSB will continue to use Title I funds for innovation and expansion in support of the SRC-
B’s resource plan of $35,730 for FFY 2018 and FFY 2019.  







q. Quality, Scope, and Extent of Supported Employment Services. 
Include the following:  


1. The quality, scope, and extent of supported employment services to be provided 
to individuals with the most significant disabilities, including youth with the most 
significant disabilities. 
Supported employment services promoting the integration of people with the most severe 
disabilities into employment in Minnesota have become increasingly available. The scope and 
quality of supported employment services have improved as more entities become aware of the 
benefits of ongoing employment supports for individuals with the most significant disabilities. 
However, the demand for supported employment exceeds the capacity of systems in Minnesota to 
provide the necessary extended ongoing employment supports. In addition to the goals for Title 
VI Part B described in Section N, SSB will continue to engage in capacity building and technical 
assistance efforts with other state agencies and community service providers. For example, SSB is 
working with the Minnesota Department of Human Services regarding the need for ongoing 
employment supports for individuals who are DeafBlind. SSB counselors have had some success 
working with county social workers to obtain waiver funding for those ongoing supports.  


2. The timing of transition to extended services. 
When vocational rehabilitation services are completed, a customer transitions to extended 
services. That transition occurs when the individual achieves the goals set out in their supported 
employment IPE, when they reach stability on the job, and when a service provider agrees to 
begin providing the needed ongoing employment supports. In most cases, the transition from 
vocational rehabilitation services to extended services occurs within three months. In Minnesota, 
the sources of ongoing support primarily include the counties, community rehabilitation programs 
or other private non—profit organizations.  


Certifications 
Name of designated State agency or designated State unit, as appropriate Department of 
Employment and Economic Development, DEED  


Name of designated State agency State Services for the Blind, SSB  


Full Name of Authorized Representative: Carol Pankow  


Title of Authorized Representative: Director State services for the Blind 


States must provide written and signed certifications that: 


i. The designated State agency or designated State unit (as appropriate) listed above is 
authorized to submit the VR services portion of the Unified or Combined State Plan under 
title I of the Rehabilitation Act of 1973 (Rehabilitation Act), as amended by WIOA*, and 
its supplement under title VI of the Rehabilitation Act.** Yes 


ii. As a condition for the receipt of Federal funds under title I of the Rehabilitation Act for 
the provision of VR services, the designated State agency listed above agrees to operate 
and administer the State VR Services Program in accordance with the VR services portion 







of the Unified or Combined State Plan , the Rehabilitation Act, and all applicable 
regulations , policies, and procedures established by the Secretary of Education. Funds 
made available under section 111 of the Rehabilitation Act are used solely for the 
provision of VR services and the administration of the VR services portion of the Unified 
or Combined State Plan; Yes 


iii. As a condition for the receipt of Federal funds under title VI of the Rehabilitation Act for 
supported employment services, the designated State agency agrees to operate and 
administer the State Supported Employment Services Program in accordance with the 
supplement to the VR services portion of the Unified or Combined State Plan* , the 
Rehabilitation Act, and all applicable regulations , policies, and procedures established by 
the Secretary of Education. Funds made available under title VI are used solely for the 
provision of supported employment services and the administration of the supplement to 
the VR services portion of the Unified or Combined State Plan;** Yes 


iv. The designated State agency and/or the designated State unit has the authority under State 
law to perform the functions of the State regarding the VR services portion of the Unified 
or Combined State Plan and its supplement; Yes 


v. The State legally may carry out each provision of the VR services portion of the Unified 
or Combined State Plan and its supplement. Yes 


vi. All provisions of the VR services portion of the Unified or Combined State Plan and its 
supplement are consistent with State law. Yes 


vii. The Authorized Representative listed above has the authority under State law to receive, 
hold, and disburse Federal funds made available under the VR services portion of the 
Unified or Combined State Plan and its supplement; Yes 


viii. The Authorized Representative listed above has the authority to submit the VR services 
portion of the Unified or Combined State Plan and the supplement for Supported 
Employment services; Yes 


ix. The agency that submits the VR services portion of the Unified or Combined State Plan 
and its supplement has adopted or otherwise formally approved the plan and its 
supplement. Yes 


Footnotes 
__________ 


Certification 1 Footnotes 


* Public Law 113-128. 


** Unless otherwise stated, "Rehabilitation Act" means the Rehabilitation Act of 1973, as 
amended by WIOA, signed into law on July 22, 2014. 


Certification 2 Footnotes 


* All references in this plan to "designated State agency" or to "the State agency" relate to the 
agency identified in this paragraph. 







** No funds under title 1 of the Rehabilitation Act may be awarded without an approved VR 
services portion of the Unified or Combined State Plan in accordance with section 101(a) of the 
Rehabilitation Act. 


*** Applicable regulations, in part, include the Education Department General Administrative 
Regulations (EDGAR) in 34 CFR parts 76,77,79,81, and 82; 2 CFR part 200 as adopted by 2 CFR 
part 3485; and the State VR Services Program regulations. 


Certification 3 Footnotes 


* No funds under title VI of the Rehabilitation Act may be awarded without an approved 
supplement to the VR services portion of the Unified or Combined State Plan in accordance with 
section 606(a) of the Rehabilitation Act. 


** Applicable regulations, in part, include the citations in *** under Certification 2 footnotes 


Additional Comments on the Certifications from the State 


Certification Regarding Lobbying — Vocational Rehabilitation 
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 MN State Services for the Blind  


Full Name of Authorized Representative: Carol Pankow  


Title of Authorized Representative: Director State Services for the Blind  


SF LLL Form – Disclosure of Lobbying Activities (only if applicable) 
(http://www2.ed.gov/fund/grant/apply/appforms/appforms.html). If applicable, please print, sign, 
and email to MAT_OCTAE@ed.gov 


Certification Regarding Lobbying — Supported Employment 
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 MN State Services for the Blind  


Full Name of Authorized Representative: Carol Pankow  


Title of Authorized Representative: Director State Services for the Blind  


SF LLL Form – Disclosure of Lobbying Activities (only if applicable) 
(http://www2.ed.gov/fund/grant/apply/appforms/appforms.html). 


Assurances 
The designated State agency or designated State unit, as appropriate and identified in the State 
certifications included with this VR services portion of the Unified or Combined State Plan and 
its supplement, through signature of the authorized individual, assures the Commissioner of the 
Rehabilitation Services Administration (RSA), that it will comply with all of the requirements of 
the VR services portion of the Unified or Combined State Plan and its supplement, as set forth in 
sections 101(a) and 606 of the Rehabilitation Act. The individual authorized to submit the VR 
services portion of the Unified or Combined State Plan and its supplement makes the following 
assurances:The State Plan must provide assurances that: 


1. Public Comment on Policies and Procedures: 
The designated State agency assures it will comply with all statutory and regulatory requirements 
for public participation in the VR Services Portion of the Unified or Combined State Plan, as 
required by section 101(a)(16)(A) of the Rehabilitation Act. 


2. Submission of the VR services portion of the Unified or Combined State Plan 
and Its Supplement: 
The designated State unit assures it will comply with all requirements pertaining to the 
submission and revisions of the VR services portion of the Unified or Combined State Plan and 
its supplement for the State Supported Employment Services program, as required by sections 
101(a)(1), (22), (23), and 606(a) of the Rehabilitation Act; section 102 of WIOA in the case of the 
submission of a unified plan; section 103 of WIOA in the case of a submission of a Combined 
State Plan; 34 CFR 76.140. 


3. Administration of the VR services portion of the Unified or Combined State 
Plan: 







The designated State agency or designated State unit, as appropriate, assures it will comply with 
the requirements related to:  


a. the establishment of the designated State agency and designated State unit, as 
required by section 101(a)(2) of the Rehabilitation Act. 


b. the establishment of either a State independent commission or State Rehabilitation 
Council, as required by section 101(a)(21) of the Rehabilitation Act.  


The designated State agency or designated State unit, as applicable (B) has established a State 
Rehabilitation Council  


c. consultations regarding the administration of the VR services portion of the Unified 
or Combined State Plan, in accordance with section 101(a)(16)(B) of the 
Rehabilitation Act. 


d. the financial participation by the State, or if the State so elects, by the State and 
local agencies, to provide the amount of the non-Federal share of the cost of 
carrying out the VR program in accordance with section 101(a)(3). 


e. the local administration of the VR services portion of the Unified or Combined State 
Plan, in accordance with section 101(a)(2)(A) of the Rehabilitation Act. 


The designated State agency allows for the local administration of VR funds No  


f. the shared funding and administration of joint programs, in accordance with 
section 101(a)(2)(A)(ii) of the Rehabilitation Act. 


The designated State agency allows for the shared funding and administration of joint programs:
 No  


g. statewideness and waivers of statewideness requirements, as set forth in section 
101(a)(4) of the Rehabilitation Act. 


Is the designated State agency requesting or maintaining a waiver of statewideness for one or 
more services provided under the VR services portion of the Unified or Combined State Plan? See 
Section 2 of this VR services portion of the Unified or Combined State Plan. No  


h. the descriptions for cooperation, collaboration, and coordination, as required by 
sections 101(a)(11) and (24)(B); and 606(b) of the Rehabilitation Act. 


i. all required methods of administration, as required by section 101(a)(6) of the 
Rehabilitation Act . 


j. the requirements for the comprehensive system of personnel development, as set 
forth in section 101(a)(7) of the Rehabilitation Act. 


k. the compilation and submission to the Commissioner of statewide assessments, 
estimates, State goals and priorities, strategies, and progress reports, as 
appropriate, and as required by sections 101(a)(15), 105(c)(2), and 606(b)(8) of the 
Rehabilitation Act. 


l. the reservation and use of a portion of the funds allotted to the State under section 
110 of the Rehabilitation Act for the development and implementation of innovative 







approaches to expand and improve the provision of VR services to individuals with 
disabilities, particularly individuals with the most significant disabilities. 


m. the submission of reports as required by section 101(a)(10) of the Rehabilitation Act. 


4. Administration of the Provision of VR Services: 
The designated State agency, or designated State unit, as appropriate, assures that it will: 


a. comply with all requirements regarding information and referral services in 
accordance with sections 101(a)(5)(D) and (20) of the Rehabilitation Act. 


b. impose no duration of residence requirement as part of determining an individual’s 
eligibility for VR services or that excludes from services under the plan any 
individual who is present in the State in accordance with section 101(a)(12) of the 
Rehabilitation Act . 


c. provide the full range of services listed in section 103(a) of the Rehabilitation Act as 
appropriate, to all eligible individuals with disabilities in the State who apply for 
services in accordance with section 101(a)(5) of the Rehabilitation Act? 


Agency will provide the full range of services described above  


d. determine whether comparable services and benefits are available to the individual 
in accordance with section 101(a)(8) of the Rehabilitation Act. 


e. comply with the requirements for the development of an individualized plan for 
employment in accordance with section 102(b) of the Rehabilitation Act. 


f. comply with requirements regarding the provisions of informed choice for all 
applicants and eligible individuals in accordance with section 102(d) of the 
Rehabilitation Act. 


g. provide vocational rehabilitation services to American Indians who are individuals 
with disabilities residing in the State, in accordance with section 101(a)(13) of the 
Rehabilitation Act. 


h. comply with the requirements for the conduct of semiannual or annual reviews, as 
appropriate, for individuals employed either in an extended employment setting in a 
community rehabilitation program or any other employment under section 14(c) of 
the Fair Labor Standards Act of 1938, as required by section 101(a)(14)of the 
Rehabilitation Act. 


i. meet the requirements in sections 101(a)(17) and 103(b)(2) of the Rehabilitation Act 
if the State elects to construct, under special circumstances, facilities for community 
rehabilitation programs 


j. with respect to students with disabilities, the State,  


xxii. has developed and will implement, strategies to address the needs identified 
in the assessments; and strategies to achieve the goals and priorities 
identified by the State, to improve and expand vocational rehabilitation 
services for students with disabilities on a statewide basis; and 







xxiii. has developed and will implement strategies to provide pre-employment 
transition services (sections 101(a)(15) and 101(a)(25)). 


5. Program Administration for the Supported Employment Title VI Supplement: 
a. The designated State unit assures that it will include in the VR services portion of 


the Unified or Combined State Plan all information required by section 606 of the 
Rehabilitation Act. 


b. The designated State agency assures that it will submit reports in such form and in 
accordance with such procedures as the Commissioner may require and collects the 
information required by section 101(a)(10) of the Rehabilitation Act separately for 
individuals receiving supported employment services under title I and individuals 
receiving supported employment services under title VI of the Rehabilitation Act. 


c. The designated state unit will coordinate activities with any other State agency that 
is functioning as an employment network under the Ticket to Work and Self-
Sufficiency program under Section 1148 of the Social Security Act. 


6. Financial Administration of the Supported Employment Program: 
a. The designated State agency assures that it will expend no more than 2.5 percent of 


the State’s allotment under title VI for administrative costs of carrying out this 
program; and, the designated State agency or agencies will provide, directly or 
indirectly through public or private entities, non-Federal contributions in an 
amount that is not less than 10 percent of the costs of carrying out supported 
employment services provided to youth with the most significant disabilities with the 
funds reserved for such purpose under section 603(d) of the Rehabilitation Act, in 
accordance with section 606(b)(7)(G) and (H) of the Rehabilitation Act. 


b. The designated State agency assures that it will use funds made available under title 
VI of the Rehabilitation Act only to provide supported employment services to 
individuals with the most significant disabilities, including extended services to 
youth with the most significant disabilities, who are eligible to receive such services; 
and, that such funds are used only to supplement and not supplant the funds 
provided under Title I of the Rehabilitation Act, when providing supported 
employment services specified in the individualized plan for employment, in 
accordance with section 606(b)(7)(A) and (D), of the Rehabilitation Act. 


7. Provision of Supported Employment Services: 
a. The designated State agency assures that it will provide supported employment 


services as defined in section 7(39) of the Rehabilitation Act. 


b. The designated State agency assures that:  


xxiv. the comprehensive assessment of individuals with significant disabilities 
conducted under section 102(b)(1) of the Rehabilitation Act and funded 
under title I of the Rehabilitation Act includes consideration of supported 







employment as an appropriate employment outcome, in accordance with 
the requirements of section 606(b)(7)(B) of the Rehabilitation Act 


xxv. an individualized plan for employment that meets the requirements of 
section 102(b) of the Rehabilitation Act , which is developed and updated 
with title I funds, in accordance with sections 102(b)(3)(F) and 606(b)(6)(C) 
and (E) of the Rehabilitation Act. 


Additional Comments on the Assurances from the State 


VII. Program-Specific Requirements For Combined State 
Plan Partner Programs 
States choosing to submit a Combined State Plan must provide information concerning the six 
core programs—the Adult Program, Dislocated Worker Program, Youth Program, Wagner-Peyser 
Act Program, Adult Education and Family Literacy Act Program, and the Vocational 
Rehabilitation Program— and also submit relevant information for any of the eleven partner 
programs it includes in its Combined State Plan. 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” in Sections II and III of that document, where specified, as well as the program-specific 
requirements for that program (available on www.regulations.gov for public comment). The 
requirements that a State must address for any of the partner programs it includes in its Combined 
State Plan are provided in this separate supplemental document. The Departments are not seeking 
comments on these program-specific requirements, which exist under separate OMB control 
numbers and do not represent requirements under WIOA. For further details on this overall 
collection, access the Federal eRulemaking Portal at http://www.regulations.gov by selecting 
Docket ID number ETA-2015-0006. 


__________ 


* 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(o) 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. 


Career and technical education programs authorized under the 
Carl D. Perkins Career and Technical Education Act of 2006 


Note 







NOTE: Unless otherwise noted, statutory references in this section are to P.L.109-270—Carl D. 
Perkins Career and Technical Education Improvement Act of 2006 (Perkins IV or the Act). (20 
U.S.C. 2301 et seq.) Please provide your Perkins IV State Plan, including any revisions for the 
upcoming program year, in the text boxes below. Please note the following as you make this 
submission:   


• Use bold text to denote revisions to your plan. 
• You are not required to provide or revise portions of your State’s Perkins State Plan that 


are no longer relevant, for example, items pertaining to a transition year under Perkins 
IV. Accordingly, text boxes are not provided for those items below. 


• You are not required to hold separate hearings for the Perkins portion of your WIOA 
Combined State Plan, unless your State determines that there is a “significant and 
relevant” change in: (1) the information or assurances in the Perkins plan; (2) the 
administration or operation of the Perkins plan; or (3) the organization, policies, or 
operations of the State agency that received the grant, if the change materially affects the 
information or assurances in the Perkins plan. See Question A.12 in the Department’s 
Perkins IV Non-Regulatory Guidance Q&A -Version 4.0, released April 24, 2015. 
Accordingly, if your State determines that no significant or relevant change is being 
made, you are not required to provide or revise Section I, Planning, Coordination, and 
Collaboration Prior to State Plan Submission, unless your State chooses to do so. 


• Congress eliminated a separate allocation for Title II, Tech Prep Programs under Perkins 
IV in the 2011 Continuing Resolution. Accordingly, States are not required to provide or 
revise Section V, Tech Prep Programs, or other items of their Perkins State Plan 
pertaining to tech prep programs unless your State chooses to do so. 


• You are not required to provide or revise your EDGAR certifications and assurances 
unless your State determines that a significant or relevant change needs to be made. 


Once you have entered your plan, please click on the link below to the Perkins State Plan Portal. 
There you must enter your request to extend your Perkins State Plan, an updated budget, 
performance levels for the upcoming program year, and, if applicable, updated EDGAR 
certifications and assurances. 


I. Planning, Coordination, and Collaboration Prior to State Plan 
Submission 
As noted above, in addition to entering your Perkins State Plan and any revisions for the 
upcoming year, you must submit a request to extend your Perkins State Plan using the link to the 
Perkins State Plan Portal below.  You are not required to hold separate hearings for the Perkins 
portion of your WIOA Combined State Plan unless your State determines that there is a 
“significant and relevant” change in: (1) the information or assurances in the Perkins plan; (2) the 
administration or operation of the Perkins plan; or (3) the organization, policies, or operations of 
the State agency that received the grant, if the change materially affects the information or 
assurances in the Perkins plan. See Question A.12 in the Department’s Perkins IV Non-
Regulatory Guidance Q&A -Version 4.0, released April 24, 2015. Accordingly, if your State 
determines that no significant or relevant change is being made, you are not required to provide or 
revise this Section I, Planning, Coordination, and Collaboration Prior to State Plan Submission, 
unless your State chooses to do so. 







a. Statutory Requirements 
1. The State must conduct public hearings in the State, after appropriate and sufficient 
notice, for the purpose of affording all segments of the public and interested organizations 
and groups (including charter school authorizers and organizers consistent with State law, 
employers, labor organizations, parents, students, and community organizations), an 
opportunity to present their views and make recommendations regarding the State Plan. 
(Section 122(a)(3)) 


Perkins IV requires Career and Technical Education (CTE) to have a renewed and strengthened 
focus on collaborative partnerships and the development and implementation of programs of 
academidc and technical preparation spanning secondary and postsecondary education. To 
promote this heightened expectation of collaboration between secondary and postsecondary CTE, 
the following guiding principles became instrumental in moving CTE forward in Minnesota under 
the Perkins IV Transition Plan: 


1. CTE and academic education must be integrated in a more comprehensive way. 


2. College and work readiness skills are one and the same. 


3. Each student needs at least some education or advanced training past high school, 
whether 2—year college, 4—year university, industry certification, or advanced training 
through work. 


4. Federal Perkins funding for CTE is not an entitlement at either the state or local level. 


5. All education spending must be connected with student success outcomes. 


6. High schools and colleges should continue CTE programs and activities that have worked 
well. 


7. CTE must be strategically placed within the broader vision, mission and goals for 
education withihn the State of Minnesota. 


Rather than developing a vision and mission for CTE in Minnesota, these guiding principles acted 
as the primary drivers for advancing CTE within Minnesota high schools and colleges. In 
particular, adhering to these guiding principles will be critical at the local level as high schools 
and colleges begin implementing the key new feature of the Minnesota CTE Plan:  


A New Consortium Structure that requires each consortium of high school and college partners to 
develop a SINGLE LOCAL PLAN, starting July 1, 2008 and all years thereafter. The SINGLE 
LOCAL PLAN will govern and manage the use of secondary basic, postsecondary basic and tech 
prep funds for each recognized consortium. At the same time, it enables the State to achieve its 
vision of having a seamless CTE education system through a New Consortium Structure, which is 
pivotal for the successful implementation of the State Plan. Finally, the guiding principles should 
provide CTE stakeholders the overall framework for enabling the necessary input and 
recommendations for the State Plan. 


Minnesota indicated, to the US Department of Education, its intent first to submit a one year 
Transition Plan with goals, strategies, objectives, outcomes and measures laid out in their fullest 
detail. These goals, objectives, and strategies are summarized below. 







Transition Plan Goals: Modifying Them to Meet the State Plan Goals: The primary goal of 
the Minnesota State Perkins Transition Plan focused upon the formation of a new consortium 
structure of high schools and colleges. In addition, Minnesota chose to agglomerate the required 
and permissible activities as laid out in the Perkins Law into four additional goals. The five 
Transition Plan goals were: 


1. Create a new consortium structure of high schools and colleges. This goal addresses 
the planning and provision of structural recommendations for the implementation of 
Perkins IV (beginning FY09). In FY08, high schools and colleges must begin the process 
at the local level of identifying the new consortium structure. In order for secondary 
and postsecondary recipients to obtain funding after June 30, 2008, a recipient must 
participate in a consortium that includes at least one Perkins—eligible postsecondary 
institution and at least one Perkins—eligible secondary school district. Elements to 
consider when selecting consortium partners include current effective relationships, 
anticipated programs of study, roles of brokering services with other Perkins 
schools/institutions, matriculation patterns of high school graduates to colleges within the 
Minnesota State Colleges and Universities system, and geographic proximity. 


2. Improve and expand high school to college transitions for career and technical 
education students. This goal is designed to support the transition of students from high 
school to college through programs and services such as the development and 
implementation of programs of study, alignment of high school and college standards, 
integration of academic concepts into career and technical education, credit articulation, 
career guidance, college readiness, etc. 


3. Examine and expand collaborative practices to support career and technical 
education programming. This goal builds upon the successes of Minnesota Indicator 12 
under Perkins III by expanding on collaboratively planned activities that support career 
and technical education programming. Indicator 12 is the requirement, which directs at 
least 10% allocation of local funds to be spent on collaborative activities at the local 
level, but allowing for separate planning and implementation to occur for most of the 
local funds. 


4. Effectively use employer, community and education partnerships to support career 
and technical education. This goal promotes input from, and consultation with, 
education, employer and community organizations to successfully address each purpose 
of Perkins IV. Active involvement of external partners helps ensure that programming 
and structural reorganization under Perkins IV will promote student success. 


5. Provide access to services for special populations, including under—represented 
students, in career and technical education programs. This goal addresses the 
continuing focus of the Perkins Act on students in special population groups. By ensuring 
equal, if not greater access, to all available education programming and support services, 
students with the greatest need are assured of the: 


i. Participation and completion of CTE programs, 
ii. Preparation needed for high—skill, high—wage, or high—demand occupations that 


lead to self sufficiency, and, 







iii. Consistent application of the accountability, adminsitrative and funding rules across 
all student groups. 


Minnesota Five—Year State CTE Plan: A Preview 


Minnesota will build and sustain CTE through a New Consortium Structure that brings together 
high schools and colleges around a SINGLE LOCAL PLAN. Guided by seven basic principles, 
each new local Perkins IV consortium will focus on CTE becoming more accountable to all its 
stakeholders, but particularly to students as they maneuver through high school and college 
building their knowledge and skills and work towards stable employment in their chosen career 
pathway. With the New Consortium Structure for Minnesota in place, an alignment between high 
schools and colleges regarding administration, funding, acocuntability, and, most importantly, 
programming of CTE is beginning to take shape. The long—term goal will be to create a strong 
and solid foundation for CTE in Minnesota at the state and local levels. 


The following sections of this document will address: Program Administration under a New 
Consortium Structure; Service to Special Populations; Accountability and Evaluation; Tech Prep 
Programming; Financial Requirements and Edgar Certifications. The rest of this section will 
discuss planning, coordination, and collaboration prior to plan submission. 


Public Hearings. The State conducted four regional public hearings on the State Plan, and one 
public hearing that was broadcast electronically thoughout the state. These public hearings were 
held on the following dates: 


iv. February 7, 2008 ——— Bemidji 
v. February 13, 2008 ——— Mankato 


vi. February 19, 2008 ——— Anoka 
vii. February 20, 2008 ——— MnSAT Satellite Broadcast 


viii. February 21, 2008 ——— Duluth 


Each hearing began with a presentation on key elements of the State Plan with particular 
emphasis on programs of study and the new consortium structure. Participants were then engaged 
in dialogue with State Perkins staff responding to questions about the state’s proposed CTE plan. 


2. The State must include a summary of the above recommendations and the eligible 
agency’s response to such recommendations in the State Plan. (Section 122(a)(3)) 


A summary of questions raised at the statewide task force meetings, as well as those raised at 
public hearings and the State responses, is listed in Appendices A and B of the full State Plan. 


3. The State must develop the State Plan in consultation with academic and career and 
technical education teachers, faculty, and administrators; career guidance and academic 
counselors; eligible recipients; charter school authorizers and organizers consistent with 
State law; parents and students; institutions of higher education; the State tech prep 
coordinator and representatives of tech prep consortia (if applicable); entities participating 
in activities undertaken by the State boards under section 101 of the WIOA; interested 
community members (including parents and community organizations); representatives of 
special populations; representatives of business and industry (including representatives of 
small business); and representatives of labor organizations in the State. The State also must 







consult the Governor of the State with respect to development of the State Plan. (Section 
122) 


Minnesota Perkins Career and Technical Education (CTE) State Plan Advisory Task Force. 
Serving an advisory role, a 45-member Minnesota Perkins Career and Technical Education (CTE) 
State Plan Advisory Task Force was constituted in December 2007 as a time limited work group. 
The charge statement for this Task Force and the Task Force membership is available at 
www.cte.mnscu.edu. Task Force membership was determiend by expanding upon the existing 
Education Action Committee for the Governor’s Workforce Development Council to fill in 
categories of participation specified in the Act. The Task Force met on January 18, 2008 and 
January 25, 2008 to review the draft State Plan. Presentations pertaining to the plan content were 
made and discussion addressed specific plan content. A final meeting was scheduled for February 
22, 2008 to review comments from the public hearings. 


4. The State must develop effective activities and procedures, including access to 
information needed to use such procedures, to allow the individuals and entities listed in 
item 3 above to participate in State and local decisions that relate to development of the 
State Plan. (Section 122(b)(2)) 


The list of public hearings was posted in the State Register and specific invitations to participate 
in the public hearings were sent to: 


ix. The Minnesota Chamber of Commerce 
x. The Minnesota Business Partnership 


xi. The Minnesota AFL-CIO 
xii. Minnesota School Boards Association 


xiii. Department of Labor and Industry 
xiv. Education Minnesota 
xv. Minnesota’s Career and Technical Education Professional Organizations 


xvi. Minnesota’s School and College Counselor Associations 
xvii. The University of Minnesota Department of Work and Human Resource Education 


xviii. PACER (Champions for Children with Disabilities) 
xix. Minnesota Minority Education Partnership 
xx. Minnesota College Access Network 


xxi. Minnesota High Tech Association 
xxii. Minnesota Council of Nonprofits 


xxiii. The Minnesota Parent Teacher Association (PTA) 
xxiv. The Minnesota Foundation for Student Organizations with a request that information 


be forwarded to state officers of all Minnesota career and technical education student 
organizations and all Minnesota career and technical education student organization 
advisors. 


xxv. The Minnesota Department of Employment and Economic Development with a 
request that information be forwarded to all community-based organizations that have 
linkages to the state’s workforce center system. 


A summary of Task Force discussion and the State responses is included in Appendix A. The 
State also posted the draft State Plan on its career and technical education web site and accepted 







comments to the plan electronically. A summary of comments made and the State responses is 
listed in Appendix B. 


5. The State must develop the portion of the State Plan relating to the amount and uses of 
any funds proposed to be reserved for adult career and technical education, postsecondary 
career and technical education, tech prep education, and secondary career and technical 
education after consultation with the State agency responsible for supervision of community 
colleges, technical institutes, or other 2-year postsecondary institutions primarily engaged in 
providing postsecondary career and technical education, and the State agency responsible 
for secondary education. If any of those State agencies finds that a portion of the final State 
Plan is objectionable, that State agency must file its objections with the eligible State agency. 
The eligible State agency must respond to any objections it receives in the State Plan that it 
submits to the Secretary of Education. (Section 122(e)(3)) 


Minnesota Rule 3505.1700 specifies that an annual agreement between the Commissioner of the 
Minnesota Department of Education and the Chancellor of the Minnesota State Colleges and 
Universities will specify the distribution of federal career and technical education funds between 
secondary and postsecondary entities. This plan identifies the factors that are considered in this 
decision and the formula through which such decision is made. 


The Financial Requirement Section (Section Six of the full plan) provides the details of how the 
total Perkins and Tech Prep funds Minnesota receive annually is allocated between the State 
(Minnesota Department of Education and the Minnesota State Colleges and Universities Office of 
the Chancellor) and local high schools and colleges. In addition, the Financial Requirement 
Section details how the funds are allocated between secondary and postsecondary and proposes an 
alternative mechanism for distributing Reserve funds since Minnesota has decided to combine the 
Basic (Title I) and the Tech Prep (Title II) programs. 


II. Program Administration  
1. The State must prepare and submit to the Secretary a State plan for a 6-year 
period; or you may prepare and submit a transition plan for the first year of 
operation of programs under the Act. (Section 122(a)(1)) 


2. The State must describe the career and technical education activities to be 
assisted that are designed to meet or exceed the State adjusted levels of 
performance, including a description of— 
A. The career and technical education programs of study, that may be adopted by local 
educational agencies and postsecondary institutions to be offered as an option to students 
(and their parents as appropriate) when planning for and completing future coursework, 
for career and technical content areas that— 


a. Incorporate secondary education and postsecondary education elements;  
b. Include coherent and rigorous content, aligned with challenging academic standards, and 


relevant career and technical content in a coordinated, non-duplicative progression of 
courses that align secondary education with postsecondary education to adequately 
prepare students to succeed in postsecondary education  







c. May include the opportunity for secondary education students to participate in dual or 
concurrent enrollment programs or other ways to acquire postsecondary education 
credits; and  


d. Lead to an industry-recognized credential or certificate at the postsecondary level, or an 
associate or baccalaureate degree  


Program Approval for Secondary CTE Programs. To provide guidance to high school 
districts, the Minnesota Department of Education has developed curriculum frameworks in six 
CTE areas: agriculture, business/marketing, family and consumer sciences, health occupations, 
and trade and industrial/technology education. Each of these framework documents aligns 
Minnesota academic standards with national curriculum standards and nationally recognized 
occupational skill standards that incorporate academic concepts into career and technical 
education instruction. Additionally, the following are in place or planned: 


i. Curriculum Frameworks for CTE programs (six program frameworks completed and 
all districts standards completed and are on file in districts). 


ii. Local District and Regional Training for Program Improvement and Approval. 
iii. Provided workshops in the use of the self-assessment tool and the new Program 


Approval Rubrics to evaluate alignment of program delivery for Career and Technical 
Education. 


iv. Into the third year of the regional five-year program approval process for CTE 
programs. 


v. Promoted use of the self-assessment tool and the new Program Approval Rubrics. 


Program Approval for Postsecondary CTE Programs. 


The Minnesota State Colleges and Universities system has developed policy and procedure 
for approving all academic programs including CTE programs. Relevant policy 
http://www.minnstate.edu/board/policy/336.html and procedures 
http://www.minnstate.edu/board/procedure/336pl.html are summarized below. The purpose 
of the Academic Programs policy is to direct system decision-making regarding the development, 
approval and management of academic programs to meet Minnesota’s educational needs. This 
policy applies to credit-based academic programs of system colleges and universities. 


Constructed as a cohesive arrangement of college-level credit courses and experiences, an 
academic program is designed to accomplish predetermined objectives leading to the awarding of 
a degree, diploma, or certificate. Most academic programs include a general education 
component. The purpose of an academic programs is to: 


A. Increase students’ knowledge and understanding in a field of study or discipline, 


B. Qualify students for employment in an occupation or range of occupations, and/or 


C. Prepare student for advanced study. 


Credit means a quantitative measure of instructional time assigned to a course or an equivalent 
learning experience such as class time per week over an academic term. General education means 
a cohesive curriculum defined by faculty through system college or university procedures to 
develop reasoning ability and breadth of knowledge through an integration of learning 
experiences in the liberal arts and sciences. 







An academic program inventory is the official list of academic programs offered by system 
colleges and universities. The academic program inventory also includes all approved 
postsecondary CTE programs and only those are eligible for Perkins funding. CTE programs are 
programs: 


vi. Offered at two-year colleges. 
vii. That are assigned a six-digit Classification of Instruction Program (CIP) code and one 


of the 16 career clusters. 
viii. That, upon completion, result in the receipt of a certificate, diploma, associate of 


applied science degree, or the associate of science degree. 


An approved academic program shall include curricular requirements for earning an academic 
award, such as credits in general education, in a major and/or minor, and for all prerequisite 
courses. Approval of the system chancellor is required for new academic programs, changes to 
existing academic programs, suspension of academic programs, and closure of academic 
programs at system colleges and universities. 


The chancellor shall maintain the academic program inventory. Only academic programs 
approved by the chancellor as recorded in the academic program inventory may be offered by 
system colleges and universities. Each system college and university shall regularly review its 
academic programs for the purpose of academic planning and improvement and shall submit an 
annual summary of its academic program review activity to the chancellor. The chancellor, as 
appropriate, may conduct statewide or regional reviews of academic programs or program 
clusters, report findings to the Board of Trustees and, when necessary, impose conditions on 
academic programs. 


Career Pathways and Programs of Study. With standards on program approval and new 
program development in place at both the secondary and postsecondary levels, and capitalizing on 
much of the development work done in other states, Minnesota intends to implement programs of 
study (POS) and career pathways as a primary mechanism to identify, build and sustain its new 
consortium structure proposed under the State Plan. Minnesota has long used the 16 CTE career 
clusters as a data organizing framework. However, only under its new consortium structure has 
Minnesota began exploring the use of career pathways/POS as a structural framework for 
organizing the coordinated delivery of CTE in high schools and colleges. Details of the activities 
undertaken in Minnesota to support implementation of career pathways/POS can be found on the 
website www.cte.mnscu.edu/programs/index.html and include the following: 


ix. Promoting early consideration of career clusters as a guidance tool (middle school), 
discussion has finalized a set of six Minnesota Career Fields that encompasses the 16 
career clusters. 


x. Minnesota has begun to apply the 81 Career Pathways Model as developed by the 
National Association of State Directors of Career and Technical Education 
Consortium (NASDCTEc) to Minnesota’s CTE curricula at the secondary and 
postsecondary levels. 


xi. Using the Minnesota Career Fields, Clusters, and Pathways framework developed 
nationally and by other states, but in particular Nebraska, the State has developed an 
organizing framework (graphically depicted in Appendix D) of the foundation 







knowledge and skills, career fields, clusters, and pathways that Minnesota will use for 
developing programs of study in career and technical education. 


xii. Along with this organizing framework, guidelines and print and electronic 
communication pieces, the State has begun to lay a solid foundation for local 
consortia to implement at least one POS in FY09 (July 1, 2008 to June 30, 2009), five 
more in FY10 and one more in FY11. A draft version of these guidelines is shown in 
Appendix E. 


xiii. The Minnesota State Colleges and Universities Office of the Chancellor has 
reconfigured its inventory of programs and created a report that reorganizes them 
according to career fields, career clusters and career pathways. The report is titled 
Minnesota State Colleges & Universities Programs by Career Fields, Clusters, and 
Pathways. 


The educational programming and support services needs of all students must be considered in 
implementing the organizing framework described above, including adult students, particularly 
those whose high school experience is in the distant past, and are entering directly into college, 
maybe for the first time. In general, the organizing framework must consider all transitions from 
secondary into postsecondary education, in and out of postsecondary education, and between 
education and employment. 


B. How the State, in consultation with eligible recipients, will develop and implement the 
career and technical programs of study described in (a) above; 


After consultation with eligible recipients, Minnesota will set the following parameters for 
developing and implementing a statewide career pathways/POS strategy. Programs of Study 
(POS) within Minnesota CTE must meet the following criteria: 


xiv. Career pathways/POS will either be developed locally or developed by the State with 
local input; 


xv. Span at least grades 11-14 by identifying a non-duplicative sequence of both 
academic and technical courses within a program of study; 


xvi. Make high school graduation a minimum requirement; 
xvii. Lead to an industry-recognized certification or a certificate, diploma or an associate 


degree from a two-year college; 
xviii. Align with the program approval processes established by the Minnesota Department 


of Education and the Minnesota State Colleges and Universities system; and, 
xix. Incorporate articulation agreements, dual- or concurrent-enrollment opportunities, or 


postsecondary enrollment options so that students may earn college credit while in 
high school. 


The State has encouraged local recipients to consider the following when developing 
and implementing POS: 


xx. Existing programmatic career pathways in the colleges which can serve as a 
foundation for identifying POS that connect secondary and postsecondary levels 
through a sequence of non-duplicative courses. 







xxi. The development of new, or the modification of existing, pathways using the current 
Tech Prep articulation agreements between secondary education and postsecondary 
education institutions as initial points of discussion. For example, Perkins III 
recipients had already begun developing POS in Information Technology, Health, and 
Manufacturing under existing Tech Prep articulation agreements. 


xxii. Use already developed POS models from different U.S. states and national 
organizations as available and as appropriate to Minnesota and the local consortia. 


xxiii. Incorporation of dual- or concurrent-enrollment opportunities, articulation 
agreements, or postsecondary enrollment options within each POS. 


xxiv. Identifying, for students and their parents, the academic and technical courses needed 
for broad preparation in various career fields at the secondary level, and 
specialization at the postsecondary level. 


xxv. Developing resources for counselors in order to understand the role of career 
pathways/POS as a mechanism for moving towards a postsecondary education or 
employment. 


Minnesota strongly feels that the development and implementation of career pathways/POS will 
be facilitated by having the new consortium structure in place. The State contends that the new 
consortium structure will support the Perkins IV requirement for building increasingly strong 
collaborative models, not only for CTE, but to pave the way for other linkages that connect the 
secondary and postsecondary systems. 


C. How the State will support eligible recipients in developing and implementing 
articulation agreements between secondary education and postsecondary education 
institutions; 


Each new local consortium, as part of its overall planning efforts, must consider the following to 
ensure smooth transitions, from secondary into postsecondary education; in and out of 
postsecondary education; and, between education and employment: 


xxvi. Initially Minnesota used the term brokering of services and made special reference to 
the fact a situation might arise, when, in a local consortium, either the secondary or 
postsecondary components of a given program of study is absent, but consortium 
students have expressed an interest in the missing component. It is then incumbent on 
the local consortium to facilitate the movement of CTE students from high school to 
college, by identifying, and expediting the transfer into, another local consortium that 
has the complete program of study. The concept of brokering of services has been 
expanded to include other situations in which two or more local consortia might have 
reason to pool funds to provide services in a manner that ensures a continuum of 
service provision (hence the acronym CSP). See also Section Five below. 


xxvii. Continuum of Service Provision (CSP) is one of the five goals to which funds have to 
be targeted and educational programming and support services provided to students 
within the local consortium (see Section Five below). CSP arises when a local 
consortium is unable to provide adequate service to its own CTE students. In such 
situations, the local consortium that is in need of adequate services should engage in 
formal and informal relationships with other local consortia to ensure that educational 
programing and support service requested by the student(s) are provided. Minnesota 







expects the application of the CSP concept to be a key ingredient in forging new 
articulation and dual-enrollment agreements that extend beyond a single consortium, 
and set the stage for regional and statewide agreements that help CTE students move 
from secondary into postsecondary education, in and out of postsecondary education, 
and between education and employment. 


xxviii. Using the term articulation more expansively, the State has decided to make some of 
the permissible activities under Perkins IV required activities, particularly, 
articulation and dual enrollment. Minnesota has a long established state-supported 
dual enrollment program. For 11th and 12th grade high school students to enroll in 
postsecondary education at the state’s expense and under certain conditions, they can 
do so under the Minnesota Postsecondary Enrollment Options (PSEO) Act (M.S. 
124D.09). The PSEO or concurrent enrollment program has thus far had limited 
application when it comes to high school students enrolling in college-level CTE 
courses. Nevertheless, as Minnesota’s new CTE consortium structure gets more 
firmly established and local consortia begin exploring the different ways in which a 
high school student can participate in college-level coursework, PSEO and concurrent 
enrollment certainly becomes one of the choices offered to a CTE student within a 
particular local consortium. It also creates opportunities for consortia to begin 
engaging in continuum of service provision (CSP). 


D. How programs at the secondary level will make available information about career and 
technical programs of study offered by eligible recipients; 


Once the Transition Plan was submitted to the U.S. Department of Education in May 2007, 
Minnesota began to construct a framework, guidelines, and communication strategies for making 
information about programs of study (POS) available to local recipients of Perkins funds. 
Elements of the Minnesota POS plan included: 


v. A 20 person statewide team, comprised of several State Perkins staff and 
key personnel from school districts and colleges, was sent to Washington 
DC to attend a workshop on the development and implementation of POS 
at the local level, and the management of POS at the state level. An 
outgrowth from the meeting was the formation of sub-groups from the 
team, along with guidance from the State, which focused on developing a 
POS template for use by local consortia. The template, as shown in 
Appendix F, is to be used as one piece of an overall plan to develop and 
implement POS in the high schools and colleges within local consortia. 


vi. The State has provided: 
vii. Oral and written guidance regarding the development of career 


pathways/POS within each local consortium (See Appendix E). 
viii. Preliminary data work on using Classification of Instructional Program 


(CIP) codes, career clusters and career pathways to align existing programs 
in community and technical colleges with the cluster and pathway 
structure. A similar crosswalk is being established for secondary CTE 
programs. 







ix. Initial work to build a relational database that links secondary CTE 
programs to related CTE programs at the postsecondary level within the 
cluster/pathway framework. 


x. Existing labor market information (LMI) produced regularly by the 
Department of Employment and Economic Development (DEED), 
particularly as it relates to current and emerging high-skill, high-wage, or 
high-demand occupations. An analysis has been done at the college level to 
identify high-skill, high-wage or high-demand career pathways in 
Minnesota (See Appendix G). 


xi. The State will explore a variety of electronic and face-to-face mechanisms 
that explain, to students, families, and counselors, Minnesota’s career 
pathway/POS organizational framework particularly through the 
development of interactive career planning resources. These mechanisms 
will be incorporated into existing Minnesota career planning resources, 
specifically the Minnesota Career Information System (MCIS), 
CAREERwise Education and Minnesota Careers (MnCareers). 


E. The secondary and postsecondary career and technical education programs to be carried 
out, including programs that will be carried out by you, to develop, improve, and expand 
access to appropriate technology in career and technical education programs; 


Minnesota has developed several electronic and online tools that have enabled students in 
secondary and postsecondary CTE programs to access information on career guidance, on 
education programming in CTE, and on current and future employment opportunities. Among 
them are: 


• Career Information: Minnesota provides information to students and the general public 
about high-skill/high-wage opportunities using three primary career development 
products: the Minnesota Careers publication, the Minnesota Department of Education 
Minnesota Career Information System (MCIS) and internet- based products, and 
CAREERwise Education a web-based system of education and employment information. 


• eFolio Minnesota: is a statewide electronic portfolio infrastructure 
http://www.efoliomn.com that permits all Minnesota residents and students to construct 
and showcase their education and workforce skills and abilities. Partially supported with 
Perkins leadership funds, eFolio is entirely web-based and will accommodate text and/or 
multi-media files (images, audio, and video). A product of the Minnesota State Colleges 
and Universities, it is the nation’s first statewide electronic portfolio management system. 


• Use of Technology: Parametric Technology Corporation made a gift to Minnesota school 
districts of site licenses of Pro-E modeling software. Utilizing resources from a grant 
from the National Governors’ Association, Minnesota made this software available to any 
school district whose staff participated in Pro-E training. While not limited to career and 
technical education programs, the majority of participating school districts have 
incorporated this software into CTE mechanical and engineering drafting programs. 
Minnesota has encouraged the implementation of Oracle Academy programming through 
promotion by the state secondary business education specialist. 


• CTE and STEM: Minnesota has promoted access to science, technology, engineering and 
mathematics (STEM) education through multiple initiatives, not the least of which has 







been state support, utilizing Perkins state leadership and MnSCU Center of Excellence 
funding, for two positions helping school districts to implement Project Lead The Way 
(PLTW) pre-engineering curriculum and qualifying for PLTW site certification. 


F. The criteria that you will use to approve eligible recipients for funds under the Act, 
including criteria to assess the extent to which the local plan will— 


i. Promote continuous improvement in academic achievement;  
ii. Promote continuous improvement of technical skill attainment; and  


iii. Identify and address current or emerging occupational opportunities  
Minnesota has established a data systems that, at the state level, identify participants and 
concentrators in secondary career and technical education programs and which identify whether 
those students have met the academic performance requirements established by the state under the 
Elementary and Secondary Education Act. Summary data, disaggregated by sub-populations, is 
made available to Perkins recipients and will be used as the baseline for promoting academic 
achievement of career and technical education concentrators. 


Special legislation points to the connections between business and agriculture education programs 
to deliver economics education and all career and technical education programs to deliver science, 
mathematics and arts education. The 2007 Minnesota Legislature added language to the section 
on graduation requirements and course credits (M.S. 120B.024) allowing CTE to fulfill science, 
mathematics and arts credits not otherwise specified in statute. Expansion of these linkages will 
be a priority. Likewise, Minnesota has heavily promoted the incorporation of academic concepts 
in CTE within the constraints of highly qualified teacher requirements of the Elementary and 
Secondary Education Act. 


The expectation under Perkins IV, that technical skill attainment must be measured with valid and 
reliable instruments aligned with industry standards and certifications (where available and 
appropriate) will pose a significant challenge for Minnesota. Like many states, Minnesota has 
measured technical skill attainment using either program completion or level of participation as 
prima facie evidence of a student gaining technical skills. To move beyond such measures, as the 
Law requires, state leaders throughout the country reached consensus on the use of assessments 
that were developed by third parties and which provide evidence of validity and reliability but 
administered locally. 


To meet the expectations under Perkins IV, Minnesota established a process for identifying 
technical skill assessments in 2009 that will be used in each of the 79 career pathways identified 
in the MN Career pathway model. The process relies on teachers, faculty, administrators and 
counselors, and business and industry representatives to identify and validate the core 
competencies within a pathway for both secondary and postsecondary students, then review and 
identify available nationally-developed assessments aligned with industry-recognized standards 
(when possible) which become part of the state-approved list of technical skill assessments for 
use in MN career & technical education programs. 


During FY10, Minnesota engaged in this process in five career pathways. The process will 
continue by identifying and validating competencies and identifying potential technical skill 
assessments that align with those competencies in eight additional career pathways during FY11, 
25 career pathways in FY12, 21 career pathways in FY13, and the remaining 15 career pathways 
in FY14. 







The purpose of this collaborative project is to develop an assessment system that will provide 
teachers, administrators and policymakers with accurate and useful information about student 
technical skill achievement. This assessment system will provide information that is useful for 
improving program quality, creating strong connections between high school and college 
programs, and communicating to employers and policymakers the value of career and technical 
skill programs of study in preparing students for college and work readiness. Baseline data will be 
collected for both secondary and postsecondary concentrators in the state approved programs of 
study in the five career pathways in the project pilot to be reported in the FY11 CAR report. 


More information (including the MN Position Statement on Technical Skill Assessment 
Implementation) can be found at: 


http://cte.minnstate.edu/programs/documents/MnSCU-MDE-FINAL-Position-on-
TSAImplem-7-1-15.pdf 


The Minnesota State/MDE Career and Technical Education position on Technical Skill 
Assessments can be found in Appendix E-4. 


G. How programs at the secondary level will prepare career and technical education 
students, including special populations, to graduate from secondary school with a diploma 


Minnesota will continue to promote secondary career and technical education opportunities as a 
strategy to encourage students to remain in school through graduation. Career and technical 
education is an identified strategy under a separate dropout prevention grant through the 
Minnesota Department of Education, and successful practices from that grant will be 
disseminated to all Minnesota school districts. 


Minnesota also continues to support a wide array of educational alternatives, including area 
learning centers, charter schools, contract alternative schools, etc., designed to support the needs 
of students in special populations. Presentations are made annually to the Minnesota Association 
of Alternative Programs to share new initiatives in career and technical education and to promote 
effective use of CTE for students with special learning challenges. The transition-disabled 
specialist within the Minnesota Department of Education has also worked closely with staff in the 
Department’s special education unit to promote effective work-based learning opportunities for 
students with disabilities. 


H. How such programs will prepare career and technical education students, including 
special populations, academically and technically for opportunities in postsecondary 
education or entry into high-skill, high-wage, or high-demand occupations in current or 
emerging occupations, and how participating students will be made aware of such 
opportunities; 


Postsecondary: Minnesota has long focused on developing and sustaining programs that prepare 
individuals for high-skill, high-wage jobs including: 


• Using Perkins Leadership Funds to promote the development of new programs in 
colleges, either on their own or collaboratively, in high-skill, high-wage, or high-
demand occupations. 


• Providing resources among consortium for Career Pathway Continuous 
Improvement Projects (CPIP), which are meant to stimulate the development of 







new academic programs, partnerships, or improve current programs, practices and 
programs. Proposals must address one or more of the following: 


o Aligning and supporting CTE system with local, regional, and/or state wide 
economic initiatives for high skill, high wage, high demand occupations 


o Developing Minnesota’s talent pipelines for economic growth and workforce 
development 


o Developing and providing work based learning experiences including 
addressing special populations 


o Engagement of business and industry partners  


o Analyzing and updating current CTE programs of study and Rigorous 
Programs of Study 


o course sequence 


o guidance counseling/academic advisement/transition support 


o teaching and learning strategies 


o technical skills assessments/Industry Recognized Credentials  


Labor Market Analysis is partially provided by the MN Department of Employment and 
Economic Development. The tasks include: 


• Link employment and labor demand information to existing postsecondary engagement, 
attainment and transition data. 


• Produce information, reports and documents on current and projected employment levels, 
wage rates for individual colleges and universities within the Minnesota State Colleges 
and Universities and other labor market trends that will inform the development, 
maintenance, and changes to academic programming. 


• Provide statewide and regional labor market analyses for technical skill assessment 
projects and for the development of programs of study and adult career pathways. 
Provide the critical link to the research and statistical information unit in the Department 
of Employment and Economic Development (DEED), allowing both agencies to share 
data electronically and use those data in specific projects within the Minnesota State 
Colleges and Universities and DEED. 


In addition, the System Office of MnSCU supports the Real Time Talent project, a collaboration 
among higher education, private sector, government and non-profit organizations, which provides 
access to real-time job posting data through Wanted Analytics. This web-based research tool pulls 
data from hundreds of online job posting sites, analyzes, and presents up-to-date information in a 
subscription services. The use of this data helps job seekers and also institutions in planning 
strategies to meet workforce development needs. 


Secondary: 







 Using the Minnesota Career Information System (MCIS) to provide information for 
schools, students and their parents on employment trends and opportunities and 
educational programs that will help students prepare for, and enter, these occupations. 
Most Minnesota school districts subscribe to MCIS which gives students and parents 
access to the system from home via the Internet, though much of the data is also provided 
by MCIS to ISEEK which is freely available to all Minnesota citizens. 


I. How funds will be used to improve or develop new career and technical education 
courses— 


i. At the secondary level that are aligned with rigorous and challenging academic 
content standards and student academic achievement standards adopted by the State 
under section 1111(b)(1) of the Elementary and Secondary Education Act of 1965, 
as amended;  


ii. At the postsecondary level that are relevant and challenging; and  
iv. That lead to employment in high-skill, high-wage, or high-demand occupations;  
x. Minnesota requires secondary school districts to collect data pertaining to academic 


performance of career and technical education students as part of the state program 
approval process. Additionally, through the performance negotiations under Perkins 
IV, each participating school district must meet or exceed state levels of 
performance toward academic standards, as defined under the Elementary and 
Secondary Education Act, or establish an improvement plan to meet that 
requirement. 


Legislation was enacted by the 2007 Minnesota Legislature allowing high school students to meet 
academic requirements in science, mathematics and the arts through participation in career and 
technical education programs. Districts must determine that academic standards are addessed with 
integrity through local CTE programming for this credit to be granted. Similar legislation 
identifies business and agricultural education teachers as meeting requirements for delivering 
economics by highly qualified personnel. 


The 2007 Minnesota Legislature amended Minnesota Statute 122A.72 and appropriated funds for 
the development of math and science teacher academies in Minnesota. A task force was 
assembled to facilitate the implementation of these academies (teacher centers) with an initial 
focus on mathematics, and included development of strategies to deliver mathematics across the 
curriculum. Career and technical educators were selected to lead this effort. 


Postsecondary level see discussion under (H) above. 


Employment in high-skill, high-wage, or high-demand occupations -- see discussion under (H) 
above. 


J. How you will facilitate and coordinate communications on best practices among 
successful recipients of tech prep program grants under Title II and other eligible recipients 
to improve program quality and student achievement 


Minnesota’s move to combine the Basic and Tech Prep programs reflects the expectation under 
Perkins IV that Basic programs also address integration and articulation. Starting July 1, 2008, 
tech prep and basic grant funds will be combined for districution to local consortia. Local 







consortium plans must continue to address tech prep activities within the limits of the Basic Grant 
structure.  


K. How funds will be used effectively to link academic and career and technical education at 
the secondary level and at the postsecondary level in a manner that increases student 
academic and career and technical achievement; and 


Minnesota students who elect to take CTE courses do not have to choose between becoming 
Career or College ready -ultimately, secondary CTE courses aim to prepare students for both. For 
example, this year MN will be inviting many of the CTE teachers to partner with core content 
teachers within their building; together these teams will be attending the a new CTE professional 
development series with the goal of linking academic and career and technical education 
outcomes. The professional development series will allow teachers to set aside time to align their 
vocabulary, curriculum sequencing, and concepts so that students receive direct instruction as 
well as hands-on experiences of the content standards and benchmarks. 


The Programs of Study and the Rigorous Programs of Study all reflect academic AND career and 
technical education opportunities. In addition the MN State Plan reflects investment in 
articulation agreements, dual enrollment options, and support of CTE students who also complete 
AP and IB coursework. 


The State professional development opportunities have emphasized the use of data to promote 
strategies for student success. These professional development opportunities have included 
webinars around specific performance criteria, face-to-face local workshops to help consortium 
reflect on their own student populations and how to promote the academic and career 
achievement, workshops at all state-wide gatherings to promote data driven decision making to 
promote student success. 


Advisory committee input at the postsecondary and secondary programs assist in streamlining and 
informing course sequencing, course content and skill attainment as well as emphasizing the 
critical, foundational, transferable skills such as communication, critical thinking, problem 
solving, and teamwork. 


L. How the State will report on the integration of coherent and rigorous content aligned 
with challenging academic standards in career and technical education programs in order 
to adequately evaluate the extent of such integration. (Section 122(c)(1)(A)-(L)) 


Secondary 


As part of the secondary CTE program approval process, Minnesota requires districts to submit 
curriculum outlines to the state. It is an expectation that these outlines identify how academic 
standards are met or supported through participation in CTE programs. Additionally, the 
Minnesota Department of Education works closely with teacher professional organizations in 
each CTE field to promote effective practices that focus on the attainment of academic and 
technical skills. Each district annual report of performance will identify the number and 
percentage of CTE concentrators within the consortium who met or exceeded academic and 
technical skill standards. 


The Department of Education is working with its information technology staff to develop the 
means to post annual secondary performance reports for each Perkins consortium for all core 







indicators on its web site, ensuring that information is not presented in such a way that individual 
students could be identified. 


Postsecondary 


Minnesota has established a separate policy (http://www.minnstate.edu/board/policy/337.html) 
for general education courses reflecting competencies adopted by the public higher education 
entities in Minnesota. The 1994 "Minnesota Transfer Curriculum Agreement" is a document 
developed by faculty representatives of Minnesota public colleges and universities outlining the 
conditions by which students transfer their completed general education work at one public 
college or university to meet lower division general or liberal education requirements at any 
public college or university in Minnesota. The agreement was signed by the chief executive 
officers of the existing public higher education systems in 1994. The agreement identifies ten 
areas of emphasis and goals and student competencies in each area of emphasis. The ten "goal 
areas" refer to the areas of emphasis identified in the Minnesota Transfer Curriculum Agreement: 
1) Communication, 2) Critical Thinking, 3) Natural Sciences, 4) Mathematical and Logical 
Reasoning, 5) History, Social and Behavioral Sciences, 6) Humanities and Fine Arts, 7) Human 
Diversity, 8) Global Perspective, 9) Civic and Ethical Responsibility, and 10) People and the 
Environment. 


Colleges and universities within the Minnesota State Colleges and Universities system have 
policies and procedures with regard to the development, approval and management of academic 
programs to meet Minnesota’s educational needs (see above discussion regarding the academic 
programs policy and procedure). The Minnesota Transfer Curriculum policy and procedure has 
been developed in such a manner that they are consistent with academic programs policy and 
procedure. Unlike the undergraduate course credit transfer policy and procedure (see above) 
where the receiving institution determines criteria for accepting credit, each receiving system 
college and university shall accept a Minnesota Transfer Curriculum course, goal area, or the 
entire curriculum as determined and documented by the sending system college or university. 
Each system college and university shall publish its Minnesota Transfer Curriculum requirements 
and policies. A corresponding procedure must be developed to implement the Minnesota Transfer 
Curriculum policy (http://www.minnstate.edu/board/procedure/337pl.html). 


3. The State plan must describe how comprehensive professional development 
(including initial teacher preparation and activities that support recruitment) for 
career and technical teachers, faculty, administrators, and career guidance and 
academic counselors will be provided, especially professional development that— 
A. Promotes the integration of coherent and rigorous academic content standards and 
career and technical education curricula, including through opportunities for academic and 
career and technical teachers to jointly develop and implement curricula and pedagogical 
strategies; 


Professional Development 


It is important for college faculty and secondary teachers to continue professional growth, and to 
do so, college faculty and secondary teachers need to set clear goals and means to accomplish 
these goals. Professional development includes continuing improvement in: teaching and learning 
skills and methods, discipline and program content, student interactions, service to the school, the 







college and the greater community, and personal growth related to the secondary school teacher’s 
or a postsecondary faculty’s employment responsibilities. 


The Career and Technical Education Professional Development Director continues to provide 
ongoing and strategic oversight of professional development initiatives and activities related to 
CTE in Minnesota and nationally. This includes planning statewide professional development 
conferences, producing online training resources, and providing ongoing technical assistance to 
Mn Perkins consortia for their local planning and delivery of professional development. Priority 
topics for Mn CTE professional development are the formation of pedagogical strategies to 
provide culturally competent curriculum; increasing the capacity of CTE professional programs to 
recognize and address the impact that battling poverty has on students; and providing work-based 
learning guidelines for secondary, postsecondary and workforce partners. In addition, the CTE 
staff is involved in providing strategic direction to statewide CTE teacher preparation programs. 
Work will continue to provide professional development for initial teacher and community 
experts (industry experts) to facilitate the movement of these teachers through Minnesota's 
new tiered licensure structure and provide transition support as the newly formed 
Professional Educator Licensing and Standards Board (PELSB) formulates policy and 
practice implementing teacher licensing laws (https://mn.gov/pelsb/).  


Secondary --- The Minnesota Department of Education and the Office of the Chancellor provide 
updates at all quarterly meetings of the Minnesota Association of Career and Technical 
Administrators. Implementation of the Perkins Act, including promotion of opportunities to 
address academic content in career and technical education programs, is a regular part of these 
updates. 


The Minnesota Department of Education and the Office of the Chancellor promoted the Math-in-
CTE model as developed by the National Research Center for Career and Technical Education 
throughout Minnesota, especially through targeted work in the areas of health and manufacturing. 
While the timing did not allow continuation of pilot work beyond the 2007-2008 transition year 
the State intends to continue to promote this successful model across all CTE curricula. 


As Minnesota implements teacher centers with a focus on delivery of mathematics and science 
concepts, professional development will be provided to several affiliates of the Minnesota 
Association for Career and Technical Education, to which many secondary CTE teachers belong. 
The aim here is to focus on encouraging the use of CTE courses to reinforce mathematics and 
science concepts. 


Postsecondary --- At the postsecondary level, each college is required to establish a policy to 
implement the faculty development process which shall include the development of faculty 
professional development plans. College faculty and administration must work together to 
establish the college policy on faculty professional development. Each faculty member prepares 
an individual professional development plan according to the timelines and criteria specified in 
the college professional development policy. 


The purpose of the professional development plan is to identify activities and/or strategies to be 
used by the faculty member to maintain currency in the faculty member’s credential field(s) and 
in teaching and learning skills and may include activities that go beyond maintaining currency. 
The plan shall be developed by the faculty member in consultation with the faculty member’s 







supervisor and shall address specific objectives and expected outcomes with respect to the 
following components, as appropriate to the faculty member’s needs: 


• Content knowledge and skill in the discipline/program; 
• Teaching methods and instructional strategies; 
• Related work experience; 
• Study appropriate to the higher education environment; 
• Service to the college and the greater community; and 
• Other components, as appropriate. 


The CTE Professional Development Director along with the entire Perkins State Leadership team 
also coordinates and presents a fall Best Practices conference for career and technical 
administrators and teachers/faculty. This conference spotlights promising practices identified 
during our monitoring visits, from the review of the local applications, and from practices 
described in emerging research literature. Guest speakers set the tone (FY10 was Kim Green, 
Executive Director of the National Association of State Directors of Career Technical Education 
Consortium) and individuals attend a number of breakout sessions. Past participation included as 
many as 450 participants from local districts and colleges in attendance. 


B. Increases the percentage of teachers that meet teacher certification or licensing 
requirements; 


Secondary --- Perkins State leadership funds support positions at both the University of 
Minnesota and Bemidji State University, the two institutions primarily responsible for preparing 
career and technical education teachers in the state, with responsibility for reviewing applicant 
credentials and designing individual paths leading to certification as career and technical 
education teachers. This process has greatly facilitated access to additional certifications for 
licensed teachers in Minnesota and has promoted movement of new teacher candidates from 
industry or preparation other than traditional teacher preparation pathways. Both the University of 
Minnesota and Bemidji State University have implemented modest fees to help the credential 
review process to become sustainable. 


Perkins funds support programming at both the University of Minnesota and Bemidji State 
University to deliver the "teacher education sequence," a series of courses designed to prepare 
individuals for new CTE teaching positions whose technical background is gained through either 
coursework or industry experience. 


Secondary CTE Teacher Licensure courses and programs exist for agriculture, business 
education and family and consumer science. Perkins State leadership funds are supporting the 
enhancement and development of additional career/technical teacher education programs in 
medical career and the work-based learning certification. The recruitment and education of 
career and technical education teachers presents an opportunity for creative solutions and 
multiple agencies working together. The current number of teachers wanting to access this 
educational pathway is not a critical mass so that the programs meet the strict guidelines of the 
business models of the universities. 


Perkins funds support programming at Southwest Minnesota State University 
https://www.smsu.edu/ to deliver the "teacher education sequence," a series of courses designed 







to prepare individuals for new CTE teaching positions whose technical background is gained 
through either coursework or industry experience. This instruction is provided through a variety 
of methodologies to serve our diverse, adult student population throughout the state. 


Postsecondary --- The Minnesota State Colleges and Universities has developed a college faculty 
credentialing policy (http://www.minnstate.edu/board/policy/332.html) and procedure 
(http://www.minnstate.edu/board/procedure/332pl.html) that assures that qualified individuals 
perform faculty work in the system colleges through system-established faculty minimum 
qualifications. It applies to 100% of newly hired unlimited faculty teaching in our two-year 
colleges. Minimum qualifications mean system-established minimum requirements used to 
evaluate the credentials of an individual considered for college faculty work. A component of 
these minimum requirements is the teaching and learning competency requirement. The teaching 
and learning competency requirement applies to college faculty, including counselors and 
librarians. 


Prior to being granted unlimited status, a faculty member shall successfully complete courses in 
the following content areas focused on the postsecondary student learning environment: course 
construction; teaching/instructional methods; student outcomes assessment/evaluation; and 
philosophy of community and technical college education. The learning experiences defined in 
this requirement are intended to: provide the faculty with an insight into the culture and climate of 
teaching at a community or technical college in Minnesota; lay the groundwork for excellence in 
teaching and learning; and ensure that faculty possess the minimum instructional knowledge, skill 
and practice components foundational for the community and technical college teaching 
environment. New faculty members who hold a degree in education focused on a postsecondary 
student learning environment, have documented evidence of successful completion of equivalent 
coursework in the specified teaching and learning content areas, or three years of successful full-
time (or equivalent) secondary, postsecondary, industry, or trade apprenticeship teaching 
experience in the field for which they are being hired will be exempt from taking the first three 
courses. The philosophy course shall be waived for individuals who, at the time of hire, have 
documented evidence of successful completion of equivalent coursework. The equivalency 
determination will be made by the Office of the Chancellor Human Resources Office. 


The Philosophy of Community and Technical College Education non-credit course has been 
developed and is delivered online by the Southwest Minnesota State University. 


Equivalent courses from other universities may fulfill this requirement but will need to be 
evaluated by the Office of the Chancellor’s personnel office staff. An example course outline, 
from the Philosophy of Community and Technical College Education course: 


A. Content knowledge and skill in the discipline/program. Example: Learning new 
technology or methodologies; computer software training, writing skills 
workshop, communication/interpersonal relations skills training, attain 
professional certifications/licenses. 


B. Teaching methods and instructional strategies. Example: Classroom management, 
curriculum development, learning styles, on-line delivery, cultural and diversity 
enrichment. 


C. Related work experience. Example: Business/industry internships, relevant 
summer employment, observation or special project(s) with employers. 







D. Study appropriate to the higher education environment. Example: Advancement of 
academic credentials, researching, publishing, grant writing. 


E. Service to the college and the greater community. Example: Active participation 
in leadership in professional organizations, leadership in college committees, 
working with youth in academic skills development. 


C. Is high quality, sustained, intensive, and focused on instruction, and increases the 
academic knowledge and understanding of industry standards, as appropriate, of career 
and technical education teachers 


Secondary --- Minnesota worked to demonstrate effective, sustained professional development 
when it implemented the high school math-in-CTE model developed by the National Research 
Center on Career and Technical Education. Twenty-two high school teachers, in teams of 
mathematics and either health or manufacturing, participated for 10 days throughout the year to 
identify mathematics embedded in CTE coursework and to enhance the abilities of the CTE 
teachers to deliver that mathematics content in a way that was recognized by students both in 
context and in traditional classroom settings. The state continues to promote this particular 
activity, and uses it as a model for future professional development activities in other areas. 


Minnesota is implementing significant changes to its natural resources curricula in collaboration 
with the Center for Agricultural and Environmental Research and Training (CAERT). More than 
a dozen state agricultural education teachers from both high schools and colleges worked to align 
the state’s academic standards to natural resources coursework using CAERT tools. A series of 
workshops will be conducted to introduce these new curriculum materials and to fully implement 
these academic and technical standards across the state. 


Postsecondary --- Professional development will be delivered using an on-going, thematic 
approach that will provide career and technical teachers, faculty, administrators, and career 
guidance and academic counselors with the skills to improve student performance and acquisition 
of high-skill, high-wage and high-demand employment. Professional development will be 
provided in the following areas: 


• Program of Study Development -- Creating CTE Pathways for Student Success from 
secondary through postsecondary education and career pathways for adult learners in 
Career and Technical Education 


• Technical Skill Assessments -- Selecting and using valid and reliable assessments to align 
CTE instruction and student outcomes with industry standards 


• Integration of Liberal Arts and Sciences/Academic and Career Education 
• Recruitment, Retention and Credentialing -- Provided for CTE teachers and faculty 


including individuals in groups underrepresented in the teaching profession 
• Special Populations -- Providing the knowledge and skills needed to work with and 


improve CTE instruction for Special Populations 


Professional development will be conducted by the following MN CTE staff members: 


• CTE Professional Development Director 







• Minnesota State Colleges and Universities & Minnesota Department of Education CTE 
Staff 


• MN Consortium Leaders 
• Local Secondary and Postsecondary Administration 
• CTE secondary teachers and postsecondary faculty 


Professional development will be delivered via the following face-to-face methods: 


• Statewide, Regional & local Consortium meetings and conferences 
• Annual Fall CTE Conference for Secondary & Postsecondary stakeholders 
• Technical Skill Assessment meetings by career pathway(s) or as requested 
• Programs of Study meetings by career pathway(s) 
• Fiscal Management and Accountability training 
• Math, Reading and Writing-in-CTE workshops 
• Business Engagement Regional workshops  


Professional development will be delivered via the following web-based tools and methods: 


• Webinars 
• MN CTE Website, http://www.cte.minnstate.edu, conduit to professional development 


calendar, webinars, on-line training and links to state & national CTE professional 
development resources. 


• MN CTE e-Learning Project - asynchronous eLearning modules developed for secondary 
& postsecondary CTE educators to provide foundational understanding of Perkins IV 
implementation in Minnesota, programs of study, technical skill assessments and non-
traditional student success. 


D. Encourages applied learning that contributes to the academic and career and technical 
knowledge of the student; 


Minnesota students who elect to take career and technical education courses do not have to 
choose between becoming Career or College ready -ultimately, secondary CTE courses aim to 
prepare students for both. CTE teachers are encouraged to partner with core content teachers 
within their building; as a team they will be attending a professional development series. The goal 
of the series is to allow teachers to set aside time to align their vocabulary, curriculum 
sequencing, and concepts so that students receive direct instruction as well as hands-on 
experiences of the content standards and benchmarks. 


Advisory committees (required for each approved program at secondary and postsecondary 
levels) provide input to assist streamlinging and informaing course sequencing, course content 
and required skill attainment and provide opportunities for work based learning. 


Other options for the CTE students include articulation agreements at the local level, dual 
enrollment options (PSEO and Concurrent enrollment models to encourage the completion of 
learning experiences. 







Articulation agreements, Dual Enrollment options (PSEO/Concurrent/College in the Schools), are 
in place. Many of our CTE students also complete in AP and IB coursework. 


Advisory committees, with input from postsecondary programs, assist in streamlining and 
informing course sequencing, course content & skills learned, as well as available opportunities to 
acquire transferable credentials and Industry Recognized Credentials. 


E. Provides the knowledge and skills needed to work with and improve instruction for 
special populations; and 


Secondary 


Work-Based Learning: Minnesota has long supported CTE opportunities for students with 
disabilities and has placed an emphasis on providing work-based learning coursework for this 
population Recent funding changes enacted by the Minnesota Legislature has required further 
training for school districts, so the Department of Education has been providing a number of 
work-based learning seminars. The seminars focus on effective community-based instruction, 
particularly that provided under the state transition-disabled program (career and technical 
education for students with disabilities). These workshops are provided in collaboration with 
special education staff in the Department and stress not only effective work-based learning 
activities but also link career and technical education programming with the expectations as 
outlined in the individual educational programs (IEPs) of participating students and rehabilitation 
services staff from the Minnesota Department of Employment and Economic Development. 


Resources for local districts may be access at: https://education.mn.gov/MDE/dse/cte/tl/wbl/ 


Alternative High Schools: Staff from the Department of Education provides annual updates at the 
winter conference of the Minnesota Association of Alternative Programs (MAAP). The state’s 
alternative high schools, including area learning centers, state-approved alternative schools, 
charter schools and contract alternative schools, provide options to students who have otherwise 
been unsuccessful in their educational pursuits. Most alternative school students are members of 
special populations, particularly disadvantaged students, pregnant teens/parenting students, 
students with limited English ability, or students with disabilities. 


Postsecondary 


See the response to item (a)-(c) above for postsecondary. In addition, the system has 
developed Experiential Education: Internships & Work-Based Learning Guide which can be 
accessed at http://www.minnstate.edu/system/asa/workforce/index.html. 


F. Promotes integration with professional development activities that the State carries out 
under Title II of the Elementary and Secondary Education Act of 1965, as amended, and 
Title II of the Higher Education Act of 1965, as amended. (Section 122(c)(2)(A)-(G)) 


Secondary --- When the Minnesota Board of Teaching decided not to continue licensure for 
technical tutors (support personnel working primarily with students of special populations), 
special legislation was enacted allowing support for paraprofessionals within career and technical 
education programs as long as those paraprofessionals met the requirements as identified in the 
Elementary and Secondary Education Act. The state has implemented on-line instruction to assist 
individuals to meet these requirements. 







Much effort has gone into professional development opportunities that assist CTE teachers to 
deliver academic concepts aligned with state academic standards required under the Elementary 
and Secondary Education Act. Teachers of business and teachers of agriculture are specifically 
recognized as highly qualified to deliver economics standards. 


4. The State must describe efforts that your agency and eligible recipients will 
make to improve— 
A. the recruitment and retention of career and technical education teachers, faculty, and 
career guidance and academic counselors, including individuals in groups underrepresented 
in the teaching profession; and 


Postsecondary: Minnesota State Colleges and Universities has an established policy and 
procedure related to college faculty credentialing which is the process for evaluating an 
individual’s formal education, training, professional/occupational experience and any required 
state licensure or industry certification in accordance with system-established minimum 
qualifications for individuals teaching in specific programs or disciplines as well as academic 
counselors and librarians. (http://www.minnstate.edu/board/policy/332.html, 
http://www.minnstate.edu/board/procedure/332pl.html). This assures that qualified 
individuals are teaching in the system colleges through these system-established faculty minimum 
qualifications. 


The process to establish and revise minimum qualifications includes: 


• Analysis that includes programs and disciplines from a national, regional and state 
perspective; availability of education and/or training in the specific area for faculty; 
national standards; industry, professional or state requirements for faculty in a specific 
program or discipline and any other pertinent background information. 


• Consultation with industry representatives, faculty, administrators, and others as 
appropriate that culminates in a recommendation regarding required minimum 
qualifications. 


• Alignment with the approved college programs and college-approved disciplines (see the 
response under 3a above). 


Additionally, 


• Industry licensure/certification or other credential required or considered essential for 
practice in the industry directly related to the field shall be incorporated into the 
minimum qualifications. (Examples: The state/industry licensure requirement for the 
existing assigned field of Registered Nurse is a Minnesota Registered Nurse license; the 
state/industry requirement for the existing license field of Law Enforcement is Minnesota 
POST certification.) 


• Standards for faculty credentials established by state or national program accreditation 
bodies may be incorporated into the minimum qualifications. 


B. The transition to teaching from business and industry, including small business. (Section 
122(c)(3)(A)-(B)) 







Secondary 


Perkins Sate leadership funds support leadership positions to facilitate review of teacher 
qualifications. This process has greatly facilitated access to additional certifications for licensed 
teachers in Minnesota and has promoted movement of new teacher candidates from industry or 
preparation other than traditional teacher preparation pathways. 


Perkins funds support programming at Southwest Minnesota State “teacher education sequence,” 
a series of courses designed to prepare individuals for new CTE teaching positions whose 
technical background is gained through either coursework or industry experience. 


Secondary CTE Teacher Licensure courses and programs exist for agriculture, business education 
and family and consumer science. Perkins State leadership funds are supporting the enhancement 
and development of additional career/technical teacher education programs in medical career and 
the work-based learning certification. The recruitment and education of career and technical 
education teachers presents an opportunity for creative solutions and multiple agencies working 
together. The current number of teachers wanting to access this educational pathway is not a 
critical mass so that the programs meet the strict guidelines of the business models of the 
universities. 


Perkins funds support programming at Southwest Minnesota State University 
https://www.smsu.edu/ to deliver the “teacher education sequence,” a series of courses designed 
to prepare individuals for new CTE teaching positions whose technical background is gained 
through either coursework or industry experience. This instruction is provided through a variety 
of methodologies to serve our diverse, adult student population throughout the state. 


Postsecondary 


The Minnesota State Colleges and Universities has developed a college faculty credentialing 
policy (http://www.minnstate.edu/board/policy/332.html) and procedure 
http://www.minnstate.edu/board/procedure/332p1.html that assures that qualified individuals 
perform faculty work in the system colleges through system- established faculty minimum 
qualifications. It applies to 100% of newly hired unlimited faculty teaching in our two-year 
colleges. Minimum qualifications mean system-established minimum requirements used to 
evaluate the credential of and individual considered for college faculty work. A component of 
these minimum requirements is the teaching and learning competency requirement. The teaching 
and learning competency requirement applies to college faculty, including counselors and 
librarians. 


5. The State Plan must describe efforts that the eligible State agency and eligible 
recipients will make to improve the transition of subbaccalaureate career and 
technical education students into baccalaureate degree programs at institutions of 
higher education. (Section 122(c)(4)) 
The Minnesota State Colleges and Universities system has 37 state colleges and universities. 
Since its constitution in 1995, The Minnesota State Colleges and Universities Office of the 
Chancellor has sought to establish consistent practices for accepting credit for 
undergraduate college-level courses transferred into a system college or university. The 
Minnesota State Colleges and Universities system has established a policy 
(http://www.minnstate.edu/board/policy/321.html) and a procedure 







(http://www.minnstate.edu/board/procedure/321pl.html) for undergraduate course credit 
transfer. A website www.minnstate.edu/admissions/pathways.html has considerable 
information about transfer from sub-baccalaureate to baccalaureate programs. Initiatives 
are currently underway for improving the transition of students from sub-baccalaureate to 
baccalaureate programs include The Transfer Pathways project.  


The Transfer Pathways project is a Minnesota State system wide effort to respond to 
transfer challenges through the implementation of multi-campus articulation agreements 
for students pursuing associate in arts, associate in science, and associate in fine arts degrees 
to complete baccalaureate degrees at the system's universities without accumulating excess 
course credits. The goals of the project include: 


• Create opportunities to streamline transfer for all students who intend to prepare 
for the bachelor's degree by completing an associate degree at a two-year college. 


• Facilitate communication and collaboration among faculty in the same discipline at 
all of the system's institutions 


• Generate savings on many levels, including cost to students, time to degree 
completion, and administrative overhead to maintain articulation agreements. 


• Improve information and services to military personnel and veterans.  


The project was prompted by legislation completed in 2014, directing Minnesota State 
Colleges and Universities to develop a plan to address certain transfer problems through the 
implementation of articulation agreements to aid students in transfer. Minnesota State 
provided a plan in March 2015, which the legislature responded to with a session law 
requiring Minnesota State to implement the transfer pathways plan. 


Minnesota has established a separate policy 
(http://www.minnstate.edu/board/policy/337.html) for general education courses reflecting 
competencies adopted by the public higher education entities in Minnesota. The 1994 
"Minnesota Transfer Curriculum Agreement" is a document developed by faculty 
representatives of Minnesota public colleges and universities outlining the conditions by 
which students transfer their completed general education work at one public college or 
university to meet lower division general or liberal education requirements at any public 
college or university in Minnesota. The agreement was signed by the chief executive officers 
of the existing public higher education systems in 1994. The agreement identifies ten areas 
of emphasis and goals and student competencies in each area of emphasis. The ten "goal 
areas" refer to the areas of emphasis identified in the Minnesota Transfer Curriculum 
Agreement: 1) Communication, 2) Critical Thinking, 3) Natural Sciences, 4) Mathematical 
and Logical Reasoning, 5) History, Social and Behavioral Sciences, 6) Humanities and Fine 
Arts, 7) Human Diversity, 8) Global Perspective, 9) Civic and Ethical Responsibility, and 
10) People and the Environment. 


Colleges and universities within the Minnesota State Colleges and Universities system have 
policies and procedures with regard to the development, approval and management of 
academic programs to meet Minnesota’s educational needs (see above discussion regarding 
the academic programs policy and procedure). The Minnesota Transfer Curriculum policy 
and procedure has been developed in such a manner that they are consistent with academic 
programs policy and procedure. Unlike the undergraduate course credit transfer policy and 







procedure (see above) where the receiving institution determines criteria for accepting 
credit, each receiving system college and university shall accept a Minnesota Transfer 
Curriculum course, goal area, or the entire curriculum as determined and documented by 
the sending system college or university. Each system college and university shall publish its 
Minnesota Transfer Curriculum requirements and policies. A corresponding procedure 
must be developed to implement the Minnesota Transfer Curriculum policy 
(http://www.minnstate.edu/board/procedure/337pl.html). 


6. The State Plan must describe how the eligible State agency will actively involve 
parents, academic and career and technical education teachers, administrators, 
faculty, career guidance and academic counselors, local business (including small 
businesses), and labor organizations in the planning, development, 
implementation, and evaluation of career and technical education programs in 
your State. (Section 122(c)(5)) 
Program Approval for Secondary CTE Programs 


To provide guidance to high school districts, the Minnesota Department of Education has 
developed curriculum frameworks in six CTE areas: agriculture, business/marketing, family and 
consumer sciences, health occupations, and trade and industrial/technology education. Each of 
these framework documents aligns Minnesota academic standards with national curriculum 
standards and nationally recognized occupational skill standards that incorporate academic 
concepts into career and technical education instruction. Additionally, the following are in place 
or planned: 


• Curriculum Frameworks for CTE programs (six program frameworks completed and all 
districts standards completed and are on file in districts). 


• Local District and Regional Training for Program Improvement and Approval. 
• Provided workshops in the use of the self-assessment tool and the new Program Approval 


Rubrics to evaluate alignment of program delivery for Career and Technical Education. 
• Into the third year of the regional five-year program approval process for CTE programs. 
• Promoted use of the self-assessment tool and the new Program Approval Rubrics. 


Program Approval for Postsecondary CTE Programs 


The Minnesota State Colleges and Universities system has developed policy and procedure for 
approving all academic programs including CTE programs. Relevant policy 
http://www.minnstate.edu/board/policy/336.html and procedures 
http://www.minnstate.edu/board/procedure/336pl.html are summarized below. The purpose of 
the Academic Programs policy is to direct system decision-making regarding the development, 
approval and management of academic programs to meet Minnesota’s educational needs. This 
policy applies to credit-based academic programs of system colleges and universities. 


Constructed as a cohesive arrangement of college-level credit courses and experiences, an 
academic program is designed to accomplish predetermined objectives leading to the awarding of 
a degree, diploma, or certificate. Most academic programs include a general education 
component. The purpose of an academic program is to: 







A. Increase students’ knowledge and understanding in a field of study or discipline, 


B. Qualify students for employment in an occupation or range of occupations, and/or 


C. Prepare students for advanced study. 


Credit means a quantitative measure of instructional time assigned to a course or an equivalent 
learning experience such as class time per week over an academic term. General education means 
a cohesive curriculum defined by faculty through system college or university procedures to 
develop reasoning ability and breadth of knowledge through an integration of learning 
experiences in the liberal arts and sciences. 


An academic program inventory is the official list of academic programs offered by system 
colleges and universities. The academic program inventory also includes all approved 
postsecondary CTE programs and only those are eligible for Perkins funding. CTE programs are 
programs: 


• · Offered at two-year colleges. 
• · That are assigned a six-digit Classification of Instruction Program (CIP) code and one 


of the 16 career clusters. 
• That, upon completion, result in the receipt of a certificate, diploma, associate of applied 


science degree, or the associate of science degree. 


An approved academic program shall include curricular requirements for earning an academic 
award, such as credits in general education, in a major and/or minor, and for all prerequisite 
courses. Approval of the system chancellor is required for new academic programs, changes to 
existing academic programs, suspension of academic programs, and closure of academic 
programs at system colleges and universities. 


The chancellor shall maintain the academic program inventory. Only academic programs 
approved by the chancellor as recorded in the academic program inventory may be offered by 
system colleges and universities. Each system college and university shall regularly review its 
academic programs for the purpose of academic planning and improvement and shall submit an 
annual summary of its academic program review activity to the chancellor. The chancellor, as 
appropriate, may conduct statewide or regional reviews of academic programs or program 
clusters, report findings to the Board of Trustees and, when necessary, impose conditions on 
academic programs. 


7. The State Plan must describe efforts that the eligible State agency and eligible 
recipients will make to— 
A. Improve the academic and technical skills of students participating in career and 
technical education programs, including by strengthening the academic and career and 
technical components of career and technical education programs through the integration of 
academics with career and technical education to ensure learning in— 


i. The core academic subjects (as defined in section 9101 of the Elementary and 
Secondary Education Act of 1965, as amended);  


ii. Career and technical education subjects;  







Minnesota has established data systems that, at the state level, identify participants and 
concentrators in secondary career and technical education programs and which identify whether 
those students have met the academic performance requirements established by the state under the 
Elementary and Secondary Education Act.Summary data, disaggregated by sub-populations, is 
made available to Perkins recipients and will be used as the baseline for promoting academic 
achievement of career and technical education concentrators. 


Special legislation points to the connections between business and agriculture education programs 
to deliver economics education and all career and technical education programs to deliver science, 
mathematics and arts education. The 2007 Minnesota Legislature added language to the section 
on graduation requirements and course credits (M.S. 120B.024) allowing CTE to fulfill science, 
mathematics and arts credits not otherwise specified in statute. Expansion of these linkages will 
be a priority. Likewise, Minnesota has heavily promoted the incorporation of academic concepts 
in CTE within the constraints of highly qualified teacher requirements of the Elementary and 
Secondary Education Act.. 


The expectation under Perkins IV that technical skill attainment must be measured with valid and 
reliable instruments aligned with industry standards and certifications (where available and 
appropriate) will pose a significant challenge for Minnesota.Like many states, Minnesota has 
measured technical skill attainment using either program completion or level of participation as 
prima facie evidence of a student gaining technical skills. To move beyond such measures, as the 
Law requires, state leaders throughout the country reached consensus on the use of assessments 
that were developed by third parties and which provide evidence of validity and reliability but 
administered locally. 


To meet the expectations under Perkins IV, Minnesota established a process for identifying 
technical skill assessments in 2009 that will be used in each of the 79 career pathways identified 
in the MN Career pathway model. The process relies on teachers, faculty, administrators and 
counselors, and business and industry representatives to identify and validate the core 
competencies within a pathway for both secondary and postsecondary students, then review and 
identify available nationally-developed assessments aligned with industry-recognized standards 
(when possible) which become part of the state-approved list of technical skill assessments for 
use in MN career & technical education programs. 


During FY10, Minnesota engaged in this process in five career pathways. The process will 
continue by identifying and validating competencies and identifying potential technical skill 
assessments that align with those competencies in eight additional career pathways during FY11, 
25 career pathways in FY12, 21 career pathways in FY 13, and the remaining 15 career pathways 
in FY14. 


The purpose of this collaborative project is to develop an assessment system that will provide 
teachers, administrators and policymakers with accurate and useful information about student 
technical skill achievement. This assessment system will provide information that is useful for 
improving program quality, creating strong connections between high school and college 
programs, and communicating to employers and policymakers the value of career and technical 
skill programs of study in preparing students for college and work readiness. Baseline data will be 
collected for both secondary and postsecondary concentrators in the state approved programs of 
study in the five career pathways in the project pilot to be reported in the FY11 CAR report. 







B. Provide students with strong experience in, and understanding of, all aspects of an 
industry; and 


Secondary: Secondary CTE programs in Minnesota are required to address all aspects of industry 
in their curricula, and the Minnesota Department of Education has provided resources and 
professional development around all nine aspects of industry that are common to any enterprise. 
Students should gain strong experience in, and understanding of all nine aspects, which are: 


• Planning - How an organization plans (including goals and objectives); types of 
ownership (public or private); relationship of the organization to economic, political and 
social context; assessment of needs. 


• Management - Structure and process for effectively accomplishing the goals and 
operations of the organization using facilities, staff, resources, equipment and materials. 


• Finance - Accounting and financial decision-making process, method of acquiring capital 
to operate management of financial operations including payroll. 


• Technical and Production Skills - Basic skills in math, communications, computer, time 
management and thinking; specific skills for production; interpersonal skills within the 
organization. 


• Underlying Principles of Technology - Technological systems used in the workplace and 
their contributions to the product or service of the organization. 


• Labor Issues - Rights of employees and related issues; wages, benefits and working 
conditions. 


• Community Issues - Impact of the company on the community, impact of the community 
on the organization. 


• Health, Safety and Environment - Practices and laws affecting the employee, the 
surrounding community and the environment. 


• Personal Work Habits - Non-technical skills and characteristics expected in the 
workplace. 


Postsecondary: Sec 2 (e) and 2 (h) above for a general discussion of how information about all 
aspects of industry is disseminated to students. 


Program Advisory Committee Initiative:Program Advisory Committees continue to be a 
critical element to provide strong experiences in, and understanding of, all aspects of an 
industry as well as holding programs to quality standards, relevant curriculum, and work 
based learning experiences. Minnesota has had a Program Advisory Committee Handbook 
since 2006. The handbook was designed to help two-year college faculty and administrators 
improve the structure and use of advisory committees so that they become an effective tool 
for improving CTE for college students. The resource clearly and thoroughly explains the 
purpose and structure of a committee and the roles of its members. It has now been updated 
twice with the current version emphasizing not only the compliance elements of the 
program advisory committee but the essential role the committee can play in providing 
work-based learning experiences, providing models of partnerships, examples of committee 
member job descriptions, and addressing opportunities for diversity an inclusion. The 
current 2016 version is available at 
http://www.minnstate.edu/system/cte/consortium_resources/documents/Career-Advisory-







Handbook-2016-for-website.pdf. This resource continues to be a critical element of the 
regional professional development workshops.  


C. Ensure that students who participate in career and technical education programs are 
taught to the same challenging academic proficiencies as taught to all other students. 
(Section 122(c)(7)(A)-(C)) 


Secondary: Throughout the implementation of Perkins III, professional development activities 
were conducted that promoted the identification of, and teaching to, academic competencies 
embedded within secondary career and technical education programs. Minnesota has adopted 
state standards at the high school level in core academic subjects as defined under the Elementary 
and Secondary Education Act as follows: 


• Language Arts - state standards established for grades 9-12 and state assessments 
established in reading and writing. 


• Mathematics - state standards established for grades 9-12 and state assessments. 
• Arts - state recommended standards established or districts may develop their own 


standards; assessments determined locally. 
• Science - state standards established for grades 9-12 and state assessment under 


development. 
• Social studies - state standards established for grades 9-12; assessments determined 


locally. 
• Health and physical education - locally determined standards and assessments. 
• World languages - locally determined standards and assessments. 


Each district is required by statute to offer courses in career and technical education and to 
develop local standards and assessments. Curriculum frameworks have been developed to assist 
districts to determine appropriate standards and assessments, and to align coursework in career 
and technical education with state and local standards in academic subjects. 


Documents have been prepared to guide districts as they incorporate instruction in all aspects of 
industry into career and technical education programming. Professional development activities 
have been conducted throughout the state for teachers and career and technical administrators on 
all aspects of industry, and all aspects must be incorporated as an element in each annual local 
Perkins plan. 


Minnesota has adopted a policy of a single diploma (no certificates of attendance or alternative 
diplomas reflecting separate standards) and sets in statute both credit requirements and standards 
expectations for all students. A limited number of students with the most severe disabilities may 
receive diplomas based on meeting criteria of their individual educational programs (IEPs) - all 
other students are taught to the same academic standards and expectations. 


Postsecondary: See the discussion above on the Minnesota Transfer Curriculum in (5) above. 


8. The State Plan must describe how the eligible State agency will provide local 
educational agencies, area career and technical education schools, and eligible 
institutions in the State with technical assistance. (Section 122(c)(15)) 







Secondary: The Minnesota Department of Education maintains program specialists in five career 
and technical education fields who also serve as regional contacts for all career and technical 
education programming under the Perkins Act. These individuals will be first contacts for 
providing technical assistance, and will bring issues to the State career and technical education 
team so that recurring needs are addressed in a timely manner and in a consistent fashion. 


Postsecondary: The Minnesota State Colleges and Universities System Office has two full-time 
program directors, who report to the State Director of Career and Technical Education. In 
addition, several other staff from other divisions in the Office of the Chancellor have 
responsibility in the areas of accountability and finance. All these individuals work with perkins-
eligible colleges and Perkins consortia to improve programs and services eligible under the 
Perkins Act. 


Joint Perkins IV Planning: Staff members from the Minnesota Department of Education and the 
Minnesota State Colleges and Universities Office of the Chancellor have met regularly for nearly 
two years to plan for Perkins IV. A Leadership Team comprised of senior administrative staff 
representing state level agencies responsible for secondary and postsecondary CTE and including 
the State Director for CTE has also met regularly. The Leadership Team has conceptualized and 
approved the new direction Minnesota will take under Perkins IV. 


With the Perkins Act now enacted, the joint planning has focused on Basic and Tech Prep local 
planning. The joint planning has resulted in all recipients, Secondary Basic, Postsecondary Basic, 
and Tech Prep, using the same format for the local application and a common operational 
handbook. Frequently asked questions (FAQs), be they from secondary or postsecondary, are 
answered in a single document. All documents, materials and resources produced in preparation 
for informing local eligible recipients on the intent of the new law, Minnesota’s new direction, 
Minnesota’s five Perkins IV goals, and Minnesota’s rationale for the new consortium structure are 
available on www.cte.mnscu.edu. 


Future Planning and Technical Assistance: Formal training sessions have been provided on 
local plan development in five regions of the state. Additional sessions are planned on partnership 
building, programs of study, technical skill attainment, and accountability. Training on other 
topics will be provided as needed. Individual assistance will be provided as requested or will be 
scheduled for each consortium. 


Professional development is provided as a result of consortium monitoring visits, specific requests 
by consortium and on a routine basis delivered by state staff usual in concert with local 
coordiantors. The second Thursday of each month is set aside for specific state-wide webinars 
which provide instruction to fulfilling requirements such as completion of the APR, negotiation of 
local targets or completion of the local applications; trend information such implementation of 
new legislation or changes to student profiles; topics to support new personnel; and general 
Perkins 101. In addition, regional sessions are held to provide technical assistance- the workshops 
providing specific resources and promising practice of recruiting and retaining non-traditional 
students would be an example. Face-to-face team support or one-on-one phone conferences are 
also methods of providing local educational agencies with technical assistance. 


9. The State Plan must describe how career and technical education in your State 
relates to your State’s and region’s occupational opportunities. (WIOA section 
122(c)(16)) 







The Minnesota CTE consortium structure of secondary and postsecondary institutions, 
wherein at least one high school district and at least one college combine to plan 
programmatic and support services at the local level for CTE students is the direct 
structure that links the Perkins work with the six Minnesota regional workforce regions 
included in the state WIOA plan. Labor market information (LMI) exists for these six 
regions, and the new consortia are using the regionally-based LMI to support and inform 
their programs of study and needs assessment for Perkins expenditures. The information 
provides local consortia direction of partners for program planning purposes, developing 
new programs of study, and maximizing key business and industry partnerships, all based 
on regional LMI. 


As a partner of the State WIOA Combined Plan there is opportunity for regional gathering 
of stakeholders in the development and implementation of regional plans in which one to 
three career pathways will be identified as priority work initiatives. (WIOA career pathway 
definitions correlate closely with our Perkins Rigorous Program of Study (RPSO) criteria.) 
WIOA regional planning needs will be compared to RPOS, gaps identified, and plan 
implemented to meet that need. 


10. The State Plan must describe the methods the eligible State agency proposes 
for the joint planning and coordination of programs carried out under this 
legislation with other Federal education programs. (Section 122(c)(17)) 
Minnesota is implementing a new CTE consortium structure of secondary and postsecondary 
institutions, wherein at least one high school district and at least one college combine to plan 
programmatic and support services at the local level for CTE students. In nearly all cases, the new 
local consortia that are being formed are within one of the six Department of Employment and 
Economic Development (DEED) regions. Labor market information (LMI) exists for these six 
regions, and the new local consortia will be expected to use the regionally-based LMI. Such 
information will be useful to local consortia for program planning purposes, developing new 
programs of study, and maximizing key business and industry partnerships, all based on regional 
LMI. 


As a partner of the State WIOA Combined Plan there is opportunity for regional gathering of 
stakeholders in the development and implementation of regional plans in which one to three 
career pathways will be identified as priority work initiatives. (WIOA career pathway definitions 
correlate closely with our Perkins Rigorous Program of Study (RPSO) criteria.) WIOA regional 
planning needs will be compared to RPOS, gaps identified, and plan implemented to meet that 
need. 


11. The State Plan must provide a description and the information specified “in 
subparagraphs (B) and (C)(iii) of section 102(b)(2), and, as appropriate, section 
103(b)(3)(A), and section 121(c), of the Workforce Innovation and Opportunity 
Act (Public Law 113-128) concerning the provisions of services only for 
postsecondary students and school dropouts.  (Section 122(c)(20)) 
Postsecondary 


Minnesota has long focused on developing and sustaining programs that prepare individuals for 
high-skill, high-wage; high demand occupations. 







• Using Perkins Leadership Funds to promote the development of new programs in 
colleges, either on their own or collaboratively, in high-skill, high-wage, or high-demand 
occupations. 


• Competition among colleges for Perkins Program Development Grants, which are 
meant to stimulate the development of new academic programs by colleges. Proposals 
must address one or more of the following: 


o Programmatic career pathways 


o Technical skill attainment assessment processes 


o Preparation for non-traditional fields 


o Support for programs for special populations 


o Support for programs that link high schools to colleges 


o Evidence of high-wage and high-skill or high-demand occupations These projects 
are especially encouraged—but not required—to include: 


o Employer engagement to provide experiential learning 


o Existing STEM-related coursework 


o Support of initiatives to facilitate transition from sub-baccalaureate to 
baccalaureate programs 


o Incorporation of career academies and distance education 


o Industry, community, K-12 or other partners 


o Leveraged funds 


Labor Market Analysis is partially provided by the MN Department of Employment and 
Economic Development. The tasks include: 


• Link employment and labor demand information to existing postsecondary engagement, 
attainment and transition data. 


• Produce information, reports and documents on current and projected employment levels, 
wage rates for individual colleges and universities within the Minnesota State Colleges 
and Universities and other labor market trends that will inform the development, 
maintenance, and changes to academic programming. 


• Provide statewide and regional labor market analyses for technical skill assessment 
projects and for the development of programs of study and adult career pathways. 
Provide the critical link to the research and statistical information unit in the Department 
of Employment and Economic Development (DEED), allowing both agencies to share 
data electronically and use those data in specific projects within the Minnesota State 
Colleges and Universities and DEED. 


Provisions for school dropouts remain a challenge. Current legislations regarding the Alternative 
Learning Center opportunities such as Subdivision 9 of Minnesota Statues, section 124D.09 
allows the opportunity to leverage Postsecondary Enrollment Options funding for development 







coursework under specific circumstances. Under this clause, student are considered eligible if 
they are enrolled in a core school day State Approved Alternative Program (SAAP) under the 
graduation incentives program as defined by the Minnesota Department of Education. 


Provisions for school dropouts remain a challenge. Current legislations regarding the 
Alternative Learning Center opportunities such as Subdivision 9 of Minnesota Statues, 
section 124D.09 allows the opportunity to leverage Postsecondary Enrollment Options 
funding for development coursework under specific circumstances. Under this clause, 
student are considered eligible if they are enrolled in a core school day State Approved 
Alternative Program (SAAP) under the graduation incentives program as defined by the 
Minnesota Department of Education.  


Program Administration 
1. The State Plan must provide a web link to the eligible State agency’s local applications or 
plans for secondary and postsecondary eligible recipients, which will meet the requirements 
in section 134(b) of the Act. 


The online local application is located at http://www.applyheremn.org/index.do; completed 
local applications may be viewed at 
http://www.minnstate.edu/system/cte/consortium_resources/local-applications.html . 


2. The State Plan must provide a description of the State’s governance structure for career 
and technical education. 


The Minnesota Legislature established Minnesota State Colleges and Universities (MnSCU) to 
serve as Sole State Agency to perform the functions of the State specified in the Carl D. Perkins 
State Plan (http://www.cte.minnstate.edu/MN_State_Plan/index.html). 


The Perkins staff in the Academic and Student Affairs Division of the System Office of the 
Minnesota State Colleges and Universities (Minnesota State) includes the State Director of 
Career and Technical Education who works in concert with the College and Career Readiness 
Division of the Minnesota Department of Education (MDE) to administer the plan and serve the 
local consortia (http://www.cte.minnstate.edu/MN_State_Plan/index.html). 


Local consortia (26) consist of a minimum of one high school district and one postsecondary 
institution (Minnesota State Perkins eligible college). Access to Carl D. Perkins resources are 
provided through the local grant application process. 


The state leadership team of Minnesota State and MDE personnel review the grant applications, 
conduct on-site monitoring activities, review Annual Performance Reports (APR), and provide 
technical assistance including professional development. 


Starting July 1, 2008, Minnesota implemented a radical restructuring of how CTE operates at the 
state and local levels. Minnesota build and has sustained CTE by introducing and developing a 
New consortium Structure that brought together high schools and colleges around a SINGLE 
LOCAL PLAN. Here after, this SINGLE LOCAL PLAN has been referred to as the local 
consortium plan. Guided by seven basic principles, each new local Perkins IV consortium focused 
on CTE becoming more accountable to all its stakeholders, but in particular to students as they 
maneuver and transition through high school and college building their knowledge and skills and 
working towards stable employment in their chosen career pathway. The long-term goal is to 







create a strong and solid foundation for CTE in Minnesota at the state and local levels. 
Governance at the local level is dictated by the local consortium and their accepted Perkins plan.  


3. The State Plan must provide a description of the role of postsecondary career and 
technical education in the one-stop career center delivery system established by Title I of 
WIOA. 


Postsecondary career and technical education has a critical role in the one-stop career center 
delivery system established by Title I of WIOA. Minnesota State Colleges and Universities 
(MnSCU) are the primary eligible training providers. Mechanisms for providing training include: 
integration of participants into existing coursework; delivery through grant awards/partnerships 
such as the Pathways to Prosperity grant projects, and evolution of the FastTRAC initiatives; and 
providing customized delivery if/as numbers of participates allow. 


In these initial years of the WIOA grant for Minnesota, local consortium will work with the 
regional workforce centers to pro-actively align education and training needs with the workforce 
development needs. Regional plans, due to the State in May, 2016, will identify three primary 
career pathway needs. In general, the goals of the state -to have 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- will be achieved by continuing to build a 
robust career pathway system driven by : 


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


These six elements align with the Perkins Rigorous Programs of Study criteria so the participation 
in the one-stop career center system will enhance the local consortia work. 


III. Provision of Services for Special Populations 
1. You must describe your program strategies for special populations listed in 
Section 3(29) of the Act, including a description of how individuals who are 
members of the special populations— 
A. Will be provided with equal access to activities assisted under the Act. 


Both the Minnesota Department of Education and the Office of the Chancellor require eligible 
recipients to submit a plan narrative that describes, through goals, strategies and measurable 
outcomes, those activities that assure members of special populations will have equal access to, 
and opportunity to be successful in, career and technical education programs. A key goal every 
eligible recipient must address in the local application plan specifically requires attention to: 


 Programs and services for those with the greatest need to ensure participation and 
completion of CTE programs. 







 Ensuring awareness efforts and learner accommodations so that members of special 
populations will not be discriminated against on the basis of their status. 


 Providing members of special populations the same opportunities as other CTE 
students regarding information about preparing for high-skill, high-wage or high-
demand occupations and careers. 


 Ensuring that college activities are aligned and coordinated with campus TRIO 
programs, high school alternative programs and other programs that serve 
underrepresented students to secure equal access to career and education 
opportunities. 


The goals, strategies, measures, outcomes, and performance targets for members of special 
population groups are the same as those for the general population. The opportunity to enter CTE 
programs, services, and activities must be the same for special populations as for the general 
student population, recognizing that to meet a standard of equal access might require the 
provision of supports not required by the general population. While such provisions are reviewed 
for inclusion within state goals in Minnesota (p21, Sec. C2), Perkins recipients must address 
access and opportunity of special populations within goal four: Improve services to special 
populations. In addition, data gathered at the sub-indicator level include the special population 
groups eligible under the Act and these are reviewed to determine continuous improvement 
strategies and the inclusion of these groups. 


B. Will not be discriminated against on the basis of their status as members of special 
populations; and 


All Perkins IV eligible recipient plans are reviewed by the Office of the Chancellor and 
Minnesota Department of Education to ensure that discrimination against members of special 
populations in learning, student support services, and physical accessibility is not apparent in 
written goals, objectives, and strategies. 


Secondary: The Minnesota Department of Education (MDE) is required to submit to the United 
States Department of Education, Office for Civil Rights (OCR), a Biennial Civil Rights 
Compliance Report. It is MDE’s responsibility to conduct comprehensive on-site reviews of 
school districts to address issues of discrimination on the basis of race, color, national origin, sex 
and disability in vocational education programs. The strategies that have been undertaken under 
Perkins III will continue under Perkins IV. Equity Specialists within the Minnesota Department of 
Education review one-fourth of Minnesota schools districts annually. 


Postsecondary: Two-day on-site reviews, in accordance with the Office of Civil Rights (OCR) 
regulations, are conducted on campuses within the colleges of the Minnesota State Colleges and 
Universities system. On-site reviews are currently conducted on four colleges each year. The goal 
under Perkins IV is to conduct reviews at 20 percent of the recipient colleges annually. Each 
college on-site review is administered through the Office of Diversity and Multiculturalism at the 
Office of the Chancellor. The review covers specific safeguards for special populations defined 
within the Perkins Act, Title VI (Civil Rights), Title IX (Sex Equity), and Sec 504 (Disability), 
and Vocational Education. 


C. Will be provided with programs designed to enable the special populations to meet or 
exceed State adjusted levels of performance, and how you will prepare special populations 







for further learning and for high-skill, high-wage, or high-demand occupations. (Section 
122(c)(9)(A)-(C)) 


Local and state level planning are designed around the seven guiding principles that are 
instrumental in moving CTE forward in Minnesota under Perkins IV and these principles apply to 
all students, including those in special population groups. The local application addresses Service 
to Special Populations explicitly as a separate goal. The strategies addressed include: 


Diversity Planning: Aligning of the state Perkins plan with other departmental strategic 
planning, e.g., Office of Equity and Inclusion strategic planning and OCC strategic planning 
related to access and opportunity. Beginning collaborative strategies between Perkins 
stakeholders and other community providers allows for a more streamlined and effective 
transition of learning for the students (e.g. Project C - Connecting Youth to Communities and 
Careers at www.c3online.org). Counseling services at both the secondary and postsecondary 
settings should be aligned to assist students in special populations with access, accommodations 
and appropriate support services that will allow the student to have smoother transitions and a 
better chance for academic and career success. 


Proactive Advising: Utilizing early and proactive advisory techniques, through which secondary 
and postsecondary students will be provided the opportunity to develop a career development plan 
that will be reviewed each year. The plan will include the five transition areas addressed at each 
individual educational program (IEP) team meeting. Excluding recreation, the other four areas are 
addressed below: 


• Employment - A specific sequential series of courses and experiences provide the high 
school learner the opportunity to enhance their knowledge about the world of work and 
develop baseline assessment of skills and abilities. The creation of Programs of Study and 
Career Pathways allows the student to obtain some of these skills in a pathway that 
includes postsecondary and/or job preparation training. Exposing all special population 
learners earlier to careers establishes the opportunity for students to obtain knowledge 
about nontraditional careers. 


• Postsecondary Education and Training - The alignment of Programs of Study with 
secondary and postsecondary institutions allows students a more systematic approach to 
identifying appropriate career pathways. Earlier recognition of insufficient skill levels 
necessary for postsecondary education gives the student learner time to enhance these 
skills at the secondary level rather than take remedial course work in the postsecondary 
setting. 


• Counseling Services: Services that create an alignment for secondary to postsecondary 
transitions include: 


• Minnesota statewide Programs of Study electronic tool. 
• GPS Lifeplan, an electronic tool which is being replicated among colleges and utilized by 


some secondary school districts. 
• Six-Year Plan electronic portfolio developed by St. Paul Public Schools, which connects 


secondary education plans to postsecondary education planning. 
• C3 - Connecting Youth to Community and Careers Project allows a vehicle for student 


learners, parents, and school counselors to assist with the identification of appropriate 
services and agencies that provide transition services to special needs student learners. 







• Campus to Careers, a vehicle to allow students with disabilities to enhance their career 
development through career exploration and hands-on activities in STEM and health 
science technology fields. 


• Implementation of career and technical education programs specifically designed for 
students with disabilities only where such intervention is required under the individual 
educational program (IEP). Support is provided for these specially-designed career and 
technical education programs using state transition-disabled funds. 


• Both the Office of the Chancellor and Minnesota Department of Education are using 
Perkins leadership funds to target special population groups in several ways and these 
include: 


• Using Electronic Career Guidance Tools for Raising Interest in nontraditional 
Careers: The purpose of the project is to encourage young students to explore electronic 
resources by using the internet resources to research more useful information about career 
options available in nontraditional careers. The end result will be the creation of a white 
paper report based on student feedback of existing electronic tools that can be utilized as 
guidelines for focusing interest in nontraditional careers throughout hte Minnesota State 
Colleges and Universities system. 


• MindQuest Academy: Specifically targets adults identified as academically 
disadvantaged and/or having limited English proficiency. A new educational service 
delivery model that helps these adults successfully make the transition to college has 
been developed and implemented at a community college. The aim of the project is to 
provide college preparatory services through a mix of online and classroom approaches 
with open access to assessment, educational planning, counseling, and instruction. The 
college provides on-campus classroom space and computer technology with teachers 
from Adult Basic Education (ABE) instructing the adult learners using the interactive 
MindQuest Academy online college prep curriculum. This delivery model gives MnSCU 
and ABE programs a new opportunity to work together collaboratively to create a 
seamless path into postsecondary education for adult at-risk learners. 


• Customizing the American Career Parent Resource Guide for Minnesota: Producing 
easy-to-understand information for parents and their high school students about 
nontraditional career options. Additionally, the magazine, through a special four-page 
insert, has been customized for Minnesota to highlight key industries and occupations, 
specifically those that are in high demand. 


Equity training for improving recruitment and retention of special population students. In 
collaboration with various partners including the MnSCU Office of Diversity and 
Multiculturalism and college partners, Minnesota will develop and deliver equity-focused training 
that addresses targeted needs in Minnesota. The training will continue to target special 
populations through professional development with teachers, faculty and administrators through: 


• training on equity issues that will provide for more inclusive teaching approaches; and 
• provide training workshops to address student achievement through gender equity. 


Minnesota has made substantial efforts in meeting the needs of special populations using some of 
the strategies outlined above. Both at the secondary level, but particularly at the postsecondary 







level, it has to be underscored that collecting data on special population groups is challenging 
given that information gathered from students is based on self-identification. Nevertheless, both 
the Minnesota Department of Education and the Minnesota State Colleges and Universities 
system have developed methods to identify the special population groups within their normal data 
collection process. 


2. You must describe how you will adequately address the needs of students in 
alternative education programs, if you have such programs. (Section 122(c)(14)) 
Minnesota has legislated many alternative educational opportunities for students, most notably 
area learning centers and charter schools. Minnesota Statute 123A.06 identifies the programming 
requirements for area learning centers and specifically specifies, "The programs and services of a 
center must focus on academic and learning skills, applied learning opportunities, trade and 
vocational skills, work-based learning opportunities, work experience, youth service to the 
community, transition services, and English language and literacy programs for children whose 
primary language is a language other than English. 


Student learners in alternative education programs are provided access to counselors who are 
informed of career pathway/POS organizational framework, the CTE courses provided by area 
schools and, the alignment of coursework with colleges. Providing access to information about 
various and multiple options regarding CTE programs can enhance the student learner in an 
alternative education setting similar to what is expected when the exact information is provided to 
other students. 


Growing number of charter high schools in Minnesota are establishing career and technical 
education programs. Such programs must comply with Minnesota rules pertaining to state 
approval of CTE programs and teacher licensure requirements. Minnesota has determiend that a 
charter school with an approved career and technical education program must be allowed to join a 
secondary/postsecondary consortium to access resources made available to other public schools 
under Perkins IV. 


Leadership grants are awarded based on a competitive request for proposal (RFP) process and 
approved by MnSCU and MDE. Proposed projects must focus on one or more of the following 
key areas identified as critical areas supporting Perkins IV: 


• Functional Literacy -- reading, math, and writing development directly related to career 
and technical preparation or other activities which support adult learners in preparation 
for career and technical education or employment. 


• Development of Assessment Procedures -- assist participants with assessing their 
interests and abilities, as well as planning with career and technical education. 


• Career Exploration or Career Guidance -- work sampling, job shadowing, visits to 
career and technical programs or industry, activities that allow participants to explore 
high-skill, high-wage, or high-demand careers, or other activities that allow participants 
to engage in career planning such as career pathways. 


• Transitional Services -- assist participants with moving from incarceration or transition 
with individual education plans to career and technical training and/or employment (i.e., 
jobs outside of correctional settings), such as work readiness skills training. 







• Recent legislation has provided an opportunity to bring Early College or Middle College 
Programs into the alternative education programs. Broadly, an Early College or Middle 
College Program is a high school program that allows a pupil to earn a high school 
diploma while also earning postsecondary credits towards a specific degree or credential 
including a certificate, diploma or an associate’s degree. Early and Middle College 
Programs are designed to serve students in the academic middle-especially low-income, 
English Language Learners, first generation college students, and/or students of color.  


• Legislation passed in 2013 provides the opportunity to leverage Postsecondary 
Enrollment Options (PSEO) funding for developmental coursework under specific 
circumstances. In Subdivision 9 of Minnesota Statutes, section 124D.09 the following 
language has been added to an existing clause: 


• An institution must not enroll secondary pupils, for postsecondary enrollment options 
purposes, in remedial, developmental, or other courses that are not college level except 
when a student eligible to participate and enrolled in the graduation incentives program 
under section 124D.68 enrolls full time in a middle or early college program. A middle 
or early college program must be specifically designed to allow the student to earn dual 
high school and college credit with a well-defined pathway to allow the student to earn a 
postsecondary degree or credential. In this case, the student shall receive developmental 
college credit and not college credit for completing remedial or developmental courses. 
Under this clause, students are considered eligible if they are enrolled in a core school 
day State Approved Alternative Program (SAAP) under the graduation incentives 
program as defined by the Minnesota Department of Education. 


Please note: Some districts in Minnesota offer early or middle college programs in their 
comprehensive high schools as well. The distinction with the legislative language above, related 
to state-approved alternative programs, is that it allows access to developmental coursework, 
which is normally prohibited under PSEO statute. 


3. Describe how funds will be used to promote preparation for high-skill, high-
wage, or high-demand occupations and non-traditional fields. (Section 122(c)(18)) 
Both the Minnesota Department of Education and the Office of the Chancellor are committed to 
promoting the preparation for nontraditional training and employment. A State level staff member 
has assigned responsibilities in the area of nontraditional training and employment as part of her 
full-time assignment. 


Professional development and technical assistance as well as fiscal support are provided. 


Efforts at the State level under Perkins IV will target specific career clusters and will be 
collaborative among staff from MDE, Office of the Chancellor and Department of Employment 
and Economic Development. Also, the local application requires Perkins IV recipients to submit 
goal(s), strategies, measure(s) and outcome target(s) for preparation for nontraditional training 
and employment. These activities are designed to have a direct positive impact on the 
accountability measures for completion of career and technical education programs that lead to 
nontraditional training and employment. Minnesota has allocated $60,000 toward this effort. 
Minnesota also participated with a large team in the 2008 State Technical Assistance Academy 
pertaining to nontraditional participation and completion, and joined the network of states under 
the STEM Equity Pipeline operated by the National Alliance for Partnerships in Equity. 







Minnesota became a participating state in the Great Lakes Girls collaborative project in March 
2009, which is one of six regions providing a repository of networks and resources through the 
National Girls Collaborative Projects in Washington. 


National labor market information has been utilized to identify nontraditional occupations. These 
occupations will then be matched with lists of high-skill, high-wage and high-demand 
occupations, and with new and emerging industries in Minnesota that provide, or lead to, wages at 
a level that promote economic self-sufficiency. The Minnesota State Colleges and Universities 
Office of the Chancellor is conducting research to identify high-skill, high-wage or high-demand 
career pathways. As part of this research, nontraditional occupations will be an additional 
determining factor. 


4. You must describe how funds will be used to serve individuals in State 
correctional institutions. (Section 122(c)(19)) 
Minnesota reserves $50,000 specifically to serve individuals in State correctional institutions. 
Through the leadership grant process and interagency agreements, the Minnesota Department of 
Corrections requests resources to develop and implement research- and evidence-based 
interventions and support for transitioning offenders. 


Planning, implementation, and progress are facilitated by the Minnesota State Perkins Program 
Director for Equity and Collaboration. 


5. You must describe how you will require each applicant for funds to include in 
its application a description of the steps the applicant proposes to take to ensure 
equitable access to, and participation in, its Federally-assisted program for 
students, teachers, and other program beneficiaries with special needs as 
contained in section 427(b) of the General Education Provisions Act as amended. 
For further guidance and examples, see the Notice to All Applicants at 
http://www.ed.gov/fund/gran/apply/appforms/gepa427.doc 
Minnesota’s Perkins consortia model requires that the combined secondary and postsecondary 
applications outline the actions and use of funds the recipient will follow. The grant applications 
are reviewed by staff whose responsibility is to ensure Perkins IV funds are used as required. 
Minnesota Perkins Goal III specifically addresses services to special populations. Inclusion of all 
special populations subgroups is monitored during the local consortium plan application process, 
the on-site monitoring visits, and the annual reporting of disaggregated data for federal CAR 
reporting. 


IV. Accountability and Evaluation 
In addition to the narrative information provided below, you must submit your measurement 
definitions (Items 3 and 11 below) and proposed performance levels (Items 5 and 11 below) for 
the upcoming program year using the link to the Perkins State Plan Portal below. 


a. Statutory Requirements 


1. You must describe procedures you will use to obtain input from eligible 
recipients in establishing measurement definitions and approaches for the core 







indicators of performance for career and technical education students at the 
secondary and postsecondary levels, as well as for any other additional indicators 
of performance identified by the eligible agency. (Section. 113(b)(1)(A)-(B), sec. 
113(b)(2)(A)-(C)) 
At both the secondary and postsecondary levels, Minnesota has a long established tradition of 
having and using good data systems. The presence of such systems has enabled Minnesota to 
regularly collect data from eligible recipients, standardize definitions, and develop consistent 
approaches for core indicator performances at the secondary and postsecondary levels. Even 
while Minnesota will be collecting, negotiating and reporting performance levels separately for 
secondary and postsecondary local eligible recipients, there will need to be more coordination at 
the State level on data sharing, on aligning student definitions, and on a common dissemination 
strategy as Minnesota shifts to having secondary and postsecondary local eligible recipients 
submit a single plan under the new consortium structure. 


Secondary: The Minnesota Department of Education has developed an on-line, web-based 
system for all districts to provide their local school district/building data. This system was 
developed under Perkins III and has been improved to include all the elements of the federal Core 
Indicators. Student data from various district submissions are accessed to gather information on 
ethnicity, gender, and special population categories as well as the enrollment data and testing data 
that are kept longitudinally for students from grade 8 though high school completion. The state 
compiles the data from multiple sources and provides those data through the EDEN collection 
system. It is Minnesota’s plan to use both state negotiated performance targets and prior year 
local performance targets in negotiating acceptable local levels of performance under Perkins IV. 
Local districts have been notified of the intent to use academic performance and graduation rates 
as established under the Elementary and Secondary Education Act. 


Postsecondary: With one primary source of all student information, called the Integrated Student 
Record System (ISRS), the Minnesota State Colleges and Universities system (www.mnscu.edu) 
is able to access, summarize and report a wide variety of information covering demographic, 
performance and other student characteristics. Additionally, using information already available 
in ISRS, Minnesota decided early under the 1998 Carl D. perkins Act (Perkins III) to construct a 
unified database and collect all specific postsecondary CTE-related information for two-year 
college students within the Minnesota State Colleges and Universities system in one location. 


Known as the Perkins Brio database, the primary purpose so far has been to meet the Perkins III 
accountability requirements for compliance. However, with an increased focus on accountability 
under Perkins IV, the Perkins Brio database continues to be made more integral and dynamic and 
is positioned as an evidence-based accountability system. The ability to link certain information 
in ISRS to the Perkins Brio database has led to the alignment of the Perkins accountability 
measurement definitions and approaches with those developed under the Minnesota State 
Colleges and Universities System Accountability Measures, particularly those that relate to 
student success and licensure pass rates. 


By using ISRS to create the Perkins Brio database used for CTE reporting helps to ensure that the 
postsecondary accountability data generated are valid and reliable. The automated system for 
extracting CTE data into the Perkins Brio database permits the reporting of accountability data 







using the same standards and definitions and that these standards and definitions are consistent 
across reporting periods. 


ISRS contains the student’s official record and transcript information and significant resources 
and substantial efforts are undertaken to ensure the accuracy of the data. These efforts include a 
wide array of user groups (e.g., registrars, institutional researchers, and finance staff), as well as 
groups specifically dedicated to improving the accuracy and consistency of student data. In 
addition to a systemwide Student Data Integrity Group to develop and review standards related to 
the accuracy and completeness of data in ISRS, campuses have data integrity liaisons responsible 
for communicating these standards on their campus and are responsible for helping address data 
integrity issues at their institution. 


The Minnesota State Colleges and Universities System Office of the Chancellor (OOC) has an 
official agreement with the Minnesota Department of Employment and Economic Development 
(DEED) to share the Wage Detail Data, which has in it the quarterly wage and employment 
information of all individuals working in covered employment in Minnesota. Since the data 
exchange is at the agency level, both the OOC and DEED have undertaken the requisite steps to 
ensure validity and reliability but also those required for upholding all statutory requirements 
regarding data privacy. 


In July 2007, a postsecondary accountability task force was created. The task force consisted of 
Office of the Chancellor Perkins accountability staff and accountability specialists from system 
colleges. The primary goal of the task force has been to develop valid and reliable measurement 
definitions and approaches for establishing baselines, performance targets and quantifiable 
improvement levels for all Perkins IV accountability indicators. These included: 


• Reviewing trend data from Perkins III to set the stage for establishing baseline measures 
for each Perkins-eligible college for each of the Perkins IV accountability indicators. 


• Creating measurement approaches that are consistent with those already in existence with 
the Minnesota State Colleges and Universities system. 


• Seeking input from several Perkins coordinators, who under Perkins III served as peer 
technical advisors on the Perkins Brio data, to determine the extent to which colleges can 
feasibly meet different levels being considered as realistic for improvement. 


The Minnesota State Colleges and Universities Office of the Chancellor Perkins Accountability 
task force has developed a strategy for CTE student definitions and measurement approaches that 
is consistent with the System Accountability Indicators, particularly the Student Success Indicator 
and the Licensure Pass Rate Indicator. During the deliberations of the task force, the following 
items came in the discussions and these were incorporated into the recommendations: 


• Using a student cohort method to determine concentrator status. 
• The timing of reporting the cohort data. 
• Separating the retention from transfer to obtain a more precise measure for each. 
• The pros and cons of using the concentrator as the denominator in the nontraditional 


completion measure. 
• How to move beyond licensure pass rates in a limited number of fields as a measure of 


technical skill attainment. 







The original recommendation of the task force, as included in the state plan, was to use the same 
entry cohort year for reporting all indicators and to report data in the year following the ending 
year of the cohort. The time lag in obtaining employment data, however, results in a significant 
delay in reporting information. As a result, data for indicator 4P1 (Student Placement) will 
continue to be reported in the year following the ending year of the cohort. Data for all other 
indicators will be reported at the end of the calendar year of the ending year of the cohort. For 
example, the FY2008 entry cohort will be tracked through July 1, 2010 (FY2008, FY2009 and 
FY2010) and all indicators submitted in December 2010, except 4P1, will be based on these data. 
The data for indicator 4P1 will be based on the FY2007 entering cohort in order to accommodate 
the lag in the availability of employment data. 


The task force recommended the development of an entry-level cohort Perkins postsecondary 
database. The database enables the measurement of all postsecondary accountability indicators, 
other than technical skill attainment (described separately below). Part C provides the precise 
measurement definition and approach for each of the Perkins IV indicators. 


Joint Secondary/Postsecondary Accountability Workgroup: Beginning in 2010 a joint 
secondary/postsecondary workgroup will provide additional input and recommendations on issues 
related to accountability under Perkins IV. The workgroup will consist of both secondary and 
postsecondary accountability staff from local consortia, MDE and MnSCU and will provide input 
and recommendations on issues related to accountability in general and on the specific topics of 
the negotiation of local performance levels and the provision of technical assistance and 
accountability training to be provided to local consortia. 


2. You must describe the procedures you will use to obtain input from eligible 
recipients in establishing a State adjusted level of performance for each of the 
core indicators of performance for career and technical education students at the 
secondary and postsecondary levels, as well as State levels of performance for any 
additional indicators of performance identified by the eligible agency. (Section 
122(c)(10)(A), sec. 113(b)(3)(B)) 
Secondary: The state distributed data pertaining to performance on elements required for 
negotiation during the transition year and has stated its intent to use that as a baseline for 
negotiations with local recipients for the 2007-2008 year. Individual districts may accept the 
state’s proposal or propose a different performance level with stated rationale for the request. 
Negotiations, where necessary, will be conducted on a case-by-case basis. 


The Minnesota Department of Education maintains a liaison relationship with the Minnesota 
Association of Career and Technical Administrators (MACTA) and the Minnesota Association 
for Career and Technical Education (MnACTE). The elected boards of these two organizations 
are consulted in all phases of Perkins planning and implementation. Administrative 
representatives from small and large, rural and urban school districts will be consulted on Perkins 
indicators. 


Postsecondary: The Office of the Chancellor will use the postsecondary entry-level cohort-based 
Perkins Brio data for negotiating individually with each college. Each Perkins eligible college 
will be provided access to baseline and trend data for the Perkins IV indicators through the Brio 
database and will be provided proposed targets for each indicator. The proposed targets will 







include the level below which the college would need to request technical assistance and develop 
an improvement plan and as well as a slightly higher a level at which only a written report 
addressing an improvement plan would be required. The proposed levels will be based on the 
institution’s trend data and trend data at the state level. Negotiations will be conducted when a 
college proposes a performance level other than that proposed by the Office of the Chancellor. 


In negotiations with individual colleges and in the development of proposed state level targets for 
negotiation with the U.S. Department of Education, the Office of the Chancellor will continue to 
analyze state and local level data and continue to seek input from key research and policy staff 
within the colleges and within the Office of the Chancellor. 


Measuring Secondary and Postsecondary Technical Skill Attainment 


• It is the state’s expectation that consortia with state-approved programs of study in the 
five career pathways included in the project pilot discussed above will assess CTE 
students using the state approved assessments beginning in the 2010-2011 year. As 
assessments are approved for additional career pathways, those assessments will be 
included in accountability reporting beginning with each effective year. 


• Consortia with state approved programs of study are to select at least one assessment 
from the state approved Technical Skill Assessment list within the career pathway for the 
appropriate approved program of study. Beginning in FY11, information about the 
assessments selected at a local high school or college was to be entered into the MN 
Program of Study website (www.mnpos.com) and student results are reported to the 
Minnesota Department of Education and the Office of the Chancellor using established 
data-collection systems and procedures. Each consortium is encouraged to determine the 
appropriate time within the student’s participation in the program of study to administer 
the assessment. This may vary from one local program to another depending on the 
selected assessment, course offerings, and class schedules. 


Secondary: 


• Beginning with the reporting for the 2010-2011 school year, each consortium must note 
whether the student was assessed and whether the student received a passing score on that 
assessment. The state will extract assessment data for CTE concentrators from the 
assessment data submitted on all CTE students. 


• The state will determine the number of secondary CTE concentrators who were assessed 
and the number of secondary CTE concentrators who passed the assessments and will 
report those results as part of accountability reporting process. 


Postsecondary: 


• At the postsecondary level, the use of a three-year cohort model for reporting 
postsecondary indicators and variations in the timing of assessments (end of course/end 
of program) will necessitate a phase in of reporting based on the new approved state 
assessments and may necessitate the continued inclusion of some licensure exam pass 
rate information when reporting for FY 2012. As data on state approved technical skill 
assessments within specific programs of study become available for students in the 







reporting cohort, those data will replace the annual aggregate licensure pass rate data 
currently used as a proxy for this indicator. 


• The Office of the Chancellor will coordinate the statewide collection of data from third 
party vendors and licensing boards whenever possible. The Office of the Chancellor will 
work with consortium staff to ensure that information on technical skill assessments 
taken by students, including the name of the assessment and the student’s score, are 
entered into the system’s integrated student record system (ISRS), the system’s data 
warehouse and the Hyperion/Brio reporting system used by consortia to review data on 
their students and programs. 


• Data will be collected on all postsecondary students taking the state approved 
assessments. The state will determine the number of CTE concentrators who were 
assessed and the number of CTE concentrators who passed the assessments and report 
those results as part of the postsecondary accountability reporting process. 


Minnesota feels that the above approach will take into account the eight characteristics that 
describe any technical skill attainment measure and answer the basic question underlying each: 


• Skill: How is technical skill attainment defined? 
• Level of inclusion 
• Degree of specificity 
• Cost: Who bears the burden of the cost? 
• Test Development 
• Update costs 
• Administration costs 
• Rationale: Why the need for a differentiated system of accountability? 
• Measures the Value-Added of CTE 
• Direct Link to Employer Perceptions 
• Alignment: Which takes precedence? 
• Industry Standards 
• College and Program Accreditation (Student Learning Outcomes) 
• State and Local Requirements (Student Success) 
• Penetration: Who takes the assessment and in which program? 
• Program coverage 
• Student coverage 
• Performance: How does one arrive at a single performance level? 
• Target 
• Baseline 
• Variability 
• Estimation: Does the estimation procedure truly measure technical skill assessment? 
• Validity 
• Reliability 
• Reporting: Which provides the most consistent results? 
• End of Course 
• End of Program 
• At Job Market Entry Point 







A long-term goal for Minnesota will be to apply the above characteristics and answer the 
underlying questions. By so doing, Minnesota intends to build and sustain a technical skill 
attainment process that is based on solid rationale, using a cost-effective, widely-reported, well-
aligned, broadly penetrable and perfectly-estimated system of assessment instruments, and leads 
to a true measurement of student technical skill performance levels. 


3. Identify, on the forms in Part C of this guide, the valid and reliable 
measurement definitions 
You must identify, on the forms in Part C of this guide, the valid and reliable measurement 
definitions and approaches that you will use for each of the core indicators of performance for 
career and technical education students at the secondary and postsecondary/adult levels, as well as 
any additional indicators of performance identified by the eligible agency, that are valid and 
reliable. You must describe how your proposed definitions and measures are valid and reliable. 
(Section 113(b)(2)(A)-(B)) Section 113(b) of the Act describes the measures that a State must use 
for student attainment of challenging academic content standards and student academic 
achievement standards in reading/language arts and mathematics (1S1 and 1S2, respectively) and 
student graduation rates (4S1). Based on our non-regulatory guidance, we have prepopulated the 
measurement definitions on the Final Agreed Upon Performance Levels (FAUPL) form for your 
convenience. You do not need to describe how these definitions and measures are valid and 
reliable in your State plan narrative. A State that chooses to propose other student definitions and 
measurement approaches in its new State plan would have to describe how its proposed 
definitions and measures would be valid and reliable. (The Secretary is considering whether to 
issue regulations requiring a State to agree to use the student definitions and measurement 
approaches for the core indicators of performance for academic attainment in reading/language 
arts and mathematics and graduation rates as contained in the guidance document. If the Secretary 
decides to regulate on these issues and adopts final rules, a State may be required to amend its 
State plan. 


4. You must describe how, in the course of developing core indicators of 
performance and additional indicators of performance, you will align the 
indicators, to the greatest extent possible, so that information substantially similar 
to that gathered for other State and Federal programs, or for any other purpose, 
is used to meet the Act’s accountability requirements. (Section 113(b)(2)(F)) 
Secondary: Minnesota will align academic performance and graduation indicators with 
appropriate definitions under the Elementary and Secondary Education Act and will use all ESEA 
sub-populations for disaggregating data. Minnesota aligns its definition of students with 
disabilities with the Individuals with Disabilities Education Improvement Act. 


Postsecondary: As indicated above under (2), the Perkins accountability indicators will be 
aligned to the System Accountability Measures. In addition, the approach for developing the 
Perkins accountability indicators is similar to one undertaken when the System Accountability 
Measures were developed. 


Additionally, discussions have occurred at the system level to align the different definitions and 
measurement approaches used within various system units and Perkins is an integral part of that 
discussion. The long-term system goals is to have a data system that uses uniform definitions and 







consistent measurement approaches such that a CTE student will be viewed as a sub-indicator 
within a larger accountability system. 


As the State refines the WIOA Plan performance indicators, these will be analyzed for alignment 
with the Carl D. Perkins IV accountability measures. 


5. Provide, for the first two years covered by the State plan, performance levels 
You must provide, for the first two years covered by the State plan, performance levels for each 
of the core indicators of performance, except that States submitting one-year transition plans are 
only required to submit performance levels for part of the indicators as discussed above. For 
performance levels that are required, the States’ performance levels, at a minimum, must be 
expressed in a percentage or numerical form, so as to be objective, quantifiable, and measurable; 
and require the State to continually make progress toward improving the performance of career 
and technical education students. (Section 113(b)(3)(A)(i)-(II)) Section 113(b)(2) of the Perkins 
Act requires a State to develop valid and reliable core indicators of performance, to propose 
performance levels in its State plan, and to reach agreement with the Department on “adjusted 
performance levels” for each of the core indicators. In so doing, the Perkins Act prescribes the 
measures that a State must use for some of the core indicators. 


A. Perkins Act requires a State to measure career and technical education 


(a) Section 113(b)(2)(A)(i) of the Perkins Act requires a State to measure career and technical 
education students’ attainment of “challenging academic content standards” and “student 
academic achievement standards” that a State adopted pursuant to section 1111(b)(1) of the 
ESEA. The Perkins Act further requires a State use its State’s academic assessments (i.e. the 
State’s reading/language arts and mathematics tests) implemented under section 1111(b)(3) of the 
ESEA to measure career and technical education students’ attainment of these State standards. 
Thus, a State’s core indicators must include career and technical education students’ proficiency 
in reading/language arts and mathematics as measured under 1111(b)(1) and (3) of the ESEA. 
Accordingly, under the Perkins Act, a State must report the number or percent of its career and 
technical education students who score at the proficient level or above on the State’s assessments 
in reading/language arts and mathematics administered under the ESEA to measure the academic 
proficiency of secondary career and technical education students against the ESEA standards. To 
measure attainment of these standards, a State must develop and reach agreement with the 
Department on “adjusted performance levels,” which constitute the State’s performance targets 
for a program year. Permissible targets (i.e. “adjusted performance levels”) would be a State’s 
“annual measurable objectives” (AMOs) from its State’s ESEA accountability workbook. (To 
ensure that a State’s schools are making “adequate yearly progress” (AYP) as required under 
section 1111(b)(2)(A) of the ESEA, section 1111(b)(2)(G) of the ESEA requires a State to 
establish Statewide AMOs, which identify a single minimum percentage of students who are 
required to meet or exceed the proficient level on the State’s academic assessments each year.) 
Under the Perkins Act, a State may propose different performance levels (targets) instead of its 
AMOs as discussed below. 


B. State to identify a core indicator to measure for its career and technical education 


Section 113(b)(2)(A)(iv) of the Perkins Act requires a State to identify a core indicator to measure 
for its career and technical education students at the secondary level “student graduation rates (as 
described in section 1111 (b)(2)(C)(vi) of the (ESEA)).” Thus, a State must report the number or 







percent of its career and technical education students whom the State includes as graduated in its 
graduation rate described under the ESEA. To ensure that a State’s schools are making AYP as 
required under section 1111(b)(2)(A) of the ESEA, some States have established Statewide 
targets for graduation rates under section 1111(b)(2)(C)(vi), and others States have defined AYP 
only to require improvement in the graduation rate each year. The Department strongly 
encourages your State to reach agreement on “adjusted performance levels” required under 
section 113 of the Perkins Act for the core indicators discussed in (a) and (b) above that are the 
same as your State’s AMOs or targets that your State adopted to ensure that your State’s schools 
are making AYP as required under section 1111(b)(2) of the ESEA. However, as noted above, 
your State may not have established targets for graduations rates under the ESEA, or your State 
may wish to propose performance levels for these core indicators that are different from your 
State’s targets. If so, your State must provide baseline data using your State’s most recent year’s 
achievement data or graduation rate under the ESEA, propose performance levels, and reach 
agreement with the Department on “adjusted performance levels.” (The Secretary is considering 
whether to issue regulations requiring a State to agree to “adjusted performance levels” under the 
Perkins Act that are the same as the State’s AMOs or targets for graduation rate under the ESEA. 
If the Secretary decides to regulate on this issue and adopts final rules, a State may be required to 
amend its State plan. 


6. You must describe your process for reaching agreement on local adjusted levels 
of performance if an eligible recipient does not accept the State adjusted levels of 
performance under section 113(b)(3) of the Act and ensuring that the established 
performance levels will require the eligible recipient to continually make progress 
toward improving the performance of career and technical education students. 
(Section 113(b)(4)(A)(II); sec. 122(c)(10)(B)) 
The local negotiation process in Minnesota is implemented at the consortia level and occurs 
jointly with both secondary and postsecondary. The local negotiation process for reaching 
agreement on local adjusted levels of performance includes the following general steps: 


• Development and distribution of proposed consortia accountability targets. Secondary 
and postsecondary state staff review and analyze the available data to develop proposed 
consortia level targets for local performance levels that will allow the state to meet the 
state negotiated performance level. As Perkins IV focuses on continuous improvement, 
the proposed consortia targets assume that all consortia will do at least as well as they did 
in the base year, even if that level is higher than the performance level negotiated 
between the state and OCTAE. 


• Consortia review of proposed targets. Based on their review of the proposed targets and a 
review of their local data, each consortium decides to either accept the state’s proposed 
targets or to propose changes. Consortia are asked to develop and document the rationale 
for any proposed changes. State staff provide workshops and training to assist secondary 
and postsecondary consortia staff in using their data both for the negotiations process and 
for continuous improvement efforts. 


• Consortia response provided to the state, including explanations and rationale for any 
proposed changes to the proposed local performance levels. 







• Notification by the State. Each consortium is notified whether any proposed changes to 
the targets are accepted, if further negotiation is required or if the state proposed targets 
will be the final targets. 


7. You must describe the objective criteria and methods you will use to allow an 
eligible recipient to request revisions to its local adjusted levels of performance if 
unanticipated circumstances arise with respect to an eligible recipient. (Section 
113(b)(4)(A)(vi)) 
Because Minnesota has established solid baseline data on performance for several years at both 
the secondary and postsecondary levels, consortia will be allowed to renegotiate performance 
only when demonstrating that a significant change has occurred to the population of students for 
whom data reporting is to occur. Because of the recent change to a new test system for academic 
performance, however, Minnesota will allow some flexibility for the first two years under Perkins 
IV to establish trends for academic performance. 


8. You must describe how you will report data relating to students participating 
in career and technical education programs in order to adequately measure the 
progress of the students, including special populations and students participating 
in tech prep programs, if applicable, and how you will ensure that the data 
reported to you from local educational agencies and eligible institutions, and the 
data that you report to the Secretary, are complete, accurate, and reliable. 
(Section 122(c)(13); section 205). 
Secondary: Minnesota has established a system of data collection through which career and 
technical education participants and concentrators are identified by extraction from student 
scheduling programs in each school district. Once identified, performance data on career and 
technical education participants and concentrators is extracted from appropriate data sets at the 
Minnesota Department of Education. Disaggregated data utilize the same student criteria as 
captured for all students in the state’s MARSS (Minnesota Automated Reporting Student System) 
database. 


Postsecondary: As described under (1) above, postsecondary data will be reported using the 
Perkins Brio database. Perkins-eligible colleges will have continuous access to: 


• A transactional database that provides detailed disaggregated information at the student 
level for ensuring data integrity and obtaining quick summary reports on performance. 


• A cohort database that provides detailed information on locally negotiated performance 
targets, performance levels, anticipated and actual performance gaps. 


Since the Perkins Brio database is part of the Minnesota State Colleges and Universities System 
Integrated Student System (ISRS), the data integrity rules that have been in place for the ISRS 
system also apply to the Perkins Brio data. 


9. You must describe how your State plans to enter into an agreement with each 
consortium receiving a grant under Perkins IV to meet a minimum level of 







performance for each of the performance indicators described in section 113(b) 
and 203(e). (Section 204(e)(1)) 
Secondary 


The state distributed data pertaining to performance on elements required for negotiation during 
the transition year and has stated its intent to use that as a baseline for negotiations with local 
recipients for the 2007-2008 year. Individual districts may accept the state’s proposal or propose a 
different performance level with stated rationale for the request. Negotiations, where necessary, 
will be conducted on a case-by-case basis. 


The Minnesota Department of Education maintains a liaison relationship with the Minnesota 
Association of Career and Technical Administrators (MACTA) and the Minnesota Association 
for Career and Technical Education (MnACTE). The elected boards of these two organizations 
are consulted in all phases of Perkins planning and implementation. Administrative 
representatives from small and large, rural and urban school districts will be consulted on Perkins 
indicators. 


Postsecondary 


The Office of the Chancellor will use the postsecondary entry-level cohort-based Perkins Brio 
data for negotiating individually with each college. Each Perkins eligible college will be provided 
access to baseline and trend data for the Perkins IV indicators through the Brio database and will 
be provided proposed targets for each indicator. The proposed targets will include the level below 
which the college would need to request technical assistance and develop an improvement plan 
and as well as a slightly higher a level at which only a written report addressing an improvement 
plan would be required. The proposed levels will be based on the institution’s trend data and trend 
data at the state level. Negotiations will be conducted when a college proposes a performance 
level other than that proposed by the Office of the Chancellor. 


In negotiations with individual colleges and in the development of proposed state level targets for 
negotiation with the U.S. Department of Education, the Office of the Chancellor will continue to 
analyze state and local level data and continue to seek input from key research and policy staff 
within the colleges and within the Office of the Chancellor. 


10. You must describe how you will annually evaluate the effectiveness of career 
and technical education programs, and describe, to the extent practicable, how 
you are coordinating those programs with other Federal programs to ensure 
nonduplication. (Section 122(c)(8)) 
Minnesota has to an online application and reporting system for local recipients of Perkins 
funding http://www.applyheremn.org/index.do.  


In addition to quality review processes that exist in Minnesota regarding program review 
and approval and the awarding of credentials to career and technical education teachers 
and faculty, Minnesota conducts periodic monitoring visits/financial audits/site reviews of 
MN Perkins Consortia. State Perkins CTE staff from MDE and Minnesota State visit each 
of MN’s 26 consortia over a 4-year rotating schedule and evaluate consortium activities and 
procedures to assure compliance with the Carl D. Perkins Career and Technical Education 
Act of 2006, federal and state financial requirements, the MN State CTE Plan and other 







state laws, regulations and rules. The state monitoring review team identifies strengths and 
promising practices within the consortium and opportunities for continued improvement. 
Consortia are encouraged to share promising practices at the fall CTE conference, 
administrator meetings, and on the state CTE website, www.cte.minnstate.edu.  


As of spring 2018, all of the twenty six consortia have had a 2—day, on—site monitoring 
visit with the continuing monitoring occurring, based on risk assessment. Staff members 
follow up with technical assistance where appropriate or requested. The state has, as a 
result of these site visits that have been completed, developed guidance for local recipients 
regarding Personnel Activity Reports to ensure that the appropriate documentation is 
collected. The developed materials can be found at: 
http://www.cte.minnstate.edu/consortium_resources/index.html. 


Minnesota state CTE staff continues to provide technical assistance to all 26 consortia. Six 
regionally assigned staff at MDE and specialized staff at Minnesota State provide updates, 
forward pertinent information, deliver on-site presentations, facilitate conference calls and 
webinars, and travel to centralized/regional locations for face-to-face meetings. 


Secondary: Minnesota will continue to utilize the annual performance reporting practices 
established under Perkins III to gauge the effectiveness of programs. Additionally, Minnesota has 
established a rubrics-based program approval process under which districts must submit their 
programs for review and approval at least once each five years. Minnesota aligns data systems 
with those used under the Elementary and Secondary Education Act, aligns programming in 
career and technical education for students with disabilities with requirements of the Individuals 
with Disabilities Education Improvement Act, and works with the Governor’s Workforce 
Development Board to align with youth programs under the Workforce Innovation and 
Opportunity Act. 


Postsecondary: To annually evaluate the effectiveness of CTE in Minnesota, the following 
practices from Perkins III will continue or be modified: 


• Perkins-eligible colleges will be provided access to their own Perkins IV cohort data 
through a variety of reports and queries in the Perkins Brio database. In addition to access 
to a variety of aggregated and disaggregated reports that will highlight performance gaps, 
this database provides student level data. The data provides colleges enormous flexibility 
in analyzing their performance, including the ability to link to a wealth of other 
information in the sytsem’s Integrated Student Record System (ISRS). 


• Modify the current annual performance report to focus directly on the linkage between 
program effectiveness, accountability and student success, particularly in the context of 
the proposed new consortium structure. 


• Hold periodic accountability meetings with local eligible recipients to discuss 
performance effectiveness of CTE programs, as identified in the local application plan. 


Between Secondary and Postsecondary: As indicated in the introduction of this section, within 
both secondary and postsecondary CTE systems, a solid foundation has been established with 
regard to accountability, evaluation and monitoring. However, the ability to share and use data 
across the two systems is very limited. Nevertheless, the State has been exploring provisional 
solutions for following secondary students into the postsecondary system. One method that has 







been used for the past two years has been the development of postsecondary tech prep enrollment 
and accountability measures. The method is described in Appendix L. Even while Minnesota has 
chosen to combine the tech prep and basic programs under Perkins IV, the technique described in 
Appendix L will definitely find application as Minnesota begins implementing its new consortium 
structure. 


States submitting one-year transition plans 
Except as noted above with respect the States submitting one-year transition plans, you must 
provide all the information requested on the forms provided in Part C of this guide to report 
accountability data annually to the Secretary under section 113(c)(1)-(2), including: 


A. The student definitions that you will use for the secondary core indicators of 
performance and the postsecondary/adult core indicators of performance; 


B. Baseline data for the core indicators of performance under section 113(b)(2) using data 
from the most-recently completed program year, except that, for the indicators for which 
your State must use your State’s standards, assessment, and graduation rates adopted 
under Title I of the ESEA, if your State chooses to use its AMOs and targets under the 
ESEA, you will not need to submit baseline data; and 


C. Proposed performance levels as discussed above, except that, for the indicators for which 
your State must your State’s standards, assessments, and graduation rates adopted under 
Title I of the ESEA, if your State chooses to use its AMOs and targets under the ESEA, you 
will only have to confirm this information with your OCTAE Regional Accountability 
Specialist. Upon your request, the Regional Accountability Specialist will pre-populate the 
forms in Part C with your State’s AMOs and targets for the 2007-08 and 2008-09 program 
years and send the forms for you to finish completing. 


2. You must identify the program areas for which the State has technical skill 
assessments, the estimated percentage of CTE students who take technical skill 
assessments, and the State’s plan for increasing the coverage of programs and 
students reported in future program years. 
Measuring Secondary and Postsecondary Technical Skill Attainment 


o It is the state’s expectation that consortia with state-approved programs of study in the five 
career pathways included in the project pilot discussed above will assess CTE students using the 
state approved assessments beginning in the 2010-2011 year. As assessments are approved for 
additional career pathways, those assessments will be included in accountability reporting 
beginning with each effective year. 


o Consortia with state approved programs of study are to select at least one assessment from the 
state approved Technical Skill Assessment list within the career pathway for the appropriate 
approved program of study. Beginning in FY11, information about the assessments selected at a 
local high school or college was to be entered into the MN Program of Study website 
(www.mnpos.com) and student results are reported to the Minnesota Department of Education 
and the Office of the Chancellor using established data-collection systems and procedures. Each 
consortium is encouraged to determine the appropriate time within the student’s participation in 







the program of study to administer the assessment. This may vary from one local program to 
another depending on the selected assessment, course offerings, and class schedules. 


Secondary: 


• Beginning with the reporting for the 2010-2011 school year, each consortium must note 
whether the student was assessed and whether the student received a passing score on that 
assessment. The state will extract assessment data for CTE concentrators from the 
assessment data submitted on all CTE students. 


• The state will determine the number of secondary CTE concentrators who were assessed 
and the number of secondary CTE concentrators who passed the assessments and will 
report those results as part of accountability reporting process. 


Postsecondary: 


• At the postsecondary level, the use of a three year cohort model for reporting 
postsecondary indicators and variations in the timing of assessments (end of course/end 
of program) will necessitate a phase in of reporting based on the new approved state 
assessments and may necessitate the continued inclusion of some licensure exam pass 
rate information when reporting for FY 2012. As data on state approved technical skill 
assessments within specific programs of study become available for students in the 
reporting cohort, those data will replace the annual aggregate licensure pass rate data 
currently used as a proxy for this indicator. 


• The Office of the Chancellor will coordinate the statewide collection of data from third 
party vendors and licensing boards whenever possible. The Office of the Chancellor will 
work with consortium staff to ensure that information on technical skill assessments 
taken by students, including the name of the assessment and the student’s score, are 
entered into the system’s integrated student record system (ISRS), the system’s data 
warehouse and the Hyperion/Brio reporting system used by consortia to review data on 
their students and programs. 


• Data will be collected on all postsecondary students taking the state approved 
assessments. The state will determine the number of CTE concentrators who were 
assessed and the number of CTE concentrators who passed the assessments and report 
those results as part of the postsecondary accountability reporting process. 


Minnesota feels that the above approach will take into account the eight characteristics that 
describe any technical skill attainment measure and answer the basic question underlying each: 


• Skill: How is technical skill attainment defined? 


- Level of inclusion 


- Degree of specificity 


• Cost: Who bears the burden of the cost? 


- Test Development 







- Update costs 


- Administration costs 


• Rationale: Why the need for a differentiated system of accountability? 


- Measures the Value-Added of CTE 


- Direct Link to Employer Perceptions 


• Alignment: Which takes precedence? 


- Industry Standards 


- College and Program Accreditation (Student Learning Outcomes) 


- State and Local Requirements (Student Success) 


• Penetration: Who takes the assessment and in which program? 


- Program coverage 


- Student coverage 


• Performance: How does one arrive at a single performance level? 


- Target 


- Baseline 


- Variability 


• Estimation: Does the estimation procedure truly measure technical skill assessment? 


- Validity 


- Reliability 


• Reporting: Which provides the most consistent results? 


- End of Course 


- End of Program 


- At Job Market Entry Point 


A long-term goal for Minnesota will be to apply the above characteristics and answer the 
underlying questions. By so doing, Minnesota intends to build and sustain a technical skill 
attainment process that is based on solid rationale, using a cost-effective, widely- reported, well-
aligned, broadly penetrable and perfectly-estimated system of assessment instruments, and leads 
to a true measurement of student technical skill performance levels 







V. Tech Prep Programs 
As noted above, Congress eliminated a separate allocation for Title II, Tech Prep under Perkins 
IV in the 2011 Continuing Resolution. States are not required to provide or revise this Section V, 
Tech Prep Programs, unless your State chooses to do so. 


a. Statutory Requirements 
1. Describe the competitive basis or formula you will use to award grants to tech-prep 
consortia. (Section 203(a)(1)) 


Tech-prep is integrated into Minnesota’s Single Local Plan concept. 


2. You must describe how you will give special consideration to applications that address the 
areas identified in section 204(d). (Section 204(d)(1)-(6)) 


3. You must describe how you will ensure an equitable distribution of assistance between 
urban and rural consortium participants. (Section 204(f)) 


The allocation formula includes a factor of square mileage of the school districts geographic area 
in recognition of the need to offset the cost of serving students across geogeographically 
disbursed districts. In addition, the 10% reserse set-aside is in place to serve the out-state rural 
student populations. The other caluclations are based on students of poverty ages 5-17 utilizing 
free and reduced-meals within each sector for secondary and the Pell grant receipeints enrolled in 
CTE progrsm for the postsecondary mearusres. 


4. You must describe how your agency will ensure that each funded tech prep program— 


A. Is carried out under an articulation agreement between the participants in the 
consortium, as defined in section 3(4) of the Act;  


C. Consists of a program of study that meets the requirements of section 203(c)(2)(A)-
(G);  


D. Includes the development of tech prep programs for secondary and postsecondary 
education that meet the requirements of section 203(c)(3)(A)-(D);  


E. Includes in-service professional development for teachers, faculty, and administrators 
that meets the requirements of section 203(c)(4)(A)-(F).  


F. Includes professional development programs for counselors that meet the 
requirements of section 203(c)(5)(A)-(F);  


G. Provides equal access to the full range of technical preparation programs (including 
pre-apprenticeship programs) to individuals who are members of special populations, 
including the development of tech-prep program services appropriate to the needs of 
special populations (Section 203(c)(6));  


H. Provides for preparatory services that assist participants in tech-prep programs 
(Section 203(c)(7)); and Coordinates with activities under Title I. (Section 203(c)(8))  


1. Tech Prep is part of the integrated Single Local Plan. 


5. You must describe how your State plans to enter into an agreement with each consortium 
receiving a grant under Perkins IV to meet a minimum level of performance for each of the 
performance indicators described in sections 113(b) and 203(e). (Section 204(e)(1)) 







The local negotiation process in Minnesota is implemented at the consortia level and occurs 
jointly with both secondary and postsecondary. The local negotiation process for reaching 
agreement on local adjusted levels of performance includes the following general steps: 


• Development and distribution of proposed consortia accountability targets. Secondary 
and postsecondary state staff review and analyze the available data to develop proposed 
consortia level targets for local performance levels that will allow the state to meet the 
state negotiated performance level. As Perkins IV focuses on continuous improvement, 
the proposed consortia targets assume that all consortia will do at least as well as they did 
in the base year, even if that level is higher than the performance level negotiated 
between the state and the Federal grantee. 


• Consortia review of proposed targets. Based on their review of the proposed targets and a 
review of their local data, each consortium decides to either accept the state’s proposed 
targets or to propose changes. Consortia are asked to develop and document the rationale 
for any proposed changes. State staff provide workshops and training to assist secondary 
and postsecondary consortia staff in using their data both for the negotiations process and 
for continuous improvement efforts. 


• Consortia response provided to the state, including explanations and rationale for any 
proposed changes to the proposed local performance levels. 


• Notification by the State. Each consortium is notified whether any proposed changes to 
the targets are accepted, if further negotiation is required or if the state proposed targets 
will be the final targets. 


b. Other Departmental Requirements 
1. You must submit a copy of the local application form(s) used to award tech prep funds to 
consortia and a copy of the technical review criteria used to select winning consortia, if 
funds are awarded competitively. 


VI. Financial Requirements 
As noted above, in addition to the narrative information provided below, you must submit an 
updated budget (Item B.1a below) for the upcoming program year using the link to the Perkins 
State Plan Portal below. 


a. Statutory Requirements 
1. You must describe how your agency will allocate funds it receives through the allotment 
made under section 111, including any funds that you choose to consolidate under section 
202(a), will be allocated among career and technical education at the secondary level, or 
career and technical education at the postsecondary and adult level, or both, including the 
rationale for such allocation. (Section 122(c)(6)(A); section 202(c)) 


Minnesota Rule 3505.1700 specified that an annual agreement between the Commissioner of the 
Minnesota Department of Education and the Chancellor of the Minnesota State colleges and 
Universities will specify the distribution of federal career and technical education funds between 
secondary and postsecondary entities. Minnesota agreed to a split of 42% for secondary allocation 
and 58% for postsecondary. The factors that were considered in this decision were the following: 







Full-year equivalent student counts Population with disabilities Economically disadvantaged 
Limited English proficiency Equity/nontraditional students Single Parent status. h1>Minnesota 
will comply with the applicable requirements of Titles I, II, and II of the Act. Additionally all 
fiscal procedures for the MnSCU, MDE, or contractors will adhere to applicable state and federal 
regulations. Minnesota’s accounting framework is based on Generally Accepted Accounting 
Principles (GAAP). Internally policies and procedures are reviewed to ensure that our practices 
are sound. This review occurs on an annual basis. 


For documentation purposes the 2015-2016 Formula and Reserve for state FY16 and 
relevant requirements of the federal Perkins CTE Act and MN State CTE Plan have been 
used. Census data, and other variable are updated on an annual basis to calculate 
allocations to the local consortia. 


The calculations for the consortium will be based on: 


Local Consortium Formula Allocation amounts: 


Secondary formula: 


• 2013 U. S. Census data for the population by school district of individuals aged 5-17 
• 2013 U. S. Census data for the population by school district of individuals aged 5-17 in 


households of poverty 
• Description (70% District population 5-17 in poverty/state population 5-17 in poverty 


times the total secondary formula amount) plus 30% district population 5-17/state 
population 5-17 times the total secondary formula amount for the state from the OCTAE 
allocation-42% or $5,360,774 est. in 2015-2016 ) is calculated for each district. The 
secondary consortium formula=the sum of the amounts calculated for each district 
member of the consortium. 


Postsecondary formula: 


• 2013-2014 CTE Postsecondary Pell Recipients 
• Description (Pell recipients in the college in Perkins eligible programs/ Pell recipients in 


the state in Perkins eligible programs times the total postsecondary formula amount for 
the state from the OCTAE allocation-58% or $7,402,973 est. in 2015-2016) is calculated 
for each college. The postsecondary consortium formula=the sum of the amounts 
calculated for each college member of the consortium. 


Local Consortium Reserve Allocation amounts: 


Reserve: As per the MN State CTE Plan, allocations amounts to the whole consortium are based 
on 50% sum of the area for member districts in the consortium/area for all districts in the state; 
37.5% on the sum of secondary participants for member districts in the consortium/ total 
secondary CTE participants in the state and 12.5% on the sum of postsecondary participants for 
member districts in the consortium/ total CTE postsecondary participants in the state based on the 
following data: 


• School district area to account for certain district consolidations 







• 2013-2014 CTE Secondary Participants 
• 2013-2014 Perkins CTE Participants 


Step 1: 


The total reserve allocation for the consortium (including secondary and postsecondary) is 
calculated by taking the sum of the following calculations 


+ .5 x the total geographic area for school district members of the consortium/total geographic 
area for school districts in the state x the total state reserve allocation 


+ .375 x the total HS CTE participants of school district members of the consortium/total HS CTE 
participants in the state x the total state reserve allocation 


+ .125 x the total PS CTE participants of college members of the consortium/total PS CTE 
participants in the state x the total state reserve allocation 


Step 2: Once the total reserve allocation for the consortium is determined in Step 1, the allocation 
amounts to Secondary Reserve and to Postsecondary Reserve are determined according to the 
42% secondary: 58% postsecondary: 


• Secondary reserve local consortium allocation amount: 
o .42 x the total reserve allocation for the consortium 


• Postsecondary reserve local consortium allocation amount: 
o .58 x the total reserve allocation for the consortium 


2. You must provide the specific dollar allocations made available by the eligible agency for 
career and technical education programs under sections 131(a)-(e) and how these allocations 
are distributed to local educational agencies, area career and technical education schools, 
and educational service agencies within the State. (Section 131(g); section202(c)) 


The specific dollar amount available at the state level has consistently been $16,684,637.00. 
Eighty-five percent ($14,181.194) of the state award is distributed by formula to the 26 local 
consortium. (90% of the 85% is awarded as basic funds; 10% of the 85% is awarded as reserve 
funds.) 


The calculations for the consortium award of basic grant allocations will be based on: Local 
Consortium Formula Allocation amounts: Secondary formula: • Most current U. S. Census data 
for the population by school district of individuals aged 5-17 • Most current (same year as above) 
U. S. Census data for the population by school district of individuals aged 5-17 in households of 
poverty • Description (70% District population 5-17 in poverty/state population 5-17 in poverty 
times the total secondary formula amount) plus 30% district population 5-17/state population 5-17 
times the total secondary formula amount for the state from the OCTAE allocation-42% or 
$5,360,774 est. in 2015-2016 ) is calculated for each district. The secondary consortium 
formula=the sum of the amounts calculated for each district member of the consortium. 


Postsecondary formula: • Previous year CTE Postsecondary Pell Recipients • Description (Pell 
recipients in the college in Perkins eligible programs/ Pell recipients in the state in Perkins 
eligible programs times the total postsecondary formula amount for the state from the OCTAE 
allocation-58% or $7,402,973 est. in 2015-2016) is calculated for each college. The 







postsecondary consortium formula=the sum of the amounts calculated for each college member of 
the consortium. Again, for postsecondary, the poverty measure is Pell grant recipients enrolled in 
CTE programs offered at colleges within the Minnesota State Colleges and Universities system. 
Secondary allocations for Minnesota make use of U.S. Census data for the distribution of 
secondary funds, basing 30% of the secondary distribution on the estimated population 5-17 and 
70% on the estimated number of relevant children 5-17 years old in poverty who are related to the 
householder. 


Use of the Ten Percent Reserve Funds ($1,418,194) are distributed to the local consortia as 
follows: • Eligible recipients receiving the 10% reserve funding in Minnesota under section 
112(c) of Carl Perkins IV must meet one of two criteria: “rural area” designation as defined as a 
consortium with greater than 250 square miles of geographic area served, or a “high numbers” 
consortium serving CT student headcount greater than 50% of the average consortium total 
headcount served in the prior year. Minnesota distributes 10% of the Basic Grant funds available 
for distribution to eligible local school districts and colleges on the basis of a modified formula: a. 
One half on the ratio of the geographic area of the consortium to the geographic area of the state. 
Such a distribution recognizes that geographically sparse regions have additional costs associated 
with such sparsity, especially with the emphasis in the Minnesota plan on consortium 
development and operations. b. One half on the basis of participation in career and technical 
education programs weighted 3 to 1 for secondary participants. Such a distribution rewards high 
quality career and technical education programs that attract high levels of participation, but 
recognized through its secondary weighting that guidance activities and pre-career and technical 
programming that had been supported in secondary schools remain an important focus of each 
consortium. 


Administration and State Leadership Funds: After subtracting 85% for total Perkins funds, the 
remaining 15% ($2,502,495) is allocated towards administration and state leadership funds, with 
5% for state administration and 10% for state leadership activities. 


3. You must provide the specific dollar allocations made available by the eligible agency for 
career and technical education programs under section 132(a) of the Act and how these 
allocations are distributed to postsecondary institutions within the State. (Section 
122(c)(6)(A); section 202(c)) 


Minnesota’s Perkins Plan is a unified plan serving consortia that consist of a minimum of one 
secondary school district and postsecondary institution. While data for calculation of the 
allocations is collected from secondary and postsecondary sources independently, distribution of 
funds occurs at the local consortium level. Minnesota’s allocation of local Basic consortia is 
based on: 


• For secondary, Minnesota makes use of U.S. Census data for the distribution of secondary 
funds, basing 30% of the secondary distribution on the estimated population 5-17 and 70% on the 
estimated number of relevant children 5 to 17 years old in poverty who are related to the 
householder. • For postsecondary, the poverty measure is Pell grant recipients enrolled in CTE 
programs offered at colleges within the Minnesota State Colleges and Universities system. 


The state distributes 10% reserve fund of the remaining Basic Grant funds using a modified 
formula that enables large rurally-based local Perkins IV consortia that exist outside the Twin 
Cities metropolitan area with square mileage greater than 250 square miles, to overcome more 







significant planning obstacles encountered mainly because educational programming and support 
require covering large geographical areas. Administration and State Leadership Funds: After 
subtracting 85% for total Perkins funds, the remaining 15% is allocated towards administration 
and state leadership funds, with 5% for state administration and 10% for state leadership 
activities. 


4. You must describe how your agency will allocate any of those funds among any consortia 
that will be formed among secondary schools, and how funds will be allocated among the 
members of the consortia, including the rationale for such allocation. (Section 122(c)(6)(B); 
section 202(c)) 


In the MN Single State Plan, allocation of funds at the consortia level would include minimally 
one secondary partner and one secondary partner. For the transition year, Minnesota utilized the 
same structure of independent school districts, colleges, and consortia that existed during the final 
year of Perkins III for the allocation of funds. Funds were distributed to the designated fiscal 
agent for any district, college, or consortia with the understanding that consortium funds were to 
be used only in such a way that benefits the entire consortium. 


The expectation that consortium funding benefits the entire consortium will carry forward under 
the new consortium structure and will be applied across secondary and postsecondary lines. The 
affixing of signatures of both college presidents and district superintendents to the local 
application will be evidence that the planned use of funds will be seen as providing benefit across 
the new consortium. 


5. You must describe how your agency will allocate any of those funds among any consortia 
that will be formed among postsecondary institutions, and how funds will be allocated 
among the members of the consortia, including the rationale for such allocations. (Section 
122(c)(6)(B); section 202(c)) 


In the MN Single State Plan, allocation of funds at the consortia level would include minimally 
one secondary partner and one secondary partner.For the transition year, Minnesota utilized the 
same structure of independent school districts, colleges, and consortia that existed during the final 
year of Perkins III for the allocation of funds. Funds were distributed to the designated fiscal 
agent for any district, college, or consortia with the understanding that consortium funds were to 
be used only in such a way that benefits the entire consortium. 


The expectation that consortium funding benefits the entire consortium will carry forward under 
the new consortium structure and will be applied across secondary and postsecondary lines. The 
affixing of signatures of both college presidents and district superintendents to the local 
application will be evidence that the planned use of funds will be seen as providing benefit across 
the new consortium. 


6. You must describe how you will adjust the data used to make the allocations to reflect any 
change in school district boundaries that may have occurred since the population and/or 
enrollment data was collected, and include local educational agencies without geographical 
boundaries, such as charter schools and secondary schools funded by the Bureau of Indian 
Affairs. (Section 131(a)(3)) 







Data for calculation of allocations is updated annually to reflect any student population changes. 
Changes in geographical boundaries specifically would be reflected in the annual update of the 
square mileage designation of each consortium. 


Minnesota distributes 10% of the Basic Grant funds available for distribution to local school 
districts and colleges on the basis of this modified formula: 


a. One half on the ratio of the geographic area of the consortium to the geographic area of the 
state. Such a distribution recognizes that geographically sparse regions have additional costs 
associated with such sparsity, especially with the emphasis in the Minnesota plan on consortium 
development and operations. 


b. One half on the basis of participation in career and technical education programs weighted 3 to 
1 for secondary participants. Such a distribution rewards high quality career and technical 
education programs that attract high levels of participation, but recognized through its secondary 
weighting that guidance activities and pre-career and technical programming that had been 
supported in secondary schools by tech prep funds remain an important focus of each new 
consortium. 


Once the above formula is applied across the new consortium structure, the share for secondary 
and postsecondary respectively will be based on the 42/58 split consistent with the other allocated 
dollars. 


7. You must provide a description of any proposed alternative allocation formula(s) 
requiring approval by the Secretary as described in section 131(b) or 132(b). At a minimum, 
you must provide an allocation run for eligible recipients using the required elements 
outlined in section 131(a) and/or section 132(a)(2), together with an allocation run using the 
proposed alternative formula(s). Also you must include a demonstration that the alternative 
secondary formula more effectively targets funds on the basis of poverty, as described in 
section 131(b)(1) of the Act; and/or, in the case of an alternative postsecondary formula, a 
demonstration that the formula described in section 132(a)(2) does not result in a 
distribution of funds to eligible recipients that have the highest numbers of economically 
disadvantaged individuals and that an alternative formula would result in such a 
distribution. 


Currently proposed alternative allocations formauls requiring approval are not utilized. 


b. Other Department Requirements 
Except as noted above with respect the States submitting one-year transition plans, you 
must provide all the information requested on the forms provided in Part C of this guide to 
report accountability data annually to the Secretary under section 113(c)(1)-(2), including: 


1. You must submit a detailed project budget, using the forms provided in Part B of this guide.  


2. You must provide a listing of allocations made to consortia (secondary and 
postsecondary) from funds available under sections 112(a) and (c). 


Under the Act, at least 85 percent of all funds must be allocated to eligible recipients (see 
definitions for description) for basic programs. An amount not more than 10 percent of the 
allotment will be available for State programs and leadership, which will include at least $60,000 







to be used for services that prepare individuals for non- traditional training and employment, and 
an amount equal to not more than 1% of the amount allocated to the state under section 111 shall 
be available to serve individuals in state institutions such as State correctional institutions or 
institutions that serve individuals with disabilities. 


Minnesota will exercise the reserve option under Section 112 (c) under the following conditions: 


1. Up to 10 % of the allocation under Section 131of the Act will be held in reserve. 


The state intends to distribute 10% reserve fund of the remaining Basic Grant funds using a 
modified formula that should enable large rurally-based local Perkins IV consortia that exist 
outside the Twin Cities metropolitan area to overcome more significant planning obstacles 
encountered mainly because educational programming and support require covering large 
geographical areas. 


a. One half on the ratio of the geographic area of the consortium to the geographic area of the 
state. Such a distribution recognizes that geographically sparse regions have additional costs 
associated with such sparsity, especially with the emphasis in the Minnesota plan on consortium 
development and operations. 


b. One half on the basis of participation in career and technical education programs weighted 3 to 
1 for secondary participants. Such a distribution rewards high quality career and technical 
education programs that attract high levels of participation, but recognized through its secondary 
weighting that guidance activities and pre-career and technical programming that had been 
supported in secondary schools by tech prep funds remain an important focus of each new 
consortium. 


3. You must describe the secondary and postsecondary formulas used to allocate funds 
available under section 112(a), as required by section 131(a) and 132(a). 


See Part B of the State Plan for project budget and 1 above. 


4. You must describe the competitive basis or formula to be used to award reserve funds 
under section 112(c). 


Minnesota distributes 10% of the Basic Grant funds available for distribution to eligible local 
school districts and colleges on the basis of a modified formula: a. One half on the ratio of the 
geographic area of the consortium to the geographic area of the state. Such a distribution 
recognizes that geographically sparse regions have additional costs associated with such sparsity, 
especially with the emphasis in the Minnesota plan on consortium development and operations. b. 
One half on the basis of participation in career and technical education programs weighted 3 to 1 
for secondary participants. Such a distribution rewards high quality career and technical education 
programs that attract high levels of participation, but recognized through its secondary weighting 
that guidance activities and pre-career and technical programming remain an important focus of 
each consortium. 


5. You must describe the procedures used to rank and determine eligible recipients seeking 
funding under section 112(c). 


Eligible recipients seeking reserve funding in Minnesota under section 112(c) of Carl Perkins IV 
must meet one of two criteria: “rural area” designation as defined as a consortium with greater 







than 250 square miles of geographic area served, or a “high numbers” consortium serving CT 
student headcount greater than 50% of the average consortium total headcount served in the prior 
year. Minnesota distributes 10% of the Basic Grant funds available for distribution to eligible 
local school districts and colleges on the basis of a modified formula: 


a. One half on the ratio of the geographic area of the consortium to the geographic area of the 
state. Such a distribution recognizes that geographically sparse regions have additional costs 
associated with such sparsity, especially with the emphasis in the Minnesota plan on consortium 
development and operations. b. One half on the basis of participation in career and technical 
education programs weighted 3 to 1 for secondary participants. Such a distribution rewards high 
quality career and technical education programs that attract high levels of participation, but 
recognized through its secondary weighting that guidance activities and pre-career and technical 
programming that had been supported in secondary schools remain an important focus of each 
consortium. 


6. You must include a description of the procedures used to determine eligible recipients in 
rural and sparsely populated areas under section 131(c)(2) or 132(a)(4) of the Act. 


Eligible recipients seeking Minnesota reserve funding under section 112(c) of Carl Perkins IV 
must meet one of two criteria: “rural area” or “areas with high numbers of career and technical 
education students”. Rural area is defined as a consortium with greater than 250 square miles of 
geographic area served. Areas-with-high-numbers-of-career-and-technical-education-students is 
defined as any consortium whose combined headcount of secondary and postsecondary career and 
technical education students served is greater than the average total headcount of secondary and 
postsecondary CT students served by the 26 consortia in the prior year. Minnesota distributes 
10% of the Basic Grant funds available for distribution to eligible local school districts and 
colleges on the basis of a modified formula: 


a. One half on the ratio of the geographic area of the consortium to the geographic area of the 
state. Such a distribution recognizes that geographically sparse regions have additional costs 
associated with such sparsity, especially with the emphasis in the Minnesota plan on consortium 
development and operations. b. One half on the basis of participation in career and technical 
education programs weighted 3 to 1 for secondary participants. Such a distribution rewards high 
quality career and technical education programs that attract high levels of participation, but 
recognized through its secondary weighting that guidance activities and pre-career and technical 
programming that had been supported in secondary schools by tech prep funds remain an 
important focus of each new consortium. 


Once the above formula is applied across the new consortium structure, the share for secondary 
and postsecondary respectively will be based on the 42/58 split, as discussed in the basic funding 
formula. 


EDGAR CERTIFICATION TABLE 
Please review the EDGAR certifications and assurances below. If your State determines that any 
updates are necessary, you may submit them, along with your request to extend your State plan, 
via the link to the Perkins State Plan Portal below. 


Edgar Certifications 







1. You must provide a written and signed certification that– 


 . The plan is submitted by the State agency that is eligible to submit the plan. [34 CFR 
76.104(a)(1)] [Note: The term ‘eligible agency’ means a State board designated or 
created consistent with State law as the sole State agency responsible for the 
administration, or the supervision of the administration, of career and technical 
education in the State. See Sec. 3(12).] 


a. The State agency has authority under State law to perform the functions of the State 
under the program. [34 CFR 76.104(a)(2)] 


b. The State legally may carry out each provision of the plan. [34 CFR 76.104(a)(3)] 
c. All provisions of the plan are consistent with State law. [34 CFR 76.104(a)(4)] 
d. 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. [34 CFR 
76.104(a)(5)] [Note: If a State wishes for the Department to continue sending the 
grant award documents directly to the State director, this individual’s title needs to 
be listed on this portion of the assurance.]  


e. The State officer who submits the plan, specified by title in the certification, has 
authority to submit the plan. [34 CFR 76.104(a)(6)] 


f. The agency that submits the plan has adopted or otherwise formally approved the 
plan. [34 CFR 76.104(a)(7)] 


g. The plan is the basis for State operation and administration of the program. [34 CFR 
76.104(a)(8)] 


Other Assurances 


• You must submit a copy of the State plan to the State office responsible for the 
Intergovernmental Review Process if your State implements that review process 
under Executive Order 12372. [See 34 CFR Part 79] 


• You must provide a complete and signed ED Form 80-0013 for certifications 
regarding lobbying; [See 34 CFR Part 82. To download ED Form 80-0013, and the 
SF LLL Form (Disclosure of Lobbying Activities) referred therein, See: 
http://www.ed.gov/fund/grant/apply/appforms/appforms.html] 


• You must provide a complete and signed Assurance for Non-Construction Programs 
Form. [See http://www.ed.gov/fund/grant/apply/appforms/appforms.html] 


• You must provide a signed assurance that you will comply with the requirements of 
the Act and the provisions of the State plan, including the provision of a financial 
audit of funds received under the Act which may be included as part of an audit of 
other Federal or State programs. [Sec. 122(c)(11)] 


• You must provide a signed assurance that none of the funds expended under the Act 
will be used to acquire equipment (including computer software) in any instance in 
which such acquisition results in a direct financial benefit to any organization 
representing the interests of the acquiring entity or the employees of the acquiring 
entity, or any affiliate of such an organization. [Sec. 122(c)(12)] 


• You must provide a signed assurance that your State will waive the minimum 
allocation as required in section 131(c)(1) in any case in which the local educational 
agency is located in a rural, sparsely populated area or is a public charter school 







operating secondary school career and technical education programs and 
demonstrates that it is unable to enter into a consortium for purposes of providing 
services under the Act. [Section 131(c)(2)] 


• You must provide a signed assurance that your State will provide, from non-Federal 
sources for the costs the eligible agency incurs for the administration of programs 
under this Act, an amount that is not less than the amount provided by the eligible 
agency from non-Federal sources for such costs for the preceding fiscal year. [Sec. 
323(a)] 


• You must provide a signed assurance that your State and eligible recipients that use 
funds under this Act for in-service and preservice career and technical education 
professional development programs for career and technical education teachers, 
administrators, and other personnel shall, to the extent practicable, upon written 
request, permit the participation in such programs of career and technical education 
secondary school teachers, administrators, and other personnel in nonprofit private 
schools offering career and technical secondary education programs located in the 
geographical area served by such eligible agency or eligible recipient. [Sec. 317(a)] 


• You must provide a signed assurance that, except as prohibited by State or local law, 
that an eligible recipient may, upon written request, use funds made available under 
this Act to provide for the meaningful participation, in career and technical education 
programs and activities receiving funds under this Act, of secondary school students 
attending nonprofit private schools who reside in the geographical area served by the 
eligible recipient. [Sec. 317(b)(1)] 


• You must provide a signed assurance that eligible recipients that receive an allotment 
under this Act will consult, upon written request, in a timely and meaningful manner 
with representatives of nonprofit private schools in the geographical area served by 
the eligible recipient regarding the meaningful participation, in career and technical 
education programs and activities receiving funding under this Act, of secondary 
school students attending nonprofit private schools. [Sec. 317(b)(2)] 


Procedural Suggestions and Planning Reminders 


• EDGAR regulations implementing the Drug-Free Workplace Act of 1988 (41 U.S.C. 701 
et seq., as amended) are provided in 34 CFR Part 84, “Government-wide Requirements 
for Drug-Free Workplace (Financial Assistance).” Changes in this Government-wide 
requirement (adopted in the November 26, 2003 Federal Register Notice) now implement 
this as a condition of the award. See 34 CFR 84.400.  


• EDGAR regulations implementing Executive Orders 12549 and 12689 and Section. 2455 
of the Federal Acquisition Regulation are provided in 34 CFR Part 85, “Government-
wide Debarment and Suspension (Nonprocurement).” Changes in this Government-wide 
requirement (adopted in the November 26, 2003 Federal Register Notice) now implement 
this as a condition of the award. See 34 CFR 85.440. You are also responsible for 
including a condition in any subgrant and contract that meets the definition for a covered 
transaction a condition that the lower tier participant must comply with the regulations in 
part 85. See 34 CFR 85.330. 


• Under EDGAR regulations at 34CFR 85.320, your State is responsible for determining 
whether any of your principals of your covered transactions (i.e. subgrants or contracts) is 







excluded or disqualified from participating in the transaction. See 34 CFR 85.320. You 
may decide the method and frequency by which you do so. You may, but are not required 
to, check the Excluded Parties List System at the following site: http://www.epls.gov/.  


Perkins State Plan Portal 
Submit the following documents to the CTE State Plan portal at https://perkins.ed.gov. 
  


• Request to Extend State Plan. Each eligible agency must prepare a brief cover letter, 
indicating that it wishes to extend its Perkins IV State Plan and transmit the required 
documents for the upcoming program year. This request must be in writing and signed by 
a State official who is authorized to act on behalf of the eligible agency. Here you may 
also submit any updated EDGAR certifications and assurances. 


• Updated Budget. Each eligible agency must prepare a budget for the upcoming program 
year. The budget should be based on the estimated allocation tables that our office will 
issue under separate cover. 


• State Proposed Performance Levels. Each eligible agency must prepare proposed 
performance levels for each of the core indicators of performance described in section 
113(b) of Perkins IV for the upcoming program year. Proposed performance levels must 
take into account the following factors described in section 113(b)(3)(A)(vi) of Perkins 
IV: 1) how the levels of performance involved compare with the State-adjusted levels of 
performance established for other States, taking into account factors including the 
characteristics of participants when the participants entered the program and the services 
or instruction to be provided; and 2) the extent to which such levels of performance 
promote continuous improvement on the indicators of performance by such State. 


Temporary Assistance for Needy Families (TANF) 
States that include TANF in the Combined State Plan must outline how the State will meet the 
requirements of section 402 of the Social Security Act including how it will: 


a. Conduct a program designed to serve all political subdivisions in the 
State (not necessarily in a uniform manner) that provides assistance to 
needy families with (or expecting) children and provides parents with job 
preparation, work, and support services to enable them to leave the 
program, specifically cash assistance, and become self-sufficient (section 
402(a)(1)(A)(i) of the Social Security Act). 
Minnesota Family Investment Program (MFIP) The Minnesota Family Investment Program 
(MFIP), Minnesota’s TANF program, provides temporary (60 months or less) cash and food 
assistance to: 


• Families with children under age 18 (up to age 19 if in secondary or vocational school 
full-time), and pregnant women and their spouses when financially eligible; 







• Grandparents, aunts, uncles, cousins, or other relatives who take responsibility for 
children whose parents cannot or will not. 


These adult relatives may receive assistance through MFIP for children in their care and may 
choose to be on the MFIP grant or to get a child-only grant. When the non-parental caregiver 
receives assistance only for the children, the income and assets of the relative caregivers are not 
considered and the case is not subject to the 60-month lifetime limit. MFIP helps families work 
toward economic stability and greater self-sufficiency. MFIP provides a grant to supplement 
family income, help with child care costs, employment services and opportunities for education 
and training for workforce preparation. MFIP encourages employment by providing work 
incentives, and promotes personal responsibility by expecting families to actively pursue 
employment. Some of the family’s earned income is disregarded before calculating the MFIP 
grant. Starting October 1, 2014, the disregard amount is 50 percent of the gross earnings for 
applicants and participants. The remaining earnings are subtracted from the Family Wage Level 
grant standard, which is 10 percent higher than the standard allowed for families who receive only 
unearned income. 


For applicants, the Family Wage Level is the single standard used when determining MFIP 
eligibility regardless if the applicant has earnings or not. Child care is a key component in 
Minnesota’s strategy to help families leave and remain off welfare. In Minnesota, the Child Care 
Assistance Program provides financial assistance to families to support access to child care that is 
affordable so that parents can work and/or attend school and children are well cared for and ready 
for school. Minnesota Family Investment Program (MFIP) families who participate in work 
activities such as work, job search, education, or social services activities that are approved for 
their employment plans are eligible to receive childcare assistance. In addition, Transition Year 
child care is available to eligible families for a full year after their MFIP case closes to help 
families move toward economic stability. MFIP child care and Transition Year child care 
assistance are fully forecasted in the state’s budget. 


The Basic Sliding Fee program is available for non-MFIP/DWP income eligible families and is 
funded through a capped allocation. If a family finishes their transition year child care assistance 
and there is a waiting list in their county for the Basic Sliding Fee program, the Transition Year 
bridge program will continue to provide them child care assistance until they reach their turn for 
Basic Sliding Fee child care assistance. Families receiving MFIP are encouraged to apply for 
medical services at the same time they apply for MFIP. Families not receiving cash assistance can 
apply for the Medical Assistance program and the MinnesotaCare program (Minnesota’s health 
care program for the uninsured). Families who receive MFIP must cooperate with the Child 
Support agency to establish and enforce their child support orders. In state fiscal year 2013, the 
Child Support agency collected $604 million in child support. Through the child support pass-
through, Minnesota counties collected and distributed to MFIP families $6.6 million in child 
support. Minnesota passes through 100 percent of the child support payments made to the families 
receiving MFIP and counts that support dollar-for-dollar as unearned income against the MFIP 
grant. MFIP combines cash and food per the provisions of a waiver from the United States 
Department of Agriculture, Food and Nutrition Services. Families who are not eligible for MFIP 
can apply for the federal Supplemental Nutrition Assistance Program (SNAP). 


Diversionary Work Program (DWP) The Diversionary Work Program provides help to families in 
crisis who are new to the welfare system by supporting them in their efforts to immediately obtain 







and retain employment rather than go on welfare. DWP may be provided to families in crisis for a 
maximum of four months once in a 12-month period. Families with children under age 18 (or 
under age 19 if the child is a full-time student in a secondary school or at the equivalent level of 
vocational or technical training), or pregnant women and their spouses are eligible for DWP. All 
parents, including both parents in a two-parent family, are required to develop and sign an 
employment plan before the family is approved for DWP. Most parents must seek full-time work 
immediately when approved. Employment services can help the family identify and address 
issues that may prevent the parents from obtaining or retaining employment. DWP employment 
service providers help parents find work that fits with the employment plan. The employment 
plan may include limited training that can be completed in four or fewer months. DWP supports 
families during a crisis situation and is not intended to meet recurrent needs. The short-term 
supports provided may include temporary help with rent, utilities or other housing costs and a 
personal allowance. 


Other supports for which families on DWP might be eligible are Supplemental Nutrition 
Assistance Program, health care and child care assistance. After four months of DWP, a family 
may be eligible for MFIP and continue to receive food, child care and health care under MFIP. 
Families who receive DWP are required to cooperate with the Child Support agency to establish 
and enforce their child support orders. Although families on DWP are required to cooperate with 
the Child Support agency, child support is not assigned to the state. All child support is passed 
through to the family and it reduces the DWP grant dollar-for-dollar. DWP is available for a 
maximum of four consecutive months. Because DWP benefits are meant to address the family’s 
crisis and divert them from long-term assistance, receipt of DWP does not count against the 60-
month TANF time limit. Work Benefit Program (WB) Minnesota’s will suspend its Work Benefit 
Program on December 1, 2014. 


The Commissioner of Human Services has the authority to reinstate the program any time he or 
she would choose to do so. This program is funded with maintenance of effort state funds under a 
separate state program. It is intended for families who exit DWP or MFIP. To be eligible for the 
$25 benefit, families must be working: 


• At least 87 hours per month in a one parent family with a child under 6 years old or 


• At least 130 hours per month in one parent family with no child(ren) under six years of 
age or a pregnant woman with no other children 


• At least 130 hours per month in a two-parent family with at least one caregiver working 
Net income for the Work Benefit Program must not exceed 200% of the Federal Poverty 
Guideline (FPG) for the family size. 


Eligibility for WB may continue for up to 24 consecutive months, if all eligibility factors are met 
and the asset limit is below $5,000. Work Benefit Program follows MFIP policy when 
determining counted and excluded assets. 


b. Require a parent or caretaker receiving assistance to engage in work 
(defined by the State) once the State determines the parent or caretaker is 
ready to engage in work, or once he or she has received 24 months of 







assistance, whichever is earlier, consistent with the child care exception at 
407(e)(2) (section 402(a)(1)(A)(ii) of the Social Security Act) 
Minnesota Family Investment Program (MFIP) Caregivers must begin participating in work 
activities within 30 days of being determined eligible for MFIP. Counties have the option of 
requiring that work activities begin sooner. MFIP uses a combination of work incentives and 
required work activities such as job search, short-term training or subsidized work. Sanctions 
enforce work activity requirements and include grant reductions, vendor payments of shelter costs 
from the grant, and even case closure (when there are seven occurrences of noncompliance). 
When a case is closed, the financial worker re-determines the family’s continued eligibility for 
Supplemental Nutrition Assistance Program. MFIP must remain closed for a minimum of one full 
month when closed for sanction reasons. Before ending a family’s assistance, because of sanction, 
the county agency must review the case to determine if the employment plan is still appropriate, 
and must attempt to meet with the participant face-to-face. Diversionary Work Program (DWP) 
The goal of the Diversionary Work Program is to provide short-term, necessary services and 
supports to families, which will lead to unsubsidized employment, increased economic stability, 
and reduced risk of those families needing longer term assistance under MFIP. DWP supports 
families during a crisis situation and is not intended to meet recurrent needs. Short-term supports 
provided may include temporary help with rent, utilities or other housings costs and a personal 
allowance. 


Eligibility for DWP begins the date a signed application form is received by the county agency. 
State statute requires financial workers to hold the interview for an applicant who appears to be 
eligible for DWP within five working days of the receipt of the application. If it appears that child 
care is necessary to enable a parent to work or look for work, and the parent has not applied for 
child care, the application for child care assistance must be completed before the interview with 
the financial worker is completed. As soon as possible, but no later than ten working days before 
being notified by the county agency that the applicant is financially eligible for DWP, the 
employment services provider must meet with the applicant and develop an employment plan. 
The county agency must issue DWP benefits within one working day after receiving notice that 
an employment plan has been signed. By requiring a child care application to be completed 
during the DWP interview process, and by requiring the applicant to meet with workers and 
develop an employment plan prior to issuing any cash benefits to the applicant, Minnesota 
stresses work as the means to address the family’s ongoing needs and places a high priority on 
starting to work or increasing the number of hours a person is employed. When a participant fails 
to comply with the DWP employment plan or with child support enforcement without good cause, 
the DWP case is closed. The family is not eligible for MFIP during the DWP disqualification 
period and the case remains closed unless the parent comes into compliance within four 
consecutive months of the DWP eligibility period. The disqualification of the family from DWP 
does not affect receipt of Supplemental Nutrition Assistance Program or health care benefits. 


c. Ensure that parents and caretakers receiving assistance engage in work 
in accordance with section 407 (section 402(a)(1)(A)(iii) of the Social 
Security Act) 
Minnesota Family Investment Program (MFIP) Minnesota ensures that parents receiving 
assistance through MFIP engage in work activities through three mechanisms: Requiring all 







adults receiving MFIP assistance to develop an individualized employment plan that identifies the 
activities the adult will participate in and that meets the hours required for participation 
(256J.561, subd.2); imposing sanctions if the participant does not comply with the work 
requirements (256J.46); and offering employment services to all adults receiving assistance. 
Services available to participants include, but are not limited to: job readiness assessment, job 
readiness assistance, job clubs, job counseling, job coaching, job skills training, work experience, 
subsidized employment, on-the-job training, job placement, educational programs and post-
employment follow-up services. 


The Department of Human Services and the Department of Employment and Economic 
Development jointly operate MFIP employment and training services. The Minnesota Department 
of Human Services also releases regular management indicator reports to counties in order for the 
counties to track state-mandated performance measures for MFIP. Child care assistance is 
available to all MFIP participants who engage in activities in an approved employment plan. 
Minor caregivers under the age of 18 who have not received a high school diploma or its 
equivalent are required to engage in appropriate educational programs and are provided with child 
care assistance and supportive services to enable successful participation. Caregivers ages 18 and 
19 can choose whether they want to complete their high school education or participate in work 
activities leading to employment. Whichever choice is made, child care assistance is available to 
enable parents to participate in the chosen activity. Bilingual employment and training services 
and work literacy language programs may be available for those lacking English proficiency, 
although lack of proficiency in English is not necessarily presumed to be a barrier to employment. 
Interpreter services are provided when necessary. Diversionary Work Program (DWP) DWP 
stresses that work is the means for families to meet their ongoing needs and provides support 
services as needed to help participants in crisis obtain and retain employment. 


After establishing financial eligibility, participants must meet with an employment counselor and 
develop an employment plan in order to be found eligible to receive assistance through DWP. 
Work activities available for participants include, but are not limited to: job search, job readiness 
assessment, job readiness assistance, job clubs, job counseling, job coaching, job skills training, 
work experience, subsidized employment, on-the-job training, job placement, educational 
programs and post-employment follow-up services. Education for DWP recipients is allowed, but 
the education program must be completed within the four-month DWP period or an education 
activity cannot be approved as part of the employment plan. Work Benefit Program (WB) 
Effective December 1, 2014 Minnesota’s Work Benefit (WB) Program was suspended. The 
Commissioner of Human Services retains the authority to reinstate the WB program any time he 
or she would choose to do so. When in operation, the Work Benefit is available for up to 24 
months only to families leaving MFIP with employment. 


d. Take such reasonable steps as the State deems necessary to restrict the 
use and disclosure of information about individuals and families receiving 
assistance under the program attributable to funds provided by the 
Federal Government (section 402(a)(1)(A)(iv) of the Social Security Act) 
Minnesota Family Investment Program, Diversionary Work Program and Work Benefit Program 
Data on recipients is classified as private and may not be disclosed pursuant to Minnesota 
Statutes, Chapter 13. Access to Minnesota’s eligibility computer system (MAXIS) is defined by a 







security role that is attached to a worker’s ID, and access to information is defined and limited by 
worker job responsibilities. A personal logon ID cannot be issued until the worker completes a 
state developed orientation course. The orientation includes a review of data privacy and ethics as 
they pertain to client information. Staff must complete annually two data privacy courses 
designed to increase compliance with data practices and security, and meet federal training 
requirements for all those with access to DHS information and networks. Mastery of these courses 
is now required prior to receiving access to DHS systems including the new eligibility system, 
MMIS, MAXIS and MEC2.. In addition, printed reports distributed by the State are reviewed 
individually to ensure data provided to the requestor are appropriate for the recipient of the report. 


e. Establish goals and take action to prevent and reduce out-of-wedlock 
pregnancies, with special emphasis on teenage pregnancies (section 
402(a)(1)(A)(v) of the Social Security Act) 
Minnesota’s female population age 15-44 in 2013 is estimated at 1,049,636. Of the total resident 
births (69,183), 46,420 were to married women, 22,739 were to women who were not married 
and 24 were unknowns. Thus, the out-of-wedlock birth rate in Minnesota for 2013 is 21.7/1000 
for women ages 15 to 44. The out-of-wedlock birth rate in Minnesota for 2012 was 21.6/1000 and 
for 2011 it was 21.3/1000. While the out-of-wedlock birth rate for Minnesota has remained 
relatively stable over the last several years, Minnesota still continues to face significant 
challenges in trying to lower our out-of-wedlock birth rate. 


To address the issue, Minnesota has focused significant attention on reducing unintended 
pregnancies, particularly those occurring to teens and young adults who are less likely to be 
married or prepared to care for a child. While Minnesota’s teen pregnancy rate compares well to 
national rates, it masks significant and persistent racial and ethnic disparities. African American 
and American Indian youth are three to four times more likely to have a child when they are a 
teen then is a white youth. In an effort to address these disparities, the Minnesota legislature 
provided the Minnesota Department of Health (MDH) with $2 million annually in TANF funds 
that support non-profit and government agencies in reducing the disparities in teen pregnancy 
rates between Minnesota’s white population and Minnesota’s racial, ethnic and American Indian 
communities. The Department of Health also receives up to $505,743 annually in federal 
abstinence funds to support evidenced-based efforts to delay sexual activity in youth. Minnesota’s 
program is a coordinated countywide approach in Ramsey County focusing on adolescents 14 and 
under, reaching them before they start engaging in sexual activity. 


The Health Teen Imitative has three components: direct service to youth in schools through Teen 
Outreach Program Clubs; reaching out to parents in the community through It’s That Easy: Guide 
to Raising Sexually Healthy Children Parent Education Training; and Making Authentic 
Connections, a way of making authentic connections and relationships with youth in the 
community. The Department of Health was recently re-awarded a federal Personal Responsibility 
Education Program grant which targets young people of color and American Indian youth, youth 
in foster care or ageing out of foster care, youth in juvenile detention or on probation, youth in 
Alternative Learning Centers, homeless or runaway youth and LGBT youth. This initiative’s goal 
is to support high-risk adolescents to successfully transition from youth to adulthood. 


The Minnesota Department of Health also administers programs directed at increasing access to 
family planning services for low-income Minnesotans and those at high risk for unintended 







pregnancies. The State legislature funds Minnesota’s Family Planning Special Projects (FPSP), a 
grant program that made available $10,706,000 (including $2,312,000) to community family 
planning clinics across the state in the current two-year grant cycle. In state fiscal 2013, FPSP 
provided family planning services to 30,489 women and 2,475 men who were low income and at 
risk for unintended pregnancy. Twenty nine 29 percent of the people receiving services were 
under the age of 19. To assist Minnesotans in accessing subsidized family planning services, the 
Department also funds a 1-800 family planning hotline. 


Minnesota receives $3.1 million in a federal Title X funds to augment this work (through Planned 
Parenthood of Minnesota, North Dakota and South Dakota and Ramsey Public Health). Access to 
subsidized family planning services has also been increased through The Minnesota Family 
Planning Program, the name for Minnesota’s 1115 family planning waiver, which covers those 
age 15 to 50 who are not eligible for Medicaid and have incomes at or below 200 percent of the 
federal poverty guidelines and are U.S. citizens or eligible non-citizens qualified to participate in 
federally funded programs. For state fiscal year 2013, the Minnesota Family Planning Program 
served about 35,000 people, with a monthly average enrollment of about 20,000. Reimbursement 
for family planning services under this program was nearly $14.9 million. Other state efforts that 
support reducing unintended pregnancies include The Family Home Visiting Program 
administered by the Minnesota Department of Health. Approximately $8 million in federal TANF 
funds are directed to the Family Home Visiting Program, which provides funding to all of 
Minnesota’s local public health agencies and to nine of the 11 tribal governments to serve 
families at or below 200 percent of poverty. The goal of the program is to: 


• prevent child abuse and neglect, 


• reduce juvenile delinquency, 


• promote positive parenting and resiliency in children ;and 


• promote family health and economic self-sufficiency. 


The program also focuses on providing family supports that would reduce the risk of teen 
pregnancies. To work even more closely with pregnant or parenting teens to delay subsequent 
pregnancies, Minnesota has received an additional $8.5 million in federal Maternal, Infant, and 
Early Childhood Home Visiting Program funds that augment the state’s TANF-funded home 
visiting efforts. 


f. Conduct a program designed to reach State and local law enforcement 
officials, the education system, and relevant counseling services, that 
provides education and training on the problem of statutory rape so that 
teenage pregnancy prevention programs may be expanded to include men 
(section 402(a)(1)(A)(vi) of the Social Security Act) 
The state of Minnesota considers sexual violence, including statutory rape, a public health 
problem. Sexual violence is defined as any of the following conditions: statutory rape, 
date/acquaintance rape, same-sex assault, child sexual abuse, incest, pornography, prostitution, 
sexual exploitation by professionals, stalking, sexual harassment, and any other sexual activity in 
which a person is forced, coerced or manipulated without her/his consent. In order to address this 
problem, the State passed provisions that outline consequences for sexual violence including age 







of consent laws (For further details, see Minnesota Statute 609.342 at 
https://www.revisor.mn.gov/statutes/?id=609.342 ) 


In addition, statewide partnerships approach sexual violence in a holistic manner that work 
towards the elimination of violent sexual behaviors including statutory rape.These efforts are 
provided under the leadership of a statewide stakeholder workgroup involving the following 
organizations and grassroots advocacy entities: 


• Minnesota State Department of Health 


• Minnesota Department of Human Services 


• Minnesota Department of Corrections 


• Representatives of county and local legal, health , law enforcement and abuse prevention 
organizations and workgroups 


• Minnesota Department of Education and representatives of local school districts 


• Minnesota Coalition Against Sexual Assault 


• Teenwise Minnesota 


• The MN Men’s Action Network (Alliance to Prevent Sexual and Domestic Violence) 


These statewide public/private collaborative efforts support and fund annual conferences, periodic 
meetings, and ad hoc taskforces to shape the development of sexual violence prevention 
curriculum that is available and distributed to communities, youth, and professionals. Two 
Minnesota innovations used to combat sexual violence and abuse are the Duluth Model on Public 
Intervention and the Men As Peacemakers initiative of The MN Men’s Action Network, which 
was initiated by the Minnesota Department of Health (MDH) to build a public/private prevention 
effort that promotes male leadership. To this end, a collaborative effort between the MDH, Men 
As Peacemakers in Duluth and the Gender Violence Institute in Clearwater, Minnesota, had been 
created to develop a network of men and male leaders involved in primary prevention practices. 
These efforts are currently coordinated by MDH, the Bush Foundation and the MN Department of 
Public Safety. 


g. Implement policies and procedures as necessary to prevent access to 
assistance provided under the State program funded under this part 
through any electronic fund transaction in an automated teller machine 
or point-of-sale device located in a place described in section 408(a)(12), 
including a plan to ensure that recipients of the assistance have adequate 
access to their cash assistance (section 402(a)(1)(A)(vii) of the Social 
Security Act) 
The State of Minnesota has taken several steps to ensure the prevention of TANF assistance in 
being used at prohibited locations under Section 4004 of the Middle class Tax Relief and Job 
Creation Act of 2012 (P.L. 122-96). Minnesota has primarily focused on the following 
approaches: 







1) Enforcing a complementary state law prohibiting the purchase of tobacco products and 
liquor with any EBT transaction, 


2) informing EBT users of their responsibilities and limitations with EBT card use, 


3) directing counties who deliver the Minnesota Family Investment Program (MFIP), 
Minnesota’s TANF program, to communicate the restrictions to program participants at 
application and recertification, and; 


4) provide trainings to county financial workers and ES providers that incorporate new EBT 
restrictions and prohibitions. 


h. Ensure that recipients of assistance provided under the State program 
funded under this part have the ability to use or withdraw assistance with 
minimal fees or charges, including an opportunity to access assistance 
with no fee or charges, and are provided information on applicable fees 
and surcharges that apply to electronic fund transactions involving the 
assistance, and that such information is made publicly available (section 
402(a)(1)(A)(viii) of the Social Security Act) 
While there are client restrictions regarding EBT access and use of TANF benefits, Minnesota is 
required by federal law to ensure that applicants and recipients are provided adequate access to 
cash assistance with minimal or no fees or charges for withdrawal. Clients pay electronic fees 
similar to non—TANF clients. Clients get 4 free EBT cash withdrawals per month and eFunds 
then charges $1 for subsequent Cash withdrawals. This fee is not charged until the client’s 5th 
cash withdrawal. Clients are given the EBT Training Brochure by County workers and/or County 
Card Issuers (DHS—3315A). Furthermore, if clients request training in addition to the brochure, 
counties provide EBT training video to walk clients through the process. Clients have the option 
to make cash withdrawals either from an ATM machine of their choice or they may ask sales 
clerks tending to Point of Sale machines for assistance to help them get “cash back” when 
withdrawing the amount of cash benefits they want to withdraw at a specific time at places where 
they normally shop.  


i. Indicate whether it intends to treat families moving from another State 
differently from other families under the program, and if so how (section 
402(a)(1)(B)(i) of the Social Security Act)  
To be eligible for MFIP or DWP, an assistance unit must have established residency in 
Minnesota. An assistance unit is considered to have established residency in Minnesota when a 
child or caregiver has resided in this state for at least 30 consecutive days with the intention of 
making the person’s home here and not for any temporary purpose. A county must waive the 
30—day residency requirement when unusual hardship would result from denial of assistance. 
Families that have move from other states to Minnesota, and who establish state residency, are 
treated the same as all the other MFIP participants.  







j. Indicate whether it intends to provide assistance to non-citizens, and if 
so include an overview of the assistance (section 402(a)(1)(B)(ii) of the 
Social Security Act) 
Persons who are either United States citizens or qualified non-citizens are eligible for TANF 
benefits per the provisions of section 431 of the PRWORA, as amended (8 U.S.C. 1641) if they 
meet all other program eligibility criteria. Qualified non-citizens who entered the United States 
before 8/22/1996 are considered to be eligible for federally funded cash assistance if they are 
Lawful Permanent Residents (LPRs); paroled for one year or more; victims of battery and/or 
cruelty; or conditional entrants prior to 4/1/80. Qualified non-citizens who entered on or after 
8/22/1996 are considered to be ineligible for federally funded MFIP/DWP cash assistance for five 
years. 


The following non-citizens may be eligible for federal funding without considering the date of 
admission to the U.S. if they meet all other program requirements: refugees, asylees, veterans and 
persons on active duty in the U.S. Armed Forces, their spouses or unmarried dependent children, 
non-citizens whose eportation/removal is being withheld, Cuban or Haitian entrants and certain 
Amerasians. All lawfully residing non-citizens who are not eligible for federal funding may be 
eligible for state funding if they meet other program eligibility requirements for state funded cash 
assistance as follows: LPRs age 18 through 69 who are funded under state dollars and who have 
been in the country for four or more years must meet one of the following requirements to remain 
eligible: enrollment in literacy, ESL or citizenship classes; applied for admission to such classes 
and on a waiting list; applying for a waiver from the USCIS of the English language or civics 
requirements of the citizenship test; submitted an application for citizenship to USCIS and 
waiting for a testing date or swearing in ceremony; or have been denied citizenship due to failure 
to pass the test after two or more attempts or because of an inability to understand the rights and 
responsibilities of becoming a U.S. citizen as documented by the USCIS or the county agency. 


k. Set forth objective criteria for the delivery of benefits and the 
determination of eligibility and for fair and equitable treatment, 
including an explanation of how it will provide opportunities for 
recipients who have been adversely affected to be heard in a State 
administrative or appeal process (section 402(a)(1)(B)(iii) of the Social 
Security Act) 
Eligibility An applicant for MFIP or for DWP must meet the eligibility requirements specified in 
Minnesota Statutes Sections 256J.01 through 256J.95 before receiving benefits and services. All 
requirements under Section 408 of the Social Security Act, as amended by the Personal 
Responsibility and Work Opportunity Reconciliation Act of 1996 are included in Minnesota law. 
Assistance is provided equitably to all program recipients in accordance with State and Federal 
law. Neither MFIP nor DWP requires basis of eligibility tests, such as the previous AFDC 100-
hour rule requirement for two-parent families. The asset limit for both programs is $2,000 for 
applicants and $5,000 for participants. The trade-in value limit on the first licensed vehicle 
excluded in determining eligibility is $10,000. In addition, the combined loan value of all other 
vehicles must be less than or equal to $7,500. For MFIP and DWP, statewide payment standards 
are based on the number of eligible persons in the assistance unit. Persons convicted of a drug 







offense committed after July 1, 1997 may receive cash assistance subject to the conditions set 
forth in Minnesota Statutes 256J.26. 


There is a 60-month lifetime limit for receiving MFIP assistance with exceptions in certain 
situations. Time limit exceptions apply to the months in which individuals are living in Indian 
country (as defined in Section 1151 of Title 18, U.S.C.) or a Native Alaskan Village where the 
not-employed rate is over 50 percent per the provisions under 45 CFR 264.1((b)(1)(ii)). Under the 
MFIP program, some families are funded with segregated state funds and are exempt from the 60-
month lifetime limit. Included are caregivers age 60 and over as well as minor caregivers under 
the age of 18, and caregivers 18- or 19-year-olds who are complying with education requirements. 
The months a person received cash assistance as part of the MFIP field trials are also exempted 
from the 60-month time limit. Hardship Extensions Extensions of the 60-month time limit are 
possible if any of the following hardship conditions are met: 


• The participant is suffering from an illness, injury, or incapacity which has been certified 
by a qualified professional when the illness, injury, or incapacity is expected to continue 
for more than 30 days, and severely limits the participant’s ability to obtain or maintain 
suitable employment; 


• The participant is a caregiver whose presence in the home is required because of an 
illness, injury, or incapacity of another member in the assistance unit, a relative in the 
household, or a foster child in the household when the illness or incapacity and the need 
for a person to provide assistance in the home has been certified by a qualified 
professional and is expected to continue for more than 30 days; 


• The participant is a caregiver with a child or an adult in the assistance unit who meets the 
disability or medical criteria for home care services or waivered services or meets the 
criteria for severe emotional disturbance under Minnesota statutes; 


• The participant is a caregiver who is employed the number of hours required by 
Minnesota Department of Human Services with a household income that does not exceed 
program standards; 


• The participant is determined to be hard-to-employ because the individual belongs to any 
of the following groups: 


A person diagnosed by a qualified professional as a person with developmental disability or 
mental illness, and the condition severely limits the person’s ability to obtain or maintain suitable 
employment; 


A person assessed by a vocational specialist or the county agency to be unemployable; or 


A person assessed to have an IQ below 80 assessed by a vocational specialist or a county agency 
to be employable, but the condition severely limits the person’s ability to obtain or maintain 
suitable employment. 


A person who is determined by a qualified professional to be Learning Disabled and the condition 
severely limits the person’s ability to obtain or maintain suitable employment. 


The initial approval of a learning disability extension must have been or confirmed within the 
previous 12 months. Learning disabilities do not include learning problems that are primarily the 







result of visual, hearing or motor handicaps, mental retardation, and emotional disturbance or due 
to environmental, cultural or economic disadvantage. 


All caregivers who are extended must develop an employment plan that meets their situation. A 
person who requests the Family Violence Option (per Minnesota Statute 256J.425, Hardship 
Extensions), and is in compliance with a modified employment plan, also meets the MFIP 
extension criteria. Appeals Applicants and recipients of MFIP and DWP are notified in writing of 
their rights and the process to follow to secure a fair hearing. When an applicant is denied 
services, or a participant disagrees with a county agency decision, the applicant or participant may 
submit a request for a hearing to the county agency or directly to the Department of Human 
Services Appeals Office. State Human Services judges will conduct a hearing in person at the 
county office or by telephone. Decisions are issued by the Commissioner within 90 days of the 
request for a hearing. Under certain conditions, a participant may continue to receive benefits 
pending an appeal decision. Reasonable expenses incurred by a recipient because of the appeal 
are reimbursed upon request (Minnesota Statute 256.045, Administrative and Judicial Review of 
Human Services Matters). 


l. Indicate whether the State intends to assist individuals to train for, 
seek, and maintain employment (Section 402(a)(1)(B)(v) of the Social 
Security Act)— 
1. providing direct care in a long-term care facility (as such terms are defined 
under section 1397j of this title); or 


2. in other occupations related to elder care, high-demand occupations, or 
occupations expected to experience labor shortages as, determined appropriate by 
the State for which the State identifies an unmet need for service personnel, and, 
if so, shall include an overview of such assistance. 
Minnesota intends to assist individuals in training for, seeking and maintaining employment in the 
elder workforce as a result of the Patient Protection and Affordable Care Act of 2010 (ACA). It 
uses its FastTRAC Initiative to create career pathways programs in high-demand career fields 
including the elder care workforce. 


This Initiative provides grants to collections of local partners to operate as part of the state’s 
employment services system, and is available to low income families on public assistance to 
comply with their work requirements. At the end of the training, MFIP participants are considered 
to be work-ready for the Universal Health Care classification that allows entry to the local long-
term care facilities as Certified Nurse Assistants with a focus on elder care. While in the training, 
they are considered Adult Basic Education (ABE) students and part of the work activities focus 
on retention by reducing barriers to successful employment once the training is complete. 


More specifically, the Department is providing access through its annual MFIP Innovations Funds 
to fund Adult Career Pathways programs focusing on Universal HealthCare Worker in Older 
Adult Services Certificate training as a tool for integrating adult basic education, non-credit 
occupational training, and for-credit postsecondary degree and certificate programs, with 
credentials embedded into these pathways that “stack” toward degrees over time. 







m. Provide for all MOE-funded services the following information: the 
name of the program benefit or service, and the financial eligibility 
criteria that families must meet in order to receive that benefit or service. 
In addition, for TANF MOE-funded services (co-mingled or segregated 
MOE) describe the program benefit provided to eligible families (SSP 
services do not have to include a description but the Department of 
Health and Human Servicecs encourages it) (§263.2(b)(3) & §263.2(c) 
preamble pages 17826-7) 
Grantee Information State of Minnesota Fiscal Year 2013 


1. Name of Service Program: Minnesota Working Family Credit 


2. Description of the Major Program Benefits, Services and Activities. [MN Statute 
290.0671] MN Working Family Credit. This program provides a tax benefit to eligible 
low-income families through a refundable income tax credit. 


3. Purpose(s) of Benefit or Service Program: The purpose of the program is to provide 
economic support to low-income families as well as to encourage employment among 
low-income parents. 


4. Program Type: This program is operated under the TANF program. 


5. Description of Work Activities: N/A 


6. Total State Expenditures for the Program for the Fiscal Year: $196,618,237 


7. Total State MOE Expenditures under the Program for the Fiscal Year: $ 97,487,875 


8. Total Number of Families served with MOE funds: 116,892 This number represents the 
total served over the fiscal year 


9. Financial eligibility criteria for receiving MOE-funded program benefits or services: A 
family that qualifies for the federal Earned Income Credit also qualifies for the MN 
Working Family Credit. 


10. Program Authorization: Was this program authorized and allowable under prior law? Yes 
_______________ No ________X_______ 


11. Total Program Expenditures in FY 1995: $22,800,000 


1. Name of Service Program: Head Start 


2. Description of the Major Program Benefits, Services and Activities. [MN Statutes 
119A.50] Head Start is a federal and state funded child and family development program, 
helping low-income families become self-reliant while also helping prepare their children 
for school success. 


3. Purpose(s) of Benefit or Service Program: The purpose of the Head Start program is to 
provide comprehensive child development services to children, with a special focus on 







helping preschoolers develop the early reading and math skills required to be successful 
in school. 


4. Program Type: This program is operated separate from the TANF program. 


5. Description of Work Activities: N/A. 


6. Total State Expenditures for the Program for the Fiscal Year: $ 19,762,536 


7. Total State MOE Expenditures under the Program for the Fiscal Year: $5,700,000 


8. Total Number of Families served with MOE funds: 591 


9. This number represents the total served under the program in the fiscal year 


10. Financial criteria for receiving MOE-funded program benefits or services: a. Head Start 
eligibility requires that at least 90% of children enrolled be from low income families as 
defined by the federal poverty level. State funding to supplement the federal Head Start 
program is authorized under Minnesota Statute 119A.52. 


11. Program Authorization: Was this program authorized and allowable under prior law? 
Yes___ ________ No___X____________ 


12. otal Program Expenditures in FY 1995: Not Applicable - $11,500,000 


1. Name of Service Program: MFIP/DWP Child Care Assistance 


2. Description of the Major Program Benefits, Services and Activities. MFIP/DWP Child 
Care Assistance. [MN Statute 119B] The Child Care Assistance program helps caregivers 
receiving MFIP or DWP benefits with child care costs while participating in authorized 
activities such as working, looking for work, or participating in other activities that are 
part of an employment service plan. In addition, a family who leaves MFIP or DWP may 
be eligible to receive Transition Year Child Care Assistance for up to 12 calendar months 
after leaving MFIP/DWP. 


3. Purpose(s) of Benefit or Service Program: The purpose of MFIP/DWP child care 
assistance is to help families with child care costs while they are participating in 
MFIP/DWP authorized activities, such as job search, employment, or training/education. 


4. Program Type: This program is operated under the TANF program. 


5. Description of Work Activities: N/A this is not a separate State program. 


6. Total State Expenditures for the Program for the Fiscal Year: $ 41,313,493 This amount 
includes the state’s matching requirement under CCDF of $ 16,831,362 


7. Total State MOE Expenditures under the Program for the Fiscal Year: $24,482,131 A 
portion of this amount ($19,690,299) is also used to meet the CCDF MOE requirement 


8. Total Number of Families served with MOE funds: 1,776 This last figure represents the 
estimated average monthly total for the fiscal year. 


9. Financial eligibility criteria for receiving MOE-funded program benefits or services: 
Child care though MFIP is available to families who have an approved job search support 
or employment plan under MN Statutes 256J.521 or meet the employment requirements 







under MN Statutes 119B. 10.Program Authorization: Was this program authorized and 
allowable under prior law? Yes _______X_______ No _______________  


10. Total Program Expenditures in FY 1995: Not Applicable. 


1. Name of Service Program: Basic Sliding Fee (BSF) Child Care Subsidy 


2. Description of the Major Program Benefits, Services and Activities. Basic Sliding Fee 
Child Care Assistance Program [MN Statutes 119B, 119A] The BSF program assists 
low-income working families who are not participating in MFIP or DWP with child care 
costs. 


3. Purpose(s) of Benefit or Service Program: The purpose of the BSF child care assistance is 
to help pay the child care costs while low- income non MFIP/DWP families work, look 
for work or attend educational programs. 


4. Program Type: This program is operated under the TANF program. 


5. Description of Work Activities: N/A this is not a separate State program. 


6. Total State Expenditures for the Program for the Fiscal Year: $ 49,372,797 This amount 
includes the state’s matching requirement under CCDF of $20,114,770 


7. Total State MOE Expenditures under the Program for the Fiscal Year: $ 29,258,027 


8. Total Number of Families served with MOE funds: 2966 The number of families served 
represents the estimated average monthly total for the fiscal year. 


9. Financial criteria for receiving MOE-funded program benefits or services: Families may 
enter the BSF program if their income is less than or equal to 175% of the federal poverty 
guidelines, adjusted for family size. Families moving from Transition Year to BSF are 
considered to have met the income entry requirement in the first subprogram in which 
they participated. Families may receive child care assistance until their income reaches 
250% of the federal poverty guidelines, adjusted for family size. Eligible families may 
receive BSF child care assistance for children under the age of 13 or, for children with a 
disability, under the age of 15. Parents must be working, looking for work, or in an 
authorized education/training activity. 


10. Program Authorization: Was this program authorized and allowable under prior law? Yes 
______X________ No _______________ 


11. Total Program Expenditures in FY 1995: Not Applicable. 


1. Name of Service Program: Credit for K-12 Education Expenses 


2. Description of the Major Program Benefits, Services and Activities. The Credit for K-12 
Education Expenses [MN Statutes 290.0674] is a refundable tax credit which is equal to 
75% of eligible education expenses for a qualifying child in kindergarten through grade 
12. 


3. Purpose(s) of Benefit or Service Program: Eligible expenses include fees or tuition for 
instruction outside the regular school day or school year, such as tutoring and educational 
summer camps. Also eligible are costs required for the regular school day for textbooks, 







instructional materials, and transportation costs paid to others. Private school tuition does 
not qualify for the credit, although it does qualify for the subtraction. Eligible expenses 
also include personal computer hardware and educational software, limited to a 
maximum of $200 per family. 


4. Program Type: This program is operated separate from the TANF program. 


5. 5 Description of Work Activities: N/A 


6. 6 Total State Expenditures for the Program for the Fiscal Year: 14,815,369 


7. 7 Total State MOE Expenditures under the Program for the Fiscal Year: 11,755,372 


8. 8 Total Number of Families served with MOE funds: 45,563 i. This represents the 
average monthly total (Total MOE divided by $255.28 average case cost) 


9. 9 Financial criteria for receiving MOE-funded program benefits or services: The 
maximum credit of $1,000 times the number of children in kindergarten through grade 12 
is allowed to taxpayers with total household income of $33,500 or less. For taxpayers 
with one or two children, the maximum credit is phased out for household income 
between $33,500 and $37,500. For taxpayers with more than two children, the phase-out 
range for the maximum credit is increased by $2,000 for each additional child. 


10. Program Authorization: Was this program authorized and allowable under prior law? 
___________ No___X____________ 


11. 11.Total Program Expenditures in FY 1995: Not Applicable There were no state 
expenditures in 1995. This refundable tax credit was instituted beginning in 1997. 


TANF Certifications 
States that include TANF in the Combined State Plan must provide a certification by the chief 
executive officer of that State, that during the fiscal year, the State will: 


Operate a child support enforcement program under the State Plan approved under part D. 
(section 402(a)(2) of the Social Security Act) Yes 


Operate a foster care and adoption assistance program under the State Plan approved under part E, 
and that the State will take such actions as are necessary to ensure that children receiving 
assistance under such part are eligible for medical assistance under The Unified or Combined 
State Plan under title XIX. (section 402(a)(3) of the Social Security Act) Yes 


Specify which State agency or agencies will administer and supervise the program referred to in 
paragraph (1) for the fiscal year, which shall include assurances that local governments and 
private sector organizations (section 402(a)(4) of the Social Security Act)—have been consulted 
regarding the plan and design of welfare services in the State so that services are provided in a 
manner appropriate to local populations; Yes 


Specify which State agency or agencies will administer and supervise the program referred to in 
paragraph (1) for the fiscal year, which shall include assurances that local governments and 
private sector organizations (section 402(a)(4) of the Social Security Act)—have had at least 45 
days to submit comments on the plan and the design of such services Yes 







Provide each member of an Indian tribe, who is domiciled in the State and is not eligible for 
assistance under a tribal family assistance plan approved under section 412, with equitable access 
to assistance under the State program funded under this part attributable to funds provided by the 
Federal Government. (section 402(a)(5) of the Social Security Act) Yes 


Establish and enforce standards and procedures to ensure against program fraud and abuse, 
including standards and procedures concerning nepotism, conflicts of interest among individuals 
responsible for the administration and supervision of the State program, kickbacks, and the use of 
political patronage. (section 402(a)(6) of the Social Security Act) Yes 


(optional) Establish and Enforcing standards and procedures to (section 402(a)(7) of the Social 
Security Act).— screen and identify individuals receiving assistance under this part with a history 
of domestic violence while maintaining the confidentiality of such individuals; Yes 


(optional) Establish and Enforcing standards and procedures to (section 402(a)(7) of the Social 
Security Act).— refer such individuals to counseling and supportive services; Yes 


(optional) Establish and Enforcing standards and procedures to (section 402(a)(7) of the Social 
Security Act).—waive, pursuant to a determination of good cause, other program requirements 
such as time limits (for so long as necessary) for individuals receiving assistance, residency 
requirements, child support cooperation requirements, and family cap provisions, in cases where 
compliance with such requirements would make it more difficult for individuals receiving 
assistance under this part to escape domestic violence or unfairly penalize such individuals who 
are or have been victimized by such violence, or individuals who are at risk of further domestic 
violence 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))) 
a. General Requirements 
The State agency must prepare and submit an Employment and Training (E&T) Plan to its 
appropriate Food and Nutrition Service (FNS) Regional Office. The E&T Plan must be available 
for public inspection at the State agency headquarters. A State agency may include its plan for the 
SNAP E&T program in a Combined Plan under WIOA but will require FNS approval prior to 
implementation and must continue to make a copy of the plan available for public inspection. If a 
State includes SNAP E&T in a Combined Plan under WIOA, the State agency will detail the 
following for each year covered by the Combined Plan: 


1. The nature of the E&T components the State agency plans to offer and the 
reasons for such components, including cost information. The methodology for 
State agency reimbursement for education components must be specifically 
addressed; 
The following is a list of activities provided under SNAP E&T. Current budgeting doesn't identify 
expenses by these categories. 


Job Search - independent job search 







Job Search Training - instruction in job seeking techniques, job skills assessment, job clubs, 
resume workshops 


Workfare - participants perform work as a condition of eligiblity. In lieu of wages, workfare 
participants receive compensation in the form of their household's monthly benefit allotment. 


Work Experience - actaul work experiecne and/or training. This can be on-the-job training, 
apprenticeship or intership. 


Education Programs - programs that improve basic skills. These may include basic skills 
instruction, vocational training, English Language Acquisition, Bridge programs, or work-
readiness training. 


Self-Employment Training - improves the employability of participants by providing training in 
setting up and operating a small business or other self-employment venture. 


Job Retention - servceis provdied to E&T participants who have secured employment after 
participating in another E&T component for up to 90 days even if the individual is no longer 
receiving SNAP. 


2. An operating budget for the Federal fiscal year with an estimate of the cost of 
operation for each Federal fiscal year covered by the Combined Plan. Any State 
agency that requests 50 percent Federal reimbursement for State agency E&T 
administrative costs, other than for participant reimbursements, must include in 
its plan, or amendments to its plan, an itemized list of all activities and costs for 
which those Federal funds will be claimed, including the costs for case 
management and casework to facilitate the transition from economic dependency 
to self-sufficiency through work. Costs in excess of the Federal grant will be 
allowed only with the prior approval of FNS and must be adequately documented 
to assure that they are necessary, reasonable and properly allocated. A State must 
submit a plan amendment to request budget adjustments at least 30 days prior to 
planned implementation; 


Item State cost Federal cost Total 


I. SNAP E&T 100%    


a) State costs $0.00 $202,593 $202,593 


b) Contractual Services $0.00 $1,272,080 $1,272,080 


Total Direct Costs $0.00 $1,474,673 $1,474,673 


II. Indirect Costs:    


*Approved Indirect Cost Rate Used: 14.68%    







Item State cost Federal cost Total 


Refer to Table 6 for further clarification. $12,531 $12,531 $25,061 


Total indirect Costs $12,531 $12,531 $25,061 


III. Match Funds (State plusFederal): $549,457 $549,457 $1,098,914 


a) County (admin + program)    


b) Third party (admin + program) $2,032,983 $2,032,983 $4,065,966 


c) DHS $22,684 $22,684 $45,368 


d) DEED $2,407,697 $2,407,697 $4,815,394 


Total Direct Costs $5,012,821 $5,012,821 $10,025,642 


100% Federal E&T Grant $1,474,673 $1,474,673  


50 percent Additional Administrative Expenditure $5,025,352 $5,025,352 $10,050,703 


3. The categories and types of individuals the State agency intends to exempt from 
E&T participation, the estimated percentage of work registrants the State agency 
plans to exempt, and the frequency with which the State agency plans to 
reevaluate the validity of its exemptions; 


Item Description Amount or 
Percentage 


I. Anticipated number of work registrants in the State during the Federal FY 
(unduplicated count): 227,733 


II. Estimated number of planned State option exemptions from E&T: 50,850 


- 


List below planned State option exemption categories and the number of 
work registrants expected to be included in each during the Federal FY. 


8. Child under 18 not living with parent/guardian 
9. DWP adults with dependents under 18 
10. Work registrants between ages 50-60 


11. Receiving GA/RCA 


2. 2,200 
 11,950 
 26,500 
 10,200 


III. Percent of all work registrants exempt from E&T (line II/line I) 22.3% 


IV. Anticipated number of E&T mandatory participants (line I-line II) 176,883 


V. Anticipated number of voluntary E&T participants 1,225 







Item Description Amount or 
Percentage 


VI. Anticipated number of ABAWDs in the State during the Federal FY. 176,883 


VII. Anticipated number of ABAWDs in waived areas of the State during the 
Federal FY. 3,400 


VIII. Anticipated number of ABAWDs to be exempted under the State's 15 
percent ABAWD exemption allowance during the Federal FY 2,212 


IX. Number of potential at—risk ABAWDs expected in the State during the 
Federal FY (line VI—(lines VII+VIII)) 171,271 


4.  The characteristics of the population the State agency intends to place in E&T; 
Although this information isn't current, the numbers remain consistent over time. 


SNAP Work Registrant Characteristics 


Minnesota Statewide Client Demographics 


Categories 


7—1—2013 to 
6—30—2014 


Total 
Enrollments % 


7—1—2014 to 
6—30—2015 


Total 
Enrollments % 


Categories 


7—1—2013 to 
6—30—2014 


Total 
Enrollments % 


7—1—2014 to 
6—30—2015 


Total 
Enrollments % 


Gender — — Achievement 
Levels — — 


Female 54% 56% Limited English 
Proficiency 4% 5% 


Male 46% 44% Family Status — — 


Race — — Family size — 
1 Member 42% 41% 


White 57% 55% Family size — 
2 Members 43% 44% 


African 
American 32% 34% Family size — 


3 Members 12% 13% 


Asian 7% 6% Family size — 
4 Members 2% 2% 


Native 
American 5% 5% Family size — 


5 + Members 1% 1% 







Categories 


7—1—2013 to 
6—30—2014 


Total 
Enrollments % 


7—1—2014 to 
6—30—2015 


Total 
Enrollments % 


Categories 


7—1—2013 to 
6—30—2014 


Total 
Enrollments % 


7—1—2014 to 
6—30—2015 


Total 
Enrollments % 


Ethnicity — — Labor status — — 


Hispanic or 
Latino 6% 7% Full Time 5% 6% 


Disability 
Status — — Part Time 24% 27% 


Yes, 
Employment 


Barrier 
5% 6% Not Employed 69% 67% 


Age — — 
Prv Self 


Employ — 
Farm 


1% 1% 


Age 18 3% 4% 
Prv Self 


Employ — Non 
Farm 


2% 1% 


Age 19 to 21 16% 17% Barrier to 
Employment — — 


Age 22 to 39 46% 45% Offender NA NA 


Age 40 to 54 30% 29% 
Recovering 
Chemically 
Dependent 


NA NA 


Education — — Non Citizen 8% NA 


Less than 
High School 30% 28% Outcomes — — 


High School 
Graduate / 


GED 
58% 59% Avg. Weeks 


Participated NA NA 


Post High 
School 11% 10% 


Avg. Hourly 
Wage 


Placement 
NA NA 


College 
Graduate 2% 2% 


Avg. Hours/ 
Week 


Placement 
NA NA 


Beyond 
Bachelors 


Degree 
1% <1% — — — 







*Note — percentages may not equal 100% due to rounding of figures. Date of data call: 
8/10/2015 Data Source: DHS Data Warehouse 


Participants Served with 100% Grant Funds 


Minnesota Statewide Client Demographics 


Categories 


7—1—2013 to 
6—30—2014 


Total 
Enrollments % 


7—1—2014 to 
6—30—2015 


Total 
Enrollments % 


Categories 


7—1—2013 to 
6—30—2014 


Total 
Enrollments % 


7—1—2014 to 
6—30—2015 


Total 
Enrollments % 


Gender — — Achievement 
Levels — — 


Female 40% 40% Limited English 
Proficiency 4% 4% 


Male 60% 60% Family Status — — 


Race — — Family size — 
1 Member 77% 76% 


White 74% 71% Family size — 
2 Members 11% 15% 


African 
American 20% 20% Family size — 


3 Members 6% 5% 


Asian 3% 3% Family size — 
4 Members 3% 2% 


Native 
American 4% 3% Family size — 


5 + Members 3% 1% 


Ethnicity — — Labor status — — 


Hispanic or 
Latino 6% 7% Full Time 3% 3% 


Disability 
Status — — Part Time 14% 15% 


Yes, 
Employment 


Barrier 
0% 12% Not Employed 79% 78% 


Age — — Prv Self employ 
— Farm 1% 1% 


Age 18 3% 6% Prv Self employ 
— Non Farm 2% 3% 







Categories 


7—1—2013 to 
6—30—2014 


Total 
Enrollments % 


7—1—2014 to 
6—30—2015 


Total 
Enrollments % 


Categories 


7—1—2013 to 
6—30—2014 


Total 
Enrollments % 


7—1—2014 to 
6—30—2015 


Total 
Enrollments % 


Age 19 to 21 11% 13% Barrier to 
Employment — — 


Age 22 to 39 52% 52% Offender 19% 25% 


Age 40 to 64 34% 29% 
Recovering 
Chemically 
Dependent 


12% 15% 


Education — — Non Citizen 4% 1% 


Less than 
High School 20% 18% Outcomes — — 


High School 
Graduate / 


GED 
60% 56% Avg. Weeks 


Participated 12.0 13.5 


Post High 
School 12% 16% 


Avg. Hourly 
Wage 


Placement 
$10.24 $10.35 


College 
Graduate 3% 4% 


Avg. Hours/ 
Week 


Placement 
29.9 30.1 


Beyond 
Bachelors 


Degree 
2% 2% — — — 


*Note — percentages may not equal 100% due to rounding of figures. Date of data call: 
8/10/2015 Data Source: MN Workforce One 


Diversionary Work Program (DWP) 


Minnesota Statewide Client Demographics 


Categories 


7—1—2013 to 
6—30—2014 


Total 
Enrollments % 


7—1—2014 to 
6—30—2015 


Total 
Enrollments % 


Categories 


7—1—2013 to 
6—30—2014 


Total 
Enrollments % 


7—1—2014 to 
6—30—2015 


Total 
Enrollments % 


Gender — — Education — — 







Categories 


7—1—2013 to 
6—30—2014 


Total 
Enrollments % 


7—1—2014 to 
6—30—2015 


Total 
Enrollments % 


Categories 


7—1—2013 to 
6—30—2014 


Total 
Enrollments % 


7—1—2014 to 
6—30—2015 


Total 
Enrollments % 


Female 75% 77% Less than 
High School 24% 23% 


Male 25% 23% 
High School 
Graduate / 


GED 
55% 52% 


Race — — Post High 
School 15% 16% 


White 58% 51% College 
Graduate 3% 3% 


African 
American 32% 34% 


Beyond 
Bachelors 


Degree 
1% 1% 


Asian 6% 6% Family 
Status — — 


Native 
American 8% 6% Family size 


— 1 Member 9% 7% 


Ethnicity — — 
Family size 


— 2 
Members 


29% 30% 


Hispanic or 
Latino 7% 7% 


Family size 
— 3 


Members 
28% 28% 


Age — — 
Family size 


— 4 
Members 


18% 17% 


Age 18 to 19 2% 2% 
Family size 


— 5 + 
Members 


17% 18% 


Age 20 to 29 45% 45% Labor status — — 


Age 30 to 39 36% 37% Full Time 9% 7% 


Age 40 to 49 14% 13% Part Time 16% 10% 


Age 50 to 59 3% 3% Outcomes — — 


Achievement 
Levels — — Avg. Weeks 


Participated 11.9 11.3 







Categories 


7—1—2013 to 
6—30—2014 


Total 
Enrollments % 


7—1—2014 to 
6—30—2015 


Total 
Enrollments % 


Categories 


7—1—2013 to 
6—30—2014 


Total 
Enrollments % 


7—1—2014 to 
6—30—2015 


Total 
Enrollments % 


Limited 
English 


Proficiency 
9% 10% 


Avg. Hourly 
Wage 


Placement 
$10.77 $11.02 


— — — 
Avg. Hours/ 


Week 
Placement 


31.7 32.1 


*Note — percentages may not equal 100% due to rounding of figures. Date of data call: 
8/10/20115 Data Source: MN Workforce One 


Two Parent Family Participants 


Minnesota Statewide Client Demographics 


Categories 


7—1—2013 to 
6—30—2014 


Total 
Enrollments % 


7—1—204 to 
6—20—2015 


Total 
Enrollments % 


Categories 


7—1—2013 to 
6—30—2014 


Total 
Enrollments % 


7—1—2014 to 
6—20—2015 


Total 
Enrollments % 


Gender — — Achievement 
Levels — — 


Female 44% 45% Limited English 
Proficiency 28% 22% 


Male 56% 55% Family Status — — 


Race — — Family size — 
1 Member <1% <1% 


White 43% 44% Family size — 
2 Members 3% 3% 


African 
American 36% 37% Family size — 


3 Members 35% 37% 


Asian 16% 15% Family size — 
4 Members 26% 25% 


Native 
American 8% 7% Family size — 


5 + Members 35% 33% 


Ethnicity — — Labor status — — 







Categories 


7—1—2013 to 
6—30—2014 


Total 
Enrollments % 


7—1—204 to 
6—20—2015 


Total 
Enrollments % 


Categories 


7—1—2013 to 
6—30—2014 


Total 
Enrollments % 


7—1—2014 to 
6—20—2015 


Total 
Enrollments % 


Hispanic or 
Latino 6% 5% Full Time 10% 11% 


Disability 
Status — — Part Time 9% 8% 


Yes, 
Employment 


Barrier 
NA NA Not Employed 81% 80% 


Age — — 
Prv Self 


Empl0y — 
Farm 


NA NA 


Age 18 and 
under <1% 1% 


Prv Self 
Employ — Non 


Farm 
NA NA 


Age 19 to 21 4% 5% Barrier to 
Employment — — 


Age 22 to 39 74% 73% Offender NA NA 


Age 40 to 54 23% 22% 
Recovering 
Chemically 
Dependent 


NA NA 


Education — — Non Citizen NA NA 


Less than 
High School 41% 42% Outcomes — — 


High School 
Graduate / 


GED 
48% 46% Avg. Weeks 


Participated 51.4 52.2 


Post High 
School 8% 10% 


Avg. Hourly 
Wage 


Placement 
$10.54 $10.67 


College 
Graduate 1% 1% 


Avg. Hours/ 
Week 


Placement 
33.5 35.2 


Beyond 
Bachelors 


Degree 
1% 1% — — — 


*Note — percentages may not equal 100% due to rounding of figures. Date of data call: 
8/10/20115 Data Source: MN Workforce One 







Family Stabilization Service Participants (FSS) 


Minnesota Statewide Client Demographics 


Categories 


7—1—2013 to 
6—30—2014 


Total 
Enrollments % 


7—1—2014 to 
6—20—2015 


Total 
Enrollments % 


Categories 


7—1—2013 to 
6—30—2014 


Total 
Enrollments % 


7—1—2014 to 
6—20—2015 


Total 
Enrollments % 


Gender — — Achievement 
Levels — — 


Female 83% 84% Limited English 
Proficiency 18% 17% 


Male 17% 16% Family Status — — 


Race — — Family size — 
1 Member 5% 4% 


White 41% 40% Family size — 
2 Members 39% 40% 


African 
American 37% 38% Family size — 


3 Members 28% 27% 


Asian 13% 12% Family size — 
4 Members 6% 5% 


Native 
American 11% 12% Family size — 


5 + Members 5% 6% 


Ethnicity — — Labor status — — 


Hispanic or 
Latino 5% 6% Full Time 5% 6% 


Disability 
Status — — Part Time 11% 10% 


Yes, 
Employment 


Barrier 
NA NA Not Employed 85% 84% 


Age — — 
Prv Self 


Employ — 
Farm 


NA NA 


Age 18 0% 1% 
Prv Self 


Employ — Non 
Farm 


NA NA 







Categories 


7—1—2013 to 
6—30—2014 


Total 
Enrollments % 


7—1—2014 to 
6—20—2015 


Total 
Enrollments % 


Categories 


7—1—2013 to 
6—30—2014 


Total 
Enrollments % 


7—1—2014 to 
6—20—2015 


Total 
Enrollments % 


Age 19 to 21 3% 4% Barrier to 
Employment — — 


Age 22 to 39 72% 71% Offender NA NA 


Age 40 and 
over 27% 26% 


Recovering 
Chemically 
Dependent 


NA NA 


Education — — Non Citizen 15% 14% 


Less than 
High School 36% 37% Outcomes — — 


High School 
Graduate / 


GED 
54% 52% Avg. Weeks 


Participated NA NA 


Post High 
School 11% 12% 


Avg. Hourly 
Wage 


Placement 
NA NA 


College 
Graduate NA NA 


Avg. Hours/ 
Week 


Placement 
NA NA 


Beyond 
Bachelors 


Degree 
NA NA — — — 


*Note — percentages may not equal 100% due to rounding of figures. Date of data call: 
8/10/2015 Data Source: MN Workforce One 


Heading Home Participants 


Client Demographics 


Categories 7—1—2013 to 6—30—2014 Total Enrollments % 7—1—2014 


Categories 7—1—2013 to 6—30—2014 Total Enrollments % 7—1—2014 


5. The estimated number of volunteers the State agency expects to place in E&T; 
The estimated number of volunteers expected to be placed in E&T is 1,225.  







6. The geographic areas covered and not covered by the E&T Plan and why, and 
the type and location of services to be offered 
All MN Tribes (Bois Forte Band of Chippewa, Fond Du Lac Reservation, Grand Portage Band of 
Chippewa Indians, Leech Lake Band of Ojibwe, Lower Sioux Indian Community, Mille Lacs 
Band of Ojibwe, Prairie Island Indian Community, Red Lake Band of Chippewa Indians, 
Shakopee Mdewakanton Sioux (Dakota) Community, Upper Sioux Community ,White Earth 
Reservation) and the following Counties are waived for FFY 2018 :  


Aitkin, Becker, Beltrami, Carlton, Cass, Clearwater, Cook, Cottonwood, Crow Wing, 
Hubbard, Isanti, Itasca, Kanabec, Kittson, Koochiching, Lake, Lake of the Woods, 
Mahnomen, Marshall, Mille Lacs, Morrison, Norman, Pennington, Pine, Red Lake, Roseau, 
St. Louis, Todd, and Wadena  


7. The method the State agency uses to count all work registrants as of the first 
day of the new fiscal year; 
N/A  


8. The method the State agency uses to report work registrant information on the 
quarterly Form FNS–583 
Work registrant data is gathered from the DHS Data Warehouse using Structured Query 
Language (SQL) developed and approved by FNS regional and national staff. County eligibility 
workers use work registration codes when approving SNAP eligibility in MAXIS on the 
STAT/WREG panel, and ESPs use WF1 to record participant level data and activities. The 
MAXIS codes meet federal exemption code definitions in 7 CFR 273.7. 


Completing the FNS-583 Report: 


Line 1: County of all work registrants whose case was active on September 30th at midnight. This 
number provides an accurate count of those on board on October 1st. It does not include new 
applications processed on this date. 


Line 2: Count of distinct persons by minimum report month where the report month is greater 
than the start of the FFY.  


Line 3: Count of distinct persons with ABAWD status enrolled in a qualifying component, having 
a start date less than month plus one, and end date greater than the first of the month, or no end 
date recorded. 


Line 4: Count of distinct persons with ABAWD status enrolled in a non-qualifying component 
and non-ABAWDS in any component.  


Line 5: Distinct count of persons in the report month with ABAWD status of ‘B’ for banked 
month.  


Line 6: Count of distinct persons by component.  


Line 7: Distinct count of people in the activities table with a start date before the end of the FFY 
and end date after the first of the FFY, or no end date. 







9. The method the State agency uses to prevent work registrants from being 
counted twice within a Federal fiscal year. If the State agency universally work 
registers all SNAP applicants, this method must specify how the State agency 
excludes those exempt from work registration under 7 C.F.R. §273.7(b)(1). If the 
State agency work registers nonexempt participants whenever a new application 
is submitted, this method must also specify how the State agency excludes those 
participants who may have already been registered within the past 12 months as 
specified under 7 C.F.R. §273.7(a)(1)(i); 
N/A  


10. The organizational relationship between the units responsible for certification 
and the units operating the E&T components, including units of the statewide 
workforce development system, if available. FNS is specifically concerned that the 
lines of communication be efficient and that noncompliance by the participant be 
reported to the certification unit within 10 working days after the noncompliance 
occurs; 
County agencies are required by Minnesota statute to coordinate program service delivery with 
any and all employment and training programs/providers within their jurisdiction. This includes 
educational agencies, WIOA providers and other referral agencies as deemed necessary to ensure 
participants have access to all programs which may benefit them. Coordination may result in 
financial or non—financial agreements. However, only allowable SNAP E&T Activities are 
recorded by the DEED staff when the FNS—583 report is completed and sent to FNS.  


The service provider contacts the county worker via email or fax with the pertinent information to 
substantiate non-compliance. The client is notified at the same time as the county worker and 
within 10 days of the non-compliance occurring a closing notice is issued. County workers will 
review cases to establish if good cause exits prior to sanctioning. 


DEED, in consultation with DHS, developed a Management Information System (MIS) which 
provides interfaces between DHS’ MAXIS system and DEED’s Workforce One system. This 
interface provides live electronic transfer of information pertinent to participant referrals and 
participant status changes between agencies and the ESP.  


11. The relationship between the State agency and other organizations it plans to 
coordinate with for the provision of services, including organizations in the 
statewide workforce development system, if available. Copies of contracts must be 
available for inspection; 







Partner/Contract 
Name DEED 


Monitoring and 
communication with 


contractor(s) 


Authorized representatives or their designees from DHS and DEED meet 
quarterly, or as often as needed, to provide progress reports of any or all 
duties and responsibilities of the contract, identify and discuss concerns 


caused by the other party's failure to timely perform its obligations during 
the preceding quarter, and to review time and cost estimates for 


performing any obligations under the contract. 


Role of Contractor 


 Provide technical assistance, contract management, and oversight in order 
to maximize services to eligible clients 


 Integrate SNAP E&T into workforce development systems, services, and 
programs (such as Pathways to Prosperity and grants focused on Equity), 


while building on the Career Pathways framework 
 Bolster the ability of service providers to work effectively with employers 
 Share program evaluation and jointly review potential new SNAP E&T 


service providers 
 Share governance of WF1 


Timeline Start: 10/01/2017 End: 09/30/2018 


Description of 
Activities/Services 


21. Contract management and oversight: 
 Negotiate agreements with all direct appropriation grantees and selected 


grantees through competitive process 
 Track activities and support service costs attributable to SNAP recipients 


as well as meet federal SNAP reporting requirements 
 Work with local area providers and counties to reach targeted enrollment 


and expenditure rates for SNAP recipients. Targets will be based on the 
type of programming and potential participation from SNAP recipients 


 Monitor grant contracts and act as fiscal agent 
 Provide data to DHS from WF1 to allow DHS to monitor SNAP E&T and 


complete state plans and reports 
23. Grant WF1 access to provider 


 Assess outcomes for program participants and allow tracking and analysis 
of new and existing services being funded 


 Work with DHS and counties in identifying career pathway strategies 


Funding SNAP E&T 100 percent funding SNAP E&T 50 percent reimbursement 


Evaluation Contract is reviewed annually and amendments are executed as needed. 


12. The availability, if appropriate, of E&T programs for Indians living on 
reservations after the State agency has consulted in good faith with appropriate 
tribal organizations; 
DHS is in the early stages of establishing a Tribal Workforce Development Initiative to help the 
tribes in Minnesota increase work preparedness, education levels, and employment rates in the 
communities they serve.  







Minnesota tribes do not currently receive 100% funding, and are not yet operating SNAP E&T 
programs. 


DHS, in consultation with the Office of Indian Policy, has been in communication with all of 
Minnesota's northern tribes. The three southern tribes have not been contacted at this time, as their 
populations are generally not SNAP eligible. Once the initiative has moved into implementation, 
southern tribes will be notified and invited for further conversation. 


13. If a conciliation process is planned, the procedures that will be used when an 
individual fails to comply with an E&T program requirement. Include the length 
of the conciliation period 
N/A  


14. The payment rates for child care established in accordance with the Child 
Care and Development Block Grant provisions of 45 CFR 98.43, and based on 
local market rate surveys. 
N/A  


15. The combined (Federal/State) State agency reimbursement rate for 
transportation costs and other expenses reasonably necessary and directly related 
to participation incurred by E&T participants. If the State agency proposes to 
provide different reimbursement amounts to account for varying levels of 
expenses, for instance for greater or lesser costs of transportation in different 
areas of the State, it must include them here. 
N/A  


16. Information about expenses the State agency proposes to reimburse. FNS 
must be afforded the opportunity to review and comment on the proposed 
reimbursements before they are implemented. 
Minnesota does not provide direct participant reimbursement for transportation, child care and 
other support services.  


b. Able-bodied Adults without Dependents (ABAWD) 
A State agency interested in receiving additional funding for serving able-bodied adults without 
dependents (ABAWDs)* subject to the 3-month time limit, in accordance with 7 C.F.R. 
§273.7(d)(3), must include the following for each Federal fiscal year covered by the Combined 
Plan under WIOA: *7 CFR § 273.7(c)(7) 


1. Its pledge to offer a qualifying activity to all at-risk ABAWD applicants and 
recipients 
Its pledge to offer a qualifying activity to all at-risk ABAWD applicants and recipients; 


Minnesota is not a pledge state.  


2. Estimated costs of fulfilling its pledge 







NA  


3. A description of management controls in place to meet pledge requirements 
NA  


4.  A discussion of its capacity and ability to serve at-risk ABAWDs. 
NA 


5. Information about the size and special needs of its ABAWD population 
NA  


6. Information about the education, training, and workfare components it will 
offer to meet the ABAWD work requirement. 
NA  


c. Plan Modification 
If FNS determines that the performance of a State agency with respect to employment and 
training outcomes is inadequate, FNS may require the State agency to make modifications to the 
State E&T plan to improve the outcomes.* 
  
_____ 
  
*7 U.S.C. 2025(h)(5)(E) as amended by Agricultural Act of 2014 . 


Funding Disclaimer 
Funds may not be available when SNAP E&T portions of a Combined State Plan under WIOA 
are approved. FNS’s obligation after approving a SNAP E&T plan submitted as part of a 
Combined State Plan is contingent upon the availability of an appropriation from which payment 
can be made. Any FNS funding resulting from an approval of a SNAP E&T plan submitted as 
part of a Combined State Plan is subject to FNS receiving sufficient funds (in the Program 
Financial Control System for FNS) to fund this and all prior approved SNAP E&T plans 
submitted as part of a Combined State Plan in their entirety in the time and date order received. 
Federal reimbursement to States for 50 percent of State administrative expenditures and for 
participant reimbursements is subject to the above conditions. 


Trade Adjustment Assistance (TAA) 
There are no program-specific state planning requirements for TAA.  If the state includes TAA in 
a Combined State Plan, the state must incorporate TAA in its responses to the common planning 
elements in sections II, III, IV, and V of the WIOA State Plan requirements instrument. 


TAA is called out in several sections of the plan. It is closely aligned to all dislocated worker 
related descriptions and all TAA participants are co—enrolled into State dislocated worker 
programming.  


Has the state incorporated TAA into the sections indicated above? Yes 







Jobs for Veterans’ State Grants 
The Jobs for Veterans’ State Grants (JVSG) are mandatory, formula-based staffing grants to 
(including DC, PR, VI and Guam). The JVSG is funded annually in accordance with a funding 
formula defined in the statute (38 U.S.C. 4102A (c) (2) (B) and regulation and operates on a fiscal 
year (not program year) basis, however, performance metrics are collected and reported (VETS-
200 Series Reports) quarterly (using four “rolling quarters”) on a Program Year basis (as with the 
ETA-9002 Series). Currently, VETS JVSG operates on a five-year (FY 2015-2019), multi-year 
grant approval cycle modified and funded annually.  


In accordance with 38 U.S.C. § 4102A(b)(5) and § 4102A(c), the Assistant Secretary for 
Veterans' Employment and Training (ASVET) makes grant funds available for use in each State 
to support Disabled Veterans' Outreach Program (DVOP) specialists and Local Veterans' 
Employment Representatives (LVER) staff. As a condition to receive funding, 38 U.S.C. § 
4102A(c)(2) requires States to submit an application for a grant that contains a State Plan 
narrative, which includes: 


a. How the State intends to provide employment, training and job 
placement services to veterans and eligible persons under the JVSG 
Services for Minnesota Veterans may be accessed through a variety of systems and service 
providers in addition to the DVOP’s and LVER’s. Partner staff are being trained in providing 
services to Veterans via the NVTI eLearning course “Preparing Veterans for Meaningful 
Careers”, and through a webinar produced by the Workforce Development Division at DEED. In 
addition, WFC partner staff attend NVTI as non-JVSG seats become available. An eligible 
veteran or eligible spouse is determined to have a SBE if he or she attests to belonging to at least 
one of the six criteria identified in VPL 04-13 change 2. Minnesota has developed a standardized 
process for referring SBE Veterans to a DVOP (please see attached WFC flowchart). This triage 
approach begins when a customer comes to the entry point at a WFC. All customers are asked if 
they ever served in the US Military/Armed Forces. If the answer is "yes", the Veteran is given a 
copy of our "Veterans Questionnaire" with instructions to complete it and return it to the entry 
point. Non-JVSG staff review the form and complete an assessment of the questionnaire 
responses. Veterans who indicate a significant barrier to employment are referred to a DVOP if 
available, or to a "designated intensive service provider" when no DVOP is available. Non-SBE 
Veterans are provided information on Priority of Service, and screened for additional program 
eligibility by non-JVSG staff. 


Minnesota has had an Intensive Service Coordinator (ISC) for several years. This DVOP is 
stationed in the VR&E office at the Regional DVA office, and works closely with VR&E 
counselors and management. The ISC is responsible for the distribution of all CH31 cases to 
DVOP staff, and coordinates initial communication between the Veteran, the VR&E counselor, 
and the DVOP. DVOP’s typically receive notification of an upcoming CH31 Veteran client 
within 90 days of graduation or upon designation as “job ready” by the VR&E office. Due to this 
DVOP’s close proximity to DVA hiring managers and staff, she also makes regular referrals on 
open Federal positions and non—competitive jobs available to those Veterans rated at 30% or 
more.  







Once referred to a DVOP, an Individual Service Plan is created, agreed upon and signed, and an 
assessment of needs is completed. If there are additional significant barriers to employment or 
related issues, resources are identified, and referrals made as necessary.  


Like other States, Minnesota has begun putting more emphasis on the Veteran coming in the 
WFC seeking services by converting some of our LVER positions to DVOP positions as the 
LVER’s retire. Minnesota has an active business services program that employs 7 Workforce 
Development Strategists that are tasked with providing services to Minnesota businesses. They 
have been provided with “talking points” regarding the value Veteran employees bring to a 
business, and contact information for Local Veterans Employment Reps (LVER). In addition, 
they promote the hiring of Veterans through brochures, fact sheets and discussions with hiring 
managers. Their focus is Veterans with SBEs, and CH31 Veterans. Additionally, Minnesota has 
put special emphasis on the following Veteran groups. 


* Homeless Veterans  


In Minnesota, estimates indicate that a little over 1%, or 4000 Veterans per year will experience 
homelessness, or struggle with other life crises edging them toward homelessness. Of those 4000 
Veterans, 27% have returned from service in Iraq or Afghanistan, and over 30% are disabled 
Veterans. Approximately 15% of Veterans served that are homeless are women Veterans. Many 
are single with children to care for.  


DVOP staff works closely with Minnesota’s HVRP grantee, Minnesota Assistance Council for 
Veterans (MACV). In addition to referring clients between our two agencies, we also collaborate 
with them on 3 StandDown events across the state each year and provide a liaison (LVER) to 
provide business contacts and help with some of their client-focused events. 


Per VPL 03-16, Minnesota also co-enrolls eligible Veterans in both HVRP and JVSG. 


* Native American Veterans 


According to the most recent Census, Minnesota is ranked 13 in number of Native Americans 
living in our state. Native American population in Minnesota numbers approximately 70,465 or 
1.3% of the population. By the end of 2018, it is expected to increase to over 72,000. 31% live on 
one of 11 different Reservations in Minnesota. Seven of these are in the northern part of the state, 
with the remaining four located near Minneapolis/St. Paul, or southern Minnesota. In addition, 
37% of the Native American population lives in the 9 counties metropolitan area. Unemployment 
among Native Americans is reported to be 3—4 times that of non—Indians. The UI rate for 
Native American Veterans is even higher.  


Most of Minnesota’s Tribal Reservations have poverty rates double that of the rest of the state. In 
addition, 93% of white students graduate high school, where only 64% of Native Americans 
graduate. This negatively impacts employment opportunities and future training plans.  


In fact, among the Shakopee Mdewakanton tribe, the statistics are more unsettling. This is a Tribe 
located just southwest of a major metropolitan area, near resources and opportunity, but has had 
little-focused effort for their Veteran population. Their high school graduation rate hovers close to 
45.7%. Their unemployment rate is over 13%, compared to a Minneapolis/St. Paul rate of around 
3.7%. Per capita income is $27,119. Minnesota’s plan to serve this population includes a DVOP 
position in the Bemidji area to focus on this population on Red Lake, Leech Lake, and White 
Earth Reservations in the northern part of the state.  







* Female Veterans  


Female Veterans represent approximately 17% of returning National Guard and Reserve troops in 
Minnesota. Minnesota Department of Veterans Affairs estimates there are almost 23,000 female 
Veterans in Minnesota. Of that number, about 8700 have served in the Persian Gulf, or 
OIF/OEF/OND. Minnesota currently employs one women LVER, and 4 DVOP staff, including 
one DVOP that works exclusively with women Veterans on a special initiative. They are all 
engaged with local organizations that cater to women and women Veterans. As mentioned earlier, 
we work closely with our local HVRP grantee and our WFC partners to identify female Veterans 
seeking services.  


* Incarcerated Veterans  


Minnesota currently operates two projects for incarcerated persons. Since these are funded with 
Wagner—Peyser money, they provide Priority of Service for Veterans wishing to participate. 
These projects are located in two inner—city offices, using two different models. One is a case 
management model, where the other focuses on a two week long workshop incorporating job 
search and living skills together. This two week workshop is facilitated by Wagner-Peyser staff. 
Our local DVOP’s assigned in those locations participate in the selection of participants, and in 
the case management process. We also have a special initiative project that provides specialized 
dedicated staff to work with Veterans being released from correctional facilities. These two 
DVOP staff are located in our Minneapolis, and St. Paul WFC’s, and both are certified as 
"Offender Employment Specialists", and "Offender Workforce Development Specialists" through 
MN Dept. of Corrections. Staff in these two inner—city locations estimate that 30—40% of the 
clients using these WFC’s have a criminal background.  


In addition, the Minnesota Dept. of Employment and Economic Development has formalized a 
relationship with the Dept. of Corrections, and provides job search help and counseling for 
offenders nearing their release date. We also participate in facility sponsored events such as 
“Transition Fairs”. DVOP staff attend and provide workshops on job seeking/keeping skills at 
these events, and connect with inmates about to be released.  


DVOP staff also sit on the steering committee of the Hennepin County, Anoka County, and 
Ramsey County Veterans Diversionary Court programs. As the first courts of their kind in 
Minnesota, they exist to provide an option for Veterans that have had had encounters with the 
criminal court system and to provide an alternative to prison. DVOP staff works closely with the 
court on assessment, referral, and job placement.  


* Demobilizing/Recently Separated Veterans  


Minnesota’s “Beyond The Yellow Ribbon” Reintegration Campaign is the backbone of post 
deployment reintegration services. Minnesota DVOP and LVER staff have been a critical part of 
this process which includes 5 different events for Service members and their families.  


The process begins 3—4 months before deployment. “Family Readiness Academies” are 
designed to give families an opportunity to ask questions, and provide information to Troops and 
their families on what to expect during the deployment. We provide resource information and 
referrals for assorted common issues faced by families, information on Veterans benefits, and 
employment information for spouses.  







Approximately 30 to 60 days before Troops return home, a “Yellow Ribbon Community Event” 
is sponsored to help families understand and support their returning Soldiers. Business owners, 
educators, civic leaders and law enforcement are called together for a briefing on what they can 
expect upon their Soldiers return. We provide resource information, and answers to some difficult 
questions relating to their combat experience, and how that may affect their lives.  


DVOP and LVER staff continue to update and modify some of our material based on the type of 
unit returning, and the predominant skill set of those Troops. Twenty six (26) Minnesota service 
providers send staff and materials to various locations as Troops return from overseas deployment 
for an Initial Reintegration Event. DVOP staff conduct group presentations to Soldiers, and work 
one—on—one after these sessions to prepare resumes, practice interviewing skills, and assist with 
job search strategy. We also provide information on unemployment insurance, dislocated worker 
programs, employment and reemployment, and educational opportunities. Following the initial 
reintegration events, follow—up events at 30/60/90 days are scheduled. Minnesota DVOP and 
LVER staff will continue to partner in these events, and plan to provide similar services to all 
returning Veterans from all branches via similar events.  


b. The duties assigned to DVOP specialists and LVER staff by the State; 
specifically implementing DVOP and LVER duties or roles and 
responsibilities as outlined in 38 U.S.C. § 4103A and 4104. These duties 
must be consistent with current guidance; 
DVOP staff will be assigned to provide case management and intensive services to Veterans with 
significant barriers to employment in the following locations throughout the State of Minnesota: 
1) All 47 WorkForce Centers, 2) VA Vocational Rehab Center, Fort Snelling, 3) VA Medical 
Center, St Paul, 4) Various community libraries and post—secondary schools as available and 
necessary. LVER staff will be deployed in many of these same locations for the purpose of 
employer outreach and education, and to facilitate networking and job search groups with 
employers and Veterans. 


We also participate as an active partner in the Yellow Ribbon Reintegration program. As 
mentioned, this is a multi—phased program that includes a series of meetings and training events. 
Outreach, workshops and assessments are all part of these events. 


POSITION PURPOSE — DVOP specialist provides individualized career services and facilitates 
placements to meet the employment needs of veterans, prioritizing service to special disabled 
veterans, other disabled veterans, and other categories of veterans in accordance with priorities 
determined by the Secretary of Labor. The DVOP Specialist will provide or facilitate a full range 
of individualized career services to eligible Veterans with significant barriers to employment (per 
VPL 03—14 including change 2 and VPL 04—14) who are unable to obtain suitable employment 
through universal services in the WorkForce Center system. This position will serve any eligible 
Veteran with an SBE seeking assistance with employment-related needs including job seeking 
assistance, referral to other agencies or services, training opportunities, licensing and certification 
assistance, and any other assistance as identified in order to meet the needs of the Veteran. 


Minnesota has developed a standardized process for referring SBE Veterans to a DVOP (please 
see attached WFC flowchart). This triage approach begins when a customer comes to the entry 
point at a WFC. All customers are asked if they ever served in the US Military/Armed Forces. If 







the answer is "yes", the Veteran is given a copy of our "Veterans Questionnaire" with instructions 
to complete it and return it to the entry point. Non-JVSG staff review the form and complete an 
assessment of the questionnaire responses. Veterans who indicate a significant barrier to 
employment are referred to a DVOP if available, or to a "designated intensive service provider" 
when no DVOP is available. Non-SBE Veterans are provided information on Priority of Service, 
and screened for additional program eligibility by non-JVSG staff.  


DVOP Core Responsibility 1 — Identify and facilitate individualized career services needed by 
Veterans with significant barriers to employment (SBE) so that they can be placed in suitable 
employment or in a training program commensurate with their EDP/IDP. Tasks for this 
responsibility will include: 1) In cooperation with U.S Department of Veterans Affairs (VA) 
Vocational Rehabilitation and Employment (VR&E) staff, identify Chapter 31 Veterans (CH31) 
who have completed or are participating in VR&E programs and who are in need of job search 
assistance. 2) Through the use of the new standardized "Veterans Questionnaire", identify and 
prioritize services to disabled and other veterans with an SBE. 3) Conduct assessments to 
determine employment barriers and services needed. 4) Develop a documented case management 
file in Workforce One (WF1) for each veteran receiving individualized career services. 5) 
Develop an employability development plan for each case managed veteran. 6) Refer veterans to 
appropriate supportive service providers. 7) Coordinate linkages with other employment and 
training providers and the VA to support Veterans in their job search activities. 8) Provide 
vocational guidance to eligible Veterans. 9) Refer Veterans to appropriate public and private 
sector jobs.  


Core Responsibility 2 — Conduct outreach activities to identify and make contact with SBE 
Veterans who would benefit from, or are in need of individualized career services. Tasks for this 
responsibility will include: 


1) Develop outreach programs in cooperation with the U.S. Department of Veterans Affairs and 
DOL-VETS. 2) Participate in all Military reintegration events, DEED’s annual Veterans Career 
Fair, and all other outreach events as assigned. 3) Conduct outreach activities with VR&E to 
market all services to Chapter 31 Veterans. 4) Conduct outreach activities to other organizations 
such as state Vocational Rehabilitation Providers, Homeless Veterans Reintegration Projects 
(HVRP), VA Hospitals and Veteran Centers, County Veteran Service Offices, homeless shelters, 
civic and community service organizations, other AJC/WFC partners and other sources as 
identified. 


Core Responsibility 3 — Provide vocational guidance to eligible SBE Veterans who need 
assistance with vocational change or adjustment. Tasks for this responsibility will include: 1) 
Establish an EDP for all SBE Veterans requesting vocational guidance. 2) Provide vocational 
guidance using knowledge of labor market information and assessment tools. 3) Refer candidates 
to a qualified vocational counselor as necessary. 4) Assist Veterans in using electronic assessment 
and job search tools.  


The DVOP works closely with other service providers in the community to provide career 
services to veterans with significant barriers to employment, as defined in VPL 03—14 (including 
change 2) and 04—14. These providers include but are not limited to: Veterans Administration, 
WFC partners, Community based services, Federal, State, county and local programs, educational 
institutions, VA hospitals & Vet Centers, homeless programs and shelters, Rehabilitation 







programs, and other service providers. Supervision is provided administratively by Veterans unit 
Field Operations Manager and functionally by SrVER.  


E. LVER STAFF POSITION PURPOSE — The LVER’s principal duties are to: (1) conduct 
outreach to employers in the area to assist veterans in gaining employment, including conducting 
seminars for employers and, in conjunction with employers, conducting job search workshops and 
establishing job search groups; and (2) facilitate employment, training, and placement services 
furnished to veterans in Minnesota under the State employment service delivery systems. This 
position exists to provide services to local businesses that will enhance, support, and promote the 
employment of Veterans, particularly Veterans receiving individualized career services from a 
local DVOP. They will lead in the planning, development, direction, negotiation, marketing and 
delivery of employment services to Businesses, Veterans and other eligible persons. The LVER 
will train, teach, and provide technical support to the state of Minnesota staff in the provision of 
Veteran employment services mandated by legislation and departmental guidelines. Clientele 
served by this position include employers seeking qualified Veteran applicants or information on 
employer incentives and training programs, business and professional organizations, and other 
appropriate business contacts. Other LVER customers include community and Veteran 
organizations, educational facilities, local elected officials, and other State Departments, as well 
as other WFC staff and management that are either mandated by law or are seeking assistance in 
providing priority of service to Veterans in hiring and service delivery.  


LVERs should advocate for all veterans served by the AJC with business, industry, and other 
community—based organizations by participating in appropriate activities such as: • Planning and 
participating in job and career fairs; • Conducting employer outreach; • In conjunction with 
employers, conducting job searches and workshops, and establishing job search groups; • 
Coordinating with unions, apprenticeship programs and businesses or business organizations to 
promote and secure employment and training programs for veterans; • Informing Federal 
contractors of the process to recruit qualified veterans; • Promoting credentialing and licensing 
opportunities for veterans; and • Coordinating and participating with other business outreach 
efforts.  


Core Responsibility 1 — Develop employer outreach activities to establish, maintain, and 
facilitate regular contact with employers to promote employment and training opportunities for 
the benefit of Veterans. Tasks for this responsibility will include: 1) Develop job opportunities for 
Veteran job seekers through outreach efforts with Minnesota employers: job development phone 
contacts, in person employer visits, and participation in job fair activities on behalf of Veterans. 
2) Communicate and coordinate with Business Services Representatives in the local AJC to 
facilitate and promote job opportunities for Veterans, especially those with significant barriers to 
employment. 3) Promote the "Veteran Friendly Employer" initiative to all businesses contacted. 
4) Encourage employers to employ Veterans utilizing apprenticeships and OJT programs, State 
and Federal dislocated worker programs, and GI Bill benefits. 5) Maintain current information on 
employment and training opportunities. 6) Monitor Federal Contractor Job Listings (FCJL) and 
Vet Central job orders for Veterans using the WFC, or on the DVOP caseload. 7) Provide 
contacts and job leads to DVOPs.  


Core Responsibility 2 — Advocate on behalf of Veterans seeking employment and training 
opportunities with business, industry, and community—based organizations. Tasks for this 
responsibility will include: 1) Contact community leaders, employers, labor unions, training 







programs, and Veterans organizations. 2) Promote Veterans priority of service in employment and 
training programs. 3) Maintain current information on employment and training opportunities. 4) 
Plan and participate in job fairs to promote services to Veterans, and encourage participating 
employers to become a "Veteran Friendly Employer." 5) Promote licensing and certification 
assistance and training opportunities for Veterans using training providers and credentialing 
bodies. 6) Work with unions, apprenticeships programs, and business community to promote 
employment, On the Job Training (OJT), apprenticeships and other available training 
opportunities to employ Veterans. 7) Establish and maintain contact with National Guard, 
Reserve Family Readiness Groups and Family Assistance Centers in the assigned area. Provide 
education and information regarding DEED Vets employment services, WorkForce Centers, and 
Beyond the Yellow Ribbon events.  


Core Responsibility 3 — Provide technical assistance, guidance and leadwork to DVOP’s, 
professional and support staff, and other WFC staff engaged in the delivery of services to Veteran 
eligibles. Tasks for this responsibility will include: 1) Plan, guide and evaluate Veteran Program 
activities of WFC staff to attain program goals and to ensure consistent application of program 
components by establishing and maintaining workflow/assignment requirements; monitoring and 
reporting program performance. 2) Train WFC staff and partners to enhance their knowledge of 
Veterans employment and training issues. 3) Provide technical advice and guidance to WFC staff 
regarding procedural questions, or issues, to ensure that program services are administered with 
accuracy and uniformity by providing written and verbal interpretations of applicable federal laws 
and departmental policies and procedures. 4) Develop and implement a local Veterans 
employment service delivery plan, in conjunction with local management, Veterans Staff 
Supervisor and Veterans State Director. Ensure community resources are utilized and eligible 
customers are served in accordance with federally mandated standards and delivery area 
objectives. 5) Analyze current delivery area operations and levels of program activity and 
recommend new or corrective action procedures to local management to enhance existing levels 
of performance. 6) Participate in interviewing process with Veterans Program Management and 
local management in the selection of new DVOP/LVER staff to ensure qualified personnel are 
hired and the integrity of the various Veterans services programs is maintained.  


Core Responsibility 4 — Provide capacity building for other service providers to ensure that 
Veterans and other eligible persons are provided the range of labor exchange services needed to 
meet their employment and training needs. Work with other workforce development providers to 
develop their capacity to recognize, and respond to these needs. Tasks for this responsibility will 
include: 1) Train other staff and WFC partners to enhance their knowledge of Veteran’s 
employment and training issues. 2) Organize and promote public events like Career Fairs that 
increase the visibility of Veterans. 3) Promote Veterans as a category of job seekers in the 
workforce development system that have highly marketable skills and experience.  


Core Responsibility 5 — Manage and maintain adherence to POS, and DOL priorities for services 
to Veterans with an SBE, including labor exchange services.  


Tasks for this responsibility will include: 1) Facilitate and maintain the provision of labor 
exchange services by local WFC staff to Veterans including the identification of SBE Veterans, 
proper referral to a DVOP, or in the absence of the DVOP, to the intensive services provider, and 
referral to vocational counseling, testing, job search assistance. 2) Provide job development and 
employer outreach on behalf of Veterans, with a focus on Veterans with an SBE being case 







managed by a local DVOP. 3) Coordinate or conduct job search assistance and networking 
workshops in conjunction with employers. 4) Provide Labor Market Information (LMI) to 
employers. 6) Work with DEED Veterans Chapter 31 Program Coordinator and Veterans Affairs 
(VA) regarding Chapter 31 clients. 7) Refer Veterans to the Department of Labor (DOL)/Veterans 
Employment and Training Service (VETS) partner as needed to assist with reemployment rights 
issues covered under the Uniformed Services Employment and Reemployment Rights Act 
(USERRA) law. 8) Assist employers with special job accommodations for disabled Veterans. 
This position works closely with community leaders, Tasks for this responsibility will include: 1) 
Facilitate and maintain the provision of labor exchange services by local WFC staff to Veterans 
including the identification of SBE Veterans, proper referral to a DVOP, or in the absence of the 
DVOP, to the individualized career services provider, and referral to vocational counseling, 
testing, job search assistance. 2) Provide job development and employer outreach on behalf of 
Veterans, with a focus on Veterans with an SBE being case managed by a local DVOP. 3) 
Coordinate or conduct job search assistance and networking workshops in conjunction with 
employers. 4) Provide Labor Market Information (LMI) to employers. 6) Work with DEED 
Veterans Chapter 31 Program Coordinator and Veterans Affairs (VA) regarding Chapter 31 
clients. 7) Refer Veterans to the Department of Labor (DOL)/Veterans Employment and Training 
Service (VETS) partner as needed to assist with reemployment rights issues covered under the 
Uniformed Services Employment and Reemployment Rights Act (USERRA) law. 8) Assist 
employers with special job accommodations for disabled Veterans. 


Tasks for this responsibility will include: 1) Facilitate and maintain the provision of labor 
exchange services by local WFC staff to Veterans including the identification of SBE Veterans, 
proper referral to a DVOP, or in the absence of the DVOP, to the individualized career services 
provider, and referral to vocational counseling, testing, job search assistance. 2) Provide job 
development and employer outreach on behalf of Veterans, with a focus on Veterans with an SBE 
being case managed by a local DVOP. 3) Coordinate or conduct job search assistance and 
networking workshops in conjunction with employers. 4) Provide Labor Market Information 
(LMI) to employers. 6) Work with DEED Veterans Chapter 31 Program Coordinator and 
Veterans Affairs (VA) regarding Chapter 31 clients. 7) Refer Veterans to the Department of 
Labor (DOL)/Veterans Employment and Training Service (VETS) partner as needed to assist 
with reemployment rights issues covered under the Uniformed Services Employment and 
Reemployment Rights Act (USERRA) law. 8) Assist employers with special job accommodations 
for disabled Veterans. 


This position works closely with community leaders, organizations, employers, labor unions, 
training programs, various institutions, Veterans organizations, Veterans Administration, 
Veterans Employment and Training Service (VETS), military units and other governmental 
offices. In addition, the LVER must develop and maintain a relationship with management as the 
Veterans program lead worker and technical advisor. The LVER must work closely with WFC 
partners, supervisors and committees in the development of WorkForce Center policies and 
procedures as they pertain to Veterans services The position must relate to all WorkForce Center 
staff so that they are thoroughly informed about the Veterans Employment Program and are aware 
of their responsibility in ensuring that Veterans are provided the priority service to which they are 
entitled to as specified by law. The LVER must implement the directives and mandates of 
management, evaluate the activities of other WFC staff and coordinate efforts with other staff at 







the state office level. The LVER is responsible to the Veterans Program Director administratively 
and to State Veterans Supervisor functionally. 


c. The manner in which DVOP specialists and LVER staff are integrated 
into the State’s employment service delivery system or one-stop delivery 
system partner network;  
The following activities will be used to ensure that service providers and partners work together 
with DVOP specialists and LVER staff to promote employment, training and placement services 
for veterans. 1) DVOP/LVER staff will attend and participate in local WFC staff meetings. 2) 
DVOP/LVER staff will be co-located with partner staff in the 47 WorkForce Centers throughout 
Minnesota. 3) A DVOP has been assigned as an Intensive Services Coordinator (ISC) at the 
VR&E location at Fort Snelling to coordinate Chapter 31 placement activity with field staff. 4) 
LVER staff will train partner staff and service providers on Veteran resources and when to refer 
veterans to DVOP staff for individualized career services. 5) DVOP/LVER staff will be 
represented on all appropriate WFC work teams, work groups, policy groups, or other appropriate 
WFC teams.  


d. The Incentive Award program implemented using the 1% grant 
allocation set aside for this purpose, as applicable; 
The expected outcomes for Minnesota’s incentive award program are: 


• To acknowledge superior performance and customer service for Veterans; 


• To elevate the visibility and importance of Veteran’s services to WorkForce partners and 
staff; 


• To generate a stronger sense of unity and collaboration between the Veteran’s program 
and the state WFC system.  


ENCOURAGING EXCELLENT SERVICE TO VETERANS Offering awards provide 
encouragement and motivation to offer high quality services to Veterans, and offers flexible use 
of funds for recipients. Examples of selection criteria must show that winning nominations 
demonstrate a significant impact on Veterans and their job search. A wide range of exemplary 
employment and training services focused on Veterans will be considered.  


TYPES OF AWARDS Total funds available for the Jobs for Veteran’s State Grant (JVSG) 
Performance Incentive Award Program are $26,000 based on one percent of the total grant 
monies designated for FFY17. Minnesota will recognize individual recipients or WFC offices or 
teams based on the selection criteria outlined below.  


EXAMPLES OF APPROPRIATE USE OF CASH AWARDS ARE, BUT NOT LIMITED TO: 


• Computer equipment including network printers, laptops, scanners or other related 
equipment; 


• Office furniture and equipment; 


• Conference Room equipment such as whiteboards, LED projectors and screens; 


• Donations to U.S. Code recognized 501C(3) charities.  







SELECTION CRITERIA Selection criteria for award recipients must be based on performance or 
activities during the fiscal year the award is given. Both objective and subjective data are to be 
considered in the selection of nominees. Nominees should be considered to have demonstrated 
outstanding outreach and/or service provision on behalf of Veterans who have significant barriers 
to employment, especially disabled Veterans, homeless Veterans, and incarcerated Veterans. 
Attitude, motivation, program improvement, positive feedback and other indicators of outstanding 
performance may be given consideration above numerical data. The Minnesota Dept. of 
Employment & Economic Development will convene an awards committee and administer the 
awards.  


Examples of selection criteria may be: • Development of a program, for which the impact may not 
be directly measurable (e.g., a resume skills building program, special programming for targeted 
Veteran groups, workshops that address significant barriers to employment); 


• Outstanding cooperative case management (between DVOP & WFC partners); Ideas that 
are implemented to improve the service delivery system leading to Veteran living—wage 
and sustainable employment, improvement in outcome performance for Veterans, 
reduced time or cost, or that promote collaboration that improve services to Veterans; 


• Outreach/community—relations efforts, to include employers, social service entities, 
and/or educators etc.; or 


• Exemplary efforts to assist SBE Veteran populations (homeless, undereducated or under 
skilled, low income, disabled veterans, or incarcerated Veterans etc.).  


ELIGIBLE RECIPIENTS Eligible recipients are defined as entities providing services to Veterans 
under the WIOA/Wagner—Peyser employment delivery system. The term "employment service 
delivery system" means a service delivery system at which or through which labor exchange 
services, including employment, training, and placement services, are offered in accordance with 
the Wagner—Peyser Act and employment delivery service programs as defined in P.L. 107—288, 
Section 4112 and P.L. 109—461. Examples of these entities include:  


• Joint DEED/WIOA partners and WorkForce Centers 


• WFC partners such as Dislocated Worker Program 


• Community College Workforce Development staff  


NOMINATION PROCESS AND TIMING OF AWARDS 


• Nominations will be solicited through Minnesota local workforce development boards 
(LWDBs) and local WFC Offices. 


• Nominations will reflect the accomplishments of the entity, and include sufficient detail 
to adequately describe to the awards committee the improvements in services to Veterans 
made by the entity. 


• Nomination descriptions should be no more than one page in length; however, 
supplemental performance data, testimonials, and other related information may be 
included as attachments. 







• Nominations must be received 2 weeks in advance of the Awards Committee meeting 
date each quarter. 


• Nominations will be reviewed by a panel consisting of the State Veteran’s Program 
Director, a representative of U.S. Department of Labor—Veterans’ Employment and 
Training Service (USDOL—VETS), a representative from DEED HR, and a WFC 
Partner. 


• No nomination committee member may be directly connected with any person or office 
being reviewed for these awards. 


• Awards will be announced to the recipient(s) quarterly. 


• Award funds must be obligated by the end of the federal fiscal year, September 30. An 
annual Incentive Award report will be included in the quarterly report due in mid—
November. The report will detail all incentive awards made. 


• The intent of P.L. 107—288 is to recognize individuals with an award of corporate 
benefit not to supplant other spending on training, supplies or other expenditures 
ordinarily made at the state or program level (see P.L.107—288 & 109—461). Due in 
part to union restrictions no individual awards will be presented.  


e. The populations of veterans to be served, including any additional 
populations designated by the Secretary as eligible for services, and any 
additional populations specifically targeted by the State Workforce 
Agency for services from one-stop delivery system partners (e.g., Native 
American veterans; veterans in remote rural counties or parishes); 
Services for Minnesota Veterans may be accessed through a variety of systems and service 
providers in addition to the DVOP’s, LVER’s and AJC. Current and new Partner staff are being 
trained in providing services to Veterans via the NVTI eLearning course "Preparing Veterans for 
Meaningful Careers." 


An eligible veteran or eligible spouse is determined to have an SBE if he or she attests to 
belonging to at least one of the criteria identified in VPL 03-14 change 2, and VPL 04-14.  


Minnesota has had an Intensive Service Coordinator (ISC) for several years. This DVOP is 
stationed in the VR&E office at the Regional DVA office, and works closely with VR&E 
counselors and management. The ISC is responsible for the distribution of all CH31 cases to 
DVOP staff, and coordinates initial communication between the Veteran, the VR&E counselor, 
and the DVOP. DVOP’s typically receive notification of an upcoming CH31 Veteran client 
within 90 days of graduation or upon designation as "job ready" by the VR&E office. Due to this 
DVOP’s close proximity to DVA hiring managers and staff, she also makes regular referrals on 
open Federal positions and non—competitive jobs available to those Veterans rated at 30 percent 
or more.  


Once referred to a DVOP, an Individual Service Plan is created, agreed upon and signed, and an 
assessment of needs is completed. If there are additional significant barriers to employment or 
related issues, resources are identified, and referrals made as necessary.  







Like other States, Minnesota has begun putting more emphasis on the Veteran coming in the 
WFC seeking services by converting some LVER positions to DVOP positions as the LVER’s 
retire. Minnesota has an active Business Services Program that employs 24 Business Services 
Representatives that are tasked with providing services to Minnesota businesses. They have been 
provided with "talking points" regarding the value Veteran employees bring to a business, and 
contact information for Local Veterans Employment Reps (LVER’s). In addition, they promote 
the hiring of Veterans through brochures, fact sheets and discussions with hiring managers. Their 
focus is Veterans with SBE’s, and CH31 Veterans.  


Additionally, Minnesota will put special emphasis on the following Veteran groups.  


• Homeless Veterans: In Minnesota, estimates indicate that a little over 1 percent, or 4000 
Veterans per year will experience homelessness, or struggle with other life crises edging 
them toward homelessness. Of those 4000 Veterans, 27 percent have returned from 
service in Iraq or Afghanistan, and over 30 percent are disabled Veterans. Approximately 
15 percent of Veterans served that are homeless are women Veterans. Many are single 
with children to care for.  


Minnesota DVOP’s work closely with Minnesota’s HVRP grantee, Minnesota Assistance Council 
for Veterans (MACV). In addition to referring clients between the two agencies, we also 
collaborate with them on several StandDown events across the state each year, and provide a 
liaison (LVER) to provide business contacts and help with some of their client focused events.  


• Native American Veterans: According to the most recent Census, Minnesota is ranked 13 
in number of Native Americans living in the state. Native American population in 
Minnesota numbers approximately 72,000. 31 percent live on one of 11 different 
Reservations in Minnesota. Seven of these are in the northern part of the state, with the 
remaining four located near Minneapolis/St. Paul, or southern Minnesota. In addition, 37 
percent of the Native American population live in the 9 county metropolitan area. 
Unemployment among Native Americans is reported to be 3—4 times that of non—
Indians. The UI rate for Native American Veterans is even higher.  


Most of Minnesota’s Tribal Reservations have poverty rates double that of the rest of the state. In 
addition, 93 percent of white students graduate high school, where only 64 percent of Native 
Americans graduate. This negatively impacts employment opportunities and future training plans.  


In fact, among the Shakopee Mdewakanton tribe, the statistics are more unsettling. This is a Tribe 
located just southwest of a major metropolitan area, near resources and opportunity, but has had 
little focused effort for their Veteran population. Their high school graduation rate hovers close to 
45.7 percent. Their unemployment rate is over 13 percent, compared to a Minneapolis/St. Paul 
rate of around 3.7 percent. Per capita income is $27,119. Minnesota’s plan to serve this 
population includes a DVOP position in the Bemidji area focusing on this population on Red 
Lake, Leech Lake, and White Earth Reservations in the northern part of the state. The local 
American Indian OIC has agreed to provide employment support and guidance. One additional 
DVOP works out of the Burnsville WFC with a focus on the Native population living on Tribal 
lands south and west of the Minneapolis/St Paul area. We have had preliminary discussions with 
two Tribal Councils, and local WFC management who are anxious to partner with us on this 
project. Both of these DVOP positions are funded through a recent JVSG grant modification.  







• Female Veterans: Female Veterans represent approximately 17 percent of returning 
National Guard and Reserve troops in Minnesota. Minnesota Department of Veterans 
Affairs estimates there are almost 23,000 female Veterans in Minnesota. Of that number, 
about 8700 have served in the Persian Gulf, or OIF/OEF. Minnesota has a LVER that is 
active in two different Women’s Veterans groups, and serves as a liaison with the local 
DAV chapter. Minnesota currently employs 2 women LVER staff and 3 DVOP staff. 
They are all engaged with local organizations that cater to women and women Veterans. 
As mentioned earlier, our DVOP’s work closely with the local HVRP grantee and WFC 
partners to identify female Veterans seeking services. 


We recently received funding via a special initiative grant modification to provide targeted, 
focused intensive services to women Veterans with an SBE. This female DVOP has been trained 
by the Military on issues and challenges women may face with Military Service, including MST.  


• Incarcerated Veterans: Minnesota currently operates two projects for incarcerated 
persons. Since these are funded with Wagner—Peyser money, they provide Priority of 
Service for Veterans wishing to participate. These projects are located in two inner—city 
offices, using two different models. One is a case management model, where the other 
focuses on a two week long workshop incorporating job search and living skills together. 
Local DVOP’s assigned in those locations participate in the selection of participants, and 
in the case management process. We are also have a DVOP that provides specialized 
assistance to Veterans being released from correctional facilities via a special initiative. 
Staff in these two inner—city locations estimate that 30—40 percent of the clients using 
these WFC’s have a criminal background.  


In addition, the Minnesota Dept. of Employment and Economic Development has formalized a 
relationship with the Dept. of Corrections, and provides job search help and counseling for 
offenders nearing their release date, and we participate in facility sponsored events such as 
"Transition Fairs." DVOP staff attend and provide workshops and one—to—one assistance 
during these events.  


A DVOP also sits on the steering committee of the Hennepin County Veterans Diversionary 
Court program. As the first court of its kind in Minnesota, it exists to provide an option for 
Veterans that have had had encounters with the criminal court system, and to provide an 
alternative to prison. DVOP staff work closely with the court on assessment, referral, and job 
placement.  


DEMOBILIZING/RECENTLY SEPARATED VETERANS: Minnesota’s "Beyond the Yellow 
Ribbon" Reintegration Campaign is the backbone of post deployment reintegration services. 
Minnesota DVOP/LVER staff have been a critical part of this process which includes 5 different 
events for Service members and their families.  


The process begins 3—4 months before deployment. "Family Readiness Academies" are designed 
to give families an opportunity to ask questions, and provide information to Troops and their 
families on what to expect during the deployment. DVOP staff provide resource information and 
referrals for assorted common issues faced by families, information on Veterans benefits, and 
employment information for spouses.  


Approximately 30 to 60 days before Troops return home, a "Yellow Ribbon Community Event" is 
sponsored to help families understand and support their returning Soldiers.  







Business owners, educators, civic leaders and law enforcement are called together for a briefing 
on what they can expect upon their Soldiers return. LVER staff provide resource information, and 
answers to some difficult questions relating to their combat experience, and how that may affect 
their lives.  


LVER staff update and modify their marketing material based on their employer audience, the 
type of unit returning, and the predominant skill set of those Troops.  


Twenty six (26) Minnesota service providers send staff and materials to various locations as 
Troops return from overseas deployment for an Initial Reintegration Event.  


LVER staff conduct group presentations to groups of Soldiers. The Soldiers are referred to the 
AJC staff to determine if they have and SBE, all SBE veterans are referred to the DVOP who 
works one-on-one with them to provide case management and intensive services, as appropriate. 
Non-SBE veterans will receive assistance form the AJC staff after these session to prepare 
resumes, practice interviewing skills, and assist with job search strategy. We also provide 
information on unemployment insurance, dislocated worker programs, employment and 
reemployment, and educational opportunities.  


Following the initial reintegration events, follow—up events at 30/60/90 days are scheduled. 
Minnesota DVOP, LVER and AJC staff will continue to partner in these events, and plan to 
provide similar services to all returning Veterans from all branches via similar events.  


f. How the State implements and monitors the administration of priority 
of service to covered persons; 
Priority of Service to Veterans will be provided to ensure Veterans receive first consideration for 
all opportunities for which they qualify in the WFC. Signage requests that new clients identify 
themselves if they are a Veteran. They are further identified through responses to a standardized 
questionnaire given to Veterans to assist reception to identify them. 


Access to DOL-funded programs 


— Veterans and other eligible persons entitled to POS will be referred to 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 on the priority of service is ongoing to ensure the process is instituted 
throughout the workforce community. 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 DOL—VETS audits with the 
State Director of Veterans Employment Programs, 3) Managers Quarterly Reports. 







g. How the State provides or intends to provide and measure, through 
both the DVOP and one-stop delivery system partner staff:  
1. job and job training individualized career services, 
Currently Minnesota tracks services for veterans within two different systems. DVOP services to 
veterans with a significant barrier to employment are enrolled, tracked and managed through our 
case management system, WorkforceOne. Specific services and resources will vary depending on 
WFC partners and funding. Typically services are delivered to SBE Veterans via a case 
management model by a DVOP. Based on need, these services may include resume review and 
assistance, mock interviewing practice including answers to difficult or challenging questions, 
assistance with social media strategies, and assistance with an internet job search. Job 
training/skill assessments are provided by partner staff, and in the case of training/educational 
needs, the VA CH31 program. Services provided to Veterans with no significant barrier to 
employment by partner staff and non—JVSG staff are recorded and tracked within 
Minnesotaworks.net., and also depend on resource availability. Along with other WIOA required 
titles, options are being considered to have a more unified data collection and management system 
to streamline systems and provide better reporting on services and outcomes.  


2. employment placement services, and  
Currently Minnesota tracks services, including placement services for veterans within two 
different systems. DVOP services to veterans with a significant barrier to employment are 
entered, tracked and managed through our case management system, WorkforceOne. Services 
provided to veterans with no significant barrier to employment by partner staff and non—JVSG 
staff are recorded and tracked within Minnesotaworks.net. Activities, services, and performance 
are also tracked via State Performance Outcome Data reports. Veterans are encouraged to post 
their resumes on Minnesotaworks.net (among others) so employers can access them as they 
search for candidates. LVER staff constantly update their working list of SBE and CH31 Veterans 
seeking work so they can promote specific Vets as they meet with employers. LVER’s also do 
much of their job development and promotion based on the Veterans on the DVOP caseload. 
LVER staff also plan, organize, promote and facilitate local WFC "Business of the Day" events, 
and smaller local job fairs and hiring events. Along with other WIOA required titles, options are 
being considered to have a more unified data collection and management system to streamline 
systems and provide better reporting on services and outcomes.  


Specific services and resources will vary depending on WFC partners and funding. 


3. job-driven training and subsequent placement service program for eligible 
veterans and eligible persons; 
LVER’s have been trained to interpret Labor Market Information, and to review this data with 
employers as they look to grow their workforce and develop current employees. Employees with 
the skill sets to go with updated equipment and technology are critical. LVER staff are familiar 
with programs like Career Pathways and P2P that help businesses "grow their own" high skilled 
staff. LVER staff are also familiar with OJT programs and apprenticeships and promote these 
with employers also. Hiring incentives like WOTC are also promoted when appropriate. Finally, 
LVER’s educate employers on the opportunities the GI Bill and the "Minnesota GI Bill" can 
provide.  







h. The hire date along with mandatory training completion dates for all 
DVOP specialists and LVER staff; and 
JOBS FOR VETERANS STATE GRANT STAFFING and TRAINING 
DIRECTORY 


LAST NAME FIRST 
NAME Office Address 


Date 
Appointed to 


Current 
Position 


DVOP LVER DVOP / 


DeAmparo LaTia St. Paul, (Midway) 5/22/2017 1 1 2018-02 


Dexter Jeff Burnsville 4/21/2014 1 2015-12  


Douha Raymond Blaine 6/17/2015 1 1 2015-12 


Eisenstadt Michael St Cloud 12/3/2004 1 2015-11  


Finley James St. Paul 12/4/2008 1 1 2012-04 


Heino Grant Bloomington 10/13/2010 1 2016-01  


Javorina Laurie St. Paul (VARO) 11/10/2010 1 2016-03  


Kerntz Jane Hibbing 11/21/2011 1 2015-08  


Kopplin John Bloomington 5/4/2016 1 2017-02  


LaBeau Timothy Blaine 11/20/2002 1 2016-03  


Mann Mark Brooklyn Park 2/15/2008 1 2016-01  


McNair Kathryn Mankato 5/27/2014 1 2014-11  


Metcalf Scott Rochester 6/15/2009 1 2010-12  


Nesgoda Mark St. Paul 2/8/2017 1 2017-05  


Okerstrom Lee St. Paul 8/27/2014 1 2015-05  


Platt Barry Mankato 4/22/2015 1 2015-12  


Poff Anthony St. Cloud 10/4/2017 1 2017-11  


Roy Leonard Bemidji 5/3/2017 1 1 2017-09 


Schillinger LaDeen Alexandria 8/3/2000 1 2015-11  


Trumbull Timothy Duluth 5/4/2015 1 2016-04  


Vanderscheuren Benjamin Duluth 8/27/2010 1 2015-11  







LAST NAME FIRST 
NAME Office Address 


Date 
Appointed to 


Current 
Position 


DVOP LVER DVOP / 


DeAmparo LaTia St. Paul, (Midway) 5/22/2017 1 1 2018-02 


Weisenberger John Fergus Falls 8/12/2002 1 2010-12  


Wold David Brooklyn Park 6/29/2009 1 2015-11  


i. Such additional information as the Secretary may require. 
N/A, as of the date of submission.  


Senior Community Service Employment Program (SCSEP) 
At minimum, in the SCSEP stand-alone submission and the SCSEP portion of the Combined 
State Plan, States should comprehensively cover the following elements. 


a. Economic Projections and Impact 
States must: 


1. Discuss long-term projections for jobs in industries and occupations in the 
State that may provide employment opportunities for older workers. (20 CFR 
641.302(d))(May alternatively be discussed in the economic analysis section of 
strategic plan.) 
The Local Workforce Development Areas (LWDA) like Arrowhead Economic Opportunity 
Agency (AEOA), under the leadership of the Workforce Board, places a strong emphasis on 
developing job—driven strategies that align with the demand industries and occupations in the 
local and regional areas. It is vital that the staff and participants have access to current labor 
market information that they can utilized in making informed decisions regarding skill 
development and job goals. This is accomplished in a variety of ways and facilitated by program 
staff. Staff is provided with the necessary tools and resources to remain knowledgeable of in—
demand jobs and occupations. Up—to—date information on local regional high—growth, in—
demand occupations is readily available, and SCSEP participants are instructed on how to access 
this information.  


The SCSEP staff is supported in this effort through in—service trainings with the DEED’s 
(DEED) local regional labor analyst, data sources through DEED and ISEEK, featured 
publications, data mining tools, job vacancy survey results, and the Minnesota Occupational 
Employment Statistics (OES). Staff will be exposed to the DEED Career Profile tool and will 
begin to utilize this in their work with participants.  







Participants are assisted 1—1 in assessing their skills and abilities and in identifying potential job 
opportunities in the local labor market, including in—demand industries and hot jobs. The 
development of a participant’s community service assignment is very important in establishing 
goals and objectives to enhance his or her employment opportunities in the local job market.  


Given the current economic and demographic trends as well as the desire of many older 
individuals to remain in or re—enter the work force, issues relating to older workers’ 
"trainability" as well as the economic payoffs from training influence decisions about whom and 
when to train as well as the participation of older individuals in training.  


Most host agencies that we have utilized have been extremely pleased with the older workers that 
have been placed in their organizations. In fact, employers generally rate older workers highly in 
terms of their dependability, loyalty, and commitment.  


Employers are realizing the ability of older adults to learn new things, especially as related to 
technological changes in the workplace. Some older workers have had the opportunity in past 
years, to participate in "work specific" classes to enhance their employability (MJSP Office 
Works and MN Department of Commerce SETT Sustainable Employment Training and Trade). 
In addition, all older workers are encouraged to take advantage of the computer classes that are 
offered through the Adult Basic Education classrooms at the local WorkForce Centers. This year, 
participation will be mandatory. Studies indicate that older workers can adjust to computerized 
word processing, but they may take longer to learn and may need more assistance while learning.  


Some studies have revealed that the costs and benefits of training older workers suggests that any 
added costs of training older workers may be offset by savings elsewhere because older workers 
stay on the job longer than younger workers (3 years as compared to 1 year). Thus, the return on 
investment for training was actually greater than that of younger workers. Older workers have 
also proven to be better sales people than younger workers.  


As older individuals continue to have successful experiences in both training programs and the 
work force, the issues of "trainability" payoff are dissipating. Hopefully the forward—looking 
businesses will look beyond the negative stereotypes and develop or participate in programs that 
will attract and retain older workers.  


2. Discuss how the long-term job projections discussed in the economic analysis 
section of strategic plan relate to the types of unsubsidized jobs for which SCSEP 
participants will be trained and the types of skill training to be provided. (20 CFR 
641.302(d)) 
Note: Minnesota’s American Job Centers established by the Minnesota DEED (DEED) are called 
"WorkForce Centers" (WFC). Each SCSEP subgrantee work with Labor Market Information 
(LMI) and their local areas to identify companies in their region that fall into local high growth 
industry categories and local occupations in demand that have the types of jobs that are 
appropriate for SCSEP participants.  


The following are the current top 10 high growth industries in Minnesota: Education and Health 
Services, Trade, Transportation and Utilities, Professional and Business Services, Manufacturing, 
Leisure and Hospitality, Financial Activities, Public Administration, Construction, Other Services 
and Natural Resources and Mining. Other areas to take into consideration and analyze in 
determining job opportunities and training is the Occupations in Demand and Employment 







Projections which are located at these two DEED’s websites: Occupations in Demand and 
Employment Projections. The Employment Outlook tool shows which industries and occupations 
are expected to grow and which ones are expected to shrink over the next decade in Minnesota. 
This tool also provides access to short—term — one year — employment forecasts. Data are 
broken down by region, state and nation.  


The following are the current top 10 high growth occupations in demand in Minnesota: 
Registered Nurses, Combined Food Preparation and Serving Workers, Inc., Stock Clerks and 
Order Fillers, Heavy and Tractor—Trailer Truck Drivers, Customer Service Representatives, 
Office Clerks, General, Software Developers, Applications, Personal Care Aides, Cashiers and 
Licensed Practical and Licensed Vocational Nurses.  


Senior workers can be trained to enter jobs in these industries and occupations in demand. Staff 
work with economic development agencies and the high growth employers to fine—tune 
individual employer workforce and training needs. Using this information, staff can ensure 
participants, to the extent possible, are trained for particular jobs in specific high growth 
industries and occupations.  


Community colleges, community education providers, WorkForce Centers, and professional 
retired individuals may be utilized for training resources. Key organizations that serve diverse 
populations assist with special needs training plans and assignments. With the increased labor 
shortage and skills gap, SCSEP participants may need additional training to compete in the labor 
market, and referrals to other supportive services, co—enrollment into (Workforce Innovation and 
Opportunity Act (WI0A) and funding for other formal training may increase.  


Also, Web—based regional labor market profiles are available on DEED’s website under the 
heading Regional Labor Market Information to assist in the assessment of employer needs in each 
economic development region. Regional economic profiles also help identify short— and long—
term skills needed by individuals to secure jobs in the region.  


Besides those Regions that are identified in the Section in the Regional Labor Market Information 
website, there are other regions of the State that have key partners in their regions. For example, 
Duluth and northeastern Minnesota has the Northland Works (public awareness campaign), the 
Workforce Strategy Task Force (comprised of several leaders from these sectors: private business, 
education (primary, secondary and post—secondary), City Council, economic development (both 
municipal and private) and community based organizations. In addition the Blueprint to End 
Poverty — Initiated by Community Action — Duluth, this guiding coalition (steering committee) 
has had three community engagement sessions with low income people and community 
stakeholders to develop strategies to end poverty. Utilizing SCSEP can be a key component to 
help low income people out of poverty.  


Examples of subsidized jobs that could be developed include: Case Aide; Educational Aide; 
Occupational Therapy Aide; Recreation Club Manager; Recreation Leader; Health Services Aide; 
Kitchen Helper; Laundry Laborer; Child Care Attendant; Outreach Worker; Recreation Facility 
Attendant; Municipal Utilities Worker; Bus Driver; Laboratory Sample Assistant; Library Aide; 
Clerical Aide; File Clerk; Clerk—Typist; Forest Conservation Aide; Groundskeeper; Maintenance 
Carpenter; Insulation/Weatherization Worker; Road Maintenance Worker and Building 
Maintenance Worker.  







Minnesota will continue the customized training component with the small businesses that are the 
primary private sector employers of SCSEP participants. Over the last decade, small businesses 
have generated 60 to 80 percent of net new jobs annually. In many areas, small businesses may be 
the only source of jobs for job seekers, particularly when those workers are low—income and 
elderly. Working with small business employers to provide customized training has proven to be a 
successful placement model; subgrantees can replicate this model in new and current SCSEP 
areas.  


Transition into unsubsidized jobs at worksite agencies is one method of meeting the 54.3 percent 
Entered Employment goal. SCSEP staff encourages host agencies to hire participants when 
permanent positions become available. Another placement method includes the use of a job 
developer who obtains job openings information or referrals to local Job Service offices who 
make the placements of SCSEP participants.  


During the development of an Individualized Employment Plan (IEP), permanent unsubsidized 
employment goals for each participant will be identified as well as activities and services 
necessary to attain their goals. The IEP describes the steps needed to place SCSEP participants 
into unsubsidized employment.  


SCSEP job development requires finding job opportunities inside or outside the project areas 
which are suitable for participants. Using LMI to determine expanding industries, SCSEP 
subgrantees and job developers’ work with area employers to develop openings which meet the 
needs of both participants and corporate entities. Some agencies maintain a reservoir of current 
listings of job opportunities, which facilitates the job match. Job developers perform highly 
individualized job development efforts resulting in close matches between participant job goals 
and unsubsidized employment placements resulting in higher motivation to stay on the job. 
Subgrantees require participants to do job searches, to write sample job application and attend 
interviewing technique workshops that are conducted periodically throughout the service area for 
SCSEP participants.  


Strategies for organizing job search, application preparation, interviewing techniques and leads on 
job openings are presented. Participants may secure support services for job search and travel to 
job interviews.  


Minnesota intends to ensure that services are widely available and that wherever possible, 
publicly funded services will augment, not compete with, services available in the for—profit and 
nonprofit market. New partnerships can extend the reach of Minnesota’s workforce development 
system. For example, the on—going initiative is to expand the knowledge of the availability of 
MinnesotaWorks (Minnesota’s Job Bank) through the local libraries and beyond.  


Examples of sites that may be contacted by staff in the development of worksites are schools, city 
and county offices, senior citizen sites, nutrition and transportation programs, foster grandparent 
programs, senior companion programs, chore service, weatherization/energy crews, county 
garages, state parks, the U.S. Forest Service, state lands and forestry stations, nursing homes and a 
multitude of other federal, state and local public and private non—profit agencies, departments 
and organizations.  


Positions developed by staff are related as closely as possible to the results of the individual 
assessment of the participant’s abilities and preferences. In developing subsidized employment 
positions, priority is given to those jobs that directly serve other seniors. Developing positions in 







geographic proximity to the participant’s residence is considered as long as the position provides 
meaningful work experience.  


Worksite placement followed by meetings with the counselor provide further information 
regarding suitability and desirability of a continued placement, as well as new directions which 
might be pursued for alternative placements, other employment and training opportunities and 
unsubsidized job placements. Participant’s positions are developed on the basis of an assessment 
of the individual’s needs and aptitudes.  


Development of community service assignments is an ongoing process. It requires that staff be 
aware of local community needs, agencies/organizations that can act as host agencies, and the 
quality of services that can be provided by the host agency to the participant. Although 
development is ongoing, selection of an assignment is based primarily on the participants’ 
interests, abilities, goals and other needs as described in the IEP. Subgrantees therefore do not 
designate specific "priority areas" or types of assignments, because each assignment is based on 
the IEP.  


Program staff uses the assessment and IEP as the basis for community service assignment and 
training. If we do not have a suitable assignment on file, staff will contact a current or prospective 
agency to see if a suitable position can be developed for the new participant. In smaller 
communities, there may be only one eligible agency. If the participant is unable to drive a 
distance, we may have to develop an assignment which is not a perfect match.  


Participants placed in subsidized jobs receive the majority of their training at the worksite (on—
the—job training). The teaching of job skills through demonstration, practice and instruction 
sharpens and upgrades skills not recently used. Worksite supervisors and other regular work 
station personnel familiar with the various tools, equipment, duties, procedures for task 
accomplishment and requirements of the site provide the necessary training to participants at no 
cost to the program. Worksites send participants to workshops and seminars benefiting participant 
performance which in turn increases employability, and facilitating transition into unsubsidized 
employment at the site with another employer. Community education programs and community 
colleges are also utilized to provide training to improve skill levels, or enhance existing skills.  


Extra vocational training may be offered, including time management, effective communication, 
learning job—seeking skills, interviewing techniques and job application procedures. Workshops 
may be provided by Career Development Specialists, where available, or taught individually by 
counselors. The training needs of participants are assessed at least two times per year.  


A limited amount of funds will be utilized for auxiliary training which cannot be secured cost—
free to the program. Charges for materials and tuition fees will be reimbursed to participants or 
will be paid directly upon billing on their behalf.  


One of the strategies will be to increase the focus on job placement through job development. 
This may include conducting a thorough assessment of skills, an assessment of community needs 
relative to employment, and networking within the community to locate and/or develop suitable 
unsubsidized employment for participants. Additionally, On—the—Job Experience (OJE’s) will 
be utilized to help the participants’ transition to other employment as well. At each WorkForce 
Center site in Rural Minnesota CEP, the teams recruit employers to attend Job Clubs and feature 
an "Employer of the Week." Employers discuss job openings, job requirements and qualifications.  







SCSEP participants will be included in these sessions. The job search component is planned 
become more formalized. Enrollees will need to meet with the SCSEP Employment Coordinator 
on a weekly basis to review postings through the WorkForce Center.  


3. Discuss current and projected employment opportunities in the State (such as 
by providing information available under §15 of the Wagner-Peyser Act (29 
U.S.C. 491-2) by occupation), and the types of skills possessed by eligible 
individuals. (20 CFR 641.325(c)) 
Note: Minnesota’s American Job Centers established by the Minnesota DEED (DEED) are called 
"WorkForce Centers" (WFC). Each SCSEP subgrantee work with Labor Market Information 
(LMI) and their local areas to identify companies in their region that fall into local high growth 
industry categories and local occupations in demand that have the types of jobs that are 
appropriate for SCSEP participants.  


The following are the current top 10 high growth industries in Minnesota: Education and Health 
Services, Trade, Transportation and Utilities, Professional and Business Services, Manufacturing, 
Leisure and Hospitality, Financial Activities, Public Administration, Construction, Other Services 
and Natural Resources and Mining. Other areas to take into consideration and analyze in 
determining job opportunities and training is the Occupations in Demand and Employment 
Projections which are located at these two DEED’s websites: Occupations in Demand and 
Employment Projections. The Employment Outlook tool shows which industries and occupations 
are expected to grow and which ones are expected to shrink over the next decade in Minnesota. 
This tool also provides access to short—term — one year — employment forecasts. Data are 
broken down by region, state and nation.  


The following are the current top 10 high growth occupations in demand in Minnesota: 
Registered Nurses, Combined Food Preparation and Serving Workers, Inc., Stock Clerks and 
Order Fillers, Heavy and Tractor—Trailer Truck Drivers, Customer Service Representatives, 
Office Clerks, General, Software Developers, Applications, Personal Care Aides, Cashiers and 
Licensed Practical and Licensed Vocational Nurses.  


Senior workers can be trained to enter jobs in these industries and occupations in demand. Staff 
work with economic development agencies and the high growth employers to fine—tune 
individual employer workforce and training needs. Using this information, staff can ensure 
participants, to the extent possible, are trained for particular jobs in specific high growth 
industries and occupations.  


Community colleges, community education providers, WorkForce Centers, and professional 
retired individuals may be utilized for training resources. Key organizations that serve diverse 
populations assist with special needs training plans and assignments. With the increased labor 
shortage and skills gap, SCSEP participants may need additional training to compete in the labor 
market, and referrals to other supportive services, co—enrollment into (Workforce Innovation and 
Opportunity Act (WI0A) and funding for other formal training may increase.  


Also, Web—based regional labor market profiles are available on DEED’s website under the 
heading Regional Labor Market Information to assist in the assessment of employer needs in each 
economic development region. Regional economic profiles also help identify short— and long—
term skills needed by individuals to secure jobs in the region.  







Besides those Regions that are identified in the Section in the Regional Labor Market Information 
website, there are other regions of the State that have key partners in their regions. For example, 
Duluth and northeastern Minnesota has the Northland Works (public awareness campaign), the 
Workforce Strategy Task Force (comprised of several leaders from these sectors: private business, 
education (primary, secondary and post—secondary), City Council, economic development (both 
municipal and private) and community based organizations. In addition the Blueprint to End 
Poverty — Initiated by Community Action — Duluth, this guiding coalition (steering committee) 
has had three community engagement sessions with low income people and community 
stakeholders to develop strategies to end poverty. Utilizing SCSEP can be a key component to 
help low income people out of poverty.  


Examples of subsidized jobs that could be developed include: Case Aide; Educational Aide; 
Occupational Therapy Aide; Recreation Club Manager; Recreation Leader; Health Services Aide; 
Kitchen Helper; Laundry Laborer; Child Care Attendant; Outreach Worker; Recreation Facility 
Attendant; Municipal Utilities Worker; Bus Driver; Laboratory Sample Assistant; Library Aide; 
Clerical Aide; File Clerk; Clerk—Typist; Forest Conservation Aide; Groundskeeper; Maintenance 
Carpenter; Insulation/Weatherization Worker; Road Maintenance Worker and Building 
Maintenance Worker.  


Minnesota will continue the customized training component with the small businesses that are the 
primary private sector employers of SCSEP participants. Over the last decade, small businesses 
have generated 60 to 80 percent of net new jobs annually. In many areas, small businesses may be 
the only source of jobs for job seekers, particularly when those workers are low—income and 
elderly. Working with small business employers to provide customized training has proven to be a 
successful placement model; subgrantees can replicate this model in new and current SCSEP 
areas.  


Transition into unsubsidized jobs at worksite agencies is one method of meeting the 54.3 percent 
Entered Employment goal. SCSEP staff encourages host agencies to hire participants when 
permanent positions become available. Another placement method includes the use of a job 
developer who obtains job openings information or referrals to local Job Service offices who 
make the placements of SCSEP participants.  


During the development of an Individualized Employment Plan (IEP), permanent unsubsidized 
employment goals for each participant will be identified as well as activities and services 
necessary to attain their goals. The IEP describes the steps needed to place SCSEP participants 
into unsubsidized employment.  


SCSEP job development requires finding job opportunities inside or outside the project areas 
which are suitable for participants. Using LMI to determine expanding industries, SCSEP 
subgrantees and job developers’ work with area employers to develop openings which meet the 
needs of both participants and corporate entities. Some agencies maintain a reservoir of current 
listings of job opportunities, which facilitates the job match. Job developers perform highly 
individualized job development efforts resulting in close matches between participant job goals 
and unsubsidized employment placements resulting in higher motivation to stay on the job. 
Subgrantees require participants to do job searches, to write sample job application and attend 
interviewing technique workshops that are conducted periodically throughout the service area for 
SCSEP participants. Strategies for organizing job search, application preparation, interviewing 







techniques and leads on job openings are presented. Participants may secure support services for 
job search and travel to job interviews.  


Minnesota intends to ensure that services are widely available and that wherever possible, 
publicly funded services will augment, not compete with, services available in the for—profit and 
nonprofit market. New partnerships can extend the reach of Minnesota’s workforce development 
system. For example, the on—going initiative is to expand the knowledge of the availability of 
MinnesotaWorks (Minnesota’s Job Bank) through the local libraries and beyond.  


Examples of sites that may be contacted by staff in the development of worksites are schools, city 
and county offices, senior citizen sites, nutrition and transportation programs, foster grandparent 
programs, senior companion programs, chore service, weatherization/energy crews, county 
garages, state parks, the U.S. Forest Service, state lands and forestry stations, nursing homes and a 
multitude of other federal, state and local public and private non—profit agencies, departments 
and organizations.  


Positions developed by staff are related as closely as possible to the results of the individual 
assessment of the participant’s abilities and preferences. In developing subsidized employment 
positions, priority is given to those jobs that directly serve other seniors. Developing positions in 
geographic proximity to the participant’s residence is considered as long as the position provides 
meaningful work experience.  


Worksite placement followed by meetings with the counselor provide further information 
regarding suitability and desirability of a continued placement, as well as new directions which 
might be pursued for alternative placements, other employment and training opportunities and 
unsubsidized job placements. Participant’s positions are developed on the basis of an assessment 
of the individual’s needs and aptitudes.  


Development of community service assignments is an ongoing process. It requires that staff be 
aware of local community needs, agencies/organizations that can act as host agencies, and the 
quality of services that can be provided by the host agency to the participant. Although 
development is ongoing, selection of an assignment is based primarily on the participants’ 
interests, abilities, goals and other needs as described in the IEP. Subgrantees therefore do not 
designate specific "priority areas" or types of assignments, because each assignment is based on 
the IEP.  


Program staff uses the assessment and IEP as the basis for community service assignment and 
training. If we do not have a suitable assignment on file, staff will contact a current or prospective 
agency to see if a suitable position can be developed for the new participant. In smaller 
communities, there may be only one eligible agency. If the participant is unable to drive a 
distance, we may have to develop an assignment which is not a perfect match.  


Participants placed in subsidized jobs receive the majority of their training at the worksite (on—
the—job training). The teaching of job skills through demonstration, practice and instruction 
sharpens and upgrades skills not recently used. Worksite supervisors and other regular work 
station personnel familiar with the various tools, equipment, duties, procedures for task 
accomplishment and requirements of the site provide the necessary training to participants at no 
cost to the program. Worksites send participants to workshops and seminars benefiting participant 
performance which in turn increases employability, and facilitating transition into unsubsidized 







employment at the site with another employer. Community education programs and community 
colleges are also utilized to provide training to improve skill levels, or enhance existing skills.  


Extra vocational training may be offered, including time management, effective communication, 
learning job—seeking skills, interviewing techniques and job application procedures. Workshops 
may be provided by Career Development Specialists, where available, or taught individually by 
counselors. The training needs of participants are assessed at least two times per year.  


A limited amount of funds will be utilized for auxiliary training which cannot be secured cost—
free to the program. Charges for materials and tuition fees will be reimbursed to participants or 
will be paid directly upon billing on their behalf.  


One of the strategies will be to increase the focus on job placement through job development. 
This may include conducting a thorough assessment of skills, an assessment of community needs 
relative to employment, and networking within the community to locate and/or develop suitable 
unsubsidized employment for participants. Additionally, On—the—Job Experience (OJE’s) will 
be utilized to help the participants’ transition to other employment as well. At each WorkForce 
Center site in Rural Minnesota CEP, the teams recruit employers to attend Job Clubs and feature 
an "Employer of the Week." Employers discuss job openings, job requirements and qualifications. 
SCSEP participants will be included in these sessions. The job search component is planned 
become more formalized. Enrollees will need to meet with the SCSEP Employment Coordinator 
on a weekly basis to review postings through the WorkForce Center.  


b. Service Delivery and Coordination 
States must: 


1. Provide a description of actions to coordinate SCSEP with other programs 
This may alternatively be discussed in the State strategies section of the strategic plan, but 
regardless of placement in document, must include: 


A. Actions to coordinate activities of SCSEP grantees with WIOA title I programs, 
including plans for using the WIOA one-stop delivery system and its partners to serve 
individuals aged 55 and older. (20 CFR 641.302(g), 641.325(e)) 


Strong partnerships with other agencies and organizations that serve the older worker population 
will or have been established with the Department of Health and Human Services, State Board on 
Aging, LWDBs, social service organizations providing services to older individuals such as 
Mature Worker program, VRS, Job Service, and other organizations including businesses and 
labor.  


Minnesota’s SCSEP providers are being offered the opportunity to collaborate with the 
WorkForce Center System to further the resources available to the older worker by accessing the 
core, or universal, services of the system. Coordination also increases the availability of SCSEP to 
appropriate WorkForce Center customers. Through the WorkForce Center System, DEED will 
bring together those involved in the older worker community through meetings, development of 
materials (including web resources, publications, and promotional material) and forums (meetings 
and roundtables) encouraging collaboration and seeking to eliminate service gaps. Easy 
accessibility, partnering and seamless services will be greater components of SCSEP for providers 
and their customers.  







Local WorkForce Center plans have resulted in partnerships that include a variety of 
community—based organizations, local collaborations and local referral sources to assist 
customers in accessing services including transportation, housing, health and other workforce 
development services.  


Minnesota’s Senior Community Service Employment Program (SCSEP) providers are being 
offered the opportunity to collaborate with the WorkForce Center System to further the resources 
available to older workers by accessing the core or universal services of the system. Coordination 
also increases the availability of SCSEP to appropriate WorkForce Center customers. Through the 
WorkForce Center System, DEED will bring together those involved in the older worker 
community through meetings, development of materials (including web resources, publications 
and promotional material) and forums (meetings and roundtables) encouraging collaboration and 
seeking to eliminate service gaps. DEED takes on a proactive approach to resources for older 
workers. One of the many projects is the Reception and Resource Area Forum (RRAF). This is a 
website providing current information, best practices and new projects to be viewed and shared by 
every WorkForce Center. This site is also dedicated to the collaboration, communication, 
innovation, resources, training and projects related to RRAF and is an extension of the Minnesota 
DEED (DEED) that serves the interests of the customers visiting the Minnesota WorkForce 
Centers.  


The state encourages co—enrollment, as appropriate, of older workers in the Senior Community 
Service Employment Program (SCSEP) and WIOA Title I programs in order for them to receive 
comprehensive training supports and employment services.  


The state provides information and referrals to potentially eligible individuals on other federally 
supported programs (e.g., Community Development Block Grant programs, Social Security Title 
XX programs, Energy Assistance programs, etc.) so individuals receive assistance in meeting 
social service and training needs.  


B. Actions to coordinate activities of SCSEP grantees with the activities to be carried out in 
the State under the other titles of the OAA. (20 CFR 641.302(h)) 


DEED is one of three national Title V Senior Community Service Employment Program (SCSEP) 
sponsors operating in Minnesota. At the state level, cooperative relationships have been 
developed with all Title V SCSEP national sponsors operating in Minnesota. These include 
Experience Works, National Indian Council on Aging, and National Senior Service America, Inc.  


The WorkForce Center System has joined with other providers of workforce development 
services to create a one—stop delivery system. The partnership brings together State, county, and 
private nonprofit workforce development services under one roof, providing a seamless and 
comprehensive system to job seekers and employers. As part of the SCSEP State Plan, DEED 
promotes further coordination and collaboration between SCSEP service providers and the one—
stop system.  


C. Actions to coordinate SCSEP with other private and public entities and programs that 
provide services to older Americans, such as community and faith-based organizations, 
transportation programs, and programs for those with special needs or disabilities. (20 CFR 
641.302(i)) 







DEED has consistently worked to develop strong partnerships with agencies and organizations 
serving the older worker population and rural areas. Every effort is in place to work with the local 
economic development offices in the rural areas.  


D. Actions to coordinate SCSEP with other labor market and job training initiatives. (20 
CFR 641.302(j)) 


DEED has consistently worked to develop strong partnerships with agencies and organizations 
serving the older worker population and rural areas. Every effort is in place to work with the local 
economic development offices in the rural areas.  


E. Actions the State will take to ensure that SCSEP is an active partner in the one-stop 
delivery system and the steps the State will take to encourage and improve coordination 
with the one-stop delivery system. (20 CFR 641.335) 


DEED has consistently worked to develop strong partnerships with agencies and organizations 
serving the older worker population and rural areas. Every effort is in place to work with the local 
economic development offices in the rural areas.  


F. Efforts the State will make to work with local economic development offices in rural 
locations. 


DEED has consistently worked to develop strong partnerships with agencies and organizations 
serving the older worker population and rural areas. Every effort is in place to work with the local 
economic development offices in the rural areas.  


2. Describe the long-term strategy for engaging employers to develop and 
promote opportunities for the placement of SCSEP participants in unsubsidized 
employment. (20 CFR 641.302(e)) (Alternately, the State may discuss this in the 
State strategies section of strategic plan if submitting a Combined Plan.) 
The SCSEP approach for engaging employers in long-term strategies will stem from business 
engagement at three levels. These levels include the state board, the regional planning efforts and 
at the local board level. In working with GWDB, Local Workforce Development Areas, SCSEP 
agencies and other such entities, below are various strategies that are Minnesota is currently 
working on.  


1) Increase opportunities for aging workers to do small business development and become 
entrepreneurs.  


2) Train employers to do a better job communicating the type of skills that they need, in 
ways that do not hinder older applicants.  


3) DEED sponsors workshops for employers on how to establish on-the-job training and 
focus on knowledge transfer strategies, which help aging workers.  


4) Develop a strategy and model for success, including both paid and unpaid work.  


5) The DEED business services representatives need to work with local employers on aging 
employee retention and managing a multigenerational workforce effectively.  







6) Show how Volunteering at an organization/company you want to work at has become 
quite common, and is helping aging job seekers connect with potential employers.  


7) Guide employers to network with specific schools that teach skills they need in their 
workforce, e.g. Hennepin County Technical College  


The Governor’s Workforce Development Board, made up of a majority of voting members 
representing private business, will contribute to developing and assessing long-term strategies that 
contribute to Minnesota’s career pathway system. Given the current economic and demographic 
trends as well as the desire of many older individuals to remain in or re-enter the work force, 
issues relating to older workers’ "trainability" as well as the economic payoffs from training 
influence decisions about whom and when to train as well as the participation of older individuals 
in training.  


Employers are realizing the ability of older adults to learn new things, especially as related to 
technological changes in the workplace. Some of our older workers have had the opportunity in 
past years, to participate in “work specific” classes to enhance their employability (MJSP Office 
Works and MN Department of Commerce SETT Sustainable Employment Training and Trade). 
In addition, all older workers are encouraged to take advantage of the computer classes that are 
offered through our Adult Basic Education classrooms at the local Workforce Centers. This year, 
participation will be mandatory. Studies indicate that older workers can adjust to computerized 
word processing, but they may take longer to learn and may need more assistance while learning. 
These are just some of the aspects to the opportunities that must be considered by the GWDB and 
its role in the workforce development system.  


As the regions in Minnesota establish their sector strategies for occupations in demand that lead to 
family sustaining wages, considerations will have to include the older workforce. Some studies 
have revealed that the costs and benefits of training older workers suggests that any added costs 
of training older workers may be offset by savings elsewhere because older workers stay on the 
job longer than younger workers (3 years as compared to 1 year). Thus, the return on investment 
for training was actually greater than that of younger workers. Older workers have also proven to 
be better sales people than younger workers. These sector strategies are required to be business 
led, thus creating another opportunity for engagement in long term strategy that include older 
workers.  


At the local board level, the strategies begin to become more tactical, allowing for SCSEP 
program providers to more directly engage with employers through sponsored activities, business 
services activities outlined in other sections of the State Combined Plan, as well directly with 
employers on the local boards. All of these efforts are contributing to more effective service 
delivery and opportunities for older workers to leverage services and resources. 


3. Describe the long-term strategy for serving minorities under SCSEP. (20 CFR 
641.302 (c)) 
Since DEED is subgranting program operations, the organizational structure of each project will 
be discussed individually with lines of authority following the organizational structure 
explanation of DEED, the grantor. Program management will be handled by the Employment & 
Training Division (ETP) of DEED. The ETP is responsible for: 


• Recommending statewide employment and training policy 







• Coordinating state and local employment and training programs 


• Providing staff support to the GWDB 


• Administering WIOA monies and other employment and training programs available to 
the Governor of Minnesota 


• Initiating fund disbursement process including Requests for Proposals (RFPs) 


• Making grant award recommendations 


• Negotiating contracts 


• Conducting program monitoring, assessment, and evaluation 


• Interpreting policies 


The director has overall responsibility for all activities within ETP. The responsibility for 
management and administration of SCSEP will be assigned to one Section within ETP. The 
following information describes the function of each Section, specific staff assigned to the 
program, percentage of time each staff position is assigned to the program, and a description of 
staff responsibilities and qualifications: 


• WIOA programs, responsible for planning and program development for all WIOA 
grants (which includes SCSEP and WIOA) and for providing staff support to the GWDB 


• ETP and Fiscal Services, responsible for preparing all grant applications and all 


• sub—grants entered into by processing all subgrantee invoices and coordinating audits 


• Program specialist, responsible for coordinating all SCSEP program activities and 
ensuring that all ETP staff assigned to the program receives appropriate training in 
SCSEP program operations, rules, and regulations 


SUBPROJECT MANAGEMENT As previously indicated, all current subgrantees’ programs will 
be continued. The rationale for continuing all current subgrantees is based upon subgrantee 
performance and conformance with the equitable distribution plan. The subprojects to be utilized 
under this contract are as follows: 


• Anoka County (governmental unit) 


• Arrowhead Economic Opportunity Agency (private, nonprofit corporation) 


• Duluth, City of (a municipal corporation, unit of government) 


• Experience Works (private, nonprofit corporation) 


• Inter County Community Council (nonprofit corporation) 


• Minnesota Chippewa Tribe (Tribal unit of government) 


• Minnesota Valley Action Council, Inc. (nonprofit corporation) 


• Rural Minnesota CEP, Inc. (nonprofit corporation) 


• Scott County (governmental unit) 







• Southwestern Minnesota Opportunity Council, Inc. (private, nonprofit corporation) • 
Washington County (governmental unit) 


Each of these organizations has a proven record for providing both employment and training 
services and the needed fiscal and management accountability.  


TRAINING OF SUBPROJECT (LOCAL) STAFF The following methods will be used to provide 
training for subgrantee staff and will be the responsibility of the program specialist: 


• At least once each year, the program specialist or field representative may meet with all 
subgrantees to review Title V program operations, highlight effective elements of the 
various programs, discuss common concerns, and answer programmatic questions. 
Subgrantees will have input in developing the agenda for these meetings. 


• As a part of regular monitoring visits, the program monitor will identify individual 
training and technical assistance needs and communicate these needs to the program 
specialist who will be responsible for assuring that appropriate training and technical 
assistance needs are met. For example, if a subgrantee has a new staff person working on 
the Title V program, the program specialist would provide that person with individual 
training regarding eligibility determination, program operations and related topics. 


• During the course of the year, many training opportunities and seminars are offered by 
various organizations that are relevant for SCSEP subgrantees. For example, the WDD 
provides staff training in employment and training—related activities such as outreach 
and recruitment, job development techniques, counseling, and disadvantaged and 
financial management. While these are primarily for WIOA staff, SCSEP program 
operators are invited to attend. Another example is the various training opportunities 
sponsored by the State Board on Aging and other Title V national sponsors. 


As these training opportunities become available, subgrantees are notified and encouraged to 
attend.  


PROJECT MONITORING Monitoring and evaluation involves the following procedures and will 
be the responsibility of staff indicated below:  


• Desk Monitoring/Technical Assistance: Technical assistance regarding delays, problems 
and adversities which may materially affect the sub—grant project directors in obtaining 
their proposed goals will be provided via telephone, particularly during the start—up 
phase. Phone calls will continue periodically throughout the grant year to ensure the 
projects are progressing smoothly; invoices indicate balanced expenditures; and required 
regulations are met, as well as to answer any program—related questions which may 
develop. 


• Onsite Monitoring: A monitoring review guide has been designed to assist WDD 
monitors in its planned onsite visits. General subcontractors and/or host agency areas to 
be monitored include program operations worksites and worksite records to ensure 
required on—the—job supervision is in fact being provided, application operations, 
complaints, orientation operations, and other proposed and necessary operations. 


Upon completion of onsite visits, a monitoring report is written addressing all program operations 
with a corrective action Section if applicable. This Section will list all program discrepancies 







which must be alleviated, the time period by which corrections must be made, and a directive 
requesting the affected program sponsors to submit to WDD, in writing, the means they intend to 
employ in amending the cited problems. If any corrective action is required and noted in a 
monitoring report, a 30—day onsite follow—up with the program operator may be conducted to 
determine what steps have been taken to alleviate the problem. All monitoring reports, corrective 
action requests and follow—up will be made in writing and will be included in the permanent file 
for each subgrantee.  


FINANCIAL MONITORING 


• Desk Monitoring: Subgrantees are required to submit invoices at least monthly which 
identify both actual expenditures and accrual estimates for the invoicing period. The 
program specialist, field representative and contracts officer receive a copy of the 
monthly invoices for review. In addition to reviewing the invoices for accuracy, the 
actual rate of expenditures will be compared with planned expenditures for each 
subgrantee. If a subgrantee is found to be over expended or under expended by more than 
15 percent, the program specialist will follow—up with the subgrantee to determine the 
reason for the variance and to recommend corrective action, if necessary. 


• Onsite Monitoring: As a part of regular monitoring visits by the program monitor, each 
subgrantee’s financial management system, including the system for internal controls, 
will be reviewed. A fiscal monitoring review guide is used as a basis for monitoring 
subgrantee financial management systems. Financial monitoring will include, but not be 
limited to, the following: 


• Trace amounts claimed on monthly invoices back to books of original entry and source of 
documentation to ensure that there is an adequate audit trail 


• Ensure that sources of documentation are complete and accurate 


• Ensure that costs are being assigned to proper cost categories, allowable, and accrued 
properly 


• Ensure that adequate internal controls have been established 


If any problems are disclosed as a result of monitoring subgrantee financial management systems, 
corrective action will be cited in the monitoring report that will include a description of 
discrepancies that must be alleviated, the time period by which corrections must be made and the 
requirement that the subgrantee submit to ETP, in writing, the way in which the problems will be 
resolved. Both Minnesota’s Office of the Legislative Auditor and DEED have staff available to 
more closely investigate financial management systems and provide technical assistance to 
subgrantees to correct problems. When necessary, onsite follow—up will be conducted to ensure 
that financial problems have been resolved. 


If a SCSEP provider desires additional state slots, new state slots, or to renegotiate the number of 
state slots, a Request for Proposal (RFP) process may need to happen to judge the process fairly. 


4. List needed community services and the exact places where these services are 
most needed. Specifically, the plan must address the needs and location(s) of those 
individuals most in need of community services and the groups working to meet 
their needs. (20 CFR 641.330) 







The following table illustrates the types of services needed in the communities most in need, 
based on higher unemployment rates, and the organizations providing the services. “Office 
support” for human services and “medical support” for health care organizations are the two 
primary categories of “most in need” services by the host organizations. These organizations are 
often located in regional hub communities in greater Minnesota, serving the rural communities 
within their regions.  


ADD TABLE  


The matching of participants to the needs of community services is based on participant interest 
and skills. Participants are able to fill a community while updating skills to move toward 
unsubsidized employment. SCSEP sub-grantees complete a needs assessment with each 
participant and base worksite placement on this assessment.  


Other considerations for placement include looking for an eligible host sites that are safe, have 
good supervision and expresses the interest to mentor and train the SCSEP participant to assist 
them to move to an unsubsidized job. These organizations are able to provide training 
opportunities to our participants so they can be more competitive when applying for unsubsidized 
employment. The training often helps our participants upgrade their existing skill set, gain new 
skills, increase self-confidence and self-esteem, as well as gain new references within the 
community. Most training assignments are targeted with "hot jobs" in the areas mentioned.  


We have utilized supportive services for those participants that need help with clothing and 
transportation (gas or bus passes) so that they can present themselves appropriately for interviews 
and be able to get to their training sites. Participants network with their host agencies which helps 
them obtain more resources for possible job openings. Plus their assignments help them feel they 
have a purpose in life. It is truly an individualized and the location of enrollees and their training 
plans/goals.  


5. Describe the long-term strategy to improve SCSEP services, including planned 
long-term changes to the design of the program within the State, and planned 
changes in the use of SCSEP grantees and program operators to better achieve 
the goals of the program. This may include recommendations to the Department 
as appropriate. (20 CFR 641.302(k)) 
The ratio of eligible individuals in each of the service areas to the total eligible population in 
Minnesota in determined by the job demand relative to current employment levels and the ratio of 
available claimants to job vacancies, serve as indicator to possible occupationally associated skill 
gaps and their level of demand. The table in VII.c.1 is a snapshot of what is happening for each of 
the counties in Minnesota.  


The total number of older adults (age 55-plus is anticipated to double between 2010 and 2030, 
rising to 1.3 million. By then, more than one in five Minnesotans will be an older adult.  


Currently, one in seven Minnesotans age 65 and older lives in poverty and over half of them 
(38,463 are women. While the labor force participation rate of men age 55-plus will continue to 
exceed that of women during the current decade, most of the increases in labor force participant 
of this age group will come from women.  







6. Describe a strategy for continuous improvement in the level of performance for 
SCSEP participants’ entry into unsubsidized employment, and to achieve, at a 
minimum, the levels specified in OAA Section 513(a)(2)(E)(ii). (20 CFR 
641.302(f)) 
The State’s Strategy for continued improvement in the level of performance is reviewing 
Minnesota’s needs in terms of occupations in demand (OID) and training the SCSEP participants 
in those occupations and industries that are in demand.  


The following are the current top 10 high growth occupations in demand in Minnesota: 
Registered Nurses, Combined Food Preparation and Serving Workers, Inc., Stock Clerks and 
Order Fillers, Heavy and Tractor—Trailer Truck Drivers, Customer Service Representatives, 
Office Clerks, General, Software Developers, Applications, Personal Care Aides, Cashiers and 
Licensed Practical and Licensed Vocational Nurses.  


Senior workers can be trained to enter jobs in these industries and OIDs. Staff will work with 
economic development agencies and the high growth employers to fine—tune individual 
employer workforce and training needs. Using this information, staff can ensure participants, to 
the extent possible, are trained for particular jobs in specific high growth industries and 
occupations.  


Community colleges, community education providers, Workforce Centers, and professional 
retired individuals may be utilized for training resources. Key organizations that serve diverse 
populations assist with special needs training plans and assignments. With the increased labor 
shortage and skills gap, SCSEP participants may need additional training to compete in the labor 
market, and referrals to other supportive services, co—enrollment into (Workforce Innovation and 
Opportunity Act (WI0A) and funding for other formal training may increase.  


c. Location and Population Served, including Equitable Distribution 
States must: 


1. Describe the localities and populations for which projects of the type 
authorized by title V are most needed. (20 CFR 641.325 (d)) 
The location of services and populations to be served are determined by a number of factors. The 
USDOL determines the slot allocations for each state at the county level based on census data and 
poverty rates. Once this is determined, local service providers, using labor market information, 
prepare strategies and approaches for delivering the SCSEP program. Minnesota will focus efforts 
in the areas of greatest need based on the unemployment rate. Using the following Labor Market 
data based on the current unemployment rates for Minnesota, identifies those counties for which 
projects of the type authorized by SCSEP are most needed where the unemployment rate is above 
the state average.  


In reviewing the below Unemployment Statistics for Minnesota Aitkin 8.2%, Cass 9.3%, 
Clearwater 13.1%, Hubbard 8.6%, Itasca 9.2%, Kanabec 10%, Lake 9.7%, Marshall 9.8%, Red 
Lake 8.9% will be counties that will have more focus on during the upcoming years and will 
recommend minor changes to the distribution of authorized positons to the counties with the 
highest unemployment in the State.  







The location of services tend to be in the towns that are county seats or major cities serving as 
regional hubs for the rural areas. The metro area focuses more on location connections to other 
service providers. Sub-grantees are often collocated with other service providers, such as 
Workforce Centers, Colleges, or human service agencies. Location can be critical to address the 
challenges of inadequate resources to enable program requirements to be met (e.g., few host 
agencies or employers, lack of employers, lack of transportation, etc.). Nevertheless, all sub-
grantees will work to follow and meet the equitable distribution formula released by Department 
of Labor. Minnesota’s equitable distribution formula ensures rural and urban counties are served 
equitably. Strategies will include specific host agency recruitment in rural areas that are 
undeserved.  


Experience Works, Minnesota Chippewa Tribe, National Indian Council on Aging and others 
have a long history of successfully partnering with other service providers to serve as host 
agencies. Participants are provided community service assignments at many libraries, senior 
centers, schools and nutrition sites. SCSEP sub-grantees assists with outreach and recruitment 
efforts and hire participants when possible. They also provide supportive services, such as 
transportation, medical services, free meals, wellness classes, legal aid, elder-abuse prevention, 
tax preparation, and socialization, to address barriers to employment.  


Minnesota will be working with SCSEP sub-grantees in these areas to develop steps to correct 
inequities to achieve employment opportunities and equitable distribution. A few strategies are as 
follows:  


• Utilize equitable distribution report provided on www.SCSEPed.org to monitor and track 
the equitable distribution.  


• Develop strategies to address over and underserved areas. Strategies will include the 
following:  


• Recruit host agencies in underserved counties;  


• Outreach to participants who have the greatest barriers to employment in 
underserved areas;  


• Enroll more in underserved areas and close enrollments in over served areas and ; 
and  


• Increase specialized training and job development activities in underserved areas.  


• Discuss the potential to move state program participants located in over served areas to 
the national program.  


• Advertising within local community papers, utilizing TV PSA’s, providing flyers, 
pamphlets, and other marketing tools that will aid in educating city/county government 
agencies;  


• Holding face-to-face presentations and discussions with non-profit and for-profit 
agencies/employers and city/county officials as well as community clubs and 
organizations whose focus are community improvement and employment for the older 
population; and  







• Continuing to open host agencies within those communities which serve those that are 
most-in-need and have the greatest barriers to employment and continue to make referrals 
to other additional resources if available.  


As part of the overall State strategy to create career pathways through sector partnerships, the six 
regions in Minnesota will be required to include SCSEP sub-grantees in their career pathway 
development models. With Minnesota’s rapidly aging population and many seniors needing to 
postpone retirement and seeking new work opportunities, it is critical to include all possible 
workforce participants and the opportunities that may benefit them and businesses. This process 
will begin to take shape during the first two years of the WIOA plan and will be assessed with the 
following two years of the WIOA plan.  


Area - Labor Force Employment Unemployment Unemployment Rate 


Aitkin County 6,849 6,290 559 8.2% 


Anoka County 194,170 186,270 7,900 4.1% 


Becker County 18,746 17,616 1,130 6% 


Beltrami County 24,224 22,776 1,448 6% 


Benton County 22,531 21,254 1,277 5.7% 


Big Stone County 2,677 2,492 185 6.9% 


Blue Earth County 40,105 38,679 1,426 3.6% 


Brown County 14,613 13,846 767 5.2% 


Carlton County 17,610 16,468 1,142 6.5% 


Carver County 55,946 53,888 2,058 3.7% 


Cass County 13,650 12,383 1,267 9.3% 


Chippewa County 6,968 6,528 440 6.3% 


Chisago County 29,640 28,058 1,582 5.3% 


Clay County 36,819 35,264 1,555 4.2% 


Clearwater County 4,854 4,217 637 13.1% 


Cook County 3,050 2,875 175 5.7% 


Cottonwood County 5,903 5,564 339 5.7% 


Crow Wing County 31,284 29,115 2,169 6.9% 


Dakota County 237,712 228,973 8,739 3.7% 







Area - Labor Force Employment Unemployment Unemployment Rate 


Dodge County 11,694 11,113 581 5% 


Douglas County 20,101 19,179 922 4.6% 


Faribault County 7,380 6,983 397 5.4% 


Fillmore County 11,572 10,942 630 5.4% 


Freeborn County 16,225 15,510 715 4.4% 


Goodhue County 27,193 25,979 1,214 4.5% 


Grant County 3,334 3,098 236 7.1% 


Hennepin County 688,592 665,255 23,337 3.4% 


Houston County 10,773 10,175 598 5.6% 


Hubbard County 9,400 8,594 806 8.6% 


Isanti County 21,002 19,778 1,224 5.8% 


Itasca County 23,346 21,196 2,150 9.2% 


Jackson County 6,327 6,052 275 4.3% 


Kanabec County 8,991 8,096 895 10% 


Kandiyohi County 24,101 22,876 1,225 5.1% 


Kittson County 2,449 2,308 141 5.8% 


Koochiching County 6,181 5,665 516 8.3% 


Lac qui Parle County 3,757 3,542 215 5.7% 


Lake County 5,737 5,178 559 9.7% 


Lake of the Woods County 2,601 2,485 116 4.5% 


Le Sueur County 16,162 15,145 1,017 6.3% 


Lincoln County 3,358 3,176 182 5.4% 


Lyon County 15,254 14,567 687 4.5% 


Mahnomen County 2,481 2,333 148 6% 


Marshall County 5,736 5,173 563 9.8% 


Martin County 10,421 9,926 495 4.8% 


McLeod County 20,271 19,253 1,018 5% 


Meeker County 13,507 12,713 794 5.9% 







Area - Labor Force Employment Unemployment Unemployment Rate 


Mille Lacs County 13,265 12,198 1,067 8% 


Morrison County 18,082 16,660 1,422 7.9% 


Mower County 20,689 19,914 775 3.7% 


Murray County 5,090 4,731 359 7.1% 


Nicollet County 20,626 19,960 666 3.2% 


Nobles County 11,682 11,137 545 4.7% 


Norman County 3,394 3,176 218 6.4% 


Olmsted County 84,904 82,040 2,864 3.4% 


Otter Tail County 30,864 28,995 1,869 6.1% 


Pennington County 9,180 8,555 625 6.8% 


Pine County 15,077 13,909 1,168 7.7% 


Pipestone County 4,933 4,676 257 5.2% 


Polk County 17,600 16,758 842 4.8% 


Pope County 6,531 6,239 292 4.5% 


Ramsey County 284,339 273,705 10,634 3.7% 


Red Lake County 2,351 2,141 210 8.9% 


Redwood County 8,177 7,747 430 5.3% 


Renville County 8,477 7,956 521 6.1% 


Rice County 36,079 34,562 1,517 4.2% 


Rock County 5,949 5,773 176 3% 


Roseau County 8,636 7,975 661 7.7% 


Saint Louis County 102,593 95,732 6,861 6.7% 


Scott County 80,403 77,472 2,931 3.6% 


Sherburne County 50,846 48,316 2,530 5% 


Sibley County 8,708 8,244 464 5.3% 


Stearns County 90,865 86,820 4,045 4.5% 


Steele County 20,537 19,666 871 4.2% 


Stevens County 5,654 5,452 202 3.6% 







Area - Labor Force Employment Unemployment Unemployment Rate 


Swift County 5,166 4,821 345 6.7% 


Todd County 13,194 12,390 804 6.1% 


Traverse County 1,792 1,699 93 5.2% 


Wabasha County 12,231 11,663 568 4.6% 


Wadena County 6,509 5,977 532 8.2% 


Waseca County 9,681 9,166 515 5.3% 


Washington County 139,846 134,791 5,055 3.6% 


Watonwan County 6,303 5,929 374 5.9% 


Wilkin County 3,687 3,534 153 4.1% 


Winona County 29,640 28,510 1,130 3.8% 


Wright County 73,740 70,231 3,509 4.8% 


Yellow Medicine County 5,569 5,292 277 5% 


2. List the cities and counties where the SCSEP project will take place. Include 
the number of SCSEP authorized positions and indicate if and where the 
positions changed from the prior year. 


Subgrantee Organization Location Authorized 
Positions County(s) Served 


STATE 
Sponsor 


STATE OF 
MINNESOTA 


DEPARTMENT OF 
EMPLOYMENT AND 


ECONOMIC 
DEVELOPMENT 


St. Paul 211 86 Counties Statewide 


MN Subgrantee 
& Senior 
Service 


America, Inc. 
SSA) National 


Subgrantee 


ANOKA COUNTY JOB 
TRAINING CENTER Blaine 17 State/23 


National Anoka 







Subgrantee Organization Location Authorized 
Positions County(s) Served 


STATE 
Sponsor 


STATE OF 
MINNESOTA 


DEPARTMENT OF 
EMPLOYMENT AND 


ECONOMIC 
DEVELOPMENT 


St. Paul 211 86 Counties Statewide 


MN Subgrantee 


ARROWHEAD 
ECONOMIC 


OPPORTUNITY 
AGENCY 


Virginia 7 Itasca, Koochiching, Lake, St. 
Louis 


MN Subgrantee 
& Senior 
Service 


America, Inc. 
SSA) National 


Subgrantee 


CITY OF DULUTH 
WORKFORCE 


DEVELOPMENT 
Duluth 12 State/28 


National St. Louis 


MN Subgrantee 
& EW National 


Subgrantee 


EXPERIENCE 
WORKS, INC. Sauk Centre 60 State/471 


National 


Becker, Beltrami, Benton, Big 
Stone, Cass, Carver, Chippewa, 
Clay, Clearwater, Crow Wing, 


Dakota, Dodge, Douglas, Fillmore, 
Freeborn, Goodhue, Grant, 


Hennepin, Houston, Hubbard, 
Kandiyohi, Kittson, Lac Qui Parle, 


Le Seuer, Lincoln, Lyon, 
Mahnomen, Marshall, Morrison, 
Mower, Norman, Olmsted, Otter 


Tail, Pennington, Polk, Pope, 
Ramsey, Redwood, Renville, Rice, 


Roseau, Sibley, Stearns, Steele, 
Stevens, Swift, Todd, Traverse, 


Wabasha, Wadena, Waseca, 
Washington, Wilkin, Winona, 


Yellow Medicine. 


MN Subgrantee 
INTER—COUNTY 


COMMUNITY 
COUNCIL 


Oklee 10 
Clearwater, Lake of the Woods, 


Pennington, Polk, Red Lake, 
Roseau 


MN Subgrantee MINNESOTA 
CHIPPEWA TRIBE Cass Lake 6 


Becker, Carlton, Cass, Cook, 
Itasca, Koochiching, Mahnomen, 


Mille Lacs, St. Louis 


MN Subgrantee MINNESOTA VALLEY 
ACTION COUNCIL Mankato 46 Blue Earth, Brown, Faribault, 


Martin, Nicollet, Watonwan 







Subgrantee Organization Location Authorized 
Positions County(s) Served 


STATE 
Sponsor 


STATE OF 
MINNESOTA 


DEPARTMENT OF 
EMPLOYMENT AND 


ECONOMIC 
DEVELOPMENT 


St. Paul 211 86 Counties Statewide 


MN Subgrantee RURAL MINNESOTA 
CEP, INC. 


Detroit 
Lakes 14 


Becker, Beltrami, Cass, Clay, 
Clearwater, Crow Wing, Douglas, 


Grant, Hubbard, Lake of the 
Woods, Mahnomen, Morrison, 


Otter Tail, Pope, Stevens, Todd, 
Traverse, Wadena, Wilkin 


MN Subgrantee 
SCOTT COUNTY 


WORKFORCE 
CENTER 


Shakopee 6 Scott 


MN Subgrantee 


SOUTHWESTERN 
MINNESOTA 


OPPORTUNITY 
COUNCIL 


Worthington 27 Cottonwood, Jackson, Murray, 
Nobles, Pipestone, Rock 


MN Subgrantee 


WASHINGTON 
COUNTY 


WORKFORCE 
CENTER 


Woodbury 6 Washington 


Senior Service 
America, Inc. 
SSA) National 


Subgrantee 


CENTRAL 
MINNESOTA JOBS & 
TRAINING SERVICES 


Monticello 77 
Aitkin, Carlton, Chisago, Isanti, 


Kanabec, Meeker, McLeod, Mille 
Lacs, Pine, Sherburne, Wright 


Senior Service 
America, Inc. 
SSA) National 


Subgrantee 


EAST SIDE 
NEIGHBORHOOD 


SERVICE, INC. 
Minneapolis 175 Hennepin 


Senior Service 
America, Inc. 
SSA) National 


Subgrantee 


ELDERCIRCLE Grand 
Rapids 27 Cook, Itasca, Koochiching, Lake, 


St. Louis 


MN Subgrantee 
& EW National 


Subgrantee 


EXPERIENCE 
WORKS, INC. Alexandria 60 State/471 


National 


Becker, Beltrami, Benton, Big 
Stone, Cass, Carver, Chippewa, 
Clay, Clearwater, Crow Wing, 


Dakota, Dodge, Douglas, Fillmore, 
Freeborn, Goodhue, Grant, 


Hennepin, Houston, Hubbard, 







Subgrantee Organization Location Authorized 
Positions County(s) Served 


STATE 
Sponsor 


STATE OF 
MINNESOTA 


DEPARTMENT OF 
EMPLOYMENT AND 


ECONOMIC 
DEVELOPMENT 


St. Paul 211 86 Counties Statewide 


Kandiyohi, Kittson, Lac Qui Parle, 
Le Seuer, Lincoln, Lyon, 


Mahnomen, Marshall, Morrison, 
Mower, Norman, Olmsted, Otter 


Tail, Pennington, Polk, Pope, 
Ramsey, Redwood, Renville, Rice, 


Roseau, Sibley, Stearns, Steele, 
Stevens, Swift, Todd, Traverse, 


Wabasha, Wadena, Waseca, 
Washington, Wilkin, Winona, 


Yellow Medicine. 


NICOA 
National 


Subgrantee 


NATIONAL INDIAN 
COUNCIL ON AGING Minneapolis 34 in 


Minnesota 


Becker, Beltrami, Cass, 
Clearwater, Hennepin, Mahnomen, 


Ramsey, St. Louis 


3. Describe any current slot imbalances and proposed steps to correct inequities 
to achieve equitable distribution. 
There are no current slot imbalances. If a SCSEP provider desires additional state slots, new state 
slots, or to renegotiate the number of state slots, a Request for Proposal (RFP) process may need 
to happen to judge the process fairly.  


4. Explain the State’s long-term strategy for achieving an equitable distribution of 
SCSEP positions within the State that: 
A. moves positions from over-served to underserved locations within the State in compliance 
with 20 CFR 641.365. 


The state continues to develop cooperative and coordinative relationships among State 
administered SCSEP, program operators and national sponsors. The state and national sponsors 
have made every effort to correct any equitable distribution slot imbalances. At the State level, 
cooperative relationships have been developed with all Title V national sponsors operating in 
Minnesota. This includes Experience Works, Senior Service of America and the National Indian 
Council on Aging.  


Regular meetings and telephone conversations are held to discuss mutual concerns, develop an 
equitable distribution plan and take into consideration all factors that may impede the equitable 







distribution of slots. Activities are also coordinated with the State Board on Aging, Job Service 
and WIOA administrators. In all cases, additional slots will be allocated to underserved counties 
of the state. By the same token, any slot reductions will come from over—served counties of the 
state.  


Minnesota does not have an imbalance of slots at this time. If an imbalance does occur, the state 
will negotiate with counties impacted by the imbalance and transfer slots from one to another to 
ensure the Equitable Distribution Table remains accurate.  


B. equitably serves both rural and urban areas. 


Minnesota positions subgrantees in locations to target rural areas and those specific urban areas 
with high unemployment rates, where most of Experience Works and other sub—grantee SCSEP 
positions are now concentrated. In general, rural areas have higher unemployment than any other 
areas other than inner cities, and competition for available jobs is more intense. Without up—to—
date in—demand skills, an older, disadvantaged job seeker is unlikely to find work, and often 
these training and support services cannot be fully provided by host agencies or without cost from 
other community resources.  


Minnesota will expand training with the small businesses that are the primary private sector 
employers of SCSEP participants. Over the last decade, small businesses have generated 60 to 80 
percent of net new jobs annually. In many areas, small businesses may be the only source of jobs 
for job seekers, particularly when those workers are low—income and elderly. Working with 
small business employers in the rural and urban area to provide training has proven a successful 
placement model.  


In addition, transportation is a major problem for many rural participants, particularly for those in 
rural areas who do not have cars. More support service dollars will expand staff ability to work 
with community partners to address this problem.  


C. serves individuals afforded priority for service under 20 CFR 641.520. (20 CFR 
641.302(a), 641.365, 641.520) 


SCSEP sub—grantees provided priority and special consideration is extended to individuals with 
incomes below the poverty level, those with greatest social and/or economic need, eligible 
minorities, limited English speakers, Native Americans and Veterans, at least in proportion to 
their numbers in the state and by taking into consideration their rates of poverty and 
unemployment. SCSEP sub—grantees are monitored at least annually to ensure program 
participation by those individuals with priority needs.  


Minnesota ensures that SCSEP opportunities are spread across cultural, racial, gender and 
geographic boundaries. Minnesota seeks enrollees with ethnic diversity and limited English 
proficiency by working with the Community Connectors who provide these populations with 
translation services and program information to meet their economic needs. Some provide 
program information by supplying brochures in Spanish, Somali, Hmong, Vietnamese, Lao, 
Arabic, Russian and English to the Workforce Centers, the Veteran’s Office and each county 
Family Services Office.  


Minnesotans’ have access to the language line and a contract with qualified interpreters services. 
We provide SCSEP information in diverse forms such as palm cards, and brochures in languages 
other than English. We also take referrals from other departments within their own agencies 







(sub—grantees). We display SCSEP posters or brochures at food shelves, senior apartment 
complexes, senior dining centers and grocery stores. We include this information on agencies’ 
resources listings and brochures.  


All current sub—grantees employ outreach staff who assist locating individuals who are most—
in—need of SCSEP services, and the identification of minority participants eligible for the 
program. In addition, referrals are expected to introduce many prospective participants to the 
program. Referral sources, which may include County Social Services, Vocational Rehabilitation, 
Job Service/State Employment Service, Senior Citizens Centers/Groups, Area Agencies on 
Aging, WIOA programs, community—based organizations, and Minnesota’s Workforce Centers, 
have been developed and will be continued through staff contact.  


5. Provide the ratio of eligible individuals in each service area to the total eligible 
population in the State. (20 CFR 641.325(a)) 
The ratio of eligible individuals in each of the service areas to the total eligible population in 
Minnesota in determined by the job demand relative to current employment levels and the ratio of 
available claimants to job vacancies, serve as indicator to possible occupationally associated skill 
gaps and their level of demand. The table in VII.c.1 gives a snapshot of what is happening for 
each of the counties in Minnesota.  


The total number of older adults (age 55-plus is anticipated to double between 2010 and 2030, 
rising to 1.3 million. By then, more than one in five Minnesotans will be an older adult.  


Currently, one in seven Minnesotans age 65 and older lives in poverty and over half of them 
(38,463 are women. While the labor force participation rate of men age 55-plus will continue to 
exceed that of women during the current decade, most of the increases in labor force participant 
of this age group will come from women.  


Counties Ratio Population 55+ Total Population by County 


Aitkin County, MN 49% 7,618 15,702 


Anoka County, MN 26% 88,853 344,151 


Becker County, MN 35% 11,606 33,386 


Beltrami County, MN 27% 12,460 45,672 


Benton County, MN 26% 10,281 39,710 


Big Stone County, MN 42% 2,133 5,040 


Blue Earth County, MN 24% 15,982 65.787 


Brown County, MN 35% 8,896 25,313 


Carlton County, MN 31% 11,015 35,569 







Counties Ratio Population 55+ Total Population by County 


Carver County, MN 23% 22,546 98,741 


Cass County, MN 41% 11,770 28,706 


Chippewa County, MN 35% 4,196 12,109 


Chisago County, MN 28% 15,207 54,293 


Clay County, MN 24% 14,859 62,324 


Clearwater County, MN 34% 3,006 8,803 


Cook County, MN 45% 2,361 5,194 


Cottonwood County, MN 37% 4,251 11,549 


Crow Wing County, MN 36% 22,899 63,428 


Dakota County, MN 26% 107,328 414,686 


Dodge County, MN 26% 5,332 20,364 


Douglas County, MN 37% 13,677 37,075 


Faribault County, MN 39% 5,428 14,050 


Fillmore County, MN 35% 7,360 20,834 


Freeborn County, MN 37% 11,215 30,613 


Goodhue County, MN 34% 15,765 46,435 


Grant County, MN 38% 2,261 5,903 


Hennepin County, MN 26% 312,339 1,223,149 


Houston County, MN 36% 6,828 18,773 


Hubbard County, MN 41% 8,373 20,655 


Isanti County, MN 29% 11,020 38,429 


Itasca County, MN 38% 17,401 45,435 


Jackson County, MN 36% 3,653 10,079 


Kanabec County, MN 35% 5,607 15,837 


Kandiyohi County, MN 32% 13,757 42,542 


Kittson County, MN 40% 1,764 4,424 


Koochiching County, MN 40% 5,195 12,841 


Lac qui Parle County, MN 43% 2,926 6,856 







Counties Ratio Population 55+ Total Population by County 


Lake County, MN 43% 4,578 10,631 


Lake of the Woods County, MN 42% 1,663 3,923 


Le Sueur County, MN 30% 8,424 27,663 


Lincoln County, MN 39% 2,268 5,771 


Lyon County, MN 27% 7,034 25,673 


McLeod County, MN 31% 11,183 35,932 


Mahnomen County, MN 30% 1,650 5,457 


Marshall County, MN 35% 3,309 9,423 


Martin County, MN 38% 7,605 20,022 


Meeker County, MN 34% 7,750 23,102 


Mille Lacs County, MN 32% 8,224 25,788 


Morrison County, MN 33% 10,757 32,775 


Mower County, MN 31% 12,234 39,116 


Murray County, MN 40% 3,381 8,413 


Nicollet County, MN 27% 9,110 33,347 


Nobles County, MN 28% 6,124 21,770 


Norman County, MN 36% 2,404 6,678 


Olmsted County, MN 27% 41,376 151,436 


Otter Tail County, MN 39% 22,605 57,716 


Pennington County, MN 30% 4,320 14,219 


Pine County, MN 34% 9,931 29,069 


Pipestone County, MN 35% 3,210 9,271 


Polk County, MN 31% 9,827 31,533 


Pope County, MN 40% 4,385 11,041 


Ramsey County, MN 26% 138,175 538,133 


Red Lake County, MN 35% 1,403 4,055 


Redwood County, MN 35% 5,386 15,471 


Renville County, MN 36% 5,401 14,892 







Counties Ratio Population 55+ Total Population by County 


Rice County, MN 27% 17,730 65,400 


Rock County, MN 34% 3,280 9,600 


Roseau County, MN 30% 4,793 15,770 


St. Louis County, MN 33% 66,169 200,431 


Scott County, MN 21% 29,274 141,660 


Sherburne County, MN 22% 20,044 91,705 


Sibley County, MN 32% 4,751 14,875 


Stearns County, MN 26% 39,810 154,708 


Steele County, MN 30% 10,935 36,755 


Stevens County, MN 28% 2,750 9,796 


Swift County, MN 37% 3,425 9,340 


Todd County, MN 35% 8,494 24.257 


Traverse County, MN 41% 1,393 3,401 


Wabasha County, MN 34% 7,320 21,239 


Wadena County, MN 35% 4,909 13,875 


Waseca County, MN 30% 5,789 18,989 


Washington County, MN 27% 67,860 251,597 


Watonwan County, MN 34% 3,700 10,952 


Wilkin County, MN 34% 2,158 6,396 


Winona County, MN 28% 14,496 50,885 


Wright County, MN 23% 30,147 131,311 


Yellow Medicine County, MN 35% 3,502 9,875 


TOTAL 28% 1,533,614 5,489,594 


6. Provide the relative distribution of eligible individuals who: 
Provide the relative distribution of eligible individuals who: 


A. Reside in urban and rural areas within the State 


Minnesota positions subgrantees in those areas to target rural areas and those specific urban areas 
with high unemployment rates, where most of Experience Works and other sub-grantee SCSEP 







positions are now concentrated. In general, rural areas have higher unemployment than any other 
areas other than inner cities, and competition for available jobs is more intense. Without up-to-
date in-demand skills, an older, disadvantaged job seeker is unlikely to find work, and often these 
training/support services cannot be fully provided by host agencies or without cost from other 
community resources. The overall current distribution of urban and rural older workers is 65% 
and 35%, respectively. The SCSEP distribution of this factor will be provided to the Regional 
FPO within 30 days.  


B. Have the greatest economic need 


Minnesota’s overall poverty rate was 11.5% in 2014, statistically unchanged from the prior year. 
About 611,000 Minnesotans, including 189,000 children under 18 and 56,000 older adults (65+), 
lived in households with annual income below the federal poverty threshold (about $24,200 for a 
family of four) in 2014. Despite growth in their rates of employment, data for some populations 
of color continued to show widespread economic insecurity. More than 4 in 10 Black and 
American Indian children in Minnesota lived in poverty in 2014, as well as 3 in 10 Hispanic 
children.  


The table below also fits into the eligible population who are in these categories that could 
reasonably be said to correlate with potential for having the greatest economic need. Data is from 
2014 or 2015, depending upon the characteristic. This data is only available for the counties with 
an MSA. The SCSEP distribution of this factor will be provided to the Regional FPO within 30 
days. DEED will work toward expanding our capacity to assess minority characteristics in the 
future, working with service providers and the local workforce development boards to survey and 
gather information in communities that have higher levels of minority older workers. This 
information will support the on-going development of career pathways and sector partnerships, 
thus providing inclusion of older workers.  


County Number Below Poverty Share Below Poverty 


000 — Rural Counties 26,163 10.2% 


003 — Anoka 4,415 5.7% 


037 — Dakota 5,728 6.1% 


053 — Hennepin 29,355 10.3% 


109 — Olmsted 2,527 6.8% 


123 — Ramsey 14,538 11.3% 


137 — St. Louis 2,825 11.6% 


145 — Stearns 2,660 11.5% 


163 — Washington 3,319 5.6% 







County Number Below Poverty Share Below Poverty 


171 - Wright 1,409 8.5% 


TOTAL 92,939 9.3% 


C. Are minorities 


In order to ensure equitable participation of minorities, subgrantees such as the Minneapolis 
Urban League, Minnesota Chippewa Tribe, and the National Indian Council on Aging work in the 
geographic areas having the highest percentage of minority populations. This data is only 
available for counties with MSAs. The SCSEP distribution of this factor will be provided to the 
Regional FPO within 30 days. DEED will work toward expanding our capacity to assess minority 
characteristics in the future, working with service providers and the local workforce development 
boards to survey and gather information in communities that have higher levels of minority older 
workers. This information will support the on-going development of career pathways and sector 
partnerships, thus providing inclusion of older workers. 


County minority white  Share minority 


000 — all other counties 5,674 250,595 256,269 2.2% 


003 — Anoka 3,763 73,921 77,684 4.8% 


037 — Dakota 4,723 89,685 94,408 5.0% 


053 — Hennepin 30,261 254,474 284,735 10.6% 


109 — Olmsted 1,944 35,084 37,028 5.3% 


123 — Ramsey 14,994 113,238 128,232 11.7% 


137 — St. Louis 509 23,822 24,331 2.1% 


145 — Stearns 1,002 22,068 23,070 4.3% 


163 — Washington 2,135 57,178 59,313 3.6% 


171 - Wright 121 16,455 16,576 0.7% 


TOTAL 65,126 936,520 1,001,646 6.5% 


D. Are limited English proficient. 


Minnesota has the Office of Diversity and Equal Opportunity that SCSEP taps into that has a 
whole division devoted to LEP and regulations. One of the purposes of this division is to ensure 
that DEED and Minnesota as a whole communicates effectively with LEP individuals so that 







DEED customers have meaningful access to program information and services. The site is located 
at https://apps.deed.state.mn.us/assets/policies/PDF/lepplan.pdf  


The 2013 Total Population was 5,074,000; the LEP populations was 211,500; the LEP share of 
population was 4.2%; and the State share of total LEP population was .8%.  


Minnesota has one of the highest proportion of refugees (to total legal immigrants) compared to 
any other state. The English Language Learners (ELL) population in Minnesota has increased 130 
percent in the past decade, more than twice the national average. The State has communicated the 
obligation of recipients (including local workforce development areas [WDAs], WorkForce 
Centers, and service providers) to make efforts, including outreach, to broaden the composition of 
the pool of those considered services to include members of both sexes of the various racial and 
ethnic groups, as well as individuals with disabilities. DEED is currently developing a Limited 
English Proficiency Plan which will cover all DEED programs. LWDBs identify in their 
integrated local plans for WIOA:  


• Priority groups or special populations targeted locally  


• How WIOA Adult and Dislocated Workers programs and the Senior Community 
Services Employment program (SCSEP) implement priority of service  


• Criteria for being a member of a priority group (and services the priority groups receive 
preference for)  


• How the LWDBs measures their progress in meeting the local goals of serving special 
targeted populations Staff training is provided to: 


• Designated equal opportunity officers (EOOs) at the local level. DEED staff are 
also available to consult with EOOs 


• Staff at the local WorkForce Centers 


• SCSEP providers State monitors evaluate whether a WSA is meeting the needs of 
the targeted special populations as designated under the integrated local plan for 
WIA. 


Many WSAs provide targeted information through local immigrant community resources. The 
Hmong are the fastest- growing minority population in the Minneapolis/St. Paul Metropolitan 
Area. New immigrants face significant language and other cultural barriers. The Minneapolis/St. 
Paul Metropolitan Area offers bilingual staff to support the services targeted to this population. 
Minnesota’s WIOA Incentive Grant will achieve three goals: 


• Increase the number of ELL and incumbent workers who receive workplace training and 
increase the productivity and value of those workers to their employers 


• Promote and expand the use of contextual occupational English learning models 


• Strengthen relationships among local and State stakeholders to collectively serve 
businesses and workers more efficiently with other available public and private funds 
WIOA Incentive Grant funds will be used to deliver ELL and skill training services to 
incumbent workers through local service providers who have developed an integrated 
service plan for their region. 







The UI poster and the UI teleclaim phone system are available in Spanish, Somali, and Hmong. 
Youth with limited English skills are often referred to WIA Youth programs through community 
education programs. The community services staff maintains a contract with interpreter services 
(phone-based and in-person). Often, the parents of WIOA-eligible youth need interpreter services. 
Dislocated workers who are identified as limited English-speaking receive Dislocated Worker 
program (DWP) services from DWP service providers either by way of bilingual staff, hiring of 
interpreters, and contract services with agencies that can communicate in the individual’s native 
language. For example, Lao Family Services in St. Paul is currently under contract with Ramsey 
County Workforce Solutions to provide a full array of DWP services. Anthony will double check 
this statement. English as a second language (ESL) training is also provided through Adult Basic 
Education (ABE) programs in conjunction with DWP service providers when applicable. 


This data element is not available at the level requested. The SCSEP distribution of this factor 
will be provided to the Regional FPO within 30 days. DEED will work toward enhancing the 
available data through our work with the sub-grantees and the local workforce development 
boards. Understanding this data at a regional level will impact career pathway strategies and the 
sector partnerships.  


Share with limited English proficiency 


County 
Does not 


speak 
English 


Yes, speaks 
only English 


Yes, 
speaks 


very well 


Yes, 
speaks 


well 


Yes, but 
not well Total 


Share with limited 
English 


proficiency 


000 — all other 
counties 648 245,918 7,112 1,228 1,363 256,269 0.78% 


003 — Anoka 567 73,061 2,247 1,009 800 77,684 1.76% 


037 — Dakota 619 88,914 3,067 832 976 94,408 1.69% 


053 — 
Hennepin 3,498 259,256 11,353 4,483 6,145 284,735 3.39% 


109 — 
Olmsted 215 34,523 1,503 354 433 37,028 1.75% 


123 — Ramsey 2,882 114,265 5,205 2,296 3,584 128,232 5.04% 


137 — St. 
Louis 0 23,315 895 121 0 24,331 0.00% 


145 — Stearns 52 22,096 730 120 72 23,070 0.54% 


163 — 
Washington 550 56,090 1,773 517 383 59,313 1.57% 


171 - Wright 0 16,354 196 26 0 16,576 0.00% 







County 
Does not 


speak 
English 


Yes, speaks 
only English 


Yes, 
speaks 


very well 


Yes, 
speaks 


well 


Yes, but 
not well Total 


Share with limited 
English 


proficiency 


TOTAL 9,031 933,792 34,081 10,986 13,756 1,001,646 2.27% 


E. Have the greatest social need. (20 CFR 641.325(b)) 


In order to ensure equitable participation of minorities, subgrantees such as the Minneapolis 
Urban League, Minnesota Chippewa Tribe, and the National Indian Council on Aging work in the 
geographic areas having the highest percentage of minority populations. Within all enrollment 
priorities, persons with poor employment prospects are given preference. All applicants are 
required to complete an application/intake form which is processed for completeness and 
probable veracity by the subsponsors. Applications needing to be returned for additional or 
clarifying information are returned by mail, or staff delivery in those cases where one-to-one 
contact is needed. All applicants are notified of the eligibility determination made regarding their 
application within 30 days. Applicants who are determined ineligible are informed of the first step 
they may take in the grievance procedure to contest any unfavorable determination. Those 
ineligible are advised of alternative courses of action through WorkForce Centers and other local 
service providers.  


All subgrant program operators are instructed to ensure program services to eligible individuals 
with the greatest economic need and those with poor employment prospects. Priority and special 
consideration is given to those individuals who are identified as minorities, limited-English-
speaking, Indian, and veterans with poor employment prospects and the greatest social and/or 
economic need. Program operators will be monitored at least annually to ensure program 
participation by those individuals with those priority needs.  


These subgrantees have considerable experience in recruiting and providing services to low-
income minorities. Priorities for selection include:  


• Veterans and qualified spouses who meet the special consideration criteria  


• Eligible individuals with the greatest economic need  


• Eligible individuals who are 60-years of age or older  


• Eligible individuals who are limited-English-speaking, minority, and Indian  


The table below also fits into the eligible population who are in these categories that could 
reasonably be said to correlate with potential for greater social need. Data is from 2014 or 2015, 
depending upon the characteristic. This data is only available for counties with MSAs. The 
SCSEP distribution of this factor will be provided to the Regional FPO within 30 days. DEED 
will work toward expanding our capacity to assess minority characteristics in the future, working 
with service providers and the local workforce development boards to survey and gather 
information in communities that have higher levels of older workers. This information will 
support the on-going development of career pathways and sector partnerships, thus providing 
inclusion of older workers.  







Greatest Social Need as Ratios 
  


All Other Counties 26.5% 


Anoka 7.0% 


Dakota 7.8% 


Hennepin 23.8% 


Olmsted 5.2% 


Ramsey 19.3% 


Stearns 1.9% 


Washington 3.6% 


Wright 4.9% 


Totals 100.00% 


7. Describe the steps taken to avoid disruptions to service for participants to the 
greatest extent possible, when positions are redistributed, as provided in 20 CFR 
641.365; when new Census or other reliable data becomes available; or when 
there is over-enrollment for any other reason. (20 CFR 641.325(i), 641.302(b)) 
In the case of any transition of positions, Minnesota’s subgrantees will ensure clear 
communication and coordination with participants, host agencies, other grantees, and U.S. 
Department of Labor (USDOL). The Regional Federal Project Officer will be consulted and will 
subsequently approve any movements of positions. Minnesota will not initiate any movement or 
transfer of positions until all subgrantees, are notified. Through any transition process, Minnesota 
will ensure that participants are paid, and where possible, shifts will be gradual and ensure 
minimum disruption to the participants.  


SCSEP Assurances 
The State Plan must include assurances that where SCSEP is included in the Combined 
Workforce Plan, the State has established a written policy and procedure to obtain advice and 
recommendations on the State Plan from: 


Representatives of the State and area agencies on aging; Yes 


State and local boards under WIOA; Yes 


Public and private nonprofit agencies and organizations providing employment services, 
including each grantee operating a SCSEP project within the State, except as provided under 
section 506(a)(3) of OAA and 20 CFR 641.320(b); Yes 


Social service organizations providing services to older individuals; Yes 


Grantees under Title III of OAA; Yes 







Affected Communities; Yes 


Unemployed older individuals; Yes 


Community-based organizations serving older individuals; Yes 


Business organizations; and Yes 


Labor organizations. Yes 


State Comments on SCSEP Assurances 
Minnesota provided an extended comment period for public input and held 7 public listening 
sessions around the state and a special session of the State Board to hear public comment and 
gather input on the State Combined Plan.  


Reintegration of Ex-Offenders Program (RExO) 
Note:  Please note that the Department of Labor has updated the name of the RExO 
program.  This program is now the Reentry Employment Opportunities Program (REO). 


There are no program-specific state planning requirements for RExO.  If the state includes RExO 
in a Combined State Plan, the state must incorporate RExO in its responses to the common 
planning elements in sections II, III, IV, and V WIOA State Plan requirements instrument. 


Appendix 1. Performance Goals for the Core Programs 
Each State submitting a Unified or Combined Plan is required to identify expected levels of 
performance for each of the primary indicators of performance for the two years covered by the 
plan.  The State is required to reach agreement with the Secretary of Labor, in conjunction with 
the Secretary of Education on state adjusted levels of performance for the indicators for each of 
the two years of the plan.  States will only have one year of data available under the performance 
accountability system in Section 116 of the WIOA; therefore, the Departments will continue to 
use the transition authority under WIOA sec. 503(a) to designate certain primary indicators of 
performance as “baseline” indicators in the first plan submission.  A “baseline” indicator is one 
for which States will not propose an expected level of performance in the plan submission and 
will not come to agreement with the Departments on negotiated levels of 
performance.  “Baseline” indicators will not be used in the end of the year performance 
calculations and will not be used to determine failure to achieve adjusted levels of performance 
for purposes of sanctions.  The selection of primary indicators for the designation as a baseline 
indicator is made based on the likelihood of a state having adequate data on which to make a 
reasonable determination of an expected level of performance and such a designation will vary 
across core programs.  


States are expected to collect and report on all indicators, including those that that have been 
designated as “baseline”.  The actual performance data reported by States for indicators 
designated as “baseline” in the first two years of the Unified or Combined Plan will serve as 
baseline data in future years.  







Each core program must submit an expected level of performance for each indicator, except for 
those indicators that are listed as “baseline” indicators below.  


For this Plan, the Departments will work with States during the negotiation process to establish 
the negotiated levels of performance for each of the primary indicators for the core programs. 


Baseline Indicators for the First Two Years of the Plan 


Title I programs (Adult, Dislocated Workers, and Youth): 


• Measurable Skill Gains 
• Effectiveness in Serving Employers 


Title II programs (Adult Education): 


• Employment in the 2nd quarter 
• Employment in the 4th quarter 
• Median Earnings 
• Credential Attainment 
• Effectiveness in Serving Employers 


Title III programs (Wagner-Peyser): 


• Effectiveness in Serving Employers 


Title IV programs (Vocational Rehabilitation): 


• Employment in the 2nd quarter 
• Employment in the 4th quarter 
• Median Earnings 
• Credential Attainment 
• Measurable Skill Gains 
• Effectiveness in Serving Employers 


States may identify additional indicators in the State plan, including additional approaches to 
measuring Effectiveness in Serving Employers, and may establish levels of performance for each 
of the State indicators. Please identify any such State indicators under Additional Indicators of 
Performance. 


Table 1. Employment (Second Quarter after Exit) 







Program PY 2018 Expected 
Level 


PY 2018 Negotiated 
Level 


PY 2019 Expected 
Level 


PY 2019 Negotiated 
Level 


Adults 82.10 Baseline 82.10 Baseline 


Dislocated Workers 82.90 Baseline 82.90 Baseline 


Youth 64.30 Baseline 64.30 Baseline 


Adult Education Baseline Baseline Baseline Baseline 


Wagner-Peyser 77.70 Baseline 77.70 Baseline 


Vocational 
Rehabilitation Baseline Baseline Baseline Baseline 


User remarks on Table 1 


Baseline years for Adult Education and Vocational Rehabilitation. Negotiations will happen in 
May 


Table 2. Employment (Fourth Quarter after Exit) 


Program PY 2018 Expected 
Level 


PY 2018 Negotiated 
Level 


PY 2019 Expected 
Level 


PY 2019 Negotiated 
Level 


Adults 71.00 Baseline 71.00 Baseline 


Dislocated Workers 78.60 Baseline 78.60 Baseline 







Youth 62.50 Baseline 62.50 Baseline 


Adult Education Baseline Baseline Baseline Baseline 


Wagner-Peyser 71.90 Baseline 71.90 Baseline 


Vocational 
Rehabilitation Baseline Baseline Baseline Baseline 


User remarks on Table 2 


Baseline years for Adult Education and Vocational Rehabilitation. Negotiations will happen in 
May. 


Table 3. Median Earnings (Second Quarter after Exit) 


Program PY 2018 Expected 
Level 


PY 2018 Negotiated 
Level 


PY 2019 Expected 
Level 


PY 2019 Negotiated 
Level 


Adults 6,350.00 Baseline 6,350.00 Baseline 


Dislocated Workers 8,710.00 Baseline 8,710.00 Baseline 


Youth Baseline Baseline Baseline Baseline 


Adult Education Baseline Baseline Baseline Baseline 


Wagner-Peyser 4,203.00 Baseline 4,203.00 Baseline 







Vocational 
Rehabilitation Baseline Baseline Baseline Baseline 


User remarks on Table 3 


Baseline years for Youth, Adult Education and Vocational Rehabilitation. Negotiations will 
happen in May. 


Table 4. Credential Attainment Rate 


Program PY 2018 Expected 
Level 


PY 2018 Negotiated 
Level 


PY 2019 Expected 
Level 


PY 2019 Negotiated 
Level 


Adults 70.90 Baseline 70.90 Baseline 


Dislocated Workers 81.40 0.00 81.40 Baseline 


Youth 47.40 Baseline 47.40 Baseline 


Adult Education Baseline Baseline Baseline Baseline 


Wagner-Peyser n/a n/a n/a n/a 


Vocational 
Rehabilitation Baseline Baseline Baseline Baseline 


User remarks on Table 4 


Baseline years for Adult Education and Vocational Rehabilitation. Negotiations will happen in 
May. 


Table 5. Measureable Skill Gains 







Program PY 2018 Expected 
Level 


PY 2018 Negotiated 
Level 


PY 2019 Expected 
Level 


PY 2019 Negotiated 
Level 


Adults Baseline Baseline Baseline Baseline 


Dislocated Workers Baseline Baseline Baseline Baseline 


Youth Baseline Baseline Baseline Baseline 


Adult Education 40.00 40.00 41.00 41.00 


Wagner-Peyser n/a n/a n/a n/a 


Vocational 
Rehabilitation Baseline Baseline Baseline Baseline 


User remarks on Table 5 


Baseline years for Adult, Dislocated Worker, Youth and Vocational Rehabilitation. 


Table 6. Effectiveness in Serving Employers 


Measure PY 2018 
Expected Level 


PY 2018 
Negotiated Level 


PY 2019 
Expected Level 


PY 2019 
Negotiated Level 


Line 1 (enter the measure 
information in the comments 


below) 
Baseline Baseline Baseline Baseline 


Line 2 Baseline Baseline Baseline Baseline 







Line 3 Baseline Baseline Baseline Baseline 


Line 4 Baseline Baseline Baseline Baseline 


Line 5 Baseline Baseline Baseline Baseline 


Line 6 Baseline Baseline Baseline Baseline 


User remarks on Table 6 


Baseline years for Effectiveness in Serving Employers. Measures will include: 


1. Employer Information and Support Services 


2. Workforce Recruitment Assistance 


3. Strategic Planning/Economic Development 


4. Untapped Labor Pools 


5. Training Services 


6. Rapid Response/Planning Layoff 


Table 7. Additional Indicators of Performance 


Measure PY 2018 Expected 
Level 


PY 2018 Negotiated 
Level 


PY 2019 Expected 
Level 


PY 2019 Negotiated 
Level 


     
User remarks on Table 7 


Appendix 2. Other State Attachments (Optional) 
SEPTEMBER 1, 2016  


The Minnesota State Combined Plan for WIOA has been updated per the letter issued by the 
USDOL on July 1, 2016, with the following comments to the USDOL:  


1. 1 - The modification to the Minnesota State Combined Plan for WIOA has not completed 
a 30 day public comment period. The comment period ends on September 10, 2016.  


2. 2 - The Minnesota State Combined Plan for WIOA has not been approved by the 
Governor’s Workforce Development Board. This is scheduled for September 14, 2016.  







3. 3 - There were issues with the deficiencies cited for the Carl Perkins portion of the plan. - 
A site monitoring visit in July resulted in a few modifications to the CP plan, but was 
determined not significant enough to warrant public comment by OCTE. - The 
deficiencies cited in the letter could not be traced back to actual plan requirements, 
reading more like direct comments and conflicted with OCTE directives provided to the 
State of Minnesota. The Carl Perkins plan has been approved by OCTE and a 
modification to current responses in the Minnesota State Combined Plan for WIOA will 
not occur until reauthorization this fall.  


We do want to thank the Chicago office for assistance in completing this phase of developing our 
modifications to our State Plan. If further action is required, we will be requesting more specific 
technical assistance to complete the remaining deficiencies.  
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		Wagner-Peyser Assurances
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		Special Rule
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		Section 427 of the General Education Provisions Act (GEPA )
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		b. Request for Waiver of Statewideness

		1. a local public agency will provide the non-Federal share of costs associated with the services to be provided in accordance with the waiver request;

		2. the designated State unit will approve each proposed service before it is put into effect; and

		3. All State plan requirements will apply



		c. Cooperative Agreements with Agencies Not Carrying Out Activities Under the Statewide Workforce Development System.

		1. Federal, State, and local agencies and programs;

		2. State programs carried out under section 4 of the Assistive Technology Act of 1998;

		3. Programs carried out by the Under Secretary for Rural Development of the United States Department of Agriculture;

		4. Noneducational agencies serving out-of-school youth; and

		5. State use contracting programs.



		d. Coordination with Education Officials

		1. DSU's plans

		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;

		B. transition planning by personnel of the designated State agency and educational agency that facilitates the development and implementation of their individualized education programs;

		C. roles and responsibilities, including financial responsibilities, of each agency, including provisions for determining State lead agencies and qualified personnel responsible for transition services;

		D. procedures for outreach to and identification of students with disabilities who need transition services.
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		g. Coordination with Employers

		1. VR services; and

		2. transition services, including pre-employment transition services, for students and youth with disabilities.



		h. Interagency Cooperation

		1. the State Medicaid plan under title XIX of the Social Security Act;

		2. the State agency responsible for providing services for individuals with developmental disabilities; and

		3. the State agency responsible for providing mental health services.



		i. Comprehensive System of Personnel Development; Data System on Personnel and Personnel Development

		1. Data System on Personnel and Personnel Development

		A. Qualified Personnel Needs.

		B. Personnel Development



		2. Plan for Recruitment, Preparation and Retention of Qualified Personnel

		3. Personnel Standards

		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

		B. the establishment and maintenance of education and experience requirements, in accordance with section 101(a)(7)(B)(ii) of the Rehabilitation Act, to ensure that the personnel have a 21st century understanding of the evolving labor force and the ne...



		4. Staff Development.

		A. System of staff development

		B. Acquisition and dissemination of significant knowledge



		5. Personnel to Address Individual Communication Needs

		6. Coordination of Personnel Development Under the Individuals with Disabilities Education Act



		j. Statewide Assessment

		1. Provide an assessment of the rehabilitation needs of individuals with disabilities residing within the State, particularly the VR services needs of those:

		A. with the most significant disabilities, including their need for supported employment services;

		B. who are minorities;

		C. who have been unserved or underserved by the VR program;

		D. who have been served through other components of the statewide workforce development system; and

		E. who are youth with disabilities and students with disabilities, including, as appropriate, their need for pre-employment transition services or other transition services.



		2. Identify the need to establish, develop, or improve community rehabilitation programs within the State; and

		3. Include an assessment of the needs of individuals with disabilities for transition career services and pre-employment transition services, and the extent to which such services are coordinated with transition services provided under the Individuals...



		k. Annual Estimates

		1. The number of individuals in the State who are eligible for services;

		2. The number of eligible individuals who will receive services under:

		A. The VR Program;

		B. The Supported Employment Program; and

		C. each priority category, if under an order of selection;



		3. The number of individuals who are eligible for VR services, but are not receiving such services due to an order of selection; and

		4. The cost of services for the number of individuals estimated to be eligible for services. If under an order of selection, identify the cost of services for each priority category.



		l. State Goals and Priorities

		1. Identify if the goals and priorities were jointly developed

		2. Identify the goals and priorities in carrying out the VR and Supported Employment programs.

		3. Ensure that the goals and priorities are based on an analysis of the following areas:

		A. The most recent comprehensive statewide assessment, including any updates;

		B. the State's performance under the performance accountability measures of section 116 of WIOA; and

		C. other available information on the operation and effectiveness of the VR program, including any reports received from the State Rehabilitation Council and findings and recommendations from monitoring activities conducted under section 107.





		m. Order of Selection

		1. Whether the designated State unit will implement and order of selection. If so, describe:

		A. The order to be followed in selecting eligible individuals to be provided VR services.

		B. The justification for the order.

		C. The service and outcome goals.

		D. The time within which these goals may be achieved for individuals in each priority category within the order.

		E. How individuals with the most significant disabilities are selected for services before all other individuals with disabilities; and



		2. If the designated State unit has elected to serve eligible individuals, regardless of any established order of selection, who require specific services or equipment to maintain employment.



		n. Goals and Plans for Distribution of title VI Funds.

		1. Specify the State's goals and priorities for funds received under section 603 of the Rehabilitation Act for the provision of supported employment services.

		2. Describe the activities to be conducted, with funds reserved pursuant to section 603(d), for youth with the most significant disabilities, including:

		A. the provision of extended services for a period not to exceed 4 years; and

		B. how the State will leverage other public and private funds to increase resources for extended services and expanded supported employment opportunities for youth with the most significant disabilities.





		o. State's Strategies

		1. The methods to be used to expand and improve services to individuals with disabilities.

		2. How a broad range of assistive technology services and devices will be provided to individuals with disabilities at each stage of the rehabilitation process and on a statewide basis.

		3. The outreach procedures that will be used to identify and serve individuals with disabilities who are minorities, including those with the most significant disabilities, as well as those who have been unserved or underserved by the VR program.

		4. The methods to be used to improve and expand VR services for students with disabilities, including the coordination of services designed to facilitate the transition of such students from school to postsecondary life (including the receipt of VR se...

		5. If applicable, plans for establishing, developing, or improving community rehabilitation programs within the State.

		6. Strategies to improve the performance of the State with respect to the performance accountability measures under section 116 of WIOA.

		7. Strategies for assisting other components of the statewide workforce development system in assisting individuals with disabilities.

		8. How the agency's strategies will be used to:

		A. achieve goals and priorities by the State, consistent with the comprehensive needs assessment;

		B. support innovation and expansion activities; and

		C. overcome identified barriers relating to equitable access to and participation of individuals with disabilities in the State VR Services Program and the State Supported Employment Services Program.





		p. Evaluation and Reports of Progress: VR and Supported Employment Goals

		1. An evaluation of the extent to which the VR program goals described in the approved VR services portion of the Unified or Combined State Plan for the most recently completed program year were achieved. The evaluation must:

		A. Identify the strategies that contributed to the achievement of the goals.

		B. Describe the factors that impeded the achievement of the goals and priorities.



		2. An evaluation of the extent to which the Supported Employment program goals described in the Supported Employment Supplement for the most recent program year were achieved. The evaluation must:

		A. Identify the strategies that contributed to the achievement of the goals.

		B. Describe the factors that impeded the achievement of the goals and priorities.



		3. The VR program's performance on the performance accountability indicators under section 116 of WIOA.

		4. How the funds reserved for innovation and expansion (I&E) activities were utilized.



		q. Quality, Scope, and Extent of Supported Employment Services.

		1. The quality, scope, and extent of supported employment services to be provided to individuals with the most significant disabilities, including youth with the most significant disabilities.

		2. The timing of transition to extended services.



		Certifications

		Footnotes

		Additional Comments on the Certifications from the State



		Certification Regarding Lobbying — Vocational Rehabilitation

		Statement for Loan Guarantees and Loan Insurance



		Certification Regarding Lobbying — Supported Employment

		Statement for Loan Guarantees and Loan Insurance



		Assurances

		1. Public Comment on Policies and Procedures:

		2. Submission of the VR services portion of the Unified or Combined State Plan and Its Supplement:

		3. Administration of the VR services portion of the Unified or Combined State Plan:

		a. the establishment of the designated State agency and designated State unit, as required by section 101(a)(2) of the Rehabilitation Act.

		b. the establishment of either a State independent commission or State Rehabilitation Council, as required by section 101(a)(21) of the Rehabilitation Act.

		c. consultations regarding the administration of the VR services portion of the Unified or Combined State Plan, in accordance with section 101(a)(16)(B) of the Rehabilitation Act.

		d. the financial participation by the State, or if the State so elects, by the State and local agencies, to provide the amount of the non-Federal share of the cost of carrying out the VR program in accordance with section 101(a)(3).

		e. the local administration of the VR services portion of the Unified or Combined State Plan, in accordance with section 101(a)(2)(A) of the Rehabilitation Act.

		f. the shared funding and administration of joint programs, in accordance with section 101(a)(2)(A)(ii) of the Rehabilitation Act.

		g. statewideness and waivers of statewideness requirements, as set forth in section 101(a)(4) of the Rehabilitation Act.

		h. the descriptions for cooperation, collaboration, and coordination, as required by sections 101(a)(11) and (24)(B); and 606(b) of the Rehabilitation Act.

		i. all required methods of administration, as required by section 101(a)(6) of the Rehabilitation Act .

		j. the requirements for the comprehensive system of personnel development, as set forth in section 101(a)(7) of the Rehabilitation Act.

		k. the compilation and submission to the Commissioner of statewide assessments, estimates, State goals and priorities, strategies, and progress reports, as appropriate, and as required by sections 101(a)(15), 105(c)(2), and 606(b)(8) of the Rehabilita...

		l. the reservation and use of a portion of the funds allotted to the State under section 110 of the Rehabilitation Act for the development and implementation of innovative approaches to expand and improve the provision of VR services to individuals wi...

		m. the submission of reports as required by section 101(a)(10) of the Rehabilitation Act.



		4. Administration of the Provision of VR Services:

		a. comply with all requirements regarding information and referral services in accordance with sections 101(a)(5)(D) and (20) of the Rehabilitation Act.

		b. impose no duration of residence requirement as part of determining an individual’s eligibility for VR services or that excludes from services under the plan any individual who is present in the State in accordance with section 101(a)(12) of the Reh...

		c. provide the full range of services listed in section 103(a) of the Rehabilitation Act as appropriate, to all eligible individuals with disabilities in the State who apply for services in accordance with section 101(a)(5) of the Rehabilitation Act?

		d. determine whether comparable services and benefits are available to the individual in accordance with section 101(a)(8) of the Rehabilitation Act.

		e. comply with the requirements for the development of an individualized plan for employment in accordance with section 102(b) of the Rehabilitation Act.

		f. comply with requirements regarding the provisions of informed choice for all applicants and eligible individuals in accordance with section 102(d) of the Rehabilitation Act.

		g. provide vocational rehabilitation services to American Indians who are individuals with disabilities residing in the State, in accordance with section 101(a)(13) of the Rehabilitation Act.

		h. comply with the requirements for the conduct of semiannual or annual reviews, as appropriate, for individuals employed either in an extended employment setting in a community rehabilitation program or any other employment under section 14(c) of the...

		i. meet the requirements in sections 101(a)(17) and 103(b)(2) of the Rehabilitation Act if the State elects to construct, under special circumstances, facilities for community rehabilitation programs

		j. with respect to students with disabilities, the State,

		xviii. has developed and will implement,

		A. strategies to address the needs identified in the assessments; and

		B. strategies to achieve the goals and priorities identified by the State, to improve and expand vocational rehabilitation services for students with disabilities on a statewide basis; and

		xix. has developed and will implement strategies to provide pre-employment transition services (sections 101(a)(15) and 101(a)(25)).



		5. Program Administration for the Supported Employment Title VI Supplement:

		a. The designated State unit assures that it will include in the VR services portion of the Unified or Combined State Plan all information required by section 606 of the Rehabilitation Act.

		b. The designated State agency assures that it will submit reports in such form and in accordance with such procedures as the Commissioner may require and collects the information required by section 101(a)(10) of the Rehabilitation Act separately for...

		c. The designated state unit will coordinate activities with any other State agency that is functioning as an employment network under the Ticket to Work and Self-Sufficiency program under Section 1148 of the Social Security Act.



		6. Financial Administration of the Supported Employment Program:

		a. The designated State agency assures that it will expend no more than 2.5 percent of the State’s allotment under title VI for administrative costs of carrying out this program; and, the designated State agency or agencies will provide, directly or i...

		b. The designated State agency assures that it will use funds made available under title VI of the Rehabilitation Act only to provide supported employment services to individuals with the most significant disabilities, including extended services to y...



		7. Provision of Supported Employment Services:

		a. The designated State agency assures that it will provide supported employment services as defined in section 7(39) of the Rehabilitation Act.

		b. The designated State agency assures that:

		xx. the comprehensive assessment of individuals with significant disabilities conducted under section 102(b)(1) of the Rehabilitation Act and funded under title I of the Rehabilitation Act includes consideration of supported employment as an appropria...

		xxi. an individualized plan for employment that meets the requirements of section 102(b) of the Rehabilitation Act , which is developed and updated with title I funds, in accordance with sections 102(b)(3)(F) and 606(b)(6)(C) and (E) of the Rehabilita...



		Additional Comments on the Assurances from the State





		Program-Specific Requirements for Vocational Rehabilitation (Blind)

		a. Input of State Rehabilitation Council

		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, a...

		2. the Designated State unit's response to the Council’s input and recommendations; and

		3. the designated State unit’s explanations for rejecting any of the Council’s input or recommendations.



		b. Request for Waiver of Statewideness

		1. a local public agency will provide the non-Federal share of costs associated with the services to be provided in accordance with the waiver request;

		2. the designated State unit will approve each proposed service before it is put into effect; and

		3. All State plan requirements will apply



		c. Cooperative Agreements with Agencies Not Carrying Out Activities Under the Statewide Workforce Development System.

		1. Federal, State, and local agencies and programs;

		2. State programs carried out under section 4 of the Assistive Technology Act of 1998;

		3. Programs carried out by the Under Secretary for Rural Development of the United States Department of Agriculture;

		4. Noneducational agencies serving out-of-school youth; and

		5. State use contracting programs.



		d. Coordination with Education Officials

		1. DSU's plans

		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;

		B. transition planning by personnel of the designated State agency and educational agency that facilitates the development and implementation of their individualized education programs;

		C. roles and responsibilities, including financial responsibilities, of each agency, including provisions for determining State lead agencies and qualified personnel responsible for transition services;

		D. procedures for outreach to and identification of students with disabilities who need transition services.





		e. Cooperative Agreements with Private Nonprofit Organizations

		f. Arrangements and Cooperative Agreements for the Provision of Supported Employment Services

		g. Coordination with Employers

		1. VR services; and

		2. transition services, including pre-employment transition services, for students and youth with disabilities.



		h. Interagency Cooperation

		1. the State Medicaid plan under title XIX of the Social Security Act;

		2. the State agency responsible for providing services for individuals with developmental disabilities; and

		3. the State agency responsible for providing mental health services.



		i. Comprehensive System of Personnel Development; Data System on Personnel and Personnel Development

		1. Data System on Personnel and Personnel Development

		A. Qualified Personnel Needs.

		B. Personnel Development



		2. Plan for Recruitment, Preparation and Retention of Qualified Personnel

		3. Personnel Standards

		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

		B. the establishment and maintenance of education and experience requirements, in accordance with section 101(a)(7)(B)(ii) of the Rehabilitation Act, to ensure that the personnel have a 21st century understanding of the evolving labor force and the ne...



		4. Staff Development.

		A. System of staff development

		B. Acquisition and dissemination of significant knowledge



		5. Personnel to Address Individual Communication Needs

		6. Coordination of Personnel Development Under the Individuals with Disabilities Education Act



		j. Statewide Assessment

		1. Provide an assessment of the rehabilitation needs of individuals with disabilities residing within the State, particularly the VR services needs of those:

		A. with the most significant disabilities, including their need for supported employment services;

		B. who are minorities;

		C. who have been unserved or underserved by the VR program;

		D. who have been served through other components of the statewide workforce development system; and

		E. who are youth with disabilities and students with disabilities, including, as appropriate, their need for pre-employment transition services or other transition services.



		2. Identify the need to establish, develop, or improve community rehabilitation programs within the State; and

		3. Include an assessment of the needs of individuals with disabilities for transition career services and pre-employment transition services, and the extent to which such services are coordinated with transition services provided under the Individuals...



		k. Annual Estimates

		1. The number of individuals in the State who are eligible for services;

		2. The number of eligible individuals who will receive services under:

		A. The VR Program;

		B. The Supported Employment Program; and

		C. each priority category, if under an order of selection;



		3. The number of individuals who are eligible for VR services, but are not receiving such services due to an order of selection; and

		4. The cost of services for the number of individuals estimated to be eligible for services. If under an order of selection, identify the cost of services for each priority category.



		l. State Goals and Priorities

		1. Identify if the goals and priorities were jointly developed

		2. Identify the goals and priorities in carrying out the VR and Supported Employment programs.

		3. Ensure that the goals and priorities are based on an analysis of the following areas:

		A. The most recent comprehensive statewide assessment, including any updates;

		B. the State's performance under the performance accountability measures of section 116 of WIOA; and

		C. other available information on the operation and effectiveness of the VR program, including any reports received from the State Rehabilitation Council and findings and recommendations from monitoring activities conducted under section 107.





		m. Order of Selection

		1. Whether the designated State unit will implement and order of selection. If so, describe:

		A. The order to be followed in selecting eligible individuals to be provided VR services.

		B. The justification for the order.

		C. The service and outcome goals.

		D. The time within which these goals may be achieved for individuals in each priority category within the order.

		E. How individuals with the most significant disabilities are selected for services before all other individuals with disabilities; and



		2. If the designated State unit has elected to serve eligible individuals, regardless of any established order of selection, who require specific services or equipment to maintain employment.



		n. Goals and Plans for Distribution of title VI Funds.

		1. Specify the State's goals and priorities for funds received under section 603 of the Rehabilitation Act for the provision of supported employment services.

		2. Describe the activities to be conducted, with funds reserved pursuant to section 603(d), for youth with the most significant disabilities, including:

		A. the provision of extended services for a period not to exceed 4 years; and

		B. how the State will leverage other public and private funds to increase resources for extended services and expanded supported employment opportunities for youth with the most significant disabilities.





		o. State's Strategies

		1. The methods to be used to expand and improve services to individuals with disabilities.

		2. How a broad range of assistive technology services and devices will be provided to individuals with disabilities at each stage of the rehabilitation process and on a statewide basis.

		3. The outreach procedures that will be used to identify and serve individuals with disabilities who are minorities, including those with the most significant disabilities, as well as those who have been unserved or underserved by the VR program.

		4. The methods to be used to improve and expand VR services for students with disabilities, including the coordination of services designed to facilitate the transition of such students from school to postsecondary life (including the receipt of VR se...

		5. If applicable, plans for establishing, developing, or improving community rehabilitation programs within the State.

		6. Strategies to improve the performance of the State with respect to the performance accountability measures under section 116 of WIOA.

		7. Strategies for assisting other components of the statewide workforce development system in assisting individuals with disabilities.

		8. How the agency's strategies will be used to:

		A. achieve goals and priorities by the State, consistent with the comprehensive needs assessment;

		B. support innovation and expansion activities; and

		C. overcome identified barriers relating to equitable access to and participation of individuals with disabilities in the State VR Services Program and the State Supported Employment Services Program.





		p. Evaluation and Reports of Progress: VR and Supported Employment Goals

		1. An evaluation of the extent to which the VR program goals described in the approved VR services portion of the Unified or Combined State Plan for the most recently completed program year were achieved. The evaluation must:

		A. Identify the strategies that contributed to the achievement of the goals.

		B. Describe the factors that impeded the achievement of the goals and priorities.



		2. An evaluation of the extent to which the Supported Employment program goals described in the Supported Employment Supplement for the most recent program year were achieved. The evaluation must:

		A. Identify the strategies that contributed to the achievement of the goals.

		B. Describe the factors that impeded the achievement of the goals and priorities.



		3. The VR program's performance on the performance accountability indicators under section 116 of WIOA.

		4. How the funds reserved for innovation and expansion (I&E) activities were utilized.



		q. Quality, Scope, and Extent of Supported Employment Services.

		1. The quality, scope, and extent of supported employment services to be provided to individuals with the most significant disabilities, including youth with the most significant disabilities.

		2. The timing of transition to extended services.



		Certifications

		Footnotes

		Additional Comments on the Certifications from the State



		Certification Regarding Lobbying — Vocational Rehabilitation

		Statement for Loan Guarantees and Loan Insurance



		Certification Regarding Lobbying — Supported Employment

		Statement for Loan Guarantees and Loan Insurance



		Assurances

		1. Public Comment on Policies and Procedures:

		2. Submission of the VR services portion of the Unified or Combined State Plan and Its Supplement:

		3. Administration of the VR services portion of the Unified or Combined State Plan:

		a. the establishment of the designated State agency and designated State unit, as required by section 101(a)(2) of the Rehabilitation Act.

		b. the establishment of either a State independent commission or State Rehabilitation Council, as required by section 101(a)(21) of the Rehabilitation Act.

		c. consultations regarding the administration of the VR services portion of the Unified or Combined State Plan, in accordance with section 101(a)(16)(B) of the Rehabilitation Act.

		d. the financial participation by the State, or if the State so elects, by the State and local agencies, to provide the amount of the non-Federal share of the cost of carrying out the VR program in accordance with section 101(a)(3).

		e. the local administration of the VR services portion of the Unified or Combined State Plan, in accordance with section 101(a)(2)(A) of the Rehabilitation Act.

		f. the shared funding and administration of joint programs, in accordance with section 101(a)(2)(A)(ii) of the Rehabilitation Act.

		g. statewideness and waivers of statewideness requirements, as set forth in section 101(a)(4) of the Rehabilitation Act.

		h. the descriptions for cooperation, collaboration, and coordination, as required by sections 101(a)(11) and (24)(B); and 606(b) of the Rehabilitation Act.

		i. all required methods of administration, as required by section 101(a)(6) of the Rehabilitation Act .

		j. the requirements for the comprehensive system of personnel development, as set forth in section 101(a)(7) of the Rehabilitation Act.

		k. the compilation and submission to the Commissioner of statewide assessments, estimates, State goals and priorities, strategies, and progress reports, as appropriate, and as required by sections 101(a)(15), 105(c)(2), and 606(b)(8) of the Rehabilita...

		l. the reservation and use of a portion of the funds allotted to the State under section 110 of the Rehabilitation Act for the development and implementation of innovative approaches to expand and improve the provision of VR services to individuals wi...

		m. the submission of reports as required by section 101(a)(10) of the Rehabilitation Act.



		4. Administration of the Provision of VR Services:

		a. comply with all requirements regarding information and referral services in accordance with sections 101(a)(5)(D) and (20) of the Rehabilitation Act.

		b. impose no duration of residence requirement as part of determining an individual’s eligibility for VR services or that excludes from services under the plan any individual who is present in the State in accordance with section 101(a)(12) of the Reh...

		c. provide the full range of services listed in section 103(a) of the Rehabilitation Act as appropriate, to all eligible individuals with disabilities in the State who apply for services in accordance with section 101(a)(5) of the Rehabilitation Act?

		d. determine whether comparable services and benefits are available to the individual in accordance with section 101(a)(8) of the Rehabilitation Act.

		e. comply with the requirements for the development of an individualized plan for employment in accordance with section 102(b) of the Rehabilitation Act.

		f. comply with requirements regarding the provisions of informed choice for all applicants and eligible individuals in accordance with section 102(d) of the Rehabilitation Act.

		g. provide vocational rehabilitation services to American Indians who are individuals with disabilities residing in the State, in accordance with section 101(a)(13) of the Rehabilitation Act.

		h. comply with the requirements for the conduct of semiannual or annual reviews, as appropriate, for individuals employed either in an extended employment setting in a community rehabilitation program or any other employment under section 14(c) of the...

		i. meet the requirements in sections 101(a)(17) and 103(b)(2) of the Rehabilitation Act if the State elects to construct, under special circumstances, facilities for community rehabilitation programs

		j. with respect to students with disabilities, the State,

		xxii. has developed and will implement, strategies to address the needs identified in the assessments; and strategies to achieve the goals and priorities identified by the State, to improve and expand vocational rehabilitation services for students wi...

		xxiii. has developed and will implement strategies to provide pre-employment transition services (sections 101(a)(15) and 101(a)(25)).



		5. Program Administration for the Supported Employment Title VI Supplement:

		a. The designated State unit assures that it will include in the VR services portion of the Unified or Combined State Plan all information required by section 606 of the Rehabilitation Act.

		b. The designated State agency assures that it will submit reports in such form and in accordance with such procedures as the Commissioner may require and collects the information required by section 101(a)(10) of the Rehabilitation Act separately for...

		c. The designated state unit will coordinate activities with any other State agency that is functioning as an employment network under the Ticket to Work and Self-Sufficiency program under Section 1148 of the Social Security Act.



		6. Financial Administration of the Supported Employment Program:

		a. The designated State agency assures that it will expend no more than 2.5 percent of the State’s allotment under title VI for administrative costs of carrying out this program; and, the designated State agency or agencies will provide, directly or i...

		b. The designated State agency assures that it will use funds made available under title VI of the Rehabilitation Act only to provide supported employment services to individuals with the most significant disabilities, including extended services to y...



		7. Provision of Supported Employment Services:

		a. The designated State agency assures that it will provide supported employment services as defined in section 7(39) of the Rehabilitation Act.

		b. The designated State agency assures that:

		xxiv. the comprehensive assessment of individuals with significant disabilities conducted under section 102(b)(1) of the Rehabilitation Act and funded under title I of the Rehabilitation Act includes consideration of supported employment as an appropr...

		xxv. an individualized plan for employment that meets the requirements of section 102(b) of the Rehabilitation Act , which is developed and updated with title I funds, in accordance with sections 102(b)(3)(F) and 606(b)(6)(C) and (E) of the Rehabilita...



		Additional Comments on the Assurances from the State







		VII. Program-Specific Requirements For Combined State Plan Partner Programs

		Career and technical education programs authorized under the Carl D. Perkins Career and Technical Education Act of 2006

		Note

		I. Planning, Coordination, and Collaboration Prior to State Plan Submission

		a. Statutory Requirements

		1. The State must conduct public hearings in the State, after appropriate and sufficient notice, for the purpose of affording all segments of the public and interested organizations and groups (including charter school authorizers and organizers consi...

		2. The State must include a summary of the above recommendations and the eligible agency’s response to such recommendations in the State Plan. (Section 122(a)(3))

		3. The State must develop the State Plan in consultation with academic and career and technical education teachers, faculty, and administrators; career guidance and academic counselors; eligible recipients; charter school authorizers and organizers co...

		4. The State must develop effective activities and procedures, including access to information needed to use such procedures, to allow the individuals and entities listed in item 3 above to participate in State and local decisions that relate to devel...

		5. The State must develop the portion of the State Plan relating to the amount and uses of any funds proposed to be reserved for adult career and technical education, postsecondary career and technical education, tech prep education, and secondary car...





		II. Program Administration

		1. The State must prepare and submit to the Secretary a State plan for a 6-year period; or you may prepare and submit a transition plan for the first year of operation of programs under the Act. (Section 122(a)(1))

		2. The State must describe the career and technical education activities to be assisted that are designed to meet or exceed the State adjusted levels of performance, including a description of—

		A. The career and technical education programs of study, that may be adopted by local educational agencies and postsecondary institutions to be offered as an option to students (and their parents as appropriate) when planning for and completing future...

		B. How the State, in consultation with eligible recipients, will develop and implement the career and technical programs of study described in (a) above;

		C. How the State will support eligible recipients in developing and implementing articulation agreements between secondary education and postsecondary education institutions;

		D. How programs at the secondary level will make available information about career and technical programs of study offered by eligible recipients;

		E. The secondary and postsecondary career and technical education programs to be carried out, including programs that will be carried out by you, to develop, improve, and expand access to appropriate technology in career and technical education programs;

		F. The criteria that you will use to approve eligible recipients for funds under the Act, including criteria to assess the extent to which the local plan will—

		G. How programs at the secondary level will prepare career and technical education students, including special populations, to graduate from secondary school with a diploma

		H. How such programs will prepare career and technical education students, including special populations, academically and technically for opportunities in postsecondary education or entry into high-skill, high-wage, or high-demand occupations in curr...

		I. How funds will be used to improve or develop new career and technical education courses—

		J. How you will facilitate and coordinate communications on best practices among successful recipients of tech prep program grants under Title II and other eligible recipients to improve program quality and student achievement

		K. How funds will be used effectively to link academic and career and technical education at the secondary level and at the postsecondary level in a manner that increases student academic and career and technical achievement; and

		L. How the State will report on the integration of coherent and rigorous content aligned with challenging academic standards in career and technical education programs in order to adequately evaluate the extent of such integration. (Section 122(c)(1)(...



		3. The State plan must describe how comprehensive professional development (including initial teacher preparation and activities that support recruitment) for career and technical teachers, faculty, administrators, and career guidance and academic cou...

		A. Promotes the integration of coherent and rigorous academic content standards and career and technical education curricula, including through opportunities for academic and career and technical teachers to jointly develop and implement curricula and...

		B. Increases the percentage of teachers that meet teacher certification or licensing requirements;

		C. Is high quality, sustained, intensive, and focused on instruction, and increases the academic knowledge and understanding of industry standards, as appropriate, of career and technical education teachers

		D. Encourages applied learning that contributes to the academic and career and technical knowledge of the student;

		E. Provides the knowledge and skills needed to work with and improve instruction for special populations; and

		F. Promotes integration with professional development activities that the State carries out under Title II of the Elementary and Secondary Education Act of 1965, as amended, and Title II of the Higher Education Act of 1965, as amended. (Section 122(c)...



		4. The State must describe efforts that your agency and eligible recipients will make to improve—

		A. the recruitment and retention of career and technical education teachers, faculty, and career guidance and academic counselors, including individuals in groups underrepresented in the teaching profession; and

		B. The transition to teaching from business and industry, including small business. (Section 122(c)(3)(A)-(B))



		5. The State Plan must describe efforts that the eligible State agency and eligible recipients will make to improve the transition of subbaccalaureate career and technical education students into baccalaureate degree programs at institutions of higher...

		6. The State Plan must describe how the eligible State agency will actively involve parents, academic and career and technical education teachers, administrators, faculty, career guidance and academic counselors, local business (including small busine...

		7. The State Plan must describe efforts that the eligible State agency and eligible recipients will make to—

		A. Improve the academic and technical skills of students participating in career and technical education programs, including by strengthening the academic and career and technical components of career and technical education programs through the integ...

		B. Provide students with strong experience in, and understanding of, all aspects of an industry; and

		C. Ensure that students who participate in career and technical education programs are taught to the same challenging academic proficiencies as taught to all other students. (Section 122(c)(7)(A)-(C))



		8. The State Plan must describe how the eligible State agency will provide local educational agencies, area career and technical education schools, and eligible institutions in the State with technical assistance. (Section 122(c)(15))

		9. The State Plan must describe how career and technical education in your State relates to your State’s and region’s occupational opportunities. (WIOA section 122(c)(16))

		10. The State Plan must describe the methods the eligible State agency proposes for the joint planning and coordination of programs carried out under this legislation with other Federal education programs. (Section 122(c)(17))

		11. The State Plan must provide a description and the information specified “in subparagraphs (B) and (C)(iii) of section 102(b)(2), and, as appropriate, section 103(b)(3)(A), and section 121(c), of the Workforce Innovation and Opportunity Act (Public...

		Program Administration

		1. The State Plan must provide a web link to the eligible State agency’s local applications or plans for secondary and postsecondary eligible recipients, which will meet the requirements in section 134(b) of the Act.

		2. The State Plan must provide a description of the State’s governance structure for career and technical education.

		3. The State Plan must provide a description of the role of postsecondary career and technical education in the one-stop career center delivery system established by Title I of WIOA.





		III. Provision of Services for Special Populations

		1. You must describe your program strategies for special populations listed in Section 3(29) of the Act, including a description of how individuals who are members of the special populations—

		A. Will be provided with equal access to activities assisted under the Act.

		B. Will not be discriminated against on the basis of their status as members of special populations; and

		C. Will be provided with programs designed to enable the special populations to meet or exceed State adjusted levels of performance, and how you will prepare special populations for further learning and for high-skill, high-wage, or high-demand occupa...



		2. You must describe how you will adequately address the needs of students in alternative education programs, if you have such programs. (Section 122(c)(14))

		3. Describe how funds will be used to promote preparation for high-skill, high-wage, or high-demand occupations and non-traditional fields. (Section 122(c)(18))

		4. You must describe how funds will be used to serve individuals in State correctional institutions. (Section 122(c)(19))

		5. You must describe how you will require each applicant for funds to include in its application a description of the steps the applicant proposes to take to ensure equitable access to, and participation in, its Federally-assisted program for students...



		IV. Accountability and Evaluation

		a. Statutory Requirements

		1. You must describe procedures you will use to obtain input from eligible recipients in establishing measurement definitions and approaches for the core indicators of performance for career and technical education students at the secondary and postse...

		2. You must describe the procedures you will use to obtain input from eligible recipients in establishing a State adjusted level of performance for each of the core indicators of performance for career and technical education students at the secondary...

		3. Identify, on the forms in Part C of this guide, the valid and reliable measurement definitions

		4. You must describe how, in the course of developing core indicators of performance and additional indicators of performance, you will align the indicators, to the greatest extent possible, so that information substantially similar to that gathered f...

		5. Provide, for the first two years covered by the State plan, performance levels

		A. Perkins Act requires a State to measure career and technical education

		B. State to identify a core indicator to measure for its career and technical education



		6. You must describe your process for reaching agreement on local adjusted levels of performance if an eligible recipient does not accept the State adjusted levels of performance under section 113(b)(3) of the Act and ensuring that the established per...

		7. You must describe the objective criteria and methods you will use to allow an eligible recipient to request revisions to its local adjusted levels of performance if unanticipated circumstances arise with respect to an eligible recipient. (Section 1...

		8. You must describe how you will report data relating to students participating in career and technical education programs in order to adequately measure the progress of the students, including special populations and students participating in tech p...

		9. You must describe how your State plans to enter into an agreement with each consortium receiving a grant under Perkins IV to meet a minimum level of performance for each of the performance indicators described in section 113(b) and 203(e). (Section...

		10. You must describe how you will annually evaluate the effectiveness of career and technical education programs, and describe, to the extent practicable, how you are coordinating those programs with other Federal programs to ensure nonduplication. (...

		States submitting one-year transition plans

		A. The student definitions that you will use for the secondary core indicators of performance and the postsecondary/adult core indicators of performance;

		B. Baseline data for the core indicators of performance under section 113(b)(2) using data from the most-recently completed program year, except that, for the indicators for which your State must use your State’s standards, assessment, and graduation ...

		C. Proposed performance levels as discussed above, except that, for the indicators for which your State must your State’s standards, assessments, and graduation rates adopted under Title I of the ESEA, if your State chooses to use its AMOs and targets...



		2. You must identify the program areas for which the State has technical skill assessments, the estimated percentage of CTE students who take technical skill assessments, and the State’s plan for increasing the coverage of programs and students report...



		V. Tech Prep Programs

		a. Statutory Requirements

		1. Describe the competitive basis or formula you will use to award grants to tech-prep consortia. (Section 203(a)(1))

		2. You must describe how you will give special consideration to applications that address the areas identified in section 204(d). (Section 204(d)(1)-(6))

		3. You must describe how you will ensure an equitable distribution of assistance between urban and rural consortium participants. (Section 204(f))

		4. You must describe how your agency will ensure that each funded tech prep program—

		5. You must describe how your State plans to enter into an agreement with each consortium receiving a grant under Perkins IV to meet a minimum level of performance for each of the performance indicators described in sections 113(b) and 203(e). (Sectio...



		b. Other Departmental Requirements

		1. You must submit a copy of the local application form(s) used to award tech prep funds to consortia and a copy of the technical review criteria used to select winning consortia, if funds are awarded competitively.





		VI. Financial Requirements

		a. Statutory Requirements

		1. You must describe how your agency will allocate funds it receives through the allotment made under section 111, including any funds that you choose to consolidate under section 202(a), will be allocated among career and technical education at the s...

		2. You must provide the specific dollar allocations made available by the eligible agency for career and technical education programs under sections 131(a)-(e) and how these allocations are distributed to local educational agencies, area career and te...

		3. You must provide the specific dollar allocations made available by the eligible agency for career and technical education programs under section 132(a) of the Act and how these allocations are distributed to postsecondary institutions within the St...

		4. You must describe how your agency will allocate any of those funds among any consortia that will be formed among secondary schools, and how funds will be allocated among the members of the consortia, including the rationale for such allocation. (Se...

		5. You must describe how your agency will allocate any of those funds among any consortia that will be formed among postsecondary institutions, and how funds will be allocated among the members of the consortia, including the rationale for such alloca...

		6. You must describe how you will adjust the data used to make the allocations to reflect any change in school district boundaries that may have occurred since the population and/or enrollment data was collected, and include local educational agencies...

		7. You must provide a description of any proposed alternative allocation formula(s) requiring approval by the Secretary as described in section 131(b) or 132(b). At a minimum, you must provide an allocation run for eligible recipients using the requir...



		b. Other Department Requirements

		Except as noted above with respect the States submitting one-year transition plans, you must provide all the information requested on the forms provided in Part C of this guide to report accountability data annually to the Secretary under section 113(...

		2. You must provide a listing of allocations made to consortia (secondary and postsecondary) from funds available under sections 112(a) and (c).

		3. You must describe the secondary and postsecondary formulas used to allocate funds available under section 112(a), as required by section 131(a) and 132(a).

		4. You must describe the competitive basis or formula to be used to award reserve funds under section 112(c).

		5. You must describe the procedures used to rank and determine eligible recipients seeking funding under section 112(c).

		6. You must include a description of the procedures used to determine eligible recipients in rural and sparsely populated areas under section 131(c)(2) or 132(a)(4) of the Act.







		EDGAR CERTIFICATION TABLE

		Edgar Certifications

		Other Assurances

		Procedural Suggestions and Planning Reminders

		Perkins State Plan Portal



		Temporary Assistance for Needy Families (TANF)

		a. Conduct a program designed to serve all political subdivisions in the State (not necessarily in a uniform manner) that provides assistance to needy families with (or expecting) children and provides parents with job preparation, work, and support s...

		b. Require a parent or caretaker receiving assistance to engage in work (defined by the State) once the State determines the parent or caretaker is ready to engage in work, or once he or she has received 24 months of assistance, whichever is earlier, ...

		c. Ensure that parents and caretakers receiving assistance engage in work in accordance with section 407 (section 402(a)(1)(A)(iii) of the Social Security Act)

		d. Take such reasonable steps as the State deems necessary to restrict the use and disclosure of information about individuals and families receiving assistance under the program attributable to funds provided by the Federal Government (section 402(a)...

		e. Establish goals and take action to prevent and reduce out-of-wedlock pregnancies, with special emphasis on teenage pregnancies (section 402(a)(1)(A)(v) of the Social Security Act)

		f. Conduct a program designed to reach State and local law enforcement officials, the education system, and relevant counseling services, that provides education and training on the problem of statutory rape so that teenage pregnancy prevention progra...

		g. Implement policies and procedures as necessary to prevent access to assistance provided under the State program funded under this part through any electronic fund transaction in an automated teller machine or point-of-sale device located in a place...

		h. Ensure that recipients of assistance provided under the State program funded under this part have the ability to use or withdraw assistance with minimal fees or charges, including an opportunity to access assistance with no fee or charges, and are ...

		i. Indicate whether it intends to treat families moving from another State differently from other families under the program, and if so how (section 402(a)(1)(B)(i) of the Social Security Act)

		j. Indicate whether it intends to provide assistance to non-citizens, and if so include an overview of the assistance (section 402(a)(1)(B)(ii) of the Social Security Act)

		k. Set forth objective criteria for the delivery of benefits and the determination of eligibility and for fair and equitable treatment, including an explanation of how it will provide opportunities for recipients who have been adversely affected to be...

		l. Indicate whether the State intends to assist individuals to train for, seek, and maintain employment (Section 402(a)(1)(B)(v) of the Social Security Act)—

		1. providing direct care in a long-term care facility (as such terms are defined under section 1397j of this title); or

		2. in other occupations related to elder care, high-demand occupations, or occupations expected to experience labor shortages as, determined appropriate by the State for which the State identifies an unmet need for service personnel, and, if so, shall...



		m. Provide for all MOE-funded services the following information: the name of the program benefit or service, and the financial eligibility criteria that families must meet in order to receive that benefit or service. In addition, for TANF MOE-funded ...



		TANF Certifications

		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)))

		a. General Requirements

		1. The nature of the E&T components the State agency plans to offer and the reasons for such components, including cost information. The methodology for State agency reimbursement for education components must be specifically addressed;

		2. An operating budget for the Federal fiscal year with an estimate of the cost of operation for each Federal fiscal year covered by the Combined Plan. Any State agency that requests 50 percent Federal reimbursement for State agency E&T administrative...

		3. The categories and types of individuals the State agency intends to exempt from E&T participation, the estimated percentage of work registrants the State agency plans to exempt, and the frequency with which the State agency plans to reevaluate the ...

		4.  The characteristics of the population the State agency intends to place in E&T;

		5. The estimated number of volunteers the State agency expects to place in E&T;

		6. The geographic areas covered and not covered by the E&T Plan and why, and the type and location of services to be offered

		7. The method the State agency uses to count all work registrants as of the first day of the new fiscal year;

		8. The method the State agency uses to report work registrant information on the quarterly Form FNS–583

		9. The method the State agency uses to prevent work registrants from being counted twice within a Federal fiscal year. If the State agency universally work registers all SNAP applicants, this method must specify how the State agency excludes those exe...

		10. The organizational relationship between the units responsible for certification and the units operating the E&T components, including units of the statewide workforce development system, if available. FNS is specifically concerned that the lines o...

		11. The relationship between the State agency and other organizations it plans to coordinate with for the provision of services, including organizations in the statewide workforce development system, if available. Copies of contracts must be available...

		12. The availability, if appropriate, of E&T programs for Indians living on reservations after the State agency has consulted in good faith with appropriate tribal organizations;

		13. If a conciliation process is planned, the procedures that will be used when an individual fails to comply with an E&T program requirement. Include the length of the conciliation period

		14. The payment rates for child care established in accordance with the Child Care and Development Block Grant provisions of 45 CFR 98.43, and based on local market rate surveys.

		15. The combined (Federal/State) State agency reimbursement rate for transportation costs and other expenses reasonably necessary and directly related to participation incurred by E&T participants. If the State agency proposes to provide different rei...

		16. Information about expenses the State agency proposes to reimburse. FNS must be afforded the opportunity to review and comment on the proposed reimbursements before they are implemented.



		b. Able-bodied Adults without Dependents (ABAWD)

		1. Its pledge to offer a qualifying activity to all at-risk ABAWD applicants and recipients

		2. Estimated costs of fulfilling its pledge

		3. A description of management controls in place to meet pledge requirements

		4.  A discussion of its capacity and ability to serve at-risk ABAWDs.

		5. Information about the size and special needs of its ABAWD population

		6. Information about the education, training, and workfare components it will offer to meet the ABAWD work requirement.



		c. Plan Modification

		Funding Disclaimer



		Trade Adjustment Assistance (TAA)

		Jobs for Veterans’ State Grants

		a. How the State intends to provide employment, training and job placement services to veterans and eligible persons under the JVSG

		b. The duties assigned to DVOP specialists and LVER staff by the State; specifically implementing DVOP and LVER duties or roles and responsibilities as outlined in 38 U.S.C. § 4103A and 4104. These duties must be consistent with current guidance;

		c. The manner in which DVOP specialists and LVER staff are integrated into the State’s employment service delivery system or one-stop delivery system partner network;

		d. The Incentive Award program implemented using the 1% grant allocation set aside for this purpose, as applicable;

		e. The populations of veterans to be served, including any additional populations designated by the Secretary as eligible for services, and any additional populations specifically targeted by the State Workforce Agency for services from one-stop deliv...

		f. How the State implements and monitors the administration of priority of service to covered persons;

		g. How the State provides or intends to provide and measure, through both the DVOP and one-stop delivery system partner staff:

		1. job and job training individualized career services,

		2. employment placement services, and

		3. job-driven training and subsequent placement service program for eligible veterans and eligible persons;



		h. The hire date along with mandatory training completion dates for all DVOP specialists and LVER staff; and

		JOBS FOR VETERANS STATE GRANT STAFFING and TRAINING DIRECTORY



		i. Such additional information as the Secretary may require.



		Senior Community Service Employment Program (SCSEP)

		a. Economic Projections and Impact

		1. Discuss long-term projections for jobs in industries and occupations in the State that may provide employment opportunities for older workers. (20 CFR 641.302(d))(May alternatively be discussed in the economic analysis section of strategic plan.)

		2. Discuss how the long-term job projections discussed in the economic analysis section of strategic plan relate to the types of unsubsidized jobs for which SCSEP participants will be trained and the types of skill training to be provided. (20 CFR 641...

		3. Discuss current and projected employment opportunities in the State (such as by providing information available under §15 of the Wagner-Peyser Act (29 U.S.C. 491-2) by occupation), and the types of skills possessed by eligible individuals. (20 CFR ...



		b. Service Delivery and Coordination

		1. Provide a description of actions to coordinate SCSEP with other programs

		A. Actions to coordinate activities of SCSEP grantees with WIOA title I programs, including plans for using the WIOA one-stop delivery system and its partners to serve individuals aged 55 and older. (20 CFR 641.302(g), 641.325(e))

		B. Actions to coordinate activities of SCSEP grantees with the activities to be carried out in the State under the other titles of the OAA. (20 CFR 641.302(h))

		C. Actions to coordinate SCSEP with other private and public entities and programs that provide services to older Americans, such as community and faith-based organizations, transportation programs, and programs for those with special needs or disabil...

		D. Actions to coordinate SCSEP with other labor market and job training initiatives. (20 CFR 641.302(j))

		E. Actions the State will take to ensure that SCSEP is an active partner in the one-stop delivery system and the steps the State will take to encourage and improve coordination with the one-stop delivery system. (20 CFR 641.335)

		F. Efforts the State will make to work with local economic development offices in rural locations.



		2. Describe the long-term strategy for engaging employers to develop and promote opportunities for the placement of SCSEP participants in unsubsidized employment. (20 CFR 641.302(e)) (Alternately, the State may discuss this in the State strategies sec...

		3. Describe the long-term strategy for serving minorities under SCSEP. (20 CFR 641.302 (c))

		4. List needed community services and the exact places where these services are most needed. Specifically, the plan must address the needs and location(s) of those individuals most in need of community services and the groups working to meet their nee...

		5. Describe the long-term strategy to improve SCSEP services, including planned long-term changes to the design of the program within the State, and planned changes in the use of SCSEP grantees and program operators to better achieve the goals of the ...

		6. Describe a strategy for continuous improvement in the level of performance for SCSEP participants’ entry into unsubsidized employment, and to achieve, at a minimum, the levels specified in OAA Section 513(a)(2)(E)(ii). (20 CFR 641.302(f))



		c. Location and Population Served, including Equitable Distribution

		1. Describe the localities and populations for which projects of the type authorized by title V are most needed. (20 CFR 641.325 (d))

		2. List the cities and counties where the SCSEP project will take place. Include the number of SCSEP authorized positions and indicate if and where the positions changed from the prior year.

		3. Describe any current slot imbalances and proposed steps to correct inequities to achieve equitable distribution.

		4. Explain the State’s long-term strategy for achieving an equitable distribution of SCSEP positions within the State that:

		A. moves positions from over-served to underserved locations within the State in compliance with 20 CFR 641.365.

		B. equitably serves both rural and urban areas.

		C. serves individuals afforded priority for service under 20 CFR 641.520. (20 CFR 641.302(a), 641.365, 641.520)



		5. Provide the ratio of eligible individuals in each service area to the total eligible population in the State. (20 CFR 641.325(a))

		6. Provide the relative distribution of eligible individuals who:

		A. Reside in urban and rural areas within the State

		B. Have the greatest economic need

		C. Are minorities

		D. Are limited English proficient.

		E. Have the greatest social need. (20 CFR 641.325(b))



		7. Describe the steps taken to avoid disruptions to service for participants to the greatest extent possible, when positions are redistributed, as provided in 20 CFR 641.365; when new Census or other reliable data becomes available; or when there is o...



		SCSEP Assurances

		State Comments on SCSEP Assurances





		Reintegration of Ex-Offenders Program (RExO)



		Appendix 1. Performance Goals for the Core Programs

		Table 1. Employment (Second Quarter after Exit)

		Table 2. Employment (Fourth Quarter after Exit)

		Table 3. Median Earnings (Second Quarter after Exit)

		Table 4. Credential Attainment Rate

		Table 5. Measureable Skill Gains

		Table 6. Effectiveness in Serving Employers

		Table 7. Additional Indicators of Performance



		Appendix 2. Other State Attachments (Optional)
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INTRODUCTION 
 
The purposes of the WIOA are the following: 
 


(1) To increase, for individuals in the United States, particularly those individuals with 
barriers to employment, access to and opportunities for the employment, education, 
training and support services they need to succeed in the labor market. 


(2) To support the alignment of workforce investment, education and economic 
development systems in support of a comprehensive, accessible and high-quality 
workforce development system in the United States. 


(3) To improve the quality and labor market relevance of workforce investment, education 
and economic development efforts to provide America’s workers with the skills and 
credentials necessary to secure and advance in employment with family-sustaining 
wages and to provide America’s employers with the skilled workers the employers need 
to succeed in a global economy. 


(4) To promote improvement in the structure of and delivery of services through the United 
States workforce development system to better address the employment and skill needs 
of workers, jobseekers and employers. 


(5) To increase the prosperity of workers and employers in the United States, the economic 
growth of communities, regions and states and the global competitiveness of the United 
States. 


(6) For purposes of subtitle A and B of title I, to provide workforce investment activities, 
through statewide and local workforce development systems, that increase the 
employment, retention and earnings of participants, and increase attainment of 
recognized post-secondary credentials by participants, and as a result, improve the 
quality of the workforce, reduce welfare dependency, increase economic self-sufficiency, 
meet the skill requirements of employers and enhance the productivity and 
competitiveness of the Nation. 


 
Workforce Development Areas 
 
Minnesota has designated six Regional Workforce Development Areas (RWDAs) in the state 
that represent a combination of Local Areas, as defined in WIOA, and Economic Development 
Regions, as defined in other federal law. These Workforce Development Areas have been 
approved and adopted by the Governor and the chief local elected officials of the Local Areas. 
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Each Regional Workforce Development Area is responsible for submitting a Regional Plan, 
inclusive of the Local Plans of the Local Workforce Development Areas. The Regional and Local 
Plans will align with the strategic vision set by the Governor, address the regional needs of the 
workforce and business communities and comply with the planning requirements as determined 
by the State of Minnesota’s Department of Employment and Economic Development and the 
U.S. Department of Labor and applicable federal and state statutes. 
 
Minnesota’s Vision for the Workforce Development System 
 
Vision Statement: 
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. 
 
This vision statement was developed through Minnesota’s participation in the National 
Governor’s Association’s Policy Academy on Career Pathway Models. Minnesota’s effort 
engaged seven state agencies and has influenced workforce development thinking at the 
system level. It is fitting to continue to move forward with pursuing the implementation of WIOA 
under this inclusive effort. 
 
Mission: 
The creation of a Career Pathway System that aligns local, state and federal resources, policies 
and services to meet the workforce needs of business and industry and improves access to 
employment, education and training services for Minnesota’s current and future workforce. 
 
Rationale: 
The economic conditions of the 21st century require a more responsive approach to meeting the 
needs of business and industry; and the growing diversity of the workforce population. As 
economies become more global, competition will continue to increase and pressures on the 
inputs of production, specifically the timing, availability and skill base of the workforce. 
Rediscovering the value proposition of the Workforce Development System is critical to 
responding to the 21st century economy. 
 
A Career Pathway System approach will position the needs of a skilled workforce at the center 
of the system, recognizing the important role of a “dual customer” approach – businesses and 
workers. Businesses will lead sector strategies that address the most critical growth needs in 
occupations that support family sustaining wages. The diverse needs of workers will impact the 
design and delivery of employment and training programs and services to fulfill these 
employment needs and their career goals. 
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SECTION B: LOCAL PLAN 
 
Strategic Operations: The core elements of strategic operations focuses on operating policies 
and procedures related to the one-stop system and physical locations of service delivery. 
 
1. Describe how local area boards will work with each other, core title providers and available 


data to designate at least one WorkForce Center per local workforce development area and 
make recommendations on recognizing affiliate and standalone partner sites. 


 
The current locations of WorkForce Centers within Workforce Development Area 
(WDA) #10 serve our demographic targets well at this time. 
 
The Workforce Development Boards of the Twin Cities anticipate taking two steps 
together during the coming year: a) an informal review of service locations relative to 
population/demographic needs; and, b) consideration of shared criteria for  
recognizing affiliates among partners and contracted community-based providers. 
These analyses will be conducted jointly by all metro area Boards with results 
considered collectively by the regional oversight group identified in the regional plan. 


 
2. Describe the strategies to ensure proper connectivity and coordination among the physical 


sites within the local workforce development area. 
 


WDA #10 has a service delivery system that extends beyond the one-stop locations 
and provides direct services throughout Minneapolis neighborhoods with 
programming funded by WIOA and many other sources. Shared staff 
responsibilities across providers and programs help assist with ongoing 
coordination and cooperation amongst and between providers. Our extensive 
network of providers offer some common programs, services and activities but 
also provides unique opportunities. The sites are physically separate but share 
information and connections for their customers through staff communication, 
information sessions, marketing materials and online via websites. Each site is 
able to provide customers with connections to WIOA programs and services in 
addition to many other resources.   


 
WDA #10 works in partnership with the Minneapolis WorkForce Centers and the 


Minnesota Department of Employment and Economic Development (DEED) at 
the Minneapolis one-stop locations to publish a bi-monthly Job Seeker bulletin to 
share information with the public about the full range of opportunities for 
employment and training services available throughout the city of Minneapolis. 
The Job Seeker Bulletin is an e-newsletter that is provided to jobseekers, career 
counselors, and workforce development professionals with information on the 
latest job and career fairs, hiring and training events, job training programs, links 
to job listings, and tips for jobseekers in today’s ever changing job marketplace. 


 
3. Describe the strategies to ensure proper connectivity and coordination among the service 


providers within the local workforce development area. 
 


WDA #10 staff will continue to convene regularly scheduled face-to-face meetings 
with WIOA Adult and Dislocated Worker employment service provider staff. The 
purpose of these informal meetings is to cover policy and procedural topics in a 
discussion format. Service providers are encouraged to share issues they are 
encountering with the group so that other providers can share their best practices for 
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resolving those challenges. Future meeting agendas will likely be expanded to 
include additional partners in the local area who can provide information about and 
connections to other grants to share information and facilitate coordination among 
employment services in the one-stop system.    
 
Further, the new North Minneapolis location at 800 West Broadway will be guided by 


an operational charter that has been designed by a multi-agency planning team 
that met for over a year. The operational charter was developed as a result of 
extensive community engagement and input. The charter identifies several 
concepts that will be implemented at this location such as the “No Wrong Door” 
approach that expects staff to help people find what they are looking for; using a 
“Community as Campus” approach to working with individuals to avoid 
duplication with other agencies; and offering interdisciplinary training for tenant 
staff. These strategies will help ensure the connectivity and coordination of 
service providers in the physical one-stop location. 


 
Additionally, Minneapolis Employment and Training staff sits on the Minneapolis 


Adult Basic Education consortium board to ensure continued alignment of 
services. 


 
4. Describe other strategies that will be used to maximize services and access to services, 


such as non-traditional hours or using partner facilities. 
 


WDA #10 uses a community-based network approach to meet the needs of diverse 
job seekers in Minneapolis. Between 10-15 affiliated sites throughout Minneapolis 
are available for job seekers at non-traditional hours, located at neighborhood-
based centers. This network’s non-tradition hours include weekends and 
evenings, as well as access to computers, training equipment, 
workshops/trainings, and phones/faxes.  


 
WDA #10 also works with Minneapolis Public Schools Adult Basic Education and 


Adult Basic Education consortium partners to provide on-ramp educational 
services to career pathways. 


 
5. Describe the strategic approaches to ensure all elements of Career Services are available at 


service locations or online, including services for youth and individuals with barriers to 
employment or service access. 


 
The Workforce Development Boards of the Twin Cities will collectively undertake an 


analysis of service element availability at physical locations and online, relative to 
expected needs of populations being served – specifically communities of color, 
youth and adults with barriers to employment and/or who would benefit from 
culturally-specific service delivery strategies. As with the location analysis above, 
this will be completed collectively and presented with recommendations to the 
regional oversight group identified in the regional plan. 


 
In WDA #10 the full range of Career Services for Adults and Dislocated Workers will 


be provided at both Minneapolis one-stop centers and through contracts with 
service providers at local community-based organizations. The diverse staff 
among these employment service providers, and their neighborhood-based 
locations with their many points of entry, ensures a robust service delivery 
system that represents the diversity of our community and better facilitates 
access for communities of color and persons with disabilities. 
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WDA #10 has recently begun sending client surveys after exit to all WIOA Adult and 


Dislocated Worker program participants to inform our customer-centered design 
efforts. The brief survey asks each former participant basic questions about what 
services were received, if the client received the services he/she expected or 
wanted, what was most helpful, and what could be improved. They are also 
requested to rate their overall satisfaction with the services received on a scale of 
1 to 5 (with 1 being “very dissatisfied” and 5 being “very satisfied”). The results of 
the surveys will be analyzed and used to improve the design and delivery of our 
services. We hope to learn directly from our customers how best to tailor and 
adapt our services to better serve all clients including persons of color and 
individuals with disabilities.   


 
6. Describe strategies that will be used to leverage technology for services and ensure 


compliance with accessibility standards. 
 


In conjunction with the analysis outlined above, recommendations for new or 
enhanced technology will be made to ensure that job seekers and employers 
have access to tools they need to enjoy successful labor exchange functions. 


 
WDA #10 will use appropriate technologies for all clients seeking services. These 


technologies will be available at both the Career One-Stops and affiliated sites 
throughout Minneapolis. Hardware technology will be augmented by software 
programs, including Wanted Analytics, for more comprehensive job seeker 
experience and connectivity to real-time job openings. WDA #10 will comply with 
all ADA requirements by making available appropriate technologies to persons 
with disabilities.  


 
7. Describe how supportive services, such as transportation and other needs, will be 


coordinated to better serve individuals with specific barriers to training, education and 
employment. 


 
WDA #10 has been working with DEED to train and support the WIOA grantees 
regarding disability and ADA issues. In January 2016, the Department of Vocational 
Rehabilitation Services provided a disability awareness business outreach 
presentation to the team of professionals (AchieveMPLS, DEED Workforce team) 
that run the STEP-UP summer youth program. Since STEP-UP employs over 1,600 
youth in the summer, it is important to insure that disabled youth were appropriately 
assessed and placed in jobs. WDA #10 plans to provide more comprehensive 
training to WIOA grantees in 2017, including intake, disclosure and introduction of 
the EO monitoring tool that grantees can use at their agency to insure physical 
accessibility of facilities. 
 
Support needs will be addressed starting at the front desk at the new North 
Minneapolis location at 800 West Broadway. The operational charter specifies the 
Welcome Desk will be a shared responsibility, staffed by Community Health Workers 
and supervised by NorthPoint Health and Wellness because these staff are trained to 
provide referrals to supportive human services programming available at the 
NorthPoint Campus and with partner agencies.  
 
WDA #10 will also listen to feedback from participants and members of the 
community and work to modify our existing support service policies to supplement 
other community resources and expand to fill in gaps, as needed. We will encourage 
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co-enrollment with other programs (when allowed in state policy) to fully leverage 
support services across programs and funding sources.  


 
8. Describe how local area boards will ensure state policies on infrastructure funding 


requirements are adhered to and the process for addressing any discrepancies or 
disagreements. 


 
The Minneapolis Workforce Development Board will train its own staff on 


infrastructure funding requirements and protocol for addressing discrepancies 
using material to be jointly developed by the Workforce Development Boards of 
the Twin Cities (in partnership with the MN Workforce Council Association). WDA 
#10 will rely on existing (or modified) Memoranda of Understanding and internal 
audit processes to address any compliance issues. 


 
9. Describe how local area boards, who contract out for provider services, will ensure that 


providers fully participate in infrastructure funding requirements and the alignment of service 
delivery within the local workforce development area. 


 
The Minneapolis Workforce Development Board will train contracted partners on 


infrastructure funding requirements and protocol for addressing discrepancies 
using material to be jointly developed by the Workforce Development Boards of 
the Twin Cities (in partnership with the MN Workforce Council Association). 
Service alignment issues will be addressed, as noted above, in our contracting 
process and in regular communications with partners during implementation. 
Again, the Minneapolis Workforce Development Board will rely on existing (or 
modified) Memoranda of Understanding and internal audit processes to address 
any compliance issues regarding infrastructure funding requirements. 


 
10. Describe how the Memorandum of Understanding will be developed and used to ensure 


commitment of resources from service providers and required partners. 
 


Staff from Minneapolis Employment and Training will develop a template MOU for 
review with service partners, likely drawing on a template to be developed by the 
Workforce Development Boards of the Twin Cities, in partnership with the MN 
Workforce Council Association. Partners will engage in negotiation regarding 
commitments of resources and cost allocations. Leaders of all organizations will 
review final MOUs prior to signing. 


 
11. A. Describe the local area board’s strategic vision and how it aligns with the designated 


state priorities under WIOA. 
 


The Minneapolis Workforce Development Board adopted the following vision: 
Committed to Growing a Competitive Workforce, which closely aligns with the state’s 
vision and goals to build healthy 21st century economy with all Minnesota’s able to 
find a family-sustaining wage. Our core programmatic values are: 
1. Design career pathway programs and create partnerships that work to eliminate 


race-based employment disparities 
2. Assure access to quality community-based and culturally appropriate 


employment programming and resources 
3. Be innovative and use community-knowledge, business guidance, and 


community feedback to continually adjust our programming to meet the 
dynamics of the labor market. 
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B. Describe the local area board’s goals for preparing an educated and skilled workforce, 


including youth and individuals with barriers to employment. 
 


Mirroring the state and regional goals, Minneapolis Employment & Training’s goal is 
to ensure our system meets the needs of youth and adults, including 
underrepresented communities of color, those with disabilities, and barriers to 
employment, by adapting our policies and procedures guided in part by 
community and customer feedback. We will continue to strive to provide the most 
appropriate services, training and other tools to assist our diverse participants so 
that no matter their starting point, our customers are prepared to fill the in 
demand jobs provided by our local employers.   


 
C. Describe how these goals relate to the performance accountability measures based on 


the primary indicators in order to support regional economic growth and economic self-
sufficiency. 


 
The Minneapolis Workforce Development Board, in partnership with other Workforce 


Boards of the Twin Cities, will use the GreaterMSP Regional Dashboard 
indicators to assess progress toward regional economic growth and economic 
self-sufficiency. The metro Boards will target two specific indicators to impact 
over a multi-year period: the employment gap between persons of color and 
whites and talent availability – particularly the number of individuals who receive 
credentials that contribute to associates degree awards in the region. 


 
When individuals find their path to self-sufficiency and success, our region and state 


also prosper. Through targeted training opportunities that allow our customers to 
update or learn new skills based on real, in-demand jobs in the local area it 
produces a win-win situation for both the program participant and our business 
customers. As these workers find new jobs, our area employers benefit from 
hiring workers with up-to-date skills that are now in demand. Our programming 
helps to serve a critical need for Minneapolis jobseekers and also aids employers 
by providing pool of experienced workers to meet future labor needs.  


 
Performance goals are closely aligned with federal performance accountability 


measures, are clearly specified in all contracts with the community-based 
organizations that make up our service delivery system. The success of their 
clients is directly tied to that agency’s success and continuation as an 
employment service provider. The ability of our community-based service delivery 
providers to achieve their goals provides the foundation for the overall 
performance success of our local area.   


 
D. Describe the strategy to work with the entities that carry out the core programs to align 


resources available to the local workforce development area, to achieve the strategic 
vision and goals of the local area board. 


 
When the new North Minneapolis Workforce Center location opens in September 


2016, the vision of “opening doors to employment, education and healthy living 
for thriving communities” will dovetail nicely with the vision and the goals of the 
Minneapolis Workforce Development Board. Members of the Board and staff 
from Minneapolis Employment & Training have been closely involved with the 
collaborative planning team and the community engagement process that will 
govern the operational charter at the new North Minneapolis location.  
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WDA #10 will work to strategically align programming resources across a variety of 


funding sources to ensure that the vision of a robust and integrated system of 
career pathways, capable of assisting clients at various life intersections, is fully 
realized. Training will be available for occupations in demand for participants from 
GED completion, short-term certificates and AA degrees to assistance with 
completing final coursework in order to obtain a BA/MA degree, if needed.  


The one-stop operator, when selected, will coordinate service delivery among the 
required core partners including coordination of services between the two 
Minneapolis one-stop locations. These services will be executed through a 
Memorandum of Understanding (MOU) with the required one-stop partners. 
 
WDA #10 staff will work to fully align and coordinate amongst the larger workforce 


delivery system that includes our WIOA core partners and others in our WSA and 
our newly formed region.  


 
12. Describe how the local workforce development system will work with entities carrying out 


core programs to align and support services with programs of study authorized under Carl 
D. Perkins Career and Technical Education Act. 


 
City of Minneapolis Employment and Training encourages collaboration among all 


partners to advance career and technical education options that lead to 
employment. We work to ensure that education or technical skills training 
programs administered by providers offer either bridge coursework that can 
prepare participants for more advanced coursework or preparatory training and 
hands-on opportunities that align with current career and technical education 
offerings in high-demand industries. 


 
13. A. Describe how the local area board, working with the entities carrying out core programs, 


will expand access to employment opportunities for eligible individuals, particularly 
eligible individuals with barriers to employment. 


 
WDA #10 will work to examine our practices and procedures, will listen to 


community/customer feedback, and strive to continuously improve our 
employment service delivery system. As the roles of all required core partners 
become better aligned under WIOA, our one-stop system will learn how to work 
cooperatively with common customers capitalizing on shared resources where 
the opportunity exits and providing discrete services where they do not. The goal 
will be to ensure that our policies and procedures are maximized for the benefit of 
all customers and that policies do not inadvertently create any disincentives for 
optimal service delivery to all customers, especially those with extra challenges 
or barriers to employment.  


 
Our work will focus on removing barriers to employment (referenced in the regional 


plan section) by providing education and training. This will include assisting 
customers to finish a GED or high school diploma, upgrade their computer 
knowledge, learn skills to succeed in a professional work environment, and 
helping them located and pay for technical education that increases their access 
to a much larger, and more lucrative set of career opportunities.    


 
B. Describe how the local area board, working with the entities carrying out core programs, 


will expand access to supportive services for eligible individuals, particularly eligible 
individuals with barriers to employment. 
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NorthPoint Health and Wellness Center will be expanding and addressing access to 


supportive services from the customer’s first encounter at the new North 
Minneapolis Workforce Center location. This new location will provide an 
opportunity to connect health care with successful employment and education. 
NorthPoint will be providing medical, behavioral health and chemical health 
services along with dental services in collaboration with the University of MN 
Dental School. The operational charter specifies that staff is encouraged to make 
exceptions when agency practices interfere with providing common sense 
response to community and individual customer needs. Additionally, the security 
services at this site which will be focused on providing better support for crisis 
situations and providing de-escalation support. 


 
We will explore how adjustments to our support service policies might better serve 


the specific needs of communities of color and individuals with disabilities by 
providing adequate support services to help client’s overcome barriers to 
employment such assistance with the cost of public transportation and help 
obtaining a driver’s license. Minneapolis Employment & Training will consider 
increasing our support service budget to better meet participant’s needs.  


 
In addition, we will keep our service delivery system informed about new or 


expanded support services that are available in the community. 
 
C. Describe how the local area board will facilitate the development of career pathways, co-


enrollments (as appropriate) and activities that lead to industry recognized post-
secondary credentials that are portable and stackable. 


 
The local Minneapolis Workforce Development Board will advise on and support the 
development of career pathways by helping to align employment training providers to 
the needs of business, creating trainings and programming focused on high-demand 
industries, and accessible to low income and unemployed participants. Trainings will 
be credentialed and developed with input from employers. Credits earned will be 
industry recognized, stackable and transferrable to encourage opportunities for 
career laddering and promotional opportunities.  


 
14. A. Describe how the local area board will facilitate engagement of employers, including 


small employers, and employers in in-demand industry sectors and occupations, in 
workforce development programs. 


 
As part of Minneapolis Employment & Training’s mission to connect job seekers to 
employment opportunities, we work closely with area business to address their hiring 
needs. That commitment includes a full time Industry Relations Manager to help align 
job seeker services in our one-stop delivery system with real time employer demand 
with business assistance that can include a 1:1 consultation. Minneapolis 
Employment and Training and its provider network across the one-stop delivery 
system assists with screening and referral of qualified, recently trained, diverse 
applicants; pre-screening of qualified candidates and broadcasting job openings 
quickly for no cost through a Minneapolis Job Bulletin.  
 
As noted earlier, the Minneapolis Job Seeker Bulletin is a bi-monthly e-newsletter 
provided to Minneapolis jobseekers, career counselors, and workforce development 
professionals with information on: 


• the latest job and career fairs,  



http://www.minneapolismn.gov/cped/metp/jobseekerbulletin
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• hiring and training events,  
• job training programs,  
• links to job listings, and  
• tips for jobseekers in today’s ever changing job marketplace. 


 
B. Describe how the local area board will support a local workforce development system 


that meets the needs of businesses in the local workforce development area. 
 


The TechHire initiative is an excellent example of a career pathway that was 
developed through a sector partnership model. TechHire was created in response to 
the rapid growth in tech jobs in the Minneapolis region.  The City of Minneapolis, 
three high-quality accelerated learning programs, and 60 regional employers came 
together with the purpose of training and placing nontraditional, diverse IT workers 
into software engineering and support roles. The innovative work of this collaborative 
continued to gain momentum and in March of 2015 received national recognition 
when the President of the United States named the Minneapolis area one of 20 
TechHire regions in the nation. Today, the Minneapolis TechHire initiative continues 
to grow as more nonprofit partners provide wrap-around support services, and 
employers rapidly join the movement.  
 
As one of the founding members, the City of Minneapolis is highly committed to the 
initiative and focuses on the following three areas: 
 


1. Supporting women and minorities to remove/reduce barriers to accessing 
alternative technology education and training opportunities; 


2. Increasing the visibility and raising public awareness of the growing, 
sustainable job opportunities in the technology sector by outreaching to area 
residents who are traditionally underrepresented in this industry; 


3. Connecting employers, training partners, and skilled job candidates to fill the in-
demand tech jobs of today, and to collaboratively develop talent for the future. 


 
In its pilot year, Minneapolis TechHire achieved the following: 


1. 285 trainees have completed accelerated programs (February 2016) 
2. 135 graduates placed in full-time positions, with salaries averaging $48,364 


(February 2016) 
3. Graduates are 32% women; 24% minorities 
4. Employers range widely across industry and sectors including: C.H. Robinson, 


the City of Minneapolis, Wells Fargo, Target, the Nerdery, G5 Solutions, 
Allina Health, Ceridian, Analysts; We started with 60 employers and are now 
up to 150 engaged employers. 


 
The following organizations are working together to further the TechHire initiative in 
the Minneapolis region. 


• American Indian OIC 
• Capella University 
• City of Minneapolis 
• Creating IT Futures Foundation – IT Ready 
• Jewish Family and Children’s Service of Minneapolis 
• Minneapolis Community and Technical College (MCTC) 
• Minnesota Computers for Schools 
• Minnesota High Tech Association 
• PRIME Digital Academy 
• The Software Guild 



http://takoda.aioic.edu/information-technology/itil-service-management/#.Vi4x_tKrR9M

http://www.capella.edu/

http://www.ci.minneapolis.mn.us/cped/metp/TechHire

https://www.creatingitfutures.org/developing-programs/it-ready/application

http://www.jfcsmpls.org/

http://www.minneapolis.edu/

http://mncfs.org/

https://www.mhta.org/

https://primeacademy.io/

http://www.thesoftwareguild.com/locations/minneapolis/
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C. Describe how the local area board will better coordinate programs and services with 


regional economic development providers. 
 


City of Minneapolis Employment and Training is a division of the City’s Community 
Planning and Economic Development Department (CPED). CPED combines 
employment, training, planning, economic development, housing and some 
regulatory services into one City department. City of Minneapolis Employment and 
Training administers employment and training programs under the direction of the 
Mayor, City Council, and Workforce Development Board. Employment and Training 
is the administrative entity/staff to the Workforce Development Board. City programs 
under the oversight of the Workforce Development Board include services for low-
income adults, dislocated workers, welfare recipients, and youth. In Minneapolis, 
these services are delivered to job seekers and employers by about 15 community-
based organizations which have been competitively evaluated and selected based 
on their ability to effectively serve target groups and achieve employment-related 
outcomes, including both placement and support for retention in employment. 
 
Two thousand fifteen was a year of innovation in workforce development in 
Minneapolis; while it might not have been easy to see, the innovations taking place 
within the walls of our community partner agencies was remarkable and promising. 
During the recession, workforce development was able to work the edges of the 
economy, finding the few willing and able business partners, identifying the small 
number of training pathways that led to good paying jobs, and working with youth to 
expose them to the jobs of the future. Today, workforce development is no longer 
working the edges; we are fully engaged in all aspects of growth. Businesses are 
starting to experience labor shortages, dynamic and new training partnerships are 
emerging – many with links to employers looking to hire, and youth are no longer 
exposed to jobs of the future, but jobs of today.   
 
Going forward in 2016, local economic development initiatives will benefit from the 
shared leadership and coordination efforts resulting from the development and 
implementation of a Regional Oversight Committee. 


 
D. Describe how the local area board will strengthen linkages between the one-stop 


delivery system and unemployment insurance programs by offering services to laid-off 
workers and possible lay-off preventative services for businesses, such as incumbent 
worker training that up-skills the workers and meets the needs of employers (can include 
but not be limited to, on-the-job training, apprenticeships, etc.). 


 
The local area board will support the State’s strategy to provide better linkages 
between one-stop and unemployment insurance (UI) staff including the following 
steps that will take effect in July 2016: 


• Having a Job Service staff attend each Reemployment Services and Eligibility 
Assessment (RESEA) session that is hosted by UI staff.  


• RESEA and Job Service staff conducting a joint assessment of RESEA 
participants to identify who might need other services. 


• Continuing the practice of Workforce Center orientations that provide 
information about the programs offered throughout the one-stop system 
(including the Dislocated Worker program) and instructions for registering in 
MinnesotaWorks.net . 


• Job Service staff providing assistance to RESEA customers to enroll them in 
the comprehensive suite of job search training sessions offered through the 



http://www.minnesotaworks.net/
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Creative Job Search curriculum.  
• Job Service following up with RESEA participants who do not enroll in a 


program to make sure that they have registered and entered their resume in 
MinnesotaWorks.net and further assist them with connecting to job placement 
services.  


 
WDA #10 will also continue to innovate and connect our one-stop customers with 
industry/sector strategies and career pathways that meet the needs of laid-off 
workers and employers in our local area/region. Opportunities will extend beyond the 
WIOA required core partners to also include programming that expands the universe 
of opportunities to best serve the needs of our customers through grant and 
foundation funded programs such as the TechHire program. This program offers 
businesses and jobseekers a dynamic, highly effective employment and training 
solution. The Minneapolis-St. Paul (MSP) TechHire initiative builds, supports, and 
expands accelerated learning opportunities to empower job seekers with demand-
driven IT skills and credentials. MSP TechHire utilizes community-based 
Employment Service Providers and a Workforce Intermediary to promote qualified, 
nontraditional IT candidates to business partners, based on occupation-specific skills 
and competencies.   
 
After the final WIOA rules are published, and as the one-stop system is enhanced 
and options for training and services are expanded under WIOA, Minneapolis 
Employment & Training will explore new opportunities to implement incumbent 
worker training.  


 
15. Describe how the local area board will coordinate workforce investment activities with 


economic development activities, including the promotion of entrepreneurial skills training 
and microenterprise services. 


 
WDA #10 fully supports dislocated worker clients who express an interest in 


business ownership through self-employment through CLIMB. As with Project 
GATE II clients, clients interested in entrepreneurship are administered a 
standardized pre-assessment to answer questions about their skills and business 
idea. Clients interested in pursuing their business idea are referred to appropriate 
resources in the local area that offer technical assistance and business 
consulting to aspiring entrepreneurs such as the Metropolitan Consortium of 
Community Developers (MCCD) Open to Business program. The Open to 
Business program helps new and early stage businesses access the technical 
assistance they need to grow and prosper. MCCD’s experienced team provides 
the advice and counseling to clients, helping them achieve their entrepreneurial 
goals. 


 
MCCD also provides small business loans for emerging entrepreneurs who face 


challenges in accessing the commercial banking system, Many of borrowers are 
from low income, minority and new arrival communities. As part of a financing 
plan, borrowers can receive help in planning, organizing and managing their 
businesses. Since 2003, MCCD had loaned over $6.7 million to over 550 
entrepreneurs for business start-up or expansion projects.  


 
The cost of entrepreneurial training (and support services, if needed) for the CLIMB 


participants is provided through dislocated worker program funds. CLIMB 
participants are advised about the benefits that are built into the program 
participation: since they are considered to be in re-employment assistance 



http://www.minnesotaworks.net/
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training, they are not required to complete work search activities to be eligible for 
Unemployment Insurance (UI) benefits, earnings generated by the business are 
not deducted from their UI benefit, and they may work in excess of 32 hours per 
weeks on their new businesses and still be eligible for UI. Since the CLIMB 
program began, WDA #10 has had 42 participants participate in CLIMB 
consulting and another 36 take advantage of CLIMB training. 


 
16. A. Describe how the local area board will ensure continuous improvement of eligible 


providers of services through the system. 
 


WDA #10 employs numerous strategies to ensure continuous improvement of 
service delivery in our local area. We start by requiring that all Individual 
Employment Plans (IEPs) for a participant in a City of Minneapolis Employment 
and Training funded program be reviewed and signed by an agency staff who 
possesses either an active Global Career Development Facilitator (GCDF) 
certification or a counseling-related Bachelor’s or Master’s degree (including but 
not limited to a degree in social work, counseling, psychology, or other related 
field) which are subject to annual audit. The GCDF requires 75 continuing 
education clock hours every five years. The hours must meet Center for 
Credentialing and Education requirements regarding competency area and 
activity type. 


 
Minneapolis Employment & Training staff continually provides technical assistance 


via email, phone and in-person. Policy and procedure updates are shared with 
service provider staff on an on-going basis. Service providers are encouraged to 
consult with Minneapolis Employment & Training staff for limit-testing to ensure 
consistent service delivery across all providers. 


 
Minneapolis Employment & Training staff also create written program manuals for 


employment service providers. These manuals are updated yearly and changes 
in policy and procedures are covered in a face-to-face annual half-day training. 
Minneapolis Employment & Training and service provider staff also typically meet 
quarterly to discuss topical issues, resolve challenges and share best practices. 


 
WDA #10 also provides on-going training opportunities to better connect our 


extensive service delivery system; to learn from and about each other. On 
September 29, 2016, Minneapolis Employment and Training hosted a first-ever 
conference for its large network of employment and training service providers 
who work with adults (including young adults ages 18-24). The daylong event, 
held at the Minneapolis Central Library, brought together staff from the programs 
funded by Minneapolis Works, Minneapolis Youth Works, Train-to-Career, 
Dislocated Worker and WIOA Adult. The 100+ participants also included those 
from organizations that don’t have current contracts with Minneapolis 
Employment and Training but have applied to become future providers. The 
conference offered the participants an opportunity to network and to learn 
through an inspiring keynote address and workshops on current and emerging 
issues, best practices and the challenges facing employment and training 
professionals. Exhibitors from Housing, Health, Training, Financial, Digital, Re-
Entry, and other sectors shared resources that conference goers could use to 
assist their clients in many aspects of their lives.  


 
Continuous improvement of eligible providers is also ensured by regular evaluations. 


Specific performance measures are built into each contract for our sub-recipients 
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which they are evaluated on quarterly. Information about each agency’s 
performance is shared with them and a summary report is provided to the Mayor 
and members of the Minneapolis City Council and the Minneapolis Workforce 
Development Board. The amount of funding each sub-recipient is awarded in a 
contract with Minneapolis Employment & Training is related to the grade the 
agency receives at the end of a funding cycle. This method of linking the level of 
funding to actual performance encourages sub-recipients to implement job 
placement and retention services to the best of their abilities. 


 
In addition, Minneapolis Employment & Training staff monitors all service providers 


on-site at least annually. The visit includes a review of sample files to determine 
that each contracted service provider is delivering their services according to the 
policies and regulations set forth by City, State, and Federal guidelines. After the 
file review, Minneapolis Employment & Training staff notifies the provider of any 
file corrections that are needed and sets a deadline for completion. This is 
followed by a formal written report and an interview to go over the results with 
agency program staff. If corrective action is required, Minneapolis Employment & 
Training staff requests a plan in writing with a timetable to address any serious 
deficiencies.  


 
Finally, as mentioned earlier in question 5, WDA #10 has recently begun sending 


client surveys after exit to all WIOA Adult and Dislocated Worker program 
participants to inform our customer-centered design efforts. Information provided 
by our actual customers will help us identify best practices and improve 
processes as we strive for continuous improvement.  


 
B. Describe how the local area board will ensure that eligible providers meet the 


employment needs of local employers, workers and job seekers. 
 


Minneapolis Employment & Training will continue to develop robust career pathways 
that are based on real-time employer demand. These pathways will offer program 
participants the right blend of services and support that will effectively address 
challenges and remove barriers to employment, with a focus on our communities 
of highest poverty and unemployment, while creating a pipeline for businesses of 
qualified workers and career opportunities for job seekers that lead to a middle-
class lifestyle. 


 
The Minneapolis Workforce Development Board provides strategic guidance for the 


broad partnerships that make up the local workforce development system – a 
“one-stop” service delivery system for area jobseekers and employers. The goal 
is to build a competitive workforce with the skills employers seek, in order to help 
strengthen and build the area’s economy. Employers benefit by hiring workers 
with the skills they need for business success; workers benefit by achieving and 
maintaining economic self-sufficiency for themselves and their families. 


 
A primary responsibility of the Minneapolis Workforce Development Board is 


guidance and oversight of employment and training programs administered by 
the City of Minneapolis. These programs are supported by a variety of funding 
sources including the Workforce Innovation and Opportunity Act(WIOA). In 
Minneapolis, the purview of the Workforce Development Board has expanded to 
include all employment and training programs funded by the City as well as 
coordination with other partner agencies that make up the broader local 
workforce development system. 
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The Minneapolis Workforce Development Board is made up of 21 individuals 


appointed by the Mayor. Members serve two-year terms that are staggered to 
provide continuity. Council members are leaders and key decision-makers within 
their organizations and/or the community. They include business owners and 
executives as well as agency and program directors. They are people with the 
knowledge, influence, and interest to envision, guide, and support positive action 
and outcomes.  


 
C. Describe how the local area board will facilitate access to services provided through the 


one-stop delivery system, including in remote areas, through the use of technology and 
other means. 


 
As a non-rural area, we will focus less on access due to remoteness of locations, but 


more on convenience, making participant forms fillable, including but not limited 
to, online applications, intake forms, and eligibility forms.  


 
D. Describe how entities within the one-stop delivery system will comply with section 188, if 


applicable, and applicable provisions of the Americans with Disabilities Act of 1990, 
regarding the physical and programmatic accessibility of facilities, programs and 
services, technology and materials for individuals with disabilities including providing 
staff training and support for addressing the needs of individuals with disabilities. 


 
WDA #10 has been working with DEED to train and support the WIOA grantees 
regarding disability and ADA issues. As noted earlier, in January 2016, the 
Department of Vocational Rehabilitation Services provided a disability awareness 
business outreach presentation to the team of professionals (AchieveMPLS, DEED 
Workforce team) that run the STEP-UP summer youth program. Since STEP-UP 
employs over 1,600 youth in the summer, it is important to insure that disabled youth 
were appropriately assessed and placed in jobs. WDA #10 plans to provide more 
comprehensive training to WIOA grantees in 2017, including intake, disclosure and 
introduction of the EO monitoring tool that grantees can use at their agency to insure 
physical accessibility of facilities. 


 
E. Describe the roles and resource contributions of the one-stop partners. 
 


The one-stop partners include entities that operate the following programs: Adult, 
Dislocated Worker, Youth, Job Corps, YouthBuild, Native American, Migrant and 
seasonal farmworker, Employment Services authorized under the Wagner-
Peyser Act (29 U.S.C. 49 et seq), Adult education and literacy activities 
authorized under title II of WIOA, the Vocational Rehabilitation program 
authorized under title I of the Rehabilitation Act of 1973 (29 U.S.C. 720 et seq.), 
Senior Community Service Employment Program authorized under title V of the 
Older Americans Act of 1965 (42 U.S.C. 3056 et seq.), Career and technical 
education programs at the post-secondary level authorized under the Carl D. 
Perkins and Technical Education Act of 2006 (20 U.S.C. 2301 et seq.), Trade 
Adjustment Assistance activities under chapter 2 of title II of the Trade Act of 
1974 (19 U.S.C. 2271 et seq.), Jobs for Veterans State Grants programs 
authorized under Chapter 41 of title 38, U.S.C, Employment and training activities 
carried out under the Community Services Block Grant (42 U.S.C. 9901 et seq.), 
Employment and training activities carried out by the Department of Housing and 
Urban Development, Programs authorize under State unemployment 
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compensation laws (in accordance with applicable Federal law), Programs 
authorized under sec. 212 of the Second Chance Act of 2007 (42 U.S.C. 17532), 
and Temporary Assistance for Needy Families (TANF) authorized under part A of 
title IV of the Social Security Act (42 U.S.C. 601 et seq.) unless exempted by the 
Governor under § 678.405(b). 


 
Each partner must: 


a. Provide access to its programs or activities through the one-stop 
delivery system, in addition to any other appropriate locations; 


b. Use a portion of funds made available to the partners program, to the 
extent consistent with the Federal law authorizing the partner’s 
program and with Federal cost principles in 2 CFR parts 200 and 2900 
(requiring, among other things, that costs are allowable, reasonable, 
necessary, and allocable) to:  


1. Provide applicable career services; and  
2. Work collaboratively with the State and Local Boards to 


establish and maintain the one-stop delivery system. This 
includes jointly funding the one-stop infrastructure through 
partner contributions that are based upon: 


i. A reasonable cost allocation methodology by which 
infrastructure costs are charged to each partner in 
proportion to the relative benefits; 


ii. Federal cost principles; and  
iii. Any local administrative cost requirements in the 


Federal law authorizing the partner’s program. 
c. Enter into a Memorandum of Understanding (MOU) with the Local 


Board relating to the operation of the one-stop system that meets the 
requirements of § 678.500(d); 


d. Participate in the operation of the one-stop system consistent with the 
terms of the MOU, requirements of authorizing laws, the Federal cost 
principles, and all other applicable legal requirements; (WIOA sec. 
121(b)(1)(A)(iv)); and  


e. Provide representation on the State and Local Workforce 
Development Boards as required and participate in Board committees 
as needed (WIOA secs. 101(b)(iii) and 107(b)(2)(C) and (D)), 


 
17. Describe and assess the type and availability of adult and dislocated worker employment 


and training activities in the local workforce development area. 
 


City of Minneapolis Employment and Training is the workforce development division of 
Economic Development, assisting Minneapolis residents, both youth and adult, prepare 
to enter the labor force. Yearly, we deliver employment and training services to just 
under-5,000 Minneapolis residents through various targeted programs that focus 
attention on the core issues of joblessness and employment disparities. The Minneapolis 
Workforce Development Board provides strategic guidance to our local workforce 
development system. The Council’s goal is to build a workforce with the skills employers 
seek, in order to help strengthen and maintain the area’s economy. Employers benefit by 
hiring workers with the skills they need for business success; workers benefit by 
achieving and maintaining economic self-sufficiency for themselves and their families.  
 
In the City of Minneapolis/WDA #10, Adult Workforce Development consists of four 
distinct programs areas: Minneapolis Works, a work-first program serving low-income 
Minneapolis job seekers; Career Training Assistance and Train-to-Career, two programs 
that provide training-first and then placement in occupations in demand for low-income 
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Minneapolis residents; and the Dislocated Worker (DW) Program, assisting recently laid 
off adults with a quick return to the workforce at comparable pay. The services to job 
seekers are provided at the community-based agencies. One-on-one career counseling 
services - the core function of our partners - are provided to all job seekers. Other 
services include career and aptitude assessment, interview coaching, resume 
assistance, job placement and retention services. The counseling services continue for 
one year from the date the job seeker becomes employed.   
 
The operating principle of the Minneapolis Workforce Development Board and City of 
Minneapolis Employment and Training is partnership. Minneapolis Employment and 
Training uses a community-based service delivery model; partnering with both non-profit 
and state government employment service providers to offer employment services to 
Minneapolis adults and dislocated workers. We contract with community-based 
employment service providers that offer high quality job training services in the 
neighborhoods where job seekers are located. This diverse network of partners included 
15 organizations in 2015, with broad geographic reach, cultural and language expertise, 
and community rootedness, offering the best access and services to residents looking for 
training and employment counseling. Over three decades ago, Minneapolis Employment 
and Training began this innovative strategy of contracting with small neighborhood-
based employment services providers as the delivery mechanism for federal and state 
investments in jobs training. The City of Minneapolis has seen the community-based 
delivery system as a key strategy to reducing employment disparities.   


 
Community-based partners funded in 2015 included: 


• American Indian OIC 
• CLUES 
• Department of Employment and Economic Development 
• East Side Neighborhood Services 
• Emerge Community Development 
• Goodwill Easter Seals 
• HIRED 
• Hmong America Mutual Assistance Association 
• Jewish Family and Children’s Services 
• Lifetrack Resources 
• Minneapolis Urban League 
• Pillsbury United Communities 
• Project for Pride in Living 
• RESOURCE 
• South East Asian Refugee Community Home 


 
Many clients can also access training dollars to pursue post-secondary 
vocational/technical training prior to job placement. Through our various programs, we 
work closely with a number of training partners, including non-profit and state 
educational providers. Partnerships with educational institutions include, but is not limited 
to: 
 


• Minneapolis Community and Technical College 
• St. Paul College 
• Hennepin Technical College 
• Summit Academy OIC 
• Creating IT Futures Foundation – IT Ready  
• PRIME Digital Academy 
• The Software Guild  
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18. Describe and assess the type and availability of youth workforce investment activities in the 


local workforce development area, including youth with disabilities, which description and 
assessment shall include an identification of successful models of such youth workforce 
development activities. 


 
WDA #10 has a very active Minneapolis Youth Council; a multijurisdictional advisory 
policy group that focuses on the local youth workforce system. The Youth Council is 
instrumental in the design, development, and provision of services to help Minneapolis 
youth achieve successful transitions to further education and employment.  
 
The Minneapolis Youth Council Vision: The Minneapolis Youth Council provides 
leadership to grow tomorrow’s workforce and build competitive advantage for 
Minneapolis youth, employers and the economy. 
 
Minneapolis Youth Council Mission: To help youth and young adults learn academic, life 
and work skills, identify career paths and achieve meaningful employment opportunities. 
 
In 2015, the Youth Council also implemented three subcommittees: 1) Alignment 2) 
SYNC (Serving Youth in Need of Connections, and 3) Entrepreneurial. The 
subcommittees work together and offer strategies and solutions around issues identified 
by the full Youth Council and/or employment and training staff. 
 
Key Youth Council recommendations that have assist in the preparation of a skilled 
workforce targeting youth and individuals with barriers to employment include: 
• Earmarked WIOA youth and young adult funds specifically to provide youth with 
paid internships and credential training so they are prepared to enter and succeed in the 
workforce 
• Focused outreach efforts on youth of color, underserved and under-represented 
youth which resulted in two RFPs being issued to select WIOA youth service providers 
for the American Indian community and the Cedar Riverside 55454 zip code area where 
there is a substantial Somali population. 
 
STEP-UP is one of the City of Minneapolis’ primary strategies to address employment 
disparities for youth ages 14-21. STEP-UP is a nationally-recognized employment 
program that recruits, trains, and places youth from lower income families in jobs with a 
wide range of Twin Cities businesses, nonprofits and public agencies. The program 
helps interns explore diverse career interests, gain vital skills, make professional 
connections and prepare for meaningful careers. Whether it is a first job experience or a 
more skilled position, a STEP-UP internship helps young people explore careers and 
climb the ladder of professional development, ultimately resulting in a young person 
prepared to succeed in the workforce.  
In 2015, STEP-UP prepared nearly 2,000 Minneapolis youth – over 90% youth of color – 
with the skills needed to be successful in a job. Of those, 1,563 were matched with 
internships for the summer at one of 230 partner employers. The interns earned a 
combined $2.6 million in wages, $1.1 of which was paid directly by the private sector, 
allowing the City of Minneapolis to leverage those funds and connect an additional 550 
young people to meaningful work in a thriving business community. 
 
 
HECAP:  The City oversees two HECAP projects with slightly different focuses: 
• SFY 2016 HECAP - The City is partnering with the Minneapolis Workforce 
Centers to provide career advising workshops for youth. The primary audience is youth 
that applied for, but did not attend, the STEP-UP work readiness training. Four (4) 
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workshops will be delivered in April and we will evaluate the success of the workshops 
once they are complete. 
 
• SFY 2017 HECAP - The City of Minneapolis WDA #10 responded to the 
competitive RFP for 2017 funding through DEED in April 2017. The City of Minneapolis 
Employment and Training will, in turn, be releasing a competitive Request for Proposals 
(RFP) for employment service agencies to provide career advising services to 
Minneapolis high school students. Services will be targeted to youth living in/or attending 
school in North Minneapolis or the Cedar Riverside area The purpose of the project is to 
assist high school students in selecting a career of interest and a postsecondary path 
aligned with that career. These services will not be an attempt to duplicate the services 
that are already offered in the schools, but rather be focused on career advising gaps – 
ideally delivering services at the new Workforce Center in North Minneapolis and the 
Opportunity Center in Cedar Riverside.  
 
WDA #10 Minneapolis Employment and Training has contracted with HIRED to provide 
youth employment services and work experience wages for up to15 Minneapolis MFIP 
caregivers eligible for the TANF Teen Parent project. The City and HIRED are partnering 
with Minnesota Visiting Nurses Agency (MVNA) who are contracted by Hennepin County 
to serve MFIP teens under age 20 without GED or High School completion. In addition, 
HIRED works internally to coordinate with HIRED/PACE serving MFIP young parents 
aged 18-26. The PACE program works with young MFIP participants to assist them in re-
engaging in school. MVNA and HIRED/PACE staff will work closely to determine eligible 
Minneapolis youth participants to determine which students would benefit from the work 
experience program. HIRED will work with MVNA staff to provide on-site orientation 
sessions and career coaching services at the Minneapolis Community Technical College 
outreach site, where MVNA already provides services to youth.  
 
The TANF Teen Parent project will include careful assessment of career interests and 
readiness as a part of initial orientations and meetings with placement staff. Prior training 
or interest assessments will be considered. Also, since many youth are in an exploratory 
career stage, opportunities for shorter term internships or second placements will be 
considered to ensure that the youth are exposed to a variety of career options. With the 
assistance of the career counselor, the teens will be introduced to the idea of career 
pathways as a means of understanding how they can gain valuable skills through 
internships and credentialing programs that will eventually lead to postsecondary training 
and/or employment within a field of interest.   


 
19. Describe how the local area board will coordinate education and workforce investment 


activities carried out under this title with relevant secondary and post-secondary education 
programs and activities to coordinate strategies, enhance services, and avoid duplication of 
services. 


 
As noted in Question #12, the Workforce Development Boards of the Twin Cities, 
following the focus on specific occupational clusters and career pathways (outlined in 
the regional plan), will engage Carl Perkins consortium partners who often represent our 
closest relationship with secondary and post-secondary partners. Local efforts to 
support students will be developed, in conjunction with metro-wide efforts focused on 
identified career pathways, and efforts will be made at the local and regional levels to 
ensure that services are not duplicated. 
 
The Minneapolis Workforce Development Board will do a periodical review of services 
to ensure that education and trainings provided to participants match with employer and 
industry demand and align with current requirements in secondary and post-secondary 
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standards. In addition, representatives from secondary and post-secondary institutions 
will sit on the board to advise on trainings at their institutions to prevent unnecessary 
duplication.  


 
20. Describe how the local area board will coordinate education and workforce investment 


activities carried out under this title with public transportation and other appropriate 
supportive services. 


 
The Workforce Development Boards of the Twin Cities are working cooperatively to 
strengthen relationships with the Met Council at multiple levels. One such effort will be to 
ensure that a stronger line of communication is maintained with transit planners to 
facilitate closer coordination with public transit in areas where transportation challenges 
represent a primary barrier to employment. The Minneapolis Workforce Development 
Board will make particular effort to ensure that suburban jobseekers have better access 
to public transit (and/or other forms of transportation assistance) and that suburban 
employers can better receive workers from urban centers. 
 
The service delivery system in Minneapolis is neighborhood-based with locations that 
provide easy access via public transportation. Minneapolis Employment and Training 
uses a community-based service delivery model; partnering with both non-profit and 
state government employment service providers. Our network of community-based 
employment service providers offer high quality employment services in the 
neighborhoods where job seekers are located.  
 
The Minneapolis/St. Paul metro area is fortunate to have a plethora of public and private 
training institutions represented on the State’s Eligible Provider Training list. Most of 
these training institutions are located right on or very near public transportation. WDA 
#10’s clients, who participate in a variety of employment programs, all have access to 
support service funds to assist with transportation needs.  
 
Minneapolis Employment & Training has written policies for each program/funding 
source that ensure that a wide variety of appropriate support services including 
assistance with transportation are available to clients who are participating in career and 
training services. These funds are reserved for services that are not otherwise available 
from other sources. Supportive service requests originate at the counselor/case manager 
level as individual service needs are perceived. Requests may be subject to peer and/or 
supervisory review and approval.  Decisions about providing supportive services are 
made in accordance with applicable federal, state, and local policy. If, after supervisory 
review, there are any questions about the provision of a particular request, the 
employment service provider staff consults with Minneapolis Employment & Training 
staff. The written policies list the types of support services that are available with 
maximum dollar amounts and/or frequency limits. A participant financial need statement 
must be completed for most types of assistance. If a financial need statement was 
completed as part of a training proposal, the same one may be used for this purpose. 


 
21. Describe the plans and strategies for, and assurances concerning, maximizing coordination 


of service provided by the state employment service under Wagner-Peyser Act, and 
services provided in the local workforce development area through the one-stop delivery 
system, to improve service delivery and avoid duplication of services. 


 
Minnesota’s WIOA State Plan describes the state’s strategy for providing reemployment 
assistance to Wagner Peyser’s targeted population of UI claimants. The strategy (details 
currently under development with an implementation date of July 2016) will be as 
follows: 
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• A Wagner Peyser staff person will attend every Reemployment Services and 


Eligibility Assessment (REA) session that the UI program offers across the state. 
The UI program typically offers REA sessions to approximately 40,000 applicants 
per year to those who are at risk of exhausting their benefits. 


• The REA and Wagner Peyser staff will conduct a quick assessment of every 
participant to determine who will most likely need additional services from the 
WorkForce Center. 


• The Wagner Peyser 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 Wagner Peyser staff person will assist the REA 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 
UI 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. 


• Wagner Peyser will follow up with REA participants 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. 
 


These activities will be coordinated with the programs within the LWDA as follows: 
 


The Wagner Peyser program also provides services to businesses with 2 Business 
Services Representative(s) (BSR) assigned to the City of Minneapolis WDA #10. The 
goal of the BSR(s) is to contact businesses in the key industry sectors identified in state 
and local plans, help the business solve their workforce issues, and promote job 
openings to job seeking customers in the WorkForce Centers.  


 
The activities of the BSRs will be coordinated with other providers in the LWDA as 
follows: 


 
WAGNER-PEYSER ASSURANCES 
 


The State assures the following: 
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. 


2. The State agency is complying with the requirements under 20 CFR 653.111 
(State agency staffing requirements) if the State has significant Migrant Seasonal 
Farm Worker one-stop centers; 


3. If a State Workforce Development Board, department or agency administers 
State laws for vocational rehabilitation of individuals 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 


4. State agency merit-based public employees provide Wagner-Peyser Act-funded 
labor exchange activities in accordance with Department of Labor regulations. 


 
22. Describe how the local area board will coordinate workforce investment activities carried out 


under this title in the local workforce development area with the provision of adult education 



https://www.minnesotaworks.net/

http://mn.gov/deed/job-seekers/job-guide/
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and literacy activities under title II, including a description of how the local area board will 
carry out, consistent with subparagraphs (A) and (B)(i) of section 107(d)(11) and section 
232, the review of local applications submitted under title II. 


 
The Workforce Development Boards of the Twin Cities have engaged Adult Education 
partners in the development of this plan, and expect to continue doing so through the 
implementation period. Adult Education partners will continue to be engaged in at least 
three ways: a) Development of career pathways in the identified sectors and clusters, 
with clear integration opportunities for literacy and adult education to be woven into 
existing and emerging training; b) Clarification or strengthening of protocol for assessing 
adult education needs at WorkForce Centers (and other points of service) and making 
appropriate referrals for services; and, c) Provision of career awareness materials and/or 
workshops prepared by workforce development staff, that can be shared with adult 
education partners to expose students to opportunities and facilitate referral from adult 
education programs to WorkForce Centers and other workforce development programs. 
 
English Language Learning programs provide crucial bridging services to prepare job 
seekers to enter the Minneapolis workforce or to seek education and training for higher-
skilled jobs.  
 
The Minneapolis Workforce Development Board has a local adult education and literacy 
program representative, and that representative works to coordinate, among other 
things, career pathway partnerships requiring adult basic education curriculum and 
instruction. This adult education manager has also been a lead partner in the 
collaborative planning for the new North Minneapolis Workforce Center location. 
Minneapolis Adult Education will be offering foundational activities at this location 
including: Diploma/GED services (Super Seniors, At Risk, Recent Dropouts); Diploma to 
Degree services (Dual Credit – High School and college credit with MCTC); and 
Language-specific programming or services. In addition, they plan to offer College and 
Career activities such as Career Specific Training Courses or Certifications possibly 
including Entrepreneurship, IT, Healthcare and/or Business.  
 
Minneapolis Employment and Training staff sits on the Minneapolis Adult Education 
consortium board to ensure continued alignment of services. 


 
23. Describe the replicated cooperative agreements (as defined in section 107(d)(11)) between 


the local area board or other local entities described in section 101(a)(11)(B) of the 
Rehabilitation Act of 1973 (29 U.S.C. 721(a)(11)(B)) and the local office of a designated 
state agency or designated state unit administering programs carried out under title I of such 
Act (29 U.S.C. 720 et seq.) (other than section 112 or part C of that title (29 U.S.C. 732, 741) 
and subject to section 121(f)) in accordance with section 101(a)(11) of such Act (29 U.S.C. 
721(a)(11)) with respect to efforts that will enhance the provision of services to individuals 
with disabilities and to other individuals, such as cross training of staff, technical assistance, 
use and sharing of information, cooperative efforts with employers, and other efforts at 
cooperation, collaboration, and coordination. 


 
The local Workforce Development Board and Vocational Rehabilitation Services 
collaborate to enhance services to individuals with disabilities, individuals with 
other barriers to employment, and individuals living in poverty. To the extent 
possible, services are co-located in WorkForce Centers to provide access to a 
wide variety of services. Each WorkForce Center provides an orientation to 
services available to assist job-seekers make an informed decision on choice of 
service provider. Direct service staff participate in cross-training to ensure they 
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understand the services offered by the various partners, and the eligibility criteria 
for each program. 
 
Vocational Rehabilitation staff is available for consultation without the need for 
the person to apply for services. Typical topics include how and when to disclose 
a disability, effective use of assistive technology, Social Security work incentives, 
and benefits planning. There is currently a joint effort to provide joint financial 
planning and work incentives planning for individuals receiving Social Security 
Disability Insurance. Disability Benefits 101, a software program developed using 
Medicaid Infrastructure grant funding, is available to all partners to assist staff 
inform job-seekers about the impact earned income will have on federal and state 
benefits, including public health insurance. 
 
The Workforce Development Boards consult with Vocational Rehabilitation 
Services as they are developing initiatives such as incumbent worker training 
programs, customized training programs, career pathways initiatives, youth 
services, and other business services.  
 
Local Workforce Development Boards sponsor local Job Fairs. Vocational 
Rehabilitation participates in the Job Fairs and other community events. The local 
partners also share job leads, and Vocational Rehabilitation may purchase 
placement services from the local Board as part of a performance-based funding 
agreement.  


 
24. Describe and identify the entity responsible for the disbursal of grant funds described in 


section 107(d)(12)(B)(i). 
 


As administrative entity for the Minneapolis Workforce Development Board, the City of 
Minneapolis is responsible for the disbursal of grant funds. 


 
25. Describe the competitive process to be used to award the sub-grants and contracts in the 


local workforce development area for activities carried out under this title. 
 


Minneapolis Employment and Training uses a decentralized approach where services 
are delivered by community-based Provider Agencies at the neighborhood level. These 
community-based providers typically employ culturally diverse staff who speaks a variety 
of languages. This community-based form of service delivery facilitates better 
accessibility to services for all. The neighborhood-based Provider Agencies are typically 
skilled at providing culturally-competent counseling that is flexible and adaptable to 
changing economic, cultural, and social dynamics of our community. 
 
Every five years, City of Minneapolis Employment and Training issues Requests For 
Proposals (RFP) under a competitive solicitation to select organizations that are qualified 
to deliver employment and training services. Organizations that are selected are placed 
on a Minneapolis Employment and Training Eligible Providers List that defines the 
universe of potential providers for a specific time period. During 2015, the Eligible 
Providers List was updated using the process described below. The 2016-2020 
Minneapolis Employment and Training Eligible Providers List became effective January 
1, 2016 and remains in force until December 31, 2020.   
 
The open competition for the RFP was advertised on the Minneapolis Employment and 
Training website; former Master Contract holders were alerted; and any agency that had 
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inquired about or requested to be included in the Master Contract process (since the 
previous process ended) was alerted.  
 
The Minneapolis Workforce Development Board, which is staffed by Minneapolis 
Employment & Training, provides strategic guidance for the broad partnerships that 
make up the local workforce development system – a “one-stop” service delivery system 
for area jobseekers and employers. Historically, the Minneapolis Workforce Development 
Board has been very interested in issues such as living wages, benefits, and long term 
retention for clients served in our programs. In creating a new Eligible Providers list for 
2016-2020, the Minneapolis Workforce Development Board recognized that the future 
will present workforce development with continued challenges and new opportunities. In 
their message to applicants they noted, “As we look out to the next five years, we must 
collectively work towards reducing and ending racial and ethnic employment disparities; 
we must work to reduce the skills gaps between what employers tell us they need and 
the applicant pool currently applying for those positions; we must prepare for the coming 
years of labor shortage as more and more baby-boomers leave the workforce; we must 
engage more youth by connecting them with opportunities for meaningful career 
exposure; and we must continue to offer innovative services for all job seekers”. 
 
Based on the priorities set by the Minneapolis Workforce Development Board, the RFP 
directed applicants to respond to the following questions: 
 


• Executive Summary - This should include a short description of your agency’s 
history of moving individuals and families out of poverty and/or into meaningful 
employment. 


• Experience and Capacity - What is your agency's organization and management 
approach in delivering employment and training services? Describe agency 
background in providing employment and training services to youth and adults. 
How well does your work align with the mission of City of Minneapolis 
Employment and Training to grow a competitive workforce through programming 
aimed at helping youth learn academic, life and work skills, identify career paths, 
and achieve meaningful employment; and to increase access for adults to 
resources that further career success, whether skills training to gain sustainable 
and stable employment or career counseling for rapid reentry to the workforce. 
Please include related and relevant programmatic outcomes within the past 5 
years.  


• References - List references from employment and training projects you currently 
operate or have operated in the past. 


• Personnel Listing - Show involved individuals with resumes and specific 
applicable experience who would work on this project. Sub-consultants should 
also be listed, including the identification of any that are certified in the City of 
Minneapolis Small & Underutilized Business Program. 


• Company Financial Information - Proof of financial responsibility, any bankruptcy 
filings by the provider agency, its principles and officers during the previous 
seven years. 


• Grant-funded Services - Include a copy of the most recent audit report and 
management letter if sub-recipient receives over $50,000 in City contracts 
annually and if vendor is not an individual proprietor.  


 
The criteria used to evaluate the proposals included: 


• Quality, thoroughness, and clarity of proposal. 
• Qualifications and experience of staff (includes a review of references). 
• How well the experience and capacity of agency met department objectives. 
• Financial responsibility and capacity of company including whether or not the 
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company, any affiliates, subsidiaries, officers or directors had filed for federal 
bankruptcy protection within seven years of the date of this RFP. 


• Organization and management approach and involvement for a successful 
delivery of program services and outcomes. 


• Small & Underutilized Business participation, where applicable. 
• Insurance coverage as defined for the services. 


 
The responses to the RFP were systematically reviewed by neutral parties and 
ranked. Staff then made recommendations to the Minneapolis Workforce Development 
Board and the Minneapolis City Council about which organizations should be placed on 
the Minneapolis Employment and Training's Eligible Providers List.  
 
No funds were awarded as a direct result of a successful proposal. When WIOA and 
other funding opportunities become available, a funding-specific RFP is issued to 
organizations who have met the requirements to be placed on Minneapolis Employment 
& Training’s Eligible Providers List. Those agencies selected to deliver services from the 
program-specific RFP are issued a Master Contract. 


 
26. Describe how the local levels of performance negotiated with the Governor and chief elected 


official will be used to measure the performance of the local workforce development area 
and to be used by the local area board for measuring the performance of the local fiscal 
agent, eligible providers under subtitle B and the One-stop delivery system. 


 
Accountability measures are built into each contract as each contract contains very 
specific outcome measures. All agencies who are awarded master contracts are required 
to collect data in the Management Information System (MIS) so that Minneapolis 
Employment & Training staff can evaluate their performance against the desired 
outcomes. The information is then used to test compliance with the contract outcome 
measures.  


 
Minneapolis Employment & Training also takes action on performance data. Sub-
recipients are formally reviewed against outcome measures on a quarterly basis. 
Performance is then graded on an “A” through “F” scale with individual contract 
assessments provided to the service providers and a summary report provided to the 
Minneapolis Workforce Development Board and Minneapolis City Council. Service 
providers that receive substandard grades are required to complete a corrective action 
plan and failure to bring up their grade to an acceptable level may result in contract 
termination. This sound evaluation system has been in effect in the City of Minneapolis 
since 1990. It provides clear incentives for service providers to maintain and improve 
performance. On an annual basis contract amounts are adjusted based on the amount of 
funding that is available and the each service provider’s past performance. 


 
27. Describe the actions the local area board will take toward becoming or remaining a high-


performing board, consistent with the factors developed by the state board. 
 


Regionally, the Workforce Development Boards of the Twin Cities are considering a 
governance structure that will require greater crossover with other business, 
philanthropic, and economic development leadership in the region. Over time, individual 
local Workforce Development Boards will shift their own leadership in order to bring the 
regional governance model to peak influence. The [local board] will shift its own 
recruitment process in the coming two years to ensure alignment with this new regional 
governance model. 
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Statewide, the MN Workforce Council Association has always been committed to 
supporting local Workforce Development Boards’ growth and strong performance. The 
Workforce Boards of the Twin Cities will explore a refreshed and strengthened 
information –sharing and ‘training’ approach (through the shared convenings described 
in the regional plan) that will advance understanding for local Board members; and, 
attract additional talent and skill to serve on local Workforce Development Boards going 
forward.  


 
28. Describe how training services under chapter 3 of subtitle B will be provided in accordance 


with section 134(c)(3)(G), including, if contracts for training services will be used, how the 
use of such contracts will be coordinated with the use of individual training accounts under 
that chapter and how the local area board will ensure informed customer choice in the 
selection of training programs, regardless of how the training services are to be provided. 


 
Training is available to those individuals in need of training services to obtain or retain 
employment leading to economic self-sufficiency or wages comparable to or higher than 
wages from previous employment. Training priority is for programs that lead to 
recognized post-secondary credentials aligned with in-demand industry 
sectors/occupations in the local area. Training can be approved if:  


 
• The client would benefit from training (e.g., LMI data provided shows training is a 


requirement for occupational goal or the client has some prior experience in the 
field or shows an aptitude as discerned by assessments), 


• There is a reasonable expectation of employment following completion of 
training, and 


• The client has the skills and qualifications to undertake and successfully 
complete the training. 
 


Training services will be available to dislocated worker and adult participants (in 
accordance with the priority of services for adult clients) who have been determined in 
need of training services through an assessment or evaluation and the delivery of career 
planning services. Clients will be provided with the State’s Eligible Training Provider’s 
List (ETPL) and will be given guidance about the quality and performance data of the 
providers to help them make an informed decision about an appropriate training provider. 
After the client reviews the information and makes his/her selection of a specific training 
provider, the client will be provided with a referral to the training provider that has been 
chosen.  
 
Clients are informed that to ensure adequate training resources for all WIOA adult and 
dislocated worker clients, the City of Minneapolis/WDA #10 establishes some policy 
limits on the funding for training. Funding for training plans (adult and dislocated worker) 
that span multiple terms will be authorized one term at a time contingent on available 
funding. If training funding becomes exhausted, training plans in process will receive 
priority when funding again becomes available. WDA #10 has also established policies 
that state: 


 
• For dislocated worker clients, completed Training Proposals are required for all 


credential/certificate training and for any non-credentialed training that proposes 
to exceed $1,000+ in cost. Training plans are limited to a “soft ceiling” of $5,000 
per client per program year. Requests to exceed that amount may be considered 
by the contract manager, on a case-by-case basis, with adequate justification by 
counselor and client. Costs in excess of $5,000 may be paid by other sources 


• For adult clients, WDA #10 will be reviewing our training procedures after the 
WIOA final rules are published and will be adapting our policies to include time 
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and duration limits on training while fully aligning with any other changes that 
might be required.  


 
In addition, prior to receiving funding from our programs, clients are required to apply for 
financial aid, if available. Clients are reminded to check with their selected training 
provider about available scholarships, grants, discounts and financial aid packages. 
Grants and/or scholarships are utilized before program funds are provided for training. 
Training services are paid for through third party payment process using an Authorization 
of Funding for Training form for the client’s Individual Training Account (ITA).  ITAs 
specify that funds must coordinated with other funding and only cover the amount of 
training costs that are not available from other grant sources including Pell Grants. The 
City of Minneapolis/WDA #10 does not have any current plans to contract for services 
other than using the use of individual ITAs but reserves the right to do so in the future as 
more becomes known about WIOA rules concerning contracting with training providers. 


 
29. Describe the process used by the local area board to provide opportunity for public 


comment, including comment by representatives from businesses and comment by 
representatives of labor organizations; and input into the development of the local plan, prior 
to submission of the plan. 


 
To receive input during the development phases of the local plan, the public, including 
representatives of businesses, labor organizations, and community-based non-profit 
organizations, was invited to regional/local area plan listening sessions hosted at 
locations throughout the City of Minneapolis.  
 
Prior to submission, the full Minneapolis Workforce Development Board previewed and 
approved the local plan. 
 
Additionally, the Minneapolis Workforce Development Board provides opportunity for 
public comment through posting the Local Unified Plan and its supporting materials on 
the City of Minneapolis Employment and Training website at 
http://www.minneapolismn.gov/cped/cped_City of Minneapolis Employment and 
Training. Responses can be sent via e-mail to Board staff. 


 
30. Describe how the one-stop centers are implementing and transitioning to an integrated, 


technology-enabled intake and case management information system for programs carried 
out under this Act and programs carried out by one-stop partners. 


 
The State’s web-based data system, Workforce One, connects and integrates case 
management and services with the required WIOA one-stop partners as well as with 
numerous programs funded by foundations and local governments. WDA #10 enters 
case management notes and all other relevant information into Workforce One. This 
shared data system allows other staff who might come into contact with a shared 
customer to see the range of services a particular client is accessing and enables a case 
manager to supplement, rather than duplicate services for those clients who are co-
enrolled. The shared data system also allows managers and administrators to see and 
run real-time reports on multiple aspects of program operations for better efficiency.  
 
To augment services that will be provided in-person through the one-stop system 
partners, WDA #10 will explore and expand various technologies to better serve our 
customers. To enhance service delivery, fillable online applications and forms will 
continue to be developed. All one-stop and affiliated sites will offer access to free 
computers for completing online intake and other forms. Staff will remain available to 
assist with completion of the forms at all one-stop and partner sites. WDA #10 will fully 



http://www.minneapolismn.gov/cped/cped_metp

http://www.minneapolismn.gov/cped/cped_metp
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support any efforts to evaluate the potential for common/shared application or intake 
forms to streamline the intake process and better serve our common customers.   


 


SECTION C: PROGRAM OPERATIONS 
 
1.  A. How does the local workforce development area ensure staff comply with the policies 


and procedures for Rapid Response as communicated on DEED’s website? 
 


WDA #10 follows the policies set forth in DEED’s Rapid Response policy that places 
the responsibility for Rapid Response activity with the State - effective at the time of 
notice for a dislocation event.  
 
When the State determines a project is appropriate for providing Dislocated Worker 
services, WDA #10 abides by the competitive process prescribed in DEED’s Rapid 
Response policy. 


 
B. How does the local workforce development area inform the state Rapid Response team 


within 24 hours about an actual or potential dislocation event when there is possibility of 
a mass layoff (50 or more dislocations)? 


 
Staff from WDA #10 contacts the State Rapid Response Team, typically via email or 
phone call, as soon as they become aware of a potential large dislocation that hasn’t 
already been prominently reported in the local media.  


 
C. Describe how the local area board will coordinate workforce investment activities carried 


out in the local workforce development area with statewide rapid response activities. 
 


As a local partner that also includes Local Elected Officials, WDA #10 accedes 
authority to the State in matters of Rapid Response but remains committed to 
providing assistance with information gathering or other tasks that might be better 
accomplished using local contacts. When a WARN notice is received at the City, 
WSA staff forward the notice to the State Rapid Response staff when received. 
WDA #10 also shares company-specific layoff information received from our service 
provider partner staff if it appears that there is a possibility of an unreported mass 
dislocation event in the area. In situations where the actual size of the dislocation is 
uncertain, WSA staff will pass on locally-received information to allow the State 
Rapid Response Team to investigate and make their own determination as to the 
size and scope of the layoff event. If information about a dislocation is received by 
WDA #10 staff in confidence, staff will alert the State Rapid Response Team no later 
than when the potential layoff turns into an actual dislocation event. In these 
“confidential” layoffs, the City of Minneapolis will encourage the employer to contact 
State staff, i.e. the DEED Commissioner, DWP/TAA Director, Rapid Response 
Team Coordinator. 


 
D. Complete Attachment B – Local Workforce Development Area Contacts. 


 
2.  A. How does the local workforce development area inform the state Trade Act staff of 


companies that are potentially TAA certifiable? 
 


As soon as WDA #10 staff become aware of a layoff that might potentially be TAA 
certifiable, this information will be immediately shared with State TAA staff via phone 
or email. 



https://apps.deed.state.mn.us/ddp/PolicyDetail.aspx?pol=187

https://apps.deed.state.mn.us/ddp/PolicyDetail.aspx?pol=187

https://apps.deed.state.mn.us/ddp/PolicyDetail.aspx?pol=187
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B. How does the local workforce development area cooperate with the state Trade Act staff 


where the layoff involves a company that the DOL trade-certified? 
 


WDA #10 ensures that Dislocated Worker counseling staff is kept up-to-date on TAA 
related policies and procedures. TAA customers are co-enrolled in the Dislocated 
Worker program and counselors are expected to coordinate with and communicate 
about the TAA client, as needed, with the assigned TAA Specialist. DW staff are 
encouraged to attend training sessions regarding TAA/TRA at annual job seeker 
counselor conferences and at ad hoc training sessions offered throughout the year. 
Counselors follow the case management model that has been created and 
developed by State TAA staff; the model clearly defines the roles and 
responsibilities of each party - the TAA customer, DW counselor and TAA Specialist 
- to ensure that services are delivered and recorded in sequential fashion whether 
the customer is in training or in work search.  


 
C. Is the local workforce development area willing to participate in TAA Counselor Training 


and TAA Participant Training when a trade-certification occurs? 
 


Yes X 
 
3.  A. The local workforce development area has developed and implemented local Supportive 


Service policies that are consistently applied for all participants. 
 


Yes X 
 
 B. Describe the steps taken to ensure consistent compliance with the policy. 
 


WDA #10 has long-established written policies that govern the delivery of Support 
Services for participants. The policies are reviewed/updated annually, hard copies 
are distributed in a program manual to each counselor/manager, and they are 
discussed at an annual training provided for all WSA contracted provider staff. The 
written policies cover types of Support Services allowed, how to determine and 
document need, guidance about providing the services, limitations on the cost for 
higher expense items, and who to contact with questions.  
 
Beginning January 1, 2016, our policies were updated to require the need for and 
use of Support Services to be included on the signed Individual Employment Plan 
and entered into Workforce One. Documentation for the delivery of Support Services, 
including a completed Financial Needs Analysis form (when required in policy) is to 
be maintained in the participant’s file.  
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SECTION D: SYSTEM OPERATIONS AND ATTACHMENTS 
 
1. The local workforce development area has processes in place to assure non-duplicative 


services, and avoid duplicate administrative costs. 
 


Yes X 
 
2. The local workforce development area is aware of and staff participate in the Reception and 


Resource Area Certification Program (RRACP) to better serve all customers? 
 


Yes X 
 
3. A. The local workforce development area and their partners are aware of the 


responsibilities of the Equal Opportunity Officer, including attending DEED sponsored 
EO Training? 


 
Yes X 


 
B. Complete Attachment B – Local Workforce Development Area Contacts. 


 
C. The local workforce development area is aware and conducts annually a physical and 


program accessibility review? 
 


Yes X 
 
4. Does the local workforce development area have in place an agreed upon WIOA 


Discrimination complaint process per the regulations? 
 


Yes X 
 
5.  A. Does the local workforce development area have in place an agreed upon WIOA 


Program Complaint Policy per the regulations? 
 


Yes X 
 


B. Complete Attachment B – Local Workforce Development Area Contacts. 
 
6. How do you identify current or former Military Service Members coming into your WorkForce 


Center? 
 


Signage in the entryway to the Resource Rooms promotes priority services to 
Veterans and is posted to encourage self-identification of Veteran status. The 
Minnesota Veteran Questionnaire is used in the reception area/resource room to 
help non-veteran staff identify Veterans with “significant barriers to employment” 
(SBE).  


  
Veterans visiting the WorkForce Centers may self-identify themselves as such 
and are then directed to appropriate services. These services may include 
meeting with or talking to a Disabled Veteran’s Outreach Program representative. 
It may include a recommendation to attend one or more workshops offered at the 
WorkForce Center. It may include staff directing the veteran to a job search 
website such as www.minnesotaworks.net, which details a 3 step process, 



http://www.minnesotaworks.net/
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including information about and how to contact the Local Yellow Ribbon Network 
designed to recruit soon-to-be or recently separated military members, for 
employers wishing to recruit veterans as well as allowing veterans to search for 
job listings directed specifically to veterans. 


 
7. How do you inform current or former Military Service Members coming into your WorkForce 


Center about “Veteran Priority of Service?” 
 


Information about the Veteran Priority of Service is provided in the following ways 
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 – 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. 


MOUs have been developed with VR&E and the Jobs for Vets Program in 
providing referrals and priority services for Veterans. 


 
8. If your WorkForce Center has a presence on the Internet (outside of your local DEED 


WorkForce Center site) how do you promote Public Law 107-288, “Veterans Priority of 
Service” to veterans on that website? 


 
All intake forms promote the Veterans Priority of Service. 


 
9. How do you identify current or former Military Service Members with “significant barriers to 


employment?” 
 


The Minnesota Veteran Questionnaire is used to ensure accurate identification of 
a Veteran with a significant barrier to employment (SBE) or eligible spouse 
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An eligible veteran or eligible spouse is determined to have a SBE if s/he attests 
to meeting at least one of the six following criteria: 


  
1. A special or disabled veteran, who is/was: 
  


a. Entitled to compensation (or who but for the receipt of military 
retired pay would be entitled to compensation) under laws 
administered by the Secretary of Veterans’ Affairs; or 


b. Discharged or released from active duty because of a service-
connected disability. 


  
The determination of disability must be made solely on the basis of 
self-identification.  Any individual who separated from active duty 
because of a service-connected disability qualifies as a disabled 
veteran regardless of the number of days of active duty served, as 
does any veteran with a disability rating provided by the Department 
of Veterans Affairs (VA). 


  
2. Homeless, as defined in Section 103(a) of the Steward B. McKinney-Vento 
Homeless Assistance Act (42 U.S.C. 11302(a)); 
  
3. Recently separated service member who at any point in the previous 12 
months has been unemployed for 27 or more weeks (long-term unemployed); 
  
4. An offender, as defined by WIOA Section 3(38); 
  
5. Lacking a high school diploma or equivalent certificate; or 
  
6. Low-income, as defined under WIOA Sec. 3(36). 


 
10. When a current or former Military Service Member with a significant barrier to employment is 


identified, how do you refer them to an appropriate intensive service provider when there is 
no Disabled Veteran Outreach Program (DVOP) specialist in your WorkForce Centers? 


 
The Veteran with a SBE or eligible spouse is referred to appropriate DVOP 
staff, or in the absence of a DVOP, referral to a WFC staff person who can 
provide intensive services. Veterans facing one or more SBEs are offered 
intensive services immediately by WFC staff who have the capacity to offer 
such services. 


 
11. How are DVOP and/or Local Veterans Employment Representatives (LVER) staff integrated 


into the overall service delivery strategy in your WorkForce Centers? 
 


The following activities will be used to ensure that service providers and 
partners work together with DVOP specialists and LVER staff to promote 
employment, training and placement services for veterans. 1) DVOP/LVER 
staff will attend and participate in local WFC staff meetings. 2) DVOP/LVER 
staff will be co-located with partner staff in the 47 WorkForce Centers 
throughout Minnesota. 3) A DVOP has been assigned as an Intensive 
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Services Coordinator (ISC) at the Vocational Rehabilitation and Employment 
location at Fort Snelling to coordinate Chapter 31 placement activity with field 
staff. 4) DVOP/LVER staff will train partner staff and service providers on 
Veteran resources and when to refer veterans to DVOP staff for intensive 
services. 


 
12.  Are all WIOA-funded partners complying with the guidance provided in the TEGL regarding 


Selective Service? 
 


Yes X 
 
13. What is your strategy to ensure that job-ready job seekers enrolled in your programs 


(including non-program universal customers) are registering in MinnesotaWorks.net and are 
making their resumes viewable to employers? 


 
All customers at both Minneapolis’ Workforce Centers are automatically 
registered in Minnesotaworks.net (MnWorks) when registering to use the 
computers in any Resource Room using the Customer Registration System 
(CRS). MnWorks/CRS registration is required in order to receive employment 
coaching and to be given credit for attendance at workshops, job clubs or any 
other WFC event at which attendance is recorded. Attendance prior to the switch 
from CRS to MnWorks as the primary attendance tracking program and computer 
use information is held and available in the CRS system. Other information, such 
as resume uploading and updating, is held in the MnWorks system. Attendance 
information for workshops held after the program switch is no longer available at 
the WorkForce Center level. Each customer’s unique CRS number is written on 
the universal application during WFC orientation.  


  
Registration on MinnesotaWorks.net is encouraged through posters and other 
advertisement materials in the resource room. Resource room staff who assist 
computer users encourage use of MinnesotaWorks.net. Participants in any of the 
job search training series offered at the Minneapolis WFC sites are required to 
register on Minnesota Works.net in order to successfully complete the series. 
Facilitators of relevant workshops offered as part of any venue discuss and 
encourage accessing the benefits of registration and active use of 
MinnesotaWorks.net.  


  
UI requires registration MnWorks in for RESEA program participants. Wagner-
Peyser staff attend every RESEA workshop and provide follow up services with 
the intent of having every participant create a viewable resume in MnWorks. 


  
WDA #10’s program staff will continue to inform our entire service provider 
network about the value of MnWorks.net as part of a comprehensive job search 
strategy for job seekers. We strongly encourage all clients to register on 
MnWorks and make their resume viewable. 


 
14. Conflict of Interest and Integrity: Local area boards must make decisions in keeping with 


several laws and regulations. Indicate below that your local area board is aware of DOL 
Training and Employment Guidance Letter 35-10 and Minnesota OGM 08-01 and its 
relevant federal laws and regulations. 



http://minnesotaworks.net/

http://minnesotaworks.net/

http://minnesotaworks.net/

http://works.net/

http://minnesotaworks.net/

http://mnworks.net/
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Yes X 


 
15. The local workforce development area’s conflict of interest policies are in compliance with 


the above two references? 
 


Yes X 
 
16. A. The local workforce development area is aware of the referenced statute on Government 


Records. 
 


Yes   X 
 


 B. The local workforce development area is aware of the requirement to retain 
documentation for six years. 


 
Yes    X 


 
C. Complete Attachment B – Local Workforce Development Area Contacts. 
 


17. Handling and Protection of Personally Identifiable Information: The local workforce 
development area is complying with the guidance provided in TEGL 39-11. 
 


Yes X 
 
18. Human Trafficking: The local workforce development area is aware of TEGL 09-12 and will 


follow the procedures for working with trafficked persons. 
 


Yes X 
 
19. Gender Identification: The local workforce development area is aware of TEGL 37-14 and 


will follow the procedures for developing a similar policy including key terminology, and have 
in place regarding working with customers who may be lesbian, gay, bisexual and 
transgender. Local workforce development areas will also participate in any related training. 


 
Yes X 


 
20. Uniform Guidance: The local workforce development area is aware of TEGL 15-14 


regarding Uniform Guidance. 
 


Yes X 
 
21. A. Briefly describe the local area board’s policy and timetable for filling vacancies, 


replacing/reappointing individuals whose terms have come to an end. Include in your 
description any plans to fill the terms that will be expiring as of June 30, 2016. 


 
The Minneapolis Workforce Development Board follows the City of Minneapolis open 
appointments process (City of Minneapolis Ordinance Title II, Chapter 14.180) to fill 
board positions. 
 
Board members are appointed to two-year terms, with twelve (12) seats appointed in 
even-numbered years and nine (9) seats appointed in odd-numbered years. 
Applications for terms beginning on the first day of July can be filed in the City of 
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Minneapolis Clerk’s Office during the spring application period, which is open for a 
minimum of three (3) weeks. If there vacancies within the twelve (12) months after 
closing the original application, then the Mayor and City Council may fill vacancies 
from among the original applicants without re-opening the process.  
 
For terms expiring June 30, 2016, an application period was opened by the City of 
Minneapolis Clerk’s Office on March 1, 2016 and closed May 6, 2016. Appointments 
are recommended by the City of Minneapolis Mayor and approved by City Council. 


 
B. Is your local area board currently in compliance with WIOA? 


 
Yes X No  


 
 If No, what steps will be taken to bring your local area board into compliance by June 30, 
2016? 


 
 


 
C. Complete Attachment C – Local Area Board Membership List. 


 
D. Complete Attachment D – Local Area Board Committee List. 


 
22. Complete remaining portions of Attachment B – Local Workforce Development Area 


Contacts. 
 
23. If applicable, complete Attachment E - Local Workforce Development Area Sub-Grantee 


List. 
 
24.  If applicable, complete Attachment F - Local Workforce Development Area Non-WFC 


Program Service Delivery Location List. 
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ASSURANCES AND CERTIFICATIONS 
 
ASSURANCES 
 
As a condition to the award of financial assistance from the Department of Labor under Title I of 
the Workforce Investment Act of 1998 (WIA) and the Workforce Innovation and Opportunity Act 
and any other DEED/Workforce Development Employment and Training funds, the grant 
applicant assures that it will comply fully with the nondiscrimination and equal opportunity 
provisions and other assurances of the following laws: 
 


• Accessibility - Section 508 of the Rehabilitation Act of 1973, as amended - Requires 
that federally funded program providers make their electronic information and technology 
accessible to people with disabilities; 


• ACORN – Funds may not be provided to the Association of Community Organizations 
for Reform Now, or any of its affiliates, subsidiaries, allied organizations or successors; 


• Audits – 2 CFR 200.501 and Single Audit Act Amendments of 1996 - organization-wide 
or program-specific audits shall be performed; 


• Buy American- Buy American Act – award may not be expended unless the funds 
comply with USC 41, Section 8301-8303; 


• Data Sharing – MN Access to Government Data, MN Duties of Responsible Authority; 
MN Access to Information; MN Administrative Rules Data Practices; DEED Policy – Data 
Practices; 


• Disability - that there will be compliance with the Architectural Barriers Act of 1968, 
Sections 503 and 504 of the Rehabilitation Act of 1973, as amended, and the Americans 
with Disabilities Act of 1990; 


• Drug-Free Workplace – Drug-Free Workplace Act of 1988 – requires all organizations 
to maintain a drug-free workplace; 


• Equipment – 2 CFR 200. 313, 200.439 – must receive prior approval for the purchase 
of any equipment with a per unit acquisition cost of $5,000 or more, and a useful life of 
more than one year; 


• Fire Safety – 15 USC 2225a – ensure that all space for conferences, meetings, 
conventions or training seminars funded in whole or in part complies with the protection 
and control guidelines of the Hotel and Motel Fired Safety Act (Public Law 101-391); 


• Fraud/Abuse - that the provider has policies on fraud and abuse and will contact DEED 
for potential fraud and abuse issues; 20 CFR 667.630; DEED Policy – Fraud Prevention 
and Abuse; 


• Health Benefits – Public Law 113-235, Division G, Sections 506 and 507 – ensure use 
of funds for health benefits coverage complies with the Consolidated and Further 
Continuing Appropriations Act, 2015; 


• Insurance - that insurance coverage be provided for injuries suffered by participants in 
work-related activities where Minnesota's workers' compensation law is not applicable as 
required under Regulations 20 CFR 667.274; 


• Insurance – Flood Disaster Protection Act of 1973 – provides that no Federal financial 
assistance to acquire, modernize or construct property may be provided in identified 
flood-prone communities in the United States, unless the community participates in the 
National Flood Insurance Program and flood insurance is purchased within 1 year of the 
identification; 


• Limited English - Executive Order 13166 - Improving access to services for persons 
with limited English proficiency; 


• Nondiscrimination - Section 188 of the Workforce Innovation and Opportunity Act 
(WIOA) - Requires applying nondiscrimination provisions in the administration of 
programs and activities for all eligible individuals, including individuals with disabilities; 



http://www.dol.gov/oasam/regs/statutes/sec508.htm

http://wdr.doleta.gov/directives/corr_doc.cfm?DOCN=2812

http://www.ecfr.gov/cgi-bin/retrieveECFR?gp=1&SID=5e57834a077e680e1db08ae486b050cd&ty=HTML&h=L&mc=true&n=pt2.1.200&r=PART#se2.1.200_1501

https://www.whitehouse.gov/omb/financial_fin_single_audit/

https://www.law.cornell.edu/uscode/text/41/subtitle-IV/chapter-83

https://www.revisor.mn.gov/statutes/?id=13.03

https://www.revisor.mn.gov/statutes/?id=13.05

http://www.ipad.state.mn.us/docs/accessmain.html

https://www.revisor.mn.gov/rules/?id=1205

https://apps.deed.state.mn.us/ddp/PolicyDetail.aspx?pol=308

https://apps.deed.state.mn.us/ddp/PolicyDetail.aspx?pol=308

http://www.fs.fed.us/recreation/programs/accessibility/Architectural_Barriers.htm

https://www.disability.gov/rehabilitation-act-1973/

http://www.eeoc.gov/eeoc/history/35th/1990s/ada.html

http://www.eeoc.gov/eeoc/history/35th/1990s/ada.html

http://webapps.dol.gov/elaws/asp/drugfree/menu.htm

http://www.ecfr.gov/cgi-bin/retrieveECFR?gp=1&SID=5e57834a077e680e1db08ae486b050cd&ty=HTML&h=L&mc=true&n=pt2.1.200&r=PART#se2.1.200_1313

http://www.ecfr.gov/cgi-bin/retrieveECFR?gp=1&SID=5e57834a077e680e1db08ae486b050cd&ty=HTML&h=L&mc=true&n=pt2.1.200&r=PART#se2.1.200_1439

https://www.law.cornell.edu/uscode/text/15/2225a

http://r.search.yahoo.com/_ylt=A0LEV76tS1NWtXkANekPxQt.;_ylu=X3oDMTByOHZyb21tBGNvbG8DYmYxBHBvcwMxBHZ0aWQDBHNlYwNzcg--/RV=2/RE=1448328238/RO=10/RU=http%3a%2f%2fwww.gpo.gov%2ffdsys%2fpkg%2fSTATUTE-104%2fpdf%2fSTATUTE-104-Pg747.pdf/RK=0/RS=cbF4.C7f2uTalrtboFPHm7mkVQE-

http://www.ecfr.gov/cgi-bin/text-idx?SID=c930065ce296224d4e26cdcab47f77c5&mc=true&node=pt20.4.667&rgn=div5#se20.4.667_1630

https://apps.deed.state.mn.us/ddp/PolicyDetail.aspx?pol=132

https://apps.deed.state.mn.us/ddp/PolicyDetail.aspx?pol=132

http://thomas.loc.gov/cgi-bin/toGPObsspubliclaws/http:/www.gpo.gov/fdsys/pkg/PLAW-113publ235/pdf/PLAW-113publ235.pdf

http://www.gpo.gov/fdsys/pkg/BILLS-113hr83enr

http://www.gpo.gov/fdsys/pkg/BILLS-113hr83enr

http://www.ecfr.gov/cgi-bin/text-idx?SID=f9755e98ed153274fa5f6eeaf9ecf78b&mc=true&node=pt20.4.667&rgn=div5#se20.4.667_1274

https://www.law.cornell.edu/topn/flood_disaster_protection_act_of_1973

http://www.dol.gov/oasam/regs/statutes/Eo13166.htm

http://www.dol.gov/oasam/programs/crc/sec188.htm
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• Nondiscrimination - Section 188 of the Workforce Investment Act of 1998 (WIA) - 
Requires applying nondiscrimination provisions in the administration of programs and 
activities for all eligible individuals, including individuals with disabilities; 


• Nondiscrimination - Title VI of the Civil Rights Act of 1964, as amended – Prohibits 
discrimination on the bases of race, color, and national origin under any program 
receiving federal financial assistance; 


• Nondiscrimination - Title VII of the Civil Rights Act of 1964, as amended - Prohibits 
discrimination on the basis of race, color, religion, sex or national origin in employment; 


• Nondiscrimination - Title II of the Genetic Information Nondiscrimination Act of 2008 - 
Prohibits discrimination in employment on the basis of genetic information; 


• Nondiscrimination - Title V of the Older Americans Act of 1965 - Prohibits 
discrimination based on race, color, religion, sex, national original, age disability or 
political affiliation or beliefs in any program funded in part with Senior Community 
Services Employment Program funds; 


• Nondiscrimination - Title IX of the Education Amendments of 1972, as amended - 
Requires applying nondiscrimination provisions, based on sex, in educational programs; 


• Nondiscrimination - Title I (Employment) Americans with Disabilities Act (ADA) - 
Prohibits state and local governments, from discriminating against qualified individuals 
with disabilities in job application procedures, hiring, firing, advancement, compensation, 
job training, and other terms, conditions, and privileges of employment; 


• Nondiscrimination - Title II (State and Local Governments) Americans with Disabilities 
Act (ADA) - Prohibits qualified individuals with disabilities from discrimination in services, 
programs, and activities; 


• Nondiscrimination - Section 504 of the Rehabilitation Act of 1973, as amended - 
Prohibits discrimination against qualified individuals with disabilities; 


• Nondiscrimination - Age Discrimination Act of 1975, as amended - Prohibits 
discrimination on the basis of age; 


• Nondiscrimination - Title 29 CFR Part 31 Nondiscrimination in federally-assisted 
programs of the Department of Labor, effectuation of Title VI of the Civil Rights Act of 
1964; 


• Nondiscrimination - Title 29 CFR Part 32 Nondiscrimination on the basis of disability in 
programs and activities receiving or benefiting from federal assistance; 


• Nondiscrimination - Title 29 CFR Part 33 Enforcement of nondiscrimination on the 
basis of disability in programs or activities conducted by the Department of Labor; 


• Nondiscrimination - Title 29 CFR Part 35 Nondiscrimination on the basis of age in 
programs or activities receiving federal financial assistance from the Department of 
Labor; 


• Nondiscrimination - Title 29 CFR Part 37 Implementation of the Nondiscrimination and 
Equal Opportunity provisions of the Workforce Investment Act of 1998; 


• Nondiscrimination - Title 29 CFR Part 38 Implementation of the Nondiscrimination and 
Equal Opportunity provisions of the Workforce Innovation and Opportunity Act; 


• Nondiscrimination - Executive Order 13160 Nondiscrimination on the basis of race, 
sex, color, national origin, disability, religion, age, sexual orientation, and status as a 
parent in federally conducted education and training Programs; 


• Nondiscrimination - Executive Order 13279 - Nondiscrimination against grant seeking 
organizations on the basis of religion in the administration or distribution of federal 
financial assistance under social service programs, including grants, contracts, and 
loans; 


• Nondiscrimination - The Minnesota Human Rights Act of 1973, Minnesota Statutes, 
Chapter 363A - Prohibits discrimination in employment and providing public services on 
the basis of race, color, creed, religion, natural origin, sex, marital status (employment 
only), disability, status with regard to public assistance, sexual orientation, familial status 



http://www.dol.gov/oasam/programs/crc/sec188.htm

http://www.eeoc.gov/laws/statutes/titlevii.cfm

http://www.eeoc.gov/laws/types/genetic.cfm

http://www.doleta.gov/regs/statutes/olderam.cfm

http://www.dol.gov/oasam/programs/crc/titleix.htm

http://www.ada.gov/ada_title_I.htm

http://www.ada.gov/ada_title_II.htm

http://www.ada.gov/ada_title_II.htm

http://www.dol.gov/oasam/programs/crc/sec504.htm

http://www.dol.gov/oasam/regs/statutes/age_act.htm

http://www.dol.gov/cgi-bin/leave-dol.asp?exiturl=http://www.ecfr.gov/cgi-bin/text-idx%5eQ%5ec=ecfr|sid=b2ce5f00f79b621901a5c3012c4b5814|rgn=div5|view=text|node=29:1.1.1.1.25|idno=29&exitTitle=www.ecfr.gov&fedpage=yes

http://www.dol.gov/cgi-bin/leave-dol.asp?exiturl=http://www.ecfr.gov/cgi-bin/text-idx%5eQ%5ec=ecfr|sid=b2ce5f00f79b621901a5c3012c4b5814|rgn=div5|view=text|node=29:1.1.1.1.26|idno=29&exitTitle=www.ecfr.gov&fedpage=yes

http://www.ecfr.gov/cgi-bin/text-idx?c=ecfr&SID=69924e046dbc5f7282497ae0944c5652&rgn=div5&view=text&node=29:1.1.1.1.27&idno=29

http://www.ecfr.gov/cgi-bin/text-idx?c=ecfr&SID=69924e046dbc5f7282497ae0944c5652&rgn=div5&view=text&node=29:1.1.1.1.29&idno=29

http://www.ecfr.gov/cgi-bin/text-idx?c=ecfr&SID=69924e046dbc5f7282497ae0944c5652&rgn=div5&view=text&node=29:1.1.1.1.31&idno=29

http://www.ecfr.gov/cgi-bin/retrieveECFR?gp=&SID=f93578defc0df53d553a30c5b65b1edd&mc=true&r=PART&n=pt29.1.38

http://www.dol.gov/oasam/regs/statutes/eo13160.htm

http://www.gpo.gov/fdsys/pkg/FR-2002-12-16/pdf/02-31831.pdf

https://www.revisor.mn.gov/statutes/?id=363a&view=chapter

https://www.revisor.mn.gov/statutes/?id=363a&view=chapter
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(employment only), citizenship, or age (employment only), and local human rights 
commission activity (employment only); 


• Nondiscrimination - that collection and maintenance of data necessary to show 
compliance with the nondiscrimination provisions of WIA and WIOA Section 188, as 
provided in the regulations implementing that section, will be completed; 


• Opportunity – Executive Order 12928 – encouraged to provide 
subcontracting/subgranting opportunities to Historically Black Colleges and Universities 
and other Minority Institutions and to Small Businesses Owned and Controlled by 
Socially and Economically Disadvantaged Individuals; 


• Personally Identifiable Information (PII) – Training and Guidance Letter 39-11 – must 
recognize and safeguard PII except where disclosure is allowed by prior written approval 
of the Grant Officer or by court order; 


• Procurement – Uniform Administrative Requirements – 2 CFR 200-317-36 – all 
procurement transactions to be conducted in a manner to provide, to the maximum 
extent practical, open and free competition; 


• Publicity – no funds shall be used for publicity or propaganda purposes, preparation or 
distribution or use of any kit, pamphlet, booklet, publication, radio, television or film 
presentation designed to support or defeat legislation pending before the Congress or 
any state/local legislature or legislative body, except in presentation to the Congress or 
any state/local legislature itself, or designed to support or defeat any proposed or 
pending regulation, administrative action, or order issued by the executive branch of any 
state or local government. Nor shall grant funds be used to pay the salary or expenses 
of any recipient or agent acting for such recipient, related to any activity designed to 
influence the enactment of legislation, appropriations regulation, administrative action, or 
Executive Order proposed or pending before the Congress, or any state government, 
state legislature or local legislature body other than for normal and recognized 
executive-legislative relationships or participation by an agency or officer of a state, local 
or tribal government in policymaking and administrative processes within the executive 
branch of that government; 


• Salary/Bonus – Public Law 113-235, Division G, Title I, Section 105 – none of the funds 
appropriated under the heading “Employment and Training” shall be used by a recipient 
or sub-recipient of such funds to pay the salary and bonuses of an individual, either as 
direct costs or indirect costs, at a rate in excess of Executive Level II. Further 
clarification can be found in TEGL 5-06; 


• Seat Belts - Executive Order 13043 – Increasing Seat Belt Use in the United States; 
• Text Messaging – Executive Order 13513 – encouraged to adopt and enforce policies 


that ban text messaging while driving company-owned or –rented vehicles or GOV or 
while driving POV when on official Government business or when performing any work 
for or on behalf of the Government; 


• Trafficking of Persons – 2 CFR 180 – OMB Guidelines to Agencies on 
Governmentwide Debarment and Suspension – may not engage in severe forms of 
trafficking, procure a commercial sex act or use forced labor in the performance; 


• Veteran Priority of Service - Public Law 107-288: Jobs for Veterans Act - Priority of 
service for veterans (including veterans, eligible spouses, widows and widowers of 
service members) in qualified job training programs; 


• Veterans - Public Law 112-56: Vow to Hire Heroes Act of 2011 - Establishes guidelines 
for service providers who are providing employment, training, academic or rehabilitation 
services for military veterans; 


• Veterans - that veterans will be afforded employment and training activities authorized in 
WIA and WIOA Section 134, and the activities authorized in Chapters 41 and 42 of Title 
38 US code, and in compliance with the veterans' priority established in the Jobs for 
Veterans Act. (38 USC 4215), U.S. Department of Labor, Training and Employment 
Guidance Letter 5-03 and Minnesota's Executive Order 06-02; 



https://apps.deed.state.mn.us/assets/policies/doc/wioa.docx

http://www.archives.gov/federal-register/executive-orders/1994.html#12898

http://wdr.doleta.gov/directives/corr_doc.cfm?docn=7872

http://www.ecfr.gov/cgi-bin/retrieveECFR?gp=1&SID=5e57834a077e680e1db08ae486b050cd&ty=HTML&h=L&mc=true&n=pt2.1.200&r=PART

http://thomas.loc.gov/cgi-bin/toGPObsspubliclaws/http:/www.gpo.gov/fdsys/pkg/PLAW-113publ235/pdf/PLAW-113publ235.pdf

http://www.opm.gov/policy-data-oversight/pay-leave/salaries-wages/2014/executive-senior-level

http://wdr.doleta.gov/directives/corr_doc.cfm?DOCN=2262

http://www.nhtsa.gov/people/injury/research/BuckleUp/vi__exec_order.htm

http://www.gpo.gov/fdsys/pkg/FR-2009-10-06/pdf/E9-24203.pdf

https://www.law.cornell.edu/cfr/text/2/part-180

http://www.gpo.gov/fdsys/pkg/PLAW-107publ288/content-detail.html

http://www.gpo.gov/fdsys/pkg/PLAW-112publ56/pdf/PLAW-112publ56.pdf

https://www.law.cornell.edu/uscode/text/38/4215

http://wdr.doleta.gov/directives/attach/TEGL5-03.html

http://wdr.doleta.gov/directives/attach/TEGL5-03.html
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• Voter Registration - that the required voter registration procedures described in 
Minnesota Statutes 201.162 are enacted without the use of federal funds; 


• Voter Registration – 52 USC 20501 – 20511 – National Voter Registration Act of 1993. 
 
CERTIFICATIONS 
 
By signing and submitting this plan, the local area board is certifying on behalf of itself and the 
subgrantee, where applicable: 
 
A. That this Regional and Local Workforce Development Area Plan was prepared and is in 


accordance with all applicable titles of the WIOA Act of 2014, Title V of the Older Americans 
Act, applicable Minnesota state statutes and that it is consistent with Minnesota’s current 
and future state plans; 


B. that it has provided at least a thirty day period for public comment and input into the 
development of plan by members of the local area board and the public (including persons 
with disabilities) and has provided information regarding the plan and the planning process, 
including the plan and supporting documentation, in alternative formats when requested and 
that any comments representing disagreement with the plan are included with the local plan 
forwarded to DEED (as the Governor's representative) Section 118(c); Section 108 (d) 


C. that the public (including individuals with disabilities) have access to all of the local area 
board’s and its components’ meetings and information regarding the local area board’s and 
its components’ activities; 


D. that fiscal control and fund accounting procedures necessary to ensure the proper 
disbursement of, and accounting for, funds paid through the allotments funded through the 
contract/master agreement issued by DEED have been established; 


E. that it is, and will maintain a certifiable local area board; 
F. that it will comply with the confidentiality requirements of WIA Section 136 (f)(3) and WIOA 


Section 116 (i)(3) 
G. that the respective contract/master agreement and all assurances will be followed; 
H. that it will ensure that no funds covered under the contract/master agreement are used to 


assist, promote, or deter union organizing; 
I. that this plan was developed in consultation with the local area board; 
J. that it acknowledges the specific performance standards for each of its programs and will 


strive to meet them; 
K. that the local area board members will not act in a manner that would create a conflict of 


interest as identified in 20 CFR 667.200(a)(4), including voting on any matter regarding the 
provision of service by that member or the entity that s/he represents and any matter that 
would provide a financial benefit to that member or to his or her immediate family; 


L. that local area board and staff are aware of local WorkForce Center services, and are 
working with and referring to the WorkForce Center services as appropriate; 


M. that all staff are provided the opportunity to participate in appropriate staff training; 
N. that, if applicable, the local area board must maintain the currency of its information in the 


System Award Management until submission of the final financial report or receive the final 
payment, whichever is later; 


O. that sponsored (in whole or in part) conferences are charged to the grantee as appropriate 
and allowable; and 


P. that funds are not used for the purpose of defraying costs of a conference unless it is 
directly and programmatically related to the purpose of the award. 


Q. that the local area board and it’s sub-grantees must also adhere to the same certifications 
and assurances that DEED must assure. 



https://www.revisor.mn.gov/statutes/?id=201.162

https://www.law.cornell.edu/uscode/text/52/subtitle-II/chapter-205
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SIGNATURE PAGE 
 
Local Workforce Development 
Area Name City of Minneapolis Employment and Training – WDA #10 


 
 
Local Area Board Name Minneapolis Workforce Development Board  


 
Name and Contact Information for the Local Area Board Chair: 
 


Name Carolyn Roby 
Title Chair, Minneapolis Workforce Development Board  
Organization c/o Minneapolis Employment and Training 
Address 1 105 Fifth Avenue South #200 
Address 2  
City, State, ZIP Code Minneapolis, MN 55401 
Phone 612-673-6226 
E-mail  


 
Name and Contact Information for the Chief Local Elected Official(s): 
 


Name Betsy Hodges 
Title Mayor 
Organization City of Minneapolis 
Address 1 350 S. 5th St. 
Address 2 Room 331 
City, State, ZIP Code Minneapolis, MN 55415 
Phone 612-673-2100 
E-mail Betsy.Hodges@minneapolismm.gov 


 
We, the undersigned, attest that this submittal is the Program Year 2016-2017 Local Plan for 
our Workforce Development Board and Local Workforce Development Area and hereby certify 
that this Local Plan has been prepared as required, and is in accordance with all applicable 
state and federal laws, rules and regulations. 
 
Local Area Board Chair  Chief Local Elected Official 
 
Name Carolyn Roby  Name Betsy Hodges 
 
Title Local Area Board Chair  Title Mayor 
 
 
Signature  Signature 
 
Date   Date  
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REGIONAL OVERSIGHT COMMITTEE 
 


Regional Workforce Development Area 
Metro #4 


Local Workforce Development Area 
City of Minneapolis Employment and Training – WDA #10 


 
MEMBER ORGANZIATION 


Deb Bahr-Helgen City of Minneapolis Employment and Training 


Jerry Vitzhum Anoka County Job Training 


Mark Jacob Dakota-Scott Workforce Services 


Ron White Hennepin-Carver Workforce Council 


Patricia Brady Ramsey County Workforce Solutions 


Robert Crawford Washington County Workforce Center 
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LOCAL WORKFORCE DEVELOPMENT AREA CONTACTS 
 


ROLE Contact Name Phone Email Reports to (name only) 


Rapid Response Liaison for Mass Layoffs (see 
section C.2.D.) 


Catherine Christian 
Alt. Mark Brinda 
Alt. Deb Bahr-Helgen 


612-673-5001 Catherine.christian@minneapolismn.gov Deb Bahr-Helgen 


Equal Opportunity Officer (see section D.3.B.) Linda DeHaven 612-673-5294 Linda.Dehaven@minneapolismn.gov Deb Bahr-Helgen 


Program Complaint Officer (see section D.5.B. Linda DeHaven 612-673-5294 Linda.Dehaven@minneapolismn.gov Deb Bahr-Helgen 


Records Management/Records Retention 
Coordinator (see section D.16.C.) 


Matthew Courtney 612-673-6236 Matthew.courtney@minneapolism.gov Deb Bahr-Helgen 


ADA Coordinator (see section D.22.) Linda DeHaven 612-673-5294 Linda.Dehaven@minneapolismn.gov Deb Bahr-Helgen 


Data Practices Coordinator (see section D.22.) Matthew Courtney 612-673-6236 Matthew.courtney@minneapolismn.gov Deb Bahr-Helgen 


English as Second Language (ESL) Coordinator 
(see section D.22.) 


David Rubedor 612-673-3129 David.rubedor@minneapoilsmn.gov Spencer Cronk 


 
Official Name of WorkForce Center ____South Minneapolis Workforce Center__________________________ 


ROLE Contact Name Phone Email Reports to (name only) 
Site Representative Ibrahim Noor 612-821-4411 Ibrahim.Noor@state.mn.us David Niermann 


Job Service Manager Shym Cook 612-520-3509 Shym.Cook@state.mn.us David Niermann 


Vocational Rehabilitation Services 
Manager 


Ken Lundquist 612.821.4060 ken.lundquist@state.mn.us David Niermann 


State Services for the Blind Manager Mike Newman 651-642-0843 mnewman@ngwmail.des.state.mn.us David Niermann 


Local Workforce Development Area 
Director 


Deb Bahr-Helgen 612-673-6226 Deb.bar-helgen@minneapolismn.gov D. Craig Taylor 


Adult Basic Education (ABE) Carlye Peterson 612-668-3802 Carlye.Peterson@mpls.k12.mn.us Jack Tamble 
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Carl Perkins Post-Secondary Manager Keith Brooks MCTC 612-659-6104 keith.brooks@minneapolis.edu Mike Christenson 


 
Official Name of WorkForce Center ___North Minneapolis Workforce Center___________________________ 


ROLE Contact Name Phone Email Reports to (name only) 
Site Representative Shym Cook 612-520-3509 Shym.Cook@state.mn.us David Niermann 


Job Service Manager Ibrahim Noor 612-821-4411 Ibrahim.Noor@state.mn.us David Niermann 


Vocational Rehabilitation Services 
Manager 


Ken Lundquist 612.821.4060 ken.lundquist@state.mn.us David Niermann 


State Services for the Blind Manager Mike Newman 651-642-0843 mnewman@ngwmail.des.state.mn.us David Niermann 


Local Workforce Development Area 
Director 


Deb Bahr-Helgen 612-673-6226 Deb.bar-helgen@minneapolismn.gov D. Craig Taylor 


Adult Basic Education (ABE) Carlye Peterson 612-668-3802 Carlye.Peterson@mpls.k12.mn.us Jack Tamble 


Carl Perkins Post-Secondary Manager Keith Brooks MCTC 612-659-6104 keith.brooks@minneapolis.edu Mike Christenson 


Adult Catherine Christian 612-673-5001 Catherine.christian@minneapolismn.gov Deb Bahr-Helgen 


Dislocated Worker Catherine Christian 612-673-5001 Catherine.christian@minneapolismn.gov Deb Bahr-Helgen 


Youth Teresa Harrold 612-673-5119 Teresa.harrold@minneapolismng.ov Deb Bahr-Helgen 
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LOCAL AREA BOARD MEMBERSHIP LIST 
 


Regional Workforce Development Area 
Metro #4 


Local Workforce Development Area 
City of Minneapolis Employment and Training – WDA #10 


 
MEMBER POSITION/ORGANZIATION TERM ENDS 


REPRESENTATIVES OF BUSINESS IN 
LOCAL WORKFORCE DEVELOPMENT 
AREA (must be majority) 


 
Laura Beeth 


 
Elizabeth Campbell 


 
Jashan Eison 


 
Christopher Ferguson 


 
 


Anthony Goze 
 


Mary Jane Horner 
 


Md Abdullah Al Miraz 
 


Tyler Olson 
 


Carolyn Roby 
 
 


Dr. Tara Watson 


 
 
 
 
Systems Director, Talent Acquisition/Fairview Health Services 
 
Director of Emerging Business Inclusion/Ryan Companies US Inc. 
 
President/CEO/H & B Elevators 
 
Business Owner/Bywater Business Solutions and the The Bywater 
Companies DBA Dairy Queen 
 
Owner/Chief Manager/MAG Mechanical 
 
Sr. Director, Talent Strategy and Transformation/ Xcel Energy 
 
Finance and Operations/Gandhi Mahal and MSR 
 
CEO/SMCpros (Social Media Consulting, LLC) 
 
Sr. Vice President, Community Affairs (ret.)/Wells Fargo Community 
Relations Group 
 
Chiropractor/ Watson Chiropractic 
 
 
 
 
 
 


 
 
 
 
June 30, 2016 
 
June 30, 2017 
 
June 30, 2017 
 
June 30, 2016 
 
 
June 30, 2016 
 
June 30, 2016 
 
June 30, 2016 
 
June 30, 2017 
 
June 30, 2016 
 
 
June 30, 2017 
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LABOR & COMMUNITY-BASED 
ORGANIZATIONS 
(20% Minimum and 2 or more nominated by state 
labor federations and one joint labor-
management apprenticeship program labor 
organization or training director) 
 


Craig Bistodeau 
 


Douglas Flateau 
 


Garat Ibrahim 
 


Danial McConnell 
 


Scott Lehner 


 
 
 
 
 
 
Sprinkler Fitter/Sprinkler Fitters Local 
 
Executive Director/Working Partnerships 
 
Organizer/AFSCME Council 5 
 
Business Manager/Minneapolis Building and Construction 
 
Area Manager, Gas Operations/Center Point Energy 
 


 
 
 
 
 
June 30, 2017 
 
June 30, 2017 
 
June 30, 2017 
 
June 30, 2017 
 
June 30, 2017 


EDUCATION & TRAINING 
(Required: ABE; Higher Education) 


 
Avelino Mills-Novoa, Ph.D. 


 
Carlye Peterson 


 


 
 
Interim President 
 
Manager, Adult Basic Education 


 
 
June 30, 2017 
 
June 30, 2017 


GOVERNMENT 
(Required: Economic Development; Job Service; 
Rehabilitation) 


 
John Mbali 


 
Ibrahim Noor 


 
Robert Reedy 


 
Jim Roth 


 


 
 
Program Manager/Hennepin County Work Supports 
 
Field Operations Area Manager 
 
Director of Vocational Services/Rise, Inc. 
 
Executive Director/Metropolitan Consortium of Community Developers 


 
 
June 30, 2016 
 
June 30, 2016 
 
June 30, 2016 
 
June 30, 2016 


 
CONTACT INFORMATION 


NAME ADDRESS/PHONE/EMAIL 
CHAIR 


Carolyn Roby 
c/o Minneapolis Employment and Training 
105 Fifth Ave So #200 
Minneapolis, MN 55415 
612-673-6226 
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VICE CHAIR 
N/A 


 


SECRETARY 
N/A 
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LOCAL AREA BOARD SUBCOMMITTEE LIST 
 


Regional Workforce Development Area 
Metro #4 


Local Workforce Development Area 
City of Minneapolis Employment and Training – WDA #10 


 


Committee Name Objective/Purpose  


 


Youth Council To oversee the operations of Youth programs. 
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LOCAL WORKFORCE DEVELOPMENT AREA SUB-GRANTEE LIST 
 


Regional Workforce Development Area 
Metro #4 


Local Workforce Development Area 
City of Minneapolis Employment and Training – WDA #10 


 


Name of Sub-Grantee Services Provided Funding Source Sub-Grantee located 
in which WFC? 


If not in WFC, 
provide Address, 


City, State, ZIP 
Code 


Department of Employment & 
Economic Development 


Career, support and training services WIOA Adult, WIOA & 
State Dislocated Worker  


South & North 
Minneapolis 


 


Jewish Family & Children’s 
Services 


Career, support and training services WIOA Adult  401 N 3rd St, 
Suite 605 
Minneapolis, 
MN 55401-1388 


Goodwill Easter Seals Career, support and training services WIOA & State 
Dislocated Worker 


 Sons of Norway 
Building 
1455 W Lake 
St. 
Minneapolis, 
MN 55408 


Hired Career, support and training services WIOA & State 
Dislocated Worker 


 1200 Plymouth 
Avenue North 
Minneapolis, 
MN 55411 &  
310 East 38th 
Street, Suite 
101 
Minneapolis, 
MN 55409 


RESOURCE Career, support and training services WIOA & State 
Dislocated Worker 


 900 20th Ave. 
S. 
Minneapolis, 
MN 55404 


WIOA youth providers  
(see also WIOA youth plan) 


    



http://www.ci.minneapolis.mn.us/www/groups/public/@cped/documents/webcontent/convert_258890.pdf
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LOCAL WORKFORCE DEVELOPMENT AREA NON-WFC PROGRAM SERVICE DELIVERY LOCATION 
LIST 
 


Regional Workforce Development Area 
Metro #4 


Local Workforce Development Area 
City of Minneapolis Employment and Training – WDA #10 


 


Name and Location (City) Program Service Delivered 


 
Jewish Family & Children’s Services Career, support and training services 


Goodwill Easter Seals Career, support and training services 


Hired Career, support and training services 


RESOURCE Career, support and training services 


Jewish Family & Children’s Services Career, support and training services 
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LOCAL WORKFORCE DEVELOPMENT AREA KEY INDUSTRIES IN REGIONAL ECONOMY 
 


• Healthcare  
• Manufacturing 
• Financial Services and Professional Business Services 
• Transportation 
• Construction and Specialty Trades 
• Information Technology 
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U.S. Department of Labor WIOA Fact Sheet


State Plan  Reports  Regional and Local Plans  Policy and Guidance


Regional and Local Plans


Regional and Local Workforce Development Areas
Each Regional Workforce Development Area (RWDA) and each Local Workforce Development Area (LWDA) in
the state must prepare a plan. These plans are listed below.
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Work Plan
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City of Duluth Youth
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Shared Vision for Youth Blueprint


Region 3


Work Plan


Revised Narrative


Local Area 5
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Shared Vision for Youth Blueprint


Southwest Minnesota Youth


Shared Vision for Youth Blueprint


Region 6


Work Plan


Revised Narrative


Local Area 8


Local Area 18


Southeast Minnesota Youth


Shared Vision for Youth Blueprint


PUBLICATIONS
Economic Trends magazine
Minnesota Employment Review
Business Guidebooks
Fact Sheets
Reports


EVENTS
Career Events for Veterans
Events for Job Seekers
Events for Business
Events for Government
Public Meetings


NEWS CENTER
Press Releases
DEED Developments blog
MinnesotaWorks.net blog
Newsletters
RSS Feeds


CONTACT US
DEED Headquarters
Get Help From Our Experts
Connect through Social Media
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Goal # 1 – Establish Regional Leadership Approach (Regulation 679.510 a.1.i/v) 
 


Key Action Steps Expected 
Completion 


Date 


Expected Outcomes Data Source & 
Evaluation 


Method 


Person(s) Responsible Comments 


Update Greater Metro Workforce 
Council’s (GMWC) bylaws and have 
each local WDB formally re-confirm 
their membership in GMWC.  
Bylaws will define that the regional 
leadership table will be co-chaired 
by an LEO and local WDB Chair on a 
rotating basis 


6/30/17 Local WDBs formally 
approve and appoint 
representatives consistent 
with bylaws 


Written bylaws and 
meeting minutes 


GMWC staff This is largely 
complete. 


Define charge for regional 
leadership table focused on aligning 
strategies to advance key sectors 
and develop career pathways to 
meet the skill and workforce 
challenges of the region 


3/10/17 
6/30/17 


GMWC formally approve 
new structure/determine 
process for expanded 
regional leadership table 


Written bylaws and 
meeting minutes 


GMWC Board This is largely 
complete. Process to 
determine board 
member solicitation 
and selection will be 
determined by 6/30/17 


Identify name for regional 
leadership table 


12/31/17 New name Meeting minutes GMWC board Could be determined 
earlier, but naming of 
new leadership table 
may be decided by 
newly constituted 
board in Q4 2017 
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Key Action Steps Expected 
Completion 


Date 


Expected Outcomes Data Source & 
Evaluation 


Method 


Person(s) Responsible Comments 


Recruit regional partners to co-
convene leadership table that 
includes representatives from 
priority industry sectors, as well as 
other stakeholders. The leadership 
table will include the following 
entities, however, number of reps 
beyond 6 LEO and 6 chairs or 
designated rep is still to be decided. 
An example could be: 
• 6 Local Elected Officials 


representing the six WDAs (2 
votes each)* 


• 6 Chairs or designated business 
representative from each of the 
six WDAs (1 vote each) 


• 3 representatives of business 
organizations or trade 
associations 


• 4 individuals representing the 
voice of underserved job 
seekers 


• 1 representative of regional 
economic development 
organization 


• 1 representative of 
philanthropy engaged in 
workforce development 


• 1 representative of Adult Basic 
Education in the metro 


• 1 representative of metro MN 
State Colleges and Universities 


• 1 representative of organized 
labor in the metro 


9/30/17 Selection process 
announced by 7/1/17 and 
completed by 9/30/17.  
 
Selections made and roster 
of regional leadership table 
members complete before 
end of 4Q17.  
 


Meeting minutes 
MOU 


GMWC board Additionally the 
regional leadership 
table will strive to 
ensure that at least 
30% (7 individuals) are 
themselves people of 
color and/or members 
of underserved/under-
represented 
populations; and that 
30% (7 individuals) also 
serve in at least one 
other leadership role 
within the workforce, 
economic 
development, civic 
engagement, 
philanthropic, political 
or business leadership 
arena. 
 
 
 
 
The business leaders 
will come from 
identified sector tables, 
which are expected to 
change over time as 
labor market demand 
changes 
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Key Action Steps Expected 
Completion 


Date 


Expected Outcomes Data Source & 
Evaluation 


Method 


Person(s) Responsible Comments 


Regional leadership table quarterly 
meetings 


6/30/17 
9/30/17 
11/30/17 
3/31/18 
6/30/18 
9/30/18 
12/31/18 


Drafts and evolution of 
regional plan that including 
strategies outside of WIOA; 
and, discussion and action 
to address challenges and 
opportunities related to 
implementation of plan  


Meeting minutes 
Plan documents 


GMWC staff and GMWC 
leaders 


 


Regional leadership table will 
develop and host annual regional 
workforce summit to bring 
stakeholders together, review 
progress (services provided, 
outcomes achieved, funds spent 
toward outcomes), identify 
common strategies and endorse 
annual regional plan 


3/31/18 Endorsement of regional 
plan and strengthened 
relationships among 
stakeholders 


Meeting minutes, 
session evaluation, and  
if desired, broader 
survey of stakeholders 


GMWC board and staff   


Develop communications plan for 
regional workforce planning 


12/31/17 Plan developed and 
implemented during 
duration of this work plan 


Clarity of messaging, 
building of identity, as 
measured by informal 
analysis and, if desired, 
longitudinal survey 


GWMC staff  


Confirm funding commitments for 
GMWC board activities 
 
 


5/31/17 then 
Ongoing 


Preliminary funding 
committed, and additional 
funding, through duration 
of this work plan is in 
process of being committed 


Assessment of funding 
needs, and evaluation, 
after implementation, 
that activities are 
sufficiently resourced.  


GMWC board  


Confirm staffing arrangements for 
GMWC 
 


6/30/17 Staffing arrangements are 
identified and preliminary 
funding committed 


Assessment of staffing 
needs, and evaluation, 
after implementation, 
that staffing needs are 
being met. 


GMWC board This could include 
contracted 
arrangements with 
other organizations or 
individuals. 
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Goal # 2 – Establish an Agreement for Negotiating local levels of Performance (Regulation 679.510 a.1.viii) 
 


Key Action Steps Expected 
Completion 


Date 


Expected Outcomes Data Source & 
Evaluation 


Method 


Person(s) Responsible Comments 


Identify staff/members to 
participate in WIOA performance 
negotiation panel (Regulation 
679.510 a.1.viii) 


3/31/17 then 
ongoing 


Roster of negotiation panel 
members 


Meeting minutes WDB Directors Continue to be 
consistent with federal 
requirements. 


Build on existing good practice to 
identify regional need in 
employment and income 
(disaggregated by race and other 
key demographics) to regularly 
update our shared understanding. 
 
Use these data to inform 
performance negotiations between 
local WDBs and DEED, and the State 
and USDOL. 


Ongoing Regularly updated “regional 
report card” shared across 
the region that informs 
annual performance 
negotiations. 


Data sources (see 
comments). Regional 
“report card” could 
also be affirmed and 
reviewed by outside 
experts 


GMWC staff and 
negotiation panel 


Utilize DEED LMI, 
Wilder, Greater MSP, 
Workforce One, MFIP, 
SNAP, VRS, and other 
data to more 
completely assess 
performance and 
outcomes 


Align goals established in contracts 
with sub-recipients to ensure that 
services are meeting regional goals 
and consistent with local plans 


Ongoing Guidance to all regional 
service partners that 
promotes a consistent, 
high-quality approach. 


MOU template GMWC staff This may also be woven 
into staff training plans 
outlined in Goal #3 
below 


Implement a continuous 
improvement strategy in 
partnership with nonprofit training 
providers (past efforts include 
United Way return on investment 
work, CLASP work with MN 
Employment Services Coalition, 
etc.).  This would build on that, and 
bring together providers and the 
public sector system 


12/31/17 Mapping shared principles 
and expected outcomes 
from a continuous 
improvement strategy 
(likely in conjunction with 
activities in goals below) 


Rollout of the strategy 
will include milestones 
for continuous 
improvement and 
review opportunities 
to gauge progress  
relative to expected 
milestones 


GMWC staff This dovetails with 
other activities in goals 
below relative to 
stakeholder 
engagement, shared 
training, and sector 
work. 
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Goal # 3 – Identify & Implement 3 Regional Services (Career, Training and/or Support) Alignment Goals (Regulation 679.510 a.1.ii/vi) 
 


Key Action Steps Expected 
Completion 


Date 


Expected Outcomes Data Source & 
Evaluation 


Method 


Person(s) Responsible Comments 


Drawing on best practices among 
local WDB MOUs within individual 
localities, develop a standard region 
wide MOU to align and coordinate 
region wide services including 
affiliates/specialized centers (as 
defined in WIOA legislation). 


6/30/17 Template MOU completed Outcomes will be 
reviewed regularly by 
GMWC leaders to 
assess progress 
relative to stated MOU 
goals. 


GMWC staff and WDA 
directors 


We will build upon 
state-level work 
already completed. 


In partnership with others, build on 
existing shared staff training across 
the systems and region to 
strengthen outcomes for jobseekers 
and employers.  Specifically, 
regularly convene 
counselors/navigators from 
workforce, higher education, ABE, 
to share information and complete 
high-quality training objectives. 


Training 
objectives 
developed by 
9/30/17. 
Training 
launch in 
2018. 


Staff training curriculum is 
developed/refined and 
shared. 
 
With partners, deployment 
beginning in 1Q18. 


Session evaluations, as 
curriculum is delivered 
by partners. 


GMWC staff with regional 
partner team to guide and 
deliver 


Support staff 
development across 
systems (higher 
education, ABE, 
workforce) and address 
turnover – to ensure 
better understanding 
across system in the 
region 


Region-wide technology 
enhancements: 
• Expand use of shared contact 


management system to include 
local staff at multiple levels  


• Advocate for shared case 
management systems that build 
upon existing Workforce One 
infrastructure 


• Expand use of products like Real 
Time Talent, Work Fountain and 
staff training on use of such tools 
 


6/30/18 TBD depending on 
resources 


Data analytics from 
new tools and the 
state system will 
provide 
monthly/quarterly 
reports used to 
evaluate usage and 
outcomes 


TBD Meaningfully shared 
contact mgmt. for 
employers would 
strengthen regional 
outcomes for 
employers. 
 
This could be “piloted” 
inside specific sectors 
as sector tables are 
advanced. 
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Key Action Steps Expected 
Completion 


Date 


Expected Outcomes Data Source & 
Evaluation 


Method 


Person(s) Responsible Comments 


Assess opportunities to share “back 
of house” functions across WDBs in 
order to free up resources and staff 
to focus on outcomes 


9/30/17 Report provided to local 
WDB to review/discuss 


 WDA directors Possibilities include 
joint training of 
new/returning WDB 
members 


Expand use of Career 101 materials 
and training staff (across systems) 
to assess individuals and promote 
career pathways for individuals in 
key sectors (and others) 


9/30/17 Curriculum development 
and refreshment for 
broader audience 


 GMWC staff and WDA staff Shared resource for any 
career or training 
counselor 


Develop quick reference guide or 
toolkit for staff across higher 
education, workforce, and ABE so 
they have basic information on each 
system 


12/31/17 Reference guide available 
for staff across higher 
education, workforce, and 
ABE staff. 


 WDA staff  


  







WIOA Regional Work Plan – July, 2016 through June, 2018 


 7 


 
Goal # 4 – Coordination with Economic Development Services and Providers (Regulation 679.510 a.1.vii) 
 


Key Action Steps Expected 
Completion 


Date 


Expected Outcomes Data Source & 
Evaluation Method 


Person(s) Responsible Comments 


Engage Greater MSP, Minnesota 
Chamber, and local chambers of 
commerce in supporting sector 
panels 


3/31/17 and 
ongoing as 
sector work 
refines/changes 


Greater MSP and/or 
chambers of commerce 
become co-convener of 
sector panels 


Meeting roster and 
minutes 


GMWC staff  


Host joint workshop with Economic 
Development Association or MN 
metro members to discuss WIOA 
and regional plan  


9/30/17 Shared planning with 
economic development 
leaders 


Meeting roster and 
minutes 


GMWC staff/consultants  


Convene local economic 
development staff (City and County) 
for bi-annual briefing on labor 
market trends, sector strategies, etc. 


12/31/17 
6/1/18 


Agenda Roster GMWC staff  


Develop and implement a regular 
communications vehicle to share 
regional labor market data, updates 
on sector strategies, etc. with 
education entities 


Ongoing Regular communications Copies of materials GMWC staff/consultants  


Expand existing West Metro 
convening of DEED, Vocational 
Rehabilitation, business 
development staff, and Metropolitan 
Consortium of Community 
Developers Open for Business staff 
to engage full region in WIOA and 
regional planning 


Ongoing Shared planning and labor 
market intel, as well as  
coordination of employer 
outreach efforts 


Meeting roster and 
minutes 


GMWC staff  


Ensure regular communication with 
DEED economic development staff 


Ongoing Strengthened relationship Information shared, 
and evidence of 
stronger partnership in 
planning and services 


GMWC staff  
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Goal # 5 – Identify the Populations Experiencing Inequities in Educational and Employment Outcomes (State Plan Goal #1) 
 


Key Action Steps Expected 
Completion 


Date 


Expected Outcomes Data Source & 
Evaluation Method 


Person(s) Responsible Comments 


Utilize analysis of service element 
availability at physical locations and 
online, relative to expected needs of 
populations being served – specifically 
youth and adults with barriers to 
employment and/or who would 
benefit from culturally-specific service 
delivery strategies.  


3/31/17 and 
ongoing  


Identification of gaps in 
service relative to need; 
Map of Racially 
Concentrated Areas of 
Poverty, locations of 
Workforce Centers and 
workforce providers; and 
Map of other disparities 
including education level, 
disabilities, etc. 


Mapping and written 
analysis 


Consultants Align with Governors 
Workforce 
Development Board  


(per stakeholder engagement below) 
Strengthen and formalize data sharing 
and coordination with CBO partners 
and other public programs serving 
specific populations and geographies 
to focus on career pathways. Starting 
points for these connections include 
Marnita’s Table gathering in February 
2017, followed by contracted 
providers. 


6/30/17 and 
ongoing 


Getting direct participant 
and service provider input 
into service delivery 
strategies developed under 
this goal. 


Input provided, 
including meeting 
rosters and minutes 


GMWC staff Strengthen our direct 
engagement with the 
customers we serve 
in our planning 
process using 
human-centered 
design elements 


Learn from expected convening of 
metro DEED equity grant recipients to 
assess opportunities for impact and 
alignment.  Apply learning to assist 
future work with DEED to ensure 
grant recipient strategies align and 
support regional goals. 


Ongoing and 
corresponding 
to funding 
cycles 


Clarity regarding programs 
and services offered 
through equity funding. 


Meeting roster and 
minutes 


GMWC staff  
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Goal # 6 – Create 1-3 Business Led Sector Partnerships (Regulation 679.510 a.1.iii/iv/vii and State Plan – Strategic Element #1) 
 


Key Action Steps Expected 
Completion 


Date 


Expected Outcomes Data Source & 
Evaluation Method 


Person(s) Responsible Comments 


Draft sector table strategy for 6 
identified sectors leveraging existing 
sector work when possible.  Define 
roles and responsibilities of 
participants.  Strategies will 
encompass range of options include 
work-based learning, 
apprenticeships, internships, work, 
learn and earn, etc. Sector tables will 
also explore issues of hiring bias, 
workplace culture, etc. that are 
barriers to employment outcome for 
our targeted populations. 


3/31/17; 
ongoing sector 
development 
will continue 
for duration of 
plan 
 


 


Detailed strategy 
document, with draft 
invitations to sector table 
employer partners and 
others 


Strategy document, 
with measurable 
milestones, to be 
reviewed by GMWC 
leaders to gauge timely 
and effective meeting 
of milestones. 


Staff, GMWC leadership, 
and identified 
sector/industry cluster 
experts 


Ensure alignment 
with GWDB sector 
planning efforts 


Identify specific local WDB staff to 
serve as lead for each sector to 
support the staffing of each sector 
table. Also, begin identifying CBO 
partners and potential funding 
sources to support operations of 
sector tables. 


3/31/17 Sector table fact sheet with 
names 


Review by GMWC 
leadership to ensure 
sector tables will be 
appropriately staffed 
and resourced. 


GMWC Existing WDB and 
CBO staff have 
expertise in some 
sectors and will be 
tapped to lead sector 
efforts 
 


Build on mapping of career pathways 
in manufacturing, construction and 
IT sectors using LMI.  Overlay 
w/education pathways and assess 
gaps & capacity constraints 
 
 
 
 
 


6/30/17 Career pathway roadmap Assess existing 
mapping (relative to 
other national sources) 


Staff Build on existing 
mapping done by 
MSPWin and MnSCU 
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Key Action Steps Expected 
Completion 


Date 


Expected Outcomes Data Source & 
Evaluation Method 


Person(s) Responsible Comments 


Engage and recruit with likely sector 
table participants including 
employers and trade associations 
(MHTA, HealthForce, Precision 
Manufacturing, etc.) 


Ongoing Committed partners to lead 
each table 


Ongoing assessment of 
who is at our tables 


GMWC staff Build on existing 
tables wherever 
possible 


Convene employment and training 
partners to assess and validate LMI, 
system barriers, and career pathway 
roadmap 


6/30/17 Support from CBOs and 
commitment to participate 
in sector tables leading to 
better outcomes for 
targeted populations 


Meeting minutes GMWC staff  


Work with sector table leads to 
recruit table members 


Phased with 
initial focus 
on: 
Manufacturing 
Construction 
IT 


Business lead tables with 
diverse representation 


Rosters GMWC staff and select 
WDB staff 


 


Per metro wide staff training (above) 
weave sector strategies into ongoing 
shared staff training 


9/30/17 Agenda, materials Rosters GMWC staff  


Leverage existing Manufacturing 
sector activity by expanding 
geographically, programmatically 
and with focus on targeted 
populations 


Ongoing Table defines priorities and 
one year plan 


Roster and Meeting 
minutes 


Washington and Anoka  We are building on 
existing work with 
expanded and/or 
refocused tables and 
strategies. 


Leverage existing Construction sector 
activity by expanding geographically, 
programmatically, and with focus on 
targeted populations 


Ongoing Table defines priorities and 
one year plan 


Roster Meeting 
minutes 


Ramsey County Workforce 
Solutions 


We are building on 
existing work with 
expanded and/or 
refocused tables and 
strategies. 


Leverage existing IT sector activity by 
expanding geographically, 
programmatically, and with focus on 
targeted populations 


Ongoing Table defines priorities and 
one year plan 


Roster and Meeting 
minutes 


Minneapolis Employment 
and Training  


We are building on 
existing work with 
expanded and/or 
refocused tables and 
strategies. 







WIOA Regional Work Plan – July, 2016 through June, 2018 


 11 


 


Key Action Steps Expected 
Completion 


Date 


Expected Outcomes Data Source & 
Evaluation Method 


Person(s) Responsible Comments 


Leverage existing Government sector 
activity by expanding geographically, 
programmatically and with focus on 
targeted populations 


3/31/18 Table defines priorities and 
one year plan 


Roster and Meeting 
minutes 


Hennepin County in 
partnership with other 
public entities 


We are building on 
existing work with 
expanded and/or 
refocused tables and 
strategies. 


Leverage existing Healthcare sector 
activity by expanding geographically, 
programmatically and with focus on 
targeted populations 


3/31/18 Table defines priorities and 
one year plan 


Roster and Meeting 
minutes 


TBD We are building on 
existing work with 
expanded and/or 
refocused tables and 
strategies. 


Leverage existing Professional 
Services sector activity by expanding 
geographically, programmatically 
and with focus on targeted 
populations 


3/31/18 Table defines priorities and 
one year plan 


Roster and Meeting 
minutes 


TBD We are building on 
existing work with 
expanded and/or 
refocused tables and 
strategies. 


Seek funding opportunities to 
support specific sector training 
opportunities 


Ongoing Grants received to support 
activity 


Proposals developed 
and submitted and 
program evaluations 
completed (per funder 
expectations) 


GMWC staff  
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Goal # 7 – Stakeholder Engagement (State Plan – Strategic Element #2) 
 


Key Action Steps Expected 
Completion 


Date 


Expected Outcomes Data Source & 
Evaluation Method 


Person(s) Responsible Comments 


Participate in Marnita’s Table  2/23/17 Engagement of partners 
toward greater 
understanding of implicit 
bias in workforce/hiring 
arena 


Meeting evaluation Marnita’s Table staff with 
GMWC staff/consultants 


 


Strengthen and formalize data 
sharing and coordination with CBO 
partners and other public programs 
serving specific populations and 
geographies to focus on career 
pathways. 
 
Start with sub-contracted providers 
and expand based on data analysis to 
include CBOs serving under-served 
populations. 


Initial 
meetings 
complete by 
12/31/17 then 
ongoing 


Sharing information about 
defined career pathways, 
and ensuring access and 
success for focused 
populations  
 
Better use of data in 
program design and service 
delivery by range of 
stakeholders and providers 


Meeting roster and 
minutes 


GMWC staff This is a series of 
meetings and events 
to engage MFIP, ABE, 
Vocational 
Rehabilitation, 
MnSCU -- all public 
partners and CBOs in 
the full workforce 
system umbrella 


Organizations representing targeted 
populations participating at sector 
tables 


Ongoing Participation in sector 
tables career pathway 
planning 


Rosters and meeting 
minutes 


GMWC staff This is one of 
multiple places in the 
work plan to engage 
organizations 
representing 
targeted populations 


Annual assessment of composition of 
local WDBs by business sector and 
race/ethnicity and gender 


1/31/17 then 
ongoing 


Increased diversity and 
alignment of WDBs with 
regional priorities 


Report out and review 
collectively at least 
annually 


WDB directors and Local 
Elected Officials 


WDBs strive to 
ensure their Boards 
represent both the 
people they serve 
(ethnicity, disability, 
etc.) and targeted 
industry sectors 
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Goal # 8 - Submission of Local Plans that Align with the Regional Plan (Regulation 679.510.2.ii) 
 


Key Action Steps Expected 
Completion 


Date 


Expected Outcomes Data Source & 
Evaluation Method 


Person(s) Responsible Comments 


Submit Local/Regional Plan 6/1/16 Initial review by the State Submission letter/E-mail Local WDB staff and 
leadership 


 


Modify Local/Regional Plan 3/31/17 Review & Approval by State Letter of Approval from 
State 


GMWC staff and 
consultants 


Regional 
modifications to be 
submitted 3/31/17. 
Approval expected 
by 5/30/17. 
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MINNESOTA WORKFORCE CENTERS


Determining the Location of a Minnesota WorkForce Center


SuMMARy 
This policy sets requirements for determining the location of a WorkForce Center.


RElEvANT lAWS, RulES, OR POlICIES 
Section 504 of the Rehabilitation Act of 1973 (29 USC 794) as amended
The Americans with Disabilities Act of 1990 (42 USC 12101), as amended
The Minnesota Human Rights Act Chapter 363A
2 CFR 200.85 Real Property
2 CFR 200.465 Rental costs of Real Property and Equipment
Workforce Innovation and Opportunity Act


EFFECTIvE DATE 
8/22/2016


lAST uPDATED 
3/17/2017


CONTACT 
Rick Roy, rick.roy@state.mn.us
Tel   651.259.7544
Fax  651.215.3842
TTy  651.296.3900


POlICy 
Each entity housed in the WorkForce Center (hereinafter referred to as "Partner Agencies") under the leadership of the Local Workforce
Development Board (LEDB) must participate in deciding on the optimal location of the WorkForce Center(s) (WFC) in a Local Area. The LWDB
acts as the leader and convener of these entities to identify the optimal site. 


As the state's oversight authority for WorkForce Centers, WIOA Titles I, III, IV, and state-funded Dislocated Worker programs, the Minnesota
Department of Employment & Economic Development (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.


Procedure


As soon as a decision is made to open a new WFC or consider relocating an existing WFC, the LWDB must convene the local Partner Agencies
to reach consensus on the location of the WFC.


In deciding on a location, the LWDB and Partner Agencies must assure that:


1. The decision is data-driven. Depending on the community, data used can include demographics, public transportation availability, co-
location and/or leveraging of community assets, parking, growth trends, locations of client populations, etc.; and/or input from the
community, business, job seekers, and others.


2. Budgets and costs, including the costs of moving to a new location vs. remaining at a current location, are analyzed to ensure that WFC
locations are sustainable, cost-effective and affordable for all Partner Agencies.



http://mn.gov/deed

javascript:__doPostBack('ctl00$ContentPlh$BackLb','')

http://www.dol.gov/oasam/regs/statutes/sec504.htm

http://www.eeoc.gov/laws/statutes/ada.cfm

https://www.revisor.mn.gov/bin/getpub.php?pubtype=STAT_CHAP&year=2006&section=363A

http://www.ecfr.gov/cgi-bin/text-idx?node=2:1.1.2.2.1&rgn=div5#se2.1.200_185

http://www.ecfr.gov/cgi-bin/text-idx?node=2:1.1.2.2.1&rgn=div5#se2.1.200_1465

http://www.gpo.gov/fdsys/pkg/PLAW-113publ128/pdf/PLAW-113publ128.pdf

mailto:rick.roy@state.mn.us
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3. The location is identified in a manner timely enough for lease negotiations, planning, remodeling, build-outs, etc., so interruptions to
service are avoided.


4. The WFC location will be accessible to all populations including people with disabilities (see "Site Selection Criteria" document for
guidance). DEED is the final authority in determining if a location meets the criteria to be certified as a WorkForce Center.


DEED will monitor the location decision for compliance with all related laws and policies, with a special emphasis on assuring that the location is
universally accessible to all populations. DEED will issue a written corrective action plan to the LWDB and the master lease holder if it determines
that a location is not compliant with applicable laws, rules and policies.


Alternate formats such as Braille, audio-visual and large print are available upon request.
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Upon request, the information in this document can be made available to alternative formats for 
people with disabilities by calling 651-259-7094. 
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Chapter 2: Designation of Equal Opportunity Officer (29 
CFR 38.28 through 38.33) 
This chapter identifies DEED’s compliance with the equal opportunity requirements of Section 
188 of the Workforce Innovation and Opportunity Act (WIOA) as outlined in DEED’s 
Nondiscrimination Plan (formerly known as the Methods of Administration or “MOA”) in 
Element 2, which requires that recipients of WIOA designate an Equal Opportunity (EO) Officer 
to ensure compliance with the nondiscrimination and equal opportunity provisions of WIOA 
Title I. 
 
Policy  
Each WIOA Title I Program Provider, except for small recipients and service providers, must 
designate a recipient-level Equal Opportunity (EO) Officer.  The EO Officer must report directly 
to the individual in the highest-level position of authority for the entity that is the recipient.  
The EO Officer is responsible for coordinating a recipient’s obligations under WIOA Section 188. 
 
The EO Officer must have staff and resources sufficient to carry out the requirements of Section 
188 and must investigate complaints alleging violations of the nondiscrimination and equal 
opportunity provisions of WIOA Title I.  The EO Officer Position must be filled at all times so if 
there is a change in the EO Officer, or if there is a vacancy in the position, the recipient must 
notify the Office of Diversity and Equal Opportunity (ODEO), within ten (10) working days after 
the vacancy/change occurs.  


 
Recipient Responsibilities (38.29)  
All recipients have the following obligations regarding their EO Officers: 
 


1. Ensuring that the EO Officer is a senior-level employee reporting directly to the 
individual in the highest-level position of authority for the entity that is the recipient. 


 
2. Designating an individual who can fulfill the responsibilities of an EO Officer by: 


• Making the EO Officer’s name, position title, address, and telephone number (voice 
and TTY or relay) public. 


• Ensuring that the EO Officer’s identity and contact information appear on all internal 
and external communications about the recipient’s nondiscrimination an equal 
opportunity programs; 


• Assigning sufficient authority, staff, and resources to the EO Officer and the support 
of top management, to ensure compliance with the nondiscrimination and equal 
opportunity provisions of WIOA; 


• Ensuring that the EO Officer and the EO Officer’s staff are afforded the opportunity 
to receive (at the recipient’s expense) the training necessary and appropriate to 
maintain competency.  
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Requisite Skill and Authority of the EO Officer (29 CFR 38.30) 
The individual must be a senior-level employee of the recipient who has the knowledge, skills 
and abilities necessary to fulfill the EO Officer responsibilities competently. The EO Officer may, 
or may not have other duties depending on the recipient’s size, number of WIOA financially 
assisted programs and number of applicants, registrants and participants served. The EO Officer 
must not have other responsibilities or activities that create a conflict or the appearance of a 
conflict with the responsibilities of an EO Officer.   


 
EO Officer Responsibilities (29 CFR 38.31)  
The EO Officer is responsible for coordinating a recipient’s obligations.  Those responsibilities 
include, but are not limited to: 


1. Understanding the WIOA – Section 188 and Minnesota Human Rights Act 
nondiscrimination regulations.  


 
2. Serving as a recipient’s liaison with the CRC. 


 
3. Monitoring and investigating the recipient’s activities and the activities of the entities 


that receive WIOA Title I-financial assistance from the recipient, to make sure that the 
recipient and its sub-recipients are not violating their nondiscrimination and equal 
opportunity obligations under WIOA Title I. 
 


4. Monitoring the collection of data required in this part to ensure compliance with the 
nondiscrimination and equal opportunity requirements of WIOA. 
 


5. Reviewing the recipient’s written policies to make sure those policies are 
nondiscriminatory. 
 


6. Developing and publishing the recipient’s procedures for processing discrimination 
complaints, including tracking the discrimination complaints filed against the recipient, 
developing procedures for investigating and resolving discrimination complaints filed 
against the recipient, making sure that those procedures are followed and available to 
the public in appropriate languages and formats, the procedures for filing a complaint. 
 


7. Conducting outreach and education about equal opportunity and nondiscrimination 
requirements consistent with Affirmative Outreach 38.40 and how an individual may file 
a complaint consistent with 38.69. 


 
8. Undergoing training (at the recipient’s expense) to maintain competency of the EO 


Officer and staff. 
 


9. If applicable, overseeing the development and implementation of the recipient’s 
Nondiscrimination Plan.  
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10. Ensure that recipients are complying with their legal obligations related to notice and 
communication.  
 


11. Ensure the discrimination complaint procedures provide for Alternative Dispute 
Resolution (ADR) Mediation. 
 


12. Maintain the program and discrimination complaint logs.  
 
Cites/References/Attachments  


• WIOA Section 188 (29 CFR 38) 
• Title IX, Sex Discrimination (Education & Training) 


 
  



https://www.gpo.gov/fdsys/pkg/FR-2016-12-02/pdf/2016-27737.pdf

https://www2.ed.gov/about/offices/list/ocr/docs/tix_dis.html
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Ann Feaman 
Position Description 







State of Minnesota 


POSITION DESCRIPTION A 


AGENCY/DIVISION EMPLOYEE'S NAME 


Employment and Economic Development Ann Feaman 
CLASSIFICATION TITLE WORKING TITLE (if different) POSITION CONTROL NUMBER 


State Program Admin. Manager Sr. Director of the Office of Diversity 
& Equal Opportunity (ODEO) 


PREPARED BY PREVIOUS INCUMBENT 
00344050 Exempt-Executive 


APPRAISAL PERIOD 


Blake Chaffee 
EMPLOYEE'S SIGNATURE DATE 


POSITION PURPOSE 
To manage and direct department-wide program activities related to diversity, equal opportunity, and affirmative 
action programs requiring integration of diverse and complex organizational divisions. Ensure equal opportunity 
compliance as the State-Level EO Officer within all DEED workforce development delivery systems/programs 
that are statutorily governed by the Workforce Innovation and Opportunity Act (WIOA) including Workforce 
Investment Boards, other public entities including City and County Partners and other system partners. Provide 
management with specialized expertise and assistance with the delivery of equal opportunity efforts system-wide 
including policy development and implementation for the agency and Workforce Center System partners. Direct 
the development and implementation of components of the Americans with Disabilities Act (ADA). Ensure 
compliance with all applicable state and federal laws, rules, and regulations for ADA/ AA/EO programs; provide 
expert advice to senior leadership both on trends and initiatives at the State and National level related to 
ADA/AA/EO program delivery. Direct and/or investigate, and mediate complaints of discrimination both 
internal to DEED, and external affecting customers/clients who access DEED programs and/or services. 


REPORT ABILITY 


Reports to: Direct Report to DEED Deputy Commissioner of Operations 
Indirect report to: DEED Commissioner 


Supervises: Direct Supervision: ADA Coordinator/WIOA EO Compliance Manager, Chief Investigator, and 
two Equal Opportunity Officers (Affirmative Action Officer 2) 


Indirect: Provides equal opportunity (EO) oversight to DEED's Employment & Training, UI Program, 
Vocational Rehabilitation Services and State Services for the Blind, Disability Determination 
Services divisions, Workforce System Coordination office, and Regional Workforce and Local 
Workforce Development Area (WDA) EO Officers and Directors. 


DIMENSIONS 


Budget: 


Clientele: 


$500,000+ 


Commissioner, Deputy Commissioner, Executive Leadership Team, Division Directors, 
department employees, L WDA ADA Coordinators/designees, L WDA EO Officers, L WDA 
Directors, applicants, claimants, employers, vendors, Governor's Office, legislators, state and local 
elected officials, media, community groups, advisory committees and councils. 


AnnFeaman 00344050 
EMPLOYEE'S NAME POSITION CONTROL NUMBER 







POSITION DESCRIPTION B 
PRINCIPAL RESPONSIBILITIES AND TASKS 


Responsibility #1 Priority Time Discretion 
A A 


Direct and manage the agency Affirmative Action and Diversity/ADA/Equal Opportunity (AA/ADA/EO) 
programs in compliance with federal and state laws and regulations so that agency responsibilities in this area 
are carried out and communicated to staff, agency employees, partners and customers. 


A. Develop and implement strategies to achieve departmental and program objectives related to diversity 
AAIADA/EO. 


B. Work with Division Directors in setting divisional AA goals that reflect departmental goals and meet 
strategic initiatives 


C. Monitor the department's progress in meeting AA goals and objectives. Ensure that status reports are 
completed, analyzed and distributed as appropriate. 


D. Develop agency policy and procedures that align with Agency strategic initiatives. 


E. Identify areas of concern within the workforce development systems; develop policies and implement 
initiatives that ensure EO compliance with federal and state laws 


F. Coordinate with the DEED leadership and management team and appropriate support units to develop 
and implement planning strategies and methods so that future needs are projected and program efforts 
are aligned with the agency mission, vision, and guiding principles. 


G. Provide oversight to staff in the development, review, and monitoring of State and Federal required AA 
Plan and the WIOA Nondiscrimination Plan. Ensure updates are submitted timely and the reporting is 
accurate. 


H. Provide guidance to executive management team in responding to agency concerns and fostering a work 
environment conducive to respectful treatment of all individuals. 


I. Provide consultation and expert advice to HR Office staff in the program areas of AA, ADA, and EO so 
they are aware of their role in administration of such programs. Develop processes for staff that 
adequately collects data for these programs. 


J. Consult with and provide overall direction to the Departments' division AA/ADA/ coordinators for 
meetings, information and activities specific to their divisions. 


K. Develop written reports, and/or presentations to the Commissioner, State ODEO and to Department of 
Labor related to the implementation of EO programs. 


L. Provide consultation and oversight to agency EO Liaisons, L WDA EO Officers and Directors. 







Responsibility #2 Priority Time 
A 


Discretion 
A 


Provide and Deliver expert consultation and support to managers, supervisors, employees and workforce system 
partners on Equal Opportunity (EO) Law, Affirmative Action (AA) principles and Civil rights Laws sufficient 
to ensure long/short range plans, policies, procedures, hiring practices and actions reflect the department's 
commitment to equal employment opportunity and affirmative action. 


A. Direct the review and evaluation of all existing and proposed policies and procedures for EO/ AA/ ADA 
impact. 


B. Effectively implement changes in practice, policy and program plans to prevent discrimination and 
enhance the department's ability to achieve EO/AA/ADA program objectives. 


C. Meet with senior level management to provide feedback on proposed policies and plans; discuss impact 
of these plans as it relates to the delivery of their service. 


D. Attend as necessary, labor management meetings which may have EO/AA/ADA implications. 


E. Ensure accurate and consistent department wide and workforce system wide communications and 
implementation of EO/ AA/ ADA policies, procedures and practices. 


F. Provide ongoing analysis and interpretation of federal and state EO/AA/ADA laws, trends and court 
cases and effectively recommend changes in department policies and practices. 


G. Assist in the interpretation oflaws and rules related to EO/AA/ADA and Civil rights laws. 


H. Assist the Human Resource Director in resolving grievances and other issues which might have an 
adverse impact on the department's equal opportunity programs. 


I. Serve as DEED's representative on National committees; keep abreast of changes on a national level. 


J. On behalf of the agency, attend and negotiate employment related complaints in mediation or other 
venues of complaint resolution. 


Responsibility #3 Priority Time Discretion 
A A 


Provide expert consultation and advice on equal opportunity laws, the Americans with Disabilities Act and the 
Rehabilitation Act (Section 503, 504 and 508) related to nondiscrimination and accessibility for people with 
disabilities to department management and executing the related directives of management so that long and 
short-range plans, programs and policies reflect the department commitment to equal employment opportunity 
and non-discriminatory management practices 


A. Oversee the Agency ADA Coordinator and DEED's ADA responsibilities. 


B. Provide assistance and interpretation of state and federal rules and laws to agency managers and 
employees. 


C. Develop and implement the ADA plan for the department, incorporating state and federal regulations 
and directives. 







D. Develop, track and implement legislative initiatives that will improve program delivery and 
responsiveness. 


E. Provide oversight and direction for EO Liaisons, agency ADA Coordinators, WDA EO Officers, WDA 
ADA Coordinators, and Directors regarding program access and other EO matters. 


F. Seek grant funding from state and federal entities, write grants, and oversee the process with department 
partners. 


G. Develop state wide ADA policies and review existing procedures through member ship in the Statewide 
ACCESS Committee. 


Responsibility #4 Priority Time Discretion 
A A 


Direct and provide strategic direction and implementation of strategies for DEED Workforce Center system so 
that both worksites and services are accessible to all customers; and consistent parameters/policy is developed 
for staff that govern how services are delivered on a statewide basis. 


A. Develop and administer procedures for initial certification and continuous follow up of all 
Workforce Center locations for ADA compliance. 


B. Serve on Workforce Center system committees to provide suggestions and solutions to accessibility 
1ssues. 


C. Work with contractors, inspectors, and vendors to ensure that worksites meet accessibility 
requirements and assist in resolving conflicts. 


D. Develop liaisons with DEED partners, public and private entities, and councils, associations, and 
organizations with interest in ADA compliance and/or DEED activities. 


E. Assist the Workforce Center Systems Director with presentations, reports and other communications 
pertaining to the W orkF orce Centers. 


F. Provide oversight and guidance to DEED EO Liaisons, LWDA EO Officers, LWDA Directors, 
L WDA ADA Coordinators, and program monitors on compliance responsibilities. 


G. Oversee the development of comprehensive program monitoring tools and processes for all DEED 
programs including compliance and data analysis and review. 


H. Serve on and/or appoint staff to serve on committees that review and analyze EO initiatives 
throughout the workforce center system. 







Responsibility #5 Priority Time 
A 


Discretion 
A 


Develop processes and procedures for managing concerns and complaints' regarding discrimination, protected 
group harassment, accessibility, and reasonable accommodation. Ensure program compliance with the Civil 
Rights Act, ADAAA, WIOA, the MN Human Rights Act, and all other Civil Rights laws and regulations. 


A. Oversee the work of the Chief Investigator and the equal opportunity officers in conducting 
investigations. 


B. Evaluate and monitor the compliance of program performance and assess progress toward meeting the 
department's EO/AA/ADA goals and standards. 


C. Conduct on-going reviews of all department programs to determine compliance with all state and federal 
laws, regulations, and directives. 


D. Investigate complaints filed with the MN Department of Human rights and the federal EEOC. 


E. Investigate, or direct the investigation of, EO/ AA/ ADA complaints from clients, employers, and 
employees; review findings and prepare department responses to complaints. 


F. Collect and analyze data concerning effective measurement and evaluation techniques. 


G. Conduct internal and external surveys to monitor compliance with EO/AA/ADA and accessibility of 
services to our clients. 


H. Maintain tracking and log systems for investigations and complaint responses conducted by ODEO. 


I. Develop statistical model for system wide program participation review. 


J. Develop and manage the DEED and WFC System Limited English Proficiency Plan. 


Responsibility #6 Priority Time Discretion 
A A 


Design and coordinate EO/ AA/ ADA information and training to ensure policies, compliance, and agency goals 
and obligations are understood by department employees, managers/supervisors, employers, partners and 
clients. 


A. Design specific training for targeted groups. 


B. Research case law, rules, and regulations; update department leadership staff. 


C. Research and analyze data and materials concerning successful EO/ AA/ ADA strategies and program 
delivery. 


D. Attend workshops, conferences, meetings and Commissioner Briefings. 


E. Deliver training on timely EO/AA/ADA subject matter as necessary. 


F. Maintain current EO/AA/ADA reference material and web page. 


G. Monitor and evaluate all department training for EO/AAIADA compliance with state and federal laws. 







H. Manage the development of internal and external communication strategies to increase employee 
understanding of DEED diversity objectives. 


Responsibility # 7 Priority Time 
A 


Discretion 
A 


Develop recruitment and retention strategies to enhance employment outcomes in the hiring process. 


A. With HR Director, develop recruitment strategies for protected group populations. Direct ODEO staff in 
implementation of strategies. 


B. With HR Director, develop workforce planning strategic initiatives that promote and increase diversity 
within DEED's workforce. 


C. Serve as a liaison with recruitment sources such as colleges, disability organizations, the Council on 
Disability, PI Cs and other rehabilitation professional groups. 


D. Develop recruitment resources and evaluate the effectiveness. 


E. Participate in job fairs, programs and projects designed to attract protected group applicants in the hiring 
process. 


F. Meet with various community and employer groups to identify employment trends and statistics and the 
employment opportunities for protected group applicants. 


Responsibility #8 Priority Time 
A 


Discretion 
A 


Manage the Office of Diversity and Equal Opportunity so that staff is provided adequate resources, direction 
and supervision to enable them to meet DEED's objectives and fulfill DEED's mission. 


A. Assess the qualifications of candidates and select employees within state policies and procedures. 


B. Evaluate employee performance, conduct performance reviews, authorize salary increases and request 
classification changes. 


C. Initiate progressive discipline when warranted. Hear and resolve grievances. 


D. Coach and provide training to ensure technical competence; Assign job duties, train and direct 
employees in the execution of job responsibilities and of assigned work plan objectives. 


E. Create and foster an environment of collaboration; prevent and resolve staff conflicts. 


F. Assign work; provide direction and assistance to staff regarding work priorities and workload; 
continuously assess and guide work priorities in an environment of constant change and conflicting 
demands. 


G. Communicate department policies, priorities and guidelines to employees, ensure their conformance 
with same. 







H. Administer applicable labor contracts and/or plans fairly and equitable and in accordance with statewide 
employer policy. 


I. Motivate and reward employees as appropriate and encourage personal development. 


J. Promote continuous improvement of processes including best practices, LEAN principles and plain 
language strategies. 


K. Conduct staff meetings to communicate priorities, discuss operational issues and determine how to 
overcome obstacles to maintaining and improving quality of service. 







CORE RESPONSIBILITIES 


RESPONSIBILITY STATEMENT 


Exhibits a professional demeanor at all times, including positive and effective working relationships. Complies 
with applicable statutes, rules, regulations and policies in order to effectively carry out the requirements of the 
position, and the goals of the Division and DEED. 


Tasks 


A. Completes work assignments willingly and without complaint. 
B. Develops and sustains productive, effective, positive relationships with staff and all constituencies. 
C. Possesses current knowledge of applicable statutes, rules, regulations, and policies including, but not limited 


to: Affirmative Action, Americans with Disabilities Act (ADA), and Harassment policies; Code of Ethics; 
Violence Prevention. 


D. Attends all required training and other sessions necessary to remain current in job knowledge and skills, and 
for growth and development purposes. 


E. Reports for duty as scheduled. Uses time wisely. Minimizes all types of waste, is conscious of costs. 


RESPONSIBILITY STATEMENT 


Workplace Values: Every individual is responsible for adhering to and implementing the Agency's core values 
while performing their job so that the working environment is supportive of and conducive to improving team 
and individual capabilities, productivity and quality. Each of us has accountability for achievement of the 
mission and vision of the department. 


We value one another by: 
• Respecting each other's skills, talents, and contributions. 
• Recognizing that all jobs are equally important and that each and every one of us plays an important role 


in doing the work of the group. 
• Listening to each other and acting on that which we hear. 
• Supporting each other during times of change. 
• Being flexible, tolerant, and adaptable; incorporating our different 'styles' so that objectives are 


achieved taking advantage of diverse methods and varying ideas. 
• Taking responsibility to share learning and growth. 
• Constantly seeking and being open to opportunities to improve both personal and task performance. 


RESPONSIBILITY STATEMENT 


Customer Service: You are responsible for satisfying the needs of your customers by providing quality 
customer service. You represent your division and the Department of Employment & Economic Development 
as well as the State of Minnesota. 


• Great customer service is proactive-you have to actively look for ways to serve the customer. 
• Each contact should be handled as if you have only one chance to satisfy the customer. 
• Work with a positive Attitude 


Definitions 
Customer: Any individual in contact with you, including, but not limited to: clientele as listed on your Position 
Description; general public; citizens; co-workers; employees of DEED and other state agencies; and travelers. 







Quality Customer Service: Information/assistance that is provided in an appropriate and understandable 
manner with a courteous and professional approach. Such information/assistance is provided in a timely 
fashion and satisfies the customer's needs. 


Tasks 


A. Greet customers (both in person and on the phone) with a smile while presenting a positive attitude and 
pleasant image. 


B. Determine purpose of the visit/call. 
C. Provide assistance in a timely, courteous, knowledgeable and professional manner. 
D. Deliver technical information in a user-friendly, non-technical manner, when appropriate. 
E. Promptly respond to voicemail and email messages. 
F. Ensure accurate, current voicemail messages. 
G. Utilize automatic reply for e-mail messages, whenever possible. 
H. Dress neatly and be well groomed at all times. 
I. Recommend improvements. 
J. Cultivate respect for individual differences 







EMPLOYEE'S NAME 
NUMBER 


POSITION CONTROL 


POSITION DESCRIPTION C 


RELATIONSHIPS 


This position reports to the Deputy Commissioner/Chief Operating Officer and the Commissioner. The 
incumbent also reports verbally and in written reports to Division Directors, managers, and supervisors. The 
incumbent must tactfully but effectively work to identify and resolve issues between staff of the department and 
the various clientele of the agency. 


The clientele is large, diverse and complex. The incumbent is expected to act as a mediator and arbiter in order 
to effect positive results and an enhanced view of the department on the part of all customers. 


The incumbent must work closely with community organizations, enforcement agencies, Minnesota 
Management and Budget, the Attorney General's Office, and the Department of Labor. 


KNOWLEDGE, SKILLS AND ABILITIES 


The incumbent must be thoroughly familiar with and knowledgeable of the ADA/AA/EO laws, the Minnesota 
Human Rights Act, the Rehabilitation Act and Amendments, the Civil Rights Act and Amendments, the 
Minnesota Building Code, the ADA Accessibility Guidelines, the Workforce Innovation and Opportunity Act, 
and all other state and federal laws, regulations, and procedures governing affirmative action and equal 
employment opportunity. Must have considerable knowledge of the resources available to meet ADA/AA/EO 
requirements. 


The incumbent must have excellent oral and written communication skills in order to promote ADA/AA/EO 
and should possess considerable discretion and tact to effectively investigate, mediate and resolve complaints. 


Must be able to lead and motivate individuals and managers to make decisions within the framework of sound 
HR management principles. 


Must be able to communicate effectively to determine and articulate critical messages and information in a 
manner that is useful to people, enhance understanding and motivate others to take appropriate actions. 


Utilize human relation skills sufficient to negotiate and resolve issues or problems in order to establish effective 
working relationships with various employment and training program administrative agencies and individuals 
both inside and outside the department. 


Management and leadership skills necessary to provide current design and development of approaches and 
methods and coordinate effectively the varied responsibilities. 


Knowledge and understanding of the administrative, legislative and programmatic processes that affect the 
administration and delivery of DEED programs. 







EMPLOYEE'S NAME 


POSITION DESCRIPTION C 
POSITION CONTROL NUMBER 


PROBLEM SOLVING 


This position has a major function in the identification and resolution of problems that stem from the 
administration and delivery of department programs. As a representative of both management and employees, 
the incumbent must counsel each as to their rights and obligations under ADA/ AA/EO and must reach equitable 
resolutions without damaging the balance between these relationships. The responsibilities must be carried out 
within the context of complex and changing labor relations laws, collective bargaining agreements and civil 
human rights laws. The incumbent must keep continually apprised of new developments and trends in order to 
solve or prevent ADA/ AA/EO problems. 


The position must be able to quickly determine the root cause or real issues and problems from presented 
complaints/disputes and be able to develop solutions and alternatives for consideration that will provide 
resolution to disputes. 


The position addresses and resolves problems of major significance directly related to programmatic and 
system-wide policy and initiatives. The work involves highly difficult management, judgment and decision 
making within a broad framework of federal and state laws, administrative rules, and policy. Creativity is 
essential for identifying alternative acceptable solutions to a wide variety of problems. 


FREEDOM TO ACT 


The incumbent has broad freedom and discretion to exercise good judgment in facilitation of decisions 
consistent with laws and the Department Mission. The incumbent shall work closely with the Human 
Resources Director and staff in the development and implementation of EO/ ADA/ AA initiatives that have a 
direct impact on the delivery of HR programs. The incumbent may consult as needed with the Commissioner's 
Office, management, division program directors, supervisors and employees relating to ADA/ AA/EO issues. 
The incumbent works closely with leadership in other agencies and advocacy groups. The incumbent has the 
authority to develop and recommend solutions within the boundaries of department policy and personnel and 
AA/EO rules. 


Determination of how to investigate and attempt resolution is left to the incumbent. Findings of on-site 
assessments are reported through normal supervisory channels. 







EMPLOYEE'S NAME POSITION CONTROL NUMBER 


POSITION DESCRIPTION C 
NATURE AND SCOPE (relationships, knowledge's, skills and abilities, problem solving and creativity; freedom to act.) 


RELATIONSHIPS 


The position reports to the Director, ODEO and works closely with all ODEO staff. Positive 
relationships must be established and maintained with the Commissioner, the Commissioner's staff, 
the Deputy Commissioner, Assistant Commissioners, department managers, supervisors, and 
employees to facilitate the investigation process and maintain credibility and effectiveness. The 
position has frequent contact with other governmental agencies regarding ODEO issues and may 
often have inquiries from private employers and the public. The incumbent must be able to provide 
concise, accurate, and comprehensive assistance and/or services. 


KNOWLEDGE, SKILLS AND ABILITIES 


Knowledge of: 
- assistive technology resources 
-ergonomic resources 
- laws, regulations, practices, and procedures related to AA/EO/ADA 
- mission, goals, and objectives of the unit and the department 
- the department's programs and organizational structure 
- data privacy requirements 
- personal computers 
- policies and procedures that apply to work activities 
-business English, spelling and grammar sufficient to edit materials and correct typographical errors 


Skill in: 
- effective communication 
- listening and communicating impartially and without bias 
- organization and time management 
- typing, spelling, grammar, and professional office procedures 
- taking accurate and precise notes during investigations and meetings 
- scanner, Microsoft Office, including Word, Excel, and PowerPoint. 
- database management and survey software programs; familiar with SNAP surveys 


Ability to: 
- maintain confidentiality and use discretion and tact in carrying out responsibilities 
- understand and carry-out complex oral and written directions 
- compile data into reports, graphs, and charts 
-prioritize and coordinate diverse workload 
- relate well with co-workers 
-perform basic mathematical and statistical calculations 
- operate and assist others in the use of a variety of computer software 
- utilize software for collecting, manipulating and retrieving information 
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EMPLOYEE'S NAME POSITION CONTROL NUMBER 


POSITION DESCRIPTION C 
NATURE AND SCOPE (relationships, knowledge's, skills and abilities, problem solving and creativity; freedom to act.) 


PROBLEM SOLVING & CREATIVITY 


The major function of the office is the identification and resolution of problems. Thus, problem solving 
is intrinsic to the position. Examples range from legal requirements to accuracy in documentation. 
Confidentiality is a vital aspect of this position, so the incumbent must be continuously aware of its 
importance and have the ability to deftly and tactfully handle problems related to it. The incumbent 
must approach all responsibilities in an impartial, non-biased manner, particularly when responding to 
clients' needs and gathering case information. Ramification of errors or breeches in security could 
potentially damage credibility and/or result in non-compliance or lawsuits. 


The incumbent is expected to exhibit creativity and initiative in carrying out the responsibilities of the 
position. There is large creative latitude in designing and developing forms, reports, educational 
materials, and on-line tracking systems. Coordinating office functions, meetings, and staff schedules 
requires excellent organizational skills with a touch of ingenuity. The incumbent is encouraged to 
share imaginative ideas and alternative methods which could contribute to improving the office and its 
services. 


FREEDOM TO ACT 


The incumbent works under the direction of the Director of ODEO in responding to questions, 
inquiries, has considerable freedom to execute the responsibilities of the position with minimal 
supervision, acting within the parameters of laws, regulations, and policies. The position reports to 
the Affirmative Action Director on an informal basis. Regular and open communications should be 
maintained with all staff. The incumbent makes independent decisions on the normal operations of 
the office and must exercise sound judgment in determining which situations may require the 
attention or action of other staff. 
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Position Description







State of Minnesota 


POSITION DESCRIPTION A 


AGENCY/DIVISION 


Employment and Economic Development 


EMPLOYEE'S NAME 


Kimberly Malone 
CLASSIFICATION TITLE WORKING TITLE (if different) POSITION CONTROL NUMBER 


Investigation Specialist (14L) Chief Investigator 
PREPARED BY PREVIOUS INCUMBENT APPRAISAL PERIOD 


AnnFeaman 
EMPLOYEE'S SIGNATURE DATE Es SUPERVISOR'S SIGNATURE DATE 


POSITIONP 


This position works as part of the Office of Diversity & Equal Opportunity's team to ensure compliance with 
nondiscrimination and equal opportunity federal and state laws and the Department of Employment & 
Economic Development's (DEED's) nondiscrimination policies both in DEED's workforce and within all 
DEED workforce development delivery systems/programs that are statutorily governed by the Workforce 
Innovation and Opportunity Act (WIOA). Specifically, this position is responsible for managing and 
coordinating the handling of complaints received by employees and members of the public who access DEED's 
programs and/or services. This position conducts or oversees others in conducting a thorough, impartial and 
competent investigation into complaints of discrimination or harassment based on protected class and mediates 
complaints where possible. 


REPORT ABILITY 


Reports to: 


Supervises: 


Director, Office of Diversity 


None 


DIMENSIONS 


Budget: NIA 


Clientele: All DEED Employees, Division Directors, Managers and Supervisors, Regional workforce and 
Local Workforce Development Area (WDA) EO Officers, Directors and Members of the Public. 







EMPLOYEE'S NAME POSITION CONTROL NUMBER 


POSITION DESCRIPTION B 
PRINCIPAL RESPONSIBILITIES AND TASKS 


Responsibility #1 Priority Time Discretion 


A 50% A 


To act as the lead investigator for DEED and conduct investigations relating to internal and external allegations 
of employment discrimination, including sexual harassment, so that complaints are addressed and resolved in a 
timely manner. 


Tasks 


A. Provide work direction to two affirmative action officers in conducting investigations from the intake of 
the complaint to the writing of the investigation report and final letters. 


B. Develop and revise as necessary, a thorough investigation plan for each complaint including compliance 
with the various labor agreements. 


C. Gather information relating to employee Human Rights and EEOC charges of discrimination and 
internal discrimination complaints through interviews, investigative techniques, review of relevant 
documentation, and review of personnel records, applicable policies, law and regulations. 


D. Conduct thorough and impartial fact-finding interviews with all parties involved in the investigation. 


E. Review and analyze investigation findings to determine whether a violation of the department's 
discrimination/sexual harassment policy has occurred. 


F. Prepare clear, precise written response or investigation report by identifying the investigation plan and 
summarizing findings. 


G. Consult with Director to discuss investigation findings, relevant precedent and policies. 


H. Maintain the investigation case files in a readily accessible format in accordance with Minnesota 
Government Data Practices Act and the applicable retention schedule. 


Responsibility #2 Priority Time Discretion 


A 25% A 


To act as the lead investigator for customer (members of the public) allegations of discrimination, determine 
jurisdiction, collect evidence, evaluate actions taken and prepare a synopsis of the investigation to be presented 
to the Director of ODEO and the program director. 


Tasks 







A. Provide work direction to two affirmative action officers and conduct customer complaint investigations 
related to the WIOA discrimination complaint process and for all state or federal programs administered 
by DEED. 


B. Conduct intake and evaluate customer complaints, confirm the accuracy, summarize, record and prepare 
initial acknowledgements in a timely manner. 


C. Investigate incidents, interview participants, search for and examine evidence, collect information, 
assemble and present relevant information. 


D. Act as a liaison between DEED and the Department of Labor/Civil Rights Division and respond to 
requests for information or complaints as necessary. 


E. Analyze and assess data, write and present synopsis of investigations to DEED program directors and 
and/or DEED partners. 


F. Maintain the security and integrity of files. 


Responsibility #3 Priority Time Discretion 


A 10% A 
Develop, implement and revise policy in the areas of equal opportunity and nondiscrimination to ensure 
compliance with federal and state legislation and implementing regulations. Provide technical assistance to 
supervisors or local equal opportunity officers responsible for investigations to ensure successful outcomes. 


Tasks 


A. Create and assist agency divisions in development and maintenance of complaint process and 
procedures. 


B. Serve as a consultant to human resources and hiring managers and monitor the hiring process to help 
minimize bias in hiring decisions and ensure equal opportunity and affirmative action. 


C. Assist in development and maintenance if the bi-annual certification of the Nondiscrimination Plan 
(NDP) as required under WIOA. 


D. Draft and/or update Agency policies/procedures relating to the WIOA Equal Opportunity Policy 
Manual. 


E. Consult with and provide guidance to local area Equal Opportunity Officers and DEED program equal 
opportunity liaisons on policy development and implementation, complaint process and EO compliance. 


Responsibility #4 Priority Time Discretion 


A 15% A 







Develop and present training to DEED employees, supervisors and managers, partners and recipients of federal 
funding regarding topics of Equal Opportunity, nondiscrimination, diversity and inclusion. 


Tasks 


A. Attend training classes or conferences to maintain a high level of proficiency in all areas of 
investigations. 


B. Assist in development and presentation of employee training as well as training for managers and 
supervisors in the areas of discrimination, illegal harassment, complaint process, and diversity and 
inclusion best practices. 


C. Collaborate with Workforce System Coordination Office in the development and presentation ofEO 
training curriculum to Employment and Training Program (ETP) staff, partners and recipients in the 
areas of WIOA EO program implementation, program access and the complaint process. 


D. Provide technical assistance as needed to partner entities in their execution of equal opportunity and 
nondiscrimination laws. 


E. Adhere to the Policy and Procedures manuals regarding WIOA implementation. 


RESPONSIBILITY STATEMENT 


Exhibit a professional demeanor at all times, including positive and effective working relationships. Comply 
with applicable statutes, rules, regulations and policies in order to effectively carry out the requirements of the 
position, and the goals of the Division and DEED. 


A. Complete work assignments willingly and without complaint. 
B. Develop and sustain productive, effective, positive relationships with staff and all constituencies. 
C. Possess current knowledge of applicable statutes, rules, regulations, and policies including, but not limited 


to: Affirmative Action, Code of Conduct, Data Privacy, WIOA Section 188, Harassment policies, Code of 
Ethics, Violence Prevention, Civil Rights Act, ADEA, ADA, WIOA and the Minnesota Collective 
Bargaining Agreements. 


D. Attend all required training and other sessions necessary to remain current in job knowledge and skills, and 
for growth and development purposes. 


E. Report for duty as scheduled. Use time wisely. Minimize all types of waste, is conscious of costs. 


Workplace Values: Every individual is responsible for adhering to and implementing the Agency's core 
values while performing their job so that the working environment is supportive of and conducive to improving 
team and individual capabilities, productivity and quality. Each of us has accountability for achievement of the 
mission and vision of the department. 


We value one another by: 
• Respecting each other's skills, talents, and contributions. 
• Recognizing that all jobs are equally important and that each and every one ofus plays an important role 


in doing the work of the group. 
• Listening to each other and acting on that which we hear. 
• Supporting each other during times of change. 







• Being flexible, tolerant, and adaptable; incorporating our different 'styles' so that objectives are 
achieved taking advantage of diverse methods and varying ideas. 


• Taking responsibility to share learning and growth. 
• Constantly seeking and being open to opportunities to improve both personal and task performance. 


Customer Service: You are responsible for satisfying the needs of your customers by providing quality 
customer service. You represent your division and the Department of Employment & Economic Development 
as well as the State of Minnesota. 


• Great customer service is proactive-you have to actively look for ways to serve the customer. 
• Each contact should be handled as if you have only one chance to satisfy the customer. 
• Attitude is contagious-ls yours worth catching? 


Definitions 
Customer: Any individual in contact with you, including, but not limited to: clientele as listed on your Position 
Description; general public; citizens; co-workers; employees of DEED and other state agencies; and partners. 


Quality Customer Service: Information/assistance that is provided in an appropriate and understandable 
manner with a courteous and professional approach. Such information/assistance is provided in a timely 
fashion and satisfies the customer's needs. 


A. Greet customers (both in person and on the phone) with a smile while presenting a positive attitude and 
pleasant image. 


B. Determine purpose of the visit/call. 
C. Provide assistance in a timely, courteous, knowledgeable and professional manner. 
D. Deliver technical information in a user-friendly, non-technical manner, when appropriate. 
E. Promptly respond to voicemail and email messages. 
F. Ensure accurate, current voicemail messages. 
G. Utilize automatic reply for e-mail messages, whenever possible. 
H. Dress neatly and be well groomed at all times. 
I. Recommend improvements. 
J. Cultivate respect for individual differences 







EMPLOYEE'S NAME POSITION CONTROL NUMBER 


POSITION DESCRIPTION C 
NATURE AND SCOPE (relationships, knowledge's, skills and abilities, problem solving and creativity; freedom to act.) 


RELATIONSHIPS 


The incumbent must establish and maintain a respectful working relationship and effective lines of 
communication with internal department management and employees, and externally, with the federal and state 
enforcement agencies, dispute resolution resources, and other state agencies. The position reports to the 
Director of the Equal Opportunity Office, and functions to ensure equitable treatment of applicants for 
employment, employees, and customers. The incumbent is responsible for thoroughly and effectively 
completing discrimination investigations and must establish and maintain a high level of credibility due to the 
sensitive nature of the investigations s/he will conduct. 


KNOWLEGES, SKILLS AND ABILITIES 


Thorough knowledge and ability to operate personal computer and word processing software and the ability to 
understand and operate other software used for developing databases. 


Strong interpersonal and human relations skills sufficient to deal effectively with individuals and groups with 
diverse interests and from diverse backgrounds. 


Thorough knowledge of federal, state and local human/civil rights and equal opportunity laws is required. 


Investigation skills and experience to conduct investigations of alleged discrimination. Due process sufficient 
to ensure the legality of the investigation and protect individual rights. 


Experience working with the Americans with Disabilities Act. 


Experience preparing reports and presenting ideas effectively. 


PROBLEM SOLVING AND CREATIVITY 


The incumbent functions in a key staff position, investigating complaints of discrimination and related 
inappropriate activities on the part of DEED employees and management. This involves functioning as a 
neutral fact-finder between persons with different and strongly-held opinions and perceptions about their 
actions and those of others within DEED. The incumbent must ensure that several state and federal anti 
discrimination, equal opportunity and affirmative action regulations are upheld, while maintaining a respectful 
relationship with management and line staff who are bound by those laws. The incumbent must have the ability 
to deliver accurate but sometimes unpleasant information as well as to suggest appropriate referrals for 
resolution of conflicts. The incumbent must be able to reach findings and conclusions and appreciate their 
impact on the individuals involved as well as on those of the department. Excellent analytical and 
communication skills are critical. Consistency, honesty and integrity are a must for this incumbent. In some 
instances the incumbent must problem-solve and develop effective solution strategies through collaboration, 
facilitation and negotiation. 


FREEDOM TO ACT 







The incumbent has latitude to make decisions and take necessary actions to perform assigned responsibilities, 
reporting to the Director of the Equal Opportunity. Status reports are given periodically, and as necessary or as 
requested. External contacts include state and federal employment law enforcement agencies, affirmative 
action law and rules, human resource rules and administrative procedures and collective bargaining agreements. 
The incumbent will independently conduct investigations and submit a final report to ODEO Director. Time 
management skills are essential to the completion of the position responsibilities. 







Karen Lilledahl 
Position Description







State of Minnesota 


POSITION DESCRIPTION A 
Karen Lilledahl 


AGENCY /DIVISION EMPLOYEE'S NAME 


Employment and Economic Development 


CLASSIFICATION TITLE WORKING TITLE (if different) POSITION CONTROL NUMBER 


TBD ADA Coordinator & WIOA EO Compliance Manager 


PREVIOUS INCUMBENT APPRAISAL PERIOD 


SUPERVISOR'S SIGNATURE DATE 


POSITION PURPOSE 
To serve as the department wide Americans with Disabilities Act Coordinator for Title I - Employment 
and Title ll- Service Delivery (State and Local Governments). To provide DEED management with 
specialized expertise and assistance around providing reasonable accommodations and modifications 
and serve as the Department's accessibility expert. This position will also coordinate and manage the 
equal opportunity monitoring program, which includes site reviews for accessibility as part of DEED's 
obligations under Section 188 --the Nondiscrimination regulations of the Workforce Innovation and 
Opportunity Act (WIOA). Provide consultation and expertise on the nondiscrimination regulations. 
Provide expert training and consultation to DEED supervisors, managers as well as partners and contract 
vendors on equal opportunity topics. Ensure compliance with all applicable state and federal laws, rules 
and regulations. 


REPORT ABILITY 


Reports to: ODEO Director 


Supervises: None 


DIMENSIONS 


Budget: n/a 


Clientele: Commissioner, Deputy Commissioner, Division Directors, Managers and Supervisors, Local Area 
Equal Opportunity Officers, DEED employees, applicants for employment, customers, partner staff, and 
members of the public. 


\ 







EMPLOYEE'S NAME 
NUMBER 


POSITION CONTROL 


POSITION DESCRIPTION B 
PRINCIPAL RESPONSIBILITIES AND TASKS 


Priority Time Discretion 
A 40 A 


Serve as DEED's Equal Opportunity (EO) Officer and as a back-up to the State-level Equal Opportunity Officer providing 
consultation and department-wide coordination in the areas of equal opportunity and non-discrimination with regard to 
service delivery. Advise DEED administrators, supervisors and managers, employees, program staff, and DEED partners 
and grantees on equal opportunity laws, including the Americans with Disabilities Act (ADA) so that DEED programs, 
policies and practices reflect the equal opportunity requirements and non-discrimination practices of recipients of 
federal and state funds. Ensure DEED is in compliance with state and federal law and regulations, including Titles VI and 
VII of the Civil Rights Act of 1964; 1991; Sections 503, 504 and 508 of the Rehabilitation Act of 1978, as amended; the 
Age Discrimination Act of 1975, as amended; Pregnancy Discrimination Act of 1978; the Minnesota Human Rights Act, as 
amended; Title I, II, and Ill of the Americans with Disabilities Act, as amended; Title II of the Genetic Information Act of 
2008; the Minnesota Women's Economic Security Act of 2014; Workforce Innovative and Opportunity Act (WIOA); and, 
Executive Orders 11246, 11478, 11598, and 11247. 


Responsibility #1 


Tasks 


A. Manage DEED's EO Monitoring program for the Local Workforce Development Areas (LWDAs). This includes 
developing and revising the EO Monitoring program design and schedule each calendar year and coordinating 
the onsite reviews with the local area EO Officer and appropriate LWDA staff. Conduct system wide Equal 
Opportunity monitoring and evaluation reviews using both desk audits and onsite reviews. The monitoring 
activity includes in person interviews of employees, including partner employees, customers, site managers, and 
Local Area EO Officers and an exit interview and report out to the LWDA Chair or Executive Director and the 
Local Area EO Officer. 


B. Coordinate the revision and organization of the Nondiscrimination Plan (NOP), formerly known as the Methods 
of Administration (MOA), on a biennial basis, as required under WIOA so that DEED complies with federal 
Department of labor regulations. Develop and work with the Employment & Training Programs Division (ETP) 
and Unemployment Insurance (Ul) program administrators and Local Area EO Officers/liaisons to ensure that all 
relevant and current program initiatives or methods of doing business are included in DEED's NOP. 


C. Respond to inquiries or questions about WIOA Section 188's nondiscrimination regulations from DEED program 
staff, leadership an LWDA staff or partner staff. 


D. Train ODEO staff and Local Area EO Officers in Section 188 and EO Monitoring and lead staff in conducting those 
reviews. 


E. Serve as the WIOA Program Complaint Officer and review complaints for discrimination or refer to the 
appropriate program area. 


F. Serve as back-up to the State-level Equal Opportunity Officer Minnesota's representative on the NASWA 
national Equal Opportunity Committee. 







Responsibility #2 Priority Time Discretion 
A 35 A 


Serve as DEED's ADA Title I - Employment and Title II - Service Delivery Program Coordinator by providing expert 
consultation regarding disability topics concerning both DEED employees and customers. 


Tasks 


A. Coordinate the department's ADA responsibilities to ensure reasonable accommodations for both employees 
and customers are addressed fairly, equitably, and within the intent of the Americans with Disabilities Act and 
the Minnesota Human Rights Act. 


B. Consult on acquisition of space, lease renewals, or new construction related to DEE D's programs or operations 
for physical accessibility and coordinate and conduct onsite accessibility reviews of DEED space and for the 
certification of the comprehensive workforce centers. 


C. Provide consultation and advice on reasonable accommodations, Connect 700 (noncompetitive appointments), 
medical inquiries, and medical records to DEED managers, supervisors, and employees. 


D. Maintain updated information about requirements of the ADA law, including best practices in compliance 
procedures. 


E. Ensure DEED and partner programs, policies, procedures and facilities are equally accessible -both physically 
and programmatically to persons with disabilities. 


F. Maintain records and logs of Reasonable Accommodations in a secured manner. 


G. Train managers and supervisors on the ADA and their responsibilities in providing reasonable accommodations 
and program access. 


Responsibility #3 Priority Time Discretion 
A 10 A 


Ensure DEED is in compliance with affirmative action and equal opportunity laws and provide advice and counsel human 
resources and supervisors and managers in recruiting, hiring and selection and retention practices to achieve the 
department's diversity goals. 


Tasks 


A. Provide ongoing analysis and interpretation of federal and state EO/ AA/ ADA laws, trends, and court cases. 
Ensure DEED policies and procedure are complete, current, and in compliance with existing federal and state 
equal opportunity laws and regulations related to disability. Revise as necessary and maintain the reasonable 
accommodation policies and other policies impacting serving individuals with disabilities as changes to law 
dictate. 


B. Assist with the revision of DEED's Affirmative Action Plan as needed adn support the ODEO team in the 
implementation and analysis of the plan and its objectives. 


C. Conduct the prehire review process for assigned human resource accounts and provide support to junior staff as 
needed to approve hires. 


D. Conduct training on topics of equal opportunity, nondiscrimination and harassment on a regular basis consistent 
with DEED policy. 







E. Review and revise DEED policies to ensure consistently with WIOA and other state and federal civil rights or 


equal opportunity laws, and statewide policies. 


Responsibility #4 Priority Time Discretion 
A 10 A 


Service as DEED's Program Complaint Officer and investigate ADA, Affirmative Action, or Equal Opportunity complaints 
from DEED employees or DEED customers as needed. 


A. Intake all program complaints as necessary, evaluate for protected class discrimination and refer complaints to 
appropriate program areas for resolution. 


B. Serve as a back-up to investigate ADA/ AA/EO complaints from applicants for services, participants, employers, 
and employees as needed. Impartially gather facts, documentation, interview witnesses, write investigative 
summary and present findings to ODEO Director and/or DEED HR Director. 


C. Resolve complaint at the lowest level when possible. 


D. Adhere to data privacy laws and practices as appropriate. 


Responsibility #5 


Other Duties as assigned - this includes special project work. 


PERSONAL RESPONSIBILITY STATEMENTS 


Priority Time Discretion 
A 5 A 


Professionalism: Exhibits a professional demeanor at all times, including positive and effective working relationships. 
Complies with applicable statutes, rules, regulations and policies in order to effectively carry out the requirements of the 
position, the Division, and DEED. 


A. Completes work assignments willingly and without complaint. 
B. Develops and sustains productive, effective, positive relationships with staff and all constituencies. 
C. Possesses current knowledge of applicable statutes, rules, regulations, and policies including, but not limited to: 


Affirmative Action, Americans with Disabilities Act (ADA), and Harassment policies; Code of Ethics; Violence 
Prevention, Code of Conduct. 


D. Attends all required training and other sessions necessary to remain current in job knowledge and skills, and for 
growth and development purposes. 


E. Attendance is an essential function of every position and for every employee. You must report for duty as 
scheduled; use time wisely and minimize all types of waste, being conscious of costs. 


Workplace Values: Every individual is responsible for adhering to and implementing the Agency's core values while 
performing their job so that the working environment is supportive of and conducive to improving team and individual 
capabilities, productivity and quality. Each of us has accountability for achievement of the mission and vision of the 
department. 


We value one another by: 
• Respecting each other's skills, talents, and contributions. 
• Recognizing that all jobs are equally important and that each and every one of us plays an important role in 


doing the work of the group. 







• Listening to each other and acting on that which we hear. 
• Supporting each other during times of change. 
• Being flexible, tolerant, and adaptable; incorporating our different 'styles' so that objectives are achieved taking 


advantage of diverse methods and varying ideas. 
• Taking responsibility to share learning and growth. 
• Constantly seeking and being open to opportunities to improve both personal and task performance. 


Customer Service: Responsible for satisfying the needs of your customers by providing quality customer service. 
Information/assistance is provided in an appropriate and understandable manner with a courteous and professional 
approach in a timely fashion that satisfies the customer's needs. 


A. Present a positive attitude and pleasant image in customer interactions. 
B. Provide assistance in a timely, courteous, knowledgeable, and professional manner. 
C. Deliver technical information in a user-friendly, non-technical manner, when appropriate. 
D. Promptly respond to voicemail and e-mail messages. 
E. Ensure accurate, current voicemail and e-mail messages. 
F. Dress neatly and be well groomed at all times. 
G. Recommend improvements 
H. Cultivate respect for individual differences. 


Data Security: Each employee is responsible for safeguarding the data that he or she collects or uses in the course of 
their work. This includes understanding the importance of data that DEED maintains, knowing how data is classified, and 
taking all necessary steps to safeguard DEED data. 


A. Informs customers of their rights when collecting data. 
B. Strives for a high degree of accuracy in collection and maintenance of data. 
C. Exhibits safe data handling and system security practices. 
D. Responds promptly and appropriately to requests for data. 
E. Involves higher authority as defined by statutes, rules, regulations, and policies 


Safety Responsibility: 
A. Respond promptly to emergency calls and situations. 
B. Know and comply with all agency safety and health policies and procedures. 
C. Participate in all mandated safety and health training. 
D. Immediately inform supervisor of any unsafe working conditions. 
E. Report all injuries. Complete injury, illness, and incident reports prior to the end of the shift during which the 


incident occurs. 
F. Use proper body mechanics when lifting, bending, and stooping, etc. 
G. Assure work areas are clean and orderly. 







EMPLOYEE'S NAME 
NUMBER 


POSITION DESCRIPTION C 


POSITION CONTROL 


NATURE AND SCOPE (relationships, knowledge's, skills and abilities, problem solving and creativity; freedom to act.) 


RELATIONSHIPS 


This position reports to the Director of the Office of Diversity & Equal Opportunity and serves as the back-up State WIOA 
EO Officer which indirectly reports to the Commissioner. 


On areas related to reasonable accommodations, the incumbent works closely and tactfully with supervisors and 
managers and has decision-making authority in tandem with supervisors and managers on what reasonable 
accommodations will be effective and implemented. The ADA Coordinator has oversight of the implementation of 
accommodations. 


The clientele is large, diverse and complex. This position is expected to act as a mediator to find a solution that will 
effect positive results. 


This position will work closely with enforcement agencies, Minnesota Management & Budget, and the U.S. Department 
of Labor. 


KNOWLEGES, SKILLS AND ABILITIES 


The incumbent must have thorough knowledge of the Americans with Disabilities Act, the Minnesota Human Rights Act 
(MHRA), and the Rehabilitation Act and Amendments to effectively carry out reasonable accommodations. The 
incumbent must also have knowledge of the ADA Accessibility Guidelines, the Minnesota Building and the Minnesota 
Building code to ensure physical accessibility of DEED's programs and worksites. 


The incumbent must have thorough knowledge of WIOA and Section 188 of WIOA - the nondiscrimination provisions. 


The incumbent must have excellent communications skills to promote and ensure compliance with the ADA and WIOA. 


The incumbent must have excellent human relations skills in order to effectively mediate, negotiate and resolve 
complaints or arrive at decisions regarding reasonable accommodations. 
Additionally, the incumbent must effectively communicate to be able to motivate and influence others to make 
decisions and take appropriate actions to come into compliance with WIOA. 


The incumbent must be able to balance the interests of parties appropriately without favor or bias to arrive at sound 
decisions and accommodations. 


PROBLEM SOLVING AND CREATIVITY 


This position functions in a key staff position and serves as the point of contact, mediator, and arbiter of reasonable 
accommodations. This position must effectively balance the interests of employees and management and counsel both 
on their rights and responsibilities under the ADA/MHRA/WIOA in an effort to reach equitable solutions that are 
effective for both the employee and management. The incumbent must ensure that these laws are upheld while 
maintaining a respectful relationship with management staff and line staff. The incumbent must have the ability to 
deliver accurate but sometimes unpleasant information. 







This position will also independently determine and coordinate the equal opportunity monitoring schedule and assess 
our local areas for compliance with the equal opportunity obligations under WIOA's Section 188 nondiscrimination 
regulations. This position will address and resolve issues at the local level to ensure the locals areas come into 
compliance. Diplomacy and creativity are essential to influencing the LWDAs to achieve compliance 


FREEDOM TO ACT 


The incumbent has latitude to make decisions and take necessary actions to perform assigned responsibilities, reporting 
to the Director of ODEO. Status reports are given periodically, and as necessary or requested. External contacts include 
state and federal employment law enforcement agencies, equal opportunity federal and state laws, human resources 
rules and administrative procedures and collective bargaining agreements. The incumbent will independently work with 
supervisors and managers and employees to decide upon and implement reasonable accommodations and necessary 
corrective actions to bring LWDAs into compliance. These actions will be reported to the ODEO Director. Time 
management skills are essential to the completion of position responsibilities. 







Frida Alvarez
Position Description







Frida Alvarez ----- State of Minnesota EMPLOYEE'S NAME 


POSITION DESCRIPTION A 


Department of Employment and Economic Development 


AGENCY/DIVISION 


Affirmative Action Officer 2 Equal Opportunity Officer 


CLASSIFICATION TITLE WORKING TITLE (if different) POSITION CONTROL NUMBER 


Ann Feaman None 


PREPARED BY PREVIOUS INCUMBENT APPRAISAL PERIOD 


8 
DATE SUPERVISOR'S SIGNATURE DATE 


SITION P 
l . >~.,, 


This position exists to support to the staff of Office of Diversity & Equal Opportunity (ODEO) in the 
achievement of the goals and objectives related to ODEO. ODEO is a champion for diversity and 
inclusion in providing advice, training, and consultation in recruiting and retaining a diverse workforce 
and delivering culturally responsive services to Minnesotans in collaboration with our employees and 
partners to enhance DEED's mission. 


REPORT ABILITY 


Reports to: 


Supervises: 


Director, Office of Diversity & Equal Opportunity 


none 


DIMENSIONS 


Budget: 


Clientele: Applicants, clients, employees, managers, supervisors, HR Director and staff, Assistant 
Commissioners, Deputy Commissioner, Commissioner, and the public. 
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EMPLOYEE'S NAME POSITION CONTROL NUMBER 


POSITION DESCRIPTION 8 
PRINCIPAL RESPONSIBILITIES AND TASKS 


Responsibility # 1 Priority Time Discretion 
A 15 A 


1. Serve as first point of contact for internal program complaints or complaints and charges 
of discrimination and ADA accommodations so that cases are logged and complete case 
files are established and maintained. 


Tasks 


A. To take calls and identify the issue or request being brought forward. Determine whether or 
not the call is appropriate for the ODEO office to handle, provide initial advice and procedural 
guidance, answer questions if possible, record call and notify appropriate AAO staff. 


B. Assist with the intake and processing of reasonable accommodation requests e.g. collect 
relevant data and technical information, schedule necessary meetings. 


C. Collect pertinent HR material as directed and gather necessary documentation for each case. 
Maintain the files of charges and complaints. Update each case as needed. 


D. Refer requests for information on ergonomics or reasonable accommodations to appropriate 
resources and work with ADA Coordinator to purchase accommodations as necessary for 
DEED staff. 
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EMPLOYEE'S NAME POSITION CONTROL NUMBER 


POSITION DESCRIPTION B 
PRINCIPAL RESPONSIBILITIES AND TASKS 


Priority Time Discretion 
B 20 A 


2. Assist ODEO staff in preparing workforce data for affirmative action and equal opportunity 
reports in order to ensure that our efforts are documented and measured and align with 
the DEED's overall mission. 


Tasks 


A. Preparing workforce and service delivery data needed for the agency Affirmative Action Plan 
and WIOA Nondiscrimination Plan as required federal and state laws. 


B. Determine and set up formatting and organize materials for reports, surveys, and other 
documents. 


C. Coordinate the Exit Survey Process and collect and maintain exit survey data. 


D. Generate statistical data from the State's data warehouse and ODEO's Case Management 
System as requested by staff. 


E. Utilize appropriate software for maintaining and updating information, e.g. databases, spread 
sheets. 


F. Proofread all correspondence, reports, and documents. 
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EMPLOYEE'S NAME POSITION CONTROL NUMBER 


POSITION DESCRIPTION B 
PRINCIPAL RESPONSIBILITIES AND TASKS 


Priority Time Discretion 
A 20 A 


3. Provide administrative and technical assistance in the equal opportunity monitoring and 
site certification review process for the WorkForce Center and partner sites. 


Tasks 


A. Schedule site reviews and notify all participants. 


B. Maintain accurate database of WorkForce Center sites. 


C. Maintain site survey evaluation materials and distribute to WFC sites who need certification as 
requested. 


D. Track the WFC site certification process by documenting as each step is completed. 


.E. Receive materials from affiliate site applicants for site certification, perform initial review and 
submit to the ADA and EO Monitoring Coordinator. 


F. Request and maintain complaint and code of conduct logs from each local area equal 
opportunity officer at the end of the fiscal year. 


G. Correspond with or contact technical experts as requested. 


H. Create and maintain files with all correspondence to/from the WFC sites. 
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EMPLOYEE'S NAME POSITION CONTROL NUMBER 


POSITION DESCRIPTION B 
PRINCIPAL RESPONSIBILITIES AND TASKS 


Priority Time Discretion 
A 15 A 


4. Assist ODEO staff in formal investigations so that actions are properly documented, 
procedures followed, and accurate, well organized reports are prepared with investigative 
results. 


Tasks 


A. Maintain computerized case tracking systems so that staff may quickly access information and 
determine the status of cases. 


B. Schedule interviews and take accurate and complete notes during confidential investigations. 


C. Type precise and complete investigation notes for review by professional staff and placement 
into permanent records. 


D. Take accurate and thorough notes at fact finding conferences, interviews and mediations. 
Transcribe some including taped interviews and mediations. 


E. Distribute notification of results and/or determinations at the conclusion of each case. 


F. Copy, collate and inventory cases for arbitration and lawsuits so that they meet legal 
specifications. 


G. Copy confidential material as requested. 
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EMPLOYEE'S NAME 


POSITION DESCRIPTION B 
PRINCIPAL RESPONSIBILITIES AND TASKS 


POSITION CONTROL NUMBER 


Priority 
B 


Time Discretion 
15 A 


5. Assist in the development and implementation of training and facilitation activities of 
ODEO. 


Tasks 


A. Initiate and develop ideas and presentations with ODEO staff related to topics for the Diversity Spotlight 
series or Book Club series or other trainings related to eradicating disparities and bias in the workplace. 


B. Present and facilitate training activities with ODEO staff. 


C. Track attendance and evaluations of ODEO training activities. 
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Priority 
B 


Time Discretion 
5 A 


6. Assist in the design and maintenance of ODEO internal and external websites. 


Tasks 


A. Review websites regularly for out of date information; make corrections and give to HR/ODEO 
website coordinator. 


B. Add updated documents, resources to ODEO's internal website as needed by working with 
HR/ODEO website coordinator. 


C. Regularly review all links. 
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EMPLOYEE'S NAME POSITION CONTROL NUMBER 


POSITION DESCRIPTION B 
PRINCIPAL RESPONSIBILITIES AND TASKS 


Priority Time Discretion 
B 10 A 


15. Provide administrative and clerical support to staff so that the office functions in an 
effective, efficient manner. Perform other duties as assigned so that the needs of the office 
are met as they occur. 


Tasks 


A. Support ODEO training activities by preparing training packets, training materials and keeping 
accurate inventory of all training materials, packets, and supplies. 


B. Order and maintain all necessary supplies and equipment for the ODEO office. 


C. Submit procurement requests and track for payment of purchase requests. Ensure 
compliance with state guidelines. 


D. Coordinate schedules, meetings, and travel arrangements for the ODEO staff so that all 
appointments are met and conflicts avoided. 


E. Coordinate arrangements for meetings by preparing materials, reserving conference rooms, 
and ordering equipment. 


F. Take and prepare accurate minutes for meetings as requested. 
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EMPLOYEE'S NAME POSITION CONTROL NUMBER 


POSITION DESCRIPTION C 
NATURE AND SCOPE (relationships, knowledge's, skills and abilities, problem solving and creativity; freedom to act.) 


RELATIONSHIPS 


The position reports to the Director, ODEO and works closely with all ODEO staff. Positive 
relationships must be established and maintained with the Commissioner, the Commissioner's staff, 
the Deputy Commissioner, Assistant Commissioners, department managers, supervisors, and 
employees to facilitate the investigation process and maintain credibility and effectiveness. The 
position has frequent contact with other governmental agencies regarding ODEO issues and may 
often have inquiries from private employers and the public. The incumbent must be able to provide 
concise, accurate, and comprehensive assistance and/or services. 


KNOWLEDGE, SKILLS AND ABILITIES 


Knowledge of: 
- assistive technology resources 
-ergonomic resources 
- laws, regulations, practices, and procedures related to AA/EO/ADA 
- mission, goals, and objectives of the unit and the department 
- the department's programs and organizational structure 
- data privacy requirements 
- personal computers 
- policies and procedures that apply to work activities 
-business English, spelling and grammar sufficient to edit materials and correct typographical errors 


Skill in: 
- effective communication 
- listening and communicating impartially and without bias 
- organization and time management 
- typing, spelling, grammar, and professional office procedures 
- taking accurate and precise notes during investigations and meetings 
- scanner, Microsoft Office, including Word, Excel, and PowerPoint. 
- database management and survey software programs; familiar with SNAP surveys 


Ability to: 
- maintain confidentiality and use discretion and tact in carrying out responsibilities 
- understand and carry-out complex oral and written directions 
- compile data into reports, graphs, and charts 
-prioritize and coordinate diverse workload 
- relate well with co-workers 
-perform basic mathematical and statistical calculations 
- operate and assist others in the use of a variety of computer software 
- utilize software for collecting, manipulating and retrieving information 
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EMPLOYEE'S NAME POSITION CONTROL NUMBER 


POSITION DESCRIPTION C 
NATURE AND SCOPE (relationships, knowledge's, skills and abilities, problem solving and creativity; freedom to act.) 


PROBLEM SOLVING & CREATIVITY 


The major function of the office is the identification and resolution of problems. Thus, problem solving 
is intrinsic to the position. Examples range from legal requirements to accuracy in documentation. 
Confidentiality is a vital aspect of this position, so the incumbent must be continuously aware of its 
importance and have the ability to deftly and tactfully handle problems related to it. The incumbent 
must approach all responsibilities in an impartial, non-biased manner, particularly when responding to 
clients' needs and gathering case information. Ramification of errors or breeches in security could 
potentially damage credibility and/or result in non-compliance or lawsuits. 


The incumbent is expected to exhibit creativity and initiative in carrying out the responsibilities of the 
position. There is large creative latitude in designing and developing forms, reports, educational 
materials, and on-line tracking systems. Coordinating office functions, meetings, and staff schedules 
requires excellent organizational skills with a touch of ingenuity. The incumbent is encouraged to 
share imaginative ideas and alternative methods which could contribute to improving the office and its 
services. 


FREEDOM TO ACT 


The incumbent works under the direction of the Director of ODEO in responding to questions, 
inquiries, has considerable freedom to execute the responsibilities of the position with minimal 
supervision, acting within the parameters of laws, regulations, and policies. The position reports to 
the Affirmative Action Director on an informal basis. Regular and open communications should be 
maintained with all staff. The incumbent makes independent decisions on the normal operations of 
the office and must exercise sound judgment in determining which situations may require the 
attention or action of other staff. 
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Training and Education Opportunities & Presentations 
Ann Feaman, 2017-2018 


 
Course Title Date Presented by Description 
Ouch! That Stereotype Hurts 1-4-2017 Carly, Dept. of 


Revenue 
Communicating 
respectfully in a diverse 
world 


HR Implicit Racial Bias: 
Diversity, Equity and Inclusion 


1-17-2017 Andre Koen Understanding bias. 


Public Servant Leadership: tools 
to dismantle bigotry, prejudice & 
discrimination 


1-17-2017 Andre Koen, AM 
Horizons Training 
Group 


Philosophy and set 
practices that creates a 
more just and caring 
world. 


Respectful Workplace 1-26-2017 Messa Vang, HR Review of policy 
Diversity Spotlight: Race: The 
Power of an Illusion – The 
House we Live in 


2-8-2017 Video/discussion How institutes shape 
and create race. History 
of housing and 
discrimination practices 


Sexual Harassment Prevention 
(Presenter)  


2-14-2017 Ann Feaman How to prevent and 
respond to sexual 
harassment 


Advancing Racial Equity Cohort  2-22-2017 + 
year long 


Government Alliance on 
Racial Equity 


Advancing racial equity 
within local and stat 
government 


Met Council Diversity Training  2-23-2017 Met Council Day long training on 
diversity and inclusion 
topics  


Marnita’s Table (Equity Series 
around the State of MN) 


3-2-2017 Marnita’s Table 
Presenters 


Equity 
series/dinner/community 
engagement event and 
training 


Diversity Spotlight – Women’s 
Economic Security Act (WESA)  


3-3-2017 Commissioner Looman WESA 


Forum on Workplace Inclusion   3-29 & 30 - 
2017 


Various 
Speakers/Presenter 


National Conference on 
Diversity and Inclusion 


Providing Culturally Competent 
Customer Service (Presenter) 


5-1 & 5-2-
2017 


Ann Feaman How to ensure services 
are culturally responsive 


Diversity Spotlight – 
Communication Strategies with 
those who are Deaf or Hard of 
Hearing 


4-6-2017 DHHS division  Communicating with 
individuals who are deaf 
and hard of hearing 


Diversity Spotlight - Effectively 
Working with Muslim 
Employees and Clients 


5-3-2017 Adeel Ahmed, Islamic 
Resource Group 


How to effectively work 
with Muslim clients and 
employees. 


Joint Counselor Conference – 
Race:  The Power of an Illusion 
(Presenter)  


5-17-2017 Ann Feaman, Kimberly 
Malone, Iftou Yoya 


The House we Live in 
video presentation and 
discussion  


Employment Law Institute 5-22 and 5- 
23-2017 


Various speakers Updates to employment 
Law 







Refugee 101  6-7-2017 Rachele King, DHS Overview of what it 
means to be a refugee and 
immigrant and how to 
combat bias 


DOC Diversity Conference – 
Race:  The Power of an Illusions 
(Presenter) 


6-7-2017 Ann Feaman, Frida 
Alvarez 


The House We Live In 
Video Presentation and 
discussion 


Gray Area Thinking 6-30-2017 Ellie Krug Presentation on how to 
think of diversity and 
inclusion 


Diversity Spotlight – The 
Bride Price:  A Hmong 
Cultural and Traditions 
Book Talk 


7-12-2017 Mai Neng Noua Discussion of book – the 
Bride Price with the 
author 


Women and the Work of 
Racial Equity  


7-31-2017 Dr. Robin 
D’Angelo 


Discussion of how women 
impact racial equity work 


DEED Leadership 
Training  


8-9-2017 Commissioner 
et al.  


Day long training on 
leadership topics 


NASWA EO Committee 
Meeting  


8-14 & 15-
2017 


NASWA EO Committee Meeting 
and Training 


Critical Conversation 
Series (Facilitator) 


8-22-2017 & 
seven 
additional 
sessions on 
different dates 


Ann Feaman Safe space conversations 
over the shooting of 
Philando Castille and 
staff response  


Webinar Presentation- 
Internships and 
Recruiting (Presenter)  


9-6-2017 Ann Feaman Presentation on how to 
recruit and pipeline 
programs 


Critical Conversation 
Series:  Race the Power 
of an Illusion (Facilitator)  


9-26-2017 Ann Feaman Facilitated conversation 
with senior leadership 
team on race 


Diversity Spotlight – 
Perspectives on Inclusion, 
Access and Disability 


10-4-2017 Individuals with 
disabilities 


Personal stories 


Preventing Sexual Harassment – 
Supervisory Core 


10-6-2017 Ann Feaman Presentation on presenting 
and responding to sexual 
harassment 


Dismantling Racism Workshop 10-16 & 17 – 
2017 


YMCA 2 day training on the 
history to institutional and 
structural racism  


Critical Conversation 
Series:  Race the Power 
of an Illusion (Facilitator)  


9-26-2017 Ann Feaman Facilitated conversation 
with staff on race 


Diversity Spotlight:  Indigenous 
Roots 


11-1-2017 Indigenous Roots LLC Cultural presentation 


Race: The Power of an Illusion 
(Facilitator) 


11-14-17 Ann Feaman Presentation and 
discussion 


Race: The Power of an Illusion 
(Facilitator) 


11-20-17 Ann Feaman Presentation and 
discussion 







Race: The Power of an Illusion 
(Facilitator) 


11-30-17 Ann Feaman Presentation and 
discussion 


Racial Justice train the trainer 
facilitator program 


12-1-17 YWCA Facilitation skills 


DOL WIOA EO Training 
Conference  


12-4-2017 – 
12-8-2017 


DOL/Roger OCampo et 
al.  


Week long conference on 
EO obligations under 
WIOA 


December Diversity Spotlight - 
Recognizing and Responding to 
Bias 


 


12-13-17 Dr. Abdul Omari Bias presentation 


GWDB Onboarding training on 
equal opportunity (Presenter)  


2-6-2018 Ann Feaman Presentation to state board 
on EO obligations 


Diversity Spotlight:  Lest We 
Forget 


2-7-2018 Tony Carr Presented on black 
paraphernalia and 
stereotypes 


FMLA Training  2-22-2018 Annette Gratke Presentation on use of 
FMLA and other types of 
leaves 


Diversity Spotlight:  In the 
Wake of Me too 


3-7-2018 MNCASA Presentation on sexual 
assault, harassment 


Manager and Supervisor 
Training:  Recognizing, 
Responding and Preventing 
Discrimination and Sexual 
Harassment (Presenter) 


4-3-2018 and 
nine additional 
sessions 
throughout 
April and May 


Ann Feaman & Becky 
French 


Presented on preventing 
discrimination in 
employment & service 
delivery 


Manager and Supervisor 
Training: Minimizing Bias in 
the Hiring Process (Presenter)  


4-3-2018 and 
nine additional 
sessions 
throughout 
April and May 


Ann Feaman & Becky 
French 


Presented on how to 
combat bias and ensure 
equal opportunity 
throughout the hiring 
process 


Forum on Workplace Inclusion 
(Presenter) 


4-10 & 4-11 
2018 


Ann Feaman Presented on hiring people 
with disabilities and 
attended various training 
topics on D&I 


EO Officer Conference 
(Presenter/Convener) 


4-24 & 25-
2018 


Ann Feaman & ODEO 
team 


Held a training conference 
on EO topics for the local 
area EO officers 


EO Officer Monthly Calls 
(Presenter/Convener) 


5-10-2018 
(also June, 
July, August, 
and September 
calls) 


Ann Feaman & ODEO 
Team 


Hold Monthly training 
calls with EO Officers 


Difficult Labor Relations Issues 5-31-18 Carol Trevis/Valerie 
Darling MMB 


Training on labor relations 
issues and just cause 


Diversity Spotlight – 
Transequity 101 


6-6-18 Andrea Jenkins, City 
Council President 


Training on transequity 







Beyond Diversity 101 6-19-18 MN Humanities Ctr. – 
Dr. Anne Phibbs 


Presentation on how to 
move beyond just the 
numbers 


Leadership Equity Certificate Monthly 
August to 
December 
2018 


Anne Phibbs, PhD Equity Series Workshops 


Diversity Spotlight:  Engaging 
Baby Boomers 


7-13-2018 MN Board on Aging Presentation on engaging 
older workers in the 
workplace 


NASWA EO meeting  7-24-2018 NASWA Hosted the NASWA EO 
committee 


ETP – All Staff Training 
(Presenter)  


9-11-18 Ann Feaman, Becky 
French, et al.  


Presented on how to 
provide culturally 
competent customer 
service 


Race Exhibit and Discussion 8-15-2018 Science Museum Training and presentation 
on race  


Diversity Spotlight:  Effectively 
Serving the Latinx Population 


9-12-2018 CLUES Presentation on serving 
Latinx populations 


NASWA Workforce Summit – 
EO Committee Meeting 


9-(17-20)-18 NASWA Week long summit and 
EO Committee Meeting 


Diversity Spotlight:  A history 
of people with Development 
Disabilities 


10-4-18 Colleen Wieck Presentation on the 
institutional racism 
against individuals with 
developmental disabilities 


Diversity Spotlight:  From 
Somalia to Snow 


12-5-2018 Hudda Ibrahim Presentation on cultural 
aspects of Somalis 


 







Training and Education Opportunities 
Kimberly Malone, 2017-2018 


 
Course Title Date Presented by Description 
Ouch! That Stereotype Hurts 1-4-2017 Carly, Dept. of 


Revenue 
Communicating 
respectfully in a diverse 
world 


HR Implicit Racial Bias: 
Diversity, Equity and Inclusion 


1-17-2017 Andre Koen Understanding bias. 


Public Servant Leadership: tools 
to dismantle bigotry, prejudice & 
discrimination 


1-17-2017 Andre Koen, AM 
Horizons Training 
Group 


Philosophy and set 
practices that creates a 
more just and caring 
world. 


Respectful Workplace 1-26-2017 Messa Vang, HR Review of policy 
Diversity Spotlight: Race: The 
Power of an Illusion – The 
House we Live in 


2-8-2017 Video/discussion How institutes shape 
and create race. History 
of housing and 
discrimination practices  


Diversity Spotlight – Women’s 
Economic Security Act 


3-3-2017 Commissioner Looman WESA 


Diversity Spotlight – 
Communication strategies and 
technology for MNs who are 
deaf or hard of hearing 


4-6-2017 Mary Bauer, Dear and 
Hard of Hearing 
Specialist, DHS 


 


Diversity Spotlight - Effectively 
Working with Muslim 
Employees and Clients 


5-3-2017 Adeel Ahmed, Islamic 
Resource Group 


 


Employment Law Institute 5-22 and 5-
23-2017 


Various speakers Updates to employment 
law 


Building an Inclusive 
Workplace: Understanding your 
role 


6-22-2017 
8 hours 


 State level training on 
diversity/inclusion.  


Gray Area Thinking 6-30-2017 Ellie Krug  
Diversity Spotlight - How the 
Opiod Crisis Could Affect your 
Workplace 


9-6-2017 Hazelden Betty Ford 
Foundation  


 


Diversity Spotlight – 
Perspectives on Inclusion, 
Access and Disability 


10-4-2017 Individuals with 
disabilities 


Personal stories 


Conducting Effective 
Employment Investigations 


10-5-17 
8 hours 


Fran Sepler, MN 
Continuing Legal 
Education 


Workplace 
investigations 


Race: The Power of an Illusion 11-14-17   
Racial Justice train the trainer 
facilitator program  


12/1/17 YWCA Facilitation skills 


December Diversity Spotlight - 
Recognizing and Responding to 
Bias 


12-13-17 Dr. Abdul Omari   







Building an inclusive workplace: 
understanding your role 


January 2018 CommonSense 
Consulting@Work 
MMB, ETD 


How to build an 
inclusive workplace 


February Diversity Spotlight – 
Race  


2-7-2018   


Train the Trainer: Preventing 
Sexual Harassment 


2-23-2018 Minnesota 
Management and 
Budget 


 


Minimizing bias in the hiring 
process 


3/8/2018 Ann Feaman  
Becky French 


How to minimize bias 
in the hiring process 


Discrimination & Harassment: 
recognizing, responding, and 
preventing 


May 2018 Ann Feaman 
Becky French 


Recognizing, 
responding, and 
preventing 
discrimination and 
harassment 


Difficult Labor Relations Issues 5-31-18 Carol Trevis/Valerie 
Darling MMB 


 


Diversity Spotlight – 
Transequity 101 


6-6-18 Andrea Jenkins, City 
Council President 


 


Beyond Diversity 101 6-19-18 MN Humanities Ctr.  
Accessible…What does that 
Actually Mean? 


6-26-18 Samantha Fischer, 
Comm 


Document accessibility 


August Diversity Spotlight - 
Housing Instability in MN: How 
it Impacts Your Work and What 
You Can do about It 


8-1-18 Director for the 
Corporation for 
Supportive Housing, 
Interagency Council on 
Homelessness 


 


Leadership Equity Certificate Monthly 
August to 
December 
2018 


Anne Phibbs, PhD  


Check Your Blind Spots Tour 8/21/18 CEO Action for D&I 
Securian  


 


ETP – All Staff Training 9-11-18 D&I training  
  







Training Provided by 
Kimberly Malone, 2017-2018 


 
Course Title Date Presented to Description 
LGBTQ Inclusion 6-7-2017 Department of 


Corrections 
Conference 


 


Code of Conduct 
Training 


6-8-2017 WFC staff Webinar describing 
changes to the Code of 
Conduct (COC).   


Code of Conduct 
Training 


6-15-2017 WFC staff Webinar describing 
changes to the COC. 


Code of Conduct 
Training 


6-23-2017 WFC staff Webinar describing 
changes to the COC.   


Preventing Sexual 
Harassment Lunch 
and Learn 


January 
2018 


Staff at Minnesota 
Department of 
Transportation 


 


New Employee 
Orientation 


Monthly Staff new to DEED We cover D&I, EO, AA, 
complaints, reasonable 
accommodations 


 
  







Training and Education Opportunities 
Karen Lilledahl, 2017-2018 


 
Course Title Date Presented by Description 
Ouch! That Stereotype Hurts 1-4-2017 Carly, Dept. of 


Revenue 
Communicating 
respectfully in a diverse 
world 


HR Implicit Racial Bias: 
Diversity, Equity and Inclusion 


1-17-2017 Andre Koen Understanding bias. 


Public Servant Leadership: 
tools to dismantle bigotry, 
prejudice & discrimination 


1-17-2017 Andre Koen, AM 
Horizons Training 
Group 


Philosophy and set 
practices that creates a 
more just and caring 
world. 


Top ADA cases of 2016 1-18-2017 Barry Taylor, Equip 
for Equity 


Interesting cases from 
2016 for Title I, II and 
III.   


Walking the D&I Talk: Helping 
Busy Leaders and Resistant 
Managers Implement Policy 
and Behave Inclusively Every 
Day 


1-19-2017 Jeremy Solomons, 
Jeremy Solomons & 
Associates  


Explore what D&I 
should look like on an 
everyday front-line 
level.  


Customer Centered Design 
Challenge 


   


Diversity Spotlight: Race: The 
Power of an Illusion 


2-8-2017 Video/discussion How institutes shape 
and create race.  


Respectful Workplace 1-26-2017 Messa Vang, HR Review of policy 
A Leadership Conversation 
with R.T. Rybak 


2-14-2017 ELI Network Challenges, successes 
and insights from his 
career.  


Diversity Spotlight 3-3-2017 Commissioner Looman WESA 
Your Money, Your Goals 
webinar 


3-23-2017  Info on training for 
WFCs.  


Diversity Spotlight – 
Communication strategies and 
technology for MNs who are 
deaf or hard of hearing 


4-6-2017 Mary Bauer, Dear and 
Hard of Hearing 
Specialist, DHS 


 


MN BLN Member Meeting 
Assistive/Adaptive Technology 
Panel 


4-12-2017 7 panelists from 4 
leading organizations 
for assistive 
technology 


New assistive 
technology. 


AJC Certification: A Tool to 
Maximize State’s Quality and 
Consistency 


4-12-2017 David Jones, DOL, 
Edward West, DOE 
Marissa Clark, CA 
Sue Ann Searles, 
Michigan 
Danielle Smith, 
Missouri 


How to evaluate 
effectiveness, physical 
and programmatic 
accessibility and 
continuous 
improvement of AJCs  


Effectively Working with 
Muslim Employees and Clients 


5-3-2017 Adeel Ahmed, Islamic 
Resource Group 


 







Employment Law Incident 5-22 and 5-23-
2017 


Various speakers Updates to employment 
law 


Maximizing the Monitoring 
Process 


5-31-2017 DOL Ideas on conducting the 
monitoring process. 


Building an Inclusive 
Workplace: Understanding your 
role 


6-22-2017 
8 hours 


 State level training on 
diversity/inclusion.  


Leading through Uncertain 
Times 


6-6-2017 ELI Leadership 
Network 


 


Refugee 101 6-7-2017 Patricia Fenrick, 
Resettlement Programs 
Office 


 


Gen Y on D & I 6-12-17 
1.5 hr 


Winters Group Discussion on Diversity, 
Equity, Inclusion 


Including Job Seekers with 
Disabilities, Section 188 


6-29-17 
1.5 hr. 


LEAD  


Gray Area Thinking 6-30-2017 Ellie Krug  
How the Opiod Crisis Could 
Affect your Workplace 


9-6-2017 Hazelden Betty Ford  


Perspectives on Inclusion, 
Access and Disability 


10-4-2017 Individuals with 
disabilities 


Personal stories 


Conducting Effective 
Employment Investigations 


10-5-17 
8 hours 


Fran Sepler, MN 
Continuing Legal 
Education 


Workplace 
investigations 


Race: The Power of an Illusion 11-14-17   
Recognizing and Responding to 
Bias 


12-13-17   


Telework, Modified Schedules, 
Park 


1-9-2018 Job Accommodation 
Network 


 


Spotlight 2-7-2018   
Managing Leave: FMLA, PPL 2-22-2018   
Train the Trainer: Preventing 
Sexual Harassment 


2-23-2018   


Me Too, What Now?  3-6-18 
1.5 hour 


  


In the Wake of #MeToo 3-7-18 MN Coalition on 
Sexual Assault 


 


WIOA from a Disability 
Perspective & Section 188 


3-7-18 LEAD Center  


Minimizing Bias in the Hiring 
Process 


3-8-18 DEED HR/ODEO  


American Indian 101 4-11-18 Director of the 
American Indian 
Center at St. Cloud U 


Overview of tribes, 
interacting with native 
people 


Understanding Islamophobia 5-2-18 Understanding 
Islamophobia 


Exec Director, CAIR-
MN 


Difficult Labor Relations Issues 5-31-18 Carol Trevis/Valerie 
Darling MMB 


 


Seven Steps to Positive 
Thinking 


6-6-18 Lunch & Learn  







Transequity 6-6-18 Andrea Jenkins, City 
Council President 


 


Beyond Diversity 101 6-19-18 MN Humanities Ctr.  
Accessible…What does that 
Actually Mean? 


6-26-18 Samantha Fischer, 
Comm 


Document accessibility 


Housing Instability in MN: 
How it Impacts Your Work and 
What You Can do about It 


8-1-18 Director for the 
Corporation for 
Supportive Housing, 
Interagency Council on 
Homelessness 


 


Race Exhibit 8-15-2018 Science Museum  
Leadership Equity Certificate 8-20-18 Anne Phibbs, PhD  
Check Your Blind Spots Tour 8/21/18 CEO Action for D&I 


Securian  
 


ETP – All Staff Training 9-11-18 D&I training  
Leadership Equity Certificate 9-18-2018 Anne Phibbs, PhD  


 
  







Training Provided by 
Karen Lilledahl, 2017-2018 


 
Course Title Date Presented to Description 
Code of Conduct 
Training 


6-8-2017 WFC staff Webinar describing 
changes to the COC.   


Code of Conduct 
Training 


6-15-2017 WFC staff Webinar describing 
changes to the COC. 


Code of Conduct 
Training 


6-23-2017 WFC staff Webinar describing 
changes to the COC.   


Overview of EO 
Civil Rights Laws 
and Section 188 


4-24-2018 Local-level EO 
Officers 


Section 188 WIOA 
updates 


Compliance 
Procedures 


4-25-2018 Local-level EO 
Officers 


Records, disability-related 
information, monitoring 
procedures 


Roles & 
Responsibilities of 
EO Officers 


4-24-2018 Local-level EO 
Officers 


What responsibilities and 
roles the EO Officer 
should play in their LWDA.  


Reasonable 
Accommodations in 
Employment 


5-9-2018 Bemidji Chamber of 
Commerce Group of 
HR Professionals 


Laws, requirements, 
processes 


ADA Process 5-16-2018 RAMs-VRS Brooklyn 
Park 


ADA process, procedures 


ADA Process 5-17-2018 RAMs VRS Apple 
Valley 


ADA process, procedures 


How to do ADA 
Programmatic and 
Physical 
Accessibility 
Monitoring 


8-23-2018 City of Minneapolis 
staff – South 
Minneapolis WFC 


Showed procedures for 
monitoring 


How to do ADA 
Programmatic and 
Physical 
Accessibility 
Monitoring 


8-24-2018 City of Minneapolis – 
North Minneapolis 
WFC 


Showed procedures for 
monitoring.   


Physical 
Accessibility 


9-14-2018 Local-level EO 
Officers 


How to survey for physical 
accessibility monitoring. 


  







Training and Education Opportunities 
Frida Alvarez, 2017-2018 


 
Course Title Date Presented by Description 
The House We Live In 2017 DEED History of housing and 


discrimination practices 
Racial Justice train the trainer 
facilitator program  


12/1/17 YWCA Facilitation skills 


Discrimination & Harassment: 
recognizing, responding, and 
preventing 


2018 Ann Feaman 
Becky French 


Recognizing, 
responding, and 
preventing 
discrimination and 
harassment 


Building an inclusive 
workplace: understanding your 
role 


2018 CommonSense 
Consulting@Work 
MMB, ETD 


How to build an 
inclusive workplace 


Fundamentals of facilitation for 
agency trainers 


2018 MMB Facilitation skills 


CLE Conducting effective 
investigations 


2/2018 CLE How to conduct 
investigations 


Leave management training for 
HR Professionals 


2/22/18 Annette Gratke, HR 
Director 


Basics for leave 
management 


Preventing Sexual Harassment 3/2018 MMB, ETD Skills and tools to 
prevent sexual 
harassment 


Minimizing bias in the hiring 
process 


3/8/2018 Ann Feaman  
Becky French 


How to minimize bias 
in the hiring process 


Community connectors: 
effectively planning for 
community engagement 


3/22/18 City of Minneapolis Basic  


Community Connectors: AI  3/29/18 City of Minneapolis Community engagement 
with AI  


EO Conference 4/24/2018-
4/25/2018 


ODEO Eo officer refresher 


Community Connectors: 
disability 


4/26/18 City of Minneapolis Engagement with 
disability community 


Survival Sign Language 5/9/18 Deaf and hard of 
hearing services 


Basic sign language 
skills 


CLE Employment Law Institute 5/21/18-
5/23/18 


CLE Basics of employment 
law 


Labor & Grievances 6/18 Organized by HR 
Carolyn trevis 


Brief overview on 
grievances and 
discipline 


Diversity Spotlight Series Monthly Hosted by DEED 
various presenters 


Topics on diversity 


 
  







Training Provided by 
Frida Alvarez, 2017-2018 


 
Course Title Date Presented to Description 
Affirmative 
Outreach 


4/25/18 EOOs Updated eoo on new regs 
for community engagement 


The House We Live 
In 


2018 DOC Symposium History of housing and 
discrimination 


 
 








 WIOA EQUAL OPPORTUNITY OFFICER TRAINING 


FINAL AGENDA 


Date:  April 24 & April 25, 2018 


Location: DEED HQ - First National Bank 
Minnesota Training Room 2nd Floor, Skyway Level Entrance 
332 Minnesota Street, Suite E200 
Saint Paul, MN 55101 
 
Day One – Tuesday, April 24, 2018 
 
8:30 a.m. – 9:00 a.m.  
 


Registration and Continental Breakfast 


9:00 a.m. – 9:15 a.m.  Commissioner’s Welcome 
9:15 a.m. – 9:45 a.m.  ODEO Welcome and Introductions (Activity) 
9:45 a.m. – 10:30 a.m.  Overview of WF System and Roles & 


Responsibilities of the EO Officers – Karen Lilledahl 
10:30 a.m. – 10:45 a.m.  Break 
10:45 a.m. – 12:00 p.m.  Overview of Equal Opportunity Civil Rights Laws 


and Section 188 – Ann Feaman, Karen Lilledahl 
12:00 p.m. – 1:00 p.m.  Lunch 
1:00 p.m. –  2:45 p.m.  Accessibility for Individuals with Disabilities – 


Cindy Tarshish, Karen Lilledahl 
2:45 p.m. to 3:00 p.m.  Break 


3:00 p.m. – 4:30 p.m. Providing Language Access – Ann Feaman  
 
  







 
Day Two – Wednesday, April 25, 2018 
 
8:30 a.m. – 9:00 a.m.  Welcome:  Ice Breaker (Bingo)  


8:30 a.m. – 10:00 a.m.  
 


Complaint Handling & Processing – Ann Feaman 


10:00 a.m. – 10:15 a.m.     Break 


10:15 a.m. – 12:00 p.m.  EO Compliance (Monitoring and Data Analysis) – 
Karen Lilledahl 


12:00 p.m. – 1:00 p.m.  Lunch 


1:00 p.m. – 2:30 p.m.  Conducting Affirmative Outreach & Panel –  
Frida Alvarez, Iftou Yoya, Nick Kor, Kirk Crowshoe, 
Musse Salah 


2:45 p.m. to 3:00 p.m.  Break 


3:00 p.m. – 3:30 p.m. MSFW Overview / Complaint Process – Estela  


3:30 p.m. – 4:30 p.m.  Roundtable/Discussion/Questions 


 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 







Presenter Contact Information  
 
Ann Feaman, J.D. 
State Level EO Officer/Director, Office of Diversity & Equal Opportunity 
Minnesota Department of Employment & Economic Development  
Direct:  651.259.7097 
ann.feaman@state.mn.us 
 
Karen Lilledahl 
EO Officer & ADA Coordinator 
Minnesota Department of Employment & Economic Development  
Direct:  651.259.7089 
karen.lilledahl@state.mn.us 
 
Iftou Yoya 
EO Officer & Diversity Recruiter 
Minnesota Department of Employment & Economic Development  
Direct:  651.259.7102 
iftou.yoya@state.mn.us  
 
Frida Alvarez 
EO Officer  
Minnesota Department of Employment & Economic Development  
Direct:  651.259.7094 
frida.alvarez@state.mn.us  
 
Maria Estela Hernandez 
State Monitor Advocate (MSFW) 
Minnesota Department of Employment & Economic Development  
Direct:  651.259.7592 
maria.hernandez@state.mn.us  
 
Cindy Tarshish 
ADA Minnesota  
Direct:  651-603-2015 
Cindyt@mcil-mn.org  
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Kirk Crowshoe 
Community Outreach Lead Worker 
Minnesota Department of Employment & Economic Development  
Direct:  651.259.7589 
kirk.crowshoe@state.mn.us  
 
Nicholas Kor 
Civic Engagement Coordinator 
Minnesota Department of Human Rights 
Direct:  651-539-1088 
nicholas.kor@state.mn.us  
 
Latisha Cannon 
American Indian OIC 
Direct: 612.341.3358 ext. 133 
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Best Practices in Providing Outreach to Individuals with Disabilities in WFC Programs 
and Activities   


Section 188 of WIOA prohibits discrimination against individuals, including individuals with disabilities, who 
apply to, participate in, work for, or come into contact with programs and activities that receive federal 
workforce development financial assistance. 
  
In interacting with individuals with disabilities, WFC staff and partners assume that the customers are the 
experts in understanding their disability and specific needs based on that disability unless otherwise indicated 
by facts pertaining to that individual customer.  Below are some best practices that entities can use to ensure 
equal access to individuals with disabilities in programs and activities. 
  
Understanding Local Needs 
• State and Local Workforce Development Boards assess and consider the needs of the local population, 


including individuals with disabilities, in the design and delivery of services. Staff affirmatively seeks to 
include individuals with disabilities who represent the full spectrum of physical, mental, cognitive, and 
sensory disabilities when planning and developing policies, manuals, and guidance. 
 


Marketing, In General   
• General marketing and recruitment materials (including photos and advertisement copy) include positive 


images of individuals with disabilities.  
• Information about programs and activities are made through a broad range of media sources, including 


media targeted to individuals with disabilities so they are encouraged to take advantage of the programs 
and services offered at the WFC. 


• Presentations to community organizations, partner agencies, job seekers, and others explain that 
individuals with challenges to employment, including those individuals with disabilities, are encouraged to 
take advantage of the programs and services offered at the WFC. 
 


Marketing, In Business  
• Staff should make the business case for hiring individuals with disabilities using networking opportunities 


with the business sector.   
• Staff should promote paid and unpaid work experiences (e.g., on-the-job training, internships, 


apprenticeships, etc.) for individuals with disabilities. 
 
Outreach 
• When conducting outreach, qualified speakers of diverse backgrounds (including individuals with 


disabilities) are recruited to present to entities in the community about programs and services available 
through the WFC.  


• General public presentations occur in locations that are accessible and usable by all prospective 
customers, including individuals with disabilities. 
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• All job fairs and job recruiting events include outreach to schools, agencies, and nonprofit organizations 
serving diverse populations, including individuals with disabilities. 
  


Involving Community Groups and Schools 
• Staff identifies and collaborates with organizations and schools that provide services to individuals with 


disabilities to educate them about the WFC programs.  
• Staff and community organizations should cross-train to exchange up to date information on available 


services, supports, resources, etc.  


Staff training   
• Line and supervisory staff are trained about confidentiality, privacy, disclosure of disability, etc.  
• Reception and service staff are trained in disability etiquette for individuals with visible and/or hidden 


disabilities. 
• Staff is trained to problem-solve and proactively assist customers with disabilities who appear to be having 


difficulty accessing services. 
 
Intake/Registration/Orientation  
• A common intake form is used that helps establish eligibility for other public benefits and assistance from 


partners in the WFC system.   
• All registrants are asked whether they need assistance during the application/registration process. 
• Staff assists all individuals in filling out forms and application materials. 
• All customers are asked if they need accommodations or assistance to take full advantage of services and 


supports.  
• A list of auxiliary aids and services for communication, assistive technology devices, and materials available 


in accessible formats is provided in writing and reviewed verbally during orientation.   


Assessments and screenings  
• WFC staff uses a variety of assessment tools, approaches, and strategies for assessment, discovery and 


exploration of individual strengths and abilities, and selects those that are most appropriate for the 
specific job seeker.   


• Working with all partners, the WFC staff establishes an "expectation of success" attitude regarding 
customers with significant challenges to employment, including individuals with disabilities. 


 
Service delivery  
• WFC staff roles and responsibilities are flexible enough to allow employees to provide individualized 


services responsive to customers' unique needs.  
• Customers are informed about the non-discrimination and equal opportunity responsibilities of employers.   
• Resume writing workshops include options of alternative tools such as portfolios. 
• Financial literacy and other asset development information is provided to enhance long-term economic 


self-sufficiency.  
• Job seekers are actively involved in all elements of planning for employment based on their individual 


strengths, and needs.   
• When providing training services for customers, the WFC collaborates with other agencies that have 


knowledge of promising practices for addressing the unique needs of individuals with disabilities (e.g., 
physical, mental/cognitive, and sensory impairments).  







LWDAs Obligations to their Equal Opportunity Officer 


 
1. Ensuring that the EO Officer is a senior-level employee reporting directly to the individual in the highest-


level position of authority for the entity that is the recipient. 
2. Designating an individual who can fulfill the responsibilities of an EO Officer by: 


- Making the EO Officer’s name, position title, address, and telephone number (voice or relay) public. 
- Ensuring that the EO Officer’s identity and contact information appear on all internal and external 


communications about the recipient’s nondiscrimination an equal opportunity programs; 
- Assigning sufficient authority, staff, and resources to the EO Officer with the support of top 


management.  
- Ensuring that the EO Officer and the EO Officer’s staff are given the opportunity to receive (at the 


LWDA’s expense) the training necessary to maintain competency.  
3. Submitting documentation to show that recipients and sub-recipients publicize the name and other 


relevant information about their EO Officers. EO Officer information is to be included in examples of 
memorandums, flyers, handbooks, and other materials that are distributed to the public. 


4. Recipients must also provide a summary of EO related training that EO staff and others have received or 
delivered.  


5. Recipients must indicate in communications that are in written and/or oral form, electronically and/or 
on paper, to staff, clients, or the public that the WIOA Title I-financially assisted program or activity is an 
equal opportunity employer/program provider. The recipient must ensure publications, broadcasts, and 
other communications contain statements that satisfy the requirements of 29 CFR 38.29.  


6. Recipient must collect and maintain data and records in accordance with prescribed procedures. These 
specific procedures are provided in Minnesota’s WIOA Equal Opportunity Policy Manual, Chapter 6: Data 
Management. 


7. By submitting documentation to show that, recipients and sub-recipients publicize the name and other 
relevant information about their EO Officers. EO Officer information is to be included in examples of 
memorandums, flyers, handbooks, and other materials that are distributed to the public. 


8. Recipients must also provide a summary of EO related training that EO staff and others have received or 
delivered.  


9. Recipients must indicate in communications that are in written and/or oral form, electronically and/or 
on paper, to staff, clients, or the public that the WIOA Title I-financially assisted program or activity is an 
equal opportunity employer/program provider. The recipient must ensure publications, broadcasts, and 
other communications contain statements that satisfy the requirements.  


10. Recipients must collect and maintain data and records in accordance with prescribed procedures. These 
specific procedures are provided in Minnesota’s WIOA Equal Opportunity Policy Manual, Chapter 6: Data 
Management. 
 


 







Equal Opportunity Laws     


Civil Rights Act of 1964 Title I – Voting Rights  
 Title II – Injunctive Relief Against Discrimination in Public 


Accommodation 
 Title III – Desegregation of Public Facilities 
 Title IV – Desegregation of Public Education 
 Title V – Commission on Civil Rights 
 Title VI - Prohibits discrimination in Federally assisted programs. 


Prohibits discrimination on the bases of race, color, religion, or national 
origin 


 Title VII – Equal Employment Opportunity – Prohibits discrimination in 
employment on the bases of race, color, religion, sex or national origin.  


 Title VIII – Registration and Voting Statistics 
 Title IX – Intervention and Procedure After Removal in Civil Rights Cases 
 Title X – Establishment of Community Relations Service 
 Title XI - Miscellaneous 


 


Workforce Innovation and 
Opportunity Act (WIOA) – 
Section 188 


Section 188  - Prohibits discrimination against any individual in the 
United States, based on race, color, religion, sex (including pregnancy, 
childbirth, and related medical conditions, sex stereotyping, transgender 
status, and gender identity), nation origin (including limited English 
proficiency), age, disability, or political affiliation or belief, or against any 
beneficiary of, applicant to, or participant in programs financially assisted 
under Title I of the Workforce Innovation and Opportunity Act, on the 
basis of the individual’s citizenship status or participation in any WIOA 
Title I-financially assisted program or activity. 


 


Rehabilitation Act  Section 504 – Prohibits discrimination, based on disability, in any 
program or activity receiving Federal financial assistance.   


 Section 508  - Requires electronic and information technology be 
accessible to individuals with disabilities.  


 


Age Discrimination Act of 1975 Title III - Prohibits discrimination based on age (40 years and older) in 
programs or activities receiving Federal financial assistance.  


 


Americans with Disabilities Act Title I – Prohibits discrimination in employment. 
 Title II – Prohibits discrimination based on disability.  


 


Education Amendments of 1972 Title IX – Prohibits discrimination based on sex. 
 



https://www.gpo.gov/fdsys/pkg/USCODE-2008-title42/pdf/USCODE-2008-title42-chap21-subchapV.pdf

https://www.eeoc.gov/laws/statutes/titlevii.cfm

https://www.ecfr.gov/cgi-bin/retrieveECFR?gp=&mc=true&r=PART&n=pt29.1.38

https://www.dol.gov/oasam/regs/statutes/sec504.htm

https://section508.gov/content/learn/laws-and-policies

https://www.eeoc.gov/laws/statutes/adea.cfm

https://www.eeoc.gov/eeoc/publications/fs-ada.cfm

https://www.ada.gov/regs2010/titleII_2010/titleII_2010_regulations.htm

https://www.dol.gov/oasam/regs/statutes/titleix.htm





Minnesota Department of 
Human Rights Act 


363A Human Rights  - Prohibits discrimination based on Race and Color, 
Creed and Religion, National Origin, Sex, Marital Status, Disability, Public 
Assistance (Employment), Age (Any age - Employment and Education), 
Sexual Orientation, Familial Status (Employment and Housing), Local 
Human Rights Commission Activity (Employment)  
 


 


Minnesota Women’s Economic 
Security Act (WESA) 


WESA – Strengthens workplace protections and flexibility for pregnant 
women and nursing mothers, expands employment opportunities for 
women in high-wage, high-demand occupations and reduces the gender 
pay gap through increase enforcement of equal pay laws.  


 



https://www.revisor.mn.gov/statutes/?id=363A

http://www.dli.mn.gov/ls/FaqWesa.asp





EO Officer Requirement Under WIOA, Section 188?  Yes or No 
 


 


YES NO  


XX  Serving as a liaison with the Civil Rights Center  


 
XX 


 Monitoring the LWDA’s and sub recipients activities and 
programs to make sure there is no violation of the 
nondiscrimination and equal opportunity obligations of 
Section 188 and the Minnesota Human Rights Act. 


 XX Supervising the resource area staff. 


XX  Make sure all the notice requirements are completed. 


XX  Monitoring the collection of data required in LWDA and 
sub-recipients activities and programs to ensure 
compliance. 


 X- may serve dual roles Do the role of ADA Coordinator too. 


XX  Reviewing all the LWDA and sub-recipients written 
policies to make sure those policies are 
nondiscriminatory. 


 XX – no, but should post the 
EO notice and provide it to 
customers 


Advise all customers on the responsibilities of the EO 
Officer. 


 XX – May not be the EO 
Officer’s role to teach it, but 
should review the code of 
conduct and understand it. 


Teaching staff the Code of Conduct policy.  


XX – may 
not directly 
be 
responsible 
for 
targeted 
outreach 
but 


 Conducting targeted outreach. 







 


ensuring it 
happens 


 XX   Bring treats every Friday. 


XX  Having a good understanding of the WIOA 
nondiscrimination regulations.  


 XX – must translate vital 
documents and provide 
other language assistance 


Ensuring non-vital documents are translated for non-
English speakers. 


XX   Investigating sexual harassment complaints against 
training providers.  


XX  Maintain complaint logs and send to ODEO every six 
months. 







Complaint Handling


Ann Feaman







• Discrimination Complaint 
– Protected Basis


• Program Complaint
– Not a protected Basis


Complaint Types







• A 40 year old male, a refugee from Somalia filed a 
complaint because his Dislocated Worker counselor 
told him he had incorrectly calculated his income on 
his budget and is no longer financially eligible for 
support services.


• The man believed his counselor made this 
determination because he is from a minority clan in 
Somalia and his counselor is from a ruling clan. 


Program or Discrimination Complaint?







• A 25 year old woman was participating in a 
workshop.  When she arrived she reported to the 
instructor that she had her service dog with her. The 
instructor allowed the dog into class. After about 15 
minutes she was asked to leave after the dog was 
sniffing at people and sometimes growling. When 
leaving she loudly asked for a complaint form stating, 
“I was not allowed to remain in class with my service 
dog and that is illegal!” 


Program or Discrimination Complaint?







To Whom It May Concern:


I have been in your government program for 16 months.  I 
have performed multiple roles and all of my supervisors 
have stated that I do good work.  Last week, my 
counselor, Miss Flowers, said that I was being terminated 
as my time had run out.  She read me the state WIA 
policy that says the maximum time a person can be in this 
program is 1 year, however, I would like to stay in the 
program.  I am seeking your assistance with this problem.


Sincerely,
Jake Johnson


Program or Discrimination Complaint?







Dear ODEO, 
I have been a VRS client for 15 years and I do not 
feel that I have been provided adequate service 
because I have never been placed in a job.  I feel 
that this is due to my disability and age.
Sincerely, 
Mr. Client


Program or Discrimination Complaint?







• Must establish and maintain a grievance and complaint 
procedure


• Provide information about the complaint process to 
customers (Effective Communication, Babel Notice)


• Must be filed within 1 year of alleged occurrence
• Resolved at the local level within 60 days; hearing must be 


provided before 60 days
• Customer can appeal within 60 days State Level (DEED)


– Karen Lilledahl, Program Complaint Officer


Program Complaint Requirements







• Program provider at the local level is responsible 
for complaint handling 
– If investigation – designate an impartial investigator


• Complainants can be filed verbally 
– Informal attempts to resolve should be made and be 


resolved informally at any time


• Written complaints must be signed
• Log complaints in the Program Complaint Log


Program Complaint Requirements (cont.)







• Under the WIOA nondiscrimination 
regulations, it’s:
–Governors, and/or . . .
–LWDA grant recipients . . . and
–EO Officers!


Discrimination Complaints: 
Who is Responsible?







• Recipients include:  
– State-level agencies that administer or are financed in whole or 


in part with WIOA Title I funds
– State Workforce Agencies (Unemployment Insurance (UI))
– State and Local Workforce Investment Boards (WIB)
– Local WIOA (LWIOA) grant recipients
– One-Stop Operators 
– Providers of services and benefits, or training funded or 


authorized under WIOA, including eligible training providers
– On-the-Job-Training (OJT) employers
– Job Corps contractors and center operators
– One-Stop partners to the extent that they participate in the 


One-Stop delivery system 


Discrimination Complaints: 
Who is Responsible?







• Tracking the complaints filed against recipient;
• Developing procedures for investigating and 


resolving discrimination complaints; 
• Making sure those procedures are followed; 


and 
• Making the procedures available to the public 


in appropriate languages and formats


Discrimination Complaints: 
EO Officer Responsibilities







• Any person (or class of persons) that has been or 
is being subjected to discrimination


• Third party
– Examples


• Applicant/registrant for aid, benefits, services or training
• Eligible applicants/registrants
• Participants
• Employees 
• Applicants for employment
• Service providers or eligible service providers (the 


organization involved is one which may be attributed a 
racial, national origin, or other characteristic entitled to 
protection under WIOA).


Discrimination Complaints: 
Who may file? 







• Must be filed within 180 days of alleged 
occurrence


Discrimination Complaints: 
Timing







• Two options -- complainant gets to 
decide where to file
– Recipient level


• Local
• State


– CRC


Discrimination Complaint
Where may a complaint be filed?







• Recipient (State or Local) level (cont’d)
– If a complainant files a complaint at the recipient level, the 


recipient must process it – can’t just refer it to CRC!
– If a complainant files both at the recipient level and with 


CRC, CRC will defer processing until the recipient process is 
completed (or until 90 days have passed)


Discrimination Complaint
Where may a complaint be filed? (cont’d)







• Complaints must be filed in writing
• Required elements of procedures:


– Provide to Complainant:
• Initial, written notice that complaint has been received, and 


either:
• Written statement of the issues;
or
• Notice of Lack of Jurisdiction


– Period for fact-finding or investigation 
– Period for attempted resolution of complaint
– Written Notice of Final Action


Discrimination Complaints: Basic 
requirements for recipient complaint 
processing procedures







• Acknowledgement of complaint
• Notice of right of representation
• Notice of rights (from EO Notice in 29 CFR 38.35)
• Notice that the complainant has the right to receive, 


at no cost:
– Auxiliary aids and services (communication aids for people 


with disabilities)
– Language assistance services (Babel Notice)
– Translation of the initial notice into non-English languages


Discrimination Complaints: 
Requirements for initial, written notice







• List of issues raised in the complaint; and 
• For each such issue, a statement whether the 


recipient will accept the issue for investigation or 
reject the issue, and the reasons for rejection.


Discrimination Complaints: Requirements 
for written statement of the issues







• Must be issued within five business days of 
the recipient’s determining that it has no 
jurisdiction over a complaint


• Must include:  
– Statement of reasons for determining that the 


recipient has no jurisdiction
– Notice that the complainant has a right to file a 


complaint with CRC within 30 days


Discrimination Complaints: 
Requirements for Notice of Lack of Jurisdiction







• Identify the alleged action of discrimination;
• Identify the entity (program or activity) in which the alleged 


discriminatory decision/action occurred;
• Identify the primary source of federal financial assistance of 


the entity against which the complaint is filed;
• Establish whether the basis of the alleged discrimination 


involves one or more of the protected bases such as race, 
sex, national origin, color, disability or age, religion, or 
political affiliation;


• Establish whether the allegation(s), if true, would violate 
WIOA Title I section 188 or any of the following: Title VI; 
Title IX; Section 504; The Americans with Disabilities Act of 
1990, as amended; or the Age Discrimination in 
Employment Act.


Discrimination Complaints: 
Determining Jurisdiction







• Dual Jurisdiction - involves a civil rights 
provisions of other federal agencies such as 
Department of Ed or EEOC 


• Sole Jurisdiction – involves only civil rights 
provisions under Section 188


Discrimination Complaints: 
Note about Jurisdiction







• Decision whether to use ADR rests with complainant
• ADR may be attempted at any time after written 


complaint has been filed, but before Notice of Final 
Action is issued


• If agreement reached but later breached, non-
breaching party may notify CRC within 30 days of 
learning of breach


• If no agreement reached, complainant may file 
complaint with CRC


Requirements for use of 
Alternative Dispute Resolution







• You must issue written Notice of Final Action 
within 90 days of date complaint was filed


• Provision allowing complainant to file with 
CRC if you fail to issue the Notice does not 
entitle you to take longer than 90 days!


Reminder:  Timeframe for issuing Notice of 
Final Action







• If the complainant is dissatisfied with the 
recipient’s decision on the complaint,
– S/he has the right to file with CRC within 30 


days
– CRC treats the filing as a new complaint
– CRC does not decide whether the 


recipient’s decision was correct


Following Notice of Final Action







• Log all discrimination complaints
– Logs must be made available to the CRC at any 


time upon request


• Can resolve discrimination complaints 
informally at any time
– Briefly document facts and resolution


Discrimination Complaint Log







Questions?







Providing Language Access 


Ann Feaman, Director
Office of Diversity & Equal Opportunity







OVERVIEW







LANGUAGE ACCESS TERMS


limited English proficient (LEP)- 29 C.F.R. § 38.4hh
meaningful access 
interpreter
qualified interpreter- 29 C.F.R. § 38.4xx(2) 
translator 
vital information- 29 C.F.R. § 38.4ttt
language access program
language assistance services - 29 C.F.R. § 38.9(d) 
language access coordinator







LEGAL OBLIGATIONS:  LEGAL BASIS


Title VI of the Civil Rights Act of 1964 (Title VI), 42 U.S.C. 2000d:
“No person in the United States shall, on the ground of race, color, or 
national origin, be…subjected to discrimination under any program or 
activity receiving Federal financial assistance.” 







LEGAL BASIS FOR LANGUAGE ACCESS REQUIREMENTS


National origin discrimination under Title VI includes 
failing to provide limited English proficient individuals 
“meaningful access” to recipient programs or activities.  
Lau v. Nichols, 414 U.S. 563 (1974).


Note:  Official English laws do not shield an entity that 
receives federal financial assistance from complying with 
civil rights requirements. 







NATIONAL ORIGIN DISCRIMINATION


Failing to provide LEP individuals meaningful access to “federally-funded 
programs.”
1. When there are enough non-English speaking individuals in the 
community, those individuals should be able to learn about, apply for, and 
participate in, your program/services – entirely in their own language –
using all the avenues you made available (such as in-person, phone, 
online)
2. For less common languages, you must provide services to individuals in 
other languages. This includes use of “Babel Notices” and providing 
language services to know non-English speaking customers/clients.







WIOA LANGUAGE ACCESS REQUIREMENTS


Section 188 of WIOA incorporates the prohibition on race, color, and national origin 
discrimination in Title VI. 


“[R]ecipients must not…discriminate on the basis of national origin, including 
limited English proficiency.” 29 C.F.R. § 38.9(a)


“A recipient must take reasonable steps to ensure meaningful access to each 
limited English proficient (LEP) individual…” 29 C.F.R. § 38.9(b)







WIOA LANGUAGE ACCESS REQUIREMENTS


A summary of 29 CFR § 38.9(c)-(i)


(c) convey, in non-English languages, how to access services, training 
(d) language assistance services must be accurate, timely, and free 
(e) provide LEP individuals notice of free language assistance services 
(f) do not require an LEP individual to provide an interpreter
(g) translate vital information and make it available
(h) if you know the preferred language, only use that language
(i) develop a written language access plan based on § 38.9 appendix







LANGUAGE ASSISTANCE SERVICES







INTERPRETERS


• Cannot rely on a minor child for interpretation except in emergency situations
• Cannot rely on adult family or friend to interpret or facilitate communication except: 


– In emergency situations; or 
– When information is of minimal importance; or 
– When the applicant/participant requests the accompanying adult to interpret 


• Recipient must document this in the LEP individual’s records


• When precise, complete and accurate interpretation or translation of information is 
critical for adjudicatory or legal reasons, or where the competency of the interpreter 
requested by the LEP individual is not established, a recipient may decide to provide 
their own independent interpreter, even if the LEP individual wants to use their own 
interpreter as well.







CONVEYING VITAL INFORMATION


• For languages spoken by a significant number or portion of the population eligible to be 
served, or likely to be encountered, a recipient must:
– Translate vital information in written materials into these languages and make the translations readily 


available in hard copy, upon request, or electronically such as on a Website.  
– Note: Written training materials offered or used within employment-related training programs are 


excluded from these translation requirements, but reasonable steps must be taken to ensure meaningful 
access. 


• For languages not spoken by a significant number of the population eligible to be served or 
likely to be encountered, a recipient must take reasonable steps to meet the particularized 
language needs of LEP individuals who seek services or information from the recipient. Vital 
information must be conveyed orally if not translated. 


• Recipients also must include a “Babel notice” indicating in appropriate languages that 
language assistance is available in all communications of vital information, such as hard copy 
letters of decisions or those communications posted on Websites.







USE OF MACHINE TRANSLATION







Scenario
• John, a Korean speaking LEP individual 


comes into the WFC. His English is 
difficult to understand.  


• Johns finds out DEF Welding Company 
is hiring for welders.


• John expresses interest in an upcoming 
welding training program at Great-
Great Lakes Technical Institute.  







LANGUAGE ACCESS PLAN







LANGUAGE ACCESS PROCEDURES


• Explain How To: 
Track and record language preference
Inform LEP individuals about services
Assess language needs
Respond to telephone calls
Respond to correspondence
Request translations
Process LEP complaints







ROLLOUT AND MONITORING


Rollout


Language access training for all staff 


Work with HR, IT, Communications and Procurement


Designate a language access coordinator


Monitoring 


Regular meetings with LEP communities and advocates 


Review language assistance service use reports


Review complaints 







Overview of Equal Opportunity Civil Rights Laws and Section 188 


Karen Lilledahl and Ann Feaman







FEDERAL LAWS


Section 188 of WIOA  - Nondiscrimination 
• Civil Rights Acts of 1964
• Education Amendments of 1972
• Rehabilitation Act of 1973
• Age Discrimination Act of 1975
• Education Amendments  of 1972; Title IX – Prohibition of Sex Discrimination
• Americans with Disabilities Act of 1990, as amended







STATE LAWS


• Minnesota Human Rights Act (M.S. 363A) 
• Minnesota Women’s Economic Security Act 







ENFORCEMENT AGENCIES


• Civil Rights Center (CRC), Department of Labor
– Enforcement Agency for Section 188 Nondiscrimination of WIOA
– Investigates and adjudicates discrimination complaints, conducts compliance reviews, 


provides technical assistance and training and publishes civil rights regulations and policies
• Office of Civil Rights (OCR), Department of Education


– Enforcement Agency for Title IX 
• Equal Employment Opportunity Commission (EEOC)


– Enforcement for ADA Title I and Civil Rights Act in Employment
• Office of Civil Rights (OCR), U.S. Department of Justice


– Enforcement for ADA Title II, Title III
• Minnesota Department of Human Rights


– Enforcement for the Minnesota Human Rights Act







PROTECTED CHARACTERISTICS


 Race


 Color


 Religion


 National Origin


 Disability


 Age


 Sex 


 (including gender identity and expression) 


 Genetics


 Political Affiliation or Belief (WIOA only)
 For Beneficiaries only – Citizenship or participation 


in an WIOA Title I program or activity (WIOA)


 Status with regard to public assistance


 Creed


 Marital Status 


 Familial Status 


 Sexual Orientation


 Membership or activity in a local human rights 


commission







WIOA SECTION 188


• Main purpose is to ensure equal opportunity and equal access to programs and services 
under WIOA


• Implementing regulations at 29 CFR Part 29; effective January 3, 2017
• Applies to:   Follow the $$ 


– Any entity receiving federal financial assistance in whole or in part to carry out WIOA programs or 
activities


• Prohibits discrimination on the basis race, color, religion, sex, national origin, age, 
disability or political affiliation or belief; for beneficiaries – citizenship status and 
participation in a WIOA Title I funded activity 


• Governor has oversight of their State programs
– Must develop a Nondiscrimination Plan (New! – name change from MOA)
– Must designate a State-Level EO Officer (New!)







WIOA SECTION 188


• NEW! Nondiscrimination based on sex also includes: 
– includes gender identity, transgender status, pregnancy, childbirth or childbearing capacity, or 


related medical conditions 
– Must provide notice 







CIVIL RIGHTS ACT OF 1964


• Main purpose was to bring people of color into the mainstream of public life
• Prevents discrimination on the basis of race, color, religion, sex, or national origin 
• Title VI – prohibits discrimination in public services 


– Applies to anyone receiving federal financial assistance 


• Title VII – prohibits discrimination in employment
– Applies to anyone with 15 or more employees  







REHABILITATION ACT OF 1973


• Main purpose was to provide equal opportunity to people with disabilities
• Section 503 - requires affirmative action and prohibits employment discrimination by 


Federal government contractors and subcontractors with contracts of more than 
$15,000.


• Section 504 provides opportunities for children and adults with disabilities in 
education, employment and various other settings. Requires: 
– Reasonable accommodations for beneficiaries and employees with disabilities; 
– Programmatic accessibility
– Effective communication with people who have hearing or vision disabilities; and 
– Accessible new construction and alterations
– Applies to:  Follow the $$ – recipients of federal financial assistance
– May be enforced through private law suits







AMERICANS WITH DISABILITIES ACT


• Main purpose was to provide equal opportunity and prohibit discrimination for 
people with disabilities


• Title I – Employment; prohibits discrimination and affirmative obligation to provide 
reasonable accommodation unless can show undue hardship (high bar)


• Title II – Public Services; prohibits discrimination and affirmative obligation to 
provide reasonable modifications to members of the public unless can show undue 
hardship (high bar). 
– Requires programmatic accessibility and effective communication 
– Must provide notice that you comply with the ADA and grievance procedure


• Title III – Public Accommodations; must be accessible to people with disabilities
• Title IV – Telecommunications (Minnesota Relay 711) 







AMERICANS WITH DISABILITIES ACT, AS AMENDED


• Updated or amended in 2008
• Added several additional impairment, such as “pregnancy-related medical 


conditions,” dyslexia and ADHD, among others
• Writing and concentration and bodily functions added to list of major life activities
• Focused less on proving disability and more on the interactive process in figuring out 


accommodations







AGE DISCRIMINATION ACT


• Main purpose was to prohibit discrimination on the basis of age in programs 
• Applies to:  Follow the $$ - federal financial assistance







EDUCATION AMENDMENTS OF 1972


• Main purpose was to prohibit discrimination in education 
• Applies to:  Follow the $$ - federal financial assistance
• Title IX – Prohibition on Sex Discrimination 







MINNESOTA HUMAN RIGHTS ACT


• Main purpose was to prohibit discrimination in employment and public services on 
multiple basis and to provide reasonable accommodations to individuals with 
disabilities


• Applies to:  all employers and public service entities
• Added “familial status” (recent change)







MINNESOTA WOMEN’S ECONOMIC SECURITY ACT


• Main purpose was to prohibit discrimination in employment and public service 
• Applies to:  all employers who employ 21 or more employees at a worksite
• Creates obligation to provide pregnancy accommodations (without medical cert) 


– More frequent restroom, food and water breaks
– Seating
– Limits on lifting over 20 pounds 


• Provide nursing mothers with reasonable unpaid break time in order express milk
– Applies to all employers
– Provide a private room for nursing mothers (other than a bathroom or toilet stall) that is 


shielded from view and free from intrusion that includes access to an electrical outlet.







ANTIRETALIATION LAWS


• Discrimination laws contain anti- retaliation clauses  
• Retaliation is a deliberate action used to send a clear message that complaining is 


unwelcome and risky. It is employed to instill fear in others who might consider 
making a complaint in the future.” 


• Requirements
– A recipient may not reject the application of, discharge from a program/activity/job, threaten, 


harass, coerce, intimidate or otherwise retaliate against an individual for engaging in 
“protected activity.”


– A recipient must take appropriate steps to prevent retaliation.


• Discrimination doesn’t have to actually take place in order for someone to be 
protected from retaliation.







QUESTIONS?







Overview of Workforce Development System 
Roles & Responsibilities of the EO Officers 


Karen Lilledahl







Welcome to DEED


• https://www.youtube.com/watch?v=w-mVn1Tejg0&t=2s



https://www.youtube.com/watch?v=w-mVn1Tejg0&t=2s





Office of Diversity & Equal Opportunity


Your ODEO Team


Ann Feaman, Director, Ann.Feaman@state.mn.us
651-259-7097


Karen Lilledahl, EO Officer & ADA Coordinator
Karen.Lilledahl@state.mn.us 651-259-7089



mailto:Ann.Feaman@state.mn.us

mailto:Karen.Lilledahl@state.mn.us





Office of Diversity & Equal Opportunity


Your ODEO Team
Vacant - Investigator & EO Consultant


Iftou Yoya, EO Officer & Recruiter
Iftou.Yoya@state.mn.us 651-259-7102


Frida Alvarez, EO Officer  Frida.Alvarez@state.mn.us 651-259-7094



mailto:Iftou.Yoya@state.mn.us

mailto:Frida.Alvarez@state.mn.us





Governor’s and 
Commissioner’s 


Office


DEED 
Divisions


Other 
State 


Agencies


USDOL Civil 
Rights 


Center and 
NASWA


DEED 
Programs


DEED 
Partners


Office of 
Diversity 
and Equal 


Opportunity







Workforce Development System


Purpose
Publicly-funded workforce system is a locally and business led 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.
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Employment 
and Training 
Administration
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Decentralized Public Workforce System


U.S. Department 
of Labor


Local Workforce
Development Boards 


Local American Job Center Network 
Partners


State Agency/State Workforce 
Development Board


Develops a strategic vision for the state, provides 
leadership to the local workforce development boards and 
informs local strategies


Provides strategic direction to their areas and 
sets training priorities


Oversees the public workforce system


Serves job seekers and businesses 
directly


Service Providers


Some services are 
provided by entities 
other than American 
Job Center Network  
partners


Employment 
and Training 
Administration
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Employment 
and Training 
Administration


*







State Plans and Nondiscrimination


State Unified or Combined Plans include a requirement that States take appropriate 
actions to be in compliance with WIOA Section 188.  


• This includes the obligation to develop and implement a State 
Nondiscrimination Plan.


• Assurances – physical and programmatic accessibility of all one-stop centers 
with the ADA


• Target populations include those with barriers to employment, as well as 
veterans, unemployed workers, and youth
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Workforce Innovation and Opportunity Act (WIOA)


• Title I – Adult, Dislocated Worker, Youth
• Title II – Adult Education and Literacy
• Title III – Wagner-Peyser
• Title IV – Vocational Rehabilitation Services







Equal Opportunity Officers


NEW!


• Governors must designate an individual as a State-Level Equal Opportunity Officer, 
who reports directly to the Governor responsible for the State WIOA program


• Duties include wide coordination of compliance with the equal opportunity and 
nondiscrimination requirements in WIOA.  







Designation of the Equal Opportunity Officer


• Every LWDA must designate a LWDA Equal Opportunity (EO) Officer who 
is responsible for coordinating the LWDA’s obligations under WIOA 
Section 188. 


• The EO Officer must report to the individual in the highest-level position 
of authority for the entity that is the recipient.







Equal Opportunity Officer


• The EO Officer must be a senior-level employee of the LWDA 
who has the knowledge, skills, and abilities to fulfill the EO 
Officer’s responsibility. 







Required Skills and Authority of the EO Officer


• EO Officer may, or may not have other duties.
• Depends on LWDA size, number of programs, number of 


applicants, registrants, and participants.
• Must not have other responsibilities or activities that would 


create a conflict or the appearance of a conflict of interest. 







Equal Opportunity Officer’s Duties under WIOA Section 188


ACTIVITY







What EO Officers need to know
• Federal Laws


• State Laws


• ADA


• Discrimination Theory


• WIOA


• Section 188


• Protected Class


• Limited English proficiency requirements


• State and Local EO Requirements 


• Non Discrimination Plan


• Assurances


• Contracts


• Organizational Structures


• Civil Rights Center
• Jurisdiction
• Program Discrimination
• Notices
• Affirmative Outreach
• Retaliation
• Effective communications
• Reasonable Accommodation/modification
• Physical Access
• Disability Access requirements
• Data Analysis 
• Limited English Proficiency Planning  
• Harassment
• Data Collection
• Complaint Handling
Plus much more! 







LWDAs Obligations to their EO Officer


• Designating an individual who can fulfill the responsibilities of an EO 
Officer.


• Ensuring EO Officer’s identity and contact information is on all 
communications about LWDA’s nondiscrimination and EO programs.


• Assigning sufficient authority, staff, and resources to the EO with the 
support of top management.


• Ensuring EO Officer and EO staff receive (at the LWDA’s expense) the 
training necessary and appropriate to maintain competency.







Notice to the Public


EQUAL OPPORTUNITY IS THE LAW POSTER
• Posted prominently


– In reasonable number and places
– In available and conspicuous physical locations
– On website pages


• Included in employee and participant handbooks or manuals, including 
electronic and paper form if both are available


• Communicated during each presentation to orient new participants, new 
employees and/or to the general public.  







Taglines


• Required!
• Refer to Accessibility Checklist for Workforce Centers Handout







Changes to the Notice to the Public Requirement


NEW!  Additional Language
Sex discrimination description (including 


pregnancy, childbirth, and related medical 
conditions, sex stereotyping, transgender 
status, and gender identity)
National origin description (including limited 


English proficiency) 







Changes to the Notice Requirement


NEW!  “…must take reasonable steps to ensure that 
communications with individuals are as effective as 
communications with others. This means, that upon request 
and at no cost to the individual, recipients are required to 
provide appropriate auxiliary aids and services to qualified 
individuals with disabilities”.







Annual Monitoring


• NEW!  At the minimum, yearly monitoring must be conducted 
on all service providers and must involve the following:
–Analyzing data and records


• Determine whether any differences based upon race or ethnicity, sex, age, and 
where known, disability status have practical or statistical significance.


–Investigating significant differences
• When there are significant differences a follow-up investigation is done to 


determine whether the differences are due to discriminatory conduct or to 
some other factors. 







COMPLIANCE PROCEDURES







RECORDS TO KEEP TO VERIFY COMPLIANCE 
WITH SECTION 188


Records on applicants, registrants, eligible 
applicants/registrants, participants, terminees, 
employees, and applicants for employment. 


Record the race/ethnicity, sex, age, and where known, 
disability status, of every person listed above.


Beginning January 3, 2019 record limited English 
proficiency and preferred language of each applicant, 
registrant, participant, and terminee.







MEDICAL OR DISABILITY-RELATED 
INFORMATION


Must be collected on separate forms.  


All information, whether in hard copy, electronic, or 
both must be maintained in one or mores separate files, 
apart from any other information about the individuals 
and treated as confidential.


Whether these files are electronic or hard copy, they 
must be locked or otherwise secured (for example, 
through password protection). 







KNOWLEDGE OF DISABILITY STATUS OR MEDICAL 
CONDITIONS AND ACCESS TO INFORMATION IN RELATED 
FILES  


 1. Program staff who are responsible for documenting 
eligibility, where disability is an eligibility criterion for a 
program or activity.
2. First aid and safety personnel who need access to 


underlying documentation related to a participant’s 
medical condition in an emergency.
 3. Government officials  engaged in enforcing this part, 


any other laws administered by the Department or any 
other Federal laws.







KNOWLEDGE OF DISABILITY STATUS OR 
MEDICAL CONDITION ONLY


Supervisors, managers, and other 
necessary personnel may be informed 
regarding restrictions on the activities of 
individuals with disabilities and 
regarding reasonable accommodations 
for each individuals. 







“Value of creating justice is priceless.”
Alberto Ruisanchez, U.S. Department of Justice







GOVERNOR’S OVERSIGHT AND MONITORING 
RESPONSIBILITIES FOR STATE PROGRAMS


1. Ensuring compliance Section 188 of WIOA, and 
negotiating, where appropriate, with a recipient to 
secure voluntary compliance when noncompliance is 
found.


2. Annually monitoring the compliance of 
recipients with WIOA Section 188 including a 
determination as to whether each recipient is 
conducting its programs or activities in a 
nondiscriminatory way.







GOVERNOR’S LIABILITY FOR 
NONCOMPLIANCE


Avoid liability if the governor demonstrates substantial 
compliance with


 1) Establish and implement a Nondiscrimination Plan


 2) Enter into a written contract with the recipient that clearly 
establishes the recipient’s obligations regarding 
nondiscrimination and equal opportunity. 


 3) Act with due diligence to monitor the recipient's compliance 
the provisions of Section 188


 4) Take prompt and appropriate corrective action to effect 
compliance.







ANNUAL MONITORING 38.51 


1. Reduce the number of individuals impacted by 
discrimination by timely identification and 
elimination of discriminatory policies.
2. Be consistent with the department’s regulations 
requiring annual overseeing of a one-stop center. 
3. Establish a consistent state evaluation practice 
nationwide.







PATTERN AND PRACTICE


Focus on the effects of the actual 
implementation of policies and procedures 
on a group of people going through the 
system. Identifies each decision point and 
examines the impact upon various groups.







GENERAL THEORIES OF DISCRIMINATION


Disparate Impact


A facially neutral 
policy or practice that 
has an adverse impact 
on an protected group 
that lacks a 
substantial legitmate
justification. 


Disparate Treatment


Occurs when a person (or 
persons) is intentionally 
treated differently from 
others because of one or 
more of the protected 
factors







COMMON STATISTICAL TOOLS


80% or 4/5th Rule
Standard deviation


 Fisher’s Exact


 Regression Analysis







ADVERSE IMPACT


A substantially different rate of selection in hiring, 
promotion, or other employment decision which 
works to the disadvantage of members of a 
protected bases.  
 If the protected group’s rate of selection is less 


than 80% of the most favored group, the group is 
experiencing adverse impact.
At this point in the analysis, adverse impact does 


not mean discrimination.







80% OR 4/5TH RULE


Will generally be regarded by 
the Federal enforcement 
agencies as evidence of 
adverse impact.







MONITORING IS ESSENTIAL AND 
REQUIRED


 Compare Success Rate of Favored vs Unfavored groups


 Use 80% and 2 Standard Deviation


 Looking for Patterns of Discrimination
 Treatment
 Impact


 Look for non-statistical signs
Observations
 Complaints
 News/blogs
Always compare against community







STATISTICAL OR OTHER QUANTIFIABLE 
ANALYSIS OR RECORDS AND DATA


1. Analysis By:
Race/ethnicity
Sex
Limited English proficiency
Preferred language
Age
Disability status







STATISTICAL OR OTHER QUANTIFIABLE 
ANALYSIS OR RECORDS AND DATA


2. An investigation of significant 
differences in participation in the 
programs, activities, or employment 
provided by the recipient, to determine 
whether these differences appear to be 
caused by discrimination.







STATISTICAL OR OTHER QUANTIFIABLE 
ANALYSIS OR RECORDS AND DATA


3. An assessment to determine whether 
the recipient has fulfilled its 
administrative obligations under Section 
188 of WIOA. 







PROCESS MAPPING
Employment – Hiring, Promotions, Terminations


Unemployment Insurance – Getting a check, keeping a check, 
number of weeks, amount of check, appeals, employers 
discrimination by challenging UI for some groups only


Training Providers – Applicants to selection, successful 
completion, drop outs, community comparison


WorkForce Centers – for each service provided 


By LWDA and each physical office location







HOW TO MAP THE MONITORING 
PROCESS?
By WorkForce Center Program
Adult, Dislocated Worker, Youth







Affirmative Outreach


Equal Opportun ity Officer Tra in in g
Frida  Alvarez & Iftou Yoya







What is Affirmative Outreach?


WIOA Section  38.40 


Recip ien ts  m us t take appropria te  s teps  to en sure th a t  th ey are providin g equal acces s  to th eir WIOA Title  I-
fin an cia lly as s is ted program s  an d activit ies .


Th ese s teps  sh ould in volve reason able efforts  to in clude m em bers  of th e various  groups  protected by th ese 
regula tion s  in cludin g but n ot lim ited to:


• person s  of differen t s exes


• various  racia l an d eth n ic/n ation al origin  groups


• various  religion s


• in dividuals  with  lim ited En glish  proficien cy


• in dividuals  with  disabilit ies


• in dividuals  in  differen t age groups .







Conducting Affirmative Outreach – 5Ps







Conducting Affirmative Outreach


Purpose: Identify the purpose of conducting outreach and educate staff.
● What are some ways  community outreach can benefit you?
● How does  it meet WIOA’s  and your agency’s  overall mis s ion?


Preparation: Unders tand what populations  you are potentia lly underserving. 
Targetin g various  population s  in cludes  a  prelim in ary determ in ation  of wh ich  
population s  to target. Makin g th at determ in ation  will likely in volve con sultin g various  
sources  of in form ation  
● in cludin g equal opportun ity data
● perform an ce data
● local population  data
● oth er relevan t resources  from  with in  an d with out th e recip ien t’s  organ ization . 







Conducting Affirmative Outreach (cont.)


Partnership: Identify organizations or others that can assist you in your outreach.
● Who should you engage with and how can you make these rela tionships  meaningful?
● What are some challenges  you anticipate in building partnerships?
● How to rectify those challenges?







Conducting Affirmative Outreach (cont .)


Process: Identify efforts you will make to conduct outreach.
Such efforts may include, but are not limited to:
(a) Advertising the recipient's programs and/or activities in media, such as newspapers or radio 
programs, that specifically target various populations;


(b) Sending notices about openings in the recipient's programs and/or activities to schools or 
community service groups that serve various populations; and


(c) Consulting with appropriate community service groups about ways in which the recipient 
may improve its outreach and service to various populations .







Conducting Affirmative Outreach (cont.)


Products: Reevaluate and assess your efforts. Are your efforts aligned with the outcome or 
product you were hoping to achieve?


● Set measurable goals  in your outreach efforts
● Are the things  you are doing effective? 
● What needs  to change?







Affirmative 
Outreach  Pan el







Questions?
Thank you!







Americans with Disabilities Act:
Title I-V Overview


Cindy Held Tarshish 







ADA Overview


 Title I - Employment
 Title II - State & Local Government
 Title III - Public Accommodations
 Title IV - Telecommunications
 Title V - Miscellaneous







Americans with Disabilities Act


Prohibits discrimination on 
the basis of disability 
against qualified individuals 
with disabilities.







The ADA does not cover:


 Religious entities
 Housing
 Federal Government
 Indian tribal properties
 Private clubs







Definition of a Disability
 A physical or mental impairment that 


substantially limits one or more major 
life activities


 A record of such an impairment


 Regarded as having such an impairment


 Association with a person with a 
disability







Title I - Employment
 Private employers
 State & local governments
 Employment agencies
 Labor Unions







Title I - Employment
 Application
 Hiring
 Evaluation
 Training
 Promotion
 Layoff/Recall
 Compensation


 Disciplinary 
Action


 Medical Exams
 Leave
 Benefits
 Termination







Qualified Individual with a Disability


An individual with a disability who 
satisfies the requisite skill, experience 
and education requirements of the 
position the person holds or desires and 
who, with or without reasonable 
accommodation, can perform the 
essential functions of such position.







Disability-Related Questions 
and Medical Examinations


General Principles


 Pre-offer:  no questions or examinations of applicants


 Post-offer:  all questions and examinations okay as long as 
required of all applicants in the same job category


 During employment:  must be job-related and consistent with 
business necessity


 To process an accommodation request:  if the disability and/or 
the need for accommodation is not obvious or already known.







Disability-Related Questions 
& Medical Examinations  


The Job Interview


Prohibited Questions:
 Questions about an individual’s impairment


 Questions about an individual’s use of medication


 Questions about workers’ compensation history


 Questions about mental health treatment







Disclosure
 Why would an employee disclose any 


disability, hidden or otherwise?


• To ask for job accommodations


• To receive benefits or privileges 
specifically for employees with 
disabilities


• To explain an unusual circumstance or 
phenomenon







Disclosure
 What benefit can come from disclosing a 


disability to the employer?


• The employee may receive  an accommodation


• The employee gains protection under the ADA
– Anti-discrimination
– Freedom from harassment
– Freedom from intimidation







Disclosure
 Why someone may not disclose a disability?


• Employee does not need an accommodation


• Employee is afraid to disclose, for many reasons:
– Fear they will be stereotyped, or misunderstood, or 


not believed
– Fear their confidentiality will be violated
– Fear of retaliation 
– Fear of their disability “being used against them”
– Fearful of adverse employment action such as:


• Demotion
• Cut in hours
• Shift change


• Employee desires privacy about their disability







Confidentiality of disclosure:


 All disclosure details, requests for accommodations & 
medical documentation must be in a locked file 
separate from the employee’s personal file.


 Information regarding the employee’s disability may 
be shared only on a “need to know” basis


 Appropriate response to inquiring colleagues/co-
workers.


 Disclosure and confidentiality of employment 
programs will be discussed in more detail in the 
Compliance Procedures session. 







What the EEOC says about disclosure:


 An individual with a disability may request a reasonable 
accommodation at any time during the application process or 
during the period of employment.


 The ADA does not preclude an employee with a disability from 
requesting a reasonable accommodation because s/he did not 
ask for one when applying for a job or after receiving a job offer.


 An individual with a disability should request a reasonable 
accommodation when s/he knows that there is a workplace 
barrier that is preventing him/her, due to a disability, from 
effectively competing for a position, performing a job, or gaining 
equal access to a benefit of employment.


 As a practical matter, it may be in an employee's interest to 
request a reasonable accommodation before performance 
suffers or conduct problems occur. 







A Reasonable Accommodation Is:


 Any change in the workplace or in the way 
things are usually done that provides equal 
opportunities for those with disabilities


 General Rule: An employer provides 
reasonable accommodations to a qualified 
individual with a disability if requested and 
not an undue hardship







Requesting Reasonable 
Accommodations


 Responsibility to request rests with the 
individual


 Request can be in plain language, do 
not need to know legal terms


 Request can be made on the behalf of 
an individual by a third party 


 Recommend requests be made in 
writing (verbal OK but back up in 
writing)







Forms of Reasonable Accommodation


 Making existing facilities accessible
 Job restructuring


 Part-time or modified work schedules


 Acquiring or modifying equipment


 Changing tests, training materials or policies


 Providing qualified readers or interpreters
 Reassignment to a vacant position
 Modifications of policies or procedures







Reasonable accommodations


Actions that are not required:
 Removing an essential function or hiring 


someone else to perform the function
 Lowering production standards
 Reassign to a different supervisor
 Promotion to a higher position
 Provision of “light duty” items
 Excusing misconduct
 Providing “personal use items”, such as 


eyeglasses, wheelchairs, prosthetic limbs







Principles of Reasonable 
Accommodations


 Must be effective
 Only applies to disability-related 


barriers
 Doesn’t have to be the best
 Not primarily for personal use
 Employer can go beyond ADA 


requirement







Accommodating Employees with 
Disabilities in the Workplace


Undue Hardship:


 Significant difficulty or expense (financial hardship)


 Focuses on the resources and circumstances of 
particular employer


 Refers not only to financial difficulty, but to 
reasonable accommodations that are unduly 
extensive, substantial, or disruptive


 Administrative Hardship – alters the nature of the job 
or activity







Title II-Public Services
 Departments, agencies of state or 


local governments
 Activities, services or programs 


of public entities
– Motor vehicle licensing
– Local public bus service
– Town meetings
– Public schools
– State parks
– Court buildings
– State legislature







State & Local Government


 No qualified individual with a disability 
shall, on the basis of disability, be 
excluded from participation in or be 
denied the benefits of the services, 
programs, or activities of a public entity, 
or be subjected to discrimination by any 
public entity.







Equal Opportunity


 Opportunity to participate and benefit


 Extends to programs, activities, goods, 
services


 Opportunity must be equal to and as 
effective as opportunity provided to 
others.







Program Access 
& Integration


 Program access when viewed in 
their entirety


 Most integrated setting


 Reasonable modification to 
policies, practices and 
procedures


 Eligibility criteria







Integration
 Integrated to the maximum extent appropriate


 Separate programs permitted when necessary to 
ensure equal opportunity


 Cannot exclude from regular programs


 Cannot require individual with a disability to accept 
separate benefits







Eligibility Criteria


 Eligibility criteria that tend to screen out 
people with disabilities may not be used 
unless necessary for the provision of 
services or activities.


 An entity may impose legitimate safety 
requirements.







Reasonable Modifications


 Reasonable modifications in policies, 
practices & procedures


 Unless it would fundamentally alter the 
nature of the service, program or activity







Surcharges


 Surcharges cannot be imposed on 
people with disabilities


 Additional requirements may not be 
imposed on people with disabilities that 
are not imposed on others


 Applies to Title II and Title III







Personal Services/Devices


 Not required:
 Devices for personal use such as 


wheelchairs, prescription eyeglasses, 
hearing aids


 Personal assistance service such as 
eating, toileting, dressing


 …..unless the service is typically 
provided


 Applies to Title II and Title III







Title II-Communication
 Effective communication
 Auxiliary aids at no extra cost


• Interpreters
• Readers
• Assistive listening devices
• Captioning
• TTY
• 711 Relay Service
• Audio cassette
• Braille, large print


• Primary consideration given to the 
individual's choice of auxiliary aids or 
service







Effective Communication


 Communication with individuals with 
disabilities must be as effective as 
communication with others


 Communication includes exchanges of 
information in all forms: sound, print, 
graphics, voice







Telephone Emergency Services


 Emergency services (police, fire and 
ambulance)


 Direct access to individuals who rely on 
TTY or computer modem for telephone 
communication without relying on 
outside relay services or third party 
services


 911 lines vs. 7-digit lines







Defenses


 Fundamental alteration to the nature of 
the program


 Direct threat


 Undue hardship







Title II-Facilities
 New construction


• Free of architectural barriers 
that restrict access or use


 Alterations
• Altered portions of existing 


buildings need to be 
accessible.







Title II - Transportation
 Fixed route bus service (new 


buses after Aug. 26, 1990)
 Para-transit
 Rapid or light rail
 Commuter rail
 Facilities-key stations







Title III - Public Accommodations
 No individual shall be discriminated 


against on the basis of disability in the full 
and equal enjoyment of the goods, 
services, facilities, privileges, advantages, 
or accommodations of any place of public 
accommodation by any person who owns, 
leases (or leases to), or operates a place 
of public accommodation


 Effective January 26, 1992







Title III - Public Accommodations
 Places of lodging
 Establishments serving food & drink
 Places of exhibition or entertainment
 Places of public gathering
 Sales or rental establishments
 Service establishments
 Public transportation terminals
 Places of public display or collection
 Places of recreation
 Places of education
 Social service center
 Places of exercise or recreation







Title III - Exempt
Private clubs


• Members exercise high degree of control over 
club operations


• Membership selection is highly selective
• Substantial membership fees
• Non-profit
• Not founded specifically to avoid civil rights 


laws


 Religious entities







Title III-Public Accommodations
 Full & equal benefits
 Opportunity to participate
 Integrated setting
 Eligibility criteria
 Auxiliary aids & services
 Modification to policy, practice 


or procedure







Title III - New Construction
 2010 ADA Standards


 State & local codes


 All new facilities must be 
accessible







Title III - Alterations/renovations
 Changes that affect usability
 Accessible to maximum extent 


feasible
 Path of travel


• Access routes & amenities
• Costs are disproportionate if they 


exceed 20% of the original alteration







Title III - Existing Facilities
 Readily achievable barrier 


removal


 Easily accomplished without 
much difficulty or expense







Title IV - Telecommunications
 Communication for people with 


hearing & speech impairments
 Relay service
 TTY
 711 Relay Service
 Closed captioning
 FCC enforcement







Title V - Miscellaneous
 Congressional coverage
 Insurance & employee benefits
 Protection against retaliation & 


coercion
 Attorney’s fees
 Technical assistance







Resources
 U.S. Department of Justice


• www.ada.gov
• (800) 514-0301


 Equal Employment Opportunity Commission
• www.eeoc.gov
• (800) 669-4000


 U.S. Access Board
• www.access-board.gov
• (800) 872-2253


 Great Lakes ADA Center
• www.adagreatlakes.org
• (800) 949-4232 (v/tty)


 ADA Minnesota
• www.adaminnesota.org
• 651-603-2015
• 711 Relay 


 Minnesota State Council on Disability
• www.disability.state.mn.us 
• 651-361-7800
• 800-945-8913



http://www.ada.gov/

http://www.eeoc.gov/

http://www.access-board.gov/

http://www.adagreatlakes.org/

http://www.adaminnesota.org/

http://www.disability.state.mn.us/





What would you do?
 A dislocated worker comes in for assistance and 


wants training as a phlebotomist and would like to 
work in a hospital setting.


 The customer is deaf.
 What should you do?


• Ask for medical records?
• Advise the customer that training as 


phlebotomist is not possible since 
communication with patients is an essential 
function of being a phlebotomist.


• Refer to Vocational Rehabilitation Services?







What would you do?


 A dislocated worker comes in and wants 
placement assistance in getting another 
LPN position.


 On her application she stated she has a 
disability that is a barrier to employment 
(standing restriction due to back injury.)


 What should you do?








Recognizing, Responding & Preventing 
Discrimination & Harassment


Training for DEED Managers and Supervisors







The Paper Clip Project:  Exercise


2







The Paper Clip Project:  Exercise


3







Learning Objectives


At the end of this session, participants will have:


• Become familiar with federal and state equal employment 
opportunity (“EEO”), affirmative action (“AA”) laws


• Learn behaviors constitute discrimination or protected class 
harassment 


• Reviewed specific responsibilities of agency leadership and 
management for keeping the workplace free of 
discrimination and harassment, and to minimize legal risk.


4







Equal Employment Opportunity:  Historical Perspective


5


Employment Ads, Early 1960s
• Experienced girl 25-35


• Top job for young man


• 2 Career girls 25-35, single


• Order taker, 23-28, married


• Young women – blueprint office


• Superintendent, 40-55


• Men who are not over 35 for news writing







Equal Employment Opportunity:  Historical Perspective


6


Employment Ads, Early 1960s


•Age limit – 32


•Age 35-50 and in good health


•Young able-bodied male


•Typist wanted: “We will train a responsible young lady or retrain a 
mature person re-entering but not over a young 40 as it is an active 
position”







Equal Employment Opportunity:  What is it?
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• Protects Everyone!
• Ensures fair treatment, regardless of personal characteristics or background 


in employment which includes: 
• Hiring and/or firing or treatment in the workplace
• Promotions
• Terms and Conditions of Employment 


• (Wages, Benefits, Leave, etc.)


The guiding principle is that everyone should have equal access to jobs, 
training and promotional opportunities and receive fair treatment







Equal Employment Opportunity:  Laws and Guidance
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• Federal Laws
• Title VII of the Civil Rights Act of 1964


• Equal Pay Act of 1964


• Age Discrimination in Employment Act (“ADEA”) (1974)


• Pregnancy Discrimination Act (1978)


• Americans with Disabilities Act (“ADA”) (1990)


• ADA Amendments Act (ADAAA) (2008)


• Genetic Information Nondiscrimination Act (“GINA”)







Equal Employment Opportunity:  Laws and Guidance
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• Federal Guidance
• Equal Employment Opportunity Commission (“EEOC”) Guidance 


• State Law
• Minnesota Human Rights Act (M.S. 363A)


• State Policy
• Harassment Prohibited


• DEED Policy
• PPM #417 Nondiscrimination







Discrimination and Harassment Prohibited: 
Protected Class Status
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DEED is committed to an environment free of discrimination and harassment 
based on any of the protected characteristics:


Ø Race


Ø Color


Ø Religion


Ø National Origin


Ø Disability


Ø Age


Ø Sex 


Ø (including pregnancy, gender identity and 


expression) 


Ø Genetics


Ø Status with regard to public assistance


Ø Creed


Ø Marital Status 


Ø Familial Status


Ø Sexual Orientation


Ø Membership or activity in a local human 


rights commission







Prohibited Practices
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• Inquiries into a person’s protected characteristics are prohibited at the pre-
employment stage, which includes:


• Application form
• Interview 
• Physical Exam/Health History
• Third Party Sources, e.g. previous employer, background checks


• Exceptions
• Bona Fide Occupational Qualification (“BFOQ”)
• Affirmative Action Tracking & Selection (must be maintained separate from 


application)
• Complying with other state and federal laws







Prohibited Practices:  Types of Discrimination
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• Disparate Treatment/Intentional Discrimination


• Disparate Impact


• Harassment/Hostile Work Environment


• Reprisal/Retaliation


• Failure to Provide Reasonable Accommodations (ADA)







Equal Opportunity & Affirmative Action 
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• Equal Opportunity ensures all applicants are treated equally in 
employment


• Affirmative Action goes beyond Equal Opportunity 


• Proactive “good faith efforts” in order to: 


• Remedy historical discrimination 


• Increase workforce diversity  through initiatives, outreach, 
recruitment and training


• Promote equal employment opportunity







Affirmative Action:  Requirements  
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• DEED submits its Affirmative Action Plan every two years
• Includes our Diversity & Inclusion Plan


• Applies to historically underrepresented groups:  
• Women, People of Color, People with Disabilities


• Applies when there is an underrepresentation in the job category when 
compared with the labor force availability
• DEED is underrepresented in the job category of Service Maintenance for 


women







Supervisor’s Role
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• Provide equal access to all available jobs, training, and promotional 
opportunities 


• Provide similar benefits and services to everyone 


• Apply all policies and practices consistently to applicants and staff 


• Do not differentiate among applicants or employees based on their 
personal characteristics







Supervisor’s Role
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• Communicate commitment to equal opportunity to your employees


• Ensure staff know where to go to report complaints of discrimination or 
harassment
• Take appropriate and timely action 


• Ensure your procedures and practices are nondiscriminatory and free of 
bias


• Attend training or workshops 







Preventing Sexual Harassment


Training for DEED Managers and Supervisors
Material created by Minnesota Management and Budget. All rights reserved – Revised March 2018







A Hypothetical Training Exercise


You are the Director of the agency’s Widgets Division.
Pat is one of your direct reports. Kim is an employee in the Whatsits Division.


• You are aware that Kim has received progressive discipline because of excessive tardiness and is 
close to being discharged.


• Kim comes to your office and tells you: “I’d been casually seeing Pat for a while, until a few months 
ago, when we were out at a bar, Pat tried to forcefully kiss and grope me.  I resisted and ended our 
relationship. Since then, when we run into each other at work, Pat stares and leers at me, even 
follows me.”


• In your experience, Pat is very mild mannered, gets along with everyone, “wouldn’t hurt a fly,” and 
is a great worker.


• Kim asks that you not share the information with anyone else for fear that Pat will retaliate. Kim 
also states a fear of being blamed if Pat gets fired. 18







Learning Objectives


At the end of this session, participants will have:


• Learned the definition of sexual harassment;


• Examined the key behaviors constituting harassment;


• Reviewed specific responsibilities of agency leadership and 
management for keeping the workplace free of harassment, 
and to minimize legal risk.


19







Harassment Prohibited: Protected Class Status
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Ø Race


Ø Color


Ø Religion


Ø National Origin


Ø Disability


Ø Age


Ø Sex 


Ø (including pregnancy, gender identity 


and expression) 


Ø Genetics


Ø Status with regard to public assistance


Ø Creed


Ø Marital Status 


Ø Familial Status


Ø Sexual Orientation


Ø Membership or activity in a local human 


rights commission







Sexual Orientation Harassment Prohibited


• Implying or joking about a person’s sexual orientation;


• Inquiring into sexual practices of differing orientations;


• Using derogatory slang;


• Expressing negative opinions that create an abusive work 
environment.
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Gender-Based Harassment Prohibited


• Hostile and offensive treatment that is not sexual in nature but is 
directed at the person because of gender.


• Often based on sexism. Sexism is an attitude of a person of one sex 
that they are superior to a person of another sex.


• Or based on sex-role stereotypes. These are learned perceptions 
about what it means to be male or female in society.
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Consequences of Violations of Policy/Law


What are the psychological and practical consequences of harassment on … 
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The Legal Definition of Sexual Harassment


Sexual harassment is “…unwelcome sexual 
advances, requests for sexual favors, 
sexually motivated physical contact or other 
verbal or physical conduct or 
communication of a sexual nature.”


Plus severe/egregious/pervasive


24







Legal Definition continued …


Actionable sexual harassment occurs when:
1. “Submitting to or rejecting such conduct or communication 


becomes a term or condition, either explicitly or implicitly, of 
employment (e.g., hiring or firing). 


2. Submitting to or rejecting such conduct or communication is used 
as a factor in decisions affecting the individual’s employment. 


3. That conduct or communication has the purpose or effect of 
substantially interfering with an individual’s employment or 
creating an intimidating, hostile, or offensive work environment.
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Liability Arises


Liability will arise where the employer knows or should know of 
the existence of the harassment and fails to take timely and 
appropriate remedial action.


• For these purposes knowledge of 
SUPERVISORS/MANAGERS is knowledge of the 
employer.


• SUPERVISORS/MANAGERS are responsible for 
appropriately addressing concerns and monitoring the 
work environment.


• SUPERVISORS/MANAGERS must take action.
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Employer’s Legal Responsibility


1. To exercise reasonable care to prevent harassing behavior;


2. When the employer knows, or should know, of the existence 
of sexual harassment, to take timely and appropriate action 
to correct (stop) the harassing behavior.
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Strict Liability


Strict Liability – Occurs when the harassing supervisor causes a 
significant change in employment status.


Significant Change – Official action taken by the employee’s manager 
or supervisor that has undesirable consequences: 


• Termination; failure to promote; demotion;
• Significant changes in benefits or pay;
• Undesirable work assignments;
• Substantial change in job duties.
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Intent vs. Impact
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How do I know if my conduct is unwanted or unwelcome?


Ask yourself these questions:


• Is there equal power between me and the person I’m 
interacting with?


• Is there equal initiation and participation between me and 
the person I’m interacting with?


• Would I behave the same way if someone I’m in a 
relationship with were standing next to me?


• Would I want someone else to act this way toward someone 
I’m in a relationship with?


• Would I want my behavior on the evening news?
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What behaviors constitute sexual harassment?


Video HRHERO – The Supervisor: Conflict Management Supervisor Training (3:04 Min.)


YouTube video: interaction between employee and supervisor (https://www.youtube.com/watch?v=VGTadpgoEos)



https://www.youtube.com/watch?v=VGTadpgoEos





Sexually Harassing Behaviors 


Unwelcome behaviors of a sexual nature, such as:


• Physical: touching, hugging, kissing, pinching, patting, grabbing, chasing 
or following, brushing up against someone, blocking the person’s path, 
standing very close/invading personal space, giving massages around the 
neck or shoulders, caressing, stroking, intercourse, or threatened, actual 
or attempted assault.


• Verbal: sexual innuendos, making suggestive comments about a person’s 
appearance, cat calls or other sexually suggestive or insulting sounds, 
jokes about sex, degrading or derogatory remarks, name-calling, sexual 
propositions, threats, inappropriate emails, repeated requests for dates.
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Sexually Harassing Behaviors


Unwelcome behaviors of a sexual nature, such as:


• Visual/non-verbal: derogatory gestures; sexually suggestive calendars, 
cartoons, posters; pornographic websites; circulation or display of 
materials with negative content about protected classes; leering; staring; 
elevator eyes.


• Decision-making/treatment: preferential treatment or explicit or implicit 
promises of preferential treatment for submitting to sexual 
conduct/communication; negative treatment or explicit or implicit threats 
of negative treatment for rejecting or refusing to submit to sexual 
conduct/communication.
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Definitions of Workplace


Any place an employee performs their job duties, which includes, but is not limited to:


• State buildings and grounds;


• Training programs or conferences;


• State vehicles/trooper squad cars;


• Unpaid breaks;


• Offsite locations where work is performed;


• State email or other state electronic communications or technology;


• Organization-sponsored parties/picnics/holiday events;


• Work relationships with independent contractors or visitors to the organization.
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Employee Actions in Reporting Violations


• The laws and state policy do not require employees to confront the 
harasser, but if the employee feels comfortable doing so, the employee may 
ask them to stop;


• Employees may report to any supervisor at their agency;


• Employees may report to Office of Diversity & Equal Opportunity (ODEO); 


• Employees may report to the Commissioner, Deputies, Assistant, or 
Human Resources or a manager – refer to ODEO


• If the report is about the Agency Head, employees may report to 
Minnesota Management and Budget;


• Employees may file a charge with the Equal Employment Opportunity 
Commission (EEOC), MN Department of Human Rights (MDHR), contact an 
attorney, or bring a lawsuit.
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Recommendations for Addressing Complaints
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Retaliation Prohibited


• Against complainant and witnesses;


• Attempts to “seek revenge” after what may be perceived to be an 
unfair complaint/disciplinary action;


• Actions that might deter a reasonable person from opposing 
discrimination or participating in the complaint process;
- Tangible actions


- Retaliatory harassment


Video EMTRAIN – Preventing Workplace Harassment (3:12 min.)


https://www.youtube.com/watch?v=9mePftRdThY&index=4&list=PLrbrgbJY9ygwLMOVEwbwu3aXhE82dIaOj
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Proactive Leaders Limit Potential Risks 


• Be a role model;
• Know our work unit’s culture;
• Challenge your peers, team members, even high performers about 


inappropriate behavior;
• Affirmatively raise the subject and express disapproval of this kind of 


behavior;
• Provide training, review policies and reporting procedures;
• Remind employees of their right to a harassment-free work 


environment;
• Take all concerns or complaints seriously; 
• Investigate complaints quickly/take timely and appropriate remedial 


action.
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DEED Complaint Handling Process 


Complaint Process:
• ODEO conducts an intake of the allegations with the Complainant & logs 


complaint
• ODEO determines if an investigation is warranted and accepts the complaint


• If no investigation, determines other necessary steps


• Work with the supervisor or manager and Human Resources to determine 
whether investigation leave is warranted


• Conduct the investigation 
• Share the findings with the decision makers – supervisor/manager and Human 


Resources
• Document closure of complaint and action steps
• Check in with the parties periodically
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Resources


Agency Resources


• Ann Feaman, Director, ODEO – ann.feaman@state.mn.us, 651-259-
7097


• PPM 417 – Nondiscrimination/Anti-Harassment Policy 


Enterprise Resources


• HR/LR Policy #1329, Sexual Harassment Prohibited


• Online enterprise policy acknowledgement module in Enterprise 
Learning Management 
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Thank you!


Training for Agency Managers and Supervisors







 


 


Preventing 
Sexual Harassment 


Manager | Supervisor | Leader 
Participant Guide 


Minnesota Management and Budget, Enterprise Talent Development 
2018  







 


 


Material created by Minnesota Management and Budget | Enterprise Talent Development  
Do not alter or share outside of state government without permission.  Updated January 2018 


All rights reserved – March 2018 


Minnesota Management and Budget 
Centennial Office Building 


658 Cedar Street 
St. Paul, MN 55155 


  







 


MMB-ETD Preventing Sexual Harassment – March 2018 3 


 


Welcome! 


Welcome to the Preventing Sexual Harassment training for agency supervisors, 
managers, and leaders. The State of Minnesota is committed to providing a safe 
work environment where every employee is treated with dignity and respect. We 
strictly prohibit any form of sexual harassment among or against state employees. 
As agency leaders, you play an important role in promoting a respectful and 
inclusive workplace. 


This instructor-led training is intended to reinforce learning about the subject 
matter, and supplement the information provided in Minnesota Management and 
Budget’s (MMB) statewide Sexual Harassment Prohibited policy, HR/LR Policy 
#1329, which is available to all state employees at mn.gov/mmb by entering 
“1329” in the search box.  


Thoroughly review the materials contained in this Participant Guide.  This guide 
will help you to understand the statewide policy, as well as your roles and 
responsibilities as members of agency leadership to prevent and correct harassing 
behavior. In addition, become familiar with your agency’s policies, processes, and 
reporting avenues. This information, combined with your leadership in 
consistently and regularly modeling an inclusive and respectful workplace culture 
will encourage an environment that prevents sexual harassment. 


 
Myron Frans, Commissioner  
Minnesota Management and Budget 


 
Edwin Hudson, Deputy Commissioner 
Minnesota Management and Budget 
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Activity 1 
A Hypothetical Scenario 


Listen to the trainer who will provide the instructions. 


 


What issues does this scenario present?  What red flags or red herrings?  What 
concerns or questions would you have? 
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Identify behavior you think may violate the Sexual Harassment Prohibited 
policy.  Explain. 


  


  


  


  


  


  


Discuss what you believe the Director’s response to this situation should be. 


  


  


  


  


  


  


  







 


MMB-ETD Preventing Sexual Harassment – March 2018 6 


Learning Objectives 
Overview and Objectives 


In this training you will be introduced to legal and policy definitions of sexual 
harassment, examine behaviors constituting harassment, and review specific 
responsibilities of agency leadership and management for minimizing legal risk 
and providing a workplace free of harassment.  


The main objective is to provide a harassment-free work environment. All 
executive branch state employees must comply with the statewide Sexual 
Harassment Prohibited policy. 


 


According to State policy, sexual harassment in any form is strictly prohibited. 
Individuals are encouraged to report all incidents of sexual harassment to an 
appropriate authority. Any form of retaliation directed against an individual who 
opposes sexual harassment, reports sexual harassment, or participates in any 
investigation concerning sexual harassment is strictly prohibited and will not be 
tolerated. 
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Activity 2 
Psychological and Practical Consequences of Harassment 


Harassment causes significant negative consequences for the agency, the 
harasser and the person being harassed. 


Can you name some of those consequences? 
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The Definition of Sexual Harassment 
The Legal Definition of Sexual Harassment  


 


Sexual harassment is “…unwelcome, sexual 
advances, requests for sexual favors, 
sexually motivated physical contact or other 
verbal or physical conduct or 
communication of a sexual nature. 


Plus severe/egregious/pervasive 


How does the definition of sexual harassment in our statewide policy differ? 
Why? 
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Liabilities 
Liability 


Liability arises when the employer knows or should know of the existence of 
harassment and fails to take timely and appropriate remedial action.  


 For these purposes, the knowledge of supervisors and managers is the 
knowledge of the employer; 


 Supervisors and managers are responsible for addressing concerns 
appropriately and monitoring the work environment; 


 Supervisors and managers must take timely and appropriate action to stop 
harassing behavior and prevent it from reoccurring. 


Employer’s Legal Responsibility 
 To exercise reasonable care to prevent harassing behavior; 


 When the employer knows, or should know, of the existence of sexual 
harassment, to take timely and appropriate action to correct (stop) the 
harassing behavior. 


Supervisors and managers must monitor the workplace, and when they get 
complaints, or otherwise see or learn of potentially harassing behavior, 
immediately bring the issue to Human Resources or the Affirmative Action Office.  


  







 


MMB-ETD Preventing Sexual Harassment – March 2018 10 


Intent vs. Impact 
Ask yourself … 


How do I know if my conduct is unwanted or unwelcome?  


 Is there equal power between me and the other person?  


 Is there equal initiation/participation between me and the other person? 


 Would I behave the same way if someone I’m in a relationship with were 
standing next to me? 


 Would I want someone else to act this way toward someone I’m in a 
relationship with? 


 Would I want my behavior on the evening news? 
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Sexually Harassing Behaviors 
Unwelcome Behaviors of a Sexual Nature (include but are not limited to) 


 Physical: touching, hugging, kissing, pinching, patting, grabbing, chasing or 
following, brushing up against someone, blocking the person’s path, 
standing very close/invading personal space, giving massages around the 
neck or shoulders, caressing, stroking, intercourse, threatened, actual or 
attempted assault. 


 Verbal: Sexual innuendos, making suggestive comments about a person’s 
appearance, cat calls or other sexually suggestive or insulting sounds, jokes 
about sex, degrading or derogatory remarks, name-calling, sexual 
propositions threats, inappropriate emails, repeated requests for dates. 


 Visual/Non-Verbal: Derogatory gestures; sexually suggestive calendars, 
cartoons, posters; pornographic websites; circulation or display of materials 
with negative content about protected classes; leering; staring; elevator 
eyes. 


 Decision-making/treatment: preferential treatment or explicit or implicit 
promises of preferential treatment for submitting to sexual conduct/ 
communication; negative treatment or explicit or implicit threats of 
negative treatment for rejecting or refusing to submit to sexual 
conduct/communication. 
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Reporting Violations 
Employees and third parties are encouraged to report all incidents of sexual 
harassment as soon as possible after the incident occurs. 


NOTE: Employees are not required to confront the harasser, but if the employee 
feels comfortable doing so, the employee may ask them to stop their behavior. 


 Employees may report to any supervisor at their agency 


 Employees may report to Human Resources (HR) or the agency’s 
Affirmative Action Officer 


 Employees may report to the Agency Head 


 If the report is about the Agency Head, employees may report to 
Minnesota Management and Budget’s Office of Equal Opportunity, 
Diversity, and Inclusion 


 Employees may file a charge with the Equal Employment Opportunity 
Commission (EEOC), MN Department of Human Rights (MDHR), contact an 
attorney, or bring a lawsuit. 
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Recommendations for Addressing Complaints 
 Thank them for bringing the issue forward.   


 Do not promise confidentiality, since absolute confidentiality may not be 


possible while also providing a fair process to the respondent and a 


thorough and impartial investigation.   


 Make sure that you treat the information sensitively and consistent with 


the Data Practices Act, ensuring that you communicate it only to persons 


with a legitimate business need to know.   


 Explain that your agency takes all complaints seriously and that you are 


obligated to take action.   


 Explain that your agency does not tolerate retaliation, and the complainant 


should let you know right away if they experience retaliation.   


 Explain your next steps (“I’m going to bring your concerns to HR or the 


Affirmative Action Office (AAO); I encourage you to do so as well; HR may 


be reaching out to you”).   


 Document the interaction right away, in DETAIL.   


 Immediately bring the issue to HR/AAO.   
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Retaliation Prohibited 
Retaliation Prohibited 


Retaliation against complainants and witnesses who oppose harassment, or who 
are involved in an internal complaint, or an external complaint with EEOC/MDHR 
or a lawsuit is strictly prohibited.  


Even if an underlying discrimination/harassment complaint is unsubstantiated, 
retaliation is still prohibited: 


 Against complainant and witnesses 


 Attempts to “seek revenge” after what may be perceived to be an unfair 
complaint/disciplinary action 


 Actions that might deter a reasonable person from opposing discrimination 
or participating in the complaint process 


• Tangible actions 


• Retaliatory harassment 
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Proactive Leadership 
Proactive Leaders Limit Potential Risks 


 Be a role model 
 Know your work unit’s culture 
 Challenge your peers, team members, even high performers for 


inappropriate behavior 
 Affirmatively raise the subject and express disapproval of this kind of 


behavior 
 Provide training, review policies and reporting procedures 
 Remind employees of their right to a harassment-free work environment 
 Take all concerns or complaints seriously 
 Report complaints immediately to HR/AAO 
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Human trafficking: Yes, It Does Happen in Your Communities


Madeline Lohman | Advocates for Human Rights  mlohman@advrights.org


Paula Schaefer|MN Department of Health  Paula.Schaefer@state.mn.us


Funding for This Presentation
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This presentation was produced by the MDH 
Safe Harbor Program, awarded by the Office for 
Victims of Crime, Office of Justice Programs, U.S. 
Department of Justice, under award # 2016‐MU‐
MU‐K153


The opinions, findings, and conclusions or 
recommendations expressed in this presentation 
are those of the contributors and do not 
necessarily represent the official position or 
policies of the U.S. Department of Justice.


Session Objectives


•Objective 1: MDH participants will understand basic 
definitions of human trafficking, including sex and labor 
trafficking, under Minnesota law, as well as understand the 
Safe Harbor/No Wrong Door implementation model. 


•Objective 2: MDH participants will learn the risk factors and 
indicators for potential victims of human trafficking. 


•Objective 3: MDH participants will explore how to respond to 
victims of human trafficking and what resources are available 
to assist them with their response.


•Objective 4: MDH participants will consider the intersections 
between the work they do within MDH and with human 
trafficking and the Safe Harbor Program.
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The Men of Atalissa


What is Human Trafficking? 


When one person obtains or 
holds another person in 
compelled service.


Sex 
Trafficking


Labor 
Trafficking


Human 
Trafficking
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Expanding Recognition of the Problem


11/13/2018 Minnesota Department of Human Services | mn.gov/dhs 7


Happens 
Everywhere


• Human trafficking impacts 
the lives of people 
everywhere, from the 
smallest rural community 
to the largest urban area.


Recruitment, transportation, harboring, enticing, 
obtaining , etc.


Action
What the trafficker did 


to get the victim


Federal: Minnesota:


Force, Fraud, Coercion ANY MEANS
(except under 18 and ST)


Means
How the victim was 


brought into and kept in 
the situation


Forced labor or debt bondage


Purpose
What purpose/goal?


Human Trafficking: Legal Breakdown


Federal: Minnesota:


Commercial sex act Prostitution


What the Laws Do


Criminal 
Penalties


Supportive 
Services


Immigration 
Status 
(federal)


Financial 
Restitution
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Case Example – Labor Trafficking


Case Example – Sex Trafficking


What have you seen?


• What known trafficking 
situations have you 
encountered?


• What situations have you 
encountered that 
seemed suspicious but 
you weren’t sure what 
was going on?
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Dynamics of
Trafficking


Who are the traffickers?


Traffickers 
can be 
anyone


Can range from large scale 
national and international crime 
networks to small scale 
individuals recruiting individuals


May include pimps, criminal 
gangs, landlords, 
employers, supervisors, 
labor brokers, and more


May be neighbors, friends, 
“boyfriends”, “girl friends”, family 
members


Who are the buyers?


Trafficking responds to demand


Culture that views 
bodies (primarily 


female) as commodities 
and sex as something to 


be purchased


Prioritizing lowest cost 
goods and services 
without considering 
impact on worker


TRAFFICKING
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Identifying Intersectionality and Oppression


Expanding Recognition


Expanding 
Identification


• Anyone can be recruited, 
lured, tricked, or enticed into 
becoming a trafficking victim, 
most often through a job 
offer or a trusted 
relationship.


• Human trafficking victims 
include all demographics: 
male and female, children 
and adults, foreign and 
domestic survivors, and both 
sex and labor trafficking.


Human 
Trafficking 


Risk 
Factors


Involvement in 
the juvenile and 
criminal justice 


systems


Children & youth


Race/ethnicity


History of abuse; 
polyvictimization


Homelessness


Disability


(physical and/or 
cognitive)


Chemical 
dependency


LBGTQ


Lack of 
immigration 


status


Risk Factors
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How Does it Happen?


Source: Deborah’s Gate | www.deborahsgate.ca


CORE NEED 
unmet


VULNERABILITY
unprotected


FALSE PROMISE 
to meet need


EXPLOITATION 
AND 


TRAFFICKING


Appeasement vs Consent


•made under duress 


•given two options:                                          
“Do what I say, or face the 
consequences” 


•focus is on the benefit of the 
person enforcing the choice 


•history of harsh 
consequences


•consequences are harshly 
enforced 


•given multiple viable options 
to choose from  


•focus is on the benefit and 
agency of the person making 
the choice 


•safe environment to think 
about it 


•consequences are a natural 
part of life and usually don’t 
involve death or violence


THIS CONFUSION OFTEN CAUSES VICTIMS TO BLAME THEMSELVES FOR 
“MAKING A CHOICE” 


Source:  Deborah’s Gate  www.deborahsgate.ca


Dynamics of
Labor Trafficking
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Labor Trafficking vs. Labor Exploitation


Limited freedom 
to move


Force, fraud, & 
coercion


No freedom to 
leave without 
fear of retaliation


Freedom to 
move


Freedom to 
leave 


employment


Unfair wages 
and wage 
theft 


Substandard 
living and 
working 
conditions


Where Does Labor Trafficking Occur? 


Potential Signs of Labor Trafficking


Afraid of 
employer


Not 
free to 
come 
and go


Bad pay, 
hours, 
working 
conditions


Debt to 
employerDepends 


on 
employer 
for basic 
needs


Doesn’t 
control 
ID
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Dynamics of
Sex Trafficking


Sydney’s Story


Isolation


Pimp Tactics
of Coercion 
and Control


Threats


Demonstrating 
“omnipotence”


Induced debility & 
exhaustion


Monopolization 
of perception


Enforcing trivial 
demands


Occasional 
indulgences


Degradation


Copyright The Link, Inc. 2014
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ACTIVITY


Prep before training starts:  ask individuals around 
the room to take one statement and read it when it’s 
time for this activity


Intro to activity: 
“Youth who have been trafficked created a list of 
things they had to deal – they want us to try to 
imagine coping with all of this at once…
I’ve asked volunteers to read statements ….”


Copyright The Link, Inc. 2014


Mapping the Demand:  
Sex Buyers in the State of Minnesota 2017


• Sex buyers are predominantlymiddle‐aged, white, married 
men from across the whole state of Minnesota. 


•Many buyers seek young adult victims, with some willing to 
buy sex from a minor. Some sex buyers specifically seek out 
minors. 


•Most sex buyers travel during the workday between 30‐60 
miles to buy sex. Some will travel farther to purchase minors or 
individuals in specialty market‐segments.


• Buyers also purchase sex during business trips, bachelor 
parties, and hunting and fishing trips. 


Martin, et al, Urban Research and Outreach‐Engagement Center (UROC), U of M


Potential Signs of Sex Trafficking


• Person has an abrupt change in attire, behavior, or relationships


• The presence of an older “boyfriend” or older female friend


• Travel with an older male who is not a guardian;  appears to have 
people keeping an eye on them


• Sudden presence of expensive material possessions


• Youth lacks of control over his/ her schedule, money, and/or 
proof of identification 


• Lying about age, where they’ve been, who they’ve been with, 
etc.
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Practice Identifying Human Trafficking


• Is this human trafficking?


• Why?


• What else might be going 
on?


Understanding Victims


Changing the Narrative


How does certain imagery mislead and sensationalize?


How do rumors misinform the public?


How does it reinforce stereotypes about 
who the victims and perpetrators are? 
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Implicit Bias and Victims


“Good” victim


• White, female, vulnerable, 
young


• Victim is an “innocent”


• Must’ve been kidnapped


• Victim is grateful for being 
“rescued” and ready to 
leave the trafficker


• U.S. Citizen


• English speaker


“Bad” victim


• Persons of color


• Juvenile delinquency or 
criminal record


• LBGTQ, gender non‐
conforming


• Victim defends their 
exploiter


• Undocumented immigrants


• Males can’t really be 
trafficked – if sex trafficked, 
they must be gay & enjoy it


•Actual or threatened abuse/sexual assault/violence to self, family, friends


•Making an “example” of another victim


•Threat of criminal prosecution or deportation


•Blackmail


Fear


•Withholding money or identity documents


•Only source of housing, food, clothes


•Posing as “friend/boyfriend/concerned relative” to induce guilt and feeling indebted


•Causing or exploiting pregnancy, chemical dependency, etc.


•Isolation from support networks, service providers, others


Dependency


•“I agreed to it so it’s not illegal”


•“This is my choice”


•“I’ve done too much to go back to a normal life”


•Mind normalizes situation as defense mechanism


Psychological Factors


Why don’t trafficking victims leave? 


Minnesota’s Response to Sex 
Trafficking ‐ No Wrong Door
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Forms of Sexual Exploitation 


SEXUAL
EXPLOITATION


COMMERCIAL 
SEXUAL EXPLOITATION


Survival Sex


Sexual Harassment Sexual Abuse/ 
Assault


Prostitution


Pornography


Stripping


$
Sex Trafficking 


Do Justice LLC 2014


Safe Harbor Law 


Sexually exploited youth 


17 years old and under


can no longer be criminalized for 
engaging in prostitution but 
should be referred to services. 


Sexually exploited youth 
24 years old and under


deserve and are eligible for 
specialized, trauma‐informed 
services to heal and recover.


Safe Harbor Services
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Child Protection 
Response


Data
Reporting


Training for 
Child 


Protection/
Welfare 
Workers


Coordination 
with Safe 
Harbor and 
Systems 
Response


Minnesota’s Child 
Protection Response to 


Sex Trafficking


Child Sex 
Trafficking


Sex Abuse


Child 
Abuse 
and 


Neglect


Investigation 
(24 hour 
response)


Sarah.Ladd@state.mn.us www.dhs.gov/dhs/safe‐harbor


Minnesota Adult Protection


• Mandated Reporters are 
required to report suspected 
maltreatment of VA to the MN 
Adult Abuse Reporting Center 
(MAARC). 


• Anyone can report suspected 
maltreatment of a vulnerable to 
MAARC.


• Sex Trafficking = Sexual Abuse 
18‐24 years of age


• Labor Trafficking and Financial 
Exploitation


• Adult Protective 
Services and 
Safety Planning 


• Required law 
enforcement 
coordination 


• Adult Protection 
Multi‐Disciplinary 
Teams


• Perpetrator 
Disqualification


Vulnerable Adult Sex/Labor 
Trafficking


Where do you report 
alleged maltreatment of 
a vulnerable adult (VA)?


Collaborative Approach


MN Adult Abuse 
Reporting 
Center (MAARC)
844‐880‐1574


SERVICES  TRIBAL


NATIONS


NATIVEAMERICAN  


SPECIFICGRANTS


SAFE HARBOR
FEDERALLY FUNDED SERVICES 
FOR LABOR TRAFFICKED
YOUTH AND TRIBAL GRANTEESR 


• 5 Direct service providers for 
labor trafficking victims 24 
and under.


• 9 Tribal Nations addressing 
human trafficking through 
training and collaboration 
building.


• 4 Native American specific, 
youth serving nonprofits in 
four urban centers addressing 
human trafficking.
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Prevention


5 X 7 Outreach Card


Primary Safe Harbor Posters (2 versions)


Sticker that will fit 
on a variety of 
outreach 
materials


Business card size outreach 
cards (2 versions)


SAFE HARBOR YOUTH OUTREACH MATERIALS


MDH Website


http://www.health.state.mn.us
/divs/healthimprovement/
programs‐initiatives/in‐
communities/safeharbor.html


Access Safe Harbor Youth Outreach Materials and 
Communications Toolkit
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Resources


•Minnesota Human Trafficking Task Force  www.mnhttf.org


• Voices of Safe Harbor:  Survivor and Youth Input for 
Minnesota’s Model Protocol on Sexual Exploitation and 
Sex Trafficking of Youth  mncasa.org


•MDH Safe Harbor Website 
www.health.state.mn.us/injury/topic/safeharbor/


• DHS Safe Harbor Website www.dhs.gov/dhs/safe‐harbor


• StreetWorks Safe Harbor Training Videos 
http://www.streetworksmn.org/video‐cats/sh‐training‐videos/


Making the Connection


• How does trafficking intersect with the work of DEED?


• What education or outreach do you provide that could help 
with prevention?


• Are there assessments/intakes in your work areas that 
could ID trafficking victims?


• What services do you provide that trafficking victims might 
need?


• What are next steps for your work area to address 
trafficking?


What can you do?


Learn more   
about 


exploitation and 
trafficking, the 


cycle of 
homelessness, 
and the Safe 


Harbor response


Coordinate
training for your 


colleagues, 
grantees and 
community 
partners


Identify and Assess 
DEED policies and 
procedures that 
impact youth who 


are being 
exploited/trafficked


Connect with Safe 
Harbor Regional 
Navigator, and 


other Safe Harbor 
service providers


48
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Evaluations & Thank you!
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An Equal Opportunity Employer and Service Provider 


 


Upon request, the information in this document can be made available to alternative formats for 
people with disabilities by calling 651-259-7094. 
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Chapter 3: Notice and Communication (29 CFR 38.34 
through 38.39) 
This chapter identifies DEED’s compliance with Element 3 of the Nondiscrimination Plan which 
requires that recipients of Workforce Innovation and Opportunity  Act (WIOA) Title I funds 
indicate in all communications (internal and external) that their WIOA financially assisted 
program or services do not discriminate on the basis of any prohibited ground(s).  WIOA Rules 
and Regulations require that staff at WorkForce Centers inform customers of their various 
rights under equal opportunity and nondiscrimination laws and regulations.   
 
Policy  
All WorkForce Center (WFC) customers must be notified of their rights to equal opportunity and 
nondiscrimination.  Every recipient of WIOA Title I funding must: (1) notify its customers, applicants, 
employees, and members of the public that it does not discriminate on any prohibited ground, (2) 
notify its customers that they have an individual right to file a discrimination complaint, and (3) 
effectively communicate to its customers the “Equal Opportunity is the Law” notice.  
 
Standards   
29 CFR 38.35 provides that “Notice to the Public” refers to the “Equal Opportunity is the Law” 
poster.  Through this Notice, each recipient communicates its equal opportunity policy in order to 
ensure that the public is aware of the recipient’s obligation to operate its programs and activities in 
a nondiscriminatory manner.  All recipients or sub-recipients of WIOA funding must post the Notice 
in its entirety – without any editing or changes in the language.    
 
Each recipient must use two distinct types of notification in particular circumstances specified in the 
WIOA nondiscrimination regulations: the “Equal Opportunity is the Law” Notice, and “tag lines” and 
other related information.  Those who must receive the Notice include: applicants/registrants, 
participants, applicants for employment/employees, unions and professional organizations, sub-
recipients, members of the public and those with limited English proficiency. (29 CFR 38.34).   
 
Recipient Responsibilities 
To meet the obligation a recipient must: 


• Display the “Equal Opportunity is the Law” Notice poster, in its entirety, in reasonable 
numbers and places easily seen by the public and on its website.  


• Disseminate and communicate policy and notice to staff and include in employee or 
participant handbooks regardless of format (include in both electronic and paper form if 
both are available). 


• Communicate the “Notice to the Public” in the appropriate language where a significant 
percentage of the eligible population is made up of persons with limited English proficiency.  
See links to Notices in several other languages. 


• Obtain a signed Notice from all participants and employees and include these Notices in 
participant or employee files.  If the notice was provided in an alternative format, record 
that information in the participant or employee file.  NOTE: A recipient is responsible for 
obtaining a signed copy of the notice from online participants.    







DEED’s Equal Opportunity Manual 16 


• Effectively communicate the “Equal Opportunity is the Law” Notice to persons with 
disabilities and to other populations with special needs.   


• Include the required tag lines “Equal Opportunity Employer and Service Provider” and 
“Auxiliary Aids or Services are available upon request to individuals with disabilities” in all 
relevant communications. 


• Publicly identify Equal Opportunity Officers (EO Officers) and publicize their contact 
information. 


• At every orientation session, include a discussion of individual rights under WIOA Title I 
nondiscrimination and equal opportunity provisions and of an individual’s right to file a 
complaint of discrimination. 


• Provide information on an individual’s right to file a complaint to any applicant who 
indicates he or she may have experienced discrimination.  


• Provide information on the complaint process in appropriate formats for persons with 
disabilities.   


• In any WIOA communication that mentions how recipients can be reached by phone, the 
numbers of the recipient’s relay service must also be provided. 


• Provide an opportunity for customer input and feedback (e.g. a customer feedback box in 
the Resource Area) and have a process for reviewing and responding to customer input.    


 
Recipient Staff Procedures 


• Listen and respond appropriately to customers who have questions. 
• Know the responsible person (on-site manager and/or designee) to contact at the 


WorkForce Center if a customer raises an issue, concern or complaint. 
• Any person wishing to make a complaint should be directed to the site manager or 


designee.   
• If customers have complaints regarding their experiences in the WorkForce Center, the 


manager or designee should encourage resolution at the lowest, or local-level, and attempt 
to resolve it before it escalates to a formal complaint process.  (Many times the customer 
simply wants to vent or suggest an alternative, such as a customer’s complaint about the 
time he/she had to wait to use a computer.  The Computer Policy and Rules could be 
explained to the customer.)  


• If the complaint is not resolved, the on-site manager or designee should help the customer 
navigate the complaint process.   


• If a customer wants to file a complaint of discrimination, the site manager must refer th 
customer to the local-level EO Officer. The EO Officer has the responsibility to manage the 
federally required complaint processes.  


 
Cites / References / Attachments  


• WIOA Section 188; 29 CFR 38 
• 20 CFR 683.285 
• Notice to the Public – Equal Opportunity is the Law in the following languages:  


o (Note: Posters for all languages are in 11"x17" tabloid size.) 
o Arabic, English, Cambodian, Croatian, Hmong, Laotian, Oromo, Russian, Somali, 


Spanish, and Vietnamese 



https://www.gpo.gov/fdsys/pkg/FR-2016-12-02/pdf/2016-27737.pdf

https://www.doleta.gov/wioa/Docs/wioa-regs-labor-final-rule.pdf
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• Required EO Notice and Tennessens (Data Privacy Notice) – also available in the 
following languages:  


o Arabic, English, Cambodian, Croatian, Hmong, Laotian, Oromo, Russian, Somali, 
Spanish, and Vietnamese 


• Required WorkForce Center Posters 
• Discrimination Complaint Policy and Procedures (WIOA Equal Opportunity Policy Manual, 


Chapter 8.1: Discrimination Complaint Policy and Procedures). 
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Resources & More
We hope you're finding lots of support in your new job. In particular, we'd like to point out a few of the departments within DEEDs Operations Division that serve DEED employees in
important ways.


Communications Office
Provides assistance in marketing, design, writing, event planning and more. All publications, web content, media contact and event-related contracts must be routed through
Communications.


Communication Policies
Media Relations
Document Accessibility
Digital Communications


Additional Resources
Accessibility Toolkit


Administrative and Financial Services (AFS)
Provides a broad range of services, including accounting, payroll, printing, purchasing, mail facilities management, emergency management, continuous improvement, internal auditing
and more.


AFS Policies
Travel Expenses
Special and Promotional Expenses


Additional Resources
 If you work in St. Paul, you may be interested in DEED's Metropass or contract parking. Contact the Administrative Support Services unit.


Office of Policy
Leads the agency's efforts to shape and support public policy related to DEED's mission. This office includes Legislative staff, Economic Analysis, the DEED Library, and Policy, Planning
and Measures. Review the protocol for communicating with legislators and staff.


Office of Diversity and Equal Opportunity (ODEO)
Champions diversity and inclusion by providing expert advice, training and consultation. The office works to ensure compliance with laws concerning discrimination, harassment,
reasonable accommodation, site and program access, and retaliation.


ODEO Policies
Discrimination and Discriminatory Harassment
Reasonable Accommodation
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Human Resources (HR)
Works with employees during the hiring and onboarding process. Human Resources will continue to be available to you as you learn and grow in your career.


HR Policies
Performance Development Communication
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DEED DISCRIMINATION AND HARASSMENT 
 PROHIBITED POLICY  
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Contact: Ann Feaman, 651.259.7097; 651.297.5343 (fax) 


 


INTRODUCTION 
This chapter provides policy and procedures for dealing with discrimination, 
discriminatory harassment, and retaliation at the Minnesota Department of Employment 
and Economic Development (DEED). The purpose of this policy is to ensure work 
environments and services are free from discrimination and harassment based on 
protected class. All DEED job applicants, employees, or customers can file a complaint 
of discrimination under this policy.   


In addition, DEED employees funded by WIOA Title I and customers of WIOA Title I 
programs may choose to file a complaint of discrimination under DEED’s Internal Policy 
(this policy) or DEED’s WIOA Equal Opportunity Policy – 8.1 Discrimination Complaints.   
Section 188 of the WIOA prohibits discrimination on the basis of race, color, religion, 
sex, national origin, age, disability, political affiliation or belief, and for beneficiaries only, 
citizenship as a lawfully admitted immigrant authorized to work in the United States, or 
participation in any WIOA Title I financially assisted program or activity (29 CFR 38).   


DEED’s Office of Diversity and Equal Opportunity (ODEO) offers training on preventing 
and responding to all forms of discrimination and harassment, including sexual 
harassment, in the workplace. All DEED employees must attend this training once every 
five years. 


Additional information may be requested from ODEO. 



mailto:Ann.Feaman@state.mn.us





POLICY 
Any form of harassment or discrimination based on protected class is strictly prohibited. 
Harassment or discrimination against an individual because of their relationship or 
association with members of a protected class is also strictly prohibited.   


Any form of retaliation directed against an individual who opposes or reports protected 
class harassment/discrimination, or who participates in any investigation concerning 
protected class harassment/discrimination, is strictly prohibited and will not be tolerated.  


Individuals who believe they have been subject to harassment/discrimination based on 
protected class or retaliation as described in this policy, are encouraged to file a 
complaint with the Office of Diversity and Equal Opportunity using the complaint 
process outlined below. Violations of this policy by State employees will be subject to 
discipline, up to and including discharge. Violations of this policy by third parties will be 
subject to appropriate action. 


For issues related to sexual harassment, please refer to DEED’s PPM 421: Prohibition 
of Sexual Harassment and HR/LR Policy #1329: Sexual Harassment Prohibited. For 
issues not related to sexual harassment or harassment or discrimination based on 
protected class, please see HR/LR Policy #1432 Respectful Workplace.  


SCOPE 
This policy applies to all employees of, and third parties who have business interactions 
with the Minnesota Department of Employment and Economic Development (DEED).  


These prohibitions include any public service environment and extend to any location, 
activity, or event associated with DEED or its employees in their capacities as 
representatives of the State of Minnesota. 


DEFINITIONS 


Complainant  
An individual who reports protected class harassment, discrimination, or retaliation. 


Protected Class Harassment or Harassment Based on Protected Class 
Unwelcome conduct or communication that is based on actual or perceived 
membership in a protected class, including stereotypes of protected classes, that has a 
negative effect or is likely to have a negative effect on the complainant and/or on the 
workplace or public service environment. 


Protected class harassment/discrimination may take different forms including verbal, 
nonverbal, or physical conduct or communication. Conduct based on protected class 
may violate this policy even if it is not intended to be harassing. Protected class 
harassment/discrimination under this policy includes, but is not limited to, the following 
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behavior when it is based on actual or perceived membership in a protected class, 
including stereotypes of protected classes: 


• Offensive jokes, slurs, derogatory remarks, epithets, name-calling, ridicule or 
mockery, insults or put-downs 


• Display or use of offensive objects, drawings, pictures, or gestures 
• Physical assaults or threats 
• Inappropriate touching of body, clothing, or personal property 
• Following, stalking, intimidation 
• Malicious interference with work performance 
• Implicit or explicit preferential treatment or promises of preferential treatment for 


submitting to the conduct or communication 
• Implicit or explicit negative treatment or threats of negative treatment for refusing 


to submit to the conduct or communication 
• Discriminatory conduct based on an individual’s actual or perceived protected 


class that segregates, separates, limits or restricts the individual from 
employment opportunities, including, but not limited to, hiring, promotion, 
compensation, disciplinary action, assignment of job duties, benefits or privileges 
of employment 


Protected Class 
Protected classes under this policy are as follows: 


• Race 
• Color 
• Creed 
• Religion 
• National origin (including limited English proficiency) 
• Sex* (includes pregnancy and pregnancy-related conditions) 
• Marital status 
• Familial status 
• Status with regard to public assistance  
• Membership or activity in a local human rights commission 
• Disability  
• Age  
• Sexual orientation 
• Gender identity   
• Gender expression  
• For employees, genetic information  
• *See DEED’s PPM 421: Prohibition of Sexual Harassment and HR/LR Policy 


#1329: Sexual Harassment Prohibited for specific information on harassment 
based on unwelcome conduct or communication of a sexual nature. 
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Public Service Environment 
A location where public service is being provided. 


Third Party  
Individuals who are not State employees, but who have business interactions with State 
employees, including, but not limited to:  


• Applicants for State employment 
• Vendors  
• Contractors 
• Volunteers 
• Customers 
• Business partners  
• Member of a community board 
• Consultants 
• Unpaid interns  
• Other individuals with whom State employees interact in the course of 


employees’ work for the State, such as advocates, lobbyists, and representatives 
of individuals or entities with business with any branch of Minnesota state 
government 


Protected Class Definitions  


Age 


The prohibition against harassment and discrimination based on age prohibits such 
conduct based on a person’s age if the person is over the age of 18. 


Color  


The general appearance of one's skin or skin pigmentation. 


Creed 


A system of belief, principles, or opinions; including religious and spiritual observances, 
practices, and sincerely held beliefs. A creed does not have to include a deity. (For 
example, courts have held vegetarianism to be a creed.)  


Disability 


A physical, sensory, or mental impairment which materially limits one or more major life 
activities; a record of such an impairment; or being regarded as having such an 
impairment. 


Familial Status 







The condition of one or more minors living with their parent(s) or legal guardian, or the 
designee of the parent(s) or guardian with the written permission of the parent(s) or 
guardian.  This also protects those who are pregnant or those who are in the process of 
securing legal custody of a minor from being harassed or discriminated against on that 
basis. 


Gender  


A social construct that includes both gender identity and gender expression. Gender is 
not a result of physical or biological differences (see Sex). Gender is distinct from 
sexual orientation (see Sexual Orientation). Gender is not binary. The most common 
genders include female (cis), male (cis), and transgender. This is not an exhaustive list.  


Gender expression refers to the external presentation or appearance and 
physical manifestation of one’s gender identity expressed personal choice of 
clothing, hairstyle, voice, behavior, body shape, etc. It also extends to pronouns 
she/her(s); he/him/his; they/them/theirs; etc. An individual’s gender and pronouns 
should not be assumed based on someone’s appearance. It is a best practice to 
respectfully ask an individual what their pronouns are. 


Gender identity refers to one’s internal, deeply-felt sense of being female, male, 
or something other or in-between, regardless of the sex they were assigned at 
birth. Everyone has a gender identity that they define for themselves and that 
they can change. One’s gender identity can be the same or different from their 
sex assigned at birth.  


Cisgender (or cis) is used to refer to the alignment of gender identity with sex 
assigned at birth. If one’s sex assigned at birth was female and the person 
identifies as female, then she is cisgender, or a cisgender female, or cis.  


Transgender is an umbrella term for people whose gender identity or gender 
expression differs from the sex they were assigned at birth. A person assigned 
female at birth who identifies as male is a transgender man. A person assigned 
male at birth who identifies is a transgender woman. 


Genetic Information 


Includes information about an individual’s or their family members’ genetic tests, family 
medical history, an individual’s request for, or receipt of, genetic services, or the 
participation in clinical research that includes genetic services by the individual or their 
family member, and the genetic information of a fetus carried by an individual or a 
pregnant family member, and the genetic information of any embryo legally held by the 
individual or their family member using an assisted reproductive technology. 


Membership or Activity in a Local Human Rights Commission 







Participation in an agency of a city, county, or group of counties that has the purpose of 
dealing with discrimination on the basis of race, color, creed, religion, national origin, 
sex, age, disability, marital status, status with regard to public assistance, sexual 
orientation, or familial status, as defined by Minn. Stat. § 363A.03, subd. 23. 


Marital Status 


Whether a person is single, married, remarried, divorced, separated, or a surviving 
spouse, and includes protection against harassment or discrimination on the basis of 
the identity, situation, actions, or beliefs of a spouse or former spouse. 


National Origin 


The place of birth of an individual or any of the individual's lineal ancestors. National 
origin discrimination includes protections based on limited English proficiency. 


Race 


A social construct that considers a human population distinct based on their common 
history, nationality, or geographic distribution. Race can also be based on descent 
(racial classification of parents) and one or more physical characteristics. 


Status with regard to Public Assistance 


The condition of being a recipient of federal, state, or local assistance--including 
medical assistance--or of being a tenant receiving federal, state, or local subsidies, 
including rental assistance or rent supplements. 


Retaliation 


Occurs when adverse actions are imposed against individuals who have reported 
allegations of discrimination or harassment or have participated in an investigation. For 
employees, an adverse action is a tangible employment action that causes a significant 
change in employment status, such as demotion, termination, failure to promote, or 
reassignment with significantly negative changes in responsibilities. For a customer, an 
example of retaliation could be refusal to provide services or accommodations. Mere 
inconveniences or business-driven alterations of job responsibilities are not necessarily 
adverse actions. 


Religion 


A commitment or devotion to a religious faith or observance. Religion includes all 
aspects of religious observance, practice, and belief. DEED is obligated to reasonably 
accommodate the religious observances or practices of both its employees and 
applicants, unless doing so would cause an undue hardship on the nature of its 
business. 







Sex 


Sex, or sex assigned at birth, is the assignment and classification of people as female, 
male, intersex, or another sex category. Sex is assigned to each of us at birth based on 
a variety of physical and biological characteristics including chromosomes, hormones, 
anatomy, genitals, reproductive organs, and secondary sex characteristics. Sex 
discrimination also includes, but is not limited to, pregnancy, childbirth, and disabilities 
related to pregnancy or childbirth. 


Sexual Harassment 


Sexual harassment under this policy is any conduct or communication of a sexual 
nature that is unwelcome. This includes unwelcome sexual advances, unwelcome 
requests for sexual favors, or other unwelcome verbal, written, or physical conduct or 
communication of a sexual nature. See PPM #421 DEED’s Prohibition on Sexual 
Harassment Policy 


Sexual Orientation 


Sexual orientation is about who you are attracted to and who you feel drawn to have 
relationships with romantically, emotionally, and sexually. Sexual Orientations include 
heterosexual (straight), homosexual (lesbian/gay), bisexual, queer, or asexual – this is 
not an exhaustive list. Sexual orientation is different from gender and gender identity. 
(See Gender.) 


RESPONSIBILITIES 
Application of this policy is the responsibility of each DEED manager, supervisor, and 
employee.  


Employee and Third Party Responsibilities 
Harassment or discrimination based on protected class will not be tolerated.  All 
employees and third parties are expected to comply with this policy. 


Employees and third parties are strongly encouraged to report all incidents of protected 
class harassment or discrimination, whether the individual is the recipient of the 
behavior, an observer, or is otherwise aware of the behavior. Individuals are 
encouraged to report incidents as soon as possible after the incident occurs using the 
internal complaint process at the end of this policy.    


HR Personnel, Manager, and Supervisor Responsibility 
HR personnel, managers, and supervisors must: 


• Model appropriate behavior 
• Treat all reports of protected class harassment/discrimination seriously 
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• Immediately report all allegations or incidents of protected class 
harassment/discrimination to ODEO 


• Appropriately respond to a report or problem when they receive a report of 
protected class harassment/discrimination, or when they are otherwise aware a 
problem exists 


*Any supervisor or manager who witnesses or receives a written or oral complaint of 
alleged discrimination, harassment, or acts of retaliation that occur in DEED 
employment or provision of services shall promptly report it to the Office of Diversity and 
Equal Opportunity, Director of Human Resources, the Deputy Commissioner, or the 
Commissioner. A failure to report such information is considered a violation of this 
policy. 


COMPLAINTS 
DEED will take seriously all reports of protected class harassment/discrimination or 
retaliation, and will take prompt and appropriate action.  


If an investigation is warranted, employees may be asked to participate in the 
investigation. Participation in an investigation is voluntary. However, anyone who 
participates is expected to provide truthful, accurate information. If someone chooses 
not to participate, the ODEO will still make investigative findings. In other words, refusal 
to participate in an investigation will not prevent the completion of the investigation. 


Confidentiality 
During the course of an investigation, all documentation associated with the complaint 
will be considered confidential, except where disclosure is required by law or business 
necessity. Information gathered during the course of an investigation will only be shared 
with those who have a business need to know in order to reach a resolution. The 
investigative file remains with ODEO. The file is confidential and kept separate from an 
employee’s personnel file. The investigative file can only be accessed as permitted by 
the Minnesota Government Data Practices Act (M.S. 13).  


Policy Violations  
DEED will take prompt and appropriate corrective action when there is a violation of this 
policy. 


Employees who are found to have engaged in conduct in violation of this policy will be 
subject to disciplinary action, up to and including discharge. Each situation will be 
evaluated on individual circumstances and severity. 


Third parties who are found to have engaged in conduct in violation of this policy will be 
subject to appropriate action.  Appropriate action for policy violations by third parties will 
depend on the facts and circumstances, including the relationship between the third 
party and DEED.  DEED may contact MMB Enterprise Human Resources, Office of 







Equal Opportunity, Diversity, and Inclusion for assistance in determining appropriate 
action for third parties.  MMB may refer DEED to the appropriate resources, which may 
include, for example, the Department of Administration with respect to policy violations 
by vendors or contractors.   


Retaliation 
Retaliation against any person who opposes protected class harassment/discrimination, 
who reports protected class harassment/discrimination, or who participates in an 
investigation of such reports, is strictly prohibited. Retaliation also includes conduct or 
communication designed to prevent a person from opposing or reporting protected class 
harassment/discrimination or participating in an investigation. Retaliation will not be 
tolerated. Any employee who is found to have engaged in retaliation in violation of this 
policy will be subject to discipline, up to and including discharge. Third parties who are 
found to have engaged in retaliation in violation of this policy will be subject to 
appropriate action. 


A complaint should be brought by anyone who believes they are the victim of a 
retaliatory action by a DEED employee as the result of filing a complaint, cooperating in 
an investigation, or otherwise participating in any action under the complaint procedure. 


Complaint Process 
Complaints must be filed within 365 days after the last occurrence of the alleged 
discriminatory act. ODEO has the discretion to accept a complaint older than one year 
and/or after termination of employment. 


Individuals are encouraged to use DEED’s internal complaint procedure, but may also 
choose to file a complaint externally with the Equal Employment Opportunity 
Commission (EEOC), the Minnesota Department of Human Rights (MDHR), the United 
States Department of Labor’s Civil Rights Center (CRC), or other legal channels.   


Employees who knowingly file a false report of protected class 
harassment/discrimination or retaliation will be subject to disciplinary action, up to and 
including discharge. 


These are the steps for filing and processing a complaint: 


Step 1: Complainant – Filing a Complaint 


Employees and third parties are strongly encouraged to report all incidents of 
protected class harassment or discrimination using DEED’s Electronic Complaint 
Form, whether the individual is the recipient of the behavior, an observer, or is 
otherwise aware of the behavior. Individuals are encouraged to report incidents 
as soon as possible after the incident occurs. Individuals may report to any of the 
following: 
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• The Office of Diversity and Equal Opportunity 
o Ann Feaman, ODEO Director, 651.259.7097 
o Kimberly Malone, Investigator/Equal Opportunity Consultant, 


651.259.7684 
o Karen Lilledahl, Equal Opportunity Officer/ADA Coordinator, 


651.259.7089 
• Any DEED supervisor, manager, or director 
• Any HR personnel 
• The Commissioner, any Deputy Commissioner, or Assistant 


Commissioner 


If the report concerns an agency head, the complainant may contact Minnesota 
Management and Budget, Enterprise Human Resources, Office of Equal 
Opportunity, Diversity, and Inclusion at 651.201.8000. 


 


To ensure the prompt and thorough investigation of a report, the complainant 
may be asked to provide the following information, which may include, but is not 
limited to: 


• The name, department, and position of the person(s) allegedly causing the 
harassment/discrimination; 


• A description of the incident(s), including the date(s), location(s), and the 
identity of any witnesses; 


• The name(s) of other individuals who may have been subject to similar 
harassment/discrimination;  


• What, if any, steps have been taken to stop the 
harassment/discrimination; and 


• Any other information the complainant believes to be relevant. 


Step 2: ODEO – Determining Jurisdiction 


ODEO will determine, within 10 days of receiving the complaint, whether ODEO 
has jurisdiction by determining if the complaint alleges discrimination or 
discriminatory harassment against the individual because of their protected class 
and if the complaint is timely and proper for resolution through this complaint 
procedure. If it is determined that the complaint is in fact a discrimination 
complaint, continue to Step 3.  


If it is determined that the complaint is not related to discrimination or 
discriminatory harassment based on a protected class, but rather, behavior that 
may violate the Respectful Workplace policy, ODEO will refer it to the Human 
Resources Office or other appropriate personnel. 


If the complainant is suffering irreparable harm in the absence of immediate 
action, the ODEO director, the Human Resources director, a division director, or 
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the Commissioner may take whatever action is deemed appropriate to remedy 
the situation while the complaint is being investigated.  


Step 3: ODEO – Mediation and/or Investigation 


ODEO will determine if the complaint is appropriate for mediation or another form 
of alternative dispute resolution. If so, ODEO will offer both parties the 
opportunity to mediate.  Mediation is a voluntary alternative dispute resolution 
process and both parties must agree to mediate the complaint.   


If mediation fails or if ODEO determines that mediation is not appropriate, ODEO 
will conduct an impartial investigation. Investigations may include interviews with 
all parties involved, including the complainant, respondent, and witnesses; and a 
review of all pertinent records or documents relating to the complaint. 


ODEO will make every effort to complete an investigation and provide a written 
notice of completion within 60 days of determining jurisdiction, or within timelines 
established by collective bargaining agreements. ODEO will notify the 
complainant if circumstances prevent completion of the investigation within 
established timelines. 


Upon completion of the investigation, ODEO will prepare a written investigation 
report determining whether the complaint was substantiated. ODEO will present 
the written report to the Human Resources director, to the division director, and 
any other management staff as appropriate. 


ODEO will provide written notification to the complainant and to the respondent 
stating the investigation is finished. ODEO will only provide information about the 
outcome of the investigation in accordance with the Minnesota Government Data 
Practices Act.  


According to Minnesota Administrative Rules 3905.0500, Requirement for 
Complaint Procedures, ODEO will notify the Commissioner of Minnesota 
Management and Budget (MMB) regarding the disposition of the complaint within 
30 days of final determination. 


Step 4: HR and Appropriate Management Staff – Follow Up 


Human resources and the appropriate management staff will review the 
investigation report and, if deemed necessary, take proper corrective action up to 
and including discharge when the investigative findings give merit to the 
allegations in the complaint. 







NOTE: Human resources and appropriate management, not ODEO, is 
responsible for corrective/disciplinary action, follow-up inquires, and any training 
that is necessary. 


Step 5: Respondent – Optional Appeal 


If the disposition of the complaint is not satisfactory to the respondent, they may 
file a union grievance or appeal the decision to the Commissioner in writing 
within ten (10) business days following notification of the disposition of the 
complaint. The Commissioner or their designee will review the appeal and give a 
written decision to the respondent within a reasonable period. The 
Commissioner's decision is final. 


RESOURCES 
Discrimination or harassment because of, based on, or directed at an individual’s 
protected class characteristic may be a violation of one or more of the following: 


• Minnesota Management & Budget’s Equal Opportunity page 
• Title VII of the Civil Rights Act of 1964, as amended 
• Minnesota Human Rights Act (Chapter 363A) 
• Americans with Disabilities Act of 1990 (ADA) as amended (2008) 
• Age Discrimination in Employment Act of 1967 (ADEA) 
• Equal Pay Act of 1963 (EPA) 
• Rehabilitation Act of 1973 
• Pregnancy Discrimination Act 
• Genetic Information Nondiscrimination Act of 2008 (GINA) 
• Minnesota Women’s Economic Security Act (WESA) (2014) 
• Section 188 Workforce Innovation and Opportunity Act (WIOA) Nondiscrimination 


and Equal Opportunity Regulations  


CONTACT 
For additional information contact DEED’s Office of Diversity and Equal Opportunity at 
DEED.ODEO@state.mn.us or Ann Feaman, 651.259.7097 (voice); 651.297.5343 (fax). 


Department of Employment & Economic Development  
1st National Bank Building 
332 Minnesota Street, Suite E200 
St. Paul, Minnesota 55101-1351 
Phone 651.259.7094 
Fax 651.297.5343 
Email: DEED.ODEO@state.mn.us 


This information is available in alternate formats by calling 651.259.7094. 
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INTRODUCTION


This chapter provides policy and procedures for dealing with sexual harassment at the Minnesota
Department of Employment and Economic Development (DEED). The purpose of this policy is to ensure
respectful work environments and services free of sexual harassment.


The policy covers any person, whether a paid DEED employee, applicant for employment, intern, consultant,
customer of DEED services, or contractor under management of DEED. Additional information may be
requested from the DEED Office of Diversity and Equal Opportunity (ODEO).


OBJECTIVE


To create a work environment free from sexual harassment of any kind.


To ensure compliance with all applicable state and federal laws.


To establish a written and readily accessible procedure regarding sexual harassment, including the complaint
process.


To provide a timely and thorough review process for complaints.


POLICY







PPM421 - Prohibition of Sexual Harassment Policy


http://intraweb.deed.state.mn.us/ref/ppm/ppm421.htm[12/21/2018 11:09:29 AM]


DEED strictly prohibits sexual harassment in any form of any employee or third party that takes place within
the workplace or public service environment, or that affects the workplace or public service environment.
These prohibitions extend to any location, activity, or event associated with DEED or its employees in their
capacities as representatives of the State of Minnesota. Individuals who believe they have been subject to
sexual harassment are encouraged to file a complaint.


Any form of retaliation directed against a complainant or an individual who participates in any investigation
concerning sexual harassment is strictly prohibited and will not be tolerated.


State employees who violate this policy will be subject to discipline, up to and including discharge. Violations
of this policy by third parties will be subject to appropriate action, which may be determined in partnership
with Minnesota Management and Budget.


DEFINITIONS


Complainant


An individual who complains about sexual harassment or retaliation.


Public Service Environment


Any location where public services are provided.  


Sexual Harassment


Sexual harassment under this policy is any conduct or communication of a sexual nature that is unwelcome.
The complainant, as well as the respondent, can be of any gender. The complainant does not have to be of
the opposite sex as the respondent.


Examples of sexual harassment include but are not limited to:


1. Unwelcome sexual innuendoes, suggestive comments, jokes of a sexual nature, sexual propositions,
suggestions about one's body or sexual activity, degrading sexual remarks, threats;


2. Unwelcome sexually suggestive objects or pictures, publications, or graphic commentaries. Electronic
display or transmission of sexually explicit, obscene, or demeaning material;


3. Suggestive or insulting sounds, leering, whistling, obscene gestures;
4. Unwelcome physical contact or sexual advances, such as rape, sexual assault, molestation, or


attempts to commit these assaults; sexually motivated physical contact such as unwelcome touching,
patting, pinching, or brushing of or by the body;


5. Requests for sexual favors, preferential treatment or promises of preferential treatment for submitting to
sexual conduct, including soliciting or attempting to solicit an individual to submit to sexual activity for
compensation or reward;


6. Intimidation, coercion, negative treatment or threats of negative treatment for refusing to submit to
sexual conduct;


7. Subjecting, or threatening to subject, an individual to unwelcome sexual attention or conduct;
8. The deliberate or careless creation of an atmosphere of sexual harassment or intimidation.
9. Any other verbal, non-verbal, or physical conduct or communication that is both unwelcome and of a


sexual nature.


Respondent
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An individual alleged to have engaged in sexual harassment. 


Retaliation


Retaliation is any adverse or negative action taken against an employee for filing a complaint or reporting
sexual harassment, or taken against an individual who participated in an investigation of sexual harassment.
Any alleged act of retaliation will be investigated as an additional complaint or charge of harassment.


Third Party


Individuals who are not State employees but who have business interactions with State employees,
including, but not limited to: applicants for state employment, interns, vendors, contractors, volunteers,
customers, and business partners.


COMPLAINTS


Confidentiality


All information and documentation gathered during the course of an investigation is considered to be
confidential and will only be shared where disclosure is required by law or there is a business need to know
in order to reach a resolution. Investigative files will remain with ODEO, kept confidential and separate from
employee personnel files. Investigative files can only be accessed as permitted by the Minnesota
Government Data Practices Act.


Complaint Process


The following complaint procedure may be used by any employee or third party.


Employees and or third parties are encouraged to use the ODEO complaint form found at the end of this
policy, but complaints will be accepted in additional formats.


Complaints must be filed within 365 days after the last occurrence of the alleged discriminatory act. If a
complaint is filed after 365 days, ODEO will determine whether the complaint should be investigates.


The following are the steps for filing a complaint:


Who StepWhat


Complainant 1 Initiate a complaint in person, over the phone, or in writing by contacting:


The Office of Diversity and Equal Opportunity
DEED.ODEO@state.mn.us
Ann Feaman, ODEO Director 651.259.7097
Karen Lilledahl, Equal Opportunity Officer/ADA Coordinator 651.259.7089
Investigator/Equal Opportunity Consultant 651.259.7684


Any supervisor, manager, or director
Any HR personnel
The Commissioner, any Deputy Commissioner, or Assistant Commissioner


If a complaint involves the Commissioner, a Complainant may contact the State
Director for Equal Opportunity at Minnesota Management & Budget.
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To ensure the prompt and thorough investigation of a complaint of sexual harassment,
the complainant may be asked to provide information in writing, which may include, but
is not limited to:


The name, department, and position of the person(s) allegedly causing the
harassment;
A description of the incident(s), including the date(s), location(s), and the
presence of any witnesses;
The name(s) of other individuals who may have been subject to similar
harassment;
What, if any, steps have been taken to stop the harassment;
Any other information the complainant believes to be relevant. 


Complainants may be asked to submit additional materials as requested.


We encourage complainants who wish to submit a complaint in writing to complete the
ODEO Complaint Form, which can be found at the end of this policy.


SUPERVISORS
& MANAGERS


2 Supervisors and managers have a responsibility to intake complaints when complaints
of sexual harassment are reported directly to them. Intake includes documenting the
parties involved and the basic facts to include who, what, where and when.
Supervisors and managers should assess whether any immediate action needs to be
taken to separate the parties.  Any supervisor or manager who:


Receives a complaint of sexual harassment;
Learns of allegations of sexual harassment; or
Witnesses sexual harassment


MUST promptly report the allegations to ODEO for complaint handling.
ODEO 3 Within 10 days of receiving the complaint, ODEO will determine whether it has


jurisdiction to investigate by determining both if the complaint alleges sexual
harassment and if the complaint is timely for resolution through this complaint
procedure.


If it is determined that the complaint is in fact sexual harassment, it will continue
to Step 4.
If it is determined that the complaint is not related to sexual harassment,
discrimination, or discriminatory harassment based on a protected class, but
involves behavior that might be in violation of the Respectful Workplace policy,
ODEO will refer it to the Human Resources Office or other appropriate personnel
for investigation.
If the complainant is suffering irreparable harm in the absence of immediate
action, ODEO, in partnership with HR, the Division Director, the Deputy
Commissioner or the Commissioner, will take action deemed appropriate to
remedy the situation during the investigation.


4 ODEO will determine if the complaint is appropriate for mediation. If so, ODEO will
offer both parties the opportunity to mediate. Mediation is a voluntary alternative
dispute resolution process and both parties must agree to mediate the complaint.  If
mediation fails, ODEO will conduct an impartial investigation.


If ODEO determines that mediation is not appropriate, ODEO will conduct an impartial
investigation, which may include interviews with, or statements from, all parties
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involved, including the complainant, respondent, complainant's supervisor(s),
witnesses, and co-workers; and a review of all pertinent records or documents relating
to the complaint.


ODEO has the discretion to accept a complaint after either party has terminated
employment with DEED.


5 ODEO will complete an investigation and provide a written notice of completion within
60 days of determining jurisdiction, or within timelines established by collective
bargaining agreements. ODEO will notify the complainant if circumstances prevent
completion of the investigation within established timelines.


Upon completion of the investigation, ODEO will prepare a written investigation report
determining whether the complaint was substantiated. ODEO will present the written
report to human resources, the division director, and any other management staff as
appropriate.


ODEO will provide written notification to the complainant and the respondent to inform
them the investigation is complete. To the extent possible under the Minnesota Data
Practices Act, ODEO will provide information about any action that has been taken.


According to Minnesota Administrative Rules 3905.0500 Requirement for Complaint
Procedures, ODEO will notify the Commissioner of Minnesota Management and
Budget (MMB) regarding the disposition of the complaint within 30 days of final
determination.


Human
Resources and
Appropriate
Management
Staff


6 Human resources and the appropriate management staff will review the investigation
report and, if deemed necessary, take proper corrective action up to and including
discharge when the investigative findings give merit to the allegations in the complaint.


NOTE: Human resources and appropriate management, not ODEO, are responsible
for corrective and disciplinary action, follow-up inquiries, and any training that is
necessary.


Appeal Process


Within ten business days following the notification of a complaint disposition, a respondent may file a union
grievance or appeal the decision to the Commissioner in writing. The Commissioner (or his or her designee)
will review the appeal and provide a written decision in response within a reasonable time period. The
Commissioner's decision is final.


External Options


Sexual harassment may be a violation of one or more of the following:


Title VII of the Civil Rights Act of 1964, as amended
Minnesota Human Rights Act (Chapter 363A)
Minnesota Women's Economic Security Act (WESA) (2014)


Complainants are encouraged to use the agency's internal complaint procedure, but may also choose to file
a sexual harassment complaint externally with the Equal Employment Opportunity Commission (EEOC), the
Minnesota Department of Human Rights, or other legal channels.


The U.S. Equal Employment Opportunity Commission (EEOC)



https://www.revisor.mn.gov/statutes/?id=13.43

https://www.revisor.mn.gov/statutes/?id=13.43

https://www.revisor.mn.gov/rules/?id=3905.0500

https://www.revisor.mn.gov/rules/?id=3905.0500

http://www.eeoc.gov/laws/statutes/titlevii.cfm

http://www.eeoc.gov/laws/statutes/titlevii.cfm
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The EEOC is a federal enforcement agency that enforces federal employment nondiscrimination
and harassment laws.  You can file a charge through the online portal.  Visit the EEOC website on
more information about filing a charge.


Minnesota Department of Human Rights (MDHR)


MDHR is the state's enforcement agency that enforces nondiscrimination and harassment laws
under the Minnesota Human Rights Act.  You may choose to start the complaint process on the
MDHR website by submitting an online form, or by contacting MDHR by telephone, mail, or in
person.


Minnesota Department of Human Rights
Freeman Building
625 Robert Street North
Saint Paul, MN 55155
Email info.MDHR@state.mn.us 
St. Paul Office Phone 651.539.1100
St. Cloud Office Phone 320.407.8288


TRAINING


ODEO provides training on this policy at New Employee Orientation. Additionally, ODEO provides ongoing
training sessions on recognizing, preventing, and responding to all forms of discrimination, including sexual
harassment, in the workplace. All DEED employees must attend this training session once every five years.


EQUIPMENT, SOFTWARE, COMPUTER/TELEPHONE SUPPORT AND SUPPLIES


For additional information, contact the Office of Diversity and Equal Opportunity at
DEED.ODEO@state.mn.us or Ann Feaman, 651.259.7097 (voice); 651.297.5343 (fax).


Department of Employment & Economic Development 
1st National Bank Building
332 Minnesota Street, Suite E200
St. Paul, Minnesota 55101-1351
Phone 651.259.7094
Fax 651.297.5343
Email: DEED.ODEO@state.mn.us


This information is available in alternate formats by calling 651.259.7094.


Return to PPM Homepage Last modified: 01/18
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POLICY 


The Minnesota Department of Employment and Economic Development 
(DEED) is committed to the fair and equal employment of people with 
disabilities. Reasonable accommodation is the key to this non-discrimination 
policy. While many individuals with disabilities can work without 
accommodation, other qualified employees and applicants face barriers to 
employment without the accommodation process.  


It is the policy of DEED to accommodate qualified individuals with disabilities 
unless the accommodation would impose an undue hardship or direct threat. 
In accordance with the Minnesota Human Rights Act and the Americans with 
Disabilities Act (ADA), accommodations are provided to qualified individuals 
with disabilities when such accommodations are directly related to performing 
the essential functions of a job, competing for a job, or for equal benefits and 
privileges of employment. This policy applies to all applicants, employees, and 
employees seeking promotional opportunities. 
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DEFINITIONS 


Applicant 
A person who expresses interest in employment and satisfies the minimum 
requirements for application as established by the job posting and job 
description. 
 
Americans with Disabilities Act (ADA) Coordinator  
DEED is required to appoint an ADA coordinator to direct and coordinate 
agency compliance with the ADA. 
 
Direct Threat 
A significant risk of substantial harm to the health or safety of the individual or 
others that cannot be eliminated or reduced by reasonable accommodation. 
The determination that an individual poses a direct threat will be based on an 
individualized assessment. Factors to be considered include duration of the 
risk; nature and severity of the potential harm; likelihood that the potential 
harm will occur; and imminence of the potential harm.  
 
Essential Functions 
Tasks that are basic, necessary, or fundamental to the job. A function can be 
essential if the job exists specifically to perform the function(s); there are a 
limited number of employees who could perform the function(s); or the 
function(s) are specialized and the individual is hired based on the employee’s 
expertise. 
 
Health Care Professional 
A person who is licensed to practice in a field of health care that includes the 
diagnoses and assessment of the particular disability or disabilities in 
question  Appropriate professionals include, but are not limited to, doctors 
(including psychiatrists), psychologists, nurses, physical therapists, 
occupational therapists, speech therapists, vocational rehabilitation 
specialists, and licensed mental health professionals. 
 
Interactive Process 
A two-way interactive discussion that employers and employees use to 
determine an effective reasonable accommodation that will allow the person 
with a disability to perform the essential functions of a particular job. 
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Major Life Activity 
Basic activities people in the general population can perform with little or no 
difficulty.  Examples include, but are not limited to, walking, seeing, hearing, 
caring for one’s self, performing manual tasks, speaking, sleeping, breathing, 
concentrating, learning, and working. Also included in major life activities are 
the operation of major bodily functions, including the immune system; normal 
cell growth, digestive, bowel, neurological, circulatory, and reproductive 
functions.  
 
Individual with a Disability 
For purposes of this policy, someone who has a physical, sensory, or mental 
impairment that substantially limits one or more major life activities; or has a 
record or history of such impairment; or is regarded as having an impairment. 
 
Qualified Individual with a Disability 
An individual who satisfies the requisite skill, experience, education, and other 
job-related requirements of the job that the individual holds or desires; and 
can perform the essential functions of the position with or without reasonable 
accommodation. 
 
Reasonable Accommodation 
A reasonable accommodation is a modification or adjustment to a job, an 
employment practice, or the work environment that makes it possible for a 
qualified individual with a disability to enjoy an equal employment opportunity.  


Reasonable accommodation applies to three aspects of employment: 1) to 
assure equal opportunity in the employment process; 2) to enable a qualified 
individual with a disability to perform the essential functions of a job; and 3) to 
enable an employee with a disability to equally enjoy all benefits and 
privileges of employment. 


An individual’s preference will be given consideration; however, DEED may 
choose an equally effective accommodation that is less expensive or easier to 
obtain. 


Examples of accommodations may include acquiring or modifying equipment 
or devices; modifying training materials; making facilities readily accessible; 
modifying work schedules; and reassignment to a vacant position. 


The following examples are NOT accommodations: 


• Elimination of essential job functions; 
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• Creation of  a new job; 
• Lower production standards; or 
• Supplying personal-use items such as glasses or hearing aids. 


Undue Hardship 
A specific reasonable accommodation that would require significant difficulty 
or expense. Undue hardship is determined on a case-by-case basis. DEED is 
not required to provide accommodations that would impose an undue 
hardship on the operation of the agency.  


 


REQUESTING REASONABLE ACCOMMODATIONS 


In order to qualify for a reasonable accommodation an individual must be 
qualified and have a disability as defined by the ADA or the Minnesota Human 
Rights Act. The determination of whether an impairment substantially limits a 
major life activity requires an individualized assessment. 


The reasonable accommodation procedure is an interactive process and 
requires participation by both the individual with a disability, the supervisor, 
and the ADA Coordinator. It may require periodic reviews to determine the 
continued effectiveness of the accommodations implemented.   


An employee may request a reasonable accommodation at any time even if 
the individual has not previously disclosed the existence of a disability or the 
need for an accommodation.  A request is any communication in which the 
individual asks or states that they need DEED to provide or change something 
because of a medical condition.  The reasonable accommodation process 
begins as soon as possible after the request for accommodation is made.  


Supervisors and managers have the authority to approve accommodation 
requests for standard office equipment that is needed as a reasonable 
accommodation and adaptive items costing less than $250 or standard office 
equipment of any value that would be purchased for any employee who did 
not request an accommodation. 


Procedure for Current Employees 


1. Employees must inform either their Supervisor or the ADA Coordinator 
that there is a need for an accommodation.  A Reasonable 
Accommodation Request Form should be completed by the employee 
and given to the ADA Coordinator.  



https://connect2.mn.gov/sites/DEED-DEN/Forms/request-accommodation.pdf

https://connect2.mn.gov/sites/DEED-DEN/Forms/request-accommodation.pdf
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2. The ADA Coordinator will, in consultation with the individual and 
supervisor: 


a. Discuss the purpose and essential functions of the particular job 
involved.  It may be necessary to complete a step-by-step job 
analysis.  


b. Determine the precise job-related limitation(s). 
c. Identify the potential accommodation that is the most appropriate 


for both the individual and DEED.  While an individual’s 
preference will be given consideration, DEED may choose among 
equally effective accommodations and may choose the one that is 
less expensive or easier to provide.  


3. If the ADA Coordinator believes medical documentation is necessary to 
identify the individual’s functional limitations, the effect of the impairment 
on the job duties, or other job related limitations, the ADA Coordinator 
will provide a medical release of information to the employee to 
sign.  The ADA Coordinator will then send a letter to the individual’s 
provider seeking information specific to the reasonable accommodation 
request.  
 


4. If the request is approved, the supervisor will be sent the Reasonable 
Accommodation Agreement by the ADA Coordinator. It must be signed 
by the employee and the supervisor.  Supervisors must return the 
signed document to the ADA Coordinator.  
 


5. DEED’s ADA Coordinator is the agency’s decision maker for reasonable 
accommodation requests outside of the supervisors’ and managers’ 
authority.  
 


6. If the request is denied by the ADA Coordinator the employee will 
receive, in writing, the explanation for denial. The employee may follow 
the appeal process identified below. 
 


7. If an accommodation cannot overcome the existing barriers or if the 
accommodation would cause an undue hardship on the operation of the 
agency, the ADA Coordinator and employee will work together with HR 
to determine whether reassignment to a vacant position may be an 
appropriate accommodation.  Reassignment is considered only when no 
other accommodation is available.  
 
DEED may look at transfer, mobility, appointment, noncompetitive, and 
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competitive opportunities. DEED is not required to create a new job or 
to bump another employee from a job in order to provide a 
reassignment as a reasonable accommodation. 


NOTE: A Reasonable Accommodation Request Form must be completed for 
all accommodation requests and submitted to the ADA Coordinator for 
processing.  All medical information pertaining to reasonable accommodation 
is kept in the confidential medical file maintained by the Office of Diversity and 
Equal Opportunity (ODEO). 


Procedure for Job Applicants 


1. A job applicant will inform the hiring supervisor, the Human Resources 
staff, or the ADA Coordinator of the need for an accommodation in order 
to participate in any aspect of the hiring process.  
 


2. The request will be reviewed and a determination will be made as to the 
need for accommodation and, if so, select and implement an effective 
accommodation.  
 


3. Either the hiring supervisor, the Human Resources staff, or the ADA 
Coordinator takes the necessary steps to see that the accommodation 
is provided in a timely manner. If the accommodation is denied, inform 
the applicant within five (5) working days of the decision. 


NOTE: All tangible accommodations purchased by DEED are the property of 
the State of Minnesota. DEED will be responsible for maintenance of any 
equipment. 


 


POLICY FOR FUNDING ACCOMMODATIONS 


Funding must be approved by DEED for accommodations that do not cause 
an undue hardship. Hiring units or their divisions are required to assume the 
cost of accommodations. 


 


PROCEDURE FOR DETERMINING UNDUE HARDSHIP 


An interactive process must occur prior to the agency making a determination 
of undue hardship.  Determination includes granting the reasonable 



https://connect2.mn.gov/sites/DEED-DEN/Forms/request-accommodation.pdf
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accommodation in relationship to the size and resources of the agency and 
the impact the accommodation will have on the operations of the agency. 
Prior to denying a reasonable accommodation request due to lack of financial 
resources, the ADA Coordinator will consult with the State ADA Coordinator at 
MMB. 


 


CONFIDENTIALITY 


Medical Information 


The ADA Coordinator will keep all medical information or documentation 
obtained in connection with the reasonable accommodation process 
confidential. Physical copies of medical information are stored in a locked 
cabinet or office when not in use or unattended and maintained by ODEO.  
Generally, medical documentation obtained in connection with the reasonable 
accommodation process should only be reviewed by the agency ADA 
Coordinator or appropriate ODEO staff.  


The ADA Coordinator may only disclose medical information obtained in 
connection with the accommodation process to supervisors, managers, or 
agency HR staff who have a business need to know. Information that can be 
disclosed is limited and includes the employee’s necessary work restrictions 
and the necessary accommodations.  First aid and safety personnel are 
notified of the limitations if the employee may require emergency treatment or 
assistance in an emergency evacuation. Information may also be shared with 
government officials such as the state ADA Coordinator or government 
officials assigned to advise or investigate agency compliance with the ADA.   


The fact than an individual is receiving an accommodation because of a 
disability is confidential and may only be shared with those individuals who 
have a need to know for purposes of implementing the accommodation, such 
as the requestor’s supervisor and the ADA Coordinator. 


If the supervisor receives any medical information, pertaining to a reasonable 
accommodation, it should be forwarded to the ADA Coordinator. Supervisors 
must only have the Reasonable Accommodation Agreement in their 
supervisory files. 
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APPEALING DENIALS 


Employees or applicants and supervisors or managers who are dissatisfied 
with the decisions pertaining an accommodation request may file a written 
appeal with DEED’s Commissioner.  The DEED Commissioner or his/her 
designee will review the information and make the final decision on appeal 
requests within 10 days of receiving the request for appeal. 


Further actions can be processed through other governmental agencies such 
as the Minnesota Department of Human Rights and the U.S. Equal 
Employment Opportunity Commission.  For more information on the appeal 
process and for answers to any questions about reasonable accommodation, 
contact the ADA Coordinator. 


 


ADA COORDINATOR 


Karen Lilledahl - ADA Coordinator 
651.259.7089 


Department of Employment & Economic Development  
1st National Bank Building 
332 Minnesota Street, Suite E200 
St. Paul, Minnesota 55101-1351 
Fax 651.297.5343 
Email: DEED.ODEO@state.mn.us 


This information is available in alternate formats by calling 651.259.7089.  
 


Return to PPM Homepage Last modified: 12/18 
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EQUAL OPPORTUNITY IS THE LAW


It is against the law for this recipient of Federal financial assistance to discriminate on the following bases: 
against any individual in the United States, on the basis of race, color, religion, sex (including pregnancy, 
childbirth, and related medical conditions, sex stereotyping, transgender status, and gender identity), national 
origin (including limited English proficiency), age, disability, or political affiliation or belief, or, against any 
beneficiary of, applicant to, or participant in programs financially assisted under Title I of the Workforce 
Innovation and Opportunity Act, on the basis of the individual’s citizenship status or participation in any WIOA 
Title I–financially assisted program or activity. 


The recipient must not discriminate in any of the following areas:  deciding who will be admitted, or have 
access, to any WIOA Title I–financially assisted program or activity; providing opportunities in, or treating any 
person with regard to, such a program or activity; or making employment decisions in the administration of, or 
in connection with, such a program or activity. 


Recipients of federal financial assistance must take reasonable steps to ensure that communications with 
individuals with disabilities are as effective as communications with others. This means that, upon request and 
at no cost to the individual, recipients are required to provide appropriate auxiliary aids and services to qualified 
individuals with disabilities. 


WHAT TO DO IF YOU BELIEVE YOU HAVE EXPERIENCED DISCRIMINATION


If you think that you have been subjected to discrimination under a WIOA Title I–financially assisted program 
or activity, you may file a complaint within 180 days from the date of the alleged violation with either: the 
recipient’s Equal Opportunity Officer (or the person whom the recipient has designated for this purpose); 


Local Equal Opportunity (EO) Officer: 


WIOA EO Officer: Karen Lilledahl, DEED, Office of Diversity & Equal Opportunity, 1st National Bank Building, 332 Minnesota 
Street E200, St. Paul, MN 55101, 651-259-7089 (Voice), 651-297-5343 (Fax), Karen.Lilledahl@state.mn.us  


or 
State EO Officer: Ann Feaman, DEED, Office of Diversity & Equal Opportunity, 1st National Bank Building, 332 Minnesota Street 
E200, St. Paul, MN 55101, 651-259-7097 (Voice), 651-297-5343 (Fax), Ann.Feaman@state.mn.us  


Director, Civil Rights Center (CRC), U.S. Department of Labor 
200 Constitution Avenue NW, Room N-4123, Washington, DC 20210 
or electronically as directed on the CRC website at www.dol.gov/crc. 


If you file your complaint with the recipient, you must wait either until the recipient issues a written Notice of 
Final Action, or until 90 days have passed (whichever is sooner), before filing with the Civil Rights Center (see 
address above).  If the recipient does not give you a written Notice of Final Action within 90 days of the day on 
which you filed your complaint, you may file a complaint with CRC before receiving that Notice. However, you 
must file your CRC complaint within 30 days of the 90-day deadline (in other words, within 120 days after the 
day on which you filed your complaint with the recipient).  If the recipient does give you a written Notice of 
Final Action on your complaint, but you are dissatisfied with the decision or resolution, you may file a 
complaint with CRC. You must file your CRC complaint within 30 days of the date on which you received the 
Notice of Final Action. 
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VAJ HUAM SIB LUAG YOG TXOJ CAI LIJCHOJ 


Nws tsis haum raws txoj cai lijchoj txog ntawm tus neeg txais nkag rau kev pab nyiaj ntawm Tsoom Fwv no 
uas muaj kev ntxub ntxaug raws cov hauv paus txuas ntxiv mus no: rau ib tug neeg twg hauv Teb Chaws 
Meskas, hais raws haiv neeg, cev nqaij daim tawv, kev cai dab qhuas, poj niam txiv neej (xam muaj kev xeeb 
tub, kev yug menyuam, thiab lwm yam kev kho mob uas ntsig txog, kev tsheej poj niam lossis txiv neej, kev 
hloov mus ua poj niam lossis txiv neej, thiab kev zeem poj niam lossis txiv neej), keeb kwm haiv neeg (xam 
muaj kev txawj lus Askiv tsawg), hnub nyoog, kev xiam oob qhab, lossis kev koom tes lossis kev ntseeg fab 
nom tswv, lossis, rau tus neeg tau txais txiaj ntsim ntawm, tus neeg tso npe thov rau, lossis tus neeg koom rau 
hauv cov phiaj xwm uas tau txais kev pab nyiaj txiag raws Title I ntawm Tsab Cai Tswv Yim Tshiab thiab Vaj 
Huam Sib Luag ntawm Hwj Chim Dag Zog (Workforce Innovation and Opportunity Act), saum tus neeg qhov 
zwj ceeb kev yog pej xeem huav hwm lossis kev koom rau hauv ib lub phiaj xwm lossis ib txoj dej num pab 
nyiaj txiag ntawm WIOA Title I twg. 


Tus neeg txais nkag yuav tsum tsis txhob muaj kev ntxub ntxaug nyob rau ib qho twg ntawm cov txuas ntxiv 
mus no: kev txiav txim siab yuav txais leej twg, lossis muaj kev nkag mus rau ib lub phiaj xwm lossis dej num 
pab nyiaj txiag WIOA Title I; kev muab caij nyoog zoo, lossis kev pab ib tug neeg twg hauv lub phiaj xwm 
lossis txoj dej num ntawd; lossis kev txiav txim siab muab haujlwm rau ua nyob rau hauv kev tswj xyuas lossis 
kev txuas nrog lub phiaj xwm lossis txoj dej num ntawd. 


Cov neeg txais nkag ntawm kev pab nyiaj txiag hauv tsoom fwv yuav tsum siv cov kauj ruam uas muaj kev 
feem xyuam los mus ua kom ntseeg tau hais tias kev sib txuas lus nrog cov neeg uas muaj kev xiam oob qhab 
kom zoo tib yam nkaus li lwm leej lwm tus. Qhov nov txhais tau hais tias raws kev thov thiab tsis sau nqi dab 
tsi rau tus neeg ntawd, cov neeg txais nkag yuav tau muab tej kev pab thiab kev pab cuam yam tsim nyog rau 
cov neeg xiam oob qhab uas tsim nyog tau txais. 


YUAV UA LI CAS YOG KOJ NTSEEG TIAS KOJ TAU TXAIS KEV NTXUB NTXAUG 


Yog koj xav tias koj tau txais kev ntxub ntxaug hauv ib lub phiaj xwm lossis ib txoj dej num pab nyiaj txiag 
WIOA Title I twg, koj kuj yuav tuaj yeem xa ntawv foob kev tsis txaus siab tsis dhau 180 hnub suav txij hnub 
uas muaj kev ua txhaum nrog tsis hais leej twg los xij: tus neeg txais nkag tus Tub Coj Xwm Vaj Huam Sib 
Luag (Equal Opportunity Officer) (lossis tus neeg txais nkag tau tawm qauv rau lub hom phiaj no); 


Tus Tub Coj Xwm Vaj Huam Sib Luag (EO, Equal Opportunity) Hauv Cheeb Tsam Ze:  
 
 


Tub Coj Xwm EO ntawm WIOA: Karen Lilledahl, DEED, Office of Diversity & Equal Opportunity, 1st 
National Bank Building, 332 Minnesota Street E200, St. Paul, MN 55101, 651-259-7089 (Suab), 651-297-5343 
(Fax), Karen.Lilledahl@state.mn.us 


Lossis 


Tub Coj Xwm EO hauv Xeev: Ann Feaman, DEED, Office of Diversity & Equal Opportunity, 1st National 
Bank Building, 332 Minnesota Street E200, St. Paul, MN 55101, 651-259-7097 (Suab), 651-297-5343 (Fax), 
Ann.Feaman@state.mn.us 
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Thawj Tswj, Chaw Saib Xyuas Kev Muaj Cai ntawm Pej Xeem (CRC), Rooj Tsav Xwm Saib Xyuas Dag 
Zog hauv Teb Chaw Meskas (Director, Civil Rights Center (CRC), U.S. Department of Labor) 
200 Constitution Avenue NW, Room N-4123, Washington, DC 20210 
lossis xa ncaj nraim raws electronic saum lub website CRC ntawm 
www.dol.gov/crc. 


Yog tias koj xa ntawv foob koj li kev tsis txaus siab nrog tus tau txais kev pab, koj yuav tsum tos kom txog ntua 
thaum uas tus neeg txais nkag tawm ib tsab Ceeb Toom Kev Foob Zaum Kawg (Notice of Final Action), lossis 
txog ntua 90 hnub dhau mus (qhov twg los xij uas sai dua), ua ntej yuav foob rau lub Chaw Saib Xyuas Kev 
Muaj Cai ntawm Pej Xeem (Civil Rights Center) (saib qhov chaw nyob saum toj no). Yog tias tus neeg txais 
nkag tsis tau muab tsab Ceeb Toom Kev Foob Zaum Kawg rau koj tsis dhau 90 suav txij hnub uas koj tau xa 
qhov kev tsis txaus siab, koj kuj yuav foob qhov kev tsis txaus siab rau CRC ua ntej yuav tau txais tsab Ceeb 
Toom ntawd. Li cas los xij, koj yuav tsum xa koj qhov kev tsis txaus siab rau CRC tsis dhau 30 hnub tom qab 
tag sij hawm 90 hnub mus lawm (hais ua lwm lo lus, tsis dhau 120 hnub tom qab hnub uas koj tau xa koj li kev 
tsis txaus siab rau tus neeg txais nkag). Yog tias tus neeg txais nkag tsis muab tsab Ceeb Toom Kev Foob Zaum 
Kawg rau koj raws koj qhov kev tsis txaus siab, tab sis koj ho tsis txaus siab rau qhov kev txiav txim lossis qhov 
kev daws teeb meem, koj kuj yuav tuaj foob qhov kev tsis txaus siab rau CRC. Koj yuav tsis foob koj qhov kev 
tsis txaus siab CRC tsis dhau 30 hnub suav txij hnub uas koj tau txais tsab Ceeb Toom Kev Foob Zaum Kawg. 
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القانون هو الفرص تكافؤ


 أساس على المتحدة، الولايات في فرد أي ضد التالية: الأسس على التمييز الفيدرالية المالية المساعدات متلقي يمارس أن للقانون المخالف من


 جنسيًا، المتحولين وحالة الجنسي، والتنميط الصلة، ذات الطبية والحالات والولادة، الحمل، ذلك في )بما الجنس أو الدين، أو اللون، أو العرق،


 ضد أو، السياسي، المعتقد أو الانتماء أو الإعاقة، أو السن، أو الإنجليزية(، للغة المحدود الإتقان ذلك في )بما القومي الأصل أو الجنسية(، والهُوية


 أساس على العاملة، القوى وفرص ابتكار قانون من الأول الباب بموجب المالية المساعدات برامج في مشاركًا أو الطلب، مُقدم أو من، مستفيد يأ


 العاملة. القوى وفرص ابتكار قانون من الأول الباب بموجب مالية بمساعدة نشاط أو برنامج أي في المشاركة أو الفرد مواطنة حالة


 نشاط أو برنامج أي إلى الوصول، له يحق أو له، سيُصرح من تحديد التالية: المجالات من مجال أي في التمييز ممارسة عدم المتلقي ىعل يجب


 هذا مثل يخص، فيما شخص أي معالجة أو في، فرص توفير أو العاملة؛ القوى وفرص ابتكار قانون من الأول الباب بموجب مالية مساعدة


 نشاط. أو برنامج مثل مع، اتصال في أو إدارة، في العمل قرارات اتخاذ أو اط؛النش أو البرنامج


 الآخرين. مع التواصل مثل فعّال الإعاقة ذوي الأفراد مع التواصل أن لضمان معقولة خطوات اتخاذ الفيدرالية المالية المساعدة متلقي على يجب


 المؤهلين للأفراد المناسبة والخدمات الثانوية المساعدات تقديم المتلقين من مطلوب كلفة،ت أي تحملهم ودون الأفراد طلب على بناءً  أنه، يعني هذا


 الإعاقة. ذوي


التمييز من لنوع تعرضت أنك اعتقدت إن تفعل ماذا


 القوى وفرص رابتكا قانون من الأول الباب بموجب مالية مساعدة نشاط أو برنامج إطار في التمييز أنواع لأحد تعرضت أنك تعتقد كنت إذا


 يعينه الذي الشخص )أو للمتلقين الفرص تكافؤ مسؤول من: أي إلى المزعوم الانتهاك تاريخ من يومًا 180 خلال شكوى تقديم لك فيجوز العاملة،


  الغرض(؛ لهذا المتلقي


 أو


Labor of Department U.S. (CRC), Center Rights Civil Director, 


20210 DC Washington, 4123,-N Room NW, ueAven Constitution 200  


.www.dol.gov/crc خلال من الإلكتروني الإنسان حقوق مركز موقع على المتاحة التوجيهات حسب إلكترونيًا أو


 )أيهما يومًا 90 مرور حتى الانتظار أو النهائي للإجراء كتابي إشعار المتلقي يصدر حتى إما تنتظر أن فيجب المتلقي، إلى شكواك قدمت إذا


 من يومًا 90 خلال النهائي للإجراء كتابي إشعار المتلقي يصدر لم إذا  أعلاه(. العنوان )انظر الإنسان حقوق مركز إلى الشكوى تقديم قبل أقرب(


 حقوق مركز لىإ شكواك تقدم أن يجب ذلك، ومع الإشعار. هذا تلقي قبل الإنسان حقوق مركز لدى شكوى تقديم لك فيجوز شكواك، تقديم يوم


 أرسل إذا  المتلقي(. إلى شكواك فيه قدمت الذي اليوم بعد يومًا 120 خلال آخر، بمعنى )أو يومًا التسعين مهلة من يومًا 30 غضون في الإنسان


 حقوق مركز إلى شكوى تقديم لك فيجوز المتخذ القرار عن راض   غير كنت إذا ولكن شكواك، بشأن النهائي بالإجراء كتابي إشعار إليك المتلقي


 النهائي. الإجراء إشعار فيه تلقيته الذي التاريخ من يومًا 30 غضون في الإنسان حقوق مركز إلى الشكوى تقدم أن يجب الإنسان.


Local Equal Opportunity (EO) Officer: 


WIOA EO Officer: Karen Lilledahl, DEED, Office of Diversity & Equal Opportunity, 1st National Bank Building, 332 Minnesota 
Street E200, St. Paul, MN 55101, 651-259-7089 (Voice), 651-297-5343 (Fax), Karen.Lilledahl@state.mn.us  


 State EO Officer: Ann Feaman, DEED, Office of Diversity & Equal Opportunity, 1st National Bank Building, 332 Minnesota Street 
E200, St. Paul, MN 55101, 651-259-7097 (Voice), 651-297-5343 (Fax), Ann.Feaman@state.mn.us  







ໂອກາດທ່ີສະເໝີພາບແມ່ນລະບຽບກົດໝາຍ 


ຖືວ່າເປັນເລ່ືອງຜິດກົດໝາຍ ຖ້າວ່າຜູ່ທ່ີໄດ້ຮັບການຊ່ວຍເຫືຼອດ້ານການເງິນຂອງຣັຖບານກາງ ໄດ້ຮັບການຈໍາແນກບົນ 
ພ້ືນຖານດ່ັງຕ່ໍໄປນ້ີ: ເປັນການຕ່ໍຕ້ານຂອງແຕ່ລະບຸກຄົນໃນສະຫະຣັຖ ບົນພ້ືນຖານຂອງເຊ້ືອຊາດ, ສີຜິວ, ສາສະໜາ, ເພດ 
(ລວມທັງ: ການຖືພາ, ການເກີດລູກ ແລະ ເງ່ືອນໄຂດ້ານການແພດທ່ີກ່ຽວຂ້ອງ, ການເປັນຕົວແບບທາງເພດ, 
ສະພາບຂອງການເປັນຜູ່ທ່ີມີການບ່ຽງເບນທາງເພດ, ແລະ ຄວາມປະພຶດທາງເພດ), ຊາດກໍາເນີດ (ລວມທັງ 
ທັກສະພາສາອັງກິດທ່ີມີຈໍາກັດ), ອາຍຸ, ຄວາມເປັນຄົນພິການ, ຫືຼ ເຄືອຂ່າຍ ຫືຼ ຄວາມເຊ່ືອດ້ານການເມືອງ, ຫືຼ 
ຕ່ໍຕ້ານຜົນປະໂຫຍດ, ຜູ່ສະໝັກ ຫືຼ ການເຂ້ົາຮ່ວມໂຄງການທ່ີໃຫ້ການຊ່ວຍເຫືຼອດ້ານການເງິນພາຍໃຕ້ ຫົວຂ້ໍ I 
ຂອງກົດໝາຍວ່າດ້ານການປ່ຽນແປງແຮງງານ ແລະ ກາລະໂອກາດ (Workforce Innovation and Opportunity Act – 
WIOA) ບົນພ້ືນຖານຂອງສະພາບຂອງການເປັນພົນລະເມືອງຂອງບຸກຄົນ ຫືຼ ການເຂ້ົາຮ່ວມໃນ ຫົວຂ້ໍ I - ໂຄງການ ຫືຼ 
ກິດຈະກໍາທ່ີໃຫ້ການຊ່ວຍເຫືຼອດ້ານການເງິນຂອງ WIOA. 


ຜູ່ໄດ້ຮັບຕ້ອງບ່ໍຖືກຈໍາແນກໃນຂົງເຂດດ່ັງຕ່ໍໄປນ້ີ: ຕັດສິນວ່າຜູ່ໃດຈະຮັບເຂ້ົາ ຫືຼ ເຂ້ົາຮ່ວມໂຄງການ ຫືຼ 
ກິດຈະກໍາຊ່ວຍເຫືຼອດ້ານການເງິນໃດໜ່ຶງໃນ ຫົວຂ້ໍ I ຂອງ WIOA; ໃຫ້ໂອກາດ ຫືຼ ເຮັດກັບບຸກຄົນໃດກ່ໍຕາມກ່ຽວກັບໂຄງການ 
ຫືຼ ກິດຈະກໍາດ່ັງກ່າວ; ຫືຼ ຕັດສິນກ່ຽວກັບການວ່າຈ້າງໃນການເຂ້ົາບໍລິຫານ ຫືຼ ກ່ຽວກັບໂຄງການ ຫືຼ ກິດຈະກໍາດ່ັງກ່າວ. 


ຜູ່ໄດ້ຮັບການຊ່ວຍເຫືຼອດ້ານການເງິນຂອງຣັຖບານກາງ ຕ້ອງປະຕິບັດຕາມຂ້ັນຕອນທ່ີສົມເຫດສົມຜົນໃນການຮັບປະກັນວ່າ 
ການສ່ືສານກັບບຸກຄົນທ່ີມີຄວາມພິການ ມີປະສິດທິຜົນເທ່ົາກັບການສ່ືສານກັບຄົນອ່ືນ. ນ້ີໝາຍຄວາມວ່າ 
ຖ້າວ່າມີການຮຽກຮ້ອງ ແລະ ບ່ໍມີການເກັບຄ່າໃຊ້ຈ່າຍກັບບຸກຄົນດ່ັງກ່າວ, ຜູ່ໄດ້ຮັບ ຕ້ອງໃຫ້ຄວາມຊ່ວຍເຫືຼອ ແລະ 
ໃຫ້ບໍລິການເສີມແກ່ຜູ່ທ່ີເປັນຄົນພິການທ່ີສົມຄວນຈະໄດ້ຮັບສິດ. 


ທ່ານຈະເຮັດແນວໃດຖ້າທ່ານເຊ່ືອວ່າທ່ານຖືກຈໍາແນກ 


ຖ້າທ່ານຄຶດວ່າ ທ່ານຖືກຈໍາແນກພາຍໃຕ້ໂຄງການ ຫືຼ ກິດຈະກໍາກ່ຽວກັບການຊ່ວຍເຫືຼອດ້ານການເງິນ - ຫົວຂ້ໍ I ຂອງ WIOA, 
ທ່ານສາມາດປະກອບເອກະສານຮ້ອງຮຽນພາຍໃນ 180 ວັນ ນັບຈາກວັນທີທ່ີຢືນຢັນວ່າໄດ້ຮັບການລະເມີດ: 
ເຈ້ົາໜ້າທ່ີໃຫ້ໂອກາດທ່ີສະເໝີພາບ (Equal Opportunity Officer) ຂອງຜູ່ຮັບ (ຫືຼ 
ບຸກຄົນທ່ີຜູ່ໄດ້ຮັບໄດ້ມອບໝາຍເພ່ືອຈຸດປະສົງນ້ີ); 


ເຈ້ົາໜ້າທ່ີໃຫ້ໂອກາດທ່ີສະເໝີພາບ (EO) ປະຈໍາເຂດທ້ອງຖ່ິນ:  


 


 


ພະນັກງານ EO ຂອງ WIOA: Karen Lilledahl, DEED, Office of Diversity & Equal Opportunity, 1st National 
Bank Building, 332 Minnesota Street E200, St. Paul, MN 55101, 651-259-7089 (ສຽງ), 651-297-5343 
(ແຟ໋ກ), Karen.Lilledahl@state.mn.us 


ຫືຼ 


ພະນັກງານ EO ຂອງຣັຖ: Ann Feaman, DEED, Office of Diversity & Equal Opportunity, 1st National Bank 
Building, 332 Minnesota Street E200, St. Paul, MN 55101, 651-259-7097 (ສຽງ), 651-297-5343 (ແຟ໋ກ), 
Ann.Feaman@state.mn.us 
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Director, Civil Rights Center (CRC), U.S. Department of Labor 
200 Constitution Avenue NW, Room N-4123, Washington, DC 
20210 ຫືຼ ສ່ົງທາງອິນເຕີເນັດຕາມຄໍາແນະນໍາຢູ່ເວັບໄຊທ໌ຂອງ CRC ທ່ີ 
www.dol.gov/crc. 


ຖ້າທ່ານປະກອບເອກະສານຮ້ອງຮຽນຂອງທ່ານໄປຫາຜູ່ຮັບ, ທ່ານຕ້ອງລໍຖ້າຈົນກວ່າ 
ຜູ່ຮັບອອກແຈ້ງການເຄ່ືອນໄຫວຂ້ັນສຸດທ້າຍ (Notice of Final Action) ແບບເປັນລາຍລັກອັກສອນ, ຫືຼຈົນກວ່າ 
ຫັຼງຈາກເວລາຜ່ານໄປ 90 ວັນ (ເຫດການໃດກ່ໍຕາມທ່ີເກີດຂ້ຶນກ່ອນ), 
ກ່ອນຈະປະກອບເອກະສານໄປຫາສູນສິດທິຂອງພົນລະເມືອງ (Civil Rights Center – CRC) (ເບ່ິງທ່ີຢູ່ຂ້າງເທິງ). ຖ້າວ່າຜູ່ຮັບ 
ບ່ໍຂຽນແຈ້ງການເຄ່ືອນໄຫວເປັນລາຍລັກອັກສອນໄປຫາທ່ານ ພາຍໃນ 90 ວັນ 
ນັບຈາກວັນທີທ່ີທ່ານປະກອບເອກະສານຮ້ອງຮຽນ, ທ່ານສາມາດປະກອບເອກະສານຮ້ອງຮຽນໄປຫາ CRC 
ກ່ອນຈະໄດ້ຮັບແຈ້ງການສະບັບນ້ັນ. ເຖິງຢ່າງໃດກ່ໍຕາມ, ທ່ານຕ້ອງປະກອບເອກະສານຮ້ອງຮຽນໄປຫາ CRC ຂອງທ່ານພາຍໃນ 
30 ວັນ ຢູ່ໃນກໍານົດເສ້ັນຕາຍ 90 ວັນ (ຖ້າບ່ໍດ່ັງນ້ັນ, ພາຍໃນ 120 ວັນ 
ຫັຼງຈາກວັນທີທ່ີທ່ານປະກອບເອກະສານຮ້ອງຮຽນຂອງທ່ານໄປຫາຜູ່ຮັບ). ຖ້າຫາກຜູ່ຮັບ 
ເຮັດແຈ້ງການເຄ່ືອນໄຫວຄ້ັງສຸດທ້າຍແບບເປັນລາຍລັກອັກສອນໄປຫາທ່ານເມ່ືອທ່ານຮ້ອງຮຽນ, 
ແຕ່ວ່າທ່ານບ່ໍພໍໃຈກັບຄໍາຕັດສິນ ຫືຼ ວິທີແກ້ໄຂບັນຫາ, ທ່ານສາມາດປະກອບເອກະສານຮ້ອງຮຽນໄປຫາ CRC. 
ທ່ານຕ້ອງປະກອບເອກະສານຮ້ອງຮຽນໄປຫາ CRC ຂອງທ່ານພາຍໃນ 30 ວັນ 
ນັບຈາກວັນທີທ່ີທ່ານໄດ້ຮັບແຈ້ງການເຄ່ືອນໄຫວຄ້ັງສຸດທ້າຍ. 



http://www.dol.gov/crc.





РАВНЫЕ ВОЗМОЖНОСТИ ОБЕСПЕЧИВАЮТСЯ ЗАКОНОМ 


Получатель финансовой помощи по федеральной программе не имеет права нарушать закон, прибегая к 
дискриминации любого физического лица в США на основе расовой принадлежности, цвета кожи, 
вероисповедания, пола (включая беременность, рождение ребенка и связанное с этим состояние здоровья, 
половые стереотипы, статус трансгендера и гендерную идентичность), национальности (включая 
недостаточный уровень владения английским языком), возраста, ограничения физических и умственных 
возможностей, политической принадлежности и взглядов, а также дискриминации любого лица, получающего 
помощь по программе, кандидата на участие или участника программ помощи, финансируемых согласно 
Разделу I Закона об инновациях в сфере занятости и новых возможностях трудоустройства (WIOA), на основе 
гражданства либо участия в программе/мероприятии, финансируемых согласно Разделу I WIOA (программы и 
мероприятия, получающие финансовую помощь). 


 
Получатель обязан не допускать дискриминации, принимая решение о том, кто будет принят в программу 
помощи, финансируемую согласно Разделу I закона WIOA, или получит к ней доступ; предоставляя 
возможности участия в такой программы и в ходе мероприятий, проводимых в связи с ней, и работая с 
участниками; принимая решения о трудоустройстве в процессе реализации такой программы или мероприятий, 
связанных с ней. 


 
Получатели финансовой помощи по федеральной программе должны предпринять необходимые шаги, чтобы 
общение с лицами, чьи физические или умственные возможности ограничены, было не менее продуктивным, 
чем с другими лицами. Это означает, что по запросу получатели обязаны бесплатно предоставить 
квалифицированным лицам с ограниченными возможностями надлежащие вспомогательные средства и услуги. 


 
ЧТО ДЕЛАТЬ, ЕСЛИ ВЫ СТОЛКНУЛИСЬ С ДИСКРИМИНАЦИЕЙ 


Если вы полагаете, что при участии в мероприятии или обращении в программу помощи, которые 
финансируются согласно Разделу I закона WIOA, вы столкнулись с дискриминацией, то в течение 180 дней с 
даты предполагаемого нарушения вы можете подать жалобу получателю на имя контролера по обеспечению 
равных возможностей (либо лица, которое получатель назначил на эту роль), 
 
Local Equal Opportunity (EO) Officer:  
 
 
 
 
WIOA EO Officer: Karen Lilledahl, DEED, Office of Diversity & Equal Opportunity, 1st National Bank Building, 332 Minnesota 
Street E200, St. Paul, MN 55101, 651-259-7089 (Voice), 651-297-5343 (Fax), Karen.Lilledahl@state.mn.us 
or 
State EO Officer: Ann Feaman, DEED, Office of Diversity & Equal Opportunity, 1st National Bank Building, 332 Minnesota Street 
E200, St. Paul, MN 55101, 651-259-7097 (Voice), 651-297-5343 (Fax), Ann.Feaman@state.mn.us 
 
директору Центра гражданских прав в Министерстве труда США по адресу: Director, Civil Rights Center 
(CRC), U.S. Department of Labor 
200 Constitution Avenue NW, Room N-4123, Washington, DC 20210. 
Кроме того, вы можете подать жалобу в электронном виде на странице центра CRC www.dol.gov/crc. 


Прежде чем подавать жалобу в Центр гражданских прав (адрес центра указан выше), вы должны подать жалобу 
контролеру и дождаться от получателя письменного извещения об окончательном решении либо подождать 
90 дней (в зависимости от того, какое из указанных событий наступит раньше).  Если в течение 90 дней со дня 
подачи жалобы получатель не направил вам письменное извещение об окончательном решении, вы можете 
подать жалобу в центр CRC, не дожидаясь извещения. При этом жалобу в центр CRC необходимо подать в 
течение 30 дней по истечении указанного 90-дневного срока (то есть в течение 120 дней с момента отправки 
жалобы получателю).  Если получатель предоставил письменное извещение об окончательном решении по 
вашей жалобе, но решение вас не удовлетворило, вы можете подать жалобу в центр CRC. Подать жалобу в 
центр CRC необходимо в течение 30 дней со дня получения извещения об окончательном решении. 
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公平機會受法律保障 


基於下列情形對聯邦財政援助接受人產生歧視，乃屬違法行為：針對種族、膚色、宗教、性別（包


括懷 孕、生產與相關醫療狀況、性別刻板印象、跨性別身分與性別認同）、原國籍（包括英語能


力有限）、 年齡、身心障礙或政治立場或信仰，歧視任何在美國的個人，或基於個人公民身分或


參與勞動力創新與 機會法案 (Workforce Innovation and Opportunity Act, WIOA) 第 I 編─財政援


助計畫或活動，歧視任何 WIOA 第 I 編財政援助計畫下之受益人、申請人或參與者。 


接受人不應在下列任何情形下受到歧視：決定何人將錄取，或有權參與 WIOA 第 I 編財政援助計畫


或活 動時；在該類計畫或活動中提供機會，或對待任何與該類計畫或活動相關的人士時；或做出


該類計畫或 活動行政部門，或與其相關之雇用決定時。 


財政援助接受人應採取合理措施，確保與身心障礙人士之間的溝通和其他人同樣有效。這意味著接


受人 一經要求，必須提供符合資格的身心障礙人士適當的輔助支援與服務，且不向該位人士收取


費用。 


若您認為自己受到歧視該怎麼辦？ 


若您認為自己在 WIOA 第 I 編─財政援助計畫或活動受到歧視，您可以自涉嫌違法之行為發生當日


起 180 天內，向以下人士提出申訴：接受人的公平機會官員 (Equal Opportunity Officer)（或接


受人為此指定 之人員）； 


Local Equal Opportunity (EO) Officer: 


WIOA EO Officer: Karen Lilledahl, DEED, Office of Diversity & Equal Opportunity, 1st National 


Bank Building, 332 Minnesota Street E200, St. Paul, MN 55101, 651-259-7089 (Voice), 651-297-


5343 (Fax), Karen.Lilledahl@state.mn.us 


or 


State EO Officer: Ann Feaman, DEED, Office of Diversity & Equal Opportunity, 1st National Bank 


Building, 332 Minnesota Street E200, St. Paul, MN 55101, 651-259-7097 (Voice), 651-297-5343 


(Fax), Ann.Feaman@state.mn.us  
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公民權利中心主任 (Director, Civil Rights Center, CRC)，美國勞工部 (U.S. 


Department of Labor) 200 Constitution Avenue NW, Room N-4123, 


Washington, DC 20210 


或按照公民權利中心 (CRC) 網站 www.dol.gov/crc 的指示，以電子通訊方式提出申訴。 


 


若您向接受人提出申訴，您必須等接受人提出書面最終審定通知書 (Notice of Final Action) 之後，或


提出 申訴超過 90 天（以先到者為準），才能向公民權利中心（見上方地址）提出申訴。若接受人未


在您提 出申訴當日起 90 天內，向您提出書面最終審定通知書，您可以在收到通知書之前向 CRC 提


出申訴。然 而，您必須在 90 天屆滿之日起 30 天內向 CRC 提出申訴（亦即，您向接受人提出申訴之


日起 120 天 內）。若接受人已向您提出書面最終審定通知書，但您不滿意該決定或決議，您可以向  


CRC 提出申訴。 您必須在收到最終審定通知書之日起 30 天內向 CRC 提出申訴。 
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FURSAD SIMMAN WAA SHARCIGA 


Sharciga ayay ka soo horjeedaa helitaankaan caawinta dhaqaalaha Faderaalka oo lagu takoorayo boosaska 
xiggo: waxay ka soo horjeedo shaqsi walba oo joogo Mareykanka, oo ku saleysan jinsiyada, midika, diinta, 
jinsiyada (oo ay ku jiraan uurka, dhalashada canuga, iyo xaaladaha caafimaadka ee la xiriirto, fikrada galmada, 
heerka labeebka, iyo aqoonsiga jinsiga), asalka dhalashada (oo ay ku jiraan aqoonta Ingiriiska xadidan), da’da, 
curyaannimada, ama ka mid ahaanshaha siyaasada ama aaminadaadaha, ama, ka soo horjeedo ka faa’ide walba, 
codsadaha, ama ka qeybqaadanayo barnaamijyada dhaqaale ahaan loogu caawiyay sida waafaqsan Title I ee 
Xeerka Fursada Shaqaalaha Cusub iyo Fursada, oo ku saleysan heerka muwaadinnimada shaqsiga ama ka 
qeybqaadanayo WIOA walba barnaamijka lagu caawiyay dhaqaale ahaan Title I ama howsha. 


Helaha waa inuusan ku takoorin kuwa walba ee aagaga: go’aansanayo cida laga diiwaangelinayo, ama geleysa, 
barnaamijka WIOA ee lagu caawiyay dhaqaale ahaan Title I ama howsha; siineyso fursadaha gudaha, ama ula 
dhaqmayo qof walba ee aan laga eegin, barnaamij noocaas ama howsha; ama sameynta go’aamada 
shaqaaleysiinta ee maamulka, ama la xiriirto, barnaamij noocaas ah ama howsha. 


 
Helayaasha caawinta dhaqaalaha faderaalka waa inay qaadaan tallaabooyin macquul ah oo lagu hubinayo in 
xiriirada shaqsiyaadka qaba curyaannimada ay u wax ku oolyihiin sida xiriirada dadka kale. Tani waxay la 
micna tahay in, xiliga codsiga oo lacag la’aan ku ah shaqsiga, helayaasha waxaa looga baahanyahay inay 
bixiyaan gargaarka dheeraad ku haboon iyo adeegyada shaqsiyaadka u qalma ee qaba curyaannimada. 


 
WAXA LA SAMEEYO HADDII AAD AAMINSANTAHAY INAAD LAKULANTAY 


TAKOORID 
 


Haddii aad u maleysay in laguugu sameeyay takoorida sida waafaqsan barnaamijka WIOA lagu caawiyay 
dhaqaalaha  Title I ama howsha, waxaad ku xareyn kartaa cabashada gudaha 180 maalmood ka bilow taariiqda 
xadgudubka eedeynta ah ee midkood: Sarkaalka Fursada Simman (ama qofka helaha u xilsaaray ujeedadaan); 


 
Fursada Simman ee Deegaanka (EO) Sarkaalka:  
 
 
 
 
WIOA EO Sarkaalka: Karen Lilledahl, DEED, Office of Diversity and Equal Opportunity (Xafiiska Kala duwanaanshaha iyo 
Fursada Simman), 1st National Bank Building (Dhismaha Qaranka 1aad), 332 Minnesota Street E200, St. Paul, MN 55101, 
651-259-7089 (Codka), 651-297-5343 (Fakis), Karen.Lilledahl@state.mn.us 
 
Gobolka EO Sarkaalka: Ann Feaman, DEED, Office of Diversity and Equal Opportunity (Xafiiska Kala duwanaanshaha iyo 
Fursada Simman), 1st National Bank Building (Dhismaha Qaranka 1aad), 332 Minnesota Street E200, St. Paul, MN 55101, 
651-259-7097 (Cod), 651-297-5343 (Fakis), Ann.Feaman@state.mn.us 
 
Director, Civil Rights Center (CRC), U.S. Department of Labor 
(Agaasimaha, Xarunta Xaquuqaha Madaniga, Waaxda Shaqada Mareykanka)  
200 Constitution Avenue NW, Room N-4123, Washington, DC 20210 
ama koronta ahaan sida loogu tilmaamay websaydka CRC ee www.dol.gov/crc. 
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Haddii aad ku xareysid cabashadaada helaha, waa inaad sugtaa midkood illaa helaha sameeyo Ogeysiin qoran ee 
Tallaabada Ugu dambeyso, ama illaa 90 maalmood ayaa dhaaftay (mid walboo degdega ah), ka hor inta aan lagu 
xareynin Xarunta Xaquuqda Rayidka (fiiri ciwaanka kore). Haddii helahaan uusan ku siinin Ogeysiin Qoran ee 
Tallaabada Ugu dambeyso oo gudaha 90 maalmood ee maalinta aad ku xareysay cabashadaada, waxaad ku 
xareyn kartaa cabasho CRC ka hor inta  aadan heli Ogeysiintaas. Si kastaba, waa inaad ku xareysaa 
cabashadaada CRC gduaha 30 maalmood ee dhammaadka waqtiga 90- (micnaha kale, gudaha 120 maalmood 
kadib maalinta aad ku xareysay caabshada helaha). Haddii helaha uu ku siiyo Ogeysiin qoran ee Tallaabada Ugu 
dambeyso ee cabashadaada, laakin aadan ku qanacsaneyn go’aanka ama xalinta, waxaad cabasho ku xareyn 
kartaa CRC. Waa inaad ugu xareysaa cabasho CRC gudaha 30 maalmood ee taariqda aad heshay Ogeysiinta 
Go’aanka Ugu dambeeyo. 







LA IGUALDAD DE OPORTUNIDAD ES LA LEY 
La ley prohíbe que este beneficiario de asistencia financiera federal discrimine por los siguientes motivos: 
contra cualquier individuo en los Estados Unidos por su raza, color, religión, sexo (incluyendo el embarazo, el 
parto y las condiciones médicas relacionadas, y los estereotipos sexuales, el estatus transgénero y la identidad 
de género), origen nacional (incluyendo el dominio limitado del inglés), edad, discapacidad, afiliación o 
creencia política, o contra cualquier beneficiario, solicitante de trabajo o participante en programas de 
capacitación que reciben apoyo financiero bajo el Título I de la ley de Inversión y Oportunidad en la Fuerza 
Laboral (WIOA, por sus siglas en inglés), debido a su ciudadanía, o por su participación en un programa o 
actividad que recibe asistencia financiera bajo el Título I de WIOA. 


El beneficiario no deberá discriminar en los siguientes áreas: decidiendo quién será permitido de participar, o 
tendrá acceso a cualquier programa o actividad que recibe apoyo financiero bajo el Título I de WIOA; 
proporcionando oportunidades en, o tratar a cualquier persona con respecto a un programa o actividad 
semejante; o tomar decisiones de empleo en la administración de, o en conexión a un programa o actividad 
semejante. 


Los beneficiarios de asistencia financiera federal deben tomar medidas razonables para garantizar que las 
comunicaciones con las personas con discapacidades sean tan efectivas como las comunicaciones con los 
demás. Esto significa que, a petición y sin costo alguno para el individuo, los recipientes están obligados a 
proporcionar ayuda auxiliar y servicios para individuos con discapacidades calificados. 


QUE DEBE HACER SI CREE QUE HA SIDO DISCRIMINADO 
Si usted piensa que ha sido discriminado en un programa o actividad que recibe apoyo financiero bajo el 
Título I de WIOA, usted puede presentar una queja no más de 180 días después de la fecha en que ocurrió la 
presunta violación, ya sea con: El oficial de igualdad de oportunidad del recipiente (o la persona que el 
recipiente haya designado para este propósito); 


Local Equal Opportunity (EO) Officer:  


WIOA EO Officer: Karen Lilledahl, DEED, Office of Diversity & Equal Opportunity, 1st National Bank Building, 332 Minnesota Street 
E200, St. Paul, MN 55101, 651-259-7089 (Voice), 651-297-5343 (Fax), Karen.Lilledahl@state.mn.us 


State EO Officer: Ann Feaman, DEED, Office of Diversity & Equal Opportunity, 1st National Bank Building, 332 Minnesota Street 
E200, St. Paul, MN 55101, 651-259-7097 (Voice), 651-297-5343 (Fax), Ann.Feaman@state.mn.us  


Director, Civil Rights Center (CRC), U.S. Department of Labor 
200 Constitution Avenue NW, Room N-4123, Washington, DC 20210 
o electrónicamente como indica el sitio web del CRC www.dol.gov/crc.


Si usted presenta una queja con el recipiente, usted debe esperar hasta que el recipiente emita una decisión 
final escrita o que pasen por lo menos 90 días (lo que ocurra primero), antes de presentar una queja con el 
Centro de Derechos Civiles (CRC, por sus siglas en inglés) a la dirección mencionada previamente. Si el 
beneficiario no le entrega una decisión final escrita dentro de 90 días después de la fecha en que presento su 
queja, usted puede presentar su queja con el CRC antes que reciba la decisión final. Sin embargo, es necesario 
presentar su queja con el CRC dentro de 30 días después de la fecha límite de 90 días (en otras palabras, 
dentro de 120 días después de la fecha en presento la queja con el recipiente). Si el recipiente emite una 
decisión final escrita, pero usted no está satisfecho con él resultado o resolución, usted puede presentar una 
queja con el CRC. Usted debe presentar su queja con el CRC dentro de 30 días después que reciba la 
decisión final escrita. 
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CƠ HỘI CÔNG BẰNG LÀ LUẬT PHÁP 


Phân biệt đối xử với người nhận Hỗ trợ tài chính liên bang dựa trên các căn cứ sau là trái pháp luật: phân biệt bất kỳ 
cá nhân nào tại Hoa Kỳ, dựa trên cơ sở chủng tộc, màu da, tôn giáo, giới tính (bao gồm cả mang thai, sinh con và 
tình trạng y tế có liên quan, sự rập khuôn trong giới tính, tình trạng chuyển đổi giới tính và bản sắc giới), nguồn gốc 
quốc gia (bao gồm cả trình độ tiếng Anh hạn chế), tuổi tác, khuyết tật hoặc đảng phái hay niềm tin chính trị, hoặc 
phân biệt bất kỳ người thụ hưởng, người nộp đơn hoặc người tham gia vào các chương trình hỗ trợ tài chính theo 
Title I của Đạo luật Cải tiến và Cơ hội cho Lực lượng lao động, trên cơ sở của tình trạng công dân của cá nhân hoặc 
sự tham gia vào bất kỳ chương trình hoặc hoạt động hỗ trợ tài chính nào theo Title I của WIOA. 
 
Người nhận không bị phân biệt đối xử trong bất kỳ lĩnh vực nào sau đây: quyết định ai sẽ được nhận, hoặc có 
quyền tiếp cận với bất kỳ chương trình hoặc hoạt động hỗ trợ tài chính nào theo Title I của WIOA; trao các cơ hội 
hoặc đối xử với bất kỳ người nào liên quan tới một chương trình hoặc hoạt động như thế; hoặc đưa ra các quyết 
định việc làm thuộc phạm vi quản lý của hoặc có liên quan tới một chương trình hoặc hoạt động như vậy. 
 
Người nhận hỗ trợ tài chính liên bang phải thực hiện những bước hợp lý để đảm bảo rằng thông tin liên lạc với các 
cá nhân bị khuyết tật có hiệu quả như thông tin liên lạc với những người khác. Điều này có nghĩa rằng, theo yêu cầu 
và miễn phí cho các cá nhân, người nhận được yêu cầu cung cấp hỗ trợ và các dịch vụ phụ trợ phù hợp cho các cá 
nhân đủ điều kiện bị khuyết tật. 
 


QUÝ VỊ CẦN LÀM GÌ NẾU QUÝ VỊ CHO RẰNG MÌNH BỊ PHÂN BIỆT ĐỐI XỬ 


 
Nếu quý vị cho rằng quý vị đã bị phân biệt đối xử trong một chương trình hoặc hoạt động hỗ trợ tài chính theo Title I 
của WIOA, quý vị có thể nộp đơn khiếu nại trong vòng 180 ngày kể từ ngày vi phạm bị cáo buộc tới một trong hai 
người: Cán sự phụ trách về Cơ hội Công bằng của người nhận (hoặc người mà người nhận chỉ định cho mục đích 
này); 
 
Local Equal Opportunity (EO) Officer:  
 
 
 
 
WIOA EO Officer: Karen Lilledahl, DEED, Office of Diversity & Equal Opportunity, 1st National Bank Building, 332 
Minnesota Street E200, St. Paul, MN 55101, 651-259-7089 (Voice), 651-297-5343 (Fax), Karen.Lilledahl@state.mn.us 
hoặc 
 
State EO Officer: Ann Feaman, DEED, Office of Diversity & Equal Opportunity, 1st National Bank Building, 332 Minnesota 
Street E200, St. Paul, MN 55101, 651-259-7097 (Voice), 651-297-5343 (Fax), Ann.Feaman@state.mn.us 
 
Giám đốc, Trung tâm Dân Quyền, của Bộ lao động Hoa Kỳ 
Director, Civil Rights Center (CRC), U.S. Department of Labor 
200 Constitution Avenue NW, Room N-4123, Washington, DC 20210  
hoặc gửi khiếu nại điện tử theo hướng dẫn trên trang web CRC tại địa chỉ www.dol.gov/crc. 
 
Nếu quý vị nộp đơn khiếu nại đối với người nhận, quý vị phải chờ hoặc đến khi người nhận cung cấp một văn bản 
Thông báo về Hành động Cuối cùng hoặc cho đến khi hết 90 ngày (tùy theo ngày nào sớm hơn), trước khi nộp đơn 
tới Trung tâm Dân quyền (xem địa chỉ ở trên).  Nếu người nhận không cung cấp cho quý vị một văn bản Thông báo 
về Hành động Cuối cùng trong vòng 90 ngày kể từ ngày quý vị nộp đơn khiếu nại, quý vị có thể nộp đơn khiếu nại 
với CRC trước khi nhận được Thông báo đó. Tuy nhiên, quý vị phải nộp đơn khiếu nại với CRC trong vòng 30 ngày 
kể từ ngày kết thúc thời hạn 90 ngày (nói cách khác, trong vòng 120 ngày kể từ ngày quý vị nộp đơn khiếu nại với 
người nhận). Nếu người nhận đã cung cấp cho quý vị một bản Thông báo về Hành động Cuối cùng về đơn khiếu 
nại của quý vị nhưng quý vị không hài lòng với quyết định hoặc biện pháp giải quyết thì quý vị có thể nộp đơn khiếu 
nại với CRC. Quý vị phải nộp đơn khiếu nại với CRC trong vòng 30 ngày kể từ ngày quý vị nhận được Thông báo 
về Hành động cuối cùng. 
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		Director, Civil Rights Center (CRC), U.S. Department of Labor



		EO Officer Name, Organization, Mailing Address (City, MN, zip), Phone number, Email address: 

		Name, Organization: 

		Mailing Address, XXX-XXX-XXXX (Voice), Email address: 

		EO Officer Name, Organization, Mailing Address (City, MN, zip), Phone number, and Email address: 








How We Use Your Personal Information 


A partnership sponsored by the Minnesota Department of Employment and Economic Development (DEED) and 


Please read the Notice below and the Equal Opportunity is the Law Notice on the reverse side.  When you finish 
reading, initial the final two statements, print your name, sign your name, and date the bottom of this form. 


When you receive services from state or federally funded programs, we will ask you for information about yourself. 
The data we are asking you to provide about yourself is considered private data by Minnesota Statute 13.47 
subdivision 2. In order to collect and use this data we must tell you why we need the data, how we intend to use it, 
and any outcomes you may experience if you supply the information or not. You may refuse to supply any or all of 
this information. You are not legally required to provide information about yourself. However, if you do not supply 
sufficient information about yourself, it may limit our ability to provide services to you. Your information may be 
shared with other government entities who have a legal right to this data including the U.S. Department of Labor, 
the Office of Higher Education, the Office of the Legislative Auditor, the State Auditor, employment and training 
service providers, and welfare agencies. Your information may also be shared by court order. For more information 
about DEED Data Practices, visit http://mn.gov/deed/about/what-guides-us/privacy.


Types of personal information you might be asked to provide and why we need it: 


• Social Security Number (SSN): Your SSN is requested to identify you as a unique individual, to find wage
data, and to help us evaluate the performance of our programs;


• Name, address, birth date, and contact information: This is used to identify and contact you and to
evaluate our performance;


• Age, gender, ethnicity, race, disability, and economic status: Demographic information is collected to
help determine if you are eligible for additional assistance and to evaluate our performance;


• Veteran status: Veteran status is asked to determine if you are eligible for priority services and to evaluate
our performance; and


• Other personal information, such as school records, job skills and work history: Education and work
history is used to help plan your employment and training goals and to evaluate our performance.


Information about you will be used to: 
• Decide if you are eligible for services, which services you are eligible for, and to coordinate services


provided to you; 
• Help you obtain employment by sharing work and education history with prospective employers; and
• Improve public services by analyzing data about our performance.


____ I have read the above Notice. I understand that information may be shared with other service provider agencies 
in accordance with the Minnesota Government Data Practices Act.  


____ I have read the Equal Opportunity is the Law Notice (found on the reverse side). I understand that I have the 
right to file a complaint of discrimination. 


_________________________________________________ ________________________________________________________________________________ ________________________ 


Name (Print) Signature (if under 18, signature of Parent/Guardian)  Date 


  Revised 10/17 
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EQUAL OPPORTUNITY IS THE LAW


It is against the law for this recipient of Federal financial assistance to discriminate on the following bases: 
against any individual in the United States, on the basis of race, color, religion, sex (including pregnancy, 
childbirth, and related medical conditions, sex stereotyping, transgender status, and gender identity), national 
origin (including limited English proficiency), age, disability, or political affiliation or belief, or, against any 
beneficiary of, applicant to, or participant in programs financially assisted under Title I of the Workforce 
Innovation and Opportunity Act, on the basis of the individual’s citizenship status or participation in any WIOA 
Title I–financially assisted program or activity. 


The recipient must not discriminate in any of the following areas:  deciding who will be admitted, or have 
access, to any WIOA Title I–financially assisted program or activity; providing opportunities in, or treating any 
person with regard to, such a program or activity; or making employment decisions in the administration of, or 
in connection with, such a program or activity. 


Recipients of federal financial assistance must take reasonable steps to ensure that communications with 
individuals with disabilities are as effective as communications with others. This means that, upon request and 
at no cost to the individual, recipients are required to provide appropriate auxiliary aids and services to qualified 
individuals with disabilities. 


WHAT TO DO IF YOU BELIEVE YOU HAVE EXPERIENCED DISCRIMINATION


If you think that you have been subjected to discrimination under a WIOA Title I–financially assisted program 
or activity, you may file a complaint within 180 days from the date of the alleged violation with either: the 
recipient’s Equal Opportunity Officer (or the person whom the recipient has designated for this purpose); 


Local Equal Opportunity (EO) Officer: 


WIOA EO Officer: Karen Lilledahl, DEED, Office of Diversity & Equal Opportunity, 1st National Bank Building, 332 Minnesota 
Street E200, St. Paul, MN 55101, 651-259-7089 (Voice), 651-297-5343 (Fax), Karen.Lilledahl@state.mn.us  


or 
State EO Officer: Ann Feaman, DEED, Office of Diversity & Equal Opportunity, 1st National Bank Building, 332 Minnesota Street 
E200, St. Paul, MN 55101, 651-259-7097 (Voice), 651-297-5343 (Fax), Ann.Feaman@state.mn.us  


Director, Civil Rights Center (CRC), U.S. Department of Labor 
200 Constitution Avenue NW, Room N-4123, Washington, DC 20210 
or electronically as directed on the CRC website at www.dol.gov/crc. 


If you file your complaint with the recipient, you must wait either until the recipient issues a written Notice of 
Final Action, or until 90 days have passed (whichever is sooner), before filing with the Civil Rights Center (see 
address above).  If the recipient does not give you a written Notice of Final Action within 90 days of the day on 
which you filed your complaint, you may file a complaint with CRC before receiving that Notice. However, you 
must file your CRC complaint within 30 days of the 90-day deadline (in other words, within 120 days after the 
day on which you filed your complaint with the recipient).  If the recipient does give you a written Notice of 
Final Action on your complaint, but you are dissatisfied with the decision or resolution, you may file a 
complaint with CRC. You must file your CRC complaint within 30 days of the date on which you received the 
Notice of Final Action. 
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Peb Yuav Siv Koj Tus Kheej Cov Ntaub Ntawv Li Cas 
 


Ib lub chaw sib koom tes pab txhawb los ntawm Minnesota Department of Employment and Economic 
Development (DEED) thiab 


 
 


Thov nyeem Daim Ntawv Ceebtoom hauv qab no thiab Kev Muaj Vaj Huam Sib Luag yog Txoj Cai raws li 
Ceebtooom rau sab tom qab ntawm daim ntawv no.  Thaum koj nyeem tag, pib sau rau ob kab ntawv kawg, sau 


koj lub npe, kos npe, thiab hnub kos npe rau hauv qab daim ntawv foos no. 


Thaum koj txais cov kev saib xyuas los ntawm lub xeev lossis tsoomfwv, peb yuav thov txog koj tus kheej cov 
ntaub ntawv.  Cov ntaub ntawv uas peb thov ntawm koj tus kheej yog cov ntaub ntawv ntawm koj tus kheej ntiag 
tug Minnesota Statute 13.47 subdivision 2. Yuav muab thiab siv cov ntaub ntawv no, peb yuav tsum qhia rau koj 
paub tias yog vim li cas peb thiaj xav tau cov ntaub ntawv no, peb yuav siv nws li cas, thiab feem uas koj yuav 
tau ntsib yog zoo mus li cas yog koj muab cov ntaub ntawv qhia lossis tsis muab qhia. Tej zaum koj yuav tsis 
kam muab ib txhia lossis tag nrho cov ntaub ntawv no qhia. Kev tsis muab koj tus kheej cov ntaub ntawv qhia 
koj yeej tsis txhaum cai. Txawm li cas los xij, yog koj tsis muab koj tus kheej cov ntaub ntawv qhia kom tag, tej 
zaum nws yuav ua rau peb muab kev saib xyuas rau koj tau tsawg.  Tej zaum yuav muab koj tus kheej cov ntaub 
ntawv qhia lwm lub chaw ua haujlwm ntawm tsoomfwv uas yog cov muaj cai los saib xyuas cov ntaub ntawv no 
xws li Tsoomfwv Meskas Lub Tsev Haujlwm Saib Xyuas Dag Zog, Lub Tsev Haujlwm Saib Xyuas Kev Kawm 
Ntawv, Lub Tsev Haujlwm Tshuaj Xyuas Feem Cai, Tus Tshuaj Xyuas Nyiaj Txiag Ntawm Lub Xeev, cov chaw 
muab kev cob qhia thiab ntiav neeg ua haujlwm, thiab cov chaw muab kev pabcuam ubno.  Tej zaum koj tus 
kheej cov ntaub ntawv yuav raug muab qhia los ntawm daim txib los ntawm lub tsev txiav txim plaub ntug. Yog 
xav paub ntau ntxiv txog cov ntaub ntawv no DEED Data Practices, mus saib http://mn.gov/deed/about/what-
guides-us/privacy. 


Ntaus koj tus kheej cov ntaub ntawv raws li lawv tau nug koj thiab vim li cas peb thiaj xav tau nws: 
• Tus Nab Npawb Social Security (SSN): Koj tus nab npawb SSN yog xav tau coj los txheeb xyuas txog koj 


tus kheej, tshawb nrhiav cov ntaub ntawv hais txog nqi dag zog, thiab yuav pab tshuaj ntsuam xyuas txog 
peb cov kev pab;  


• Lub npe, chaw nyob, hnub yug, thiab cov ntaub ntawv sib tiv toj: Qhov no raug siv los txheeb xyuas 
thiab hu rau koj thiab tshuaj ntsuam xyuas peb feem nqis tes ua; 


• Hnub nyoog, txivneej losyog pojniam, hom haiv neeg tsawg, hom haiv neeg, kev xiam oob qhab, thiab 
feem muaj noj muaj haus: Kev paub cov neeg hauv yim neeg yuav pab txiav txim seb koj puas muaj cai 
tau txais lwm yam kev pab thiab yuav tshuaj ntsuam xyuas peb qhov nqis tes ua;   


• Yog Qub Tub Rog: Yuav tau nug txog qhov yog qub tub rog txhawm rau kev txiav txim seb koj puas muaj 
cai tau txais kev pab thiab yuav tshuaj ntsuam xyuas peb qhov nqis tes ua; thiab 


• Tus kheej lwm yam ntaub ntawv, xws li cov ntaub ntawv teev tseg tom tsev kawm ntawv, txuj ci kev 
paub ua haujlwm thiab keeb kwm kev ua haujlwm yav dhau los: Keeb kwm kev kawm ntawv thiab kev 
ua haujlwm raug siv los pab npaj koj qhov ua haujlwm thiab lub homphiaj kev cob qhia ua haujlwm thiab 
tshuaj ntsuam xyuas peb feem nqis tes ua. 


Koj cov ntaub ntawv yuav raug siv rau: 
• Txiav txim seb koj puas muaj cai tau txais cov kev pab, koj muaj cai rau feem kev pab twg thiab yuav saib 


xyuas cov kev pab uas yuav muab rau koj; 
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• Pab koj nrhiav haujlwm los ntawm qhov muab txoj haujlwm sib qhia thiab muab cov ntaub ntawv kev 
kawm ntawv qhia rau cov tswv num; thiab 


• Txhim kho cov kev pab ntawm tsoomfwv los ntawm kev txheeb xyuas txog peb cov ntaub ntawv nqis tes 
ua.  


____ Kuv twb nyeem Daim Ntawv Ceebtoom saum toj saud lawm.  Kuv nkag siab tias cov ntaub ntawv no tej 
zaum yuav raug muab qhia rau lwm cov chaw ua haujlwm raws li Txoj Cai Kev Siv Cov Ntaub Ntawv Ntawm 
Tsoomfwv Minnesota.   


____ Kuv twb nyeem daim ntawv Kev Muaj Vaj Huam Sib Luag yog Txoj Cai (nyob sab tom qab ntawm daim 
ntawv no). Kuv nkag siab tias kuv muaj cai foob hais ib qho tsis txaus siab los ntawm kev sib cais.  


 


 
___________________________       
Koj Lub Npe (Sau)   
 


_____________________________________________ 
Kos Npe (yog hnub nyoog qis dua 18, niam txiv/tus neeg saib xyuas kos npe tam rau)  
 


___________________ 
Hnub 


 
 
 
 
 


 







VAJ HUAM SIB LUAG YOG TXOJ CAI LIJCHOJ 


Nws tsis haum raws txoj cai lijchoj txog ntawm tus neeg txais nkag rau kev pab nyiaj ntawm Tsoom Fwv no 
uas muaj kev ntxub ntxaug raws cov hauv paus txuas ntxiv mus no: rau ib tug neeg twg hauv Teb Chaws 
Meskas, hais raws haiv neeg, cev nqaij daim tawv, kev cai dab qhuas, poj niam txiv neej (xam muaj kev xeeb 
tub, kev yug menyuam, thiab lwm yam kev kho mob uas ntsig txog, kev tsheej poj niam lossis txiv neej, kev 
hloov mus ua poj niam lossis txiv neej, thiab kev zeem poj niam lossis txiv neej), keeb kwm haiv neeg (xam 
muaj kev txawj lus Askiv tsawg), hnub nyoog, kev xiam oob qhab, lossis kev koom tes lossis kev ntseeg fab 
nom tswv, lossis, rau tus neeg tau txais txiaj ntsim ntawm, tus neeg tso npe thov rau, lossis tus neeg koom rau 
hauv cov phiaj xwm uas tau txais kev pab nyiaj txiag raws Title I ntawm Tsab Cai Tswv Yim Tshiab thiab Vaj 
Huam Sib Luag ntawm Hwj Chim Dag Zog (Workforce Innovation and Opportunity Act), saum tus neeg qhov 
zwj ceeb kev yog pej xeem huav hwm lossis kev koom rau hauv ib lub phiaj xwm lossis ib txoj dej num pab 
nyiaj txiag ntawm WIOA Title I twg. 


Tus neeg txais nkag yuav tsum tsis txhob muaj kev ntxub ntxaug nyob rau ib qho twg ntawm cov txuas ntxiv 
mus no: kev txiav txim siab yuav txais leej twg, lossis muaj kev nkag mus rau ib lub phiaj xwm lossis dej num 
pab nyiaj txiag WIOA Title I; kev muab caij nyoog zoo, lossis kev pab ib tug neeg twg hauv lub phiaj xwm 
lossis txoj dej num ntawd; lossis kev txiav txim siab muab haujlwm rau ua nyob rau hauv kev tswj xyuas lossis 
kev txuas nrog lub phiaj xwm lossis txoj dej num ntawd. 


Cov neeg txais nkag ntawm kev pab nyiaj txiag hauv tsoom fwv yuav tsum siv cov kauj ruam uas muaj kev 
feem xyuam los mus ua kom ntseeg tau hais tias kev sib txuas lus nrog cov neeg uas muaj kev xiam oob qhab 
kom zoo tib yam nkaus li lwm leej lwm tus. Qhov nov txhais tau hais tias raws kev thov thiab tsis sau nqi dab 
tsi rau tus neeg ntawd, cov neeg txais nkag yuav tau muab tej kev pab thiab kev pab cuam yam tsim nyog rau 
cov neeg xiam oob qhab uas tsim nyog tau txais. 


YUAV UA LI CAS YOG KOJ NTSEEG TIAS KOJ TAU TXAIS KEV NTXUB NTXAUG 


Yog koj xav tias koj tau txais kev ntxub ntxaug hauv ib lub phiaj xwm lossis ib txoj dej num pab nyiaj txiag 
WIOA Title I twg, koj kuj yuav tuaj yeem xa ntawv foob kev tsis txaus siab tsis dhau 180 hnub suav txij hnub 
uas muaj kev ua txhaum nrog tsis hais leej twg los xij: tus neeg txais nkag tus Tub Coj Xwm Vaj Huam Sib 
Luag (Equal Opportunity Officer) (lossis tus neeg txais nkag tau tawm qauv rau lub hom phiaj no); 


Tus Tub Coj Xwm Vaj Huam Sib Luag (EO, Equal Opportunity) Hauv Cheeb Tsam Ze:  
 
 


Tub Coj Xwm EO ntawm WIOA: Karen Lilledahl, DEED, Office of Diversity & Equal Opportunity, 1st 
National Bank Building, 332 Minnesota Street E200, St. Paul, MN 55101, 651-259-7089 (Suab), 651-297-5343 
(Fax), Karen.Lilledahl@state.mn.us 


Lossis 


Tub Coj Xwm EO hauv Xeev: Ann Feaman, DEED, Office of Diversity & Equal Opportunity, 1st National 
Bank Building, 332 Minnesota Street E200, St. Paul, MN 55101, 651-259-7097 (Suab), 651-297-5343 (Fax), 
Ann.Feaman@state.mn.us 
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Thawj Tswj, Chaw Saib Xyuas Kev Muaj Cai ntawm Pej Xeem (CRC), Rooj Tsav Xwm Saib Xyuas Dag 
Zog hauv Teb Chaw Meskas (Director, Civil Rights Center (CRC), U.S. Department of Labor) 
200 Constitution Avenue NW, Room N-4123, Washington, DC 20210 
lossis xa ncaj nraim raws electronic saum lub website CRC ntawm 
www.dol.gov/crc. 


Yog tias koj xa ntawv foob koj li kev tsis txaus siab nrog tus tau txais kev pab, koj yuav tsum tos kom txog ntua 
thaum uas tus neeg txais nkag tawm ib tsab Ceeb Toom Kev Foob Zaum Kawg (Notice of Final Action), lossis 
txog ntua 90 hnub dhau mus (qhov twg los xij uas sai dua), ua ntej yuav foob rau lub Chaw Saib Xyuas Kev 
Muaj Cai ntawm Pej Xeem (Civil Rights Center) (saib qhov chaw nyob saum toj no). Yog tias tus neeg txais 
nkag tsis tau muab tsab Ceeb Toom Kev Foob Zaum Kawg rau koj tsis dhau 90 suav txij hnub uas koj tau xa 
qhov kev tsis txaus siab, koj kuj yuav foob qhov kev tsis txaus siab rau CRC ua ntej yuav tau txais tsab Ceeb 
Toom ntawd. Li cas los xij, koj yuav tsum xa koj qhov kev tsis txaus siab rau CRC tsis dhau 30 hnub tom qab 
tag sij hawm 90 hnub mus lawm (hais ua lwm lo lus, tsis dhau 120 hnub tom qab hnub uas koj tau xa koj li kev 
tsis txaus siab rau tus neeg txais nkag). Yog tias tus neeg txais nkag tsis muab tsab Ceeb Toom Kev Foob Zaum 
Kawg rau koj raws koj qhov kev tsis txaus siab, tab sis koj ho tsis txaus siab rau qhov kev txiav txim lossis qhov 
kev daws teeb meem, koj kuj yuav tuaj foob qhov kev tsis txaus siab rau CRC. Koj yuav tsis foob koj qhov kev 
tsis txaus siab CRC tsis dhau 30 hnub suav txij hnub uas koj tau txais tsab Ceeb Toom Kev Foob Zaum Kawg. 



http://www.dol.gov/crc.





                                                                                                                                                                                                              


ພວກເຮົ າໃຊ້ຂໍ ້ ມູນສ່ວນຕົວຂອງທ່ານແນວໃດ 
 


ຫຸ້ນສ່ວນທີ່ ໄດ້ຮັບການສະໜັບສະໜູນໂດຍກົມການຈ້າງການ ແລະ ການພັດທະນາເສດຖະກິດຂອງລັດມີ ນີ ໂຊຕາ 
(DEED) ແລະ 


 
 


ກະລຸນາອ່ານແຈ້ງການຢູ່ລຸ່ມນີ ້  ແລະ ໂອກາດເທົ່ າທຽມກັນແມ່ນແຈ້ງການກົດໝາຍຢູ່ທາງດ້ານຫັຼງ.  ເມ່ືອທ່ານ
ອ່ານແລ້ວ, ໃຫ້ລົງຊື່ ຫຍໍ ້ ໃສ່ສອງຄໍ າຢື ນຢັນສຸດທ້າຍ, ຂຽນຊື່ ຂອງທ່ານ, ເຊັນຊື່ ຂອງທ່ານ, ແລະ ໃສ່ວັນທີ ຢູ່ດ້ານລຸ່ມ


ຂອງແບບຟອມນີ ້ . 


ເມື່ ອທ່ານໄດ້ຮັບການບໍ ລິ ການຈາກລັດ ຫຼື  ໂຄງການທີ່ ໄດ້ຮັບທຶ ນຈາກລັດຖະບານການ, ພວກເຮົ າຈະຖາມຂໍ ້ ມູນກ່ຽວ
ກັບຕົວທ່ານເອງຈາກທ່ານ. ຂໍ ້ ມູນທີ່ ພວກເຮົ າຖາມຈາກທ່ານ ເພ່ືອໃຫ້ບອກຂໍ ້ ມູນກ່ຽວກັບຕົວທ່ານອງແມ່ນຈະໄດ້
ຮັບການພິຈາລະນາເປັນຄວາມຮັບຕາມ Minnesota Statute 13.47 subdivision 2 (ລັດຖະບັນຍັດລັດມີ ນີ ໂຊຕາ 
13.47 ພາກຍ່ອຍທີ  2). ເພ່ືອເກັບເອົ າ ແລະ ໃຊ້ຂໍ ້ ມູນນີ ້  ພວກເຮົ າຕ້ອງບອກທ່ານວ່າ ເປັນຫຍັງພວກເຮົ າຈິ່ ງຕ້ອງ
ການຂໍ ້ ມູນ, ພວກເຮົ າມີ ເຈດຕະນາຈະໃຊ້ມັນແນວໃດ, ແລະ ຜົນປະໂຫຍດໃດທີ່ ທ່ານອາດຈະໄດ້ຮັບ ຖ້າທ່ານສະ
ໜອງຂໍ ້ ມູນໃຫ້ ຫຼື  ບໍ່ ໃຫ້. ທ່ານອາດຈະປະຕິເສດທີ່ ຈະສະໜອງຂໍ ້ ມູນໃດໜ່ຶງ ຫຼື  ທັງໝົດກ່ໍໄດ້. ທ່ານບໍ່ ຈໍ າເປັນວ່າຈະ
ຕ້ອງໃຫ້ຂໍ ້ ມູນກ່ຽວກັບທ່ານຕາມກົດໝາຍ. ເຖິງແນວໃດກ່ໍຕາມ, ຖ້າທ່ານບໍ່ ສະໜອງຂໍ ້ ມູນກ່ຽວກັບຕົວທ່ານເອງ
ໃຫ້ພຽງພໍ, ມັນອາດຈະຈໍ າກັດຄວາມສາມາດຂອງພວກເຮົ າໃນການໃຫ້ບໍ ລິ ການແກ່ທ່ານ. ອາດຈະມີ ການເອົ າຂໍ ້ ມູນ
ຂອງທ່ານໃຫ້ກັບໜ່ວຍງານອື່ ນຂອງລັດຖະບານ ຜູ້ມີ ສິ ດຕ່ໍຂໍ ້ ມູນນີ ້ ຕາມກົດໝາຍ ເຊິ່ ງລວມມີ ກະຊວງແຮງງານ
ຂອງສະຫະລັດ, ສໍ ານັກງານການສຶ ກສາຂ້ັນສູງ, ສໍ ານັກງານຜູ້ກວດກາກົດໝາຍ, ຜູ້ກວດສອບຂອງລັດ, ຜູ້ໃຫ້ການ
ຈ້າງງານ ແລະ ການບໍ ລິ ການຝຶກອົບຮົມ, ແລະ ອົງການສະຫວັດດີ ການ. ຂໍ ້ ມູນຂອງທ່ານຍັງອາດຈະມີ ການແບ່ງປັນ
ອອກໄປຕາມຄໍ າສ່ັງສານ. ສໍ າລັບຂໍ ້ ມູນເພ່ີມເຕີ ມກ່ຽວກັບ DEED Data Practices (ການປະຕິບັດຂໍ ້ ມູນ DEED), 
ເຂົ ້ າເບິ່ ງ http://mn.gov/deed/about/what-guides-us/privacy. 


ປະເພດຂໍ ້ ມູນສ່ວນຕົວທີ່ ທ່ານອາດຈະໄດ້ຂໍ ໃຫ້ທ່ານສະໜອງໃຫ້ ແລະ ເປັນຫຍັງພວກເຮົ າຈິ່ ງຕ້ອງການມັນ: 
• ເລກປະກັນສັງຄົມ (SSN): ຕ້ອງໄດ້ຂໍ ເອົ າເລກປະກັນສັງຄົມຂອງທ່ານ SSN ເພ່ືອລະບຸຕົວຕົນຂອງທ່ານ


ເປັນບຸກຄົນສະເພາະ, ເພ່ືອຊອກເບິ່ ງຂໍ ້ ມູນຄ່າຈ້າງ, ແລະ ຊ່ວຍໃຫ້ພວກເຮົ າປະເມີ ນຜົນງານໂຄງການຂອງ
ພວກເຮົ າ;  


• ຊື່ , ທີ່ ຢູ່, ວັນເດື ອນປີ ເກີ ດ, ແລະ ຂໍ ້ ມູນຕິດຕ່ໍ: ອັນນີ ້ ຖື ກນໍ າໃຊ້ເພ່ືອລະບຸ ແລະ ຕິດຕ່ໍທ່ານ ແລະ ເພ່ືອປະເມີ ນ
ຜົນງານຂອງພວກເຮົ າ; 


• ອາຍຸ, ເພດ, ຊົນເຜ່ົາ, ເຊື ້ ອຊາດ, ຄວາມພິການ, ແລະ ຖານະທາງເສດຖະກິດ: ຂໍ ້ ມູນປະຊາກອນກ່ໍໄດ້ມີ ການ
ເກັບເອົ າ ເພ່ືອຊ່ວຍກໍານົດວ່າ ທ່ານມີ ສິ ດໄດ້ຮັບການຊ່ວຍເຫຼື ອເພ່ີມເຕີ ມບໍ  ແລະ ເພ່ືອປະເມີ ນຜົນງານຂອງ
ພວກເຮົ າ;  


• ສະຖານະນັກຮົບເກ່ົາ: ໄດ້ມີ ການຖາມເບິ່ ງສະຖານະນັກຮົບເກ່ົາ ເພ່ືອກໍານົດວ່າ ທ່ານມີ ສິ ດໄດ້ຮັບການບໍ ລິ
ການບຸລິ ມະສິ ດບໍ  ແລະ ເພ່ືອປະເມີ ນຜົນງານຂອງພວກເຮົ າ; ແລະ 


• ຂໍ ້ ມູນສ່ວນຕົວອື່ ນໆເຊັ່ ນ: ບັນທຶ ກໂຮງຮຽນ, ທັກສະອາຊີ ບ ແລະ ປະຫວັດການເຮັດວຽກ: ປະຫວັດການສຶ ກ
ສາ ແລະ ການເຮັດວຽກແມ່ນຖື ກນໍ າໄປໃຊ້ ເພ່ືອຊ່ວຍວາງແຜນການຈ້າງງານ ແລະ ເປົ ້ າໝາຍການຝຶກອົບ
ຮົມຂອງທ່ານ ແລະ ເພ່ືອປະເມີ ນຜົນງານຂອງພວກເຮົ າ; 



http://ros.leg.mn/bin/getpub.php?pubtype=STAT_CHAP_SEC&year=2006&section=13.47

http://ros.leg.mn/bin/getpub.php?pubtype=STAT_CHAP_SEC&year=2006&section=13.47

http://mn.gov/deed/about/what-guides-us/privacy

http://mn.gov/deed/about/what-guides-us/privacy





                                                                                                                                                                                                              


ຂໍ ້ ມູນກ່ຽວກັບທ່ານແມ່ນຈະຖື ກນໍ າໄປໃຊ້ເພ່ືອ: 
• ຕັດສິ ນວ່າ ທ່ານມີ ສິ ດໄດ້ຮັບການບໍ ລິ ການບໍ , ການບໍ ລິ ການໃດທີ່ ທ່ານມີ ສິ ດໄດ້ຮັບ, ແລະ ເພ່ືອປະສານງານ


ການບໍ ລິ ການທີ່ ຈັດໃຫ້ກັບທ່ານ; 
• ຊ່ວຍທ່ານໃຫ້ມີ ວຽກເຮັດ ໂດຍການເອົ າປະຫວັດການເຮັດວຽກ ແລະ ການສຶ ກສາໃຫ້ກັບນາຍຈ້າງທີ່ ເປັນໄປ


ໄດ້; ແລະ 
• ປັບປຸງການບໍ ລິ ການສາທາລະນະໂດຍການວິ ເຄາະຂໍ ້ ມູນກ່ຽວກັບຜົນງານຂອງພວກເຮົ າ. 


____ ຂ້ອຍໄດ້ອ່ານແຈ້ງການຂ້າງເທິ ງແລ້ວ. ຂ້ອຍເຂ້ົາໃຈວ່າ ອາດຈະມີ ການເອົ າຂໍ ້ ມູນໃຫ້ກັບອົງການຜູ້ໃຫ້ບໍ ລິ ການ
ອື່ ນຕາມກົດໝາຍການປະຕິບັດຕ່ໍຂໍ ້ ມູນຂອງລັດມີ ນີ ໂຊຕາ.  


____ ຂ້ອຍໄດ້ອ່ານໂອກາດເທ່ົາທຽມກັນແມ່ນແຈ້ງການກົດໝາຍ (ຢູ່ທາງດ້ານຫັຼງ) ແລ້ວ. ຂ້ອຍເຂ້ົາໃຈວ່າ ຂ້ອຍມີ
ສິ ດຍື່ ນຄໍ າຮ້ອງທຸກເລື່ ອງການຈໍ າແນກຄວາມແຕກຕ່າງ. 


___________________________       
ຊື່ ຂອງທ່ານ (ພິມ) 


_____________________________________________ 
ລາຍເຊັນຂອງທ່ານ (ຖ້າຕ່ໍາກ່ວາ 18 ປີ , ລາຍເຊັນຂອງພ່ໍແມ່/ຜູ້ປົກຄອງ)        


___________________ 


ວັນທີ  
 


 







ໂອກາດທ່ີສະເໝີພາບແມ່ນລະບຽບກົດໝາຍ 


ຖືວ່າເປັນເລ່ືອງຜິດກົດໝາຍ ຖ້າວ່າຜູ່ທ່ີໄດ້ຮັບການຊ່ວຍເຫືຼອດ້ານການເງິນຂອງຣັຖບານກາງ ໄດ້ຮັບການຈໍາແນກບົນ 
ພ້ືນຖານດ່ັງຕ່ໍໄປນ້ີ: ເປັນການຕ່ໍຕ້ານຂອງແຕ່ລະບຸກຄົນໃນສະຫະຣັຖ ບົນພ້ືນຖານຂອງເຊ້ືອຊາດ, ສີຜິວ, ສາສະໜາ, ເພດ 
(ລວມທັງ: ການຖືພາ, ການເກີດລູກ ແລະ ເງ່ືອນໄຂດ້ານການແພດທ່ີກ່ຽວຂ້ອງ, ການເປັນຕົວແບບທາງເພດ, 
ສະພາບຂອງການເປັນຜູ່ທ່ີມີການບ່ຽງເບນທາງເພດ, ແລະ ຄວາມປະພຶດທາງເພດ), ຊາດກໍາເນີດ (ລວມທັງ 
ທັກສະພາສາອັງກິດທ່ີມີຈໍາກັດ), ອາຍຸ, ຄວາມເປັນຄົນພິການ, ຫືຼ ເຄືອຂ່າຍ ຫືຼ ຄວາມເຊ່ືອດ້ານການເມືອງ, ຫືຼ 
ຕ່ໍຕ້ານຜົນປະໂຫຍດ, ຜູ່ສະໝັກ ຫືຼ ການເຂ້ົາຮ່ວມໂຄງການທ່ີໃຫ້ການຊ່ວຍເຫືຼອດ້ານການເງິນພາຍໃຕ້ ຫົວຂ້ໍ I 
ຂອງກົດໝາຍວ່າດ້ານການປ່ຽນແປງແຮງງານ ແລະ ກາລະໂອກາດ (Workforce Innovation and Opportunity Act – 
WIOA) ບົນພ້ືນຖານຂອງສະພາບຂອງການເປັນພົນລະເມືອງຂອງບຸກຄົນ ຫືຼ ການເຂ້ົາຮ່ວມໃນ ຫົວຂ້ໍ I - ໂຄງການ ຫືຼ 
ກິດຈະກໍາທ່ີໃຫ້ການຊ່ວຍເຫືຼອດ້ານການເງິນຂອງ WIOA. 


ຜູ່ໄດ້ຮັບຕ້ອງບ່ໍຖືກຈໍາແນກໃນຂົງເຂດດ່ັງຕ່ໍໄປນ້ີ: ຕັດສິນວ່າຜູ່ໃດຈະຮັບເຂ້ົາ ຫືຼ ເຂ້ົາຮ່ວມໂຄງການ ຫືຼ 
ກິດຈະກໍາຊ່ວຍເຫືຼອດ້ານການເງິນໃດໜ່ຶງໃນ ຫົວຂ້ໍ I ຂອງ WIOA; ໃຫ້ໂອກາດ ຫືຼ ເຮັດກັບບຸກຄົນໃດກ່ໍຕາມກ່ຽວກັບໂຄງການ 
ຫືຼ ກິດຈະກໍາດ່ັງກ່າວ; ຫືຼ ຕັດສິນກ່ຽວກັບການວ່າຈ້າງໃນການເຂ້ົາບໍລິຫານ ຫືຼ ກ່ຽວກັບໂຄງການ ຫືຼ ກິດຈະກໍາດ່ັງກ່າວ. 


ຜູ່ໄດ້ຮັບການຊ່ວຍເຫືຼອດ້ານການເງິນຂອງຣັຖບານກາງ ຕ້ອງປະຕິບັດຕາມຂ້ັນຕອນທ່ີສົມເຫດສົມຜົນໃນການຮັບປະກັນວ່າ 
ການສ່ືສານກັບບຸກຄົນທ່ີມີຄວາມພິການ ມີປະສິດທິຜົນເທ່ົາກັບການສ່ືສານກັບຄົນອ່ືນ. ນ້ີໝາຍຄວາມວ່າ 
ຖ້າວ່າມີການຮຽກຮ້ອງ ແລະ ບ່ໍມີການເກັບຄ່າໃຊ້ຈ່າຍກັບບຸກຄົນດ່ັງກ່າວ, ຜູ່ໄດ້ຮັບ ຕ້ອງໃຫ້ຄວາມຊ່ວຍເຫືຼອ ແລະ 
ໃຫ້ບໍລິການເສີມແກ່ຜູ່ທ່ີເປັນຄົນພິການທ່ີສົມຄວນຈະໄດ້ຮັບສິດ. 


ທ່ານຈະເຮັດແນວໃດຖ້າທ່ານເຊ່ືອວ່າທ່ານຖືກຈໍາແນກ 


ຖ້າທ່ານຄຶດວ່າ ທ່ານຖືກຈໍາແນກພາຍໃຕ້ໂຄງການ ຫືຼ ກິດຈະກໍາກ່ຽວກັບການຊ່ວຍເຫືຼອດ້ານການເງິນ - ຫົວຂ້ໍ I ຂອງ WIOA, 
ທ່ານສາມາດປະກອບເອກະສານຮ້ອງຮຽນພາຍໃນ 180 ວັນ ນັບຈາກວັນທີທ່ີຢືນຢັນວ່າໄດ້ຮັບການລະເມີດ: 
ເຈ້ົາໜ້າທ່ີໃຫ້ໂອກາດທ່ີສະເໝີພາບ (Equal Opportunity Officer) ຂອງຜູ່ຮັບ (ຫືຼ 
ບຸກຄົນທ່ີຜູ່ໄດ້ຮັບໄດ້ມອບໝາຍເພ່ືອຈຸດປະສົງນ້ີ); 


ເຈ້ົາໜ້າທ່ີໃຫ້ໂອກາດທ່ີສະເໝີພາບ (EO) ປະຈໍາເຂດທ້ອງຖ່ິນ:  


 


 


ພະນັກງານ EO ຂອງ WIOA: Karen Lilledahl, DEED, Office of Diversity & Equal Opportunity, 1st National 
Bank Building, 332 Minnesota Street E200, St. Paul, MN 55101, 651-259-7089 (ສຽງ), 651-297-5343 
(ແຟ໋ກ), Karen.Lilledahl@state.mn.us 


ຫືຼ 


ພະນັກງານ EO ຂອງຣັຖ: Ann Feaman, DEED, Office of Diversity & Equal Opportunity, 1st National Bank 
Building, 332 Minnesota Street E200, St. Paul, MN 55101, 651-259-7097 (ສຽງ), 651-297-5343 (ແຟ໋ກ), 
Ann.Feaman@state.mn.us 
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Director, Civil Rights Center (CRC), U.S. Department of Labor 
200 Constitution Avenue NW, Room N-4123, Washington, DC 
20210 ຫືຼ ສ່ົງທາງອິນເຕີເນັດຕາມຄໍາແນະນໍາຢູ່ເວັບໄຊທ໌ຂອງ CRC ທ່ີ 
www.dol.gov/crc. 


ຖ້າທ່ານປະກອບເອກະສານຮ້ອງຮຽນຂອງທ່ານໄປຫາຜູ່ຮັບ, ທ່ານຕ້ອງລໍຖ້າຈົນກວ່າ 
ຜູ່ຮັບອອກແຈ້ງການເຄ່ືອນໄຫວຂ້ັນສຸດທ້າຍ (Notice of Final Action) ແບບເປັນລາຍລັກອັກສອນ, ຫືຼຈົນກວ່າ 
ຫັຼງຈາກເວລາຜ່ານໄປ 90 ວັນ (ເຫດການໃດກ່ໍຕາມທ່ີເກີດຂ້ຶນກ່ອນ), 
ກ່ອນຈະປະກອບເອກະສານໄປຫາສູນສິດທິຂອງພົນລະເມືອງ (Civil Rights Center – CRC) (ເບ່ິງທ່ີຢູ່ຂ້າງເທິງ). ຖ້າວ່າຜູ່ຮັບ 
ບ່ໍຂຽນແຈ້ງການເຄ່ືອນໄຫວເປັນລາຍລັກອັກສອນໄປຫາທ່ານ ພາຍໃນ 90 ວັນ 
ນັບຈາກວັນທີທ່ີທ່ານປະກອບເອກະສານຮ້ອງຮຽນ, ທ່ານສາມາດປະກອບເອກະສານຮ້ອງຮຽນໄປຫາ CRC 
ກ່ອນຈະໄດ້ຮັບແຈ້ງການສະບັບນ້ັນ. ເຖິງຢ່າງໃດກ່ໍຕາມ, ທ່ານຕ້ອງປະກອບເອກະສານຮ້ອງຮຽນໄປຫາ CRC ຂອງທ່ານພາຍໃນ 
30 ວັນ ຢູ່ໃນກໍານົດເສ້ັນຕາຍ 90 ວັນ (ຖ້າບ່ໍດ່ັງນ້ັນ, ພາຍໃນ 120 ວັນ 
ຫັຼງຈາກວັນທີທ່ີທ່ານປະກອບເອກະສານຮ້ອງຮຽນຂອງທ່ານໄປຫາຜູ່ຮັບ). ຖ້າຫາກຜູ່ຮັບ 
ເຮັດແຈ້ງການເຄ່ືອນໄຫວຄ້ັງສຸດທ້າຍແບບເປັນລາຍລັກອັກສອນໄປຫາທ່ານເມ່ືອທ່ານຮ້ອງຮຽນ, 
ແຕ່ວ່າທ່ານບ່ໍພໍໃຈກັບຄໍາຕັດສິນ ຫືຼ ວິທີແກ້ໄຂບັນຫາ, ທ່ານສາມາດປະກອບເອກະສານຮ້ອງຮຽນໄປຫາ CRC. 
ທ່ານຕ້ອງປະກອບເອກະສານຮ້ອງຮຽນໄປຫາ CRC ຂອງທ່ານພາຍໃນ 30 ວັນ 
ນັບຈາກວັນທີທ່ີທ່ານໄດ້ຮັບແຈ້ງການເຄ່ືອນໄຫວຄ້ັງສຸດທ້າຍ. 



http://www.dol.gov/crc.





Порядок использования вашей личной информации  
 


Партнерская организация, спонсорами которой являются  Управление занятости и экономического 
развития штата Миннесота (DEED) и 


 
 


Пожалуйста, ознакомьтесь с Уведомлением ниже, а также Уведомлением «Равные возможности – это закон» на 
обороте.  Затем проставьте свои инициалы под окончательными двумя заявлениями, укажите свои имя и фамилию 


печатными буквами, а также поставьте подпись и дату в нижней части этой формы. 


Когда вы получаете услуги от программ, финансируемых штатом или государством, мы просим вас предоставить 
информацию о себе. Личные данные, которые мы просим вас предоставить, считаются конфиденциальными согласно 
Minnesota Statute 13.47 subdivision 2 (Уставу 13.47, подраздел 2 штата Миннесота). Чтобы собрать и использовать эти 
данные, мы должны сообщить вам, для чего нам требуются эти данные и как мы намерены их использовать, а также о 
любых последствиях для вас в случае, если вы предоставите эти данные или нет. Вы можете отказаться от 
предоставления каких-либо данных или всей этой информации в полном объеме. Вы не обязаны по закону 
предоставлять личные данные. Тем не менее, если вы не предоставите информацию о себе в достаточном объеме, это 
может ограничить нашу способность предоставлять вам услуги. Ваша информация может использоваться совместно с 
другими государственными органами, которые имеют законное право на ознакомление с этими данными, включая 
Министерство труда США, Управление высшего образования, Управление законодательного ревизора, Управление 
ревизора штата, поставщиков услуг в области трудоустройства и профессиональной подготовки, а также учреждения 
социальной помощи. Ваша информация также может раскрываться по решению суда. Чтобы получить 
дополнительную информацию о DEED Data Practices (порядке обращения с личными данными Управленим занятости 
и экономического развития (DEED)), посетите веб-сайт http://mn.gov/deed/about/what-guides-us/privacy. 


Виды личной информации, которую вас могут попросить предоставить, и для чего она требуется: 
• Номер социального страхования (SSN): У вас могут спросить SSN, чтобы установить вашу личность, найти 


данные по заработной плате и облегчить оценку эффективности наших программ.  
• Имя, адрес, дата рождения и контактная информация: эти данные используются для того, чтобы 


идентифицировать вас и связаться с вами, а также для оценки нашей работы. 
• Возраст, пол, этническая принадлежность, раса, инвалидность и экономический статус: демографическая 


информация собирается для того, чтобы легче было определить, имеете ли вы право на дополнительную 
помощь, а также для оценки нашей работы.  


• Статус ветерана: вас попросят предоставить сведения о вашем статусе ветерана для того, чтобы определить, 
имеете ли вы право на приоритетные услуги, а также для оценки нашей работы. 


• Другая личная информация, например, документы об образовании, навыки работы и предыдущие места 
работы: данные об образовании и трудовой деятельности используются для более успешного планирования 
вашей занятости и профессиональной подготовки, а также для оценки нашей работы. 


Информация о вас будет использоваться со следующей целью: 
• для принятия решения о вашем праве на услуги, и на какие услуги конкретно, а также для координирования 


предоставляемых вам услуг; 
• чтобы помочь вам найти работу, обмениваясь данными о вашей трудовой деятельности и образовании с 


потенциальными работодателями;  
• для совершенствования системы предоставления общественных услуг путем анализа данных о нашей 


деятельности. 
____ Я ознакомился (-лась) с Уведомлением, изложенным выше. Я понимаю, что информация может быть передана 
другим учреждениям поставщика услуг в соответствии с Законом штата Миннесота о порядке обращения с личными 
данными.  


____ Я ознакомился (-лась) с Уведомлением «Равные возможности – это закон» (см. на обороте). Я понимаю, что имею 
право подать жалобу относительно дискриминации. 


______________________ _________________________________________________           ___________________ 
Имя/фамилия          Подпись (если вам не исполнилось 18 лет, подпись               Дата 
(печатными буквами)     одного из родителей/опекуна)  



http://ros.leg.mn/bin/getpub.php?pubtype=STAT_CHAP_SEC&year=2006&section=13.47
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РАВНЫЕ ВОЗМОЖНОСТИ ОБЕСПЕЧИВАЮТСЯ ЗАКОНОМ 


Получатель финансовой помощи по федеральной программе не имеет права нарушать закон, прибегая к 
дискриминации любого физического лица в США на основе расовой принадлежности, цвета кожи, 
вероисповедания, пола (включая беременность, рождение ребенка и связанное с этим состояние здоровья, 
половые стереотипы, статус трансгендера и гендерную идентичность), национальности (включая 
недостаточный уровень владения английским языком), возраста, ограничения физических и умственных 
возможностей, политической принадлежности и взглядов, а также дискриминации любого лица, получающего 
помощь по программе, кандидата на участие или участника программ помощи, финансируемых согласно 
Разделу I Закона об инновациях в сфере занятости и новых возможностях трудоустройства (WIOA), на основе 
гражданства либо участия в программе/мероприятии, финансируемых согласно Разделу I WIOA (программы и 
мероприятия, получающие финансовую помощь). 


 
Получатель обязан не допускать дискриминации, принимая решение о том, кто будет принят в программу 
помощи, финансируемую согласно Разделу I закона WIOA, или получит к ней доступ; предоставляя 
возможности участия в такой программы и в ходе мероприятий, проводимых в связи с ней, и работая с 
участниками; принимая решения о трудоустройстве в процессе реализации такой программы или мероприятий, 
связанных с ней. 


 
Получатели финансовой помощи по федеральной программе должны предпринять необходимые шаги, чтобы 
общение с лицами, чьи физические или умственные возможности ограничены, было не менее продуктивным, 
чем с другими лицами. Это означает, что по запросу получатели обязаны бесплатно предоставить 
квалифицированным лицам с ограниченными возможностями надлежащие вспомогательные средства и услуги. 


 
ЧТО ДЕЛАТЬ, ЕСЛИ ВЫ СТОЛКНУЛИСЬ С ДИСКРИМИНАЦИЕЙ 


Если вы полагаете, что при участии в мероприятии или обращении в программу помощи, которые 
финансируются согласно Разделу I закона WIOA, вы столкнулись с дискриминацией, то в течение 180 дней с 
даты предполагаемого нарушения вы можете подать жалобу получателю на имя контролера по обеспечению 
равных возможностей (либо лица, которое получатель назначил на эту роль), 
 
Local Equal Opportunity (EO) Officer:  
 
 
 
 
WIOA EO Officer: Karen Lilledahl, DEED, Office of Diversity & Equal Opportunity, 1st National Bank Building, 332 Minnesota 
Street E200, St. Paul, MN 55101, 651-259-7089 (Voice), 651-297-5343 (Fax), Karen.Lilledahl@state.mn.us 
or 
State EO Officer: Ann Feaman, DEED, Office of Diversity & Equal Opportunity, 1st National Bank Building, 332 Minnesota Street 
E200, St. Paul, MN 55101, 651-259-7097 (Voice), 651-297-5343 (Fax), Ann.Feaman@state.mn.us 
 
директору Центра гражданских прав в Министерстве труда США по адресу: Director, Civil Rights Center 
(CRC), U.S. Department of Labor 
200 Constitution Avenue NW, Room N-4123, Washington, DC 20210. 
Кроме того, вы можете подать жалобу в электронном виде на странице центра CRC www.dol.gov/crc. 


Прежде чем подавать жалобу в Центр гражданских прав (адрес центра указан выше), вы должны подать жалобу 
контролеру и дождаться от получателя письменного извещения об окончательном решении либо подождать 
90 дней (в зависимости от того, какое из указанных событий наступит раньше).  Если в течение 90 дней со дня 
подачи жалобы получатель не направил вам письменное извещение об окончательном решении, вы можете 
подать жалобу в центр CRC, не дожидаясь извещения. При этом жалобу в центр CRC необходимо подать в 
течение 30 дней по истечении указанного 90-дневного срока (то есть в течение 120 дней с момента отправки 
жалобы получателю).  Если получатель предоставил письменное извещение об окончательном решении по 
вашей жалобе, но решение вас не удовлетворило, вы можете подать жалобу в центр CRC. Подать жалобу в 
центр CRC необходимо в течение 30 дней со дня получения извещения об окончательном решении. 
 



mailto:usan.Tulashie@state.mn.us
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我们如何使用您的个人信息 


 


一项由明尼苏达州就业和经济发展部 (DEED) 和 


 


 


请阅读下方通知以及背面的“机会均等是法律”通知。当您阅读完毕后，请您在最后两项声明中签署姓名首字


母并在本表底部以正楷书写姓名、签名并填写日期。 


当您接收由州或联邦资助的计划所提供的服务时，我们会向您索要个人信息。按照明尼苏达州法律第 13.47 节第 
2 分节规定，我们向您索要的个人数据会被视为隐私数据。为了收集和使用此类数据，我们必须告知您我们需要


此类数据的原因、我们预期使用此类数据的方式以及在您决定是否提供此类信息时，您可能会遇到的任何后果。


您可以拒绝提供此类信息的任何或全部内容。法律没有强制要求您提供个人信息。不过，如果您决定不提供充足


的个人信息，我们向您提供服务的能力可能会因此而受到限制。我们可能会与享有合法权利获取此类数据的其他


政府机构分享您的信息，包括美国劳工部、高等教育事务处、立法审计办公室、州审计长、就业和培训服务提供


商以及福利机构。我们可能还会遵照法庭命令分享您的信息。如需了解有关 DEED 数据实践的更多信息，请访问 
http://mn.gov/deed/about/what-guides-us/privacy。 


我们可能向您索要的个人信息类型以及我们需要此类信息的原因： 


• 社会安全号码 (SSN)：我们索要您的社会安全号码，旨在识别您的独特个人身份、查找工资数据


并帮助我们评估计划的绩效；  
• 姓名、地址、出生日期和联络信息：此类信息可用来识别和联络您，以及评估我们的绩效； 


• 年龄、性别、族群、种族、残障和经济状况：我们收集人口统计信息，这有助于判断您是否符


合领取额外援助的资格，以及评估我们的绩效； 


• 退伍军人身份：我们询问退伍军人身份，旨在判断您是否符合享有优先服务的资格，以及评估


我们的绩效；以及 


• 其他个人信息，如学校记录、职业技能和工作经历：我们使用教育和工作经历，这有助于规划


您的就业和培训目标，以及评估我们的绩效。 


您的个人信息将被用作下列用途： 


• 判断您是否符合享受各种服务的资格、您符合资格享受哪些服务以及协调提供给您的各种服务； 
• 通过与未来雇主分享您的工作和教育经历，帮助您找到工作；以及 
• 通过分析我们的绩效资料，改进各项公共服务。 


____ 本人已阅读上文通知。本人了解，按照《明尼苏达州政府数据实践法案》规定，本人信息可能会


被分享给其他服务提供商机构。 


____ 本人已阅读“机会均等是法律”通知（参见背面）。本人理解，本人有权提交歧视投诉。 


_________________________________________________ ________________________________________________________________________________  ________________________ 


您的姓名（请以正楷书写）  您的签名（如年龄未满 18 岁，则提供家长/监护人签名）  日期 



http://ros.leg.mn/bin/getpub.php?pubtype=STAT_CHAP_SEC&year=2006&section=13.47
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公平機會受法律保障 


基於下列情形對聯邦財政援助接受人產生歧視，乃屬違法行為：針對種族、膚色、宗教、性別（包


括懷 孕、生產與相關醫療狀況、性別刻板印象、跨性別身分與性別認同）、原國籍（包括英語能


力有限）、 年齡、身心障礙或政治立場或信仰，歧視任何在美國的個人，或基於個人公民身分或


參與勞動力創新與 機會法案 (Workforce Innovation and Opportunity Act, WIOA) 第 I 編─財政援助計畫


或活動，歧視任何 WIOA 第 I 編財政援助計畫下之受益人、申請人或參與者。 


接受人不應在下列任何情形下受到歧視：決定何人將錄取，或有權參與 WIOA 第 I 編財政援助計畫


或活 動時；在該類計畫或活動中提供機會，或對待任何與該類計畫或活動相關的人士時；或做出


該類計畫或 活動行政部門，或與其相關之雇用決定時。 


財政援助接受人應採取合理措施，確保與身心障礙人士之間的溝通和其他人同樣有效。這意味著接


受人 一經要求，必須提供符合資格的身心障礙人士適當的輔助支援與服務，且不向該位人士收取


費用。 


若您認為自己受到歧視該怎麼辦？ 


若您認為自己在 WIOA 第 I 編─財政援助計畫或活動受到歧視，您可以自涉嫌違法之行為發生當日


起 180 天內，向以下人士提出申訴：接受人的公平機會官員 (Equal Opportunity Officer)（或接受人為


此指定 之人員）； 


Local Equal Opportunity (EO) Officer:  


WIOA EO Officer: Karen Lilledahl, DEED, Office of Diversity & Equal Opportunity, 1st National Bank Building, 


332 Minnesota Street E200, St. Paul, MN 55101, 651-259-7089 (Voice), 651-297-5343 (Fax), Karen 


Lilledahl@state.mn.us 


or 


State EO Officer: Ann Feaman, DEED, Office of Diversity & Equal Opportunity, 1st National Bank Building, 332 


Minnesota Street E200, St. Paul, MN 55101, 651-259-7097 (Voice), 651-297-5343 (Fax), Ann.Feaman@state.mn.us 


公民權利中心主任 (Director, Civil Rights Center, CRC)，美國勞工部 (U.S. Department of 


Labor) 200 Constitution Avenue NW, Room N-4123, Washington, DC 20210 


或按照公民權利中心 (CRC) 網站 www.dol.gov/crc 的指示，以電子通訊方式提出申訴。 


若您向接受人提出申訴，您必須等接受人提出書面最終審定通知書 (Notice of Final Action) 之後，或提


出 申訴超過 90 天（以先到者為準），才能向公民權利中心（見上方地址）提出申訴。若接受人未在


您提 出申訴當日起 90 天內，向您提出書面最終審定通知書，您可以在收到通知書之前向 CRC 提出申


訴。然 而，您必須在 90 天屆滿之日起 30 天內向 CRC 提出申訴（亦即，您向接受人提出申訴之日起 


120 天 內）。若接受人已向您提出書面最終審定通知書，但您不滿意該決定或決議，您可以向  CRC 


提出申訴。 您必須在收到最終審定通知書之日起 30 天內向 CRC 提出申訴。 
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Sida Aan u Isticmaalno Macluumaadkaada Shakhsiga 
 


Iskaashi ay mas'uul ka tahay Waaxda Shaqada iyo Horumarka Dhaqaalaha Minnesota  
(Minnesota Department of Employment and Economic Development) (DEED) iyo 


 
 


Fadlan akhri Ogeysiiska hoose iyo Ogeysiiska in Sinaanta Fursadda Tahay Sharciga ee ku yaala dusha.  Marka aad 
dhameysid in aad akhrisid, waxaad xarfaha hore magacaada ku qortaa labada oraah ugu dambeeyso, ku daabac 


magacaada, kaddibna taariikhda ku qor dhanka hoose foomkaan. 


Marka aad adeegyo ka heshid barnaamijyada gobolka ama federaalka maalgeliyo, waxaan ku weydiin doonaa macluumaad 
ku saabsan naftaada. Xogta aan kaa codsaneyno in aad ka bixisid naftaada waxaa loo haystaa in ay tahay xog gaar ah sida ku 
qoran Sharciga Minnesota (Minnesota Statute) 13.47 qeybta hoose 2. Si loo aruuriyo loona isticmaalo xogtaan, waa in aan 
kuu sheegno sababta aan ugu baahanahay xogta, sida aan ku talo jirno in aan u isticmaalno, iyo natiijo kasta oo laga yaabo in 
aad la kullantid haddii aad bixisid macluumaadka ama haddii aadan bixinin. Waxaad diidi kartaa in aad bixisid qaar ama 
dhamaan macluumaadkaan. Sharci ahaan, lagaama rabo in aad bixisid macluumaad kugu saabsan adiga. Hase ahatee, haddii 
aadan naftaada ka bixinin macluumaad ku filan, taasi waxay xaddidi kartaa awoodda aan u leenahay in aan ku siino adeegyo. 
Waxaa dhici karto in macluumaadkaada lala qeybsado hay'adaha kale ee dawladda ee sharci ahaan xaqa u leh xogtaan sida 
Waaxda Shaqaalaha Mareykanka (U.S. Department of Labor), Xafiiska Tacliinta Sare (Office of Higher Education), 
Xafiiska Xisaabiyaha Sharci Dajinta (Office of the Legislative Auditor), Xisaabiyaha Gobolka (State Auditor), bixiyeyaasha 
adeegga shaqada iyo tababarka, iyo wakaaladaha ceydha. Waxaa kaloo dhici karto in macluumaadkaada lala wadaago cid 
kale haddii maxkamadda ammarto. Si aad u heshid macluumaad badan oo ku saabsan Dhaqanka Xogta DEED (DEED Data 
Practices), booqo http://mn.gov/deed/about/what-guides-us/privacy. 


Noocyada macluumaadka shakhsiga ee laga yaabo in lagu weydiiyo iyo sababta aan ugu baahanahay: 
• Nambarka Soshal Sekuritiga (SSN): Waxaa la codsanaa nambarkaada SSN si laguu aqoonsado in aad tahay qof gaar 


ah, si loo helo xogta mushaarka, iyo si ay noogu kaalmeeyso qiimeynta shaqada barnaamijyadena;  
• Magaca, cinwaanka, taariikhda dhallashada, iyo macluumaadka lagala xariiro: Tani waxaa loo isticmaalaa in 


lagu aqoonsado, lagula xariiro iyo la qiimeeyo shaqada aan qabano; 
• Da'da, qofka waxa uu yahay lab/dhedig, jinsiyadda, isirka, itaal darrida, iyo xaaladda dhaqaalaha: Waxaa la 


aruuriyaa macluumaadka tirada dadka taasoo kaalmo ka geysata haddii aad xaq u leedahay kaalmo dheeraad ah iyo si 
loo qiimeeyo shaqada aan qabano;  


• Xaaladda Qofka Ka Soo Shaqeeyay Ciidamada: Waxaa la weydiiyaa xaaladda qofka ka soo shaqeyay ciidamada si 
loo ogaado haddii aad xaq u leedahay mudnaanta adeegyada iyo si loo qiimeeyo shaqada aan qabano; iyo 


• Macluumaadka kale ee qofka, sida diiwaanka dugsiga, xirfadaha shaqada iyo taariikhda shaqada: 
Waxbarashada iyo taariikhda shaqada waxaa loo isticmaalaa qorsheynta shaqadaada iyo ujeedooyinkaada tababarka iyo 
si loo qiimeeyo shaqada aan qabano. 


Macluumaadka kugu saabsan adiga waxaa loo isticmaali doonaa: 
• In go'aan laga gaaro haddii aad xaq u leedahay adeegyada, adeegyada aad xaqa u leedahay kuwa ay yahiin, iyo in 


leysku dabarido adeegyada lagu siiyo; 
• In laguugu kaalmeeyo in aad heshid shaqo marka taariikhda shaqada iyo waxbarashada lala wadaago loo-


shaqeeyeyaasha rajada laga qabo; iyo 
• Horumarinta adeegyada dadweynaha marka la kala dhigdhigo xogta ku saabsan sida aan shaqada u qabano. 


____ Aniga waan akhristay Ogeysiiska kor ku qoran. Waan fahamsanahay in ay dhici karto in macluumaadka lala wadaago 
wakaaladaha kele ee bixiya adeegga sida waafaaqsan Sharciga Dhaqanka Xogta Dawladda Minnesota (Minnesota 
Government Data Practices Act).  


____ Aniga waan akhristay Ogeysiiska Sinaanta Fursadda tahay Sharciga (Equal Opportunity is the Law Notice) (ee kuna 
qoran dhinaca dusha). Waxaan fahamsanahay in aan xaq u leeyahay in aan soo gudbiyo ashtakada takoorka. 


___________________      ____________________________________________________________ __________ 
Magacaada (Daabac)      Saxiixaada (haddii aad ka yar tahay 18 sanno, saxiixa Waalidka (Ilaaliyaha) Taariikhda 
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FURSAD SIMMAN WAA SHARCIGA


Sharciga ayay ka soo horjeedaa helitaankaan caawinta dhaqaalaha Faderaalka oo lagu takoorayo boosaska 
xiggo: waxay ka soo horjeedo shaqsi walba oo joogo Mareykanka, oo ku saleysan jinsiyada, midika, diinta, 
jinsiyada (oo ay ku jiraan uurka, dhalashada canuga, iyo xaaladaha caafimaadka ee la xiriirto, fikrada galmada, 
heerka labeebka, iyo aqoonsiga jinsiga), asalka dhalashada (oo ay ku jiraan aqoonta Ingiriiska xadidan), da’da, 
curyaannimada, ama ka mid ahaanshaha siyaasada ama aaminadaadaha, ama, ka soo horjeedo ka faa’ide walba, 
codsadaha, ama ka qeybqaadanayo barnaamijyada dhaqaale ahaan loogu caawiyay sida waafaqsan Title I ee 
Xeerka Fursada Shaqaalaha Cusub iyo Fursada, oo ku saleysan heerka muwaadinnimada shaqsiga ama ka 
qeybqaadanayo WIOA walba barnaamijka lagu caawiyay dhaqaale ahaan Title I ama howsha. 


Helaha waa inuusan ku takoorin kuwa walba ee aagaga: go’aansanayo cida laga diiwaangelinayo, ama geleysa, 
barnaamijka WIOA ee lagu caawiyay dhaqaale ahaan Title I ama howsha; siineyso fursadaha gudaha, ama ula 
dhaqmayo qof walba ee aan laga eegin, barnaamij noocaas ama howsha; ama sameynta go’aamada 
shaqaaleysiinta ee maamulka, ama la xiriirto, barnaamij noocaas ah ama howsha. 


Helayaasha caawinta dhaqaalaha faderaalka waa inay qaadaan tallaabooyin macquul ah oo lagu hubinayo in 
xiriirada shaqsiyaadka qaba curyaannimada ay u wax ku oolyihiin sida xiriirada dadka kale. Tani waxay la 
micna tahay in, xiliga codsiga oo lacag la’aan ku ah shaqsiga, helayaasha waxaa looga baahanyahay inay 
bixiyaan gargaarka dheeraad ku haboon iyo adeegyada shaqsiyaadka u qalma ee qaba curyaannimada. 


WAXA LA SAMEEYO HADDII AAD AAMINSANTAHAY INAAD LAKULANTAY TAKOORID


Haddii aad u maleysay in laguugu sameeyay takoorida sida waafaqsan barnaamijka WIOA lagu caawiyay 
dhaqaalaha  Title I ama howsha, waxaad ku xareyn kartaa cabashada gudaha 180 maalmood ka bilow taariiqda 
xadgudubka eedeynta ah ee midkood: Sarkaalka Fursada Simman (ama qofka helaha u xilsaaray ujeedadaan); 


Fursada Simman ee Deegaanka (EO) Sarkaalka: 


WIOA EO Sarkaalka: Karen Lilledahl, DEED, xafiiska Kala duwanaanshaha iyo Fursada Simman, Dhismaha Bangiga Qaranka 
1aad, 332 Minnesota Street E200, St. Paul, MN 55101, 651-259-7089 (Codka), 651-297-5343 (Fakis), 
Karen.Lilledahl@state.mn.us 


Gobolka EO Sarkaalka: Ann Feaman, DEED, Xafiiska Kala duwanaanshaha iyo Fursada Simman, Dhismaha Qaranka 1aad, 
332 Minnesota Street E200, St. Paul, MN 55101, 651-259-7097 (Cod), 651-297-5343 (Fakis), Ann.Feaman@state.mn.us 


Agaasimaha, Xarunta Xaquuqaha Madaniga (CRC), Waaxda Shaqada Mareykanka (U.S. Department 
of Labor) 200 Constitution Avenue NW, Room N-4123, Washington, DC 20210 
ama koronta ahaan sida loogu tilmaamay websaydka CRC ee www.dol.gov/crc. 


Haddii aad ku xareysid cabashadaada helaha, waa inaad sugtaa midkood illaa helaha sameeyo Ogeysiin qoran 
ee Tallaabada Ugu dambeyso, ama illaa 90 maalmood ayaa dhaaftay (mid walboo degdega ah), ka hor inta aan 
lagu xareynin Xarunta Xaquuqda Rayidka (fiiri ciwaanka kore). Haddii helahaan uusan ku siinin Ogeysiin 
Qoran ee Tallaabada Ugu dambeyso oo gudaha 90 maalmood ee maalinta aad ku xareysay cabashadaada, 
waxaad ku xareyn kartaa cabasho CRC ka hor inta  aadan heli Ogeysiintaas. Si kastaba, waa inaad ku xareysaa 
cabashadaada CRC gduaha 30 maalmood ee dhammaadka waqtiga 90- (micnaha kale, gudaha 120 maalmood 
kadib maalinta aad ku xareysay caabshada helaha). Haddii helaha uu ku siiyo Ogeysiin qoran ee Tallaabada 
Ugu dambeyso ee cabashadaada, laakin aadan ku qanacsaneyn go’aanka ama xalinta, waxaad cabasho ku 
xareyn kartaa CRC. Waa inaad ugu xareysaa cabasho CRC gudaha 30 maalmood ee taariqda aad heshay 
Ogeysiinta Go’aanka Ugu dambeeyo. 
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Cómo usamos su información personal 
 


Una asociación patrocinada por el Departamento de Empleo y Desarrollo Económico (DEED) de Minnesota y 


 
 


Lea la notificación a continuación y la notificación "La igualdad de oportunidades es la ley" en el reverso. Cuando 
termine de leerlas, firme las dos declaraciones finales con sus iniciales, escriba su nombre con mayúscula, firme y 


coloque la fecha en la parte inferior de este formulario. 


Cuando reciba los servicios de los programas financiados con fondos federales o estatales, le solicitaremos información 
personal. Los datos que le solicitamos que proporcione se consideran privados según el Estatuto de Minnesota 13.47, 
subdivisión 2. Para reunir y usar estos datos, primero debemos informarle por qué los necesitamos, cómo pretendemos 
usarlos y cualquier consecuencia que pueda tener por proporcionar o no esta información. Puede negarse a proporcionar 
una parte de esta información o toda. Usted no está obligado legalmente a proporcionar información personal. Sin 
embargo, si no proporciona la información personal necesaria, podría limitar nuestra capacidad para brindarle servicios. 
Es posible que se comparta su información personal con otras entidades gubernamentales que tengan derecho legal a estos 
datos, incluido el Departamento de Trabajo de los EE. UU., la Oficina de Educación Superior, la Oficina del Auditor 
Legislativo, el auditor del Estado, los proveedores de servicios de empleo y capacitación y las agencias de bienestar. Es 
posible que también se comparta su información por orden judicial. Para obtener más información sobre las prácticas con 
los datos del DEED visite http://mn.gov/deed/about/what-guides-us/privacy. 


Tipos de informaciones personales que le pueden solicitar y la razón por la que las necesitamos: 
• Número de seguro social (SSN): Se le solicita su SSN para identificarlo como una persona única, para 


encontrar datos sobre salarios y para ayudarlo a evaluar el rendimiento de nuestros programas.  
• Nombre, dirección, fecha de nacimiento e información de contacto: Esto se utiliza para identificarlo y 


contactarlo y para evaluar nuestro rendimiento. 
• Edad, sexo, etnia, raza, discapacidad y posición económica: La información demográfica se reúne para 


ayudar a determinar si usted es elegible para asistencia adicional y para evaluar nuestro rendimiento.  
• Condición de veterano de guerra: La condición de veterano de guerra se solicita para determinar si usted 


es elegible para los servicios prioritarios y para evaluar nuestro rendimiento. 
• Otra información personal como registros escolares, competencias laborales y trayectoria laboral:     


La trayectoria escolar y laboral se usa para ayudar a planear sus objetivos laborales o de capacitación y para 
evaluar nuestro rendimiento. 


Su información personal se usará para lo siguiente: 
• Decidir si es elegible para los servicios, para qué servicios es elegible y para coordinar los servicios que se le 


proporcionan. 
• Ayudarlo a obtener un empleo al compartir su trayectoria escolar y laboral con posibles empleadores. 
• Mejorar los servicios públicos al analizar los datos sobre nuestro rendimiento. 


____ He leído la notificación arriba mencionada. Comprendo que es posible que se comparta la información con 
otras agencias proveedoras de servicio de acuerdo con la Ley de prácticas con los datos del Gobierno de Minnesota.  


____ He leído la notificación sobre “La igualdad de oportunidades es la ley” (que se encuentra en el reverso). 
Comprendo que tengo derecho a presentar una queja por discriminación. 


_________________________________________________ ________________________________________________________________________________  ________________________ 


Su nombre (en imprenta)   Su firma (si es menor de 18, la firma de los padres o tutores)  Fecha 







LA IGUALDAD DE OPORTUNIDAD ES LA LEY 
La ley prohíbe que este beneficiario de asistencia financiera federal discrimine por los siguientes motivos: 
contra cualquier individuo en los Estados Unidos por su raza, color, religión, sexo (incluyendo el embarazo, el 
parto y las condiciones médicas relacionadas, y los estereotipos sexuales, el estatus transgénero y la identidad 
de género), origen nacional (incluyendo el dominio limitado del inglés), edad, discapacidad, afiliación o 
creencia política, o contra cualquier beneficiario, solicitante de trabajo o participante en programas de 
capacitación que reciben apoyo financiero bajo el Título I de la ley de Inversión y Oportunidad en la Fuerza 
Laboral (WIOA, por sus siglas en inglés), debido a su ciudadanía, o por su participación en un programa o 
actividad que recibe asistencia financiera bajo el Título I de WIOA. 


El beneficiario no deberá discriminar en los siguientes áreas: decidiendo quién será permitido de participar, o 
tendrá acceso a cualquier programa o actividad que recibe apoyo financiero bajo el Título I de WIOA; 
proporcionando oportunidades en, o tratar a cualquier persona con respecto a un programa o actividad 
semejante; o tomar decisiones de empleo en la administración de, o en conexión a un programa o actividad 
semejante. 


Los beneficiarios de asistencia financiera federal deben tomar medidas razonables para garantizar que las 
comunicaciones con las personas con discapacidades sean tan efectivas como las comunicaciones con los 
demás. Esto significa que, a petición y sin costo alguno para el individuo, los recipientes están obligados a 
proporcionar ayuda auxiliar y servicios para individuos con discapacidades calificados. 


QUE DEBE HACER SI CREE QUE HA SIDO DISCRIMINADO 
Si usted piensa que ha sido discriminado en un programa o actividad que recibe apoyo financiero bajo el 
Título I de WIOA, usted puede presentar una queja no más de 180 días después de la fecha en que ocurrió la 
presunta violación, ya sea con: El oficial de igualdad de oportunidad del recipiente (o la persona que el 
recipiente haya designado para este propósito); 


Local Equal Opportunity (EO) Officer:  


WIOA EO Officer: Karen Lilledahl, DEED, Office of Diversity & Equal Opportunity, 1st National Bank Building, 332 Minnesota Street 
E200, St. Paul, MN 55101, 651-259-7089 (Voice), 651-297-5343 (Fax), Karen.Lilledahl@state.mn.us 


State EO Officer: Ann Feaman, DEED, Office of Diversity & Equal Opportunity, 1st National Bank Building, 332 Minnesota Street 
E200, St. Paul, MN 55101, 651-259-7097 (Voice), 651-297-5343 (Fax), Ann.Feaman@state.mn.us  


Director, Civil Rights Center (CRC), U.S. Department of Labor 
200 Constitution Avenue NW, Room N-4123, Washington, DC 20210 
o electrónicamente como indica el sitio web del CRC www.dol.gov/crc.


Si usted presenta una queja con el recipiente, usted debe esperar hasta que el recipiente emita una decisión 
final escrita o que pasen por lo menos 90 días (lo que ocurra primero), antes de presentar una queja con el 
Centro de Derechos Civiles (CRC, por sus siglas en inglés) a la dirección mencionada previamente. Si el 
beneficiario no le entrega una decisión final escrita dentro de 90 días después de la fecha en que presento su 
queja, usted puede presentar su queja con el CRC antes que reciba la decisión final. Sin embargo, es necesario 
presentar su queja con el CRC dentro de 30 días después de la fecha límite de 90 días (en otras palabras, 
dentro de 120 días después de la fecha en presento la queja con el recipiente). Si el recipiente emite una 
decisión final escrita, pero usted no está satisfecho con él resultado o resolución, usted puede presentar una 
queja con el CRC. Usted debe presentar su queja con el CRC dentro de 30 días después que reciba la 
decisión final escrita. 
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Cách Chúng Tôi Sử Dụng Thông Tin Cá Nhân của Bạn 
 


Một sự hợp tác giữa Ban Phát Triển Việc Làm và Kinh Tế  
(Department of Employment and Economic Development - DEED) của Minnesota và 


 


 


Vui lòng đọc Thông Báo dưới đây cùng với Thông Báo "Cơ Hội Bình Đẳng là Quyền Theo Luật Pháp" ở mặt sau.  
Khi đọc xong, xin ký tắt tên vào hai câu khẳng định dưới cùng, viết tên bạn bằng chữ in hoa,  


ký tên và ghi ngày ở phần cuối mẫu này. 


Khi bạn nhận dịch vụ từ các chương trình được chính phủ tiểu bang hay liên bang tài trợ, chúng tôi sẽ hỏi một 
số thông tin về bạn. Thông tin về bạn mà chúng tôi yêu cầu được coi là "dữ liệu riêng tư" theo mục 2, Điều Luật 
13.47 của Minnesota. Để thu thập và sử dụng dữ liệu này, chúng tôi cần thông báo cho bạn vì sao cần có dữ 
liệu, những cách sử dụng dữ liệu, và những ảnh hưởng đối với bạn nếu bạn cung cấp hay không cung cấp 
thông tin. Bạn có thể từ chối cung cấp một phần hay tất cả thông tin được yêu cầu. Luật pháp không bắt buộc 
bạn phải cung cấp thông tin về mình. Tuy nhiên, nếu bạn không cung cấp đủ thông tin thì chúng tôi có thể bị hạn 
chế khả năng cung cấp dịch vụ cho bạn. Thông tin của bạn có thể được chia sẻ với các tổ chức chính phủ khác 
có thẩm quyền pháp định xem dữ liệu này, bao gồm Bộ Lao Động Hoa Kỳ, Phòng Giáo Dục Sau Trung Học, 
Phòng Kiểm Toán Ngành Lập Pháp, Phòng Kiểm Toán Tiểu Bang, các tổ chức cung cấp dịch vụ việc làm và 
huấn nghệ, và các cơ quan trợ cấp xã hội. Thông tin của bạn cũng có thể được chia sẻ theo lệnh của tòa án. Để 
biết thêm thông tin về Thông Lệ Xử Lý Dữ Liệu của DEED, xin truy cập http://mn.gov/deed/about/what-guides-
us/privacy. 


Các loại thông tin cá nhân chúng tôi có thể yêu cầu bạn cung cấp, và tại sao chúng tôi cần thông tin đó: 
• Số An Sinh Xã Hội (Social Security Number - SSN): Chúng tôi có thể yêu cầu số SSN của bạn để nhận 


diện cá nhân bạn, để tìm dữ liệu về lương và để giúp chúng tôi đánh giá hiệu quả các chương trình của 
chúng tôi;  


• Tên, địa chỉ, ngày sinh và thông tin liên lạc: Chúng tôi sử dụng thông tin này để nhận diện và liên lạc với 
bạn cũng như để đánh giá hiệu quả của chương trình; 


• Tuổi, giới tính, sắc tộc, chủng tộc, khuyết tật và tình trạng tài chính: Chúng tôi thu thập thông tin nhân 
khẩu học để giúp xác định xem bạn có hội đủ điều kiện hưởng thêm trợ cấp hay không, và để đánh giá hiệu 
quả của chương trình;  


• Tình trạng cựu chiến binh: Chúng tôi hỏi về tình trạng cựu chiến binh để giúp xác định xem bạn có hội đủ 
điều kiện được nhận dịch vụ ưu tiên hay không, và để đánh giá hiệu quả của chương trình; và 


• Các thông tin cá nhân khác như hồ sơ học tập, kỹ năng làm việc và quá trình làm việc: Chúng tôi hỏi 
về quá trình học tập và làm việc để giúp lập kế hoạch về các mục tiêu công việc và huấn nghệ cho bạn 
cũng như để đánh giá hiệu quả của chương trình. 


Thông tin về bạn sẽ được sử dụng để: 
• Xác định xem bạn có hội đủ điều kiện hưởng dịch vụ không, nếu có thì những dịch vụ nào, và phối hợp các 


dịch vụ được cung cấp cho bạn; 
• Giúp bạn kiếm được việc làm bằng cách chia sẻ thông tin về quá trình làm việc và học tập của bạn với các 


chủ thuê lao động tiềm năng; và 
• Cải thiện các dịch vụ cộng đồng bằng cách phân tích dữ liệu về hiệu quả chương trình. 


____ Tôi đã đọc Thông Báo trên đây. Tôi hiểu rằng thông tin của tôi có thể được chia sẻ với các cơ quan cung 
cấp dịch vụ khác chiếu theo Điều Luật về các Thông Lệ Xử Lý Dữ Liệu của Chính Quyền Minnesota.  


____ Tôi đã đọc Thông Báo "Cơ Hội Bình Đẳng là Quyền Theo Luật Pháp" (ở mặt sau). Tôi hiểu rằng tôi có 
quyền nộp đơn khiếu nại nếu bị phân biệt đối xử. 


_________________________________________________ ________________________________________________________________________________ ________________________ 


Tên của bạn (viết chữ in hoa)  Chữ ký của bạn (nếu chưa đủ 18 tuổi,    Ngày 
     phụ huynh/người giám hộ phải ký hộ) 
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CƠ HỘI CÔNG BẰNG LÀ LUẬT PHÁP 


Phân biệt đối xử với người nhận Hỗ trợ tài chính liên bang dựa trên các căn cứ sau là trái pháp luật: phân biệt bất kỳ 
cá nhân nào tại Hoa Kỳ, dựa trên cơ sở chủng tộc, màu da, tôn giáo, giới tính (bao gồm cả mang thai, sinh con và 
tình trạng y tế có liên quan, sự rập khuôn trong giới tính, tình trạng chuyển đổi giới tính và bản sắc giới), nguồn gốc 
quốc gia (bao gồm cả trình độ tiếng Anh hạn chế), tuổi tác, khuyết tật hoặc đảng phái hay niềm tin chính trị, hoặc 
phân biệt bất kỳ người thụ hưởng, người nộp đơn hoặc người tham gia vào các chương trình hỗ trợ tài chính theo 
Title I của Đạo luật Cải tiến và Cơ hội cho Lực lượng lao động, trên cơ sở của tình trạng công dân của cá nhân hoặc 
sự tham gia vào bất kỳ chương trình hoặc hoạt động hỗ trợ tài chính nào theo Title I của WIOA. 
 
Người nhận không bị phân biệt đối xử trong bất kỳ lĩnh vực nào sau đây: quyết định ai sẽ được nhận, hoặc có 
quyền tiếp cận với bất kỳ chương trình hoặc hoạt động hỗ trợ tài chính nào theo Title I của WIOA; trao các cơ hội 
hoặc đối xử với bất kỳ người nào liên quan tới một chương trình hoặc hoạt động như thế; hoặc đưa ra các quyết 
định việc làm thuộc phạm vi quản lý của hoặc có liên quan tới một chương trình hoặc hoạt động như vậy. 
 
Người nhận hỗ trợ tài chính liên bang phải thực hiện những bước hợp lý để đảm bảo rằng thông tin liên lạc với các 
cá nhân bị khuyết tật có hiệu quả như thông tin liên lạc với những người khác. Điều này có nghĩa rằng, theo yêu cầu 
và miễn phí cho các cá nhân, người nhận được yêu cầu cung cấp hỗ trợ và các dịch vụ phụ trợ phù hợp cho các cá 
nhân đủ điều kiện bị khuyết tật. 
 


QUÝ VỊ CẦN LÀM GÌ NẾU QUÝ VỊ CHO RẰNG MÌNH BỊ PHÂN BIỆT ĐỐI XỬ 


 
Nếu quý vị cho rằng quý vị đã bị phân biệt đối xử trong một chương trình hoặc hoạt động hỗ trợ tài chính theo Title I 
của WIOA, quý vị có thể nộp đơn khiếu nại trong vòng 180 ngày kể từ ngày vi phạm bị cáo buộc tới một trong hai 
người: Cán sự phụ trách về Cơ hội Công bằng của người nhận (hoặc người mà người nhận chỉ định cho mục đích 
này); 
 
Local Equal Opportunity (EO) Officer:  
 
 
 
 
WIOA EO Officer: Karen Lilledahl, DEED, Office of Diversity & Equal Opportunity, 1st National Bank Building, 332 
Minnesota Street E200, St. Paul, MN 55101, 651-259-7089 (Voice), 651-297-5343 (Fax), Karen.Lilledahl@state.mn.us 
hoặc 
 
State EO Officer: Ann Feaman, DEED, Office of Diversity & Equal Opportunity, 1st National Bank Building, 332 Minnesota 
Street E200, St. Paul, MN 55101, 651-259-7097 (Voice), 651-297-5343 (Fax), Ann.Feaman@state.mn.us 
 
Giám đốc, Trung tâm Dân Quyền, của Bộ lao động Hoa Kỳ 
Director, Civil Rights Center (CRC), U.S. Department of Labor 
200 Constitution Avenue NW, Room N-4123, Washington, DC 20210  
hoặc gửi khiếu nại điện tử theo hướng dẫn trên trang web CRC tại địa chỉ www.dol.gov/crc. 
 
Nếu quý vị nộp đơn khiếu nại đối với người nhận, quý vị phải chờ hoặc đến khi người nhận cung cấp một văn bản 
Thông báo về Hành động Cuối cùng hoặc cho đến khi hết 90 ngày (tùy theo ngày nào sớm hơn), trước khi nộp đơn 
tới Trung tâm Dân quyền (xem địa chỉ ở trên).  Nếu người nhận không cung cấp cho quý vị một văn bản Thông báo 
về Hành động Cuối cùng trong vòng 90 ngày kể từ ngày quý vị nộp đơn khiếu nại, quý vị có thể nộp đơn khiếu nại 
với CRC trước khi nhận được Thông báo đó. Tuy nhiên, quý vị phải nộp đơn khiếu nại với CRC trong vòng 30 ngày 
kể từ ngày kết thúc thời hạn 90 ngày (nói cách khác, trong vòng 120 ngày kể từ ngày quý vị nộp đơn khiếu nại với 
người nhận). Nếu người nhận đã cung cấp cho quý vị một bản Thông báo về Hành động Cuối cùng về đơn khiếu 
nại của quý vị nhưng quý vị không hài lòng với quyết định hoặc biện pháp giải quyết thì quý vị có thể nộp đơn khiếu 
nại với CRC. Quý vị phải nộp đơn khiếu nại với CRC trong vòng 30 ngày kể từ ngày quý vị nhận được Thông báo 
về Hành động cuối cùng. 
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I. EXECUTIVE SUMMARY 


DEPARTMENT OF EMPLOYMENT AND ECONOMIC DEVELOPMENT 
Affirmative Action Plan 2016-2018 


Review of DEED data revealed underutilization of the following protected group(s) in the following job 
categories: 


Table 1. Underutilization Analysis of Protected Groups – Statewide 


Job Categories Women Racial/Ethnic 
Minorities 


Individuals with 
Disabilities 


Officials/Administrators 
Professionals 
Office/Clerical 
Technicians X X 
Service Maintenance X 


Once approved, information about how to obtain or view a copy of this plan will be provided to every 
employee of the agency. Our intention is that every employee is aware of DEED’s commitments to 
affirmative action and equal employment opportunity. The plan will also be posted on the agency’s 
website and maintained in the Office for Diversity & Equal Opportunity and Human Resources Office. 


This Affirmative Action Plan meets the requirements as set forth by Minnesota Management and 
Budget, and contains affirmative action goals and timetables, as well as reasonable and sufficiently 
assertive hiring and retention methods for achieving these goals. 


Blank space for signature Blank space for 
date 


Affirmative Action Officer or Designee Date Signed 
Blank space for signature Blank space for 


date 


Human Resources Director or Designee Date Signed 
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date 


Commissioner Date Signed 
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II. STATEMENT OF COMMITMENT


This statement reaffirms DEED is committed to Minnesota’s statewide affirmative action efforts and 
providing equal employment opportunity to all employees and applicants in accordance with equal 
opportunity and affirmative action laws. 


I affirm my personal and official support of these policies which provide that: 


• No individual shall be discriminated against in the terms and conditions of employment,
personnel practices, or access to and participation in programs, services, and activities with
regard to race, sex, color, creed, religion, age, national origin, sexual orientation, disability,
marital status, status with regard to public assistance, or membership or activity in a local
human rights commission.


• This agency is committed to the implementation of the affirmative action policies, programs,
and procedures included in this plan to ensure that employment practices are free from
discrimination. Employment practices include, but are not limited to the following:  hiring,
promotion, demotion, transfer, recruitment or recruitment advertising, layoff, disciplinary
action, termination, rates of pay or other forms of compensation, and selection for training,
including apprenticeship. We will provide reasonable accommodation to employees and
applicants with disabilities.


• This agency will continue to actively promote a program of affirmative action, wherever
minorities, women, and individuals with disabilities are underrepresented in the workforce, and
work to retain all qualified, talented employees, including protected group employees.


• This agency will evaluate its efforts, including those of its directors, managers, and supervisors,
in promoting equal opportunity and achieving affirmative action objectives contained herein. In
addition, this agency will expect all employees to perform their job duties in a manner that
promotes equal opportunity for all.


It is the agency’s policy to provide an employment environment free of any form of discriminatory 
harassment as prohibited by federal, state, and local human rights laws. I strongly encourage 
suggestions as to how we may improve. We strive to provide equal employment opportunities and the 
best possible service to all Minnesotans. 


Blank space for signature Blank space for 
date 


Commissioner Date Signed 
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III. INDIVIDUALS RESPONSIBLE FOR DIRECTING/IMPLEMENTING THE 
AFFIRMATIVE ACTION PLAN 


Commissioner 
Shawntera Hardy, Commissioner


Responsibilities: 
The Commissioner is responsible for the establishment of an Affirmative Action Plan 
that complies with all federal and state laws and regulations. The Commissioner 
oversees and ensures implementation and compliance of the Affirmative Action Plan. 


Duties: 
The duties of the Commissioner shall include, but are not limited to the following: 


• Appoint the Affirmative Action Officer and include accountability for the 
administration of the agency’s Affirmative Action Plan in his or her position 
description; 


• Provide sufficient support to the Office of Diversity and Equal Opportunity to ensure 
DEED compliance with state and federal equal opportunity and nondiscrimination 
laws and regulations; 


• Take action, if needed, on complaints of discrimination and harassment; 


• Ensure the Affirmative Action Plan is effectively communicated to all employees on 
an annual basis; 


• Make decisions and changes in policy, procedures, or accommodations as needed to 
facilitate effective affirmative action and equal employment opportunity; 


• Actively promote equal opportunity employment; and, 


• Require all agency directors, managers, and supervisors to include responsibility 
statements for supporting affirmative action, equal opportunity and 
nondiscrimination principles, diversity, and/or cultural responsiveness in their 
position descriptions, annual objectives and hiring initiatives. 


Accountability: 
The Commissioner is accountable directly to the Governor and indirectly to the 
Minnesota Management and Budget Commissioner on matters pertaining to equal 
opportunity and affirmative action. 


Affirmative Action Officer 
Ann Feaman, Office of Diversity and Equal Opportunity Program Director 
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Responsibilities: 
The Affirmative Action Officer is responsible for implementation of the agency’s 
affirmative action and equal opportunity program, and oversight of the agency’s 
compliance with equal opportunity and affirmative action laws and diversity initiatives. 


Duties: 
The duties of the Affirmative Action Officer or designee shall include, but are not limited 
to the following: 


• Prepare and oversee the Affirmative Action Plan, including development and 
establishment of agency-wide goals; 


• Monitor compliance and fulfill all affirmative action reporting requirements; 


• Oversee and monitor DEED’s Pre-Hire review process; 


• Inform the agency’s Commissioner of progress in affirmative action and equal 
opportunity and report potential concerns; 


• Review the Affirmative Action Plan quarterly and provide updates as appropriate; 


• Provide an agency-wide perspective on issues relating to affirmative action, equal 
opportunity and diversity and assist in the identification and development of 
effective solutions in problem areas related to affirmative action and equal 
opportunity; 


• Identify opportunities for infusing affirmative action and equal opportunity into the 
agency’s activities, programs,  policies, and practices; 


• Participate in and/or develop strategies to recruit individuals in protected groups for 
employment, promotion, and training opportunities; 


• Stay current on changes to equal opportunity and affirmative action laws and 
interpretation of the laws; 


• Investigate alleged discrimination complaints and submit a written summary of the 
issues, findings, conclusions and recommendations to staff that may include the 
Commissioner, Human Resources Director and program directors or managers; 


• Provide consultation, technical guidance, and/or training to directors, managers, 
supervisors, and staff regarding  best practices in recruitment, selection, retention, 
progress on hiring goals, reasonable accommodations, and other opportunities for 
improvement; 


• Develop and conduct training for DEED and partner staff on equal opportunity and 
non-discrimination topics; 
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• Advise DEED management of the requirement to provide contract assurances of 
equal opportunity and non-discrimination to vendors, grantees, partners, and 
contractors; 


• Oversee system-wide implementation of the equal opportunity and non-
discrimination sections of the Workforce Investment Act (WIA) and, Workforce 
Innovation and Opportunity Act (WIOA); and, 


• Serve as the agency liaison with Minnesota Management and Budget’s Office of 
Equal Opportunity and Diversity, the U.S. Department of Labor’s Civil Rights Center 
and other enforcement agencies. 


Accountability: 
The Affirmative Action Officer is accountable to the Commissioner and the Deputy 
Commissioner on matters pertaining to affirmative action and equal opportunity. 


Americans with Disabilities Act Coordinator 
Karen Lilledahl, Office of Diversity and Equal Opportunity 


Responsibilities: 
The Americans with Disabilities Act Coordinator is responsible for the oversight of the 
agency’s compliance with the Americans with Disabilities Act Title I: Employment, Title 
II: Public Services (in accordance with the Americans with Disabilities Act as amended), 
the Minnesota Human Rights Act, and Executive Order 96-09. 


Duties: 
The duties of the Americans with Disabilities Act Coordinator shall include, but are not 
limited to the following: 


• Provide guidance, coordination, and direction to agency management with regard to 
the Americans with Disabilities Act in the development and implementation of the 
agency’s policy, procedures, practices, and programs to ensure they are accessible 
and nondiscriminatory to both employees and program participants; 


• Provide consultation, technical guidance, and/or training to directors, managers, 
supervisors, and staff regarding  best practices in recruitment, selection, and 
retention of individuals with disabilities, provisions of reasonable accommodations 
for employees and applicants; 


• Track and facilitate requests for reasonable accommodations for employees and 
applicants, as well as members of the public accessing the agency’s services;  


• Prepare and submit to Minnesota Management and Budget, the annual ADA Report 
identifying accommodations provided to DEED employees and program participants; 
and,  
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• Prepare and submit to the Department of Administration, every six months, 
requests for reimbursement through the Minnesota Accommodation 
Reimbursement Fund. 


Accountability: 
The Americans with Disabilities Act Coordinator reports to the Director of the Office of 
Diversity and Equal Opportunity. 


Human Resources Director   
Dorcas Michaelson, Human Resources Director 


Responsibilities: 
The Human Resources Director is responsible for ensuring equitable and uniform 
administration of all personnel policies including taking action to remove barriers to 
equal employment opportunity within the agency. 


Duties: 
The duties of the Human Resources Director include, but are not limited to the 
following: 


• Provide leadership to human resources staff and others to ensure personnel 
decision-making processes adhere to equal opportunity and affirmative action 
principles; 


• Ensure, to the extent possible, development and utilization of selection criteria that 
is objective, uniform, and job-related; 


• Initiate and report on specific program objectives contained in the Affirmative 
Action Plan; 


• Ensure the pre-hire review process is implemented and receives support from 
directors, managers, and supervisors; 


• Include the Affirmative Action Officer in the decision-making process regarding 
personnel actions involving protected group members, including hiring, promotion, 
disciplinary actions, reallocation, transfer, termination, and department and 
division-wide classification studies; 


• Include responsibility statements for supporting affirmative action, equal 
opportunity, diversity, and/or cultural responsiveness in position descriptions and 
annual objectives; 


• Assist in recruitment and retention of individuals in protected groups, and notify 
directors, managers, and supervisors of existing disparities; and, 
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• Make available to the Affirmative Action Officer and Americans with Disabilities Act 
Coordinator all necessary records and data necessary to perform duties related to 
equal opportunity and affirmative action. 


Accountability: 
The Human Resources Director is directly accountable to the Commissioner. 


Directors, Managers, and Supervisors 


Responsibilities: 
Directors, Managers, and Supervisors are responsible for implementation of equal 
opportunity and affirmative action within their respective areas of supervision and 
compliance with the agency’s affirmative action programs and policies to ensure fair 
and equal treatment of all employees and applicants. 


Duties: 
The duties of directors, managers, and supervisors include, but are not limited to the 
following: 


• Assist the Affirmative Action Officer in identifying and resolving problems and 
eliminating barriers which inhibit equal employment opportunity; 


• Communicate the agency’s affirmative action policy to their assigned staff; 


• Carry out supervisory responsibilities in accordance with the equal employment 
opportunity and affirmative action policies embodied in this plan; 


• Maintain a consistent standard within the workforce so that employees are 
evaluated, recognized, developed, and rewarded on a fair and equitable basis; 


• Include responsibility statements for supporting affirmative action, equal 
opportunity, diversity, and/or cultural responsiveness in staff position descriptions 
and annual objectives; 


• Provide a positive and inclusive work environment; and 


• Refer complaints of discrimination and harassment to the appropriate parties. 


Accountability: 
Directors, managers, and supervisors are accountable directly to their designated 
supervisor, program director and indirectly to the agency’s Commissioner. 


All Employees 


Responsibilities: 
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All employees are responsible for conducting themselves in accordance with the 
agency’s equal opportunity and Affirmative Action Plan and policies. 


Duties: 
 The duties of all employees shall include, but are not limited to the following: 


• Exhibit an attitude of respect, courtesy, and cooperation towards fellow employees 
and the public; and 


• Refrain from any actions that would adversely affect the performance of a coworker 
with respect to their race, sex, color, creed, religion, age, national origin, disability, 
genetic information, marital status, status with regard to public assistance, sexual 
orientation, gender identity, gender expression, or membership or activity in a local 
human rights commission. 


Accountability: 
Employees are accountable to their designated supervisor and indirectly to the agency’s 
Commissioner. 
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IV. COMMUNICATION OF THE AFFIRMATIVE ACTION PLAN 
The following information describes the methods that the agency takes to communicate the 
Affirmative Action Plan to employees and the general public: 


Internal Methods of Communication 


• A memorandum detailing the location of the Affirmative Action Plan and the 
responsibility to read, understand, support, and implement equal opportunity and 
affirmative action will be sent from the agency’s leadership or alternatively, the Director 
of the Office of Diversity and Equal Opportunity, to all staff on an annual basis. 


• A copy of the Affirmative Action Plan is available at the DEED Commissioner’s office, the 
Office of Diversity and Equal Opportunity (ODEO), the Human Resources Director’s 
office and the DEED library. 


• The agency’s Affirmative Action Plan is available to all employees on DEED’s internal 
website or in print copy to anyone who requests it. When requested, the agency will 
make the plan available in alternative formats. 


• ODEO conducts a session during the required New Employee Orientation (NEO) 
informing new employees of DEED’s commitment to Affirmative Action and Equal 
Employment Opportunity.  The NEO includes information about the process to follow 
for requesting and/or providing a reasonable accommodation for a person with a 
disability and the process for discussing and/or filing a complaint of discrimination. 


• All Affirmative Action and Equal Employment Opportunity policies, procedures and 
practices are included in DEED’s Policy and Procedures Manual.  The Policy and 
Procedures Manual is updated routinely and is available on the DEED Intraweb. 


• Nondiscrimination and equal opportunity statements and posters are prominently 
displayed and available in areas frequented and accessible to employees in all 
Minnesota WorkForce Centers and DEED locations.  ODEO oversees the statement and 
notice requirements at all DEED locations and provides updates as laws are revised or 
implemented. 


External Methods of Communication 


• The agency’s Affirmative Action Plan is available on DEED’s external website or in 
print copy to anyone who requests it. As requested, the agency will make the plan 
available in alternative formats. 


• The agency’s website homepage, letterhead, publications, and all job postings, 
include the statement “an equal opportunity employer.” 



http://intraweb.deed.state.mn.us/support/odeo/index.html

http://intraweb.deed.state.mn.us/support/odeo/index.html

http://intraweb.deed.state.mn.us/

https://mn.gov/deed/about/what-we-do/agency-results/aa-plan/
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• Nondiscrimination and equal opportunity statements and posters are prominently 
displayed and available in areas frequented by and accessible to members of the 
public. Examples of posters displayed include:  Equal Employment Opportunity is the 
law, Employee Rights under the Fair Labor Standards Act, The Workforce Investment 
Act Notice to the Public, and the Americans with Disabilities Act Notice to the Public. 


• DEED requires that all client forms, brochures, handouts, and advertising have the 
wording “Equal Opportunity Employer and Service Provider” statement. 


• Information about the Affirmative Action and Equal Opportunity policies and 
contract assurance requirements are provided to all individuals and organizations 
receiving grants or funding from DEED.  The contract assurance requirements 
contain inclusive language identifying all state and federal civil rights legislation.  All 
contracts are reviewed to ensure inclusion of equal opportunity language.  The 
language is located in the Local Unified Plan that can be accessed at DEED’s external 
website and select “Methods of Administration 2014.”  


  



https://mn.gov/deed/about/what-we-do/objectives-plans/wioa.jsp

https://mn.gov/deed/about/what-we-do/objectives-plans/wioa.jsp
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V. NONDISCRIMINATION POLICY 


DEED Non-Discrimination Policy PPM417 


 


Contact: Kimberly Malone, 651.259.7684; 651.297.5343 (fax) 


 


INTRODUCTION 
This chapter provides policy and procedures for dealing with discrimination, discriminatory 
harassment, other inappropriate behaviors, and retaliation at the Minnesota Department of 
Employment and Economic Development (DEED). The purpose of this policy is to ensure respectful 
work environments and services free of this prohibited conduct. 


The policy covers any person, whether a paid DEED employee, applicant for employment, intern, 
consultant, customer of DEED services, or contractor under management of DEED. Additional 
information may be requested from the DEED Office of Diversity and Equal Opportunity (ODEO). 


In addition to this non-discrimination policy, DEED has a public policy for handling discrimination 
complaints brought by any recipient of WIA/WIOA Title I funds. Section 188 of the WIA/WIOA prohibits 
discrimination on the basis of race, color, religion, sex, national origin, age, disability, political affiliation 
or belief, and for beneficiaries only, citizenship as a lawfully admitted immigrant authorized to work in 
the United States, or participation in any WIA/WIOA Title I financially assisted program or activity (29 
CFR 37.1). 


OBJECTIVE 
The goals of this policy are: 


• To ensure compliance with all applicable state and federal laws; 
• To establish a written and readily accessible procedure regarding harassment and 


discrimination, including the compliant process; and 
• To provide a timely and thorough review process for complaints. 


POLICY 
DEED prohibits inappropriate behaviors, discrimination, and harassment based on any of the following 
protected bases: race, color, national origin, creed, religion, age, disability, sex (including sexual 
harassment), gender (including gender identity and gender expression), sexual orientation, genetic 
information, familial status, marital status, status with regard to public assistance, or 
membership/activity in a local human rights commission. This policy applies to both overt acts and 
those acts that create an intimidating, offensive, or hostile work environment. These prohibitions 



mailto:Kimberly.Malone@state.mn.us

https://apps.deed.state.mn.us/ddp/PolicyDetail.aspx?pol=300
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extend to any location, activity, or event associated with DEED or its employees in their capacity as 
state representatives. 


DEED also prohibits retaliation against a person who files a complaint, participates in an investigation, 
or otherwise opposes alleged or actual discrimination, harassment, or other inappropriate behaviors. 


DEFINITIONS 


Discrimination 
Conduct that segregates, treats differently, or impacts an employment or provision of service 
decision(s) on the basis of an individual's protected class characteristic i.e., race, color, national origin, 
creed, religion, age, disability, sex (including pregnancy and childbirth status; and sexual harassment), 
gender (including gender identity and gender expression), sexual orientation, genetic information, 
familial status, marital status, status with regard to public assistance, or membership in a local human 
rights commission. 


Discriminatory Harassment 
A repeated, blatant, or persistent pattern of verbal, psychological, social, or physical action which 
results in intimidation, ridicule, entrapment, degradation, coercion, or harm with the purpose or effect 
of unreasonably and substantially interfering with and/or jeopardizing an individual’s employment. 
Behavior that unreasonably creates an intimidating, hostile, or offensive work environment among co-
workers or between supervisors and subordinates and is based on a protected class characteristic. 
Discriminatory harassment may include, but is not limited to: repeated disparaging, belittling, 
demeaning, or insulting remarks; repeated jokes about an employee or a characteristic unique to the 
employee; or sabotage of an employee's character, reputation, work efforts, or property. 


NOTE: Any type harassment is a form of inappropriate behavior. 


Inappropriate behaviors 
Action or conduct that is not appropriate in the workplace. Examples of inappropriate behaviors 
include, but are not limited to, cartoons that poke fun at a particular religious group; unwelcome 
references, such as "babe" or "doll"; off-color or provocative remarks; belittling and undermining 
another person's work; criticizing or showing a lack of respect for judgments, skills, or opinions of a 
person; humiliating a person in front of colleagues (put-downs and name-calling); intimidating use of 
discipline; destructive innuendos and sarcasm, including rumors and gossip; misuse of private 
information; verbal and non-verbal threats; overly forceful language, including jokes, sarcasm, and 
crude language; shouting; and invasion of personal space (e.g., entering someone's office without 
knocking, physically standing over another person, rifling through personal files and drawers, reading 
information on someone's desk without permission, blocking someone's exit, and banging on a desk). 


NOTE: Not all issues or complaints will rise to the level of illegal discrimination or harassment.  Some 
behaviors are simple inappropriate for the workplace and will be treated as such. 
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Other Definitions 


Age 
The number of years that have passed since one's birth. State and federal laws protect individuals 
against various forms of age discrimination. 


Color 
The general appearance of one's skin or skin pigmentation. 


Creed 
A system of belief, principles, or opinions; includes religious and spiritual observances, practices, and 
sincerely held beliefs. 


Disability 
A person with a disability is someone who 1) has a physical, sensory, or mental impairment that 
materially/substantially limits one or more major life activity; 2) has a record of such an impairment; or 
3) is regarded as having such an impairment. 


Familial Status 
The condition of one or more minors being domiciled (living) with (1) their parent(s) or the minor's 
legal guardian or (2) the designee of the parent(s) or guardian with the written permission of the 
parent(s) or guardian. The protections afforded against discrimination on the basis of family status 
apply to any person who is pregnant or is in the process of adopting or securing legal custody of an 
individual who has not attained the age of majority. 


Gender (including Gender Identity and Gender Expression) 
Gender is a social construct that includes both gender identity and gender expression. Gender is not a 
result of physical or biological differences (see Sex). Gender is not binary. The most common genders 
include female, male and transgender (See Transgender). This is not an exhaustive list. Gender is 
distinct from sexual orientation (see Sexual Orientation). Transgender individuals can be lesbian, gay, 
bisexual, straight, etc. 


Gender identity refers to one’s internal, deeply-felt sense of being female, male, or something other or 
in-between, regardless of the sex they were assigned at birth. Everyone has a gender identity that they 
define for themselves and that they can change. One’s gender identity can be the same or different 
from their sex assigned at birth. 


Gender expression/presentation refers to the external appearance and physical manifestation of one’s 
gender identity expressed personal choice of clothing, hairstyle, voice, behavior, body shape, etc. 
These personal choices also extend to preferred pronouns she/her(s); he/his/his; they/their(s) etc.  
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NOTE: Gender and preferred pronouns should not be assumed based on someone’s appearance. It is a 
best practice to respectfully ask an individual which pronouns they prefer. 


General Harassment (violates Respectful Workplace Policy) 
Any unwelcome verbal, written, or physical conduct (not based on protected class status) that has a 
negative impact on an individual or the work environment. Examples of harassment include, but are 
not limited to, unwelcome remarks, jokes or innuendos; bullying; verbal abuse, intimidation, or 
threats; hazing; offensive pictures, graffiti, cartoons, or sayings; and offensive e-mail messages. 


DEED is committed to providing a respectful and professional workplace free of disrespectful or 
unprofessional communications or behavior. Any disrespectful or unprofessional communications or 
behavior not involving a protected class status should refer to the Respectful Workplace Policy. 


NOTE: Disrespectful and/or unprofessional behavior does not include any of the following: 
• The normal exercise of supervisory or managerial responsibilities, including, but not limited to 


performance reviews, work direction, performance management, and disciplinary action 
provided they are conducted in a respectful, professional manner. 


• Disagreements, misunderstandings, miscommunication or conflict situations where the 
behavior remains professional and respectful. 


Genetic Information 
Includes information about an individual’s genetic tests and the genetic tests of an individual’s family 
members, as well as information about any disease, disorder, or condition of an individual’s family 
members (i.e. an individual’s family medical history). 


Local Human Rights Commission 
An agency of a city, county, or group of counties created pursuant to law or a resolution of a county 
board, city charter, or municipal ordinance for the purpose of dealing with discrimination on the basis 
of race, color, creed, religion, national origin, sex, age, disability, marital status, status with regard to 
public assistance, sexual orientation, or familial status. 


Marital Status 
Whether a person is single, married, remarried, divorced, separated, or a surviving spouse; and, in 
employment cases, includes protection against discrimination on the basis of the identity, situation, 
actions, or beliefs of a spouse or former spouse. 


National Origin 
The place of birth of an individual or any of the individual's lineal ancestors. 


Race 
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A social construct that considers a human population distinct based on their common history, 
nationality, or geographic distribution. Can also be based on descent (racial classification of parents) 
and/or one or more physical characteristics. 


Retaliation 
Occurs when adverse actions are imposed against individuals who have reported allegations of 
discrimination or harassment or have participated in an investigation. An adverse action is a tangible 
employment action that causes a significant change in employment status, such as demotion, 
termination, failure to promote, or reassignment with significantly negative changes in responsibilities. 
Mere inconveniences or business-driven alterations of job responsibilities are not necessarily adverse 
actions. 


NOTE: The same laws that prohibit discrimination and harassment based on protected class status also 
prohibits retaliation against individuals who oppose unlawful discrimination or participate in a 
discrimination proceeding. 


Religion 
A commitment or devotion to a religious faith or observance. Religion includes all aspects of religious 
observance, practice, and belief. An employer is obligated to reasonably accommodate the religious 
observances or practices of employees and applicants, unless doing so would cause an undue hardship 
on the nature of its business. 


Sex 
Sex, or sex assigned at birth, is the assignment and classification of people as female, male, intersex, or 
another sex category. Sex is assigned to each of us at birth based on a variety of physical and biological 
characteristics including chromosomes, hormones, anatomy, genitals, reproductive organs, and 
secondary sex characteristics. Sex discrimination also includes, but is not limited to, pregnancy, 
childbirth, and disabilities related to pregnancy or childbirth. 


Sexual Harassment 
Unwelcome sexual attention that substantially interferes with an individual’s work environment or his 
or her ability to perform job functions or to fully access and receive services. It may involve sexual 
advances, request for sexual favors, sexually motivated physical contact, intimidation, threats, 
coercion, or other verbal, non-verbal, or physical conduct or communication that is both unwelcome 
and of a sexual nature. 


Examples of sexual harassment may include: 


• Any behavior of a sexual nature that the recipient or bystander finds unwelcome. 
• Unwanted sexual comments, looks, innuendos, or suggestions about one's body or sexual 


activity. 
• Unwanted, unnecessary touching, brushing against one's body, patting, or pinching. 
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• Demanding sexual favors accompanied by implied or overt threats concerning conditions of 
employment. 


• Displaying pictures, objects, or publications of a sexual nature in work areas. 
• Use of language implying inferiority based on sex. 
• Electronic display or transmission of sexually explicit, obscene, or demeaning material. 
• The deliberate or careless creation of an atmosphere of sexual harassment or intimidation. 


Sexual Orientation 
The attractions and relationships between your sex/gender and others’ sexes/genders. Components of 
sexual orientation include sexual desire, behavior, and identity. Orientations may include lesbian, gay, 
bisexual, queer, pansexual, fluid, or heterosexual (straight) – this is not an exhaustive list. 


Status with Regard to Public Assistance 
The condition of being a recipient of federal, state, or local assistance--including medical assistance--or 
of being a tenant receiving federal, state, or local subsidies, including rental assistance or rent 
supplements. 


Transgender 
Transgender is an umbrella term for people whose gender identity or gender expression differs from 
the sex they were assigned at birth and/or whose gender is not validated by the dominant culture. A 
person whose sex assigned at birth was female but who identifies as male is a transgender man (also 
known as female-to-male or FTM). A person whose sex assigned at birth was male but who identifies 
as female is a transgender woman (also known as male-to-female or MTF). Some people described by 
this definition don’t consider themselves transgender. They may use other words, or may identify 
simply as a man or woman. A person does not need to identify as transgender in order for gender 
nondiscrimination policies to apply to them. 


Most transgender people seek to make their gender expression (how they look) match their gender 
identity (who they are), rather than their sex assigned at birth – this process is known as transition. 
Transitioning may include coming out, changing one’s name/sex on legal documents, and for many 
transgender people, accessing medical treatment such as hormone therapy and surgery. 


Cisgender (or cis) is used to refer to the alignment of gender identity with sex assigned at birth. The 
term was created for referring to non-transgender people without alienating transgender people. Most 
people are cisgender. If one’s sex assigned at birth was female and the person identifies as female, 
then she is cisgender.  


GENERAL CONDITIONS 
Application of this policy is the responsibility of each DEED manager, supervisor, and employee. Any 
supervisor or manager who witnesses or receives a written or oral complaint of alleged discrimination, 
harassment, other inappropriate behaviors, or acts of retaliation that occur in DEED employment or 
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provision of services shall promptly report it to the Office of Diversity and Equal Opportunity, Director 
of Human Resources, the Deputy Commissioner, or the Commissioner. A failure to report such 
information is considered a violation of this policy. 


Employees may be asked to participate in an investigation. Participation in an investigation is 
voluntary. However, anyone who participates is expected to provide truthful, accurate information. If 
someone chooses not to participate, the office of Diversity and Equal Opportunity will still make 
investigative findings. 


Violation of this policy may constitute grounds for disciplinary action, up to and including discharge. 
Each situation will be evaluated on individual circumstances and severity. 


ODEO offers training on preventing and responding to all forms of discrimination, including sexual 
harassment, in the workplace. All DEED employees must attend this training once every five years. 


COMPLAINTS 
For the purposes of this policy, a complaint is a dispute or disagreement based on the belief of the 
complainant that they have been discriminated against, harassed, or otherwise treated 
inappropriately. The alleged action must be attributed to discrimination or discriminatory harassment 
based on a person's race, color, national origin, creed, religion, age, disability, sex (including sexual 
harassment), gender (including gender identity and gender expression), sexual orientation, genetic 
information, familial status, marital status, status with regard to public assistance, or 
membership/activity in a local human rights commission. A complaint may also be brought by anyone 
who believes they are the victim of a retaliatory action by a DEED employee as the result of filing a 
complaint, cooperating in an investigation, or otherwise participating in any action under the 
complaint procedure. 


The following complaint procedure may be used by any employee, intern, contractor, applicant for 
employment, person eligible for consideration for employment, volunteer, member of a community 
board, or DEED customer. 


Employees and customers are encouraged to use the ODEO complaint form found at the end of this 
policy but complaints will be accepted in additional formats. 


Complaints must be filed within 365 days of the last occurrence. 


Confidentiality 
During the course of an investigation, all documentation associated with the complaint will be 
considered confidential, except where disclosure is required by law or a business necessity. 
Information gathered during the course of an investigation will only be shared with those who have a 
business need to know in order to reach a resolution. The investigative file remains at ODEO. The file is 
confidential and kept separate from an employee’s personnel file. The investigative file can only be 
accessed as permitted by the Minnesota Data Practices Act. 
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General Provisions 
• Coercion, reprisal, or intimidation against those filing a complaint (the “complainant”) or 


serving as a witness is prohibited. Any alleged coercion or reprisal will be investigated as an 
additional charge of discrimination. 


• ODEO has the discretion to accept a complaint after termination of employment. 
• The complainant, through an equal opportunity officer, will be advised of his/her/their right to 


file a charge of discrimination with outside administrative agencies. 
• Regardless of the outcome of an investigation, DEED will take no adverse or retaliatory action 


against a complainant because she/he/they filed a complaint or reported conduct she/he/they 
considered to be a violation of DEED’s policy against discrimination and discriminatory 
harassment. 


Who Does this Apply To? 
All complainants, including employees, applicants for employment, interns, consultants, customers of 
DEED’s services, or contractors under management of DEED may, at any time, report a complaint to 
any of the following: 


• The Office of Diversity and Equal Opportunity 
o DEED.ODEO@state.mn.us 
o Kimberly Malone, Investigator/Equal Opportunity Consultant 651.259.7684 
o Ann Feaman, ODEO Director 651.259.7097 
o Karen Lilledahl, Equal Opportunity Officer/ADA Coordinator 651.259.7089 


• Any supervisor, manager, or director 
• Any HR personnel 
• The Commissioner, any Deputy Commissioner, or Assistant Commissioner 


  



mailto:DEED.ODEO@state.mn.us
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VI. COMPLAINT PROCEDURE FOR PROCESSING COMPLAINTS FOR 
ALLEGED DISCRIMINATION/HARASSMENT 


COMPLAINT PROCESS  
These are the steps for filing and processing a complaint: 


Who  Step What 
 
Complainant 


 
1 


 
Initiate a complaint in person, over the phone, or in writing by contacting:  


• The Office of Diversity and Equal Opportunity 
o DEED.ODEO@state.mn.us 
o Kimberly Malone, Investigator/Equal Opportunity Consultant, 


651.259.7684 
o Ann Feaman, ODEO Director, 651.259.7097 
o Karen Lilledahl, Equal Opportunity Officer/ADA Coordinator, 


651.259.7089 
• Any supervisor, manager, or director 
• Any HR personnel 
• The Commissioner, any Deputy Commissioner, or Assistant Commissioner 


We encourage complainants who wish to submit a complaint in writing to submit 
the ODEO Complaint Form to the Office of Diversity and Equal Opportunity. The 
ODEO Complaint Form can be found at the end of this policy. 


Complainants may be asked to submit additional materials as requested.  


Note: Complaints must be brought within one year (365 days) after the last 
occurrence of the alleged discriminatory act.  


 
ODEO  


 
2 


 
ODEO will determine, within 10 days of receiving the complaint, whether ODEO 
has jurisdiction by determining if the complaint alleges discrimination or 
discriminatory harassment against the individual's protected class characteristic 
and if the complaint is timely and proper for resolution through this complaint 
procedure. 


• If it is determined that the complaint is in fact a discrimination complaint, 
continue to Step 3. 


• If it is determined that the complaint is not related to discrimination or 
discriminatory harassment based on a protected class, but rather, general 



mailto:DEED.ODEO@state.mn.us
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Who  Step What 
harassment in violation of the Respectful Workplace policy, ODEO will 
refer it to the complainant's supervisor, the Human Resources Office, the 
site manager, or the proper administrative agency for investigation. 


• If the complainant is suffering irreparable harm in the absence of 
immediate action, the ODEO director, the Human Resources director, a 
division director, or the commissioner may take whatever action is 
deemed appropriate to remedy the situation while the complaint is being 
investigated.  


 ODEO 3 ODEO will determine if the complaint is appropriate for mediation.  If so, ODEO 
will offer both parties the opportunity to mediate.  Mediation is a voluntary 
alternative dispute resolution process and both parties must agree to mediate 
the complaint.  If mediation fails, ODEO will conduct an impartial investigation. 
 
If ODEO determines that mediation is not appropriate, ODEO will conduct an 
impartial investigation which may include interviews with, or statements from, 
all parties involved, including the complainant, respondent, complainant's 
supervisor(s), witnesses, and co-workers; and a review of all pertinent records or 
documents relating to the complaint. 


ODEO will make every effort to complete an investigation and provide a written 
notice of completion within 60 days of determining jurisdiction, or within 
timelines established by collective bargaining agreements. 


ODEO will notify the complainant if circumstances prevent completion of the 
investigation within established timelines. 


 ODEO  
4 


 
Upon completion of the investigation, ODEO will prepare a written investigation 
report determining whether the complaint was substantiated. ODEO will present 
the written report to the Human Resources director, to the division director, and 
any other management staff as appropriate. 


ODEO will provide written notification to the complainant and to the respondent 
stating the investigation is finished. To the extent possible under the Minnesota 
Data Practices Act, ODEO will provide information about any action that has 
been taken.  ODEO will also send the disposition of the complaint to Minnesota 
Management & Budget (MMB) within 30 days after the final determination is 
made. 
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Human Resources and 
Appropriate 
Management Staff 


 
5 


 
Human resources and the appropriate management staff will review the 
investigation report and, if deemed necessary, take proper corrective action 
up to and including discharge when the investigative findings give merit to 
the allegations in the complaint. 


NOTE: Human resources and appropriate management, not ODEO, is 
responsible for corrective and disciplinary action, follow-up inquires, and 
any training that is necessary. 
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VII. REASONABLE ACCOMMODATION POLICY 
DEED REASONABLE ACCOMMODATION PPM404 


 


Contact: Karen Lilledahl, 651-259-7089, Karen.lilledahl@state.mn.us 


 


INTRODUCTION 
DEED has adopted the statewide Reasonable Accommodation policy.  The policy can be found at 
https://mn.gov/mmb/employee-relations/equal-opportunity/ada/ 


OBJECTIVE 
The goals of this policy are: 


• To ensure compliance with all applicable state and federal laws; 
• To establish a written and readily accessible procedure regarding reasonable accommodation, 


including providing notice of this policy on all job announcements; 
• To provide guidance and resources about reasonable accommodations; 
• To provide a respectful interactive process to explore reasonable accommodations; and 
• To provide a timely and thorough review process for requests for reasonable accommodation. 


POLICY 
The Minnesota Department of Employment and Economic Development (DEED) must comply with all 
state and federal laws that prohibit discrimination against qualified individuals with disabilities in all 
employment practices.  DEED must provide reasonable accommodations to qualified applicants and 
employees with disabilities unless to do so would cause an undue hardship or pose a direct threat.  
DEED will provide reasonable accommodation when: 


A qualified applicant with a disability needs an accommodation to have an equal opportunity to 
compete for a job; 


A qualified employee with a disability needs an accommodation to perform the essential functions of 
the employee’s job; and 


A qualified employee with a disability needs an accommodation to enjoy equal access to benefits and 
privileges of employment (e.g. trainings, office sponsored events). 


DEFINITIONS 


Applicant 



mailto:Karen.lilledahl@state.mn.us
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A person who expresses interest in employment and satisfies the minimum requirements for 
application established by the job posting and job description. 


Americans with Disability Act (ADA) Coordinator 
DEED is required to appoint an ADA coordinator or designee to direct and coordinate agency 
compliance with Title I of the ADA. 


Direct Threat 
A significant risk of substantial harm to the health or safety of the individual or others that cannot be 
eliminated or reduced by reasonable accommodation.  The determination that an individual poses a 
direct threat is based on an individualized assessment of the individual’s present ability to safely 
perform the essential functions of the job. 


Essential Functions 
Duties so fundamental that the individual cannot do the job without being able to perform them.  A 
function can be essential if: 


• The job exists specifically to perform the function(s); or 
• There are a limited number of other employees who could perform the function(s); or 
• The function(s) is/are specialized and the individual is hired based on the employee’s 


expertise. 


Interactive Process 
A discussion between the employer and the individual with a disability to determine an effective 
reasonable accommodation for the individual with a disability.  To be interactive, both sides must 
communicate and exchange information. 


Individual with a Disability 
An individual who: 


• Has a physical, sensory, or mental impairment that substantially limits one or more major life 
activities; or 


• Has a record of history of such impairment; or 
• Is regarded as having such impairment 


Qualified Individual with a Disability 
An individual who: 


• Satisfies the requisite skill, experience, education, and other job-related requirements of the 
job that the individual holds or desires; and 


• Can perform the essential functions of the position with or without reasonable 
accommodation. 
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Major Life Activity 
Major life activities may include, but are not limited to, caring for oneself, performing manual tasks, 
seeing, hearing, eating, sleeping, walking, standing, lifting, bending, speaking, breathing, learning, 
reading, concentrating, thinking, communicating, and working. 


Major life activities also include the operation of a major bodily function, including but not limited to, 
functions of the immune system, normal cell growth, digestive, bowel, bladder, neurological, brain, 
respiratory, circulatory, endocrine, and reproductive functions. 


Medical Documentation 
Information from the requestor’s treating provider, which is sufficient to enable the employer to 
determine whether an individual has a disability and whether and what type of reasonable 
accommodation is needed when the disability or the need for accommodation is not obvious.  Medical 
documentation can be requested using the standardized Letter Requesting Documentation for 
Determining ADA Eligibility from a Medical Provider. 


Reasonable Accommodation 
An adjustment or alteration that enables a qualified individual with a disability to apply for a job, 
perform job duties, or enjoy the benefits and privileges of employment. 


Reasonable accommodations may include: 


• Modifications or adjustments to a job application process to permit a qualified individual with a 
disability to be considered for a job; or 


• Modifications or adjustments to enable a qualified individual with a disability to perform the 
essential functions of the job; or 


• Modifications or adjustments that enable qualified employees with disabilities to enjoy equal 
benefits and privileges of employment. 


Modifications or adjustments may include, but are not limited to: 


• Providing material in alternative formats like large print or Braille; 
• Providing assistive technology, including information technology and communications; 


equipment, or specially designed furniture; 
• Modifying work schedules or supervisory methods; 
• Granting breaks or providing leave; 
• Altering how or when job duties are performed; 
• Removing and/or substituting a marginal function; 
• Moving to a different office space; 
• Providing telework; 
• Making changes to workplace policies; 
• Providing a reader or other staff assistant to enable employees to perform their job functions, 


where a reasonable accommodation cannot be provided by current staff; 
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• Removing an architectural barrier, including reconfiguring work spaces; 
• Providing accessible parking; or 
• Providing a reassignment to a vacant position. 


The following examples are NOT accommodations: 


• Eliminating essential job functions; 
• Creating a new job; 
• Lowering production standards; or 
• Supplying personal-use items such as glasses or hearing aids, 


Reassignment 
Reassignment to a vacant position for which an employee is qualified is a “last resort” form of a 
reasonable accommodation.  This type of accommodation must be provided to an employee, who, 
because of a disability, can no longer perform the essential functions of the position, with or without 
reasonable accommodation, unless the employer can show undue hardship. 


Support Person 
Any person an individual with a disability identifies to help during the reasonable accommodation 
process in terms of filling out paperwork, attending meetings during the interactive process to take 
notes or ask clarifying questions, or to provide emotional support. 


Treating Provider 
A person who is licensed to practice in a field of health care that includes the diagnoses and 
assessment of the particular disability or disabilities in question. Appropriate professionals include, but 
are not limited to, doctors (including psychiatrists), psychologists, nurses, physical therapists, 
occupational therapists, speech therapists, vocational rehabilitation specialists, and licensed mental 
health professionals. 


Undue Hardship 
A specific reasonable accommodation would require significant difficulty or expense.  Undue hardship 
is always determined on a case-by-case basis considering factors that include the nature and cost of 
the accommodation requested and the impact of the accommodation on the operations of the agency.  
DEED is not required to provide accommodations that would impose an undue hardship on the 
operation of the agency. 


REQUESTING A REASONABLE ACCOMMODATION  


Individuals who may request a reasonable accommodation include: 


• Any qualified applicant with a disability who needs assistance with the job application 
procedure or the interview or selection process; or 
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• Any qualified agency employee with a disability who needs a reasonable accommodation to 
perform the essential functions of the position; or 


• A third party, such as a family member, friend, health professional or other representative, on 
behalf of a qualified applicant or employee with a disability when the applicant or employee is 
unable to make the request for reasonable accommodation. When possible, DEED must contact 
the applicant or employee to confirm that the accommodation is wanted.  The applicant or 
employee has the discretion to accept or reject the proposed accommodation. 


DEED must abide by the Minnesota Government Data Practices Act, Chapter 13, in obtaining or sharing 
information related to accommodation requests. 


An agency applicant or employee may make a reasonable accommodation request to any or all of the 
following: 


• Immediate supervisor or manager in the employee’s chain of command; 
• Agency Affirmative Action Officer/Designee; 
• Agency ADA Coordinator/Designee: 
• Agency Human Resources Office; or 
• Any agency official with whom the applicant has contact during the application, interview 


and/or selection process. 


Timing of the Request 
An applicant or employee may request a reasonable accommodation at any time, even if the individual 
has not previously disclosed the existence of a disability or the need for an accommodation. A request 
is any communication in which an individual asks or states that he or she needs the agency to provide 
or change something because of a medical condition. 


The reasonable accommodation process begins as soon as possible after the request for 
accommodation is made. 


Form of the Request 
The applicant or employee is responsible for requesting a reasonable accommodation or providing 
sufficient notice to the agency that an accommodation is needed. 


An initial request for accommodation may be made in any manner (e.g. writing, electronically, in 
person or orally). Oral request must be documented in writing to ensure efficient processing of 
requests. 


The individual requesting an accommodation does not have to use any special words and does not 
have to mention the ADA or use the phrase “reasonable accommodation” or “disability.” 


DEED request forms can be found at the end of this policy by clicking on: “Employee/Applicant Request 
for Reasonable Accommodation Form”. 
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When a supervisor or manager observes or receives information indicating that an employee is 
experiencing difficulty performing the job due to a medical condition or disability, further inquiry may 
be required. Supervisors or manager should consult with the ADA Coordinator for advice on how to 
proceed. 


When an employee needs the same reasonable accommodation on a repeated basis (e.g., the 
assistance of a sign language interpreter), a written request for accommodation is required the first 
time only.  However, the employee requesting an accommodation must give appropriate advance 
notice each subsequent time the accommodation is needed.  If the accommodation is needed on a 
regular basis (e.g., a weekly staff meeting), DEED must make appropriate arrangements without 
requiring a request in advance of each occasion. 


THE INTERACTIVE PROCESS 


Communication is a priority and encouraged throughout the entire reasonable accommodation 
process.  The interactive process is a collaborative process between the employee and/or applicant 
and the agency to explore and identify specific reasonable accommodation(s). (For information on the 
Interactive Process, see the U.S. Department of Labor, Job Accommodation Network at 
http://askjan.org/topics/interactive.htm). This process is required when 


• The need for a reasonable accommodation is not obvious; 
• The specific limitation, problem or barrier is unclear; 
• An effective reasonable accommodation is not obvious; 
• The parties are considering different forms of reasonable accommodation; 
• The medical condition changes or fluctuates; or  
• They are questions about the reasonableness of the request accommodation. 


The interactive process should begin as soon as possible after a request for reasonable accommodation 
is made or the need for accommodation becomes known. 


The process should ensure a full exchange of relevant information and communication between the 
individual and the agency. An individual may request that the ADA Coordinator, a union representative, 
or support person be present. 


The ADA Coordinator shall be consulted when: 


• Issues, conflicts or questions arise in the interactive process; and 
• Prior to denying a request for accommodation. 



http://askjan.org/topics/interactive.htm
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PROCESSING THE REQUEST 


As the first step in processing a request for reasonable accommodation, the person who receives the 
request must promptly forward the request to the appropriate decision maker. At the same time, the 
recipient will notify the requestor who the decision maker is. 


Commissioner 
The commissioner of the agency or agency head has the ultimate responsibility to ensure compliance 
with the ADA and this policy and appoint an ADA Coordinator. 


ADA Coordinator 
The agency ADA Coordinator is the agency’s decision maker for reasonable accommodation requests 
for all types of requests outside of the supervisors’ and managers’ authority.  The ADA Coordinator will 
work with the supervisor and manager, and where necessary, with Human Resources, to implement 
the approved reasonable accommodation. 


Supervisors and Managers 
DEED has the authority to designate the level of management approval needed for reasonable 
accommodation and adaptive items costing less than $250. 


Supervisors and Managers have the authorization to make accommodations for individuals with 
disabilities if they would do so for other employees. Examples include an employee asking for a change 
of hours or an employee asking for a different mouse or a new chair. 


The ADA Coordinator should be advised when there are accommodations made to the condition of 
employment such as modified duties, changes in schedule, or moving the location of the employee’s 
workplace. 


Analysis for Processing Requests 
Before approving or denying a request for accommodation, the agency decision maker with assistance 
from the agency ADA Coordinator will: 


1. Determine if the requestor is a qualified individual with a disability; 
2. Determine if the accommodation is needed to: 


• Enable a qualified applicant with a disability to be considered for the position the 
individual desires; 


• Enable a qualified employee with a disability to perform the essential functions of the 
position; or 


• Enable a qualified employee with a disability to enjoy equal benefits or privileges of 
employment as similarly situated employees without disabilities; 


3. Determine whether the requested accommodation is reasonable; 
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4. Determine whether there is a reasonable accommodation that will be effective for the 
requestor and the agency; and 


5. Determine whether the reasonable accommodation will impose an undue hardship on the 
agency’s operations. 


An employee’s accommodation preference is always seriously considered, but the agency is not 
obligated to provide the requestor’s accommodation of choice, so long as it offers an effective 
accommodation, or determines that accommodation would cause an undue hardship. 


Obtaining Medical Documentation in Connection with a Request for Reasonable 
Accommodation 
In some cases, the disability and need for accommodation will be reasonably evident or already known, 
for example, where an employee is blind.  In these cases, the agency will not seek further medical 
documentation.  If a requestor’s disability and/or need for reasonable accommodation are not obvious 
or already known, the agency ADA Coordinator may require medical information showing that the 
requestor has a covered disability for that requested accommodation.  The agency ADA Coordinator 
may request medical information in certain other circumstances.  For example when: 


• The information submitted by the requestor is insufficient to document the disability or the 
need for the accommodation; 


• A question exists as to whether an individual is able to perform the essential functions of the 
position, with or without accommodation; 


• A question exists as to whether an individual is able to perform the essential functions of the 
position with or without reasonable accommodation; or 


• A question exists to whether the employee will pose a direct threat to himself/herself or others. 


Only medical documents specifically related to the employee’s request for accommodation and ability 
to perform the essential functions of the position will be requested.  When medical documentation or 
information is appropriately requested, an employee must provide it in a timely manner, or the agency 
may deny the reasonable accommodation request.  DEED must not request medical records; medical 
records are not appropriate documentation and cannot be accepted.  Supervisor and managers must 
not request medical information or documentation from an applicant or employee seeking an 
accommodation.  Such a request will be made by the agency ADA Coordinator, if appropriate. 


CONFIDENTIALITY REQUIREMENTS 
Medical information obtained in connection with the reasonable accommodation process must be kept 
confidential.  All medical information obtained in connection with such requests must be collected and 
maintained on separate forms and in separate physical or electronic files from non-medical personnel 
files and records.  Electronic copies of medical information obtained in connection with the reasonable 
accommodation process must be stored so that access is limited to only the agency ADA Coordinator.  
Physical copies of such medical information must be stored in a locked cabinet or office when not in 
use or unattended.  Generally, medical documentation obtained in connection with the reasonable 
accommodation process should only be reviewed by the ADA Coordinator. 
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The ADA Coordinator may disclose medical information obtained in connection with the reasonable 
accommodation process to the following: 


• Supervisors, managers or agency HR staff who have a need to know may be told about the 
necessary work restrictions and about the accommodations necessary to perform the 
employee’s duties.  However, information about the employee’s medical condition should only 
be disclosed if strictly necessary, such as for safety reasons; 


• First aid and safety personnel may be informed, when appropriate, if the employee may require 
emergency treatment or assistance in an emergency evacuation; 


• To consult with the State ADA Coordinator or Employment Law Counsel at MMB, or the 
Attorney General’s Office about accommodation requests, denial of accommodation requests 
or purchasing of specific assistive technology or other resources; or 


• Government officials assigned to investigate agency compliance with the ADA. 


Whenever medical information is appropriately disclosed as described above, the recipients of the 
information must comply with all confidentiality requirements. 


ACCOMMODATION INFORMATION 
The fact that an individual is receiving an accommodation because of a disability is confidential and 
may only be shared with those individuals who have a need to know for purposes of implementing the 
accommodation, such as the requestor’s supervisor and the agency ADA Coordinator. 


General Information 
General summary information regarding an employee’s or applicant’s status as an individual with a 
disability may be collected by agency equal opportunity officials to maintain records and evaluate and 
report on the agency’s performance in hiring, retention, and processing reasonable accommodation 
requests. 


Approval of Requests for Reasonable Accommodation 
As soon as the decision maker determines that a reasonable accommodation will be provided, the 
agency ADA Coordinator will process the request and provide the reasonable accommodation in as 
short of a timeframe as possible.  The time necessary to process a request will depend on the nature of 
the accommodation requested and whether it is necessary to obtain supporting information.  If an 
approved accommodation cannot be provided within a reasonable time, the decision maker will inform 
the requestor of the status of the request before the end of 30 days.  Where feasible, if there is a delay 
in providing the request, temporary measures will be taken to provide assistance. 


Once approved, the reasonable accommodation should be documented for record keeping purposes 
and the records maintained by the ADA Coordinator. 


Funding for Reasonable Accommodations 
Funding must be approved by this agency for accommodations that do not cause an undue hardship.  
Hiring units or their divisions are expected to assume the cost of accommodations. 
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Procedures for Reassignment as a Reasonable Accommodation 
Reassignment to a vacant position is an accommodation that must be considered if there are no 
effective reasonable accommodations that would enable the employee to perform the essential 
functions of his/her current job, or if all other reasonable accommodations would impose an undue 
hardship. 


DEED’s ADA Coordinator will work with agency Human Resources staff and the requestor to identify 
appropriate vacant positions within the agency for which the employee may be qualified and can 
perform the essential functions of the vacant position, with or without reasonable accommodation. 
Vacant positions which are equivalent to the employee's current job in terms of pay, status, and other 
relevant factors will be considered first.  If there are none, the agency will consider vacant lower level 
positions for which the individual is qualified.  The EEOC recommends that the agency consider 
positions that are currently vacant or will be coming open within at least the next 60 days. 


Denial of Requests for Reasonable Accommodation 
The agency ADA Coordinator must be contacted for assistance and guidance prior to denying any 
request for reasonable accommodation.  The agency may deny a request for reasonable 
accommodation where: 


• The individual is not a qualified individual with a disability;  
• The reasonable accommodation results in undue hardship or the individual poses a direct 


threat to the individual or others. Undue hardship and direct threat are determined on a case-
by-case basis with guidance from the agency ADA Coordinator; or 


• Where no reasonable accommodation, including reassignment to a vacant position, will enable 
the employee to perform all the essential functions of the job. 


• The explanation for denial must be provided to the requestor in writing.  The explanation 
should be written in plain language and clearly state the specific reasons for denial.  Where the 
decision maker has denied a specific requested accommodation, but has offered a different 
accommodation in its place, the decision letter should explain both the reasons for denying the 
accommodation requested and the reasons that the accommodation being offered will be 
effective. 


Consideration of Undue Hardship 
An interactive process must occur prior to the agency making a determination of undue hardship.  
Determination of undue hardship is made on a case-by-case basis and only after consultation with the 
agency’s ADA Coordinator.   In determining whether granting a reasonable accommodation will cause 
an undue hardship, the agency considers factors such as the nature and cost of the accommodation in 
relationship to the size and resources of the agency and the impact the accommodation will have on 
the operations of the agency. 


Agencies may deny reasonable accommodations based upon an undue hardship.  Prior to denying 
reasonable accommodation requests due to lack of financial resources, the agency will consult with the 
State ADA Coordinator at MMB. 
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Determining Direct Threat 
The determination that an individual poses a “direct threat,” (i.e., a significant risk of substantial harm 
to the health or safety of the individual or others) which cannot be eliminated or reduced by a 
reasonable accommodation, must be based on an individualized assessment of the individual's present 
ability to safely perform the essential functions of the job with or without reasonable accommodation.  
A determination that an individual poses a direct threat cannot be based on fears, misconceptions, or 
stereotypes about the individual’s disability.  Instead, the agency must make a reasonable medical 
judgment, relying on the most current medical knowledge and the best available objective evidence. 


In determining whether an individual poses a direct threat, the factors to be considered include: 


• Duration of the risk; 
• Nature and severity of the potential harm; 
• Likelihood that the potential harm will occur; and 
• Imminence of the potential harm. 


Appeals Process in the Event of Denial 
In addition to providing the requestor with the reasons for denial of a request for reasonable 
accommodation, agencies must designate a process for review when an applicant or employee 
chooses to appeal the denial of a reasonable accommodation request.  This process: 


• Must include review by an agency official; 
• May include review by the State ADA Coordinator; and/or 
• Must inform the requestor of the statutory right to file a charge with the Equal Employment 


Opportunity Commission or the Minnesota Department of Human Rights. 


Information Tracking and Records Retention 
Agencies must track reasonable accommodations requested and report once a year by September 1st 
to MMB the number and types of accommodations requested, approved, denied and other relevant 
information. 


Agencies must retain reasonable accommodation documentation according to the agency’s document 
retention schedule. Retain for employee’s tenure or 2 years from the making of the record, whichever 
occurs later. 


FORMS 
• Employee/Applicant Request for ADA Reasonable Accommodation 
• Authorization of Release of Medical Information for ADA Reasonable Accommodations 
• Letter Requesting Documentation for Determining ADA Eligibility from a Medical Provider 
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CONTACT 


Department of Employment & Economic Development  
1st National Bank Building 
332 Minnesota Street, Suite E200 
St. Paul, Minnesota 55101-1351 
TTY 651.296.3900; Fax 651.297.5343 
Email: DEED.ODEO@state.mn.us 


This information is available in alternate formats by calling 651.259.7094. 


Issue Date: 7/16 


 



mailto:DEED.ODEO@state.mn.us
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VIII. EVACUATION PROCEDURES FOR INDIVIDUALS WITH DISABILITIES 
Employees are strongly urged to review the emergency evacuation procedures at their location to 
become oriented with the emergency exiting plan.  Any employees requiring special assistance in the 
event of an evacuation from their building should contact Brenda Tuma, Safety Coordinator, in the 
Human Resources Office at 651-259-7104 or Karen Lilledahl, ADA Coordinator, in the Office of Diversity 
and Equal Opportunity at 651-259-7089. 


From DEED Policy 208 – Emergencies 


Supervisors 


• Know and follow all emergency procedures. Ensure that all employees are familiar with where 
to access the Emergencies Webpage and follow emergency procedures. Inform new employees 
of emergency procedures. Ensure each employee has emergency desk reference materials 
posted in their office/cubicle. 


• Develop evacuation plans with staff that have disabilities and need/want assistance. The Office 
of Diversity and Equal Opportunity and the DEED safety officer will provide assistance in 
developing plans according to individual needs and preferences of available options. Some 
options include the use of a buddy system and/or reporting to a designated "area of rescue" to 
wait for fire department or other emergency personnel. The only information an individual 
must provide is the type of assistance needed; it is not necessary to indicate the nature of the 
disability. 


• Notify DEED's safety officer of any employee requiring special assistance in emergency 
situations. With the safety officer's assistance, ensure that required emergency procedures are 
implemented for these situations. 


• Ensure that all employees are notified of a decision to dismiss after a building evacuation. 
• Keep an up-to-date file of personal emergency contact information on employees (but maintain 


data confidentiality). Include relative or friend's name and phone number. Have the file readily 
available in the work area; it could save valuable time during a medical emergency. 


• Follow-up on reports of hazardous conditions. 


Supervisors are to review the evacuation procedures with staff in order that they understand the 
evacuation plan and procedures.  Supervisors are also required to inform staff how to request 
additional assistance or an accommodation if needed.  Brenda Tuma, DEED’s Safety and Health 
Coordinator, is currently the agency’s contact person if an employee needs additional assistance. Ms. 
Tuma works one-on-one with the staff member. 


First National Bank Building  


Individuals with Mobility Disabilities:   
Area of Rescue Assistance:  In the First National Bank Building, rescue areas have been established so 
that individuals with mobility disabilities can safely exit the building with assistance from fire 
personnel.  Each rescue area is equipped with a dedicated emergency radio.  Specific emergency 



http://intraweb.deed.state.mn.us/ref/ppm/ppm208.htm

http://intraweb.deed.state.mn.us/services/emergencies/index.html
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instructions for all other DEED offices can be found in each of those offices, posted in a conspicuous 
place. 
 
Individuals with mobility disabilities, who are able to walk independently, may be able to negotiate 
stairs in an emergency with assistance.  If danger is imminent, the individual should wait until the 
heavy traffic has cleared before attempting the stairs. If there is no immediate danger (detectable 
smoke, fire, or unusual odor), the individual with a disability may choose to wait at the area of rescue 
assistance until emergency responders arrive to assist them. 


Individuals with Hearing Disabilities:  The agency’s buildings are equipped with fire alarm horns/strobes 
that sound the alarm and flash strobe lights. Additionally, safety monitors are assigned on each floor to 
sweep their area to ensure no one is left behind. 
 
Individuals with Visual Disabilities:  The agency’s buildings are equipped with fire alarm horn/strobes 
that sound the alarm and flash strobe lights. The horn will alert individuals who are blind or have visual 
disabilities of the need to evacuate. Most individuals with visual disabilities will likely be familiar with 
their immediate surroundings and frequently traveled routes, but since the emergency evacuation 
route may be different from the common traveled route, individuals with visual disabilities may need 
assistance in evacuating. The safety monitors assigned to each floor will ensure that individuals with 
visual disabilities are offered assistance, appoint an employee to guide the individual with a visual 
disability through the evacuation route. 


Individuals in need of assistance to evacuate:  
If an individual with a disability is interested in setting up an evacuation plan, they may contact: Brenda 
Tuma, Safety Coordinator, at 651-259-7104 or Brenda.Tuma@state.mn.us; or Karen Lilledahl, ADA 
Coordinator, at 651-259-7089 or Karen.Lilledahl@state.mn.us  



mailto:Brenda.Tuma@state.mn.us

mailto:Karen.Lilledahl@state.mn.us
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IX. GOALS AND TIMETABLES 


The analysis criteria used in DEED’s Affirmative Action Plan is adopted from the federal regulations 
using the two-factor analysis method: 


 The placement of women, minorities, and individuals with disabilities with requisite skills in 
the reasonable recruitment area. The reasonable recruitment area is defined as the 
geographical area from which the employer either usually or may reasonably seek 
candidates to fill vacancies (External factor). 


 The percentage of women, minorities and individuals with disabilities among those 
individuals who may be promoted, trained or transferred from within the organization 
(Internal factor). 


Placement goals are based on the results of the two-factor analysis. A comparison is made between 
the current numbers of the incumbent women, minorities and employees with disabilities and their 
estimated availability within the reasonable recruitment area. Any difference between the two creates 
an underutilization in the protected group category. DEED then sets a goal to address the 
underutilization. 


Through the utilization analysis, the agency has determined the following job categories that are 
underutilized for women, minorities, and individuals with disabilities within the agency and has set the 
following hiring goals for the next two years (Reference Table 4 and Table 5) 


Table 4. Underutilization Analysis – Number of Individual Underutilizations 
Job Categories Women Racial/Ethnic Minorities Individuals With Disabilities 
Officials/Administrators      


Professionals       


Office/Clerical       
Technicians  1 1 
Service Maintenance 1   


Table 5. Hiring Goals for 2016-2018 
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Job Categories  
Women Racial/Ethnic Minorities Individuals With Disabilities 


Officials/Administrators    


Professionals    


Office/Clerical    
Technicians  1* 1 
Service Maintenance 1   


Availability 
DEED determined the recruitment area to be statewide for all job categories.  The reason we used 
statewide availability is because approximately 40% of our staff are located outside of central office all 
across the State of Minnesota.   In conducting its underutilization analysis, the agency used the two-
factor analysis. DEED determined it was best to use this type of analysis because it looks at both the 
internal and external availability. 


Underutilization Analysis worksheets are attached in the appendix. Numbers less than 10 are 
indicated with “<10” in accordance with Minnesota Management and Budget’s guidance on 
data privacy. 


Women 
At DEED, women were not underutilized in the following categories: Officials/Administrators, 
Professionals, Office/Clerical and Technicians; however, in service maintenance, the utilization of 
women did not improve.  This is due to not having the opportunity to hire in this area. 


Minorities 
At DEED, minority representation has improved in the Officials and Administrators category. There are 
no underutilizations in Professionals, Office/Clerical and Service Maintenance. Technicians remain 
underutilized.  Many of our technicians work with Vocational Rehabilitation Services and State Services 
for the Blind.  We will closely monitor the Technicians postings to get a better understanding of why 
we are not hiring minorities in these categories and make efforts to attract and recruit minorities to 
these job fields.  
 
*While we are only underutilized by one in the Technicians category, DEED is cognizant of the internal 
diversity goal of 20% minorities overall that the Governor has set under Executive Order 16-01.  DEED 
will make every effort to continue to recruit a diverse applicant pool and monitor the hiring process. 


Individuals with Disabilities 
At DEED, we have no underutilization in any category for individuals with disabilities except for 
Technicians.  Since the 2014-16 plan year, DEED has improved in the Technicians category and is only 
underutilized by one individual with a disability.  
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X. AFFIRMATIVE ACTION PROGRAM OBJECTIVES  
This plan year, DEED embarked on a thorough review of our Affirmative Action and Equal Opportunity 
progress.  The Office of Diversity & Equal Opportunity (ODEO) created a scorecard for the agency and 
each of its divisions and shared key information with the Senior Leadership Team.  ODEO also met with 
each division director and their respective deputy commissioners to review the following:  


1) Workforce Demographics compared with the applicable labor force availability for each EEO4 
job category;  


2) Separation data of women, minorities, and individuals with disabilities in each EEO4 job 
category; and 


3) Age demographics across the division.  


These meetings proved to be immensely helpful to identify challenges in each division in terms of 
recruiting and retention and also ways that ODEO can be supportive moving forward.  ODEO recently 
added a position to assist in additional EO monitoring and to assist DEED in targeted recruiting as we 
determined that was a gap for our agency.  DEED also recently added an Office of Economic Equity & 
Opportunity.  This office plays a large role in supporting DEED not just in legal compliance, but in 
moving us towards equity in our department’s outcomes.  


DEED fully recognizes that legal compliance with affirmative action laws, while important, is not 
enough.  For us to achieve our business needs, we need to have a diversity, inclusion and equity 
strategy in place that aligns with our overall mission to ensure that communities thrive.  For us, this is 
about ingraining into our culture principles of equity, diversity, and inclusion.  It’s how we do business.  
To do that fully, we must understand how the DEED defines these principles. 


DEED’s Diversity and Inclusion Philosophy 
To recruit, retain, and develop a diverse agency workforce that draws from all segments of society and 
values equity, diversity, and inclusion. 
  
Minnesota has long been recognized as one of the best states to live, work, and raise a family and yet, 
Minnesota experiences some of the highest rates of disparities for individuals of color and for 
individuals with disabilities in the country.  DEED recognizes that to truly be the best state in which to 
live, work and raise a family, we must eradicate these disparities.  DEED plays a crucial role in 
eradicating these disparities through valuing and engaging our employees who in turn work to ensure 
our programs meet the needs of our diverse populations. 


Definitions of “Diversity” and “Inclusion” 
We define workforce diversity as a collection of individual attributes that together helps DEED pursue 
organizational objectives efficiently and effectively.  These include, but are not limited to, 
characteristics such as national origin, language, race, color, disability, ethnicity, gender, age, religion, 
marital status, sexual orientation, gender identity, gender expression, socioeconomic status, veteran 
status, family structure, and work style.  The concept also encompasses differences among people 
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concerning where they are from and where they have lived and differences of thought and life 
experiences. 
 
We define inclusion as a culture that connects each employee to the organization; encourages 
collaboration, flexibility, and fairness; and leverages diversity throughout the organization so that all 
individuals are able to participate and contribute to their full potential.  


Diversity & Inclusion Goals 
To fulfill the mission of DEED’s diversity and inclusion program, DEED will pursue the following goals:  
 


1) A Diverse Workforce:  Build a diverse workforce that is reflective of all Minnesota communities.  
 


2) An Inclusive Workplace:  Cultivate a culture that encourages collaboration, flexibility, and 
fairness to enable all individuals to contribute to their full potential and further retention. 
 


3) Excellence in Public Service:  Facilitate outstanding, accessible, culturally responsive public 
services. 
 


4) Accountability and Sustainability:  Develop structures and strategies to equip leaders with the 
ability to manage diversity, be accountable, measure results, refine approaches on the basis of 
such data, and institutionalize a culture of diversity, inclusion, and equity. 
 


5) Economic Equity & Opportunity:  Ensure equitable access to resources and opportunities for 
employment and economic development so that all Minnesotans can have meaningful 
employment at family sustaining wage. 


Objective 1:  Workforce Diversity 
DEED shall build a diverse workforce that is reflective of all Minnesota communities. 


DEED is required to take appropriate actions to ensure that there is equal opportunity in the workplace 
by identifying and removing barriers to equal employment opportunity (EEO).  Actions include 
comparing the demographics of our workforce to the demographics of community, removing internal 
barriers, conducting strategic outreach to communities, and utilizing special hiring authorities for 
members of groups with less than expected participation rates. Building a diverse, workforce will 
involve these strategies as well as new, proactive strategies aimed at attracting broader, emerging 
aspects of our diversity. 


Measures:   
• Demographics of the workforce as compared to the demographics of the labor force availability 


(Quarterly) 
• Percentage of minorities and persons with disabilities as relates to total applicants, applicants 


meeting minimum qualifications, candidates interviewed, and candidates hired  (Quarterly)  
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• Percentage of affirmative hires, justified nonaffirmative hires and missed opportunities 
(Quarterly) 


Priority 1.1:  Identify and eliminate barriers to EEO by gender, race, disability, and veteran status in 
hiring, promotions, separations, and career development.  


Actions:   


• Review and enhance the Prehire Review process and train hiring managers and supervisors on 
the new process. 


• Develop a guide and tools to ensure consistency in the way the Prehire Review process is 
implemented and carried out. 


• Review job qualifications to ensure they are tied to essential functions of the job. 
• Make every effort to ensure that interview pools are diverse prior to managers and supervisors 


holding interviews. 
• Conduct training for staff and conduct periodic reviews of job postings for plain and inclusive 


language. 
• Explore methods of conducting blind review of applications and/or interviews. 


Priority 1.2:  Develop a targeted recruiting strategy to build a talent pipeline and to attract qualified 
women, minorities, people with disabilities and veterans to DEED’s job opportunities. 


Actions: 


• Develop strategic partnerships with diverse community organizations, professional associations 
and/or schools, colleges and universities to assist in our recruitment efforts. 


• Continue to promote and increase the use of summer internships opportunities such as Step-
Up Achieve, Right Track, and Urban Scholars as budgets allow. 


• Develop a recruiting training manual and brand ambassador guide and train employees in 
promoting DEED and our job opportunities consistent with state branding efforts. 


• Actively participate in the Minnesota Community Advisors on Recruitment & Retention 
Solutions (“MnCARRS”) and promote job and engagement opportunities to MnCARRS. 


Priority 1.3:  Support DEED managers and supervisors in recruitment and selection efforts by 
providing best practices, resources, training, and other tools.  


Actions: 


• Incorporate responsibility statements into managers and supervisors position descriptions for 
affirmative action, equal opportunity and recruiting and retaining a diverse workforce. 


• Provide managers and supervisors unconscious bias training. 
• Provide access to relevant education and promote diversity awareness and cultural competency 


through the Diversity Spotlight Series, the monthly Diversity newsletter or other opportunities.   







DEPARTMENT OF EMPLOYMENT AND ECONOMIC DEVELOPMENT (DEED) 
AFFIRMATIVE ACTION PLAN –2016-2018 


41 
 


Priority 1.4:  Build a succession framework that leverages the skills and abilities of our employees 
nearing retirement, promotes knowledge transfer, and supports our diversity goal to include 
retaining and supporting individuals who wish to remain in the workforce past typical retirement 
age. 


Actions: 


• Research best practices of private and governmental employers on succession and retention of 
employees who wish to remain in the workforce beyond retirement. 


• Build a succession plan that incorporates diversity goals and engagement of employees who 
wish to remain in the workforce past typical retirement age.  


• Train managers on promoting knowledge transfer mechanisms and maintaining engagement of 
older workers.  


Objective 2:  An Inclusive Workplace 
DEED shall cultivate a culture that encourages collaboration, flexibility, and fairness to 
enable all individuals to contribute to their full potential and further retention.  


In order to reap the benefits of a diverse workforce, the work culture must enable diverse perspectives 
to be heard and empower all employees to participate and contribute.  This requires proactive and 
intentional efforts on the part of leadership to provide flexibility with respect to who does the work 
and where, when, and how the work gets done.  It requires robust collaboration through teamwork 
and participatory work processes, cultural competency and constructive conflict management.  This is 
more than just retention; these strategies are meant to engage and develop our human resources – all 
employees – to the fullest potential so that they may advance DEED’s mission. 


Measures: 
• Separation Rates by demographics in each Division (Quarterly)  
• Diversity Survey (Biennially, last conducted in 2015) 
• Engagement Survey (Annually)  
• Exit Surveys (Annually) 
• Demographics of individuals promoted (Annually) 
• Demographics of individuals attending professional development programs (Emerging Leaders, 


Senior Leader Institute, etc.) (Annually) 


Priority 2.1:  Cultivate a supportive, welcoming, inclusive, and fair work environment. 


Actions:  


• Restructure DEED’s Diversity Committee to encourage greater participation and collaboration 
amongst members and ensure the viewpoints off all business units and regions are represented 
and to strengthen the Committee’s role in creating a culture of inclusion. 


o The Diversity Committee was created in 2014 in response to the agency’s identified 
priority focus area of diversity and inclusion.  The Diversity Committee is focused on 
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creating and ensuring an inclusive work environment and provides support, feedback 
and recommendations to the agency’s Senior Leadership Team on various issues related 
to retention. 


• Promote diversity awareness through DEED’s Diversity Committee newsletter and celebrations 
or events.   


• Conduct focus groups in 2016-17 to address retention issues affecting our minority employees 
and our employees with disabilities. 


• Drive accountability to maintain an inclusive culture with internal relationships. 
• Strengthen internal relationships so that our external partners will observe our commitment to 


diversity and inclusion. 
• Encourage the use of in person stay and exit surveys and obtain feedback via the Exit Survey 


tool and use data to continue to improve workplace culture.  


Priority 2.2: Promote diversity and inclusion in training and professional development programs. 


Actions:  


• Provide resources and training on equity and diversity topics through the Diversity Spotlight 
Series training which is held once each month and resources are posted online. 


Objective 3:  Outstanding Public Service 
Facilitate outstanding, accessible, culturally responsive public services.  


The ultimate goal of having a diverse workforce and an inclusive work environment is to deliver better 
services to our internal and external customers. 


Measures: 
• Customer satisfaction surveys/customer interviews via Equal Opportunity Monitoring 
• Demographics of customers served as compared with demographics of population of area 


served 


Priority 3.1:  Provide public services that are culturally responsive and accessible to allow equal 
access for all members of the public.  


Actions: 


• Ensure marketing and promotional materials for programs encapsulate Minnesota’s diverse 
communities. 


• Ensure that all public offerings to include classes and presentations are held in an accessible 
location with captioning and notice to the public of availability of reasonable accommodations 
under Title II of the ADA.   


o ODEO will develop guidance on holding accessible meetings and events and distribute to 
divisions and American Job Centers and partners.  
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• ODEO will continue to conduct EO monitoring through periodic desk audits and onsite reviews 
of workforce center locations and grantees. 


Priority 3.2:  Engage Minnesota’s diverse communities through promoting DEED’s services. 


Actions:   


• Target outreach to communities that commonly do not avail themselves of DEED’s services.  
• Promote DEED’s opportunities and services though presence at community events or fairs. 


Objective 4:  Accountability and Sustainability 
DEED shall develop structures and strategies to equip leaders with the ability to manage diversity, be 
accountable, measure results, refine approaches on the basis of such data, and institutionalize a culture 
of inclusion. 


Measures:   
• Repeat diversity survey or engagement survey and close the gap on the response rate of people 


of color or people with disabilities 
• Quarterly Reports to Senior Leadership on DEED’s diversity data and opportunities for growth 


or improvement 


Priority 4.1:  Institutionalize a shared accountability for diversity, inclusion and equity within DEED 
through demonstrated leadership accountability, commitment, and involvement. 


Actions:   


• Incorporate responsibility statements for diversity, inclusion, and equity in to all managers and 
supervisors position descriptions and develop performance measures. 


• Develop a quarterly reporting dashboard for senior leadership on the progress of DEED as a 
whole and its divisions in recruiting and retaining diverse employees -specifically women, 
minorities and individuals with disabilities. 


Priority 4.2:  Involve employees as participants and responsible agents of diversity and inclusion.  


Actions:   


• Encourage DEED employees to participate on the Diversity Committee or in the activities of the 
diversity committee.  


• Encourage employees to participate in diversity training through the Diversity Spotlight Series 
or other opportunities offered through DEED or other entities. 


• Ensure all DEED sponsored training conferences, such as the Job Counselor training, offer 
sessions on diversity, inclusion and equity. 


• Hold employees accountable under the Statewide Respect in the Workplace Policy and DEED’s 
nondiscrimination policy as necessary.   
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Objective 5:  Economic Equity for Minnesotans of Color 
DEED shall ensure equitable access to resources and opportunities for employment and economic 
development, so that all Minnesotans can have meaningful employment at a family sustaining wage. 


Measures:   


• % of individuals of color who are making a sustainable wage  
• % of individuals of color who have accessed training and resources from Workforce 


Development as a direct result of WFD’s outreach efforts 
• % of contracts held by businesses owned by individuals of color 
• % of grant partners and businesses that consider equity to be a top priority and demonstrate 


equity principles within their organization  
• Number of divisions or business lines within DEED that have implemented a racial equity tools 


Priority 5.1:  Collaborate with the Office of Economic Equity and Opportunity to ensure that 
individuals of color and entrepreneurs of color have equitable access to training and resources 
needed to find good jobs and successful careers and to start and expand businesses.  


Actions:  


• Partner with our workforce development and business development programs and invest in 
outreach and promotion strategies to raise awareness of resources and opportunities and 
online tools. 


• Pilot improvements to the accessibility and usability of digital tools for communities of color to 
get involved – including employment, volunteer, contract, committee, and public engagement 
opportunities.  


Priority 5.2:  Collaborate with the Office of Economic Equity and Opportunity to assist businesses 
develop hiring and contracting practices that will expand opportunities for workers of color and 
businesses owned by people of color in Minnesota. 


Actions:  


• Collaborate with the Department of Admin to expand our own contracting practices and 
increase contracts awarded to businesses of color where appropriate. 


• Conduct user testing to improve access to and awareness of digital tools to communicate all 
financial opportunities at DEED to communities of color (e.g. a page on DEED’s website, a 
weekly email message to interested parties, etc.). 


• Collaborate with external stakeholders including but not limited to the Minnesota Council on 
African Heritage, the Council on Asian-Pacific Minnesotans, the Minnesota Council on Latino 
Affairs, and the Minnesota Indian Affairs Council, relevant chambers of commerce and other 
organizations representing business interests. 







DEPARTMENT OF EMPLOYMENT AND ECONOMIC DEVELOPMENT (DEED) 
AFFIRMATIVE ACTION PLAN –2016-2018 


45 
 


Priority 5.3:  Collaborate with the Office of Economic Equity and Opportunity to break down barriers 
to opportunities in the state and in State government for workers of color and businesses owned by 
people of color and to integrate racial equity principles into all of the work we do at DEED. 


Actions:  


• Provide training to all managers and supervisors on principles of racial equity, use of a racial 
equity tools and unconscious bias in the next two years. 


• Review DEED policies and practices affecting access to grant opportunities currently in place 
for barriers to equity and revise where necessary engaging community input. 


• Develop and implement a budget tool to assist in making resource allocation decisions, 
including discretionary budget allocation, contracts, and grants using a racial equity lens. 


• Create a system to better coordinate engagement with communities of color across DEED’s 
divisions.  This system should include the maintaining of a record of community-based 
organizations’ involvement with DEED to support relationship continuity. 
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XI. METHODS OF AUDITING, EVALUATING, AND REPORTING PROGRAM 
SUCCESS 


Pre-Employment Review Procedure/Monitoring the Hiring Process 
DEED evaluates its selection process to determine if its requirements unnecessarily screen out a 
disproportionate number of women, minorities, or individuals with disabilities.  DEED currently uses 
the Monitoring the Hiring process form for every hire to track the number of women, minorities, and 
individuals with disabilities in each stage of the selection process. In this next year, DEED will 
implement the new Applicant Flow Tool and a new Justification Form to more accurately track the 
diversity of the pool at three stages:  the total applicant pool, the minimally qualified applicant pool, 
and the interview pool.  Directors, managers, and supervisors will work closely with Human Resources 
and ODEO in reviewing the requirements for the position, posting the position, and interviewing and 
selection to ensure that equal opportunity and affirmative action goals are carried out.  Directors, 
managers, and supervisors will be asked to document their hiring decisions and ODEO will review each 
justification and monitor bias. 


Any time the agency cannot justify a hire, the agency takes a missed opportunity.  The agency will 
report the number of affirmative and non-affirmative hires as well as missed opportunities to 
Minnesota Management and Budget on a quarterly basis. 


When candidates are offered interviews, employees scheduling interviews will describe the interview 
format to the candidate and provide an invitation to request a reasonable accommodation for 
individuals with disabilities to allow the candidate equal opportunity to participate in the interview 
process.  For example, the employee will advise each candidate, if interview questions are offered 
ahead of time or identify the technology that may be used during the interview process. This allows for 
an individual with a disability to determine if they may need a reasonable accommodation in advance 
of the interview. 


All personnel involved in the selection process will be trained and accountable for the agency’s 
commitment to equal opportunity and the affirmative action program and its implementation. 


Pre-Review Procedure for Layoff Decisions 
The ODEO, in conjunction with the DEED’s Human Resources office, shall be responsible for reviewing 
all pending layoffs to determine their effect on the agency’s affirmative action goals and timetables. 


Once all contractual obligations are met, HR and ODEO review the list for disparate impact of 
protected group employees.  If a concern is identified, the HR Director and the ODEO Director meet 
with the Deputy Commissioner to review the potential impact. 


If it is determined that there is an adverse impact on protected groups, DEED will document the 
reasons why the layoff is occurring, such as positions targeted for layoff, applicable personnel policies 
or collective bargaining agreement provisions, or other relevant reasons. The agency will determine if 
other alternatives are available to minimize the impact on protected groups. 
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Other Methods of Program Evaluation 
The agency submits the following compliance reports to Minnesota Management and Budget as part of 
the efforts to evaluate the agency’s affirmative action program: 


• Quarterly Monitoring the Hiring Process Reports; 


• Biannual Affirmative Action Plan; 


• Annual Americans with Disabilities Act Report; 


• Annual Internal Complaint Report; and 


• Disposition of Internal Complaint (within 30 days of final disposition). 


• The agency also evaluates the Affirmative Action Plan in the following ways: 


 Reviews employment statistics quarterly to monitor progress toward stated goals by job 
category; 


 Analyzes employment activity (hires, promotions, and terminations) by job category to 
determine if there is adverse impact; 


 Reviews the interview process for positions that have a disparity to ensure the process if 
fair, objective, consistent and that all candidates are treated equally; 


 Analyzes compensation programs to determine if there are patterns of discrimination; 


 Reviews the accessibility of online systems, websites, and ensures that reasonable 
accommodations can be easily requested; and 


 Discusses progress with agency leadership on a periodic basis and makes recommendations 
for improvement.  
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VIII. RECRUITMENT PLAN  
The objective of the DEED recruitment plan is to ensure the recruitment programs are publicly 
marketed; attract qualified applicants; enhance the image of state employment; and, assist in meeting 
the affirmative action goals to achieve a diverse workforce. 


Recruitment costs incurred during the 2014-2016 plan year totaled approximately: $1,309.001. 


Below are various recruitment methods or strategies utilized by DEED during the past year which will 
be used where appropriate for the upcoming plan years 2016-2018. In FY2017, DEED is adding a staff 
resource to ODEO to assist with targeted recruiting.  


Advertising Sources 
Websites 


• State of Minnesota 
• Career Builder Recruitment 
• Economic Development Association of MN 
• Minnesota Association of Professional County Economic Developers 
• Minnesota Works 
• LinkedIn 
• Facebook 


Advertising Agency Contract 
• McFarlane Media Interests (to use this plan year) 
• Graystone Group Advertising 


Newspapers  
• Bemidji Pioneer 
• Grand Forks Harold 
• Minneapolis Star Tribune 
• St. Paul Pioneer Press 


 
Diversity Newspapers (to use in this plan year)  


• Insight News 
• Access Press 
• MN Spokesman Recorder 
• Hmong Times 
• La Matraca  
• La Prensa  


 
Diversity Online Advertising (to use this plan year) 
Blacktwincities.com 
                                                      
1 Because of the methods of tracking, the expenses for recruiting vary by location.  This is an estimated amount.   
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Asian American Press 
Insight News 
The Circle 
Spokesman-Recorder 
Hmong Times 
La Prensa 
MN Womens Press 
Latino American Today 
Mshale 
Access press 
 
Radio (to use this plan year) 
KMOJ 
KFAI 
KBEM 


Listservs 
• MMB Diversity listserv 
• MNCARRS 
• Council on Asian-Pacific Minnesotans 
• Council on Black Minnesotans 
• Chicano/Latino Affairs Council 
• Council on Indian Affairs 
• Minnesota State Council on Disabilities 


Job and Community Fairs 
• Minnesota Veterans Career Fair 
• DEED Get Jobs Fair 
• DEED Diversity Job Fair 
• Minnesota State Council on Disabilities Job Fair 
• Participation of staff at job fairs throughout all 48 WorkForce Centers provides statewide 


coverage. 
• Upcoming job fairs in the near future:  Hmong American Partnership (open job fairs on 


Wednesdays weekly) and American Indian OIC sponsored job fair  


College and University Recruitment Events 
• MN Private Colleges Job and Internship Fair 
• University of Minnesota’s Government and Nonprofit Career Fair 
• Public Affairs Student Association Career Fair at the Humphrey Institute 
• University of Minnesota, Mankato 
• University of Minnesota, St. Cloud 
• University of Wisconsin, Stout 
• Metropolitan State University 
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In the past two years, DEED divisions such as Workforce Development and Vocational Rehabilitation 
Services have proactively visited college classrooms to provide presentations about DEED and the 
diverse career potentials.  Staff conducts follow up by providing classroom professors with current job 
postings. 


DEED will evaluate the effectiveness of participation in career fairs and assess the level of response 
that produces the best results. 


Recruitment for Individuals with Disabilities (EO14-14) 
ODEO has developed a recruitment network with counselors and placement coordinators in Vocational 
Rehabilitation Services and State Services for the Blind who work with individuals with disabilities. This 
partnership has resulted in a broader pool of qualified candidates with disabilities.  With the 
implementation of the Statewide policy to post all jobs for at least seven days, DEED has a greater 
opportunity to utilize the MMB Diversity Listserv and allow for broader recruitment efforts. 


Reasonable Accommodations: 
DEED will continue to prominently display on job postings that we provide reasonable accommodation 
to qualified applicants with disabilities. Beginning this year, 2016, DEED held several reasonable 
accommodation workshops for managers and supervisors to educate them on the importance of the 
interactive process and how to accommodate individuals with disabilities in the workplace.  We have 
accomplished training approximately 60% of the workforce.  We will continue the workshops through 
2017 so that 90% - 100% of all our managers and supervisors are familiar with their responsibilities to 
accommodate.  


Reporting: 
DEED will continue to conduct a quarterly analysis of the number of individuals with disabilities who 
have applied for positions and the number of individuals with disabilities hired. 


Strategies DEED will be using are: 
1) Periodic review of job postings for physical and sensory requirements and ensure 


that qualifications in job postings are inclusive and do not pose any unnecessary 
barriers. 


a. DEED will conduct a periodic review of all job postings for physical and 
sensory requirements and determine if the qualifications for the position are 
job-related and consistent with business necessity. Additionally, ODEO staff 
will work with HR staff to ensure inclusive language in job postings. 


2) Self-Identification 
a. At the time of application and once a year, DEED will communicate to our 


employees that we collect summary data related to the number of 
individuals who have applied for positions and who are in our workforce.  We 
will inform employees that we collect this summary data to make 
determinations about where we need to improve in terms of recruitment, 
selection, or retention of individuals with disabilities.  We recently conducted 
a self-identification survey of current employees in June of 2016.  
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3) 700-Hour Program 
a. Connect-700 is a noncompetitive hiring authority and on-the-job training 


program for individuals with disabilities. DEED is currently working on 
training in partnership with Minnesota Management & Budget to roll-out 
Connect-700.  Once the program is officially rolled out, ODEO will work with 
HR to roll out the program to hiring managers and supervisors.  


4) Accessibility 
a. This past year, DEED held an Accessibility Fair in celebration of Global 


Accessibility Awareness Day where we provided information on document 
accessibility and a hands-on experience with various assistive devices and 
technology.  DEED has trained most of our workforce in document 
accessibility and will look to hire a Document Accessibility Coordinator in the 
next year.  DEED also distributes marketing material and resources to staff to 
remind them to create accessible electronic documents and systems, so that 
employees with disabilities will be able to access similar information and 
resources as other employees. 


5) Self-Analysis 
a. DEED will conduct periodic self-checks to determine if systems or documents 


are accessible, language in our job postings is inclusive, reasonable 
accommodations have been provided, and staff have been trained on how to 
provide reasonable accommodations.  DEED is responsible for monitoring 
work force centers and partner sites for physical and programmatic 
accessibility. 


Relationship Building and Outreach 
This past year, DEED began chairing the Minnesota Community Advisors on Recruitment & Retention 
Solutions (MNCARRS) group.  MNCARRS is a collaboration between state agencies and community 
organizations to actively recruit applicants who have historically been underrepresented in state 
government.  This includes women, racial and ethnic minorities, individuals with disabilities and 
veterans.  Additionally, this group provides feedback to state agencies on recruiting and retention 
initiatives. 


 
ODEO staff will continue to work with state councils and community organizations serving minorities, 
women and people with disabilities.  DEED, as a member of ACCESS, promotes collaborative 
partnerships that leverage state agency resources. 
 
Many hiring supervisors and managers have developed professional relationships with colleges and 
universities. For example,  DEED’s Dislocated Worker program works with the Humphrey Institute as 
well as Hamline, Augsburg, St. Catherine University, University of St. Thomas and Macalester.  DEED’s 
Disability Determination Services attends job fairs to build relationships with students for the entry 
level Disability Examiner positions.  DEED’s Vocational Rehabilitation Services maintain strong 
relationships with the Rehabilitation Counseling programs, particularly at Mankato, St. Cloud and 
University of Wisconsin, Stout. 
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ODEO has developed a list of colleges and universities throughout Minnesota that have a significant 
diversity enrollment. ODEO works with supervisors and managers seeking interns and provides 
additional resources for recruitment. ODEO also utilizes additional resources such as the Directory of 
Minnesota Colleges and Universities Career Counselors and MNSCU Recruitment Resource Center. 


Internships 
Step-Up Achieve, Right Track and Urban Scholars 
This is DEED’s third year participating in the STEP-UP and Urban Scholars program.  STEP-UP and Urban 
Scholars are the City of Minneapolis jobs programs for youth ages 14-21 (STEP-UP) and college and 
graduate students (Urban Scholars).  DEED will continue to participate in these programs as the budget 
allows.  
 
Project Search 
Next year, DEED along with other state agencies will be participating in Project Search, an internship 
opportunity for youth with disabilities. 
 
Other Internship Opportunities 
DEED also utilizes interns from various universities across the state in many different job fields. 
Vocational Rehabilitation Services recruits for their interns from colleges offering rehabilitation 
counselor degrees. 


Supported Employment (M.S. 43A.191, Subd. 2(d)) 
This past year, in 2016, DEED contracted with a program that works with supported employment 
workers to conduct a large scale scanning project.  This project is ongoing and we will continue to 
identify other opportunities for supported employment. 
 
Additionally, the agency supports the employment of individuals with disabilities and will review 
vacant positions to determine if job tasks can be performed by a supported employment worker. We 
will work with community organizations that provide employment services to individuals with 
disabilities to recruit for these positions.  
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IX. RETENTION PLAN 


DEED is committed to the recruitment of women, minorities, individuals with disabilities, and veterans, 
as well as the retention of these protected groups. 


Individual(s) Responsible for the Agency’s Retention Program/Activities 
Ann Feaman, Office of Diversity and Equal Opportunity Program Director 
Voice:  651-259-7097 
Email:  ann.feaman@state.mn.us 


Dorcas Michaelson, Human Resources Director 
Voice:  651-259-7099 
Email:  dorcas.michaelson@state.mn.us 


Separation and Retention Analysis by Protected Groups 
In fiscal years 2015 and 2016 the agency had 244 total separations. Of these, the number of 
retirements was 122. The following information in the chart illustrates the total number of resignations 
and non-certification/dismissals and their impact on women, minorities, and individuals with 
disabilities. 


 Agency Total % of Women % of 
Minorities 


% of People 
with 
Disabilities 


Resignations 99 68.69% (68) 17.17% (17) 5.05% (5) 
NonCerts/Dismissals 17 94.12% (16) 41.18% (7) 5.88% (1) 


ODEO reviewed the separation data for FY 2015 and FY 2016 for trends and adverse impacts. Initial 
findings demonstrate that out of the total separations for dismissals and non-certification within DEED, 
many were from minority employees. 


In the EEO-4 Professionals Job Category, 15.91% of all resignations and 41.18% of all dismissals and 
non-certification were minorities. 


In the EEO4 Professionals Job Category, women and minorities are being dismissed at very high 
percentage (women 92.86%, minorities 42.86%) in Disability Determination Services (DDS). This is very 
concerning and will be closely monitored. 


There is a lack of representation for all the protected groups: women, minorities, and individuals with 
disabilities within Business and Community Development (BCD). Majority of the resignations in BCD 
have come from women in the Professionals Job Category.  


In the Workforce Development Division, minorities accounted for 27.78% of all resignations and 
individuals with disabilities accounted for 13.64% of all resignations.  



mailto:ann.feaman@state.mn.us
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Methods of Retention of Protected Groups 
DEED implements the following strategies to address retention issues:   


• DEED will examine internal hiring processes to see how to reward and promote individuals who 
perform in an outstanding manner and monitoring rates of promotions for women, minorities 
and individuals with disabilities. 


• DEED will closely monitor separation data and exit survey data on a quarterly basis and share 
with the Senior Leadership Team.  In the past, although collected, exit survey data was not 
routinely shared with the divisions. 


• Exit survey data demonstrated several areas for improvement:  the department’s flexibility in 
terms of work/life balance and flexibility in scheduling and telecommuting, as well as wages.  
Where appropriate, DEED will explore flexible scheduling and telecommuting options.  DEED 
will also explore compensation and monitor compensation for equity. 


• DEED recently began a formal mentoring program to assist individuals in exploring 
opportunities for personal growth and enrichment.  DEED will continue to operate and 
strengthen this mentoring program and encourage all employees to apply if interested.  


• DEED currently operates a Diversity Committee comprised of a diverse representation of 
employees across the department.  DEED will leverage this group to assist in providing a pulse 
on workplace culture and provides the senior management team with recommendations for 
improvement.   


• DEED will conduct focus groups with employees to learn more about what improvements 
employees would like to see in workplace culture. 


• DEED will explore the possibility of implementing employee resource groups.   
• DEED will implement a mediation as a tool to resolving complaints as part of DEED’s 


discrimination/harassment complaint process.  
• DEED will promote the use of the Employee Assistance Program as a tool to resolve conflicts in 


the workplace. 
• ODEO, HR, and the Office for Economic Equity and Opportunity will work together to identify 


other opportunities to improve retention rates of women, minority employees, and employees 
with disabilities.  
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XIIII. APPENDIX 


A. Complaint of Discrimination/Harassment Form 


Department of Employment and Economic Development 
Office of Diversity and Equal Opportunity 


ODEO Complaint Form 
Customer or Employee 


No one will be denied the opportunity to participate in any DEED program, activity or service, or in any other employment activity based 
on race, color, creed, marital status, status with regard to public assistance, disability, familial status, genetic information, sexual 
orientation, age, religion, national origin, gender (including gender identify and expression), sexual harassment, or membership in a local 
human rights commission. If you think you have been subjected to discrimination under a DEED program or activity, or in the 
employment process, you may file a complaint with DEED’s Office of Diversity and Equal Opportunity (ODEO). You may use this complaint 
form and mail, email, or fax to Office of Diversity and Equal Opportunity, First National Bank Bldg., Suite E200, 332 Minnesota Street, St. 
Paul, MN 55101-1351, Kimberly.Malone@state.mn.us, DEED.ODEO@state.mn.us, Phone: 651-259-7684, TTY: 651-296-3900, Fax 651-
297-5343. 


 
1.   Information about the Complainant (person filing the complaint) 
Name_____________________________________________________________________________ 
Address___________________________________________________________________________ 
Email_____________________________________________________________________________ 
Phone: Cell____________________ Home____________________ Work____________________ 
DEED Customer or DEED Employee: ___________________________ Location_________________ 
Program or Service__________________________________________________________________ 
 
2.   Information about the Primary Respondent (person against whom you are filing the complaint) 
Name ___________________________________ Job Title __________________________________ 
Program/Division ___________________________________________________________________ 
Location_________________________________ Work Phone _______________________________ 
Name of any Secondary Respondents involved in your complaint _____________________________ 
 
3.   Information about the Complaint (a) I believe I was discriminated against because of my: (check all 
that apply) 
 


____ Race  ____ Color ____ National Origin ____ Genetic Information 


____ Disability  ____ Age ____ Sex  ____ Sexual Orientation  


____ Marital Status ____ Religion ____ Gender  ____ Sexual Harassment 


____ Familial Status ____ Creed ____ Retaliation ____


____ Reliance on Public Assistance ____ Membership/activity in a local commission 


 


 Other 



mailto:Kimberly.Malone@state.mn.us
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(b) Describe how you have been discriminated against or harassed.  Give the names, dates, places and 


all of the pertinent information.  Be as specific as you can.  Use additional paper if needed. 


____________________________________________________________________________________
____________________________________________________________________________________
____________________________________________________________________________________
____________________________________________________________________________ 
 


 
4. Witness(es) 
  Name/Work Location/Phone 
1)________________________________________________________________________________ 


2)________________________________________________________________________________ 


3)________________________________________________________________________________ 


4)________________________________________________________________________________ 


 


 
What steps, if any, have you taken to resolve this matter? ___________________________________ 
____________________________________________________________________________________
________________________________________________________________________________ 
List the person (s) you contacted to attempt to resolve this matter.___________________________ 
__________________________________________________________________________________ 
__________________________________________________________________________________ 
Have you filed a union grievance or filed a complaint with another organization? If yes, please explain 
what avenues you have pursued: 
__________________________________________________________________________________ 
The complaint is being filed based on my honest belief that I have been discriminated against or 
harassed.  I hereby certify that the information I have provided relative to my complaint is true, correct 
and complete to the best of my knowledge and belief. 


 
Signed __________________________________________ Dated____________________________ 
 


Received by _______________________________________________________________________ 


 


This material is available in alternative formats for individuals with disabilities by calling  


651-259-7094(voice) or via their preferred Telecommunications Relay Service  
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Employee/Applicant Request for ADA Reasonable Accommodation Form 


State of Minnesota Department of Employment & Economic Development 
Employee/Applicant Request for Americans with Disabilities Act (“ADA”) Reasonable 


Accommodation Form 


The State of Minnesota is committed to complying with the Americans with Disabilities Act (“ADA”) 
and the Minnesota Human Rights Act (“MHRA”). To be eligible for an ADA accommodation, you must 
be 1) qualified to perform the essential functions of your position and 2) have a disability that limits a 
major life activity or function. The ADA Coordinator/Designee will review each request on an 
individualized case-by-case basis to determine whether or not an accommodation can be made. 


Employee/Applicant Name:   Job Title: 


Work Location: Phone Number: 


Data Privacy Statement:  This information may be used by your agency human resources representative, 
ADA Coordinator or designee, your agency legal counsel, or any other individual who is authorized by 
your agency to receive medical information for purposes of providing reasonable accommodations 
under the ADA and MHRA. This information is necessary to determine whether you have a disability as 
defined by the ADA or MHRA, and to determine whether any reasonable accommodation can be made. 
The provision of this information is strictly voluntary; however, if you refuse to provide it, your agency 
may refuse to provide a reasonable accommodation. 


A. Questions to clarify accommodation requested. 


1. What specific accommodation are you requesting? 


2. If you are not sure what accommodation is needed, do you have any suggestions about 
what options we can explore? 


YES   NO 


a. If yes, please explain. 


B. Questions to document the reason for the accommodation request (please attach additional 
pages if necessary). 
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1. What, if any, job function are you having difficulty performing? 


Reasonable Accommodation Request Form, Page 2 


2. What, if any, employment benefits are you having difficulty accessing? 


3. What limitation, as result of your physical or mental impairment, is interfering with your 
ability to perform your job or access an employment benefit? 


4. If you are requesting a specific accommodation, how will that accommodation be effective 
in allowing you to perform the functions of your job? 


Information Pertaining to Medical Documentation:  In the context of assessing an accommodation 
request, medical documentation may be needed to determine if the employee has a disability covered 
by the ADA and to assist in identifying an effective accommodation. The ADA Coordinator or designee 
in each agency is tasked with collecting necessary medical documentation. In the event that medical 
documentation is needed, the employee will be provided with the appropriate forms to submit to their 
medical provider. The employee has the responsibility to ensure that the medical provider follows 
through on requests for medical information. 


This authorization does not cover, and the information to be disclosed should not contain, genetic information. “Genetic Information” 
includes: Information about an individual’s genetic tests; information about genetic tests of an individual’s family members; 
information about the manifestation of a disease or disorder in an individual’s family members (family medical history); an individual’s 
request for, or receipt of, genetic services, or the participation in clinical research that includes genetic services by the individual or a 
family member of the individual; and genetic information of a fetus carried by an individual or by a pregnant woman who is a family 
member of the individual and the genetic information of any embryo legally held by the individual or family member using an assisted 
reproductive technology. 


Employee/Applicant Signature: ____________________________________________________ 


Date: __________________________________________________________________________ 


Return completed form, whether denied or approved, to the ADA Coordinator. 


Karen Lilledahl 
Equal Opportunity Program Director 
ADA Coordinator 
651-259-7089 
karen.lilledahl@state.mn.us 
 
Department of Employment & Economic Development  
1st National Bank Building 
332 Minnesota Street, Suite E200 



mailto:karen.lilledahl@state.mn.us
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St. Paul, Minnesota 55101-1351 
TTY 651-296-3900 Fax 651-297-5343 


Information Pertaining to Medical Documentation 
In the context of assessing an accommodation request, medical documentation may be needed 
to determine if the employee has a disability covered by the ADA and to assist in identifying an 
effective accommodation. 


The ADA Coordinator is tasked with collecting necessary medical documentation. In the event 
that medical documentation is needed, the employee will be provided with the appropriate 
forms to submit to their medical provider. The employee has the responsibility to ensure that 
the medical provider follows through on requests for medical information. 


Following is DEED’s request for Medical Information. 
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Minnesota Department of Employment and Economic Development 
Office of Diversity and Equal Opportunity 
1st National Bank Building 332 Minnesota Street Suite E200, St. Paul, MN  55101-1351  
Voice: 651-259-7094;  
Fax: 651-297-5343; 
Email: DEED.ODEO@state.mn.us 


Medical Inquiry Form in Response to an Accommodation Request 


A.  Questions to help determine whether an employee has a disability 
(Note: For reasonable accommodation under the ADA, an employee has a disability if he or 
she has an impairment that substantially limits one of more major life activities or has a record 
of such impairment. The following questions may help determine whether an employee has a 
disability.) 


1. Does the employee have a physical or mental impairment?  


YES or NO 


If yes, what is the impairment? 


2. Does the impairment substantially limit a major life activity as compared to most people in 
the general population? (Note: Does not need to significantly or severely restrict to meet this 
standard. Answer based on what limitations the employee has when his or her condition is in 
an active state and what limitations the employee would have if no mitigating measures were 
used.) 


YES or NO 


3. If yes, what major life activity(ies) (includes major bodily functions) is/are affected? 


□ Bending 
□ Breathing 
□ Caring for 
Self 
□ 
Concentrating 


□ Eating 
□ Hearing 
□ Interacting 
with Others 
□ Learning  
□ Lifting 


□ Performing 
Manual Tasks 
□ Reaching 
□ Reading 
□ Seeing 
□ Sitting 


□ Sleeping 
□ Speaking  
□ Standing 
□ Thinking 
□ Walking 
□ Working 


□ Other 
(describe


Major bodily functions affected: 


□ Bladder 
□ Bowel 
□ Brain 
□ Cardiovascular 
□ Circulatory 
□ Digestive 


□ Endocrine 
□ Genitourinary 
□ Hemic 
□ Immune 
□ Lymphatic 
□ Musculoskeletal 


□ Neurological 
□ Normal Cell 
Growth 
□ Operation of an 
Organ 
□ Reproductive 


□ Respiratory 
□ Special Sense 
Organs & Skin 
□ Other (describe)
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B.  Questions to help determine whether an accommodation is needed. 
(Note: An employee with a disability is entitled to an accommodation only when the 
accommodation is needed because of the disability.) 


1. What limitation(s) is interfering with job performance or accessing a benefit of employment? 


2. What job function(s) or benefits of employment is the employee having trouble performing or 
accessing because of the limitation(s)? 


3. How does the employee’s limitation(s) interfere with his/her ability to perform the job 
function(s) or access a benefit of employment? 


C. Questions to help determine effective accommodation options. 
(Note: An accommodation supports the employee in performing the necessary essential 
functions of the position.) 


1. Do you have any suggestions regarding possible accommodations to improve job 
performance? If so, what are they? 


2. How would your suggestions improve the employee’s job performance? 


D. Other questions or comments 


_________________________________ __________________________ _____________ 
Print Name & Title Sign Date 


The Genetic Information Nondiscrimination Act of 2008 (GINA) prohibits employers and other entities 
covered by GINA Title II from requesting or requiring genetic information of an individual or family 
member of the individual, except as specifically allowed by this law. To comply with this law, we are 
asking that you not provide any genetic information when responding to this request for medical 
information. “Genetic information,” as defined by GINA, includes an individual’s family medical history, 
the results of an individual’s or family member’s genetic tests, the fact that an individual or an 
individual’s family member sought or received genetic services, and genetic information of a fetus 
carried by an individual or an individual’s family member or an embryo lawfully held by an individual or 
family member receiving assistive reproductive services 







DEPARTMENT OF EMPLOYMENT AND ECONOMIC DEVELOPMENT (DEED) 
AFFIRMATIVE ACTION PLAN –2016-2018 


62 


C. Agency Profile and DEED Organizational Chart 
The Minnesota Department of Employment and Economic Development (DEED) is the state’s principal 
economic development agency. 


DEED programs promote business recruitment, expansion, and retention; international trade; 
workforce development; and community development. 


DEED activities are directed by five overarching objectives for Minnesota's workers, businesses and 
communities.  


Those objectives, and the plans to reach them, are: 


o Attract, retain and expand businesses and create jobs
o Cultivate entrepreneurs
o Connect workers to jobs, prepare workers for jobs in demand and assist people to live


independently
o Stabilize and stimulate the economy through benefit payments
o Help communities thrive
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D. DEED’s Office for Diversity & Equal Opportunity (ODEO) 
ODEO’s function is to ensure the DEED’s compliance with Titles VI and VII of the Civil Rights Act, the 
Americans with Disabilities Act, Titles I and II, the Minnesota Human Rights Act, and other federal civil 
rights laws.  ODEO provides technical assistance and monitoring, conducts complaint investigations, 
handles reasonable accommodations and provides training. 
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Apply for benefits, request benefit payments, 
check your account —online or by phone 
Monday through Friday, 6 A.M. to 6 P.M.


We can help!  Speak to a  
Customer Service Representative 
Monday through Friday,  
8 A.M. to 4:30 P.M.


Twin Cities area:  651-296-3644 
Greater Minnesota:  1-877-898-9090 
TTY – for the hearing impaired:  1-866-814-1252


① Make your language choice: press 1 for English, 2 for Spanish,
3 for Hmong, or 4 for Somali.
(If you need another language, press 1 and follow the steps
below to speak to a representative and request an interpreter.)


② Enter your Social Security number.


③ Enter your password and then press the # key.
OR — If you are not asked to enter your password, press 2,
and then press 0 to speak to a representative.


④ Press 2 for other options.


⑤ Press 3 for answers to commonly asked questions or to speak with a
representative, then press 0 to speak to a representative.


Twin Cities area:  651-296-3644 
Greater Minnesota:  1-877-898-9090 
Language options:  English, Spanish, Hmong, or Somali 
TTY — for the hearing impaired:  1-866-814-1252


www.uimn.org
Select Applicants and then Apply for Benefits 
or Log in to My Account.







Unemployment Insurance (UI) checklist 


 Apply as soon as you are unemployed.


 Look for work and be ready to accept it.


 Request a benefit payment every week until
you return to work full-time.


 Remember your password and keep it
private.


 Read this handbook.


 Respond to all requests for information.


 Keep the address on your account up-to-
date for at least four years after your last
request for a benefit payment.


 Call UI Customer Service if you have
questions (see page 19).


Did you know… 
…to receive a benefit payment, you first have to make a request? 
(see page 8) 
…benefits are not paid for the first week? (see page 10) 







www.uimn.org is the official website of Minnesota Unemployment 
Insurance.  


Here you will find answers to these questions, and more! 


• How do I apply?
• How do I get paid?
• What affects my benefits?
• What do I need to know?
• How do I appeal?


Watch and Listen! Videos on unemployment topics are available 
online. 



http://www.uimn.org/
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2017 Program 
Statistics: 


• $810 million in 
unemployment 
benefits were 
paid to 150,829 
Minnesotans


• Nearly 470,000 
phone calls 
were answered 
by 
Unemployment 
Insurance 
Customer 
Service 
Representatives


Introduction 
This handbook provides important information 
about unemployment benefits, including: 


• How to apply.
• How your eligibility is determined.
• What you must do each week to receive a


benefit payment.


The information in this handbook is an overview of 
unemployment insurance benefits. It does not cover 
every topic, answer all questions, or take the place 
of the law. 


It is your responsibility to read this handbook and 
all information you receive from Minnesota 
Unemployment Insurance. 


The Unemployment Insurance Program is 
administered by the Minnesota Department of 
Employment and Economic Development (DEED). 
Benefits are funded by a tax paid only by 
employers. No deductions from employees’ 
paychecks are used to pay the cost of benefits. 
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Applying for benefits 
When do I apply? 
Apply for benefits the same week you become unemployed or your 
hours are greatly reduced. 


How do I apply? 
Apply online or by phone Monday through Friday, 6 A.M. to 6 P.M.: 


• Online at www.uimn.org
Select Applicants and then Apply for Benefits.


• By phone choose: English, Spanish, Hmong, or Somali.
(If you need another language, follow the steps on page 19  to
speak to a representative and request an interpreter.)


Twin Cities area: 651-296-3644 
Greater Minnesota: 1-877-898-9090 
TTY - for the hearing impaired: 1-866-814-1252 


After you apply we will mail you information about your benefits and 
how to request payments (see page 8). The information includes your 
weekly benefit amount if you are eligible for benefits (see page 7). 


What if I’m unemployed for a reason other than 
layoff?  
If you are unemployed for any reason other than lack of work, 
Minnesota law requires that we follow a process to determine if you 
are eligible for benefits.  


1. During the application we ask questions about why you are
unemployed.


2. We will ask your employer the same questions.
3. We will review your answers and your employer’s answers to


determine if you are eligible for benefits.
4. We will mail you and your employer a determination that tells


you if you are eligible. Either you or your employer can appeal
the determination.


It is important to respond to all questions completely, honestly and 
quickly. 
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Using your password 
Your password and Social Security number: 


• Allow you secure access to your benefit account.
• Serve as an electronic signature.
• Keep your data private.


If you forget your password, you can reset it: 
• Online at www.uimn.org:


1. Select Applicants and then Log in to my Account.
2. Enter your Social Security number, select the checkbox


“Forgot your password,” and then select Login.
3. Answer the security question* you chose when you applied


for benefits.


• By phone:


1. Call the automated phone system (see page 19).
2. Make your language choice: English, Spanish, Hmong, or


Somali.
(If you need another language, follow the steps on page 19
to speak to a representative and request an interpreter.)


3. Enter your Social Security number.
4. Enter your password and then press the # key.
5. Press 1 to reset your password.
6. Answer the security question* you chose when you applied


for benefits.


*If you forgot the answer to your security question, call Customer
Service to have a temporary password mailed to you (see page 19).
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After you apply 


How much will I receive? 
Your weekly benefit amount is about 50 percent of your average 
weekly wage up to a state maximum of $717. 


We will mail you a Determination of Benefit Account that shows 
your weekly benefit amount and total amount of benefits available. 


• The determination does not necessarily mean you will
receive benefits.


• We will mail you a separate determination if we need to make a
decision about your eligibility for benefits.
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Requesting benefit payments 
When do I request benefit payments? 
You must request  a payment for each week you are unemployed. 
Request a payment even if we are deciding your eligibility or you are 
waiting for an appeal hearing or decision. You may lose payments for 
weeks you do not request on time. 


Request a benefit payment online  
Go to www.uimn.org Monday through Friday, 6 A.M. to 6 P.M.: 


1. Select Applicants and then Log in to My Account. 
2. Log in to your account using your Social Security number and 


password. 
3. Select Request Benefit Payment. 
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Request a benefit payment by phone 
The table below lists the day and time to request your benefit payment. 


1. Call the automated phone system:
Twin Cities area: 651-296-3644 
Greater Minnesota: 1-877-898-9090 
TTY - for the hearing impaired: 1-866-814-1252 


2. Make your language choice: English, Spanish, Hmong, or
Somali.
(If you need another language, follow the steps on page 19 to


speak to a representative and request an interpreter.)
3. Enter your Social Security number.
4. Enter your password and then press the # key.
5. You may hear important messages about your account. After


the messages, listen to your options and choose Request
Benefit Payment.


Phone schedule to request benefit payments 
If the last digit of your 


Social Security number is: Call on: 


1, 3, or 5 Tuesday 
6 A.M. to noon 


7 or 9 Tuesday 
noon to 6 P.M. 


0, 2, or 4 Wednesday 
6 A.M. to noon 


6 or 8 Wednesday 
noon to 6 P.M. 


Any Thursday or Friday 
6 A.M. to 6 P.M.  


You can request your payment online Monday through Friday, 
6 A.M. to 6 P.M. with no restrictions (see page 8). 
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When can I expect my first 
payment? 
The soonest you will receive a payment is during the third week of your 
benefit account. 


Why do I have to wait until the third week? 


• You always request benefits for a past week. You cannot request
benefits for the current week or a week in the future.


• The first week you are eligible for benefits is your “nonpayable
week” (see explanation below).


• For most applicants, the second week is the first payable week
and is requested the third week of their account.


Your first payment may be delayed beyond the third week if: 


• You had earnings greater than your weekly benefit amount or
worked 32 or more hours (see page 13).


• You are receiving other types of payments (see page 14).
• We need more time to obtain information to decide your eligibility


for benefits (see page 5).


Nonpayable week 
The first week you are eligible for unemployment benefits is your 
nonpayable week. Minnesota law requires a nonpayable week before 
you can be paid benefits. For a week to qualify as your nonpayable 
week, you must: 


• Submit an application for benefits.
• Submit a timely Request for Benefit Payment.
• Be eligible for benefits for the week.


There is only one nonpayable week in the 52 weeks after you apply. If 
you are unemployed again within one year of your account date, you 
will not have another nonpayable week. 
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How will I be paid? 
When you apply, you choose how you want to receive your benefit 
payments: 
• Direct deposit to your checking or savings account, or
• U.S. Bank ReliaCard® Visa® (unemployment debit card).


You can change your payment method by logging in to your account 
online or by calling customer service. 


It is your responsibility to monitor the balance in your account to avoid 
overdrafts. 


How does direct deposit work? 
• Once you set up direct deposit, payments should reach your


account within three business days after you request a payment.
• When you complete a new application for benefits, you must also


complete a new direct deposit request.
• If you change your bank or bank account, remember to update


this information in your benefit account to avoid a delay in
payment.


How does the unemployment debit card work? 
The unemployment debit card can be used (without fees): 
• To get cash at any bank that accepts Visa®


• At any U.S. Bank ATM
• To make purchases at any business that accepts Visa debit cards


You should receive your card in the mail in a plain white envelope 
about five to seven business days after your first payment is made. If 
you do not receive your card, call us to verify that a payment was 
made (see page 19). If a payment was made, then call U.S. Bank 
ReliaCard customer service at 1-855-233-8379. Once your card is 
mailed, deposits are usually made within three business days after you 
request a payment. Keep your debit card – it can be used for future 
unemployment benefits for up to three years. Read the information 
included with your card for terms, fees, and conditions. You are 
responsible for any fees charged. 
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Report work when requesting 
benefit payments 
Each time you request a benefit payment, we ask if you worked during 
the week you are requesting. You must answer “Yes” if you worked at 
all, including: 


• The last week of your old job or first week of a new job
• A temporary job
• A part-time, or on-call job, even if you had it before you became


unemployed from your main job
• Self-employment, working for cash, or volunteer work
• A job outside your usual occupation or industry
• A training or trial period at a new employer, paid or unpaid
• If your hours were reduced


If you worked, you must report all hours worked and earnings from all 
work every week you request benefits. There are no exceptions.  
You must report:  


• Total hours worked that week.
• Total gross earnings that week (before deductions and taxes).


Earnings include:
o wages, tips, salary, commission, cash
o self-employment income
o the value of any rent, goods or services you receive for


working


Keep a record of your hours worked (Sunday through Saturday) 
regardless of when you will be paid for those hours. If you worked for 
more than one employer in a week, combine your earnings and hours 
from all employers. 


You must report your earnings for the week you perform the work, 
not when you are paid. For self-employment, report your weekly 
earnings after you deduct your direct business expenses for that week 
(for more information on reporting self-employment, go to: 
www.uimn.org). 
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How does working affect my benefits? 
You are not eligible for benefits in any week you work 32 or more 
hours, or when your gross earnings for the week are equal to or 
greater than your weekly benefit amount. 


A partial benefit payment may be made to you for any week you work 
fewer than 32 hours and your earnings are less than your weekly 
benefit amount.   


What if my hours vary week to week? 
If the number of hours you work varies week to week, you should 
request benefits every week. Report the gross earnings and hours you 
worked each week. The system will automatically determine whether 
you are due a payment and the amount.  


What happens if I fail to report my hours and 
earnings? 
• If you did not report your hours and earnings call us immediately 


to correct your mistake, otherwise it may be considered fraud.
• If you do not report all hours worked and all earnings, you will be 


overpaid and must repay benefits you received.
• If we determine that your overpayment is due to fraud, you will 


be charged a 40 percent penalty and interest on the overpaid 
amount. You will not be eligible for benefits until your 
overpayment, penalties, and interest are paid in full. In some 
cases there may be criminal penalties.


Your earnings will be verified! We will verify your earnings and hours  
with information reported by your employers. 







Minnesota Unemployment Insurance  
Information Handbook 


Go to www.uimn.org for more information 
14 


Income that may affect benefits 
In addition to earnings, other income from current or past employment 
may affect benefits. When you first apply, and every week you make a 
request for payment, you are asked if you applied for or are receiving 
other types of income. 


The most common types of income that may affect unemployment 
benefits are listed below. Your former employer may have had different 
terms for some of these, such as calling vacation pay “paid leave”, 
“PTO”, or “personal time off”. The name of the income is less important 
than how, why, or from whom the payment is made. 


Types of income include, but are not limited to: 


• Severance, notice, or retention pay, and any other payments
made because of separation from employment


• Sick pay and holiday pay
• Vacation pay
• Pension or 401K payments
• Social Security retirement or disability benefits
• Workers’ compensation or other employer-contributed insurance


for loss of wages


Report all income that you have not previously reported to us. If 
you have questions about whether a type of income must be reported, 
call Customer Service (see page 19). 


If your benefit payments are affected by any income, you will be mailed 
a determination explaining the effect. 
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Understanding weekly eligibility 
requirements 
What do I need to do each week? 
To be eligible for benefits for any week, you must: 


• Submit a timely Request for Benefit Payment.
• Be able and willing to immediately accept work in your usual


occupation or other suitable employment.
• Look for work and be willing to accept the hours, wage,


commuting distance, and other conditions of employment that are
normal for someone in your occupation with your skills and
experience.


You are not eligible for weeks you: 


• Are traveling outside your commuting area,
unless it is to actively seek work.


• Have a medical condition or other
circumstances that prevent you from
working or looking for work.


You must actively look for work even if you have 
a part-time job or expect to return to a seasonal 
job. You must make a serious effort to find work 
every week you request a benefit payment. 


How does going to school affect my benefits? 
If you are taking classes, you must continue to look for work and be 
willing to rearrange or quit classes if necessary to accept work. If we 
approve full time training, your training will be in place of the work 
search requirement. 


High school students are not eligible for unemployment benefits. 
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Stopping and starting benefit 
payments 
What if I go back to work? 
• When you return to full-time work or want to stop requesting


payments for any reason, make your final request and then stop
requesting. No notification is needed.


• If you start work at your new job in the middle of a week, report
your hours worked and your earnings for the week, even if you
haven’t been paid yet. You may be eligible to receive a partial
payment.


• Remember to report your hours worked and earnings for the
week, even if you haven’t been paid yet.


• Make sure to keep your password and unemployment debit card
(if you have one) in a safe place in case you need to start
requesting benefits again.


• Keep the address on your account up-to-date for at least four
years after your last request for a payment. Even after you stop
requesting benefits, your account may be audited or we may need
to contact you for other reasons. If we can’t reach you, audit
findings will be made without your input and you will be
responsible for any overpayments that might result.


What if I’m unemployed again? 
Log in to your account at www.uimn.org or call the automated phone 
system (see page 19). You will be guided to either reactivate your 
account or apply for a new account. Either way you should be ready to 
provide details about your most recent employment. Remember to 
make sure your contact information, tax withholding and direct deposit 
information is up-to-date. 
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Withholdings from benefit 
payments 
Income taxes 
Unemployment benefits are taxable income under federal and 
Minnesota state law. Request, stop, or change your income tax 
withholding by logging in to your account online at www.uimn.org or by 
calling the automated phone system (see page 19). 


No later than January 31, an IRS Form 1099-G will be mailed to your 
last known address, showing the total benefits paid to you during the 
prior year and the federal and state income taxes withheld. You can 
view and print your 1099-G form online by logging in to your account at 
www.uimn.org 


Overpayments 
If you were overpaid unemployment benefits in Minnesota or another 
state that you have not repaid, we will deduct either 50 or 100 percent 
of each weekly benefit payment and apply it to the balance you owe.  


Child support 
If you are required to pay child support by a court or other enforcement 
agency, child support payments will be deducted from your weekly 
benefit amount and sent to the child support agency. If you believe that 
too much child support is being deducted or if you have questions, 
contact the child support agency that is enforcing the support order.  
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Reemployment Assistance 


You may be required to attend a Reemployment Session at your local 
WorkForce Center. 


Looking for work is your full-time job while you receive unemployment 
benefits. Finding your next job may be a challenge. You need to know 
the most up-to-date work search methods and keep up with labor 
market changes. Reemployment assistance is available to make sure 
that you have the tools you need to get back to work quickly. 


If you are scheduled to attend a Reemployment Session: 


• Attendance is mandatory.
• Failure to attend will result in denial of benefits.
• You will be notified in a letter mailed to you, through messages in 


your online account, and when accessing your account on the 
phone.


• You will also receive a message on your account requiring you to 
complete a Job Search Self-assessment and Work Search Plan.


WorkForce Center staff will help you: 


• Assess your job seeking needs
• Prepare a reemployment plan


Resources and workshops in WorkForce Centers are available at no 
cost and can help you with: 


• Resume writing
• Interviewing
• Other job seeking activities
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Contact customer service 
If you have a question, talk to an Unemployment Insurance Customer 
Service Representative. Only UI Customer Service Representatives 
can provide accurate answers to your unemployment insurance 
questions. 


The automated phone system is available Monday-Friday, 6 A.M. to 6 P.M. 
Customer Service is available Monday-Friday, 8 A.M. to 4:30 P.M. 


To speak directly to a representative, call the automated phone 
system: 


Twin Cities area: 651-296-3644
Greater Minnesota: 1-877-898-9090
TTY - for the hearing impaired: 1-866-814-1252


1. Make your language choice: press 1 for English, 2 for
Spanish, 3 for Hmong, or 4 for Somali.
(If you need another language, press 1 and follow the steps
below to speak to a representative and request an interpreter.)


2. Enter your Social Security number.
3. Enter your password and then press the # key.


OR - If you are not asked to enter your password, press 2, and
then press 0 to speak to a representative.


4. Press 2 for other options.
5. Press 3 for answers to commonly asked questions or to speak


with a representative, then press 0 to speak to a
representative.


We make every effort to answer your call quickly. Our phones are 
busiest on Monday and in the mornings. You are more likely to avoid 
wait times if you call in the afternoon or later in the week.  


Mailing Address and Fax Number 
UI Customer Service 
P.O. Box 4629 
St. Paul, MN 55101-4629 


Fax: 651-205-4007
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Help finding your next job 
Successful job seekers have mastered the skills and knowledge 
needed to win that next job. They -    
• Treat their job search like a job.
• Think like an employer and know what the employer is looking for.
• Put in as much time looking for work as they would on the job.
• Plan their job search activities.
• Network to find jobs in the hidden job market.


Online job search eLearning classes 
www.uimn.org/applicants select “Find a Job” 


Interactive eLearning classes are available that teach job search skills. 
Each class is broken into topics that include instruction, interaction, 
and learning activities. 


Introduction to Job Search 
Looking for work can be stressful.  An effective job search requires 
knowledge and skill.  Learn about where people find jobs, what 
employers expect, how to manage job loss and change, and strategies 
for a successful job search. 


Resume Class  
When you are looking for a job you’re selling a product – you. Your 
resume is an important tool to market your qualifications to potential 
employers. Learn how to write a resume and use it in your job search 


Networking 
Networking is one of the most effective job search strategies you will 
use. Learn about the benefits of networking and ways to network in 
your job search.  


Interviewing 
An employment interview is simply a meeting between you and a 
potential employer to discuss your qualifications, where the employer 
has a chance to learn about you and how you fit into the organization, 
and you have a chance to learn about the company and whether it’s 
right for you. Learn how to interview effectively and win the job. 



http://www.uimn.org/uimn/applicants/index.jsp





Financial help & community services 
Unemployment Insurance benefits can help while you are looking for 
your next job. There is other help if you need it.  


Go to www.uimn.org/applicants select Help and Support and then 
Financial Help & Community Services 


Here you will find these links and more: 


Food - Minnesota Food Helpline call 1-888-711-1151. 


- Food programs in Minnesota www.hungersolutions.org


Health Care - MNsure is Minnesota’s health insurance marketplace 
where you can compare and choose health insurance - go to 
www.mnsure.org or call 1-855-366-7873. 


Housing - The Energy Assistance Program (EAP) helps pay home 
heating costs and furnace repairs for income-qualified households - go 
to www.mn.gov/commerce select Consumers and then Consumer 
Assistance or call 1-800-657-3710. 


Veteran Services - The Minnesota Department of Veterans Affairs 
(MDVA) is a state agency dedicated to serving veterans and their 
families - go to www.mn.gov/mdva or call 1-888-546-5838. 



http://www.uimn.org/applicants

http://www.hungersolutions.org/

http://www.mnsure.org/

http://www.mn.gov/commerce

http://www.mn.gov/mdva





Discrimination 


The Minnesota Department of Employment and Economic Development 
is committed to equal opportunity, affirmative action, and diversity. 


If you think the Minnesota Department of Employment and Economic 
Development (DEED) discriminated against you on the basis of race, 
color, creed, sex, marital status, status with regard to public assistance, 
familial status, disability, age, national origin, religion, membership in a 
Human Rights Commission, or sexual orientation during the 
unemployment insurance process, you can contact the DEED Office of 
Diversity and Equal Opportunity at: 


MN Department of Employment and Economic Development 
The Office of Diversity and Equal Opportunity 
First National Bank Building, Suite E200 
332 Minnesota Street 
St. Paul, MN 55101-1351 
Phone: 651-259-7089 | TTY: 651-296-3900 
Fax: 651-297-5343 
Email: DEED.ODEO@state.mn.us 


For more information go to:  
https:/mn.gov/deed/about/what-guides-us/equal-opportunity   
DEED is an equal opportunity employer and service provider.     



mailto:DEED.ODEO@state.mn.us
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Privacy rights 
The Minnesota Unemployment Insurance Program is committed to 
protecting your privacy. The information you provide will be used to 
determine your eligibility for unemployment insurance benefits and help 
you look for work. Information that is classified as private cannot be 
disclosed without your written permission except as specified by state or 
federal law.  


Alternative formats 


The Unemployment Insurance Program is committed to 
providing access to everyone. The information in this handbook 
is available in alternative formats by calling 651-259-7223 or 
email ui.mn@state.mn.us . 



mailto:ui.mn@state.mn.us





Let us know how we can make this handbook better. 


Write to: 


Minnesota Unemployment Insurance Program 
Attn:  Communications Unit 
P.O. Box 4629 
St. Paul, MN 55101-4629 


Or send us an email: ui.mn@state.mn.us 







Job seeking resources
Start at your WorkForce Center
mn.gov/deed/wfc
If you need a job, want a better job, or just want to know your options, 
start your search at your nearest WorkForce Center.


Minnesota WorkForce Centers offer a variety of career services. Get help with your 
job search, research companies or register for a workshop – all at your local WorkForce 
Center. Most of our services are provided at no charge!


Customized services to meet your needs
» Individual meetings with


professional staff – just
drop in or schedule an
appointment online.


» Resume reviews to tailor
your resume to your job
goals


» Job search coaching


» Job clubs


» Interview practice to help
you get that job


» Workshops to connect
with other job seekers and
keep current on hiring
trends


» Opportunities to meet
employers in-person


» Training programs and
schools – with specialized


programs matching in-
demand occupations


» Labor market information
– customized by region
and industry


» Veterans employment
services


» Employment services and
programs for people with
disabilities


Continue your search online 
Minnesota Works
www.MinnesotaWorks.net
Minnesota Works is the state’s largest 
NO-FEE online job bank listing as many 
as 95,200 jobs in many industries and 
occupations. It is available 24 hours a day, 
7 days a week. You can upload, copy and 
paste, and build up to five resumes in your 
account. Innovative technology matches 
your resumes to job openings posted daily. 


CareerOneStop 
www.careeronestop.org
CareerOneStop offers free tools and 
resources to help you explore careers, make 
education and training decisions, and search 
for jobs. The website has a local training 


finder, a resume guide, a salary finder, 
and other career and labor market tools. 
CareerOneStop.org/WorkerReEmployment 
has a step-by-step My Reemployment Plan 
guide to finding a job.


Dislocated Worker Program
mn.gov/deed/dw
The Dislocated Worker Program offers free 
services to help laid off, eligible individuals 
find suitable re-employment. Services 
include career counseling, employability 
assessments, and options for training. 
Working with career counselors who know 
what employers need and are trained in the 
most up-to-date job search techniques help 
reduce job seekers’ stress and uncertainty.



http://mn.gov/deed/wfc

http://www.MinnesotaWorks.net

http://www.careeronestop.org

http://mn.gov/deed/dw
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http://www.uimn.org

http://www.uimn.org/applicants/language/spanish.jsp

http://www.uimn.org/applicants/language/hmong.jsp

http://www.uimn.org/applicants/language/somali.jsp
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