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MEETING NOTICE AND AGENDA

California Committee on Employment of People with Disabilities (CCEPD)
Thursday, December 12, 2013
9:30 a.m. - 3:00 p.m.
Kaiser Foundation, One Kaiser Plaza, 
22nd Floor Multipurpose Conference Room, Oakland, CA 94612
Public Teleconference Line: 1-800-369-2040
Passcode: CCEPD

*To access the teleconference via the California Relay Service (CRS), Dial 711 to be connected.
Webinar Access: http://tinyurl.com/CCEPD12-12-13Meeting  

Contact:  Rachel Stewart at (916) 322-4007
Please note that the times listed and order of business are approximate, subject to change, and are provided for general planning convenience only. Public comment will be taken before lunch and prior to any vote of the Committee.  Breaks will be provided at least every 90 minutes.  
1. Welcome and Introductions





9:30 a.m.
Maria Nicolacoudis, Chair, and Russell Stacey, Vice Chair, will welcome members and lead introductions, followed by a review of the agenda and desired outcomes. Welcoming remarks will be provided by a Kaiser representative. 
2. Consent Agenda







9:45 a.m.
a. Action to Approve September Meeting Summary 
Members will review the September 25th, 2013 meeting summary for approval.
b. Action to Approve June Meeting Summary 
Members will review the June 19th, 2013 meeting summary for approval.
c. Action to Approve Revised Committee Goals
Committee goals refined by the workgroups will be reviewed and approved. 
d. Action to Accept Stakeholder Input
Members take action to accept the stakeholder input received at the Association of California State Employees with Disabilities, United States Business Leadership Network, and California Association of Post-Secondary Education and Disability conferences. 
3. Federal and State Level Update and Impact on CCEPD Goals











10:05 a.m.
Executive Officer, Sarah Triano, will review new policy developments at the state and federal level, their impact on the Committee’s goals, and set the stage for the interactive discussions in the afternoon.  
BREAK








10:25 a.m.

4. Presentation on California’s State Workforce Strategy
10:40 a.m.
Tim Rainey, the Executive Director of the California Workforce Investment Board (CWIB), will present the CWIB’s process for creating and implementing the state’s 2012 – 2017 workforce development plan and the plan’s specific focus on the health services sector.  Members will discuss partnership potential.
5. Discussion with Secretary David Lanier


11:30 a.m.
Committee members will have the opportunity to meet David Lanier, the newly appointed Secretary of California’s Labor and Workforce Development Agency.  Secretary Lanier will present on the work of his agency and how the Committee can help advise him.   
6. Public Comment







11:50 a.m.
Members of the public may offer comments on matters both listed on the agenda and not listed on the agenda.  Time be limited to 3 minutes per person.
LUNCH








12:00 p.m.
7. Interactive Discussion 






1:00 p.m.
Members and ad hoc members will work in small and large groups to discuss existing and future strategies for building a pipeline of qualified job candidates with disabilities for California’s health services sector. 
BREAK








2:15 p.m.

8. Interactive Discussion Continued




2:30 p.m.
Participants will continue report outs on small group discussion and discuss and confirm desired next steps.

9. Wrap Up


 





2:50 p.m.

Maria Nicolacoudis will summarize staff and member follow-up items.  Dates for the 2014 full committee and workgroup meetings will be presented.
ADJOURN








3:00 p.m. 
This Meeting Notice and Agenda and any supplemental meeting materials may also be accessed at the following website address: http://www.dor.ca.gov/CCEPD/Meeting-Info.html  

The meeting is accessible to any person who is a wheelchair user.  In consideration of attendees who are sensitive to environmental odors created by chemicals and perfumes, please restrict the use of fragrances at this meeting. To request alternate format materials and/or auxiliary aids/services to participate in the meeting and/or any additional questions may contact LaCandice McCray at (916) 558-5429 or CCEPD@dor.ca.gov.  Providing your accommodation request at least five (5) business days before the meeting will help ensure availability of the requested accommodation.  Any requests received after this date will be given prompt consideration, but logistical constraints may not allow for their fulfillment. 
Public Comment: In accordance with the Bagley-Keene Open Meeting Act, §11125.7, written comments provided to the CCEPD must be made available to the public.  An opportunity for public comment will be provided at the end of the meeting and prior to Committee members taking action. Note: Individuals’ time to make public comment may be limited.
Remote teleconference access will be available at the following locations:
California Department of Social Services

Room 8-1646

744 P Street

Sacramento, CA 95814
City of Los Angeles

Community Development Department

1200 W. 7th Street, Sixth Floor

Los Angeles, CA 90012

California Committee on Employment of People with Disabilities (CCEPD)

Item 2a-DRAFT Meeting Summary

Wednesday, September 25, 2013

9:30 a.m. - 4:00 p.m.

California Department of Rehabilitation

Conference Room 242

721 Capitol Mall

Sacramento, CA 95814

Members in Attendance: Jonathan Clarkson, John Ervin, Eric Glunt, Laurie Hoirup, Tom Lee, Dondra Lopez, Maria Nicolacoudis, Jaime Pacheco-Orozco, Dennis Petrie, Ken Quesada, Elsa Quezada, Tony Sauer, Brian Winfield,  Anita Wright, Yomi Wrong. 

         Staff and Departmental Colleagues: Sarah Triano, Executive Officer; Megan 

Juring, DOR Deputy Director; Jeff Riel, DOR Assistant Deputy Director;  Rachel Stewart, Staff Manager; LaJuana Thompson, EDD Staff Manager; Marissa Clark, Staff; LaCandice McCray, Staff.

Item 1. Welcome and Introductions







Maria Nicolacoudis, Chair welcomed members at 9:30 a.m. She noted the availability of ASL, captioning, and times allotted for public comment. Maria also reviewed the agenda and desired outcomes. Members in attendance were sufficient enough to establish quorum.

Russell Stacey, Vice Chair led introductions. Members introduced themselves by sharing something they have gained or contributed from their participation on the Committee over the past year.

Item 2. Year in Review: Where have we been?





Maria Nicolacoudis, Chair, and Russell Stacey, Vice Chair, provided a summary of the major accomplishments and milestones of the Committee since the first meeting in July 2012.  Maria commended staff and Executive Officer, Sarah Triano on their work over the past year.

Item 3. A Look Ahead: Where are we currently and where are we going

Executive Officer, Sarah Triano reviewed the current status of fulfilling the committee’s charge and future structure for accomplishing each of the Committee’s goals.  This process will utilize the following components: stakeholder input, data analysis, development of recommendations, secretarial advisement, and evaluation. Sarah explained the committee has completed the planning phase, which included updating the committee’s vision and mission statements, developing committee goals and outcomes, developing a revised workgroup structure, and the workgroups developing strategies, action steps, and timelines. The next phase of the committee will be to action in five key areas: 1) convening stakeholders, 2) gathering and analyzing data, 3) identifying, formulating, and approving policy recommendations, 4) providing tools, and 5) engaging, advising, and consulting with the Secretaries.

Sarah also announced possibility of joint meeting with National Council on Disability (NCD) in the Spring of 2014. Sarah also reviewed the committee’s progress on fulfilling each goal area within the current structure. 

Youth Leadership Forum (YLF)
· Input=completed

· Analysis=completed

· Recommendation development=in progress

· Implementation tools=in progress

· Secretarial advisement=to do

State as a Model Employer (CMEI)

· Input=completed

· Analysis=in progress

· Recommendation development=to do

· Implementation tools=to do

· Secretarial advisement=to do

Health Services Sector: Private Employer

· Input=in progress

· Analysis=to do

· Recommendation development=to do

· Implementation tools=to do

· Secretarial advisement=to do

Health Services Sector: Educational Preparation and Training

· Input=in progress

· Analysis=to do

· Recommendation development=to do

· Implementation tools=to do

· Secretarial advisement=to

Benefits Reform

· Input=to do

· Analysis=to do

· Recommendation development=to do

· Implementation tools=to do

· Secretarial advisement=to do

Sarah also reviewed the evaluation recommendations from San Diego State University, Interwork Institute (SDSU).  SDSU recommended the committee evaluate its work in three areas: policy change process, tracking meta data, and committee effectiveness. Sarah explained the Committee does not currently have a process for responding to legislation requests. Sarah also explained current efforts by committee to connect to related advisory committees and control agencies.

Members provided feedback on the SDSU evaluation recommendations and members’ involvement in related committees and councils. Members requested new data sets, including the number people with disabilities who are newly hires and promoted within state civil service, the number of openings within each state department, data breakdown by disability type, and race/ethnicity and gender.  

Jonathan Clarkson shared Martha Chavez, Director of the California Department of Human Resources Office of Civil Rights was present during Association of California State Employees with Disabilities (ACSED) stakeholder session. An outcome of the session was to develop a survey for employees with disabilities for departments to distribute on an annual basis. The data collected from these surveys would go to the State Controller’s Office (SCO), and departments would receive aggregated data. Jonathan commented an application of the data could be to track promotions on a yearly basis for departments to access.

Members also discussed the various statewide efforts working on employment of people with disabilities and the challenge in building consensus and partnerships across these efforts. 

Public Comment
Ann Steiner of the San Francisco Mayor’s Committee stated she is impressed with staff and leadership of the committee.  She reflected on previous discussions about working with local Mayor’s committees and asked for an update. 

Milt Wright of the State Rehabilitation Council requested clarification on which definition of disability is the Committee using.

Maria explained she would be working with staff to develop a plan to begin connecting with local committees. 

Follow up: Staff to gather data breakdown on race/ethnicity and gender, data on disability type and employment rates; and meta-data on people with disabilities who are newly hired and promoted within state civil service, including the number of openings within each state department. Staff will also include this information in future meeting materials. Connect CCEPD members to other advisory committees in order to information share.

Item 4. Welcoming Remarks by the Secretaries




Diana Dooley, Secretary, Health and Human Services Agency expressed her appreciation to the members and acknowledged the absence of Secretary Morgenstern who was called upon to be present for the signing of Assembly Bill 10 (Chapter 351, Statutes of 2013), establishing increases to the State’s minimum wage. Secretary Dooley shared information about the launch of Affordable Care Act (ACA) provisions in California, including the Health Benefit Exchange. The Secretary noted that the ACA will serve as an economic engine, creating jobs throughout the State. Outreach efforts for the call centers associated with the Exchange resulted in over 6,000 applicants for new positions. 

Members engaged in discussion with Secretary Dooley on a variety of topics, including: availability of jobs in the Central Valley, collaboration between agency advisory committees and local workforce systems, and the process for making recommendations to agency Secretaries.

Secretary Dooley commended Governor Brown’s evidence-based approach to policy development.  She advised members that implementation of new policies and programmatic changes require investment of resources, which need to be analyzed within the broad context of State priorities. She acknowledged the value of advisory bodies in bringing together knowledgeable people with diverse backgrounds to identify potential solutions and strategies, and stated that staff within the Health and Human Services and Labor and Workforce Development agencies will work with committee leadership on feasibility analyses. 

Public Comment

Milt Wright of the State Rehabilitation Council expressed his pleasure that Tony Sauer had been reappointed as Director of Department of Rehabilitation.

Mark Polit, State Council on Developmental Disabilities mentioned that Assembly Bill 1041an Employment First policy bill was on Governor’s desk, and expressed appreciation for the Governor signing minimum wage bill.

The Secretary closed her comments by describing the recent meeting of the National Governor’s Association. The meeting agenda included the final report of the initiative of the Chairman, Governor Jack Markell, “A Better Bottom Line: Employing People with Disabilities.” Members also shared upcoming activities for observing National Disability Employment Awareness Month (NDEAM). 

Item 5. Public Comment









Members of the public were offered opportunity to provide comments on matters listed on the agenda.  No public comment offered.

Item 6. Youth Leadership Forum (YLF) Goal and Activities Update, Action to Accept Key Policy Issues and Future Committee Involvement












LaCandice McCray provided an overview of the YLF goal action plan developed at the Building the Pipeline workgroup meeting on August 23, 2013. She explained staff are in the process of drafting scope of work for the strategic planning contractor and are scheduling meetings with representatives from other youth leadership programs (e.g. Chicano Latino Youth Leadership Project, African American Leaders for Tomorrow, and Asian Pacific Youth Leadership Project).

Megan Korbelik, 2013 YLF Alumna, shared her experience at YLF. Members engaged in discussion with Megan about her experience at YLF, including the visit to the Capitol, application process, overall YLF program, and taking information back to her community. Megan explained the motivational speakers were her favorite part of YLF and she told all of her friends at school about YLF. Members highlighted the importance of advocacy and connections made at YLF and explored further Megan’s comments about the importance of teacher and administration accountability for 504 plans.

Rachel Stewart provided an overview and action, to accept key policy issues developed by the 2013 YLF delegates. Key policy areas highlighted were employment and education. Staff provided a plan connecting these issues to the current workgroup structure and relationships with stakeholders. She also explained independent living centers (ILCs) are interested in supporting YLF at the local levels.

Employment

· Job application and mandated hiring percentage (Increasing Employer Demand)

· Research best practices models (Increasing Employer Demand)

· Training in high growth industries (Building the Pipeline)

· Reasonable accommodation process (Increasing Employer Demand)

Education

· Improve accommodations in high schools [California Department of Education (CDE), California Foundation for Independent Living Centers (CFILC)]

· Improve Individual Education Plan (IEP) process (CDE, California Teacher’s Associations)

· Opportunity to prepare for and take California High School Exit Exam (CAHSEE) (CDE)

· Bullying causes, effects, and solutions (CFILC)

Public Comment

Linda Wyatt of the California Department of Education commented that a structure for accountability for 504 plans is in place.

Members took action to accept the policy issue report from the YLF 2013 delegates. Proposal passed with a majority vote. 

Rachel reviewed a proposed structure for Committee involvement in planning the 2014 YLF and recommendations developed by San Diego State University, Interwork Institute (SDSU).  Recommendations from SDSU related to YLF included:

· Single project manager

· Creating strategic plan

· Clarifying CCEPD role

· Information sharing and knowledge transfer mechanisms

· Connecting with related programs

· Alumni involvement

Rachel also explained committee is looking critically at YLF planning process and structure and provided an overview of a proposed structure, which includes an Executive Committee, Project Manager, Event Coordinator, Governance Committee, and Workgroups. Committee involvement in the governance committee and workgroups was proposed as follows:

YLF Governance Committee

· Purpose: Advising YLF Project Manager; resource allocation (staff, financial, and in-kind supports)

· Members: CCEPD representatives, other public entities, nonprofits, YLF alumni

Workgroups

· Purpose: On-the-ground planning tasks

· Staff support by event coordinator

· CCEPD involvement

Members discussed committee approval to support coordination of YLF through 2015 and, recommendation for the development of a 5-year strategic plan for the program, which is beyond 2015. Sarah explained one of the Committee’s goals is to facilitate a structure for alumni to take leadership in coordination and implementation of YLF. Members also discussed incorporating YLF alumni throughout the new organizational structure. Members asked if the planning of YLF is limited to Department of Rehabilitation (DOR) and the Employment Development Department (EDD), and explored the possibility of incorporating other departments/agencies. Dennis Petrie commented  that YLF in the past was not a statutory mandate for any committee, and as a result of YLF being a mandated activity for the committee, it is important that all state departments represented on the committee support the coordination of YLF. 

Members also discussed leadership opportunities provided to delegates/alumni before and after YLF. Maria commented that the only current training provided to alumni is during the week of YLF. Staff is exploring how to improve follow-up and leadership development for alumni. Maria also discussed the possibility of having YLF supported at the local level. Sarah noted that many alumni are involved in CFILC’s YO! Disabled and Proud program. Members discussed offering fellowship/mentorship opportunities to YLF alumni and transition age youth at the departmental level. 

Public Comment

Teresa Favuzzi of the California Foundation for Independent Living Centers suggested  including Friends, Inc. at highest level of problem solving within the new YLF planning structure and creating a position to mentor an alumni at the Executive Committee level in order to understand the high level decision making process.

Catherine Kelly Baird of Friends, Inc. shared she is impressed with work of committee and appreciated the presentation from a YLF alumni. Ms. Baird also shared the YLF planning partnership needs to include private sector business and expressed she would like to see fellowship opportunities for YLF alumni at the businesses of the employers represented on the committee.

John Ervin led a conversation with members who attended YLF to reflect on their participation and involvement.  Members discussed receiving education from delegates about their needs. Members shared how impressed they were with pool of applicants and level of commitment by the delegates. They also shared that the legislative visits provided alumni with an opportunity to take action and step in to a leadership role. Members also expressed how impressed they were with the level of research presented by delegates during the legislative visits. Anita Wright encouraged members to share information about YLF with their networks to gain a stronger applicant pool. Rachel also recognized Joseph Williams for his work during the week of YLF. Jeff Riel thanked and acknowledged the YLF Tri-Chairs (Rachel Stewart, LaJuana Thompson, and Michelle Alford-Williams). Maria shared she had the opportunity to meet delegates from her area and is continuing to offer follow-up support. Members also expressed concern about scheduling YLF the same week as conferences, such as the National Council on Independent Living (NCIL).

Follow Up: Staff to hold teleconference for committee members to discuss and approve new YLF organizational structure. Staff will explore creation of fellowship program at departmental level. 

Item 7. Public Sector Goal and Activities Update




Marissa Clark provided an overview of the action plans developed at the Increasing Employer Demand workgroup meeting on August 22, 2013.  She provided an update on the following strategies and action steps:

Strategy: A policy directive is issued to increase the number of people with disabilities employed by the state at all levels.

Action Step 1: Research promising practices from Federal government, other states, and other programs within California for possible inclusion in the policy directive.


Action Step 2:  Work with existing taskforces to make policy recommendations related to improving and standardizing the reasonable accommodation process.


· Sub Action Step: Research ways to update the current Support Services Assistant (SSA) policy in order to make it a permanent civil service position.

Jonathan Clarkson provided an overview of current and future activities related to the public sector goal, including key highlights from the stakeholder input session at the September 24th Association of California State Employees with Disabilities (ACSED) Symposium, and general support of the California Model Employer Initiative (CMEI) policy recommendations to the Cal Department of Human Resources (CalHR) by ACSED.  Maria also explained stakeholder input from the ACSED Symposium will be voted upon at the next full Committee meeting.

Members commended Sarah on her keynote speech and panel session.

Follow-Up: Members to vote to accept stakeholder input from ACSED Symposium at the next full Committee meeting.

Item 8. Health Services Sector Goals and Activities Update

Felicia Borges from the Office of Statewide Health Planning and Development (OSHPD) presented opportunities for collaboration related to increasing employment in the health services sector.
 

· Promote OSHPD programs, resources, and opportunities to committee and departmental stakeholders. 

· Attempting to roll-out “OSHPD Academy” to support program development and implementation (e.g. webinars, conference, etc).

· Serve as Mini-Grants Evaluation and Scoring Team Members

Felicia also explained OSHPD has large social media presence to share information and spread word about their programs (e.g. Facebook, Twitter, LinkedIn). OSHPD invited CCEPD staff to attend the California Health Professions Consortium conference in mid-November in Sacramento. She also shared OSHPD has $52 million in grant funding to distribute, and the mini grant opportunities are open to public and private sector.

Members discussed OSHPD’s connection to healthcare support service positions. Felicia explained OSHPD supports community health workers and employees that provide billing services. She expressed OSHPD is willing to look into specialized training positions. Members also discussed whether paid internship opportunities are offered by OSHPD and the possibility of targeted scholarships, particularly for people with disabilities in rural areas interested in healthcare careers. Members also suggested OSHPD would be a beneficial organizational partner for YLF.

LaCandice McCray and Marissa Clark provided an overview of the educational preparation and training goal and private sector goal action plans developed at the August workgroup meetings. 
Educational Preparation and Training Goal

· Updated goal language

· Industry data and statistics gathered from EDD’s Labor Market Information Division

· Gathering stakeholder input during CAPED conference 

Private Sector Goal

Strategy: Identify and assist a healthcare employer in adopting an internal policy to increase the percentage of people with disabilities in their workforce. Targeted employers will include but are not limited those participating in the Covered California health benefit exchange and/or Medi-Cal Connect duals demonstration.


· Action Step 1: Identify hiring potential of participating health plans: Current or past hiring initiatives, list of job categories, # jobs open for each, any expected expansion or growth, etc.

· Action Step 2: Convene experts: Bring together high level executives from several participating health plans to gather input and feedback on the workgroup goal.

Strategy: Identify permitted changes to the state’s contracting process for health insurance plans/providers that will incentivize increased employment of people with disabilities.


· Action Step 1: Meet with key California Public Employees' Retirement System (CalPers) staff to learn more about the state’s contracting process and gather input and feedback on the goal.

Anita Wright and LaCandice McCray presented members with options for engagement in the stakeholder input process at the upcoming United State Business Leadership Network (BLN) and California Association for Postsecondary Education and Disability (CAPED) conferences.  Anita shared the following related to the BLN conference:


· IBM hosting a Round Table discussion for employers in the health care industry

· CCEPD Members and staff will be facilitating discussions in order to gather input and policy recommendations from employers in the health care industry 

· Over 25 health care industry employers attending the conference have been invited and include: Anthem Blue Cross, Cigna, Novartis, Kaiser, Humana, Cardinal Health, and High Mark

LaCandice shared staff were invited to give a presentation during a pre-conference session about Allied Health best practices. The session will include three separate panels composed of Disabled Student Services (DSS)/Disabled Students Programs and Services (DSPS) staff, faculty from community college allied health programs, and students/graduates. The purpose of the session is for CCEPD staff to learn from Allied Health faculty and educational support staff about employment preparation, the barriers to, and best practices in employing students with disabilities of all ages. Information shared by panel members during the CAPED pre-conference session will assist the committee in the development and prioritization of policy recommendations.

Members engaged in discussion on how disability data is collected by employers.

Follow Up: Stakeholder input from BLN & CAPED will be shared with committee at next meeting. Staff to inquire from EDD Labor Market Information staff how disability data is collected for private sector. Staff will follow up regarding collecting disability demographic data and processes from employers connected with OSHPD.

Item 9. Benefits Reform Goal and Update






LaCandice McCray provided an overview of the benefits reform goal action plan developed at the Building the Pipeline workgroup meeting. She shared the following update related to this goal:


· Updated focus on two key areas

· Three populations were prioritized for intervention strategies

· People with mental health disabilities

· People with chronic health disabilities

· Applicants on margin of Social Security Disability Insurance (SSDI) program entry (e.g. youth, people with low earnings histories, mental health)

Eric Glunt facilitated a discussion of opportunities for stakeholder engagement related to benefits reform. He encouraged members using the information collected by staff and workgroup volunteers (Attachment 9), to share their thoughts about the three populations identified: 1) people with mental health disabilities, 2) people with chronic health disabilities, and 3) people on the margin of SSDI program entry. Members discussed whether groups should limited to identified targeted groups. Maria also offered Deaf/Hard of Hearing population as a potential targeted group that could benefit from intervention strategies.
Follow Up: Members interested in continuing stakeholder input discussion will be invited to join monthly workgroup check-in October or attend the ‘Building the Pipeline’ workgroup meeting in November.

Item 10. Consent Agenda

Due to a loss in quorum, members will take action on the following items during the next scheduled full committee meeting: 








· Action to Approve June Meeting Summary 

Members will review the June 19th, 2013 meeting summary for approval.
· Action to Approve Revised Committee Goals

Committee goals refined by the workgroups will be reviewed and approved. 

Maria asked for members to commit to attending entire meeting and to let staff and leadership know in advance if they will not be able to attend for the scheduled time frame.

Item 11. Public Comment









Members of the public were offered the opportunity to provide comments on matters not listed on the agenda.  No public comment offered.

Wrap Up


 







Maria summarized follow-up items in the areas of future meeting dates and member follow up.  
Future Meeting Dates

· November 5, 2013 10:00am – 12:00pm: Building the Pipeline Workgroup meeting (Sacramento and teleconference)

· November 8, 2013 10:00am – 12:00pm: Increasing Employer Demand Workgroup meeting, Sacramento and teleconference

· December 12, 2013: CCEPD Full Committee meeting time and location to be determined (TBD)

Member Follow-Up

· Attend USBLN and/or CAPED Sessions

· Submit story and/or share survey request with networks

· Attend LF 2014 Planning teleconference

· Offer opportunity for Disability Mentoring Day

Meeting was adjourned at 3:46 p.m.

California Committee on Employment of People with Disabilities (CCEPD)

Item 2b-DRAFT Meeting Summary

Full Committee Meeting

Wednesday, June 19, 2013

2:30 PM - 4:30 PM

Teleconference & 
Department of Rehabilitation 
Conference Room 169

721 Capitol Mall

Sacramento, CA 95814

Members in Attendance: Scott Berenson, Jonathan Clarkson, Eric Glunt, Tom Lee (via phone), Dondra Lopez (via phone), Maria Nicolacoudis (via phone), Ken Quesada, Elsa Quezada (via phone), Sandra Rainwater-Lawler (via phone), Tony Sauer, Russell Stacey (via phone), Joseph Williams (via phone), Brian Winfield, Anita Wright (via phone), Yomi Wrong (via phone)

Staff and Departmental Colleagues: Sarah Triano, Executive Officer; Rachel Stewart, Staff Manager; Marissa Clark, Analyst; LaCandice McCray, Analyst; Juney Lee, Chief Deputy Director Department of Rehabilitation, Megan Juring, Deputy Director Department of Rehabilitation; Connie DeMant Deputy Director Department of Rehabilitation. 

Item 1. Welcome and Introductions





Maria Nicolacoudis, Chair and called the meeting to order at 2:32 p.m. She noted the availability of captioning and ASL interpreters, including times allotted for public comment. Maria also reviewed group norms (Attachment 1), which established basic ground rules for conducting and participating in meetings.

Members introduced themselves by sharing plans to observe the 23rd anniversary of the Americans with Disabilities Act (ADA) in July. The number of members in attendance was sufficient to establish a quorum.

Item 2. Public Comment








Members of the public were given the chance to comment on matters not listed on the agenda.  

Public Comment:

Mark Romoser (Advocate, Silicon Valley Independent Living Center):  expressed concerns about difficulty for people with Autism to obtain employment.

Bryon McDonald (Program Director, Word Institute on Disability-WID): shared that WID and partner organizations will be giving a presentation on employment of people with disabilities during a pre-conference for the National Council on Independent Living (NCIL) in July. The presentation will address a Social Security reform project geared towards youth receiving Supplemental Security Income (SSI).

Item 3. Action to Approve Meeting Summaries


 
Maria provided a synopsis of the May 16, 2013 full Committee and March 27-28, 2013 workgroup meetings. 

Scott Berenson offered minor edits to the May 16 full Committee meeting summary and submitted his changes to staff for incorporation. 

No public comment. 

The meeting summaries were approved with a majority vote.

Follow Up: Members to email any substantial edits to Rachel Stewart. Staff will incorporate edits provided by Scott Berenson into final May 16 full Committee meeting summary.

Item 4. Action to Approve Committee Operating Guidelines and Discussion of Ad Hoc Workgroup Membership


Rachel Stewart, CCEPD Staff Manager, provided an overview of new items included in the draft operating guidelines (workgroup ad hoc member voting processes), and legal guidance related to member communication policies. 

Rachel explained the guidance from Legal has confirmed that the language regarding Committee communication outside of meetings is correct. The essence of Bagley-Keene is to assure that Committee decisions are not made without the public’s input. 

Rachel also reviewed the added language to clarify how the committee’s voting process will take place within the full committee and workgroup meetings. Members requested additional information and an orientation on the consensus-based decision making process.

No public comment was provided on the draft Operating Guidelines.  Member took action to adopt the Operating Guidelines and the proposal passed with a majority vote.

Maria reviewed the proposed process for inviting ad hoc workgroup members (Attachment 4b) and a draft invitation letter for ad hoc members (Attachment 4c).  She explained staff is also working to identify a developer for a Committee logo and letterhead. 

Follow Up: Staff to send members additional information on the consensus-based decision making. Staff will follow up on developer of Committee logo and letterhead. Staff will also identify a webinar platform for committee and workgroup meetings.

Item 5. CCEPD Evaluation Update

Maria introduced Drs. Luke Wood and Chuck DeGeneffe from the San Diego State University Interwork Institute (SDSU). As a reminder, SDSU was hired to provide consultative services to assist the Committee in identifying mechanisms to measure their goals and activities.   

SDSU staff provided an update on their plan to assist with outcome measurement and goal refinement, and provided a brief overview of their preliminary recommendations.  

SDSU staff explained they have begun to examine Governor’s Committees in other states in order to identify their goals, objectives, as well as how these committees are assessing and evaluating their work short-term and long-terms. SDUS staff also examined Assembly Bill 925 (AB 925) and found that although the Committee’s structure is different from other states, there is value in analyzing similar committees nationally. SDSU staff will provide the Committee with an analysis detailing the work of other Governor’s Committees. 

SDSU staff also reviewed the logic model and strategies developed for measuring the new Committee goals.  SDSU staff found the outcomes within the logic models are measurable. SDSU staff also reported they have begun focusing on the long-term outcomes and developing mechanisms for tracking changes that occur over time for each goal. Examples of these mechanisms can be:  1) a survey for public and private employers distributed on an annual or biannual basis and 2) the development of a longitudinal tracking system which would provide information on how the efforts of the Committee are achieving the long term outcomes identified within the logic model. 

SDSU staff has also begun to examine the Committee’s legislative goals and the possibility of collecting data that would include gathering feedback from legislators, key policy makers, and other stakeholders regarding their perceptions of the Committee’s proposed strategies or goals. 

Members provided feedback to SDSU staff and asked for clarification on how the public and private employer surveys would be developed and conducted. Members also asked if SDSU staff were examining high growth industries like healthcare. SDSU staff explained they are still in the process of developing the survey instrument and welcome feedback from members.

Follow Up: Staff will share final SDSU evaluation plans during the next full Committee meeting.

Item 6. Action to Approve the Revised Committee Structure/Goals and Choose Workgroup Co-Leads, and Review Draft Timeline
Sarah Triano reviewed the following new Committee structure and revised goals proposed at the May 16, 2013 meeting: 

· “Increasing Employer Demand” workgroup:

· Private Sector Initiatives (Targeting the Healthcare Industry)

· Public Sector Initiatives (California Model Employer Initiative)

· “Building the Pipeline” workgroup:

· School to Work (Youth Leadership Forum & Educational Preparation/Training Opportunities)

· Work Incentives (Benefits Reform & Benefits Planning) 

Sarah presented the proposal to structure the Committee’s work and policy recommendations for the next year around two main areas: increasing employer demand for qualified workers with disabilities and building the pipeline of qualified workers with disabilities to fill those positions. 

Members asked for clarification of the responsible agency for the public sector initiative. Sarah explained this information would be defined at the workgroup level.  She also explained each workgroup will be developing a strategy chart to outline their goals, who will be involved, and specifics strategies to achieve the goals. Sarah confirmed workgroups will have the ability to alter their course towards fulfilling each goal if necessary.

Members also offered the following edits to the proposed goals and strategies:

· Attachment 6c-Add “Employment Development Department” to Strategy A;

· Attachment 6a- Clarify language in healthcare provider (insurance company) goal and specify how this will occur and who will be responsible.

Public Comment

Members of the public offered the following comments related to the revised Committee structure and goals.

Bryon McDonald (World Institute on Disability): expressed approval of goals related to work incentives and benefits reform. Inquiry about the development of Committee proposals internally or working with existing efforts to provide technical assistance and support. Inquiry about specific definitions of “benefits reform” and “benefits planning”.

Cynthia Cadet (Youth Leadership Forum Alumni): Inquiry about level of priority for 3 goals identified related to youth leadership development. Inquiry if Youth Leadership Forum (YLF) goal could include focus on smaller, local YLFs throughout the state.

Jake Johnson (President, Association of California State Employees with Disabilities-ACSED): Expressed support for structure as it has been presented. ACSED members are very hopeful for the future and look forward to continue collaboration with the Committee. 

Members voted to approve the proposed Committee structure, and the proposal passed with a majority vote. 

Sarah then reviewed proposed goals under the newly approved Committee structure.

Members offered the following edits to the proposed goals:

· Private Sector Goal B: change “California will require…” to “CCEPD will provide policy recommendations…”;

· Educational Preparation and Training Opportunities Goal B: add “post secondary education”;

· Youth Leadership Development Goal A: add “post secondary education”, “jobs”, and “participation in volunteering or organizations”.

Members also expressed concern about the short amount time in August for the workgroups to develop strategies for each goal area.

No public comment was provided on the proposed goals.

Members voted to approve goals in principle with the agreement that they will be discussed further and revisited during the workgroup meetings in August.

Follow Up: Members to discuss, refine, and take action to approve goals during August workgroup meetings.  Committee leadership will send ad hoc member invitation letter to Bryon MacDonald. Members will review Proposed Secretarial Advisement Process (Attachment 6d) during next full Committee meeting. 

Item 7. Wrap Up


Maria summarized follow-up items:

· YLF in July;

· Workgroup meetings in August;

· Staff will be contacting co-leads to identify a date, and will send out an email to all members to ask them which workgroup they would like to participate on.

· ACSED symposium on September 24th and full Committee meeting on September 25th (a “save the date” calendar invite has already been sent to members by LaCandice).

The meeting was adjourned at 4:37 p.m.

California Committee on Employment of 
People with Disabilities (CCEPD)

Item 2c(1)-Revised Committee Goals

Increasing Employer Demand Workgroup Goals

Increasing Employer Demand in the Public Sector

Original Goal

By June 30, 2014, the state launches an initiative to hire 8,000 people with disabilities in the overall state workforce by 2016 with specific deadlines, benchmarks, and requirements of state agencies to recruit, hire, and retain workers with disabilities.
Revised Goal
By June 30, 2014, California launches an initiative to increase the employment participation rate for workers with disabilities in the state workforce from 10.2% to 13.3% by 2016 with specific deadlines, benchmarks, and requirements of state agencies to recruit, hire, and retain workers with disabilities.

Increasing Employer Demand in the Private Sector


Original Goal 
By June 30, 2014, a statewide employer in the health care industry will commit to making their workforce reflective of the people they serve by adopting an internal policy to increase the percentage of people with disabilities in their workforce (as measured by a defined percentage growth per year).

Revised Goal
By June 30, 2014, a major employer in the health care industry will commit to making their workforce reflective of the people they serve by adopting an internal policy to increase the percentage of people with disabilities in their workforce (as measured by a defined percentage growth per year).
Original Goal
By June 30, 2014, California will require all health care providers (insurance companies and service providers) that have contracts with the state to provide health care to state employees to employ a certain percentage of qualified workers with disabilities. 
Revised Goal
By June 30, 2015 companies who provide health insurance to state employees will commit to employing a certain percentage of qualified workers with disabilities as part of their contract with the State of California. 
Building The Pipeline Workgroup Goals

Work Incentives and Benefits Reform

Original Goal

By June 30, 2014, CCEPD issues policy recommendations promoting the development of innovative reforms of the Supplemental Security Income (SSI), Social Security Disability Insurance (SSDI), California Work Opportunity and Responsibility to Kids (Cal-WORKS), and other benefits planning systems for new applicants and current recipients with the principle objective of maximizing work and economic independence. 

Revised Goal

By June 30, 2014, California promotes innovative reforms of public benefit systems and processes for new applicants and current recipients with disabilities with the principle objective of maximizing work and economic independence. 

Educational Preparation and Training Opportunities

Original Goals

Goal A: By June 30, 2014, CCEPD issues policy recommendations related to the barriers for students with disabilities in applied health sciences and existing health professionals who acquire disabilities.

Goal B: By June 30, 2014, CCEPD issues policy recommendations supporting the inclusion of students with disabilities in educational preparation and training opportunities within post-secondary health professions.

Goal C:  By June 30, 2014, CCEPD issues policy recommendations supporting the inclusion of students with disabilities in educational preparation and training opportunities within state government.

Revised Goal

By June 30, 2014, California launches an initiative to increase the current employment participation rate for workers with disabilities in the healthcare services and related industries (3.7%) as measured by a defined percentage growth per year.

Youth Leadership Development

Original Goals

Goal A: By June 30, 2014, at least 25% of YLF alumni are involved in post-secondary education, integrated competitive employment, and service learning opportunities.

Goal B: By June 30, 2014, stakeholders have been engaged in a one-year YLF strategic visioning process that results in the development of a five year strategic plan for YLF.


Goal C: In FY 2013-2014, the Secretary of the California Health and Human Services Agency will appoint an YLF alumnus to the California Youth Leadership Project Committee.
Revised Goal 

By June 30, 2014, the California Youth Leadership Forum (YLF) for Students with Disabilities is an effective, sustainable, and replicable model for enhancing the personal, academic, and career potential of young people with disabilities in California.
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Item 2c (2) - Committee Goals, Strategies, and Action Steps

Increasing Employer Demand Workgroup

Increasing Employer Demand in the Public Sector

Goal: By June 30, 2014, California launches an initiative to increase the employment participation rate for workers with disabilities in the state workforce from 10.2% to 13.3% by 2016 with specific deadlines, benchmarks, and requirements of state agencies to recruit, hire, and retain workers with disabilities.

Strategy: A policy directive is issued to increase the number of people with disabilities employed by the state at all levels.

· Action Step 1: Research promising practices from Federal government, other states, and other programs within California for possible inclusion in the policy directive.

· Action Step 2: Gather stakeholder input on barriers and promising practices related to employment of people with disabilities in state service.

· Action Step 3:  Work with existing taskforces to make policy recommendations related to improving and standardizing the reasonable accommodation process.

Increasing Employer Demand in the Private Sector

Goal: By June 30, 2014, a major employer in the health care industry will commit to making their workforce reflective of the people they serve by adopting an internal policy to increase the percentage of people with disabilities in their workforce (as measured by a defined percentage growth per year).


Strategy: Identify and assist a healthcare employer in adopting an internal policy to increase the percentage of people with disabilities in their workforce. Targeted employers will include but are not limited those participating in the Covered California health benefit exchange and/or Cal-Medi Connect duals demonstration.

· Action Step 1: Identify hiring potential of participating health plans: Current or past hiring initiatives, list of job categories, # jobs open for each, any expected expansion or growth, etc.


· Action Step 2: Gather stakeholder input on barriers and promising practices related to employment of people with disabilities in the healthcare sector.

· Action Step 3: Convene experts: Bring together high level executives from several participating health plans to gather input and feedback on the workgroup goal.  


Goal: By June 30, 2015 companies who provide health insurance to state employees will commit to employing a certain percentage of qualified workers with disabilities as part of their contract with the State of California.

Strategy: Identify permitted changes to the state’s contracting process for health insurance plans/providers that will incentivize increased employment of people with disabilities

· Action Step 1: Meet with key CalPers staff to learn more about the state’s contracting process and gather input and feedback on the goal. 

Building the Pipeline Workgroup

Work Incentives and Benefits Reform

Goal: By June 30, 2014, California promotes innovative reforms of public benefit systems and processes for new applicants and current beneficiaries with disabilities with the principle objective of maximizing work and economic independence. 
Strategy: Identify intervention strategies to inform and support career decision making for people with disabilities who are at risk of breaks in employment and dependence on public benefits.

· Action Step 1: Identify and create a list of populations that would benefit from intervention strategies.

· Action Step 2: Research the size of these populations and likelihood of entry/re-entry into workforce. Utilize data to narrow to two target populations.
· Action Step 3: Identify evidence-based intervention strategies specific to the two populations identified and the resources needed for implementation of these strategies.
· Action Step 4: Conduct an analysis of the identified evidence-based strategies using the SMART (Specific, Measurable, Achievable, Results-Driven, and Time-Bound) framework to determine impact of implementation among two targeted populations. 

· Action Step 5: Develop an implementation plan for identified intervention strategies and gather stakeholder input from affected entities. 
· Action Step 6: Utilize impact analysis and implementation plan to develop policy recommendations for Agency Secretaries. 
Strategy: Convene representatives from state and national initiatives aiming to reform income support programs in order to identify promising practices and potential policy recommendations.
· Action Step 1: Gather information on California’s current representation on state and national initiatives and identify gaps in representation.


· Action Step 2: Identify innovative reforms of income support programs used by people with disabilities at state and Federal levels.

· Action Step 3: Conduct an analysis of the identified reforms using the SMART (Specific, Measurable, Achievable, Results-Driven, and Time-Bound) framework to determine impact of implementation in California. 


· Action Step 4: Develop an implementation plan for identified reforms and gather stakeholder input from affected entities. 

· Action Step 5: Utilize impact analysis and implementation plan to develop policy recommendations for Agency Secretaries. 


Educational Preparation and Training Opportunities

Goal: By June 30, 2014, California launches an initiative to increase the current employment participation rate for workers with disabilities in the healthcare services and related industries (3.7%) as measured by a defined percentage growth per year.

Strategy 1: CCEPD identifies and advises on barriers and promising practices related to employment of people with disabilities within occupations in the healthcare sector.

· Action Step 1: Gather current industry statistics and data including job classifications, projected growth, and minimum job requirements.
· Action Step 2: Develop opportunities to gather stakeholder input on barriers and promising practices from, but not limited to: 1) service providers, educators, and public agencies, 2) employers within healthcare and related industries, and 3) students of all ages and current workers with disabilities interested in healthcare and related careers. 


· Action Step 2: Analyze data gathered and select two target high impact barriers/promising practices, including resources needed to expand opportunities within California’s healthcare and related industries for potential and current workers with disabilities
· Action Step 3: Conduct an analysis of the identified barriers/promising practices using the SMART (Specific, Measurable, Achievable, Results-Driven, and Time-Bound) framework to determine impact of implementation within specific high-growth healthcare and related industries. 


· Action Step 4: Develop an implementation plan for identified barriers/promising practices and industries, including gathering stakeholder input from affected entities. 


· Action Step 5: Utilize impact analysis and implementation plan to develop policy recommendations for Agency Secretaries. 
Youth Leadership Development

Goal: By June 30, 2014, the California Youth Leadership Forum (YLF) for Students with Disabilities is an effective, sustainable, and replicable model for enhancing the personal, academic, and career potential of young people with disabilities in California.

Strategy: Engage stakeholders in a one-year YLF strategic visioning process that results in the development of a five year strategic plan for YLF with the following components: 1) alumni engagement, 2) funding, 3) measuring program effectiveness and sustainability, and 4) replication (i.e. partnering with other youth leadership programs).

· Action Step 1: Solicit ideas to include in draft scope of work for strategic planning consultant.

· Action Step 2: Share the strategic planning consultant solicitation with the alumni network.


· Action Step 3: Identify the Strategic Planning Team which includes: 1) YLF Alumni, 2) Core Planning Partners, 3) previous YLF staff and volunteers, and 4) representatives from other youth leadership programs. 

· Action Step 4: In partnership with the strategic planning consultant and CCEPD staff, develop roles and responsibilities for the Strategic Planning Team members.


· Action Step 5: The Strategic Planning Team selects a Chairperson to work directly with consultant and CCEPD staff to lead strategic planning process.

· Action Step 6: Develop a five-year strategic plan for YLF and gather stakeholder input from affected entities. 

· Action Step 7: Share strategic plan with Agency Secretaries, CCEPD members, YLF Core Leadership, and other identified planning partners and stakeholders. 

Strategy: Support from the California Youth Leadership Project (established by SB 803 and Section 18737 of the Education code) for youth with disabilities participating in YLF.

· Action Step 1: Leverage relationships with other youth leadership programs in order to establish a joint campaign. 

· Action Step 2: Develop the public relations (PR) campaign for “Promote the Box!” 

· Action Step 3: Educate and partner with tax professionals to inform California taxpayers about the Youth Leadership Project fund. 
· Action Step 4: Launch and advertise the “Promote the Box!” campaign. 
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Item 2d (1)-USBLN Stakeholder Input Session

Background

On October 1st, 2013, the California Committee on Employment of People with Disabilities partnered with the United States Business Leadership Network (USBLN) and IBM to host a round table session for employers in the health care industry during their annual conference. Over 50 attendees participated from companies such as, GlaxoSmith Kline, Cardinal Health, Novartis, CVS Caremark, Highmark, WellPoint, and many more. The main objective of the session was to gather input regarding the barriers to, and best practices in, employing workers with disabilities in healthcare. Below are the discussion questions used by Committee members, adhoc members, and staff to assist in facilitating the discussion as well as a summary of the input that was received.
1. Recruiting job candidates with the right skills in the health care industry is an issue that is growing in prominence and has attracted a lot of media attention. What are your company’s challenges in recruiting and hiring job candidates with disabilities? What promising practices or policies has your company launched to assist in recruiting employees with disabilities?

2. Recruiting and on-boarding employees require a substantial financial and human resource investment. Since people with disabilities are part of a minority population, retention and productivity can be dependent on a welcoming environment for new employees with disabilities as well as a safe environment for current employees who acquire a disability.  What promising practices or policies has your company launched to assist in retaining and advancing the careers of employees with disabilities?

3. Politics is local and so is employment. What policy or program recommendations would you suggest that state governments implement to advance employment opportunities for individuals with disabilities in the health care industry? What are some promising practices/models that have proven to be successful from your local area?

Summary of Stakeholder Input

The following presents a brief summary of the input received during the USBLN session, organized into three different areas: recruitment and hiring, retention and promotion, and policy/program related input.

Recruitment and Hiring 

Barriers:

· Lack of knowledge about or experience with the disability community 

· Lack of knowledge of where to outreach / recruit in order to find a pool of qualified applicants with disabilities. 

· Difficulty finding qualified candidates even when employers are aware of places to outreach and recruit

· If specifically seeking to hire a person with a disability for a certain position, unable to directly state that in the job advertisement.

· Fear of financial burden from providing reasonable accommodations 

· Outreach and application processes are often not accessible (including online applications) 

· Computerized testing for applicants is often not accessible

· Not enough investment in technology and assistive technology

· Level of discomfort with hiring people with disabilities among hiring managers; lack of education and awareness. 

· Company execs need to make a conscious decision to hire people with disabilities

Best Practices:

· Identify key skills needed for a position and tailor recruitment accordingly (i.e. software tester – need to have great attention to detail, don’t mind repetitive tasks)
· Identify and work with local organizations who can serve as resources for providing qualified applicants with disabilities (i.e. universities, service providers, DOR office, etc.)
· The adoption of formal change management plans that specifically focus on including people with disabilities in the company’s workforce
· Study other countries like China that have excellent pipelines of qualified candidates with disabilities
Retention and Promotion

Barriers:

· Lack of buy-in from upper management
· Viewed as a “risk” area among senior executives. Fear of litigation/ the unknown.
· Lack of education and knowledge among managers about various types of assistive technology and other reasonable accommodations

· Culture of inclusion needs to be present throughout the entire organization, specifically as it relates to access and accommodations and education

· Can be difficult to find accessible office space for a small businesses

· Can also be difficult to find office space close to public transportation  

· Organizations often operate in silos so information is not always shared at all levels

· Need to address lack of ancillary skills and mobility among some employees with disabilities

Best Practices:

· Has to be “top-down” and have an executive sponsor in the c suite

· Have to tie disability employment to the company’s business performance (i.e. the company can stand to lose X million dollars in federal contracts if more people with disabilities are not hired, retained, and promoted)

· Management is knowledgeable about how any software updates could possibly affect assistive technology being used by employees

· All employees are knowledgeable about assistive technology, not just the employee(s) using it
· All of the company’s procurement processes and contracts specify that only accessible IT will be procured
· Establishing a centralized reasonable accommodation process and fund. Completely remove the financial disincentive so that dollars are finances are not the focus when a reasonable accommodation request is made.
· Utilizing tool kits that provide model policies and procedures and information on common reasonable accommodations (i.e. service animals, screen readers, video phone, etc.)

· Establish a disability employer resource group or affinity group

· Create mentoring opportunities – peer mentoring, supervisor mentoring, and reverse mentoring (i.e. top talent with disabilities mentors execs on the experiences of employees with disabilities in the company)

· Managers stay two to three steps ahead of the careers of employees with disabilities that are in the company’s top talent pool and think ahead of ways to retain and promote them

· An employee feels they are valued, respected, and appreciated 

Policy/Program Related Input 

· Government sets the tone, if the government supports hiring of people with disabilities, the private sector will follow 

· Would like to see more state/federal tax incentives for employing people with disabilities 

· Institutes for Local Government can serve an a valuable resource

· HR and Government Program employees need to educate company on how to work with legislators; it is all about relationships 
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Item 2d (2)- ACSED Stakeholder Input Session

Background

On September 24th, 2013, the California Committee on Employment of People with Disabilities partnered with the Association of California State Employees with Disabilities (ACSED) to host an input session for California state employees, hiring managers, and job seekers during their annual symposium. At the session we sought input regarding the barriers to, and best practices for hiring, retaining, and promoting, workers with disabilities in state service. Below are the discussion questions used to assist in facilitating the discussion and a summary of the input that was received.

Discussion Questions

For Employers/Hiring Managers: 

4. What are some challenges you’ve experienced in recruiting and hiring job candidates with disabilities? What promising practices have you seen that have increased the recruitment and hiring of people with disabilities into state service?


5. What are some challenges or barriers you’ve experienced with requesting, receiving approval, and acquiring a reasonable accommodation for an employee with a disability? What promising practices have you seen that have helped to streamline this process? 


6. What are some challenges you’ve experienced with retaining and promoting employees with disabilities? What promising practices have you seen that encourage retention and assist in advancing the careers of employees with disabilities?

For Employees/Job Seekers:

1. What are some challenges or barriers you’ve experienced with the state application and interview process? What changes do you think would assist in addressing these issues?

2. What are some challenges or barriers you’ve experienced in relation to requesting and receiving a reasonable accommodation?


3. What are some challenges you’ve experienced in relation to job retention and professional development. Are there practices you feel would assist with advancing the careers of employees with disabilities?

Summary of Stakeholder Input

The following presents a brief summary of the input received during the ACSED input session, organized into four different areas: recruitment and hiring, reasonable accommodations, retention and promotion, and data collection and tracking.  

Recruitment and Hiring: 

· Reach out to nonprofits around the state to increase awareness of the Limited Examination Appointment Program (LEAP)


· Utilize Disability Advisory Committees (DACs) for providing recommendations on physical access and accessibility within the department.

· Have each department set a plan and timelines for reaching the 16% parity rate of employees with disabilities  

Reasonable Accommodations:

· Current training for middle management is focused on taking adverse action when an issue with an employee arises, rather than first seeing if a reasonable accommodation might be able to solve the issue


· Fears around disclosure impact an individual’s likelihood to request reasonable accommodations


· Bias often exists in hiring process for Deaf/Hard of Hearing employees due to perception that accommodations too expensive


· Supervisors and managers may be hesitant if the cost of reasonable accommodations comes out of their unit/division’s budget – creation of a centralized reasonable accommodation fund could solve this issue 

· Even if a department or division has a no telecommuting policy, it must still be allowed as a reasonable accommodation providing that any alternate accommodations that were offered would not be as effective and the employee can still complete the essential functions of the job

· Establish statewide network of employees with disabilities that could serve as a resource for job seekers with disabilities. 

· A model was put together by State Disability Advisory Council as part of the California Model Employer Initiative 

Retention and Promotion:

· Bring in a trainer well versed in the topic of disability employment resources to present for a half or full day of the supervisors academy training on hiring/retaining/promoting people with disabilities 

· Provide a refresher training after 3-5 years


· Implement a structure that tracks/follows up with employees with disabilities to assure they are adequately supported, obtain any reasonable accommodations they need, complete their Individual Development Plans (IDPs), etc.


· Availability and utilization of  reinstatement rights for retired state employees with disabilities

Data Collection and Tracking:

· Current data on the number of employees with disabilities in state service is likely not accurate due to lack of disclosure

· Question to track employees with disabilities should be broken down by type of disability (as opposed to just a simple “Yes or No” question)

· CalHR Report 5112  shows how many people with disabilities are hired and promoted


· Increase advertisement on the importance of disclosing a disability for data gathering purposes

· Inform employees that that personnel offices do not have access to this information, and it is for statistical purposes only

· Work with State Controller’s Office to put an advertisement related to disability disclosure and data gathering on employee pay checks for in honor of NDEAM in October

· Process typically takes around 8 months 


· Survey all state department employees on their disability status annually in order to capture data of individuals who acquired a disability after they began working for the state 
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Item 2d (3) -Stakeholder Input from 2013 California Association for Postsecondary Education and Disability (CAPED) Conference
Background

CCEPD staff Rachel Stewart and LaCandice McCray were invited to give a presentation during a pre-conference session about Allied Health best practices. The session included three separate panels composed of Disabled Student Services (DSS)/Disabled Students Programs and Services (DSPS) staff, faculty from community college allied health programs, and students/graduates. The purpose of the session was for CCEPD staff to learn from Allied Health faculty and educational support staff about employment preparation, the barriers to, and best practices in employing students with disabilities of all ages. Information shared by panel members during the CAPED pre-conference session will assist the committee in the development and prioritization of policy recommendations.

Questions for Panels

Each panel was asked to respond to the following questions:

How are students with disabilities prepared to transition to an employment setting and receive accommodations?

What is the #1 barrier faced by students with disabilities making the transition to employment and how can these barriers be addressed?

What is the relationship between college career centers and Disabled Student Services (DSPS/DSS) for students interested in the Allied Health field?

Policy Themes

Preparation and Reasonable Accommodations

· Establishing clear essential functions for allied health programs

· Requiring departments to develop disability and accommodation statements informing students about how to get accommodations

· DSPS/DSS staff working with students needing reasonable accommodations within field placements to determine who will request (student or DSPS/DSS staff), and whether academic accommodations should be transferred to the clinical setting and/or if new accommodations will be needed for the clinical setting

· Preparing students for long-term career goals and matching student interests with proper career track

· Helping students develop techniques to use in the clinical setting (e.g. a deaf physical therapy student requesting patients tap on the table if they are in pain while being stretched)

· DSPS/DSS staff visiting externship site to develop solutions for difficult accommodation issues

· Flipped/ Universal Design for Learning Classroom

Barriers and Policy Recommendations

· Students not identifying/disclosing disability

· Students not tested for disability (e.g. learning, hearing, etc.) prior to program entry

· Lack of closed-captioning within classroom and instructional videos

· Recommendation: All videos in allied health programs should have closed-captioning.

· Difficulty for students and graduates in finding rotational sites, clinical sites, and employment opportunities due to disability

· Negative attitude of faculty is a major barrier in adequately supporting and accommodating students with disabilities

· Recommendation: DSPS/DSS staff meeting with and/or providing training to every department on working with students with disabilities (can include online disability training).

Relationship between DSS/DSPS and Career Services

· Career centers in community college system closed due to budget reductions

· Students unaware of various employment opportunities available in medical field

· Encouraging job shadowing/informational interviewing to help students figure out the best career choice

· Lack of adequate career assessments and counseling

· Having a liaison within career center trained in disability sensitivity, interviewing, and disclosure to advise students with disabilities

· Assuring availability of a fully accessible workstation within the college career center
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Item 3a – Draft Health Services Sector Strategy

EMPLOYER DEMAND

CCEPD GOAL (6/9/13): A major employer in the health care industry will commit to making their workforce reflective of the people they serve by adopting an internal policy to increase the percentage of people with disabilities in their workforce (as measured by a defined percentage growth per year).

Strategy (8/22/13): Identify and assist a healthcare employer in adopting an internal policy to increase the percentage of people with disabilities in their workforce. Targeted employers will include but are not limited to those participating in the Covered California health benefit exchange and/or Cal-Medi Connect duals demonstration.

Action Steps (8/22/13):

1. Gather current industry statistics and data;
2. Gather stakeholder input on barriers and promising practices;

3. Convene experts: Bring together high level health care executives to gather input and feedback on the workgroup goal.

Stakeholder Input Received (10/1/13, Health Care Employer Roundtable at USBLN):

1. Need deep engagement with sector employers

2. Need commitment and buy-in of C Suite (CEO, COO, CFO, CDO, etc)

3. Section 503 and 402 revised regulations front and center in employers’ minds

a. 503 requires all federal contractors and subcontractors to set a 7% utilization goal for the employment of individuals with disabilities. 
b. 402 requires all federal contractors and subcontractors to establish an annual hiring benchmark for protected veterans, either based on the national percentage of veterans in the workforce (currently 8%), or based on the best available data.
Proposal Development:

1. 11/7/13: Draft 2-Page Proposal exploring feasibility of a high-level convening on May 7th with a select group of health care employers who are federal contractors to discuss 503/402 implementation in California.

2. Pulled data: 11,784 federal contractors in California receiving over $34 billion dollars in federal contracts, 411 in health services sector with $2 billion in contracts. 
3. 10/17/13: Draft 6-Page Partnership Proposal submitted to Kaiser Permanente and CVS.

Key Issues and Policy Questions:

1. Need a noteworthy deliverable for the convening (e.g. exceed 7% federal goal – 16%?)

2. Can the existing pipeline(s) deliver on a commitment to supply large numbers of qualified candidates with disabilities and disabled veterans to federal contractors in the health services sector?
PIPELINE

CCEPD GOAL (6/9/13): California launches an initiative to increase the current employment participation rate for workers with disabilities in the healthcare services and related industries (3.7%) as measured by a defined percentage growth per year.
Strategy (8/23/13): Identify and advise on barriers and promising practices related to employment of people with disabilities within occupations in the healthcare sector.
Action Steps (8/23/13):

1. Gather current industry statistics and data;
2. Gather stakeholder input on barriers and promising practices;

3. Analyze data and select two target high impact barriers/promising practices, including resources needed to expand opportunities within California’s healthcare and related industries for potential and current workers with disabilities.

Stakeholder Input Received (10/13/13, CAPED; 11/14/13, CHPC; 11/18/13, online surveys):

1. “Disability Pipeline” needs a stronger health workforce focus

2. “Health Professions Pipeline” needs a stronger disability focus

a. Disability-based discrimination (admissions, certification, clip, DFEHA)

3. Health professionals with disabilities improve culturally competent care

Pipeline “Data Dive” and Coordination:

Key policy questions: What is the current pipeline capacity? How can existing Disability Pipelines develop a health sector focus and coordinate?

1. Need data on the pipelines’ existing capacity:

a. How many people with disabilities in each pipeline are pursuing a career in the health sector? 

b. How many people with disabilities in each pipeline have been placed in a job in the health sector?

c. What quality training and career pathways are available in each pipeline for people with disabilities interested in health care?

2. Coordination (intra, systems, and regional): 

a. What would it take for each Disability Pipeline to have a health-sector focus? 

b. What would it take for the Disability Pipeline to coordinate with the “Health Professions Pipeline,” the “Education Pipeline”, the “AJC Pipeline,” and the “Veterans Pipeline,” among others?

c. Are local committees (LWIB, Mayor’s Committees) regionally coordinating the above?

“Sector-strategies are among the few workforce interventions that statistical evidence shows to improve employment opportunities for workers and increase their wages once on the job.” 

         The National Governor’s Association, A Better Bottom Line: Employing People with Disabilities. A Blueprint for Governors), August 2, 2013. 
California Committee on Employment of People with Disabilities (CCEPD)

Item 3b-California Employment Forecast 2010-2020

Most Openings

This dataset provides information on the occupations included in the Healthcare and Social Assistance industry sector that are forecasted to have the most job openings from 2010-2020.  

	NAICS Title
	Occupational Title
	Mean Annual Wage
	Total Job Openings (Statewide)*
	Entry Level Education
	Work Experience
	On-the-Job Training

	Health Care and Social Assistance
	Office Clerks, General
	$29,831 
	109,400
	7
	None
	ST OJT

	Health Care and Social Assistance
	Registered Nurses
	$88,791 
	99,800
	4
	None
	None

	Health Care and Social Assistance
	Customer Service Representatives


	$38,710 
	92,600
	7
	None
	ST OJT

	Health Care and Social Assistance
	Home Health Aides
	$23,141 
	39,900
	8
	None
	ST OJT

	Health Care and Social Assistance
	Nursing Aides, Orderlies, and Attendants
	$27,746 
	38,800
	5
	None
	None

	Health Care and Social Assistance
	Software Developers, Applications
	$90,762 
	33,800
	3
	None
	None

	Health Care and Social Assistance


	Medical Secretaries
	$34,401 
	33,500
	7
	None
	MT OJT

	Health Care and Social Assistance
	Software Developers, Systems Software
	$91,029 
	32,000
	3
	None
	None

	Health Care and Social Assistance
	Licensed Practical and Licensed Vocational Nurses
	$51,051 
	31,700
	5
	None
	None

	*  PLEASE NOTE:  The total job openings included are statewide figures inclusive of ALL industries.  Job openings data are not available for specific industry sectors.  Job Openings are the sum of new jobs and replacement needs. 

	Data sources: U.S. Bureau of Labor Statistics' Current Employment Statistics and Quarterly Census of Employment and Wages industry employment, and Occupational Employment Statistics (OES) data.

	Completed by:  EDD-Labor Market Information Division

	Date:  September 2013
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Fastest Growing Occupations

This dataset provides information on the occupations included in the Healthcare and Social Assistance industry sector that are forecasted to grow the fastest from 2010-2020.  

	NAICS Title
	Occupational Title
	Mean Annual Wage
	2010-2020 Percent Change* (Statewide) 
	Entry Level Education
	Work Experience
	On-the-Job Training

	Health Care and Social Assistance
	Home Health Aides
	$23,141 
	52.4%
	8
	None
	ST OJT

	Health Care and Social Assistance
	Emergency Medical Technicians and Paramedics
	$35,151 
	42.1%
	5
	None
	None

	Health Care and Social Assistance
	Medical Scientists, Except Epidemiologists
	$85,317 
	41.4%
	1
	None
	None

	Health Care and Social Assistance
	Marriage and Family Therapists
	$46,260 
	39.3%
	2
	None
	I/R

	Health Care and Social Assistance
	Diagnostic Medical Sonographers
	$77,774 
	37.7%
	4
	None
	None

	Health Care and Social Assistance


	Biochemists and Biophysicists
	$111,665 
	37.5%
	1
	None
	None

	Health Care and Social Assistance


	Pharmacy Technicians
	$42,523 
	33.1%
	7
	None
	MT OJT

	Health Care and Social Assistance
	Database Administrators
	$75,027 
	32.1%
	3
	1-5 years
	None

	Health Care and Social Assistance
	Pharmacy Aides
	$35,041 
	32.1%
	7
	None
	ST OJT

	Health Care and Social Assistance
	Software Developers, Systems Software
	$91,029 
	31.9%
	3
	None
	None

	Health Care and Social Assistance
	Health Educators
	$49,025 
	29.9%
	3
	None
	None

	Health Care and Social Assistance
	Physical Therapist Aides
	$27,689 
	29.7%
	7
	None
	MT OJT

	Health Care and Social Assistance
	Medical Secretaries
	$34,401 
	29.5%
	7
	None
	MT OJT

	Health Care and Social Assistance


	Interpreters and Translators
	$43,700 
	29.2%
	3
	None
	LT OJT

	Health Care and Social Assistance


	Software Developers, Applications
	$90,762 
	27.7%
	3
	None
	None

	Health Care and Social Assistance
	Network and Computer Systems Administrators


	$78,589 
	27.1%
	3
	None
	None

	Health Care and Social Assistance
	Pharmacists
	$124,281 
	26.7%
	1
	None
	None

	Health Care and Social Assistance
	Respiratory Therapists
	$68,565 
	26.1%
	4
	None
	None

	*  PLEASE NOTE:  The 2010-2020 percent change figures are inclusive of ALL industries.  Fastest growing occupations data are not available for specific industry sectors.

	Data sources: U.S. Bureau of Labor Statistics' Current Employment Statistics and Quarterly Census of Employment and Wages industry employment, and Occupational Employment Statistics (OES) data.

	Completed by:  EDD-Labor Market Information Division

	Date:  September 2013
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California Committee on Employment of People with Disabilities (CCEPD)

Item 3c-FACT SHEET Final Rule on Section 503 of the Rehabilitation Act of 1973

Background

On August 27, 2013, the U.S. Department of Labor’s Office of Federal Contract Compliance Programs (OFCCP) announced a Final Rule that makes changes to the regulations implementing Section 503 of the Rehabilitation Act of 1973, as amended (Section 503), at 41 CFR Part 60-741. You can view the Final Rule on OFCCP’s Web site at www.dol.gov/ofccp/503Rule or on the Federal Register site, when published.

Section 503 prohibits employment discrimination against individuals based on disability by federal contractors and subcontractors. Section 503 also requires that federal contractors and subcontractors take affirmative action to recruit, employ, train, and promote qualified individuals with disabilities.

Need for the Final Rule

The framework articulating contractors’ Section 503 responsibilities has been in place since the 1970’s. However, both the unemployment rate of working age individuals with disabilities and the percentage of working age individuals with disabilities that are not in the labor force remain significantly higher than for those without disabilities. A substantial disparity in the unemployment rate of individuals with disabilities continues to persist despite years of technological advances that have made it possible for people with disabilities, sometimes severe, to apply for and successfully perform a broad array of jobs.

· Bureau of Labor Statistics (BLS) data show a workforce participation rate of 31.6% for working age people with disabilities in 2012, compared with 76.5% of working age individuals without such disabilities.

· BLS data indicate that the unemployment rate for working age people with disabilities in 2012 was 15%, compared with an unemployment rate of 8% for working age individuals without disabilities.

· The median household income for “householders” with a disability in 2011, aged 18 to 64, was $25,420, compared with a median income of $59,411 for households with a householder who did not report a disability.

Bureau of Labor Statistics, Table A. Employment status of the civilian non-institutional population by disability status and age, 2011 and 2012 annual averages, available online at http://www.bls.gov/news.release/disabl.a.htm (last accessed July 5, 2013). The participation rate is the percentage of working age people (ages 16 to 64) who are employed, and those who are unemployed but looking for work. For individuals 16 years and older the participation rate for persons with disabilities is 20.6 percent compared to 69.4 percent.

Income, Poverty and Health Insurance Coverage in the United States: 2011, Current Population Reports, issued September 2012, http://www.census.gov/prod/2012pubs/p60-243.pdf (last accessed July 8, 2013), p. 10. The “householder” is typically the head of a household. Only one person per household is designated the “householder.”

· The poverty rate for individuals with disabilities, age 18 to 64, was 28.8 percent, compared to 12.5 percent for individuals without a disability.

The new Section 503 regulations are an important tool for reducing barriers to equal employment opportunity for individuals with disabilities, and addressing income inequality and poverty.

In addition, the Final Rule implements changes necessitated by the passage of the ADA Amendments Act (ADAAA) of 2008. The ADAAA amends the definition of disability in Section 503 to the same extent that it amends the ADA, and became effective on January 1, 2009.

Highlights of the Final Rule

The Final Rule introduces a variety of changes to the Section 503 regulations. Some of these changes revise the nondiscrimination provisions to incorporate the requirements of the ADAAA. Others are designed to strengthen the affirmative action provisions. The Final Rule:

· Establishes, for the first time, a 7% utilization goal for individuals with disabilities. This utilization goal, applied at the job group level, is not to be used as a quota or a ceiling that limits or restricts the employment of individuals with disabilities. Instead, the goal is a management tool that informs decision-making and provides real accountability. Failing to meet the disability utilization goal is not a violation of the regulation and it will not lead to a fine, penalty or sanction.

· Requires contractors to invite applicants to voluntarily self-identify as an individual with a disability at the pre-offer stage of the hiring process, in addition to the existing requirement that contractors invite applicants to voluntarily self-identify after receiving a job offer. This data collection should provide contractors with useful information about the extent to which their outreach and recruitment efforts are effectively reaching people with disabilities.

· Requires contractors to invite incumbent employees to voluntarily self-identify on a regular basis. The status of employees may change and a regular invitation to self-identify provides employees a way to self-identify for the first time, or to change their previously reported status. Providing a regular invitation should contribute to increased self-identification rates. Improving data collection is important to assessing employment practices.

· Requires contractors to maintain several quantitative measurements and comparisons for the number of individuals with disabilities who apply for jobs and the number of individuals with disabilities they hire in order to create greater accountability for employment decisions and practices. Having this data will enable contractors and OFCCP to evaluate the effectiveness of contractors’ outreach and recruitment efforts, and examine hiring and selection processes related to individuals with disabilities.

· Requires prime contractors to include specific, mandated language in their subcontracts in order to provide knowledge and increase compliance by alerting subcontractors to their responsibilities as federal contractors.

· Implements changes necessitated by the passage of the ADA Amendments Act (ADAAA) of 2008 by revising the definition of “disability” and certain nondiscrimination provisions of the implementing regulations.

Source: Department of Labor, Office of Federal Contract Compliance Programs. For more information, please go to www.dol.gov/ofccp.

California Committee on Employment of People with Disabilities (CCEPD)

Item 3d-FACT SHEET Final Rule on Vietnam Era Veterans’ Readjustment Assistance Act (VEVRAA)

On August 27, 2013, the U.S. Department of Labor’s Office of Federal Contract Compliance Programs (OFCCP) announced a Final Rule that makes changes to the regulations implementing the Vietnam Era Veterans’ Readjustment Assistance Act, as amended (VEVRAA) at 41 CFR Part 60-300. You can view the Final Rule on the OFCCP Web site at www.dol.gov/ofccp/VEVRAARule, or on the Federal Register, when published.

VEVRAA requires employers doing business with the federal government to take affirmative action to recruit, hire and promote categories of veterans covered by the law, including disabled veterans and recently separated veterans (i.e., still within the three-year period beginning from the date of discharge or release from active duty). Under VEVRAA, it is also illegal for these federal contractors and subcontractors to discriminate against protected veterans when making employment decisions on hiring, firing, pay, benefits, job assignments, promotions, layoffs, training and other employment related activities.

These new regulations are but one tool in OFCCP’s arsenal for targeting employment practices and they will have a positive impact on the wages and employment prospects of many veterans. This rule helps to level the playing field for veterans who are entitled to a fair shot at applying for, obtaining, and keeping good jobs with federal contractors.

Need for the Rule

The framework articulating a contractor’s responsibilities with respect to affirmative action has remained unchanged since the VEVRAA implementing rules were first published in 1976, and are inadequate for addressing the alarming rates of veterans’ unemployment. Meanwhile, increasing numbers of veterans are returning from duty in Iraq, Afghanistan, and other places around the world, and many face substantial obstacles in finding employment once they leave the military.

The annual unemployment rate for post-September 2001 veterans, referred to as “Gulf War-era II veterans,” is higher than the rates for all veterans and for nonveterans. Although progress has been made in the employment of veterans, the number of unemployed veterans still remains too high, and substantial disparities in unemployment and pay rates continue to persist, especially for some categories of veterans.

· In 2012, according to BLS data on the employment situation of veterans for that year, about 2.6 million of the nation's veterans had served during Gulf War-era II.

U.S Bureau of Labor Statistics, Economic News Release: Employment Situation of Veterans Summary, Table A: Employment status of the civilian non-institutional population 18 years and over by veteran status, period of service, and sex, 2011-2012 annual averages, available online at http://www.bls.gov/news.release/vet.nr0.htm. The July 2013 monthly BLS data reports 2.7 million veterans served during Gulf War-era II, http://www.bls.gov/news.release/pdf/empsit.pdf (last accessed Aug. 26, 2013).

· In 2012, the unemployment rate for Gulf War-era II veterans was 9.9 percent, compared to nonveterans at 7.9 percent.

· In 2012, the unemployment rate for male Gulf War-era II veterans age 18 to 24 was 20.0 percent, higher than the rate for nonveterans of the same age group (16.4 percent).

Since there are different age groups represented in each era, and because earnings generally increase with age, we controlled for age and race in a regression analysis. As a result, we found that: 

· Male veterans earn 2.7 percent less than non-veterans.

· Female veterans earn 6.3 percent more than non-veterans.

Controlling for the era of service, rather than just whether or not the person served, we find that:

· Male Gulf War-era II veterans earn 1.4 percent less than non-veterans.

· Male Vietnam era veterans earn 6.9 percent less than non-veterans.

To address existing disparities, OFCCP is strengthening the regulations implementing VEVRAA by making affirmative action requirements more specific and by requiring contractors to establish benchmarks to measure their progress toward achieving equal opportunity for protected veterans. The VEVRAA Final Rule also makes it easier for veterans to find and apply for the jobs that federal contractors list with job agencies.

Highlights of the Final Rule

· Providing contractors with a quantifiable means to measure their success in recruiting and employing veterans by requiring, for the first time, that contractors annually adopt a benchmark based on the national percentage of veterans in the workforce (currently 8%), or their own benchmark based on the best available data.

· Creating greater accountability for employment decisions and practices by requiring that contractors maintain several quantitative measurements and comparisons for the number of veterans who apply for jobs and the number of veterans they hire. Having this data

· will also assist contractors and OFCCP in measuring the effectiveness of contractors’ outreach and recruitment efforts.

· Providing knowledge and support to veterans seeking jobs by improving the effectiveness of the VEVRAA requirement that contractors list their job openings with the appropriate state employment service agency. Contractor job listings must be provided in a format that the state agency can access and use to make the job listings available to job seekers.

· Providing knowledge and increasing compliance by subcontractors with their obligations by requiring prime contractors to include specific, mandated language in their subcontracts alerting subcontractors to their responsibilities as federal contractors.

· Creating flexibility for contractors when they are establishing formal relationships with organizations that provide recruiting or training services to veterans. The relationships or “linkage agreements” can be established to meet the contractors’ specific needs, while assuring outreach to veterans seeking employment.

· Clarifying the contractor’s mandatory job listing requirements and the relationship between the contractor, its agents, and the state employment services that provide priority referral of protected veterans.

· Repealing outdated and obsolete regulations at 41 CFR Part 60-250 that apply to contracts entered into before December 1, 2003, and not since modified. OFCCP believes that all such contracts have either expired or been modified, and that there is, therefore, no longer a need for the Part 60-250 regulations.

Source: Department of Labor, Office of Federal Contract Compliance Programs

California Committee on Employment of People with Disabilities (CCEPD)
Item 3e-Federal Contractors in California

Data Source

http://www.fedspending.org

Search Parameters

Fiscal Year: 2012 

Contractor State: California

Place of Service: California

Search Findings

Fiscal Year: 2012 3Q**  

Total dollars: $25,017,979,419
Total number of contractors: 9,360
Total number of transactions: 110,390
**Data for 2012 is only available through the third quarter. Contracts data, assistance data, and Recovery data are obtained through three different databases, so they will in general have three different ending years and quarters.

Top 5 Products or Services Sold

· General Health Care Services

$2,519,349,581 

· Aircraft, Fixed Wing

$1,754,248,805 

· Other Research and Development -Basic Research (R&D) $1,586,788,971 

· Space Science and Applications - Applied Research and Exploratory Development (R&D)

$1,330,827,172 

· Other Professional Services

$1,241,648,062

Top 10 Contractors

· THE BOEING COMPANY 
$3,679,338,456 

· LOCKHEED MARTIN CORPORATION 
$2,759,062,229 

· HEALTH NET INC. 
$2,575,084,819 

· NORTHROP GRUMMAN CORPORATION 
$1,778,541,733 

· LAWRENCE LIVERMORE NATIONAL SECURITY LLC $1,501,129,342 

· CALIFORNIA INSTITUTE OF TECHNOLOGY 
$1,326,308,640 

· GENERAL ATOMIC TECHNOLOGIES CORPORATION $936,938,774 

· GENERAL DYNAMICS CORPORATION 
$882,623,056 

· RAYTHEON COMPANY
$864,839,059 

· STATE OF CALIFORNIA 
$846,536,801

Federal Contractors in California 
Healthcare Industry

Data Source

http://www.fedspending.org

Search Parameters

Fiscal Year: 2012 

Contractor State: California

Place of Service: California

NAICS Code Category for Contractor: Healthcare and Social Assistance

Search Findings

Fiscal Year: 2012 3Q**  
Total dollars: $332,476,718
Total number of contractors: 426
Total number of transactions: 1,824
**Data for 2012 is only available through the third quarter. Contracts data, assistance data, and Recovery data are obtained through three different databases, so they will in general have three different ending years and quarters.


Top 5 Products or Services Sold

· Evaluation and Screening
$161,796,004 

· Mental Health - Management and Support (R&D)
 $71,594,947 

· Other Medical Services
$20,036,944 

· Social Rehabilitation Services
$18,472,566 

· General Health Care Services
$16,162,309

Top 10 Contractors

· LOCKHEED MARTIN CORPORATION 
$162,233,774 

· HEALTH NET INC. 
$72,143,577 

· CORRECTIONAL ALTERNATIVES INC 
$7,221,916 

· LOMPOC VALLEY COMMUNITY HEALTH CARE ORG INC $5,020,678 

· LOMA LINDA UNIVERSITY HEALTH CARE 
$4,308,048 

· BEHAVIORAL SYSTEMS SOUTHWEST INC 
$4,249,432 

· MERCY AIR SERVICES 
$3,337,980 

· REHABABILITIES INC. 
$3,160,290 

· ONEX PARTNERS LP 
$3,041,232 

· UNIVERSITY OF CALIFORNIA DAVIS MEDICAL CENTER $3,035,121

California Committee on Employment of People with Disabilities (CCEPD)

Item 3f-Healthcare Industry Analysis
Ethnicity

	Industry
	Total Employment
	Disabled
	Not Disabled
	Disabled Employment Share

	   Hospitals
	609,967
	14,852
	595,114
	2.4%

	      Hispanic
	140,511
	5,790
	134,722
	4.1%

	      Non-Hispanic
	469,455
	9,062
	460,393
	1.9%

	   Health care services, except hospitals
	1,108,922
	33,776
	1,075,147
	3.0%

	      Hispanic
	314,854
	6,687
	308,167
	2.1%

	      Non-Hispanic
	794,068
	27,088
	766,980
	3.4%

	   Social assistance
	481,935
	29,242
	452,693
	6.1%

	      Hispanic
	203,032
	8,659
	194,373
	4.3%

	      Non-Hispanic
	278,902
	20,583
	258,320
	7.4%


Source:  U.S. Census Bureau, Current Population Survey-2012



Data Compiled by:  EDD-Labor Market Information Division




Date:  October 2013





Race*

	Industry
	Total Employment
	Disabled
	Not Disabled
	Disabled Employment Share

	   Hospitals
	615,154
	7,791
	607,363
	1.3%

	      White Only
	381,152
	6,232
	374,920
	1.6%

	      Black Only
	50,856
	1,128
	49,727
	2.2%

	      American Indian, Alaskan Native Only
	8,378
	0
	8,378
	0.0%

	      Asian Only
	160,700
	431
	160,269
	0.3%

	      Hawaiian/Pacific Islander Only
	3,109
	0
	3,109
	0.0%

	      All Other
	10,959
	0
	10,959
	0.0%

	 

	   Health care services, except hospitals
	1,020,293
	43,699
	976,594
	4.3%

	      White Only
	695,966
	26,954
	669,012
	3.9%

	      Black Only
	92,567
	4,234
	88,332
	4.6%

	      American Indian, Alaskan Native Only
	5,016
	1,445
	3,571
	28.8%

	      Asian Only
	190,810
	7,787
	183,022
	4.1%

	      Hawaiian/Pacific Islander Only
	10,445
	0
	10,445
	0.0%

	      All Other
	25,489
	3,277
	22,211
	12.9%

	 

	   Social assistance
	481,237
	28,904
	452,332
	6.0%

	      White Only
	347,004
	20,842
	326,161
	6.0%

	      Black Only
	57,111
	2,736
	54,375
	4.8%

	      American Indian, Alaskan Native Only
	4,315
	1,105
	3,210
	25.6%

	      Asian Only
	51,346
	2,512
	48,834
	4.9%

	      Hawaiian/Pacific Islander Only
	6,446
	666
	5,779
	10.3%

	      All Other
	15,015
	1,042
	13,973
	6.9%


* Source:  U.S. Census Bureau, Current Population Survey-2011, 2012 Data Not Available Yet





Data Compiled by:  EDD-Labor Market Information Division



Date:  October 2013




Gender

	Industry
	Total Employment
	Disabled
	Not Disabled
	Disabled Employment Share

	    Hospitals
	609,967
	14,852
	595,114
	2.4%

	       Male
	163,949
	5,317
	158,632
	3.2%

	       Female
	446,018
	9,535
	436,483
	2.1%

	    Health care services, except hospitals
	1,108,922
	33,776
	1,075,147
	3.0%

	       Male
	289,341
	7,900
	281,441
	2.7%

	       Female
	819,581
	25,875
	793,706
	3.2%

	    Social assistance
	481,935
	29,242
	452,693
	6.1%

	       Male
	86,732
	6,950
	79,782
	8.0%

	       Female
	395,202
	22,292
	372,911
	5.6%


Source:  U.S. Census Bureau, Current Population Survey-2012



Data Compiled by:  EDD-Labor Market Information Division



Date:  October 2013





Item 4a-California Workforce Investment Board (CWIB) State Plan, Chapter 1
I. Introduction

California’s economy is emerging from the worst recession since the Great Depression. As Governor Edmund G. Brown, Jr. pointed out in his 2013 State of the State Address, “California lost 1.3 million jobs in the Great Recession, but we are coming back at a faster pace than the national average.” The impacts of the Great Recession, however, have been serious both for workers and employers. There are still many more job-seekers than jobs. Perhaps even more importantly, today’s workers face a very different labor market from their parents – one that is more volatile and rapidly changing. Many of our institutions, both public and private – including education, training, unemployment, and re-employment systems – have failed to keep pace. They were designed for a time when technological change was slower, the labor force was less globalized, and occupations and careers were more stable.

For California to maintain its status as a place of innovation and shared prosperity, those institutions must support a “retraining economy.” Workers must be learners who can traverse a labor market landscape that is less about “jobs” and more about a set of marketable skills broadly relevant to industry sectors within regional economies. Through the implementation of California’s Strategic Workforce Development Plan, Governor Brown and the State Board are committed to making the retraining economy a reality by: 

· Aligning the state’s workforce institutions and programs around the needs of regional growth sectors; and thereby

· Increasing the number of Californians, including those from underrepresented demographic groups, who are able to access and succeed in postsecondary education and training programs.

Regions will carry out and lead most of this work, but the state also has key roles to play. These include working with the regions to forge a shared vision, as well as coordinating the activities of state institutions to support that vision and removing barriers to implementation.

The development of California’s Strategic Workforce Development Plan was the first step. The State Board convened the directors of the state’s key workforce departments and agencies (State Working Group) to develop a blueprint for action, which committed them to common strategies, goals, and concrete action steps (Chapters I, III, IV). The draft blueprint was then taken to regional focus groups to validate, revise, and improve it. Essential elements of the plan include:

· Regional workforce and economic development networks that can engage employers, labor, education and workforce training providers, economic developers, and other community partners to address a region’s education and training priorities; and

· Industry sector partnerships with deep employer engagement that develop career pathway programs that support job-seekers and workers to acquire and enhance industry-relevant skills over the course of their lifetimes.

Within this framework, Local Boards are expected to play multiple roles: 

· Convening, supporting, and participating in regional efforts;

· Working with partners to build new kinds of integrated programs, including career pathway programs;

· Engaging employers; and,


· Providing feedback to state institutions, the Legislature, and the Governor about what works and what doesn’t.

Community colleges, adult education programs, apprenticeship programs, and economic development programs are also expected to play some of these as well as other roles that contribute to attaining our shared goals. Employers and employer organizations, labor unions, and community-based organizations will have to be deeply engaged for the strategies to be successful.

California’s Strategic Workforce Development Plan has a five-year time horizon. As such, we see it as a living document that – based on experience and changing conditions – will be revised over time. However, the core commitments of the Plan will not change. These commitments are to a skilled workforce, a vibrant economy, and shared prosperity for all Californians.

Item 4b-California Workforce Investment Board (CWIB) State Plan-Chapter 3
 III. Governor’s Vision 

Shared Strategy for Shared Prosperity
Meeting the Jobs Challenge/Expanding Opportunity → Skilled Workforce → Vibrant Economy → Shared Opportunity
The Challenge

California workers face multiple serious challenges over the next decade, including an increasingly globalizing and rapidly changing economy accompanied by unprecedented volatility and labor market churn. Workers who lose their jobs lose ground, often permanently.

At the same time, the pressure on workers to gain higher levels of skill continues to grow. To quote the White House’s Education Blueprint:

“Earning a post-secondary degree or credential is no longer just a pathway to opportunity for a talented few; rather, it is a prerequisite for the growing jobs of the new economy. Over this decade, employment in jobs requiring education beyond a high school diploma will grow more rapidly than employment in jobs that do not; of the 30 fastest growing occupations, more than half require postsecondary education.”

In California, as in the rest of the nation, many of these are “middle skill” jobs. They require less than a bachelor’s degree but some postsecondary training through a community college, adult school, career technical education program, state-approved apprenticeship, or other training provider. Nonetheless, without a change in direction, California faces a looming skills gap fueled by dramatic demographic shifts. By 2020, approximately 60 percent of the state’s prime age workforce will be from populations with historically low levels of educational attainment.

Therefore, California workers will need more education and training. But skills attainment also must be an ongoing process over the course of a lifetime that permits individuals to re-tool their skills in response to changing workforce needs. Therefore, the overarching goal of California’s Strategic Workforce Development Plan is the reorientation and realignment of California’s workforce programs and institutions to support a dynamic and globally successful state economy that offers all residents – including the most vulnerable – an opportunity for a higher quality of life. 

Our vision calls for a state strategy based on ongoing skills attainment focused on regional growth industry sectors and clusters. By braiding 
 education, training, and employment services together to support these sectors, we can both effectively address employers’ needs for a high quality, appropriately skilled workforce and support workers’ needs for well-paid, steady work. This strategy draws on lessons from the traditional apprenticeship model -- providing workers maximum employment outcomes through mobility among multiple employers within an industry sector or cluster. 

Pieces of this approach are being implemented by communities and regions throughout California, but real barriers stand in their way. These include: 

· California’s workforce system is not aligned to key regional industry sectors and employers committed to providing jobs. As a result, limited resources are not well targeted. 

· California’s workforce institutions and programs are siloed. Poor articulation, fiscal restrictions, and conflicting policies make it difficult to scale effective practices across workforce programs. Data collection is also particularly fractured in California, making it almost impossible to measure the results from workforce investments meaningfully. 

· Too few job-seekers – including displaced workers and veterans – are provided access to high quality career technical education (CTE) programs. Competing demands for scarce resources threaten to exacerbate this problem. 

· Career Technical Education (CTE) programs are not linked into coherent career pathways, and too few have implemented evidence-based practices. Research suggests that California’s CTE programs do not place enough priority on sequencing lower-to-higher credentials within a field, impeding student progress to high levels of education. 

· Too few integrate practices that improve student success such as contextualized remediation, cohort-based instruction, and accelerated learning. 

· Basic skills deficiencies are a critical barrier to most individuals accessing high quality CTE, yet California’s system of basic skills education is failing most students. One of every four working age adults in California possesses very low basic skills, and few overcome that gap, blocking them from most good paying jobs. The adult education and non-credit programs of the California Community Colleges (CCCs) transition very few students into postsecondary education and training; just one in five basic skills students in the CCCs achieve a certificate, degree, or transfer, and it takes on average one-to-two years longer to obtain credentials as compared to their peers. 

· Workforce and education programs, community-based organizations, and others fail to coordinate effectively to provide individuals in training the range of supportive services they need to succeed. 
California’s Strategic Workforce Development Plan 

California’s Strategic Workforce Development Plan builds on emerging efforts by Local Boards, community colleges, adult education providers, community-based and economic development organizations, unions, and employers to address these and other critical challenges. The Plan begins with the articulation of broadly shared goals. 

Goals 

State and regional stakeholders identified goals in four key areas to guide the activities of the workforce system over the next five years: 

Business and Industry: Meet the workforce needs of high demand sectors of the state and regional economies. 

Adults: Increase the number of Californians who obtain a marketable and industry-recognized credential or degree, with a special emphasis on unemployed (both short and long-term), underemployed, low-skilled, low-income, veterans, individuals with disabilities, and other at-risk populations. 

Youth: Increase the number of high school students, with emphasis on at-risk youth and those from low-income communities, who graduate prepared for postsecondary vocational training, further education, and/or a career. 

System Alignment and Accountability: Support system alignment, service integration, and continuous improvement using data to support evidence-based policymaking. 

Strategy 

To support these goals, the State Working Group and regional stakeholders agreed on an overarching strategy designed to address regional economic needs and promote skill development. The State Working Group also committed to a set of specific short-term (begin addressing within 18 months or less) and longer-term actions (See Chapter IV). 

Regional Sector Strategy 

California’s regional sector strategy builds on regional workforce and economic development networks and industry-specific sector partnerships, often with career pathway programs at their center, that have begun to develop over the past decade in regions throughout the state. The Los Angeles Workforce Systems Collaborative (LAWSC) is a good example of a regional network. LAWSC is a coalition of business associations, labor, community organizations, economic development, community colleges, Local Boards, and philanthropy focused on directing resources toward the region’s growth industries. Examples of industry sector partnerships include some formed around manufacturing and goods movement in the East Bay and Los Angeles regions; healthcare and biotechnology in San Diego and the Bay Area; high technology in Silicon Valley; food production in the Central Valley; and entertainment and hospitality in Los Angeles. 

Regional workforce and economic development networks 

Existing regional networks were formed for different purposes with a variety of organizations in leadership. California’s Strategic Workforce Development Plan envisions continued diversity but encourages regions to bring together all major stakeholders, guided and sustained by a “backbone” organization that has the trust of all partners. One key purpose of the regional networks is to develop and support industry-specific partnerships and career pathways. Roles of the regional network include: 

· Identifying key competitive and emerging industries in the region; 

· Aligning, coordinating, and integrating a region’s resources to support the development of industry-specific partnerships in those targeted industries; 

· Removing local policy and administrative barriers to the alignment of multiple public programs and funding streams; and 

· Identifying and accessing additional federal, state, private and philanthropic resources to sustain the network, invest in specific programs, and to seed sector partnerships. 

Industry sector partnerships 

In industry sector partnerships, workforce practitioners work closely with employers and labor organizations to develop education and training curriculum and programs to meet business demands for skilled labor. Partnerships include the range of stakeholders needed to address employers’ pipeline needs and build robust career pathways. The geographic reach of a sector partnership is typically regional, with the specifics driven by how labor markets operate within a given industry. Lead organizations may be a Local Board, industry association, formal labor management partnership, regional non-profit, or community college. In the Sacramento Valley, for example, Valley Vision – a regional non-profit – leads the Green Capital Alliance (GCA). GCA is a broad partnership of business, academic, workforce, economic development, sustainability, and clean-tech organizations working to support the region’s clean-tech economy. In Los Angeles, the Hospitality Training Academy grew out of a labor-management partnership of UNITE-HERE Local 11 and several hotel properties. The Academy is now the flagship hospitality sector project of the Los Angeles City Workforce Investment Board and the Los Angeles Community College District. 

The roles played by effective industry sector partnerships include: 

· Identifying and articulating current and anticipated skill needs within the industry; 

· Mapping out and establishing career pathways in the targeted industry sector; 

· Integrating programs and braiding funding streams along career pathways, and providing supportive services for underprepared students and workers; 

· Developing training curriculum and/or adjusting existing curriculum; 

· Developing common systems to track participant success; 

· Providing students and workers with industry valued skills certifications, credentials, and degrees at multiple points along career pathways; and 

· Developing other strategies to support industry workforce needs and worker career advancement. 

State role 

California’s Strategic Workforce Development Plan provides new support for these efforts at the state level. The State Board and its committees – including the State Working Group of department directors that developed the blueprint for the state plan – are committed to scaling up existing regional network and industry sector partnerships and spreading the model to new regions. State institutions and programs will direct resources to this work and support it by: 

· Aligning their policy goals; 

· Establishing common success metrics; 

· Maximizing, leveraging, and aligning resources; and 

· Identifying, removing or erasing administrative or policy barriers. 

Specific Strategic Opportunities 

More specifically, the State Working Group identified short and longer-term actions to achieve identified goals. Specific goals, strategic opportunities and actions are detailed in Chapter IV.

Item 4c-California Workforce Investment Board (CWIB) State Plan-Chapter 4

 IV. Common Goals, Objectives, and Actions of a Shared Strategy for a Shared Prosperity 

As noted in the Preface, this chapter outlines the goals, objectives and actions for California’s broader system of state and federal workforce development funding streams and programs (roughly $4 billion annually). These goals, objectives and actions are identified by executive leadership from state partner agencies and departments (State Working Group) as critical to system integration and achieving the Governor’s vision and goals. 

It is not the intention that the WIA-funded Local Boards are solely responsible for the goals, objectives, and actions outlined below. Rather, the goals and objectives are common priorities across multiple agencies and departments, and each action is assigned to a State Working Group member with lead responsibility for completing the action. Actions where more than one State Working Group partner is responsible are marked as “Collective.” Each action is designated as either a short-term (begin to address within 18 months) or long-term (begin to address by 2017). 

Local Boards are expected, in their Local Plans, to describe how they will work toward the goals and objectives of the State Strategic Workforce Development Plan. Instructions and scoring for the Local Plans are in the Local Plan Guidance (Appendix H) and the High-Performance Local Board Standards and Evaluation Criteria for Local Plans and Local Board Certification (Appendix I). 

The State Working Group partners include: Employment Development Department (EDD), Labor Market Information Division (EDD/LMID), California Community Colleges Chancellor’s Office (CCC), Employment Training Panel (ETP), State Board, Department of Education (CDE), Department of Industrial Relations Division of Apprenticeship Standards (DIR/DAS), Health and Human Services Agency (HHSA), Labor and Workforce Development Agency (LWDA), Department of Social Services (DSS), and Governor’s Office of Business and Economic Development (GO-Biz). Please refer to Appendix G for a full roster of State Working Group members.
Business and Industry Goal 

Meet the workforce needs of high demand sectors of the state and regional economies. 

Objective 1: Prepare skilled workers for employment in competitive and emergent regional industry sectors. 

ACTIONS TO GET US THERE 

1. Coordinate and develop high quality, actionable labor market information (LMI) data that assesses regional industry and occupational trends and needs; annually publish sector and regional profiles that include a “skills gap” analysis. (Short-term; EDD/LMID) 


2. Work with Local Boards to collaborate with their local school districts and community colleges to share regional workforce and economic analysis and to identify priority industry sectors and clusters. (Short-term; State Board) 


3. Increase the share of state and local CTE and training funds invested in competitive and emergent sectors with a focus on science, technology, engineering and math (STEM) disciplines and entrepreneurial skills. (Short-term; State Board) 


4. Prioritize, invest and braid community college economic and workforce development funding streams to focus on competitive and emergent industries. (Short-term; CCC) 


5. Focus more incumbent worker funding on multi-employer (sector) training that meets regionally identified needs and, when appropriate, articulate with community college career pathways. (Short-term; ETP) 


6. Work with business, industry, and industry associations to identify and develop industry recognized readiness and skill standards. (Long-term; Collective) 

Objective 2: Support the development and continued existence of regional workforce and economic development networks in California’s regions to address workforce education and training priorities. 

ACTIONS TO GET US THERE 

1. Create and align sector-focused efforts among state-level partners to guide regions in their sector work. The State Board will establish sector-focused subcommittees to guide 

multi-region efforts to develop career pathways. The Chancellor’s Office will utilize system navigators to guide multi-region efforts to develop career pathways that respond to key industry needs. (Short-term; State Board, CCC) 


2. Promote the expansion, connection, and replication of regional workforce and economic development networks around major regional priority sector partnerships by engaging employers, labor, education and workforce training providers, local elected officials, community advocates and other community partners; identify and, to the extent available, provide seed/incentive funding for regional workforce and economic development networks and sector partnerships. (Long-term; Collective) 


3. Identify, develop, expand, replicate and promote industry-specific career pathway sector partnerships with employer engagement and leadership to improve outreach to employers and involve them in identifying skill standards and training needs as well as creating workplace-learning opportunities. (Long-term; Collective) 

Adults Goal 

Increase the number of Californians who obtain a marketable and industry-recognized credential or degree, with a special emphasis on unemployed (both short and long-term), underemployed, low-skilled, low-income, veterans, individuals with disabilities, and other at-risk populations. 

Objective 1: Increase the capacity of career technical education (CTE). 

ACTIONS TO GET US THERE 

1. Advocate for more CTE courses at the community colleges. (Short-term; CCC) 


2. Identify and remove barriers to investments of local job training funds in CTE programs. (Short-term; State Board)
 

3. Create and distribute model curriculums for high demand occupations and occupations with skills shortages. (Long-term; CCC) 


4. Develop a campaign to increase public/private investments in instructional equipment. (Long-term; Collective) 

Objective 2: Increase the number of career pathway programs in demand industries. 

ACTIONS TO GET US THERE 

1. Improve linkages and pathways between high schools, adult education, and community colleges by aligning programs to high demand occupations in target industry sectors. (Long-term; CCC)
 

2. Support the development of stackable credentials, basic skills on-ramps, and bridge programs that provide for interim achievement with multiple entry and exit points, leading to support services and employability along a career pathway. (Long-term; Collective)
 

3. Prioritize investment in effective CTE and contextualized basic skills approaches. (Long-term; Collective)
 

4. Align curricula within pathways to growing and emergent industry sectors. (Long-term; Collective)
 

5. Provide guidance, strategies and incentives to local partners to support programs for students in career pathway programs. (Long-term; Collective) 

Objective 3: Increase the number of adult basic education students who successfully transition to postsecondary education/training or employment, and reduce the time students spend in remediation. 

ACTIONS TO GET US THERE 

1. Identify, test, and implement evidence-based models and best practices that build partnerships between adult schools, community colleges, and Local Boards, and reduce the time students spend in remediation. (Long-term; Collective) 


2. Improve articulation of basic skills education between high schools, adult education programs, community colleges, four-year institutions and Local Boards. (Long-term; Collective) 


3. Provide professional development support for adult education and community college faculty on contextualized instruction and other evidence-based practices that accelerate basic skills students’ transition to, and success in, postsecondary education or employment. (Long-term; Collective) 


4. Develop partnerships among community colleges, One-Stop Career Centers, adult education programs, community-based organizations and others to provide support services to basic skills students. (Long-term; Collective) 

Objective 4: Increase the number of under-prepared job-seekers and dislocated workers who enter and successfully complete education and training programs in demand industries and occupations. 

ACTIONS TO GET US THERE 

1. Ensure that all accredited career education programs (community college, adult education, regional occupation centers/programs, and State-approved apprenticeship programs) are automatically on the state’s Eligible Training Provider List (ETPL). (Short-term; State Board) 


2. Strive for the consistent adoption of a process for community colleges to recognize and grant credit to veterans for educational training completed in the armed forces. (Long-term; Collective) 


3. Replicate/bring to scale the best practices of the “Adult Entry Points of Entry” initiative that promote the development of career pathways and transition programs targeted to incarcerated adults, ex-offenders and low-skilled adults (those with basic skills in the 6th-8th grade level range). (Long-term; Collective) 

Objective 5: Develop and implement a strategic layoff aversion strategy that helps retain workers in their current jobs and/or provides rapid transitions to new employment, minimizing periods of unemployment. 

ACTIONS TO GET US THERE 

1. Connect regional Rapid Response coordinators and Employment Training Panel (ETP) staff to regional workforce and economic development networks to develop proactive activities to respond to regional needs. (Short-term; EDD)
 

2. Ensure that the Workforce Investment Act (WIA) 25 percent Dislocated Worker policy (both Additional Assistance and Rapid Response) addresses layoff aversion in targeted industry sectors. (Short-term; State Board)


3. Market the Work Sharing Unemployment Insurance (UI) program with regional workforce and economic development networks and industry associations. (Short-term; EDD) 


4. Redefine regional Rapid Response activities around layoff aversion. (Short-term; State Board)
 

5. Explore how to effectively mine Unemployment Insurance claimant data, mass layoff data, and Worker Adjustment and Retraining Notification (WARN) data to identify industry trends and inform layoff aversion efforts in order to develop a focused strategy on re-employment of laid off workers in key sectors. (Short-term; EDD/LMID) 

Objective 6: Expand availability of and participation in “Earn and Learn” models such as apprenticeships, where students and workers can build skills while working. 

ACTIONS TO GET US THERE 

1. Create credit-bearing linkages between approved apprenticeship programs, community colleges, and adult education programs. (Short-term; DIR/DAS)
 

2. Develop a campaign to promote the value of approved apprenticeship and “Earn and Learn” models of training, and seek to increase traditional and non-traditional investments in these models. (Short-term; DIR/DAS, State Board)
 

3. Expand formal apprenticeship programs in key regional priority sectors and occupations. (Long-term; DIR/DAS)
 

4. Implement Assembly Bill AB 554 (Statutes of 2011) that requires the State Board and Local Boards to ensure that WIA training funds targeted to apprentice-able occupations, including pre-apprenticeships, are coordinated, to the maximum extent feasible, with the Department of Industrial Relations/Division of Apprenticeship Standards (DIR-DAS)-approved apprenticeship programs. (Short-term; State Board)
 

5. For the development and implementation of pre-apprenticeship programs, assist and encourage Local Boards to work with Local Building Trades Councils to adopt nationally-recognized and DOL-approved pre-apprenticeship curriculum: “Multi-Craft Core Curriculum” (MC3). 

Youth Goal 

Increase the number of high school students, with emphasis on at-risk youth and those from low-income communities, who graduate prepared for postsecondary vocational training, further education, and/or a career. 

Objective 1: Increase the number of high school students who complete a rigorous education including math and science gateway coursework and other industry-based curriculum that prepare them for college, approved apprenticeship, and other postsecondary training. 

ACTIONS TO GET US THERE 

1. Identify and promote best practices on articulation, integration, and collaboration of K-12 and adult education CTE programs to community college pathways, programs and workforce/employment offerings. (Short-term; CDE)
 

2. Revise and disseminate CTE standards aligned with the Common Core State Standards. (Short-term; CDE)
 

3. Promote and increase the use of and enrollment in CTE programs, career-based academies, Job Corps, AmeriCorps, and industry-themed high schools as a viable pathway to career readiness. (Short-term; CDE, State Board)
 

4. Provide practical OJT for older youth who are enrolled in or have recently completed postsecondary education or training. (short-term; State Board)
 

5. Align, promote and increase the use of career exploration resources such as the California (CA) Career Zone, CA Career Center, EDD/LMID, and Community College Career Café. (Long-term; Collective) 

Objective 2: Increase opportunities for disconnected youth to transition into postsecondary education and careers. 

ACTIONS TO GET US THERE 

1. Encourage (in collaboration with higher education) successful concurrent enrollment practices among school districts and colleges; share best practices statewide and examine barriers to the use of concurrent enrollment and early college programs. (Short-term; CDE) 

2. Align supportive services for disconnected youth to help them successfully transition into the workforce and postsecondary education. (Long-term; CDE)
 

3. Expand high school-dropout intervention and credit recovery programs. (Long-term; Collective) 


4. Work with Local Boards to identify strategies to engage youth councils, local school districts, community colleges, Job Corps, and AmeriCorps to increase the number of high school graduates in CTE and career pathways, particularly within groups that now have higher than average non-completion rates. (Short-term; State Board) 

System Alignment and Accountability Goal 

Support system alignment, service integration, and continuous improvement using data to support evidence-based policymaking. 

Objective 1: Develop and sustain a state-level leadership team to improve state and regional communication, better align state-level efforts, and more effectively respond to barriers and obstacles faced by regions. 

ACTIONS TO GET US THERE 

1. Develop a statewide education and outreach plan that promotes a common vision, goals and language; clarifies roles and responsibilities of state and local workforce partners; and works to identify, access and target additional resources into the system. (Short-term; State Board)
 

2. Align multiple agency state plans to address statewide goals and priorities, and identify and resolve inconsistencies in program measures, goals, and rules to improve program alignment and outcomes. (Long-term; State Board)
 

3. Create a process to receive input on specific obstacles brought to the State Working Group to get interagency cooperation on addressing problem issues and communicate resolution of those issues back to partners across systems at the local and regional levels. (Short-term; State Board)
 

4. Provide technical assistance to Local Boards on developing their local workforce investment plans (local plans) and complying with state and federal legislation and regulations. (Short-term; State Board)
 

5. Ensure WIA state discretionary investments (including WIA 5 percent, WIA 25 percent, and Wagner-Peyser Act 10 percent) are consistent with California’s Strategic Workforce Development Plan. (Short-term; State Board) 


6. Promote implementation of integrated services based on the Integrated Services Delivery (ISD) model and recommendations put forward by the California State University Northridge evaluation (2011). (Short-term; State Board) 


7. Work with Chief Local Elected Officials and support Local Boards to identify strategies for One-Stop service delivery that ensure appropriate services for individuals with 

disabilities and the elderly; align services for veterans with veterans services organizations, EDD, California Department of Veterans Affairs, and businesses in priority industry sectors; and coordinate services with WIA 166 Indian/Native Americans Programs and WIA 167 Migrant Seasonal Farmworker Programs. (Short-term; State Board)
 

8. Work with and support Local Boards considering voluntary consolidation and re-designation of Local Workforce Investment Areas (LWIAs), especially where the regional labor market analysis supports shared governance and where duplicative administrative services could be eliminated without adversely affecting consumer service delivery. (Short-term; State Board)
 

9. Participate in US Department of Labor Employment and Training Administration’s (DOLETA) effort to institute a national branding of the WIA and WPA programs, and work with EDD to establish eligibility criteria for the Local Boards and affiliated One-Stops to be identified as an “American Jobs Center of California.” (Short-term; State Board) 

Objective 2: Develop a common workforce accountability system. 

ACTIONS TO GET US THERE 

1. Develop common cross-system metrics, align performance outcome measures, monitor and report annually on progress towards goals. (Long-term; Collective)
 

2. Develop use of data (including EDD base wage file data) to track participants across programs and institutions and into the labor market. (Long-term; Collective)
 

3. Develop standards for certifications of high-performance Local Boards and a policy for allocation of any WIA discretionary funds to high-performance Local Boards pursuant to the Senate Bill 698 (Statutes of 2011). (Short-term; State Board)
 

4. Create a reporting mechanism that counts community college CTE for fewer than 12 units. (Long-term; CCC)
 

5. Work with the DOLETA to develop WIA performance measures and outcomes consistent with the goals of California’s Strategic Workforce Development Plan. (Short-term; State Board)
 

6. Identify WIA Service Record Data (WIASRD) fields consistent with California’s Strategic Workforce Development Plan Goals and Actions in order to collect accurate data to track performance. Work with EDD and Local Boards to ensure those fields are completed. (Short-term; State Board) 


7. Establish clear policy and a transparent process for Local Board recertification based on criteria consistent with California’s Strategic Workforce Development Plan and compliance with state and federal law, regulation, and policy. Ensure a clear process for notification of substandard performance and technical assistance, and allow sufficient time to improve performance. (Short-term; State Board) 

California Committee on Employment of People with Disabilities (CCEPD) 

Item 7a- Federal and State Policy Developments & Opportunities

Governor’s 2013 Economic Development Initiative

GOVERNOR BROWN SIGNS LEGISLATION IN SAN DIEGO TO HELP CREATE JOBS, GROW ECONOMY
July 11th, 2013

SAN DIEGO – Taking action to help create jobs and grow California’s economy, Governor Edmund G. Brown Jr. joined businesses and working Californians from throughout the state today in San Diego to sign legislation that revamps the state’s economic development program. 

“This legislation will help grow our economy and create good manufacturing jobs,” said Governor Brown. “Through our great university system and through the companies we have, California can build on the strength of intellectual capacity. Let’s get to work!”

The legislation (AB 93 and SB 90), which received broad, bipartisan support in the Legislature, establishes the Governor’s Economic Development Initiative. The Initiative will help bolster California’s business climate and put Californians to work by establishing the following:

• Sales Tax Exemption: A statewide sales tax exemption on all manufacturing equipment and research and development equipment purchases for biotech and manufacturing companies;
• Hiring Credits: Hiring credits for businesses in areas with the highest unemployment rate and poverty; and
• California Competes Investment Incentives: The opportunity for California businesses to compete for available tax credits based on the number of jobs to be created and retained, wages paid in those jobs and other factors.

The Governor joined business leaders, legislators and workers today at San Diego-based Takeda California, a wholly owned subsidiary of Takeda Pharmaceutical Company Limited, Japan's largest pharmaceutical company and one of the top 15 pharmaceutical companies in the world.

“By providing a hiring tax credit and a state sales tax exception on innovative tools, the new law will allow Takeda California to pursue staffing levels and collaborations with local universities that we would not have been able to afford otherwise,” said Takeda California President and Chief Science Officer Dr. Keith Wilson. 

“With the signing of today’s bills, California now has real economic development programs in place that create new jobs,” said California Labor Federation Executive Secretary-Treasurer Art Pulaski. “And not just any jobs. Good jobs, middle class jobs, jobs that build communities and rev up our engine of economic growth.”

“The Governor’s economic package signed into law today will be invaluable to enabling small and mid-size California life science companies to be more competitive in the global market,” said BIOCOM President and CEO Joe Panetta.

The new Initiative will be funded by redirecting approximately $750 million annually from the state’s outdated and ineffective Enterprise Zone program.

The legislation garnered widespread support among businesses and labor organizations, including: Northrop Grumman Corporation; IBM; Advanced Micro Devices Inc.; Bay Area Council; Bay Bio; Biocom; Bloom Energy; California Healthcare Institute; California Labor Federation; California Teamsters Public Affairs Council; Genentech; Gordon Biersch Brewing Company; Intel; International Association of Machinists and Aerospace Workers; International Longshore and Warehouse Union; International Union of Operating Engineers; PhRMA; Silicon Valley Leadership Group; State Building & Construction Trades Council of California; Unite Here!; United Food and Commercial Workers; Utility Workers Union of America; Webcor Builders and the Wine Institute.

The Governor’s Economic Development Initiative follows a strong record of pursuing regulatory changes and legislation to improve the state’s business climate. Since taking office in 2011, the Governor has approved legislation to modernize the workers’ compensation system, the regulatory and fee structure for the timber industry, Americans with Disabilities Act (ADA) compliance requirements and the facility inspection process for the life sciences industry. In addition to these legislative actions, Brown has established the Governor’s Office of Business and Economic Development (GO-Biz) as the state’s lead economic development office to advance business opportunity in California and enacted administrative changes to streamline the oil and gas drilling permitting process.

Information retrieved from: http://gov.ca.gov/news.php?id=18137 

Career Pathways Trust

The Career Pathways Trust (CPT) is a $250 million appropriation in the 2013-14 Budget Act to fund competitive grants for high schools, community colleges and their business partners to create pathways to careers in high-need and high-growth economic sectors. Grants will be available over a three-year period, and may be spent by grantees through 2018.
Following years of cuts to education programs and career education in particular, Senate President pro Tempore Darrell Steinberg proposed and won this significant new commitment to preparing students for the jobs of the future.

The goal of the CPT is to build stronger connections between businesses, California schools and community colleges to better prepare our students for the 2 1 st century workplace. The CPT addresses two pressing problems in California's education system:

Skills Gap. California's unemployment rate is nearly 10%, yet employers in the state face a shortage of skilled workers in occupations requiring scientific, technical, engineering or math (STEM) skills, which are projected to be the fastest growing occupations in the next decade. There is a gap between the skills and capacities acquired in school and those most in need in the workplace.

High Dropout Rate. Statewide, almost a quarter of new ninth-graders drop out before graduating. Many who do finish high school lack the academic and technical readiness to succeed in college and career, and require remedial education in college. Pathway programs that engage students in real-world work have been shown to increase academic success and persistence in school.
Administered by the California Department of Education, the CPT will improve educational achievement and workplace readiness of our students by placing a greater emphasis on career-based learning as a central mission of public education in California.

Many "linked learning" and CTE programs operating, in California today have demonstrated improvement in the future prospects of their graduates. These programs, however, have had limited success in attracting meaningful business support, and rely on minimal state appropriations that have experienced sharp cuts in recent years.

The CPT provides substantial new incentives to create and strengthen education-business partnerships that provide students with relevant, engaging, applied education, including opportunities for work-based learning (ie apprenticeship or internship). Eligible grant activities/expenditures include:

- Work-based learning specialists who can act as brokers between businesses and schools/colleges seeking placements for students.
- Creation of regional career pathway partnerships involving businesses, schools and colleges.

- Iniegration of academic and career-based learning, with a focus on career pathways in job-rich economic sectors.

The California Department of Education expects to issue a "request for applications" (REA) to potential applicants in January, 2014.

School districts, colleges and their business partners are encouraged to begin planning for this opportunity now.

Information retrieved from: http://sd06.senate.ca.gov/news/2013-10-28-steinberg-launches-career-oriented-education-grant   
Adult Education Consortium Program
AB 86 Overview
The 2013-2014 State Budget appropriated $25 million to the California Community College Chancellor’s Office (CCCCO) to allocate funding for two-year planning and implementation grants.  The funds will be provided to eligible consortia for the purpose of developing regional plans for adult education.  Assembly Bill 86 (AB 86) outlines expectations for consortium development as well as planning and implementation requirements to establish the Adult Education Consortium Program.  The intent of AB 86 is to expand and improve the provision of adult Education –via these consortia- with incremental investments starting with the 2015-16 fiscal year.
The CCCCO and the California Department of Education (CDE) are working in partnership to implement the requirements outlined in AB 86.  The agencies jointly established an AB 86 Cabinet to guide and oversee the activities of a Work Group that will develop a comprehensive Request for Application (RFA). As they develop the RFA, the Work Group will consult with expert panels relevant to each issue and various organizations will be asked to participate in a Stakeholder Sounding Board. Please see the links below for information on the Cabinet, Work Group, Stakeholder Sounding Board, and Expert Panel.

The Cabinet and Work Group will ensure a transparent process is used to listen to and inform the field throughout the development of the RFA. The RFA is scheduled to be released near the beginning of the new calendar year. Town hall meetings, informational webinars, field surveys, and a listserv will be among the venues whereby all stakeholders will have an opportunity to provide feedback and input to the process.  Additionally, individuals who wish to provide feedback are encouraged to do so by using the orange Feedback button to the left of this screen. For more information regarding the legislation, please review the Legislative Overview on this site and the full text of the AB 86 Bill.   Please continue to reference this site for new developments and details relating to this process

 Information retrieved from: http://ab86.cccco.edu/Overview.aspx 
Youth CareerConnect Grants
The White House
Office of the Press Secretary

For Immediate Release 

November 19, 2013 

Building America’s Next Generation Workforce
To compete in today’s global economy, America’s students need deep knowledge and skills that will prepare them for college and the jobs of the future. Yet far too many of America’s students are not meaningfully engaged or motivated in their academic experience while in high school. Many high school graduates lack exposure to learning that links their work in school to college and careers—especially in the critically important fields of science, technology, engineering, and mathematics (STEM). Moreover, many of America’s international competitors offer students a more rigorous and relevant education in their middle and high school years.

In his 2013 State of the Union address, the President laid out a new vision for America’s high schools, proposing funding to scale up innovative high school models and partnerships with colleges and employers so that all students graduate better equipped for the demands of a high-tech economy. Today’s global economy requires new approaches to teaching and learning in America’s high schools to foster problem solving and analysis, to support creativity and collaboration, and to connect student learning directly to the real world. A 21st century education and workforce system must challenge students to do meaningful work inside and outside of the classroom, encouraging the persistence, engagement, and achievement that will put all students on track for college and careers.

Today, as part of achieving the President’s goal of redesigning high schools to ensure students are prepared to succeed in post-secondary education and in a competitive workforce, the U.S. Department of Labor is collaborating with the U.S. Department of Education to make $100 million available for Youth CareerConnect grants to provide high school students with the industry-relevant education and skills they need for a successful future.

The Youth CareerConnect grant program is designed to encourage America’s school districts, institutions of higher education, the workforce investment system, and their partners to scale up evidence-based high school models that will transform the high school experience for America’s youth. Youth CareerConnect schools will strengthen America’s talent pipeline through:

· Integrated Academic and Career-Focused Learning: Grants will provide students with education and training that combines rigorous academic and career-focused curriculum to increase students’ employability in in-demand industries and prepare them for employment, post-secondary education, long-term occupational skills training, or registered apprenticeships. 

· Work-Based Learning and Exposure to the World of Work: Strong partnerships will provide work-based learning opportunities.  In addition to actual work experience, youth participants will also participate in field trips, job-shadowing, or other types of opportunities that provide students with exposure to different career paths and prepare them for the world of work.

· Robust Employer Engagement: Employer partners will provide work-based learning and mentoring, creating a path for students to in-demand industries and occupations including those in information technologies, advanced manufacturing and other science, technology, engineering and math (STEM) fields . Employers will also work closely with schools on professional development and training for staff to drive the sustainability of the program over the long term. 

· Individualized Career and Academic Counseling: As an integral part of the program design, students will be provided with individualized career and academic counseling experiences to strengthen their career and post-secondary awareness and explore opportunities beyond high school.  

· Integration of Post-secondary Education and Training: Students will participate in education and training, while they are still in high school, that leads to credit toward a post-secondary degree or certificate and an industry recognized credential, where appropriate. 

The Department of Labor will use up to $100 million in revenues from the H-1B visa program to fund approximately 25 to 40 grants for individual or multi-site projects. Grants will be awarded to local education agencies, public or non-profit local workforce entities, or non-profits with education reform experience. All grantees will have to demonstrate a strong public/private partnership, and must include, at a minimum, a local education agency, a local workforce investment system entity, an employer, and an institution of higher education. Applicants are encouraged to reach out to employers, foundations, and others in building their applications and leveraging the federal investment. At a minimum, applicants will also be required to provide a match of 25 percent of the grant award.  Awards are anticipated to be made in early 2014 for program implementation to align with the 2014-15 school year.

This announcement builds on the President’s broader agenda to strengthen education to better prepare young people for college and careers:

· The Administration’s efforts to redesign high schools were unveiled in the 2013 State of the Union address and FY2014 Budget Proposal, in which the President called for $300 million in new funding at the Department of Education to transform the high school experience for America’s youth through a whole school redesign effort.  This effort, currently before Congress, would challenge high schools and their partners to rethink teaching and learning and put in place learning models that are rigorous, relevant, and better focused on real-world experiences. 

· Today’s announcement also builds on ongoing efforts by the U.S. Department of Education to reform America’s Career and Technical Education system through a reauthorized Perkins Career and Technical Education (CTE) Act, aiming to leverage change in the federal government’s $1 billion investment each year to usher in a new era of rigorous, relevant, and results-driven CTE programs. 

To apply for funding, please visit www.doleta.gov/ycc.

Information retrieved from: http://www.whitehouse.gov/the-press-office/2013/11/19/fact-sheet-youth-careerconnect-grants
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Item 7b- Employment Program Information for Pipeline Systems

Employment Development Department (EDD)
List your system’s employment programs:

· California Disability Employment Initiative (CDEI)**

· Veterans’ Employment-Related Assistance Program

· Youth Opportunity Employment Program 

· AB118 California Energy Commission Program 

· National Emergency Grant-OJT 

· National Emergency Grant-Dislocated Worker 

· Nursing Education Initiative (NEI)

· CalJOBS

· Wagner-Peyser Program

· Workforce Investment Act Program

Do any of your employment programs have a focus on preparing individuals for jobs in the healthcare industry?  If so, please describe.

Nursing Education Initiative (NEI): This multi-year grant is funded with Governor’s Discretionary dollars. In conjunction with the UC Chancellor’s Office, EDD awarded funding to four UC schools (UC-Davis, UCLA, UC-San Francisco, and UC-Irvine) to enroll master’s degree students in response to statewide need for increasing numbers of nurses.  Students will become bedside nurses, clinical specialists, primary caregivers, or faculty. The goal of the NEI is to increase the capacity of the State of California to provide healthcare to its population.

Can you give us a sense of how many people are served in your employment program? How many got jobs? 

We are working with our MIS unit to gather applicable data. 

**California Disability Employment Initiative 
Although none of the Pilot LWIAs have a specific focus on healthcare, several have participants who are in or have received healthcare-related trainings, and some participants are employed in a healthcare-related field. 
Golden Sierra
Signed up 13 participants interested in healthcare-related industries. Four of these participants are or have been in healthcare-related training. 

Los Angeles
Reported 19 DEI participants have been trained or are currently in healthcare OJT's and 21 participants have been placed in unsubsidized employment.

Madera 
Reported 11 DEI participants are interested in healthcare-related industries. Two participants have been placed in unsubsidized employment, and four have been or are in training in a healthcare-related field.

San Francisco
Reported three participants in healthcare-related training, and one participant have been placed in unsubsidized employment.

Verdugo
Currently has approximately eight participants interested in working in the health care industry. Three are interested in being CNAs and five are interested in clerical work in the health care industry. None have been placed in training or unsubsidized employment.

Since the DEI start-up the Program has enrolled 827 participants, and 151 participants have been placed in unsubsidized employment.

Department of Rehabilitation (DOR)

List your system’s Employment Programs 

The Department of Rehabilitation provides employment services through a variety of avenues. Employment services can be provided 

· Directly by a member of the Vocational Rehabilitation Service Delivery team (primarily the Employment Coordinator); 

· Through fee-for-service with a community rehabilitation program or a individual services provider. This includes supported employment services; 

· As part of a cooperative agreement through the Transition Partnership Program or Mental Health;

· From a partner as a comparable benefit such as the One-Stop or Veterans’ Administration.  

In addition, training can be provided by an employer through an on-the-job training (OJT), experience that leads to permanent employment or through an internship or work experience that prepares a consumer for permanent employment. 

Do any of your employment programs focus on the healthcare industry?


The Department of Rehabilitation partners with Transition Partnership Programs, the Department of Developmental Services, and Regional Centers in the provision of Project Search, which assists individuals with disabilities to gain skills in the healthcare industry. 

In addition, local Department of Rehabilitation offices can assist consumers to gain employment in the healthcare industry if this is the employment goal per the Individualized Plan for Employment.

How many people are served by your employment program? How many get jobs? 


The Department of Rehabilitation has approximately 110,000 open cases. Typically, the Department closes approximately 30,000 cases annually after an Individualized Plan for Employment has been written.  Of those closed with an Individualized Plan for Employment, roughly 50 percent are closed as rehabilitated. 

To meet the definition of rehabilitated, the individual must have been employed for at least 90 days, the employment outcome must match the Individualized Plan for Employment goal, and the employment outcome is satisfactory and the individual is performing well in the employment.

Department of Developmental Services (DDS)

Regional Centers are nonprofit private corporations that contract with the Department of Developmental Services to provide or coordinate services and supports for individuals with developmental disabilities. They have offices throughout California to provide a local resource to help find and access the many services available to individuals and their families.  Regional Centers contract with community vendors to provide the direct services.

Regional Centers help plan, access, coordinate and monitor the services and supports, including employment services that are needed because of a developmental disability. 

"Developmental disability" means a disability that originates before an individual attains age 18 years, continues, or can be expected to continue, indefinitely, and constitutes a substantial disability for that individual.   As of October 1, 2013, the Regional Center statewide caseload included 138,869 adults, 18 years of age and older.

List your system’s employment programs.

· Supported Employment Individual Placement Services: Regional Center vendors provide community-based services, on and off the job, with long term supports.

· Supported Employment Group Placement Services: Regional Center vendors provide on-the-job supports in a small group (3-8) setting.

· Work Activity Programs: These vendor programs provide work experience, work adjustment services and supportive habilitative services typically in a segregated site.

· Day Programs (pre-employment): These vendor programs provide part time pre-vocational services and limited work experience opportunities.

Do any of your employment programs have a focus on preparing individuals for jobs in the healthcare industry?  If so, please describe.

· Project Search programs (typically a partnership between DOR, Regional Center service providers and sometimes secondary schools) specifically partner with the healthcare industry to provide internship to employment paths for individuals with developmental disabilities.  

· Other employment preparation services generally target industries in the local area served by the provider and may include the healthcare industry if that is readily available.

Can you give us a sense of how many people are served in your employment program? How many got jobs? 

FY 11/12 data

Supported Employment Individual Placement: 
4,505

Supported Employment Group Placement: 
5,431

Work Activity Programs: 



10,292

Day Programs (pre-employment): 


56,617

Total:







76,845

Ideally if you can share statistics for general population and people with disabilities that would be helpful, but please just share what you have.


	 
	United States Working-Age
	California Working-Age

	General Population1
	75.4%
	72.1%

	People with any disabilities
	33.9%
	32.3%

	People with developmental disabilities
	22.8%2
	13.0%3

	**Please see footnotes for Working-Age

	1The data was supplied by Erickson William, Research Specialist of Cornell University, based on analysis of the US Census Bureau's 2010 American Community Survey (ACS) Public Use Micro Data Sample (PUMS).  The data reflects non-institutionalized working-age people (21-64) with disabilities who work full-time/full year in the United States.  The six types of disabilities included in the data are: sensory, physical, mental, self-care, go-outside-home, and employment.

	2The data is from National Population Statistics Table 2 (22.8%):  Employment Participation for Working-Age People (Ages 16 to 64), State Data:  The National Report on Employment Services and Outcomes 2011 published by the Institute for Community Inclusion, UMASS.  The data reflects individuals with cognitive disability employed in the United States.

	3The data is from Employment Development Department (EDD).  CA EDD Data (13%) reflects wages reported to EDD for the purpose of Unemployment Insurance reporting, a limitation of the data as some people have contract earnings that are unreported.


If you do not have hard numbers, please give us some sense of how many people with disabilities you are serving 

· Total Statewide Adult Caseload 138,869 as of October 1, 2013.
Anything else that is key to share related to the operation of your employment programs.

· DDS employment programs are provided to maintain employment after DOR closes an individual’s Vocational Rehabilitation Services case.

· DDS pre-vocational programs are provided to prepare individuals for referral to DOR for vocational rehabilitation services

· Regional Centers administer all employment and pre-vocational services and DOR referrals within their 21 catchment areas. 

Office of Statewide Health and Planning Department (OSHPD)

List your system’s employment programs

· OSHPD does not directly employ health professionals.  OSHPD’s Healthcare Workforce Development Division administers programs, services, and resources to develop, support and address California’s healthcare workforce through awareness, training and placement, financial incentives, systems redesign, as well as research and policy, including:

· Health Careers Training Program Mini-Grants 

· California’s Student and Resident Experiences and Rotations in Community Health (Cal-SEARCH) 

· California State Loan Repayment Program (SLRP) 

· Song-Brown Healthcare Workforce Training Program (Song-Brown)

· WET stipend programs and Psychiatric Residency Programs

· Additionally, the Health Professions Education Foundation (Foundation), the state’s only non-profit foundation, is housed in OSHPD.

Do any of your employment programs have a focus on preparing individuals for jobs in the healthcare industry?  If so, please describe.

· Health Careers Training Program Mini-Grants provide financial support to organizations focused on areas such as health academic preparation, community service programs, health career conferences and workshops, staff development, and hands-on experiences with health professionals in real and simulated healthcare settings.  These awards impact diversity in the health professions through exposing and encouraging economically/educationally and/or disadvantaged groups to pursue health careers.  

· California’s Student and Resident Experiences and Rotations in Community Health (Cal-SEARCH) increases recruitment and retention of culturally competent, community oriented health professionals in California’s community clinics and health centers by providing clinical training to students and residents.

· California State Loan Repayment Program (SLRP) recruits health providers in community health centers, county healthy systems, and other primary care safety-net providers in selected federally designated health professional shortage areas.

· Song-Brown Healthcare Workforce Training Program (Song-Brown) provides funding to residency, FNP/PA, PA mental health, and RN education programs. Funding is provided to institutions (not individuals) that provide clinical training and education in underserved areas and health care to the state’s underserved population.

· WET stipend programs for higher education supporting graduate students who plan to work in the public mental health system.

· WET Psychiatric Residency Programs ensure that psychiatric residents receive training in the County public mental health system.

· Health Professions Education Foundation (Foundation) provides scholarship, loan repayment and programs to students and graduates that practice in medically underserved communities.

Can you give us a sense of how many people are served in your employment program? How many got jobs? 

· Unknown.  Though, SLRP and Foundation participants are employed while completing their service obligation (as a result of their award).  

· In 2012, SLRP’s 22nd year, grants were awarded to 44 participants in 16 counties.

· To date the Foundation has awarded 5,394 awards totaling more than $47 million to students and recent graduates in 56 counties.

Ideally if you can share statistics for general population and people with disabilities that would be helpful, but please just share what you have.
· Unknown.  Data on people with disabilities is not collected at this time.

If you do not have hard numbers, please give us some sense of how many people with disabilities you are serving. 
· Unknown.  Data on people with disabilities is not collected at this time.

Veterans 

List your system’s employment programs.

There are several employment programs that exist for Veterans in my area (Modesto):

· CVOC

· Chapter 31-VocRehab

· Montgomery G.I. Bill

· Post  9/11 G.I. Bill

· Federal Incentives to Employers (Work Opportunity Credit)

· Swift Trucking (Free Training)

· CR England Trucking (Free Training)

· Chase Bank 

· Wal-Mart (Immediate hire for recently discharged veterans)

· Starbucks

· Alliance Worknet

· California Training Benefits

· Federal Contractors Program

· County Veterans Preference

· Tesla Motors (Immediate hire of Veterans)

Do any of your employment programs have a focus on preparing individuals for jobs in the healthcare industry?  

It is interesting to note that there are no programs in our area that focus on the healthcare field for veterans. 

Can you give us a sense of how many people are served in your employment program? How many got jobs? 

N/A


Anything else that is key to share related to the operation of your employment programs. 

Additional Information: 

Of the Top 10 Air force Occupations: Aerospace Medical Service is #6. 

Of the Top 10 Army Occupations: Healthcare Specialist is #4.

Of the Top 10 Navy Occupations: Hospital Corpsman is #1 

**Numbers above are based on an average of the rankings for active strength, guard/reserve strength, active separations, and guard/reserve separations

California Committee on Employment of People with Disabilities (CCEPD)

December 12, 2013

Item 9a-Tentative Proposed Meeting Calendar

	Fiscal Year 2013-14

	Month
	Full Committee
	Workgroups
	Committee

Leadership

	January 10 & 24

(Teleconference)
	
	
	X

	January 21, 2014

(Meeting with Secretaries, Sacramento)
	
	
	X

	February 7 & 21

(Teleconference)
	
	
	X

	February 2014 
	
	Increasing Employer Demand WG
	

	February 2014 
	
	Building The Pipeline WG
	

	March 7 & 21

(Teleconference)
	
	
	X

	*March 13, 2014 (Southern CA)
	X
	
	

	April 4 & 25

(Teleconference)
	
	
	X

	May 2, 16, 30

(Teleconference)
	
	
	X

	May 5 & 6, 2014

NCD Meeting

 (Bay Area)
	Optional
	
	

	May 7, 2014 (Bay Area)


	X
	
	

	*June 12, 2014 (Sacramento)
	X
	
	

	June 13 & 27

(Teleconference)
	
	
	X

	Additional Workgroup meetings to be determined (TBD)
	


Youth Leadership Forum (Sacramento, CA): July 21 - 25, 2014
*Dates are subject to change based on availability of Committee leadership. Members will receive adequate notice of date changes.

California Committee on Employment of People with Disabilities (CCEPD)

Item 9b-FY 2013 – 2014 Employment Indicators

Key
Red= Act Now

Yellow= Monitor

Green= Celebrate
	Indicators
	Target
	Required
	Current Trend/ Result (6/19/13)
	6-monthTrend/Result (12/19/13)
	1-year Trend/Result (6/19/14)
	Status

	State
	No data
	No data
	No data
	No data
	No data
	No data

	CA Labor Force Participation Rate - Parity
	68.4%
	47.6% (1,332,800)
	20.8% (588,500)
	20.8% (588,500)
	No data
	Act Now

	CA Labor Force Participation Rate - CCEPD
	21.3%
	0.5%
	20.8% (588,500)
	20.8% (588,500)
	No data
	Act Now

	California National Ranking
	25
	?
	51
	51
	No data
	Act Now

	% of State Civil Service Workforce - Parity
	16% (34,602)
	5.8% (12,543)
	10.4% (21, 479)
	10.3% (21,349)
	No data
	Act Now

	% of State Civil Service Workforce - CCEPD
	13.3% (29,762)
	3.1% (7,703)
	10.4% (21,479)
	10.3 % (21,349)
	No data
	Act Now

	% of YLF Alumni Employed
	No data
	No data
	No data
	26.9%
	No data
	Monitor

	% using work incentives (Federal-SSI)


	No data
	No data
	No data
	4.1% (38,900)
	No data
	Monitor

	% using Section 1619(a) (Federal-SSI)
	No data
	No data
	No data
	5.4% (2,107)
	No data
	Monitor

	% using Section 1619(b) (Federal-SSI)
	No data
	No data
	No data
	20.8% (8,094)
	No data
	Monitor

	% other blind & disabled who work (Federal-SSI)
	No data
	No data
	No data
	73.7% (28,699)
	No data
	Monitor

	% using PASS (Federal-SSI)
	No data
	No data
	No data
	0.5% (195)
	No data
	Monitor

	% using IRWE
	No data
	No data
	No data
	0.4% (159)
	No data
	Monitor

	% using BWE
	No data
	No data
	No data
	0.5% (204)
	No data
	Monitor

	# workers (Federal-SSDI)
	No data
	No data
	No data
	690,007
	No data
	Monitor

	% benefits withheld because of substantial work (Federal-SSDI)
	No data
	No data
	No data
	0.4% (2,931)
	No data
	Monitor

	% workers terminated because successful return to work (Federal-SSDI)
	No data
	No data
	No data
	0.6% (4,140)
	No data
	Monitor

	% using work incentives (State)
	No data
	No data
	7,976 (MWD)
	8,150 (MWD)
	No data
	Monitor

	# Diverted From Benefits Due to ACA
	No data
	No data
	No data
	Unknown
	No data
	Monitor

	# DFEH Complaints (disability-related)
	No data
	No data
	No data
	67.8% (13,452)
	No data
	Monitor

	Committee Specific


	No data
	No data
	No data
	No data
	No data
	No data

	% in the health care industry in CA
	*Defined growth per/year
	No data
	No data
	3.7%
	No data
	Monitor

	% in health care partner
	*Defined growth per/year
	No data
	No data
	Unknown
	No data
	Monitor

	% of state workers with disabilities in classifications
	No data
	No data
	10.4% (21,479)
	10.3% (21,349)
	No data
	Act Now

	% of YLF Alumni in academic/career/leadership
	25% (269)
	No data
	No data
	68.8%
	No data
	Celebrate

	% of California Youth Leadership Fund for ywd
	$250,000
	$250,000
	21% ($52,000)
	21% ($52,000)
	No data
	Monitor

	National
	No data
	No data
	No data
	No data
	No data
	No data

	HELP Committee Goal
	1,000,000 by 2015
	20,000 per state
	Unknown
	Unknown
	No data
	Monitor

	National Labor Force Participation Rate
	No data
	No data
	32%
	26.9%
	No data
	Act Now

	National Youth Employment Rate (ages 16-19)


	No data
	No data
	14.4%
	10.9%
	No data
	Monitor

	National Youth Employment Rate (ages 20-24)
	No data
	No data
	33.2%
	33.9%
	No data
	Monitor

	International
	No data
	No data
	No data
	No data
	No data
	No data

	CRPD goals to watch?
	No data
	No data
	No data
	No data
	No data
	No data


� Braiding is defined as the leveraging of multiple funding streams for the support of both a single individual's and group of individuals employment goals.
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