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SESSION NOTES:
Committee Objective
The purpose of the VRS Community Rehabilitation Program Advisory Committee is to provide strategic advice and consultation to DEED/VRS on topics and issues affecting the mutual provision of DEED/VRS and CRP/LUV services to Minnesotans with disabilities. Our efforts to understand issues and to work collaboratively will build and nurture the capacity of Minnesota’s rehabilitation community to advance the employment, independent living and community integration of Minnesotans with disabilities.
Specifically, the VRS Community Rehabilitation Program Advisory Committee will:
· Represent the perspectives and interests of CRP/LUVs in advancing rehabilitation and employment issues while fostering dialogue and engagement on critical issues throughout the greater rehabilitation community
· Promote innovative service practices to accelerate the adoption of best practices at a systems level that fosters equitable access to quality services on a statewide basis
· Provide strategic level advice and consultation to DEED/VRS on matters affecting CRP/LUVs
· Identify key topics and issues affecting CRP/LUVs and DEED/VRS
· Consider input from subject matter experts in issues affecting economic development, state demographics / population trends, and promising practices 
· Engage in active reflection, spirited discussion and strategic dialogue on critical topics affecting CRP/LUVs and DEED/VRS services to persons with disabilities in Minnesota
· Provide a forum for the review and discussion of critical VRS and CRP service delivery topics including, but not limited to: current service delivery practices; new and emerging service needs; identifying best practices; and the consideration of statewide service needs and resources
2016 Community Partner Members (listed alphabetically): Lena Balk, Wendy DeVore, Kelly Dilger, Lisa Guetzkow, Jeremy Gurney, Josh Howie, Lisa Parteh, Andrea Pearson, Julie Peterschick, Robert Reedy and Lynn Vincent
VRS Members: Jay Hancock, Roland Root, Lori Thorpe, Dee Torgerson 
Sponsor: Kim Peck, VRS Director
Co-leaders: Chris McVey and Jan Thompson
Facilitator: Holly Johnson
2016 Schedule: Jan 22, Feb 26, Apr 22, May 20, Sep 23, Oct 28, and Dec 2. 
January 22, 2016 Session Objectives:
· Welcome and introduction of our new 2016-2018 advisory committee members 
· Review/overview of the current 2015 VRS CRP Advisory Committee charter in preparation for 2016 charter development and adoption. 
· Provide a conduit for sharing relevant, important and timely updates and information for the benefit of vocational rehabilitation community and consumers.
· Provide an overview of a new Olmstead Plan requirement regarding cultural competency within Minnesota's Vocational Rehabilitation community. 
· Discussion on CRP/LUV perspectives on aspects of cultural competency. 
January 22, 2016 Attendees (listed alphabetically): Lena Balk, Wendy DeVore (afternoon), Kelly Dilger, Lisa Guetzkow, Jeremy Gurney, Jay Hancock, Josh Howie, Chris McVey, Lisa Parteh, Kim Peck, Andrea Pearson, Robert Reedy, Jan Thompson, Lori Thorpe and Lynn Vincent 
Not in attendance: Julie Peterschick
Facilitator: Holly Johnson
Agenda Topics:
1. Welcome / Overview 
2. Charting Our Advisory Committee's Course for 2016
3. Vocational Rehabilitation Community Updates 
4. Minnesota Olmstead Plan: New Cultural Competency Requirements for the Vocational Rehabilitation Community
5. Advisory Dialogue: Building Cultural Competency in VR
	Adjourn @ 3pm
Meeting Highlights: 
· The Advisory Committee reviewed the potential strategic topics proposed by the 2015 outgoing committee for consideration for 2016 planning purposes.
· The committee had an in-depth discussion on the new cultural competency requirements for the VR Community and the broad range of issues and opportunities associated with fulfilling the spirit and letter of the requirements. 
Next Steps:
· Preparation of Key Messages for Distribution to CRP/LUV partners: The facilitator will work with the Committee leaders to develop key messages from today’s meeting for distribution to the entire distribution list of CRP/LUV partners on the GovDelivery list within one week of the meeting. To verify/add your email to this list please contact Marlys Staples at marlys.staples@state.mn.us 
· Document Session Notes: The facilitator will document the complete session notes, including the Key Messages, for VRS Co-leadership review and approval for distribution to key audiences including the CRP Advisory Committee, VRS, and CRP/LUV partners.
· Next Meeting: Will be hosted at the VRS Fairview St Paul Office on Friday, February 26th
Welcome and Opening
The facilitator opened with brief overview of the plan for the morning session. 
Chris McVey and Jan Thompson introduced the new members selected for the 2016-2018 appointments as follows: 
· Metro Representatives Lena Balk (Minnesota Resource Center) and Andrea Pearson (Opportunity Partners)
· Northern Representative Julie Peterschick (second term / Productive Alternatives, Inc.)
· South/Central Representative Lisa Parteh (Functional Industries, Inc.)
· VRS Regional Managers Dee Torgerson (Metro) and Roland Root (Northern) will be joining Jay Hancock (South/Central) on the Advisory Committee 
Charting Our Advisory Committee's Course for 2016
VRS CRP Advisory Committee reviewed the components of the approved 2015 committee charter in preparation for updating for 2016. 
The committee also reviewed and briefly discussed the following slate of proposed strategic topics developed at the yearend 2015 review meeting: 
· Employers… 
· How can we get businesses to invest more in work opportunities? 
· How do we get to the right people in the businesses that will be receptive to look at matching people to business needs?
· Systems look at the placement partnerships network… 
· Revisit since the formation timing during the great recession to what is now an era of low unemployment
· Strategies for employers to invest in training people for higher level skilled jobs
· WIOA - Workforce Innovation and Opportunity Act
· Counties and role of the counties… 
· What’s changing there and what does it mean for VRS?
· Does that affect the composition of this advisory? 
· Department of Human Services (DHS) and Department of Education (DOE) connections… Waivers funding decisions vary greatly by county (DDS and Adult Mental Health Services) 
· Increasing resiliency for the community as part of transformation… Trying to bring more positive aspects forward while supporting through challenges
· Accreditation options… 
· Accreditation requirements have been the basis for many years; time to revisit the impact/tradeoff of investment for assessment versus value to provider organization/VRS. 
· Differences for CRPs/LUVs. Looking at lessons from Ohio’s Way to Work that created more standard accreditation/less burdensome for providers and multiple funders. 
· Acknowledging that we must have standards… what is the best way? 
Vocational Rehabilitation Community Updates 
VRS updates
Kim Peck, VRS State Director 
· The Star Tribune series by journalist Chris Serres has captured the Governor's attention regarding quality of life for Minnesotans with disabilities. There has been a call for meetings to develop more strategies for accelerating the Olmstead Plan without any additional resources. Both the Governor and Lt. Governor will be appearing at Community Dialogues around the state to discuss the Olmstead Plan implementation connected whenever possible to real examples e.g. Mayo launch of a Project Search. Additional ideas for positive influence are being discussed such as Governor Meetings with employers to increase disabilities hiring. 
· RSA sent out an email yesterday announcing that the final WIOA regulations have been pushed out further from April to June 2016. 
· We are continuing our Department of Employment and Economic Development (DEED) and VRS focus and commitment to keep VR service Category One open if at all possible given increasing financial constraints.
· WIOA specifies that Pre-employment Transition Services (PETS) Mandatory partners, which include Title I, increase work together on their efforts for youth with disabilities. VRS has approached the Title I Youth Program to tap their infrastructure for transition youth services in three pilot locations Anoka (25 youth, 12 week internship) Northwest MN (12 youth, 6 week internship) and Southwest (12 youth, 6 week internship) to test the concepts before expanding statewide. Each pilot will have custom variables unique to the location situation. We are finalizing the master contract for DEED to launch these pilots. 
· The pilot will include approximately $1,900 per student in paid internships with community employers and is designed to cover the cost of working with the employer and providing a limited amount of job supports. The employer of record will be the Title 1 Partner. The Title 1 partner will tap their existing employer relationships to identify internship sites. Planning for the third pilot in the southwest will be initiated in the near future. Where there are additional supports needed, VRS will be looking to activate local providers. 
· The pilots are another approach to living more fully into the original intention of WIOA’s predecessor WIA (Workforce Innovation Act) that places an increased expectation for co-enrollment in programs to increase work experiences for students. Given significant resource constraints, the pilots provide a way to test ways to expand the base and infrastructure in other parts of the system to increase the capacity to serve more people with disabilities. Consistent with PETS, it also offers another way to increase the number of working experiences for youth with disabilities. 
· VRS is excited about a new level of engagement with Minneapolis Public Schools in T Plus (Transition Program). While the district has not been receptive to working with VRS previously, new district staff have opened the door to working together. This expands the range of services for transition youth to complement work already being done by Goodwill Easter Seals They will be directly contracting with district. VRS is working on a contract for collaborative work with the district and will be piloting the new working relationship with a projected start date of spring 2016. 
Jan Thompson, VRS Field Director
· There are 884 employment outcomes so far this Federal fiscal year (FFY). We have 913 individuals in employment and receiving services which will not be closed until they have been stable employment for at least 90 days. The average wage is $12.12 hour which is higher than minimum wage however we are not satisfied and always working toward the best wages possible. Low wage was $7.25/hour and the high wage was $91.43/hour. Jan noted an instance where an individual who finished further education is now working as a therapist and earning $75/hour. There are 733 individuals on the waiting list with three of four service categories still closed due to lack of funding. 204 of those individuals are transition youth. We have 2,055 individuals in plan development and 1,051 that have finalized plans. 
· The new WIOA common performance measures will include job retention, credential attainment, and demonstrated skill attainment. These new measures are heavily influenced by the Department of Labor. We'll need help from the provider community to pay attention and secure the documentation to meet these requirements.
Chris McVey, VRS Strategic Initiatives and Partnerships
· Chris provided an update on the SGA (Substantial Gainful Activity) Project funded by RSA. SSA data indicates that only 9% of people on benefits ever go above SGA once they receive SSDI benefits. SSDI is highly correlated with poverty level existence. The SGA project is a target effort with an objective of increasing this number to 20% of SSDI recipients in Minnesota going above SGA. 
· The pilot project concept is designed to assist with that objective and is based on a research model developed by University of Massachusetts Institute on Community Inclusion. Minnesota and Kentucky pilots have launched. 
· Key to the pilot model is the addition of a financial planning specialist and a placement professional to the front end of planning. Each team member both individually and collectively provide rapid pacing, engagement and relevant, timely information to support the individual in making the best decision for them regarding their employment goal. 
· The process begins with an application for VR services with the counselor and the SSDI client. The pacing is indeed rapid. Eligibility and order of selection process within 3 days of application, first coordinated team meeting of VRS Counselor, Placement Professional, Financial Specialist and individual is within 7 days of application. An Employment Plan developed on or before 30 days from application. 
· Clients participating in the pilot treatment teams are expressing high levels of satisfaction in their experience and appreciate the financial benefits and planning support. Both clients and counselors are seeing the benefit of adding financial expertise and information to the team. 
· The SGA Project is designed to run for 12 months and the early data indicates that very few people are dropping out. In addition, many of the individuals in the pilot treatment teams are choosing some type of training and education to assist with their employment goals. 
· So far, we believe we are seeing real benefit from utilizing an approach focused on rapid engagement and ongoing engagement with no more than a week between engagement interactions throughout the process. 
Jay Hancock, VRS South/Central Regional Manager
· Jay provided an update on the Way to Work Project, a VRS pilot with Dakota County and ProAct that began in late October 2015. The pilot concept is based on a project in Ohio that was presented at the national level of VR leaders that Kim Peck brought back to the Minnesota VR program to explore piloting here. VRS Specialist Abbie Wells-Herzog is coordinating this project. 
· The Minnesota pilot entails two VRS counselors embedded at ProAct working with their 400+ in house DTH consumers. So far, the counselors have met with 43 consumers which has involved coordination with 38 different county case managers! We are experiencing the full gamut of reactions by individuals and their family/guardians/other support to the pilot. 
· As part of the pilot, all staff have participated in Person-Centered Thinking training and will also be participating in the next level of training on Person-Centered Planning. 
· A challenge we are encountering is the wide variation of interpretations of waivers. We are also learning more about how to work in collaboration with PCAs and other supports. 
· We are hopeful that Dakota County will support this pilot with increased funding for additional work of this type. We also have the Department of Human Services (DHS) at the table and are hopeful that it will inspire some standardized waivers approaches and interpretations. 
· We are early in the project and will continue to bring updates to share what we're learning. It reinforces our reality of the numerous variables and complexity of the range of people we serve in the VR program. 
CRP updates:
· Lynn Vincent, Courage Kenny is adjusting to new electronic software, EPIC - hospital based software, which being redesigned to meet social services work as it differs from medical practice requirements. Not everything will go electronic as we will still need some signature forms so Courage Kenny will continue to have paper files hopefully just not as thick! We are also meeting with businesses and enjoying hearing more about what they need. We’re evaluating which assistive technologies, such as like Dragon, are working for the people we serve. 
· Andrea Pearson, Opportunity Partners is ramping up our DISCOVERY Program. OP is also working on Client Payroll and Time & Attendance systems as part of Care Director. Lutheran Social Services is taking over three of our Group Homes in Elk River. The changes will affect about 30 staff and 15 individuals. As part of restructuring our day services, we are looking closely at the service coordinator role and trying to streamline the number of staff who can deliver the full gamut of services. We have also introduced Fasttrack which a new process for people who are on our work floor. 
· Jeremy Gurney, Opportunity Services In 2016, OS plans to focus on ramping up the Ticket to Work program. At the end of 2015, payments and progress was starting to move forward again. We're adding a position to manage and grow the Ticket to Work program. OS was chosen to be the job placement coordinator for the Fairview St Paul VRS Office and we are excited to begin work. 
· Lisa Guetzkow, Goodwill Easter Seals is preparing for our CARF audit in three weeks. We have robust processes for preparations underway. It will be a large review for us because it will be statewide with six surveyors. Lisa is working intensely with the leader who leads the accreditation work. Goodwill Easter Seals has received IPS Expansion funding in southern Minnesota. We are also taking part in a study to explore data culture and usage. Our EDS services are under review to identify where we're 'leaking' people from our process from EDS to job search. Our retail skills program with Target has ended. We've expanded the pilot with Macy's to other retailers which will include both entry level positions and career laddering opportunities. Contracts are being finalized. 
· Kelly Dilger, Options Inc. Happy to announce that our first year hire has worked with a number of folks who are past 90 days post closure. We've purchased two vehicles due to mileage increases.
· Lena Balk, Minnesota Resource Center is working with the Minnesota Organization for Fetal Alcohol Syndrome (MOFAST) as part of a new grant for project targeting Transition Youth with employment services and team support. We'll be reaching out to the schools and transition counselors. We've also been connected to Minneapolis Transition Plus. We have finalized our DEED contract for our career education programs for wide range including manufacturing and medical. Our goal is to reach out to those on the waitlist with career education opportunities. The effort has allowed us to enhance our navigation services and the way we work with our instructors and VR counselors. 
· Lisa Parteh, Functional Industries, Inc. is finishing a large project that will help some of our individuals move from homeless into our offices. Our Director of Mental Health has been leading IPS with a new team due to full team turnover attributable to various reasons. Taking what we’ve learned from IPS processes into our center-based work.
· Wendy DeVore, Career Venture Inc. continues to work through significant changes. Over the break, Wendy re-evaluated her vocational interests and has made some changes. She is working on a Master’s degree at WI-Stout to help students in transition with deaf and blindness challenges. 
· Josh Howie, TrilliumWorks! has added a few new placement staff for VR to meet the numbers that we're seeing. We are also doing more work with Cloquet. Trillium Works will be on master contract for placement services with SSB for the first time ever. CARF will be here in April. Sunny Peterson is on staff and is currently working on placement with two consumers and job coaching another. 
· Robert Reedy, RISE received one of the IPS Expansion grants in Hennepin County which will add three FTEs for IPS services. We’re super excited about the growth of this program however we’re still trying to figure out how to add three people. We’re also working on the MEC expansion. Our ERP update is continuing to require a lot of time as we ramp up the various components including accounting, HR, etc. 
Minnesota Olmstead Plan: New Cultural Competency Requirements for the Vocational Rehabilitation Community
The final Minnesota Olmstead Plan was approved in September 2015. At the same time, a final Work Plan was also submitted to the Courts with copies sent to state agencies. Upon review of the final Work Plan, VRS learned that additional items had been inserted into the employment as well as other sections of the overall Work Plan. These changes were made in meeting of the Executive Committee of the Olmstead Subcabinet shortly before the document was delivered to the Court. State agency staff did not know about the additional language that had not been a part of earlier drafts of the Work Plan. These additional items are the basis for today's conversation. 
Under Work Plan strategy #5, there was an addition to WIOA 7.A specifically calling for efforts “to recruit and develop more racially and ethnically diverse service providers”. VRS is required to track and report outcomes as part of ongoing Olmstead Work Plan progress reports. Reporting is done on an 'On track' or 'Off track' basis with reasons provided for any items noted as ‘Off track’ along with a description of the planned remedy given to the Olmstead Subcabinet. With the unanticipated requirement in effect, VRS was obligated to list this item as “Off track” with a request for clarifying information from the Olmstead Implementation Office and the Subcabinet. 
Kim and David Sherwood-Gabrielson developed a plan for meeting the Olmstead Work Plan requirement for racial and ethnic diversity in our work with providers by (1) utilizing the CARF accreditation standard on implementation of cultural competency and diversity plans; and (2) the review of professional and technical contracts that expire in June of 2017. For the first reporting cycle, we have provided reference to this CARF requirement with our CRPs. 
Given this Olmstead requirement, we wish to engage the provider community in creating a deeper understanding of the requirement’s implications for the work we all do in service to Minnesotans with disabilities.
Advisory Dialogue: Building Cultural Competency in VR
Kim Peck began the session by providing the following Advisory Dialogue Objectives:
1. To understand the intentions and challenges associated with this new Olmstead requirement so that we can develop appropriate strategies for addressing the requirement on a more consistent basis in Minnesota. This requirement is aligned with the Governor's overall priority on addressing racial disparities. 
2. To better understand what providers are experiencing as it relates to recruiting more racially and ethnically diverse individuals throughout the state. We hear that some providers are really struggling to fill open positions and may or may not be able to recruit staff with the broadest skill set in cultural competencies. 
3. To gather provider perspectives on how well the CARF accreditation meets their requirements and how well it serves VRS funded programs. Kim noted that Limited Use Vendors (LUVs) that are not subject to CARF accreditation requirements provide services within the limits of specified funding caps in an effort to help foster the development of providers to address unmet needs in unserved and underserved areas in Minnesota. 
4. To explore potential implications for the next round of VRS Professional and Technical contracts. Current contracts will expire in June of 2017. Kim notes that while it would be difficult to completely transform our contracts; VRS would like a better understanding of the provider’s experience with cultural competency work and other CARF requirements. As noted earlier, at the 2015 year end meeting of the CRP Advisory Committee, a strategic topic proposed relates to the value and experience with the CARF accreditation for VR services in Minnesota. Today’s advisory conversation will begin with the cultural competence standards and how services could be delivered in a way that demonstrates cultural competence.
David Sherwood-Gabrielson, DEED Olmstead Plan Implementation Director, distributed copies of pages 31-35 of the 2015 Employment and Community Services Standards Manual, section titled 'Assess the Environment'. He noted that the references to the racial and ethnic diversity were added throughout the Olmstead Work Plan. The reporting on these matters is to the Olmstead Implementation Office subject to review of the federal court. 
Kelly Dilger inquired about the expectations for LUVs given the new VRS requirement for cultural competence. David said that he believes their cultural competence will most likely continue to be tied to their Affirmative Action Plan requirements since CARF accreditation requirements do so not pertain to LUVs. 
Lisa Parteh noted that as a CARF certifier, she can see the difference between those CRPs who “live and breathe” the CARF standards as contrasted with those organizations who “cram for the test” for the three year certification. She added that CARF offers great training on cultural competency. At Functional Industries, they train individuals on the wide range of diversity including gender, generations, and disabilities so that it encompasses much more than just racial and ethnic diversity (which are also included in the training). 
Traditionally, people in vocational rehabilitation graduate programs tend to be female and Caucasian and do not reflect much diversity. This adds to the current challenges of recruiting a more diverse VR staff. Regardless, we must develop a plan to satisfy the court that services are being delivered in a manner that is culturally competence. 
Advisory Responses to the Focus Questions as it relates to building Cultural Competence within VR service providers:
· What are you seeing/doing when it comes to building cultural competency within your organization? What are you seeing in other organizations?
· In some areas of the state (greater Minnesota for the most part), we're lucky to get Caucasians applying for our jobs. Racially diverse individuals are a very small percentage of the population. 
· Wendy noted that from her experience with working with the deaf/blind community for many years, they challenge the assumption that someone with the same disability is always the most effective in serving members of a specific disability population. She said that does not always hold true in deaf/blind population and was also the case in her earlier law enforcement experience e.g. tribe, clan differences. She emphasized that she believes having diverse individuals on staff is valuable but cautioned not to assume that “same serves same” is always the most effective approach.
· Lisa shared that their organization uses a multiple strategies approach when it comes to recruiting and that from a reporting standpoint, it would be a good idea to develop a more unified approach for the VR community to build cultural competence. She shared that when their staff look at consumer surveys, they hear that 'staff do not reflect me' so we are looking at factors such as age and race as part of our benchmarking study. 
· Josh noted that at his organization, staff includes an individual who signs and an individual of African American descent. He believes both of those attributes increases referrals. At their offices, people of color tend to like to work with people of color. Josh emphasized that while he hired both people because they are “great people period” that their abilities to sign and racial backgrounds are invaluable assets that came with them. Looking at the cultural competency requirements, he added that they do not reach the standards because of hiring but because of our staff/training. 
· Jeremy stated that CARF as a compliance standard frequently lags behind emerging/best practices however to receive funding they must be met. At almost $50,000, the accreditation cost to maintain the compliance is high. Our mission, vision, values are what lead us and then we have to figure out if what we've developed will meet CARF. 
· Jan spoke of VRS’ focus on internal Case Review processes for counselors to help ensure quality. She asked about the connection to both Person-Centered Thinking and Person-Centered Planning and Kelly said that cultural competency is supported by the range of Person Centered Practices. 
· Lisa said that CARF processes give organizations an opportunity to see what all is going on and share that with the larger community. She also noted that CARF actively taps their surveyors to help identify what goes into their published best practices. 
· What are the current needs/gaps you are seeing? Anticipating in the future?
· Outside the metro, the populations we serve are more diverse than our staff. We are using training to better understand and serve individuals.
· For reporting standards, whatever we develop must be flexible to adjust to the wide range of geographic variation on diversity dimensions.
· To what extent do the CARF accreditation requirements assist VR service providers in developing cultural competence?
· Even without the CARF requirement, we would be trying to expand our staff skills. For example, we are always trying to best discern is this an issue based on culture or the disability or both? 
· Aside from reporting, we believe developing cultural competence is the right thing to do.
· During past CARF accreditations, we've used it as a way to think about better ways to develop our staff.
· CARF standards are about service delivery. For us it is part of both new employee orientation and part of consumers training. We consider it part of being 'well rounded'.
· We have three CARF surveyors on our team and the standards are what we aspire to. Even if this is a little undefined, we can help create movement through CARF rules and it provides a framework to work within. The standards do not tell us how to do it. CARF never leads or innovates however they do promote good standards/tried and true practices. 
· Diversity as an important hiring consideration. Our consumers are very aware of the composition of the staff around them.
· We have added cultural competency to our agency staff development plan. We have had to offer translation services with some of our programs (transit and detox) and that has been an issue in our rural area so we have looked at online services for this. They offer a phone line that you can call to translate. We also incorporated a question in our staff survey so we can measure how we are doing in this area. We have had at least one referral who was Spanish speaking to our DT&H and that was a concern for safety issues- it would be helpful if we had someone on staff that could translate.
· The CARF accreditation forced us to create a cultural competency plan so that was a good springboard but it's just on paper- meaning it's only as good as those who read it. 
· I watched a movie awhile back called "The Good Lie" about the genocide in Africa and some children that walked across the desert 1000 miles or so to safety. They eventually ended up in the US working with a job counselor (much like our rehab counselor or placement staff) and the process that unfolds is eye opening in terms of the importance of cultural awareness in the services we provide.
· When we first went after CARF accreditation, as a small organization, it gave us a lot of good information to help us get started. Where we've struggled as a small and specialized organization is that CARF sent 2 surveyors for 20 customers and 3 staff and it was very expensive to find a surveyor who could meet with our participants. Within the first few minutes became apparent that the surveyor could not sign however it is awkward to convey to a certifying entity that their surveyor is not qualified. The second time around, CARF sent a certified interpreter and both surveyors were good and challenged us to the next level. The cost for smaller agencies is prohibitive. Currently, if we want to stay in the game, we have to pay. It would be helpful to have a sliding fee scale based on the size of the organization. 
· The Department of Human Services’ 245D provides our organization with a lot of the framework, forms, training and auditing - much more helpful than CARF and it’s free. 
· CARF standards are developed by members survey/peers.
· Cultural Competency requirements for CARF require documentation by providers. 
· What strategies hold the most promise for ensuring quality and developing greater diversity in Minnesota's vocational rehabilitation workforce? 
· Wisconsin does not use CARF. They count on their 'RAMS' to work with the local level to determine if services rise to the level of quality for funding. The state has created their own process that providers must go through.
· DEED State Services for the Blind (SSB) does not require CARF accreditation. SSB outlines the basis for what you must provide and they come in and perform their own audits. 
· VRS is fully committed to the highest quality services. What is the best way to achieve and ensure quality? How can we create a quality system that is as welcoming and inclusive as it can possibly be?
· We look to CARF for guidance. We do not look to CARF for innovation.
· As CARF surveyors, we see and learn a lot from interacting with providers. A good surveyor can provide valuable consultative assistance. 
· We cannot change our staff overnight. We're hearing that providers are providing good cultural competency training and we’d welcome recommendations and access to excellent training and support to enhance our own cultural competency efforts.
· With the incredible range of cultural and diversity, there is no way to achieve 100% of everything. The essential driving spirit is to be sensitive and aware of the broad aspects of considerations and continue to learn and improve. 
· When it comes to CARF, a valuable part of the visit is the list of recommendations based on their ~1,100 standards. Many states operate with CARF. In Canada, there are two options for certification entities. 
As the time for advisory dialogue came to a close, David Sherwood-Gabrielson reiterated the importance of increasing racial and ethnic recruiting in line with the Governor’s priorities and Olmstead Work plan requirements. He noted that cultural competency is the umbrella for the broad range of diversity that includes many facets in addition to race and ethnicity. He encouraged the CRP Advisory Committee to continue to do whatever they can do to set the stage for an intelligent inquiry. He reinforced the importance of what we can accomplish in this area. 
Next Steps for building cultural competency in VR: 
1. Setting the stage for intelligent inquiry How broad is the question of diversity and inclusiveness? Sometimes disabilities are not included in disparities studies. When disabilities are considered, it brings added depth to the disparities associated with race alone. When combined, the average disparities for individuals of some race populations who also have disabilities are even deeper. There is more education to be done to create awareness and understanding of the combined impact of multiple cultural considerations.
2. Implications for the next round of CRP and LUV quality assurance in the contractual process With the current contract expiring in June 2016, VRS is reviewing the role of CARF and what will best serve the community in developing and delivering high quality, cost effective services for individuals served through VR funded programs. How can VRS be the 'rising tide' to lift all boats?
3. Building our collective cultural competence Can the CRP Advisory Committee serve as a community of practice to develop and share an approach for building cultural competence? What other dimensions and location specific information are we still missing?
Key Messages for the Greater Vocational Rehabilitation Community: 
· As the VRS CRP Advisory Committee begins its sixth year in 2016... 
· We anticipate continuing transformation work related to the Workforce Innovation and Opportunity Act (WIOA) and the Minnesota Olmstead Plan;
· We also reviewed the potential strategic topics generated during the December 2015 meeting; and
· We will develop the list of strategic topics for our 2016 meetings as part of our February meeting. 
· As of January 21, 2016, the Department of Education announced that the WIOA final regulations which were originally scheduled to be published in January 2016 have been further delayed and are now forecast for June 2016. The state plan deadline of March 3, 2016 has been extended by a month.
· VRS is working closely with the greater rehabilitation community to continue to keep Category 1 open and implement the new WIOA requirements. 
· VRS provided an overview of the new WIOA Title One Youth Pilot Partnerships that will be conducted, one in each of the three regions. The pilots are designed to comply with WIOA regulations focused on providing work based experiences for youth. Planning is underway and the first pilot is anticipated to begin in March 2016. 
· VRS also provided updates on the SGA (Substantial Gainful Activity) Pilot and the Way to Work Pilot (VRS, ProAct and Dakota County).
· As part of Minnesota's approved Olmstead Work Plan requirement listed below, the VRS CRP Advisory Committee held a conversation on cultural competence. 
· "Key Activity 5.A.7 During the expansion of VR employment services efforts will be made to recruit and develop more racially and ethnically diverse service providers." 
· As part of the conversation on cultural competence, the committee reviewed the current CARF standard regarding the implementation of cultural competency and diversity planning. CARF provides a standards framework for multiple dimensions of community rehabilitation providers’ practices. Providers shared their experiences with surveying and standards used within their organizations. 
· The committee discussed the effectiveness of the CARF accreditation process as a means to measure quality as well as provider organizational effectiveness. The committee also contrasted the challenges versus the benefits of going through the CARF accreditation process. 
· With current VRS contracts expiring in 2017, VRS will begin reviewing the minimum requirements for VRS contracts going forward in preparation for the next cycle of contract development. As the steward of federal and state funding for Minnesota's vocational rehabilitation services, VRS has the responsibility to review the structure and content of contracts to help drive and ensure quality in service delivery. 
· Key observations and insights offered by the VRS CRP Advisory Committee during their cultural competency conversation include:
· Achieving cultural competency where service providers more closely reflect the communities we serve is a multi-layer activity. 
· The committee emphasized that the high priority on cultural competence goes beyond hiring... cultural competence includes ongoing staff training that increases the understanding, appreciation and value recognized in the differences across a broad spectrum of dimensions that includes race, gender, generational differences, sexual orientation, ethnicity, cultural and socioeconomic factors. Cultural competency encompasses a much broader universe than just racial and ethnic diversity. 
· Members agreed that diversity and competence are both important hiring considerations. Current factors including low unemployment in most of the state as well as competition for qualified workers means that many providers are having a difficult time filling vacant positions. 
· The challenges of hiring qualified staff representing diversity can vary greatly depending on location within the state. Demographically, the metropolitan area has greater numbers and percentages of diversity than much of greater Minnesota. 
· We have more to learn about how culture is connected and interacts with disabilities in the work we do with individuals. 
· As a statewide community, we are committed to further collaboration on how vocational rehabilitation providers can create culturally competent environments in our service locations that are more reflective of the diversity of the local communities we serve across Minnesota.
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