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>> DEBRITTANY MITCHELL:  Good afternoon, everyone.  Welcome to today's webinar that is an informational webinar on the scale of progressive employment project.

We have a full agenda today.  I would like to go over some of today's objectives.  The first part of the objective is an overview of the progressive employment model by Kelly.  We will have an introduction to the scallop and participation opportunities and that part will be presented by Julisa Cully at ICI.

Last, but not least we will have a state VR agency panel featuring our agencies that have implemented PE and worked with us for a number of years.  That will be facilitated by Linda Mock at ICI, Nathan Piper, Libby Stone‑Sterling from Maine VR, Angel Hale from Oregon Commission for the Blind and Janet Drudik from the Nebraska VR.

Before we move on, I would like to say this webinar is being broadcast on the Zoom platform.  It is also being recorded and live closed captioned.  Should you encounter any technical difficulties, please feel free to send me a message in the chat box directly.  This is DeBrittany Mitchell speaking.  Speaking of the chat box, you will use the chat box to ask questions or make comments about the presentation.  We will have someone monitoring the chat box that will pose your questions verbally to the panelists or to any of us who are presenting at today's webinar.

>> KELLY HAINES:  I thought I would offer a timeline of the progressive model development from my perspective as a way to set the stage for today's discussion and to describe where progressive employment started and how it got to where we are today.  The timeline that I am showing here begins in 2009 where progressive employment emerged in Vermont division of vocational rehabilitation and the time following the recession or the VR agency was looking for a strategy to meet the needs of businesses in the state while also serving VR clients because they were really thinking about targeting individuals with a wide range of disabilities, but also other significant barriers to employment.

This includes things such as little to no work history or individuals who have a corrections background, substance abuse or other mental health issues.  Vermont VR was developing progressive employment as a dual customer strategy.  In that, they were relied heavily on a team approach, strong business engagement and the use of work‑based learning services and other strategies to really minimize the risk for both parties.

By 2012, progressive employment was an emerging practice that seemed to be working really well in one state.  At that time, the Institute for community inclusion partnered with Vermont DVR and received funds from the National Institute on Disability, Independent Living and Rehabilitation Research, NIDILRR, to conduct a five‑year progressive employment model replication and evaluation study.  The goal of some of the early research was to define the model.  We wanted to drill down to what are the core components that make this a model.  We set out to test whether it could be replicated and evaluated and other states.

We did this using a learning collaborative approach.  State VR agencies in Nebraska, Maine and Oregon joined the ICI and Vermont DVR to study progressive employment in their states and partner with the research.  You will hear more about that experience later today.

What we found since 2015 is the progressive employment approach, as a model, can be replicated outside of Vermont with fidelity to the core model components.  In the years following, multiple research groups have been studying the impact of progressive employment under a number of grants and projects.  There is an emerging evidence base.  Some of the early findings include that the model increases the likelihood of exiting VR with an employment outcome.  It potentially reduces the early dropout from VR so individuals who exit the VR program before the IPE.

Businesses have reported high levels of satisfaction and engagement with VR through progressive employment.  Other researchers have found progressive employment fosters collaborative environments among VR counselors and employment specialist working together to serve individuals with disabilities.

That brings us to the present day, given the amount of emerging evidence, we want to continue to build on this work.  In 2020, the ICI was awarded the scale up progressive employment grant from NIDILRR within the state agencies.  Before I talk more about what the scallop will look like, I want to shift to the next slide to talk about how we define the core model components.

In the progressive employment model, vocational rehabilitation agency and the partnering employment service providers coordinate the match between the employer and the employees.  As that third party, they are the ones taking on the risk for both the jobseekers and the businesses.  This is what really makes it a dual customer approach.

There is also this team element to it and use of work‑based learning strategies to meet the needs of both the jobseekers and the businesses.

When we say work‑based learning under progressive employment, we are talking about company tours, informational interviews, job shadows and paid work experiences.

All of the core model components are under the control of the VR agency and their partners.  We know that many of you, many of the VR agencies have these elements and place as they are already lined up.  For progressive employment, what we have observed is that model is really more than the sum of its parts.  On this slide, I am showing a circular graphic with four quadrants representing the four PE model components 
At the top, we have the two parallel components of the business relations and the services to jobseekers with the barriers to employment.

These are really meant to mirror each other.  The VR agency offers an array of work‑based learning experiences, businesses and jobseekers participate in.  They do this quickly.  Engaging people very rapidly in the VR process and PE activities that are in a real work setting.

There are team members who are assigned to meet the needs of the jobseekers because these are the VR counselors and other support staff.  There are team members who are focusing on meeting the needs of businesses such as business account managers.  They work together.

There are strategies to mitigate risks for the jobseekers and the businesses.  This is where the VR agency or a designated partner is providing the liability and workers comp coverage who are really taking the responsibility off of the business and offering a training offset or paid wage to the individuals who are engaging in the work‑based learning activities as part of progressive employment services.

The other element of mitigating risk is that the model itself is intended to really focus on exposure, experience and engagement as opposed to asking or aiming for a direct hire immediately.  The fourth component is the team approach and the process for addressing the dual customer needs, which I have talked a little bit about.  Here we are thinking about cross functional communication processes.  How are the team members communicating?  How are they doing the match for the jobseekers and the business needs?  Of course, as a researcher, I have to mention there is data collected from both customers.

In order to support VR agencies and the partners to implement progressive employment, we have designed the Scale Up Project with four major activities.  The first is to expand the progressive employment learning collaborative.  We want to continue to build on the cross-state forum established back in 2015 with the partner states here today.  We would like to expand this to include new state agencies that want to implement progressive employment.  In addition to facilitating the peer-to-peer support that counts as the learning collaborative, the ICI will provide subject matter experts and support.  A new agency would work with ICI staff who has knowledge of the progressive employment model and VR policy and operations and helping to design and implementation plan that will fit nicely with your state.

We have been working to expand our virtual learning resources that are housed on our website called explorervr.org and we want to be able to take all of the lessons learned from the past several years of research and development and think of how we can use knowledge translation to explore states who are implementing progressive employment.

Lastly, we want to help to build capacity for VR agencies to implement the model with fidelity to the core components and have the ability to measure the impact on the targeted employment outcomes.  We hope to do this by linking up with our partners at Mathematica who have developed a VR coach toolkit.

At this point, I will pass it over to Julisa to talk about the PE learning collaborative and how we hope to develop and keep building on that work.

>> JULISA CULLY:  Thank you.  I thought I would start with what do we mean by learning collaborative?  It is a peer-to-peer knowledge exchange approach and the participating agencies to collaborate with one another as they identify and apply practice‑based solutions or employment.

The ICI is using this model since 2012 to put together state agencies to implement new practices and models because Kelly mentioned, progressive employment learning collaborative was established in 2015 with the four states speaking today.

Maine, Nebraska, Oregon and Vermont.

It has been an exciting six years as we have been able to work together in implementing and setting the model.  We are thrilled to be at the point where we can expand to other states.

As I mentioned, the functions of the learning collaborative is to facilitate knowledge exchange.  There are three central components.  There is the peer-to-peer learning, the consultation and evaluation.  The peer-to-peer learning emphasizes sharing operational challenges and strategies for implementation.  For example, how to organize meetings for payment structures for the employment service providers or development of new policies.

As we bring on new states, existing members will serve as mentors.  Between the four we have good representation of agency type, geographic location and internal job development approaches.

What really stands out from the collaborative approach is a creates a support network that continues after the budget has ended.  We have heard from many states that this network has really aided in sustainability when we have implemented the different models.

The consultation will be provided by our subject matter experts.  They will facilitate the learning collaborative meetings and provide direct training to each of the states as Kelly had mentioned.  With the TA being solution based to help operationalize the practices and procedures, they will work with the knowledge translation team, which I am part of that team to develop implementation tools and other resources.

For the evaluation, we will utilize multiple data sources and data collection tools to evaluate the effort including the self‑assessment, the implementation plans, the quarterly‑based progress reports, and the VR evaluation coach that Kelly had mentioned.

The data will be summarized as entrusted analysis to identify themes and implementation that will inform the virtual learning research products and will drive the learning collaborative meeting agenda and support the training and efforts.

In terms of how often and when we meet, the meetings are quarterly via Zoom.  Obviously, with COVID, the in-person meeting will depend on everyone's availability to travel.  We will not likely have it happen this year, but our hope is to have it happen in the second year.

Moving onto recruitment.  We want to kind of share this opportunity that is coming up.  We will have an application or a request for participation or the learning collaborative.  The purpose for the application is to give a better sense of the agency's goals, resources and readiness to implement the progressive employment model.

In the past, agencies have told us they found the application process helpful because it helps to take a step back and think through the considerations and what we need to put in place.

We will release the RFP and April.  All states and travel VR agencies are eligible to apply.  We are aiming to bring on board three or four new agencies into the learning collaborative.  As for the selection criteria, we are looking for agencies that have the capacity to implement the model.  The responses to the narrative sections of the application will weigh heavily in the decision process.

I thought we would give a little bit of a sense of what information we are trying to collect from you and the questions that are part of the application.

You see a list of the types of questions.  It is not meant to be an onerous process and contains less than 10 questions with the narrative sections typically capped at 150 to 500 words depending on the questions.  The types of questions we are asking is agency demographics, the type of agency, if you are agency has dedicated business engagement staff, what types of work‑based learning strategies currently are being used, and available resources that can be dedicated to progressive employment.

The CMS system and ability to track data and any other ongoing pilots or major initiatives.  This gives us a sense of what is on the plate and competing efforts as well as we often find there may be an opportunity to leverage the process.

With that, I will pass it on to Linda and our esteemed panel.

>> LINDA MOCK:  Thank you, Kelly and to Julisa.  I want to welcome our panels from the four states, and I have a series of questions I will ask them to respond to.  At the end, we will give the participants the opportunity to pose questions, which we need you to put those into the chat.

Be thinking of questions that you may want to ask of the panelists as they go through talking about their experience in their states with progressive employment.

My first question, maybe Janet can kick this one off and we will get the other panelist to respond as well.  How do you see progressive employment ringing together this dual customer approach to service delivery, the philosophical underpinning of everybody's ready for something and kind of the mechanical concrete policies of liability and compensation?  How is it different from business as usual that cam ‑‑ the comments that Kelly made that the sum is more than the part?

>> JANET DRUDIK:  In Nebraska, like anywhere, individuals come to VR because they want a job.  The great thing about the model is a way to get people into a jobsite as soon as possible.  We are asking clients when they come in, what are their goals, what do they want from VR?  Most people want jobs, we want to get them onto the jobsite.  With the PE model, we are getting the personnel to the jobsite as soon as possible, often prior to plan development.  We use PE throughout the entire process.  Our goal is to get them out on the jobsite either paid or unpaid work experience through working with VR and not having them on board with the actual employer.

The business role is that business is also needed employees.  The PE provides for an opportunity to match the businesses with potential employees.  It helps clients to understand the demands of the position, SS there are physical and emotional issues that need to be dealt with, understand the client that job duties help them acclimate to a work environment.  Specifically, a work environment they want to work with their interest.

It is always important, as we look at this, we are helping people out on the worksite, that they are actually working with getting in the interest area they want to do.

Prior to going out to the worksite, the goal is to work ‑‑ many of you have job field meetings, but in Nebraska we called them working in Nebraska.  Prior to making a referral for the business account managers to go out on the jobsite, we are having people meeting, staffing the cases, deciding what is the best route for that client.

The client is involved to say what they think is in their best interest.

For the business, it helps them understand individuals with disabilities and that not everyone has a visual disability.  We have found that throughout our years with the PE and with other grants that we have had.  Many times, they think individuals with disabilities cannot perform the job duties.  Before onboarding them after hiring a client, they have the chance to have a soft touch approach to have them come out and do informational interviews, job shadowing, on‑the‑job evaluations that could be paid or not.

In most situations, we do pay for the positions.  As it relates to that, we do have liability insurance.  The person is considered as they are offered minimum wage.  Never less than that.  In Nebraska that is $9 an hour.  We automatically allow people, the employees of the state of Nebraska, when they are temporary employees, they can work up to 90 hours out on a worksite without the company actually hiring them.

We utilize that.  They usually can do more than one on‑the‑job evaluation in Nebraska.  It actually is considered temp employees.

I think that is it for that question.

>> LINDA MOCK:   Great.  Thank you, Janet.  Let's go to Libby next as you can give us some of your perspective for implementing this in Maine.

>> LIBBY STONE‑STERLING:   I will just add many of our pieces are similar to what Janet spoke about.  We were interested in focusing on a youth population.  You will hear me talking about progressive employment in the context of youth transition age youth where we put more of our efforts.  We just put into serving adults in January.  Really, what got us hooked on that progressive employment was our youth population and wanting to be able to engage them sooner and get them into the community.

As Janet spoke about, also giving them paid work experience, which we know is so important.

At the same time, in Maine, when we started in 2015, we had employees concerned about where the next generation of workers was going to come from.  We saw a great opportunity to be able to introduce young people who had interests, and particular fields to employers who may not otherwise have known.

To bring those two pieces together at a lower known risk and be able to move forward to make matches, we have been overwhelmed with how that has played out in Maine and has been very successful.

We did decide from the beginning that we would pay folks for their work experience.  We used a temporary staffing agency.  We have a temporary staffing agency that is under contract with the state of Maine and they become the employer in those situations, we pay the temporary staffing agency.

They cover the workers compensation and insurance.  They do other pieces that are helpful for us.  It is a little different, but that has worked well for us.

The other piece is that it has allowed us to focus on the team approach.  When you are going to the business, you are bringing a whole team with you as well as a person approaching the business.  For the same for the client.  You have a whole team that is working to give labor market information, resources and ideas.  That has changed that culture within our agency in terms of how we think about working together and get away from the idea that this is my client or this is my business to how we can really partner together differently.

>> LINDA MOCK:   Thank you comment Libby, that is great.  Let's go to Nathan, the founder of this concept of progressive employment and give us your perspective.

>> NATHAN PIPER:  I was very fortunate; I came from business‑to‑business sales and marketing before I joined human services.  I joined vocational rehab Vermont at about three months before they formerly launch progressive employment.  I really got the dual customer model.  That came straight from the model that my predecessor, Hugh Bradshaw put together as he was in sales and marketing.  Dual customer models allow you to do a couple of things really well.  It is all about relationships.  When you are in this field, what I found when I came into human sources 11 years ago, we were great at vocational rehab and relationships with the individuals that we serve.  We needed to establish relationships with the businesses, so we treated them like customers.

Both equal, just different levels of service and support.  It is all about momentum for us.  We truly feel everyone is ready for something.  Progressive employment can be one of the options and it is momentum with the customers and the business.  With progressive employment, it is a rare programs that when people think of a state program, they envision you coming to the door with a 4‑inch D ring binder.  You put it on the desk and say when this is over, we will still probably be friends.  That is not what we're doing here.

I always tell people, think of it as a buffet so when you go to a buffet, you have thinks you like, things you want to try and things you don't want to try.  Same way progressive employment.  You plug into whatever you think is needed and the next best step for the moment of.

With that in mind, it goes back to choice.  When I joined VR, they were wonderful at giving individuals who came through the door or service choices, informed choices based on assessments, needs, barriers to employment et cetera.

We wanted to extend that level of informed choice to the business customers well.  The more choices that people have, the less you end up asking people.  The less you end up asking a business.

If you walk through the door and say will you work with offenders, a business as I don't know you so no.  If you get the relationship in place and provide a series of options to meet people and uncover where the business has been at, you now have an opportunity to say we are working with someone you want to me.  The business account managers do not carry caseloads, so they are the pivot point between the labor market and the team, the district teams.

Most business account manager say I have a team member I want you to meet.  The team member can come with the business account manager and talk about the individual they are working with or the individuals they are working with.

One thing I have to emphasize is we worked on this hard as we are getting closer to her needs to be.  The team piece, everyone has a role.  Everyone ‑‑ no one person should lift this thing.  The business account manager needs to know who is on the caseloads and what will they benefit from.  The business customer needs education from us about our process on how we prepare people because I can promise coming from the business world when you hear disability, the first thing many people think of is not that it is coming from a bad place, it is human nature.  They think of the most disabled person they have ever met because that is where they go.  They think of the individual who benefits from a job coach in a store.

Rather than say look at that guy getting it done, they say well they are trying.  That is a golden opportunity to educate a business I bet everyone is ready for something.  We are serving people who have educational attainment across the board from GEDs to PhDs.  We tell businesses on the education side, it is more than what you think, it is a lot of monitors.  If you have 100 people, 15 to 20 may have a disability that they are hanging onto or they are transparent about it.

Same thing with the customer.  I really love the dual customer model, as you can tell.  It is all about the teams.  It really is.  If you are not teaming, it is going to be a son of gun to get under control.

>> LINDA MOCK:   Angel, how about you share with the Oregon commission from the blind and the dual customer approach and the issue of the sum is more than the parts and it is not really business as usual with VR?  What has your approach been?

>> ANGEL HALE:   Yes, hello everybody.  It is a pleasure to be here.  I just want to say all of the things that have been said are absolutely true.  One of the things that we were really excited to be part of is this project as a blind commission and blind agency, one of the things that we have been a strong proponent of for many years is work experiences.  
We were really looking at the opportunity when it came to our arena to expand our options for what we were doing with our job developers.  I will say we have three business relation coordinators at the commission for the blind.  We had one at the time at the implementation originally had we brought on another one as part of this project and other collaborations we are working on with ICI. we have since brought on a third because we have understood the true importance of the dual customer approach even more in our dealings with progressive employment.

What I would say is progressive employment really helps take the pressure off all sides of the equation.  It takes the pressure off at the client feeling like we are going into whatever this next step in terms of getting you a job are or a work experience.  That does not necessarily matter.  We are trying to give our employers and our clients exposure to one another in the progressive employment model.  I know people have mentioned this, but it is part of our implementation, it is looking more at the lighter touch.  It is the mock interviews or the actual information interviews with actual employers doing the company tours.  Just having the opportunity to have our clients meet with one another and understand the power of us being able to work together.

Even if they have not been exposed to some and with disabilities, especially with our population, someone who has blindness, they get a chance to know these are humans with passions and attributes that really could impact their diversity and their bottom line.  That has been a powerful move for us.

Also, part of the question that was mentioned, everyone is ready for something.  As an agency, one of the things the training center had been and still focuses on is getting people ready for work so that the job ready client ‑‑ one of the things progressive employment helped us put a framework around things that helped us put a framework around for the staff is to say not everybody is ready necessarily forges going right into a job.  We understand that as there are a lot of steps in the process.  Everyone is ready for something and that is where progressive employment has impacted our ability to do these engagements.  It is okay as you don't have to go straight for the golden egg.

This is the steps toward the process, and they are equally important and getting clients and employers ready for one another.  That is an important piece for us.

We also use two different temp agencies that are contracted through the state of Oregon in order to provide the liability coverage.  It makes sure that the pressure is taken off of the employer and the temp agency is the employer of record.  All of the liability is really off at the employer and off at the agency as people are engaging in the short or long‑term work experiences.

I think that is the other thing we have focused more on is that we don't have to do three to six month work experience.  Sometimes it makes sense depending on how much training is involved when onboarding someone for that experience, but we also understand even getting two weeks of a resume work experience and opportunity for people to try that on coming we have done that a lot more since we started progressive employment models.

I should say that we have statistically ‑‑ let's take COVID out of this whole thing, but we have over ‑‑ employment outcomes.  We believe that is attributable to our clients exposure and the employer's exposure to progressive employment.  I know there are many other questions I will stop there.

>> LINDA MOCK:   That is an amazing growth.  That is exciting.  My next question is around the job seekers.  As you heard Kelly describe, there are many applications and progressive employment that are aimed at the job seekers from early career exploration to job placement to someone who is changing the job all the way through to career advancement.

I will ask Angel, if you will kick this off, can you talk about the ways that you are agency has used progressive employment across the continuum of clients to meet the various needs?  We had a question that has come up in the chat that I will ask you to fold and with a question of eligibility.  Who do you find eligible or bringing into the progressive employment?  We can fold that into this question.

>> ANGEL HALE:   Great question.  In terms of -- in Oregon, I will disclose that one of our problem areas was the fidelity of our data because we believe progressive employment is for everyone.  ICI was really working with us to try to figure out who are we using this on?  When we heard about this, we increased all of the intricacies of progressive employment.

We really have not ‑‑ just to be transparent, we have not had in eligibility criteria.  The first one we did when engaging with progressive employment was that we did look at clients who had been open the longest on the caseloads.  We did focus on that population, but we did not limit our opportunities for progressive employment to the population.  I know other states, especially bigger agencies have had a more specific focus.  Those with criminal backgrounds and those kinds of things, it is probably very important, especially in the fidelity with bigger agencies.  We felt this is an opportunity is one we don't want to keep from any clients every one of our job developers who works with us is invited to join regular job meetings.  Half of the conversation about what is happening with employment is one thing.

I will say that in terms of just the whole progression through the process, we engage in progressive activities either preplanned or close to the onset of the IPE.  It is something that we are engaging with at all times from the dual customer side.  We are constantly looking for opportunities to make the connections between our clients and employers to do the lighter touch activities so we can do this regular constant exposure to vocational rehabilitation, who the businesses are too at the beginning of the stages with as helping see what is possible for the clients is a big part of that for us.

We know when a client is stuck, to the beginning one of the things we looked at his who has been on the caseload the longest, those are clients who we know were stuck.  We are constantly looking at the caseload to see who may be able to gain more from our experience with progressive employment to give them that opportunity to feel like employment is possible and you can develop the relationships that can turn into longer‑term experiences for work and exposure to more and more people that gives the opportunity for work.

We also used progressive employment when we know people are wanting to expand their career path.  They may be coming back to us saying I have been in this job a long time, but I'm looking to expand what is possible for me.  We begin those employment opportunities as soon as we know someone is ready to engage.  It does really give us the chance as we have developed so many more relationships with employers because we need them in order to have these opportunities for our clients to be able to engage your unemployment and getting to know what it is like to talk to an employer.

Those are a few ways in which we engage clients.

>> LINDA MOCK:   Thank you, Angel.  Let's go to Nathan and see how you have used it across the various types of clients and meeting the various needs that you have in your state.

>> NATHAN PIPER:  To dovetail on what I said, exactly what she said.  I like the piece of in terms of eligibility in VR, if they are partners, whether mental health et cetera, that also can open the case with the partnership.  We also look at me are cases that are successfully employed because if a business is out in the field and looking at the career rear ladder, we know we have an individual, that is an opportunity to talk about what do you see for growth.  You can use progressive employment that someone is currently employed.  We can explore another department within its service, so the growth is there and that is a light touch for the business to explore growth.

The only other thing I would have to add is one of the pieces of employment I love the best is people come through the door and they have been the bulk of their life, they don't think about the other options because it is easy to say it happened to me.  My skills transferred really nice into this initiative for human services.  I really like the opportunity to discuss transferable skills of where your skills will transfer in the marketplace.

We had a gentleman who was a truck driver his whole life and had a disabling condition and will not drive anymore.  He knew the whole state of Vermont.  He was a dispatcher for the Vermont agency of transportation.  He knew the states like the back of his hand.  Who use progressive employment to demonstrate that?
Progressive employment helps to demonstrate the scale, have the skill assess and talk about what next steps are to keep them going.  Everything Angel said with one little add‑on I may have.

>> LINDA MOCK:   Great.  Libby, how about you.  How are you looking at the continuum of the needs of your clients?  You shared with us you started out with transition and you are expanding.  Can you give more detail around that? 

>> LIBBY STONE‑STERLING:   We started with transition and we recognize we had a lot of young people who had no work experience or had tried out a couple of drops and were successful, graduated high school and were in that 18 to 24 with nothing going on population.  They were stuck.  We wanted to try something that would help them to get unstuck, as Angel spoke about.

Also, we wanted to build confidence and experience.  That was some of the motivation early on.  We have seen that with people through progressive and employment as it has changed their confidence level, it has changed what families think they can do.  It has offered them summer work experience and all kinds of things that have grown out of progressive employment including permanent jobs.

We have seen it is impacted for some of the other students, what they will do in terms of education.  Weather changing the courses they thought they may take in high school or thinking about where they may go in terms of post-secondary education.  It is interesting to see how it has impacted them in a number of ways to open up opportunities.

We have done that five years and we are now moving into the adult population.  For all of the reasons Angel spoke about and Nathan spoke about, we want to see progressive employment continued to help our clients grow to think about new career opportunities.  You have had a career, you have been in a job, you did a good job or you are ready for something new, let's take that opportunity to be able to try it out and that can be a scary thing for people.  Let's help employers to be able to understand how they can help their current employees grow.  We are excited to move into adults.

>> LINDA MOCK:   Thank you, Libby.  Jenna, anything to add onto this topic?

>> JANET DRUDIK:  It is always interesting to see how they progressive employment model is working and how similar everyone is.  In Nebraska, we serve anyone who is eligible for VR and they and the staff think they will benefit from progressive employment services they have the opportunity to do.

As other states mentioned, we have subgroups that get more services and people with cognitive deficits and long‑term unemployment, criminal history that may have difficulty obtaining employment.  It is a great way to get in the door with employers.

The thing I would like to drive home his car staff in Nebraska felt like we were doing progressive employment activities during planning.  Those informational interviews, job tours, where I ‑‑ we also have demonstrated that as we elevated that progressive employment activity, we have been able to show and have more people follow through, write plans and have been successful with VR.

I take that back, getting people out to the jobsite quicker, even if it is not for their actual job they are looking at.

Where I think the big change comes in is on the backend as well as placement.  If we are not getting people placed as we normally would when working with employers, we are coming in with progressive employment tools, so to speak.  We are working with them in at meetings to help that person rather than sitting there three months and not getting them placed in a job, how can we use that soft touch approach with an employer.

That is key.  The other avenue where we have used it, and we were lucky to get a career pathways advancement grants in 2015 through RSA and advancing employers.  We called over 2000 people to see if they would like to advance in current employment.  They were successfully closed cases.  We sat down with the employer and the client and said can this person advance within the career pathway that they were and to help them move up, obtain another credential and advance.

Sometimes the employer knew the client or employee had a disability and other times they did not know.  It was a way to make them aware of that as well as doing an interventional interview them, with the client, they VR staff and the business.  How can we help your company improve, be better and get more training for the staff? 

>> LINDA MOCK:   I am going to skip to one question more from me and then I will get into a lot of the questions coming up into the chat.  Maybe I will give this to Libby, and we will see if anyone else wants to add anything to it.

How do you see progressive employment dovetailing with your agency 's approach to business relations?  Does it complement it, expand it?  What does the agency have to offer business through progressive employment? 

>> LIBBY STONE‑STERLING:   That is a great question.  When we started with progressive employment, we were at a moment in time where we had some turnover and the business team had some position changes.  It was a time to really reform and think about what is it we really wanted our business team to look like?  Using what we learned through progressive employment, we could really re‑create our business team with the idea of having a business account manager as that was a new idea for us.  Someone who would be not holding a caseload, but would be working out of the community and a different way and bringing that information back and communicating differently with the team.

There were some real key concepts about progressive employment that have shaped it.

I kind of feel like we now have a philosophy that we are all on the business team.  I think before, we had this CRPs doing this and maybe the business account manager is doing this.  Everyone who goes to job skill meetings feels like they have the responsibility to bring labor market information and offer resources to be part of the conversation.

This is anyway that we may not necessarily have had before.  People are paying attention to things differently.  In the community, that has certainly helped us to think about not just the business team, people who have that as their direct responsibility, but the whole of our staff and how we are working together around business operations.

It really has changed very much how we think about interacting with businesses.  We are also part of the career centers and our state.  They have business staff, and it has changed how we are working with the staff.  How we are working with other agencies.  Really comment viewing things very differently since we have embraced progressive employment.

>> LINDA MOCK:   Great.  Thank you.  I want to make sure we get to the questions we have popping up into the chat.  One of them is, do any of you have any data you could share about the timeframe for the progressive employment process from initial entry and to exit?  Has anyone gotten a sense of what timeframe differences if you see any with progressive employment? 

>> NATHAN PIPER:  I am sure we have it, I just don't have it at my fingertips.

>> LINDA MOCK:   Fair enough.  I don't know, Kelly, do you have anything general from your perspective as an evaluator that you can share that question? 

>> KELLY HAINES: This is a big question and it VR and thinking about that pacing and how quickly people move into different aspects of the VR process.  One of the things we have been looking at is how quickly is an individual from the time where the counselor 's discretion says I think this person would be a good fit for PE, how quickly are they moving into a progressive employment activity?

That is the focus for our major.  I don't think it is the ultimate goal of the progressive employment model to move people as quickly as possible into placement as that is not really the aim.  Just looking at that engagement in the worksite as our colleagues from the VR agencies have described, that is what the rapid engagement pieces looking at.

The other thing I would say from a data point of view, there are a number of researchers who were looking at this data.  If you look at the standard measures of a date of application and compare that to the date of closure, it is going to be skewed some of the reasons that VR agencies have described today about who is a good fit for progressive employment.

As Angel said, if there is an individual who has been on the caseload a long time and they are stuck for some reason, the number of days between native application and date of successful closure will belong.  May be progressive employment was the thing that brought that momentum and helped the person get across the finish line.  We will be looking at that in the data as it becomes available.

>> LINDA MOCK:   Thank you, Kelly.  Can you describe how you handle the competing models and staff time needed for training and understanding?  Are you involved with customized employment or IPS models?  Does it inhibit implementing another model alongside or work well to have more options?  Anyone want to express a thought on that? 

>> JANET DRUDIK: I can talk about the customized employment.  PE fits right into this.  It is just part ‑‑ I think Libby mentioned it.  It is part of the VR process.  It is something I had mentioned when it came to career planning as we have done that.  I think we are looking at that option more of getting people into jobsites sooner to go along with the last question as well.  As we get into the jobsites, also during the placement phase as well as we are helping them look at doing the mock interview, we are getting better placements and writing better plants.  In the long run, it helps us.

I see it is all progressive employment and not something said over the side, but it is good practice.  This is in order to move people along and help them ‑‑ talking about informed choice, educating them.  They can make a better-informed choice.  It is part of it so you can come out with a happier client and a job that they like better.  That is a good fit for them and the business.  The business feels comfortable with that as well.

>> LIBBY STONE‑STERLING:   If I can add one quick piece to that.  Certainly, the importance of being intentional about the training, we talked about the practice, that has been really helpful.  As we have added new staff and added new providers, we don't want them to think I already know what this is.  I already know this model.  We want them to be trained in it and understand the fidelity.  It is important for agencies.  May not be that it takes more time to be intentional about making sure they make the time to have staff understand the model and have opportunities to practice and be supervised and it.

>> LINDA MOCK:   Kelly added that Janet, you have described progressive employment in the past as another tool in the toolbox.  You have all of these competing questions.  Any other thoughts as we have a few more minutes.

>> JANET DRUDIK:  The business account managers have been huge because they are not carrying a caseload.  They are coming out and making the connection between the client, the staff and the business.  We have information on the electronic data system that every time line contacts a business; the information is available for everyone can see.

We are putting the information in about they are willing to do informational interviews or on the job evaluation.  All of those things are educating the entire staff and makes things more available that we know what the business will do for us.  When we talk about how they integrate that, if someone needs customized employment, we go to that business, electronic data system to look at what businesses may be willing to offer this kind of things.

That has really helped, and the business account has been crucial with that as well as the jobs and the meetings.

>> LINDA MOCK:   That segues beautifully into the question that we have from one of the participants.  How many people do you think is needed to make a team that can make progressive employment work?  Who are the members of that team and who do you think are the important players as part of the team? 

>> ANGEL HALE:   I think the point you are making is exactly right.  It is not how many people, but it is that who.  As has been mentioned, sometimes it is our business relations court Nader 's creating relationships with employers and helping make connections.  Often it is our counselors, our career exploration folks.  We have VAT staff now who are involved in progressive employment opportunities.  Course, the CRPs.  Again, it is not exactly how many people, but making sure the right people are in the room and that they should be educated about the impacts of progressive employment and the implications of using tools in that toolkit to go to the question before.

>> LINDA MOCK:   Anyone else want to add? 

>> NATHAN PIPER:  At the very core in Vermont, a business account manager is quite key.  We call them employment consultants that has the caseload and works in tandem with the VR counselor.  In every meeting they have around who do you have and what will they benefit from and what you need come in our heads we have the business customer and the customer we serve ritually and the rim.  They may not be present, but that is what is it is about is the customers.  We have a business account manager, counselor and you are off to a good start.

>> LINDA MOCK:   It will depend on the size of the state and the geography have how many teams you will need around the state.  You need these basic components.

I have one final question as I don't see any others popping up into the chat box.  Thinking about the economic recovery we think we have coming this next year, how do you see progressive employment as a tool for supporting clients who may have had job loss or are seeking a change.  Also, how do you see who can serve the business community as it is looking to rescale workers or recover and adjust to our new economic environment?  Any thoughts about how progressive employment can play a role in our economic recovery? 

>> NATHAN PIPER:  Transferring skills, if you have been displaced and your job has disappeared because of the pandemic, it is happening all over and that is a great place to explore transferable skills and a great place to introduce those to the business customer.  It is a great place for the customer to meet someone they may not have considered because they did not consider them as this guy drove a truck, but his skills transfer nicely.  I think it fits into an overall progressive employment in a larger workforce development model for whatever state you are in.

In Vermont, we are focused heavily on rebuilding travel has that is a big chunk of our economy.  You can help to be part of the workforce development system by understanding what the businesses models are going to be.  They can have a hybrid model, what new skills will adapt and how we can bring the information back to the teams to get related to make those matches.

>> LINDA MOCK:   Great closing thought.  I want to thank the panelists from each of the states for taking your time to share what you have been doing in your states with a group who is interested in exploring progressive employment.  Thank you for your thoughtful answers.

I think Julisa will give us some thoughts on closing steps.

>> JULISA CULLY: Thank you to our panel.  Very thoughtful as you are doing fantastic work and we are so excited to be part partners with you on this.

As a follow‑up, today was a webinar and the question‑and‑answer period was limited to the chat function.  We will be hosting a follow‑up consultation call on March 31 at 2:00 p.m. Eastern.  It will be an hour‑long and we will be using the Zoom meeting platform to have more dialogue.  There will be some points that will start it off that we will go with questions received in the past and there will be some about the model, learning collaborative, the work that the states have done, and we are happy to answer.

As I mentioned earlier, the actual RFP will be out in April so keep a lookout for that.  We will be having or hosting a second webinar and the focus is more on the research findings.  That will also be an April.  Keep an eye out for that as we will have that through our next webinar announcement and shared through the different partners to make sure we send it out.

With that, we want to thank all of the participants.  We want to thank our panel.  If you have any questions, please feel free to contact Kelly Haines at kellyhaines@umb.edu.

Thank you.

