
Board of Directors Meeting Agenda 
DEC. 11, 2019 • 3 – 5 P.M. ET 

WEBINAR 
TO JOIN THE MEETING: 

HTTP://WFL.ADOBECONNECT.COM/CSFBOD/ 
CONFERENCE CALL-IN NUMBER: 1 (800) 832-0736 

CONFERENCE ROOM NUMBER: 1650989 

Chairman’s Welcome & Remarks Kevin Doyle 

Mission Moment Colleen Englert 
Florida HIRES Stacy Campbell-Domineck 

Consent Agenda Kevin Doyle 
1. Sept. 12, 2019, Meeting Minutes
2. Department of Economic Opportunity Designee

President’s Report Michelle Dennard 

Department of Economic Opportunity Report               DEO 
USDOL Compliance Review of CareerSource Tampa Bay and CareerSource Pinellas 

Finance Council Update Arnie Girnun 

Strategic Policy and Performance Council Update Brittany Birken 

Government in the Sunshine George Levesque 
Gray | Robinson 

Local Partners Report Robin King 
Florida Workforce Development Association President 

Open Discussion/Public Comment 

Chairman’s Closing Remarks Kevin Doyle 

UPCOMING MEETINGS 

Board and Council Meetings 
Feb. 19-20, 2020  

Executive Committee  
April 2020 

Information Items

http://wfl.adobeconnect.com/csfbod/
https://careersourceflorida.com/boardroom/


 
Florida HIRES | Project Overview 
 
The Florida Legislature has authorized $1 million in recurring revenue for CareerSource Florida and the 
Florida Department of Corrections (FDC) to collaborate on the design and pilot of an enhanced 
employability and technical training program for incarcerated individuals within approximately 180 days of 
release. The project – Florida HIRES (Helping Inmates Realize Employment Success) – is initially being 
implemented in partnership with three state correctional institutions and local workforce development 
boards: 
 
INSTITUTION  CAREERSOURCE FLORIDA NETWORK   
   PARTNER 
Baker Correctional Institution (Male – Sanderson) CareerSource Northeast Florida  
Lowell Correctional Institution (Female – Ocala)  CareerSource Citrus Levy Marion  
Polk Correctional Institution (Male – Polk City)  CareerSource Polk  
 
Project management has been assigned to Florida Ready to Work, a state-sponsored career readiness 
program under contract with the Florida Department of Economic Opportunity. 
 
Project objectives include: 
 

 Expand scope and number of incarcerated individuals receiving pre-release technical training and 
intensive employability services. 
 

 Further align pre-release technical training with statewide / regional employer demand. 
 

 Develop and test methods for tracking returning citizen employment and earnings post-release. 
 

 Share CareerSource Florida expertise to build FDC capacity at the institutional level to expand 
scope and effectiveness of pre-release technical training and employability services.  

 
 Develop best practices, identify opportunities for continuous improvement, and evaluate 

continued viability. 
 

 Advance FDC and CareerSource Florida collaboration in developing a pre-release readiness 
model to expedite and increase post-release employment with potential replication statewide. 

 
Participant services launched in August 2019 and consist of two primary phases. In Phase 1, the 
participating local workforce development boards are providing three cohorts – estimated 45 participants 
at each institution, 135 total participants – approximately 30 hours of intensive, small group and 
individual, employability coaching including, skill and career interest assessment; resume development; 
job search, application and interview training; and job retention / soft skills training. Within the four weeks 
immediately prior to release, participants are meeting one-on-one with a CareerSource Florida network 
employment specialist to develop an individual employment plan and provide a post-release point of 
contact. In Phase 1, a subset of the participants – 15+/- participants at each institution, 45+/- total 
participants – are also receiving Florida HIRES-funded-and-managed technical training / certification: 
 

 Baker CI:  Pre-Apprenticeship Certificate Training (PACT) program, with emphasis in electrical, 
sponsored and delivered by the Home Builders Institute (HBI). 

 
 Lowell CI:  Guest Service Gold, a guest service training program sponsored by the American 

Hotel and Lodging Educational Institute (AHLEI) and delivered by certified CareerSource Citrus 
Levy Marion instructors. 

 
 Polk CI:  Pre-Apprenticeship Certificate Training (PACT) program, with emphasis in construction, 

sponsored and delivered by the Home Builders Institute (HBI). 
 
Preliminary results are promising. FDC and CareerSource Florida collaboration is yielding potential best 
practices. Participant feedback is overwhelmingly positive. A new process of tracking post-release 
employment is being tested. And, within just three months of launch, at least one released participant is 
employed – earning a starting salary of $12 per hour and $2 per hour increases at 60 and 90 days as an 
auto paint and collision technician. The same participant has also been pre-qualified for WIOA-funded 
commercial driver license training with a ‘plan to hire’ letter.  
 
Phase 2, which will launch on/about February 2020, will expand implementation based on lessons 
learned from Phase 1 with an additional 135+ participants to be served. 
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Consent Item 1 
 

SEPTEMBER BOARD MEETING MINUTES 
 
In accordance with Article VII, Section 7.3 of the approved bylaws, the corporation is required to 
keep correct and complete books and records of accounts and shall keep minutes on the 
proceedings of the board of directors. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

FOR CONSIDERATION 
 
Approval of September 2019 Board Meeting Minutes, to include any modifications or 
changes noted by the board. 
 
 
 
 
 
 

CareerSource Florida  
Board of Directors Meeting 

Dec. 11, 2019 
Consent Item 1 

Approved___ ____________ 
Disapproved_______________ 
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DRAFT MINUTES 
CAREERSOURCE FLORIDA 

BOARD OF DIRECTORS MEETING 
Sept. 12, 2019 

 
President Dennard welcomed attendees and invited them to access the Conferences i/o website 
by scanning the QR code provided or visiting csf.cnf.io. The software application provides live, 
interactive polling during meetings to support audience engagement. The first set of polling 
questions were: 

 
• Where are you from?  
• Which category best describes your profession?  
• Who do you consider the primary customer of the CareerSource Florida network? 

 
CALL TO ORDER 

Chairman Kevin Doyle called the meeting of the CareerSource Florida Board of Directors to order 
at approximately 8:30 a.m. ET on Sept. 12, 2019. 

CHAIRMAN’S WELCOME & REMARKS 

Chairman Doyle welcomed everyone to the third quarterly board meeting of 2019. The Chairman 
thanked the CareerSource Florida professional team for their commitment to continuous 
improvement and encouraged everyone to use the new Conferences i/o polling tool. The 
Chairman commended Gov. Ron DeSantis for his leadership as Hurricane Dorian threatened 
Florida and for visiting the Bahamas last week. Chairman Doyle introduced Jerel Safford to lead 
the Pledge of Allegiance.  

ROLL CALL/QUORUM 

A quorum was present with the following board members in attendance: 

Kevin Doyle 
Brittany Birken 
Steve Capehart 
Tim Center 
Eric Hall * 
Duane De Freese 
Robert Doyle 
Arnie Girnun 
Elisha Gonzalez 
 
*Designee 

Bill Johnson 
Rick Matthews 
Tony McGee 
Mike Myhre 
Bryan Nelson 
James Nolan 
Todd Rebol 
Stephanie Smith 

Board members not in attendance were: Gov. Ron DeSantis, Rose Conry, Rep. Chris Latvala, 
Ken Lawson, Elli Hurst, Camille Lee-Johnson, Sen. Bill Montford, Alex Moseley and Joe York. 
The Chairman stated the Workforce Professional Development Summit kicked off yesterday with 
a keynote speech by board member and CEO of HNM Global Logistics Tony McGee. Chairman 
Doyle thanked Mr. McGee for the tour and board networking event at HNM Global Logistics the 
prior evening. 

https://csf.cnf.io/sessions/193088/#!/dashboard
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Chairman Doyle thanked board member Elisha Gonzalez for agreeing to serve as Vice Chair of 
the Finance Council.  

Chairman Doyle noted in May that the board approved the 2019-2020 budget for Florida’s 
workforce system. Over the past several months, the CareerSource Florida professional team 
has been implementing the resulting board-approved strategies and initiatives in alignment with 
the Governor’s goal, outlined in Executive Order 19-31, that Florida will be the No. 1 state in the 
nation for workforce education by 2030.  

In June, CareerSource Florida cohosted the 2019 Learners to Earners Workforce Summit with 
the Florida Chamber Foundation. There were several state board members and local board 
leaders in attendance at this two-day event. The first day included discussions and action planning 
on issues including kindergarten readiness, K-12 curriculum, student attainment and workforce 
training. The second day, led by CareerSource Florida, focused on apprenticeships and how 
Florida is strengthening its workforce to meet the evolving needs of growing industries through 
this proven earn-and-learn model.  

MISSION MOMENT 

Chairman Doyle invited CareerSource Central Florida Chief Operating Officer Mimi Coenen to 
present on a newly expanded summer youth program in the Orlando area. Ms. Coenen provided 
a high-level overview of the program and its local impact.  

CONSENT AGENDA 

Chairman Doyle introduced the Consent Agenda:  

Consent Item 1 – May 23, 2019, Meeting Minutes 

Consent Item 2 – Rescind Strategic Policy 2014.08.28.A.1 – Periodic Review of CareerSource 
Florida Policies (Sunset Policy) 

Consent Item 3 – CareerSource Research Coast One-Stop Operator Request 

Motion to approve: Tim Center 

Second: Brittany Birken 

Chairman Doyle opened the floor for discussion and corrections. Hearing none, Chairman 
Doyle opened the floor for public comment. Hearing none, Chairman Doyle called for a vote. The 
motion passed unanimously. President Dennard will sign and annotate the minutes for the official 
record. 

PRESIDENT’S REPORT 

President Dennard stated, as defined by the National Association of State Workforce Boards and 
the National Governors Association Center for Best Practices, the three key roles of a high-
performing state workforce board are to communicate the vision; leverage strategic partnerships; 
and keep the system accountable. Excellence in these areas remains CareerSource Florida’s 
corporate goal, and the CareerSource Florida objectives and key results are aligned accordingly. 
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COMMUNICATE THE VISION  

President Dennard said in alignment with the federal Workforce Innovation and Opportunity Act, 
assembling and communicating best practices is a state board responsibility. President Dennard 
also stated she is grateful to the Florida Workforce Development Association for bringing forward 
best practices from across the state to the board, and CareerSource Florida looks forward to 
establishing a way to formalize sharing the information and highlighting innovation across the 
network. President Dennard referred to the discussion during April’s Executive 
Committee meeting about out-of-school youth and rural populations, noting CareerSource Florida 
has begun efforts to find new ways to ensure our network can be responsive to those needs. 
President Dennard announced CareerSource Florida will hold the April Executive Committee 
Meeting in tandem with the 2020 Florida Rural Economic Development Summit.  

LEVERAGE STRATEGIC PARTNERSHIPS 

President Dennard said the second corporate goal is to leverage strategic partnerships to cultivate 
local, regional and state capacity building that increases economic opportunity. As mentioned by 
the Chairman, CareerSource Florida co-hosted the Learners to Earners Summit with the Florida 
Chamber Foundation. President Dennard noted the Chamber recognizes apprenticeships 
and work-based learning as critical areas of discussion for planning for Florida’s future. This year, 
CareerSource Florida plans to continue that work, focusing on building awareness of 
opportunities with work-based learning, and educating the CareerSource Florida network and 
partners. President Dennard said one example is the launch of the statewide outreach effort 
Apprentice Florida, a partnership with the Florida Department of Education and the Florida 
Department of Economic Opportunity focused on helping businesses become aware of 
opportunities to grow and thrive through registered apprenticeships and to create awareness of 
opportunities for potential apprentices. 

President Dennard noted Governor DeSantis is focused on supporting market-driven approaches 
to talent pipeline alignment and cross-sector collaboration. She added she is honored to be 
among the leaders evaluating Florida’s Career and Technical Education (CTE) programs and 
participating in the Florida Talent Development Council. 

KEEPING THE SYSTEM ACCOUNTABLE  

President Dennard said the state board’s role in keeping the system accountable remains a 
corporate focus. CareerSource Florida had an excellent response to the board member training 
held in February, and is continuing to work on modern, innovative ways to enhance training 
opportunities for both board members and professional team members. She explained every four 
years, the state board is required to submit a strategic plan to the U.S. Department of Labor. This 
plan brings together critical partners in education, economic development, corrections, business 
and industry, and other talent stakeholders. The plan authorizes the CareerSource 
Florida network and sets expectations for the next four years. 

President Dennard reiterated during her overview of the corporate goals that the Governor has 
set a bold vision to make Florida the No. 1 state for workforce education by the year 2030. She 
said everyone can help by providing her advice and input, as well as helping to ask the right 
questions as this board advances workforce policy and investments to help achieve that vision. 
President Dennard said CareerSource Florida is charting the course to achieve the Governor’s 
vision through the Talent Development Council. The council is tasked with developing a 
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coordinated, data-driven, statewide approach to meeting Florida’s need for a 21st century 
workforce. President Dennard serves alongside leaders from the Council of 100, 
the Florida Chamber of Commerce, Enterprise Florida, and others invested in Florida’s 
talent pipelines. The Council is tasked with developing a strategic plan to accomplish the goal of 
60 percent of working-age Floridians holding a high-value post-secondary credential by 
2030. The plan will:  

• Identify Florida’s most growth-oriented sectors;  
• Assess alignment of degrees and credentials with employment needs  
• Identify strategies to expand cross-sector collaboration  
• Assess the role of apprenticeship programs to meet workforce needs  
• Recommend improvements to the consistency of workforce education data collected and 

reported for any state and federal funding and program accountability.  
 

President Dennard said the CareerSource Florida Board of Directors has already been working 
on these efforts through the Job Vacancy and Skills Gap Analysis, the Continuous Improvement 
Performance Initiative, the $4 million investment in apprenticeship expansion, the hosting of two 
statewide summits engaging across sectors on work-based learning, surveying stakeholders 
to inform Florida’s next workforce technology system, and planning for the future of work through 
our Gig Economy research. President Dennard stated this board can help advise the Talent 
Development Council.  

The board watched a video demonstrating the network’s work in apprenticeships and work-
based learning. To help segue into the guest speakers, board discussion and action planning on 
charting Florida’s course to be No. 1, President Dennard asked two polling questions:  

• What is Florida’s educational attainment goal for the percentage of working-age 
Floridians with a high-value postsecondary certificate, degree, or training experience by 
2030?  

• Where does Florida currently rank nationally for educational attainment among the 50 
states?  
 

FLORIDA’S EDUCATIONAL ATTAINMENT GOAL 

President Dennard invited Madeline Pumariega, Executive Vice President and Provost of 
Tallahassee Community College, to provide an overview of Florida’s educational attainment goal, 
which is now SAIL to 60. By 2030, 60 percent of working-age Floridians should have a high-value 
postsecondary certificate, degree or training experience. A copy of Madeline Pumariega’s report 
can be found here. 

Board member Mike Myhre asked what the next steps are for the state. Madeline Pumariega said 
the Florida Talent Development Council will play an important role in developing a strategic 
framework. It will take collaboration, and she noted stakeholders are coming together.  

Board member Tim Center asked who produced the report Charting the Course to Number One: 
Florida’s Talent Goal, noting it was well done. Ms. Pumariega said she authored the report. Mr. 
Center said he works with an opportunity population, who are among the hardest to serve. Ms. 
Pumariega noted a strong vision and multi-pronged approach are needed to break the cycle of 
poverty and there is no single answer. 

http://r20.rs6.net/tn.jsp?f=001xeR3ozLdhf2OA6DpIJ0_kdcx8wYzIcRROgAJBDp5XS_m0XS6t_oM6X-KY17acKfPe_JvNC8kqeT-tgHbinpjpFueGRkSrrVpvut30whP3J5QJX4RiLwBSGaJ1NV_xV--XX3Dv8qKmYbuSP2KyprDFjDk3HCR7U9QJ66vYWzl6HwbH7fdHYtTaBnYNZ6PBXWccDv2hgDqjBvLAOClSoWKEv85exfF4kB3Y78NPQoTLYs=&c=K5DkW3chVI8Da811qXbwnpy9d0qzrqh9J3FCmM7QqRUT-FKxygWrvg==&ch=4rnb1woaHErWnmIlF9tgS6A84bpD9B4BVUPC_oOkdoJGofUM4imcYA==
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PREPARING TOMORROW’S WORKFORCE TODAY THROUGH WORK-BASED LEARNING 
OPPORTUNITIES 

President Dennard introduced board designee and Chancellor Eric Hall with the Florida 
Department of Education. Dr. Hall said Florida is among the nation’s leaders in collaboration 
toward attainment goals. He added there is much work to be done and expectations are high. The 
new Perkins V Plan is currently in production and will serve as a guide for proper use of funds 
and state-level expectations pertaining to work-based learning for at least the next four years. 
Statewide interest in workforce education is at an all-time high. He also thanked CareerSource 
Florida for the collaboration underway to support priorities of the Governor and Education 
Commissioner Richard Corcoran such as participation in the CTE Audit Advisory Committee. 

President Dennard asked if there were any questions for Chancellor Hall. 

Duane De Freese asked about challenges in addressing cultural behaviors to provide greater 
opportunity. Chancellor Hall said collaboration with partners is key, as is providing multiple career 
pathways. 

President Dennard noted two board members, Arnie Girnun and Elisha Gonzalez, had the 
opportunity to provide industry input on the advisory committee for Florida’s CTE audit, composed 
of stakeholders essential to Florida’s higher education and workforce readiness landscape, and 
asked if they would share their experience. 

Arnie Girnun said he was impressed with the level of preparation by the CTE audit team. He said 
the guided conversation was excellent and the team was well-prepared to drive conversation 
pertaining to data. Mr. Girnun said it was a well-informed process. 

A video was shown on the Tech Hire Summer Boot Camp in South Florida. Mr. Girnun provided 
a brief summary on the value of the program to participants. 

Elisha Gonzalez stated she would like to see more business and industry leaders engaged in the 
career and technical education system and program review process.  

President Dennard thanked both for their service on the board and their contribution to the 
advisory committee’s work.  

 President Dennard asked two final polling questions:  

• Which program indicator of quality do you think is most important when assessing the 
value of a career and technical education program? 
 

• In ExcelinEd’s research, how many states were found to be highly aligned in terms of 
supply of credentials earned by high school students and demand for 
those credentials in the job market? 
 

COLLEGE AND CAREER PATHWAYS: FLORIDA AND THE NATION  

President Dennard welcomed Quentin Suffren, National Policy Director, ExcelinEd for remarks. 
Mr. Suffren stated Florida is known as a leader across the nation on credentialing. He said career 
pathways are not linear tracks from elementary school to the workforce, but rather a series of 
opportunities beginning in K-12 with exploration of careers and student awareness of what 
pathways are. 
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Mr. Suffren said the quality of CTE programs and opportunities to create pathways depend upon  
the business community, which plays a significant role beyond partnerships and input. The 
business community has three roles, which he defined as:  

• The What: Transforming pathways 
• The How: Strong business and industry pathways 
• The Why: CTE is not a jobs program  

 
Mr. Suffren noted the following: Industry-recognized credentials are a critical outcome of 
education-to-workforce training. Just over half of all states collect quantitative data on the 
attainment of credentials. States do not have consistent definitions for what constitutes an 
industry-recognized credential. Many credentials are not requested in employer job listings, even 
though the credentials may be required or desired for the positions. Of the 24 states where data 
were available and analyzed, no state is highly aligned in terms of supply for credentials earned 
by high school students and the demand for those credentials in the job market. 

A copy of Mr. Suffren’s presentation can be located here. 

Mr. Myhre asked if there was a statutory definition for credentials. Ms. Pumariega said each year, 
the Florida Department of Education puts together a list of certifications in the Florida Career and 
Professional Education Act (CAPE) list. This list informs the tech centers and colleges for funding 
purposes. The CareerSource Florida board approves the formal list. CAPE was created to provide 
a statewide planning partnership between business and education to expand and retain high-
value industry and sustain a vibrant state economy. 

President Dennard thanked Mr. Suffren. She asked the Chairman for his help and guidance, along 
with the members of the board, to chart a course for Florida to become the No. 1 state in workforce 
education. She thanked Nicole Washington with the Lumina Foundation for attending the meeting. 

PARTNER’S UPDATE 

Chairman Doyle congratulated CareerSource Flagler Volusia President and CEO Robin King on 
her new role as president of the Florida Workforce Development Association. Ms. King provided 
an update on activities underway across the CareerSource Florida network. Ms. King’s report can 
be located here. 

OPEN DISCUSSION/PUBLIC COMMENT 

Chairman Doyle opened the floor for public comment. Hearing none, he moved to his closing 
remarks. 

CHAIRMAN’S CLOSING REMARKS 

Chairman Doyle thanked board members for the robust conversation and input. He said he was 
energized by the new Florida Talent Development Council and the board’s contributions to the 
state Department of Education’s CTE audit.  
 
Chairman Doyle invited everyone attending the annual Workforce Awards Luncheon to meet next 
door in Grand Cypress Ballroom, noting the awards provide a wonderful opportunity to celebrate 
the shining stars of Florida’s local workforce development boards and key partners who exemplify 
customer service and commitment to the CareerSource Florida mission.  
 

https://careersourceflorida.com/wp-content/uploads/2019/09/190912_BOD_Presentation.pdf
http://r20.rs6.net/tn.jsp?f=001xeR3ozLdhf2OA6DpIJ0_kdcx8wYzIcRROgAJBDp5XS_m0XS6t_oM6X-KY17acKfPjPUa5XemZamXLoCZGCGHv6Dw1aQuwyT9XE9qlWoxJsVuFFAIP33GuGxm9r12Pwsg8vqB6WhHceZip-rEsA80G_e-Nj-wLDdt5_nhc2JToACCGseRS3tcOomI1LE0dskli43X6iHjg5JyTPDQeZDK50hBTCLpOzMHc7cxFgPf14s=&c=K5DkW3chVI8Da811qXbwnpy9d0qzrqh9J3FCmM7QqRUT-FKxygWrvg==&ch=4rnb1woaHErWnmIlF9tgS6A84bpD9B4BVUPC_oOkdoJGofUM4imcYA==
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He mentioned the upcoming meeting schedule and adjourned the meeting. 
 
 
 
 

__________________________ 

 

BOARD SECRETARY CERTIFICATION 

In accordance with Article VII, Section 7.3, I hereby certify these minutes reflect the proceedings 
by the Board of Directors of CareerSource Florida, have been reviewed by the Board, and 
approved or approved with modifications which have been incorporated herein. 

 

________________________________________ _________________ 

Michelle Dennard      Date 

Board Secretary 



   
 

  

 
 
 
 

Consent Item 2 
 

APPOINTMENT OF DESIGNEE 
TO SERVE IN PLACE OF APPOINTED BOARD MEMBER 

 
Pursuant to Section 445.004(3)(a), Florida Statutes, and Public Law No. 113-128, Title I, Section 
101(b) Ken Lawson of the Florida Department of Economic Opportunity serves as a member of 
the CareerSource Florida Board of Directors. 
 
Pursuant to the CareerSource Florida Bylaws, s. 4.17, Ken Lawson designates Ruth Dillard to 
serve in his absence, subject to the board’s approval.  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

FOR CONSIDERATION 
 

• Approval of Ken Lawson’s request to appoint Ruth Dillard as the Florida Department of 
Economic Opportunity designee to serve in his absence on the CareerSource Florida 
Board of Directors, contingent upon any additional information or approval signatures 
required.  

 

CareerSource Florida  
Board Meeting 
Dec. 11, 2019 

         Consent Item 2 
Approved______________ 

Disapproved______________ 





Designee Bio 
Ruth Dillard 

Ruth Bizzell Dillard is the Director of Workforce Services with the 
Florida Department of Economic Opportunity (DEO).  The Division 
includes the Bureaus of One Stop and Program Support, Labor 
Market Statistics and Reemployment Assistance Services.   Prior to 
DEO, Ms. Dillard served as the Director of Administration and 
Financial Management for the Department of Business and 
Professional Regulation (DBPR) and Director of Administration for 
the Department of Transportation (DOT).  During her career, she has 
worked as an attorney for DOT and in private practice in North 
Carolina.   

Ms. Dillard is a graduate of the University of North Carolina at Chapel Hill and the 
University of North Carolina School of Law. 



U.S. Department of Labor Employment and Training Administration 
Sam Nunn Atlanta Federal Center 
Room 6M12 – 61 Forsyth Street S.W. 
Atlanta, Georgia 30303 

October 14, 2019 

Mr. Ken Lawson 
Executive Director 
Florida Department of Economic Opportunity 
The Caldwell Building, Suite 212 
107 East Madison Street, MSC 100 
Tallahassee, Florida 32399-4120 

E-Mail: ken.lawson@deo.myflorida.com

Dear Mr. Lawson: 

On June 28, 2019, the Florida Department of Economic Opportunity (DEO) submitted to the U.S. 
Department of Labor, Employment and Training Administration (ETA), Atlanta Regional Office, 
response to Findings contained in ETA’s May 15, 2019 report of the Compliance Review of 
CareerSource Tampa Bay and CareerSource Pinellas.  The enclosed document is ETA’s response 
to DEO’s response to the initial Findings.  In this response, we have included three categories of 
information:  1) The initial Findings, entitled “Finding”; 2) DEO’s responses, entitled “Grantee’s 
Response”; and DOL’s responses entitled “DOL’s Response”.    

ETA has carefully reviewed the State’s response and acknowledges the efforts in working with 
CareerSource Tampa Bay and CareerSource Pinellas to begin to implement many of the corrective 
actions that are required to resolve the Findings.  However, as reflected in the enclosed Findings 
Status Chart, and in the attached report, the documentation provided and the corrective actions 
taken to date are insufficient to fully address the required actions in the Findings.  Furthermore, 
many of the State and local areas’ corrective actions are currently in progress and not yet 
completed to address the regulatory and programmatic issues identified in the report.  As a result, 
all Findings and questioned costs remained unresolved.   

The State requested technical assistance to address many of the Findings.  ETA accepts the State’s 
request and will work with DEO staff to develop a technical assistance plan to assist in resolving 
the Findings.  As part of the development and implementation of a technical assistance plan, ETA 
proposes to establish a formal series of teleconference meetings that are highly focused and concentrated to 
determine the most appropriate resolution.  In the meantime, the State must continue to implement 
ongoing corrective action steps and activities and submit a response on the progress it has made in 
implementing these action steps and activities.  A formal response must be provided within 45 
days of the date of this response.    Please submit an electronic response to Mr. Winston Tompoe 
at Tompoe.Winston@dol.gov and RO3-RA-ATL@dol.gov.  If you have any questions, please 
contact Ms. Jessica Otieno at (404) 302-5379 or by e-mail, Otieno.jessica@dol.gov. 

Sincerely, 

Winston Tompoe 
Acting Regional Administrator

mailto:ken.lawson@deo.myflorida.com
mailto:Tompoe.Winston@dol.gov
mailto:RO3-RA-ATL@dol.gov
mailto:Otieno.jessica@dol.gov
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LISTING OF FINDINGS 

Finding #1: Falsified Placements; Fabrication of Information and Records 
Compliance Monitoring Guide (CMG) Indicators: 1.e Participant Services; 2.e Performance 
Management; 2.f Sub-recipient Management and Oversight; 3.a Internal Controls 

CSTB and CSP Business Services and other operations staff created registrations, entered 
service codes (including referrals and placements), created Social Security numbers, and 
backdated program documents and services for individuals who did not receive services 
through the workforce system. Staff claimed individuals that employers reported on hire lists 
as participants in WP and WIOA programs. Not all individuals met the definition of a 
participant. The staff took these actions based on local area management guidance and 
instructions. 

Below is an example of management instructions on how to create a pseudo account, 
including falsifying Social Security numbers, and tips to avoid potential flags by the system. 

Step 5 – Type in pseudo social security number. 
 Example that will be used for this training tool is bolded on this line item – Date of birth:

06/17/2016.
 The first 3 digits of the social will always be the last 3 digits of the birth year, in

this case it will be “016”
 Next, the middle 2 numbers will always start with “00”, if there is someone already

registered in EFM under the pseudo social using “00” as the middle 2 digits than
proceed to use 01, 02, 03, 04, 05 and so on. Generally, you will not have to go past
03, however in rare circumstances you might have to.

 Next, the last 4 digits will be the 2 digit birth month and the 2 digit birthday. In this
case it would be “0617”

 So, once you have completed the steps above your full pseudo social should read “016-
00-0617”

Additionally, the hire list instructions in the figure below directed staff to “Create job seeker 
profiles as needed,” As well as to “Refer the job seekers,” which meant for staff to enter a 
job referral service code into a job seeker profile in the EF system. 
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This enabled staff to claim a job referral service. The instructions also stated, “Enter the 
placements”, which meant for staff to enter a service code into the job seeker profile, and 
thus claim a job placement service. These instructions enabled staff to falsify placement 
records by editing Job Order records or creating new Job Orders, often from a list of existing 
employers. These actions resulted in staff claiming these new hires as placements without 
actually providing any services. 

 
Criteria: Per the Code of Federal Regulations (CFR), 20 CFR § 683.220 prescribes: 

(a) Recipients and sub-recipients of WIOA title I and Wagner-Peyser Act funds must 
have an internal control structure and written policies in place that provide safeguards to 
protect personally identifiable information, records, contracts, grant funds, equipment, 
sensitive information, tangible items, and other information that is readily or easily 
exchanged in the open market, or that the Department or the recipient or sub-recipient 
considers to be sensitive, consistent with applicable Federal, State and local privacy and 
confidentiality laws. Internal controls also must include reasonable assurance that the 
entity is: 

(1) Managing the award in compliance with Federal statutes, regulations, and the terms 
and conditions of the Federal award; 
(2) Complying with Federal statutes, regulations, and the terms and conditions of the 
Federal awards; 
(3) Evaluating and monitoring the recipient’s and sub-recipient’s compliance with 
WIOA, regulations and the terms and conditions of Federal awards; and 
(4) Taking prompt action when instances of noncompliance are identified. 

 
Additionally, per 2 CFR § 200.302(b)(4), the financial management system of each non- 
Federal entity must provide for “Effective control over, and accountability for, all funds, 
property, and other assets. The non-Federal entity must adequately safeguard all assets and 
assure that they are used solely for authorized purposes.” 
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Further, 2 CFR § 200.328(a) stipulates: 
 

Monitoring by the non-Federal entity. The non-Federal entity is responsible for 
oversight of the operations of the Federal award supported activities. The non-Federal 
entity must monitor its activities under Federal awards to assure compliance with 
applicable Federal requirements and performance expectations are being achieved. 
Monitoring by the non-Federal entity must cover each program, function, or activity. 

 
20 CFR § 677.240(a) requires that: “States must establish procedures, consistent with 
guidelines issued by the Secretary of Labor or the Secretary of Education, to ensure that they 
submit complete annual performance reports that contain information that is valid and 
reliable, as required by WIOA sec. 116(d)(5).” In Program Years (PY) 2014 and 2015 
waived WIOA program-reporting requirements to allow the statistical adjustment model to 
populate with adequate state data. The early data established benchmarks for subsequent 
years and is the basis for agreed upon performance levels during negotiations. 

 
False reporting hinders the ability of state and local areas to assess performance, sufficiently 
adjust services adequately, and impedes ETA’s ability to gain an accurate picture of 
outcomes to justify expenditures. In this instance, the impact of the false performance 
reporting will likely manifest in the performance outcomes of the Entered Employment Rate 
at second and fourth quarters after exit and the Job Retention Rate measures. 

 
The use of funds and the reporting and performance requirements of WIOA and WP 
grantees require recipients and sub-recipients to report accurate data for reportable 
individuals and the services provided. The absence of adequate and appropriate internal 
controls was a contributing factor in enabling management and staff to falsify documents 
and service records for individuals. The lack of controls resulted in inaccurate data 
reporting, inflated Performance Funding Model performance outcomes, and inappropriate 
local staff incentive earnings. The source of all of these violations was a culture that 
tolerated the reporting of falsified placements.  
 
With regard to participant and services, 20 CFR 651.10 specifies relevant definitions 
applicable to the regulation. “Participant means a reportable individual who has received 
services other than the services described in 677.150(a)(3) of this chapter, after satisfying 
all applicable programmatic requirements for the provision of services, such as eligibility 
determination.” Similarly: 

 
Placement means the hiring by a public or private employer of an individual 
referred by the ES office for a job or an interview, provided that the employment 
office completed all of the following steps: 
(1) Prepared a job order form prior to referral, except in the case of a job 
development contact on behalf of a specific participant; 
(2) Made prior arrangements with the employer for the referral of an individual or 
individuals; 
(3) Referred an individual who had not been specifically designated by the 
employer, except for referrals on agricultural job orders for a specific crew leader or 
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worker; 
(4) Verified from a reliable source, preferably the employer, that the individual had 
entered on a job; and 
(5) Appropriately record the placement. 

 
Required Action: The State and local areas must evaluate and implement appropriate 
internal controls in response to the findings in this report. They must discontinue the 
practices that allowed the falsification of participant records and data. The State and local 
areas must also review internal policies, processes, and training to ensure that activities 
permitted under the law are carried out in accordance with the statute, regulations, and ETA 
guidance. At a minimum, this must include adherence to participant eligibility, job order, 
and placement requirements and provisions. 

 
The revision of internal controls will help safeguard assets properly. This will help with 
grant activities being in compliance with the Federal statutes, regulations and the terms and 
conditions of the grants; that all data and reporting are valid and reliable; and that the State 
and local areas have sufficient evaluating and monitoring procedures in place to ensure 
effective and compliant implementation of the programs. 

 
Additionally, the State should assess and determine the impact of falsified placements on 
performance data. The State must report results of this assessment and FLDEO must work 
with the ETA performance team to determine how to adjust reporting and statistical models 
appropriately. 
 

1.1 The State and local areas must evaluate and implement appropriate internal controls in 
response to the findings in this report. They must discontinue the practices that allowed the 
falsification of participant records and data. 
 
The revision of internal controls will help safeguard assets properly. This will help with grant 
activities being in compliance with the Federal statutes, regulations and the terms and 
conditions of the grants; that all data and reporting are valid and reliable; and that the State 
and local areas have sufficient evaluating and monitoring procedures in place to ensure 
effective and compliant implementation of the programs. 
 
GRANTEE RESPONSE (June 28, 2019): DEO has taken a phased approach to ensuring that 
falsified placements and fabrication of information and records are eliminated by introducing 
enhanced measures to prevent the ability of local staff to falsify participant records and data. 
Additionally, CareerSource Pinellas and CareerSource Tampa Bay have taken steps to ensure that 
staff no longer follow the previously adopted practices. To date, the following actions have been taken: 
 
DEO enhanced its statewide management information system to increase direct jobseeker and 
employer communication to confirm the accuracy of activities and services provided. 
 

 DEO updated the state’s labor exchange system (Employ Florida) to alert jobseekers 
upon their registration in Employ Florida. The system update sends a message to the job 
seeker to confirm the jobseeker’s registration. The message also includes the DEO 
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Customer Information Center’s contact information and informs job seekers to contact 
DEO if they did not initiate or authorize their Employ Florida registration (Attachment 
1.1) – completed May 2019. 

 DEO updated Employ Florida to immediately alert employers when a hire is recorded 
on their job orders in Employ Florida. The message also includes the DEO Customer 
Information Center’s contact information and employers are informed to notify DEO if 
they did not authorize the posting of a position in Employ Florida and/or did not fill the 
position (Attachment 1.1) – completed May 2019. 

 
 DEO is reviewing the existing state level performance incentive policy and methodology 

to ensure that it does not incentivize boards to falsify performance. 
 

 DEO updated the annual financial monitoring internal control questionnaire, requiring 
both the Executive Director and the LWDB Chair to sign the completed form indicating 
his or her review and approval of the responses to the questionnaire (Attachment 1.2) 
– completed September 2018. 

 
 CareerSource Tampa Bay has completed the following corrective actions toward 

compliance: 
o Developed an outreach plan for the universal job seeker on how to register on 

Employ Florida for job search assistance – completed January 2019. 
o Ceased acquisition and use of all new hire lists for all programs associated with 

Business Services – completed February 2018. 
 

 CareerSource Pinellas has completed the following corrective actions toward 
compliance: 

o Reviewed the hire list process and no longer uses hire lists for placements 
(Attachment 1.3) – completed July 2018. 

o Procured a One-Stop Operator whose role, in part, is to conduct monitoring of all 
programs bi-annually and report those findings to the Board of Directors 
(Attachment 1.4) – completed November 2018. 

o Made immediate changes to program activities as identified by USDOL ETA and 
DEO to include discontinuation of staff incentives, revised 
procedures/guidebooks, and provision of additional programmatic staff trainings 
(Attachment 1.3) – completed May 2019. 
 

The following corrective actions are in progress: 
 

 DEO is developing a LWDB data dashboard designed to help identify data anomalies, 
such as missing/suspicious contact information, incomplete/missing background 
information and/or resume, and a short time span between registration and job 
placement, which will be analyzed by the DEO and LWDBs. An explanation will be 
required from the LWDB staff to determine if the anomaly reflects local operational 
processes or if a data anomaly reflects an issue which needs to be addressed. DEO will 
use this information to identify opportunities to provide training and technical assistance 
to LWDBs if needed. The goal is to decrease and eliminate future errors/anomalies 
associated with data and to address data anomalies timely. DEO will adopt a process to 
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share data anomalies with the LWDBs for review and require corrective actions, as 
needed. The dashboards will also be a data tool for LWDBs to use to quickly identify 
data gaps and anomalies. 

 
 DEO will review and update the financial monitoring tools and/or internal control 

questionnaire to include the following: 
o Bonuses – to assist the LWDBs in identifying any bonus programs that may be 

unknowingly incentivizing employees to commit fraud. 
o Pay raises – to ensure that all raises are reasonable and approved by the 

appropriate staff including the Board of Directors, as needed, prior to the raise 
becoming effective; 

o Expanded disbursement sampling to include payments for participant program 
services – to ensure the disbursements are adequately supported through 
documentation of participant eligibility. DEO’s programmatic monitors will 
confirm participants included in the sample are eligible for the services received. 

o Positive confirmation - DEO will contact a sample of participants to ensure they 
received services from the LWDBs career center. 

o Related party agreements – DEO will review 100 percent of all agreements made 
with related parties and sample payments to ensure payments are fully supported. 

o Analytical procedures – to determine whether certain employers receive a 
disproportionate share of funding for participants as compared to the total 
participants receiving services. 

 
DOL RESPONSE: This finding remains UNRESOLVED. ETA recognizes the multiple approaches 
the State and locals are considering to respond to the finding.  However, the actions indicated are 
insufficient in describing adequate solutions and documentation supporting of the development and 
implementation of appropriate internal controls to resolve this finding.   
 
ETA encourages the State to implement system-wide control measures, by assessing and 
developing controls that will resolve the issues more directly, and at the source. .  For example, 
the first bullet, emails to new registrants or employers, places the responsibility on external 
parties, for which there is also still no control to ensure this happens.  The proposed process 
relies heavily on an external party that is not subject to the requirements and regulations of the 
programs, and provides no assurance that the requested actions will be taken; thus it does not 
represent a process that ensures staff compliance going forward, nor does it complete resolution 
to the prior fraudulent data entry.  This presents a potential partial, but not secure, remedy for 
new registrations or job placement claims.  Also, the proposed resolution does not account for 
the numerous placement claims for individuals who became inactive in the system and 
subsequently the staff simply reactivated their accounts without their knowledge.  In addition, 
the response does not address the fabricated job orders that were not a part of the employer’s 
legitimate job order, but were created and used for the purpose of claiming performance credit.   
 
 
1.2 The State and local areas must also review internal policies, processes, and training to 
ensure that activities permitted under the law are carried out in accordance with the statute, 
regulations, and ETA guidance. At a minimum, this must include adherence to participant 
eligibility, job order, and placement requirements and provisions. 



P a g e | 8 
 

 
GRANTEE RESPONSE (June 28, 2019): Prior to the issuance of the report, DEO evaluated the 
guidance provided in the current state policies. DEO identified and implemented opportunities to 
strengthen and clarify policy language in state-level policies to lessen ambiguity and support 
consistency across the state. Additionally, DEO used the policy evaluation process to identify if 
additional WIOA policies to provide guidance needed to be developed. The following policies were 
either updated, revised, or developed, and finalized prior to the issuance this corrective action plan: 
 

 Administrative Policy 009 – On-the-Job Training (Attachment 1.5) 
 Administrative Policy 096 – Jobseeker Registration (Attachment 1.6) 
 Administrative Policy 098 – Employer Services (Attachment 1.7) 
 Administrative Policy 099 – Job Orders and Placements (Attachment 1.8) 

 
DEO provided intensive, on-site programmatic training and technical assistance to the staff 
at CareerSource Tampa Bay and CareerSource Pinellas in January 2019. The training 
provided an opportunity for all LWDBs to attend training and to ensure the local service 
delivery strategies and processes align with state and federal guidelines. Additionally, DEO 
has completed the following actions: 

 
 Provided hands-on demonstrations on the correct use of Employ Florida – completed 

February 2019. 
 Implemented a statewide training schedule and provided in-person training for all 

LWDBs for programs administered by the LWDBs, including Wagner Peyser, WIOA, 
Supplemental Nutrition Assistance Program Employment and Training (SNAP E&T), 
Federal Bonding and Welfare Transition (WT). DEO will develop and implement a 
consistent annual statewide training schedule for programs administered by the LWDBs. 
Conducted WIOA statewide training series during the months of March and April 2019, 
as outlined in the table below: 

 
Day 1 
Training Topic 

Training Elements 

WIOA Youth Program Overview  History 
 Populations (OSY and ISY) 
 Eligibility 
 Barriers 
 Supportive/Follow-up Services 
 Low Income 

  
WIOA Youth Program Design  Objective Assessment 

 Individual Service Strategy 
 14 Program Elements 

  
WIOA Adult and Dislocated Worker 
Eligibility 

 Eligibility Criteria 
 Source Documentation 

  

http://www.floridajobs.org/docs/default-source/lwdb-resources/policy-and-guidance/guidance-papers/2019-guidance-papers/adminpol009_ojt-new.pdf?sfvrsn=2
http://www.floridajobs.org/docs/default-source/lwdb-resources/policy-and-guidance/guidance-papers/2019-guidance-papers/new_adminpol096_jobseekerregn_strengthened2019.pdf?sfvrsn=2
http://www.floridajobs.org/docs/default-source/lwdb-resources/policy-and-guidance/guidance-papers/2019-guidance-papers/new_adminpol098_employersvcs_strengthened2019.pdf?sfvrsn=2
http://www.floridajobs.org/docs/default-source/lwdb-resources/policy-and-guidance/guidance-papers/2019-guidance-papers/new_adminpol099_jobordersandplacements_strengthened2019.pdf?sfvrsn=2
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WIOA Adult and Dislocated Worker 
Program Design 

 Basic Career and Individualized 
Services 

 Training Services 
  
Documenting in Employ Florida/Walk 
through 

 Pre/Post-tests 
 Measurable Skill Gain 
 Credential Attainment 
 Other 

 
 

Day 2 
Training Topic 

Training Elements 

WIOA Adult and Dislocated Worker 
Program Design 

 Support Services 
 Follow-up Services Pre-and Post-Exit 
 Co-enrollment 
 Exit Requirements 
 ETPL 
 TOL 

Measurable Skill Gains  Who is in the measure and when 
 Types of Skill Gains 
 How to record Skills Gains in Employ 

Florida 
Service Code Review  Review of the most frequently used Service 

Codes 
Work-Based Training  Identifying the types of work-based training 

 Service codes associated with each type of 
work-based training 

 Recording of worksite, provider and O*Net 
code information 

On-the-Job Training  Eligibility 
 Defining on-the-job training 
 Employed workers 
 OJT Training Plan 
 OJT Contract Requirements 
 Payments to workers 
 Reverse Referral 
 OJT, Registered Apprenticeships and Pre-

Apprenticeships 
Workforce Statistics and Economic 
Research  Overview 
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 Partnered with CareerSource Florida and Maher and Maher to implement a 
comprehensive WIOA program performance metrics training series (Attachment 1.9) 
The training series offered LWDBs a closer look at WIOA’s Primary Indicators of 
Performance, ways to measure and improve performance for Business Services and 
suggestions for aligning strategies to performance. The trainings were conducted 
through a blended approach using webinars, in-person meetings and other learning tools. 
The modules and topics covered during the training sessions include: 

 
WIOA Performance Metrics 

Course or Workshop 
Method Delivered 

1. WIOA Overview and Performance Training Webinar June 2018 
2. Interactive Performance Workshop In-Person September 2018 
3. Measuring & Improving Performance for Business 

Services 
Webinar October 2018 

4. Approaches to Aligning Strategies to Performance In-Person December 2018 

The training sessions and workshops were recorded and are accessible at any time to the 
LWDB staff in the DEO Learning Management System. 

 
CareerSource Tampa Bay has taken the following corrective actions toward compliance: 

 
 Created a policy/performance position dedicated to providing additional local 

guidance and training for staff on TEGLs, DEO policies, and policy changes - 
completed prior to May 2019. 

 
CareerSource Pinellas has taken the following corrective actions toward compliance: 

 
 Revised internal policies and processes (Attachments 1.10, 1.11, 1.12, and 1.13) to 

include placements, job orders, and eligibility – completed May 2019. 
 

The following corrective actions are in progress: 
 

 CareerSource Tampa Bay will prepare policy and procedures on each of the three 
areas: job seeker registrations, job orders, and placements to comply with the 
following DEO Policies: 

 
o Administrative Policy 096 – Job Seeker Registration 
o Administrative Policy 098 – Employer Services, and 
o Administrative Policy 099 – Job Orders and Placements. 

 
 CareerSource Tampa Bay will develop a training plan by department (program and 

fiscal) to incorporate essential job functions to ensure staff understand compliance 
requirements. 

 CareerSource Pinellas will work with DEO and the One-Stop Operator to review and 
finalize revised policies and processes before conducting the necessary trainings and 
distribution to staff. 
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 CareerSource Pinellas will develop a Policy, Reports and Quality Assurance Lead 
position dedicated to focusing on providing local guidance and training for staff on 
TEGLs, DEO policies and policy changes. This position was approved by the Board 
of Directors on June 5, 2019 and will be effective July 2019. 

 CareerSource Pinellas' One-Stop Operator will assist in reviewing desk guides and 
developing a plan to ensure the process for reviewing policies & procedures are 
updated (Attachment 1.14). 

 CareerSource Pinellas is conducting on-going internal monitoring (Attachment 1.15). 
 DEO is developing a comprehensive performance policy that will provide guidance to 

LWDBs on proper reporting of services and data validation, as well as information on 
how DEO and LWDBs will work together to ensure performance goals are met while 
maintaining ethical practices. 

 
DOL RESPONSE: This finding remains UNRESOLVED. ETA acknowledges the efforts the State 
and Local areas have begun regarding policy and procedure changes and training.  However, the 
following information and clarifications are needed:  1) documentation that demonstrates how the 
State and local policies collectively and consistently ensure that internal controls are adequate and 
appropriate to resolve the issues in this finding; 2) confirmation that policies have received board 
approval and were subsequently implemented; and 3) how the policies will be enforced.   
 
While the State has articulated that some training has occurred, the schedule for the referenced 
annual statewide training  has not yet been provided.  This training should be aligned with the 
internal controls that are needed and revised policies or processes should be put in place that 
address the problems identified.  Thus, the training plan and schedule would need to reflect and 
correspond to the development and implementation of the policy and procedure changes as 
noted.   
 
1.3 The State should assess and determine the impact of falsified placements on performance 
data. The State must report results of this assessment and FLDEO must work with the ETA 
performance team to determine how to adjust reporting and statistical models appropriately. 
 
GRANTEE RESPONSE (June 28, 2019): DEO requests technical assistance from the USDOL 
ETA regional team to examine the back-up documentation (criteria, listing of falsified placements, 
work papers, sampling list, etc.) used by USDOL ETA to develop the compliance review report. 
DEO requests that USDOL ETA provide the specific records and files used to identify all individuals 
in CareerSource Tampa Bay and CareerSource Pinellas workforce board areas reviewed by USDOL 
and used to asserted to be the subject of falsified placements as well as USDOL ETA’s methodology 
for calculating the questioned costs. Once the review and assessment of falsified placements are 
completed and validated, DEO will work with the USDOL ETA performance team to adjust 
reporting and statistical models, as deemed appropriate. 
 
DOL RESPONSE: ETA acknowledges the State’s response and accepts the request for technical 
assistance.  ETA plans to work with DEO to develop a technical assistance plan that helps the State 
to resolve this finding.  Additionally, as noted in response to DEO’s sections 1.1 and 1.2 of this 
finding, the State has not yet provided evidence of effective and adequate policies and internal 
controls to prevent future falsification of records.  To develop and implement an overall technical 
assistance plan, including determining data validation, data accuracy, and reporting actions related to 
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performance, ETA is requiring that the State works directly with the regional office.  As part of the 
development and implementation of a technical assistant plan, ETA proposes to establish a formal 
series of teleconference meetings that are highly focused and concentrated to determine the most 
appropriate resolution. This finding remains UNRESOLVED. 
 
Finding #2: Lack of Documented Program and Service Eligibility for OJT Participants 
CMG Indicators: 1.e Participant Services; 3.a Internal Controls, and 3.f Allowable Cost 
 

Participants enrolled in the OJT program did not meet program and service eligibility 
requirements for WIOA OJT services, as required. CSTB and CSP case files did not contain 
documentation that supported eligibility for OJT training services. Files, including case 
notes, did not include documentation supporting eligibility, comprehensive assessment, or 
an Individual Employment Plan (IEP) to determine eligibility and suitability for OJT. The 
case files lacked evidence that staff completed appropriate skills gaps analyses and 
determinations. The number of training hours needed to fill identified skills gaps were never 
determined appropriately to ensure participants received the proper OJT training for in- 
demand occupations. 

 
As discussed earlier in the report, management instructed employers to submit weekly hire 
lists to the local areas. Some lists were of individuals the employers had recently hired. The 
local areas used these lists to report falsified placements, typically under the WP program. 
For some employers, these hire lists included individuals whom the employer had already 
interviewed and planned to hire. 

 
CSTB and CSP also organized one OJT team for all programs in both local areas. This team 
also processed the OJT hire lists, registered and enrolled individuals in OJT services, and 
developed OJT agreements between employers and individuals. The team also used the hire 
lists to scan the State system for existing records of individuals. WIOA case managers 
referred a few individuals from the lists to employers as potential OJT participants, and 
therefore some OJT enrollments may be legitimate WIOA OJT cases. For non-referrals, the 
team checked the individuals’ dislocated worker status through the unemployment system to 
determine their eligibility. Once they determined eligibility, the team would meet the 
individuals at the work site on the start date of employment to gather OJT registration and 
enrollment documentation. Staff recorded the potential OJT participants from the hire lists 
who did not enroll in or meet OJT eligibility into the system as positive job placements by 
falsifying the individuals’ services. 

 
Additionally, the majority of files reviewed exhibited that, regardless of a referral, the 
individuals on these lists who enrolled in OJT did not meet the eligibility requirements, per 
WIOA regulations. Case files reviewed contained no case notes, comprehensive 
assessments, career planning or IEP, or the determination of the need for OJT training 
services. In almost all cases, staff entered all WIOA services and the job referrals on the 
Friday before the start date, followed by a WP placement recorded three days later. In some 
cases, the staff completed the OJT registration and enrollment process after the employee 
had already started work, and then backdated the documentation. 

 
In most files reviewed, OJT contracts did not document what skills participants would 
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obtain through OJT training. Most files omitted this information, often referring to a job 
order for further information or providing generic, standard contract language to identify the 
maximum number of hours without identifying skills to be learned or providing any basis 
for the number of hours needed for training and which employer to reimburse. Interviews 
with staff revealed that using a generic timeframe of up to ten weeks for training and 
reimbursement to employers was a standard practice. This practice essentially assigns a 
standard number of hours used for employer reimbursements, without documented evidence 
of the participant’s skill needs. In addition, all OJT contracts, containing each employer’s 
signature, were located on an internal database for the purpose of staff having the ability to 
print them. Staff were able to add start dates, thereby violating program requirements. 
Several contracts in the Atlas WIOA case management system appeared to be reprinted 
contracts with dates added by the staff completing the contracts. Furthermore, there was no 
evidence of ongoing or follow-up monitoring, collection of timesheets, or case management for 
the majority of OJT participants. Employers sent all the paystubs to the local area upon the 
conclusion of the individual’s OJT contract to receive direct payment of the 50 percent wage 
reimbursement. 

 
The reviewer also examined financial records for OJT payments made to employers during 
the period July 1, 2013, through June 30, 2018. The OJT payments made by each Local 
Workforce Development Area (LWDA) are below: 

 
LWDA OJT Payments 
Pinellas $4,151,420.62 
Tampa Bay $5,602,503.13 
TOTAL $9,753,923.75 

 
The entire OJT process and transactions between the local areas and employers supported 
the employers with 50 percent wage reimbursement and enabled the local areas to claim 
positive placement outcomes. The local areas provided wage reimbursements to employers 
without accurate or appropriate eligibility determination and without providing any actual 
services to the participants. This does not meet the intent or requirements for WIOA OJT, 
per the statute or regulations. Through case file reviews, staff interviews, and process 
documentation reviews, it was clear that this process was the local areas’ primary process 
for OJT enrollments. 

 
Due to the extensiveness of the non-compliance issues, the widespread application of these 
practices throughout the local areas’ grant systems, ETA questions all OJT payment costs. 

 
Criteria: Per 20 CFR § 680.110(a), adults and Dislocated Workers become participants 
through a registration process. “Registration is the process for collecting information to 
support a determination of eligibility […] Individuals are considered participants when they 
have received a Workforce Innovation and Opportunity Act (WIOA) service other than self- 
service or information-only activities and have satisfied all applicable programmatic 
requirements for the provision of services, such as eligibility determination.” 

 
While eligibility for WIOA career services is more simplified, WIOA training services, such 
as OJT, require additional activities to ensure participants receive appropriate services. 
Aside from program eligibility, AJC staff must also determine service eligibility, or the need 
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and appropriateness of training services for the participant. Per 20 CFR § 680.210: 
 

Under WIOA sec. 134(c)(3)(a) training services may be made available to employed 
and unemployed adults and dislocated workers who: 
(a) A one-stop center or one-stop partner determines, after an interview, evaluation, 
or assessment, and career planning, are: 

(1) Unlikely or unable to obtain or retain employment that leads to economic self- 
sufficiency or wages comparable to or higher than wages from previous 
employment through career services; 
(2) In need of training services to obtain or retain employment leading to economic 
self-sufficiency or wages comparable to or higher than wages from previous 
employment; and 
(3) Have the skills and qualifications to participate successfully in training services. 

 
20 CFR § 680.220(b) continues: 

 
The case file must contain a determination of the need for training services under § 
680.210 as determined through the interview, evaluation, or assessment, and career 
planning informed by local labor market information and training provider 
performance information, or through any other career service received. There is no 
requirement that career services be provided as a condition to receipt of training 
services; however, if career services are not provided before training, the Local WDB 
must document the circumstances that justified its determination to provide training 
without first providing the services described in paragraph (a) of this section.  

 
If determined to be appropriate for an individual to obtain or retain employment, 
comprehensive and specialized assessments of the skill levels and service needs may 
include, “development of an individual employment plan, to identify the employment goals, 
appropriate achievement objectives, and appropriate combination of services for the 
participant to achieve the employment goals, including providing information on eligible 
providers of training services […].” 

 
Further, 20 CFR § 680.700(c) indicates, “An OJT contract must be limited to the period 
required for a participant to become proficient in the occupation for which the training is 
being provided. In determining the appropriate length of the contract, consideration should 
be given to the skill requirements of the occupation, the academic skill level of the 
participant, prior work experience, and the participant’s IEP.” The appropriate 
implementation of these program requirements were lacking. 

 
Lastly, OJC contracts may be written for eligible employed workers when, as according to 
20 CFR § 680.710(c), “The OJT relates to the introduction of new technologies, 
introduction to new production or service procedures, upgrading to new jobs that require 
additional skills, workplace literacy, or other appropriate purpose identified by the LWDB.” 

 
Required Action: The local areas must abide by eligibility requirements of the OJT 
program and ensure that their policy, instructions, and processes comply with the criteria 
for program eligibility. The local areas should provide training for all staff, both case 
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managers and Business Services staff. Both local areas must ensure the staff understand the 
requirements and intent of OJT, including how to communicate and explain the program to 
employers. In addition, the LWDAs must reevaluate and revise, as necessary, their current 
local OJT policy on assessing participants and developing documentation that supports the 
need for OJT training. This should include the use of assessment results, IEPs, case notes, 
and follow-up services to support the need for training and to ensure the participants' 
success in the program. FLDEO must work with the local areas to ensure that all program 
participants have documented assessments, present a need for OJT services with a well-
developed IEP to support enrollment in program activities. 
The local area staff must verify that all required actions are recorded, legible, accurate upon 
enrollment, and implemented in full compliance with program eligibility requirements. 
FLDEO must review and determine that participants enrolled in the OJT program from July 
1, 2013, through June 30, 2018, were eligible and suitable for the OJT program by 
following WIOA requirements. 

 
Reimbursement payments made to employers for OJT program services during the period July 
1, 2013, through June 30, 2018, in the amount of $9,753,923.75 are questioned and subject to 
disallowance. 

 
2.1 The local areas must abide by eligibility requirements of the OJT program and ensure that 
their policy, instructions, and processes comply with the criteria for program eligibility. 
 
GRANTEE RESPONSE (June 28, 2019): CareerSource Tampa Bay and CareerSource Pinellas 
completed several corrective actions relating to the OJT program eligibility requirements prior to the 
issuance of the compliance review report. Both areas will continue to work towards steps to fully 
comply with report findings until DEO determines they are satisfactorily resolved. 
 

CareerSource Tampa Bay has taken the following actions towards compliance: 
 Participated in WIOA technical assistance conducted by DEO – completed March 

2019. 
CareerSource Pinellas has taken the following actions towards compliance: 

 Participated in WIOA technical assistance conducted by DEO – completed March 
2019. 

 CareerSource Pinellas drafted and updated a desk guide for all programs that fund 
OJT/Paid Work Experience (PWE) programs, such as TANF, WIOA, and TAA and 
will submit the desk guide to DEO for review and approval (Attachment 2.1). 

The following corrective actions are in progress: 
 

 DEO will also enhance programmatic monitoring tools to ensure that all WIOA 
training services documentation is compliant with WIOA law. 

 DEO will update the internal control questionnaire to require annual review of board 
policies, instructions and processes based on the WIOA criteria for OJT program 
eligibility. 

 CareerSource Tampa Bay is conducting an organizational re-alignment with Business 
Services and Program Services. This re-alignment shifts OJT eligibility and 
placements from Business Services staff to Program Services staff. Business Services 
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staff will focus on attracting and engaging businesses. 
 Upon approval and implementation of the desk guides, CareerSource Pinellas will 

hold training to ensure staff understand the requirements and intent of OJT and how 
to communicate the program to employers. 

 
DEO will ensure that CareerSource Tampa Bay and CareerSource Pinellas update their 
policies, instructions, and processes to comply with the criteria for OJT program 
eligibility. 
 

DOL RESPONSE: This finding remains UNRESOLVED.  ETA acknowledges the local areas’ 
proposed changes, draft policies, as well as DEO’s anticipated actions in response to OJT program 
eligibility compliance.  However, actions taken to date are insufficient to resolve this finding.  The 
State did not provide evidence to confirm the described actions have been fully implemented, 
including evidence of the boards’ approval of draft policies.  Until all required actions are finalized, 
and corrective actions are implemented, reviewed, and receive Regional Office concurrence as being 
sufficient to promote consistent compliance across both local areas, this finding will remain open.   
 
2.2 The local areas should provide training for all staff, both case managers and Business 
Services staff. Both local areas must ensure the staff understand the requirements and intent of 
OJT, including how to communicate and explain the program to employers. 
 
GRANTEE RESPONSE (June 28, 2019): CareerSource Tampa Bay and CareerSource Pinellas 
completed several corrective actions prior to the issuance of the compliance review report. Both areas 
will continue to work towards steps to fully comply with report findings until they are satisfactorily 
resolved. 

 
CareerSource Tampa Bay has taken the following actions toward compliance: 

 
 Modified OJT, Employed Worker Training (EWT), and PWE agreement templates to 

reflect ETA and DEO best practices – completed March 2019. 
 Added a year-end date to the OJT, EWT, and PWE agreements to establish a financial 

period end with an annual term limit – completed March 2019. 
 The LWDB attorney reviewed and edited the OJT/PWE agreement and provided 

suggested modification to strengthen the existing language to the applicant and 
employer – completed March 2019. 

 Modified processes in order to comply with job order and candidate referrals related 
to OJT and PWE. The LWDB no longer completes Employ Florida referrals 
(Attachment 2.2) – completed prior to May 2019. 

 
CareerSource Pinellas has taken the following actions toward compliance: 

 Modified OJT, EWT and PWE processes and drafted new desk guides. These will be 
submitted to DEO for review – completed prior to May 2019. 

 
The following corrective actions are in progress for this finding: 

 CareerSource Pinellas is currently conducting a full review of the local area’s desk 
guides for all programs that fund OJT/PWE. Upon approval and implementation of 
the desk guides, training will be held to ensure staff understand the requirements and 
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intent of OJT and how to communicate the program to employers. 
 

 CareerSource Tampa Bay will conduct a joint training session with the Business 
Services team and Program Services team to review local policies and procedures. 

 
DEO will ensure that both CareerSource Tampa Bay and CareerSource Pinellas provide 
training for all staff, both case managers and Business Services staff, to ensure that staff 
understand the requirement and intent of OJT, including how to communicate and explain the 
program to employers. DEO programmatic monitoring will include interviews of LWDB staff 
to ensure an adequate understanding of the requirements and intent of OJT. 

 
DOL RESPONSE: This finding remains UNRESOLVED.  The State did not provide evidence that 
corrective actions described have been fully approved by the board, including evidence of the boards’ 
approval of draft policies and system-wide implementation.  The finding will remain open until all 
required actions are finalized, and corrective actions are implemented, reviewed, and receive 
Regional Office concurrence as being sufficient to promote consistent compliance across both local 
areas.    
 
2.3 The LWDAs must reevaluate and revise, as necessary, their current local OJT policy on 
assessing participants and developing documentation that supports the need for OJT training. 
This should include the use of assessment results, Individual Employability Plans (IEPs), case 
notes, and follow-up services to support the need for training and to ensure the participants' 
success in the program. 
 
GRANTEE RESPONSE (June 28, 2019): CareerSource Tampa Bay and CareerSource Pinellas 
completed several corrective actions prior to the issuance of the compliance review report. Both areas 
will continue to work towards steps to fully comply with report findings until they are satisfactorily 
resolved. 
 

CareerSource Tampa Bay has completed the following corrective actions toward compliance: 
 Reviewed the USDOL toolkit on OJT policy and researched other national/statewide 

best practices to develop local policy – completed December 2018. 
 Revised WIOA/OJT enrollment, follow-up and monitoring forms to ensure 

compliance – completed March 2019. 
 Modified the OJT Staffing Structure: 

o Integrated Business Services OJT team with the WIOA Program team; and 
o Implemented process for the use of OJT job orders with WIOA occupational 

skills training completers (90 days prior to completion) and job search – 
completed prior to May 2019. 

 Implemented staff policies and procedures on OJT (Attachments 2.3, 2.4) – 
completed March and May 2019. 
 

CareerSource Pinellas has completed the following corrective actions towards compliance: 
 Reviewed the hire list process for determining OJT/PWE and immediately directed 

that staff no longer utilize hire list for reverse referrals, based on USDOL ETA and 
DEO guidance relating to OJT/PWE. 

The following corrective actions are in progress: 
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 CareerSource Tampa Bay is conducting an organizational re-alignment with Business 
Services and Program Services, to include shifting OJT eligibility and placement from 
Business Services to Program Services and shifting Business Services’ focus to 
attracting business and business engagement. 

 CareerSource Pinellas is currently conducting a full review of desk guides. Upon 
approval and implementation of the desk guides, training will be held to ensure staff 
understand the requirements and intent of OJT and how to communicate the program 
to employers. 

 CareerSource Pinellas will conduct a full review of OJT/PWE policy and will make 
additional changes as necessary. 

 
DEO will ensure that both CareerSource Tampa Bay and CareerSource Pinellas will 
reevaluate and revise, as necessary, their current local OJT policy on assessing participants 
and developing documentation that supports the need for OJT training, the use of assessment 
results, IEPs, case notes, and follow-up services to support the need for training and to ensure 
the participants' success in the program. Further, DEO will update the financial monitoring 
tool to ensure that adequate documentation supports the need for participant program service, 
including but not limited, to OJT training. Monitoring procedures will test for the existence 
of assessment results, IEPs, case notes, and follow- up services. 

 
DOL RESPONSE: This finding remains UNRESOLVED.  DEO’s anticipated actions in response to 
OJT program eligibility compliance are still ongoing; and draft policies have not been finalized, 
approved, and implemented to demonstrate that all actions taken are sufficient to resolve the finding.    
Until all required actions are finalized, and corrective actions are implemented, reviewed, and receive 
Regional Office concurrence as being sufficient to promote consistent compliance across both local 
areas, this finding will remain open.   
 
2.4 FLDEO must work with the local areas to ensure that all program participants have 
documented assessments, present a need for OJT services with a well-developed IEP to support 
enrollment in program activities. 
 
GRANTEE RESPONSE (June 28, 2019): DEO has taken the following corrective actions to 
resolve the noted issue: 

 Enhanced the OJT sections of the programmatic monitoring tool to ensure that 
beginning in the Program Year 2018-2019 monitoring cycle, OJT participant files 
examined meet all necessary federal and state requirements for eligibility and training 
– completed August 2018. 

 Provided on-site technical assistance for CareerSource Tampa Bay and CareerSource 
Pinellas for the OJT program – completed February 2019. 

 Conducted statewide training for all LWDBs on the OJT Program during the months 
of March and April 2019 – completed April 2019. 

 Revised Administrative Policy 009 – On-the-Job Training by strengthening the policy 
to ensure all federal and state guidelines are clearly stated – completed June 2019. 

 
The following corrective action is in progress: 

 
 DEO will update the financial monitoring tool to ensure that adequate documentation 



P a g e | 19 
 

supports the need for participant program service, including but not limited to OJT 
training. Monitoring procedures will test for the existence of assessment results, IEPs, 
case notes, and follow-up services. 

 
DOL RESPONSE: This finding remains UNRESOLVED.  ETA acknowledges the State’s actions in 
response to OJT program eligibility compliance.  However, the State did not provide evidence to 
confirm the described actions have been fully implemented, including evidence of the boards’ 
approval of draft policies.  Until all required actions are finalized, and corrective actions are 
implemented, reviewed, and receive concurrence from the Regional Office as being suitable to 
promote consistent compliance across both local areas, this finding will remain open.   
   
 
2.5 The local area staff must verify that all required actions are recorded, legible, accurate 
upon enrollment, and implemented in full compliance with program eligibility requirements. 
 
GRANTEE RESPONSE (June 28, 2019): CareerSource Tampa Bay and CareerSource Pinellas 
completed several corrective actions prior to the issuance of the compliance review report. Both areas 
will continue to work towards steps to fully comply with report findings until they are satisfactorily 
resolved. 
 

CareerSource Tampa Bay has completed the following corrective actions toward 
compliance: 

 Eliminated the process of WIOA eligibility on all universal customers and 
transitioned to a process of determining eligibility for those who request WIOA- 
funded assistance – completed March 2018. 

 Incorporated the OJT team into the business services model, requiring Account 
Executives and Recruiters to recruit for OJT job orders by targeting WIOA and WT 
program participants as potential OJT candidates, as well as utilizing Employ Florida 
and Monster resources to source candidates. The Management Information System 
(MIS) provides monthly updated lists – completed prior to May 2019. 

 
CareerSource Pinellas has completed the following corrective actions towards compliance: 

 Incorporated the OJT team into the Business Services model, requiring Account 
Executives and Recruiters to recruit for OJT job orders sourcing WIOA, and Welfare 
Transition program completers, Employ Florida and Monster resources. The 
Management Information System (MIS) provides monthly updated lists – completed 
prior to May 2019. 

 
The following corrective actions are in progress: 

 CareerSource Pinellas plans to hire a consultant or assign staff to review the OJT files 
to help determine compliance with program eligibility requirements and potentially 
address questioned costs. 

 
DEO will ensure that both CareerSource Tampa Bay and CareerSource Pinellas area staff 
verify that all required actions for OJT participants are recorded, legible, accurate upon 
enrollment, and implemented in full compliance with program eligibility requirements. 
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DOL RESPONSE: This finding remains UNRESOLVED.  ETA acknowledges the local areas’ 
changes, draft policies, as well as DEO’s anticipated actions in response to OJT program eligibility 
compliance. However, the State did not provide evidence to confirm the described actions have been 
fully implemented, including evidence of the boards’ approval of draft policies.  Until all required 
actions are finalized, and corrective actions are implemented, reviewed, and receive concurrence 
from the Regional Office as being suitable to promote consistent compliance across both local areas, 
this finding will remain open.   
   
 
2.6 FLDEO must review and determine that participants enrolled in the OJT program from 
July 1, 2013, through June 30, 2018, were eligible and suitable for the OJT program by 
following WIOA requirements. Reimbursement payments made to employers for OJT 
program services during the period July 1, 2013, through June 30, 2018, in the amount of 
$9,753,923.75 are questioned and subject to disallowance. 
 
GRANTEE RESPONSE (June 28, 2019): In August of 2018, DEO enhanced the OJT sections of 
the programmatic monitoring review tool to expand the participant file review process for Program 
Year 2018- 2019 and future year monitoring review cycles. This further ensures that OJT participant 
files   being   examined   are   meeting   all   necessary   federal    and    state   requirements. 
Additionally, the OJT policy was revised to further clarify management review oversight and 
practices in administering the OJT program statewide. 
 

The following corrective actions are in progress: 
 

 DEO fiscal and programmatic monitoring staff will jointly take the following steps: 
 

o Identify all OJT participants from CareerSource Tampa Bay and CareerSource 
Pinellas for Program Years 2013 through 2018 and their related payments. 

o Review and evaluate all OJT eligibility documentation provided by CareerSource 
Tampa Bay and CareerSource Pinellas to determine whether the participants were 
eligible. 

o Verify whether reimbursements made to employers were valid. 
o Prepare the final report identifying individuals deemed ineligible and 

recalculate questioned costs. 
 

 CareerSource Tampa Bay will procure an independent external firm to assist in the 
review of question costs. 

 
 
 
DOL RESPONSE: The finding remains UNRESOLVED.  Recalculation of questioned cost is solely 
at the discretion and authority of the ETA Grant Officer.  ETA will resolve this finding when all 
corrective actions, including a timeline, are developed, implemented, and reviewed by ETA.  ETA 
must be provided with documentation supporting that participants enrolled in OJT program between 
July 1, 2013 through June 30, 2018, were eligible and suitable for the OJT program, in accordance 
with WIOA requirements.   Reimbursement payments made to employers for OJT program services 
during this period are subject to disallowance unless, adequate documentation is provided.  
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Finding #3: Supportive Services Payments Potentially Issued to Ineligible Participants 
CMG Indicators: 1.e.6 Supportive Services, 3.a Internal Controls, and 3.f Allowable Cost 
 

Reviewers uncovered that CSTB and CSP provided supportive services and incentives to 
WIOA participants without identifying a need to participate in the career or training services 
they received. This is not compliant with WIOA eligibility requirements for receiving 
supportive services and incentives. The use of questionable eligibility determination for 
WIOA programs, including OJT, supports a high level of probability that supportive 
services and incentives payments also involved ineligible participants. Additionally, 
reviewers discovered that staff issued gas cards or VISA gift cards to participants enrolled in 
OJT and Paid Work Experience activities without determining their need for supportive 
services. In most cases, staff mailed gift cards to participants, instead of issuing them in 
person; a practice contrary to their policy. In addition, staff did not verify if the intended 
recipients received the gift cards. Both local areas issued a substantial number of gift cards 
for supportive services from July 1, 2013, through June 30, 2017. 

 
Supportive Service – Gas/VISA Cards Issued 

LWDA Amount # of cards issued 
Pinellas $1,406,048 23,108 

Tampa Bay $4,043,065 65,911 
TOTAL $5,449,113 89,019 

 
Criteria: 2 CFR § 200.300(b) states, “The non-Federal entity is responsible for complying 
with all requirements of the Federal award [...].” 2 CFR § 200.302(b)(4) continues, denoting 
the responsibility for the “Effective control over, and accountability for, all funds, property, 
and other assets. The non-Federal entity must adequately safeguard all assets and assure that 
they are used solely for authorized purposes.” In addition to 2 CFR § 200.303(a), which 
requires that the non-Federal entity must “Establish and maintain effective internal control 
over the Federal award that provides reasonable assurance that the non-Federal entity is 
managing the Federal award in compliance with Federal statutes, regulations, and the terms 
and conditions of the Federal award[...].” 

 
Finally, 20 CFR § 680.910 prescribes that: 

 
(a) Supportive services may be provided to individuals who are: 

(1) Participating in career or training services as defined in WIOA sec. 134(c)(2) 
and (3); and 
(2) Unable to obtain supportive services through other programs providing such 
services. 

(b) Supportive services only may be provided when they are necessary to enable 
individuals to participate in career services or training activities.  

 
Required Action: Both CSTB and CSP must develop supportive services policies and 
procedures that include appropriate assessment of participant need for supportive services 
and establish a supportive services system that provides for assistance in the actual amount 
of need. Both local areas must also document that they expended funds based on actual 
participant need. 
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The gas/VISA cards issued in both local areas for supportive services from July 1, 2013, 
through June 30, 2017 in the amount of $5,449,113 are questioned and subject to 
disallowance. 

 
3.1 Both CareerSource Tampa Bay and CareerSource Pinellas must develop supportive 
services policies and procedures that include appropriate assessment of participant need for 
supportive services and establish a supportive services system that provides for assistance in 
the actual amount of need. 
 
GRANTEE RESPONSE (June 28, 2019): CareerSource Tampa Bay and CareerSource Pinellas 
completed several corrective actions prior to the issuance of the compliance review report. Both areas 
will continue to work towards steps to fully comply with report findings until they are satisfactorily 
resolved.  
CareerSource Tampa Bay has completed the following corrective actions towards compliance:  
 

 Revised the supportive service policies and procedures to ensure appropriate and sufficient 
internal controls are in place regarding eligibility, issuance, storage and reconciliation of 
supportive service throughout the local area in August 2018. The policy was subsequently 
revised and approved by the Board of Directors (Attachment 3. 1) – completed March 2019.  

 Developed staff procedure desk guide to support the supportive service policy (Attachment 3. 
2) – completed March 2019.  

 Updated their desk guides to reflect updated policies and changes. CareerSource Tampa Bay 
changed the Statement of Needs policy for WIOA and WT/SNAP E&T programs to include 
exclusion of benchmarks and reduced dollar amount of support service per need, based on 
transportation research – completed March 2019.  

 
CareerSource Pinellas has completed the following corrective actions toward compliance:  
 

 Supportive services changes were implemented by the Interim Executive Director which 
immediately discontinued several, if not all, mentioned previous practices. These changes 
were communicated to all CareerSource Pinellas staff via email as well as directions were 
further clarified for all Programs staff (Attachment 1.3) – completed July 2018.  

 Launched an updated participant Statement of Need form to ensure services offered were in 
line with all immediate changes (Attachment 3.3) – completed July 2018.  

 Updated the Support Service standard operating procedures (Attachments 3. 4 and 3.5). 
Implementation of policy changes ensured: o Appropriate and compressive assessment of 
participant needs were completed prior to issuance of services;  

 Removed all programmatic benchmarks and incentives;  
 Reemphasized and established, where needed, annual service caps; and  
 Realigned determination of eligibility to be in full compliance with WIOA regulations – 

completed July 2018.  
 Implemented a process to review the supportive services cap to ensure a participant is not 

allowed to exceed the set cap for every supportive service issuance. Review of the dollar cap 
is completed by two staff members within the customer tracking systems (One-Stop Service 
Tracking and Employ Florida) (Attachment 3. 6) – completed July 2018.  
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 Career Source Tampa Bay is seeking guidance from CareerSource Florida regarding specific 
language contained in their draft supportive service policy. DEO will update the financial 
monitoring tool to ensure a sampling of issuance of prepaid gas/VISA gift cards are supported 
by documentation indicating the participant’s eligibility and need for the supportive services. 
DEO is also updating the Grantee-Subgrantee Agreement with all LWDBs to include the 
following language: 

“The Board hereby certifies to DEO that written administrative procedures, processes, and fiscal 
controls are in place for the payment of supportive services including, but not limited to prepaid 
gas and/or VISA cards. Controls must address issuance, storage, and reconciliation of prepaid 
gas/VISA cards. The Board must maintain documentation supporting the eligibility of the receipt 
of supportive services and that the value of the supportive service is consistent with the 
documented need(s) of the participant(s).”  
 
DEO will ensure that both CareerSource Tampa Bay and CareerSource Pinellas develop 
supportive services policies and procedures that include appropriate assessment of participant 
need for supportive services and establish a supportive services system that provides assistance in 
the actual amount of need. Additionally, DEO will ensure that LWDB policies follow federal law 
and state policy/guidance.  
 

DOL RESPONSE: This finding remains UNRESOLVED.  While the CareerSource Tampa and 
Pinellas County have developed a corrective action plan to address this finding, the actions have not 
yet been implemented, nor do they identify the required safeguards of federal funds. This finding will 
remain unresolved until all proposed actions are implemented and the Regional Office confirms said 
implementation.   
 

 
3.2 Both local areas must also document that they expended funds based on actual participant 
need. The gas/VISA cards issued in both local areas for supportive services from July 1, 2013, 
through June 30, 2017 in the amount of $5,449,113 are questioned and subject to disallowance.  
 
GRANTEE RESPONSE (June 28, 2019): The PY 2018-19 financial monitoring tool was updated 
to include walkthroughs of controls surrounding the prepaid gas/VISA cards at each workforce board 
to verify proper internal controls surrounding issuance, storage, and reconciliation of these cards.  
The following corrective actions are in progress:  

 The DEO fiscal monitoring tool will be updated to include the following:  
 Ensure that the existence of adequate documentation supports the eligibility for the 

receipt of supportive services including, but not limited to gas/VISA cards.  
 Evaluate whether the value of the supportive service provided is consistent with 

the documented need of the participant. 
 Select a sample of participants to contact to ensure they received services from 

the local board’s career center. 
•     DEO fiscal and programmatic monitoring staff will jointly take the following steps:  

 Identify all gas/VISA cards issued for supportive services by CareerSource Tampa 
Bay and CareerSource Pinellas for program years 2013 through 2018.  

 Review and evaluate eligibility documentation for each participant.  
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 Determine whether value of the gas/VISA cards provided was supported by the 
participant’s documented need.  

 Identify individuals deemed ineligible.  
 For eligible participants, compare documented need to the value of the gas/VISA 

cards provided.  
 Recalculate questioned costs. 

 
CareerSource Tampa Bay will procure an independent external firm to assist in the review of 
questioned costs. 
CareerSource Pinellas plans to hire a consultant or assign staff to review the gas VISA cards issued 
for supportive services to determine compliance with program eligibility requirements. 
 
DOL RESPONSE: This finding remains UNRESOLVED. The supportive service policy and 
procedures, as well as the tools established to award and track expenditures, do not meet the 
requirements of WIOA and do not establish the necessary safeguards to account for the award of 
supportive service payments.  Specifically, incentive payments are not allowable costs under 20 CFR 
680.900-910.   While the revision to the supportive service policy is more comprehensive, it still does 
not calculate the amount of supportive services a participant should receive based on the actual needs 
of the participant.  Other areas not addressed include: the lack of a requirement to provide 
documentation regarding supportive service payments; and the requirement for documentation 
verifying that the supportive service payments were properly expended by recipient.  Also, the policy 
describes the issuance of Visa cards to pay for participant needs, however, there is no control in place 
to ensure that the Visa cards are used to pay for the requested needs.   
 
ETA will close this finding after the grantee implements a comprehensive system of policy and 
procedures which ensure that: supportive services are based on actual need; proper documentation is 
provided; and payments are used for allowable activities under WIOA.  
 
Finding #4: Improper Business Services Staff Incentive Compensation 
CMG Indicators: 3.a Internal Controls and 3.f Allowable Cost 
 

The Business Services staff incentive plans from 2013 through 2017 for both CSTB and 
CSP provided a maximum incentive amount of $12,000 annually for the attainment of 
performance measures. The Business Services staff eligible to earn incentives were account 
executives and recruiters. Staff received incentives on a monthly basis dependent on the 
overall contribution the individual made to the attainment of regional monthly and quarterly 
goals, as directed by their supervisor. Business Services staff, like non-business service 
staff, were eligible to receive an annual performance stipend in addition to the monthly 
incentives. The yearly performance stipend paid to Business Services staff in 2016 through 
2017 ranged from $700 to $2,400. 
 

Fiscal Year Dates 
Business Services 
Incentives Paid 

# of Staff Paid 
Incentives 

July 1, 2013-June 30, 
2014 

$556,123.09 70 
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July 1, 2014-June 30, 
2015 

$661,719.45 73 

July 1, 2015-June 30, 
2016 

$492,925.00 61 

July 1, 2016-June 30, 
2017 

$321,118.58 47 

TOTAL $2,031,886.12  
 

The fiscal compliance reviewer examined payroll records, incentive plans, and incentive 
payment documents for the period from July 1, 2013, through June 30, 2017. The reviewer 
noted that the incentives paid to the Business Services staff equated to between 20 and 30 
percent of their base salaries. The reviewer also noted instances of incentives paid to non- 
business services staff and payments higher than the calculated incentive amount. For 
example, the incentive worksheet for September 2017 showed the calculated incentive for 
Recruiter A was $528.20, but the amount approved was $700. 

 
There is evidence that management frequently reassigned staff from incentive earning 
positions to non-incentive earning positions. In interviews, staff disclosed that management 
punished employees who questioned or challenged directives. Mr. Peachey developed the 
incentive plan and approved all incentives paid to Business Services staff. No other local 
area in the State paid incentives for placements. The incentive plans promoted performance 
by incentivizing employees to fabricate records that the local areas improperly reported as 
positive outcomes. 

 
Criteria: 2 CFR § 200.300(b) states, “The non-Federal entity is responsible for complying 
with all requirements of the Federal award [...].” 

 
2 CFR § 200.302(b)(4), requires the “Effective control over, and accountability for, all 
funds, property, and other assets. The non-Federal entity must adequately safeguard all 
assets and assure that they are used solely for authorized purposes.” 

 
2 CFR § 200.303(a) further states that the non-Federal entity must “Establish and maintain 
effective internal control over the Federal award that provides reasonable assurance that the 
non-Federal entity is managing the Federal award in compliance with Federal statutes, 
regulations, and the terms and conditions of the Federal award[...].” 

 
Finally, 2 CFR § 200.430, Compensation – personal services, specifies the requirements 
regarding compensation paid for personal services. At § 200.430(a)(1), it is a stated 
requirement that the total compensation for individual employees “Is reasonable for the 
services rendered and conforms to the established written policy of the non-Federal entities 
consistently applied [...] (2) Follows an appointment made in accordance with a non-Federal 
entity’s laws and/or rules or written policies and meets the requirements of Federal statute, 
where applicable.” At § 200.430(b), reasonableness, requires that “Compensation for 
employees engaged in work on Federal awards will be considered reasonable to the extent 
that it is consistent with that paid for similar work in other activities of the non-Federal 
entity[…]” and 
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(f) Incentive compensation. Incentive compensation to employees based on cost 
reduction, or efficient performance, suggestion awards, safety awards, etc., is 
allowable to the extent that the overall compensation is determined to be reasonable 
and such costs are paid or accrued pursuant to an agreement entered into in good faith 
between the non-Federal entity and the employees before the services were rendered, 
or pursuant to an established plan followed by the non-Federal entity so consistently as 
to imply, in effect, an agreement to make such payment. 

 
Additionally, as a function of the board’s responsibilities, 20 CFR § 679.370 (i)(2) requires 
the board to “Ensure the proper use and management of the funds provided under WIOA”; 
and “Ensure the appropriate use management of the funds provided under WIOA subtitle B 
for the youth, adult, and dislocated worker activities and one-stop delivery system in the 
local area,” and § 679.370 (i)(3) continues “Ensure the appropriate use management, and 
investment of funds to maximize performance outcomes under WIOA sec. 116.” 

 
Required Action: The structure of the incentive plans in place emphasized performance 
results in ways that contributed to unethical behavior and the fabrication of records that the 
two local areas should not have reported as positive outcomes. The LWDBs must put the 
incentive plans on hold until the issues identified in this report are resolved. Additionally, 
the LWDBs should review and revise these benefits to ensure that costs are reasonable, 
necessary for the performance of the award, and are a prudent use of federal funds. While 
making sure to follow union agreements and local employment laws, the State should work 
with both local areas to reprimand or terminate employees who falsified records. 

 
For the period of July 1, 2013 to June 30, 2017, ETA questions the Business Services staff 
incentives totaling $2,031,886.12, subject to disallowance. 

 
4.1 The structure of the incentive plans in place emphasized performance results in ways that 
contributed to unethical behavior and the fabrication of records that the two local areas should 
not have reported as positive outcomes. The LWDBs must put the incentive plans on hold until 
the issues identified in this report are resolved. 
 
GRANTEE RESPONSE (June 28, 2019): CareerSource Tampa Bay and CareerSource Pinellas 
completed corrective actions prior to the issuance of the compliance review report: 
 

 CareerSource Tampa Bay has discontinued all monetary incentives based on 
performance – completed August 2018. 

 CareerSource Pinellas has eliminated the Business Services incentive program – 
completed August 2018. 

 
The following corrective action is in progress: 

 
 DEO will include the review of bonuses, pay raises, and benefits in the fiscal 

monitoring tool to ensure that the costs are reasonable, necessary for the performance 
of the award, and are a prudent use of federal funds. The monitoring tool will also 
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ensure compliance with local policy. 
 CareerSource Tampa Bay is in the process of engaging with a Human Resource 

Consultant to review the current compensation and benefits for LWDB staff are 
reasonable for the performance of the award. 

 
DOL RESPONSE: This finding remains UNRESOLVED.  The State’s response indicates that 
CareerSource Tampa Bay discontinued incentive payments for business services staff in August 
2018.  However, no documentation was provided to validate the discontinuation of incentive 
payments to CareerSource Tampa Bay business services staff.   
 
The corrective action plan to address the finding states DEO’s fiscal monitoring tool will be updated 
to include the review of bonuses, pay raises, and benefits.  The corrective action plan also states that 
CareerSource Tampa Bay will engage the services of a Human Resource consultant to review the 
reasonableness of current compensation and benefits for LWDB staff. While these actions are in 
progress, a timeline for implementing these actions and resolving the finding was not provided. 
 
 
4.2 Additionally, the LWDBs should review and revise these benefits to ensure that costs are 
reasonable, necessary for the performance of the award, and are a prudent use of federal 
funds. 
 
GRANTEE RESPONSE (June 28, 2019): CareerSource Tampa Bay and CareerSource Pinellas 
completed several corrective actions prior to the issuance of the compliance review report. Both areas 
will continue to work towards steps to fully comply with report findings until they are satisfactorily 
resolved. 
 

CareerSource Tampa Bay has completed the following corrective actions toward compliance: 
 Modified the business services compensation structure. The incentive structure was 

removed and the compensation of business services staff were adjusted. Ninety- five 
percent of the 2017 incentive earned by Business Services and Account Executive and 
Recruiters was used as a benchmark for the compensation adjustment – completed 
August 2018. 

 
CareerSource Pinellas has completed the following corrective actions toward compliance: 

 Eliminated the Business Services incentive program in August 2018. On September 
18, 2018, the Board of Directors voted to increase the base salaries for Business 
Services Account Executives to the current established range (Attachment 4.1) – 
completed September 2018. 

 
DOL RESPONSE: This finding remains UNRESOLVED. In response to the finding, the State 
provided information regarding ongoing corrective actions and noted that both CareerSource Pinellas 
and CareerSource Tampa Bay have discontinued incentive payments to business services staff to 
address the finding.   However, a timeline was not provided for implementing all associated actions 
to ensure that business services staff compensation costs are reasonable, necessary for the 
performance of the award, and are a prudent use of federal funds. 
 
4.3 While making sure to follow union agreements and local employment laws, the State should 
work with both local areas to reprimand or terminate employees who falsified records. 
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GRANTEE RESPONSE (June 28, 2019): DEO will require CareerSource Tampa Bay and 
CareerSource Pinellas to work with DEO staff to identify all employees who falsified records. Upon 
the identification of all employees who falsified records, DEO will ensure the appropriate 
disciplinary action is taken. 
 
DOL RESPONSE: This finding remains UNRESOLVED. DEO should provide a corrective action 
plan and timeline in order to fully address this finding.   
 
4.4 For the period of July 1, 2013 to June 30, 2017, ETA questions the Business Services staff 
incentives totaling $2,031,886.12, subject to disallowance. 
 
GRANTEE RESPONSE (June 28, 2019): The following corrective actions are in progress: 
 

 DEO fiscal and programmatic monitoring staff will jointly take the following steps: 
 

o Identify all Business Services staff who received bonuses from CareerSource 
Tampa Bay and CareerSource Pinellas from July 1, 2013 to June 30, 2017. 

o Identify all Business Services staff who falsified records. 
o Analyze bonuses for staff who did not falsify records to determine whether they 

were reasonable, necessary for the performance of the award, and were a prudent 
use of federal funds. 

o Recalculate questioned costs. 
 

 CareerSource Tampa Bay will procure an independent external firm to assist in review 
of questioned costs. 

 CareerSource Pinellas plans to address the findings of questioned costs by hiring a 
consultant or assigning staff to review the Business Services Staff incentives in order 
to determine compliance. 

 
DOL RESPONSE: This finding remains UNRESOLVED. Recalculation of questioned costs is 
solely at the discretion and authority of the ETA Grant Officer.   ETA will resolve the finding when 
all corrective actions, including a timeline are developed, implemented, and reviewed by ETA. 
Additionally, all documentation must be provided to support that incentive payments made to 
business services staff between July 1, 2013 and June 30, 2017, were reasonable, necessary for the 
performance of the award, and were a prudent use of federal funds.  This incentive compensation to 
business services staff is subject to disallowance unless it is supported with documentation to validate 
that these payments were reasonable, necessary for the performance of the award, and were a prudent 
use of federal funds.   
 
Finding #5: Improper Executive Director and Management Compensation Salary 
Increases, CMG Indicators: 2.h.3 Salaries and 3.a Internal Controls 
 

The review documented that the level of compensation paid the CEO, Mr. Ed. Peachey, 
increased at an annual rate of 25 percent between July 2009 and December 2017, increasing 
from $120,000 per year to $209,400 per year without sufficient justification or authorization 
by the CLEOs. While some salary increases were sent to the CSP LWDB for approval, 
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several increases were not sent forth and approved by the LWDB. The examiner could not 
find documentation that the CEO followed LWDB policies and procedures governing pay 
increases, including documentation authorizing salary increases. Below is a table displaying 
each of the pay increases from October 2002 through December, 2017. 
 
Calculation of questioned salary costs: 

 
 

Date: Annual 
Salary: 

Health & 
Welfare 
Benefits 
Stipend: 

Approved by: Amount Not 
Approve 

10/16/2002 $76,000  WorkNet Pinellas on 
10/16/2002 

 

3/3/2003 $79,799  Pinellas County on 
3/3/2003 

 

6/7/2003 $90,000  Pinellas County on 
6/17/2003 

 

9/18/2006 $103,292  No Documentation $13,292 
9/18/2006 $110,006  LWDB Chair approved 

on 9/20/2006 
 

9/2/2007 $116,936  No approval signature $6,930 
7/7/2009 $120,000  LWDB Chair approved 

on 9/4/2008 
 

9/1/2009 $124,800  No Documentation $4,800 
10/14/2010 $129,792  No approval signature $9,792 
5/22/2011 $195,624  No Documentation $75,624 
7/8/2011 $130,000  Approved by Peachey 

on 7/8/2011 
$32,188 

4/11/2012 $147,468 $30,000 LWDB Minutes dated 
4/11/2012 

 

5/31/2012 $180,000  LWDB Chair approved 
on 5/31/2012 

 

3/4/2015 $174,500 $34,900 50% to be funded by 
each LWDB; LWDB 

Chair approved. 

 

3/8/2015 $209,400  No Documentation $34,900 
12/31/2016 $291,097  No Documentation $116,597 
12/31/2017 $288,864  No Documentation $114,364 

 
Total Salary Paid without Approval by LWDB Board Chair: $408,487 

 
Total compensation paid to Mr. Peachey in 2016 totaled $291,097, inclusive of all fringe 
benefit costs, (i.e., healthcare, short/long term disability, and basic life insurance) and 
$288,864 in 2017, also inclusive of all fringe benefit costs. 
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ETA reviewed the allocation of the CEO Peachey’s salary to determine if the two LWDBs 
complied with the salary limitation noted in the grant agreement. The reviewers also noted 
other key management positions that received substantial pay increases in 2016 and 2017, 
again without any explanation. These instances are displayed in the table below: 

 
 Year: Salary Bonus 
Director A 2016 $99,000 $5,500 

 2017 $120,000 $6,000 
    
Director B 2016 $109,630 $5,750 

 2017 $120,000 $6,000 
    
 Year: Pay Raises Bonus 
Director C 2016 $11,000 $10,050 

 2017 $8,500 $8,040 
Director D 2016 $11,000 $10,050 

 2017 $8,500 $8,040 
 

The increases in Mr. Peachey’s pay were based on a compensation study completed in 2012. 
However, the review of this study, prepared by Evergreen Solutions, LLC, reported that both 
the CSP and CSTB proposed pay plans were: 

 
a. 3.3 percent above the market average minimum across all titles; 
b. 3.5 percent above market midpoint average across all titles; 
c. 4.1 percent above the market average across all titles; and, 
d. Taken together, the proposed pay ranges on average, fall slightly above market 

consistently. 
 

Accordingly, it appears that the compensation levels for both the CSP and CSTB were 
already above the market ranges identified in the study, yet the pay levels for the CEO 
position still increased in excess of these levels every year from 2011 to 2017. 

 
In addition, while the CEO’s level of pay increased for each LWDB, the time expended by 
the CEO decreased from 40 hours to 30 hours at each LWDB location resulting in a 
combined 60-hour workweek for both locations. The justification for combining the 
administrative functions into one entity with reductions in positions is not justified. It also 
exceeds the concept of reasonableness regarding time spent on grant activities. Because 
these positions are the most senior level positions, they are exempt from the Fair Labor 
Standards Act and hours reported do not apply. 

 
The examiners could not adequately document nor determine whether the LWDB properly 
approved and processed these salary increases in accordance with each LWDB’s 
compensation policies, payroll documents, or LWDB minutes. While one LWDB, CSP, 
acted as the overall employer of record, only the minutes from this Board appear to address 
the salary discussions and votes regarding the CEO's pay. Further, examiners could not 
determine whether the CEO approved these increases since he transferred all employees 
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who worked at both CSP and CSTB to CSP as the employer of record. The lack of 
documented evidence that the LWDBs and CLEOs approved and properly authorized all 
compensation, and the absence of transparency in making such information about these key 
board actions available to the public through the sunshine provisions contributed to the 
associated questioned costs. 

 
Criteria: 2 CFR § 200.430, Compensation – personal services, specifies the requirements 
regarding compensation paid for personal services. § 200.430(a)(1) states that as a 
requirement that the total compensation for individual employees “Is reasonable for the 
services rendered and conforms to the established written policy of the non-Federal entities 
consistently applied [...] (2) Follows an appointment made in accordance with a non-Federal 
entity’s laws and/or rules or written policies and meets the requirements of Federal statute, 
where applicable.” 

 
Also applicable, 2 CFR § 200.430(h)(8) sets forth the following: 

 
Salary rates for non-faculty members. Non-faculty full-time professional personnel 
may also earn “extra service pay” in accordance with the non-Federal entity’s written 
policy and consistent with paragraph (h)(1)(i) of this section. 

(i) Standards for Documentation of Personnel Expenses (1) Charges to Federal 
awards for salaries and wages must be based on records that accurately reflect the 
work performed. These records must: 
(i) Be supported by a system of internal control which provides reasonable 
assurance that charges are accurate, allowable, and properly allocated; 
(ii) Be incorporated into the official records of the non-Federal entity; 
(iii) Reasonably reflect the total activity for which the employee is compensated by 
the non-Federal entity, not exceeding 100% of compensated activities […]; 
(iv) Encompass both federally assisted and all other activities compensated by the 
non-Federal entity on an integrated basis, but may include the use of subsidiary 
records as defined in the non-Federal entity’s written policy; 
(v) Comply with the established accounting policies and practices of the non- 
Federal entity […]; and 
(vii) Support the distribution of the employee’s salary or wages among specific 
activities or cost objectives if the employee works on more than one Federal 
award; a Federal award and non-Federal award; an indirect cost activity and a 
direct cost activity; two or more indirect activities which are allocated using 
different allocation bases; or an unallowable activity and a direct or indirect cost 
activity. 
(vii) Budget estimates (i.e., estimates determined before the services are 
performed) alone do not qualify as support for charges to Federal awards, but may 
be used for interim purposes […]. 

 
Additionally, as a function of the board’s responsibilities, 20 CFR § 679.370 (i)(2) requires 
the board to “Ensure the proper use and management of the funds provided under WIOA”; 
and “Ensure the appropriate use management of the funds provided under WIOA subtitle B 
for the youth, adult, and dislocated worker activities and one-stop delivery system in the 
local area,” and § 679.370 (i)(3) continues “Ensure the appropriate use management, and 
investment of funds to maximize performance outcomes under WIOA sec. 116.” 
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Required Action: The CSP and CSTB LWDBs should have ensured that they paid salary 
increases and cost of living adjustments in accordance with each entity’s personnel policy 
and procedures. The LWDBs must review their personnel policies and ensure that the 
administrative entity is abiding by these personnel policies and procedures regarding 
personal compensation paid to staff. 

 
The CEO’s salary increased seven (7) times between September 2006 and December 2017 
without formal approval by the CSP or CSTB. Costs totaling $408,487, equivalent to the 
increase in salary not formally approved by the LWDBs, are therefore questioned and 
subject to disallowance. 

 
In addition, bonuses paid to four (4) individuals, totaling $59,430, are questioned and 
subject to disallowance, since they exceeded reasonable salary increases approved by the 
LWDBs. These four individuals also received substantial salary increases in addition to the 
annual bonuses. 
 

5.1 The CareerSource Tampa Bay and CareerSource Pinellas LWDBs should have ensured 
that they paid salary increases and cost of living adjustments in accordance with each entity’s 
personnel policy and procedures.  
 
The LWDBs must review their personnel policies and ensure that the administrative entity is 
abiding by these personnel policies and procedures regarding personal compensation paid to 
staff.  
 
GRANTEE RESPONSE (June 28, 2019): CareerSource Tampa Bay and CareerSource Pinellas 
completed several corrective actions prior to the issuance of the compliance review report. Both areas 
will continue to work towards steps to fully comply with report findings until they are satisfactorily 
resolved.  
CareerSource Tampa Bay has completed the following corrective actions toward compliance:  
 

 Established itself as the employer of record – completed September 2018.  
 Had employee handbook reviewed by legal counsel and third-party HR consultant and 

adopted by CareerSource Tampa Bay – completed August 2018.  
 Provided the new salary cap for Florida chief elected officials to the board of directors for 

reference in establishing the salary range for the CEO position – completed prior to May 
2019.  

 
The following corrective actions are in progress:  

 
 DEO will update the financial monitoring tool; 
  A review of personnel policies and procedures to ensure compensation paid to staff are 

reasonable, necessary for the performance of the award, and are a prudent use of federal funds.  
A review to determine whether the board is in compliance with the policies and procedures; 

 DEO is updating the Grantee-Subgrantee Agreement to include the following language:  
  

“No changes to compensation for executive staff of the board are allowed without documented 
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board approval and must be in alignment with local policies and procedures.”  
 The CareerSource Pinellas Board approved the Compensation Review that will be completed 
in June 2019. CareerSource Pinellas is moving toward clear job titles that reflect the functions of 
the position and compensation.  In conjunction with the benefit and stipend outlined in Finding 4.2, 
CareerSource Pinellas will present a clear and current picture of total compensation;  
 CareerSource Pinellas is working with the Compensation Committee to conduct a full 
compensation/benefits review in the spring of 2019, including a review of the benefits stipend, 
compensation, benefits and salary ranges.  The Compensation Committee is chaired by a Board 
member appointed by the Board Chair and responsible for:  

 Reviewing and evaluating employee performance review process.  

 Reviewing, evaluating and making recommendations to the Board of Directors relating 
to the approval of employee pay and compensation plans; 
 Reviewing and evaluating employee benefits programs and making recommendations 
to the Board of Directors relating to the approval of these programs; 
 Evaluating and approving training policies to ensure that employees meet the necessary 
requirements under the Workforce Innovation and Opportunity Act.  
 Providing assistance with planning, operational and other issues relating to the 
provision of fair labor practices in the workplace.  

 
DOL RESPONSE: This finding remains UNRESOLVED.   While several corrective action steps 
toward resolution have occurred, complete documentation regarding these actions must be provided 
to ETA for review and concurrence to ensure they establish sufficient controls regarding payroll 
transactions and personnel actions involving employee compensation.   
 
5.2 The CEO’s salary increased seven (7) times between September 2006 and December 2017 
without formal approval by the CareerSource Pinellas or CareerSource Tampa Bay. Costs 
totaling $408,487, equivalent to the increase in salary not formally approved by the LWDBs, 
are therefore questioned and subject to disallowance.    
 
GRANTEE RESPONSE (June 2019): The following corrective actions are in progress:  
 

 DEO fiscal and programmatic monitoring staff will jointly take the following steps:  
 Review CEO’s personnel file;   
 Review board meeting minutes, including compensation committee, executive committee, 

and full board meeting minutes;  
 Review other documentations and paperwork such as emails from the board chair that 

approve the raises in question;  
 Recalculate questioned costs.  
 DEO will include the review of bonuses, pay raises, and benefits in the fiscal monitoring tool 

to ensure that the costs are reasonable, necessary for the performance of the award, and are 
prudent use of federal funds. The monitoring tool will also ensure compliance with local 
policy and that all bonuses, pay raises, and benefits paid to executive staff are approved by 
the Board.  

 DEO is updating the Grantee/Sub grantee Agreement to include the following language:  
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“No changes to compensation for executive staff of the board are allowed without documented board 
approval and must be in alignment with local policies and procedures.”  

 CareerSource Pinellas plans to address the findings of questioned costs by hiring a consultant 
or assigning staff to review the CEO's salary increases in order to determine compliance.  

 
DOL RESPONSE: This finding remains UNRESOLVED.  Recalculation of questioned costs is 
solely at the discretion and authority of the ETA Grant Officer.  ETA will resolve this finding when 
all documentation regarding compensation paid to the CEO/President is provided to ETA for final 
review.  Any compensation paid to this individual will be subject to disallowance unless it is 
supported by board approval, via vote, and validation that it was compliant with the entity’s 
personnel policy regarding compensation.    
 
CareerSource Pinellas and CareerSource Tampa Bay must provide documentation of the 
implementation of new personnel policies and procedures put in place to prevent unauthorized pay 
raises and bonuses to staff.  Acceptable documentation is  inclusive of:  accurate position 
descriptions; wage levels of all positions at both entities; comprehensive personnel policies 
governing all staff; processes related to annual performance award bonuses; and the establishment of 
an independent human resources department to oversee staff pay and personnel issues.   
 
5.3 In addition, bonuses paid to four (4) individuals, totaling $59,430, are questioned and 
subject to disallowance, since they exceeded reasonable salary increases approved by the 
LWDBs. These four individuals also received substantial salary increases in addition to the 
annual bonuses.  
 
GRANTEE RESPONSE (June 2019): The following corrective actions are in progress:  

 DEO fiscal and programmatic monitoring staff will jointly take the following steps:  
 Review each individual’s personnel file for supporting documentation for pay raises and 

bonuses.  
 Identify if any of these staff were involved with falsifying records.  
 If the individuals were not involved in falsifying records, determine what a reasonable 

bonus/pay raise would have been.  
 Recalculate questioned costs.  
• CareerSource Pinellas plans to address the findings of questioned costs by hiring a consultant 

or assigning staff to review the bonuses paid to four staff in order to determine compliance.  
 
DOL RESPONSE: This finding remains UNRESOLVED.  Recalculation of questioned costs is 
solely at the discretion and authority of the ETA Grant Officer.  ETA will resolve this finding when 
all documentation regarding compensation paid to the staff is provided to ETA for final review.  Any 
compensation paid to the four (4) individuals referenced will be subject to disallowance, unless it is 
supported by and compliant with approved compensation policies and procedures.   
 
CareerSource Pinellas and CareerSource Tampa Bay must provide documentation of the 
implementation of new personnel policies and procedures prohibiting unauthorized pay raises and 
bonuses to staff.  Acceptable documentation is  inclusive of:  accurate position descriptions; wage 
levels of all positions at both entities; comprehensive personnel policies governing all staff; processes 
related to annual performance award bonuses; and the establishment of an independent human 
resources department to oversee staff pay and personnel issues.   
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Finding #6: Lack of Staff Grievance Procedures and Equal Opportunity Representation 
CMG Indicators: 2.h Personnel and 2.i Civil Rights, Complaints, Grievances, & Incident 
Reporting 
 

CSTB and CSP management enforced unallowable grant activities noted in this report. This 
included requiring staff to falsify participant records or Social Security numbers through 
pressure and intimidation. CSTB and CSP leadership created and maintained a hostile work 
environment and used threats of termination or demotions to drive the achievement of 
performance goals. Management informed staff that all local area activities had the full 
support of the State agency. The staff did not have access to Equal Opportunity (EO) 
representation or grievance procedures. Furthermore, the EO representative identified on the 
required EO posters had apparent conflicts of interest because of her various job duties and 
relationship to management. Staff reported that management forced them to work after hours 
or on weekends with no overtime pay. In addition, management expected staff to meet 
unrealistic performance goals or face demotion or termination. Employees were required to 
accept staffing and organizational changes that affected their positions, as well as their 
commutes to work, without question. 

 
Criteria: According to 20 CFR 683.285(a)(1): 

 
Recipients, as defined in 29 CFR 37.4, must comply with the nondiscrimination and 
equal opportunity provisions of WIOA sec. 188 and its implementing regulations, 
codified at 29 CFR part 38. Under that definition, the term recipient includes state and 
LWDBs, one-stop operators, and sub-recipients, as well as other types of individuals 
and entities. 

 
Additionally, § 683.285(a)(2) states that “Nondiscrimination and equal opportunity 
requirements and procedures, including complaint processing and compliance reviews, are 
governed by the regulations implementing sec.188 of WIOA, codified at 29 CFR part 38, as 
administered and enforced by the DOL Labor Civil Rights Center.” , . 
 
Further, 20 CFR § 683.600(a), requires that “Each local area, State, outlying area, and direct 
recipient of funds under title I of WIOA, except for Job Corps, must establish and maintain 
a procedure for participants and other interested parties to file grievances and complaints 
[...].” 

 
Additionally, 20 CFR § 683.200(h) requires 

 
All WIOA title I and Wagner-Peyser Act recipients of Federal awards must disclose, 
as required 2 CFR 200.113, in a timely manner, in writing to the Federal awarding 
agency or pass-through entity all violations of Federal criminal law involving fraud, 
bribery, or gratuity violations potentially affecting the Federal award. Failure to make 
required disclosures can result in any of the remedies described in 2 CFR 200.338, 
(Remedies for noncompliance), including suspension or debarment. 
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The state or local areas have made no disclosures to ETA regarding the known falsification 
of participant records and data. 

 
Required Action: The two local areas must ensure grievance procedures and EO 
representation is available and made known to staff, participants, and other interested parties 
in the local workforce development system. Additionally, the State and local areas should 
revisit their responsibilities under 2 CFR § 200.300, statutory and national policy 
requirements, including Whistleblower protections for reporting fraudulent activity. They 
should ensure all staff and boards are aware and familiar with the requirements and ensure a 
transparent process is in place for reporting such activity. 
 

6.1 The two local areas must ensure grievance procedures and EO representation is available 
and made known to staff, participants, and other interested parties in the local workforce 
development system. 
 
GRANTEE RESPONSE (June 28, 2019): Grievance procedures are made available to all staff as 
part of their onboarding process and is included in both CareerSource Tampa Bay’s and 
CareerSource Pinellas’ policy manuals. Additionally, these procedures are available in both hardcopy 
and via both LWDB’s intranets. Each LWDB has their own Equal Opportunity (EO) Officer whose 
other duties do not present a conflict of interest. Their names and contact information are prominently 
posted in all Career Centers and are made available to all employees. Both LWDBs have received 
training from DEO’s Office for Civil Rights (OCR) in equal opportunity matters to ensure that they 
are knowledgeable and able to assist employees and customers as needed. The OCR conducted onsite 
monitoring for both LWDBs on April 6, 2019. This monitoring was done in accordance with 29 CFR 
Part 38 which is the implementation of the Nondiscrimination and Equal Opportunity Provisions of 
the Workforce Innovation and Opportunity Act. 
 

CareerSource Tampa Bay and CareerSource Pinellas completed several corrective actions 
prior to the issuance of the compliance review report. Both areas will continue to work 
towards steps to fully comply with report findings until they are satisfactorily resolved. 

 
CareerSource Tampa Bay has completed the following corrective actions toward compliance: 

 Role of EO Officer was moved from Director for Audits, Contracts and Procurements 
to Director of Public Relations/ Marketing – completed March 2019. 

 CareerSource Tampa Bay Board appointed a Board member to receive notification of 
each ethics complaint filed through the EthicsPoint hotline – completed March 2019. 

 Updated the grievance and complaint procedure form with the new EO Officer’s 
information – completed March 2019. 

 
CareerSource Pinellas has completed the following corrective actions toward compliance: 

 Appointed a senior-level employee who does not administer any programs and 
services as the EO Officer – completed prior to May 2019. 

 Announced the EO Officer and contact information was promulgated via multiple 
communications channel to include email notices to staff and partners. The “Equal 
Opportunity is the Law” posters containing the EO Officer’s contact information are 
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conspicuously posted at all career centers and offices, and on CareerSource Pinellas 
website for external customers and partners (Attachments 6.1, 6.2, 6.3) – completed 
prior to May 2019. 
 

The following corrective actions are in progress: 
 

 DEO is updating the Grantee-Subgrantee Agreement with the boards to include the 
following language: 

 
“The Board must ensure grievance procedures and Equal Opportunity 
representation, consistent with 20 CFR 683.285, is available and made known 
to staff, participants, and other interested parties in the local workforce 
development system. The board must also adopt a whistle blower policy that 
facilitates the reporting of violations of policy or law without fear of 
retaliation.” 

 
DEO will work with CareerSource Tampa Bay and CareerSource Pinellas to ensure that both 
local areas have updated grievance procedures in place. 

 
DOL RESPONSE: This finding remains UNRESOLVED.  ETA will resolve this finding when all 
corrective actions, including timeline and documentation are provided and reviewed by ETA.  The 
response indicates both CareerSource Pinellas and CareerSource Tampa Bay have completed 
corrective actions toward compliance with 29 CFR Part 38.  However, the documentation provided is 
not sufficient to determine that internal policies and procedures have been developed and 
implemented, and subsequently that staff have been trained on these policies and procedures.  In 
addition, the State has not yet provided a timeline as to when updated grievance procedures will be 
implemented in both local areas.  The State must provide source documentation to support that these 
corrective actions have been fully implemented.    
 
6.2 The State and local areas should revisit their responsibilities under 2 CFR § 200.300, 
statutory and national policy requirements, including Whistleblower protections for reporting 
fraudulent activity. 
 
GRANTEE RESPONSE (June 28, 2019): DEO outlines general compliance requirements with 
federal programs in the Grantee-Subgrantee Agreement with each LWDB. Additionally, DEO 
published several programmatic policies which outline policy requirements on the DEO website, 
www.floridajobs.org. Each LWDB is monitored annually to ensure compliance with regulatory and 
financial rules. Whistleblower protections are monitored by the financial monitoring team using their 
current 2018-19 Financial Monitoring Tool (Attachment 6.4). 
 

DEO’s Office of Civil Rights has directed the EO Officer in each local area to conduct Equal 
Opportunity training for their employees which will include information on Whistleblower 
protections. 

 
CareerSource Tampa Bay has completed the following corrective actions toward compliance: 

 Launched an anonymous reporting hotline operated by a neutral third-party company, 

http://www.floridajobs.org/
http://www.floridajobs.org/docs/default-source/division-of-finance-and-administration/financial-monitoring-and-accountability/tools-and-templates/2018-19-financial-monitoring-tool.pdf?sfvrsn=2
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EthicsPoint, to ensure thorough and fair review of complaints and concerns – 
completed June 2018. 

 Communicated the anonymous reporting hotline, EthicsPoint, to staff via email. An 
EO page was added to the intranet. In addition, an EthicsPoint brochure (Attachment 
6.5) is provided as part of the onboarding of new hires – completed June 2018. 

 Made a link to EthicsPoint accessible via the organization’s intranet. (Attachment 6.6) 
– completed June 2018. 

 
CareerSource Pinellas has completed the following corrective actions toward compliance: 

 Provided staff associates with easy access to EO-related policies, procedures, and 
forms to include Whistleblower and grievance on the intranet and the ADP portal at 
all times – completed May 2019. 

 
The following corrective actions are in progress: 

 CareerSource Pinellas will work with DEO and the Office of Civil Rights to ensure 
compliance with federal and state requirements including Whistleblower protections 
for reporting fraudulent activity. 

 
DOL RESPONSE: This finding remains UNRESOLVED.  ETA will resolve this finding when all 
corrective actions, including timeline and documentation are provided and reviewed by ETA.  The 
response indicates both CareerSource Pinellas and CareerSource Tampa Bay have completed 
corrective actions toward compliance with 2 CFR § 200.300.  However, the documentation provided 
is not sufficient to determine that internal policies and procedures have been developed and 
implemented, and subsequently that staff have been trained on these policies and procedures.  In 
addition, the State has not provided a timeline as to when the corrective actions in progress will be 
completed.  The State must provide source documentation to support corrective actions have been 
fully implemented.    
 
6.3 They should ensure all staff and boards are aware and familiar with the requirements and 
ensure a transparent process is in place for reporting such activity. 
 
GRANTEE RESPONSE (June 28, 2019): DEO’s Office of Civil Rights has directed the Equal 
Opportunity Officer in each local area to conduct equal opportunity training for their employees which 
will include information on Whistleblower protections. 
 

CareerSource Tampa Bay has completed the following corrective actions toward 
compliance: 

 Assigned a new CareerSource Tampa Bay Board member to receive notification of 
each ethics complaint filed through the EthicsPoint hotline – completed March 2019. 

 
CareerSource Pinellas has completed the following corrective actions toward compliance: 

 To ensure a transparent process, the Board of Directors and staff were made aware of 
the requirement of reporting such activities during Board and staff meetings – 
completed prior to May 2019. 

 Communication to CareerSource Pinellas staff was provided in weekly newsletters, 
team meetings and staff town hall meetings – prior to May 2019. 
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The following corrective actions are in progress: 
 DEO is updating the Grantee-Subgrantee Agreement with the LWDBs to include the 

following language: 
 

“The Board must ensure grievance procedures and Equal Opportunity 
representation, consistent with 20 CFR 683.285, is available and made known to 
staff, participants, and other interested parties in the local workforce development 
system. The board must also adopt a whistle blower policy that facilitates the 
reporting of violations of policy or law without fear of retaliation.” 

 
 CareerSource Tampa Bay will provide to the Hillsborough County liaison formal 

grievances, as needed, per Interlocal Agreement – effective July 1, 2019. 
 

DEO will require CareerSource Tampa Bay and CareerSource Pinellas to have a policy and/or 
process in place to ensure all staff and Board Members are aware and familiar with the 
requirements and ensure a transparent process is in place for reporting such activity. 

 
DOL RESPONSE: This finding remains UNRESOLVED.  Documentation provided is not sufficient 
to determine that policies and procedures for reporting EEO grievances and whistleblower 
complaints have been updated, and that both board members and staff have been trained on these 
policies and procedures.  Additionally, the State has not provided a timeline as to when the “grantee-
sub-grantee” agreement will be updated to include language regarding EEO grievance and 
whistleblower requirements.  The State must provide source documentation to support corrective 
actions have been implemented.    
 
Finding #7: Lack of Firewalls and Internal Control at CSTB and CSP 
CMG Indicators: 3.a Internal Controls; 1.A: Planning and Program Design; 1.a.1: Strategic 
Planning; 1.a.2: Service Design; 1.a.3: Coordination and Integration 
 

Both CSTB and CSP designated a single entity, CareerSource Pinellas, Inc. (CSP, Inc.) to 
operate multiple WIOA functions without proper firewalls and internal controls. 
CareerSource Pinellas, Inc. operated as the LWDB, administrative entity/fiscal agent, staff 
to the board, and direct provider of career and youth services. 

 
The review revealed no agreement existed between the local area LEOs, Governor of 
Florida (Governor), and CSP, Inc. detailing the specific roles and responsibilities of CSP, 
which acted as administrative entity and WIOA service provider. The CSP also assumed 
responsibility for CSTB’s WIOA local area, without any agreement between the CSTB chief 
elected officials and the Governor, as required by 20 CFR§ 679.410(b).  
 
Reviewers also noted CEO Peachey designated CSP as the fiscal agent without the 
documented concurrence and written agreement of both chief elected officials and the 
Governor, as required by 20 CFR § 679.420(a)10. No written agreement exists that clearly 
defines the roles and responsibilities of the fiscal agent duties of CSP, nor an agreement 
designating CSP as the fiscal agent by the Tampa Bay local area chief elected official. 
Accordingly, there is no system of checks and balances between the CSP and CSTB staff, 
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who perform multiple duties for the LWDBs, fiscal agent, and as WIOA Career Services 
provider for both local areas. 

 
Reviewers also determined a lack of independence and internal control over various key 
functions of the fiscal agent. These functions included: 

 
a. Conducting monitoring of service providers and WIOA operations and 

services; 
b. Preparing financial reports of operations for both CSP and CSTB; 
c. Ensuring sustained accountability for expenditures and funds; and 
d. Reporting performance outcomes at both CSP and CSTB. 

 
The CEO transferred staff from CSTB, their employer of record, to CSP as part of a cost 
savings and consolidation proposal. As a result, the CSP served as the employer of record 
for all staff, processed all financial transactions including payroll, and subsequently and 
billed these costs to the CSTB workforce area based on their approved cost allocation plan. 

 
Criteria: 20 CFR § 679.430 provides guidance related to the requirements that entities 
performing in multiple functions must adhere to. 

 
Local organizations often function simultaneously in a variety of roles, including local 
fiscal agent, Local WDB staff, one-stop operator, and direct provider of services. Any 
organization that has been selected or otherwise designated to perform more than one 
of these functions must develop a written agreement with the Local WDB and chief 
elected official to clarify how the organization will carry out its responsibilities while 
demonstrating compliance with WIOA and corresponding regulations, relevant Office 
of Management and Budget circulars, and the State’s conflict of interest policy. 

 
While the entities, in this case, created a local agreement that lists the different roles and 
responsibilities, the LEOs and boards failed to implement a system of internal control 
mechanisms delineating how all three functions would co-exist with an effective governance 
system and without conflicts of interest. As a result, there were little, if any, checks and 
balances between the board, the board staff, and the entity serving as a direct service 
provider. 
 
Required Action: The State, in collaboration with LEOs in CSTB and CSP, must provide a 
corrective action plan that ensures: 1) appropriate internal controls are put in place if 
multiple functions are allowed to be performed by a single entity; and 2) separate entities are 
designated, or procured, to perform the three functions (fiscal agent, staff to the board, and 
direct service provider). This corrective action plan must conform to the requirements of 20 
CFR § 679.410-430. 
 

GRANTEE RESPONSE (June 28, 2019): CareerSource Tampa Bay and CareerSource Pinellas 
completed several corrective actions prior to the issuance of the compliance review report. Both areas 
will continue to work towards steps to fully comply with report findings until they are satisfactorily 
resolved. 
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CareerSource Tampa Bay has completed the following corrective actions toward compliance: 
 The once combined local area operations are now separate – effective September 1, 

2018. 
 Established a new organizational structure that includes a Chief Executive Officer 

(CEO), Chief Operating Officer and Chief Financial Officer (CFO). The new CEO 
started January 21, 2019 (Attachment 7.1). 

 CareerSource Pinellas and CareerSource Tampa Bay transitioned from a shared services 
model to a non-shared services model – effective September 1, 2018. 

 Reviewed  and  completed  the  internal  control  questionnaire  (Attachment  7.2)  – 
completed January 2019. 

 
CareerSource Pinellas has completed the following corrective actions toward compliance: 
 Selected a new CEO at the October 2018 Board meeting. 
 The Board of County Commissioners (BOCC) engaged a consultant to conduct a review 

of the current organizational structure and governance model for CareerSource Pinellas 
and make recommendations for improvement (Attachment 7.3). The BOCC requested 
the CareerSource Pinellas Board form an Ad Hoc Committee to review the Interlocal 
Agreement (Attachment 7.4) – completed prior to May 2019. 

 Established a new organizational structure that was approved by the Board of Directors 
on June 5, 2019 (Attachment 7.5) – completed June 2019. 

 Reviewed and completed the Internal Control Questionnaire and Assessment (ICQ). 
DEO and the Bureau of Financial Monitoring and Accountability used the ICQ as a self- 
assessment tool for evaluating internal controls (Attachment 7.6) – completed prior to 
May 2019. 

 Reviewed CareerSource Florida policy and the Local Workforce Development Plan 
2018-2020 outlining how CareerSource Pinellas carries out multiple responsibilities. 
This includes how CareerSource Pinellas develops appropriate firewalls to guard against 
conflicts of interest – completed prior to May 2019. 

 The CareerSource Pinellas Executive Committee approved Kaiser Group Inc. to be 
contracted as the new One-Stop Operator (Attachment 7.7) – completed September 
2018. 

 The CareerSource Pinellas Board of Directors approved a new Interlocal Agreement 
between the LWDB and the Pinellas County CLEO (Attachment 7.8). This agreement 
established CareerSource Pinellas as fiscal agent, administrative entity and direct 
service provider. However, the Pinellas County BOCC can withdraw its approval of the 
LWDB performing those functions at any time. The new Interlocal Agreement also 
specified that performance and/or compliance audits are to be conducted by an 
independent firm selected by the full Board of Directors, or by the County's Division of 
Inspector General. Additionally, as the designated fiscal agent, the LWDB must submit 
for approval to the county an annual budget for the allocation and expenditure of all funds. 
CareerSource Pinellas must also report budget modifications to the county on a quarterly 
basis – completed February 2019. 

 
The following corrective actions are in progress: 

 DEO will review and evaluate current policies and guidance. DEO will revise 
applicable policies to ensure that, in conformance with requirements in 20 CFR 
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679.410-430, appropriate internal controls are in place for multiple functions 
performed by a single entity. Policy updates and guidance will: 
o Define internal controls and require components of internal control structures; 
o Strengthen conflict of interest standards; and 
o Strengthen firewall standards. 

 
 DEO will update the financial monitoring tool to review the WIOA local plan 

for the following: 
o Separate entities are designated, or procured, to perform the three functions 

(fiscal agent, staff to the board, and direct service provider). 
o If the board performs more than one of these functions, DEO will verify that 

the local plan includes proper internal controls and these controls have been 
implemented. 

 
 CareerSource Tampa Bay will engage an experienced workforce development 

consultant to work with Hillsborough CLEO, Board and CareerSource Tampa Bay to 
review current service delivery methods and structure to identify and help implement 
industry recognized firewalls and internal controls. 

 The CareerSource Tampa Bay CLEO will retain services of an experienced workforce 
development consultant to provide a workshop to the Hillsborough CLEO and Board 
on their requirements, roles and responsibilities, and appropriate systems of firewalls 
and internal controls. 

 The CareerSource Tampa Bay CLEO is reviewing the Interlocal Agreement to ensure 
the inclusion of requirements to identify and monitor compliance of proper firewalls 
and internal controls for performance of multiple functions by a single entity. 

 
DOL RESPONSE: This finding remains UNRESOLVED.  While actions have been taken by the 
State and local areas to separate the management functions provided by different entities, no formal 
agreements have been developed, signed and implemented between the administrative entity, local 
workforce boards, and the chief elected officials.  Duties and functions have not been determined or 
addressed in the response.   
 
 
Finding #8: Board Recruitment, Vetting, Nomination, and Appointment Inconsistent with 
WIOA Provisions 
CMG Indicators: 1.A: Planning and Program Design; 1.a.1: Strategic Planning; 1.a.2: Service 
Design; 1.a.3: Coordination and Integration 
 

The recruitment, vetting, nomination, and appointment of board members in both local areas 
are not consistent with WIOA provisions and administrative policy established by the State. 
CSPI’s failure to comply with federal and state provisions created an environment in which 
staff led the recruitment, vetting, and nomination process for selecting members for the 
LWDBs in both CSP and CSTB; not by the LEOs or CLEOs. This allowed the CEO of CSP, 
who was the boards’ staff director, to personally select and nominate board members, whom 
the LEOs then appointed. 

 
The review uncovered that starting in 2009, CEO Peachey recruited and vetted candidates 
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for both the CSP and CSTB LWDBs, as openings became available. Mr. Peachey sent 
names of candidate nominees to the respective LWDBs for discussion and selection as board 
members. As a result, he directed and heavily influenced the placement of members on the 
LWDBs, determined their committee assignments, and consequently exerted full influence 
and control over the LWDBs through this process. 

 
Criteria: 20 CFR § 679.320(g) requires that “Chief elected officials must establish a formal 
nomination and appointment process, consistent with the criteria established by the 
Governor and State WDB under sec. 107(b)(1) of WIOA for the appointment of members of 
the Local WDBs[...”. Among other requirements, this process must ensure that the 
procedures used and documentation of the candidates’ qualifications meet the requirement 
of WIOA and the regulations. This also includes requirements that LWDBs appoint business 
representatives from among individuals nominated by local business organizations and 
business trade associations. 

 
The chief elected official did not meet nor properly document all requirements. In many 
instances, the staff solicited, recruited, selected, and recommended business representatives 
not formally nominated by business organizations and business trade associations. This 
created a board and governing structure where the staff’s wishes drove key decisions about 
oversight and administrative activities. 

 
Required Action: The chief elected officials in both local areas, in consultation with the 
State, must develop and implement clear processes and procedures for recruiting board 
members and documenting their qualifications in alignment with the requirements of WIOA, 
the regulations, and State policy. These processes and procedures should ensure that the 
board staff does not influence the selection of board members. 
 

GRANTEE RESPONSE (June 28, 2019): DEO requests technical assistance from the USDOL 
ETA regional team regarding the proposed state-corrective actions proposed for this finding. 
Additionally, CareerSource Tampa Bay and CareerSource Pinellas completed several corrective 
actions prior to the issuance of the compliance review report. Both areas will continue to work 
towards steps to fully comply with report findings until they are satisfactorily resolved. 
 

CareerSource Tampa Bay has completed the following corrective actions toward compliance: 
 Reconstituted the Board using a formal nomination and appointment process that 

ensured procedures used and documentation of candidate qualifications aligned with 
requirements of WIOA, the regulations, and state policy. Appointed business 
representatives were nominated by local business organizations. Board staff were not 
involved in this process – completed July 2018. 

 Board member appointments are made at the discretion of the Hillsborough BOCC. 
Eligible candidates are appointed based on the level of expertise, skillset and 
representation that may be needed in a particular industry to fulfill the requirements of 
the Board composition/structure – completed July 2018. 

 All Board members are required to complete a questionnaire and standards of conduct 
form provided by Hillsborough County – completed July 2018. 

 
CareerSource Pinellas has completed the following corrective actions toward compliance: 
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 Since July 2018, the LWDB replaced approximately 60 percent of its board members. 
The Pinellas County BOCC or CLEO reviewed and approved these members. 
CareerSource Pinellas held a Board Orientation for new and current Board Members 
– completed July 2018. 

 In an effort to enhance public accountability and transparency, the BOCC specifically 
asked that the new By-laws include appointment of a CareerSource Pinellas Board 
member position from the current Pinellas County School Board – completed June 
2019. 
o Board recruitment and membership application is now handled through the Pinellas 

County online portal and by Pinellas County staff. Through various press releases, 
available online, the county informs the public of vacancies on the CareerSource 
Pinellas Board of Directors and informs applicants on steps needed to apply 
(Attachments 8.1, 8.2). Representatives of business must be recommended by a 
Chamber of Commerce or another business organization. The Pinellas County 
BOCC appoints all Board members and is also in charge of any reappointments or 
removals. Pinellas County staff are charged to notify board members of term 
expiration, and provide re-application channels (Attachment 8.3) 

The following corrective actions are in progress: 
 DEO will convene the state’s CLEOs as the starting point to address the issues identified 

in this finding. During the convening, DEO intends to accomplish the following: 
o Provide an overview of the purpose and functions of the workforce development 

boards; 
o Provide detailed information about establishing a WIOA compliant board, 

including 
 The roles and responsibilities of the: 

 CLEO 
 Board Chair 
 Executive Director 
 Board Staff 

 Recruiting board members and membership compliance; 
 The nomination process; and 
 Establishing the local area’s By-laws. 

 
 DEO anticipates that the convening will be held before December 31, 2019; the official 

date is to be determined. CLEOs, Board Members, and Board staff will be required to 
attend an annual training. 

 DEO will review and evaluate current policies and guidance and revise applicable 
policies and/or develop local governance, oversight and administrative policies. 

 CareerSource Pinellas’ CLEO is in the process of appointing new Board Members for 
the upcoming program year 2019-2020. 

 The new CareerSource Pinellas By-laws were approved by the Board of Directors on 
June 5, 2019 and will be presented to the CLEO on July 23, 2019. 

 
DEO will ensure that CareerSource Tampa Bay and CareerSource Pinellas develop and 
implement clear processes and procedures for recruiting, nominating, and appointing Board 
Members as well as documenting their qualifications in alignment with the requirements of 
WIOA. 
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DOL RESPONSE:   This finding remains UNRESOLVED.  ETA accepts the State’s request for 
technical assistance and will work with the DEO to develop a timeline and corrective action plan to 
assist the local areas in developing a system for the recruitment, vetting, and appointment of board 
members,  in accordance with WIOA requirements.   
 
Several of the key corrective actions included in the State’s response are ongoing and incomplete.  
Specifically, DEO has yet to review and evaluate key policies and procedures of the local areas, and 
as appropriate revise its own guidance on governance, oversight and administrative policies to ensure 
the resolution of this finding.   
 
In order to resolve this finding, ETA needs to review documentation, verify existing corrective 
actions taken by the boards, and validate that the actions taken are sufficient to bring the local areas 
practices into compliance with WIOA. 
 
 
 
Finding #9: Chief Elected Officials Improperly Delegated Key Roles and Responsibilities 
CMG Indicators: 1.A: Planning and Program Design; 1.a.1: Strategic Planning; 1.a.2: Service 
Design; 1.a.3: Coordination and Integration 
 

The chief elected officials in Tampa Bay and Pinellas delegated some of the key statutory 
roles and responsibilities, such as the establishment of by-laws, to the LWDB in violation of 
WIOA requirements. These actions weakened the chief elected officials' ability to design 
and authority to implement an effective local governance and oversight system in both local 
areas. 

 
Criteria: 20 CFR § 679.310(g) delegates the establishment of by-laws to the chief elected 
official. The chief elected official must establish the by-laws in order to constitute an 
effective LDWB. The requirement denotes that the chief elected official, not the LWDB, to 
outline the process and roles for LWDB members, establishing clear roles, responsibilities, 
procedures, authority, and expectations. The requirement also helps increase the board's 
functionality and ensures transparency with the public about the board's operations. 

 
In their agreements with the LWDBs, both Tampa Bay and Pinellas chief elected officials 
delegated this responsibility to the boards; essentially allowing the boards to write their own 
by-laws. In addition, the LWDBs delegated this responsibility to the CSP Administrative 
entity, thereby, allowing this entity to create the governing by-laws that would apply to both 
boards. This and other actions by the chief elected officials contributed to a governing 
structure that failed to establish proper checks and balances, clear roles and responsibilities, 
and appropriate internal controls in both local areas. 

 
Required Action: The State must work with both local areas to ensure that chief elected 
officials, not the boards or staff in CSTB and CSP, are properly functioning as the 
authoritative governing bodies responsible for establishing the local areas’ by-laws. The 
boards and the staff may assist and provide support in the process; however, the chief 
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elected officials should perform this function to constitute an effective LWDB. 
 

GRANTEE RESPONSE (June 28, 2019): CareerSource Tampa Bay and CareerSource Pinellas 
completed several corrective actions prior to the issuance of the compliance review report. Both areas 
will continue to work towards steps to fully comply with report findings until they are satisfactorily 
resolved. 
 

CareerSource Tampa Bay has completed the following corrective actions toward compliance: 
 The CLEO is in the process of revising the local area’s Board By-laws to ensure proper 

checks and balances, voting membership guidelines, clearly define roles and 
responsibilities, and appropriate internal controls. Board staff are not involved in this 
process. Upon completion, the revised By-laws will be presented to the Hillsborough 
County CLEO for approval and adoption. 

 The CLEO will retain services of an experienced workforce development consultant to 
provide a workshop to the Hillsborough CLEO on their requirements, roles and 
responsibilities to ensure they are functioning as the authoritative governing body for 
the local area. 

 
CareerSource Pinellas has completed the following corrective actions toward compliance: 

 The CareerSource Pinellas draft By-laws have been modified to explicitly list the 
roles/responsibilities of Board Members and sub-committees of the Board. All current 
Board members have been made aware of those roles/responsibilities and a copy of the 
By-laws was given to all Board Members (Attachment 9.1) – completed February 
2019. 

 At Pinellas County's request, an Ad Hoc Committee was formed to review the Interlocal 
Agreement and By-laws for LWDB 14. This Committee was made up of Board 
Members, including the assigned County Commissioner serving on the LWDB Board 
of Directors. This Ad Hoc Committee accepted the modifications directed by the 
CLEO, and those changes were approved by the Board (Attachment 7.8) – completed 
February 2019. 

 
The following corrective actions are in progress: 

 DEO will convene the state’s CLEOs as the starting point to address the issues 
identified in this finding. During the convening, DEO intends to accomplish the 
following: 
o Provide an overview of the purpose and functions of the workforce development 

boards; 
o Provide detailed information about establishing a WIOA compliant board, 

including 
 The roles and responsibilities of the: 

 CLEO 
 Board Chair 
 Executive Director 
 Board Staff 

 Recruiting board members and membership compliance; 
 The nomination process; and 
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 Establishing the local area’s By-laws. 
 

 DEO anticipates that the convening will be held before December 31, 2019; the official 
date is to be determined. CLEOs, Board Members, and Board staff will be required to 
attend an annual training. 

 The new CareerSource Pinellas By-laws were approved by the Board of Directors on 
June 5, 2019 and will be presented to the CLEO on July 23, 2019. 

 
DEO will ensure that the CLEOs and Board Members are educated about their roles and 
responsibilities. DEO will revise applicable policies and/or develop local governance, 
oversight and administrative policies and monitor for compliance. 
 

DOL RESPONSE: Pertaining to CareerSource Tampa Bay, this finding remains UNRESOLVED.  
Several actions taken by the State and CareerSource Tampa Bay to resolve this finding are still in 
progress, and remain incomplete.  Upon completion of all corrective action steps indicated in the 
response to this finding, ETA will review, verify, and validate the actions taken and make a 
determination if the corrective actions are properly documented and sufficient to resolve this finding.  
Specifically, documentation is needed to demonstrate the board’s by-laws have been revised.  
Evidence has not been provided to demonstrate actions taken related to implementing a mechanism 
to ensure proper checks and balances were put in place.  The state must also demonstrate that clearly 
defined roles and responsibilities are included in the by-laws, and appropriate internal controls are put 
in place.   
 
Regarding CareerSource Pinellas, ETA acknowledges the revision to CareerSource Pinellas’ by-laws 
and requests the following clarification: 

 The by-laws reflect that all board committee meetings will be subject to the Sunshine Law 
and the Open Meeting Law of the State of Florida; but it is unclear how the by-laws ensure 
adherence to federal sunshine requirements of WIOA sec. 107(e).   

 
ETA acknowledges DEO’s plan to ensure that CLEOs and board members are educated about their 
roles and responsibilities.  ETA can provide technical assistance, specifically training related to 
governance, in collaboration with the State, to help the state achieve this aim.   ETA also welcomes 
the State’s plan to revise applicable policies and develop local governance, oversight, and 
administrative policies.  The State’s described compliance monitoring plan is appropriate, and should 
help to ensure that both boards are functioning properly as the authoritative governing bodies 
responsible for establishing and implementing provisions of the local areas’ by-laws. Upon the 
State’s completion of all of the activities associated with resolving this finding, ETA will review, 
verify, and confirm the State’s corrective actions and determine if they will resolve the finding.   
 
Finding #10: Non-Compliant with WIOA Transparency and Sunshine Provisions 
CMG Indicators: 2.g Records Management; Objective 2.I: Complaints, Grievances & Incident 
Reporting; 2.i.1: Policies and Procedures; 2.i.2: Notices; 2.i.4: Grievance and Complaint 
System 
 

CareerSource Tampa Bay and CareerSource Pinellas did not comply with the transparency 
and sunshine provisions of WIOA by failing to make available, through electronic means, 
the minutes of formal meetings of the boards. 
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Criteria: The “Sunshine Provision,” WIOA sec. 107(e) requires boards to operate in a 
transparent manner. When the regulations require local boards to make information about 
their activities available to the public, on a regular basis and through electronic means and 
open meetings, the board minutes should be available for public access. The CFR also sets 
forth parameters for both State (20 CFR § 679.140) and Local (20 CFR § 679.390) WDBs to 
conduct business in an open and transparent manner. Transparency in operations also 
assures that all parties are accountable to the public and can mitigate concerns of 
inappropriate influence. Because this information was not available, the public did not have 
an opportunity to be informed the boards’ actions. 

 
Required Action: CSTB and CSP must post, and make available electronically to the 
public, all minutes of formal meetings. The State must also ensure that all local areas are 
compliant with these provisions. 

 
10.1 CareerSource Tampa Bay and CareerSource Pinellas must post, and make available 
electronically to the public, all minutes of formal meetings. 
 
GRANTEE RESPONSE (June 28, 2019): CareerSource Tampa Bay and CareerSource Pinellas 
completed several corrective actions prior to the issuance of the compliance review report. Both areas 
will continue to work towards steps to fully comply with report findings until they are satisfactorily 
resolved. 
 

CareerSource Tampa Bay completed the following corrective actions toward compliance: 
 Updated their website, which now addresses transparency and WIOA Sunshine 

provisions, and includes Board and committee meeting agendas and minutes – 
completed July 2017. 

 Legal counsel provided an overview of Sunshine Laws to Board Members – 
completed August 2018. 

CareerSource Pinellas has completed the following corrective actions towards compliance: 
 The Board of Directors adopted CareerSource Florida’s Ethics and Transparency 

policy (Attachment 10.1) – completed October 2018. 
 Updated their website, which now addresses transparency and WIOA sunshine 

provisions. The website now includes all updated Board and committee meeting 
minutes and agendas (Attachments 10.2, 10.3, and 10.4) – completed February 
2018. 

 Publicly notices meetings in advance to allow for the provisions of Sunshine Law. 
The following corrective actions are in progress: 

 CareerSource Tampa Bay will develop an ethics and transparency policy to be 
considered for approval at the July 2019 board of directors meeting. 

 
DOL RESPONSE: This finding remains UNRESOLVED.  While the State and LWIBs have begun 
taking action to address this finding, no verifiable evidence was provided to validate and confirm that 
these actions are sufficient to resolve the finding.  For example, links to the websites were not 
provided, so it could not be confirmed that the websites exist, that information has been populated 
properly, and public access to board activities exists, satisfying and fully implementing the WIOA 
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Sunshine provision.  Additionally, ETA will need documentation verifying that staff have been 
trained on these internal policies and procedures once developed and implemented.  
 
 
10.2 The State must also ensure that all local areas are compliant with these provisions 
 
GRANTEE RESPONSE (June 28, 2019): DEO completed several corrective actions prior to the 
issuance of the compliance review report. The following steps were taken to ensure local areas are 
compliant with these provisions. 
 

 DEO issued a reminder memorandum to the LWDBs entitled, Requirement to Post 
LWDB Meeting Minutes to Website (Attachment 10.5) – completed May 2018. 

 DEO evaluates LWDB compliance regarding posting formal meeting minutes during 
each local area’s yearly programmatic monitoring review. 

 
The following corrective actions are in progress: 

 
 DEO will update the financial monitoring tool to include a review of compliance with 

WIOA Transparency and Sunshine Provisions. 
 DEO is updating the Grantee-Subgrantee Agreement to include a section on 

transparency. The agreement will require LWDBs to post meeting minutes on their 
websites. 

 
DOL RESPONSE: This finding remains UNRESOLVED.  Actions taken to date are insufficient to 
resolve this finding.  The State must provide clear evidence in the form of documentation, (e.g., 
updated financial monitoring tool, updated Grantee-Sub-grantee Agreement), that demonstrates these 
actions have been completed. Since the actions are currently in progress and remain incomplete and 
reviewed by the State and ETA, this finding will remain open.   
 
 
Finding #11: CSTB and CSP Lack Evidence of LWDBs Fulfilling Required Functions CMG 
Indicators: 1.A: Planning and Program Design; 1.a.1: Strategic Planning; 1.a.2: Service 
Design; 1.a.3: Coordination and Integration 
 

CSTB and CSP lack evidence showing the boards are carrying out functions that are 
required of local workforce boards. 

 
Criteria: As provided in WIOA 107(d), “Functions of Local Board”, in addition to 20 CFR 
§ 679.370, “What are the functions of the Local Workforce Development Board?”, the roles, 
responsibilities, and functions of the LWDB are clearly stated, as are the purposes for which 
the boards exist. 

 
In interviews with multiple board members at both CSP and CSTB, all indicated that they 
had not received any training about their roles, responsibilities, and the boards’ functions. 
Reviewers also noted, through staff interviews and document reviews, that the boards were 
not performing all necessary functions, nor did they have plans in place to carry out all 

http://www.floridajobs.org/docs/default-source/lwdb-resources/policy-and-guidance/memos/2018-memos/memo_posting-of-local-board-meeting-minutes.pdf?sfvrsn=2
http://www.floridajobs.org/docs/default-source/lwdb-resources/policy-and-guidance/memos/2018-memos/memo_posting-of-local-board-meeting-minutes.pdf?sfvrsn=2
http://www.floridajobs.org/docs/default-source/lwdb-resources/policy-and-guidance/memos/2018-memos/memo_posting-of-local-board-meeting-minutes.pdf?sfvrsn=2
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functions. The boards could not substantiate that required board functions were being 
implemented or how they may be implemented in the future, including activities required at 
20 CFR § 679.370(e )(1, 2, and 4); § 679.370(f); § 679.370(g); and § 679.370 (h)(3 and 4). 

 
None of the board members interviewed at either CSP or CSTB received an overview of 
their roles and responsibilities, by-laws, WIOA (law), CFR Title 20 (regulations), or other 
training to prepare them in fulfilling their roles on the LWDBs. 

 
The reviewers could not verify the two boards were carrying out or had plans to carry out 
many functions and roles, including those required in 20 CFR § 679.370. The LWDBs must 
ensure that they are fulfilling the statutory and regulatory roles and functions mandated by 
WIOA for local boards. 

 
Required Action: The State must verify and ensure that the LWDBs are fulfilling their 
responsibilities under WIOA sec. 107(d) and Title 20 CFR § 679.370. 
 

GRANTEE RESPONSE (June 28, 2019): As required in 107(d), all LWDBs must develop and 
submit a four-year local plan, in partnership with the CLEO, and consistent with WIOA section 108. 
Each local area’s plan must include local strategies and assurances of actions LWDBs will take to 
ensure requirements in 107(d) are met, including, but not limited to: 

 Convening local workforce development system stakeholders; 
 Leading efforts to engage with a diverse range of employers; 
 Developing strategies for using technology to maximize the accessibility and 

effectiveness of the local workforce development system for employers, and workers 
and jobseekers; 

 Assessing the physical and programmatic accessibility of all one-stop centers in the 
local area; and 

 Certification of one-stop centers. 
 

Upon submission of each LWDBs’ plan or modification, DEO reviews the plans in 
accordance with the requirements outlined in WIOA section 107(d) and Title 20 CFR § 
679.370 as well as with requirements outlined in Administrative Policy 93 – One-Stop 
Career Center Certification Requirements (Attachment 11.1) – issued February 2, 2017. 

 
CareerSource Tampa Bay and CareerSource Pinellas completed several corrective actions 
prior to the issuance of the compliance review report. Both areas will continue to work 
towards steps to fully comply with report findings until they are satisfactorily resolved. 

 
CareerSource Tampa Bay has completed the following corrective actions toward 
compliance: 
 Conducted Board orientation to include an overview of several programs and 

administrative areas: Wagner-Peyser; WIOA; WT; SNAP E&T; Finance; Program 
Monitoring; DEO monitoring; Sunshine Law; and committee formation and 
attendance. Additionally, training regarding the roles and responsibilities for the 
LWDB and board staff, CLEO, DEO, CareerSource Florida, and Hillsborough County 

http://www.floridajobs.org/docs/default-source/2017-guidance-papers/oscc_certification-ap93.pdf?sfvrsn=4
http://www.floridajobs.org/docs/default-source/2017-guidance-papers/oscc_certification-ap93.pdf?sfvrsn=4
http://www.floridajobs.org/docs/default-source/2017-guidance-papers/oscc_certification-ap93.pdf?sfvrsn=4
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was completed. Board Orientation also included an in-person special presentation by 
Ron Painter, President of the National Association of Workforce Boards, who provided 
additional dialogue on LWDB member roles and responsibilities and shared several 
workforce development best practices. (Attachment 11.2) – completed August 2018. 

 Updated the Board Orientation Toolkit for onboarding new members – completed 
August 2018. 

 
CareerSource Pinellas has completed the following corrective actions toward 
compliance: 
 Completed a Board Orientation for all Board Members (Attachment 11.3) This 

orientation provided an overview of workforce throughout the state of Florida, the role 
of the DEO and the CareerSource Florida network. Additionally, this orientation 
provided a comprehensive summary of the LWDB finances, an overview of Board 
governance, the various sub-committees and the role of the CLEO – completed July 
2018. 

 Updated the Board Orientation Toolkit for onboarding new members – completed 
prior to May 2019. 

 Board Counsel provided an overview of the Sunshine Law. Shila Salem, Bureau Chief 
of One-Stop and Program Support, gave an overview of Board Members’ 
responsibilities and authority – completed July 2018. 

 
The following corrective actions are in progress: 

 CareerSource Pinellas is working with DEO to verify and ensure that the LWDBs are 
fulfilling their responsibilities under WIOA sec. 107(d) and Title 20 CFR § 679.370. 

 CareerSource Tampa Bay and the CLEO will be retaining services of an experienced 
workforce development consultant to provide a workshop to Board members to ensure 
they are aware of and fulfilling their responsibilities under WIOA sec. 107(d) and Title 
20 CFR § 679.370. This training will be conducted annually with periodic updates as 
needed, and imbedded in the local area’s training for new Board members going forward. 

 
DOL RESPONSE:  This finding remains UNRESOLVED.  While the boards have completed 
activities, such as board member orientation, those actions do not fully address the requirement of the 
finding.  The finding requires the State to verify that the LWDBS are fulfilling their responsibilities.  
In other words, State and local areas must show, through actions, activities, initiatives, and strategies, 
that the board is appropriately fulfilling its required roles and responsibilities.  For example, the 
document presented in exhibit 11.2 lists the board structures and identifies its goals,  however, it does 
not provide information and evidence about what activities, strategic initiatives, etc. the boards 
undertook to achieve those goals and or how it fulfil the roles and responsibilities outlined for boards, 
which is what the finding was about. 
 
 
Finding #12: One-Stop Competitive Procurement Not Compliant 
CMG Indicator: 2.d Procurement and Contract Administration 
 

The one-stop operator competitive procurement conducted by CSTB, CSP, and 
CareerSource Pasco Hernando (CSPH) did not comply with the requirements of WIOA Sec 
121(d), Title 20 CFR § 678.605, or ETA’s Training and Employment Guidance Letter 
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(TEGL) No. 15-16. The review disclosed that CSP issued a Request for Proposal (RFP) 
containing approximately $15,000 in funding to procure a One-Stop Operator (OSO) for 
three locations; CSTB, CSP, and CSPH. The response to the RFP consisted of only one 
proposal from a current eligible training provider. The board then selected that provider as 
the OSO for all three local areas. 

 
The review team determined that the RFP did not contain sufficient funding to receive an 
adequate number of responses to meet the competition requirements under WIOA and the 
Uniform Guidance. The combined LWDBs have a budget of approximately $25 million in 
available funds and operate in a geographic area that has a population of approximately 2.3 
million (11.3 percent of the State’s population). Accordingly, budgeting for only $15,000 to 
operate in multiple locations is exceptionally insufficient and does not meet the 
requirements of a competitive selection. The RFP was not widely distributed in a manner 
that would attract a sufficient pool of potential bidders/respondents. CSP’s procurement 
process and the manner in which it conducted the competition did not comply with the 
requirements of a full and fair competitive procurement. 

 
ETA issued guidance in the form of Frequently Asked Questions and TEGLs concerning 
OSO competitive procurement proposals. That guidance indicated that an RFP or invitation 
for bid "with no funding or nominal funding will restrict competition" and "would violate 
the prohibition on non-competitive pricing practices under 29 CFR 97.36(c)(1)(iii) and 2 
CFR § 200.319(a), which states “All procurement transactions must be conducted in a 
manner providing full an open competition." 

 
Criteria: WIOA sec. 121(d)(2)(A) requires that an entity “shall be designated or certified as 
a one-stop operator through a competitive process.” The WIOA Joint Final Rules and TEGL 
15-16 also require that LWDBs must use a competitive process based on principles of 
competitive procurement in the Uniform Administrative Requirements, Cost Principles, and 
Audit Requirements for Federal Awards (2 CFR part 200), including the Department of 
Labor specific requirements (2 CFR part 2900). 
 
Required Action: The LWDBs must conduct a competitive procurement as required by 
WIOA Section 121, 20 CFR§ 678.605, and 2 CFR § 200.319. Furthermore, the State must 
ensure that the LWDBs comply with the competitive procurement requirements in selecting 
the OSO. 

 
12.1 The LWDBs must conduct a competitive procurement as required by WIOA Section 121, 
20 CFR§ 678.605, and 2 CFR § 200.319. 
 
GRANTEE RESPONSE (June 28, 2019): CareerSource Tampa Bay and CareerSource Pinellas 
completed several corrective actions prior to the issuance of the compliance review report. Both areas 
will continue to work towards steps to fully comply with report findings until they are satisfactorily 
resolved. 
 

CareerSource Tampa Bay has completed the following corrective actions towards 
compliance: 

 Reissued the One-Stop Operator RFP: 
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o Increased the value of the contract to meet the deliverables and intent of the 
One-Stop Operator; and 

o Expanded the scope of contracted services deliverables including establishing 
a Memorandum of Understanding database - completed June 2019. 

 Secured Kaiser Group d/b/a Dynamic Workforce Solutions as the One-Stop 
Operator (Attachment 12.1). 

 
CareerSource Pinellas has completed the following corrective actions towards compliance: 
 Reissued the One-Stop Operator RFP: 

o Reissued RFP 18-0428 for One-Stop Operator services – completed June 
2018. 

o Board approved recommendation to contract with Kaiser Group, Inc. d/b/a 
Dynamic Workforce Solutions as the One-Stop Operator – completed July 
2018. 

o Secured Kaiser Group, Inc. d/b/a Dynamic Workforce Solutions as the One- 
Stop Operator. Deliverables to include customer service training and bi- 
annual programmatic monitoring using DEO’s monitoring tool (Attachment 
12.2) – completed November 2018. 

 
The following corrective actions are in progress: 
 DEO will update the financial monitoring tool to include a review of the procurements 

of all One-Stop Operators. This will ensure that random sampling does not exclude One-
Stop Operator Procurements. Compliance with the Uniform Guidance procurement 
requirements is currently included in the Financial Monitoring Tool. 

 
DOL RESPONSE: This finding remains UNRESOLVED.  The State must review and verify that 
the LWIBs conducted a competitive procurement of the One-Stop Operators in accordance with 
WIOA and TEGL 15-16.  In addition, the State must review the entire procurement process and 
supporting documentation (including the sub-recipient agreements) to ensure compliance with the 
requirements of WIOA and TEGL 15-16.  This documentation must be provided to ETA for 
concurrence. 
 
12.2 The State must ensure that the LWDBs comply with the competitive procurement 
requirements in selecting the One-Stop Operator. 
 
GRANTEE RESPONSE (June 28, 2019): DEO completed several corrective actions prior to the 
issuance of the compliance review report. The following information was issued to the local areas 
regarding One-Stop Operator procurements: 
 

 Memorandum: Workforce Innovation and Opportunity Act (WIOA) and One-Stop 
Operator Provisions – issued June 9, 2015. 

 Memorandum: Workforce Innovation and Opportunity Act One-Stop Career Center 
Operators Procurement Questions and Answers – issued August 31, 2016. 

 Administrative Policy 97 – One-Stop Operator Procurement (Attachment 12.3) – 
issued September 25, 2017. 

 
The following corrective actions are in progress: 

http://floridajobs.org/docs/default-source/lwdb-resources/policy-and-guidance/memos/2015-memoranda/memo_wioa_one-stopoperators.pdf?sfvrsn=2
http://floridajobs.org/docs/default-source/lwdb-resources/policy-and-guidance/memos/2015-memoranda/memo_wioa_one-stopoperators.pdf?sfvrsn=2
http://floridajobs.org/docs/default-source/lwdb-resources/policy-and-guidance/memos/2015-memoranda/memo_wioa_one-stopoperators.pdf?sfvrsn=2
http://floridajobs.org/docs/default-source/lwdb-resources/policy-and-guidance/memos/2016-memoranda/memo_one-stopoperatorprocurement_qa.pdf?sfvrsn=2
http://floridajobs.org/docs/default-source/lwdb-resources/policy-and-guidance/memos/2016-memoranda/memo_one-stopoperatorprocurement_qa.pdf?sfvrsn=2
http://floridajobs.org/docs/default-source/lwdb-resources/policy-and-guidance/memos/2016-memoranda/memo_one-stopoperatorprocurement_qa.pdf?sfvrsn=2
http://www.floridajobs.org/docs/default-source/lwdb-resources/policy-and-guidance/guidance-papers/2017-guidance-papers/adminpol097_onestopprocurement_final_9252017.pdf?sfvrsn=6
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 DEO will work with CareerSource Tampa Bay, CareerSource Pinellas and 
CareerSource Pasco Hernando to ensure that One-Stop Operator competitive 
procurements comply with WIOA Section 121, 20 CFR§ 678.605, and 2 CFR 
§ 200.319. 

 DEO is including language in the updated Grantee-Subgrantee Agreement that 
reinforces the requirement to comply with 2 CFR 200.318-326. Compliance with 
the Uniform Guidance procurement requirements is currently included in the 
Financial Monitoring Tool. 

 
DOL RESPONSE: This finding remains UNRESOLVED.  The State must review and verify that 
the LWIBs conducted a competitive procurement of the One-Stop Operators in accordance with 
WIOA and TEGL 15-16.  In addition, the State must review the entire procurement process including 
sub-recipient agreement to ensure it meets the requirements of WIOA and TEGL 15-16.  This 
documentation must be provided to ETA for concurrence. 
 
Finding #13: Conflict of Interest Policies Not Compliant 
CMG Indicators: 1.A: Planning and Program Design; 1.a.1: Strategic Planning; 1.a.2: Service 
Design; 1.a.3: Coordination and Integration 
 

The conflict of interest policies developed by CSTB and CSP are not compliant with the 
WIOA regulations and Uniform Guidance requirements. The review of both LWDAs’ 
policies revealed that they do not require board members to exclude themselves from 
participating in decision-making discussions for services and activities that could financially 
benefit them or their organizations. The State also informed ETA reviewers that State policy 
requires LWDBs to disclose all funds paid to entities, including an LWDB-affiliated 
member. ETA reviewers also learned that several board members sit on committees that 
make decisions from which they could benefit. As a result, board members that represent 
organizations that received substantial grant funds could be participating in discussions 
about the awarding of such funds, thereby creating potential conflicts of interest. However, 
the review team could not document if board members with these known conflicts had 
participated in the discussions, which involve the awarding of funds. 

 
Criteria: 20 CFR § 683.200(c)(5) imposes specific conflict of interest requirements on 
WIOA recipients, in addition to those applicable under the uniform administrative 
requirements. Further, the requirements at 2 CFR § 200.318, address codes of conduct and 
conflict of interest, as well as 20 CFR § 683.200(c )(5)(i). 

 
A State WDB member, Local WDB member, or WDB standing committee member 
must neither cast a vote on, nor participate in any decision-making capacity, on the 
provision of services by such member (or any organization which that member 
directly represents), nor on any matter which would provide any direct financial 
benefit to that member or that member’s immediate family. The State’s sunshine 
policy is also consistent with WIOA requirements in prohibiting members from 
participating in the decision-making capacity that could potentially benefit them. 

 
Both local areas' board policies, however, did not require members to remove themselves 
from any discussions involving their organization or funding prior to any voting. The policy 
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only requires LWDB members to remove themselves from voting on known conflicts of 
interest. 

 
Required Action: The State must review and ensure that both local areas bring their 
conflict of interest policies into compliance with WIOA regulations and the Uniform 
Guidance requirements. The State should take additional steps to make sure CSTB and CSP 
revise their conflict of interest policies and should conduct follow-up monitoring. 

 
13.1 The State must review and ensure that both local areas bring their conflict of interest 
policies into compliance with WIOA regulations and the Uniform Guidance requirements. 
 
GRANTEE RESPONSE: CareerSource Pinellas completed corrective actions prior to the issuance 
of the compliance review report. Both areas will continue to work towards steps to fully comply with 
report findings until they are satisfactorily resolved. 
 

CareerSource Pinellas has completed the following corrective actions towards compliance: 
 Reviewed CareerSource Florida Policy and the Local Workforce Development Plan 

2018-2020 outlining how CareerSource Pinellas carries out multiple responsibilities. 
This includes how CareerSource Pinellas develops appropriate firewalls to guard 
against conflicts of interest – completed July 2017. 

 CareerSource Florida amended its Board Contracting Conflict of Interest Policy and 
applicable forms in May 2017. CareerSource Pinellas has been using the updated 
forms since July 2017, for the submission of its Board Members related party 
contracts (Attachments 13.1, 13.2, 13.3, 13.4) – completed July 2017. 

 
The following corrective actions are in progress: 

 
 DEO is currently revising the policy related to contracts made between the LWDB and 

Board Members or an entity for which that Board Member represents. The new policy 
requires the Board to send DEO a contract information form, conflict of interest 
statement signed by Board Member for which the conflict of interest exists, voting 
record, a draft of the entire agreement, documentation supporting the method of 
procurement (if applicable), and Board meeting minutes. The revised policy will also 
include a requirement that the Board Member for which the conflict exists, must abstain 
from voting and be required to leave the room during discussion and vote on the 
contract. This policy will be included within the updated Grantee- Subgrantee 
Agreement. 

 CareerSource Tampa Bay’s conflict of interest policy will be updated to include: 
“Board Members with a conflict of interest will be prohibited from participating in the 
decision-making process. This will require the Board Member to be excused from the 
board/committee meeting during any discussions involving their organization or 
funding prior to any voting”. 

 
DOL RESPONSE: This finding remains UNRESOLVED.   The policies and procedures provided 
are outdated and insufficient to address this finding.  The policy does not address actions taken by 
board members as part of their committee assignments which were apparent conflicts of interest.  The 
forms and policy do not fully address conflict of interest, proper disclosure, and have not been 
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updated since 2010.  The State must review all required policies and procedures to ensure compliance 
with both WIOA and the Uniform Guidance.  In addition, these policies and procedures must be 
provided to ETA for review and concurrence. 
 
13.2 The State should take additional steps to make sure CareerSource Tampa Bay and 
CareerSource Pinellas revise their conflict of interest policies and should conduct follow-up 
monitoring. 
 
GRANTEE RESPONSE (June 28, 2019): The following corrective actions are in progress: 
 

 DEO is currently revising the policy related to contracts made between the Board and 
Board Members or an entity which that Board Member represents. The new policy 
will require LWDBs to send DEO the following information: 
o Contract information form; 
o Conflict of interest statement signed by board member for which the conflict 

exists; 
o Voting record; 
o A draft of the entire agreement (new requirement); 
o Documentation supporting the method of procurement (if applicable), (new 

requirement); and 
o Board meeting minutes (new requirement). 

 
The revised policy will also include a requirement that the Board Member for which 
the conflict exists, must not only abstain from voting, but will be required to leave the 
room during the discussion and vote on the contract. The policy will be included within 
the updated Grantee-Subgrantee Agreement. 

 
 DEO/CSF requires a conflict of interest to be declared and if the contract is more than 

$25,000, it must be approved by DEO/CareerSource Florida prior to execution. DEO’s 
financial monitoring team will review all related party contracts to ensure that the 
boards comply with this policy prior to execution. This new monitoring procedure will 
become effective upon the issuance of the updated Grantee-Subgrantee Agreement. 

 
DOL RESPONSE: This finding remains UNRESOLVED.  While LWDB members disclosed their 
contractual relationships with WIOA funds, they did not recuse themselves in committee meetings 
where decision making discussions took place.  These discussions were then brought before the full 
LWDB for voting.  Conflict of Interest requirements means one recuses oneself for all discussions, 
actions, appearances, and potential conflicts of interest, including committee meetings, workgroups, 
and casual information sharing, as a Board member.  ETA noted that almost every Board member 
organization received funding from the two LWDBs; these decisions were made during committee 
meetings and then submitted to the full LWDB as motions for approval.   In addition, the response 
does not identify or establish any required firewalls, or separation of functions and duties, between 
various required functions of the Board, Board members, and staff to the Board.   
 
Finding #14: CSTB and CSP LWDB Compositions Not Compliant 
CMG Indicators: Objective 1.A: Planning and Program Design; 1.a.1: Strategic Planning; 
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1.a.2: Service Design; 1.a.3: Coordination and Integration 
 

The CSTB and CSP board compositions did not meet the majority business requirements of 
WIOA. The review uncovered that both the CSTB and CSP LWDBs did not have the 
required business representation on their respective boards as required by WIOA. 

 
Both boards’ membership comprised fewer than 51 percent of business representatives. 
Additionally, several private sector slots, nearly 26 percent in CSTB remained vacant and 
appeared to have been unfilled for substantial periods. In CSP, nearly 40 percent of private 
sector slots were vacant and appeared to have remained unfilled for a substantial period. The 
absence and lack of participation of a large segment of board members, particularly the 
private sector, questions whether or not there was meaningful input from business and 
industry related to key workforce decisions, as well as proper oversight of the areas’ 
workforce system. 

 
Criteria: WIOA sec. 107(b)(1) and 20 CFR §679.320 describe the LWDB membership 
requirements as enumerated in WIOA. WIOA sec. 107(b)(2)(A) requires “a majority of the 
members of each local board shall be representatives of business in the local area”. 

 
Required Action: The State must work with chief elected officials in both local areas to 
appoint new members that bring the boards into compliance with the business majority 
requirement. The board should fill vacancies as quickly as possible to ensure full and 
adequate participation of both public and private sectors in the local workforce systems. 

 
14.1 The State must work with chief elected officials in both local areas to appoint new 
members that bring the boards into compliance with the business majority requirement. 
 
GRANTEE RESPONSE:  Prior to the issuance of the compliance review report, all LWDBs were 
required to submit local Board Member rosters to DEO by April 15, 2019. Both CareerSource Tampa 
Bay and CareerSource Pinellas submitted their updated LWDB rosters. Upon DEO’s review of the 
roster, CareerSource Tampa Bay’s board met the business majority requirement at 51.6 percent and 
CareerSource Pinellas met the business majority requirement at 53.1 percent. 
 

DEO’s review of all the LWDB rosters and compositions included the following compliance 
elements: 

 Business represented a majority of the board; 
 At least 20% of the Board Members represented workforce; and 
 The Board met the minimum representation requirements (education, vocational 

rehabilitation and other partners). 
 

DEO will continue to review LWDB compliance with this requirement. DEO is also updating 
the Grantee-Subgrantee Agreement with the LWDBs to reinforce local board compliance with 
this requirement. 

 
DOL RESPONSE:  This portion of the finding is RESOLVED.   
 
14.2 The board should fill vacancies as quickly as possible to ensure full and adequate 
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participation of both public and private sectors in the local workforce systems. 
 
GRANTEE RESPONSE: DEO requests technical assistance from the USDOL ETA regional team 
regarding the proposed state-corrective actions proposed for this finding. Additionally, CareerSource 
Tampa Bay and CareerSource Pinellas completed several corrective actions prior to the issuance of 
the compliance review report. Both areas will continue to work towards steps to fully comply with 
report findings until they are satisfactorily resolved. 
 

CareerSource Tampa Bay completed the following corrective actions towards compliance: 
 The Board of Directors was reconstituted by the Hillsborough County CLEO which 

complies with majority business and other composition requirements (Attachment 
14.1). 

 Local elected officials continuously monitor Board composition and work diligently 
to fill vacancies as quickly as possible to ensure full and adequate participation of 
both public and private sectors in the local workforce system. 

 Board Member appointments are made at the discretion of the Hillsborough County 
Commissioners. 

 Eligible candidates are appointed based on level of expertise, skillset and 
representation that may be needed in a particular industry to fulfill the requirements 
of the Board composition structure. 

 
CareerSource Pinellas completed the following corrective actions towards compliance: 

 Formed an Ad Hoc Committee to review the Interlocal Agreement and the LWDB 
By-laws – completed February 2019. 

 The Board composition of CareerSource Pinellas is approved by the Governor for 
up to 45 seats (Amendment 14.2). 

 The CLEO determined that CareerSource Pinellas can maintain compliance with 
fewer board members by maintaining the percentage balance of 50% business 
representatives and 20% Labor/Apprenticeship. The Board of Directors, in 
agreement with the CLEO, have agreed to reduce the size of the board to around 31 
members (Attachment 9.1). 

 Received confirmation from DEO that the LWDB was in compliance with LWDB 
composition requirements (Attachments 14.3, 14.4). 

 
The following corrective actions are in progress: 

 DEO will convene the state’s CLEOs as the starting point to address the issues 
identified in this finding. During the convening, DEO intends to accomplish the 
following: 
o Provide an overview of the purpose and functions of the workforce development 

boards; 
o Provide detailed information about establishing a WIOA compliant board, 

including 
 The roles and responsibilities of the: 

 CLEO 
 Board Chair 
 Executive Director 
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 Board Staff 
 Recruiting board members and membership compliance; 
 The nomination process; and 
 Establishing the local area’s By-laws. 

 
14.2 The board should fill vacancies as quickly as possible to ensure full and adequate 
participation of both public and private sectors in the local workforce systems. 
 
DOL RESPONSE: This portion of the finding remains UNRESOLVED.   ETA accepts the State’s 
request for technical assistance and will work with DEO to develop a technical assistance plan and 
activities as appropriate.    The State should also provide the following information to help resolve 
this portion of the finding: 

 Copy of the board membership rosters for CareerSource Tampa Bay and CareerSource 
Pinellas;  

 Documentation of meeting(s) the boards have conducted since filling the vacant positions and 
the reconstitution of the boards; and,  

 Attendance records of these meetings; actions taken, and to the extent practical, information 
that demonstrates board members’ active participation in those meetings.  

 
 
Finding #15: Non-Compliant with Stevens Amendment 
CMG Indicators: Internal Controls; 2.d Procurement and Contract Administration; 2a.1: 
Specific Award Conditions 

 
CSTB and CSP did not fulfill the requirement to provide certain information in public 
communications for non-Federal entities receiving public funds. Reviewers found that the 
RFP for the OSO competitive procurement for CSTB, CSP, and CSPH did not contain 
required language regarding the Stevens Amendment. 

 
Criteria: Provisions of P.L. 115-31, Division H, Title V, Section 505, requires that: 

 
When issuing statements, press releases, requests for proposals, bid solicitations and 
other documents describing projects or programs funded in whole or in part with 
Federal money, all grantees receiving Federal funds […] shall clearly state— 

(1) The percentage of the total costs of the program or project that will be financed 
with Federal money; 
(2) The dollar amount of Federal funds for the project or program; and 
(3) Percentage and dollar amount of the total costs of the project or program that 
will be financed by non-governmental sources. 

 
Required Action: The State must work with all local areas to incorporate the Stevens 
Amendment provisions into their policies, processes, and monitoring procedures. The State 
must also monitor all local areas to ensure the implementation of the Stevens Amendment. 

 
15.1 The State must work with all local areas to incorporate the Stevens Amendment provisions 
into their policies, processes, and monitoring procedures. 
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GRANTEE RESPONSE (June 28, 2019): The following corrective actions are in progress: 
 DEO is amending the Grantee-Subgrantee Agreement to include the requirement to 

incorporate the Stevens Amendment within all statements, press releases, 
procurements, and contracts. 

 
 DEO will work with all LWDB Executive Directors and Chief Financial Officers or 

Finance Directors to make them aware of this provision. All LWDBs will be required 
to incorporate the Stevens Amendment provisions into their policies, processes, and 
monitoring procedures. The DEO financial monitoring tool will be updated to include 
this requirement. 

 
DOL RESPONSE:  This finding remains UNRESOLVED.  DEO’s corrective actions are still in 
progress.  DEO must provide information and documentation once it completes the actions 
mentioned above to satisfy the corrective actions required in the Finding.    
 
15.2 The State must also monitor all local areas to ensure the implementation of the Stevens 
Amendment. 
 
GRANTEE RESPONSE: The following corrective action is in progress: 

 The DEO financial monitoring tool will be updated to include compliance with the 
Stevens Amendment. When the DEO financial monitoring team selects an expenditure 
for testing during fiscal year 2019-2020 and subsequent years, the staff will also request 
and test the procurement documents, press releases, contract, and any other statement 
to ensure compliance with this provision. 

 
DOL RESPONSE: This finding remains UNRESOLVED.  DEO’s corrective actions are still in 
progress.  DEO must provide information and documentation once it completes the actions 
mentioned above to satisfy the corrective actions required above.    
 
 
Finding #16: State Did Not Conduct Adequate and Effective Oversight 
CMG Indicators: 2.f Sub-recipient Management & Oversight; 1.A: Planning and Program 
Design; 1.a.1: Strategic Planning; 1.a.3: Coordination and Integration 

 
The State did not conduct adequate and effective oversight of both local areas to ensure 
multiple issues in governance and other areas of program administration were compliant 
with WIOA requirements. The examination of governance structures revealed that the 
frequency and depth of monitoring activities by the State were not sufficient to identify 
issues in governance and other areas of local operations and program administration. 

 
It was determined that the State had not provided adequate policy guidance and training on 
the WIOA regulations regarding key provisions including governance requirements, internal 
controls, separation of duties, and adequate mechanisms to ensure the proper delineation of 
authority based on those duties. This also includes functions performed by the various 
entities operating within each local workforce area. 

 
The lack of guidance and training from the State created a situation that caused confusion, 
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related to roles, responsibilities, and requirements, at the local level. The State did not 
implement some key provisions of WIOA in its oversight of workforce development 
systems at the local level. While it is appropriate for the State to allow local flexibilities, it 
does not appear that the State provided adequate policy guidance, training, and technical 
assistance to ensure that the implementation of the workforce development system was 
compliant with WIOA. 

 
Criteria: 20 CFR § 679.130 and WIOA 101(d) outline the functions of the State Workforce 
Development Board (SWDB). Among SWDB functions is the development of effective 
LWDBs, as well as the “review of statewide policies and programs and making 
recommendations on actions that must be taken by the state to align workforce development 
programs to support a comprehensive and streamlined workforce development system”. 

 
Required Action: The State must conduct more in-depth monitoring of the local areas to 
ensure compliance with provisions of WIOA, including governance structures, internal 
controls, and separation of duties. As appropriate, the State should develop guidance and 
policies related to local governance, oversight, and proper administration at the local level. 
The State should provide training and appropriate technical assistance to help local boards. 

 
16.1 The State must conduct more in-depth monitoring of the local areas to ensure compliance 
with provisions of WIOA, including governance structures, internal controls, and separation of 
duties. 
 
GRANTEE RESPONSE (June 28, 2019): DEO completed several corrective actions prior to the 
issuance of the compliance review report. DEO enhanced its process for programmatic monitoring of 
the LWDBs for Program Year 2018-2019 with the following actions: 

 Increased the number of on-site programmatic monitoring reviews from five in 2017- 
2018 to 12 in 2018-2019 (Attachment 16.1). 

 Revised the program monitoring participant file sampling methodology going to a 
random, stratified, and targeted approach to ensure every population served by the 
LWDB is represented in the sample (Attachment 16.2.). 

 The programmatic monitoring team partnered with the data analysis team to conduct a 
data anomaly review prior to each monitoring visit. If areas were identified as needing 
further review, they were included in the monitoring sample. This process has been 
incorporated for all future monitoring visits. 

 Revised its programmatic monitoring processes based on lessons learned and further 
strengthened both the Wagner Peyser and OJT Training monitoring questions 
(Attachment 16.3). The questions on the programmatic monitoring tools ensure that 
essential core functions are in place at the LWDB level within the boundaries 
established by law, regulation and state guidance. They also ensure that participant files 
being  examined  meet  all  necessary  requirements  for  eligibility  and  training. 
Development of the PY 2019-2020 tools in September 2019 will allow an even greater 
focus on the most important aspects of the WIOA workforce programs’ operations, 
services and activities. The tools will further clarify and/or better align questions with 
higher risk issues associated with WIOA law, state guidance or other cite reference 
changes made during the prior year. Other internal control steps for corrective action 
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will be coordinated with DEO’s financial monitoring staff and CareerSource Florida to 
develop and implement additional internal controls and increased monitoring of the 
boards’ structure and responsibilities. To further improve on internal processes and 
strengthen state oversight, DEO will explore technology options that may be used to 
enhance tracking and monitoring governance compliance. 

 DEO is updating the Grantee-Subgrantee Agreement with the LWDBs to address 
compliance with provisions of WIOA, governance structures, internal controls, and 
separation of duties. 
DEO’s financial monitoring tool will be updated to address compliance with the 
provisions of WIOA, governance structures, internal controls, and separation of duties. 

 
DOL RESPONSE:  ETA acknowledges the State’s increase in on-site programmatic monitoring 
reviews and other planned actions.  Actions taken to date are insufficient to resolve this finding.  
Until actions that are in progress have been finalized, implemented, and reviewed by the State and 
ETA, this finding will remain open.  This finding remains UNRESOLVED. 
 
16.2 As appropriate, the State should develop guidance and policies related to local governance, 
oversight, and proper administration at the local level. 
 
GRANTEE RESPONSE (June 28, 2019): The following corrective action is in progress: 

 DEO will review and evaluate current policies and guidance and revise applicable 
policies and/or develop local governance, oversight and administrative policies. 

 
DOL RESPONSE: ETA acknowledges the State’s increase in on-site programmatic monitoring 
reviews and other planned actions.  Actions taken to date are insufficient to resolve this finding.  
Until actions in progress have been finalized, implemented, and reviewed by ETA, this finding will 
remain open.  This finding remains UNRESOLVED. 
 
16.3 The State should provide training and appropriate technical assistance to help local 
boards. 
 
GRANTEE RESPONSE (June 28, 2019): DEO completed several corrective actions prior to the 
issuance of the compliance review report: 
 

 Provided intensive, on-site programmatic training and technical assistance on WIOA, 
Wagner-Peyser and the correct use of the Employ Florida system for the staff at 
CareerSource Tampa Bay and CareerSource Pinellas to ensure compliance with state 
and federal requirements – completed February 2019. 

 Partnered with CareerSource Florida and Maher and Maher to implement a 
comprehensive WIOA program performance metrics training series (Attachment 1.9). 
The training series offered LWDBs a closer look at WIOA’s Primary Indicators of 
Performance, ways to measure and improve performance for Business Services and 
suggestions for aligning strategies to performance. The trainings were conducted 
through a blended approach using webinars, in-person meetings and other learning tools. 

 
 Implemented a statewide training schedule to provide on-going training and technical 
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assistance to the LWDBs. Trainings were held for all programs that are administered by 
the LWDBs including Wagner Peyser, WIOA, WT and SNAP E&T. This annual training 
schedule will ensure all LWDBs have an opportunity to attend training yearly and that 
services provided to job seekers follow federal and state guidelines – implemented 
January 2019. 

 
 Completed a WIOA statewide training series during the months of March and April 

2019. DEO held two, in-person training sessions with each session lasting two days. 
Multiple topics were covered during the training sessions. 

 
Day 1 
Training Topic 

Training Elements 

WIOA Youth Program Overview  History 
 Populations (OSY and ISY) 
 Eligibility 
 Barriers 
 Supportive/Follow-up Services 
 Low Income 

  
WIOA Youth Program Design  Objective Assessment 

 Individual Service Strategy 
 14 Program Elements 

WIOA Adult and Dislocated Worker 
Eligibility 

 Eligibility Criteria 
 Source Documentation 

WIO Adult and Dislocated Worker Program 
Design 

 Basic Career and Individualized 
Services 

 Training Services 
Documenting in Employ Florida/Walk 
through 

 Pre/Post-tests 
 Measurable Skill Gain 
 Credential Attainment 
 Other 

 
Day 2 Training 
Topic 

Training Elements 

WIOA Adult and Dislocated Worker 
Program Design 

 Support Services 
 Follow-up Services Pre-and Post-Exit 
 Co-enrollment 
 Exit Requirements 
 ETPL 
 TOL 

Measurable Skill Gains  Who is in the measure and when 
 Types of Skill Gains 
 How to record Skills Gains in Employ 

Florida 
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Service Code Review  Review of the most frequently used Service 
Codes 

Work-Based Training  Identifying the types of work-based training 
 Service codes associated with each type of 

work-based training 
 Recording of worksite, provider and O*Net 

code information 

On-the-Job Training  Eligibility 
 Defining on-the-job training 
 Employed workers 
 OJT Training Plan 
 OJT Contract Requirements 
 Payments to workers 
 Reverse Referral 
 OJT, Registered Apprenticeships and Pre-

Apprenticeships 
Workforce 
Research 

Statistics and Economic 
 Overview 

 
DOL RESPONSE: This finding remains UNRESOLVED.  Actions taken to date are insufficient to 
resolve this finding.  The State must address the efforts of training and appropriate technical 
assistance to help local boards in understanding regulatory and state level guidance and requirements 
regarding local governance, oversight, and proper administration at the local level, for which this 
finding is written. Until actions in progress have been finalized, implemented, and reviewed by the 
State and ETA, this finding will remain open.   
 
Finding #17: Lack of Internal Controls over Supportive Services & Prepaid Credit Cards 
CMG Indicator: 3.a Internal Controls and 3.f Allowable Costs and Cost Classification 
 

The review found that CSP and CSTB must improve the internal controls with regard to pre- 
loaded credit cards used to pay supportive services to participants in order to safeguard these 
funds from fraud and abuse. 

 
Criteria: 2 CFR § 200.302(b)(4) states have a responsibility to ensure, “Effective control 
over, and accountability for all funds, property, and other assets. The non-Federal entity 
must adequately safeguard all assets and assure that they are used solely for authorized 
purposes.” 

 
During the review, staff told examiners that the CSP and CSTB used pre-loaded credit cards 
to provide supportive services to enrolled participants. The cards are only available in set 
denominations: $25, $50, $75, and $100. 
 
Due to the pre-determined amounts on the cards, participants could receive reimbursement 
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according to their needs or, in some cases, receive reimbursement that exceeded their needs. 
CSP and CSTB should have issued supportive service payments in the actual amount of 
documented need. In addition, because the CSP and CSTB used pre-paid credit cards, there 
was no confirmation that participants used the funds to cover allowable and approvable 
costs, per the regulations. Furthermore, there were no restrictions placed on credit card use. 

 
Reviewers also learned that both the CSP and CSTB incurred monetary losses on some of 
the cards due to staff embezzlement of funds from the cards. 

 
While both CSP and CSTB indicated that they had taken steps to improve internal controls, 
security, and safeguards over credit card inventories and balances, the local areas need to 
assess whether they made overpayments and whether participants misused program funds. 

 
Required Action: Both the CSP and CSTB must develop supportive services systems that 
provides funds to participants in the actual amount of need. The local areas should document 
that the participants’ expenditures are approved and allowable. Further, they should establish 
additional controls to safeguard both the number of cards issued and the funds available on 
the cards. The State must conduct a full review of all credit card balances to determine the 
actual amount of cash on hand and ensure supportive service payments were based on actual 
needs. The LWDBs must also establish adequate internal controls to safeguard these funds. 

 
17.1 Both the CareerSource Tampa Bay and CareerSource Pinellas must develop supportive 
services systems that provide funds to participants in the actual amount of need. 
 
GRANTEE RESPONSE (June 28, 2019): CareerSource Tampa Bay and CareerSource Pinellas 
completed several corrective actions prior to the issuance of the compliance review report. Both areas 
will continue to work towards steps to fully comply with report findings until they are satisfactorily 
resolved. 
 

CareerSource Tampa Bay has completed the following corrective action towards compliance: 
 Researched alternatives to bank visa cards for supportive service items provided to 

eligible participants, including gas cards, bus passes, direct billing with select 
vendors, online ordering and reloadable debit cards – completed October 2018. 

 
CareerSource Pinellas has completed the following corrective actions towards compliance: 

 Stopped issuing visa cards to customer for supportive services other than 
transportation – completed prior to May 2019. 

 Adopted a “pay the vendor” approach by using the local MICROIX system to process 
support service requests via voucher or check. By using a voucher or check, the exact 
dollar amount could be issued and both methods are payable directly to the vendor – 
completed prior to May 2019. 

 
The following corrective action is in progress: 

 DEO monitoring tool will be updated to include the following: 
o Review to determine if there is adequate documentation to support the eligibility 

for the receipt of supportive services including, but not limited to gas/VISA cards. 
o Evaluation of whether the value of the supportive service provided is consistent 
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with the documented need of the participant. 
 
DOL RESPONSE: This finding remains UNRESOLVED.  ETA will close this finding when the 
grantee implements a comprehensive policy, procedure, and system that ensures supportive services 
payments are based on actual need, documentation is obtained from the participant that the identified 
need has been addressed, and only allowable activities under WIOA are paid.  
 
ETA reviewed the supportive service policies and procedures provided by DEO that CareerSource 
Pinellas and Tampa Bay have implemented to issue and track supportive services expenditures.  The 
policies and procedures do not meet the requirements of WIOA and do not establish the safeguards 
needed to account for the issuance of supportive service payments.  Specifically, incentive payments 
are not allowable costs under 20 CFR 680.900-910.   While the supportive service policies are more 
comprehensive, the policies still do not calculate payment based on participants’ actual needs.  
 
For example, one policy allows up to $100 per month for transportation, but does not address if this 
is based on actual mileage or just a lump sum payment per month.  Further, it allows for a four-year 
subsidy for tools for individuals in the apprenticeship program without any determination of need 
based on income during this period.  Finally, the policy allows for incentive payments in addition to 
other support services provided by WIOA.  Incentives paid for achievements is not an allowable 
expense to WIOA.  Finally, the policy does not address the requirement to provide documentation 
regarding supportive service payments.  Specifically, it does not require the participant to submit 
documentation to show the supportive service payment was properly expended on the requested 
need.  Currently, the policy allows Visa gift cards to be issued to pay for participant needs.  However, 
there is no control in place to ensure that the Visa gift cards are used to pay for the requested need.   
 
17.2 The local areas should document that the participants’ expenditures are approved and 
allowable. 
 
GRANTEE RESPONSE (June 28, 2019): CareerSource Tampa Bay and CareerSource Pinellas 
completed several corrective actions prior to the issuance of the compliance review report. Both areas 
will continue to work towards steps to fully comply with report findings until they are satisfactorily 
resolved. 
 

CareerSource Tampa Bay completed the following corrective actions towards compliance: 
 Reviewed and revised the supportive service policy (Attachment 3.1) – completed 

August 2018. 
 The policy was approved by the CareerSource Tampa Bay Board of Directors – 

completed March 2019. 
 

CareerSource Pinellas completed the following corrective actions towards compliance: 
 Adopted a two-tier approval process for all issuance for support services - 

completed prior to May 2019. 
 Supportive Service desk guides were updated to ensure all allowable services are 

clearly outlined (Attachments 3.4 and 3.5) – completed prior to May 2019. 
 
DOL RESPONSE: This finding remains UNRESOLVED.  ETA will close this finding when the 
grantee implements a comprehensive policy, procedure, and system that ensures supportive services 
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payments are based on actual need, and documentation is obtained from the participant that the 
identified need has been addressed, and only allowable activities under WIOA are paid. 
 
17.3 Local areas should establish additional controls to safeguard both the number of cards 
issued and the funds available on the cards. 
 
GRANTEE RESPONSE (June 28, 2019): DEO, CareerSource Tampa Bay and CareerSource 
Pinellas completed several corrective actions prior to the issuance of the compliance review report. 
Both areas will continue to work towards steps to fully comply with report findings until they are 
satisfactorily resolved. DEO began monitoring compliance with internal controls related to the 
storage, reconciliation, and access to gas cards/gift cards during the fiscal monitoring year 2018-19. 
 

CareerSource Tampa Bay has completed the following corrective actions towards 
compliance: 

 Revised the supportive service policies and procedures to ensure appropriate and 
sufficient internal controls are in place regarding eligibility, issuance, storage, and 
reconciliation of supportive service throughout the area – completed March 2019. 

 Ceased the mail-out process of supportive service cards – completed June 2018. 
 Developed staff procedure desk guide of the supportive service policy – completed 

March 2019. 
 

CareerSource Pinellas has completed the following corrective actions towards compliance: 
 Revised all supportive service policies and procedures to ensure appropriate and 

sufficient internal controls are in place regarding eligibility, issuance, storage and 
reconciliation of supportive service cards throughout the region – completed prior to 
May 2019. 

 Modified its bank Visa distribution process and implemented additional internal 
controls to maintain the cards – complete prior to May 2019. 

 Created desk guides to outline the internal monitor’s responsibility for completing 
center on-site reviews of issuance of support services, storage of supportive services 
as well as completing a check of card balance on a random sample of supportive 
service cards – completed prior to May 2019. 

 Ceased the mail-out process for all supportive services cards for all programs – 
completed prior to May 2019. 

 
The following corrective actions are in progress: 

 DEO programmatic monitors will begin monitoring internal controls regarding 
participant eligibility and issuance during fiscal year 2019-2020. 

 The financial and programmatic monitoring teams will work together to ensure that 
supportive services were provided based on need, were reasonable and necessary, and 
participants receiving these services were eligible. 

 DEO is updating the Grantee-Subgrantee Agreement to include the following 
certification by the LWDBs: 

 
“The Board hereby certifies to DEO that written administrative procedures, 
processes, and fiscal controls are in place for the payment of supportive services 
including, but not limited to prepaid gas and/or VISA cards. Controls must 
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address issuance, storage, and reconciliation of prepaid gas/VISA cards. The 
Board must maintain documentation supporting the eligibility of the receipt of 
supportive services and that the value of the supportive service is consistent with 
the documented need(s) of the participant(s).” 

 
DOL RESPONSE: This finding remains UNRESOLVED.  ETA will resolve this finding when all 
corrective actions, including a timeline are developed, implemented and reviewed by ETA.   Both 
CareerSource Pinellas and Tampa Bay have completed corrective actions to address eligibility, 
storage, issuance and reconciliation of supportive services.  However, the revised policies do not 
clearly state mailing gifts cards is not allowed.   Further, documentation was not provided to 
demonstrate internal controls have been established and reconciliation procedures have been fully 
implemented to ensure funds are properly safeguarded. 
 
17.4 The State must conduct a full review of all credit card balances to determine the actual 
amount of cash on hand and ensure supportive service payments were based on actual needs. 
 
GRANTEE RESPONSE: The following corrective action is in progress: 

 The DEO financial monitoring team will conduct a full review of the prepaid 
gas/VISA card balances to determine the actual amount of cash on hand. DEO 
financial monitoring team will review each board’s policies and procedures to ensure 
the board is performing a reconciliation of the prepaid gas/VISA card balances. 

 
DOL RESPONSE: This finding remains UNRESOLVED until all proposed corrective actions, 
including timeline are developed, implemented and reviewed by ETA.   In the response, DEO states 
it will conduct a full review of the prepaid gas/VISA card balances but does not indicate a timeline 
for completing this corrective action.   
 
17.5 The LWDBs must also establish adequate internal controls to safeguard these funds. 
 
GRANTEE RESPONSE: CareerSource Tampa Bay and CareerSource Pinellas completed several 
corrective actions prior to the issuance of the compliance review report. Both areas will continue to 
work towards steps to fully comply with report findings until they are satisfactorily resolved. 
 

CareerSource Tampa Bay has completed the following corrective actions towards 
compliance: 

 Imposed stricter requirements on monitoring procedures – completed prior to May 
2019. 

 Revised the supportive service monitoring procedures – completed March 2018. 
o In addition to scheduled bi-monthly inventory counts, the local area added 

unannounced periodic reviews of supportive service cards. The local area also 
continues its regular, on-going monitoring of supportive service cards, which 
includes: 

 Verifying of on-hand inventory; 
 Performing a physical count of the inventory and verifying card 

amounts back to the card tracker (system that tracks support service 
cards); 

 Performing a reverse check to ensure cards listed on the card tracker are 
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physically located in the safe; 
 Confirming cards have not been used prior to issuance by selecting a 

sample of cards and verifying the full balance of the card is intact; and 
 Monitoring the quantity on-hand to avoid surplus of on-hand 

inventory. 
 

CareerSource Pinellas has completed the following corrective actions towards compliance: 
 Imposed stricter requirements on monitoring procedures. In addition to scheduled bi-

monthly inventory counts, the local area added unannounced periodic reviews of 
supportive service cards. The local area also continues its regular, on-going 
monitoring of supportive service cards and sufficient internal controls are in place 
regarding eligibility, issuance, storage and reconciliation of supportive service 
throughout the LWDB – completed prior to May 2019. 

 
DOL RESPONSE: This finding remains UNRESOLVED.  ETA will resolve this finding when 
all corrective actions, including documentation is provided and reviewed by ETA.   The response 
indicates both CareerSource Pinellas and Tampa Bay have completed corrective action including 
implementation of reconciliation procedures for supportive services payments to address the 
finding.    However, documentation was not provided to demonstrate the reconciliation procedures 
have been fully implemented to ensure internal controls are in place and effective to properly 
safeguard federal funds.   



Workforce Innovation and Opportunity Act (WIOA) 
Primary Indicators of Performance  
An Eight-Year Look at Florida's Achievement Levels 

The WIOA Primary Indicators of Performance are reported to the US Department of Labor on a quarterly basis. This report includes 
Florida statewide performance trends from PY 2011-2012 to PY 2018-2019, and the first quarter of PY 2019-2020. The tables in 
the report show actual performance in relation to performance targets negotiated with USDOL for PY 2018-2019 and 2019-2020. 
WIOA Primary Indicators of Performance methodology was applied to Workforce Investment Act (WIA) data for PY 2011-2012 
through PY 2015-2016.

Performance for all statewide indicators is stable or trending in a positive direction. In the first quarter of PY 2019-2020, all 
performance indicators are meeting or exceeding negotiated performance targets statewide. This is excellent news for the 
CareerSource Florida network and the communities we serve. Continued job growth and low unemployment in Florida, as 
well as innovative and responsive workforce services and programs contribute to this sustained performance period. In 
addition to statewide performance, it should be noted that Florida’s local workforce development boards met 93% 
of quarterly negotiated performance targets for PY 2018-2019 and 96% of negotiated targets for the first quarter of PY 
2019-2020. For additional information, please visit the Indicators of Performance Reports section on the Department of 
Economic Opportunity website at: State Program Reports.

If you have questions about this report, please contact Casey Penn, Bureau of One-Stop and Program Support at the Department of 
Economic Opportunity, at (850) 245-7485.

http://www.floridajobs.org/local-workforce-development-board-resources/program-monitoring-and-reports/state-program-reports/common-measures-performance-reports


Employment Indicators  

• Employment 2nd Quarter After Exit (WIOA Adult, WIOA Dislocated Workers, Wagner-Peyser): This indicator captures the 
percentage of participants who are in unsubsidized employment during the 2nd quarter after exiting the program.  

•  Youth Education and Employment 2nd Quarter After Exit (WIOA Youth): This indicator captures the percentage of participants 
in education or training activities, or in unsubsidized employment during the 2nd quarter after exiting the program.  

• Employment 4th Quarter After Exit (WIOA Adult, WIOA Dislocated Workers, Wagner-Peyser): This indicator captures the 
percentage of participants who are in unsubsidized employment during the 4th quarter after exit from the program.  

•  Youth Education and Employment 4th Quarter After Exit (WIOA Youth): This indicator captures the percentage of participants 
in education or training activities, or in unsubsidized employment during the 4th quarter after exiting the program.  

• Median Earnings 2nd Quarter After Exit (WIOA Adult, WIOA Dislocated Worker, Wagner-Peyser): This indicator captures 
participants’ median (middle value) quarterly earnings in the 2nd quarter after exiting the program. 

 
Education/Training Indicators  

• Credential Attainment (WIOA Adult, WIOA Dislocated Worker, WIOA Youth): This indicator captures the percentage of those 
participants enrolled in an education or training program (excluding those in On-the-Job Training or customized training) who attain 
a recognized postsecondary credential or a secondary education diploma, or its recognized equivalent, during participation in or 
within one year after exiting the program.  

• Measurable Skill Gains (WIOA Adult, WIOA Dislocated Worker, WIOA Youth): This indicator captures the percentage of participants 
who, during a program year, are in an education or training program that leads to a recognized postsecondary credential or 
employment and who are achieving documented academic, technical, occupational, or other forms of progress, towards such a 
credential or employment.  

The Measurable Skill Gains indicator is used to measure interim progress of participants who are enrolled in education or training 
services for a specified reporting period. Therefore, it is not an exit-based measure. Instead, it is intended to capture important 
progressions through pathways that offer different services based on program purposes and participant needs and can help fulfill 
the vision for a workforce system that serves a diverse set of individuals with a range of services tailored to individual needs and 
goals.  
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WIOA Metric:
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WIOA Category:

WIOA Metric:
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WIOA Category:

WIOA Metric:
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WIOA Category:

WIOA Metric:

PY 2016-17

8,166

8,077

7,393

6,442

5,732

80.6%

4,777

2,437

2,655

88.7%PY 2017-18

     PY 2019-20Q1

PY 2018-19

88.0%

88.7%

3,227

PY 2019-20 State Neg. Level

81.2%

80.3%

78.8%

83.5%

81.1%

Actual 

Performance 
Program Year (PY)

PY 2011-12

PY 2012-13

Dislocated Worker

Employment Rate (2nd Qtr after exit)

Participants 

(n)

PY 2013-14

PY 2014-15

PY 2015-1681.1% 83.5% 80.6% 81.2% 80.3% 78.8%
88.7% 88.7% 88.0%

0 0 0 0 0 0 0 0.0%

83.0%

0.0%

10.0%

20.0%

30.0%

40.0%

50.0%

60.0%

70.0%

80.0%

90.0%

100.0%

PY 2011-12 PY 2012-13 PY 2013-14 PY 2014-15 PY 2015-16 PY 2016-17 PY 2017-18 PY 2018-19 PY 2019-20
Q1

State Actual Performance State Neg. Levels



WIOA Category:

WIOA Metric:

PY 2016-17

6,704

8,878

7,620

6,883

6,015

75.6%

5,262

2,819

3,088

87.5%PY 2017-18

     PY 2019-20Q1

PY 2018-19

86.8%

86.7%

1,572

PY 2019-20 State Neg. Level

76.9%

76.4%

76.6%

76.1%

75.1%

Actual 

Performance 
Program Year (PY)

PY 2011-12

PY 2012-13

Dislocated Worker

Employment Rate (4th Qtr after exit)

Participants 

(n)

PY 2013-14

PY 2014-15

PY 2015-1675.1% 76.1% 75.6% 76.9% 76.4% 76.6%
87.5% 86.7% 86.8%

0 0 0 0 0 0 0 0.0%
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Q1

State Actual Performance State Neg. Levels



WIOA Category:

WIOA Metric:

     PY 2019-20Q1 $8,407 2,145

PY 2019-20 State Neg. Level

PY 2017-18 $7,912 2,861

PY 2018-19 $8,199 2,354

PY 2015-16 $7,467 4,401

PY 2016-17 $7,635 2,348

PY 2013-14 $6,654 5,674

PY 2014-15 $7,006 4,965

PY 2011-12 $6,709 6,408

PY 2012-13 $6,585 6,496

Dislocated Worker

Median Earnings (2nd Qtr after exit)

Program Year (PY)
Actual 

Performance 

Participants 

(n)

$6,709 $6,585 $6,654 $7,006 $7,467 $7,635 $7,912 $8,199 $8,407

0 0 0 0 0 0 0 $0

$6,850

$0

$1,000

$2,000

$3,000

$4,000

$5,000

$6,000

$7,000

$8,000

$9,000

PY 2011-12 PY 2012-13 PY 2013-14 PY 2014-15 PY 2015-16 PY 2016-17 PY 2017-18 PY 2018-19 PY 2019-20
Q1

State Actual Performance State Neg. Levels



WIOA Category:

WIOA Metric:

PY 2016-17

6,595

5,667

5,879

4,932

3,983

73.4%

*

1,216

1,319

82.6%PY 2017-18

     PY 2019-20Q1

PY 2018-19

80.8%

81.9%

625

* PY 2016-17 WIOA Credential Attainment Rate baseline data collection period. Target not set and performance not reported due to Workforce 

Investment Act (WIA) reporting requirements ending June 30, 2016. 

PY 2019-20 State Neg. Level

63.8%

62.1%

*

76.7%

75.1%

Actual 

Performance 
Program Year (PY)

PY 2011-12

PY 2012-13

Dislocated Worker

Credential Attainment Rate

Participants 

(n)

PY 2013-14

PY 2014-15

PY 2015-16
75.1% 76.7% 73.4%

63.8% 62.1%

0.0%

82.6% 81.9% 80.8%

0 0 0 0 0 0 0 0.0%
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PY 2011-12 PY 2012-13 PY 2013-14 PY 2014-15 PY 2015-16 PY 2016-17 PY 2017-18 PY 2018-19 PY 2019-20
Q1

State Actual Performance State Neg. Levels



WIOA Category:

WIOA Metric:

PY 2016-17

5,455

4,931

5,896

4,881

6,688

60.6%

6,571

4,230

4,544

83.0%PY 2017-18

     PY 2019-20Q1

PY 2018-19

80.5%

81.5%

3,871

PY 2019-20 State Neg. Level

70.9%

73.6%

70.9%

63.6%

48.8%

Actual 

Performance 
Program Year (PY)

PY 2011-12

PY 2012-13

Youth

Employment Rate (2nd Qtr after exit)

Participants 

(n)

PY 2013-14

PY 2014-15

PY 2015-16

48.8%

63.6% 60.6%
70.9% 73.6% 70.9%

83.0% 81.5% 80.5%

0 0 0 0 0 0 0 0.0%

75.5%
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Q1

State Actual Performance State Neg. Levels



WIOA Category:

WIOA Metric:

PY 2016-17

5,359

4,908

5,729

5,245

5,156

58.8%

6,709

4,102

4,250

83.1%PY 2017-18

     PY 2019-20Q1

PY 2018-19

81.8%

80.1%

1,847

PY 2019-20 State Neg. Level

69.2%

72.2%

72.1%

54.9%

48.2%

Actual 

Performance 
Program Year (PY)

PY 2011-12

PY 2012-13

Youth

Employment Rate (4th Qtr after exit)

Participants 

(n)

PY 2013-14

PY 2014-15

PY 2015-16

48.2%
54.9% 58.8%

69.2% 72.2% 72.1%
83.1% 80.1% 81.8%

0 0 0 0 0 0 0 0.0%
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Q1

State Actual Performance State Neg. Levels



WIOA Category:

WIOA Metric:

PY 2016-17

5,205

4,595

5,271

4,398

6,345

80.6%

*

3,487

3,581

87.9%PY 2017-18

     PY 2019-20Q1

PY 2018-19

85.6%

79.8%

1,695

* PY 2016-17 WIOA Credential Attainment Rate baseline data collection period. Target not set and performance not reported due to Workforce 

Investment Act (WIA) reporting requirements ending June 30, 2016. 

PY 2019-20 State Neg. Level

72.8%

72.5%

*

67.7%

70.4%

Actual 

Performance 
Program Year (PY)

PY 2011-12

PY 2012-13

Youth

Credential Attainment Rate

Participants 

(n)

PY 2013-14

PY 2014-15

PY 2015-1670.4% 67.7%
80.6%

72.8% 72.5%

0.0%

87.9%
79.8% 85.6%

0 0 0 0 0 0 0 0.0%
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Q1

State Actual Performance State Neg. Levels



WIOA Category:

WIOA Metric:

PY 2019-20 State Neg. Level

     PY 2019-20Q1 67.0% 272,482

PY 2018-19 64.5% 318,974

PY 2017-18 66.5% 480,444

PY 2014-15 64.6% 633,791

PY 2015-16 66.7% 593,729

PY 2016-17 63.7% 556,757

PY 2013-14 59.6% 702,411

PY 2012-13 58.0% 622,978

Wagner-Peyser

Employment Rate (2nd Qtr after exit)

Program Year (PY)
Actual 

Performance 

Participants 

(n)

58.0% 59.6% 64.6% 66.7% 63.7% 66.5% 64.5% 67.0%

0 0 0 0 0 0 0.0%

62.0%
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State Actual Performance State Neg. Levels



WIOA Category:

WIOA Metric:

PY 2019-20 State Neg. Level

     PY 2019-20Q1 64.0% 398,019

PY 2018-19 64.3% 433,900

PY 2017-18 67.2% 230,646

PY 2014-15 62.3% 671,551

PY 2015-16 65.1% 598,928

PY 2016-17 62.4% 556,282

PY 2013-14 58.2% 695,674

PY 2012-13 53.2% 595,192

Wagner-Peyser

Employment Rate (4th Qtr after exit)

Program Year (PY)
Actual 

Performance 

Participants 

(n)

53.2% 58.2% 62.3% 65.1% 62.4% 67.2% 64.3% 64.0%

0 0 0 0 0 0 0.0%
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State Actual Performance State Neg. Levels



WIOA Category:

WIOA Metric:

Wagner-Peyser

Median Earnings (2nd Qtr after exit)

Program Year (PY)
Actual 

Performance 

Participants 

(n)

PY 2012-13 $4,454 337,075

PY 2013-14 $4,582 418,960

PY 2014-15 $4,752 409,628

PY 2018-19 $5,307 210,397

PY 2015-16 $4,985 396,175

PY 2016-17 $5,148 363,830

PY 2017-18 $5,270 319,675

     PY 2019-20Q1 $5,351 182,483

PY 2019-20 State Neg. Level $4,850

$4,454 $4,582 $4,752 $4,985 $5,148 $5,270 $5,307 $5,351

0 0 0 0 0 0 $0

$4,850
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State Actual Perfromance State Neg. Levels



 

  

Speaker Bios 
 

 
Colleen Englert  
Colleen is executive director of Florida Ready to Work, a state-sponsored career readiness 
program working in collaboration with employer, workforce and education partners statewide to 
develop the work ready talent necessary to continue to grow Florida's economy. Colleen has 30+ 
years of public and private sector policy, project management, marketing and communications 
experience. She also serves as chief strategist for WIN Learning, a national career readiness 
company specializing in the design and implementation of foundational employability and soft 
skills curriculum, assessment and credentialing solutions. 

 
 
Stacy Campbell-Domineck   
 

Stacy serves as the President and CEO for CareerSource Polk. She 
joined the workforce system in 2002 as the assistant director for business 
services and was ultimately selected President and CEO in September 
2006.  
 
Stacy is dedicated to strengthening Polk County’s workforce through 
continuous improvement in skills development and leadership 
management. Her 10 years as a college administrator in the field of 
Student Affairs provided a solid foundation for academic, personal and 
professional development. Her leadership positions at the University of 

Florida and Florida Southern College have enhanced her expertise in the areas of 
counseling/coaching, motivational speaking, training, facilities and process management, 
leadership development and strategic planning. Stacy is very involved in the community and 
acts as a catalyst in forming successful relationships with vital business and education partners. 
Stacy currently serves on several boards throughout the county.  
 
Stacy holds a Bachelor of Science degree in Educational Psychology and a Master of Science 
degree in Counseling from Mississippi State University. She is a certified Senior Professional in 
Human Resources (SPHR) as well as a Florida Certified Workforce Professional (FCWP), a 
Nationally Certified Workforce Development Professional (CWDP) and a Job and Career 
Transition Coach (JCTC). Stacy is a Ph.D. candidate (all but dissertation) in Industrial and 
Organizational Psychology. 
 
 
 



 

  

 
George Levesque  

George is a Shareholder in GrayRobinson’s Tallahassee office. He 
focuses his practice on civil litigation, appellate and government matters. 

George began his career working in private practice focusing primarily on 
civil litigation defense. He then served as Special Counsel and policy 
advisor to the Florida Speaker of the House, representing that chamber 
in successful gaming compact negotiations on behalf of the State of 
Florida, among other achievements. He also served as General Counsel 
for the Florida House of Representatives, and most recently, as General 
Counsel to the Florida Senate. In those capacities, he advised and 
represented both chambers of the Legislature on legislation and litigation 
involving redistricting and challenges to the adequacy of Florida’s public 

education system.  

As a policy adviser to presiding officers in both the Florida House and Senate, he has advised on 
subject matter areas that included the criminal and civil justice systems and the courts, regulated 
industries and professions, health care, insurance and taxation. In addition, during his time in the 
Senate, George served as a Senate Special Master and oversaw the Senate Special Master and 
claim bill processes. 
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As an organization and as a statewide network, CareerSource 
Florida remains committed to advancing our mission of connecting 
employers with qualified, skilled talent and Floridians with 
employment and career development opportunities to achieve 
economic prosperity. This past fiscal year, our network helped more 
than 136,000 Floridians secure employment and assisted nearly 
56,000 businesses with their recruiting, hiring and training needs. 

CareerSource Florida’s primary focus over this past year has been on 
working with our elected leaders and many partners to move our state 
forward in workforce and economic development. The priorities of our 
Board of Directors strongly align with Governor Ron DeSantis’ goal 
to make Florida No. 1 in the nation in workforce education by 2030, 
ensuring that Florida students are prepared for the jobs of the future. 

We applaud the leadership of Governor DeSantis, and our education 
and workforce partners, in the growing partnership on initiatives 
such as Florida’s new educational attainment goal, SAIL to 60. This 
initiative seeks to increase the percentage of working-age Floridians 
with a high-value postsecondary certificate, degree or training 
experience to 60 percent by 2030. We are honored to be leading 
conversations and making workforce investments to help close the 
skills gap and support pathways to prosperity for all Floridians. 

APPRENTICE FLORIDA 
Our work to expand apprenticeships gained momentum this year 
as our state board unanimously approved the first statewide 
Apprenticeship Policy for Florida’s workforce system. In March, 
Governor DeSantis formally announced $1.75 million in grants 
allocated by our board to help career seekers acquire the skills 
needed for in-demand occupations through new and expanded 
preapprenticeship and apprenticeship programs. At least 19 local 
workforce development boards around the state are now actively 
working to establish or expand apprenticeships with business and 
education partners. In May, our board approved a 2019 - 2020 fiscal 
year budget that includes an additional $1.75 million investment in 
apprenticeship expansion. 

FROM OUR 
LEADERS
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We also launched Apprentice Florida, in partnership with the Florida 
Department of Economic Opportunity and the Florida Department 
of Education. This statewide initiative is aimed at making Floridians 
aware of the benefits of registered apprenticeships, encouraging 
businesses to build apprenticeship programs of their own and 
ensuring those programs have the resources needed to be 
successful. 

By continuing to invest in our businesses and career seekers 
through apprenticeship opportunities, in collaboration with statewide 
partners, we are strengthening our current and future workforce.
 
HURRICANE RECOVERY 
On October 10, 2018, Hurricane Michael made landfall as an 
unprecedented Category 5 hurricane in Northwest Florida, 
demolishing Mexico Beach and damaging or destroying homes 
and businesses across several counties. Approximately four dozen 
deaths were attributed to the hurricane and insured property 
loss totaled more than $5 billion. The communities and service 
areas of three local workforce development boards were directly 
affected: CareerSource Capital Region, CareerSource Chipola and 
CareerSource Gulf Coast. 

Two weeks later, our state board allocated $1 million to help 
coordinate and continue the work of initial state responses provided 
through Disaster Unemployment Assistance benefits, the Disaster 
Supplemental Nutrition Assistance Program, Disaster Dislocated 
Worker grants and other services offered by our state and local 
partners. Our local workforce development boards from across the 
state also contributed their time and resources to help those affected 
by the hurricane get back on their feet as quickly as possible. For 
weeks, they provided staff and mobile units to help residents apply 
for loans and find jobs, supporting local staff dealing with their own 
personal as well as professional loss and displacement.  

Today, these communities continue to feel the impacts of Hurricane 
Michael, and we remain committed to helping them recover, no 
matter how long it takes. Most of all, we are heartened to see signs 
that affected areas are moving forward as displaced residents return 
to their homes and local job opportunities.

Under the leadership of our Governor and with continued emphasis 
on collaborative work with key partners to achieve our shared goals, 
we are energized by the opportunities ahead to continue moving 
Florida forward – capitalizing on the measurable success highlighted 
in this year’s report. 

MICHELLE DENNARD
President and CEO  
CareerSource Florida

KEVIN DOYLE
Board of Directors Chairman  
CareerSource Florida  
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FISCAL YEAR 2018 - 2019  
BOARD-ALLOCATED FUNDING

 Workforce Innovation and Opportunity Act: 

 Temporary Assistance for Needy Families:  

 Wagner-Peyser Act:  

 Veterans Program: 

 Supplemental Nutrition Assistance Program:  

 Reemployment Assistance Program: 

$150.8M
$58M
$38M

$11.7M
$10.1M

$1M
$269.6MTOTAL: 

$150.8M

$58M

$38M

$11.7M

$10.1M
$1M

FEDERAL FUNDING, STATEWIDE 
INVESTMENT, LOCAL IMPACT

3  |  CAREERSOURCE FLORIDA

Florida’s workforce system is funded primarily with federal dollars. Upon approval of the CareerSource Florida Board of Directors and in 
alignment with federal funding formulas, the majority of these funds are passed through to the 24 local workforce development boards to 
directly support employment and training services for businesses and job seekers statewide.

DISTRIBUTION OF FISCAL YEAR 2018 - 2019  
BOARD-ALLOCATED FUNDING



ACCOUNTABILITY & PERFORMANCE
As an organization and network, CareerSource Florida is sharply focused on accountability to deliver meaningful performance outcomes while 
ensuring that our investments and actions earn and protect the public trust. Our organization’s annual independent financial audit of accounting 
records and systems is available at careersourceflorida.com.

55,994
BUSINESSES SERVED

Healthcare: 4,670
Manufacturing: 4,727

1,557
QUICK RESPONSE TRAINING 

PROJECTED TRAINEES
18 business received grants

190,400
PRIVATE SECTOR JOBS 

CREATED
July 2018 — June 2019

290,093
ONLINE JOB POSTINGS (June 2019)

Unemployment rate in  
Florida (June 2019): 3.4%

Unemployment rate  
nationally (June 2019): 3.7%

97,355
HIGH-VALUE SERVICES 

PROVIDED TO BUSINESSES
Talent Acquisition, HR Services, 

Customized Training

6,385
INCUMBENT WORKER TRAINING 

PROJECTED TRAINEES
Top Trainings:  

Lean, ISO, Six Sigma,  
Computer, Leadership

RESULTS AND  
KEY METRICS
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136,328
JOB SEEKERS ASSISTED BY THE 

CAREERSOURCE FLORIDA NETWORK, 
NOW EMPLOYED

8,791 military veterans assisted,  
now employed
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“I wouldn’t have been able to go to school and be where I’m 
at now if it wasn’t for CareerSource Gulf Coast. Thank you 
for providing me with the tools I needed to fulfill my dream of 
becoming a Franklin County Sheriff’s Deputy.” 

Matt  |  Eastpoint, FL  
 

“Ronnie Stark, Business Services Specialist, is always extremely 
knowledgeable and helpful, and has gone above and beyond to 
assist me in posting and filling my open positions. You have a 
great asset at CareerSource Flagler Volusia who really stands out 
and exemplifies quality customer service.”  

Family Renew Community, Inc.  |  Holly Hill, FL 
 

“I would like to express my deepest gratitude for the help that 
I received from CareerSource Pasco Hernando through the 
Workforce Re-entry Program. I had found myself homeless and 
underemployed in Port Richey, and through my determination to 
make progress toward self-sufficiency and the help that I received 
through this program, I have been able to progress to the point 
of having my own apartment and a good job. I am determined to 
keep moving forward with the foundation that they have helped 
me build upon.” 

Kevin  |  New Port Richey FL 

“I would like to express my sincerest gratitude to the 
CareerSource Broward team—the staff was instrumental with 
helping me get back in school, and I even received a scholarship 
to help pay for my career certifications, which ultimately led to me 
finding gainful employment. There were also so many resources 
that were available to me to help with my employment goals, 
including professional workshops, coaching and job placement 
assistance. I’m truly grateful that agencies like CareerSource 
Broward exist in our community.” 

Lourdes  |  Fort Lauderdale, FL

REAL PEOPLE, 
REAL RESULTS 
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“When I first visited CareerSource Capital Region in January, I 
had more doubts than anything, because I knew I had a long run 
ahead. From food stamps to childcare to getting my GED to right 
now getting a career, you gave me hope and helped me believe in 
myself. I will tell everyone I know. Don’t give up. Keep going. Go to 
CareerSource Capital Region. Every time I visited the center, I got 
help. Now I can provide a secure home for my children.”

Nichole  |  Tallahassee, FL 
 

“For a long time I worked construction, but when the recession hit 
I had to reinvent myself and tried a couple things that didn’t work 
out. I ended up at CareerSource Suncoast and was provided the 
opportunity to move into a new industry.”

Jimmy  |  Lakewood, FL
 

“In previous jobs I was stuck in a field that didn’t match my skills 
in information technology. I felt hopeless because other employers 
would see my resume but no call for interview. I was missing some 
things that would improve my opportunity to get into a technical 
job that matched my skills until CareerSource Brevard was able 
to help me. I was able to obtain a technology certification which 
enabled me to get into the IT field. I am now currently employed 
with Brevard Public Schools working as a technology associate 
utilizing my computer skills, and I am making more money than my 
previous job. I am very thankful for CareerSource Brevard.“

Rodney  |  Rockledge, FL

“Thank you for helping me. Because of you, I have a resume and 
I was ready for the interview. You practiced with me, told me how 
to dress and showed me how to complete an application. I don’t 
think I would have a job right now if it wasn’t for CareerSource 
Capital Region.”

Angel  |  Wakulla County, FL



CREATING 
TALENT 
PIPELINES WITH 
APPRENTICE 
FLORIDA

An increasing number of Florida businesses are turning to 
apprenticeships to build a quality workforce with the exact skills 
they need to be competitive. According to the U.S. Department of 
Labor, businesses that offer apprenticeship programs see significant 
benefits to their bottom line: 
 

With this increase in momentum comes statewide support, and 
Florida’s leaders are creating policies and committing funds that 
support apprenticeship expansion statewide. In March 2019, 
Governor DeSantis announced the distribution of $1.75 million in 
grants allocated by the CareerSource Florida Board of Directors 
for preapprenticeship and apprenticeship programs. In May, the 
Florida Legislature overwhelmingly passed House Bill 7071, which 
included a $10 million appropriation for the newly created Florida 
Pathways to Career Opportunities Grant Program. These grants will 
enable high schools, career centers and postsecondary educational 
institutions to partner with businesses and industries, as well as 
offer preapprenticeship and apprenticeship opportunities. Later that 
month, the CareerSource Florida board allocated an additional $1.75 
million for the 2019 - 2020 fiscal year to support continued expansion 
of apprenticeships. 
 
CareerSource Florida is focused on helping expand apprenticeship 
opportunities in six key industry sectors: advanced manufacturing, 
healthcare, information technology, hospitality, trade and logistics 
and construction. Within the CareerSource Florida network, at least 
19 local workforce development boards are initiating or expanding 
apprenticeship opportunities with businesses and education or 
training providers in the counties they serve.  
 

97 percent 
of employers 
recommend 

apprenticeships  
as a training  

model 

For every 
dollar spent on 

apprenticeships, 
employers receive 
an average return 

on investment  
of $1.50 

91 percent of 
apprentices who 

complete an 
apprenticeship 

program are still 
employed nine 
months later
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Apprentice Florida is a new statewide initiative aimed at raising 
awareness of the benefits of apprenticeships, encouraging businesses 
to build registered apprenticeship programs of their own and ensuring 
that those programs have the resources needed to be successful. 
Launched in June 2019 by CareerSource Florida, in partnership with 
the Florida Department of Economic Opportunity and the Florida 
Department of Education, Apprentice Florida is sharing the message that 
modernized apprenticeships are a time-tested model for businesses to 
recruit, train and retain highly skilled workers. Likewise, apprenticeships 
are a proven training solution for career seekers who want to earn while 
they learn workplace skills and avoid student loan debt. 
 

As apprenticeship opportunities expand, CareerSource Florida 
stands ready to support both businesses and prospective 
apprentices. By working collaboratively to help businesses create 
their own self-sustaining talent pipelines through apprenticeships, 
CareerSource Florida is diversifying opportunities for Florida’s 
businesses, communities and individuals to prosper. 
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SOURCE: 
1. U.S. Department of Labor Employment and Training Administration Office of Apprenticeship
2. Florida Department of Education Apprenticeship and Preapprenticeship Report

APPRENTICE FLORIDA MOMENTUM

State of 
Florida (FY)
Active 
Apprentices
Graduates
Active 
Programs

2014
7,395

1,198
222

2016
9,558

1,029
201

2015
7,883

1,202
205

2017
12,621

1,343
206

2018
12,207

1,500
221

2019
15,721

1,699
259

Registered Apprenticeships in Florida 2014 – 20191, 2



Key components of a Florida registered apprenticeship 
program include: 

•  BUSINESS INVOLVEMENT: Employers are the 
foundation of every apprenticeship program 

•  STRUCTURED ON-THE-JOB TRAINING: Apprentices 
receive training from an experienced mentor

•  RELATED TECHNICAL INSTRUCTION: Online, at the 
job site, in a classroom, or a combination

•  GUARANTEED WAGE STRUCTURE: Apprentices 
receive wage increases as skill levels and knowledge 
increase

•  NATIONALLY RECOGNIZED OCCUPATIONAL 
CREDENTIAL: Apprentices are certified as fully 
qualified for the job

 

APPRENTICESHIP BENEFITS1 

FOR BUSINESSES: 
• Recruit and develop a 

highly skilled workforce 
• Improve productivity, 

profitability and bottom line 
• Minimize costs with 

reduced turnover and 
liability 

• Create customized,  
flexible training 

• Improve workforce 
diversity 

FOR APPRENTICES: 
• Earn while you learn 
• Wages increase with 

experience 
• Avoid student loan debt 
• Receive certification 

or credential in a high-
demand industry 

• Average starting wage of 
$15 per hour
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INSPIRED TECHNOLOGIES 
As one of the fastest-growing IT companies in the Southeast, 
Tallahassee-based Inspired Technologies needed a talent solution to 
support its rapid growth. A new registered apprenticeship program 
is helping Inspired Technologies expand while continuing to meet its 
customers’ needs.

“We were facing a critical skills shortage as our business expanded,” 
said Inspired Technologies founder Craig Goodson who started 
the company with two people and now has nearly 175 full-time and 
contract employees. “Working with the Office of Apprenticeship at 
the Department of Education, CareerSource Capital Region and 
Lively Technical College, we were able to stand up an apprenticeship 
program in a matter of weeks and now have several dedicated new 
employees growing their skills and their paychecks as they advance 
through our program.” 

THE HARTFORD 
The Hartford’s registered apprenticeship program, supported in the 
Orlando area by CareerSource Central Florida, is thriving. Students 
take classes for an associate degree at Seminole State College while 
working at the insurance company, receiving on-the-job training 
and hourly wages. As their skills advance, their pay increases. The 
program typically takes about two years to complete and offers 
flexibility for students to work part time or full time. The Hartford’s 
goal is to have 200 Orlando-area apprentices trained by 2020. 
 
“I enjoy the apprenticeship program and the chance to work with 
individuals who come from so many different backgrounds,” said 
Gabi Thompkins, team leader in The Hartford’s Customer Service 
Center. “Their varied experience benefits our workplace, fostering 
diversity that helps drive innovation and success.” 
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On October 10, 2018, Hurricane Michael made landfall as an 
unprecedented Category 5 storm, devastating the small coastal town 
of Mexico Beach and destroying or damaging homes and businesses 
across Northwest Florida. The toll was staggering and heart-
wrenching, with at least 47 deaths attributed to the storm and insured 
property losses totaling more than $5 billion. 
 
But this region is marked by the strength of its communities, and 
we experienced that firsthand in the storm’s aftermath as displaced 
workers, shuttered business owners and our own colleagues began 
making recovery plans. 
 
The entire CareerSource Florida network played an 
important role in moving these communities forward. Local 
workforce development boards from across the state contributed 
their time and resources to help partners in affected areas and the 
people they serve get back on their feet. They also provided staff 
and mobile units for weeks to assist residents in applying for loans 
and finding jobs.    
 
The CareerSource Florida Board of Directors approved a  
$1 million Hurricane Michael Disaster Recovery Fund to provide 
immediate access to funds for emergency employment support 
services. CareerSource Florida also developed and deployed 
a comprehensive outreach campaign to help affected career 
seekers and businesses access available resources at a time when 
transportation, power and communications were severely disrupted. 
More than 14,000 Disaster Unemployment Assistance Claims were 
ultimately filed, with 10,583 of those being filed in Bay County alone. 

Today, and for the foreseeable future, the impacts of Hurricane 
Michael remain evident, but with the leadership of Governor Ron 
DeSantis and many other dedicated public servants, as well as the 
resilience of determined residents, progress is being made every 
day. Well-paying jobs, a trained workforce and strong businesses are 
our core goals, and it remains our mission to help these communities 
reclaim all three.  

RESILIENCE IN 
THE AFTERMATH 
OF HURRICANE 
MICHAEL 
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When companies look to relocate or expand in our great state, they need talented 
applicants to fill those new positions and training to meet new or additional needs. 
Quick Response Training grants can help. Designed to be flexible and customizable, 
these state-funded grants allow businesses to quickly upskill their workforce, ultimately 
boosting productivity and profitability. 
 
The nationally recognized Quick Response Training grant program was created more 
than 25 years ago, evolving as businesses and our economy have evolved to meet 
changing needs. We are privileged to contribute to the success of so many businesses 
that call Florida home. During the 2018 - 2019 fiscal year alone, 18 Quick Response 
Training grants were awarded to businesses in a range of industries, including wholesale 
trade, manufacturing, and professional, scientific and technology services. More than 
1,550 workers are projected to be trained using these grant funds. 
 
This past year, the Florida Legislature reviewed this flagship training grant program – and 
the Office of Program Policy Analysis and Government Accountability found: 

 
To move forward as a global leader for talent, Florida must continually invest in its 
workforce. With more than 142,000 workers trained through the program since 1993, the 
Quick Response Training grant program is equipping and strengthening Florida businesses 
with the talent required to meet the opportunities of the future. 
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QUICK 
RESPONSE 
TRAINING: 
BUILDING 
SKILLS OF 
NEW HIRES

“As a fast-growing cybersecurity start-
up, our employee training needs are 
always evolving. The Quick Response 
Training grant we received through 
CareerSource Florida is enabling us to 
do this.” 

Cigent Technology, Inc.
Fort Myers, FL 

96 percent of 
companies said Quick 
Response Training had 

a positive impact on 
their business, with 83 
percent of companies 
reporting employee 

productivity improved or 
greatly improved 

Companies using Quick 
Response Training 

reported a 60 percent 
increase in employment 

growth and a 14-18 
percent increase in 

wages 

81 percent of Quick 
Response Training 

grant trainees from the 
previous review period 
were still employed in 

Florida



INCUMBENT 
WORKER 
TRAINING: 
BOOSTING 
SKILLS OF 
EXISTING 
EMPLOYEES 

One of the most valuable ways for Florida businesses to set themselves apart from 
competitors is to ensure that they have the talent they need to fill skills gaps. With 
CareerSource Florida’s Incumbent Worker Training grant program, businesses can 
improve the skills of their existing full-time employees, thereby increasing productivity 
and reducing turnover. 
 
This year, we are proud to celebrate the 20th anniversary of this nationally recognized 
grant program. 
 
Incumbent Worker Training grants are available to businesses of all sizes with a special 
emphasis on small businesses, reimbursing up to 75 percent for preapproved training 
costs. This past fiscal year, grants boosted the skills of a projected 6,385 workers, helping 
their employers grow and prosper by reducing their skills gaps. 
 
A recent legislative audit of the Incumbent Worker Training grant program showed: 

 
CareerSource Florida’s training grants play a vital 
role in Florida’s economy by helping businesses 
grow and be globally competitive and the 
Floridians they employ prosper. 

Since its inception, the Incumbent Worker 
Training grant program has supported 
customized training for more than 2,750 Florida 
companies—and we are looking forward to 
helping even more businesses succeed over the 
next 20 years.  
 

“An Incumbent Worker Training grant 
allowed training for a significant 
number of our company development 
team employees, allowing us to stay 
on top of our skills and competitive.”

Trividia Health
Fort Lauderdale, FL
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91 percent of  
companies reported 

the grant had a positive 
impact on their  

business 

Companies experienced 
an average 26 percent 

increase in employment 
growth and an average 
18 percent increase in 

wage growth 

82 percent of Incumbent 
Worker Training grant 

trainees from the 
previous review period 
were still employed in 

Florida



In addition to the priority career assistance available to veterans at all 
24 local workforce development boards statewide, the CareerSource 
Florida network partners with the Florida Department of Economic 
Opportunity, the Florida National Guard and the Florida Department 
of Veterans’ Affairs to host annual statewide hiring events specifically 
for our state’s veterans—Paychecks for Patriots. Held every 
November and now in its seventh year, these events also support 
employment needs for spouses of active military members and 
other dependents. Through Paychecks for Patriots, more than 2,300 
veterans and eligible family members have been hired statewide.
 
Paychecks for Patriots is especially popular at workforce boards with 
a robust military presence—such as CareerSource Okaloosa Walton, 
near Eglin Air Force Base, Hurlburt Field and the Army’s 7th Special 
Forces Group. At its Paychecks for Patriots event on Nov. 15, dozens 
of current and soon-to-be veterans explored possible careers in the 
civilian sector. 
 

“They are very loyal,” said Neely Jo Harrington, a Local Veterans 
Employment Representative at CareerSource Okaloosa Walton and 
a military veteran herself. Harrington and her counterparts across the 
CareerSource Florida network work closely with local employers. She 
noted veterans typically have a great work ethic and are often highly 
organized.

Some Paychecks for Patriots attendees still have several months left 
of military service but are gathering information in advance of their 
eventual job search. Others are already retired and looking for new 
post-military challenges. 
 
Each of Florida’s 24 local workforce development boards are trained 
and stand ready to lend a helping hand to those who have fought to 
protect our freedom at home and abroad. 
 

When members of the United States Armed Forces leave active duty, they may benefit from support to navigate the process of entering the 
civilian workforce. At CareerSource Florida, we are here to serve Florida’s veterans and connect employers with this highly skilled talent pool. 

HELPING VETERANS 
TRANSITION TO CIVILIAN 
LIFE WITH PAYCHECKS 
FOR PATRIOTS 
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OUR CHAMPIONS
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In celebration of the dedicated and accomplished workforce champions from each local workforce development board, the CareerSource Florida 
network recognized and honored seven individuals at the 2019 Workforce Professional Development Summit. Each of the recipients personify the 
CareerSource Florida brand and work each day with a passion that continues to drive us forward. In addition to the 24 workforce champion awards, 
leadership award winners include:

GOODWILL  
EMISSARY

KEVIN HARRISON  
CareerSource  

Citrus Levy Marion

FLORIDA WORKFORCE 
CHAIRS ALLIANCE 

LIGHTHOUSE AWARD
WILL MILES  

CareerSource Okaloosa Walton

LEADERSHIP  
AMBASSADOR
MARY TAYLOR  

CareerSource Research Coast

SERVICE  
INNOVATOR

SHENG WOOD  
CareerSource  

North Central Florida

EDUCATION  
WORKFORCE PARTNER

SHELLY BELL  
Leon County Schools

WORKFORCE  
ADVOCATE

KATHERINE BROUGHTON  
CareerSource Southwest Florida

BARBARA K. GRIFFIN WORKFORCE 
EXCELLENCE AWARD

JACK BENNINGS  
CareerSource Broward
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COLLABORATE. INNOVATE. LEAD. 
These are the pillars of the CareerSource Florida network. They 
represent the foundation of our achievements as a national model 
for workforce development and reflect our vision for Florida to be 
the global leader for talent.

OUR COMMITMENT

 OUR MISSION 
The Florida workforce system connects employers with 
qualified, skilled talent and Floridians with employment and 
career development opportunities to achieve economic 
prosperity.

 OUR VALUES
Business-Driven, Continuous Improvement, Integrity,  
Talent Focus and Purpose-Driven

 OUR PROMISE
Florida’s workforce system promises a dedicated team of 
professionals who possess an understanding of your needs. 
Uniquely positioned, we offer assets, expertise and effective 
partnerships to deliver seamless and efficient services, 
demonstrate our value to all customers through results and 
drive economic priorities through talent development.

1. CareerSource Escarosa
2. CareerSource Okaloosa Walton
3. CareerSource Chipola
4. CareerSource Gulf Coast
5. CareerSource Capital Region
6. CareerSource North Florida
7. CareerSource Florida Crown
8. CareerSource Northeast Florida
9. CareerSource North Central Florida
10. CareerSource Citrus Levy Marion
11. CareerSource Flagler Volusia
12. CareerSource Central Florida
13. CareerSource Brevard
14. CareerSource Pinellas
15. CareerSource Tampa Bay
16. CareerSource Pasco Hernando
17. CareerSource Polk
18. CareerSource Suncoast
19. CareerSource Heartland
20. CareerSource Research Coast
21. CareerSource Palm Beach County
22. CareerSource Broward
23. CareerSource South Florida
24. CareerSource Southwest Florida

LOCAL WORKFORCE 
DEVELOPMENT BOARDS
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GOVERNOR RON DESANTIS
State of Florida

CHAIRMAN KEVIN DOYLE
Wexford Strategies

BRITTANY OLIVIERI BIRKEN
The University of Florida Lastinger 
Center

BOB CAMPBELL 
Robert Tison & Associates Inc. 

STEVE CAPEHART
Jacksonville Supervisors 
Association

TIMOTHY CENTER
Sustainable Florida

ROSE CONRY
StaffTime

RICHARD CORCORAN
Florida Department of Education

DUANE E. DE FREESE
Indian River Lagoon Council

ROBERT DOYLE III
Florida Department of Education
Division of Blind Services

ROD DUCKWORTH 
Florida Department of Education 
Designee

ARNIE GIRNUN
New Horizons South Florida

ELISHA GONZALEZ
FAIRWINDS Credit Union

CHANCELLOR ERIC HALL
Florida Department of Education 
Designee

TAYLOR HATCH 
Department of Economic 
Opportunity 
Designee

ELLI HURST
IBM

WILLIAM JOHNSON
Coca-Cola Refreshments, Retired

KEN LAWSON
Florida Department of Economic 
Opportunity

REP. CHRIS LATVALA
State of Florida

CAMILLE LEE-JOHNSON
Lee Wesley Group

RICK MATTHEWS
Northrop Grumman

TONY MCGEE
HNM Global Logistics

SEN. BILL MONTFORD
State of Florida

W. ALEXANDER MOSELEY
MoseSys Inc.

MICHAEL MYHRE
Florida Small Business
Development Center Network

MAYOR BRYAN NELSON
City of Apopka

JAMES NOLAN
Jacksonville Electrical Joint 
Apprenticeship Association

REP. ELIZABETH PORTER 
State of Florida

CISSY PROCTOR 
Florida Department  
of Economic Opportunity

TODD REBOL
Banks Engineering

STEPHANIE SMITH
Uber

JOE YORK
AT&T Florida, Puerto Rico  
and the U.S. Virgin Islands

2018 - 2019 BOARD OF DIRECTORS
PARTNERS IN 
LEADERSHIP

FLORIDA WORKFORCE 
DEVELOPMENT 
ASSOCIATION
KIM BODINE, President 
Executive Director, 
CareerSource Gulf Coast

FLORIDA WORKFORCE 
CHAIRS ALLIANCE
FRANK HORKEY, Chair
President, Horkey & 
Associates, P.A.  and 
CareerSource Broward  
board member
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2018 – 2019  
SUMMARY OF SUCCESS

On behalf of CareerSource Florida, Moore uses an integrated communications approach to advance the 
organization’s mission to connect employers with qualified, skilled talent and Floridians with employment 
and career development opportunities. The following is an at-a-glance snapshot of the success achieved in 
advancing this mission during fiscal year 2018 – 2019. 

40,020,232
36,822,885

PAID OUTREACH

13,975,561
IMPRESSIONS

8,439,026 IMPRESSIONS1,881,894 IMPRESSIONS
(128% increase over FY 17-18)

9,610,782  
IMPRESSIONS

10,707 SESSIONS

8,246 WEBSITE SESSIONS

21,815 SESSIONS

9.8% CONVERSION RATE

92% OF WEBSITE VISITORS  
DRIVEN BY ADVERTISING OUTREACH

36% CONVERSION RATE

1,048 TRAINING GRANT LEADS
(14% increase over previous fiscal)

ADS SHARED 222 TIMES

7,866 LEADS CAPTURED
(24% increase over previous fiscal)

*We reduced 
cost per lead 

on LinkedIn 
from $81.27 

in Q2 to 
$38.11 in Q3.

*Outreach 
specifically to the 

underemployed 
boasted a $3.58 

cost per lead 
(compared to 
national avg  

of $18.68).

7,866
CAREER SEEKERS

1,048
BUSINESSES

1,881,894
EARNED MEDIA

1,315,453
ORGANIC SOCIAL MEDIA

TOTAL IMPRESSIONS

BUSINESSES

HURRICANE MICHAEL

CAREER SEEKERS

EARNED MEDIA

8,914 TOTAL LEADS
(20% increase over FY 17-18)

INCLUDED HITS IN:
FLORIDA TREND
FT. MYERS NEWS PRESS 
NAPLES DAILY NEWS  

PALM BEACH POST 
PENSACOLA NEWS 
JOURNAL



 

 
 

New IT Apprenticeship Announced in Celebration of  
National Apprenticeship Week 

 
CONTACT: 

Victoria Langley Heller 
(850) 760-0529 

vheller@careersourceflorida.com 
 

 
 

 
Tallahassee, Fla. (11/12/19) – Today, CareerSource Florida and the state Department of 
Education announced a new registered apprenticeship program in Information Technology at 
Tallahassee-based Inspired Technologies, one of the fastest-growing technology companies in 
the Southeast. Florida Department of Education Chancellor for Innovation Eric Hall, 
CareerSource Florida Board Chair Kevin Doyle and President/CEO Michelle Dennard, 
Department of Economic Opportunity Executive Director Ken Lawson, and Inspired 
Technologies Founder and Managing Partner Craig Goodson joined other state and local 
leaders at the company’s headquarters. 

mailto:vheller@careersourceflorida.com


The tour of Inspired Technologies coincides with a proclamation by Governor Ron DeSantis 
recognizing Nov. 11-17 as Apprenticeship Awareness and Appreciation Week, giving Florida’s 
businesses, communities and educators the opportunity to showcase their apprenticeships 
while providing valuable information to careers seekers. 

“Keeping taxes low while prioritizing investments in innovation and talent development, including 
apprenticeships and other workforce training opportunities, will continue to advance and 
diversify Florida’s economy,” said Governor DeSantis. “Apprenticeships like the program at 
Inspired Technologies help businesses strengthen the skills of their existing and future 
workforce and allow Floridians to earn while they learn in growing industries.” 

More than 4,500 Florida employers including CVS/Caremark Pharmacy, PGT Windows, 
Lockheed Martin and The Hartford participate in registered apprenticeships. 

“Apprenticeship programs are essential to ensuring every Floridian has a world-class education, 
and a wide variety of education options in our state,” said Education Commissioner Richard 
Corcoran, whose department oversees the state’s Office of Apprenticeship. “Under Governor 
DeSantis’ leadership, Florida has committed to expanding existing and future workforce 
opportunities to allow Floridians to earn while they learn in growing industries with the goal of 
being first in the nation for workforce education by 2030.” 

Inspired Technologies, an IT solutions provider with both public and private-sector clients, 
began its registered apprenticeship program this past summer. Apprentices begin as 
technicians on the company’s Support Desk, advancing over two years to a Senior Network 
Consultant with an annual salary between $60,000 and $100,000 upon successful completion of 
the program. 

“We were facing a critical skills shortage as our business expanded,” said Inspired 
Technologies founder Craig Goodson, who started the company with two people and now 
has nearly 175 full-time and contract employees. “Working with the Office of Apprenticeship at 
the Department of Education, CareerSource Capital Region and Lively Technical College, we 
were able to stand up an apprenticeship program in a matter of weeks and now have several 
dedicated new employees growing their skills and their paychecks as they advance through our 
program.” 

The CareerSource Florida board has allocated $3.5 million over the past two years to support 
the development and expansion of apprenticeships through partnerships with Florida’s 24 local 
workforce development boards, education and training providers and local businesses. At least 
19 boards have one or more apprenticeship programs underway or in progress with businesses 
in their areas. 

“Apprenticeships lead to high-wage, high-demand careers in a wide range of industries, and 
employers benefit from increased productivity and reduced turnover,” said Board Chair 
Doyle, who owns a small business. “National statistics show 94 percent of apprentices continue 
working for their employer after completing their apprenticeship.” 

According to the U.S. Department of Labor, for every dollar spent on apprenticeship programs, 
employers receive a return on their investment of $1.50. Of employers surveyed, 97 percent 
recommend apprenticeship as a training model. 



“There is a significant return on investment for businesses that use apprenticeships to recruit 
and train their own skilled workforce through this time-tested, proven model of work-based 
learning,” said President Dennard. “As the state workforce policy and investment board, 
CareerSource Florida has been a strong supporter of apprenticeship expansion, which is 
providing a pathway to middle- and high-skill careers for Floridians in diverse industries that 
support Florida’s growing economy.” 

Earlier this year, CareerSource Florida launched Apprentice Florida, an outreach campaign in 
partnership with the Departments of Education and Economic Opportunity that encourages and 
assists businesses in establishing apprenticeships, especially in non-traditional industries such 
as information technology, advanced manufacturing, healthcare, construction, hospitality, and 
trade and logistics. The initiative also educates Floridians about the many financial and career 
benefits of apprenticeships. 

“Governor DeSantis has been charting the course for Florida to become the No. 1 state in the 
nation in workforce education by 2030,” said DEO Executive Director Lawson. 
“Apprenticeships have proven to be successful, and we will continue to work with our partners 
throughout the state to ensure that all Floridians have the opportunities they need to be 
successful.” 

Inspired Technologies worked with CareerSource Capital Region and Lively Technical College 
to create a “laddered apprenticeship.” 

“The apprentices start by earning a base credential, and they can go on to earn more 
credentials and go higher up the ladder within the organization,” said Shelly Bell, Director of 
Career, Technical and Adult Education for Leon County Schools. “From the business 
perspective, they are getting a better candidate. The employee is getting better training – and at 
the end of their apprenticeship, either a job or credentials recognized throughout their industry.” 

“CareerSource Capital Region works closely with employers in our area to help them solve their 
talent and skills needs and match them with candidates who are a good fit,” said CEO Jim 
McShane. “An apprenticeship program was perfect for Inspired Technologies and is a great 
model for other high-growth industries in our area.” 

To learn more about National Apprenticeship Week, click HERE. To view Governor DeSantis’ 
proclamation, please click HERE. 

  

### 

  

ABOUT CAREERSOURCE FLORIDA 

CareerSource Florida provides oversight and policy direction for talent development programs 
administered by the Department of Economic Opportunity, Florida’s 24 local workforce 
development boards and their 100 career centers. Together, the CareerSource Florida network 
connects employers with qualified, skilled talent and Floridians with employment and career 
development opportunities to achieve economic prosperity. Learn more at 
careersourceflorida.com. 

https://apprenticeflorida.com/
https://www.apprenticeship.gov/national-apprenticeship-week
https://careersourceflorida.com/national-apprenticeship-week-in-florida/
https://careersourceflorida.com/
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