
 
 

South Florida Workforce Investment Board dba CareerSource South Florida is an equal opportunity employer/program. Auxiliary aids and 
services are available upon request to individuals with disabilities. All voice telephone numbers on this document may be reached by persons 
using TTY/TDD equipment via the Florida Relay Service at 711. 
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SOUTH FLORIDA WORKFORCE INVESTMENT BOARD 
Executive Committee Meeting  

THURSDAY, July 18, 2019 
8:00 A.M. 

 
CareerSource South Florida Headquarters 

7300 Corporate Center Drive 
Conference Room 2  

Miami, Florida 33126 
 

AGENDA 
 
 

1. Call to Order and Introductions  
 

2. Approval of Finance and Efficiency Council Meeting Minutes 

 A.  June 13, 2019 

3. Information – U.S. Department of Labor/Employment and Training Administration’s 
Comprehensive Compliance Review of CareerSource Pinellas and CareerSource Tampa 
Bay 

4. Recommendation as to Approval of TechHire Summer Boot Camp Training Providers 

5. Recommendation as to Approval to Accept a Donation for the City of Miami Gardens 
Summer Youth Employment Program 

 

 
 

 
 
 
 
 
 
 
 
 



 
 
 

 
 

SFWIB EXECUTIVE COMMITTEE AND BUDGET WORKSHOP 

DATE: July 18, 2019 

AGENDA ITEM NUMBER:  2A 

MEETING MINUTES   
June 13, 2019 at 8:15 A.M 
CareerSource South Florida Headquarters 
7300 Corporate Center Drive, Suite 500 (Conference Room 2) 
Miami, FL 33126 

EXECUTIVE COMMITTEE 
MEMBERS IN ATTENDANCE 
 
1. Andy Perez, Chairman                   
2. Gibson, Charles, Vice -

Chairman 
3. Ferradaz, Gilda 
4. Del Valle, Juan Carlos 
5. Garza, Maria  

 

EXECUTIVE COMMITTEE 
MEMBERS NOT IN ATTENDANCE 
**************** 
 
 
SFWIB Members: 
Brown, Clarence 
Manrique, Carlos 
Piedra, Obdulio 
Rod, Denis 
Russo, Monica 
Scott , Kenneth 
 
 

SFWIB STAFF  
 

Beasley, Rick 
Almonte, Ivan 
Ford, Odell 
Gilbert, David 
Graham- Mays, Tomara 
Jean-Baptiste, Antoinette  
Kavehersi, Cheri 
Perrin, Yian 
Smith, Marian 
Smith, Robert 
 
 

AUDIENCE:  
 
***NONE*** 
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Agenda items are displayed in the order they were discussed.  

 
1.        Call to Order and Introductions  

Chairman Andy Perez called the meeting to order at 8:18am and asked all those present 
introduce themselves. Quorum of Executive Committee members had been achieved. 
 

2. A.   Approval of Executive  Committee Meeting Minutes of May 9, 2019 
Ms. Gilda Ferradaz moved the approval of Executive Committee Meeting Minutes; Motion 
seconded by Mr. Juan Carlos del Valle: Motion Passed Unanimously 

 
 

6. Recommendation as to Approval to Allocate WIOA Adult and Dislocated  Funding for 
WIOA Retention Payments 
Chairman Perez introduced the item and Executive Director Rick Beasley further presented.  
 
Mr. Juan Carlos del Valle moved the approval to allocate WIOA Adult and Dislocated 
Funding for WIOA Retention Payments. Motion seconded by Vice-Chairman Charles Gibson: 
Motion Passed Unanimously 

 
3. Information- PY 2019-20 Budget Worksheet 

Chairman Perez introduced the item and Mr. Beasley further presented. 
 
No further questions or concerns. 
 

4. Information – ITA Waiver Recommendation 
5. Information- CSF Approved PY 2019-20 In-State Allocations 

 

Chairman Perez introduced the item and Mr. Beasley further presented. 
 
 Mr. del Valle requested additional details on the budget.  Mr. Beasley provided details. 
 
[Ms. Maria Garza arrived] 
 

Mr. Clarence Brown inquired about allocated funds in the amount of $33 million. Mr. 
Beasley further explained. 
 
There was continued discussion. 
 
The Board congratulated Mr. Beasley on his recent appointment as First Vice-Chairman for 
the Greater Miami Chamber of Commerce. 

 
[Mr. Beasley stepped out of the meeting room to present at another event] 
 
              

 
Ms. Ferradaz shared her feedback regarding current partnerships. 
 
Mr. Piedra inquired about partnerships with Goodwill Industries.  
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Dr. Rod  shared his feedback regarding career center services (staff properly welcoming 
clients). He also shared that Jackson Health Systems recently had over 600 job openings. 
Chairman Perez shared his feedback. 

  
 SFWIB Assistant Director of Administration Marian Smith shared with the Board current  
 Partnership with the United Way of Miami-Dade. 

 
Mr. Piedra recommended identifying current training gaps (operational), rethink service 
delivery and provide more standardized service delivery. He commented that entrepreneurs 
create jobs, therefore recommended having entrepreneurship workshops at CSSF’s centers. 
 
Chairman  Perez concurred with  Mr. Piedra’s recommendations. 
 

[Mr. Carlos Manrique arrived] 
 

Mr. Scott shared his  feedback regarding apprenticeships.  He uses Publix supermarket as an 
example  
 
Chairman Perez shared with the Board WOW, Inc. concept. 
 
SFWIB Adult Programs Supervisor Robert Smith shared current updates on partnerships 
with various entities.  

 
[Mr. Beasley returned to the meeting room] 
 

Ms. Garza shared her feedback regarding efficiencies at the centers. She recommended 
providing workshops for service providers and small businesses. 
 
Mr. Scott shared his feedback on challenges with current wages and cost of living. 
 
Mr. Piedra recommended being highly efficient by reducing headquarter costs. 
 
Ms. Ferradaz provided information on mental health training development programs. 
 
Mr. Brown shared his concern regarding the resources that were spent by CSSF to training 
women in IT and the still had barriers to employment. He emphasized the importance of staff 
working harder to help employ those with barriers (specifically ex-offender population). 
 
Mr. Beasley further explained. 
 
He continued with presentation of strategic goals. Chairman Perez commended staff for 
achieving some of the goals. 
 
Mr. Beasley recommended career tech programs. 
 
Mr. del Valle noted a cyber-security training being taught at Florida International University 
(FIU). 
 
There was continued discussion. 
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Mr. Beasley briefed the Board on potential partner’s hip with Comcast. He noted that 
sponsors are welcome for the purchase of 200 Personal Computers (PCs) for youth 
participants.  
 
There being no further business to come before the community, meeting adjourned at 
9:45am. 



 
 

 
 

 
SFWIB EXECUTIVE COMMITTEE 
 
DATE: 7/18/2019 
 
AGENDA ITEM NUMBER:  3 
 
AGENDA ITEM SUBJECT: USDOL - ETA COMPLIANCE REVIEW  
 
AGENDA ITEM TYPE:  INFORMATIONAL 
 
RECOMMENDATION:  N / A 
 
STRATEGIC GOAL:  STRONG WORKFORCE SYSTEM LEADERSHIP 
 
STRATEGIC PROJECT:  Improve credential outcomes for job seekers 
 
BACKGROUND:  
 
The United States Department of Labor (USDOL) Employment and Training Administration (ETA) conducted a 
compliance review of Florida’s Workforce Investment Act (WIA) and Workforce Innovation and Opportunity Act 
(WIOA) programs as a result of allegations made against two of Florida’s Local Workforce Development Boards 
(LWDBs) – CareerSource Tampa Bay and CareerSource Pinellas. On May 15, 2019, USDOL issued a report to 
the Florida Department of Economic Opportunity (DEO) detailing the results of WIA and WIOA compliance 
review. The report identified 17 findings of non-compliance and three areas of concern.  
 
DEO is required to submit a Corrective Action Plan (CAP) that formally responds to each of the 17 findings and 
questioned costs. The CAP includes corrective actions of DEO, CareerSource Tampa Bay and CareerSource 
Pinellas that have already been taken or are in progress. The corrective action responses are separated by finding 
and, where multiple elements have been identified within the finding, individually numbered to ensure that each 
element is clearly addressed.  
 
FUNDING: N / A 
 
PERFORMANCE: N/A 
 
ATTACHMENT 



 
U.S. Department of Labor Employment and Training Administration 

Compliance Review of CareerSource Tampa Bay and CareerSource Pinellas Findings 
 
 
• Finding 1: Falsified Placements; Fabrication of Information and Records 

• Finding 2: Lack of Documented Program and Service Eligibility for On-the Job Training 
(OJT) Participants 

• Finding 3: Supportive Services Payments Potentially Issued to Ineligible Participants 

• Finding 4: Improper Business Services Staff Incentive Compensation 

• Finding 5: Improper Executive Director and Management Compensation Salary Increases 

• Finding 6: Lack of Staff Grievance Procedures and Equal Opportunity Representation 

• Finding 7: Lack of Firewalls and Internal Control at CareerSource Tampa Bay and 
CareerSource Pinellas 

• Finding 8: Board Recruitment, Vetting, Nomination, and Appointment Inconsistent with 
WIOA Provisions 

• Finding 9: Chief Elected Officials Improperly Delegated Key Roles and Responsibilities 

• Finding 10: Non-Compliant with WIOA Transparency and Sunshine Provisions 

• Finding 11: CareerSource Tampa Bay and CareerSource Pinellas Lack Evidence of LWDBs 
Fulfilling Required Functions 

• Finding 12: One-Stop Competitive Procurement Not Compliant 

• Finding 13: Conflict of Interest Policies Not Compliant 

• Finding 14: CareerSource Tampa Bay and CareerSource Pinellas LWDB Compositions Not 
Compliant 

• Finding 15: Non-Compliant with Stevens Amendment 

• Finding 16: State Did Not Conduct Adequate and Effective Oversight 

• Finding 17: Lack of Internal Controls Over Supportive Services & Prepaid Credit Cards 
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U.S. Department of Labor 

Employment and Training Administration 
 

Compliance Review of CareerSource Tampa Bay and CareerSource Pinellas 
Corrective Action Plan  

 
June 28, 2019 

 
 
 
 
 
 
 
 
Submitted to: 

 
 

Mr. Winston Tompoe 
Acting Regional Administrator 
U.S. Department of Labor 
Employment and Training Administration 
Atlanta Regional Office, Region 3 
61 Forsyth St., SW, Rm 6M12 
Atlanta, Georgia 30303 
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The United States Department of Labor (USDOL) Employment and Training Administration (ETA) 
conducted a compliance review of Florida’s Workforce Investment Act (WIA) and Workforce 
Innovation and Opportunity Act (WIOA) programs as a result of allegations made against two of 
Florida’s Local Workforce Development Boards (LWDBs) – CareerSource Tampa Bay and 
CareerSource Pinellas. On May 15, 2019, USDOL issued a report to the Florida Department of 
Economic Opportunity (DEO) detailing the results of WIA and WIOA compliance review. The 
report identified 17 findings of non-compliance and three areas of concern.  
 
DEO is required to submit a Corrective Action Plan (CAP) that formally responds to each of the 
17 findings and questioned costs. This CAP includes corrective actions of DEO, CareerSource 
Tampa Bay and CareerSource Pinellas that have already been taken or are in progress. The 
corrective action responses are separated by finding and, where multiple elements have been 
identified within the finding, individually numbered to ensure that each element is clearly 
addressed. 

1 Finding 1: Falsified Placements; Fabrication of Information and Records 
 
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. 

 
CAP Response: 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 
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. 
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• 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 
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errors/anomalies associated with data and to address data anomalies timely. DEO will 
adopt a process to 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.  
 

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. 

 
CAP Response:  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)   

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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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 

  

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 
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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: 

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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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, 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.   

• CareerSource Pinellas will develop a Policy, Reports and Quality Assurance Lead 
position dedicated to focusing on providing local guidance and training for staff on 

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 
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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. 

  
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. 

 
CAP Response: 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. 

2 Finding 2:  Lack of Documented Program and Service Eligibility for On-the Job Training 
(OJT) Participants 

  
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. 
 

CAP Response: 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. 
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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 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.  

 
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. 

 
CAP 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 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. 
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• 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 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. 

 
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. 
 
CAP 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 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 
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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: 
• 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. 
 

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. 

 
CAP Response: 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. 
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• 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 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. 

 
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. 

 
CAP 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 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: 
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• 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. 

 
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. 
 
CAP Response: 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. 

3 Finding 3:  Supportive Services Payments Potentially Issued to Ineligible Participants 

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. 
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CAP 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: 
 

• 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;  

o Removed all programmatic benchmarks and incentives; 
o Reemphasized and established, where needed, annual service caps; and  
o 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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The following corrective actions are in progress: 

• CareerSource 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. 
 

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. 

 
CAP Response: 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: 

o Ensure that the existence of adequate documentation supports the eligibility for 
the receipt of supportive services including, but not limited to gas/VISA cards. 

o Evaluate whether the value of the supportive service provided is consistent with 
the documented need of the participant.  

o Select a sample of participants to contact to ensure they received services from the 
local board’s career center. 
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• DEO fiscal and programmatic monitoring staff will jointly take the following steps: 
 

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

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

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

cards provided. 
o 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. 

4 Finding 4: Improper Business Services Staff Incentive Compensation 
 
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.  

 
CAP Response: 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 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. 
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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. 

 
CAP 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 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. 

 
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. 

 
CAP Response: 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. 

 
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. 
 

CAP Response:  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. 
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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.  

5 Finding 5: Improper Executive Director and Management Compensation Salary Increases 
 
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. 

 
CAP 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 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. 
 

CareerSource Pinellas has completed the following corrective actions toward compliance: 
• 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 to include: 
o 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. 
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o 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 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: 
 
o Reviewing and evaluating employee performance review process. 
o Reviewing, evaluating and making recommendations to the Board of Directors 

relating to the approval of employee pay and compensation plans.  
o Reviewing and evaluating employee benefits programs and making 

recommendations to the Board of Directors relating to the approval of these 
programs. 

o Evaluating and approving training policies to ensure that employees meet the 
necessary requirements under the Workforce Innovation and Opportunity Act. 

o Providing assistance with planning, operational and other issues relating to the 
provision of fair labor practices in the workplace. 

 
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.   

 
CAP Response: The following corrective actions are in progress: 
 

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

o Review other documentations and paperwork such as emails from the board 
chair that approve the raises in question; 

o 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-Subgrantee Agreement to include the following 
language: 

 
“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. 

 
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. 

 
CAP Response:  The following corrective actions are in progress: 
 
• DEO fiscal and programmatic monitoring staff will jointly take the following steps: 

 
o Review each individual’s personnel file for supporting documentation for pay 

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

reasonable bonus/pay raise would have been.   
o 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. 
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6 Finding 6:  Lack of Staff Grievance Procedures and Equal Opportunity Representation 
 
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. 

 
CAP Response: 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 
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. 
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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. 

 
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.   

 
CAP Response: 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, 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: 

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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• 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. 

 
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. 
 

CAP Response: 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. 

 
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. 
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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.   

7 Finding 7: Lack of Firewalls and Internal Control at CareerSource Tampa Bay and 
CareerSource Pinellas  

 
The State, in collaboration with Chief Local Elected Officials (CLEOs) in CareerSource Tampa 
Bay and CareerSource Pinellas, 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. 

 
CAP 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 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. 
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• 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 
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 
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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. 

8 Finding 8: Board Recruitment, Vetting, Nomination, and Appointment Inconsistent with 
WIOA Provisions 

 
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. 
 
CAP 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 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: 
• 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 
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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 
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WIOA and state policy. These processes and procedures must guard against Board staff 
influencing the selection of Board members. 

9 Finding 9:  Chief Elected Officials Improperly Delegated Key Roles and Responsibilities 
 

The State must work with both local areas to ensure that chief elected officials, not the 
boards or staff in CareerSource Tampa Bay and CareerSource Pinellas, 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 elected officials should perform this function to constitute an effective 
LWDB. 
 
CAP 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 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: 
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• 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.  

• 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. 

10 Finding 10:  Non-Compliant with WIOA Transparency and Sunshine Provisions 
 
10.1 CareerSource Tampa Bay and CareerSource Pinellas must post, and make available 

electronically to the public, all minutes of formal meetings. 
 

CAP 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 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. 
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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. 

 
10.2 The State must also ensure that all local areas are compliant with these provisions 
 

CAP Response: 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. 

11 Finding 11: CareerSource Tampa Bay and CareerSource Pinellas Lack Evidence of LWDBs 
Fulfilling Required Functions 

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

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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• 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 
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.  

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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• 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. 

12 Finding 12:  One-Stop Competitive Procurement Not Compliant 
 
12.1 The LWDBs must conduct a competitive procurement as required by WIOA Section 121, 

20 CFR§ 678.605, and 2 CFR § 200.319.   
 

CAP 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: 

• Reissued the One-Stop Operator RFP: 
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. 
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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. 
 

12.2 The State must ensure that the LWDBs comply with the competitive procurement 
requirements in selecting the One-Stop Operator. 

 
CAP Response:  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: 

• 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. 

13 Finding 13:  Conflict of Interest Policies Not Compliant 
 
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. 

 

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://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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CAP 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”. 

 
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. 

 
CAP Response:  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;  



  35  

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.  

14 Finding 14:  CareerSource Tampa Bay and CareerSource Pinellas LWDB Compositions Not 
Compliant 

 
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. 
 
CAP 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.   
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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. 

 
CAP 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 
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 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. 

 

15 Finding 15: Non-Compliant with 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. 
 

CAP Response:  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. 

  
15.2 The State must also monitor all local areas to ensure the implementation of the Stevens 

Amendment. 
 

CAP 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. 

16 Finding 16:  State Did Not Conduct Adequate and Effective Oversight 
 
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. 
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CAP Response: 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 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. 

16.2 As appropriate, the State should develop guidance and policies related to local 
governance, oversight, and proper administration at the local level.  

 
CAP Response:  The following corrective action is in progress: 
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• DEO will review and evaluate current policies and guidance and revise applicable 
policies and/or develop local governance, oversight and administrative policies.  

 
16.3 The State should provide training and appropriate technical assistance to help local 

boards. 
 

CAP Response:  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 

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 
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• 14 Program Elements 
  
WIOA Adult and Dislocated Worker 
Eligibility 

• Eligibility Criteria 
• Source Documentation 

  

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 
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17 Finding 17:  Lack of Internal Controls Over Supportive Services & Prepaid Credit Cards 
 
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. 
 

CAP 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 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 
with the documented need of the participant.  

 
17.2 The local areas should document that the participants’ expenditures are approved and 

allowable. 
 

CAP Response: CareerSource Tampa Bay and CareerSource Pinellas completed several 
corrective actions prior to the issuance of the compliance review report. Both areas will 

• OJT, Registered Apprenticeships and 
Pre-Apprenticeships 

Workforce Statistics and Economic 
Research  • Overview 
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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. 
 
17.3 Local areas should establish additional controls to safeguard both the number of cards 

issued and the funds available on the cards. 
 

CAP Response: 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 
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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 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).” 

  
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. 

 
CAP 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. 

 
17.5 The LWDBs must also establish adequate internal controls to safeguard these funds. 
 

CAP 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: 
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• 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 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. 

 



 
 

 
 

 
SFWIB EXECUTIVE COMMITTEE 
 
DATE: 7/18/2019 
 
AGENDA ITEM NUMBER:  4 
 
AGENDA ITEM SUBJECT: TECHHIRE SUMMER BOOT CAMPS  
 
AGENDA ITEM TYPE:  APPROVAL 
 
RECOMMENDATION:  SFWIB staff recommends to the Executive Committee to recommend to the Board the 
approval to allocate and contract with the listed IT Training Providers, as set forth below. 
 
STRATEGIC GOAL:  DEDICATED COMMITMENT TO YOUTH PARTICIPATION 
 
STRATEGIC PROJECT:  Emphasize work-based learning and training 
 
BACKGROUND:  
 
On June 25, 2019, the Board approved $1,020,000 in Temporary Assistance for Needy Families (TANF) funds 
for 34 CareerSource South Florida TechHire Summer (THS) Boot Camps. The boot camps are offered in six 
week sessions. The THS boot camps are designed to enhance the workforce development area’s future workforce 
in the IT Industry by connecting youth participants to both traditional and non-traditional educational resources. 
 
The following IT training providers have been identified to provide training services for the THS Boot Camps:  
 

    
 
A total of 19 THS boot camps are operating in various locations throughout Miami-Dade County. The amount 
being allocated to the five (5) listed providers is $484,500 dollars. A total of 328 youth are participating in the 
program. 
 
FUNDING: Temporary Assistance for Needy Families 
 
PERFORMANCE: N/A 
 

TRAINING VENDOR AMOUNT
JMJ Clutch Enterprise Inc. (d/b/a Wyncode Academy 76,500.00$                   
Compu-Design USA Inc. (d/b/a Dade Institute of Technology) 76,500.00$                   
Florida Vocational Institute Corp. 204,000.00$                 
College of Business Technology (CBT) 25,500.00$                   
The Academy of South Florida (d/b/a The Academy) 102,000.00$                 

Total 484,500.00$                 



 
 

NO ATTACHMENT 



 
 

 
 

 
SFWIB EXECUTIVE COMMITTEE 
 
DATE: 7/18/2019 
 
AGENDA ITEM NUMBER:  5 
 
AGENDA ITEM SUBJECT: ROLLING CREST LAKE HOME OWNERS ASSOCIATION DONATION    
 
AGENDA ITEM TYPE:  APPROVAL 
 
RECOMMENDATION:  SFWIB staff recommends to the Executive Committee to recommend to the Board the 
approval to accept a $55,000 donation from the Rolling Crest Lake Home Owners Association to provide 
additional funding for the Summer Youth Employment Program in the City of Miami Gardens, as set forth below. 
 
STRATEGIC GOAL:  DEDICATED COMMITMENT TO YOUTH PARTICIPATION 
 
STRATEGIC PROJECT:  Joint contribution for youth career pathway models 
 
BACKGROUND:  
 
On May 15, 2019, the Rolling Crest Lake (RCL) Home Owners Association (HOA) contacted the City of Miami 
Gardens with a request to expand the City’s Summer Youth Employment Program (SYEP). The South Florida 
Workforce Investment Board (SFWIB) is contracted to manage the City of Miami Gardens SYEP, as such the 
City contacted SFWIB staff for assistance regarding the request.  
 
In an effort to expose more youth in Miami Gardens, specifically in the RCL neighborhood, the HOA donated 
$55,000 to the SFWIB to expand the SYEP. The donation will be used to provide additional funding for the 2019 
SYEP for youth ages 15-18, in and around the City of Miami Gardens neighborhoods of Rolling Oaks, Crestview 
and Lake Lucerne. As a result of the generous donation, a total of 32 youth will participate in the 2019 SYEP 
from July 11, 2019 through August 18, 2019. 
 
Adult Mankind Organization will be responsible for administering the program, which includes payroll, 
recruitment, job placement, and work readiness training for the youth participants. 
 
FUNDING: Rolling Crest Lake Home Owners Association Donation 
 
PERFORMANCE: N/A 
 
NO ATTACHMENT 
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