County of Los Angeles
CHIEF EXECUTIVE OFFICE
OPERATIONS CLUSTER

WILLIAM T FUJIOKA
Chief Executive Officer

DATE: April 24, 2014
TIME: 1:00 p.m.
LOCATION: Kenneth Hahn Hall of Administration, Room 830

AGENDA

Members of the Public may address the Operations Cluster on any agenda
item by submitting a written request prior to the meeting.
Three (3) minutes are allowed for each item.

1. Call to order — Santos H. Kreimann

A) Strategic Plan Update
CEO - Frank Cheng or designee

B) Board Letter —- EQUIPMENT MAINTENANCE AND REPAIR SERVICES WITH PHILIPS
HEALTHCARE AND PREVENTATIVE MAINTENANCE AND SUPPORT WITH FUJIFILM
MEDICAL SYSTEMS
DHS/CIO — Mitchell H. Katz and Richard Sanchez or designee(s)

C) Board Letter - CONTRACT FOR ANNUAL FINANCIAL AUDIT
A-C — John Naimo or designee

D) Career Development Interns Presentation
DHR - Lisa M. Garrett or designee

2. Public Comment

NOTICE OF CLOSED SESSION

CS-1 CONFERENCE WITH LEGAL COUNSEL - EXISTING LITIGATION (Paragraph (1) of
subdivision (d) of Government Code Section 54956.9) Reverend Father lan Elliot
Davies, et al. v. Los Angeles County Board of Supervisors, et al.
United States District Court Case No. CV14-00907

This is a Federal lawsuit alleging the official County seal violates the federal and
California Constitutions.

Adjournment




DRAFT

May 6, 2014

The Honorable Board of Supervisors
County of Los Angeles

383 Kenneth Hahn Hall of Administration
500 West Temple Street

Los Angeles, CA 90012

Dear Supervisors:

COUNTY OF LOS ANGELES STRATEGIC PLAN UPDATE - 2014
(ALL DISTRICTS AFFECTED) (3 VOTES)

SUBJECT

Proposed update to the 2014 County Strategic Plan with recommended new and updated
Strategic Initiatives for Goal 1 (Organizational Effectiveness) and Goal 3 (Integrated Services
Delivery). Goal 2 (Fiscal Responsibility) is proposed to be changed to “Community Support and
Responsiveness,” to focus on enhancing direct services and support to County residents.
Fiscal Responsibility will be addressed in Goal 1 (Operational Effectiveness) as this is seen as
an essential component of organizational effectiveness.

IT 1S RECOMMENDED THAT THE BOARD:

1. Adopt the updated County Strategic Plan, which:

¢ Includes updated strategic initiatives under Goal 1 (Operational Effectiveness) and
Goal 3 (Integrated Service Delivery);

e Changes Goal 2 to “Community Support and Responsiveness” to reflect the
County’s renewed focus on serving constituents in a proactive and responsive
manner; and

e Incorporates strategic initiatives of Goal 2 (Fiscal Responsibility) into Goal 1
(Operational Effectiveness)

PURPOSE/JUSTIFICATION OF RECOMMENDED ACTION

The initial County Strategic Plan was adopted by the Board in November 1999, and has been
updated by the Board eight times. The County Strategic Plan has evolved over the years to
reflect the changing environment and new challenges, and to build on prior Strategic Plan
successes. Most recently, the Board approved an update on March 19, 2013 that included new
and updated Strategic Initiatives and Focus Areas for existing Goal 1 (Operational
Effectiveness), Goal 2 (Fiscal Responsibility), and Goal 3 (Integrated Service Delivery), and
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streamlined the Plan structure to identify Strategic Initiatives and Focus Areas consistent for all
Goals.

The proposed update to the 2014 County Strategic Plan includes new and updated Strategic
Initiatives for Goal 1 (Organizational Effectiveness) and Goal 3 (Integrated Services Delivery).
Goal 2 is proposed to be changed from “Fiscal Responsibility” to “Community Support and
Responsiveness” to reflect the County’s continued focus on serving constituents in a proactive
and responsive manner. Goal 1 (Operational Effectiveness) is proposed to incorporate the
fiscal responsibility component of existing Goal 2, as this is seen as an essential component of
organizational effectiveness. Attachment | reflects the proposed Strategic Plan Goals, Strategic
Initiatives, and Focus Areas for 2014.

The proposed update to the Strategic Plan continues a consistent structure among the three
Goals, which 1) identifies Strategic Initiatives that may be multi-year efforts; and 2) includes a
number of Focus Areas under each Strategic Initiative that are to be completed during the
calendar year. The structure of the County Strategic Plan is designed to:

e Be more responsive to the dynamic environment in which the County operates;

o Clearly identify and focus on the highest-impact strategic priorities, reflecting a limited
set of significant issues and opportunities; and

e Recognize the uniqueness of individual department goals and ensure that these equally
important priorities are addressed effectively and timely through departmental strategic
planning and operations.

Working-level action plans to implement these Focus Areas will be developed, managed,
monitored, and reported by Clusters and/or departments. Regular updates will be provided at
appropriate forums, including Strategic Leadership Council meetings, Cluster meetings, and/or
budget meetings.

FISCAL IMPACT/FINANCING

There is no direct or immediate fiscal impact related to adoption of the update County Strategic
Plan. Some initiatives may require commitment of resources which will be addressed through
the budget process.

FACTS AND PROVISIONS/LEGAL REQUIREMENTS

2013 County Strategic Plan Accomplishments

The 2013 County Strategic Plan approved by the Board focused on key, high priority initiatives
that emphasized the maintenance of core, critical services, strengthening of fiscal responsibility,
and collaboration and integration of services. Attachment Il provides a status report on 2013
Strategic Initiatives and Focus Areas. Highlights of accomplishments under each Goal include:

[County strategic plan update - 2013]
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Goal 1. Operational Effectiveness

Completed key human resource (HR) initiatives including increased broad-based testing,
reduced examination cycle times, enhanced departmental succession planning, and
enhanced technical skills of HR personnel.

Launched an Enterprise Risk Management Dashboard to give departments a real-time
snapshot of their Workers’ Compensation and General Liability risk trends and
expenses.

Launched new mobile websites for the Departments of Consumer Affairs and Human
Resources.

Identified a design for a new voting device that puts voters first, and developed a ballot
making device prototype.

Goal 2: Fiscal Sustainability

Established 132 Patient Centered Medical Homes across all nineteen Ambulatory Care
Network clinics.

Enrolled 307,889 members into Healthy Way LA, which exceeded the goal of 300,000
newly enrolled members.

Successfully launched an Internal Nurse Registry pilot to help reduce the reliance on
costly external registry nurses, particularly in specialty care areas that require focused
experience.

Initiated a Mental Health Service Act three-year program and expenditure plan via a
community program planning process.

Goal 3: Integrated Service Delivery

The Department of Public Social Services implemented a four-week readiness and job
search activity course designed specifically for employable Transitional Age Youth.

A workgroup was established to respond to human trafficking of youth with the goal of
developing a first responder protocols and service delivery model.

On August 13, 2013, the Board of Supervisors approved the Memoranda of
Understanding (MOU) between the DMH, DPH, and Public Social Services (DPSS) with
the two County managed care health plans (L.A. Care and Health Net) describing the
provision of mental health, SUD, and long-term services and support services for
participants in the Los Angeles County CalMediConnect Project as required by the
State.

IMPACT ON CURRENT SERVICES (OR PROJECTS)

The proposed changes to the County Strategic Plan validate the Plan as a “living document”
that adjusts to a changing environment and County demands. The new Plan will continue to
demonstrate the ability to focus on key priority, countywide strategic initiatives that will have a
direct positive impact on current County services, programs, and projects.

[County strategic plan update - 2013]
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Respectfully submitted,

WILLIAM T FUJIOKA
Chief Executive Officer

WTF:SHK:FC
JR: b

Attachments

c: All Department Heads
Departmental Chief Deputies
Administrative Deputies
Chair, Quality and Productivity Commission
Chair, Economy and Efficiency Commission
Department Strategic Planning Contacts

[County strategic plan update - 2013]



Attachment |

COUNTY OF LOS ANGELES STRATEGIC PLAN
Plan Structure

The County of Los Angeles Strategic Plan consists of the following components, beginning with
the broadest and most long-term elements to the most specific, short-range and tactical
activities:

Mission Statement: An overarching, timeless expression of the County’s purpose and
aspiration, addressing both what the County seeks to accomplish and the manner in which the
County seeks to accomplish it.

Values: Shared attributes and behaviors that inform and guide our actions in delivering
services.

Strategic Plan Goals (Goal Statements): Goals identify the major services or programmatic
areas where the County will focus its strategic efforts. Goal Statements are broad, long-range
“visions” for a significant area of the County’'s operations, defining what the County must
accomplish to achieve its mission.

Strategic Initiatives: A limited number of high priorities, strategic initiatives under each Goal
that have significant impact to the County and will directly drive implementation. These strategic
initiatives are reviewed annually and updated as necessary.

Focus Areas: Areas of focus under each strategic initiative that includes an action statement
that represents the direction the County will undertake for each Strategic Initiative.

The preceding components require approval by the Board of Supervisors, including any
updates or revisions. As the components below are more business/implementation/action plans
and may need to be revised on a more frequent, tactical basis based upon experience or

changed circumstances, they are not included in the Strategic Plan. Specific enabling actions
may require Board action and will be brought forward at the appropriate time of implementation.

Action Plans: This includes action steps to help meet the action statements under each Focus
Area. Development, management, and monitoring of work-level action plans will be overseen
by the appropriate Clusters and/or departments. Regular updates of action plans will be
provided at the appropriate forums, e.g., Strategic Leadership Council meeting, Cluster
meetings, budget meetings, etc.

Individual Departmental Strategic Plans: Strategic plans at the departmental level detail that
specific department’s role and activities in support of the County Strategic Plan Goals,
Strategies and Objectives. Departmental strategic plans may also include department-specific
goals and priorities that are not specifically addressed within the major goals of the County
Strategic Plan.



COUNTY OF LOS ANGELES STRATEGIC PLAN

2014 Proposed Update

GOAL 1: OPERATIONAL EFFECTIVENESS:

Maximize the effectiveness of processes, structure, and operations to
support timely delivery of customer-oriented and efficient public services.

Strategic Initiative 1: Sound Fiscal Management/Capital Investments
Strengthen County’s capacity to sustain essential services through proactive and prudent fiscal
policies and stewardship while investing in the future by studying, prioritizing, and pursuing the
highest-need capital projects.

Focus Areas:

County Fiscal and Budget Policies
Review, update and enhance the County’s fiscal and budget policies to reflect the
Board’s commitment to being a leader among government entities.

Forecasting County Revenue Streams
Expand and refine the County’s capability for short and long term forecasting of the
major discretionary revenues.

Debt Management Guidelines
Prepare policy guidelines for maximum annual debt service payments on outstanding
short and long-term debt obligations as a percentage of annual expenditures.

Capital Investments

Complete the assessment of the current condition of all County facilities, prepare a long-
term forecast of ongoing and periodic maintenance requirements, and develop a
replacement plan for County facilities that have exceeded their useful life and can no
longer be supported or maintained.

Strategic Initiative 2: Targeted Risk Management
Focused risk management activities based on trends identified through updated technology and
enhanced communication pathways.

Focus Areas:

Upgrade the Workers’ Compensation Claims Management System
Integrate and update the Claims Management System with internal and external
technology to harness advanced mitigation and cost control methodologies, as well as
ease the complexity of departmental access to reporting mechanisms.

Page 1 of 9



Enhance Reporting Technology

Implement next generation dashboard, claim system analytics and reporting technology
to identify opportunities for prevention efforts, cost containment and operational
efficiencies.

Department Cost Driver and Service Integration
Provide departments semi-annual cost driver, trend indications and recommendations
for actionable items to reduce the overall costs of risk.

Best Risk Management Practices
Coordinate existing best practices and develop new risk-based practices for
implementation based on recommendations and trends indicators.

Strategic Initiative 3: Countywide Contracting Improvement Initiative
Implement improvements in the contracting process by standardizing and incorporating best
practices while ensuring compliance with public procurement laws and County policies.

Focus Areas:

Implement the Countywide Contracts Management System (CCMS)

Identify, plan and initiate a phased approach to implement CCMS with County
departments that are soliciting Proposition “A” contracts in Fiscal Year 2014-15, and
converting Community and Senior Services to the County’s standard contracting models.

Integrate CCMS with the Vendor Self Service (VSS)
The integration of CCMS with the VSS enterprise application will provide a means for
contractors to electronically respond to County solicitations.

Develop and Implement Advanced, Specialized Contract Process Training
Expand existing countywide contract process training to include specialized training in
the varied acquisition strategies and disciplines used in the County solicitation process.

Strategic Initiative 4: Innovative Technology Application
Develop innovative Information Technology solutions that achieve efficiencies and transforms
service delivery.

Focus Areas:

Expand and enhance e-Government Initiatives
Provide opportunities to improve and expand constituent access to County services and
information utilizing websites, mobile application and other e-government technologies.

Establish shared technology platform to support mobile services

Implement shared mobile technologies to enable departments to support their mobile
workforce.
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Deploy shared computing platform, tools and services for electronic forms and
workflow

Establish a shared computing environment to enable departments to automate the use
of electronic forms to improve constituent engagement and operational efficiencies.

Expand the County’s Information Management systems
Implement governance and identify technologies to facilitate secure data sharing,
information exchange and data analytics in support of the County’s operations.

Establish County-wide sourcing agreements
Establish single countywide agreements to reduce cost and effectively service county
departments.

Strategic Initiative 5: Legacy System Replacement
Develop criteria, establish priority, fund and initiate the modernization or replacement of critical
legacy systems.

Focus Areas:

Establish Legacy modernization criteria and priority
Implement a formal process for the review and evaluation of legacy systems to prioritize
and plan for modernization and replacement.

Create an on-going funding program for IT Legacy Systems
Implement a formal IT Capital Planning Process to fund the modernization and
replacement of IT Legacy systems.

Engage departments to identify and plan for the modernization or replacement of
critical legacy systems.

Collaborate with the CIO Council and Leadership Committee to identify and plan for the
modernization or replacement of critical legacy systems.

Launch department legacy replacement initiatives.

Coordinate with departments to facilitate the modernization or replacement of at-risk
legacy systems

Page 3 0of 9



GOAL 2: COMMUNITY SUPPORT AND RESPONSIVENESS:

Enrich lives of Los Angeles County residents by providing enhanced
services, and effectively planning and responding to economic, social, and

environmental challenges.

Strategic Initiative 1: Customer Service Innovation/Enhancement
Reinvent how County services and products are provided to the public, utilizing more intuitive,
customer-centric approaches to achieve maximum outcome and customer satisfaction.

Focus Areas:

Voting System Modernization
Continue multi-year effort to modernize the County’s voting system through iterative and
open process maximizes stakeholder input.

Effective Small Business Assistance

Improve the County’s interaction with small business owners, providing useful, timely
information, and better guidance in navigating through the County’s procedural
requirements.

Redesigned Websites for Customer Engagement and Government Transparency
Redesign the County’s digital Annual Report with a number of innovative features
focused on increased transparency and access; and redesign the County’s homepage
utilizing the latest technologies and web standards to exemplify functionality, efficiency,
flexibility, accessibility, and transparency.

Strategic Initiative 2: Job Creation Efforts

Increase the number of LA County residents that obtain employment in industries and sectors
that pay living wages and provide a path for future professional growth.

Focus Areas:

Business Services

Establish a countywide business service strategy that aligns education, training and
competitive grant opportunities with economic development strategies that meet the
workforce needs of high-growth industries and businesses in the region.

On-the Job Training & Subsidized Employment

Expand the number of CalWORKS' participants, veterans, non-custodial parents and
other vulnerable populations in “earn and learn” models that provide them with
meaningful work experiences that lead to permanent employment with potential career
pathways in high-growth industries.

Page 4 of 9



Summer Youth Employment

Provide short-term employment opportunities to CalWORKs, foster and other low-
income youth in industries in which they gain valuable skills necessary for academic and
professional success.

County Workforce Enhancement

Expand innovative recruitment strategies and online access to workforce and training
programs that lead to job opportunities. This includes internships, fellowships and
mentoring programs to attract talented individuals to the County’s workforce system.

Strategic Initiative 3: Emergency Preparedness Expansion
Enhance emergency preparedness through continued investment in personnel, training and
facilities.

Focus Areas:

Inclusive Emergency Planning

Enhance the accessibility of County emergency preparedness programming to people
with disabilities and others with access and function needs through continued outreach
and engagement.

Emergency Management Training and Exercise Program

Provide a training and exercise program to develop and maintain qualified emergency
management personnel to facilitate County preparedness, response and recovery
efforts.

County Continuity of Operations Planning

Coordinate the Continuity of Operations Planning (COOP) for all applicable County
departments to improve their capability to sustain the delivery of critical County services
to the public during disasters and catastrophic events.

Community Preparedness Planning for County Unincorporated Areas

Implement community focused emergency preparedness/public education programs in
the unincorporated portions of the County and strengthen participation by non-
government organizations in supporting general preparedness efforts Countywide.

County Emergency Operations Center Assessment

Assess the existing CEOC and determine the need for renovation or replacement to
ensure a state of the art facility from which to command the County’s emergency
organization in times of disaster and catastrophic events

Strategic Initiative 4: Healthy Neighborhood Projects

Use existing resources to initiate local community-involved discussions to pinpoint specific
health and behavioral health issues of concern to high-need neighborhoods in Los Angeles
County.

Focus Areas:
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Blueprint for creating and sustaining Healthy Neighborhoods

Host a Healthy Neighborhood Planning Summit that brings together relevant County and
city agencies, educational and academic institutions, advocacy groups, civic bodies,
non-profit organizations, health plans, providers and elected officials to discuss and
provide input for creating a blueprint to roll out the Healthy Neighborhoods strategy in
Los Angeles County.

Oversight & Accountability
Develop an inclusive governing body to advise the County and its Departments on the
implementation of the blueprint.

Healthy Neighborhood pilot

Identify pilot communities using existing and newly identified resources, and engage
community members to initiate discussions of the social determinants of health and
behavioral health outcomes and on collaborating to develop community based strategies
for addressing them. The pilot would also assist in the development of governing bodies
at the neighborhood level where one does not currently exist, and develop a blueprint for
building neighborhood capacity to ensure long-term self-sufficiency.

Expand access to services

Build upon existing service area and ethnic or culturally-specific relationships and
expand partnerships in each service area to improve access to and coordination of
primary care, mental health and substance use treatment services.

Enhance collaborative care
Develop and publish specific mechanisms to improve referral, clinical services, care
coordination and information sharing functions between all relevant partners.

Strategic Initiative 5: Environmentally Sustainable Practices

Provide services and operate facilities in a manner that reduces consumption of energy, water,
and other resources; promotes the use of renewable energy sources; enhances quality of life;
and continues to protect the environment.

Focus Areas:

Net-zero water (Sustainable water resources)
Develop projects and services to improve sustainable local water supplies.

Net-zero waste (Solid waste reduction and recycling)
Optimally manage and reduce solid waste by diverting from waste stream and
maximizing recycling opportunities.

Net-zero energy (Energy and greenhouse gas)

Reduce fossil fuel and fossil fuel-based energy consumption in the County’s services
and operations and in the community while producing or procuring energy from
renewable sources to reduce greenhouse gas (GHG) emission and the impact on
climate change
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GOAL 3: INTEGRATED SERVICE DELIVERY:

Maximize opportunities to measurably improve client and community
outcomes and leverage resources through the continuous integration of

health, community, and public safety services.

Strategic Initiative 1. Launch of Health Care Reform

Support continued transformation of the health delivery system with a goal of improving quality
of care, access to care, and patient experience while safeguarding long-term fiscal sustainability
of County services.

Focus Areas:

Enhance Primary Care and Continuing Care Outpatient Clinics

Further develop the capabilities of DHS’ Patient Centered Medical Homes (PCMHS),
focusing specifically on fine-tuning empanelment, increasing capacity for panel
management, facilitating transitions in care, and refining team member roles and
responsibilities.

Expand the use of electronic consultations and referrals

Implement DHS’ electronic consultation and referral tool, e-Consult, across all major
medical and surgical specialties and all referring providers within DHS and the
community partner network.

Build Managed Care Capabilities
Build DHS’ capability to perform utilization management, claims administration, revenue
contracting, and other core managed care functions.

Implement an Integrated Electronic Health Record
Go-live with DHS’ integrated Electronic Health Record at the first location, Harbor-UCLA
Medical Center.

Housing for Health
Provide permanent supportive housing for 800 individuals in collaboration with other
County health and social service departments.

Strategic Initiative 2: Strengthening and Integrating Youth Protection

Programs
Continue collaborative efforts among County departments and outside partners to protect
children and youth in Los Angeles County.

Focus Areas:
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o Prevention of Child Sex Trafficking
Develop comprehensive strategies for identifying and working with youth involved in
human sex trafficking to get them out of the business.

e Recommendations from the Blue Ribbon Commission on Child Protection
The Blue Ribbon Commission, appointed by the Board in June, 2013 will be issuing
recommendations in April 2014 to improve child safety and the prevention of child
maltreatment.  An assessment and implementation plan for those recommendations
approved by the Board shall be conducted.

e Health Care Benefits Enrollment
Provide easy-to-access Medi-Cal enroliment services to parents with children involved in
the dependency system to enable them to reunite with their children in a timely manner

Strategic Initiative 3: Implementing Jail Reform
Improve conditions in the County jails by establishing Office of Inspector General and
implementing Vanir recommendations on Jail Plan.

Focus Areas:

o Development of the Office of Inspector General
In conjunction with the Executive Office of the Board of Supervisors and County
Counsel, complete and continue to monitor the implementation of the Office of the
Inspector General (OIG), including the establishment of an organizational structure and
corresponding funding for the OIG.

e Implement Vanir Recommendations on Jail Plan

Implement and monitor Vanir recommendations that include: 1) completion of program
space requirements for five jail options, including development of Consolidated
Treatment Facility; 2) development of space plans and construction cost options for
alternative facilities for women at Pitchess Honor Rancho and Mira Loma; 3) completion
of scoping documents to preserve $ 100 million of SB 900 grant funding to construct new
jail facility; 4) preparation of operating costs and custody planning plans for the five jall
options; and 5) development of innovative treatment programs to provide quality mental
health services to mentally ill inmates.

Strategic Initiative 4: Refinement of AB109 (Public Safety

Realignment) Implementation
Refine implementation of AB 109 with emphasis on seeking alternatives to incarceration and
monitoring quarterly performance and budget reports.

Focus Areas:

e Alternatives to Incarceration
CEO review proposals for pilot programs related to the Sheriff's alternative to
incarceration efforts
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¢ Implementation Updates
Review and analyze quarterly performance measure status updates provided by all

Departments involved with AB109 implementation.

e Cost Analysis and Revenue Review
CEO and Auditor-Controller shall review and analyze quarterly departmental claims
reports for reimbursement of AB109 related costs, as well as monitor claims, cash flow
and revenue of AB109 funds within the trust account.
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Attachment Il

COUNTY OF LOS ANGELES STRATEGIC PLAN
2013 Close-Out Report

GOAL 1: OPERATIONAL EFFECTIVENESS:

Maximize the effectiveness of processes, structure, and operations to
support timely delivery of customer-oriented and efficient public services.

Strategic Initiative 1. Human Resources Management
Continue multi-year project impacting all County departments.

Focus Areas:
e Improve Testing
Expand broad-based, competency-based, and on-line testing; and other examination

improvements.

Status:

DHR has significantly increased the use of broad-based testing from 9,400 administrations in
Fiscal Year 2011/12 to 53,900 administrations in Fiscal Year 2012/13--an increase of 473
percent. Approximately 4,700 of these administrations were done on-line in Fiscal Year 2011/12
and approximately 25,400 were administered on-line in Fiscal Year 2012/13. In addition, DHR
transitioned two traditional paper/pencil Broad-Based Employment Skills Tests to on-line delivery;
increased the Broad Based testing item pool to enhance test security, utility and validity; and
piloted on-line testing in an un-proctored environment. DHR also established a mobile website,
which allows candidates to submit their applications using their mobile devices.

DHR, with the support of the CEO, has increased broad-based testing and reduced examination
cycle times by utilizing large testing facilities with one-time funds. DHR recently administered
broad-based tests for Human Services Aide (DCFS), Ground Maintenance Worker (Beaches &
Harbors/Parks & Rec), and Child Support Officer | (CSSD) at the Los Angeles Convention
Center. DHR occupied the LA Convention Center for 21 testing sessions over a 15 day
period. These exams would have taken approximately 90 sessions and 45 days to administer in
existing DHR facilities. This represents a cumulative exam cycle reduction time of 30 days (or
67%) across five exams. In the near future, DHR plans on administering the clerical series,
Administrative Intern/Management Assistant, Management Fellow, Administrative Services
Manager Series and Secretarial series in large facilities.

The above initiatives represent significant advancements and efficiencies in the examination
development and administration processes.

e Roll-out Support Systems
Implement next phase of e-HR system (including electronic forms, manager self-service,
and additional improvements in the application, recruitment and examination process),
and develop management reports from the recently implemented Position Control
system.

Status

Manager Self Service - In partnership with the Auditor-Controller, the Department of Human
Resources (DHR) supported the implementation of the e-HR 3.9 system upgrade; implementation
efforts were recently completed on February 16, 2014. One of the major enhancements included




a Manager Self Service (MSS) Module. MSS is a web-based portal that will provide supervisors
and managers the ability to perform daily administrative tasks (e.g., review and approve time
cards and leave requests, review performance evaluation due dates, etc.) in a central on-line
location. MSS will require integration from other enterprise systems, such as the Performance
and Learning Net. Integration is scheduled to be complete in June of 2014; subsequently, MSS
will be piloted beginning July of 2014.

e-Forms - Countywide deployment of the electronic Outside Employment Form will commence
on April 14, 2014. The e-form will be fully integrated with e-HR and will prepopulate demographic
information (e.g., name, employee number, department, etc.) upon employee login; the OEF will
be accessible through mylacounty.gov. DHR, in conjunction with Auditor-Controller and CIO, is in
the process of developing an e-Forms roadmap that will identify and prioritize the digitization of
countywide administrative forms.

Talent Management Automation — DHR continues to improve HR service delivery through
technology. Over 250,000 on-line applications are received and processed on an annual basis.
The department has expanded the visibility of County employment opportunities through
progressive forms of outreach such as mobile technology and social media (i.e., Facebook and
LinkedIn). Furthermore, the utilization of web-based examinations has continued to improve the
applicant experience and examination timelines.

The department recently completed an extensive fit-gap analysis in efforts to identify an
integrated talent management solution. A potential solution has been identified. The department
expects to commence the implementation process beginning May 2014.

Position Control — A standard reporting suite has been implemented to assist departments to
track and manage position control related activities. CEO, DHR and the Auditor-Controller
continue to augment reporting to enhance usability and accessibility for departmental
stakeholders.

Actively Invest in Succession Planning

Enhance the County’s succession planning program by providing each department with
a gap analysis of the strengths and weaknesses for three levels of management, and
initiate the development of an executive leadership program.

Status:

Succession Planning - The County’s succession planning program was enhanced in 2012 with
DHR'’s implementation of the Leadership Evaluation Tool. The Tool successfully captured data on
the strengths and weaknesses of the County’s MAPP managers, using the nine-box framework.
Each participating department received a customized Leadership Evaluation Report that provided
department-specific graphs/tables reflecting the gap analysis on required leadership
competencies. The report included departmental, Cluster-level, and countywide results along with
general information and specific guidelines to frame interpretation of the results. Additionally, a
Countywide Leadership Evaluation Report was constructed for the CEO that conveyed
organization-level leadership gap analysis results.

In 2013, the County’s Succession Planning Program was further expanded by providing
departments with an Information Guide on Leadership Development Plans. As the next step in
supporting MAPP- level employee development, this Guide is a resource for managers seeking to
develop the leadership competencies of their MAPP-level direct reports. It provides guidelines for
understanding the Countywide succession planning effort and a manager’s role in implementing
it, and describes methods for developing and executing leadership development plans.

DHR is currently preparing for the 2014 implementation of the Leadership Evaluation and
Leadership Self-Evaluation tools. These have been proven to be effective tools to assess the
developmental preparedness of MAPP employees to succeed to higher level positions. DHR will
further support departments by providing bench strength analysis, individual development plan
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templates, and limited coaching opportunities.

Executive Leadership Development Program - DHR successfully implemented the new
Executive Leadership Development Program (ELDP) in January 2014 in support of the
Succession Planning Program efforts currently underway. A competitive solicitation process was
conducted and the USC Sol Price School of Public Policy selected to develop and present the
program. An application process for program participants was conducted, resulting in forty mid- to
senior-level managers being selected and commencing the program in January 2014; an
additional application period will be opened in spring 2014 to select an additional sixty candidates
to commence the program in late-summer 2014, for a total of one-hundred program participants
in 2014. The program will assess and enhance the participants’ leadership competence levels on
ten leadership competencies which were identified by DHR and County executive managers. The
ELDP is a 14-week program which includes in-class and web-based sessions utilizing a variety of
instructional methods, a 360 degree assessment of each program participant, the development of
individual development plans, and individualized coaching and mentoring. ELDP patrticipants will
be provided with access to a community of collaborative learners, which will provide a forum to
continue to actively share ideas and information, to support and assist each other, and promote
continuing leadership development in support of the County’s Strategic Plan.

Continue Strengthening Human Resources Services

Upgrade technical skills of human resources and classification staff, pilot the new DHR
shared service model in one County department, and establish DHR service level
agreements with all County departments.

Status:

Technical Skills Enhancement - DHR is assisting in upgrading the technical skills of the HR
professionals in the County through the HR Consortium courses conducted by Liebert Cassidy
Whitmore (LCW) on topics of relevance to County managers. Five HR Consortium courses were
presented by LCW between September 2013 and January 2014 on topics such as, “Sick &
Disabled Employees”; “Difficult Conversations”; “12 Steps to Avoiding Liability”; “Performance
Management: Evaluation, Documentation and Discipline”; and, “Public Sector Employment Law
Update”. The combined attendance at these courses was 1,823 supervisors, managers, and HR
professionals. Five additional HR Consortium courses will be presented by the end of June 2014
on topics such as, “Prevention and Control of Absenteeism and Abuse of Leaves”; “Exercising
Your Management Rights”; “Creating an Ethical Mindset”; “Introduction to FLSA”;
“Accommodating Bad Behavior: The Limits on Disciplining Disabled Employees”.

Additionally, DHR provides HR updates on statute and policy changes, and other HR information
to the Departmental Human Resources Network. A DHRM Handbook is being created by DHR
with assistance by one of the subcommittees of this group, and a rigorous training program has
been developed by DHR for the DHRMs to review core HR functions covered in the handbook.
The training series on core HR functions was commenced on January 23, 2014, and will continue
with a scheduled bi-monthly training. The new DHRM handbook is in draft format and each
chapter will be distributed for DHRM final review and comment in conjunction with the scheduled
training on that chapter’s topics. Additionally, at the monthly DHRM meetings when training is not
being conducted, answers will be provided to any questions on the prior month’s training topic,
and the finalized chapter for the prior month’s training topic will be distributed.

In addition to the above, the Director of Personnel established an HR Managers Council of the
highest ranking HR managers in departments as a vehicle for training, strategic planning and
sharing of best practices by council members. DHR sought funding to assist in the certification of
all HR managers in Fiscal Year 2013-14. DHR is working on the development and
implementation of a training program for HR managers to obtain recognized professional
certifications, such as those offered by the International Public Management Association for
Human Resources (IPMA-HR) and Six Sigma. The scope of the training will be contingent on
secured funding. In the event the funding is insufficient, the training program will be conducted by
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DHR subject matter experts, as staffing and financial resources permit. Additionally, DHR is
working on the development and implementation of a career development program for DHR
employees to enhance operational knowledge in a variety of human resources disciplines. The
program will emphasize inter-unit rotations and cross-functional training. As feasible, the program
will include departmental human resource managers in the rotations.

DHR also assists the DHRMs by providing guidance and responses to questions on policy and
the Civil Service Rules, as well as on the implementation and use of enterprise systems used to
manage employee learning (LearningNet), performance evaluation processes (PerformanceNet)
and performance management (Performance Management Tracking System). When needed,
DHR stations DHR staff in line departments to provide on-site assistance. Since January 2012,
DHR has continuously assigned two HR Analysts to the Probation Department to assist with
strengthening their examination capabilities, implementation of AB 109 hiring, and transitioning to
position control. Since January 2013, DHR has continuously assigned a Principal Analyst to fill
the critical role of Departmental Human Resources Manager in the Probation Department, which
has included the provision of the full range of HR programs, services, and supervision.

DHR also provides job-specific training to County staff responsible for recruitment and selection,
long-term leave, FMLA, advocacy, mediation, and performance management. In support of
strengthening DHR services, efforts to convert the remaining instructor-led mandated training
courses to an e-learning format are currently in progress. To that end, DHR submitted a proposal
in the amount of $130,000 to the Quality and Productivity Commission to fund the conversion of
two mandated training programs: Employment Discrimination Prevention and Fair Labor
Standards Act. The successful conversion of these two instructor-led programs to on-line learning
will result in potential countywide savings of $740,000. Additionally, training time required for the
programs will be reduced by 50%.

Shared Services - DHR provided shared services for six County departments, two of which do
not have designated human resources staff:

Consumer Affairs

Chief Information Office
Chief Executive Office
Military and Veterans Affairs
Museum of Art

Natural History Museum

In addition to the above, a proposal has been developed for a formal full-service HR shared
services program, which includes a draft service level agreement. Staffing has been identified
based on current departmental allocations and designated funding has been tentatively approved
by the Chief Executive Office. The contracts for these services are being finalized.

Service Level Agreements - Service level agreements have been negotiated and entered with
the 26 departments serviced by DHR Equity Investigations Unit of the County’s Equity Program.

For other delegated human resources functions, a draft Delegated Authority Agreement was
developed, which, in part, defines the general and specific areas of delegation, outlines the
responsibilities of the line-departments concerning human resources operations, defines the
scope of DHR’s audit authority and the associated costs of the performance of those audits, and
sets forth the mechanism for dispute resolution.

Strategic Initiative 2: Risk Management
Continue ongoing projects to reduce risk for all County departments.

Focus Areas:
Page 4 of 24



Update Workers’ Compensation Administration
Implement new Third Party Administrator contracts, new procedures to address changes
in legislative reforms, and replace or upgrade claims system.

Status:

Implement new Third Party Administrator contracts - The CEO released an RFP for TPA
contracts in 2012 and has completed the evaluation of the proposals. The recommended
vendors were evaluated in a collaborative effort with the stakeholder departments. Upon
completion of the evaluation, two new vendors were recommended for an award. Subsequent to
the recommendation, the Board of Supervisors approved two of three new contracts on August
13, 2013 and September 10, 2013. The third contract has been delayed for review to the October
8, 2013 agenda. On September 24, 2013, the third contract was approved by the Board. On
January 1, 2014, all three contracts were executed.

Implement new procedures to address changes in legislative reforms - On September 18,
2012, Gov. Brown signed SB 863 into legislation. The bill included many reforms to the workers’
compensation, including the introduction of Independent Bill Review (IMR) and Independent
Medical Review (IMR). CEO staff worked with our contracted TPAs and Medical Management
and Cost Containment agencies (MMCCs) to develop procedures to comply with the new
statutory requirements and to create pay categories in the claims administration system in order
to measure the impact on the related costs. Additionally, CEO staff worked with key medical
providers to review and revise the utilization review triggers in order to limit the cost of IMR while
focusing on major cost drivers, specifically, compound medications. Finally, CEO staff worked
with County Counsel to develop new procedures on resolving liens under the new statutes
established under SB 863.

At the July 18, 2013 Return-to-Work Seminar, CEO-RTW staff explained the new State form
DWC-AD 10133.35 or “Notice of Offer of Regular, Modified, or Alternative Work” to all the
participants. The form is to be utilized for all injuries occurring on or after January 1, 2013, when
an employee is being offered a permanent job placement. If an employer is unable to make a
permanent job offer to the employee, the employee may be eligible for a Supplemental Job
Displacement Benefit (SIJDB), also known as a “voucher,” for re-training or skill enhancement
purposes.

Replace or upgrade claims system - The CEO and P&C Claims, Inc., are engaged in a system
conversion that will replace the current workers’ compensation claims administration system
(Genlris) with ClaimsVision. A Project Charter was created to guide the conversion and CEO
personnel have overseen the configuration necessary to implement business processes,
reporting, interfaces, and user-acceptance testing. CEO staff has evaluated a demo version of
ClaimsVision and system interface capabilities, developed user-hierarchy levels, established
document management requirements, and identified interface needs. Recently, the focus has
been on the development of automated interfaces and conversion tools that will convert legacy
data to the new system. The current schedule for completion of conversion is October 2014.

Strengthen Loss Control Efforts

Replace or upgrade liability claims system, improve data analysis to better target loss
control efforts at the department level, and implement targeted loss control efforts for key
departments with significant exposures.

Status:

Replace or upgrade liability claims system - An evaluation in 2012 concluded that County
Counsel’s existing billing system (T360) could be modified to possess the necessary capability
and matter management functionality to replace the current liability claims management system
(RMIS). The evaluation determined that the T360 System required 13 additional functions for its
matter management component to become fully operational for the County. In February 2012,
County Counsel exercised its option to license the T360 matter management functionality, and a
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work order to add the 13 additional required functions was completed. The status of the liability
claims system was provided to the Board in the Risk Management/County Counsel Joint report
dated September 10, 2013. The goal of County Counsel and the CEO Risk Management Branch
is to complete the addition of the 13 functions and implement the enhanced T360 Matter
Management System by July 30, 2014.

Improve data analysis to better target loss control efforts at the department level - Improve
data analysis to better target loss control efforts at the department level: Based on data currently
in the RMIS database, the CEO has developed an Enterprise Risk Management Dashboard that
contains a variety of risk management data designed to provide each department with a real-time
snapshot of its Workers’ Compensation and General Liability risk trends and expenses. The
Dashboard is a tool which should enable department management to better understand and
appropriately respond to its unique exposures and related expenses. In June 2013, CEO
launched the dashboard to limited users in the County and has since grown the users through
training and education to approximately 150 executives, managers, and supervisors. In October
2013, version 2 was launched which contains additional data and functionality. An update was
provided to the Board in the Risk Management/County Counsel Joint report dated September 10,
2013.

Implement targeted loss control efforts for key departments with significant exposures -
CEO Risk Mgt. Branch staff selected several key departments to focus loss control efforts. The
departments selected include; Children and Family Services, Public Social Services, Mental
Health, Public Health, and Probation. Each department has individual risks and trends; therefore,
specific training and information was provided as it relates to specific exposures. However, CEO
Risk Mgt. Branch provides common assistance as follows:

» Evaluate accident causes for top-ten frequency locations and advised on how to inspect
these locations on a quarterly basis.

e Train department staff and management on using and generating workers’ compensation
reports and data analysis.

» On-going training to these departments on various safety-related issues to increase hazard
identification and loss prevention activities.

» Guidance at departmental Environmental Health and Safety meetings.

» Develop fiscal year plan of action to help guide injury reduction.

» Provide guidance on a weekly basis to evaluate the activities/tasks performed by the safety
staff and make recommendations to improve efficiencies.

» Generate weekly, customized, tort liability reports to department Risk Management staff and
support work on new cases when appropriate.

e Meet monthly with Risk Management/Health & Safety staff to discuss injury and liability
trends, stay abreast of any pressing

Improve Corrective Action Plan/Summary Corrective Action Plan (CAP/SCAP)
monitoring
Thoroughly assess CAP/SCAP efficacy and broadly communicate lessons learned.

Status:

Thoroughly assess CAP/SCAP efficacy - On February 22, 2013, a memo to all Department
Heads was sent to inform them of the CEO updated procedures concerning CAP development.
To assist the departments in identifying new claims that should have corrective actions early in
the process, the Chief Executive Office (CEO) Risk Management Branch (RMB) began
conducting weekly reviews of all new claims or lawsuits, identify potentially significant or severe
cases, and notify your departmental risk management staff of these concerns. RMB staff
continues to assist with root cause identification and the development of corrective actions, and
monitor the implementation of these corrective actions in a timely manner. If there are any
concerns about root cause analysis or implementation of corrective actions, RMB discusses
these concerns with involved staff.
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Periodic reporting to CEO Cluster Leads regarding the status of departmental efforts related to
CAP/SCAP is provided through memoranda and was provided on February 19, 2013, and
September 23, 2013. The CEO created a CAP/SCAP database to track all incidents where
potential improvement opportunities exist effective April 28, 2013. The second phase, which
involves departments using the system, is scheduled for 2014 implementation.

Broadly communicate lessons learned - Lessons learned are communicated in multiple ways,
which includes through Applicability Notices, Best Practices, and development of “Risk Alert!”
bulletins.

e Corrective Action Plans (CAP) and Summary Corrective Action Plans (SCAP) are
reviewed on a quarterly basis to determine which CAPs and SCAPs have applicability to
other departments or the County as a whole. If a CAP or SCAP has applicability to other
departments or the County, then an Applicability Notice is generated. These are posted
on the Risk Management Inspector General portion of the CEO Risk Management
intranet site and are discussed at the quarterly Risk Management Coordinators meetings.

e A “Best Practices” section has been added to the CEO Risk Management intranet site.
This has four sections: “What's New,” “Submit a Best Practice,” “Contact Us,” and “Best
Practices Library.” Content will begin to be added in the near future. Multiple best
practices videos have been filmed and are currently being edited.

Strategic Initiative 3: Countywide Contracting Initiative
Initiate a multi-year project impacting all County departments.

Focus Areas:

Develop Countywide Contracts System
Develop and pilot automated countywide contracting system that ties to eCAPS; pilots
could include food services, social services and Proposition A contracts.

Draft Contract Templates
Draft, and make available on the system, templates for RFPs, contracts, evaluation
forms with standard, pre-approved terms and conditions for each template.

Implement Contracting Best Practices
Identify and integrate into the system best practices, lessons learned, and opportunities
to use additional tools such as the “draft RFP” process used by the federal government.

Status for all Focus Areas above:

The CEO in collaboration with 1SD, Auditor-Controller, County Counsel and Community Senior
Services is developing a countywide Contract Management System application that is integrated
with the County’s enterprise financial and procurement system (eCAPS); to date:

e The application design is completed;

e A Working Prototype was completed in March 2013 and presented to County Contract
Managers for their feedback;

e Based on the department input the Auditor-Controller and ISD received Board approval
on May 14, 2013 to move the Working Production into a Pilot Implementation with ISD,
Community Senior Services and the Department of Health Service in which is scheduled
to begin by June 2014;

e The Pilot is targeted at food service, Prop A and Human Services contracts;

e The Pilot will use the ISD Contract Model templates and Community Senior Services
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(County Counsel approved) templates;

e The Pilot will begin the establishment of countywide standard documents for contracts
and solicitation documents; and

e Provide a countywide application to assist Contract Analysts and Contract Managers
tools to better manage the County’s solicitation process.

Strategic Initiative 4: Countywide IT Projects
Invest in high impact/high priority projects impacting all County departments.

Focus Areas:

Enhance IT Disaster Recovery
Evaluate various methods of enhancing IT Disaster Recovery services for all County
departments, and propose the best method for implementation.

Status:

e On August 13, 2013, the Board approved a five-year lease extension to continue the use
of the Orange County Santa Ana Data Center as the ISD Local Recovery Center.

e In December 2013, ISD and CIO visited an available data center site at the Bank of the
West building located in Monterey Park. ISD informed CEO that data center and
infrastructure improvements will be required to support ISD’s disaster recovery
requirements.

e DPW reviewed and concurred with the ISD design for building out a disaster recovery
center at Eastern Ave.

e |ISD is awaiting Board approval of proposed primary data center construction before
resuming.

Consolidate Servers

Work with all departments to consolidate (“virtualize”) servers to significantly reduce the
number of servers needed for future purchase and replacement, and to reduce energy
consumption; move the County toward the industry standard for data center
consolidation.

Status:

e As of February 2014, 5,200 physical servers have been consolidated to 450 servers, with
the elimination of over 4,000 servers.

e County departments are expected to complete their virtualization efforts by June 30, 2014

Centralize E-Mail
Move all departments onto one shared email system (hosted by ISD); reduce “per seat”
and future email upgrade/replacement costs for most departments.

Status:

e Approximately 55,000 mailboxes have been migrated to the centralized email services.
e An additional 12,200 mailboxes are currently being migrated.

Enhance E-Government Initiatives
Pursue opportunities to expand user-friendly availability to County services and
information by the public via websites, mobile applications, and other E-Government
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Status:

e New mobile websites for the Department of Consumer Affairs and DHR were launched in
January 2014.

e Aredesigned County Intranet was launched in March 2014.

e CIO is working on developing a technology directive for Department Use of Mobile
Solutions by June 2014.

Strategic Initiative 5: Voting System Modernization

Continue a multi-year project to modernize the voting system, impacting all Los Angeles County
voters.

Focus Areas:

e Continue Stakeholder Discussions
Continue to meet with stakeholders (Board of Supervisors, County executives, and the
Voting System Assessment Project (VSAP) Advisory Committee comprised of experts,
community leaders from critical constituency groups and communities of interest) to
maintain close involvement and engagement in this project.

e Create a VSAP Technical Advisory Committee
Work with the VSAP Advisory Committee to establish a Technical Committee to provide
guidance as the VSAP moves from concept to design and prototyping.

o Complete Design Phase and Begin Voting System Engineering
Design the foundation for system engineering, prototyping, manufacturing and
implementation. Then, utilizing data gathered during the design phase of the VSAP, and
under the guidance of a Technical Advisory Committee, begin engineering and testing
voting system prototype(s).

e Seek Legislative Support
Seek legislative changes to streamline the voting system approval process to allow the
County to pursue its own publicly-owned voting system.

Status for all Focus Areas above:

In 2013, the VSAP accomplished significant milestones towards our goal of modernizing the
County. We identified a design for a new voting device that puts voters first, developed a looks
like prototype of ballot marking device, and worked on county sponsored legislation that reformed
voting systems certification in the state to pave the way for greater innovation and county
options.

In March 2013, we partnered with an innovation firm (IDEO) to develop a design concept using a
process that engaged the voters and stakeholders. This innovative approach breaks the mold of
traditional voting system acquisition. Traditionally, jurisdictions have purchased off-the-shelf
systems that are not always best-tailored for the needs of their community.

This iterative design process took us from research data, to various sacrificial concepts, to one
final proposed design. Voters were engaged throughout the process, providing feedback on
proposed design concepts and features. Pollworkers as well as usability and accessibility
experts were also engaged in the process. Using this human-centered design process, we have
arrived at a voting system concept that takes into consideration the diverse needs and
preferences of voters, operational considerations of the department, and technical feasibility.

We have produced a “looks like” prototype of the concept which will now allow us to develop
detailed specifications for manufacturing and will enable us to start work on modernizing the tally
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system for the new ballots. Through focus groups and group meetings, the device is how being
presented to voters and pollworkers for further feedback. Our next step in the design and
development process is to determine the contracting needs to move forward with design
refinement and system specifications for manufacturing.

After nearly 7 years without any new voting systems approved for use in California, the passage
of SB 360 has paved the way for greater progress in the voting system modernization
front. During the 2013 legislative session we worked on county sponsored SB 360. The bill
garnered unprecedented support from election officials and advocates. Thanks to the reforms
enacted by this legislation Los Angeles County will be able to access state Voting Modernization
Board funds to continue moving forward with its voting system development and certification. In
addition, the bill helped streamline the certification process, potentially saving the county
hundreds of thousands of dollars and almost a year of dual State/Federal testing.

The VSAP efforts continue to gain national recognition. In a report® published the Presidential
Commission on Election Administration in January 2014, the Presidential Commission mentioned
our efforts in as “practical collaborations” that “may inform the setting of standards for future
technologies.”

! http://www.supportthevoter.gov/files/2014/01/Amer-Voting-Exper-final-draft-01-09-14-508.pdf
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GOAL 2: FISCAL SUSTAINABILITY:

Strengthen and enhance the County’s capacity to sustain essential County
services through proactive and prudent fiscal policies and stewardship.

Strategic Initiative 1. Health Care Reform

Ensure continuity of the effective delivery of County health, mental health, and substance abuse
services under the new regulatory environments of the Federal Affordable Care Act (taking
effect January 2014) and California’s Section 1115 Medicaid Waiver (currently in effect).

Focus Areas:
e Enhance Ambulatory Care
Continue to implement DHS ambulatory care initiatives, including roll-out of medical
home models, patient empanelment, ending block appointments, and improve staff
training and customer service to ensure DHS remains the provider of choice in 2014.

Status:

DHS established 132 Patient Centered Medical Homes (PCMH) across all nineteen Ambulatory
Care Network (ACN) clinics as of December 2013. DHS plans to roll out additional PCMHs
across the hospitals in 2014. Within the medical homes, DHS continues to work on enhancing
team-based care, use of disease management registry to assist with panel management, use of
care management tools, and expanding access through evening/weekend availability and via
patient-centered scheduling.

For those who are still unempaneled, DHS has launched a prospective empanelment system to
link individuals with a medical home within DHS; we are also in the design phase for a new
unmatched program for those residually uninsured seen within our Community Partner network.
Our new Continuing Care Clinics will provide continuity for those patients who do not require or
who are not able to be empaneled.

DHS successfully ended block appointments and standardized scheduling templates across
primary care sites.

DHS was also successful at rolling out a new telephone system across all nineteen ACN clinics.
DHS will continue to roll out the new telephone system in the hospitals in 2014.

e Streamline DHS Operations
Continue efforts to streamline key operational initiatives within DHS and other County
departments to expedite contracting, facilities improvements, and personnel movement
as required for health reform implementation efforts.

Status:

Recent accomplishments with respect to human resources issues include:

e Successful launch of the Internal Nurse Registry pilot, which will help reduce reliance on
costly external registry nurses, particularly in specialty care areas that require focused
experience. DHS started the pilot at LAC+USC Medical Center (LAC+USC), since this
facility had the highest amount of registry usage. LAC+USC hired a total of thirty three
(33) Relief Nurses and realized an overall reduction of 9.2 percent in their nursing registry
expenditures.
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e Completion of the nurse staffing model analysis
e Streamlining of the hiring process
e Use of manpower shortage bonuses for hard-to-attract areas (e.g., primary care).

Major facility initiatives include:
e Substantial completion and preparation for move into the new Martin Luther King, Jr. and
High Desert Outpatient Centers and the expanded Harbor-UCLA Medical Center
operating room/emergency department.

To assist with daily operations, DHS continues to refine contracting and procurement processes,
including ongoing improvements to DHS’ supply chain.

e Health Reform Coordination
Ensure support from and coordination with all County departments participating in Health
Reform implementation efforts.

Status:

e Coordinate multiple eligibility determination initiatives closely with DPSS (such as Healthy
Way LA) to ensure enrollment, eligibility determination and redeterminations, are done
appropriately and timely in preparation for HWLA/Medi-Cal transitions and expansions.

e DHS enrolled 307,889 members into Healthy Way L.A. (HWLA) as of December 31,
2013; exceeding the goal of 300,000 newly enrolled members. The majority of HWLA
enrollees transitioned seamlessly to Medic-Cal as of January 1, 2014. With the end of
the HWLA program, DHS is turning its attention to outreach and enroliment into Medi-Cal.
DHS continues to work with DPSS and the State to make the transition from HWLA to
Medi-Cal as smooth as possible for patients.

e DHS has also made significant progress in developing contractual relationships with
other health plans. DHS facilities have been part of the L.A. Care Health Plan, but only a
few facilities were in the HealthNet Plan. DHS Contract Administration staff worked
diligently to negotiate an agreement with HealthNet, which was approved by the Board on
October 8, 2013. DHS continues to work on developing revenue contracts needed to
support patient referrals from Community Partners and other sites.

e Collaborate with DMH on coordination of outpatient and specialty mental health services,
residential placement for mentally ill, and primary care medical home placement for DMH
patients.

e DMH and DHS are working together to enhance integrated care and care coordination.
The departments have expanded the co-location of DMH staff within DHS facilities. The
two departments also continue to work on various strategies to reduce psychiatric
emergency services overcrowding and to ensure timely placement of patients into lower
levels of care who no longer require acute inpatient psychiatric hospitalization. Efforts
are also ongoing regarding mechanisms to enhance information/data-sharing between
departments, including DPH'’s Substance Abuse Prevention and Control (SAPC).

e Focus DPH efforts on increasing the quantity of treatment options for DHS patients in
need of substance abuse disorder services.

e DHS continues to work with SAPC to secure treatment options for patients with
substance abuse disorders. As one important step, DHS hired substance abuse
counselors to work in DHS emergency departments, identifying and referring individuals
with substance abuse disorders for treatment.

e Also, relevant to DPH, approximately 4,000 patients transitioned from the Ryan White
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Program to HWLA for outpatient medical services as part of the early implementation of
the ACA, with minimal disruption in access and continuity of care. These HWLA enrollees
were transitioned to Medi-Cal on January 1, 2014.

e Coordinate with the Department of Community and Senior Services (CSS) to ensure safe
and timely out-of-hospital placement of elderly adults who are in hospital emergency
departments receiving Adult Protective Services; and coordinate with the Public Guardian
in those instances where conservatorship is required.

o Efforts to enhance processes with respect to the Office of the Public Guardian are in
process.

Advocate for Legislative and Regulatory Changes

Engage State and Federal legislators, regulatory agencies, and the Health Exchange
Board to maximize coverage expansion opportunities, ensure the financial viability of
County safety net delivery system, and preserve access to care for newly insured and
residually uninsured populations.

Status:

DHS has been actively engaged with legislators in order to advocate for the implementation of the
ACA. County-supported ABX1 1 (Pérez) and County-supported SBX1 1 (Hernandez and
Steinberg), related to the expansion of Medi-Cal eligibility to persons under 65 years of age with
incomes at or below 133 percent of the Federal Poverty Level, passed the Senate and Assembly
Health Committees in June 2013. As a result, individuals who were enrolled in HWLA as of
December 31, 2013 were directly transitioned into Medi-Cal. DHS also played a major role in the
negotiation of AB 85 (Redirection of 1991 State Health Realignment deal) in a way that minimized
potential adverse impact on the County.

Implement IT System Improvements

Support and closely monitor implementation of several major IT systems required for
and/or related to the successful implementation of health care reform, including but not
limited to the implementation of electronic medical records, disease registry systems,
and eConsultation systems.

Status:

e Funding was approved for ORCHID in January 2013. The design/build of ORCHID began in
July 2013 and is scheduled to continue through Summer 2016. The first facility to go live on
ORCHID will be Harbor-UCLA Medical Center in Summer 2014.

e By the end of 2013, there were 16 eConsult specialties on the system, over 1,400 submitting
providers, and over 47,000 eConsults submitted on the system. DHS anticipates adding the
remaining specialties by summer 2014.

e The i2i registry is implemented and able to be used in all DHS medical homes. Staff
continue to be trained on optimal use of the registry and its ability to assist providers with
panel management.

e The Enterprise Patient Data Repository (EPDR) project completed Phase 1 and is preparing
for Phase 2. A redesigned data repository will assist with system planning and analysis of
various aspects of DHS business.

e The new outpatient pharmacy system began to roll-out at High Desert; a phased roll-out (in
collaboration with the central fill process) is underway.
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Strategic Initiative 2: Title IV-E Waiver

Implement the current final Title IV-E Waiver and support the State’s effort in securing an
additional one-year “bridge” and a five-year renewal to support ongoing reforms to the County’s
child welfare system in the areas of child safety, permanency, well-being and self-sufficiency.

Focus Areas:

Extension Request

Participate fully in the State’s formal proposal for the Title IV-E Waiver five-year
extension (FY 14-15 through FY 18-19) with all previous terms and conditions in full
force and effect.

Status:

The State submitted its initial formal request for the Title IV-E Waiver to Health and Human
Services in 2013. DCFS was part of the Team that worked with the State to resubmit the fiscal
and programmatic proposal to the Administration of Children and Families in March 2014.

The current proposal would have 2 cohorts. Los Angeles and Alameda counties would be
Cohort 1 and all new Waiver counties would be Cohort 2. It was agreed in theory that the Waiver
extension would begin on October 1, 2014 and the base years would stay the same for Cohort 1
and the base years for Cohort 2 would be federal fiscal year 2008. ACF also agreed to an
additional bridge period for Cohort 1 from July 1, 2014 to September 30, 2014

Additional Bridge Year Request
Participate fully in the State’s request for an additional Bridge Year (FY 13-14) with all
previous conditions in full force and effect.

Status:

The additional bridge year was granted on May 7, 2013. This bridge period is from July 1, 2013
until June 30, 2014. On March 25, 2014, Los Angeles and Alameda counties were verbally
granted an additional bridge period from July 1, 2014 to September 30, 2014.

First Bridge Year Evaluation

Evaluate the County’s progress during the first Bridge Year (FY 12-13), highlight the
progress of the Waiver initiatives, goals, and theories, and document strategic
investments in structural and programmatic reforms made possible by additional
financial flexibility.

Status:

The First Bridge Year Progress Report was sent to CDSS in July 2013. During the first bridge
year, DCFS continued to utilize the funding flexibility for implementation and expansion of a wide
array of programs and services to provide individualized services and strategies that are strength-
based, family centered, child focused and community based. Also in the Bridge Year One, DCFS
underwent a department-wide reorganization. The primary goals of the reorganization were to
consolidate line, support and administrative staff functions, improve our investigative capacity and
to identify any efficiency which will allow more staff to support Regional Office operations

Prepare for Extension Implementation
Participate fully in the State’s implementation process for the Waiver Extension
beginning July 2014.
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Status:

CDSS resubmitted its proposal to the Administration for Children and Families (ACF) in March
2013. It was agreed in theory that the Waiver extension would begin on October 1, 2014 and that
there would be would be 2 cohorts. Los Angeles and Alameda County would be Cohort 1 and all
new Waiver counties would be cohort 2. The base years would stay the same for Cohort 1 and
the base years for Cohort 2 would be FFY 2008. ACF also agreed to an additional bridge period
for Cohort 1 from July 1, 2014 to September 30, 2014.

CDSS proposed that the growth factor for administration and maintenance would be the
California Necessities Index (CNI). The CNI is an annual adjustment to the foster care placement
rate required by California law to ensure that rates continue to meet the federal requirements of
rates “adequate for the care and supervision for a child”. The State proposed to use the
projected CNI for budgetary purposes, with a subsequent adjustment to reflect the actual CNI for
each federal fiscal year once the final figure is available. The administrative and maintenance
base would be adjusted annually by this factor. Negotiations continue between the State and ACF
with input from CA counties.

Strategic Initiative 3. Special Districts and Regulatory Requirements
Review funding sustainability for two of the County’s major special districts, and pursue possible
financial solutions to implement clean water regulatory requirements.

Focus Areas:

Fire District
Conduct a comprehensive review of reserves, fees, revenue sources, operating
requirements, and projections for financing long-term purchases and infrastructure.

Status:

The Department is currently in the process of reviewing their critical infrastructure needs and
incorporating those needs into their monthly fiscal forecast. In addition the Department
is exploring potential new revenue streams including a First Responder’'s Fee and the steps
necessary to successfully implement such a fee.

Library Special District
Update fiscal analysis as needed to pursue possible options for sustainable, ongoing
funding.

Status:

The Public Library's new strategic plan incorporates strategies to identify or expand
partnerships and explore funding opportunities for library programs, technology, outreach and
community initiatives. The Department will also continue to investigate measures that maximize
the value of existing financial resources.

Water Quality Initiative
Continue to develop a regional approach to water quality improvement that incorporates
all 88 cities, and includes a funding initiative voted upon either by property owners or via
general election in 2013.

Status:

Throughout 2013 Public Works continued to work with municipal, business, environmental, and
other stakeholders to develop a sustainable regional funding source to address storm water
quality issues. Public Works has been actively participating in a City Managers group tasked
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with developing funding options, and most recently as directed by the BOS, engaged the Los
Angeles County Sanitation Districts and reported on their governance structure, and options for
treatment of urban runoff through partnering with sanitary sewer agencies.

Strategic Initiative 4: Long-Term Investments

Review near and long-term revenues and cost-drivers, and prioritize long-term investments, with
particular emphasis on the three listed below; also consider other long terms investments such
as ADA compliance, energy efficiencies / global climate change, and environmental
sustainability.

Focus Areas:
o Capital Projects Pipeline and Deferred Maintenance Needs
Work closely with Board offices and County departments, prioritize and plan the
County’s near and long-term capital needs including maintenance of existing County
facilities, completion of current facility projects, and investments in new facilities.

Status:

The CEO continues to work with Board offices and departments to identify and prioritize capital
and major deferred maintenance needs. Master Plans are underway at each of the hospital
campuses as well as service departments such as the Sheriff, Library, and Public Social
Services. Options for the replacement of obsolete, overcrowded, and deteriorating administrative
facilities are under review for Mental Health, Parks, Community and Senior Services, Public
Health, and Probation.

In order to provide a basis for prioritization of deferred maintenance needs, a database of the
condition of County-owned buildings, repair and maintenance records, useful life projections, and
estimated maintenance costs over the remaining life cycle of each building is under development
by AECOM under a Board awarded contract. AECOM has also completed the assessment of five
buildings under a pilot program. Board approval of a second contract with AECOM to complete
building assessments of all remaining County-owned buildings will be sought by June 30, 2014.

e Retiree Health Care Reform
Work closely with Board offices and LACERA, examine and pursue options for reducing
the County’s near and long-term cost of providing comprehensive health care to County
retirees, and develop funding strategies.

Status:

Auditor to enable the County to utilize State and federal subventions to maximize the County’'s
net County cost funding. Currently, the County’'s fiscal condition from the impact of the
economic recession does not allow funding to be allocated to this strategy, but the improvement
in the economy will enable the County to review this strategy in the upcoming multi-year fiscal
forecast.

e Economic Development
Working closely with Board offices, A-C, CoCo, CDC, and TTC, track net new ongoing
revenues resulting from the State’s dissolution of local redevelopment agencies, and
consider strategies for reinvestment in economic development, including affordable
housing.

Status:

The Chief Executive Office (CEO) continues to work closely with the Board offices, Auditor,
County Counsel, Treasurer and Tax-Collector (TTC) and Community Development Commission
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(CDC) through regularly scheduled meeting to communicate the latest information on the status
of the dissolution of redevelopment agencies. These meetings include the status of revenues,
updates on the legislation, and the status of litigation. A separate group consisting of
representatives from Board offices, CEO, CDC is developing long term strategies for
reinvestment in economic development, including affordable housing. In the interim, annual
funding in the amount of $15 million has been allocated to the CDC to enable current NOFAs to
continue while the long-term strategy is being developed.

Strategic Initiative 5: MHSA Funding

Review the 3-Year stakeholder planning process to identify strategic priorities and ensure
optimization of financial leveraging for MHSA-funded mental health services in accordance with
State law.

Status:

MHSA Plans - In September 2012 and January 2013, DMH, through its stakeholder process,
submitted plans to expand several programs by leveraging available MHSA funds. These
programs were consistent with Board priorities. The programs were for all age groups and
included services, among other actions that would assist in decompressing the Psychiatric
Emergency System (PES), link services for transition age youth in DCFS to mental health
services, and hire additional staff to serve youth in the 241.1 Crossover Youth Program.

MHSA Three-Year Program and Expenditure Plan - In August 2013, DMH began preparing
for a community program planning process to develop the MHSA Three-Year Program and
Expenditure Plan. The process that was implemented incorporated the recommendations
included in the CEO Report on the MHSA System Leadership Team (SLT). For example,
increased representation of stakeholders from all 8 Service Area Advisory Committees,
consumers, parent advocates, other health and social service advocates, etc. The following are
key dates involving the Board:

e March 28, 2014 Start of the 30-day Public Comment period

e May 22, 2014 Public Hearing convened by the Board Appointed Mental Health Commission
(MHC)

e June 2014, Presentation to the Agenda Review of MHC Approved MHSA Three-Year Plan

e July 2014, file and place on the Board Agenda for review and adoption of the MHSA Three-
Year Plan.

Report on MHSA SLT Findings - In March 2013, the Systems Leadership Team (SLT)
participated in a focus group and conducted an analysis to review how DMH and the SLT
engage stakeholders in the MHSA planning process. Based on the SLT’s analysis, the CEQO’s
Office presented strategic priorities and recommendations at the SLT Meeting in June. The
MHSA SLT Focus Group Findings and Recommendations report was finalized in September
2013, and this report clarifies the allocation of MHSA funding and the prudent reserve process.
The report is posted on the DMH website on the SLT webpage.

Senate Bill 82 (SB 82) Investment in Mental Health Wellness Act of 2013 - On October 1,
2013, the CEO reported back to the Board on DMH'’s preliminary plans to seek funding made
available under SB 82. On December 23, 2013, DMH updated the Board on its proposal
submissions to the: 1) California Health Facilities Financing Authority (CHFFA) for $40 million to
fund Urgent Care and Crisis Residential beds and mobile crisis teams; and 2) Mental Health
Services Oversight and Accountability Commission (MHSOAC) for $9.1 million to fund Mental
Health Triage Personnel. Both proposals were submitted by the due dates and DMH is awaiting
award notification at this time.
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Strategic Initiative 6: Central Agency Funding

Work with departments who provide and bill for services in order to improve the quality and
timeliness of the invoices submitted.

Status:

All central service departments’ budget with the Operation Cluster were reviewed in order to
change the funding structure for these departments and most critical areas were identified. A five
year plan was developed to convert intra-fund transfer offset costs to net County cost. First year
funding was included in the departments’ budget during the FY 2012-13 Supplemental Budget

phase. Second year funding was included in the departments’ FY 13-14 Recommended Budget
that was adopted by the Board on June 24, 2013
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GOAL 3: INTEGRATED SERVICE DELIVERY:
Maximize opportunities to measurably improve client and community
outcomes and leverage resources through the continuous integration of
health, community, and public safety services.

Strategic Initiative 1. AB 109 (Public Safety Realignment)

Continue the implementation of Public Safety Realignment, particularly to assess and refine the
County’s support of community transition for previously incarcerated individuals.

Focus Areas:
e AB109 Oversight
Provide monthly updates to the Board regarding the oversight and management of the
AB109 Program and identify any areas of concern to the Board for guidance and
resolution.

Status:

Probation, Sheriff, DHS, DMH, DPH, and CCJCC provide consolidated monthly presentations to
the Board on the supervision, incarceration, medical, mental health, and substance abuse
treatment of AB109 offenders. Upon the request of the Board, the departments have developed
a separate quarterly written report on the budget and performance measures of AB109 programs.
The first quarterly budget/performance report was released February 2014.

Department of Public Health (DPH) reported to the Board of Supervisors on August 20, 2013 on
its release of a Request for Statements of Qualifications to increase County-wide access and
availability access of substance use disorder (SUD) treatment services, including services
specifically for the AB 109 population. Contracts for SUD services for the AB 109 population
resulting from this solicitation will be executed by December 2013. In addition, DPH-SAPC is
currently in the process of implementing benchmarks for engagement and retention in SUD
treatment services for the AB 109 program to improve client outcomes specifically for this
population.

DPH continues to provide weekly and monthly reports to the Countywide Criminal Justice
Coordination Committee for inclusion in monthly Public Safety Realignment Implementation
reports to the Board of Supervisors.

Strategic Initiative 2: Capital Programs

Continue investing in the future by studying, prioritizing, and pursuing the highest-need capital
projects.

Focus Areas:

e Jail Master Plan and Alternatives to Incarceration (supporting the Jail Reform
priority and the AB109 Public Safety Realignment priority)
Support better management of jails and community programs by proposing a menu of
various alternatives to incarceration intended to reduce the jail population, and a
corresponding plan for downsizing Men’s Central Jail in conjunction with other jail
enhancements.
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Status:

The CEO is working with the Sheriff, Mental Health, and Public Health to determine the
operating costs associated with programmatic models being proposed to address mental health
and substance abuse issues among the inmate population at County jail facilities. This cost
analysis is being performed in support of the facility options being prepared by Vanir and
Board’s Executive Office

Data Center Replacement (supporting the Countywide IT Projects priority)
Construct a modern data center to house the County’s centralized IT functions and
support staff; replace current data center, which does not meet seismic standards and
has limited electrical capacity.

Status:

Programming and alternative analysis has been completed. The Final Environmental Impact
Report will be submitted to the Board for certification by June 30, 2014. Award of a design
agreement is also scheduled prior to June 30, 2014.

Health Facilities (supporting the Health Care Reform priority)

Continue to support the delivery of quality primary care and specialty care to County
residents by studying, initiating and/or completing construction of various health facilities
including completion of the construction of the Martin Luther King Multi-Ambulatory Care
Center (MACC), Harbor UCLA Emergency Facility and Rancho North Campus and
continuation of work on the LAC-USC Master Plan and the Environmental Impact
Reports for specific projects associated with the Harbor UCLA, MLK and LAC-USC
Master Plans.

Status:

The Martin Luther King MACC and Harbor/UCLA Surgery/Emergency Facility have both been
completed. Programming for the Rancho North Campus Consolidation Plan has been
completed and the Addendum to the EIR has been approved. The award of a design-scoping
agreement is scheduled in May, 2014.

Other County Priorities

In accordance with Board direction, identify and prioritize County facilities that are
reaching 50 years in age, need continuous maintenance, have legal mandates, and/or
County service delivery needs including the Hall of Administration, Department of Health
campus facilities and other County facility needs.

Status:

Public Health submitted a Capital Project request to the CEO to move the Antelope Valley
Rehabilitation Centers (AVRC) operated by DPH to the Department of Health Services High
Desert Health Services (HDHS) facility located in Lancaster when HDHS is relocated to its new
facility in April 2014. The AVRC relocation is needed to comply with multiple State facility safety
requirements. A feasibility study for the relocation was completed in May 2013 by the
Department of Public Works (DPW) that recommended four options for the redesign of the HDHS
facility to accommodate the AVRC program.

The DPW report describing the four recommended design options was provided to the Board of
Supervisors on July 16, 2013. The projected date for AVRC relocation is contingent upon
identification of funding for the Capital Project and Board approval.
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Strategic Initiative 3: Jail Reform
Continue the Sheriff's implementation and the Board’s monitoring of all 63 recommendations of

the Citizens’ Commission on Jail Violence, to improve conditions in the County’s jails.
Focus Areas:
e Compliance Monitoring
Work with Implementation Monitor and independent evaluators to ensure the timely and
proper implementation of the CCJV recommendations through a phased approach.

Status:

The CCJV Implementation Monitor continues to present status updates to the Board each month.
The current status of the 60 Sheriff related CCJV recommendations: 45 implemented, 10 partially
implemented, and 5 in-progress.

The CEO identified 14 CCJV recommendations with a potential impact. One recommendation
pertains to establishing the Office of the Inspector General which is pending further direction from
the Board of Supervisors. Of the remaining 13 recommendations, under the auspices of the
Sheriff and CCJV Monitor, 4 have been implemented, 3 have been submitted to the Board for
review, 2 are under CEO review, and 4 remain with the Sheriff and CCJV Monitor

e Analyze Fiscal Recommendations
Conduct a thorough analysis of all fiscal recommendations and prepare a response back
to the Board for review and approval.

Status:

14 CCJV recommendations were identified has potentially requiring funding. Four of those
recommendations were completed during 2013, including the appointment of a Custody Assistant
Sheriff, Investigations Chief, use of force tracking system, and body scanners.

The Board approved the CEO and Sheriff's recommendation for a three-phase implementation
plan for the remaining nine CCJV recommendations.

Given our current funding limitations, the CEO is working with the Sheriff to strategically
implement jail reforms in phases over the next 2-3 years. The target to request Board approval to
fund the jail reforms identified by the Sheriff as critical priorities is December 31, 2013.

o Office of the Inspector General
In conjunction with the Sheriff's department and the Independent Monitor, complete the
implementation of Phases I, Il, and lll, including the creation of the Office of the
Inspector General.

Status:

An Inspector General has been appointed by the Board. The IG has revised the proposed OIG
organizational structure to reflect the operational model he will be implementing. CEO is drafting
a Board Letter that packages the CoCo ordinance creating the OIG and details its scope of
responsibilities organizational chart and budget adjustment.

Strategic Initiative 4. Youth Protection Programs
Develop cross-cluster initiatives and/or recommendations that support the protection of youth
within County systems.
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Focus Areas:
e Crossover Youth
Implement and develop quarterly performance measurement reports as highlighted in
the November 2 Crossover Youth report.

Status:

A workgroup action plan has been developed, and the workgroup has been meeting since April
2013. The 241.1 Pre-disposition and post-disposition business processes have been finalized, as
well as an integration plan for how to incorporate DPH into this process. Completed a data form
for tracking youth outcomes, developed automated tracking system, and created a preferred list
of substance abuse providers. A final report was submitted to the Board on 10/4/13, and the
workgroup is completing the implementation of the plan.

e Transition Age Youth
Building on the work previously done, develop three to five measurable goals focused on
Transition Aged Youth.

Status:

CalFresh for Foster Youth - DCFS, DPSS, and Probation maintained the assigned DPSS
Outreach Worker at each DCFS regional office. Their primary goals continues to: 1) inform aging-
out foster youth of all DPSS programs for which they are eligible; 2) assist with the completion of
CalFresh applications; and, 3) ensure timely processing of CalFresh applications.

DCFS has now partnered with 211 in the revision of their website in order to provide foster youth
with enhanced information about CalFresh and other benefit programs. These website changes
involved input from former and current foster youth, making it more “youth friendly” to access this
information. In addition, DCFS has approved an incentivized program for all Chafee eligible youth
when termination of dependency is implemented. These identified youth are eligible to receive a
monetary incentive for meeting with a DPSS Outreach Worker and completing a CalFresh
application. This incentivized program was implemented by DCFS and DPSS January 2014.

Memo update on the Food Security Motion to the Board for October 2013 through December
2013 is forthcoming early March 2014. DCFS will incorporate recent data from DPSS.

DMH TAY Center - DMH is creating a TAY Center that will provide comprehensive mental health
services to youth and young adults ages 14-21 exiting the Probation camps. This project will
serve as the flagship model for delivering mental health services and supports to TAY in a TAY-
focused environment.

DMH identified a site for the proposed center in SD-2 at 9110 S. Central Ave; however, the
County’s environment assessment of the site determined that a gas station was formerly on the
site until circa 1963; and it could not be determined if the storage tanks were still
underground. The State refused to cover the costs for further assessment or for potential repair
costs. Therefore, the County decided that it was not in our best interest to continue efforts to
secure that site.

DMH, with the assistance of CEO Real Estate and SD-2 Deputies, continues to search for
appropriate sites in the area for a TAY Center as originally planned. Despite the set-back in
acquiring a permanent location, DMH developed and implemented the proposed program
services and are temporarily housing the staff at the A.F. Hawkins Community Mental Health
Center.

DPSS Pathways to Success - DPSS implemented a four-week job readiness and job search
activity course designed specifically for employable TAY participants on General Relief ages 18-
24. The goal of this program is to empower these youth to become independent and self-
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sufficient by helping them identify their short- and long-term career goals through job
development, career planning, education, goal setting, and money management. Initial
outcomes have shown a high success rate in placing TAY participants into jobs. This component
is offered eight GROW sites.

DPSS Job Readiness Training for Youth — Because of the success of Pathways to Success,
effective January 2014, DPSS implemented a three-week job search/job readiness training
activity for TAY participants. The training workshops are focused on teaching youth leadership,
responsibility, self-confidence, dressing appropriately for employment, conflict resolution,
financial planning and other work readiness skills. This component is offered at all 14 GROW
sites, covering all of the GROW participants who are between the ages 18-24.

¢ Human Trafficking
Work with State leaders and subject matters experts to draft legislation that support the
development and funding of programs to reduce human sex trafficking for our youth.

Status:

In response to the November 27, 2012 Board motion, a task force was convened and a report
was provided to the Board on 7/15/13. The report included background information, current
barriers, best practices, and recommendations related to DCFS minors involved in sex trafficking.

A 9/24/13 Board motion directed departments to develop an implementation plan to address the
sex trafficking of children and youth. The CEO submitted an update on 1/27/14, and the
workgroup is currently drafting first responder protocols and developing a service delivery model.
The next update will be provided to the Board by June 1, 2014.

Strategic Initiative 5: Integrated Health Services
Continue integrating the comprehensive delivery of Health, Mental Health, and Substance
Abuse services to all County clients.

Focus Areas:
o State Medi-Cal Program
Seek changes to the State Medi-Cal program to achieve parity for substance abuse

services as part of health care reform transition.

Status:

On December 5, 2013, the California Department of Health Care Services (DHCS) submitted a
State Plan Amendment for its Medicaid plan to the federal Center for Medicare and Medicaid
Services (CMS) to make substance use disorder treatment services available to all Medi-Cal
beneficiaries when medically necessary and to make other revisions to the Drug Medi-Cal
program in order to comply with provisions of the Affordable Care Act and Senate Bill X1-1.
These services were to be effective on January 1, 2014. To date, DHCS has not yet received
approval for the State Plan Amendment by CMS. As a result, the Department of Public Health
has not yet been able to pay for services rendered by contracted Drug Medi-Cal providers to
newly eligible Medi-Cal beneficiaries.

DHCS is also considering submitting a Medicaid waiver proposal to CMS in order to implement
actions that will afford counties more local control of the certification and contracting of Drug
Medi-Cal providers. The proposal would also allow each county to choose whether to opt in to
such an arrangement or to have the State operate direct contracts with Drug Medi-Cal programs
in the county.

DPH continues to work with the State on outstanding policy issues with the DMC benefit
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expansion, including the Medicaid waiver proposal. DPH also continues work on implementing
contract changes needed to conform to the proposed changes.

Implement the Dual Eligible Demonstration Project
Continue to participate with L.A. Care and Health Net to develop and implement the Dual
Eligible Demonstration Project for coordinated Medi-Cal/Medicare services to enrollees.

Status:

On August 13, 2013, the Board of Supervisors approved the Memoranda of Understanding
(MOU) between the DMH, DPH, and Public Social Services (DPSS) with the two County
managed care health plans (L.A. Care and Health Net) describing the provision of mental health,
SUD, and long-term services and support services for participants in the Los Angeles County
CalMediConnect Project as required by the State. On July 31, 2013, DMH, DPH and DPSS
conducted a presentation for the Health Deputies on the MOUs.

The health plans, DMH, DPH, and DPSS continue to work collaboratively to establish and
implement policies, procedures, informational systems, and service networks to provide
coordinated care for CalMediConnect members in compliance with federal and State
requirements as of the County project start date of April 1, 2014. In Los Angeles County, an opt-
in enrollment period will occur from April 2014 through June 30 2014, and a passive enrollment
will occur July 1, 2014 through June 30, 2015, or until the 200,000 enrollment cap is
reached. Once 200,000 beneficiaries have been enrolled, DHCS will implement and manage a
waiting list. On February 4, 2014, DHCS announced that DHCS and CMS will be directly
contracting with CareMore, Care 1% Health Plan and Molina Health Plan. As result LA County
must develop separate MOUs for each of the 3 new health plans. DPSS has scheduled meeting
with all 3 health plans to finalize the individual MOUs. DHCS has confirmed that the MOUs must
be signed and executed no later than March 31, 2014,
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May 13, 2014

The Honorable Board of Supervisors
County of Los Angeles

383 Kenneth Hahn Hall of Administration
500 West Temple Street

Los Angeles, CA 90012

Dear Supervisors:

APPROVAL OF AN AMENDMENT TO EQUIPMENT MAINTENANCE AND REPAIR
SERVICES AGREEMENT WITH PHILIPS HEALTHCARE AND A SUCCESSOR
AGREEMENT FOR PREVENTATIVE MAINTENANCE AND SUPPORT SERVICES

WITH FUJIFILM MEDICAL SYSTEMS, U.S.A., INC.
(ALL DISTRICTS)
(3 VOTES)

CIO RECOMMENDATION: APPROVE [x]

SUBJECT

Approval of an Amendment to an Agreement with Philips Healthcare for medical
equipment maintenance and support services at various Department of Health Services
facilities, Sheriffs Department, and the Department of Medical Examiner-Coroner; and
a successor Agreement with Fujifilm Medical Systems, USA, Inc. for the provision of
preventative maintenance and support services at Department of Health Services
facilities.

IT IS RECOMMENDED THAT THE BOARD:

1.

2.

Authorize the Director of Health Services (Director), or his designee, to execute
an Amendment to Agreement No. H-701585 with Philips Healthcare (Philips),
effective upon Board approval to extend the term of the Agreement for the period
of five years commencing on January 1, 2015 through December 31, 2019, for
medical equipment maintenance and support, software maintenance and support
for Xcelera and professional services at locations listed on Attachment B with an
annual amount of: $6,910,237 for Department of Health Services (DHS); $87,633
for Sheriff's Department (Sheriff); and $33,825 at the Department of Medical
Examiner-Coroner (MEC).

Authorize the Director, or his designee, to execute a successor Agreement with
Fujifilm Medical Systems, U.S.A. Inc. (Fujifilm), effective upon Board approval for
the period of seven years commencing on July 1, 2014 through June 30, 2021,
for the provision of preventative equipment maintenance, software maintenance
and support, and professional services at DHS facilities, with an annual amount
of $1,930,468 for the first year and $2,032,909 for the subsequent years, with an
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automatic extension for three additional one year terms through June 30, 2024,
unless DHS gives prior notice to not extend.

3. Delegate authority to the Director, or his designee, to execute amendments to
above mentioned two Agreements to: (A) implement modifications in accordance
with the Agreements’ terms and conditions; and (B) incorporate administrative
changes to the agreements, including but not limited to the addition, modification,
or removal of any relevant terms and conditions, to clarify terms and conditions
and otherwise comply with changes in applicable law.

4. Delegate authority to the Director, or his designee, to execute amendments to
the above mentioned two Agreements to increase the total maximum obligation
of each Agreement annually by no more than 40 percent above the annual
amount of the first extended term for Philips and first year of the Agreement
period for Fujifilm for a combined potential annual increase of $3,584,865 to: (A)
add equipment coming off warranty, to authorize and pay for out-of-scope repairs
or maintenance for equipment that is excluded under each Agreement’s basic
maintenance services, to add equipment/services at additional locations; (B) to
provide professional services; and (C) to cover emergency, unforeseen and/or
out-of-scope as-needed equipment maintenance, repair, and support services.

PURPOSE/JUSTIFICATION OF RECOMMENDED ACTIONS

Philips

Approval of the first recommendation will allow the Director, or his designee, to execute
an Amendment to the current Agreement with Philips for the continued provision of
equipment maintenance and support services for various types of medical equipment at
DHS facilities, Sheriff and MEC; and for software maintenance and support for Xcelera,
an image management software system at Harbor-UCLA Medical Center. Philips
assists DHS facilities in managing medical equipment, scheduling the maintenance and
repair for thousands of pieces of equipment, and generating compliance reports
required by The Joint Commission. Although the current Agreement is not slated to
expire until December 31, 2014, Philips agreed to a ten percent (10%) reduction in all
rates for equipment maintenance and allowed the reduction to take effect to January 1,
2014 of the current term if the Agreement was extended. Philips also agreed to provide
$50,000 in annual training credits for each of the extended periods. The recommended
Amendment will reduce the current rates and ensure the continuation of these
necessary equipment maintenance and support services to DHS, Sheriff, and MEC.
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Fujifilm

Approval of the second recommendation will allow the Director, or his designee, to
execute a successor Agreement with Fujifilm for the continued provision of equipment
maintenance and repair services and software maintenance and support services for
computed radiography digital imaging systems at DHS facilities listed in Attachment B.
DHS has successfully negotiated with Fuijifilm to maintain the current rates for the entire
duration of the Agreement term including the three extension periods. Fujifilm has
accepted the Agreement’s higher service level standards, which were updated and
strengthened to reflect the critical role of Fujifilm equipment and its information
technology support in the delivery of healthcare. Fuijifilm will connect with other DHS
modalities, including the electronic health record system, Online Real-time Centralized
Health Information Database (ORCHID).

Over the years, the Fujiflm system has expanded throughout DHS facilities and
encompassed changes in radiological technology applicable to direct patient services.
Fujifilm equipment is considered medical devices and is thus regulated by the Food and
Drug Administration (FDA). When the Agreement was initially set up, the equipment
was not considered Information Technology (IT) equipment. However, Fujifilm’'s IT
ancillary services support data storage, image retrieval, backups, and network
distribution of radiological patient information and requires a greater IT role. As a result,
DHS has drafted a successor Agreement with applicable IT provisions to better protect
the County.

Approval of the third recommendation will authorize the Director to amend the
Agreements with Philips and Fujifilm to implement modifications in accordance with the
Agreements’ terms and conditions, to obtain professional services, and to perform any
administrative contractual changes to the Agreements as required by changes in
applicable law.

Delegated Authority for the Two Agreements

Approval of the fourth recommendation will allow the Director, or his designee, to
increase the maximum obligation of the two Agreements up to 40 percent of the
agreements’ respective annual amounts of the first extended term for Philips and first
Agreement period for Fujifilm, to provide flexibility and faster response times to ensure
patient safety and The Joint Commission compliance, including but not limited to: the
addition of equipment coming off warranty, emergency work, out of scope
repairs/support services, additional locations, and professional services.

The Joint Commission requires facilities to ensure routine preventative maintenance,
timely repairs, and performance/safety testing of its medical equipment and to maintain
patient safety. Therefore, this delegated authority is necessary to enable the
Agreements to be amended timely to guarantee that the critical equipment is maintained
appropriately and ensure the safety of patients and facility staff, as well as to meet The
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Joint Commission requirements. Board policy generally allows delegated authority to
increase the maximum obligation up to 10 percent. However, based on experience in
recent years with several other equipment maintenance service agreements, DHS
believes that requesting 40 percent for potential increases is appropriate since adding
even a few pieces of equipment or an additional facility may require a significant funding
increase.

The facilities will only request that equipment, locations, and/or support be added if
additional services are needed and funding is available in the facility’s budget. In
accordance with Board Policy 5.120, on April 22, 2014, DHS provided the Board, with a
copy to the Chief Executive Officer, the required two-week notice of intent to request a
delegation of authority in excess of 10 percent.

Implementation of Strateqgic Plan Goals

The recommended actions support Goal 1, Operational Effectiveness, and Goal 3,
Integrated Services Delivery, of the County's Strategic Plan.

FISCAL IMPACT/FINANCING

The annual amount of the Amendment to the Agreement with Philips is $7,031,695. The
annual amount for the Agreement with Fujifilm is $1,930,468 for the first year and
$2,032,909 for subsequent years as purchased equipment comes off the original
purchasing warranty. The annual amounts by facility for both Agreements are identified
in Attachment B.

For the agreement with Philips, the potential annual increase under the 40 percent
delegated authority is $2,812,678 and would be funded using existing resources. For
the Agreement with Fujifilm, the potential annual increase under the 40 percent
delegated authority is $772,187 and would be funded using existing resources.

Funding is included in respective Departments’ Fiscal Year 2014-15 Recommended
Budgets and will be requested in future fiscal years as necessary.

FACTS AND PROVISIONS/LEGAL REQUIREMENTS

Philips

On October 18, 2005, the Board approved the current Agreement with Philips, who is
the OEM, as Purchase Order (PO) conversion to provide equipment maintenance and
support services.

On June 1, 2010, the Board approved an Amendment to the agreement with Philips to
increase the annual maximum obligation for additional maintenance and repair services
for the equipment manufactured by GE, Datex, and Siemens at discounted rates with
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better coverage of expensive parts. Although not the OEM for those pieces of
equipment, Philips has a multi-vendor discount program and proposed discounted rates
to maintain the equipment manufactured by GE, Datex, and Siemens. In addition,
Philips agreed to further assist DHS facilities in managing these assets by scheduling
the maintenance and repair for the thousands of pieces of equipment, and generating
compliance reports required by The Joint Commission. Philips trained its technicians to
be able to maintain the other firms’ equipment to ensure the equipment is serviced in
accordance with OEM standards.

Subsequent amendments approved by the Board extended the Agreement through
December 31, 2014 and through name change amendment, Philips Medical Systems,
Inc. was changed to Philips Healthcare.

Sheriff has four pieces of equipment and MEC has one piece of equipment under this
Agreement. It is not cost effective for Sheriff and MEC to establish a separate
agreement with Philips. Therefore, Sheriff and MEC have requested continuing
inclusion of their equipment in the DHS Agreement with Philips.

Fujifilm

On April 2, 2002, the Board approved an Agreement with Fujifilm for the provision of
preventative maintenance and repair services for Computed Radiography Digital
Imaging Systems at LAC+USC MC and Martin Luther King, Jr. Medical Center.
Subsequent amendments broadened Fujifilm’s services to DHS Medical Centers and
CHCs, and extended the term of the Agreement through June 30, 2014.

These Agreements are not subject to Proposition A as services cannot currently be
provided by County staff, and are not subject to the Living Wage Program (Los Angeles
County Code Chapter 2.201).

County Counsel will review and approve the Amendment with Philips and the
Agreement with Fujifilm prior to execution. The Chief Executive Office’'s Risk
Management Operations (CEO-RMO) reviewed the indemnification language in the
Amendment with Philips, which is not the County’s standard language but CEO-RMO
agrees that the additional risk has not been significantly increased by the language
proposed by Philips.

The County’s Chief Information Officer (CIO) recommends approval of the Amendment
with Philips and the Agreement with Fujiflm (Attachment A includes the CIO’s
concurrence with DHS’ recommendations).

CONTRACTING PROCESS

DHS continues to purchase Philips equipment and it is critical to retain an Agreement so
that equipment and software no longer covered under original PO warranties can be
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transferred into an existing Agreement. The recommended Amendment to the existing
Agreement with Philips is also advantageous to the County since Philips is reducing
pricing by 10% as of January 1, 2014 and continuing discount through 5 year extension
period..

Fujifilm is an OEM and is the sole provider of maintenance and support services and
parts for this proprietary diagnostic equipment. Contracting with Fujifilm will ensure that
DHS complies with FDA regulations and The Joint Commission accreditation standards.
DHS and IT County Counsel has opted to pursue a successor Agreement in lieu of an
amendment to the existing agreement because the existing agreement was first
executed without CIO involvement. Consequently, the recommended Amendment
contains applicable with applicable IT provisions to better protect the County.

DHS procures the continued maintenance and repair services from the OEMSs,
whenever possible, to ensure that covered equipment performs in accordance with the
manufacturer’s specification and complies with all accrediting and licensing agencies’
requirements, including The Joint Commission.

IMPACT ON CURRENT SERVICES (OR PROJECTYS)

Approval of the recommendations will allow DHS, Sheriff and MEC to obtain ongoing
critical equipment maintenance and repair services for facility operations.

Respectfully submitted, Reviewed by:

Mitchell H. Katz, M.D. Richard Sanchez
Director Chief Information Officer
MHK:RS:

Enclosures

c:  Chief Executive Office
County Counsel
Executive Office, Board of Supervisors
Sheriff’'s Department
Department of Medical Examiner-Coroner



COUNTY OF LOS ANGELES
DEPARTMENT OF AUDITOR-CONTROLLER

KENNETH HAHN HALL OF ADMINISTRATION
500 WEST TEMPLE STREET, ROOM 525
LOS ANGELES, CALIFORNIA 90012-3873

PHONE: (213) 974-8301 FAX: (213) 626-5427

JOHN NAIMO
ACTING AUDITOR-CONTROLLER

May 6, 2014

The Honorable Board of Supervisors
County of Los Angeles

383 Kenneth Hahn Hall of Administration
500 West Temple Street

Los Angeles, California 90012

Dear Supervisors:

RECOMMENDATION TO AWARD A CONTRACT
FOR THE ANNUAL COUNTY FINANCIAL AUDIT
(ALL DISTRICTS)

(3 VOTES)

SUBJECT

Approval of the recommended actions will award a contract for the annual County
financial audit for an initial three-year term and delegate authority to the Auditor-
Controller to exercise the County's option to extend the contract term for up to two
additional one-year terms for a potential total contract term not to exceed five years, and
to approve the contract firm's user complaint resolution procedures.

IT IS RECOMMENDED THAT YOUR BOARD:

1. Award and instruct the Chairman of the Board to sign a three-year
agreement with Macias Gini & O’Connell LLP to perform annual audits of
the County’s financial statements and grants as required by the Federal
Single Audit Act, effective upon Board approval. The contract sum for the
initial three-year term is $3,165,897.

2. Delegate authority to the Auditor-Controller to exercise the County's option
to extend the contract term for up to two (2) additional one-year terms, for
a maximum total term of five (5) years. The maximum contract sum,
inclusive of all option years, is $5,276,494.

Help Conserve Paper — Print Double-Sided
“To Enrich Lives Through Effective and Caring Service”
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PURPOSE/JUSTIFICATION OF RECOMMENDED ACTION

These actions will provide for continuation of annual audits of the County’s financial
statements and grants. California Government Code Sections 25250 and 25253 require
the County issue a Comprehensive Annual Financial Report. Also, the County annually
receives approximately $2.6 billion in federal funding. In order to continue to receive this
funding, the Federal Single Audit Act requires the County to have an annual audit
performed by an independent audit firm. In addition, the County needs audited financial
statements to demonstrate to the investment community (and the public) the accuracy
of the County’s accounting records and to verify the financial condition of the County.

Implementation of Strateqic Plan Goals

These actions are consistent with the Countywide Strategic Plan, Goal 2, Fiscal
Sustainability, by ensuring that the County’s financial condition is reported accurately
and in accordance with generally accepted accounting principles.

FISCAL IMPACT/FINANCING

The proposed contract is for a three-year term starting with the 2013-2014 audit, and
provides the County options to renew the contract for two additional one-year terms.
The maximum contract cost for the each year, including option years, is $1,055,299. If
approved, the options to renew would be exercised at the discretion of the Auditor-
Controller.

Funds are available in the 2013-2014 Nondepartmental Special Accounts budget to
finance the 2013-2014 audit. Ongoing yearly appropriations will be necessary to finance
subsequent years’ audit costs.

FACTS AND PROVISIONS/LEGAL REQUIREMENTS

The Comprehensive Annual Financial Report is mandated by Sections 25250 and
25253 of the Government Code of the State of California. Under the Federal Single
Audit Act, the County shall have a single audit of its federal expenditures. These
mandates require that the County annually issue a report of its financial position and
activity and a schedule a federal expenditures of federal awards, and that the reports be
audited by an independent firm of certified public accountants.

CONTRACTING PROCESS

The Auditor-Controller sent invitations to bid to 71 accounting firms and also posted the
solicitation information on the County of Los Angeles Online website. On February 6,
2014, the Request for Proposal (RFP) was sent to ten accounting firms which had
responded to our invitation to bid. Four proposals, from Macias Gini & O’Connell LLP,



The Honorable Board of Supervisors
May 6, 2014
Page 3

Simpson & Simpson, LLP, Vasquez & Company, LLP and Vavrinek, Trine, Day & Co.,
LLP, were received by the March 12, 2014 submission deadline.

Representatives from the Auditor-Controller, Department of Public Works and
Department of Health Services evaluated the four proposals. Macias Gini & O’Connell
LLP was selected as the highest ranked firm to provide the required services. Although
slightly higher in cost, the Macias Gini & O’Connell LLP proposal is recommended as
the most responsive and the best value for meeting the needs of the County’s annual
financial audit.

IMPACT ON CURRENT SERVICES (OR PROJECTS)

None.

CONCLUSION

We have negotiated the attached contract, which has been approved as to form by
County Counsel.

Upon execution by your Honorable Board, please return two original copies of the
contract to the Auditor-Controller.

Respectfully submitted,

John Naimo
Acting Auditor-Controller

JN:RGC:CY:JG:RA:js

H:\Special Funds\Special Projects\CAFR RFP 2013-14\Contract Board Letter.docx
Attachments

C: Chief Executive Officer
Executive Officer, Board of Supervisors
County Counsel
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CHIEF EXECUTIVE OFFICE
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WILLIAM T FUJIOKA Board of Supervisors
Chief Executive Officer GLORIA MOLINA
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ZEV YAROSLAVSKY
Third District

DON KNABE
Fourth District

To: Supervisor Don Knabe, Chairman MICHAEL D. ANTONOVICH

. . . Fifth District
Supervisor Gloria Molina

Supervisor Mark Ridley-Thomas
Supervisor Zev Yaroslavsky
Supervisor Michael D. Antonovich

From: William T Fujioka
Chief Executive Officer

Lisa M. Garrett
Director of Personnel

CAREER DEVELOPMENT INTERN PROGRAM
(RESPONSE TO ITEM 2, AGENDA OF JANUARY 7, 2014)

On January 7, 2014, on motion by Supervisors Antonovich and Molina, your Board
directed the Director of Personnel, in conjunction with the Department of Children and
Family Services, to produce and distribute guidelines for departments to use in order to
orient and train incoming Career Development Interns who are entering the workplace,
and report back within 120 days.

Background

Over the past 20 years, your Board has identified the development of career
opportunities for transition-age youth exiting the County foster care system as a critical
issue. One such program designed to assist at-risk youth is the Career Development
Intern program. The Career Development Intern program provides structured on-the-job
training and employment for transition age youth, and provides them the opportunity
and skills to successfully transition to full-time employment at the County of Los Angeles
in a broad range of entry-level positions.

“To Enrich Lives Through Effective And Caring Service”

Please Conserve Paper — This Document and Copies are Two-Sided
Intra-County Correspondence Sent Electronically Only
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Response

The Department of Human Resources (DHR) consulted with The Department of
Children and Family Services (DCFS) and the Internal Services Department (ISD) to
discuss best practices in orienting and training incoming Career Development Interns
who are entering the workplace. DCFS provided DHR staff with detailed and tested
guidelines to assist at-risk youth including roles and responsibilities, employee benefits,
workplace orientation, and work and life skills training. In addition, DHR met with all
County department representatives to assist in identifying positions to be filled by
Career Development Interns. DHR identified qualified candidates for Career
Development Interns, provided assistance for intern candidates in preparation for
selection interviews, and developed a selection interview session where Career
Development Intern candidates and department hiring managers could conduct
selection interviews within one day.

As of April 17, 2014, 14 intern candidates have received job offers as a result of this
process. Other qualified candidates have been invited to interview directly with
departments. DHR continues to run examinations for Career Development Interns, and
additional applicants will join the qualified list within the month. Newly qualified intern
candidates will participate in preparation sessions, and the selection interview process
in order for departments to meet their obligation to hire a minimum of one intern prior to
June 30, 2014.

Career Development Intern Program Guidelines

The Career Development Intern Program Guidelines are attached, and will be
distributed to County departments to assist them as they hire, orient, and develop their
Career Development Interns to become trained, permanent County employees. The
guidelines have been reviewed by departments to ensure they meet department needs,
and are useful and achievable.

Should you have any questions, please contact me or your staff may contact
Lisa M. Garrett, Director of Personnel, at (213) 974-2406 or Igarrett@hr.lacounty.gov.

WTF:LMG

C: Executive Office, Board of Supervisors
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Department Guidelines and Procedures

Department of

Human Resources

Lisa M. Garrett, Director
500 W. Temple Street
Room 555

Los Angeles, CA 90012
213.893.7810
agomez@hr.lacounty.gov

Effective April 17, 2014
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Overview

History

For over twenty years, the Los Angeles County Board of Supervisors (Board) has
charged County departments to provide employment opportunities for youth,
especially emancipated foster youth, and provide them with valuable work
experience so that they may become the next generation of career County
employees.

While some County departments have ready-made employment opportunities
for emancipated foster youth, others found fraining opportunities difficult to
identify. The Department of Children and Family Services, and the Internal
Services Department have developed a number of guidelines and processes
that facilitate career opportunities and growth for emancipated foster youth
and other at-risk youth. Their work and successes with Career Development
Interns have been instfrumental in developing these guidelines.

On January 7, 2014, on recommendation as submitted by Supervisors
Antonovich and Molina, the Board directed all Department Heads to identify
and fill at least one budgeted, vacant position that may be practicably filled
with a Career Development Intern; and directed the Director of Personnel, in
consultation with the Director of Children and Family Services, to produce and
distribute guidelines for departments to use in order to orient and train incoming
Career Development Interns who are entering the workplace.

Mission
The mission of the Countywide Career Development Intern Program is to expose
youth to career opportunities within the County of Los Angeles, and assist them
in gaining the skills and knowledge necessary to compete for full-time budgeted
positions.

Career Development Interns are hired to assist experienced journey-level
workers in a variety of training assignments of typically 12 to 24 months varying in
duration based on individual training requirements, and department financial
capabilities. At the conclusion of the assignment, the intern should be able to
qualify for a permanent County position.

== Career Development Intern Program 1 GUIDELINES



Objectives

By the conclusion of the internship, the department will have a motivated,
trained, and qualified employee capable of obtaining an entry-level position
within the department.

Career Development Interns will grow into a future with the County of
Los Angeles, as employed, engaged, and contributing citizens. During the
course of the internship, interns will launch their County careers. Additionally,
the intern will have been provided life skills training and tools in order to be
productive and fiscally responsible members of the community.

Who are Career Development Interns?

e They are emancipated foster youth who are at least 18 years old.

e They have currently enrolled in, completed, or have current or past eligibility
for the Department of Children and Family Services’ and Probation
Department’s Independent Living Program, or current enrollment in the
Department of Public Works' and Probation Department’s Youth Opportunity
Program.

e They have individual life, education, and employment experiences. Some
have worked for a few years; others have never had a job. Some are quiet;
others are extroverted. Each intern has skills and gifts unique to herself or
himself.

e They receive a structured 12 to 24 month on-the-job training assignment in
preparation for successful progression into a specific occupational field.

e They receive technical job training in office support/clerical, informational
technology support, skilled crafts support, or operational support.

e They receive guidance/mentoring on workplace behaviors and
competencies, individual responsibilities, and development of occupational
skill sets. During training, Interns are expected to develop and progressively
increase skills and independence as they gain experience and proficiency in
their occupation.

e At the conclusion of the internship, Career Development Interns will be able
to apply and for a permanent position in the County.

" Career Development Intern Program 2 GUIDELINES



Fiscal Impact on Departments

Funding
Participating County departments will identify budgeted positions in order to hire
and frain  Career Development Interns. Departments hiring Career

Development Interns will enter them into the personnel system as “M items -
Monthly Temporary Training” employees. The “M"” class allows temporary
employees to receive benefits.

Length of Internship

The Career Development Internships can last from 12 to 24 months. The
difference in time is up to the department and its needs. Variables include
position funding, and the amount of time required for the intern to complete
training and be ready for placement in a permanent position.

Costs

The department will incur some costs in the development and training of Career
Development Interns beyond the customary orientation and induction costs.
These include — if the department elects, and resources and space allows —
additional coaching, coordination and costs associated with the intern’s
participation in Department of Children and Family Services and Internal
Services Department structured training courses. Please contact the Program
Manager in Internal Services at (562) 940-2999 or the Volunteer Internship
Manager in Department of Children and Family Services at (562) 345-6633 if you
wish to receive additional information.

Please note that there is a reference to Note 40 with ltem No. 8250 Career
Development Intern, which grants the Career Development Intern a 5.5%
increase above the compensation provided for in Section 6.28.050 of this Code
after 12 monthes, if their performance is rated as “Competent” or higher.

" Career Development Intern Program 3 GUIDELINES



Career Development Intern Program Structure
Roles and Responsibilities

The Department

Each department will identify and provide a specified number of budgeted
classifications to be used as training slots. Additionally, the department needs to
determine the length of internship, — 12 versus 24 months, based upon
department needs — establish its benchmarks for Interns to ensure a successful
transition to permanent employment, provide a listing of on-the-job instructions
and work activities to be completed, and establish the performance level
needed for each activity in order to advance.

Each department will need to assign a Career Intern Program Coordinator to
track the intern’s progress, collect performance assessment forms, and provide
orientation — as part of the regular orientation process — as to the specifics of the
Career Development Intern Program within the department.

A journey-level supervisor, capable of providing training, and demonstrating the
support, patience, and empathy to work with emancipated youth is a critical
role in ensuring the success of an intern. Interns should also be paired with an
on-the-job coach who will serve as a guide and a resource for the Career
Development Intern and assist in the areas of character building, work ethic,
customer service and various other career enrichment qualities. The coach
provides periodic appraisals assessing performance in  departmental
assignments.

While on-the-job skills-building classroom frainings are fundamental components
of the Career Development Intern Program, frequent reviews and coaching are
key factors, as well. It is recommended that Interns receive training in a variety
of areas including work place efiquette, business ethics, conflict resolution and
resume writing, or the department may contact the Program Manager in
Internal Services at (562) 940-2999 or the Volunteer Internship Manager in
Department of Children and Family Services at (562) 345-6633 if you wish to
receive additional information.

Department of Human Resources

The Department of Human Resources (DHR) will coordinate guidelines, training
and other reference materials for departments to use in order to orient and train
incoming Career Development Interns. DHR will administer open continuous
Countywide examinations.

" Career Development Intern Program 4 GUIDELINES



DHR will also provide a Countywide coordinator to manage the Career
Development Intern Program. Questions regarding the Career Development
Intern Program may be forwarded to Ann Gomez, Human Resources Analyst, at
(213) 893-7810 or e-mail her at agomez@hr.lacounty.gov.

Coaches

The intern’s coach is a volunteer from within the hiring department who is
interested in supporting and providing individual coaching to interns. The coach
has a professional, mentoring relationship with the intern assigned to her or to
him.

The coach will meet with the intern on a regular basis to discuss his or her job
performance, interests, abilities, limitations, needs and assistance in establishing
goals and objectives. The coach communicates in an open and honest
manner with the intern, respectful of the intern’s confidentiality, and helps the
intern avoid compromising situations. In providing professional guidance to the
intern, the coach assists in assuring that intern observes all safety rules and
regulations.

During periodic meetings with the intern, the coach will check in with the intern
to ensure that she or he enrolls in the suggested courses of related instruction as
required.

The coach will meet with the departmental Career Development Intern Program
Coordinator on a regularly scheduled basis to discuss the Intern’s progress, and
assure that all relevant tfraining is provided.

Interns

Interns will be assigned work shifts, including evenings, nights or weekends,
sometimes at various work locations. Employees are required to be at their work
areas and ready to work at their designated start fime.

In order to provide quality customer service to the public and other County
departments, interns will conduct themselves in a professional, courteous and
efficient manner at all times. They should interact appropriately with their co-
workers and the public, and present a proper positive image.

The department should provide Career Development Interns classroom and
on-the-job training on related subject matter in his or her craft or job field, such
as keyboarding skills, computer software, safe use of hand and power tools,
mathematical refresher courses, and reading comprehension. Interns should be
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encouraged to take classes required to qualify for various exams and
apprenticeship tests for their particular specialty. On a monthly basis, interns
should be encouraged to engage with their coach and their supervisor for
mentoring and performance feedback.

Career Development Intern Progress

Employee Orientation

Career Development Interns will receive the same comprehensive employee
orientation as all new employees — including discussion of department-specific
policies. As many of the interns are new or recent arrivals fo the workplace, it is
recommended to take additional time in covering conduct and performance
expectations in depth. Some of these expectations may be new or unfamiliar to
the intern, and the difference between workplace behavior and non-workplace
behavior could be a new concept for her or for him.

Orientation for the Career Development Intern lasts beyond one or two
meetings. The intern’s supervisor, manager, coach, and departmental Career
Development Intern Program Coordinator should meet with the intern to follow
through on information presented, discover areas where additional help in
adapting to the new position is necessary, and reinforce learning to work in a
professional, customer-centric environment.

A checklist of areas to cover with the new intern should include:

Departmental Organizational Structure
Departmental Policies and Procedures
Dress Code Policy

Customer Service Standards
Confidentiality Policy

County Benefits

Timecard Policies and Procedures

Pay Days

Work Hours

Departmental Overtime Policy
Time-Off Requests Policy

Training Schedule

Employee Safety Guidelines
Non-Discrimination Policy

Sexual Harassment Policy

Policy of Equity
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Countywide Discipline Guidelines

Code of Conduct Policy

Workplace Violence/Threat Management Policy
Employee Safety Guidelines

Nepotism Policy

Cellular Phone Policy

County Identfification Cards

New Employee Guide to Workers’ Compensation
Return to Work Program

Family Medical Leave Act

Reasonable Accommodations and the Interactive Process
Family School Partnership Act

As part of the Career Development Internship, the new intern will be eligible for
select County employee benefits including vacation, sick pay, health and
dental insurance, and participation in the Pension Savings Plan. Interns are “M”
item employees, temporary employees in training paid on a monthly basis, and
are eligible under Title 5 of the County Code to participate in its benefits plans.
The department should assist the intern in enrolling in an appropriate plan, and
should follow up with the intern during Life Skills training on using benefits
correctly.

Employee Training and Development
Life Skills

In addition to establishing formal skills training for the Interns, it is recommended
that a component of Life Skills training be included. Please note that not all
Interns will require every this component of training. Many are young adults who
already possess some of these skills.

However, for those that may need additional support, such training will assist in
ensuring the success of the Intern’s employment experience and transition to
permanent status. The Department of Children and Family Services has shared
many resources that they have developed on these subjects. Please refer to
the appendices for these resources, beginning on page 25.

The Departments of Children and Family Services and Internal Services schedule
classes for Career Development Interns working for them regarding these life
skills. As classes are scheduled, the departmental Career Development Intern
Program Coordinator should establish a working relationship with the Volunteer
Internship  Manager at the Department of Children and Family Services
(562) 345-6633, or the Program Manager at Internal Services Division at
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(562) 940-2999, in order to check availability of these classes and whether the
classes can take interns from other departments. If these are not available, the
reference guides and presentations found in the appendices will be useful
reference for department personnel.

Examination Preparation

Before the end of the internship period, the Career Development Intern must
successfully pass the relevant examination for a promotional position in order to
become a permanent County employee. The Department of Human Resources
has eight Information Guides on their website that may be used for tfraining
purposes. A department may access them by the following method:

Visit http://hr.lacounty.gov.

Click on the Job Search link.

Go to Job Information Center.

Go to Employment Test Preparation System.
Click on Printable Hard-Copy Versions.

Departments may utilize Information Guides best suited to train their Career
Development Intern.

In addition to the Information Guides, by following the above steps departments
may also access Practice Tests that may be used for training purposes. The
following six tests may be downloaded and printed out:

Basic Arithmetic

Clerical

Data Interpretation Level 1
Data Interpretation Level 2
Reading Comprehension
Written Expression

The intern, his or her supervisor, coach and the departmental Career
Development Intern Program Coordinator will work as a unit in order for the
intern to have the best preparation for promotion and a permanent County
position. The experience and fraining over the internship period will help make
the intern’s experience successful and satisfying.

" Career Development Intern Program 8 GUIDELINES
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DEPARTMENTAL CAREER DEVELOPMENT INTERN
HIRING & STATUS REPORTING FORM

Please return completed form to the Department of Human Resources
500 W. Temple Street, Room 555, Los Angeles, CA 90012,
Attn: Career Development Intern Program
or fax to (213) 613-4773. Please refer questions to (213)893-7810.

CDIP Coordinator’s Name: CDIP Coordinator’s Phone:
E-mail:

CAREER DEVELOPMENT INTERN INFORMATION

Name: Employee Number:

Department: , CDI Specialty:
[ 8250A - Office Support/Clerical

Date of Hire: ] 8250B - Information Technology/Technical Support
[ 8250C - Craft Support

Projected Internship End Date: ] 8250D - Heavy Maintenance and Operational Support

Intern’s Home Address: Supervisorial District:

Gloria Molina, 1% District

Mark Ridley-Thomas, 2" District
Zev Yaroslavsky, 3™ District

Don Knabe, 4" District

Michael D. Antonovich, 5" District
Outside of Los Angeles County

|| || [

ASSIGNMENT INFORMATION

Work Location: Work Schedule:

Work Phone:

Name of Supervisor: Supervisor’s Phone:

STATUS CHANGE INFORMATION

Date of Permanent Appointment:

] CDI on Permanent Item Permanent Item Number & Job Title:

Department Name:

O Voluntary Discontinuation of Internship | Date of Discontinuation:

O CDI Released Date of Release:

Signature: Date:

The departmental Human Resources Manager’s signature is required for all status change information.
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Career Development Intern Program
Competencies

Work Skills
By the conclusion of the internship, CDI's will be able to:

Consistently type at a speed of at least 45 words per minute; 60 words per
minute is preferred.

Prepare properly formatted documents using Microsoft Word.

Effectively file documents alphabetically, numerically and chronologically.
Provide outstanding customer service.

Prepare complex presentations, charts and graphs utilizing PowerPoint.
Compile spreadsheet reports utilizing Excel.

Communicate effectively and appropriately using e-mail.

Manage an inventory of office supplies and other materials.

Skillfully navigate the Internet.

Life Skills
By the conclusion of the internship, CDls will be able to:

e ¢ @ © ® o o

Prepare a personal budget and operate within the parameters of that budget.
Manage a monthly cash flow.

Consistently save money.

Secure and maintain long-term living arrangements.

Plan and prepare a basic meal.

Prepare a personal plan for wellness.

Identify a workplace appropriate wardrobe.

Identify effective methods for conflict resolution.

Career Planning Skills

By the conclusion of the internship, CDls will be able to:

Conduct an assessment of their personal skills, abilities, aptitudes and interests.
Conduct an organized job search.

Skillfully complete employment applications.

Prepare three (3) personal resumes and a cover letter.

Confidently participate in job interviews.

Identify a personal career ladder.

Personal Growth Goals

By the conclusion of the internship, CDIs will be able to:

(CDlIs choose and develop this section)
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CAREER DEVELOPMENT INTERN PROGRAM AGREEMENT

l, , agree to participate in the Career Development
Program (CDIP).

| understand that the CDIP is a temporary, up to twenty-four months internship and that the
Department (NAME) provides no commitment to permanent employment at the end of the
program.

| understand that by accepting the position of a CDIP participant, | am committing myself to
fully participate in approximately one year of on-the-job training/experience and homework
assignments.

I understand continuing in this program after one year requires satisfactory performance
assessments.

| understand that three or more unexcused absences, excessive absences and/or excessive
tardiness may result in my immediate release from the program.

I understand that | will receive weekly mentoring and coaching in addition to monthly
performance assessments with my supervisor and the Career Development Intern staff.

| understand that | must follow the Career Development Intern Rules of Conduct and
Guidelines. If I am unable to consistently comply with these rules and guidelines, the Career
Development Intern Program Manager will release me from the program.

| agree to follow and observe all safety rules and regulations of the Department and other
agencies regulating the duties that are required as part of my job assignment and as a Career
Development Intern.

| understand that if | am terminated or if | resign, that | must return all identification badges.
Furthermore, | understand that failure to return the County-issued property may result in the
withholding of my final paycheck.

Finally, | understand that the Career Development Internship does not prohibit me from
participating in County examinations for permanent positions according to all applicable Civil
Service Rules. However, participants should provide at least two weeks advanced notice if they
plan to leave the program prior to the end of the one year program.

My signature below indicates that | have read, fully understand and agree to comply with the
guidelines rules and regulations outlined in this manual and with all other rules, regulations and
procedures related to employment with the (Name of Department) and with the County of Los
Angeles.

CDI Name: CDI Name:
(Print) (Signature)
Manager: Date:
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Career Development Intern Program

Monthly Performance Assessment

Employee Name: Employee No.
Job Title: Career Development Intern
Department:
Supervisor:
Assessment Period:
Ratings
(1) = Poor (2) = Fair (3) = Satisfactory (4) = Good (5) = Excellent

Attendance/Punctuality
Comments:

Job Knowledge
Comments:

Completion of Tests
Comments:

Appropriate Dress
Comments:

Compliance with Instructions
Comments:

Gets Along with Others
Comments:

Overall Rating (average the rating numbers above):

Additional Competencies Mastered:

Verification of Review

By signing this form, you confirm that you have discussed this review in detail with your

coordinator and/or training supervisor. Signing this form does not necessarily indicate that you

agree with this evaluation.

Employee Signature

Date

Supervisor Signature

19
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Career Development Intern Program
“Coach” Responsibilities

Coaches are volunteers from within (Department) ranks who are interested in supporting CDls
by providing knowledge, tips, employment advice and encouragement. Coaches are a critical
component of the CDIP as they serve as an added support — an aide that is vital to the on-the-
job training experience. Coaching activities include the following:

Meeting face-to-face or speaking by telephone on a weekly basis to discuss job
performance, interests, abilities, challenges and needs. Coaches provide assistance with
established short and long-term employment goals, objectives and competencies.

Providing a confidential and “safe space” to talk and share experiences that relate to
and could impact job performance.

Assisting in advising CDIs of appropriate work place behavior, and counseling on how to
navigate the Department’s culture. Coaches work closely with the supervisors and

coordinators of the program.

Monthly conferencing face-to-face or by telephone with the Departmental CDI Program
Manager to discuss progress, challenges and successes.

Assisting CDIs with mastery of Personal Growth Goals that lead to “self-actualization.”

Desirable Characteristics for “Coaches”

In a recent survey/discussion, current CDIs indicated that the following characteristics are
desirable in a Coach:

1)
2)

3)
4)
5)
6)
7)
8)

Former foster youth status — ability to relate to their life experiences.

Similar personal characteristics/life status — age, race, gender, marital status,
parenthood status, etc.

Availability.

Ability to tactfully/sensitively inform others when they are wrong.
Trustworthiness.

Good sense of humor.

Good example.

Confidentiality.

21



The CDI’s believe that these factors are important, as well:

1)
2)

3)

4)

5)

The Coach does not have to hold a particular position or job title.
The Coach does not have to work in the same office as the CDI.
CDIs should have a say in selecting their own coaches.

What Being A Coach for the CDIP is not:

A Supervisor: the Coach may consult with the supervisor and reinforce supervisory
expectations, but the Coach will not serve as the supervisor.

A Surrogate Parent: CDIs are young adults, not children. They may need sound advice,
but Coaches should not parent these employees.

A Defender: CDIs are encouraged to practice personal responsibility and to accept
accountability for their actions. Coaches must encourage them to do the right thing, not
justify or dismiss failure to do this.

A Bank Account: Coaches should not loan or give money to CDIs. They should give the
CDlIs advice about managing their own finances.

A Part-Time Participant: Coaches should be willing to provide support and guidance to
CDls for the entire 24 month internship and possibly beyond, into their first six months

-of County employment after completion of the internship.



Career Development Intern Program
Coach Application

(Please print)
Name:
Classification:
Work Location:

How long have you held your current position with (Department)?

What are your strengths as an employee?

What ratings did you receive on your last three (3) performance evaluations?

What life goals are you pursuing?

Why do you want to become a coach?

List some characteristics that you possess that would enable you to be a positive role model.

Describe any special knowledge, skills, talents that you can share with your intern.

Describe any previous experience you have had working with young adults.

Are you willing to make the personal commitment to serve as a coach for up to two (2) years?
Yes No

For whom are you willing to serve as a coach? (Check all that apply)
______Male

Female

18-20 years old

21 — 24 years old

25 years and older

23




Please write any additional comments you feel will explain your interest in serving as a Coach.
Be aware that these comments may be shared with your intern.

Thank you for taking the time to complete this application. Please return to:

(Name of CDIP manager, title, address)
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CDI Training Session
“Basic Overview"


e542671
Text Box
Example of DCFS CDI training presentation materials

e542671
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Accepted set by e542671


CDI Training Session
“Back to Basics”

@ Purpose of the CDI Program:

« Provide up to 24 month internship to
participate in on- the-job training leading to
permanent employment with LA County
DCFS or other department



CDI Training Session
“Back to Basics”

@ Objectives of the CDI Program:

= To master specific competencies in the areas
of
o\Work Skills
oLife SKkills
@ Career Planning Skills
o Personal Growth Goals



8¢

CDI Training Session
“Back to Basics”

@ Components of the CDI Program

= Worksite Training
« Classroom Training

. Self—ActuaIization
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CDI Training Session
“Back to Basics”

@ Worksite Training

= Any location within
DCFS

= Will be assigned to a
worksite supervisor

=« Must abide by the
rules and operating
procedures of the
worksite
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CDI Training Session
“Back to Basics”

@ Classroom Training

« Juesdays

o 1stand 3 at the
Pasadena Facility

@ 2nd and 4 at DCFS
Headquarters

= Must abide by the rules of
the Trainer

@ Come on time and
prepared

@ Be attentive
o Actively participate



CDI Training Session
“Back to Basics”

o Content of Classroom Training

« Pasadena Facility
o \Work Skills Development
oCareer Planning Skills Development

=« DCFS Headquarters
@ Career Planning Skills Development
oL ife Skills Development
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CDI Training Session
“Back to Basics”

@ Self-Actualization

= Apply the principle of
“Personal
Responsibility” to
attain goals

= Work with a “Coach” to

accomplish Personal
Growth Goals
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CDI Training Session
“Back to Basics®

@ Performance
Evaluation

= Monthly

= Annual

= Training



CDI Training Session
“Back to Basics”

@ Completion of the
Internship

= Mastery of Required
Competencies

= Achievement of
Desired Outcomes

= Exhaustion of Time
Limits
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CDI Training Session
“Back to Basics”

o Schedule for Today’s Session

PowerPoint Presentation and Discussion
o 9:00-11:00

Work Skills Development
o 11:00—11:30

Lunch
@ 11:30 — 12:30

Work Skills Development
@ 12:30 — 2:30

Career Planning Skills Development
@2:30 -5:00 '
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CDI Training Session
“Back to Basics”

= Questions???

@ About the CDI program

@ About the Work Site
Training Component

@ About the Classroom
Training Component

& About the Self-
Actualization
Component

@ About Performance
Evaluation

@ About Completion of
the Internship
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Example of DCFS CDI training presentati

ion materials

Career Development

Intern Program

Goal Setting


e542671
Sticky Note
Marked set by e542671

e542671
Text Box
Example of DCFS CDI training presentation materials
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Goal Setting

What is a goal:
-wants
-desires

-something to
accomplish




Goal Setting

 Must be:

1. Specific
2. Measurable
3. Achievable
4. Realistic
5. Timeline

[O)]
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or

Types of Goals

Social
Professional
Financial
Educational
Physical

Family

Personal Growth
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Personal Growth Goals

What is Self Actualization?

- the desire for self-fulfilment, namely the tendency for the individual
to become actualized into his or her potential

- the desire to become more and more of what one is to become and
everything that one is capable of becoming

- a desire, not a driving force, that could lead to realizing one’s
capabilities

- a desire or motivation to achieve budding ambitions

- the full realization of one’s potential



44

Personal Growth Goals contd

How do you measure it?

(Here are some questions that can help?)

-Are you doing what you like to do?

-Do you like where your are?

-Are you the best that you can be?

-Are you satisfied being with those around you?

-Are you happy with where you are in life?

-Have you accomplished what you set out to accomplish?



Goal Setting
Exercise

« Write at least 5 goals
(see previous *

., categories) -

N
— See handout @




Goal Setting

e Comments

 Questions

N
N

* Follow up — 60 days
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Example of DCFS CDI training presentation materials

CDI “Program Overview”
for
Coaches and Supervisors


e542671
Text Box
Example of DCFS CDI training presentation materials

e542671
Sticky Note
Accepted set by e542671


CDI Program Overview

@ Purpose of the CDI Program:

= Provide up to 24 month internship to
participate in on- the-job training leading to
permanent employment with LA County
DCFS or other department



Ly

CDI Program Overview

@ Objectives of the CDI Program:

= To master specific competencies in the areas
of
@\Work Skills
oLife Skills
o Career Planning Skills
o Personal Growth Goals
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CDI Program Overview

@ Components of the CDI Program

= Worksite Training
» Classroom Training

-~ a Self-Actualization
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CDI Program Overview

' 6 Worksite Training

= Any location within
DCFS

« Will be assigned to a
worksite supervisor

« Must abide by the
rules and operating

procedures of the
worksite
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CDI Program Overview

@ Classroom Training

= luesdays

@ 1stand 3 at the
Norwalk Facility

« Must abide by the
rules of the Trainer

@ Come on time and
prepared

@ Be attentive
@ Actively participate
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CDI Program Overview
@ Content of Classroom Training

= Based on Training Competencies
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CDI Program Overview

@ Self-Actualization

= Apply the principle of
“Personal
Responsibility” to
attain goals

« Work with a “Coach” to
~ accomplish Personal
Growth Goals



CDI Program Overview

@ Coaches are
‘volunteers from within

DCFS ranks who
.  provide
=« knowledge,
« lips,
= employment advice
and
= encouragement.




CDI Program Overview

* Coaching activities include the following:
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CDI Program Overview

» Meeting face-to-face
or speaking by
telephone on a weekly
basis to discuss

@ job performance
@ Interests

@ Abilities

@ challenges

@ needs.
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CDI Program Overview

Providing guidance and
assistance with
established short and
long-term employment
goals, objectives and
competencies.
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CDI Program Overview

@ Advising on appropriate
work place behavior, and
counseling on how to
navigate the
Department’s culture.

o Coaches work closely
with the supervisors and
coordinators of the
program.
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CDI Program Overview

@ Monthly conferencing
face-to-face or by
telephone with the
Program Manager to
discuss CDI progress,
challenges and
successes.
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CDI Program Overview

@ Assisting CDls with
mastery of Personal
Growth Goals that

 lead to “self-
actualization.”
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CDI Program Overview

@ Providing a
confidential and ‘safe
space’ to talk and
share experiences
that relate to and
could impact job
performance.
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CDI Program Overview

Suggestions from CDls for
Desirable Characteristics of
Coaches

Former Foster Youth Status

Similar Personal
Characteristics/Life Status

Availability

Ability to tactfully/sensitively
inform others when they are
wrong

@ Trustworthiness
® Good Sense of Humor
@ Good Example

@ Confidentiality



CDI Program Overview

@ Other important considerations:

= The Coach does not have to hold a particular
position or job-title.

= The Coach does not have to work in the same
office as the CDI.

= CDIs should have a say in selecting their own
coaches.
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CDI Program Overview

What a coach is not...

A Supervisor - The Coach may consult with
the supervisor and reinforce supervisory
expectations, but the Coach will not serve as
the supervisor

A Surrogate Parent — CDIs are young adults,
not children. They may need sound advice but
Coaches should not parent these employees.
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CDI Program Overview

What a Coach is not, cont'd.

A Defender — CDls are encouraged to practice
personal responsibility and to accept
accountability for their actions. Coaches must
encourage them to do the right thing not justify
or dismiss failure to do this.

A Bank Account —Coaches should not loan or
give money to CDls. They should give the
CDIs advice about managing their own
finances.
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CDI Program Overview

o \What a Coach is not, contd.

A Part-Time Participant — Coaches should
be willing to provide support and guidance to
CDls for the entire 24 month internship and
possibly beyond, into their first 6 months of
County employment after completion of the
internship.




CDI Program Overview

@ The Role of the Supervisor

= Provide day-to-day oversight
@Assign duties/tasks

~ @Give detailed instructions/directions regarding the
completion of tasks

@Provide constructive feedback/criticism regarding
completion of assignments



CDI Program Overview

@ The Role of the
Supervisor, cont'd.

@ Reinforce work skKill
competencies

« Ensure opportunities
to apply competencies

» Allow opportunity to
practice office skills
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CDI Program Overview

@ The Role of the Supervisor, cont’d.

@ Model/Instruct on baSIC work place expectations,
such as

= A General work ethic

=« The importance of regular attendance/timeliness
« Appropriate business attire

» Interpersonal relationships in the workplace
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CDI Program Overview

® Performance
Evaluation

=« Monthly

« Annual

= Training



074

CDI Program Overview

@ Completion of the
Internship

» Mastery of Required
Competencies

= Achievement of
Desired Outcomes

= Exhaustion of Time
Limits



L

CDI Program Overview

= Questions???



“Building Your Village”

-
Jls :



Example of DCFS CDI training presentation materials

- Objective of Training
ntify a path for success for employees

e Discuss obstacles that prevent a potential
“problem” employee from becoming a
“cood” employee

e Have a discussion on Balance and how to

g
NET

R

2

1974

maintain Balance

e Identify ways to maintain your stress level



e542671
Text Box
Example of DCFS CDI training presentation materials


Building Your Village

. A good employee isn’t someone who just
comes to work everyday and does there
work.

_ There is always something behind those that

can be productive and stay productive; This is
called:

v/

This person has learned how to balance their
personal and work life no matter what occurrence:

| et’s take a look at the definition of Work- Life
Balance...



Building Your Village

- Work- Life Balance

- The amount of time you spend doing your job
compared with the amount of time you spend

5 with your family and doing things you enjoy




9/

- . \
Building Your Village = 4
Imagine life is a game in which you are -
juggling five balls. The balls are called work,
family, health, friends, and integrity. And you're
keeping all of them in the air. But one day you
finally come to understand that work is a rubber
ball. If you drop it, it will bounce back. The
other four balls- family, health, friends,
integrity- are made of glass. If you drop one of
these, it will be irrevocably scuffed, nicked,
perhaps even shattered. And once you truly
understand the lesson of the five balls, you will
have the beginnings of balance in your life.



Building Your Village

- Areas where balance/attention is needed
- Financial Considerations
- Family Considerations
- Social Considerations
- Educational Considerations
- Personal Considerations
- Integrity

L/




8/

. With each area where balance and

Building Your Village

attention is needed, there also needs to be
supporters or resources that have your
back. You should be able to utilize your
village to get where you need to go!!

. Let's take a look at some of the things you

need to consider when trying to "Build
Your Village"...




Building Your Village

* Plans/ Preparation
- Who can help you?
- How do you know this person?
- Is this person dependable?

- How often do you communicate with this
person?

~ Is this person fully aware of your
goals/needs?

-~ Is this person willing to help you?
— - Is this person able to help?
- Who do you help?

6/
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Building Your Village

- Each consideration needs decisive

timing and considerate preparation.

- Let's take a look at each aspect and

unforeseen contingencies that can
take place with up- keeping your

balance.
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Building Your Village

* Financial Contingencies: Things that can effect
your budget

— Transportation

— Housing

— Child Care

— Personal care

— Entertainment

— Food/Groceries

— Credit counseling/EAP/pay bills on time
— ldentity theft
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Building Your Village

« Transportation

— Cars

« Buying vs. Car Loans
 Insurance
- Registration
« Tickets
« Maintenance
» Repairs

« Ridesharing

— pertaining to sharing rides or transportation, especially among
commuters

Personal cars vs. Rental cars/ Vanpooling
Gas money

Rental Fees

Reliability
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Building Your Village

* Public Transportation

— Bus vs. Train
* Bus scheduling
e Monthly pass vs. money
— LA County Commuter Benefit Plan
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Building Your Village

- Resources/Supports
- LA County RideShare

- Commuting
- LA County Commuter Benefit Plan

+ What is your Plan/ Supports?
- Refer back to Resources/ Supports

4°]
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Building Your Village

* Housing
— Renting vs. homeownership

» Security deposit
 Bankloans
 First time home buyers program
* Fixed rate vs. Balloon rate vs. Adjustable rate
 Interest, property taxes
» Credit worthiness

— Stay at home with parents vs. Room mating
« Having to trust another out of your comfort zone.
« Sharing responsibilities and up-keeping them.
» Have to watch the company (confliction)



Building Your Village

« Evictions
— Stay on your credit for 7 + years.
— Looking for housing with Evictions can be tricky

¢ ¢ Some tips:

— Try looking before the eviction has actually been
updated to your credit report.

— Try private owners/small complexes vs. property
management

— Try Craigslist with keyword “No Credit Check’

- Beware of Fraud and gimmicks



Building Your Village

Resources/ Support

- Programs
- THP, THP Plus
- http://www.ilponline.org/
- Section 8
» http://hacla.org/
- Low- income |
- http://www.publichousing.com/state/california

- Subsidized Housing
- http://housing.lacounty.gov/

/8

Keep in mind these programs are money-
savers but with little or no privacy and
limited guest visits.




Building Your Village

- Child Care
- Whose your primary
. - Whose your back-up |
- What do you do in the case of your child
being sick? |




Building Your Village

» Resources/ Supports

- What is your plan?

o
O




Building Your Village

« Personal Care

- Blr‘rh Control

g_tf_grmence 100% protection against both pregnancy and
S

- Condoms

- Day After pills

- Mirena TUD

- NuvaRing

- Depo-Provera Shots

+ Patches

- Pills

- Sterilization/ Hysterectomy

06
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Building Your Vlllage

* Personal Care

- Weight

- Grooming

- Hygiene

- Medical Benefits
- Eyes
* ears
« Teeth

- Adornment

+ The act of adorning. 2. Some’rhmg ‘rha’r beauhfles or
adorns; an ornament




Building Your Village

. Entertainment
- Social Events
- Concerts
- Theme Parks
- Stress Relief

- Food Groceries
- WIC |
- Food Banks

cé




Building our Village

- Credit Scores

- Acredit score is a numerical expression based on a statistical analysis of a |
person's credit files, to represent the creditworthiness of that person. A credit
score is primarily based on credit report information Typically sourced from
credit bureaus.

- Lenders, such as banks and credit card companies, use credit scores to evaluate
the potential risk posed by lending money to consumers and to mitigate losses
due to bad debt. Lenders use credit scores to determine who qualifies for a loan,
at what inferest rate, and what credit limits. Lenders also use credit scores to
determine which customers are likely to bring in the most revenue. The use of
credit or identity scoring prior to authorizing access or granting credit is an
implementation of a trusted system.

- Credit scoring is not limited to banks. Other organizations, such as mobile phone
companies, insurance companies, landlords, and government departments employ
the same techniques. Credit scoring also has a lot of overlap with data mining,
which uses many similar techniques.

- EICOis a publicly-traded corporation (under the ticker symbol FICO) that
gl;ec;fed the best-known and most widely used credit score model in the United
ates.

)




Building Your Village

- Credit Counse“hg Credit Score | Description
- Debt minimize '
- Prioritize 730 - 850 Excellent
- Highest Interest Rate "Pay more”
o - Credit Unions 700 - 729 Great
- EAP
- Pay bills on time 670 - 699 Good
- Credit is your "cash” these days
. Take good care of it 585 - 669 Average
- Identity theft
300 - 584 Poor




Building Your Village

What makes up a FICO credit score?

] Payment History

B Amounts Owed

O
6]

[T] Length of Credit History

] New Credit Accounts

I Types of Credit Used




Building Your Village

- Banking
- Checking ( In the Chexsystem)

is an eFunds check verification service and consumer credit
reporting agency like Experian, Equitax and TransUnion. While
most credit reporting agencies broker data about how a
consumer handles credit relationships, ChexSystems provides
data related to how a consumer has handled deposit accounts
at banking institutions.

- Saving

- Pay Day Advances vs. Horizons Loans
- Interest Rates

- Loans vs. Horizons Loans
- Interest Rates |

orizons Hardship Withdrawals

96
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Building Your Village
+ Family

- Marriage

- Kids

- Travel

- Holidays

- Permanency for family members

Lé




Building Your Village

. Resources/Supports
- What is your plan?

O
Qo




Building Your Village

. Social

- Entertainment
* "Free”
- Friends/Boundaries
- “Pay it Forward”
- Volunteer opportunities
- Networking

66




Building Your Village

- Resources/Supports
- What is your plan?




Building Your Village

- Educational

- Education is the Key to your future - don't stop
'til you get enough. What is “"enough”?

~ Full-time versus part time
- Scholarships
- Grants
- Financial Aid
- Funding

L0t




Building Your Village

- Resources/Supports
- What is your plan?

(@]
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Building Your Village

 Personal

- Never be content

+ Strive for more
- Sometimes out of your “comfort zone"

- Illegal drugs |
+ Can impair your judgment and decision

- making
- Alcohol

- Impacts health
- Impairs Motor Skills

€0l




. Personal

- Negative influences

- Peer pressure
. Goals get "thrown" fo the side

- Health care

- Maintenance
. Knowing what is necessity over want.

- Counseling
. Everyone has “issues". Don't be afraid to seek help.

. An ear to listen to.

vOl




Building Your Village

» Resources/Supports
- What is your plan?

o
o
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Bu|ld|n9 Your Vl“Clge

. Planning for contingencies - "Rainy
dayll
- Unexpected expenses

- TIliness/accidents
- Disability Insurance
- FMLA
- Medical/ Stress Leave

- Other people

901




. Unintended consequences
- Can happen at anytime

_ - When a solid support system is in tack
you will see more of the Balance effect
versus the Domino effect

- Which leads to the next questions

L0




Building Your Village

+ How can the village help?

- Who is in your village?

801

- What does each person bring?

- How do you ask?

j_




Building Your Village

* Integrity
- Are you "balanced"?

601

- If not, what do you need to get a handle
on? (Prioritize)

- Realistic approach
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Building Your Village

- How do you stay on course?

- Write the plan

o

- Review the plan
- Revise the plan

- Update the plan




Building Your Village
+ What does your village look like?

Current Life Mix

Household &
Family Time Money 9%
23%
Personal 5%

pu—
f—
—_—

e e e e

e Social 3%

Y Leisure 2%

-

What is wrong with this work-life
balance chart? What is wrong with it
if referring back to the excerpt?




Building Your Village

» What needs to be added to your
village?

N




Building Your Village

. Timeframe for achieving work life
balance

= - 1 month tasks
- 3 month tasks
- 6 month tasks
- 9 month tasks
- 12 monTh tasks




Building Your Village

. How will you know when your village is

built?
- - Benchmarks/Awards for each area and
each component ——

“1'd like to work flexible hours to avoid my
children.”




Building Your Village

- Dealing with the stress

- Fun

- Attitude adjustments
- Eating Healthy

- Physical Activity

- Relax... mind & body

- Sleep |
- Healthy Relationships
~ Spirituality

GlLlL







Family?

Friends?

Teachers?

Counselors?

Role models?

Co-workers?

Mentors?

Who's in my Village? How can they help me?
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VI GOAL SETTING

Name

Description of the
Goal:

Steps to be taken to accomplish the Goal:

Step 1

Step 2

Step 3

Step 4

Step 5

Who Can Help Me Reach This Goal?

Person’s Name:

Person’s Name:
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Apartment Hunting Assignment

ASSIGNMENT:

Assume that you are an apartment hunter. Develop a plan for
securing an apartment that is right for you. Use the internet to
complete this assignment. Determine

1) the type/set up of the apartment that you need

2) three areas where you may want to live

3) locate possible apartment options in these areas (3 in
each area)

4) determine what resources/information you would
need to be able to move in

5) Investigate moving companies

6) Research preparing the inside of the apartment
(carpet cleaning, general cleaning, paint costs, etc)

7) Investigate completely furnishing the apartment.
Obtain the costs for all new furniture.

Note: You may include any other information that you think
will enhance the assignment.

Prepare a PowerPoint presentation using all of the information that
you have identified.

Be sure to use proper grammar and correct spelling. If you use

statistics, you must cite the source of your information. Include
pictures and graphics.
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