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WISCONSIN STATE TRAINING COUNCIL (WSTC)

Meeting Minutes Summary

Tuesday, May 12, 2009
GEF 3, Room 041 (street level), Madison, WI

WSTC OFFICERS:

· Robert Toomey (OSER), Chair
· Gina Pruski (OPD), Vice Chair
· Shirley LaFontaine (DATCP), Secretary-Treasurer
· Don Schutt (UW Madison), Immediate Past Chair

MEETING ATTENDEES:

(includes Council Members/Associate Members/Agency Representatives/Guests)

	Robert Toomey, OSER

Shirley LaFontaine, DATCP

Kay Lawrence, DPI

Pat Miller, DOJ
Maggie Hart, DOA
Kathleen Hoag, DHS

Mark Isenberg, DVA

Michael Hammer, DHS/MMHI

Tracy Caradine, DOA
	Sylvia Cantu Smith

Gina Pruski, SPD
Beth Hennes, NWTC

Mike Jones, UW Extension

Shirley Weilding, DWD

Janet Rivers, DOT

Sue DeWalt, DNR
Susan Paddock, UW
Guests:

Ed Porter, OSER

Al Cooper, OSER




1) Welcome, Introductions and Check-In – Robert Toomey:
Robert called the meeting to order at 8:35, welcomed the attendees and introduced the guests. 
Check– in question was “What exciting things are going on in your world in this environment of                     change and challenge?” 
2) Training Seminar/Resources for At-Risk Employees – Ed Porter (OSER):

OSER has been gathering training materials from agencies in order to update their website and provide helpful information to employees on the topics of movement, resume writing, interviewing and EAP. Each agency is familiar with the needs of their own employees, however Ed wanted to notify the Council that these tools are available. If necessary, this information can be taken to state employees that work in field offices outside of Madison, or sent out. Shirley Weidling (DWD) volunteered to forward information from the DWD website. On June 24, Michael Hammer (DHFS) will be offering “I Can’t Take It Anymore – Managing Stress in a Stressful World” followed by “Changing with the Times: Managing Change in an Ever-Changing World” with Chris Donisch instructing. Anyone interested can visit the OSER website – Training, Employee Development Series to register. These workshops are offered quarterly. If anyone has additional advice, suggestions, is able to teach or act as a resource, please notify Ed. 

3) Follow Up regarding April Special Meeting on HR services Alignment – Discussion facilitated by Robert Toomey: 
There is some interest in initiating an on-line survey to discuss issues on this topic – we are uncertain at this time if a survey will be offered. Our budget has not yet been approved. The Capitol is interested in knowing what cost savings the alignment would offer – there is no information attached to that as of yet. (** Robert facilitated a SWOT exercise – the results are attached to these minutes). Is there an audience for communication, even if there is nothing concrete? Jack Lawton (Acting Administrator of DMS) has indicated things are on hold until the budget is settled. Would it benefit us to discuss the potential impact on training due to the furloughs? 
4) Reports & Other Discussion:
a) Continuing Education: Employee and Supervisor Training – Shirley Weidling and Committee: Respectful Workplace session – there are 6 seats left. Stress Management workshop is on June 24, 10 seats are left. Change workshop has 5 seats left. Negotiation Skills is scheduled for August 25 (for Supervisors). Effective Communication Skills for Supervisors is scheduled for October 6, along with Power Point.
b) State Training Conference: Robert Toomey:
Robert presented a PowerPoint slideshow (attached below) with stats and information regarding our most recent conference. We are faced with making a decision soon regarding 2010. Currently, there are 4 options: to continue the conference as we have done, to scale the conference down, to combine efforts with other organizations (ie: SHRM, ASTD, etc) or to discontinue the conference (the power point is attached to these minutes for further detail). Other options presented were to hold the conference bi-annually or every 18 months or begin the conference at a later time to avoid lodging expenses. Following a show of hands, the consensus was to try to combine efforts with another organization to offer a larger, more expanded conference. A brief discussion was held as to how this could be initiated. Agreement was reached to contact these various organizations in the near future to determine if they have an interest in this. We are also seeking volunteers for the Conference Committee.
5) Enterprise Leadership and Management Development training programs: Discussion – Susan Paddock:
The third ELA will conclude in June. A proposal has been made to Jennifer Donnelly for both another Enterprise Leadership Academy (ELA) and an Enterprise Management Development Academy (EMDA). A combined curriculum of on-line (Skill Soft) and classroom sessions are being considered. Skill soft would have to be purchased by the attendees in addition to the cost of the Academy. The EMDA pilot did not go as well as expected – content will be reviewed. The challenges are keeping costs for both programs down, and determining if employees are able to find the time to attend. Susan asked the Council if anyone would be willing to teach any sessions. There will be a continuous need for these programs due to upcoming retirements. The current cost is $1500, the goal is to be able to lower the cost to under $1000. This could be feasible if both internal and external vendors are used. Susan is waiting for a decision from Jenny regarding the proposals and will notify Robert when she hears.    
6) Other Business: Other Activities and Topics:
Furloughs and morale – Kay Lawrence: Kay suggested that we meet in a month to share what we are doing at individual agencies to address these concerns (maybe at a Meeting of the Minds?) Should we be thinking about what we can do for Supervisors to help them work through morale issues? Is it a good idea to offer training sessions on these topics? 

Next Meeting:

Will be held on Tuesday, August 11 @ GEF 3, 125 S. Webster St., Room 041 (plaza level) 

Adjournment: 

The meeting adjourned at 11:10am. A Meeting of the Minds followed.

ATTACHMENTS:

1. SWOT Exercise regarding Training and HR Alignment 

2. Options for Future State Training Conference

SWOT EXERCISE

Wisconsin State Training Council – May 12, 2009

QUESTION:

What would be the Strengths, Weaknesses, Opportunities and Threats, relative to Training, if an HR Services Alignment initiative were to be implemented?

STRENGTHS:
· Training is an identified need – there continues to be activity

· Sharing curriculum across agencies to reduce costs

· Strong training program that meets our agency’s specific needs as perceived by managers/employees

· Training Council has collective resources and expertise

· Each agency has expertise in its function

· Internal resources (people)

· Oversee IT training bulletin & enforcement at lowest cost

· Centralized IT training offerings

· Opportunity to work with various professionals

· We have senior HR staffing – employees with lots of expertise

· We have limited number of internal training officers and it would be good to share resources

· Data Center and consolidation of IT

· Collective gathering of knowledge and great minds

· Consultation and strength of relationships with supervisors 

· Ability to provide JIT (just-in-time) training

· Statewide connections & national standards

· DHS has lots of good training, most of it at no cost, and some available to the entire enterprise (not just DHS)

· DHS has regular offerings in much-sought training programs, including stress management, change management, and conflict resolution

· Knowledge and understanding of the needs in my agency

· Larger network of known resources

· Centralized record-keeping

· Consistency with HR procedures and processes

WEAKNESSES:
· Loss of intimate knowledge of agency

· Loss of organizational attachment (specific agency)

· Uncertainty among HR staff

· Training becomes too watered-down, generic

· Lack of financial resources

· Not enough answers to our questions

· Lack of systems (technology) for training management system, training content management system

· Some agencies have centralized training budgets currently; some don’t

· Lack of clarity, lack of communication

· Too hard to get agencies to agree to common policies & procedures

· Lack of professional development of employees to promote into important jobs

· Structure – how will it function?

· Territorialism, duplication, poor communication, non-communication

· Lack of budget and resources to support agency training

· Losing the “just in time” capability with more structure

· “Not all agencies are created equal”:  Small, medium, large; Funding sources; Level of active involvement with WSTC

· Can’t offer as many opportunities as I hoped

· Losing the program-specific knowledge and idiosyncrasies needed to have the right people at the right time (HR generalist vs. technical specialist)

OPPORTUNITIES:
· Remote offices need opportunities & one agency may not have enough people in one area

· More resources since OSER would go from GPR to seg. funding [Ed. note:  Program revenue]
· Chance to share resources and expertise to benefit all staff

· Will they combine training programs to encompass all agencies to save money?

· More efficient use of resources; filling seats in training classes

· Sharing of new ways and technologies to provide training

· Broader curriculum to offer enterprise-wide

· Ability to provide training to smaller agencies that have little or none at this time

· Sharing of course development costs

· Division of labor providing specialization (IT expertise, evaluation expertise)

· Able to tap into other professional development experts in areas outside of my expertise

· Better able to increase our professional development as trainers

· Networking, shared services

· Opportunity for movement, advancement

· Funding might be increased or stabilized

· Visibility for talent management programs would increase

THREATS:
· Lack of coordinated effort across agencies that needs to provide training at certain times

· Biggest fear:  The new alignment plan may greatly threaten the future of the Team Leader/Facilitator Skills program, as there usually are 20-plus faculty members for every offering, and if there time was charged back, this would make the program too expensive for anyone to attend (at present, the faculty are all volunteers, with permission to attend one or more days of each program – this has kept the cost very low -- $130 for 5 days – the cost would become prohibitive, most likely, under the proposed plan)

· Concerns about layoffs

· Difficult to lump current training staff into one – i.e., some represented, some not, salary equity, etc.

· State budget crisis

· “One size fits all” mentality

· Matrix management:  To whom do I really report?  To whom am I accountable?

· Loss of jobs in HR – competing against each other for a limited number of jobs

· Reduction in resources overall – too much time/resources spent “navel gazing”

· Some agencies face bigger cuts than other agencies

· Fear of job loss due to overload of certain classifications

· Non-cabinet agency – internal conflicts with agency head

· Morale, burnout, stress, etc., etc.

· Omniscient power broker decides/knows all

· Agency money to spend on IT training shrinking, but still need the training

· IT products constantly changing

· We don’t know who this is going to impact – is it just the “HR” proper folks, or does it go down to technical program specialists?

RECAP:  8th annual Wisconsin State Training Conference -- February 26, 2009:   How did we do? 

· 198 participants

· 20 presenters

· 7 exhibitors

· This year’s conference lost approx. $800

· Loss was more than covered by previous conference balance ($2300)

· Feedback

· Lessons Learned

2009-2011 State Budget Impact

· Major deficit is a serious issue.

· We had to really “bust our behinds” to get near our goal for this year’s event.

· Going forward, state budget impact may be much more severe than it was this year.

· State budget includes 2-year initiative to align HR services (including HR, ER, training, EAP, payroll) at all executive-branch state agencies under direction of OSER. (Pending budget approval.)

Going forward with an annual event?

· Several options for the future

· Going forward, we really need:

· Council buy-in, involvement

· Council member effort toward spreading the word, inviting people in your network

· Getting involved, attending, presenting, helping invite people to submit presentation proposals, etc.

· Deciding on what to do now?

Future Event Scenario #1: Continue “As-Is” in 2010

PROS:

· Conference has been successful over the years

· Great networking opportunity

· Learning experience for those who work in training, employee development and human resources

· Opportunity for private & public sector to network & learn from one another

· Adds value to Council

· Have the planning down pat after all these years 

CONS:

· Limited resources to develop and implement Conference

· Budgetary concerns:  Risk of failure

· Will people come during these tough economic times?

· Challenges we faced in  2009 (marketing, attendance, finances) could be more dramatic.  (We “busted our behinds” to pull off the 2009 event.)

Future Event Scenario #2:
Expanded Event in 2010 

to include ASTD, SHRM, SHRMC, IPMA, MAQIN, others?

PROS:

· Opportunity to work with other training & related affinity groups

· Could offer more sessions with a wider variety of topics

· More networking 

· Pool resources to organize Conference

· Spread costs/risk among several groups

CONS:

· Council has less control 

· Requires work to identify  groups & gauge interest

· No guarantee that anyone will say “Yes”

· Groups may have varying interests & goals

· How to divide costs, revenues, etc.

· Will people come during these tough times?

· Public image of expansion?


Future Event Scenario #3:   Scale Back in 2010 
(e.g., Pyle Center)

PROS:

· Council maintains control over the planning

· Could tailor to audience’s specific needs

· Easier to plan a smaller event

· Costs would most likely decrease

CONS:

· Fewer networking opportunities than available in current format

· Fewer learning opportunities than available in current format

· Will people attend a scaled-back event?

Future Event Scenario #4:  Discontinue Conference

PROS:

· Saves work

· Saves time

· Saves money

· Eliminates any risk

CONS:

· Decreases value of Council

· Potentially serious harm to Council’s “brand” image and reputation

· Missed networking opportunities

· Missed learning opportunities

· Will we ever bring it back if we stop now?

Future Event Scenario #5:   LIMITED EVENT 
(for 50 people, mostly Council folks)

· Half-day, no registration fee, no lunch

· Use free state room, e.g., DHS Room 751

· Get free speakers

· Offer Council members chance to showcase an initiative or project

· Remember:  We could do this anyway (e.g., as an afternoon component to our quarterly meeting) – so perhaps eliminate this up-front as a conference option to consider/decide on???

DECISION TIME
Today, or soon (within a couple weeks)

· Which option does Council prefer?

· How to decide this?  

VOTE, or CONSENSUS?

· Then, how to proceed?

