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February 6th, 2020
Chair: Diana Sapera                                     
Co-Chair: Elisa Cervantes and Gio Pineda


Introduction of new statewide officers: Admin Assistant, Eduardo Sanabria and Treasurer, Isabel Arce. No one should have paid for parking, free parking since it is a state office. Thank you to everyone who brought snacks to share. Community agreements are to create a safe space. We support ally ship. HispNet has been growing rapidly, we have 6 chapters in Districts 2, 4 ,5 6, 16, 8. If anything happens or if you have any questions you can go to statewide officers or to chapter officers. 
Information from each chapter:
District 6: Internally, working on recruiting for HispNet, from CW and APD. Looking to extend to community partners that are passionate about same issues. External work: inspiration from BEST with youth symposium, getting something similar in D6. In D6 up to 20% of high school students are Hispanic, there may be some apprehension but still trying to reach out
District 4: they have doubled recruitment, working on connections with local communities, exploring needs in rural areas and the coast. Looking for Mam speaking workers and assistance with the Mam community
District 5: will reach out for feedback from other chapters. Their goal is to help Latino population and promote within agency. Reaching out to community partners for more involvement. 
District 2: working on connecting with community partners. Such as: 211, Latino network. They are also working on recruiting foster parents from Latino community
District 16: working on a resource fair for employees from all agencies, which would consist of resources for employees and some for customers to use. If we want to refer, it would be better if we know what it is before referring someone: “would I use the program I am referring them to”. Good outcome in recruiting in District 16, 20 employees have joined chapter. Working on CW foster home appreciation, trying to take over the program.
District 8: they became official in mid-December. Working on recruitment, retention, creating a job fair. APD is struggling with bilingual recruitment. There is a similar group in community they will be working together. 
HispNet workgroups
Presentation on how to use ERG time:
Pledge from ERG form “I am expected to fully support its mission, vision, and goals to the best of my ability”. Up to 8 hours as an ERG member a month. Workers should coordinate with their supervisor and provide regular updates. Supervisor pledge: fully participate in ERG for up to 8 hours per month as paid work time, I am responsible for finding resources to enable employee to attend ERG. Regularly discuss participation as part of EDP. 
Ex: 8 hours for February. quarterly meeting is 8 hours, you spent 8 hours plus travel time. There is a request being presented to OEMS to extend to 10 hours in order to debrief after quarterly meeting but not official yet. Officers have other meetings accounting for other 8 hours. In March your 8 hours restart. Attending 2-hour chapter meeting, you would have 6 hours left. It has been allocated to you; you can use them for workgroups.  You can devote the 6 hours to workgroup, something you are passionate about. Same calculations for April. Maybe it is part of outreach or local project for local chapter. If 15 people spent 6 hours into a local project, that is 90 hours of combined work, over 2 weeks of work. 
How to access time: ask local chapter or workgroup help to budget time for local or statewide projects. Ask manager to set aside time for specific project(s). Don’t assume they know how much time you need. You can ask up to maximum allotted time if you need it. You must be accountable for the work you do in this time. If you get pushback, you can refer to contract. If more issues, you can go to local chair or statewide officers.
How to frame it: to minimize push back: articulate manager benefits of participation. It is a professional development exercise. We are all accountable for work we do. How this work informs the legislative process: It informs them of why ERGs are important to the agency. Outreach as professional community resource coordination. Communication: liaison between DHS and general public. CI improvement. Work force: Enhance and improve workforce. 
If a workgroup is your passion, join workgroup. If you see a need without a workgroup, reach out, we could potentially start new workgroup. 
Francisco, Workforce group: Trying to recruit more bilingual workers to DHS. PowerPoint will be attached to email. Trying to create a plan to create a more diverse workforce to be similar to the state’s diversity. Build diverse high performing workforce. Population in the US and OR is changing. Hispanic population has increased by 72%. The Hispanic community needs our assistance. Second language is Spanish in Oregon. Key components of program, from PowerPoint. They will start outreach by going to community, they will review strategies and policies for recruitment. Review hiring strategies. Employee development and advancement, write your goals, seek assistance to help you accomplish it. Retention: encourage employees to apply for vacancies. Barriers, tips for barriers, engagement in senior leadership, budget, dedicated liaisons, agency wide diversity training, keep management informed of progress. Success stories: resource language services website, Oregon career information system, Oregon employment department languages presentation. Suggested recommendation: create advisory board from all agencies, get workers from different departments that work for the state, not just DHS. 
Nancy, Communication workgroup: working on website, trying to keep it updated, you can find quarterly meetings, dates and locations, pictures of past events and meetings, we continue to grow so we need updated picture. Trying to determine if we should do a newsletter, not enough participation so not doable at the moment. Newsletter would be quarterly, updating information and events across the state, uploading resources for workers to refer clients to resources available in other areas to easily direct clients moving. We will upload what we have received. If you have any resources, email to Nancy Avila to add to website. Useful tool for others to have.
George, Outreach workgroup: need to represent in numbers, how many employees in DHS? 9,200 employees. About 900 Latinos. Large portion are not participating in ERG. Not many know HispNet exists. Not many Latino peers, HispNet gives you a great opportunity to be with people with same culture. We must change mentality, must help employees to attend meetings, if being challenged, reach out to leadership. If we want to change the agency, we must do it together. Start working on communication and educating workers throughout DHS to attend HispNet.
Humberto, Continuous Improvement (CI) Workgroup: originally, group to inform HispNet of CI process and how to leverage it to solve issues. CI process is local change process, most projects were handed out to other groups that could handle and finish the changes, such as translation. Training on how to submit CI and such. Most suggestions have been great and end up going to other groups. Explore idea of changing it, to broaden spectrum of workgroup. How new changes will be affecting HispNet. There is an idea of changing workgroup to Change workgroup. Looking for change leaders and change guides. Make suggestions to ensure that the changes follow needs of Hispanic workers and HispNet. 
All of workgroup work goes into annual report, this all goes to leadership on progress of ERG. We meet to make connections, develop ourselves in between quarterly meetings, and then reassess and explain progress of workgroups at next quarterly. Perfect time to be part of the work to show the state of change needed. 

Rebecca Jones, CW Director: 
Shout out to liaison, District Manager Stacey. OEMS liaison Mireya Williams and Rebecca Arce. Leadership sponsor Dan. OEMS director Alberto Moreno. Managers come throughout the day and participate in HispNet. 
3 months as director. Lots of information out about her, born in southern Minnesota in foster care, adopted and grew up in Iowa. Not much diversity in the community. She knew she wanted to work with people with similar experiences, later found out it was called Child Welfare. By 9, she declared she would move out after high school searching for brown people. Moved to Washington DC, felt she could slide into community that looks like her, it was not so welcoming because of her background. Race and complexion meant more in DC, same with the history. Spent college reading about history, she would go to Howard university even though she was enrolled in Georgetown to soak in black culture. She did not want any services. Started as case worker in Philadelphia, no safety nets or connections. Loved social work school and finding her voice and how to contribute to the field, specially child welfare field. Moved back to Maryland as social worker, started asking why things were done a certain way. Mentor decided to help her out and give her feedback. She learned so much by doing the work before trying to become a director. Brief period as director of group care home. Asked why foster care kids could go home for weekend and holidays but not stay home, realized it was not working. The problem is us, not the families being served. Kids leaving without permanency is the system’s failure. Sending kids back and forth is not working either. The state is good about talking about problems like racism, poverty, but we don’t discuss what to do to solve them. Why did she choose Oregon? Why not. Oregon has rich history of being at forefront about talking about issues, like serving tribal communities but not able to change practice. Chose Oregon due to opportunity to work within programs. Leadership is providing possibilities for working together. May lead to uncomfortable places since it will be something new. Most dangerous phrase is “we have always done it this way”. If it isn’t working, we need to change it. Wants to create safe space to try new things, learn from past experiences. Received nothing but affirmation about changing things. Opened to others that know more, bringing them together and sorting strategies together. She has been listening and learning. She is wondering what is important for her to know. Vision and philosophy for CW: we are CW agency, have specific mandates, CW system is bigger, including SSP, adult services, VR, community and tribal partners. Would like to spend energy and resources for communities not to have to call CW about well-being of a child. Strategically use dollars, slowly move away from expenditure, fiscally and human resource, and move more toward helping families before they need foster care assistance. It is necessary, but not necessary in every case. We use it because we do not have systems in place right now. 
Who do you call when you’re having issues in life or something to celebrate? That is her passion, creating system to send things into the world with things that they need that are not other systems. Desire to be connected, no matter what has happened, this is why she does this work. There are things going well in Oregon, practices and services are showing up and doing great things. How to fight through community perception and acknowledge where we have to change things. If we are not having right outcomes, we need to change things.
Q&A: Q: problem with inconsistency in the agency, many directors coming through. Inequities in hiring process and promoting as well. If we can’t keep new positions, what is the point of getting them? What would you do different? A: show up every day since she is a person of color. Intentionality. OEMS is great foundation, great communication with the two groups. Asks what to do about disproportionality. Not just figure out the problem, sort out strategies to fix the problem. Hoping to bring strategies to help. Wants to bring a deputy, a woman of color with lots of experience in CW attacking issue of disproportionality. Human capital investment to look at policies and their potential adversity to people of color. How to create a culture that does not accept bombardment as a culture of norm. she is excited and has energy to take on it. She has support at all levels, provide opportunities to grow beyond role people are in, may be through informal opportunities. Not perfect answer, but she is working on it. Loves the idea of ERG. Collective voices help her, and it is what is needed to affect change. If change is implemented at the top and it affects how people work, that is on her. Alberto: excited to have leadership and vision. Specially as a woman of color as the director. There is a glass ceiling for people of color, disable and veterans in the state. There are changes that need to happen. We know what the data says. They recognize there is a glass ceiling, executive order for all management leadership to have a salary posting of 24 and above to have active outreach to communities of color. Hold OEMS and managers accountable. ERG best practice for diversification, recruitment and retention. Doubled the budget to support ERGs. More work needs to be done.
 Q: thank you for sharing intimate story. With agency for 12+ years. Disproportionate involvement with police. Children of color are being removed. Some family members have something on background check from over 20 years ago. Certification takes longer. Children are placed in nonrelative foster care due to extra wait for people of color. Are there discussions around this topic? Not promoting a child being placed with felon, some people have criminal record even though they have not done anything wrong. A: perfect example of intention of looking at policies will be very important. In Maryland, she did not want to make decision in a vacuum, what do families and workers think about policies. Key activity for next 12-18 months. Look at each policy, rule, statutes, do we inadvertently have rules that create this issue? Do certifiers look like families we are working with? what exceptions can we have to account for different backgrounds. Make sure people practice with accurate knowledge and policy, not just information/myths passed by from worker to worker. Make sure infrastructure are not antiquated and creating constraints. Consistent practice across the state, you can have nuance at local level, but core items need to be the same. Processes may need to change, but infrastructure has to be there. Then you can engage with community and provide feedback to leadership. 
Q: people more likely to report abuse of people of color, no control over reports but just influence. Have to get in there before it happens, otherwise we are fighting the wrong battle. A: can’t control who calls, District managers will be charged with community relations, re-educating community on what actual abuse, maltreatment are. What is our actual role and educate the mandatory reporters? Called re-education because they may be going off their bias. All things aside, people want kids to be ok. When you make the call and it is not safety concern, this is the process and all the adverse effects that get triggered after a call. How to work together to ensure community is intervening before a profound safety issue. 
[bookmark: _GoBack]Q: inspiring to see woman of color as director. Gets complaints for all odds. Received several for CW and how some offices are being complained for discrimination. How does CW plan to help people with disabilities, not only on a racial level? Practices and evolution encompassing all areas of possible discrimination/inequity. A: there are lawsuits happening. Where CW and another system have to learn to work together. They never meet unless one reports the other. If manager is going to assess safety, they do not know what to do if parent has a disability, may play a role but not on safety. People just remove due to time constraints. If a parent were to be blind, no information on services available, how to support that parent. How may you have to change assessment differently. Children should not be interpreting for their parents specially if you’re concerned about the children’s safety. Lots of resources available, some other teams do know, potential for working together, assessments together. Shift of how we talk about lawsuits. Lawsuits are stating what we should be doing, more effectively working with parents with disabilities. Children having services they need. Make sure foster parents represent communities we are serving. Support intermediary caregiver, if parent struggle, child brought it with them, foster parents need support otherwise it leads to failure. We can check our own behavior and be strategic about it and how we partner differently. Integrated system will open new opportunities in the field. Link people to support easier. We perpetuate some problems not by choice.
 Q: more integration between SSP and CW. Part of pilot to establish more communication between offices. Family safety meetings/ wraparound meetings, but SSP was not being invited to meetings for CW. The family coaches have big economic impact on families. A: we have opportunities to discuss how we are working and make it more effective. Figure out who needs to be in the table for CW meetings. Environment in our world is different space, perfect time to restructure how to engage with others. Have it clear and include SSP workers.
Q: LIFE program, not on District 5, wraparound program for families, works well in several counties. Looking to take program statewide, provide mentors and provide more support to be more successful. A: intervention in 6 districts. Family model that exists in health and SSP. How to have it more involved. Nationwide, it gets called out as a strategy, timeliness of things that need to happen is better if supported by worker and someone that has had the experience of the system. Someone who will be impacted by changes will be a great person to determine if changes will workout or how to change them for the best. 
Q: any plan to improve wait for hotline. A: hotline is doing exactly what it is there for. 60% are not for neglect or abuse but still need to be answered. How to peel off some of those calls, like asking for case number or worker. How to change it to only abuse going to hotline. ORCA has amazing data, like call volume. Challenges of centralized hotline are not unique. Issues that are not in radar come up for centralized rollout. Tools provided to workers. How screenings are taken, follow up in 12-24-month mark. We do not want abuse to happen again. Workers response to calls do get screened in is not consistent across the state.  Where do we need to improve efficiencies and engagement? It has to be a consistent process. 
Q: person working on hotline, working on different process and having OS2 answering some questions and open for feedback to make things more efficient. A: 18-20 thousand calls a month. If we want to be responsive to consumers, we need to spend time with them. Lot of learning opportunities and changing perspectives that is not a processing center. Hotline built in great CI changes to try things out to see if they work. Calls don’t stop. No time to change things, like a pause button. They are addressing it daily. Workplace culture and trauma does not help if coworkers shift blame. Practice wise, there are several areas to strengthen processes. Local level said they could handle it, how many calls were we missing at local level since we did not have 24/7 phone line. What did that mean for children’s safety? Change involves pain. Let’s test things out, tweak it to ensure things are working. If people are not getting responses from workers, they will call hotline. One of equity levers is data. How do we look at data, determine what calls we have to go out to, they are working on an index for risk and potentially removing bias of racism built into the system. 

Dan Haun, SSP director. 
Excited to work with Rebecca since they have two biggest programs of DHS. Grew up in a good position. Went to college, expectation was that college was required. Neighbor adopted 23 children with disabilities. Disabilities were normal in his life. Not many disabled people in college, not accessing the world at the same spots. Started in pre-med, finished with English degree. Wanted to give back to community for one year before starting to write. Provide access to people with disabilities. 24 years later still working on social services. His job is to create opportunities to people that do not have access to same things he had. He did work to get where he is, but he had more opportunities than others in the community. Worked with senior disabled services in the west coast. Then change to Voc Rehab. Was told he was not manager material with VR. Got manager experience in private sector. Passion is creating education and paths for people to make high wages. Came back to VR and became deputy. Started discussing what human services are, we serve the whole family not just the parents. Really believed in mission of SSP and Kim Freeland. Loves opportunity to push changes. Holistic approach, family centered, not one agency can solve all problems. We have to serve with what families want and where they want, not by what we think they want. He understands there has been lot of turnover in leadership. Make impact as quickly as possible. He can make a difference by being HispNet sponsor. Make great impact on field and support each other. He did not expect to be sponsor but he is honored. Hopes he can move agendas in right direction in order to help Oregonians better. What can he do to support group of HispNet?
Q&A: Q: supporting bilingual workers moving to nonbilingual positions and potentially making new position bilingual. What changes can happen or feedback from us do you need. Workers may not want to transition due to fear of losing differential. A: bilingual staff should not be earned based on amount of people in community. It is an ok band aid to have interpreters when the client is sitting with us. Preference is to have a worker speaking the client’s language. Trying to post positions as bilingual preferred. Not based on data, based on need of customers. Likes ensuring the bilingual workers have quality needed for clients to be served. Test was best tool they could come up with. Eligibility workers did not need to write, there were issues with passing written test. Family coaches need to write notices and no option to have a system write those for them. If workers do struggle, give workers more time to pass and support to improve language skills. Same with tutorial classes to improve testing. Are we able to ask for relevant questions during bilingual test? Ensure it is level required and needed for clients. 
Q: education level of our clients is not the same as the proficiency test. A: We need to ensure to aim to level higher than what clients do. Because if we need to bring it down, it is easier to bring it down. Interview skills in any language and explaining things has to improve. 
Q: thank you for importance of workers passing test. Some workers are struggling to pass test. He keeps helping bilingual workers even though he does not get differential. He cannot write but he can really help the clients. A: bilingual differential needs to improve, he cannot do it, but the union could potentially help with adding levels of proficiency. 
Q: ONE system, plans for working with families receiving benefits from multiple agencies to ensure communication is there and to ensure we all work together. A: key will be to have a warm hand off. Connection for TANF family to be hand off to family coach. Joint case planning between SSP and CW. It is not about one system but having partners to have communications of expectations to have joint family planning, including other agencies in the community. If we don’t do the planning together, multiple agencies pull clients in different ways which does a disservice to clients and brings a bad image of DHS. Housing and employment plans do not match, can’t focus on education and training because they have no housing. Hand off from different agencies will be expected, some counties do it but should be statewide. 
Q: will bilingual preferred be like an extra point like being a veteran while applying for a job? A: great idea. He will add it to his notes. 
Q: what policies need to be in place for managers to ensure if a bilingual worker leaves, if English speaker is number one candidate even though they are not bilingual. Now the community is underrepresented because they replaced a bilingual with nonbilingual. Any education plans for managers? A: if bilingual position posted, it should be a bilingual worker being hired, if person does not put bilingual, they shouldn’t move in process. HR should be in charge of ensuring only bilingual workers make it through. If it is a preferred bilingual, whoever is the preferred candidate, not much to do. Positions will have to be managed differently statewide. 
Q: interview process, managers do not pick best candidate, they just picked whoever answers questions better. A: issue with public employment. We have fear of discrimination, so we focus on higher score per categories. It happens with temps and volunteers; they can do work but not go through interview. How do we get away from each step is different? We should look at the entire information including resume. Just because someone doesn’t answer questions the way they prefer, but they had the skills necessary. Some of it is educating managers. 
Q: with workday, what is being done with hiring process. Hired 3 months ago, just got access. 3-4 months for the process to go through. Waste of resources. A: leadership in SSP is aware and keeps bringing it up. They understand morale goes down. Couple things changing. Kinks on the process of hiring. First one is evergreen hiring. By the time we do interview for one opening, there may be 3 more openings but cannot do anything because there is only one spot being interviewed for. Idea is date apps will be pulled on, and any spots opened will be hired from these applications. Other issue is background check and pay equity. Background check were all caught up, federal government changed rules, but are not receiving information as fast from other states. HR is short staff due to workday. Working with IT for access. Trying to get form filled out once you have a hiring date. OR created once you apply. IT does not recognize OR # in workday. Can’t access computer or trainings, your trial service started, unable to determine if they would like the job. 
Q: Workday is complicated because we do not understand it. Struggles to have district managers accept the workday training. There is training available for managers, about 6 hours for them. 2 for workers. Can you start reaching out to managers to accept the training in order to educate them. A: we were not prepared for Workday; we did not have support or training when needed. Systems were not built to ensure Workday was working properly and properly educated the staff. 
Q: when workers call CW, they get a notice. They receive several calls. Because workers are mandatory reporters, if we have concerns of abuse, we should call CW. Sometimes those calls are not enough to create a case. Discussions about re-educating workers on what is abuse. A: they have so many reports a day that are not related to child abuse, like location of office or who worker is. This slows down line. In future state, goal is to be able to answer calls about children being unsafe. If you have a report, make it. It is up to leadership to re-educate community about what abuse line should be for. Better job of educating managers and workers to ensure families have information required to reach out to correct person. 
Q: CW consults with community to close cases at the office level. Unable to do that with ORCA without doing assessment. A: managers should feel confident enough to tell workers to close the case.  These are still reports coming in and bugging the system down. 
Q: when people had to report child abuse had occurred, CW makes decision. Issue is making a report as a worker takes time, sometimes it is what it gets in the way of reporting. Policy says immediate, but unable to do it immediate. Maybe have central email box in order not to bug down phone line and for workers to spend less time reporting. Community partners need to be informed as well. A: Salem hospital has to report every injury in. we encourage people to call it in. maybe it won’t be assigned but could become a case note and assist with forming a bigger picture. They do have an email box for police reports, they are bugged down too. More hiring coming for hotline. Starting such a big process is huge, from 16 process to 1 and make it statewide. It has a ripple effect on staff and community, but they are growing pains. There is no immediate solution. Hotline is working on processes to improve response time. 
Mexican consulate
Consulate has memorandum of understanding with DHS. 30 workers and they serve community of 500,000 with Mexican origin in Oregon. Opportunity to share information and support they give the community. Consulate gets involved with DHS if Mexican children whose parents lost custody rights. They must be notified. If the child is born in US but one of parents is born in Mexico, consulate needs to know because it is a child of one national, they can help out. There is a consular notification and access form on how to reach out consulates from different countries and when to do it. It is the right of the children to notify the consulate. Form is 0067 and it should be sent to email addresses provide in presentation. Angelica Quintero is supervisor of all international cases if you have any questions, she may be able to help. Anything to do with child custody, consulate must be notified. What can consulate do: if parents need documents, assist in locating parents, understand cultural differences, repatriations, Mexico DHS could assist with some of the DHS requirements. Objective is to have best interest of Mexican children and families. This is just one part of consular activities.
Difference between embassy and consulate. Consulate protects state nationals, traveling or residing in host country. Embassy does diplomatic bilateral affairs, treaties and negotiations. 50 consulates statewide. Only one embassy. Work by jurisdiction, Portland consulate does all of Oregon but Wallowa, Union, Baker, and Malheur counties. Main responsibilities. Safeguard interests of Mexican nationals. Hand out provided on what does the consulate does for you. Main areas: documentation, community affairs, protection and legal affairs. Documentation, issue documents like passports, civil register, power of attorney, visas or double citizenship for non-nationals. Community affairs: connect Mexican communities with different programs and resources with American government and private agencies. Help integrate Mexican community into local culture; to improve living conditions. Protection and legal affairs, human right, criminal cases, family law (one closely involved with DHS), administrative matters, employment and labor rights, immigration matters. Mission is a set of actions, efforts and good advocacy services conducted by the government of Mexico to safeguard the rights and integrity of Mexican nationals abroad. 
Q&A: Q: if child is deported to Mexico, can the consulate help with paternity tests? A: yes, it would have to be requested officially but requests would go to appropriate office in Mexico. They have contacts in Mexico to locate paperwork or person DHS is looking for. 
Q: with new public charge rule, are they able to help clients with legal advice? A: department is for protection, if Mexican nationals, they could provide legal advice and they have lawyers that could assist nationals. Public charge topic is changing standards and they are trying to advise public and educate nationals. A: if parent is from Mexico, they can assist. Children have right for Mexican citizenship if one parent born in Mexico. 
Q and A: no limit for when children can apply for double citizenship. If parents did not apply, child can do it when older as long as they had parents birth certificate. 
Q: when parents are deported, and children stay. Can you help issue documents for no cost for children to travel to visit their parents? A: in some cases, the fee could be waived, depends on protection but it is case by case basis. 
Q: what if we work with people from different countries that do not have consulates. A: three formal consulates in PDX, Japan, Mexico and Micronesia. There are other consulates nationwide that can help our clients. Guatemala has consulate in Washington. Mexican consulate can collaborate with other countries. 
Q: for naturalization, is there a certificate for adults or just for children? A: naturalization is same as in this country. People should establish residency in Mexico before they can apply for citizenship in Mexico. 
Q: what is the benefit of dual citizenship. A: is it better to speak one or two languages? To have two nationalities is a plus. You have rights and obligations of both countries. You can choose with what passport to travel with. 
Q: if naturalized US citizen can children still have Mexican citizenship. A: if person born in Mexico and have US citizen children, children have right to Mexican nationality. 
Q: minor without parents seeking asylum, has letter for deportation. Could you help with relocating minor with parents? A: could potentially help, depends of minor’s best interest, whether they want to be with parents or other family members. 
Q: how lengthy is dual citizenship process. A: for a child: as long as you have all documentation, fill out application, 5 people intervene, both parents, child, and two witnesses to ensure they are natural parents. All necessary to go to consulate when application is complete, and they have set appointment. Birth certificate takes a couple of hours. 
Q: for notification process, is it the same form for absent parent searching or paternity test? A: in form 0067, it is 4 pages long. Has different options, if looking for parents, full name and all relevant information to facilitate parents search. If no consular notification, case is not opened. After sending a form, email will suffice. And you will have to add consulate case number. 
Q:  can you help with equivalency for some clients? A: consulate does not help with equivalency for students; governments have been working together to make sure studies and degrees are accredited. It works for elementary school. At college, transcripts need to be translated and university would need to be involved. They would need the actual course. Consulate is working little by little and it still comes down to university to see if they accept it. 
Q: more explanation on reporting when the state has custody of children whose parents are nationals if the parent left or does not want responsibility of children. A: it is important because they have the right to know the state has custody of the children. The child has the right to be a citizen, also important for them to know so they can assist the children. If consulate is not informed, you are not respecting child’s rights. It is child’s right and parent’s obligation, so consulate must be notified. Some children are not aware of where is their parent. 
Q: how can DHS release information without parents’ consent. A: thanks to memorandum of information, the consulate can know information about children, they do not share information unless it would benefit the child. 
Q: influx of people applying for paperwork to migrate to Canada? A: no. Mexican nationals do not need visas; they just need a number to travel to Canada. Several seasonal workers go from Mexico to Canada. 
Q: if child is naturalized but needs to go back to parent, do they lose Mexican nationality? A: you do not lose Mexican nationality unless born outside Mexico and go through Mexican naturalization process in Mexico. If they leave for more than 5 years, they lose citizenship. 
Q: in cases of notifying Mexican consulate if child separated from family, in order to safety plan with family, no court involvement, should consulate be notified? A: consulate must be notified if child is of Mexican national parents. 
D7 human centered design project
Maria Duryea. Email her with any ideas you may have at any time. Researcher with DHS. Projects to reach out to community. First project was children and parents thriving together. Supporting both children and parents. Human centered design focuses on people in the middle and asks questions about how to ensure people get what they need. 
This time, in D7, concerned with people living alone and seniors as well as families with children. Challenge from last project is how to learn from latinx community to ensure we capture diversity of community and ensure they are safe from ICE. Everyone knew what the issues were, but DHS did not have this information. Agency went out to community to ensure we have proper information. Concerned with youth not connected with education or job. Lot of homeless population, not sure if latinx community. Reach out to think of other places to go and other suggestions on how to reach out. PACTT was about school attendance. D7 is not about DHS, it is about what people need and how community needs to respond. How might people connect with the community to give/receive support. How to create safe spaces, ideas for community. Family coach is stationed in elementary school, so parents can go directly to school and not have to go to DHS office. Person was from the community, so it was easier for them to go to the worker.  Q: where is researched based on? A: right now, is Coos and Curry county. Best way to learn from community in Woodburn, ideas were provided. Suggestion of going to churches and school staff. Comment: some items lacking, for Hispanic elderly, trying to place in facilities but closest is Gresham or Hillsboro from D9.  Family was upset. Better educate families of what our mission is and how we are trying to help them. Seasonal workers need education as well. C: statewide program of head start. They would send advocates to school of programs they have. DHS could potentially partner with them to discuss services we provide. Some offices try to recruit Hispanics and other cultures for foster homes. Hard to place clients if not with family. They mostly tend to be in home due to culture and language barriers with facilities. C: fear between government agencies and undocumented population. How do we learn about their needs in a safely manner? Do we have third party to potentially assist with these clients in order to ensure they are getting assistance required? C: program called better together in D3. Worker had several resources and it may have gone underutilized. It takes time for families to trust DHS. C: CARE program has different resources for community since this district does not have FC in schools. C: D5 has a community member that helps children getting to kindergarten. C: started asking questions about needs, daily routines in order to support them. 

Public charge
Antonio from OEMS. Went away for a bit but came back. Injunction was lifted, it will go into effect on February 24th.  Client’s still are afraid of applying for benefits. One thing to deal with fear is write whole name of department of human services, instead of DHS. Impact of public charge: 4.8 million children in need of medical attention, up to 1.7 million could be disenrolled because of parent’s fear. On January 27, supreme court lifted injunction. It will not be retroactive. What happens when client’s close benefits for February 29th? OEMS is working on getting answers. Public benefits are one minor item of what USCIS is looking at. Public charge test is if only applying for visa or green card. Refer to PowerPoint. Totality of circumstances are looked at. Income and assets, foreseeable medical cost, age, family status, education and skills. Public charge rule does not apply to every immigrant. Public benefits for children do not affect parent if applying with USCIS. Just getting public benefits alone does not make you a public charge. This is not legal advice; this is information that can be provided to clients. Applies to people seeking admission to US, people applying for LPR for the first time, people applying for visa extensions/renewals. Most of our clients will not be affected since they do not qualify for services, out of fear, they do not come to apply. Will sponsor be affected? Not sure on answer. Refer to power point for people that are not affected by public charge. Public charge does not apply to DACA recipients. Resources available on intranet, OEMS public charge. Oregon immigration resource. Protecting immigrant families. Q: lawyers in a show provided contradicting information regarding children and families for public charge. A: other organizations are sharing the information provided by OEMS. Q: as staff, directed not to give information. Direct them to law center number or provide info? A: one pager came out with immigration services. We are not providing legal advice; we are just sharing resources. It is ok to provide information that currently exists. 
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