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W-2 Contractors’ Meeting 
The purpose of this meeting is to share best practices from the last 10+ years, celebrate agency accomplishments, and discuss transition logistics and what to expect for the rest of the year. 
The meeting was held on Wednesday, July 29, 2026, from 10:00am to 2:00pm, at the Tommy G. Thompson Building, 201 W. Washington Ave., Madison, WI 53703.
Attendees
W-2 agency attendees included representatives from America Works of Wisconsin, Inc. (AWWI), Equus, Forward Service Corporation (FSC), Maximus, Ross Innovative Employment Solutions, UMOS, Workforce Connections, Inc. (WCI), and Workforce Resource, Inc. (WRI).
DCF attendees included representatives from the Division of Family and Economic Security (DFES) Administrator’s Office, Bureau of Analytics and Research (BAR), Bureau of Working Families (BWF), and Area Administration.
Welcome – Connie Chesnik
Connie provided the welcome.
Directors’ Update
BWF – Patara Horn
· The Milwaukee Operations Section (MOS) has been renamed to TANF Operations Section (TOS).
· BWF has a new Training and Communications Section.
· Colleen Larsen is the Section Manager.
· Current training staff include:
· Amie Azad, Rachel Haase, and Sally Hilsgen, who started on July 27, 2026; and
· Kelsey Chappa, who will start on August 10.
· The section will be fully staffed by the end of September.
· New Worker Training will resume in mid-August after access is set up for the new staff.
· Other new staff include:
· Nick Basken – TANF Policy Section
· Jake Griffith – TANF Automation Section
· Brad Rutter and Kali Levy – Contract Administration Section
BAR – Maggie Renno
· BAR currently has a vacancy for a Research Analyst.
· A forthcoming series of memos will address the TANF Caseload Reduction Credit and Work Participation Rate.
· Maggie also provided updates about the Caretaker Supplement Program and Kinship Care.
· The Office of Planning, Research & Evaluation (OPRE) has been disassembled, which is resulting in research falling under political oversight.
Area Administration – Kate Johnson
· The Bureau of Regional Operations (BRO) has changed its name to Area Administration.
Agency Best Practices Panel
WCI – Gina Brown
· Gina talked about Child Support Liaison (CSL) best practices.
· Best Practice #1 - Build relationships before you need them.
· Hold regular check-ins with Child Support Agency (CSA) staff.
· Attend meetings and be visible.
· Learn each county's culture.
· People refer to people they trust.
· Best Practice #2 - Communicate frequently.
· Provide initial contact, enrollment, employment, and closure updates.
· Reduce uncertainty for partners.
· No news is rarely good news.
· Best Practice #3 - Focus on the whole family
· Helping one parent often improves outcomes for children.
· Address housing, transportation, childcare, education, and health needs.
· Look beyond arrears and employment.
· Best Practice #4 - Meet participants where they are.
· Build trust first.
· Address immediate needs.
· Celebrate small wins.
· Progress is progress.
· Best Practice #5 - Become a Resource Navigator
· Know your W-2, FSET, WIOA, DVR, tech colleges, housing, and community resources.
· You don't need to solve every problem - know who can.
· What makes WCI different is:
· Ongoing communication with CSAs, not just referrals;
· Regular participant updates and collaborative problem-solving; and
· Focus on relationship building and accountability.
· Gina shared a success story about a participant who was introduced to the CSL program through child support court.
· The participant faced multiple barriers to securing stable employment and independent housing.
· The CSL provided immediate resources and connected the participant with the FSET program.
· The participant secured part-time employment within weeks.
WRI – Jody Conner
· Sharing incentives with customers delivers benefits for the program participants, the agency, and the W-2 program because it supports achieving everyone’s goals. The incentives:
· Encourage individuals to accept entry-level employment and stay with it through the challenges that come with a new job;
· Encourage participants to remain engaged with WRI and continue to get help as they progress toward higher wages and self-sufficiency;
· Provide additional critical financial support, enabling individuals to pay their bills and possibly build up a cushion for unforeseen expenses; and
· Strengthen employment potential by encouraging customers to achieve milestones and turn in paperwork timely.
· Incentives include:
· $150 for completing assessment exams; 
· The original amount was $300 and WRI plans to raise it again after determining that a higher incentive results in higher completion rates.
· $200 for verifying entered employment;
· $400 for completing a WRI financial literacy program consisting of eight one-hour classes;
· $500 for completing a job skills program; and
· $1,000 for completing technical college.
· WRI sees the POP payments as social fairness since the agency is getting paid for them, then they should pay that forward.
FSC – Tony Dziedzic
· The Transition to Success model is a case management process with three components.
· The first component is to ask the clients about their dreams before they enter the program.
· Asking about dreams builds hope and shows an empathetic and caring approach to the participants.
· Clients are asked where they want to go, what they want to have, who they want to be.
· FSC uses motivational interviewing to ask open-ended questions about the client and their family situation.
· The second component is an assessment using the Life Area Survey, which FSC created based on the Arizona Self-Sufficiency Matrix.
· The assessment asks about 21 life area domains (i.e., social determinants of health).
· The client completes the survey to determine the score for each need and ranks them by priority.
· FSC uses the assessment results to connect clients to appropriate resources in the Coordinating All Resources Effectively (CARE) network. 
· The network includes local resources, partners, and community agencies. 
· FSC maintains personal relationships with these resource organizations, which enables them to offer warm referrals. 
· The third component is providing the ability for the client to map their own dreams.
· In 2023, FSC created a web application that clients use to track their wants, needs, and progress. 
· The clients own the app and use it on an ongoing basis.
· FSC can also use the app to follow and oversee the clients’ plans and progress toward their goals.
· A paper version is available if clients are not comfortable with the technology.
· During the first three years of the app:
· 820 clients have created a user account.
· 911 distinct dreams have been discussed.
· 517 life areas surveys have been done.
· 6200 resources are in the CARE network.
· 800 automated referrals were generated and used.
· FSC has trained over 300 staff in the Transition to Success approach.
· Tony shared a success story about a client whose dream was to work full-time in the medical coding field.
· The client was employed as a teacher’s aide with limited hours.
· Her survey priorities were money, health, and education.
· After receiving job skills training, she obtained part-time work at a grocery store and eventually left the W-2 program.
· Two months after leaving the program, she obtained full-time employment as a patient coding account representative. 
Equus – Krista Ramsay, Jennifer Marx, and Kanwen Shao
· Virtual Job Club aims to help participants increase their earning potential, improve self-sufficiency, and improve family stability.
· It began before the COVID pandemic and was initially offered once per week to help job-ready clients.
· During the pandemic, it expanded in frequency and duration.
· The program breaks down the job search into smaller, actionable steps.
· Participants learn what to do, how to do it, and why it works.
· Participants also develop a career management mindset.
· Job interviews are a business meeting for the participant’s career and life.
· Participants are empowered to make their dreams possible.
· The program creates an inclusive, visible environment where clients feel seen, heard, respected, and empowered.
· The main components of the Job Club program are:
· Using adult learning to enable clients to understand what they are learning is not just academic but includes tools to use in their job search;
· Ten hours of activities per week, including;
· Four hours online job club workshops (2 workshops x 2 hours/workshop), with new, original workshop content developed each month;
· One-hour career counseling meeting with BSC; and
· Five hours of customized Metrix Learning online eLearning portal assignments.
· An intensive 16-week curriculum that covers:
· Resume development, including use of AI tools for keyword optimization;
· Interviewing and networking (eight sessions);
· Professional communication and soft skills; and
· Technology training, including AI tools commonly found in the workplace.
· Clients and FEPs offer consistent feedback that interview skills training helped build confidence and effective speaking during interviews.
· The program includes enhanced financial wellness curriculums and employment programming led by certified financial counselors, local employers, and training professionals.
· Participants consistently collaborate with EQUUS Business Services team staff members for internship / training opportunities, job leads, resume assistance
· The Zoom Pro platform is used for multiple, weekly breakout rooms for one-on-one and small group BSC and W-2 client employment counseling sessions.
· The sessions have a camera-on attendance policy, which leads to increased focus on active attendance and participation from online job club attendees and eliminates multi-tasking with extraneous activities.
· Participant outcomes include increased confidence, stronger resumes, and improved interview skills.
· Jennifer shared a success story from a former W-2 participant who obtained full-time employment with the help of skills learned in Job Club.
· Kanwen shared data showing Job Club outcomes from July 2025 to June 2026.
· On average, 14.9% of the W-2 subsidized employment caseload achieved employment at some point during the month.
· The corresponding number for participants actively engaged in Job Club is 22.8%. 
UMOS – Tim Schindler and Eduardo Diaz
· UMOS prides itself on building relationships with employers to help customers achieve their goals and dreams.
· The two most recent job fairs had a total of 300 registered participants and 110 employers representing over 20 diverse industries. 
· Employers were selected based on participants’ interests and needs.
· The summer job fair was an indoor-outdoor event with a Hawaiian theme to make sure it feels inviting and feels like a community event.
· Both employers and participants provided positive feedback.
· Participants want to come back because the fairs provide valuable resources and help with finding a long-lasting career.
AWWI – Dr. Berdie Cowser and Sasha Jones
· Dr. Cowser is the new Regional Director at AWWI and will be overseeing the transition in 2027.
· She comes from a veterans’ background.
· She has 25 years of experience at a non-profit in Milwaukee.
· She had a very successful career in housing development. 
· In preparation for the transition, AWWI is looking at best practices in Wisconsin and nationwide.
· In 2027, AWWI will focus on: 
· Bringing back the culture of space for the people;
· Investing in their participants and staff to focus on the individuals; and 
· Helping families develop their own autonomy.
Maximus – Autumn Morgan
· Four areas have helped employment outcomes for Maximus clients.
· Building relationships before focusing on compliance – workers ask about clients’ goals and dreams during the first meeting. 
· This approach allows workers to build trust with clients right from day one.
· Individualized employability plans are an important component of helping clients reach their goals. 
· Maximus Job Developers strengthen employer relationships by connecting with the Workforce Board, Chamber of Commerce, and other employers.
· Clients can find out about job postings before they become publicly available.
· The Job Developers use local labor market data to determine which jobs are trending and make decisions accordingly.
· Focusing on career pathways means Maximus works mainly with employers who offer direct hire positions. 
· Job Developers also triage cases and provide support and assistance for any barriers or challenges that clients may have.
· Maximus provides incentives to clients as an additional motivator to help them reach their goals.
· Constant communication is important.
· Clients who obtain jobs tell others about the program.
· Similar to the Equus Job Club, Maximus brings together groups of clients to learn basic job skills and share jobs leads and their own experiences. 
Ross – Nicole Hagen and Thomas Prescott
· Ross uses the Work Experience (WE) program to support W-2 participant success.
· The program offers structured opportunities to build work readiness, transferable skills, and real-world experience in supportive settings.
· One main goal is to move participants toward stable, unsubsidized jobs by overcoming barriers and gaining relevant work history.
· The program emphasizes dignity and growth, focusing on engagement and motivation rather than punishment or compliance.
· The program supports employers by providing low-risk training opportunities while strengthening the local workforce and economy.
· Ross engages in strategic selection of WE employers.
· Employers are selected based on alignment with participant development and local labor market needs.
· Employers provide structured guidance, supervision, and help participants learn job-specific skills.
· Employers mentor participants and consider them for future hiring to support long-term success.
· Strong employer relationships reduce placement failures and support sustainable workforce development.
· The program focuses on participant-centered placement and career alignment.
· Staff engage participants in conversations about interests and strengths to tailor placements effectively.
· Aligning placements with participant interests increases motivation, engagement, and skill development.
· Staff utilize the VR Career Simulator to help participants explore career options and make informed employment decisions prior to placement.
· Participant-centered placement reduces disengagement and fosters motivation for long-term success.
· Ross engages and communicates with employers on an ongoing basis.
· Monthly meetings with employers help discuss participant progress and address emerging needs promptly.
· Open communication allows early detection of issues like scheduling conflicts before escalation.
· Employers provide feedback on strengths and growth areas, enabling targeted coaching and support.
· Consistent engagement fosters trust, encouraging employers to continue placements and consider hiring.
· Business Service staff and the Employment Community Coordinator act as the key liaison between participants and employers for smooth communication and relationship building.
· Staff promptly address attendance, performance, and misunderstanding issues to maintain positive placements.
· Staff coach participants on professionalism and guide employers on working with W-2 program requirements.
· By serving as a neutral middleman, staff ensure fairness, consistency, and focus on employment readiness.
· Participants have many benefits in WE placements.
· Participants gain practical experience and develop essential soft skills like communication and teamwork during placements.
· Placements help participants establish recent work history, overcoming barriers for workforce reentry.
· Exposure to industries helps refine career interests while boosting confidence through skill improvement.
· Successful placements can lead to job offers or enhance competitiveness in the job market.
· WE placement sites are accessible and community-based.
· Accessible sites reduce transportation barriers, promoting consistent attendance for participants balancing multiple responsibilities.
· Local placements strengthen economic ties and support businesses within the geographic service area.
· Local sites enable staff visits, provide hands-on support, and foster community connections for future employment.
· Convenient, community-centered work sites promote equity and improve participant stability and success.
· The WE program benefits employers and the local community.
· Employers gain extra staffing and evaluate potential employees in real work settings, reducing hiring risks and training costs.
· The program connects residents to jobs, strengthens local businesses, and fosters economic stability within the community.
· The program helps build stronger community partnerships and addresses labor shortages by retaining placements locally.
· The program supports individuals in gaining skills and employment, fostering independence and long-term career success.
· Ross created a video about a WE participant success story.
Transition Logistics and the Future – Brianna Foster
· BWF has created a plan to ensure a smooth transition.
· Transition-related communication will be distributed through:
· W-2 Contractors’ Meetings;
· Help Desk emails; and
· Individual meetings between DCF and agency staff.
· BWF has created support materials to help with tracking.
· Drafts will be sent out after this meeting.
· If agencies notice anything unusual or missing, they can report it to Brianna.
· There will also be customized reporting in 2026 Quarter Four (Q4).
· All written communications related to the transition will be on the W-2 Monitoring and Communication Access SharePoint site.
· Agency staff who do not have access to this folder should submit an access request to bwfworkprogramshd@wisconsin.gov. 
· Brianna Foster and John Doudna will set up the process for frequently asked questions (FAQ).
· Agencies can submit questions through the SharePoint site.
· A FAQ document will be created and stored in the SharePoint site.
· Transition leads will monitor questions and direct them to the staff most suited to answer them.
· Response times will vary based on the complexity of the questions.
· Agencies started receiving transition-related Help Desk emails in May 2026 and they will continue through December.
· Topics include six-month eligibility reviews, employability plans, extensions, fraud, and others.
· Agencies can send questions about the emails to their assigned regional staff.
· BWF has a draft summary document of email topics that will be made available to the agencies.
· Emails are sent approximately once per month but may increase to every other week closer to the end of the year.
· BWF has developed a master checklist tool identifying action items related to the transition.
· Regional staff will meet with the agencies starting in Q4 2026 to review the checklist and customize it to each agency’s region and situation.
· Examples of topics include:
· Transition points of contact; 
· Operational needs, such as:
· Office space;
· Staffing;
· IT/equipment; and
· System access.
· Training; 
· Contractual requirements; and
· Case processing tasks.
· Regional staff will hold ongoing meetings with the agencies to check in on progress.
· These meetings may include additional DCF staff and/or other agency staff as needed.
· Tim Schindler requested that the checklist be shared with agencies earlier than Q4 2026.
· Brianna confirmed that the checklist will be made available to the agencies.
· The checklist will be editable so that regional staff can add applicable action steps that are not already listed.
· Agencies can send general concerns about the checklist to Brianna.
· Agency-specific concerns should be discussed with the assigned regional staff.
· Regional staff and BAR have developed a Contract Transition Reports Desk Aid to assist agencies with case management during the transition.
· The desk aid covers the location of the report within WebI, how to use it, and notes to assist users in understanding the data.
· The report prioritizes areas BWF has identified as a priority to ensure participants are not falling through the cracks during the transfer.
· A draft version of the desk aid will be made available to agencies.
· Standard subrecipient monitoring, case management monitoring, and Program Integrity Customer Service Section (PICSS) monitoring will continue.
· In addition to standard monitoring, regional staff will monitor areas identified as a priority to ensure a smooth transition.
· Monitoring topics include:
· Eligibility reviews;
· Total caseload;
· Employability Plans;
· BRITS referrals and investigations;
· Time limits;
· Emergency Assistance application numbers;
· CWW dashboard;
· Pending case closures; and 
· Closed placements.
· Frequency of this monitoring will vary based on timing of WebI report updates.
· Results will be documented on the W-2 Program Transition Monitoring Tracker by region and shared via SharePoint.
· Kanwen Shao asked if the monitoring will look at specific areas of concern.
· Brianna stated that the main areas of concern would be:
· Unusual caseload fluctuations;
· Overdue BRITS referrals; and
· Applicants dropping off the CWW dashboard due to overdue applications.
· Mass mailings will be sent through CWW to inform participants whose cases will be reassigned to a different W-2 agency.
· Tim Schindler expressed concerns about these mailings because a glitch last year resulted in letters being sent which created a lot of confusion among UMOS participants. 
· Brianna stated that the glitch was not related to the transition.
· BWF is requesting that agencies send office address changes by September 1, 2026, so they can be properly loaded into CWW for the mailings.
· An attendee from FSC asked when the letters will be sent.
· Brianna stated that they will be sent in November.
· BWF will also be sending a SalesForce marketing campaign at the same time as the letters.
· Gina Brown expressed the following concerns:
· WCI may not know the location of their new office addresses until December.
· If participants receive the agency reassignment letter in November, they may start contacting WCI before the agency has staff and phone numbers in place to answer participants’ questions.
· Linda Richardson suggested using standardized language.
· Brianna stated that agency workers should also be proactive in discussing upcoming reassignments during meetings with participants and emphasize that they will stay with their current agency through December. 
· Brianna also stated that the timeline for sending letters is partly out of BWF’s control because they will be auto-generated by Deloitte.
· The timing of the letters may be traumatic for some participants who will also receive Medicaid and BadgerCare notices at the same time.
· Patara stated that the best we can do is minimize the trauma.
· Linda suggested that the agencies post letters on their website and in their office locations so participants receive the information in multiple ways.
· Brianna provided the following contract reminders:
· Contract holdout is still 60 days.
· All final expense reporting for the 2026 contract is due by March 1, 2027.
· Exiting agencies should make sure they have someone on staff who is able to submit final expense reports after January 1.
· All Performance Outcome Payment (POP) claims for the 2026 contract should be submitted by December 31, 2026.
· Historically, most agencies have been good about submitting POP claims before the end of the year.
· Until the FAQ process is started, questions about the transition should be sent to Brianna Brianna.foster@wisconsin.gov and John john.doudna1@wisconsin.gov. 
· Gina Brown asked if it would be possible to start transitioning contracts on September 1 instead of October 1 to allow for more time.
· John stated that it is likely not possible and transition funds will not be available until October 1.
· Gina stated that one reason for starting the transition early would be to set up new offices before the participant notification letters are issued.
· Patara asked if the agency can start negotiating now.
· Yes, but they cannot charge time to anything.
W-2 Accomplishments and Agency Appreciation – Rob O’Connell and Linda Richardson
· Rob moderated a Kahoot quiz about the W-2 program.
· Linda provided a historical overview of the W-2 program and expressed appreciation for the W-2 agencies’ ongoing partnership with DCF.
· Linda also shared agency accomplishments submitted by regional staff.
· WCI has worked with the La Crosse Community Foundation to help families with transportation needs.
· Equus has a track record of cultivating community and partner relationships.
· FSC excels in providing training and support for its staff.
· WRI excels at providing exceptional service via contracted positions like Child Support Liaisons and Educational Navigators.
· Maximus prioritizes building and maintaining relationships with community partners.
· AWWI has consistently set a benchmark for professionalism and innovation in service delivery.
· UMOS excels at strong community partnerships and a collaborative approach and has been a leader in serving the refugee population in Milwaukee.
· Ross excels at providing opportunities through WE.
Closing – Patara Horn
· Patara thanked the agencies for attending the meeting and sharing their best practices.
· Patara thanked the team who organized the meeting, including Anna Sainsbury, the rest of the BWF management team, and the Bureau of Area Administration.
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