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TRANS ECONOMIC EMPOWERMENT SERVICE - Employment Specialists Partnership


1. Executive Summary
Transgender people suffer from severe levels of unemployment, even before the recession hit. A 2010 survey reports unemployment among transgender people reached twice that of the general population, and four times as high for transgender people of color. Transgender people fortunate to have a job risk losing it because discrimination protections exclude them in most jurisdictions. Consequently, transgender human service agencies lack resources to do much on their own.
Fortunately, well established service agencies serving the general public are starting to warm up to transgender people. A dialog is starting about what can be done together. TransGender Michigan has few resources, but it does have expertise on transgender issues. Michigan Works! has the expertise and capacity for economic empowerment, but needs TransGender Michigan to appropriately apply it to transgender people in Michigan. Goodwill Industries adds it expertise in helping hard to place job seekers. 
The three have formed a committee to discuss what can be done together. From that discussion emerged this proposal for a pilot program to help transgender people in Michigan find work. This proposal seeks funding to adjust these workforce agencies’ approach to better serve the unique needs of transgender residents. The objective is to train six current employment specialists at both agencies, to prepare them to weekly help twelve job seekers find a lasting job in Michigan’s economy. The broader goal is improve the economic security of transgender people here in Michigan, individually and collectively.
TransGender Michigan sees this project as foundational to its current capacity building campaign. This proposal seeks to create two new staff positions, both dedicated to the success of this project and your goal of retaining Michigan’s skill and talent for Michigan’s economy. In fact, this project serves as the sustainability argument for TransGender Michigan’s capacity building grant proposal to another funder. With your funding and our shared expertise, we will invest one of Michigan’s least utilized resources: its transgender people.



2. Purpose of Grant
Need statement
Currently in most jurisdictions, someone can be denied employed simply for presenting as transgender. Proposed local to federal legislation to protect trans[footnoteRef:1] people from workplace discrimination lacks sufficient political backing. The priority for most politicians is protecting businesses owners from more government regulations, believing this is necessary for creating jobs. With fewer job available, and no clear protection from discrimination, the unemployment rate among trans people remains unacceptably high. [1:  As used here, “trans” includes anyone who experiences a gender identity that is not fully congruent with the gender norms for their body. The intended umbrella term “transgender” is contested by some who self-identify as genderqueer and by a segment of transsexuals. This proposal intends to respect their employment and their self-identity needs.] 

Data: A recent national survey of 6,450 trans respondents (National Center for Transgender Equality, 2009) found trans people suffer double the rate of unemployment in the general population. Trans people of color suffered rates up to four times the national unemployment rate. The survey also noted widespread mistreatment in the workplace:
· 90% of the respondents reported workplace harassment, mistreatment or discrimination on the job—or took actions like hiding who they are to avoid it.
· 71% reported hiding their gender or gender transition to avoid mistreatment on the job.
· 57% reported delaying their gender transition to avoid workplace discrimination.
· 47% reported an adverse job outcome, such as being fired, not hired or denied a promotion simply for being trans.
· 26% reported that they had lost a job due to being trans.
Exact numbers for how many trans people live or work in Michigan are not available (Human Rights Campaign, 2010). One scholarly estimate (Olyslager & Conway, 2007) puts the global prevalence of male-to-female transsexuals between 1 in 500 to 2,500. Applying this ratio to Michigan’s population of 9,833,640 (Census Bureau, 2010), this puts Michigan’s male-to-female transsexual population between 3,953 and 19,767. When including the female-to-male and the gender nonconforming populations, along with all the loved ones under their care, 90% speaks to the lived experiences of a significant number of Michigan residents.
In a 2011 needs assessment survey conducted by Transgender Detroit, 47 of the 122 respondents stated that job security was the most important issue for them. This ranked 2nd, only after anti-discrimination legislation, in a list of 12 pressing needs that trans people commonly suffer. While political support for legal protection remains a distant hope, economic empowerment is arguably the most reachable of these issues to redress.
Confounding issue: The Transgender Detroit survey under-represents trans people of color, many who lack access to the online or hard copy version of the survey. The survey also under-represents other segments in Michigan’s population who could not be adequately reached. High unemployment among trans operates as a vicious cycle. It undermines their collective capacity to fiscally sustain the few GLBT service agencies in Michigan focusing on their needs. To counter this catch-22, emphasis on economic empowerment is emerging within the Michigan trans community to focus on helping trans people find and keep sustainable jobs. 
Trans economic empowerment: Affirmations (the GLBT resource center in Ferndale) is hosting a first of its kind job expo early in 2012. Workforce agencies and friendly employers are invited to participate. This event will introduce fewer than a dozen trans friendly employers who have positions these job seekers may be able to fill. While the event will raise visibility to needed trans employment, not every trans job seeker is likely to be matched with a job or become fully employed. A longer term strategy is desperately needed.
Best practice model: Trans job seekers need a professional employment specialist who regularly advocates for them, who connects them to friendly employers and make sure the needs of both parties are being addressed. Fortunately, this is already being successfully accomplished in San Francisco. The Transgender Economic Empowerment Initiative (TEEI, 2011) “helps transgender individuals achieve financial self sufficiency through stable employment in jobs providing a living wage and benefits, with opportunities for advancement.” 
Clair Farley, who started TEEI July 1st, 2007, provided information for how this trans economic empowerment model can be replicated here. She emphasized the need to prepare for the scale of the need and to partner with service agencies with employment service expertise. Weekly planning for the upcoming Affirmations job expo in Ferndale is bringing partners to the table with the necessary capacity and vocational expertise.
TEES: Based on the TEEI model, this proposes a new agency initially focused on helping trans people find and maintain employment. The tentative name for this Michigan entity is Trans Economic Empowerment Service (TEES). It is expected to grow eventually into an agency that can also serve the needs of trans business owners. Initially focused on the Detroit metro area, the agency is to expand statewide by utilizing the statewide capacity of the project’s partners.
Partners: In support of TransGender Michigan as the applicant, Sheila Reynolds of Michigan Works! (MW) and Julie Sims of Goodwill Industries (GI) bring to the project the organizational capacity, statewide coverage, and workforce expertise lacking within the trans community. These three form the core Guidance Committee to oversee the project. Affirmations provides physical space for processing clients in a familiar environment.
Overview: After an unfunded planning phase, the TEES project is to start up the first week in January, 2012. After the project’s inputs are put into place for three months, the bugs are to be worked out during a three month orientation phase. Then a pilot program is to roll out at the start of the fiscal year and wrap up the following fiscal year. 

	Project Phase
	Time Frame
	Funding

	TEES Planning Phase
	July-December 2011
	self-funded

	TEES Startup Phase
	January-March 2012
	3 months

	TEES Orientation Phase
	April-June 2012
	3 months

	TEES Pilot Phase
	July 2012 – June 2014
	24 months




TEES Planning Phase	July-December 2011
The project is unfolding from a grassroots level. Two volunteers brought together Rachel of TransGender Michigan, Sheila of Michigan Works! and Julie of Goodwill Industries of Greater Detroit, and a dream was borne. These three entities provide the requisite inputs to support the project’s three main goals:
1) To improve the rate of sustainable employment for trans identified persons in the Detroit metropolitan area.

2) To increase the earnings of trans people who potentially could donate more to the GLBT service agencies trusted to redress their other trans specific needs.

3) To apply the increased capacity and expertise developed from a pilot version of this project to every county in Michigan.
The project creates two new staff positions for TransGender Michigan, as part of its capacity building strategy. Reporting the TransGender Michigan’s Executive Director is a Program Manager. This Program Manager is responsible for ensuring the goals of the project or met on schedule. The TEES project is to be the first fully funded project in this manager’s portfolio of programming for TransGender Michigan’s constituency.
Reporting to the Program Manager is the TEES Project Administrator, who is also accountable to the Guidance Committee. Among this Project Administrator duties is to process applicants, screen each according to needs, serve as a case manager, matches each case to the appropriate employment specialist, provide reports on the project’s outputs, issue individualized updates to each client, and provide all relevant data to the Program Manager to produce quarterly outcomes reports.
These positions are to be posted by November. Contingent on funding, the target start dates are respectively January 4th and 11th, 2012. Hiring is to be organized by TransGender Michigan’s Executive Director. Selection of a Program Manager candidate remains internal to TransGender Michigan, with input from the Guidance Committee. Selection of a Project Administrator candidate, however, is to be decided by agreement of all three Guidance Committee members, with input from the new Program Manager.
The two volunteers serve in the roles of these new positions until they are filled. Using TEEI’s toolkit, they are creating a screening tool for applicants. It identifies job seekers’ gender identity needs, work history, employment challenges, marketable skills, soft skills inventory, career goals, and more. The toolkit shows the liaison officers how to adapt their vocational services to trans job seekers’ unique needs. This includes how to address trans related résumé gaps, how to proactively handle a gender marker identity change in legal documents, how to strategize their gender presentation at a job interview, and a mock interview in the appropriate gender. The toolkit includes an employer need assessment tool for Employment Specialists to use. It identifies employers’ concerns about health care costs, customer interaction, co-worker concerns about which bathroom to be used, along with best practices response to each of these issues. These set the foundation for the project’s objectives in the subsequent phases.

TEES Startup Phase	January-March 2012
Objective: By the end of March, the TEES project identifies at least 60 prospective employers who report at least a willingness to receive employment applications from trans job seekers.
The Program Manager is to work with the Project Administrator in creating a list of 120 or more prospective employers in Southeastern Michigan, from small to large entities and from all three sectors. A contact list is already started of corporate employers who score high in the Human Rights Campaign’s “Equality Index 2011,” which rates employers on trans inclusiveness policies. Other resources include Michigan’s own Pride Source Directory of GBLTQ and ally owned businesses, and Ties Like Me (a GLBTQA business networking group). These contacts are listed in the order of likely responsiveness to trans job seekers’ needs.
The Program Manager drafts a letter to send to each entity on the list, and a follow up letter, which are to be vetted by the Guidance Committee and then signed by TransGender Michigan’s Executive Director. Questions from the employer need assessment tool will be integrated into the message to demonstrate the emphasis on their needs over client needs.
The Project Administrator tracks replies to this query and coordinates an effective response with the Program Manager. The project is considered ready to launch once there are at least 60 responses from employers willing to receive a visit from an Employment Specialist. The aim is to reach this count by the end of 2011, before the partner agencies provide Employment Specialists.
TEES Orientation Phase	April-June 2012
Objective: The TEES project prepares six current Employment Specialists from partner agencies to be able to place within three months at least two job seeking trans applicants from a pool of 60.
In the first week of January, 2012, MW will post, at four of their service centers in the Detroit metro area, an invitation to their Employment Specialists to learn how to better serve trans job seekers. One Employment Specialist is selected from each service center. The posting includes a financial incentive. The training is based on TEEI’s toolkit, and set to start mid to late February. By the end of this three week training course, Employment Specialists will be prepared to serve a variety of trans job seekers.
In the screening of trans job seekers, the project anticipates applicants who will present barriers to employment beyond the scope of MW array of services. These cases are to be forwarded to GI, who will partner with TransGender Michigan to develop effective strategies to effectively redress these barriers in the context of transgender issues. TransGender Michigan possesses capacity to address trans related mental health issues and is to integrate this into the toolkit training and into GI’s capacities to help hard to place job seekers.
In the third week of January, 2012, GI will also post, at their two service facilities in the metro area, a similar posting for a more thorough training about the transgender experience, offered in late February and completed late March. This material will cover more of the intersecting issues experienced among trans job seekers, such as substance abuse and mental health issues. Two GI Employment Specialists, one from each service facility, will likewise be encouraged to apply to trained to a specialize in serving difficult to place trans job seekers.
Throughout the project, all six are to receive incentive bonuses for each trans job seeker placed in a job for at least 30 days. This is to ensure sufficient follow up for each placed client, and accountability to resolving the expressed needs of participating employers.
During Transgender Empowerment Day (4/7/12), TransGender Michigan will invite members of the local trans community to sign up to help engineer and launch the pilot project. This initial invitation is open only to unemployed and under-employed trans job seekers. A week later the invitation is to be extended to fully employed trans job seekers. Based on Transgender Detroit’s survey response rate and request for services to TransGender Michigan, both invitations expect to draw between 100 and 200 applicants from the metro area. 
By mid April, the Project Administrator screens these applicants to find the top 60 who are a best match between their reported interest and qualifications and the types of jobs offered by prospect employers. Initially, only 12 job seekers are processed per week, two per Employment Specialist who continue to serve other job seekers for their respective agencies. 
By late April, the first dozen of these 60 job seekers are selected by the Project Administrator to attend vocational assistance programs at the appropriate workforce agency. The Employment Specialists and job seekers are then introduced to one another. During this orientation session, each is to freely express their concerns and share ideas on how to ease these concerns.
By early May, the Project Administrator matches the first of these graduates with one of the Employment Specialists. Together with the Project Administrator and assigned Employment Specialist, each job seeker maps out a career strategy, to guide the Employment Specialist in finding a job suitable to the seeker’s qualifications and needs. 
Throughout the project, the Project Administrator is available to each Employment Specialist to address any issue that pops up. This could include following up with reluctant prospective employers with alternative options, such as internships and job shadowing, or transitional work through Goodwill Industries. This could also include recommending or requiring difficult to place clients to enroll in needed training, such as soft skills development, as a condition to further participation in the program. The Program Manager will review project data with the Project Administrator to coordinate strategic response to ensure project success.
The first trans client to be placed in a job is to be duly celebrated. The factors contributing to this success are then parsed, to see what can be learned and applied in other cases. Each placed client is duly celebrated and studied to find how the success can inform best practices. The specific measures used are discussed in greater detail later, under Evaluation, page 11.
Because most of this quarter is spent on orienting clients to vocation coursework, Employment Specialists will have fewer ready clients to place than in subsequent quarters. This is why the quota is set only at two placements for a minimum of 30 days. At this early stage, however, any placement will be celebrated. If there are not at least two placements by the end of the three month startup phase then a focus group will convene with all players to revisit the strategies.

TEES Pilot Phase	July 2012 – June 2014
Objective: Reach capacity by the end of the second year to place at least 72 trans job seekers in sustainable positions within the Michigan economy.
	Project Phase
	Quarter
	Job Seekers Successfully Placed

	TEES Orientation Phase
	April-June 2012
	2
	Accumulative: 
	2

	TEES Pilot Phase
	July-Sept 2012
	6
	Accumulative:
	8

	
	Sept-Dec 2012
	8
	Accumulative:
	16

	
	Jan-March 2013
	8
	Accumulative:
	24

	
	April-June 2013
	8
	Accumulative:
	32

	
	July-Sept 2013
	10
	Accumulative:
	42

	
	Sept-Dec 2013
	10
	Accumulative:
	52

	
	Jan-March 2014
	10
	Accumulative:
	62

	
	April-June 2014
	10
	Accumulative:
	72


These numbers align with the success rate TEEI found for their program in San Francisco. Two days shy of their 1000th day, on 3/25/2010, TEEI placed their 100th trans job seeker (Echelon, 2010). The targets above are slightly more conservative than TEEI’s success rate to allow for Michigan’s more limited labor market and the continuing economic downturn.
Members of the trans community are encouraged to provide prospect employers for trans job seekers, as a crowdsourcing strategy. This likely includes their present employers, but also the many entities with which they interact and do business. TEES provides a form for community members to fill out that includes the entity’s name and contact information, any knowledge of their preparedness for trans customers and trans employment, and other relevant data. 
The Program Manager plugs this information into a template letter that asks the entity about their trans policies and willingness to improve them. A follow up message asks if they care for a visit from an Employment Specialist that will respond to their specific concerns in regard to trans job seekers. If the community member shares an email address in the form, kept confidential, then progress on the contact is sent to that address. Otherwise, community members submit these forms without any identifying information, to remain completely anonymous.
Making this form available to trans communities[footnoteRef:2] members is meant to be empowering itself. It invites them to become more engaged in their own economic empowerment strategies. Instead of passively doing business with entities that prove unfriendly to trans people, the form provides a shared voice for trans customers and job seekers. With this singular voice, TEES can put entities on notice that any outright refusal to serve or hire trans people may not only deny them business from trans and their allies, but implicitly lead to bad press. Moreover, welcoming a visit conveys how much they truly value the business they receive from trans people and their allies. [2:  The plural form recognizes the diversity within the movement, involving many who see themselves in a different community than other trans identified or allied persons.] 

The TEES project currently appeals to business owner’s economic interests. Legal protections will eventually cover trans from workplace discrimination, and when it does then TEES can also serve business owner’s legal interests. By then, the project is to be available in every county.
The long term goal is to apply what is learned from this pilot phase to expand the project’s reach statewide. TEES will continually evaluate the results of the strategies applied, and work with MW and GI to adjust the approach wherever necessary. Dialog will be maintained with TEEI and the trans economic empowerment projects started in other cities, to learn from each other how to sustain economic empowerment during the kind of economic downturn we now are in.
While TEEI limits their focus to the San Francisco area with local partners, TEES deliberately partners with statewide workforce agencies. Michigan Works! Association is a network of 25 agencies, each overseeing local service centers. Starting with the agencies in Southeastern Michigan, this reach provides the necessary capacity and personnel to serve trans job seekers throughout every country in Michigan. 
Michigan Works! Association regional agencies overseeing local service centers
1. Area Community Services Employment and Training (ACSET) Council
2. [image: ]Michigan Works! Berrien, Cass, Van Buren
3. Calhoun Intermediate School District
4. Capital Area Michigan Works!
5. Central Area Michigan Works! Consortium
6. [image: County Map]Detroit Workforce Development Department, A Michigan Works! Agency
7. Eastern Upper Peninsula Michigan Works!
8. Genesee/Shiawassee Michigan Works!, Career Alliance, Inc. 
9. Great Lakes Bay Michigan Works!
10. Michigan Works! The Job Force Board/Six County Employment Alliance
11. Kalamazoo-St. Joseph Michigan Works! 
12. Livingston County Michigan Works! 
13. Macomb/St. Clair Workforce Development Board
14. Muskegon/Oceana Consortium
15. Northeast Michigan Consortium
16. Northwest Michigan Council of Governments 
17. Oakland County Michigan Works! Workforce Development Division
18. Ottawa County Michigan Works!/Community Action Agency
19. Michigan Works! Region 7B Employment and Training Consortium
20. South Central Michigan Works!
21. Southeast Michigan Community Alliance (SEMCA) Michigan Works!
22. ThumbWorks!, A Michigan Works! Agency
23. Washtenaw County Michigan Works!/Employment Training and Community Services Group
24. Michigan Works! West Central
25. Western Upper Peninsula Michigan Works!
Personnel qualifications begins with the diversity of expertise on the Guidance Committee, starting with the Michigan Works! liaison officer. 
Sheila Reynolds serves as Michigan Works! Vocational Training Coordinator at the service center in Detroit. Prior to her promotion, she served as a vocational instructor at Washtenaw County Michigan Works!. She has been approached by one of her employment specialists who expressed an interest in serving trans job seekers. She has delegated him to brainstorm a list of questions and concerns he thinks employers would raise about trans job applicants. She then approached Affirmations for input from the community being served. She is also a former board member for Ann Arbor PFLAG. She is currently on Affirmations job expo planning committee. 
Julie Sims started at Goodwill Industries of Greater Detroit as a Vocational Technician in 1994. Since then, she has risen to various management positions, currently as their Director of Employment Services. In 2009, she led the team that partnered with DTE Energy to create Goodwill’s Green Works, the first of its kind social entrepreneurial enterprise. She has worked with a number of trans identified job seekers with mixed success, and looks forward to working to developing more effective strategies with TransGender Michigan.
Rachel Crandall is the co-founder and current Executive Director of TransGender Michigan. As an MSW, she intimately is aware of the many mental health issues within the trans community. She notes at the core of many of these issues is a lack of economic security, leading to over-dependence upon antagonistic family members and public assistance, to poor health, and sometimes to high risk behaviors for survival. She has led TransGender Michigan since 1997 to combat many of these issues, and brings her years of experience and expertise to address these intersecting economic empowerment issues. She duly notes that a lack of economic security among constituents undermines the capacity of TransGender Michigan to address these issues on their own.
Steph Turner serves a volunteer to TransGender Michigan and functions as a placeholder for the emerging Program Manager role. She is currently enrolled in Oakland University’s MPA program, with an emphasis on nonprofit management. She is a current member of Pi Alpha Alpha, the public administration honor society. She is continually innovating economic empowerment strategies for underutilized trans people. This includes teaching herself how to serve as an employment specialist. For her current part time job, she is writing up a plan for employee development, on her own initiative. She brings her 18 years of workplace experience and organizing as an out transwoman. Leadership roles include TransAction Program founder and Director, GSA president, Native American Student Association founder and first president, editor in chief of several publications, business educational technologies lead instructor, and chair to the board of church elders. Undergrad in sociology/anthropology, magna cum laude. 
Zack Pierson serves a volunteer to TransGender Michigan and functions as a placeholder for the emerging Project Administrator role. He currently works in the human resource department at Troy Engineering, where he helped them draft a policy for trans people transitioning on the job. Since transitioning himself, his career focus shifted to working in the nonprofit sector to help trans people find and keep meaningful employment. He is currently reading a textbook on career development and plans to further his education with an MPA at Oakland University.
Sustainability is being crafted from several complementary angles. Responsibility for its longevity includes those who benefit from it, those who are invested in improving Michigan’s employment rate, and the GLBT agencies who will grow fiscally stronger from having more of their constituents able to donate larger and more frequent gifts. Unlikely to be fully self-sufficient within the grant period, a future proposal expands the scope of trans economic empowerment to include more diverse strategies to increase trans people’s earning potential.
Foundational to sustainability is a cultural shift in attitude within the trans community itself. Their limited economic clout is being leveraged into their own economic interests. For example, TransGender Michigan is committed to contracting only with vendors with a proactive trans hiring policy or open to their help in creating one. “We want to be certain the money we spend has a way of being funneled to a trans person’s paycheck. We believe it is indefensible to give our money to those entities that refuse to hire or keep us for who we are.”
Job seekers will be charged an applicant fee, which can be waived for insufficient funds. At a minimum, the applicant is required to submit their debit/credit/bank acct number and asked to provide a gateway gift of at least one dollar. A condition of the program is a willingness to receive pledge requests once employed, using their registered card or bank account number. Anticipated generosity of a growing number of newly economically empowered trans workers is expected to help cover the cost of maintaining the service, starting with the cost of startup office supplies.
Follow up to employers who hire clients is expected to elicit a level of gratitude among those who benefit greatly from their placed trans employees. These will be counted as prospective donors in future fundraising campaigns.
TransGender Michigan is currently putting into play its first strategic plan. It is essentially a capacity building campaign, including the hiring of their first development director. The plan also calls for partnering with Affirmations to develop an interactive website. This site allows GLBT community members to post their experiences at various entities, to report how friendly each are. These entities will be invited to post an ad at the site, helping to pay for the service. Entities that hire GLBT job seekers will be provide free ad space for the first three months after hiring a GLBT job seeker (terminated only if new employee is terminated for being GLBT); and thereafter a discount for subsequent ads. Ad revenue is expected to grow in coming years, with enough to help fund the TEES project.
Once the TEES demonstrates sufficient effectiveness, or needed adjustments are applied, a subsequent grant proposal will seek to implement the project statewide. This future proposal will include a bold vision to launch a social enterprise that creates low skilled jobs for trans job seekers. The product already exists and is currently undergoing test marketing with encouraging results. Goodwill Industries is being approached to partner in the creation of a social enterprise that makes and distributes this product, using their successful Green Works enterprise model. 
In recognition of contributing knowledge of best practices for expanding the service statewide, the six participating Employment Specialists are incentivized to become full members of the TEES Guidance Committee. For the next phase, the expanded TEES Guidance Committee develops an orientation package to be made available to every Michigan Works! service center. 

3. Evaluation
Each applicant job seeker fills out a form that identifies their current gender expression needs, their job history, career interests, job seeking experiences, a Likert scale matrix to capture their perceived economic security and capacity to contribute financially to TransGender Michigan, along with their contact information. This creates a baseline. Another baseline will be set by the workforce agency’s intake tool, measuring soft skills, marketable skills, and other job seeking items a self-report may not reliably measure, which the programming aims to improve. This same instrument is to be administered upon completion of the training regime, as a posttest to the pretest, to gage the programming’s desired impact for employment readiness.
The response rate from employers initially contacted by mail/email provides another baseline metric. This figure is to be compared to the number that respond prior to a follow up, and another value for those responding after a follow up message. The rate of these welcoming a visit serves as a vital process measure, informing the Program Manager if a change in contact strategy is necessary. Further measures are the number of actual visitations by one of the Employment Specialists, how many of these result in welcoming a trans job seeker to apply for an open position (as compared to simply keeping an applicant’s résumé on file), how many of these result in an actual interview, how many of these result in a job offer, how many of these are accepted by the trans applicant, and how many of these result in a placement, and how many of these last for at least 30 days. This is the data in the biweekly outputs report.
As listed earlier, each quarter identifies a minimum placement quota to mark each interval of expected success. Failure to meet a quarterly threshold will prompt an emergency meeting of all providers involved to examine the process and perhaps reexamine the pursued strategies. Job seeking clients are also encouraged to report to the Project Administrator any perception that an assigned Employment Specialist or Participating Employer is failing their part of the agreement.
After 30 days of placement, each client receives a congratulatory letter with a survey tool. This tool will ask the same Likert scale questions gauging their sense of economic security and capacity to donate to TransGender Michigan. This last outcome measure is to be operationalized collectively during each fundraising campaign, to see if TransGender Michigan gift receipts increase in proportion to the number of clients successfully placed in the recent quarter.
Biweekly outputs reports are to be produced by the Project Administrator and assembled by the Program Manager for distribution to the Guidance Committee and the Employment Specialists. 
Quarterly outcomes reports are to be produced by the Program Manager, reviewed and signed by TransGender Michigan’s Executive Director, and then sent to the full Guidance Committee for a full review, as illustrated in the org chart. The Executive Director assumes the responsibility of sending any required performance data to the funder. The Executive Director also works closely with the external evaluator, ensuring all information is promptly made available.
A positive quarterly outcome is measured by a statistically significant increase in the variables of economic security and fiscal generosity for a majority of placed clients. Pending impartial review from an external evaluator, plans are to be drafted on how to best replicate the project in its best practices form throughout Michigan.

4. Organization Information
TransGender Michigan was established in 1997 by Rachel Crandall and her partner Susan Crocker. Rachel is a professional counselor (MSW) and Susan is a professional accountant and tax expert (CPA). Rachel currently serves at the Executive Director while Susan currently serves as the Operational Director. They are supported by Emma Krasicky, an AmeriCorp volunteer who serves as their primary staff person. Vanessa Goldman sits on the board with Rachel and Susan, at least for now. This lean image is undergoing a radical change.
TransGender Michigan is at a momentous turning point. In response to constituents calling for change, they are embarked on a major development campaign, following the announcement of their first strategic plan. This capacity building plan features a board development goal, a fiscal development goal that involves a major upgrade in its fundraising strategies, a proactive human capacity goal that builds on their active volunteer base, and an information technologies goal that introduces an interactive website to empower the trans community in Michigan.
The Achilles heel to the plan is the level of chronic unemployment and under-employment among the people they would normally count on for fiscal support. They now recognize the need to help trans people find and maintain economic security. An increasing number of employers welcome assistance to guide their policies and practices to be more accommodating to trans identified employees. This proposal capitalizes on growing social consciousness of trans issues.
TransGender Michigan is primarily a resource referral agency, providing few direct services of its own. The most salient services are a 24-hour helpline operated by Rachel, a website for services available to trans people in Michigan, and successfully increasing the visibility of trans issues in the media. Rachel created the globally celebrated International Day of Transgender Visibility, observed each March 31st. As a statewide trans organization, it never had any ambitions to provide every service that trans people desperately need. Instead, TransGender Michigan envisions itself working with other agencies to be more responsive to such needs.
To make this point clear, their new strategic plan transforms their mission statement:
“To provide advocacy, support and education for unifying and empowering transgender and gender nonconforming communities through collaboration with trusted partners.”
Michigan Works! mission is “to provide leadership and services, and promote quality and excellence for the advancement of Michigan’s Workforce Development System and its customers and professionals.” 
Goodwill Industries mission is “to enhance the dignity and quality of life of individuals, families and communities by eliminating barriers to opportunity and helping people in need reach their fullest potential through the power of work.” 
Together, these three entities provide the synergy necessary to help trans people live up to their productive potential, who in turn would be more empowered to empower one another to live fully. It needs to start somewhere. It can start here, with the TEES project.

Attachment 1: Grant budget
	A
	Amount Requested:
	$134,000 
	

	B.
	Organizational fiscal year:
	July 2012 - June 2013

	C
	Time period this budget covers:
	April 2012 - June 2014

	D
	Expenses (for first year of project):
	Grant Request
	Total Project

	
	Salaried positions
	
	

	
	Executive director, 10%
	$3,800 
	$3,800 

	
	Program manager, 50% (new)
	$17,875 
	$17,875 

	
	Project administrator, 100% (new)
	$34,500 
	$34,500 

	
	Michigan Works! liaison officer, 10%
	$2,200 
	$4,400 

	
	Goodwill Industries liaison officer, 10%
	$2,200 
	$4,400 

	
	Fringe Benefits: FICA, Unemployment Ins., Health Insurance, Workers Comp @ 25%
	$16,245 
	$16,245 

	
	Employment specialists: ea serves 2 clients per wk, total 6 hrs/wk, total 300/hrs yr; 1800 total annual hrs by all 6 ES, @$20/hr
	$36,000 
	$36,000 

	
	Incentive bonus
	$960 
	$960

	
	Excessive mileage reimbursement
	$500 
	$500 

	
	Professional fee: National Career Development Association annual membership
	$65 
	$65 

	
	Travel: San Francisco job expo: travel & lodging for 2: $830: airfare $380, hotel 3 nights @ $120/nt, per diem $30 x 3 days
	$830 
	$830 

	
	Staff travel to & from employers and service agencies: 240 mi/mo x $.5/mi x 12
	$1,440 
	$1,440 

	
	Equipment : Computer station & software for Project Admin
	$2,000 
	$2,000 

	
	Supplies: Project Admin startup office supplies
	$0 
	$600 

	
	Printing and Copying: application forms, policy manuals, employer need assessment forms
	$165
	$165 

	
	Mobile phone service for Project Administrator: $70 x 12
	$840 
	$840 

	
	Rent: Office space in Ferndale: 600 sq ft @ $1.25, x 12
	$9,000 
	$9,000 

	
	Rent: Affirmations room to process applicants in familiar space
	$3,240 
	$3,240

	
	Michigan Works! vocational services coursework (100 clients @ 6hr/ea = 600 class hrs @ $2/hr)
	$600 
	$1,200 

	
	Goodwill Industries vocational training coursework (40 clients @ 18hr/ea = 720 class hrs @ $1.5/hr)
	$540 
	$1,080 

	
	Training: TEEI toolkit
	$0
	$125 

	
	Evaluation: external evaluation @ 8% total cost
	$11,150 
	$11,150 

	
	  Total amount requested
	$133,000 
	$139,265 

	
	
	
	

	E.
	Revenue (for first year of project):
	
	Pending

	1.
	State grant to Michigan Works! as contracted service provider
	$2,800 
	$0 

	
	State grant to Goodwill Industries as contracted service provider
	$2,740 
	$0

	2.
	Earned income: applicant fee (waived by low income applicants)
	$125 
	$125 

	3.
	Donation: gratefully employed job seekers
	$300 
	$300 

	
	Donation: gratefully served employers
	$300 
	$300 

	
	Total Revenue
	$5,255 
	$715 


Attachment 2: Budget Narrative
For salaries, each of the three Guidance Committee members are expected to contribute only 10% of their time on the project. The Program Manager will start out contributing half of his or her time, and this is expected to shrink to 25% or less by the end of the pilot phase. The salary remainder is to be supported by a capacity building funder. The suggested salary amounts for the two new positions are based upon competitive compensation packages currently available for similar positions in the nonprofit sector in Michigan. The project could be supported at lower compensation levels for the proposed Project Administrator and Program Manager, but at the risk of not finding the best person for the project’s startup demands.
Employment Specialists are expected to devote up to three hours per week for each processed job seeker. Part of this time is spent directly with job seekers, getting to know their needs and workplace interests. Most of this compensated time is for fieldwork, primarily for contacting prospective employers and conducting site visits with interested employers. 
The fund for the incentive bonus allows $40 earned for each job seeker placed at least for 30 days. The fund does not surpass the minimum quota of 24 placements during the first year (2+6+8+8), which keeps the fund competitive between all Employment Specialists and between both agencies. The $960 fund is to be administered equitaby through the Guidance Committee.
The fund for the excessive mileage reimbursement allows each Employment Specialist to be compensated for traveling in their own vehicles to distant sites. The vocational needs and interests of some trans job seekers may require visits to work sites beyond the agency’s typical service area. The fund is for requesting a reimbursement for a site visit over a set number of miles, determined by agency policy. The fund is calculated by anticipating one fourth of served clients (50 out of 200) will lead to at least one site visit that averages 20 miles round trip beyond the typically served range. With an anticipated cost of 50 cents per mile, the sum comes to $500 (50 x 20 x $.50). If shown to be more than needed, this amount can easily be adjusted down.
The Project Administrator is to spend time networking with others in the workforce development field. This includes an annual membership in the National Career Development Association. This will also involve traveling with the Program Manager to the first of its kind job expo in San Francisco specifically for trans job seekers. The Project Administrator, and occasionally the Program Manager, is expected to perform site visits and travel to and from workforce agency service centers. This travel fund is to be governed by the Guidance Committee.
Because the Project Administrator is a TEES specific position, a computer workstation, some productivity software and office supplies are expected to be purchased from a “trusted” vendor. The cost of office supplies from a “trusted” vendor is expected to be covered by donations from grateful job seekers and participating employers. To launch the program, printed forms and other printed items are to be purchased from a “trusted” vendor. Key to establishing a vendor as “trusted” is their willingness to be contacted by one of the Employment Specialists, to discuss their trans employment policies. Selection of a mobile phone service provider is also to be vetted this same way, so the Project Administrator’s calls are not funding a cell phone company unwilling to employ or provide health benefits needed by trans people.
TransGender Michigan and Affirmations are both located in Ferndale, but neither affords needed office space to launch the project. It would be more ideal to provide separate space, to assure the partner agencies their equal status in the venture. The ideal office would be near Affirmations, with at least 24’ x 25’ office space for the new Project Administrator. Current office space rates in Ferndale average $1 per square foot, rising to $1.25/sq. foot when including utilities and insurance. If less expensive office space can be found that suits the project’s space needs, then this amount can certainly be negotiated down. The one stimulation the project insists upon is that the rental property owner be a “trusted” provider.
Trans job seeking applicants are to be initially processed in the safe, familiar space of Affirmations. This processing is to be done in a three hour session twice a month, in one of Affirmations’s rental rooms costing $45 per hour. It is likely this total allotment ($45 x 24 months x 3 hrs) is reducible later in the program. If the number of applicants needing initial processing falls substantially, then a two hour session would likely be sufficient. Or the purchased time in this shared space could be used for ongoing peer support.
Fortunately, the processing space provided by Michigan Works! and Goodwill Industries is not an added cost to the project. However, adapting their existing vocational services to include trans employment needs is an added cost. Michigan Works! recoups their coursework cost at $2 per hour for six hours of coursework per client. Anticipating 100 clients to utilize the service the first year, this totals $1,200. 
Likewise, Goodwill Industries recoups their coursework cost at $1.50 per hour for 18 hours of coursework per client. Anticipating 40 clients who will need to be funneled in the first year into this more detailed vocational preparation, this totals $1,080. Each agency is supported financially by a state grant, as a contracted vocational services provider, and therefore half of this cost is already covered.
TEEI produced a toolkit to facilitate the replication of what they found to work in a trans specific vocational service. They are sharing the toolkit at no initial cost, with the pledge of eventually receiving at least $125 to help recoup their costs. This amount is expected to be generated from the user fee levied upon job seeker applicants who can afford it. 
To cover the cost of an external evaluator of the funder’s choosing, eight percent of the total cost of the project is used as the guiding figure. The actual cost is entrusted to the funder’s discretion.
-     -    -    -    -
Please see the following attachment, grant budget with reduction contingencies, as an alternative to the full requested amount or items we can adjust if we lose funding during the course of the program. You will see our priority is meeting the needs of job seeking trans people, and if necessary we will cut indirect costs where possible to remedy this most important need. The following attachment, organizational chart, helps to illustrate how.
Of course, we will gladly answer any questions, respond to any concern and coordinate our efforts to produce the best possible program to redress everyone’s needs.


Attachment 3: Grant budget with reduction contingencies
	A
	Amount Requested:
	$134,000 
	

	B.
	Organizational fiscal year:
	July 2012 - June 2013

	C
	Time period this budget covers:
	April 2012 - June 2014

	D
	Expenses (for first year of project):
	Req at 80%
	Req at 60%

	
	Salaried positions
	 
	 

	
	Executive director, 10%
	$3,040 
	$2,280 

	
	Program manager, 50% (new)
	$14,300 
	$10,725 

	
	Project administrator, 100% (new)
	$27,600 
	$20,700 

	
	Michigan Works! liaison officer, 10%
	$1,760 
	$1,320 

	
	Goodwill Industries liaison officer, 10%
	$1,760 
	$1,320 

	
	Fringe Benefits: FICA, Unemployment Ins., Health Insurance, Workers Comp @ 25%
	$12,996 
	$9,747 

	
	Employment specialists: ea serves 2 clients per wk, total 3 hrs/wk, total 150/hrs yr; 900 total annual hrs by all 6 ES, @$20/hr
	$28,800 
	$21,600 

	
	Incentive bonus
	$768 
	$576 

	
	Excessive mileage reimbursement
	$400 
	$300 

	
	Professional fee: National Career Development Association annual membership
	$52 
	$39 

	
	Travel: San Francisco job expo: travel & lodging for 1: $830: airfare $380, hotel 3 nights @ $120/nt, per diem $30 x 3 days
	$664 
	$498 

	
	Staff travel to & from employers and service agencies: 180 mi/mo x $.5/mi x 12
	$1,152 
	$864 

	
	Equipment : Computer station & software for Project Admin
	$1,600 
	$1,200 

	
	Supplies: Project Admin startup office supplies
	$180 
	$510 

	
	Printing and Copying: application forms, policy manuals, employer need assessment forms
	$132 
	$99 

	
	Mobile phone service for Project Administrator: $55 x 12
	$672 
	$504 

	
	Rent: Office space in Ferndale: 400 sq ft @ $1.25, x 12
	$7,200 
	$5,400 

	
	Rent: Affirmations room to process applicants in familiar space
	$2,592 
	$1,944 

	
	Michigan Works! vocational services coursework (60 clients @ 6hr/ea = 600 class hrs @ $2/hr)
	$480 
	$360 

	
	Goodwill Industries vocational training coursework (30 clients @ 18hr/ea = 720 class hrs @ $1.5/hr)
	$432 
	$324 

	
	Training: TEEI toolkit
	$0 
	$0 

	
	Evaluation: external evaluation @ 8% total cost
	$8,920 
	$6,690 

	
	  Total amount requested
	$115,500 
	$87,000 

	
	
	
	

	E.
	Revenue (for first year of project):
	
	Pending

	1.
	State grant to Michigan Works! as contracted service provider
	$2,800 
	$0 

	
	State grant to Goodwill Industries as contracted service provider
	$2,740 
	$0

	2.
	Earned income: applicant fee (waived by low income applicants)
	$125 
	$125 

	3.
	Donation: gratefully employed job seekers
	$300 
	$300 

	
	Donation: gratefully served employers
	$300 
	$300 

	
	Total Revenue
	$5,255 
	$715 
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Direct - institutional authority:	applicable only for items not specifically outlined within the scope of the project.

Indirect - project authority:	applicable for all matters outlined in detail within the scope of the project.
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