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Purpose of Today’s Session

Security and Access Protocols

• Implement protocols that restrict 
unauthorized access and clarify 
warrant types for facility 
protection.

Supporting Workforce

• Provide clear communication and 
training to manage fear during 
enforcement interaction

Today’s session is about 
preparation, not fear.

• Knowing the rules helps protect 
employees, residents, and the 
organization

Understanding Rights and 
Compliance

• Educate staff on rights and legal 
compliance during immigration 
enforcement actions



Why This Matters

Federal immigration enforcement activity has increased in 
Minnesota including high-visibility operations in the Twin Cities 
and statewide. These operations do not change employee rights.

Assisted Living communities must balance:

• Legal compliance

• Resident safety

• Employee dignity and safe operations



Inclusive Culture

Vista Prairie Communities is committed to our mission of 
compassionate care in joy-filled environments. Accomplishing our 
mission means a commitment to inclusion in all Vista Prairie 
Communities, for our staff and for our residents, throughout the 
organization. From the frontline staff to the Board, we intend to 
deliberately build and sustain a diverse, thriving, equitable, and 
inclusive culture that values all people regardless of race, color, religion 
or creed, national origin, sexual orientation, gender identification, age, 
or disability.



Inclusive Culture

This commitment is rooted in our organizational values of caring, 
respect, collaboration, innovation, and stewardship. We recognize that 
each Vista Prairie resident and staff member has their own unique 
qualities and values. We will create and foster an environment of 
inclusion, respecting and seeking to learn from one another so 
everybody knows they belong. We commit to being thoughtful, 
accepting, and open-minded about our differences. We will be curious, 
not judgmental about our differences, and as a result, we welcome 
opportunities to grow in knowledge and skills. We believe our 
commitment to an inclusive culture will create opportunities for growth 
and leadership development while fostering unity and fulfillment of our 
mission.



What ICE Can and Cannot Do at Work

ICE Cannot

• Enter private areas (offices, staff 
rooms, locked zones) without a 
valid judicial warrant

• Demand information without 
proper legal authority

• Force employees to answer 
questions about immigration 
status

ICE Can

• Enter public areas (lobbies, 
parking lots, unlocked 
reception areas)

• Ask questions (people are 
not required to answer)



Public vs. Private Areas (Healthcare)

Public Areas

• Lobby

• Public entrance

• Parking lot

Private Areas

• Resident rooms

• Medication rooms

• Staff Break rooms

• Offices

• Locked/restricted areas

*Key rule – ICE needs a judge signed 
warrant to enter private areas without 
consent

*”Private area” signage has been developed 
and will be placed in communities



Warrants

Judicial Warrant:

• Signed by a judge

• Issued by a court

• May allow entry into specific private 
areas

• Must list the court name, judge 
signature, exact location and scope

*Warrant must be reviewed

Administrative Warrant:

• Issued by DHS/ICE, not a judge

• Often labeled Form I-200 or I-205

• Does NOT allow entry into private 

areas

• Does not require employer 

cooperation



Warrants
Example of a judicial warrant



Employee Rights 
(regardless of status)

Every employee has the right to:

• Remain silent

• Ask for an attorney

• Decline to answer questions about 

• Immigration status

• Citizenship

• Country of birth

• Refuse to sign documents without legal advice

• Exercising these rights is legal and cannot be used against you



What To Do If ICE Appears

• Stay Calm

• Notify ED and HR immediately

• Do not run or physically interfere

• You may say “ I choose to remain silent, and I would like to 
speak to a lawyer.”

• Safety first – your job is not to engage with enforcement



What Management Will Do

• Review and verify any warrant

• Limit access to what the law requires

• Protect resident privacy and care continuity

• Document the interaction

• Communicate clearly and respectfully with staff

• Unnecessary employee information will not be shared



Can ICE Request I-9 Documents?

• Yes – but only through a formal process.

• ICE cannot demand immediate access to I-9s without issuing a 
proper Notice of Inspection (NOI)

• Once the employer receives a valid NOI, they have 3 business days to 
produce the requested I-9 records. 

• This time is guaranteed by federal law and cannot be waived by ICE 
pressure

• Manager should say “Our policy requires HR to review all 
document requests. Please provide the Notice of Inspection.”

• No documents should be released on the spot.



Commitment to Our Workforce

• We value every employee

• We follow the law while respecting human dignity

• We do not tolerate discrimination, rumors, or intimidation

• Support resources will be provided if activity continues



Questions & Support

Confidential questions are welcome!

Tiffany Maass

Director Human Resources Administration

Ph: 952-837-0541

tiffanymaass@vistaprairie.org

VPC Employee Assistance Program
guardianresources.com | 855-239-0743 (24 hour live assistance)
App: GuidanceNow
Web ID: Guardian

mailto:tiffanymaass@vistaprairie.org
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