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30+ years of workforce
challenges and advocacy

Uplifting the profession




Professionalization

Recognition of profession

Ror ANCOR American Network of
Community Options and Resources
d-Q
We cannot wait to celebrate all of our 2025 DSP
/A of the Year Award winners, including Mickey
ﬁ Whitesell, our National DSP of the Y... See more

Making a world of difference Moving Mountains
in people’s lives Award
Professional association e s Netrel et

Support Professional of the Year

Code of ethics

* Person-Centered Supports

* Promoting Physical and Emotional Well-Being
* Integrity and Responsibility

* Confidentiality

* Justice, Fairness and Equity

* Respect

* Relationships

* Self-determination

* Advocacy

Institute on Community Integration
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Resources for employers to support DSPs

Marketing and selection tools

* Targeted Marketing Flyers &
Job Announcements

* Ready-made PSA’s

 Realistic Job Preview for
DPS’s

e Structural Behavior Interview
Guide for Hiring DSP’s

Data + research about the workforce

SupportWise ®@®

Direct Support Workforce Solutions
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Evidence-based practices to
lower vacancy and turnover rates

Direct Support
Workforce Solutions

A national consulting group

Institute on Community Integration
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Conferences

A CELeBRATION OF DIRECT SUPPORT PROFESSIONALS

DSP training and education ~ Wp—

Competency based
Competencies curriculum DSPs and FLSs

% )
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Supported Residential Competencies Core Competencies

Skill Standards ~ Care Competencies

oviding Advanced Training
in Human Services

Paths

Credentialing opportunities

NADSP eBadge

| \W

DSP TAP Frontline

Initiative!,

MY Institute on Human
DSPs Respond to Crisis

ll Development and Disability

College of Family and Consumer Sciences . 2
DSPs Using and Supporting
UNIVERSITY OF GEORGIA Technolgy Uve
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NY has been leading for 30+ years

e ARPA commitment/investment

* Evaluation of OPWDD - Funded American Rescue Plan Act
Workforce projects - Final Report, Fall 2025

* Mixed-methods approach, combining quantitative and qualitative
data to support both formative and summative evaluation

Institute on Community Integration M



Key findings - Credentialing

* Infrastructure to support 44 provider organizations to engage in NADSP
E-Badge Academy

Institute on Community Integration { %

Participation exceeded goals — 3012/2442 seats, 2,950 certificates awarded,
(1,110 DSP-I, 769 DSP-Il, 616 DSP-III, 455 FLS)

Certified DSPs and FLSs overwhelmingly reported that participation
strengthened their skills, confidence, and professional identity

NADSP improved review consistency through clearer reviewer guidance and
feedback processes.

Over 80% of LPAs and leaders were satisfied or very satisfied with the program.

Certified DSPs turned over at substantially lower rates than non-certified
peers—11% vs 44% in 2022 and 8% vs 38% in 2023

Many organizations created recognition systems. About half included wage
increases ($0.10-$1/hour) or annual bonuses ($250-$500); some required
certification for promotions or title changes.

80% of LPAs reported positive impacts on staff competencies.
63% of LPAs reported positive impacts on organizational culture.

79% of organizational leaders reported positive impacts on people receiving
services, with many citing more person-centered supports and improved staff
professionalism



Key findings — SUNY pipeline

* 21 SUNY campuses launched DSP Microcredential programs, all
credit-bearing, meeting NADSP accreditation standards, and
stackable toward degrees.

* High interest and participation
* 1,841 students have enrolled in the DSP-1 (843 completers)
710 have enrolled in the DSP-II (441 completers)
* 318 have enrolled in the DSP-IIl (211 completers)

* Most students (77%) learned about the program through their
employers.

* All campuses offered wrap-around supports. Success Coaches
emerged as the most impactful resource.

* High student satisfaction

Institute on Community Integration {3



Recommendations

* Continue funding opportunities for national certification
* Continue tracking workforce data on certified staff tenure
* Expand certification opportunities geographically within the SUNY system

* Create mechanisms to recognize certification through career advancement
and compensation

* Ensure clear guidance for administrative staff and participants about
certification opportunities.

* Recognize and support Local Program Administrators (LPAs) and Success
Coaches.

* Support organizations in engaging with certification opportunities.
* Maintain access to tracking dashboards for instructors and LPAs.

* Continue providing pathways for DSPs and FLSs to learn competencies and
ethical practices.

* Consider strategies to support certification completion outside work or
provide stipends

Institute on Community Integration {3



Some NEW workforce “big ideas”

Or..... practical tools and resources designed to help

Institute on Community Integration M



NADSP Code of Ethics Revision

BEESTAY TUNED

w National Alliance for Direct Support Professionals INSTITUTE on COMMUNITY INTEGRATION | UNIVERSITY OF MINNEsOTA  JM§,



Quick Historical reminder

* Original Code of Ethics
* Developed in 2000/2001
* National conversations on professionalization
* Used a similar development process
* SME authored

* Validation workshops

e Scenarios
* Feedback

* Initial version published by NADSP at UMN/ICI in 2001

W National Alliance for Direct Support Professionals INSTITUTE on COMMUNITY INTEGRATION | UNIVERSITY OF MINNEsOTA SR



Revision 1

; i _ eviewed by NADSP board members and
htly updated in 2016

g overdue for a comprehensive and
ctured update

e collaborative process began in April
)24

Natlonal Alllance for Dlrect Support Professionals INSTITUTE on COMMUNITY INTEGRATION | UNIVERSITY OF MINNESOTA

2\



SME Review

* 12/24 participated * Review the current COE to
o Subject Matter Experts identify:

- Edits for outdated language and

Kezia Scales
. PIHarder needed updates
- Monica I\,/IcCall e Feedback obtained and
- Susan O'Nell revised version of the COE
- Kim Einloth
- Daniel Boamah drafted
- David Ervin  SMEs came together to

- LizWeintraub
- Zordan Zimmerman

- Matt Ricf_a e \Version 2.1 was finalized
- Tracy Wright

discuss the revised version

w National Alliance for Direct Support Professionals INSTITUTE on COMMUNITY INTEGRATION | UNIVERSITY OF MINNEsoTA SRR



DSP and FLS/MGR focus groups

* Virtual focus groups (22)
* Spring/Summer 2025
« 12 DSP (56)
* 10 FLS/MGR (52)
* Geographic and service type distribution

* Six questions, three focus areas

* [fand how COE was used by their employers
* Ethical dilemmas faced by DSP
 Gaps andchangesto version 2.1 of COE

e Sessions were allrecorded and transcribed
* The transcribed data was analyzed
e Version 2.2 of COE was drafted based on data

w National Alliance for Direct Support Professionals INSTITUTE on COMMUNITY INTEGRATION | UNIVERSITY OF MINNEsoTA SRR



Validation workshops

e Three validation sessions
e 2DSP
e 1FLS/MGR

e Structured process

* Ethical scenarios to validate the ethical statements are used
* Final review to identify gaps, concerns, and general edits

e Data used to create version 2.3

* Communications manager reviewed for reading level
and conciseness

w National Alliance for Direct Support Professionals INSTITUTE on COMMUNITY INTEGRATION | UNIVERSITY OF MINNEsoTA SRR



Final reviews

e Version 2.3
e SMEs final review

* Edits used for the final newly revised version
* Referred toas Rev. 2

* Practice Guide companion

* Board vote for approval
* January 2026

w National Alliance for Direct Support Professionals INSTITUTE on COMMUNITY INTEGRATION | UNIVERSITY OF MINNEsoTA SRR



Biggest changes

 Easierto read
* Written to direct support professionals

* Focused on their profession and responsibility and
accountability within it

* |dentified rights and wellness for DSPs

* More nuanced and focused on partnerships
* Tenets slightly modified

* Fewer ethical statements

* Contemporary

w National Alliance for Direct Support Professionals INSTITUTE on COMMUNITY INTEGRATION | UNIVERSITY OF MINNEsoTA SRR



Snheak peek

Making a world of difference

Advocacy. As a DSP, | will advocate with the people

I supportfor justice, equity,indusion, and belonging

in their communities.

Person-Centered Supports. As a DSF, | will work in
partnership with the people | support, approaching their goals
‘and aspirations with flexibility, curiosity, creativity,

and commitment.

Confidentiality and Privacy. Asa DSP, | will promote,

in people’s lives

Professionalism, Accountability

and Growth. Asa DSP, | will support people in

leading the lives they choose. | will build strong
partnerships with them, their families, support networks,
other professionals, and the community.| recognize that
these partners rely on me to bring my best seff to this
profession and to be accountable for my actions.

Relationships and Social Roles. As a DSP, | will assist the

protect, and respect the confidentialit o the peaple | support people | support in developing and maintaining relationships

Justice, Fairness, Equity, and Inclusion. Asa DSP, |
will advocate for and promote justice, faimess, equity, and
indusion for the people | support.

and social roles that matter to them.
Respect. Asa DSP, | will respect the dignity, humanity, and

uniqueness of the people | support | will recognize that they
have full lives and histories from before | started supporting

Physical and Emotional Well-Being. Asa DS Iwill  them, and | will meet them where they are.

promote the emotional, physical, spiritual, and personal
well-being of the people | support | will respect their
autonomy while ensuring safety and reducing harm.

NADSF

Self-Determination and Choice. Asa DSP, I will honor and
assist the people | support to make choices and direct their
lives to the fullest extent possible and within the context of
their culture and uniqueness.

National Alliance for Direct Support Professionals

Making a world of difference
in people’s lives

CODE

OF BEREES

@ Advocacy. As a DSP, | will advocate with the people |
support for justice, equity, inclusion, and belonging in
their communities.

Person-Centered Supports. As a DSP, | will work in
partnership with the people | support, approaching their
goals and aspirations with flexibility, curiosity, creativity,
and commitment.

@ Confidentiality and Privacy. Asa DSP, | will promote,
protect, and respect the confidentiality of the people |
support.

Justice, Fairness, Equity, and Inclusion. As a DSP, | will
advocate for and promote justice, faimess, equity, and
inclusion for the people | support.

@ Physical and Emotional Well-Being. Asa DSP, | will
promote the emotional, physical, spiritual, and personal
well-being of the people | support. | will respect their
autonomy while ensuring safety and reducing harm.

Professionalism, Accountability and Growth. Asa DSP,
| will support people in leading the lives they choose. |
will build strong partnerships with them, their families,

support networks, other professionals, and the community.

I recognize that these partners rely on me to bring my best

self to this profession and to be accountable for my actions.

@ Relationships and Social Roles. Asa DSP, | will assist
the people | support in developing and maintaining
relationships and social roles that matter to them.

Respect. Asa DSP, | will respect the dignity, humanity,
and uniqueness of the people | support. | will recognize
that they have full lives and histories from before | started
supporting them, and | will meet them where they are.

Self-Determination and Choice. Asa DSP, | will honor
and assist the people | support to make choices and direct
their lives to the fullest extent possible and within the
context of their culture and uniqueness.

INSTITUTE on COMMUNITY INTEGRATION | UNIVERSITY
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W CODE OF ETHICS

Making a world of difference
in people’s lives

Advocacy. As a DSP, | will advocate with the people | support
forjustice, equity, inclusion, and belonging in their
communities.

Person-Centered Supports. As a DSP, | will work in
partnership with the people | support, approaching their
goals and aspirations with flexibility, curiosity, creativity,
and commitment.

Confidentiality and Privacy. As a DSP, | will promote,
protect, and respect the confidentiality of the people |
support

Justice, Fairness, Equity, and Inclusion. Asa DSP, | will
advocate for and promote justice, faimess, equity, and
inclusion for the people | support.

Physical and Emotional Well-Being. Asa DSP, | will
promote the emotional, physical, spiritual, and personal
well-being of the people | support. | will respect their
autonomy while ensuring safety and reducing harm.

Professionalism, Accountability and Growth. Asa DSP,
[ will support people in leading the lives they choose.
| will build strong partnerships with them,'pheir
families, support networks, other professionals, and
the community. | recognize that these partners rely on
me to bring my best self to this profession and to be
accountable for my actions.

Relationships and Social Roles. Asa DSP, | will assist
the people | support in developing and maintaining
relationships and social roles that matter to them.

Respect.As a DSP, | will respect the dignity, humanity, and
uniqueness of the people | support. | will recognize that
they have full lives and histories from before | started
supporting them, and | will meet them where they are.

Self-Determination and Choice. As a DSP, | will honor and
assist the people | support to make choices and direct
their ives to the fullest extent possible and within the

context of their culture and uniqueness.

OF MINNESOTA



DSP Stories and Advice: Direct Suppagk
frontline and home front Workforce Solutions

A Guidebook of Strategies for Individual and
Collective Action Toward Workforce Stability

Amy Hewitt and Susan O’Nell, Editors

American Association
on Intellectual and = ° RN i
Developmental Disabilities - =

Institute on Community Integratiol
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Data Can Tell a Story

How many people are
leaving? When are they leaving?

Are there new talent

demographics we should be
reaching out to?

Do we have the right
recruitment messaging”?




Employer Data Issues

*Employers need to provide data to
numerous entities.

* Data system capacities are different
across employers.

*There is no easy way for employers
to see their data over time to track

progress and/or problem areas.




SupportWise ©@

Direct Support Workforce Solutions

* Asingle place an employer can enter and house
data. 1

* Allows data entry when the employer is ready to D N

enter data.

* Allows employers to pull data from a single
place as needed for various requests received.

* Allows employers to see data at a single point
or over time.

Q

* Allows employers to compare their data to
national or state data.




Introduction A. Organizational Information | B. Demographic Data | C. Direct Support INERT D. Full-Time and Part-Time E. Direct Support Professional |~ F. Direct Support Professional

board Example Organization#1 1/1/21-12/31/21

Crude Separation Rate (Turnover) (7) When you interact with a question, if
This represents the percentage of DSPs who left (umed over) out of all DSP positions during the reporting period. (Please do NOT include temporary ki have extra tips or details for you to
DSPs, independent contractors, or on-call DSPs in your calculations) view, they'll be displayed below!

r You've selected: (&)
(D How many DSPs left/separated from your organization permanently during this reporting period? 131
(D How many Full- and Part-time D5Ps worked at your organization at the end of this reporting period? | BUE Clarification
(This number is the sum Df item @ and item @ Please include only D5Ps who were not counted as

. . L . . . Part-time or Full-time above
(& How many vacant DSP positions did your organization have at the end of this reporting period?

(D 5P Crude Separation Rate (Turnover) E

format units
I i

o Population

Early Turnover Rate

This represents the percentage of DSPs who left (lurned over) with less than & months of tenure during the reporting period. (Please do NOT include
temporary DSPs, independent contractors, or on-call DSPs in your calculations)

@ How many DSPs left/separated from your organization permanently during this reporting period?
(This number is item (@)

(@I Of the DSPs who left/separated permanently during this reporting period, how many of them left
before working 6 months?

(ZED DsP Early Turnover Rate - Within 6 Months of Hire (L —

Percent of DSP Voluntary vs. Involuntary Termination

This represents the percentage of DSPs who left voluntarily and involuntarily during the reporting period. (Please do NOT include temporary DSPs,
independent contractors, or on-call DSPs in your calculations)

@ How many DSPs left/separated from your organization permanently during this reporting period?

(This number is item (@)

(&) Of the DSPs who left/separated permanently during this reporting period, how many of them left
voluntarily?

(ZED % Voluntary DSP Termination g I Save your changes! I \

LR L RETE T RN Direct Support Professional Owvertime and Wages Benefits
ursrved Tenure and Vacancy




Single Timeframe Dashboard

DSP Turnover Ratio

DSP Tenure

Less than 6 months

Your data: 2023 NCI*

27.9% 204

DSP Early Turnover Rate

Less than 6 months

Your data: 2023 NCI*

22.7% 414

d Demo#0

v, Period: | 2024-01-01-2024-12-31 ¥

6-12 months

Your data: 2023 NCI*

19.3% e

6-12 months

Your data: 2023 NCI*

32.5% a4

Benchmarks

DSP Turnover Ratio

Your data: 2023 NCI* Mean: | 2023 NCI* Median:

473% 39.7% 31%

12-24 months

Your data: 2023 NCI*

19.7% 1514

12-24 months

Your data: 2023 NCI*

17.1% 143

IDD =
24-36 months
Your data: 2023 NCI*

10.1% 11

24-36 months

Your data: 2023 NCI*

15.4%  ¢su

* 2023 NCI = 2023 National NCHDD State of The Workforce (national average)

36+ months

Yourdata: | 2023 NCI™
23% s

36+ months

Your data: 2023 NCI*

12.2% 1200




Trend Charts

Chartable time ranges:

[ --Pick range start- v]

[ --Pick range end-- v]

All chartable series:

i Demo #0
Population: 1D

@ United States #0

Population: DD #mean
Data Source: NCI-IDD State of
the Workforce

DSP data

100%

51.5%
50% ) 47.3% | 47.3%|
39.7%|

110‘2—\ 110‘11 110‘13 110‘1:‘

DSP Turnover Ratio

DSPs that permanently separated from
the organization during the reporting
period divided by DSPs employed at the
end of the reporting period.

2 [ oo

View data over time

100%

56%|

‘ 46%| 46%|

A 172k A nh
0¥ 1@11& o W g en®
Al AT Al

DSP Benefit Enroliment
Percentage of eligible DSPs enrolled in
agency-offered health plans during the
reporting period.

750
05| 605
54|

B00
250

0

«?J’i‘\n 9,5’5\'2 11'5"2!k

Number of DSPs at the end

of the reporting period
Number of DSPs employed at the

organization at the end of the reporting

period.

$400,000.00

$309,280.58 |

$300,000.00

$200,000.00

$100,000.00

$0.00/$0.00/
$0.00 ——

Q’Q'L\ ,Fﬁb‘ \'L'-?'h
\115' 1 I,T,b' -

Cost of Overtime Hours for
DSPs during the reporting
period

Additional cost of overtime hours paid
to DSPs compared to the cost of regular
hours. Assumes overtime s 1.5 times the
regular hourly wage.

400

343 349
30g|

300
200
100
0

) \ L

ﬁﬁ‘\ L Q,'I?’\ ﬂr 11.3\0-

Number of adults with IDD
enrolled in services at the
end of the reporting period
Total number of adults with IDD
enrolled in services at the organization

at the end of the reporting period.




Connecting Workforce Data to Solutions

Look at data —}
|dentify challenges ﬁ
Determine priorities ﬁ

Decide workforce strategies é

Implement workforce strategies



Fz‘aﬁi PERSPECTIVES

C ORPORATTITON

A Case Study




Employer Level
Intervention

(a replicable model)

Action Planning & - Evaluation &

Getting Started  |==p Discovery Implementation Monitoring

Institute on Community Integration £ 3



Perspectives Organizational
Assessment Results

The final report —» 19 recommendations

Prioritized Recommendations:

1. DSP Advocacy & Public Policy
2. Realistic Job Preview (RJP)

3. Competency Alignment
Selection, onboarding/training & performance evaluation

4. Leadership & Supervisor (FLS) Training Programs
5. DSP Credentialing & Career Paths




A collaborative
approach to
develop and
implement

Technical Assistance

* Monthly consultation and ongoing support from lead U
of MN facilitator

Stakeholder Group

* Quarterly meetings to review and discuss progress on
Initiatives

* Individuals we support, families, executive Leadership,
HR/training, Amy Hewitt

Workgroups

* Regular workgroup meetings with leadership and
FLS/managers to work on workforce strategy projects

Monthly Management Updates

* Reporton progress and access feedback




Direct support
workforce strategies

Advocacy and Public Policy

o Developed Perspectives Advocacy Committee (PAC).
e With rate and wage reform, increased DSP pay rate and
addressed wage compression issues.

Realistic Job Preview

e Working with U of M team to create a Realistic Job Preview for
Role of Direct Support.

Competency-based Job Descriptions

® Adult Services Direct Support Professional and Youth & Family
Services - Behavior Technician.
e Continuing with Program Manager, Service Coordinator ...

Behavioral Interviewing for Selection Process

® 62% of managers reported “behavioral interviewing definitely
improved the quality of applicants being hired.”

e Applicants have a better idea of job expectations.

Able to see the type of support and training needed.

e “This is the best interview I've ever been in!”




New employee check-in + DSP learning paths

Created a Comprehensive Onboarding Process

Implemented 60 & 120 day Check-ins (stay interviews)

® (93% agreed ) “ My supervisor helped me to understand my job expectations.”
® (90% agreed ) “l am getting the training & support | need to learn my job.”

Developed ( 30-60-90 day ) DSP Learning Path

e Aligning training with core competencies / job skills and program onboarding.
e Self-directed by employee, receives learning path during new hire orientation.

Redesigning the Performance Management Process

e Establishing new goal setting and employee development process.

e Developing competency-based performance evaluation forms aligned with job
description competencies areas.

NEW in 2025! HR 101 Training for Managers (FLS)

® Providing program managers with knowledge and skills for employees to support a
positive new employee experience during onboarding and training.




Credentialing/Career Paths

e DSP Credentialing through NADSP’s E-Badge Academy
~» 2 Cohorts (2022-2024) w/ 46 DSPs participating

Certification Results-
DSP | -32staff DSPIl-30staff DSP Il - 19 staff

Bonus and pay increase for each certification

e Career Growth - 47% DSPs were promoted-
13 DSPs promoted to Site / Field Supervisors
8 DSPs promoted to DSP Mentors
1 DSP joined Ukeru/Trauma Informed Care Training Team

e NEW DSP Cert. Cohort! October -» 19 participants
O Certified DSPs Panel trained during orientation

e Competency-based DSP Mentor Program
implemented with pay increase and training.




DSP Pay Increases

$30.00 ‘ 2022 Nai* $15.79

$20.00

$10.00 $23.33

$0.00

DSP Turnover Ratio

100%
2022 NCI* Mean: 40.9%

2022 2023

FLS Pay Increases
$30.00
$20.00
$10.00

$0.00

DSP Turnover - Less than 6 months

100%
2022 NCI* 41.4%

23.84%

2020




Perspectives Success to Date: Vacancy & Positions Unfilled

DSP Vacancy Rate Decrease

2020 - 15%

2023 - 6.9% (FT)
2024 - 6.4% (FT)
2025 - 10.3% (FT)

2023 - 4.9% (PT)
2024 - 4.1 % (PT)
2025 -11.7% (PT)

DSP Positions Unfilled

2020 - 56 Full-time, 27 Part-time
2021 - 86 Full-time, 16 Part-time
2022 - 44 Full-time, 8 Part-time
2023 - 18 Full-time, 4 Part-time
2024 - 17 Full-time, 4 Part-time
2025 - 29 Full-time, 17 Part-time




Rhode Island Statewide Workforce Initiative

Working in several areas - TA/consulting
with employers, assisting with workforce
data collection

* |IDD employers use SupportWise Data

* SupportWise Data incorporates NCI State of
the Workforce benchmarks.

* Providers have real time access to their data,
look at it in multiple ways, compare it to
national benchmarks when available.




Rhode Island Statewide Workforce Initiative Outcomes

Rl Statewide Data Story

July-Dec July - Dec
2022 2024

% agencies turning down referrals due to staffing 63% 30%
DSP turnover ratio 21% 17%
% DSP turnover due to termination 32%* 26%
DSP vacancies 17% 11%
Average DSP starting wage $18.87 $20.70
Average DSP wage $18.94 $21.48

*Time period is July-December 2023
**6/24 variables captured in table over time for illustration



Self-Direction: When you
self-direct, you ARE an
employer!




Self-Direction: Staffing Survey Pilot Results

What people who self-direct their services told us about their direct support professional
(DSP) staffing.

* Who responded? There were 81 responses to the survey.

 Who works for them? On average, people employ 3 staff members, with a
mix of family and non-family DSPs. Wages average $27.53 per hour, and not
many people offer benefits to their DSPs.

* Are they keeping staff? Most people (75%) did not have any DSPs leave in
the past year. About one-third of respondents are trying to hire new DSPs.

81

Institute on Community Integration



Self-Direction Staffing Learning Series Pilot

* Three participants

* Learning Series Included:
 Group discovery session
* One-on-one session to make a plan

* 3 learning sessions to support recruiting, selecting, and
retaining staff

* Wrap up session

CHOOSE

Institute on Community Integration



Employer Culture

* Whatis organizational culture?

Gallup suggested 5 drivers of culture:
Leadership & Communication

Values & Rituals

Work Teams & Structures

Human Capital

Performance Management

aOsLh =

* Whatis organizational culture in our
field?

Institute on Community Integration



Subject Matter Experts

e 716 structured interviews with SMEs

Six Key Questions:

1.How would you describe organization culture?

2.What have you observed that leads to a toxic organization culture?

3.What do you consider to be a healthy organization?

4.What topics/categories fall under organization culture? How
iImportant are these to a healthy organization?

5.Doyou use any tools or measures or instruments to measure
organization culture? If so, what and would you share them with
us?

6.What have we missed about organization culture?




Organizational Culture Measures

#1 Communication, Decision-Making & Expectations

#2 Listening & Problem Solving
#3 Opportunities for Staff Development

#4 Compensation & Benefits

#5 Organizational Identify & Mission

#6 Work Relationships
#7 Demographics




e Getting feedback from the SMEs on draft
survey
e /6 items
e 7 measurement areas

e Finalize items for measuring each of the
model components

e Drafting & piloting the survey |







Thank You

Direct Support
Workforce Solutions

A national consulting group

INSTITUTE on COMMUNITY INTEGRATION ’ UNIVERSITY OF MINNESOTA



Contact Information

For more information.

Amy Hewitt - hewit005@umn.edu
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