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Reminder! HCBS Webinar: 
Staff Retention and Support Part Two

 Panelist of HCBS PIPP grantees discuss staff 
support and retention strategies.
 Date: Tuesday, May 19, 2015
 Time: 10:30-11:30 a.m.
 Register: TrainLink
 View the flyer for registration information and session 

details (PDF).
 Email DHS.HCBSPIPP@state.mn.us for more information

http://www.dhs.state.mn.us/main/idcplg?IdcService=GET_DYNAMIC_CONVERSION&RevisionSelectionMethod=LatestReleased&dDocName=Training
http://www.dhs.state.mn.us/main/groups/county_access/documents/pub/dhs16_194341.pdf
mailto:DHS.HCBSPIPP@state.mn.us


Questions During Webinar

 Use the Chat feature to ask 
Lori a question

 Select “Host” to send your 
message to Lori

 Questions will be answered at 
the end of the presentation



Agenda/Objectives

 Gain national perspective on status of 
direct service workforce

 Identify three effective recruitment, 
selection or retention strategies

 Provider Case Scenario
 Discuss implementation and 

challenges to implementation
 Questions



Size of Direct Service Workforce



Projected Growth



Median Hourly Wages



Projected Growth in U.S. Labor Force (in hundred millions) 
and Number of Persons Employed in 

LTSS (in millions)



A Supply and Demand Problem

 Increasing demand for long-term supports and services, 
especially in home and community-based settings

 Supply of workers not growing fast enough to keep up with 
demand

 Low wages, limited benefits, limited training opportunities
 Persistently high turnover and low retention
 Quality of services depends on the quality and stability of 

the workforce



The Challenge  & Cost of Recruiting

 Traditional candidate pool is shrinking
 Economy improving – more competition
 Multi-generational workforce
 Estimated cost of hiring and training new DSPs 

is $4,872 per position 
 DSP vacancy rates result in increased stress on 

the remaining workforce 
(ANCOR, 2009; Hewitt and Larson, 2007) 



How do you recruit?



DSP Recruitment & Selection Strategies

 Finding and Welcoming New Employees
 Recruitment and marketing

 Marketing Toolkit
 Inside recruitment sources
 Referral Bonus
 Internships/Volunteer

 Selection and hiring
 Structured interviews
 Realistic Job Previews



Niche Group 
Marketing

 Gen X and Y’rs
 Faith communities
 Retirees
 Students
 Displaced workers
 Stay at home 

parents





Examples of Recruitment Sources

Inside sources:
 current employees 
 people receiving services 

and their families or friends
 volunteers
 staff friends
 service coordinators or 

case managers 
 board members 

Outside sources:
 newspaper advertisements
 Internet ads
 fliers regarding open 

positions
 job boards and placement 

offices in high schools and 
colleges



Selecting the Best Candidates

The process used to assure a good match between
 The APPLICANT…with the right 

 Competencies and Skills
 Attitudes and Values
 Interest in and Commitment to do the job
AND

 The ORGANIZATION…with its
 Job Requirements and Expectations
 Culture and Climate
 Investment with employees



Effective Selection Strategies

 Structured/Behavioral interviews
 Realistic Job Previews
 Structured observations
 Cognitive ability tests

 Writing exercises
 English proficiency tests 

 Interview with DSPs
 Interview with individuals and family 

members



Structured Behavioral Interviewing

 Each recruit answers the same set of questions
 Questions address important behaviors that 

distinguish excellent performers from poor 
performers

 Questions ask recruits to describe experiences 
that relate to important job behaviors

 Score the answer based on a predetermined 
behaviorally anchored scale of how excellent 
versus poor performers handle this type of 
situation.



Why Structured Interviews?

 The best predictor of future behavior is 
past behavior in similar circumstances that 
was recent or that reflected long-standing 
behavior patterns

 Ask candidates to describe situations they 
have faced and how they handled them.
 Situation, Behavior, Outcome



Realistic Job Previews

Present non-distorted 
information to job 
applicants 
 about the job 
 and the organization
 before a job offer has 

been made



Characteristics of Effective RJP’s

 Present the RJP early in the application process before a 
job offer is made

 Make the purpose of the RJP clear to applicant
 Include viewpoints of individuals receiving supports and 

their family members
 Use actual observations of DSWs on the job 
 Include information about how current employees view 

their jobs
 Balance positive and challenging parts of the job to reflect 

actual work requirements and experience 



Why Use RJP’s?

 RJP’s improve retention rates by 9% - 17% 
 RJP’s increase retention of workers

 12% for agencies with annual retention 
rates of 50%, and

 24% for agencies with annual retention 
rates of 20%

(McEvoy & Cascio, 1985), (Premack & Wanous, 1985)



My Disabilities are just Labels

 I have Cerebral Palsy and acquired 
a spinal cord injury in 2005, but 
those are just labels. 
 I use a chair, but I’m able to walk with 

a great deal of assistance. 
 The muscles in my body are often very 

tight and tense.
 My speech can be difficult to 

understand.
 My arms and hands are pretty weak. I 

use my left arm to do just about 
everything.



RJP Photo Scrapbooks



DSP Turnover and Retention

 What is the turnover rate in your organization?
 What are you doing to address turnover?
 Supervisors spend 18% of their time with new 

or exiting employees when turnover is 50%



Wages matter…
WY 2002 DSP wage pass-through

Source: Wyoming Department of Health, Developmental Disabilities Division (April 2005) 
“Direct Service Professionals Wages and Retention.”



ND wage pass-through

Source: DSW-RC for The North Dakota Association of Community Providers (NDACP) (2010) 
Recruitment and Retention of Direct Support Professionals in North Dakota: Analysis of 2010 
NDACP Data, available at: 
http://www.ndacf.org/legislatSouivetalkingpoints,wages,%20turnover.htm 



Low Wages:  Correlation of Entry Wage to Turnover

2009 DSP Wage Study, ANCOR 



Turnover: Wages Aren’t the Only Thing

 Of all staff who leave 
 45% leave in first 6 

months
 23% leave between 6-

12 months
 15% of new hires fired in 

the first year
 Reasons for leaving

 Co-workers
 Pay or benefits
 Supervisors

 New hires who stayed 12+ 
months
 More likely to hear 

about the job from 
“inside sources”

 Thought promotions 
were likely

 More committed and 
more satisfied after 30 
days

 Fewer unmet 
expectations

Larson, Lakin, Bruininks, 1998



Frontline Supervisors & DSP Turnover

 DSP turnover is lower when:
 DSPs feel valued
 DSPs feel they are treated fairly

 Reasons DSPs leave:
 Issues with co-workers
 Issues with supervisors

Larson, Lakin & Bruininks, 1988



DSP Expectations

Person-centeredCulturally competent

Support Choice

Maintain health & 
safety

Comply with rules 
and regs.

End shift neat & tidy

Work well with others

Document

Teach

Problem-solve

Respect rights

Medical Support

Specialized knowledge



DSP Support



Effective Workforce Development Strategies

 Education and Training
 Competency Based Training
 Frontline Supervisor Competence
 Credentialing and Career Paths

 Recognition & Status
 Organizational Participation
 Membership and Networking



What is Competency Based Training?

 Training that is focused on developing worker:
 Knowledge (what a person knows)
 Skills (what a person is able to do)
 Attitudes (the way in which a DSP thinks about people 

with IDD, job and how they approach decision-making)
 Based on real work actions
 Goal of achieving required/desired outcomes



FLS and DSP Competency Sets

Used as a guidepost for workforce development activities and 
tools:

 Recruitment, hiring, and selection
 Curriculum and training program development and implementation
 Job descriptions
 Performance evaluation 
 Career pathways, ladders and lattices:

 Apprenticeship programs
 Credentialing and certification systems

 Continuing education and ongoing staff development



Supporting Frontline Supervisors

 Create evidence based Frontline Supervisor 
Competencies that reflect best practice in current 
service system.

 Develop on-line workforce development tools utilizing 
these competencies, including: 
 candidate assessment tool 
 peer assessment
 selection tool 
 training and development tool 
 performance evaluation



http://rtc.umn.edu/docs/NationalFrontlineSupervisorComp.pdf



National Frontline Supervisor Competency Set
11 Competency Areas

1. Direct Support
2. Health, Wellness, & Safety
3. Individual Support Plan Development, Monitoring, and Assessment
4. Facilitating Community Inclusion Across the Lifespan
5. Promoting Professional Relations and Teamwork
6. Staff Recruitment, Selection, and Hiring
7. Staff Supervision, Training and Development
8. Quality Assurance
9. Advocacy & Public Relations
10. Leadership, Professionalism, & Self-Development
11. Cultural Responsiveness & Awareness



http://rtc.umn.edu/docs/FLSCompAssessment.pdf





NADSP Competency Areas
 Participant Empowerment
 Communication
 Assessment
 Community and Service Networking
 Facilitation of Services
 Community Living Skills and Supports
 Education, Training and Self-Development
 Advocacy
 Vocational, Educational & Career Support
 Crisis Prevention and Intervention
 Organizational Participation
 Documentation
 Building and Maintaining Friendships
 Person Centered Supports
 Health and Wellness



College of Direct Support (CDS)
 Based on NADSP Competencies
 Accredited by NADSP

 THE accredited NADSP curriculum that has yielded most certified DSPs
 Evidence-Based

 Research translation (e.g. self-determination, social inclusion, community 
living, employment)

 Adult learning
 Highly interactive and multi-media, engaging, holds interest
 Reflective exercises
 Used in combination with classroom and mentoring

 Self-paced, anytime
 Moving toward pad and handheld



 College of Direct Support - UMN
 College of Employment Services - UMASS
 College of Personal Assistance and Caregiving - UCSF
 College of Recovery and Community Inclusion - Temple



CDS Assessments
 Pre/Post tests
 Randomized pool of 100+ questions by learning objective per 

lesson
 OJT observations and skill demonstration

 Refocus of trainer attention
 Performance manager

 Portfolio 
 Demonstrated work sample linked to NADSP competencies



Current CDS Courses
• Introduction to Developmental Disabilities 

Revision
• Safety at Home and in the Community 
• (Preventing) Maltreatment of Vulnerable 

Adults And Children 
• Supporting Healthy Lives
• Teaching People With Developmental 

Disabilities 
• Individual Rights And Choice
• Community I(State)lusion
• Positive Behavior Support  
• Documentation  
• You’ve Got A Friend: A Course On 

Relationships  

• Direct Support Professionalism  
• Cultural Competence
• Introduction To Medication Support
• Employment Supports
• Person-Centered Planning and Supports
• Personal and Self-Care
• Fu(State)tional Assessment
• Working with Families and Support 

Networks 
• Everyone Can Communicate
• Home and Community Living
• Civil Rights and Advocacy
• Supporting Jobs and Careers in the 

Community



CDS: Courses in Development
• Life Transitions: Birth to School Age
• Safety at Home and in the 

Community – Revision 3
• Emerge(State)y Preparedness
• Universal Precautions & Infection 

Control
• Supporting Individuals with Physical 

Disabilities at Home
• Supporting Individuals with Physical 

Disabilities in the Community
• Supporting Older Adults with 

Disabilities

• Introduction to Mental Health and 
Mental Illness

• Medication Supports: Applied 
Learning

• Training Planner for Families and 
Individuals who Self Direct Supports

• What is Self-Direction?
• Get to Know Me
• Sexuality and Disability
• Building Jobs and Careers
• Epilepsy
• Down Syndrome 



Why Is Competency Based Training Important?

Quality of services depends on the quality and stability of the workforce 



Retention Strategies

 Structure orientation activities
 Instill mission, vision, and values

 Bonus Structure
 Peer mentors
 Help DSPs manage stress of new job 
 Provide new hires with feedback
 Continued training and development
 Celebrate!



Support DSW Networking

 Provide paid time together to share ideas and network 
within your agency

 Neighborhoods and clustered work sites
 Phone calls, notes in the staff log, e-mail, listserv, WWW
 Provide chance to re-unite with orientation cohort
 Create opportunities to gather with colleagues from other 

agencies 
 Support participation in professional associations such 

as AAMR, TASH etc....
 National Alliance and Frontline Initiative



National Alliance for Direct Support 
Professionals

www.nadsp.org





Nominees for NH DSP of the Year



Workforce Development within Your Organization

 Building Commitment– DSP, FLS, Leadership
 Assess the situation – Baseline data

 Turnover Calculator
 Exit Interviews, Retention Interviews

 Identify WFD Strategy –
 Align all across departments, staff, HR
 Implementation
 Maintenance – Check-Ins

 Data Collection
 Is this intervention working?



Take Away Message

 Changing times means changing roles.
 If you struggle with workforce challenges 

you are not alone.
 There are many research based 

interventions you can use to improve 
recruitment practices, reduce turnover, and 
improve staff performance – Now is the 
time to START!



University of Minnesota Resources:
rtc.umn.edu



Contact Information

Lori Sedlezky, MSW
Director of Knowledge Translation

Research and Training Center on Community Living
Institute on Community Integration, UMN

110 Pattee Hall, 150 Pillsbury Dr. SE, 
Minneapolis, MN  55411

sedl0003@umn.edu
(612) 624-7668

mailto:sedl0003@umn.edu


Questions?

 Use the Chat feature to ask 
Lori a question

 Select “Host” to send your 
message to Lori
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