Capacity

The State submits the enclosed information with respect to Capacity, in response to the Court’s
December 6, 2022 Order regarding substantial compliance.

The Statewide Workforce Initiative (SWI) was established to build capacity within the Adult DD
Provider Organizations and to assist individuals Self-Directing their services with workforce
related concerns. This work took the form of establishing workgroups (Recruitment/Retention;
Credentialing/Standards; Training/Professional Development; and Institutions of Higher
Education) to assist with addressing specific areas of work-related needs and to address ways to
effectively increase number of DSP. This also meant that the staff would need to be trained so
they have the skill set to do the work, feel competent in their roles, and remain in their positions.
Throughout this past year a lot of work has been done. Two Statewide Workforce Summits were
held, one in December and one in January. Both were well attended with a variety of
stakeholders. There was work done at these Summits to direct the course of action the SWI will
take.

There was a subject matter expert, Amy Hewitt, consulted for these Summits. Amy Hewitt was
able to be a part of both Summits and help inform the agendas. As a direct result of her
organization’s participation, she has now taken on the scope of the SW1 work. Direct Workforce
Solutions is now providing the support for the SWI. There has been some reframing of the work
currently underway. The workgroups tasked with implementing many of the tasks and activities
have shifted. The new groups are Marketing and Recruitment, Data and Reporting, Policy
Guidance and Worker Voice, Training and Professional Development, and Selection and
Retention. There is also the Coordinating Council, which plays a supporting role to the above-
named workgroups. Work will continue to be done with Provider Organizations and with those
in the Self-Direct Service Model. Direct Workforce Solutions Subject Matter Expert (SME) Amy
Hewitt will be engaging with these two groups to develop a sustainable statewide workforce
development infrastructure over the course of 2.5 years. (See Sage Squirrel May Status Report)

Court Order Required Actions gggﬂgzﬂ tation Responsive Documentation
Fully implement the expectations of Capacity-000001 to

the Statewide Workforce Initiative Capacity-000033

- Redefining the Position to Reflect e Sage Squirrel May Status
Community-Based Responsibilities. Report

- Effective Recruitment — Broadening e Transformation Fund

Detailed plan (with

Recruitment Populations and Phase | Activities List —

Demographics, Realistic Job ggzis%;?{shing these Provider

Previews, Broad Public Campaigns, functions ¢ Rhode Island Health and
Creating Apprenticeships and Human Services
Pathways for Secondary and Post- Workforce Initiative
Secondary Students and other Annual Progress Report
strategies referenced (in the report) e Direct Workforce

- Training Requirements based on the Solutions Contract
various core competency sets listed (in | Documentation of Capacity-000034 to

the report) and unique needs of the involvement from Capacity-000037




Rhode Island workforce.

- Credentialing Aligned with Training
Requirements.

- Effective Retention Strategies —
Strategies that support personal and
career growth including facilitating
completion of degree programs,
exploration of public service loan
forgiveness, supporting staff to
develop plans to achieve personal
career goals.

Capacity

higher education in
recruitment and
retention strategies

e Snapshot of Rhode Island’s
State Workforce Initiative
(SWI)

e Memo Regarding Age
Requirements for DSP and
DSPI

Documentation of
specific outreach and
guidance to those who-
self direct their services

Capacity-000026 to

Capacity-000033

e Direct Workforce
Solutions Contract

Capacity-000038 to

Capacity-000075

e RI Self-Directed Services
Employer Toolkit-Draft
June 2023

Statewide Workforce Initiative will
meet the benchmarks defined in the
5/3/2022 court order and will include
ALL partners public and private in
development and implementation of
workforce initiatives.

Number of actual (not
simply hits on a
website) applicants —
both agency-directed
and self-directed

Capacity-000076: Court
Milestone DSP Hiring Report

Number of new
employees — both
agency-directed and
self-directed

Capacity-000076: Court
Milestone DSP Hiring Report

Number of paid
internships and
partnerships with
higher education —
higher education
entities involved,
provider organizations
involved, number of
internships by
discipline or role

Capacity-000077 to
Capacity-000080: Court
Milestone DSP Hiring Report




Sage Squirrel May
Status Report



May 2023 RISWI Status Update
Sage Squirrel Consulting

Ongoing project management and transition activities/discussions

RISWI Coordinating Council and Workgroup Meetings — The Sage Squirrel team supported
development of agendas during the first 3 weeks of May; throughout the entire month of May
the Sage Squirrel team was responsible for meeting notes (draft and revised final versions based
on review by group co-leads and Sherlock Center team)

o Coordinating Council
a. Meton May 10
b. Meeting cadence 2" Wednesday of every month, 3-4 eastern

o Workgroups

1. Selection & Retention
a. Meeting held 5/2 at 9am
b. 5/9 meeting cancelled
c. Planned meeting cadence is weekly, Tuesday mornings at 9 am

2. Data and Reporting
a. Meeting held 5/2 at 10 am
b. No regular cadence established yet
c. Next meeting - TBD

3. Training & Professional Development
a. First meeting planned for 5/12
b. No regular cadence established yet
c. Next meeting - TBD

4. Marketing & Recruitment
a. First meeting is scheduled for 5/18
b. No regular cadence established yet

5. Policy & Worker Voice
a. No meeting scheduled at this time; workgroup still forming

Training Survey

o The training s Survey was developed collaboratively by the prior Training and
Professional Development Workgroup and the Standards and Credentials workgroup.

o Fifty-eight people responded to the survey, although only about two-thirds completed
the survey.

o None of the respondents used the Spanish version.

o The survey responses were presented by the Sage Squirrel team and discussed during
the Training and Professional Development meeting on Friday May 12.

Capacity-000001



May 2023 RISWI Status Update
Sage Squirrel Consulting

e L&D /Awareness Events
o May 17: The 90-Day Challenge: How to Retain Direct Support Professionals from Day
One (RISWI Learning and Diffusion Webinar)

A reminder about the event was sent on Wednesday, 5/10

WHAT: The 90-Day Challenge: How to Retain Direct Support Professionals from Day One
WHEN: 2:00 PM to 3:00 PM ET on May 17, 2023

HOW: Click here [usO6web.zoom.us] to register and receive the Zoom link.

Overview:

The first 90 days are a crucial period when new DSPs are still adjusting to their roles and may be at
risk of burnout or turnover. This webinar will explore practical steps that agencies and people who
self-direct their services can take to address this challenge and ensure DSPs stay engaged and
committed to their work.

First, Barbara Kleist, Program Director at the Institute on Community Integration (ICl), will share
her expertise on this topic, drawing from ICI’s interactive online training resources for people who
self-direct their services. Next, Andrew Whalen, a person who self-directs his services, and three
DSPs (Alicia Cole, Britney Eley, and William Harold) will share their perspectives on best practices
to engage and retain DSPs.

By the end of this session, attendees will gain new strategies to boost DSP engagement and
support early in their employment—and improve retention in turn.

Visit the Rhode Island Statewide Workforce Initiative Community Hub to stay informed, access
resources, and connect with one another: https://riswi.org/ [riswi.org]

Actual event: Ninety-four people registered, and 49 attended (an attendance rate of 52%). These

figures show a marked improvement over last month’s webinar when 72 people registered and
27 attended. Below is a breakdown of the attendees:

Registered | Attended | Attendance Rate
Non-profit organization staff 35 21 60%
Agency provider front office staff 21 11 52%
Direct support professional 7 3 43%
State agency staff 8 3 38%
Family member of a person with I/DD 8 4 50%
Person with I/DD who directs their own services 1 1 100%
Other 14 6 43%
Total 94 49 52%

The event content came together nicely.
o The panelists (a person who self-directs his services, a frontline supervisor, and two
DSPs) offered rich insights into early retention strategies.
o Barb’s content was accessible and informative.

Capacity-000002



May 2023 RISWI Status Update
Sage Squirrel Consulting

Hub updates/ new materials

O

O
O
O

1-page snapshot that provides overview of each workgroup and goals/activities
Updated FAQs
General Hub updates (e.g., removing references to RI.Workforce @sagesquirrel.com)
Two new anchor documents we completed:
= DSP Apprenticeships: DSP Apprenticeships - Rhode Island Anchor - Rhode Island
State Workforce Initiative (riswi.org)
= DSP Training Requirements: DSP Training Requirements - Rhode Island Anchor -
Rhode Island State Workforce Initiative (riswi.org)
508 compliance on new documents
Continued work on three new anchor documents and self-direction materials
Spanish version of anchor documents were posted

Preparation for June Advisory Group meeting

Capacity-000003



Transformation Fund
Phase I Activities List
— Provider



(Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention
Stipends

Management Training

Staff Training

Ind./Community Training

Credientialling
Certificate

Data/measurement

fees for

g

expences

Administrative costs

|nganiza(‘mn

1 Action Based Enterprises

Total #REF!

Hire a HR coordinator.

1

0

1

Sign on bonus program for 10 new hires.

Enroll 30 DSP in online ACRE Training at the Sherlock center.

Professional development and/or education related to community
integration and/or employment for DSP and participants

|Organilatmn

Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention

Management Training

Staff Training

Ind./Community Training

Credientialling
Certificate

Data/measurement

fees for

g

expences

Administrative costs

1 Avatar

Total HREF!

Retention Bonus

Stipends
1

DSP Week

1

[Tuition Assistance

1

Training

1

1

Organization

Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention
Stipends

Management Training

Staff Training

Ind./Community Training

Credientialling
Certificate

Data/measurement

fees for

g

expences

Administrative costs

1 Community Living

Total #REF!

1. Effective recruitment by staff recruiter and trainer

1

2. Expanding on our 100% innovative Community-based Workforce to
help reduce turnover rate absentism

3. Comprehensive Training on Employees retention for 150 employees

4. Administrative timefor billing and quarterly reports

5. Final Project Report

1

Organization

|Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention
Stipends

Management Training

Staff Training

Ind./Community Training

Credientialling
Certificate

Data/measurement

fees for

g
expences

Administrative costs

1 Community Residence

Total #REF!

Recruitment of 10 new staff (5 Direct Support Personnel, 5 Direct
Support subs) using a $500 hiring bonus incentive per staff

Recruitment of 10 new staff (5 Direct Support Personnel, 5 Direct
Support subs) using a $500 hiring bonus incentive per staff

Recruitment of 1 new staff (1 Registered Nurse) using a $1,000 hiring
bonus incentive per staff

Training of 11 new staff (5 Direct Support Personnel, 5 Direct Support
subs, and 1 Registered Nurse) using standard company training methods
and classes

Retention of 10 new staff (5 Direct Support Personnel, 5 Direct Support
subs) using a $500 6 month retention bonus per staff

Retention of 1 new staff (1 Registered Nurse) using a $1,000 6 month
retention bonus per staff

Retention of 8 current staff (8 Direct Support Personnel) using a 3500

1

|nganiza(‘mn

retention bonus per staff

[Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention
tipend:

Management Training

Staff Training

Ind./Community Training

Certificate

Data/measurement

Tees for

g
expence:

costs

1 Cove Center

Total #REF!

Employment Support (Relias) training will be provided to all Cove staff
(up to 120) with the goal of increasing skills in job coaching and
community based support delivery

Creating Community Careers (Relias) training will be provided to 40 staff
across 5 modules, with goal of enhancing skills across employment and
community based support delivery. $ 500 for completion

SME/ACRE Certification (Sherlock) provided to 6 staff with goal of staff
deveoping and demostrating in-depth understanding and practive of

supporting y $1,250 for completion

Community Mapping training to be provided to 25 30 staff with goal of
enhanced understanding and utilization of Google Maps and other tools
to increase particpants individualized community experiences. $250-

5500 for

Management/Leadership training (Relias) to be provided to 15 staff and
Managers to enhance skils in supporting participants and overseeing
DSP's in community-oriented settings.

Staff recruitment goal to hire and retain 20 15 new DSP's through
targetted advertising and sign-on bonus program.

‘ |Organizat‘\on

|Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention
Stipends

Management Training

Staff Training

Ind./Community Training

Credientialling
Certificate

Data/measurement

fees for

g
expences

Administrative costs

1 Easterseals Rl

Total #REF!

Advertise for staff

1

hire staff: job trainer & apprentice supervisor

contact places where apprentices may be found

initiate job and community activity

choose and assess apprentices

begin apprenticeships and ongoing ($63,400 plus $4,370 in mileage

begin trainings and ongoing

project direction and evaluate program success

1

1

‘ |nganiza(‘mn

(Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention
Stipends

Management Training

Staff Training

Ind./Community Training

Credientialling
Certificate

Data/measurement

fees for

g

expences

Administrative costs

1 Frank Olean Center

Staff time for training

1

Center to community & technology trainer

[Train the Trainer Training provided by Sherlock Center

Vocational Specialist Training hours to complete Sherlock Center
training

Employment training for all Adult Services DSPs through BHDDH-
approved Perspective Corporation training.

Total #REF!

JotForms

[Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention
Stipends

Management Training

Staff Training

Ind./Community Training

Credientialling
Certificate

Data/measurement

fees for

g

expences

Administrative costs

‘ |nganiza(‘mn

1 Goodwill SNE

Total #REF!

Hire 1 Job Coach for 1 1/2 Year

1

40 hour training by current Workforce

time for billing and quarterly reports

Final project report to include documentation of increase employment
outcomes by 15%

1

|Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention
Stipends

Management Training

Staff Training

Ind./Community Training

Credientialling
Certificate

Data/measurement

fees for

ing
expences

Administrative costs

1 James L. Maher Center

Hiring Recruiter/Onboarding specialist

1

Capacity-000004




Total #REF!

Awareness Campaign

Yearly Relias fee

Psychology Assistant (new staff position)

Staff stipends for time spent in training (behavior assistant) 221 hours x
22 staff x $20 per hour Community concierge training: 10 hours x 22
staff x $19.65 an hour

Navigator (new staff position)

Adaptive from Tech

[Adaptive technology training

1

Organization

|Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention
Stipends

Management Training

Staff Training

Ind./Community Training

Credientialling
Certificate

Data/measurement

fees for

g
expences

Administrative costs

1 LfeINC.

Total #REF!

Pay Period Gratitude Bonuses for DSP workers

1

Goods for Clifton Strengths Project and workshop

Creating the Social Justice Lens Leadership Development Series : Kingian
NonViolence philosophy and strategies workshops by Nonviolent
Schools of RI

Workshops on Implicit Bias and Inclusive Leadership by the Baldwin
Collective, LLC

Speakers Bureau session through RI Cross Disability Coalition

Organization

|Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention
Stipends

Management Training

Staff Training

Ind./Community Training

Credientialling
Certificate

Data/measurement

fees for

g
expences

Administrative costs

1 Living Innovations

Total #REF!

Skill Development/Staff Training Consultant Services - Initial Fee of

$1000, plus $200/month for 24 months.

Employment/community membership Incentives for HP to Complete
Course {15-HR's) - One Time payment of $1000 each for 15 12 HP's upon

Initial HP Job Development Support (15-H#) 10 $500 payment to home
provider after 1st month of participant

Ongoing HP Job Development Support (15 participants), $200/month
payment to HP for each month participant remains employed, up to 23
months. $200 x 23 months=$4600 per individual, up to 25 10 individuals.

(Community Connection Incentive - Ongoing $100/mo for HP for
participant engaging in regular Community Activities, up to 5 12 HP for
124 23 months. -

[Job Development/Community Support/Data Collection. Systems Data
Set D. and Analysis:

Program ‘Outreach/C with
Providers & ongoing support, $5000/year for 2 years

|0rganization

|Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention
Stipends

Management Training

Staff Training

Ind./Community Training

Credientialling
Certificate

Data/measurement

fees for

g
expences

Administrative costs

1 Looking Upwards

Total #REF!

Implementation of Administrator of Person Driven Outcomes. Position is
required to have IDD (peer navigator)

incentives for exceptional placement specific outcomes

Incentives for the specific outcomes for person driven service intiaitives of
inclusivity

[senny Lingle (person driven consults)

Jennifer White (tech consult)

Hire a full time Technology ion position

|Sue Babin (small business consult)

Leadership training

1

|Organiza('mn

[Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention
Stipends

Management Training

Staff Training

Ind./Community Training

Credientialling
Certificate

Data/measurement

fees for

g

expences

Administrative costs

1 Opportunities Unlimited

Total #REF!

1. Innovative Strategies to increase employment and community
loutcomes.

1

1

1

|Effective recruiting, training and retention strategies

1

Organization

|Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention
Stipends

Management Training

Staff Training

Ind./Community Training

Credientialling
Certificate

Data/measurement

fees for

g

expences

Administrative costs

The Arc of Bristol County dba
proAbility

Total #REF!

Development of Project Plan

Weekly enhanced training will be provided to current staff in PCP,
navigation, and innovation strategies

Hire additional staff to afford training time

Coordinator

Data Collection

time for billing and quarterly reports

1

Organization

|Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention
Stipends

Management Training

Staff Training

Ind./Community Training

Credientialling
Certificate

Data/measurement

fees for

g
expences

Administrative costs

1 Refocus INC.

Total #REF!

(One Community Navigator will be hired for two years at $23 per hour
for 40 hours per week plus benefits.

Community Navigator memberships and community integration
activities costs.

1ob Coach training will be provided to 20 10 staff who will each attend
30 hours of training.

An incentive reward of $1,000 will be provided to each of the 26 10 staff
members that complete the job coach training.

Staff salaries will be increased $1.25 per hour to the Job Coach Status
rate of pay upon completion of training for 20 10 staff members.

An incentive program will be established to reward 20 10 staff and
individuals $600 $1,000.00 each upon completion of targeted outcomes.

1

|0rganization

|Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention
Stipends

Management Training

Staff Training

Ind./Community Training

Credientialling
Certificate

Data/measurement

fees for

g
expences

Administrative costs

1 Seven Hills RI

Total #REF!

Final Project Plan

1

Basic Age id
provided to 250 134 SHRI staff through a two day, 16 hour workshop with the
lgoal of enhancing organizational capacity to understand the importance of
person-centered and community-based supports for person's served.

training on Person-C: will be

|Assistive Technology training will be provided to 125 SHRI day, employment,
and residential staff through 3, 1-hour TechFirstshift trainings plus quarterly 1]
hr Seven Hills Foundation "AT Expo zoom sessions" with the goal of enhancing
staff through certification and case study work.

125 AT Certification Incentives @ $100 p/person

[Transformational Training Certification Incentive for-250-staff @ $100

Branding and Promotion

Final project report

time for billing and quarterly reports
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‘ |nganiza(‘mn

(Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention

Stipends Management Training

Staff Training

Ind./Community Training

Credientialling
Certificate

Data/measurement

fees for

g

Administrative costs

expences

1 UCPRI

1 #REF!

Staff Recruiter/Trainer (One Year)

1

1

[Training of 100 Staff for 15 hours

1

Relias Training

1

1

Organization

|Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention

M Traini
Stipends lanagement Training

Staff Training

Ind./Community Training

Credientialling
Certificate

Data/measurement

fees for

g

expences

Administrative costs

1 Whitmarsh

Total #REF!

Chromebooks for 26 5 Community-based Staff - to be used for case notes,
training, and billing purposes

1

1

Chrome Enterprise License for each staff's chromebook

Computer cases for each staff

Hotspots for each Community-based staff member

[SME Job Development training through the Sherlock Center will be provided to|
140 5 total staff in 7 sessions, totaling 19.5 training hours per staff (at 15.75 per
hour) to prepare for APSE APSE Certified Employment Support Professional
(CESP) Exam

|SME Job Coaching and Retention training through the Sherlock Center will be
provided to 10 total staff in 7 sessions, totaling 19.5 training hours per staff
(at 15.75 per hour) to prepare for APSE Certified Employment Support
Professional (CESP) Exam

Training will be provided to 36 5 staff through (at 15.75 per hour) Therap
|Academy on how to use Therap, Employment functions, and report case notes

Each staff that completes the SME Job Development training and SME Job.
Coaching and Retention will then apply for the APSE Certified Employment
|support Professional (CESP) Exam

Money towards monthly memeberships for Staff and Participants to increase
community activities and employment opportunities

[Monthly Membership for 6 Staff and 6 Participants for the YMCA to improve
community involvement and health and wellbeing.

New hire sign-on bonuses to attracted diverse and highly qualified candidates
for Employment and Community-based positions

[Money towards mileage reimbursements for Employment and Community-
based staff

[Money towards hiring and paying the salary for a Full-time Employment and
Community-Based Program Supervisor - this individual would supervise all
Employment and Community-Based support staff, oversee all programmatic
aspects of the day-to-day services, hold meetings in regards to IsPs, staff
meetings, and programmatic updates under the supervision of the Director of
|Adult services

Provider development expenses - used for recruitment and job fair materials,
advertising, and business materials

Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention

S Management Training

Staff Training

Ind./Community Training

Credientialling
Certificate

Data/measurement

fees for

g
expences

Administrative costs

1 Work Oppertunities Unlimited

Total HREF!

1. Innovative Strategies to increase employment and community
outcomes. (laptops for all DSPs, hotspots, padi working interviews for
clients, job carving training, DSP wages)

2. Effective recruiting, training and retention strategies

1

1

1

Organization

(Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention

S Management Training

Staff Training

Ind./Community Training

Credientialling
Certificate

Data/measurement

fees for

g
expences

Administrative costs

Becket Family of Services DBA
LifeConnections

Total #REF!

Referral Bonus

Sign-On Bonus

Marketing Materials

Retention Bonus

Team Spirit/Appreciation Awards

DSP Rate Increase-Levels of Expertise and Experience

Training (NADSP), technology

[Job Shadow

1

Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention
Management Training

Staff Training

Ind./Community Training

Credientialling

Data/measurement

fees for

Administrative costs

‘ |0rgamzauen

Stipends

Certificate

g
expences

1 Perspectives Corporation

Total HREF!

INADSP Annual

DirectCourse (100 staff per year)

E-Badge Academy (20 DSP's Mentors and 30 Frontline Supervisors per
vear)

DSP | Certification (20 DSP Mentes for a total of 50 hours each and
$1,500 certification bonus each)

DSP Il Certification (20 DSP Menters for a total of 50 hours each and
52,000 certification bonus each)

Data Migration (8 hours/week)

1

Organization

Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention

S Management Training

Staff Training

Ind./Community Training

Credientialling
Certificate

Data/measurement

fees for

g

expences

Administrative costs

1 Spurwink|RI

Total #REF!

a. Recruitment Bonuses

1

Professional Development: b. Development of a Career Ladder. (NADSP)

Professional Development: b. Relias Training staff time, ACRE Training
staff time

Professional Development: c. Partnership with local colleges including
Salve Regina University Master's Rehab. Counseling Program.

Final project report

time for billing and quarterly reports

‘ |0rgamzauon

Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention

i Management Training

Staff Training

Ind./Community Training

Credientialling
Certificate

Data/measurement

fees for

g

expences

Administrative costs

1 The ARC of Blackstone Valley
Total #REF!

Community Liaison Director (2years 18 months, full time)

1

1

Employee career path and retention training (18 months)

1

Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend

Recruitment

Retention
Management Training

Staff Training

Ind./Community Training

Credientialling

Data/measurement

fees for

Administrative costs

‘ |0rgamzauon

Stipends

Certificate

g
expences

1 Trudeau

Utilize a transformation/Ql coordinator to take the lead on Trudeau's
and Quality initiative

Project plan

Obtain a NADSP membership to access resources for DSP and Front Line
Supervisor certification

Purchase access to the E Badge Academy for DSP and Frontline

to work toward certification

p
Purchase Frontline supervisor “Train the Trainer" training and annual
renewal. This will be used to provide training opportunities for front
line supervisors

Complete "Train the Trainer” certification for 5 trainers

Capacity-000006




Total #REF!

Facilitate 2 sessions of Front Line supervisor training for 10 supervisors
in order to increase competency of the team

Incentive for successful completion of Front Line Supervisor training for
10 managers

College of Direct Support Annual Licensing fee for access to accredited
training (needed for attaining badges in E Badge Academy)

Data collection

Incentives for completion of DSP-I certification in £ Badge Academy (25
x 250) changed to 20 people

[Training costs for completion of DSP-I certification

Incentives for completion of Front Line Supervisor certification in £
Badge Academy (10 x 300)

[Training costs for completion of Front line supervisor certification in £
Badge Academy

Incentives for community memberships and employment successes (50
 150) changed incentive to $100 each

Final report

billing

Organization

(Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend Recruitment

Retention
Stipends

Management Training

Credientialling

Ind./Community Training Cortiicats

Staff Training

Data/measurement

ip fees for

ing
expences

Administrative costs

1 WestBay Rl

Total #REF!

[Two DSP-Community Connections Specialists

1

1

1

[Two day long sessions by National experts

1

time for billing and quarterly reports

1

Organization

|Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend Recruitment

Retention
Stipends

Management Training

Credientialling

Staff Training Certificate

Ind./Community Training

Data/measurement

ip fees for

ing
expences

Administrative costs

1 Access point RI

Total #REF!

Finalize project plan

1

1

Sign on bonuses for new staff

Employee Referral

Current employee bonus

Data Coordinator

Navigators

Organization

|Activity (Purpose building workforce capacity)

New Positions

Recruitment Stipend Recruitment

Retention
Stipends

Management Training

Credientialling

Staff Training Certificate

Ind./Community Training

Data/measurement

ip fees for

g
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1
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outcomes and the PCP process

employee retention rates,
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Activity (Purpose building workforce capacity)

Total # Programs recieiving funding 29

HREF!

New Positions

HREF!

#REF! H#REF!

H#REF!

H#REF!

Retention

Recruitment Stipend Recruitment

23

H#REF! H#REF!

T1: Percentage of Funds Used for Activities

Stipends
46

H#REF!

Management Training

14
HREF!

8 New Positions.
5 Retention Stipends

Ind./Community Training

8 Recruitment Stipend B Recruitment
B Management Training B Staff Training
B Credi B

Capacity-000007

H#REF! HREF!
Credientialling

Certificate

H#REF!

Staff Training  Ind./Community Training

a9 9

H#REF! H#REF! HREF!

HREFI
Data/measurement

14
H#REF!

HREFI
Membership fees for
Organization
10

H#REF!

HREF!
Purchasing equipment/meeting
expences
8

HREF!

HREF!
Administrative costs

18
HREF!




Retenti Credientiall
New Positions  Recruitment Stipend Recruitment :ﬁ:zﬂ':: Management Training Staff Training  Ind./Community Training 'EE:_";C':(;“
H#REF! HREFL HREF #REFL HREF! HREF HREF #REF!

T1 Total Funding by Activity

Capacity-000008

Data/measurement

H#REF!

Membership
#REF!

Purchasing equipment/meeting
expences
HREF!

Administrative costs

H#REF!



Rhode Island Health
and Human Services
Workforce Initiative
Annual Progress
Report



Rhode Island
Health & Human
Services Workforce
Initiative

Annual Progress Report
June 2023

Overview

Like many states, significant workforce shortages across health and human services and a lack of diversity among professionals is
limiting access to quality care and services for all Rhode Islanders. In response, the Executive Office of Health & Human Services
(EOHHS), the Office of the Postsecondary Commissioner (OPC), and the Department of Labor and Training (DLT) —in partnership with
the Rhode Island Foundation — co-hosted a Healthcare Workforce Summit, on April 1, 2022 that brought together healthcare and
education providers, policymakers, and labor and community partners for a data-driven, collaborative, facilitated process to identify
solutions to these workforce challenges. Just six weeks later, a public/private, dynamic, action-oriented health workforce planning and
implementation process was launched to identify and pursue short-term and longer-term solutions to ensure that there is a highly
skilled, diverse health professional workforce to deliver high-quality care to all Rhode Islanders.

Initiative Charge and Goals
After reviewing feedback provided during the April 2022 Summit, the initiative’s public/private Project Management Team set out
the initiative’s charge and goals.

CHARGE:
Ensure a sustainable supply of diverse, skilled health
and human service workers that deliver high-quality

care to Rl residents.
[ GOAL #1: Builda =
. GOAL #4: Build data
“':::;‘::ri;':;snz GOAL #2: Ensure an G:’:‘: :3;:::::5; thh collection and analytics
combat structural adequate pipeline of ok el Rheaalsiana capacity to proactively

SSiios health and human 7 identify gaps and
racismin health and A and in health and human emerging workforce

Vil reers. -
human service Selvicecarects needs in health care and

settings. measure progress.
GOAL #5: Align, braid and leverage resources across the state, employers, and education providers to ]

achieve health and human service workforce planning priorities. (Cross-Cutting)
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Extensive Public-Private Collaboration

Since implementation last June, 429 individuals from 160 organizations have participated in initiative workgroups, subcommittees,
and events to develop and implement solutions. The planning process has included stakeholders from the following areas:

K-12 Schools Advocates Behavioral health providers Community-based health
providers
Higher education Home care Hospitals Labor
Long-term care Payors Philanthropy Professional associations
Social service agencies State agency leaders Trade associations Training providers

Please refer to the Rhode Ahead section below concerning how to get involved in future initiative activities and see the Appendices
for a full list of participating organizations.

Structure and Partner Engagement

The initiative is guided by a public/private Project Management Team that includes representatives from across government, the
healthcare sector, and philanthropy. Partnering organizations participate on multiple ad hoc project teams that have been established
to advance priority activities with leadership coming from initiative staff and the Project Management Team, which works to align and
leverage the work of the initiative with other health and human services initiatives. Project Management Team members also work
closely with an interagency group of Executive Sponsors to lead the work and to align and broker resources. Executive Sponsors for
the initiative include the EOHHS Assistant Secretary, the Commissioner of Postsecondary Education, and the Director of the
Department of Labor and Training. Please refer to the Appendices for a list of organizations participating on the Project Management
Team. Ad-hoc project teams are advised by two Workgroups - one focused on career pathways, pipelines, and higher education and
the other on workforce data collection and analytics (see below).

Projects and Progress

During the first year, the following initiatives were collaboratively identified and prioritized to address specific health & human
services workforce challenges brought forward by each Workgroup and advanced through project teams:

Career Pathways, Pipelines, and Workforce Data Collection and Analytics
Higher Education Partnerships Workgroup Workgroup
Troubleshoot Barriers to Nursing Inventory Existing Healthcare Training
Assistant Testing & Licensure and Education Programs
- N
Pilot and Implement a Health and Analyze Health Occupational Licensure
Human Services Career Day Data and Conduct Workforce Analysis
£ 3
Promote and Increase Impact of Create and Publish Occupational Data
Health Loan Repayment Programs Dashboards

Support Recredentialing of
Foreign-Trained Health Professionals

Expand Clinical Placements for Health
Professional Students

—

Develop and Enhance Behavioral Health
and Direct Care/Nursing Career Ladders )

Realign CTE Healthcare Standards to
Better Support Industry Needs
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Career Pathways, Pipelines and Higher Education Projects and Progress

Brief descriptions of projects and progress over the past 12 months are provided below:

Lead Partner

Project

RIDOH

Troubleshoot Barriers to Nursing Assistant Testing and Licensure

Goal:

Eliminate testing delays encountered by aspiring Nursing Assistants during the licensure process.

Rationale:

Almost 70% of RI nursing homes are understaffed due to a shortage of Certified Nursing Assistants (CNAs)
and this shortage is being exacerbated by testing delays encountered as part of the licensing process and
attributable to the testing vendor. The CNA staffing shortage results in a deterioration of care and
contributes to a shortage of beds in long-term care facilities and hospitals.

Progress:

By regulation, Rl has one CNA testing vendor. Rl Department of Health (RIDOH) staff have worked with the
current vendor to increase accountability, improve vendor staffing, increase testing capacity and exam
locations, and make scheduling protocols more efficient and responsive. RIDOH staff have amended
regulations to allow additional vendors to provide CNA testing services and are working to increase training
programs’ support for students during test registration. RIDOH staff have: facilitated the vendor’s use of
Registered Nurses from other states to work as CNA examiners; provided weekly updates of all available test
slots to the RI Health Care Association, Hospital Association of RI, and LeadingAgeRI to share with their
members; and applied for a waiver from CMS to allow CNA applicants additional time to complete their
testing due to lack of available test slots.

Next Steps:

RIDOH staff will continue to provide enhanced oversight of the testing vendor by meeting bi-weekly with the
vendor to identify open testing slots and to escalate test-taker complaints. Staff will also determine the need
for and viability of opening the RI market to other test vendors, and if necessary, will work with the
Department of Administration to procure new vendors. If new vendors enter the market, RIDOH will utilize
the enhanced oversight and communication methods employed earlier this year with the current vendor.

Lead Partner

Project

Skills for RI’s Pilot and Implement a Health and Human Services Career Development Day to Raise
Future Awareness of Health and Human Services Careers
Goal: Increase awareness among students and job seekers of employment and career opportunities within the
oal: health and human services sector.
i There is a lack of awareness among youth and prospective workers about employment and advancement
Rationale: e . . . ) .
opportunities in the health and human services sector. Promoting careers in health and human services will
attract more people to the field.
Progress: Led by Skills for Rhode Island’s Future, the Health and Human Services Career Day was held on Saturday,

April 1, from 9am-4pm at the Rl Nursing Education Center. The day featured exhibits and presentations by
more than 35 employers, institutions of higher education, training programs, State agencies, and community
partners. Almost 140 attendees learned about health and human services careers by speaking directly to
industry experts, connecting with employers, and participating in hands-on health scenarios created in
simulation and skills labs.
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Lead Partner

Project

Skills for RI’s Pilot and Implement a Health and Human Services Career Development Day to Raise
Future Awareness of Health and Human Services Careers
Skills for Rhode Island’s Future will follow-up with all participants to encourage enrollment in training and
Next Steps:

education and/or employment and evaluate the event to determine how to structure future efforts to
promote employment in the sector.

Lead Partner

Project

Rhode Island
Foundation,
RIDOH

Promote and Increase the Impact of Health Professional Loan Repayment Programs as a Tool
for Workforce Attraction and Retention

Goal:

Support health and human services worker retention through loan repayment.

Rationale:

Loan repayment is an effective tool for recruiting and retaining highly qualified health care professionals.
There are a number of federal and state programs available in Rhode Island, each with its own set of
programmatic criteria. Leveraging these programs most effectively requires expanded communication and
dissemination of information about loan repayment opportunities, increased investment to help meet
demand for state programs, strengthening collaboration and communication between partners, and
continued exploration of how to expand access to loan repayment tools—particularly for underserved
communities.

Progress:

With leadership from the Rhode Island Foundation, the project team is expanding partnerships and
increasing the dissemination of information about loan repayment opportunities to health and human
services workers. Project team members are working to build upon and better align different loan repayment
programs, including the Health Professional Loan Repayment Program and the Wavemaker Fellowship and
have advised Commerce on the development of the new Wavemaker-Healthcare guidelines to help expand
eligibility for loan repayment to additional occupations and settings. Team members are advocating for
direct state investment in the Health Professional Loan Repayment Program and have worked with RIDOH
and EOHHS to develop and make available a new online loan repayment navigation tool to help professionals
and employers navigate the complicated world of loan repayment programs. Please use the QR code below
to access the new tool.

Next Steps:

Project team members will promote existing loan
repayment opportunities, advocate for additional
resources for the Health Professional Loan Repayment
Program, and conduct outreach to share the new loan
repayment navigation tool developed by EOHHS and
RIDOH.

Loan Repayment Navigation Tool.
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Lead Partner

Project

RIDOH and the RI
Welcome Back
Center

Recredentialing of Foreign Educated Health Professionals

Goal:

Support foreign educated healthcare workers, living in Rhode Island, to secure licensure and/or certification
in R, so they can work in health and human service roles at the top of their licensure.

Rationale:

Internationally trained healthcare professionals face significant barriers to securing licensure in Rhode
Island while healthcare sector employers struggle to address worker shortages and diversify their
workforces.

Progress:

RIDOH Academic Institute staff worked closely with the RI Welcome Back Center to secure Real Jobs Rhode
Island funding from DLT. The RI Welcome Back Center works to meet participants’ needs by providing
solutions to the barriers that prevent internationally-educated health professionals from reentering the
healthcare workforce in RI. The grant will fund a one-year pilot initiative in collaboration with Thundermist,
Lifespan, the Rl Department of Education, Genesis Center, and others to provide a range of services
including intensive case management, English Language Instruction, resources and guidance concerning
licensing and alternative pathways, and assistance with exams and licensing fees. Over 50 foreign-trained
healthcare workers recently attended a recruitment event for the new program, making it likely that the
first program cohort will be oversubscribed.

Next Steps:

Project partners are collaborating to implement and evaluate the year-long pilot and grow the initiative
over time to support more workers. The first cohort of ~25 participants will begin in July.

Lead Partner

Project

Salve Regina
University, RIC

Expand Clinical Placements for Health Professional Students

Goal:

Expand the number of high-quality clinical placement opportunities for aspiring health professional
students.

Rationale:

Degree programs that require clinical placements have difficulty recruiting placement sites and preceptors
(supervisors) for students working to become health professionals, while simultaneously clinical settings
face challenges providing clinical placements for students.

Progress:

A project team is seeking to understand issues and identify challenges and potential solutions associated
with increasing the number of clinical site placements and preceptors for health and human services roles.
The team developed and delivered a survey this past Spring to 174 academic clinical program coordinators
at eight institutions of higher education in Rhode Island, and successfully received survey submissions for 42
different academic programs. Survey results are being analyzed and aggregated by the Office of the
Postsecondary Commissioner, and have been preliminarily shared with the project team.

Next Steps:

Project team will work to develop a companion survey to the initial instrument, which will collect data from
clinical placements sites to identify the unique issues and barriers experienced by employers. This group is
also exploring options for engaging students around data collection efforts as it relates to their clinical
placement experiences. All data results will be used to develop actionable solutions to the clinical
placement barriers, and to increase clinical placement opportunities for students.

Potential strategies being explored by the project team, which will guide the group’s efforts for the next
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Lead Partner

Project

Salve Regina
University, RIC

Expand Clinical Placements for Health Professional Students

year, include: advocating for state funding to make it more financially attractive for employers to host
clinical placements, affiliating with employers who have established internship programs, exploring
alternatives to hospital/long term care placement sites, taking steps to promote organizational cultures in
which clinical education is increasingly valued, increasing contact hours for clinical instructors, developing a
centralized repository of preceptors, and exploring non-financial incentives to employers and clinicians to
supervise and train preceptors.

Lead Partner

Project

EOHHS

Develop and Enhance Behavioral Health and Nursing/Direct Care Career Ladders to Support
Employment and Career Advancement

Goal:

Identify strategies to 1) diversify the workforce, 2) establish an adequate pipeline of workers, and 3)
increase employee retention.

Rationale:

Rl is experiencing severe workforce shortages in behavioral health and direct care/nursing occupations
which decreases access to high quality care and services for all Rhode Islanders.

Progress:

This winter, EOHHS convened two Career Ladder Advisory Committees to focus on enhancing Behavioral
Health and Direct Care/Nursing career ladders. The workgroups are composed of industry, education, and
other stakeholders and are charged with identifying and addressing system barriers that limit access to
education, employment, and career advancement. Both workgroups have met monthly and examined best
practices to support working adults, mapped relevant career ladders including key occupations and related
educational and training programs, and through group consensus building, identified and validated key
barriers and strategies. The groups have prioritized activities to support skill development and career
advancement that help working adults, and especially workers of color, progress through career pathways
towards licensed behavioral health and nursing professions.

In addition, the workgroups have started working closely with the Career and Technical Education system to
orient and prepare high school students for behavioral health and nursing careers (See below). Both
workgroups are also working with RIDOH and the agency’s health professional licensure boards to explore
how to collaborate to reduce licensure-related barriers to practice while maintaining healthcare quality and
public safety.

Next Steps:

The workgroups are developing and finalizing
priority strategies and activities to enhance
Career and Technical Education opportunities
for young people and to address licensure
related barriers and opportunities. Partners will
be broken into project teams to advance
priority activities.

Behavioral Health Direct Care-Nursing
Career Ladder Career Ladder
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Lead

Project

Rl Department of
Education

Realign Career and Technical Education (CTE) Healthcare Standards to Better Support
Industry Needs

Goal:

Align the State’s CTE system to better meet industry needs and orient and prepare young workers for
health and human services careers.

Rationale:

Current workforce shortages have created an urgent need to prepare high school students and young
adults for college and careers in high-demand health and human services occupations. Under the current
CTE structure, the Bioscience Program Standards, which guide the preparation of students to enter careers
in nursing and other health related careers, are grouped in with Animal Science and Plant Science Program
Standards. The result is that critically needed nursing and other health related career programs are
organized, led, and supported by different industry and education partners than other health science
careers, which are organized under the existing Healthcare Program Standards. The needs of industry, K-
12 education, and higher education would be better served by a realignment of key healthcare program
standards.

Progress:

In April 2023, EOHHS convened employer, higher education, and CTE partners to learn about how they
could partner with the CTE system to help address worker shortages in Rhode Island. The meeting
affirmed CTE partners’ desire to separate the current grouping of careers in the nursing field with careers
in the animal sciences and plant sciences.

As a result, members of the relevant CTE Industry Advisory Committees realigned standards and added
CTE Program Standard categories to better address industry identified needs. Specifically, the following
areas are being added to the Health Science Cluster: Direct Nursing Care, Behavioral Sciences, Healthcare
Laboratory, and Data Science & Healthcare Analytics. These program standards will join existing health
science standards in the Health Science Cluster including Bioscience, Certified Patient Care Technician,
Community Health Worker, Dental Hygienist, and Emergency Medical Responder.

Next Steps:

The new alignment of standards takes effect with the 2023-2024 school year. This fall, EOHHS will work
with RIDE and CTE leaders to host regional gatherings of health and human services employers, higher
education partners, and school districts to explore and advocate for the creation and/or expansion of CTE
Healthcare Science Cluster programming in Rhode Island.
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Workforce Data Collection and Analytics Projects and Progress

Lead Partner

Project

EOHHS

Conduct a Comprehensive Inventory of Health and Human Services Training and Education
Programs in Rhode Island

Goal:

Create and make publicly available a comprehensive inventory of health and human services training and
education programs available to Rhode Islanders.

Rationale:

There is no single comprehensive source of up-to-date health and human services education and training
program information available for healthcare workforce system planners and industry stakeholders to
assess gaps in training and education and to support sharing and promotion of available programs.
Information on various programs is also difficult for prospective students and workers to find and use to
assess different educational opportunities.

Progress:

EOHHS has gathered and documented information on all available training programs and has worked with
programs to secure missing data and to validate program information.

Next Steps:

EOHHS will share the resource widely with
relevant stakeholders and will need to
determine a process for keeping the inventory
current over time.

Healthcare Training & Education Inventory

Lead Partner

Project

EOHHS,
Rl Data Ecosystem

Analyze Health Occupational Licensure and Other State Data to Conduct Preliminary Health
and Human Services Workforce Analysis

Goal:

Successfully execute a data sharing agreement between RIDOH and EOHHS to share data collected during
the licensure process for licensed health and human services occupations and incorporate the data set into
The RI Data Ecosystem’s data warehouse to enable cross matching with other state data sets and the
completion of a preliminary healthcare workforce analysis.

Rationale:

State, industry and educational leaders have been unable to determine the employment status, career
trajectory, retention, demographics, and other important characteristics of RI’s licensed health
professionals. More generally, public and private sector leaders lack the sector wide data required to
equitably assess and grow the state’s current and future health and human services workforce. Sharing of
data between RIDOH and EOHHS, with support from the Rl Data Ecosystem, will enable future analysis and
inform policy development, planning, and evaluation.

Progress:

This past winter, RIDOH and EOHHS completed a data sharing agreement and RIDOH has shared an initial
licensure dataset with the Rl Data Ecosystem that includes information on multiple occupations including
nurses, nursing assistants, social workers, mental health counselors, marriage and family therapists,
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Lead Partner

Project

EOHHS,
Rl Data Ecosystem

Analyze Health Occupational Licensure and Other State Data to Conduct Preliminary Health
and Human Services Workforce Analysis

dentists, and dental hygienists. The Rl Data Ecosystem has the capacity to link individual data across
twenty or more public data sets and has broken out the data by race, ethnicity, gender, and
location/setting. The Rl Data Ecosystem is in the process of utilizing the data to complete an initial analysis
on the healthcare workforce including counts, wages, education, licensure and training, demographic
breakouts, career progression, and temporary workers. The Ecosystem has developed an interactive
Microsoft PowerBI dashboard tool to support analysis of the data.

Next Steps:

The initial analysis will be shared with health and human service sector stakeholders at the initiative
Summit on June 6. EOHHS staff will explore how to make the data and dashboards available publicly
following the Summit. In addition, EOHHS will work with RIDOH to explore adding additional data fields
that can be collected during the licensure process and to collect updated data sets annually to determine
trends and monitor change over time.

Lead Partner

Project

DLT

Develop Easy to Understand Data Dashboards Setting out Labor Market Information for Key
Healthcare Occupations

Goal:

Assemble health and human services labor market information in a concise and easy to understand
format.

Rationale:

Public labor market information has not been organized in such a way that key healthcare occupation data
points are easily located and understood. Collecting and reformatting the data will help state and industry
stakeholders better understand the labor market supply and demand information available through DLT
and other public sources.

Progress:

Staff at DLT built an interactive dashboard that is filterable by healthcare occupation, with data points
related to graduates produced in Rl, active and inactive licensees, demographics, current wages, and 2030
projected employment by occupation.

Next Steps:

DLT is making the dashboard available to the public and will work with industry partners to both share and
validate the data.
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The Rhode Ahead

Over the next 12 months the initiative will accelerate its efforts to expand access to high-quality, culturally appropriate, and responsive
health and human services through strategies that will attract, train, and retain a diverse workforce. Building off of the collaborative
infrastructure and public-private partnerships built over the past year, initiative partners will collaborate to pursue a shared policy
agenda that will promote innovation and the testing of inclusive and supportive health and human services strategies leading to career
ladders in high-demand occupations and incentivize new and incumbent workers to join the healthcare workforce and advance their
healthcare careers in Rhode Island. During and immediately after the initiative’s June 2023 Summit meeting, partners will break into
public-private project teams to further develop and advance the framework below:

The Rhode Ahead

Strategies to create a diverse, skilled sustainable 4
health and human service workforce

Attract

A DIVERSE,
SKILLED,
SUSTAINABLE
HEALTH AND
HUMAN SERVICE,
WORKFORCE

PARTNER INNOVATE

INCENTIVIZE

Leverage Existing Provide Incentives to  Inspire and Fund Career
Public-Private Attract, Train and Ladder Pilot Programs
Partnerships and Retain Workers that Reimagine and
Collaboration Create Pathways to
High-Demand Jobs and
Careers.

The Rhode Ahead Initiatives

4
Career Awareness and Outreach Efforts

Attract

Goal: Attract students and job seekers to health and human service careers.

Description: Conduct public-private marketing campaigns Rationale: According to the Indeed Hiring Lab, between mid-2016
and outreach efforts to promote health and human service | to the end of 2019, job seeker interest in health and human service
careers. jobs relative to all jobs fell nearly 20% and the COVID pandemic

further reduced interest and employment in health careers.
Higher education programs in Rl report declining numbers of
applicants.

Aligned Programs and Resources: Builds on the Caring
Careers Campaign, the recent Career Development Day
and widespread interest among private sector partners to
promote jobs and careers. Use this QR code to link to the
Caring Careers website:

Caring Careers
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Attract

Tuition Assistance and Supports for Paraprofessionals to Become
Licensed Health Professionals

Goal: Increase the diversity of RI’s health and human service workforce by supporting paraprofessionals to become licensed

health professionals.

Description: Paraprofessionals receive upfront tuition
assistance towards educational costs and wrap around
supports.

Rationale: Tuition assistance reduces financial barriers to
obtaining education, promotes career advancement, and
increases the racial and ethnic diversity of health and human
services professionals. Wrap around supports help workers to
complete educational and clinical requirements for certification
and licensure.

Aligned Programs and Resources: Builds on the Health
Professional Equity Initiative and Rl Reconnect. Use the QR
Codes to learn more about the Health Professional Equity
Initiative and RI Reconnect.

RI Reconnect

Health Professional Equity
Initiative

Health Professional Loan Repayment

Goal: Retain nursing and behavioral health professionals in the state by providing loan repayment support after a period of

service in Rhode Island.

Description: Expand the existing Health Professional Loan
Repayment Program and the Wavemaker Fellowship by
increasing the total number of loans and expanding
eligibility to more occupations and work settings.

Rationale: Loan repayment is an effective tool for recruiting and
retaining highly qualified health care professionals. Loan
repayment decreases the financial stress of student loan debt on
incumbent workers and supports worker retention in the health
and human services field, particularly in underserved areas.

Aligned Programs and Resources: Expands the Health
Professional Loan Repayment Program and the Wavemaker
Fellowship. Use the QR codes to connect to the program
websites.
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Tuition Assistance for Students to Obtain Health and
Human Services Professional Degrees

Goal: Attract more students to obtain degrees leading to licensed health and human service occupations.

Description: Students receive upfront tuition assistance
towards the educational costs of degree programs
leading to licensed occupations in the health and human
services sector.

Rationale: Tuition assistance reduces financial barriers to obtaining
higher education and makes it possible for students from all
backgrounds to pursue and obtain a health-related postsecondary

shortages.

degree and licensure in occupations and settings experiencing worker

Aligned Programs and Resources: Builds on the RI Promise scholarship, which allows all Rhode Islanders coming right out of high
school to pursue associate degrees at Community College of Rl tuition-free.

Pre-Employment Training and Supports for Entry-Level Health
and Human Services Jobs

Goal: Grow the health and human service paraprofessional workforce with expanded pre-employment training.

Description: Additional resources for pre-employment
training and wraparound support to prepare people for
paraprofessional roles in health and human services.

Rationale: Creates pipelines of talent into high demand
paraprofessional occupations.

Aligned Programs and Resources: Expands Real Jobs RI
investments in the healthcare sector. Use the QR Code to
learn about Real Jobs RI.

Real Jobs Rhode Island

Y. Office of the
F“‘;rd’( RI ‘ Postsecondary
4‘»;' Commissioner
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Increased Faculty and Clinical Placements

Goal: Increase the number of faculty and expand the number of quality clinical placements.

Description: Develop strategies utilizing national best Rationale: Health professional faculty shortages resulting from an
practices to address educational requirements, tuition aging workforce and uncompetitive salaries are limiting the capacity
costs, and salary differentials that discourage practicing of our higher education institutions to train our future health

health professionals from pursuing advanced degrees and
faculty positions. Simultaneously identify and address

organizational and financial barriers for community-based
provider organizations to serve as clinical placement sites.

professional workforce. It is necessary to expand the capacity of
higher education programs to graduate health and human service
professionals and to increase opportunities for students to gain
clinical experience, particularly in community-based settings that
have fewer resources to support students.

Aligned Programs and Resources: Leverages the proposed partners, framework, strategies under recent Nursing Expansion
Grant proposals.

b

Attract

Career Ladder Pilots

Goal: Inspire and Fund Career Ladder Pilot Programs that Reimagine and Create Pathways to High-Demand Jobs and Careers.

Description: Pilot projects will be led by collaborations of Rationale: Pilot projects will help Rhode Island solve its most
employers, higher education, labor, CTE programs, and pressing health and human services workforce challenges by
community partners and will prioritize: attracting new financially supporting collaborative, sustainable and innovative
workers, increasing access for underrepresented career ladder programs through cross-sector, multi-agency
populations, incorporating anti-racist and culturally partnerships. The initiative will create opportunities to replicate
responsive practices, creating strong linkages with CTE and and scale up the work of innovative partnerships that have been
higher education, removing barriers to education for created by multiple health and human services who are crafting
working adults, using apprenticeship models, and engaging | innovative workforce solutions.

multi-employer and/or multi-higher education partners.

Ongoing Projects

In addition to our Rhode Ahead initiatives, there are other critically important projects that are currently underway and will continue
in the year ahead. These include:

Career and Technical Education: Work will build on recent changes in Career & Technical Education regulations and
will help facilitate new partnerships between health & human service providers, institutions of higher education, and
CTE high schools.

Professional Licensure: Efforts will include reviewing health professional licensure requirements and processes to
consider changes that could help increase the number and diversity of licensed health professionals.

Health Workforce Data: The initiative’s Workforce and Data Analytics Workgroup will continue to develop RI’s health
workforce data collection and analytics capacity to serve as a resource to employers, educators, job seekers, and policy-
makers.

Foreign Educated Health Professionals: Continuing work with the Rhode Island Welcome back center to support
foreign trained health and human services workers living in Rhode Island to secure credentials, licensure and
employment in the state’s health and human services sector.
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Opportunities to Get Involved

Multiple forums will be created to support the necessary and highly valued engagement of initiative partners in the further
development and realization of the Rhode Ahead agenda. Forums for partner engagement and participation will include:

Rhode Ahead Initiative Teams: Project Teams composed of a mix of public/private partners with relevant expertise will
be established this summer to develop detailed proposals and associated cost estimates to advance the Rhode Ahead
agenda. Teams will include Tuition Assistance, Support for Faculty and Clinical Placements, Career Awareness and
Outreach, and Career Ladders Pilot Initiative Planning.

Regularly Scheduled Partner Update Meetings: Throughout the year, Initiative staff will host concise, online update
meetings every other month where staff and partners working to advance key projects share progress, vet ideas, and
take feedback from interested stakeholders from across the initiative.

Workforce Data and Analytics Workgroup: The data workgroup will continue meeting regularly to build upon its
progress over the past year to help guide and support ongoing health and human services data capacity building and
analysis.

Ongoing Projects: A number of teams will continue meeting to advance ongoing projects, including work on career and
technical education and professional licensure.

If you wish to get involved in any of the activities above, please contact Rick Brooks at Rick.Brooks@ohhs.ri.gov or Aryana Huskey at
Aryana.Huskey.CTR@ohhs.ri.gov. Thank you for your continued interest and your sustained support of our efforts.
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Appendix |: Executive Sponsors and Project Management Team Members

The initiative receives leadership, support, and guidance from the following interagency team of Executive Sponsors:
Ana Novias, Assistant Secretary, Rl Executive Office of Health and Human Services
Shannon Gilkey, Commissioner, Rl Office of the Postsecondary Commissioner

Matt Weldon, Director, Rl Department of Labor and Training

The initiative is guided by its public/private Project Management Team that includes representatives from across government, the
healthcare sector, and philanthropy. Team members include:

Alyssa Alvarado, Executive Director, Governor’s Workforce Board

Aryana Huskey, LCSW, Health Workforce Transformation Project Manager, Rl Executive Office of Health and Human
Services

Bonnie Rayta, CHSOS, Manager of Simulation & Technology - Rl Nursing Education Center, Rl Office of the
Postsecondary Commissioner

Charon Rose, Director of Workforce Strategy and Operations, Rl Office of the Postsecondary Commissioner
Howard Dulude, Director of Finance, Hospital Association of Rhode Island

Karyn Lowe, J.D., Deputy Director of Policy, Office of Governor Daniel J. McKee

Keith Murray, Real Jobs Rhode Island Coordinator, Rl Department of Labor and Training

Dr. Larry Warner, Chief Impact and Equity Officer, United Way of Rhode Island

Laurie Leonard, Director of Academic Affairs and Accreditation, Rl Department of Health

Lisa Odom-Villella, Deputy Commissioner, Rl Department of Education

Mackenzie Daly, Chief Health Program Evaluator, Rl Department of Behavioral Healthcare,

Developmental Disabilities & Hospitals

Marti Rosenberg, Health Policy and Planning Director, Rl Executive Office of Health and Human Services
Rick Brooks, Director, Health Workforce Transformation, Rl Executive Office of Health and Human Services

Sandra Victorino, LMHC, Director of Workforce Development, Diversity, Inclusion and Community Relations, Care New
England and Chairperson, Commission for Health Advocacy and Equity

Zachary Nieder, Senior Strategic Initiative Officer, Rhode Island Foundation

Zoya Tseytlin, Program Officer for Workforce Development, Adult Education, Economic Mobility & VITA, United Way of
Rhode Island

EOHHS and the Project Management Team are provided project management and consulting services by Kristin Lehoullier and
Bert Cooper of Elevated Results, Inc.
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Appendix Il: Public/Private Partners Engaged in Initiative Activities

Accesspoint RI Goodwill of Southern New England
Addiction Recovery Institute Governor’s Behavioral Health Council
Adoption RI Hasbro Children’s Hospital
Aldersbridge Healthcentric Advisors

Alee Behavioral Health Home Care Advantage

Alliance for Better Long-Term Care Home Care Services of Rl

Alpert Medical School Brown University Homecare Networks Rl

Amos House Hope Nursing Home Care

Anchor Bay East Providence HopeHealth Hospice & Palliative Care
Association of Independent Colleges and Universities Horizon Healthcare Partners

Avatar Residential Hospital Association of Rl

BAYADA Home Health Care Integra

Becket Academy Johnson & Wales University
Blackstone Valley CHC LeadingAge Rl

Blue Cross Blue Shield RI Lifespan

Boston Behavior Learning Centers Lifespan ClinTECH Center

Bradley Hospital Lincoln Technical Institute
Bridgemark McAuley Village

Brown Physicians Meaningful Outcomes

Burrillville School District Mental Health Association of Rl
Butler Hospital National Association of Social Workers-RI
CarelLink RI New England Institute of Technology
Care Transformation Collaborative -RI Neighborhood Health Plan of Rl

CB Homecare NeuroRestorative

Community College of RI Newport Hospital

Center for Health & Justice Transformation Newport Mental Health

Center for Southeast Asians Onward We Learn

Central Falls School District Opportunities Unlimited

Care New England PACE

Charlesgate Parent Support Network of Rl
CharterCARE Perspectives Corporation

Child & Family Services of RI Phenix Home Care

Commerce Rl Ponaganset High School

Community Care RI Progreso Latino

Community Care Alliance Providence College

Community Health Worker Association - Rl Providence Community Health Center
Community Provider Network of Rl Providence Public Schools

Coventry Public Schools Raising Hope Home Care

CODAC Refugee Dream Center
Comprehensive Community Action Program Rhode Island Hospital

Cranston Public School District Rhode Island College

DataSpark RI Assisted Living Association

Davies Tech RI BHDDH

East Providence High School RI Coalition for Children & Families
EBCAP RI Council 94 AFSCME

Economic Progress Institute RI Dental Association

Eleanor Slater Hospital RI Dept. of Administration

Elevated Results RI Dept. of Children Youth & Families
Exeter Job Corps RI Dept. of Corrections

Family Behavior Solutions Rl Dept. of Education

Family Services of Rl RI Dept. of Health

Faulkner Consulting Group RI Dept. of Human Services

Fogarty Center RI Dept. of Labor & Training

Franklin Court Assisted Living

Gateway

Genesis Center
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RI Executive Office of Health & Human Services
Rl Foundation

Right at Home

Rl Governor’s Workforce Board

RI Health Care Association

Rl Health Center Association

Rl Medical Society

RI Nursing Education Center

RI Nursing Institute Middle College
RI Office of the Governor

RI Office of Healthy Aging

RI Office of the Health Insurance Commissioner
RI Office of the Postsecondary Commissioner
RI Office of Veterans Services

RI Oral Surgery

RI Partnership in Home Care

RI Parent Information Network

Rl Prevention Resource Center

RI State Nurses Association

Rl Senate

RI Student Loan Authority

RIDDC

Roger Williams University

Sage Squirrel Consulting

Salve Regina University

Senior Agenda Coalition

SEIU 1199 NE

Sherlock Center

Sista Fire

Skills for RI’s Future

South County Health

St. Elizabeth’s

South Kingstown School District
SUMHLC - RI

Systems Change Strategies

The Opening, LLC

The Providence Center
Thundermist

Tides Family Services

Tockwotton

Tri-County Community Action Agency
Trudeau Center

United HealthCare

United Nurses & Allied Professionals
United Way of Rhode Island
University of Rhode Island

Urban Perinatal Educational Center
VICTA

Visiting Angels of Rhode Island
Welcome Back Center - RI

Western Governors University
Your Choice of Home Care

3 Office of the
R I \ Postsecondary
Commissioner
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Direct Workforce
Solutions Contract



Direct support . UNIVERSITY OF MINNESOTA
workforce SOlutlonS Institute on Community Integration (UCEDD)

A national consulting group 2025 East River Parkway, Minneapolis, MN 55414
612-624-6300, fax: 612-624-9344, iciumn.edu

Rhode Island Statewide Workforce Initiative Proposal
3.1.23

Introduction and Context

The Sherlock Center is working with Rhode Island BHDDH and other strategic partners to develop and
implement key components of a sustainable statewide workforce development infrastructure. The
shared goal focuses on improving direct support workforce stability for employers in Rhode Island.
Direct Support Workforce Solutions is a national consulting group at the University of Minnesota’s
Institute on Community Integration assists community disability and other human services agencies in
implementing workforce strategies that reduce turnover, attract, recruit, and retain qualified talent, and
engage and prepare their workforce to deliver high-quality services. Key components of a sustainable
workforce infrastructure include:

1. Marketing/Recruitment

2. Data Collection/Reporting

3. Training/Professional Development

4. Policy Development/Worker Voice

5. Selection & Retention

6. Leadership/Coordination/Accountability

This proposed scope of work builds upon past and current projects Direct Support Workforce Solutions
has been providing with Sherlock Center. The proposed deliverables and activities align with the key
components of a sustainable workforce infrastructure that have emerged from recent engagement with
key stakeholders in workforce development across Rhode Island about developing, implementing, and
evaluating Rl specific workforce statewide strategies that support and align with Rhode Island’s
Statewide Workforce Initiative. This work will be completed through a contract with the Sherlock Center
and input for all activities will be obtained through Rl SWI summit attendees, relevant work groups and
the Coordinating Council.

The University of Minnesota workforce consultants will work Sherlock Center staff and other key
stakeholders (e.g., BDDH Director, Sage Squirrel, Rl SWI participants) to implement the proposed
deliverable activities. The proposed timeline for this work is March 1, 2023-December 31, 2025.

Proposed Scope of Work and Deliverables

Deliverable #1: Marketing Campaign and Corresponding Materials

The Institute on Community Integration will develop and implement a statewide marketing campaign
and corresponding materials, with feedback from stakeholders and the Coordinating Council.

Activities:

e Produce a 15-minute electronically distributed Realistic Job Preview (RJP) for DSPs who work in
Rhode Island from the perspective of the employee. This will include varied content options a
prospective employee can view based on employer type (organization or self-directed) and the
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type of service delivered (e.g. in-home, group home, supported living, day program, competitive
integrated employment).

e Produce 4-6 30-second public service announcements promoting the profession of direct
support in Rhode Island.

e Create 4-6 DSP customizable DSP recruitment tools (e.g. looped video for job fairs, flyers, ads,
website announcements).

e Provide 2-3 training sessions for employers on the appropriate use of these tools.

Deliverable #2: Comprehensive Workforce Solutions Consultation for up to 33 employers.

Provide training and consulting to implement the comprehensive workforce solutions consultation
process in each provider in the state of Rhode Island who applies to participate. The purpose is to gather
information to understand the employer’s practices, policies, and culture concerning the Direct Support
workforce.

This comprehensive workforce solutions model will continue with the current cohort of 5 employers
moving to the action planning and implementation/evaluation phase. Three new cohorts of employers
will be added over 3 years to allow up to 33 employers in Rl to have access to comprehensive technical
assistance and consultation that is specific to their organization’s needs by participating in one of the
cohorts.

Activities in the Discovery phase for each cohort include:

* Initial virtual planning session and follow-up meetings based on individual organization need.
*  Support and technical assistance to collect workforce data and other key information including:
o Conduct Baseline survey — measurement of turnover, vacancy, wages/benefits,
demographics.
o Facilitation Self-assessment — reflection on what has been done, how it has worked and
what should change.
o Conduct Stakeholder interviews — listening to staff at all levels to find solutions.
o Conduct Focus groups - listening to staff at all levels to learn of their experiences and
find solutions.
o Conduct comprehensive document review related to workforce — learning about and
gaining understanding about the organizational culture.
*  Conduct a website and communications audit — review of workforce messages as an employer.
*  Provide report analyzing workforce data and findings of Discovery evaluation with
recommendations for addressing employer’s workforce challenges.
* Complete a virtual presentation to organization’s leadership team summarizing findings and
recommendations, identifying priorities and initiating action planning (up to 4 hours scheduled
over one or more sessions).

Activities in the Action Planning and Implementation phase for each cohort include:

e Conduct initial individual planning meeting with each participating organization.
e Provide participating organizations with framewaork for a systematic approach to implementing
workforce solutions within their respective employers.

Capacity-000027 Page 2



e Provide individual consultation and technical assistance to identify and develop or build upon
existing action plans to implement recommended workforce solutions within respective
employers.

e Provide individual consultation to participating employers to strategize, problem-solve and
troubleshoot during implementation of workforce strategies.

e Provide a report for each of the 3 years summarizing key workforce findings and
recommendations for future consideration.

Deliverable #3: Create a Modified Comprehensive Workforce Consultation Model for Self-Direction
Employers in Rhode Island

Design, plan, and revise the current comprehensive workforce consultation model for use with self-
direction employers in Rhode Island. Provide training and consulting to pilot and implement the
modified comprehensive workforce solutions consultation process for up to three cohorts of up 8 self-
direction employers per cohort. Approximately 20% of employers in Rhode Island are self-direction
employers. The purpose is to gather information to understand the employer’s practices, policies, and
culture concerning the Direct Support workforce.

During year 1, the University of Minnesota’s workforce consultants will work with Sherlock Center,
BDHHD and key stakeholders from self-directed employers to create a modified comprehensive
workforce solutions model to meet self-direct employer needs. This will include gathering stakeholder
and employer input that will be used to inform the model design. In years 1- 2, a pilot of the workforce
consultation model with a small cohort of up to 3-4 self-directed employers will be initiated and
implemented. Based on what is learned from cohort, in years 2-3, a second cohort of up to 3-4 self-
directed employers will have the opportunity to participate in the comprehensive workforce solutions
model.

An evaluation of the new model for self-direct employers will be conducted and will include
recommendations for scaling implementation to other self-directed employers in Rhode Island beyond
the pilot.

Activities in the planning phase for each cohort include:

e Engagement of self-direction employers, their supports, and other stakeholders in gathering
feedback and input for modification of the Discovery phase.

e Planning and revision of Discovery phase tools and processes

e Planning and development of data collection tools for self-direction employers.

e Engagement of self-direction employers, their supports, and other stakeholders in gathering
feedback and input for modification of the Action Planning and Implementation phase.

e Planning and revision of Action Planning and Implementation phase tools and processes

Pending the results of the planning phase, activities in the Discovery phase for each cohort may include:

* Initial virtual planning session and follow-up meetings based on individual employer need.
* Support and technical assistance to collect workforce data and other key information including:
o Conduct Baseline survey — measurement of turnover, vacancy, wages/benefits,
demographics.
o Facilitation Self-assessment — reflection on what has been done, how it has worked and
what should change.
o Conduct Stakeholder interviews — listening to staff at all levels to find solutions.
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o Conduct Interviews or Focus groups - listening to staff to learn of their experiences and
find solutions.
o Conduct comprehensive document review related to workforce — learning about and
gaining understanding about the employer culture.
* Conduct a website and communications audit — review of employer messages to their
employees.
*  Provide report analyzing workforce data and findings of Discovery evaluation with
recommendations for addressing employer’s workforce challenges.
* Complete a virtual presentation to employer summarizing findings and recommendations,
identifying priorities and initiating action planning (up to 4 hours scheduled over one or more
sessions).

Pending the results of the planning phase, activities in the Action Planning and Implementation phase for
each self-direction employer cohort may include:

e Conduct initial individual planning meeting with each participating self-direction employer.

e Provide participating employers with framework for a systematic approach to implementing
workforce solutions.

e Provide individual consultation and technical assistance to identify and develop or build upon
existing action plans to implement recommended workforce solutions for the employer.

Deliverable #4: Technical assistance and training to Sherlock Center workforce coaches to promote
sustainability for workforce development using Train the Trainer model (Up to 5 Sherlock staff trained to
support employers with ongoing implementation and evaluation of workforce interventions)

Implement a Train the Trainer model to train up to four Sherlock Center staff to be workforce coaches in
Rhode Island to support employers. Training will consist of bi-monthly trainings and shadowing of ICI
workforce consultants to learn best practices and processes for two cohorts. Following their observation
of the first cohort, in cohort 2 they will co-lead with University of Minnesota workforce consultants the
consultation for employers. Following their co-leading of cohort 2, Rhode Island workforce coaches will
have the opportunity to lead the comprehensive workforce process for employers participating in cohort
3. The University of Minnesota workforce consultants will observe and provide mentoring and support to
coaches as needed during cohort 3 implementation.

Activities include:

* Train the trainer sessions that aligns with best practices regarding data management and how to
utilize statewide and employer-specific workforce data to guide decisions.

*  Continue training plan for two current workforce coaches from Sherlock Center observing the
current cohort of employers participating in the action planning, implementation and evaluation
phase.

*  Provide training and support to current workforce coaches 1 and 2 to co-lead comprehensive
workforce model with new cohort of employers.

* Initiate training of 2-3 new workforce coaches from Sherlock Center to observe and participate
in comprehensive workforce model with new cohort of employers.

*  Provide training and support to current workforce coaches 1 and 2 to lead comprehensive
workforce model with a third cohort of employers.
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*  Provide training and support to new workforce coaches 3-4 to co-lead comprehensive workforce
model with the third cohort of employers.

* Provide support and technical assistance to workforce coaches from Sherlock Center in leading
implementation of comprehensive workforce model for the fourth cohort of employers.

* Coordinate and facilitate weekly/bi-weekly coaches huddle sessions to review and discuss
progress, identify issues and determine plans for proceeding.

* Coordinate and facilitate monthly Coaches Connect session to share updates and engage in
planning activities.

*  Provide training guide and resources on workforce interventions and workforce discovery tools.

Deliverable #5: Implementation and Administration of Rhode Island Direct Support Professional (DSP) |,
Il, and lll certification through National Alliance for Direct Support Professionals (NADSP) e-badging
program.

Expand the existing organizational involvement in NADSP’s certification program to train and support
DSPs and provide consultation to develop a program statewide to train and support new DSPs to develop
competencies needed to do their job. Provide technical assistance to identify opportunities for DSPs to
pursue career pathways and professional certifications.

Activities:

*  Provide consultation to develop, implement and administer a competency- based training plan
to prepare new staff with the basic competencies to begin their employment and to create a
framework for career pathways and professional certifications for DSPs based on the NADSP
certification program.

*  Provide technical assistance and support to Sherlock Center to develop a DSP training hub that
will house the training records of Rhode Island DSPs.

Deliverable #6: Expansion of a state-specific workforce portal to include intervention data collection and
monitoring. (Up to 300 hours of training and consultation on data collection and monitoring over 3
years).

In partnership with CPNRI, ICl is currently piloting a state-specific portal to streamline data collection
requirements and offer employer and statewide reporting in real time. This work will build off of CPNRI’s
efforts to expand the portal for self-direct employers and build intervention data into the portal.

Activities:

e Provide consultation to develop and implement a system in Rl to monitor progress on the
workforce initiative deliverables and workforce data in RI.

e Work with key stakeholders in Rl to figure out how individuals and families who self-direct can
input their workforce data into the portal to provide a comprehensive picture of the workforce
stability in RI.

e Collaborate with Sherlock Center to conduct a comprehensive scan of all data that is collected
and provide a report with recommendations for improving efficiency and usefulness of current
data collection systems.

e Use the workforce solutions portal to provide longitudinal reports to employers and the state
BHDDH agency on data gathered within the portal.
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Deliverable #7: Provide technical assistance, engagement and facilitation support with RI SWI
Coordinating Council and Workgroups.

The University of Minnesota workforce consultants will continue to work collaboratively in the planning
and implementation of the RI SWI Coordinating Council and Workgroups building upon the work from
the two recent workforce summits initiated and lead by Sage Squirrel. Subject-matter experts in
workforce solutions at the University of Minnesota will continue to support RI SWI Coordinating
Councils and Workgroups in the various activities and tasks assigned to the groups.

Activities:
e Attend, participate and assist with facilitation with the RI SWI Coordinating Council meetings.
e Attend, participate and assist with facilitation for each Rl SWI work group meetings.
e Provide technical assistance and support to Sherlock Center and BHDDH in the planning and
implementation of the RI SWI Comprehensive Workforce Plan.

Project Management: ICl staff will provide ongoing project oversight and management for specific

deliverables. It is anticipated that a Sherlock Center Project Team will be established and meet at least
monthly to monitor and report on the progress toward meeting the deliverables.
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Proposed Timeline
The proposed timeframe for this proposed work is March 1, 2023-December 31, 2025 (34 months)
Mar Y23 AprJuny23 Jul-Sep Y23 | Oct-DecY23 Jan-Mar Y24 Apr-JunY24 [Jul-Sep Y24 Oct-DecY24 Jan-Mar Y25 Apr-JunY25 JulSepY25 Oct-DecY25

Project Administration (60 hours over 36 months)

Complete Project Proposal and Initiate Contract X

Monthly meetings with Project Leadership Team X X X X X X X X X X X
Other Meetings as needed X X X X X X X X X X X
Summary Report X X X

Deliverable 1: Marketing Campaign and Corresponding Materials that Aligns with RI SWI Workplan Goals for Marketing and Selection .

Produce 15-minute realistic Job Preview video. X X X

Produce 4-6 30-second public service X X X
announcements.

Create 4-6 DSP customizable DSP recruitment flyers. X X X

Produce marketing campaign guide. X X

Deliverable 2: Comprehensive Workforce Solutions Consultation for up to 33 employers

Cohort 1 Action planning and implementation phase X X X X X

Cohort 2 Discovery phase X X

Cohort 2 Action planning and implementation phase X X X X

Cohort 3 Discovery phase X X

Cohort 3 Action planning and implementation phase X X X X

Cohort 4 Discovery phase X X

Cohort 4 Action planning and implementation phase X X X X

Deliverable 3: Create a Modified Comprehensive Workforce Consultation Model for Self-Direction Employers in Rhode Island

Planning & Design Phase X X X X X

Initiate and engage self-directed cohort 1 X X X X

Initiate and engage self-directed cohort 2 X X X X X
Written evaluation report summarizing X X

Deliverable 4: Technical Assistance and training to Sherlock Center workforce coaches to promote sustainability for workforce development using Train the Trainer model (Up to 5 Sherlock staff trained
to subport oraanizations with onaoina imnlementation and evaluation of workforce interventions)
Workforce coaches 1-2 observe cohort 1 action

. . . X X X X X

planning/implementation .
Train workforce coaches 1-2 to co-lead

. . X X X X X X
comprehensive workforce model with cohort 2.

kf h hensi
New work force coac. es observe comprehensive o . o o o o
work force model with cohort 2.
Trai kf hes 1-2to 1 hensi
rain workforce coaches o lead comprehensive o . o i . -

workforce model with cohort 3.
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Train workforce coaches 3-4 to co-lead

. . X X X X X X
comprehensive workforce model with cohort 3.
Mentor workforce coaches 1-4 to lead
implementation of comprehensive workforce model X X X X X X
with cohort 4.
Weekly/bi-weekly coaches huddle sessions. X X X X X X X X X X X
Monthly Coaches Connect sessions. X X X X X X X X X X X

Deliverable 5: Implementation and Administration of Rhode Island Direct Support Professional (DSP] I, Il, and il certification through National Alliance for Direct Support Professionals (NADSP) e-

b iiin e snsen e see s

Develop, implement and administer a competency-
based training plan for career pathways and

; e . I X X X X X X X X X X X
professional certifications using NADSP certification
program.
Provide technical assistance and support to develop a
X X X X

DSP training hub for DSP training records.
Deliverable b: Expansion of a state-specific workforce portal to include intervention data collection and monitoring. (Up to 300 hours of training and consultation on data collection and monitoring

PP, rppeyrs |

Develop and implement a system in Rl to monitor

progress on the workforce initiative deliverables. X X X X X X X X X X X
Engage key stakeholders to help individuals & families X X X

input their workforce data into the portal.

Collaborate with Sherlock Center to conduct a X X

comprehensive scan of data collection

Provide report with recommendations X X

Deliverable 7: Provide technical assistance, engagement and facilitation support with RI SWI Coordinating Council and Work groups (120 hours per year up to 360 hours over 3 years)

Assist with RI SWI Coordinating Council meetings. X X X X X X X X X X X X
Facilitation for each RI SWI work group meetings. X X X X X X X X X X X X
Technical assistance and support in planning and

implementation of RI SWI Comprehensive Workforce X X X X X X X X X X X X
Plan.
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Snapshot of Rhode Island’s State Workforce Initiative (SWI)

The SWI Coordinating Council Serves a Multi-Faceted Role supporting Workforce Efforts by:

7
°

Reviewing and approving the statewide workforce
development plan for the RI SWI

Producing monthly reports of ongoing priorities and
progress of the SWI

Ensuring cross-system and cross-SWI coordination
Offering solutions to address challenges raised
through SWI workgroups

72
°

72
°

7
X4

)

@

%+ Supporting informed decision-making on direct
support workforce policy and operational
recommendations

% Providing feedback on outcomes monitoring

» Overseeing communications and engagement with
stakeholders

%+ Supporting overall learning and diffusion strategies

approved by the council

SWI Advisory Council Supports the Coordinating Council and Workgroups by:

R/

% Providing feedback, knowledge and support across workforce efforts

+* Assisting in evaluating workforce outcomes
¢+ Facilitating cooperation and communication between the State Workforce Initiative and the DSP community

SWI Workgroups include:

Data & Reporting Workgroup

Co-Leaders:
Amy Grattan, Sherlock

Tina Spears, CPNRI

Develop statewide infrastructure to support data collection,
Goal 1 managementand reporting that monitors workforce quality
outcomes and supports planning.
G Oal 2 Use data to make decisions that address workforce challenges
resulting in data-driven solutions.

Policy Guidance & Worker Voice Co-Leaders:

Esther Picon, Lazo
Jenna Husted, CPNRI

Goal 1 Increase DSP voice in workforce development and related SWI
activities and policy.
Create a well-planned policy advocacy plan that engages and
Goa | 2 provides talking points for all stakeholders about DSP workforce
challenges and solutions.

Training & Professional
Development

Co-Leaders:
Rob Kalaskowski, DLT
Mary Onyejose, Community Living of RI

Develop clearly defined training and support for DSPs that result in
high-quality services for people supported.

Develop clearly defined training and support for front line supervisors
that result in stable and competent DSPs.

Build career pathways for DSPs and front-line supervisors.

Develop opportunities for workforce staff to practice their skills and
network with coworkers.

Selection & Retention

Co-Leaders:
Sheila Coyne, RI Self-Direct Coalition
Casey Gartland, West Bay Rl

Develop a system that minimizes wage compression and allows
flexible wages commensurate to skills and longevity.

Goal 1 {
N

Ensure access to robust DSP and FLS benefit options that are
actually utilized.

Sustain options to address DSP and FLS well-being including mental
health trauma, etc.

Teach employers effective strategies to identify, understand and
tailor interventions that will improve their employee retention.

Marketing & Recruitment
Goal 1

Find and engage with partnerships to support recruiting DSPs.

Co-Leaders:
Michael Andrade, ProAbility

Aryana Huskey, EOHHS

Identify and effectively use relevant recruiting platforms.

retention.

Develop and implement effective marketing strategies supporting
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SWI WORKGROUP GOALS AND OBIJECTIVES
Data & Reporting

Policy Guidance & Worker Voice

Training & Professional Development
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Selection and Retention

Goal 1. Develop a system that minimizes wage compression and allows flexible wages commensurate to skills and longevity.

Marketing & Recruitment
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Memo Regarding Age
Requirements for DSP
and DSPI



RHODE
SsTHIE LA

STATE OF RHODE ISLAND
Department of Behavioral Healthcare, Developmental Disabilities & Hospitals

o ISLay,

Quality Management Services

14 Harrington Road TEL: (401) 462-2317
Cranston, Rhode Island 02920 FAX: (401) 462-0393
MEMORANDUM
TO: Statewide Workforce Initiative
FROM: Division of Quality Management Services
DATE: May 9, 2022
SUBJECT: Age requirement for Direct Support Professionals and

Direct Support Professional Interns

The Department of Behavioral Healthcare, Developmental Services and Hospitals (BHDDH) held an
internal meeting regarding age requirements for Direct Support Professionals. Upon conclusion of
the meeting that was held on Friday, May 06, 2022, it was concluded that the minimum age
requirement for Direct Support Professionals is 18 years of age, the legal age of majority in Rhode
Island. 212-10-00-1.21C1(a)

It was determined that the BHDDH-licensed Developmental Disability Organizations (DDO) may have
a training program for Direct Support Professional Support Interns (DSPI). DSPI’s have a minimum
age requirement of 16 years of age and must be enrolled in high school. DSPI’s are not allowed to
work alone providing direct supports. A DSPI must be working with a Direct Support Professional
Mentor (DSPM). The DSPM is responsible for any and all actions taken by the DSPI.

May 09, 2022
Signed Dated

Douglas Duford, Associate Director

Department of Behavioral Health, Developmental Disabilities and Hospitals
14 Harrington Road

Cranston, R1 02920-3080
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Rhode Island Self-Directed Supports Employer Toolkit

Tools to Help Find, Hire and Keep Direct Support Professionals
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Preamble

Through self-directed supports you decide who works with you. You are the employer. You can find your own direct
support professionals (DSPs). Once you find potential DSPs, you need to interview, hire, and manage them. To learn
more about Rhode Island’s Self-Directed Supports, explore the following links.

e Rhode Island Behavioral Healthcare, Developmental Disabilities & Hospitals Self-Directed Services
e Self-Directed Supports: What You Need to Know!

This toolkit provides tools that you can use prior to hire, and when hiring, training, and keeping DSPs.

SECTION ONE: Prior to Hire

Managing Your Files

Understanding What You Need from Your Direct Support Professional
Tool: Daily Living Skills

SECTION TWO: Hiring Your DSP

Finding Your Direct Support Professional

Tool: Recruitment Checklist
Tool: Create a Job Description
Tool: Examples Ads for Job Posting

Making the Right Choice
Tool: Conducting an Interview & Questions to Ask
Tool: DSP Selection Sheet
Tool: Reference Checklist
Tool: Offer Letter

SECTION THREE: Training Your New DSP

Preparing Your Direct Support Professional
Tool: Onboarding Checklist
Tool: Getting to Know You
Communication with Your Direct Support Professional
Tool: Communication Cues
Direct Support Professional Performance
Tool: Performance Tracking Sheet

SECTION FOUR: Keeping Your DSP

Stress Less
Celebrate!

Author: Kristi McCann, MSM, SHRM-SCP, Independent Consultant with Human Resources Expertise
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https://bhddh.ri.gov/developmental-disabilities/services-adults/self-directed-services
https://bhddh.ri.gov/sites/g/files/xkgbur411/files/2021-03/sds%20brochure%20english.pdf

Rhode Island State Workforce Initiative
Self-Directed Supports Employer Toolkit:

Section One: Prior to Hire — Manage Your Files

Manage Files

RECORDKEEPING

Keeping paperwork is important. It shows that services are provided, DSP record(s) are correct for the state,

payments were made, and the budget is in good shape.

DSP Records to Maintain:
Application and/or Resume

Keep ALL DSP Documents
while the DSP works for vou.

Once the DSP leaves. keep
records for an additional five

vears.

n

Interview notes
Tax Documents (Federal & State)

Trainina documents

mn
mn
mn
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Rhode Island State Workforce Initiative

Self-Directed Supports Employer Toolkit:

Section One: Prior to Hire — Understand What You Need from Your Direct
Support Professional (DSP)

Understand What You Need from Your DSP

The best advocate for yourself is ... YOU! Finding a DSP to fill all your needs, connects with your
personality, and can help you be the best version of yourself, takes time. Before you start trying to find
this person, you need to start with writing down or telling a trusted family member what you need most.
Then state what common interests you would like your DSPs to have. Having common connections builds
a stronger bond in working together.

You can create “A Day in My Life” (example below) as a tool to think about what help you need and the shared
interests you hope to have with your DSP.
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TOOL

Understand What You Need from Your DSP
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Self-Directed Supports Employer Toolkit:
Section Two: Hiring Your DSP - Find Your Direct Support
Professional

Find Your DSP(s)

RECRUIT & HIRE

Featured Points:

One of the most important tasks is finding the right Direct
0 A job description Support Professional (DSP) to help support your daily
needs developed needs. Following the advice in this education and the tool

worksheet will assist in this important decision.
based on your needs.

--Create a job description before posting the role.

--Create a professional email so applicants have a
o List places to post way to send a resume to you.

your DSP opening.

--Have your list of Daily Living Skills toolkit
worksheet.

--Create a list of names of people who may know

0 Reach out to contacts , ,
of possible DSP applicants.

who may know of
possible DSPs.

--Put together a list of organizations who may help
you find DSPs: social service agencies, DSP
Directories, faith organizations.

o Know what to do if
there is a low number
of DSPs that apply.
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TOOL

Find Your DSP(s)

RECRUITMENT
CHECKLIST
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Rhode Island State Workforce Initiative

Self-Directed Supports Employer Toolkit:
Section Two: Hiring Your DSP — Find Your Direct Support
Professional

Find Your DSP(s)

FACTORS TO KNOW
BEFORE YOU CREATE A JOB POST

O Know the different places you can post a job ad:

o] Newspaper Ad

o] Online Job Board

o Flyer

o Newsletter Announcement
o External Recruiting Company

O Know how to write for job post method because each need different types of information.
O Grab the attention of those who are searching for a job. How your first line reads will quickly

decide if they want to read further!

See the next page for some examples of DSP job posts in different formats.
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Self-Directed Supports Employer Toolkit:

Section Two: Hiring Your DSP — Make the Right Choice

Make the Right Choice

Featured Points:

Review application
and learn about their

work history.

Prepare interview

questions and decide

who will participate in

the interview.

Stay away from
questions of

discrimination.

Know what factors
matter most in

selecting the best DSP.

INTERVIEWING AND
SELECTING YOUR

NEW HIRE

To begin, your application needs to have
the proper information, so you know where
the DSP has worked, how long they worked
there, who supervised them, how to reach
the employer, and a short description of
what they did in the position. This allows you
to learn if they have the basic experience you
need.

Before interviewing anyone, you, or the
person helping you hire a DSP, should
prepare questions ahead of time. Ensure that
you ask the same questions to all candidates
for a fair evaluation. You can use the sample
interview form found in this toolkit.
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What factors matter most to you? Below is a list of experiences, skills, and knowledge you might want to
consider. Select five most important “must haves” from the list below.

__Kindness __ Experience with meal assistance __ Good driving record

__5+years experience __ Knows how to use lift equipment __ Speaks calmly

__Listens well __ Worked in-self direct before __ Eager to involve in community

__Isagood cook __ Comfortable in personal care __ Good connection __ Patient

__ Knows of adaptive technologies __ Creative __ Looking for longterm career

Be aware of your bias

. Beopento ALL applicants.
. Dort ask questions about:

. Race, religion, culture, age,
marriage/relationships.

+ If pregnant, gender identity,
disability.

Capacity-000052
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Rhode Island State Workforce Initiative
Self-Directed Supports Employer Toolkit:

Section Two: Hiring Your DSP — Make the Right Choice

TOOL

Make the Right Choice: Interview Questions

O

O

Featured Points:

Have your interview

questions prepared.

Only ask the questions

prepared.

Avoid conversations
and questions about

the other person’s

faith, relationships,

disability, & ethnic

background.

CONDUCTING AN
INTERVIEW

Follow these tips to best prepare for each interview
you have with an applicant. An example list of
interview questions you can use to interview DSP’s is
on the next page.
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EDUCATE

Giving an Offer Letter & Starting Strong

Featured Points:

0 Pre-offer tasks:
reference and
certification/

education checks.

g Important points to
include and not to
include within an

offer letter.

o After accepting the
offer, paperwork and

communication.

0 Use the Tools for this

section.

Capacity-000054
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Rhode Island State Workforce Initiative

Self-Directed Supports Employer Toolkit:
Section Two: Hiring Your DSP — Make the Right Choice

TOOL

Give an Offer Letter & Start Strong

Featured Points:

O Use all tools available

to make the best

choice.

0 Use the Selection
sheet to guide your

decision.

MAKE THE BEST
CHOICE

Key factors to think about when you decide to make
an offer to a candidate:

+ Give yourself time to think about all the information
you have gathered on each person.

» Think about your priority needs first.
« Talk with a trusted family member or friend.

« Try not to get stressed about your decision. Take a
break for a day to think about who you would like to
hire.

« Use all your resources to make the best decision.

18
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TOOL

Rhode Island State Workforce Initiative

Self-Directed Supports Employer Toolkit:
Section Two: Hiring Your DSP - Make the Right Choice

Check References

Capacity-000057
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Rhode Island State Workforce Initiative

Self-Directed Supports Employer Toolkit:
Section Two: Hiring Your DSP — Make the Right Choice

TOOL

Give an Offer Letter & Start Strong

KEY POINTS TO HAVE WITHIN AN OFFER
LETTER

» Begin with a positive note like: Congratulat ons or You were the top candidate, or You are hired!

e Inthe first paragraph provide the following information: The title of the position, the address
of where the employment will be based, the rate of pay per hour, who the supervisor will be and
the date on which you would like them to start.

e State any benefit options offered regarding health, dental, or vision insurance, if applicable.

* The next paragraph needs to include any conditional items for them to have the position.
These can include: Rhode Island background check, driving record check, proof of auto
insurance and/or evidence of education.

» State any documentation they will need to have of their start date. Commonly you will
need to see their documents to verify their ability to work in the United States. Follow the
guidelines for completing the Federal form called an I-9. Additionally, they will need to
complete a Rl W-4, this is the state withholding allowance document.

» End with a positive message on how you are looking forward to them accepting. You can suggest a
timeframe in which you would like to have an acceptance. Ask them to sign the letter (so you
can keep in your files).

Example letter on the next page....

22
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https://riag.ri.gov/i-want/get-background-check
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Rhode Island State Workforce Initiative
Self-Directed Supports Employer Toolkit:

Section Three: Train Your New DSP — Prepare your Direct Su
Professional

Prepare Your DSP

What are your expectations for your DSP(s):

Timeliness: starting your shift, transporting to my job, reporting hours worked each week,
communicating concerns to others, following schedule for cleaning and other routines, and
completing training materials for position.

Communication: always talk with respect to you, other DSP(s), and family, contribute to the plan of
community activities for the month, and maintaining your daily care notes.

Safety: ensure all equipment is in good working order, the emergency numbers are always accessible,
there are not any safety hazards within the home, and supplies needed for my care are in stock.

Rules: respectfully follow house rules (i.e.: no smoking, eating my food, excessive cellphone usage...),
work regulations for employment, and reporting hours and work notes.

24
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TOOL

Prepare Your DSP

Capacity-000062
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Rhode Island State Workforce Initiative
Self-Directed Supports Employer Toolkit:

Section Three: Train Your New DSP - Prepare your
Direct Support Professional

TOOL

Prepare Your DSP

TAKING THE TIME TO
“The more we GET TO KNOW YOU

Telling your story Is important. Create a list for your DSP
share, the more &Y & " Y
and share:
we have ” O List of items that every DSP needs to know about you.

. O List of those most important to you.
- Leonard Nimoy
O Whois part of your support team.
O Places you like to travel.
“« O About your job.

Our "

O Things you dislike.
flngerp”nts O Your everyday routines.

don ltfade from O What your DSP’s must help with.

O Tips in working with you.

the lives we

O Things you enjoy for fun.
touc ,” O Things you want to learn.

- Judy Blume

An example of a person’s story
is on the next page.

27

Capacity-000064



Capacity-000065



Rhode Island State Workforce Initiative
Self-Directed Supports Employer Toolkit:

Section Three: Train Your New DSP — Communication
with your Direct Support Professional

Communication with Your DSP(s)

Capacity-000066
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TOOL

Communication with Your DSP(s)
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Rhode Island State Workforce Initiative
Self-Directed Supports Employer Toolkit:

Section Three: Train Your New DSP —Direct Support Professiona
Performance (DSP)

DSP Performance
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Can Result in Abuse
Examples of a DSP Taking Advantage of You
e Takes something that belongs to you
Tells embarrassing stories about you
Wants to exchange something of unequal value

Purchases items in your name
Wants access to your bank account

Examples of Physical Harm
e Bruising from excessive grabbing
e Slapping, punching, or pushing
e Tripping you on purpose

Examples of Mental Abuse and Neglect
e Leaving you alone when you need care
e Withholding food and beverages
e Devaluing your worth through words and
actions
e Preventing you from receiving medical care or
medications

Examples of Sexual Abuse
e Inappropriate touching of your body
e Sexual activity you do not want

Capacity-000070
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Rhode Island State Workforce Initiative

Self-Directed Supports Employer Toolkit:
Section Three: Train Your New DSP —Direct Support
Professional Performance

TOOL

DSP Performance

COMMUNICATION TIPS ON PERFORMANCE

When talking about performance, please remember these helpful points:
Communicate often.

Talk in a private space.

Be clear with expectations.

Express your concerns with performance.

Provide written responses.

YV V VYV YV V V

Refer to steps on how to hold a tough conversation.

34
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Performance Tracking Sheet

Name of DSP:

Date of Event: Positive Point or Communication about Corrective measures Follow-up on corrective

Issue: it: (if needed): measures:

Place in the employee’s file for proper record keeping.

35
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— Stress Less

Self-Directed Supports Employer Toolkit:

Section Four: Keep Your Direct Support Professional

Stress Less

Featured Points:

O How stress can lower
your health and well-
being.

0 Signs that show when
your DSP is getting
too stressed.

OHow to help your DSP

decrease stress levels.

Capacity-000073
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Signs of stress-levels within your DSP

DSP’s taking care

of themselves is

important. Signs

to look for:

* Feels tired or has
trouble sleeping.

* Trouble
concentrating.

* Anxiety or
depression.

e Neglect their own
personal needs.

e Overly impatient.

e Feelings of
helpless/hopeless.

* Gets sick often.
* Not doing their job.
»  Resentful attitude.

e Overreacts many
times.
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Rhode Island State Workforce Initiative
Self-Directed Supports Employer Toolkit:

Section Four: Keep Your Direct Support

Professional — Celebrate!

Celebrate!

Capacity-000075
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Court Milestone DSP
Hiring Report



Instructions:

Hiring Milestone Reports from DD Providers

BHDDH is required to collect and report statewide recruiting and hiring efforts for Direct Support Professionals on a monthly basis. Please provide the requested information for the most recent month. See the bottom of the worksheet for definitions of terminology.

Reporting Period: 7/1/22-7/31/22 8/1/22 - 8/31/22 9/1/22-9/30/22 10/1/22-10/31/22 11/1/22-11/30/22 12/1/22-12/31/22 1/1/22-1/31/23 2/1/23 - 2/28/23 3/1/23-3/31/23 4/1/23-4/30/23 5/1/23-5/31/23 YTD
- #of ' #of | #of | #of | #of | #of | #of | #of | #of | #of | #of | #of | °F | wor | wof | #of | PO | wor | mof | mof | FOF | HOF | yop | pop | HOf | Bof |y opl yop | BOF | Hof 1o | wor | BOf | HOf uot | et | 1 vib | viD| viD |viD#of
Organization Name: m # of Hires N . M . ) a . . staff . . staff . . staff |Applica| . staff | Applic| . staff | Applic| . staff | Applic| . staff . .
A| A| Hires Hires |Interns [Applicants| Hires |Interns|Applicants| Hires | Interns Applicants| Hires |Interns Applicants | Hires | Interns Hires |Interns Hires |Interns Hires |Interns Hires |Interns Applicants | Hires | Interns | staff lost
lost** lost** lost** | nts lost** | ants lost** | ants lost** | ants lost**

AccessPoint 37 3 65 10 32 0 136 4 270 17 0 0
Action Based Enterprises 6 1 10 2 10 2 2 1 1 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 28 6 1 2
Agape Homes of RI, Inc. 42 20 2 2 0 0 44 22 0 0
Avatar Residential 33 13 32 6 16 6 12 7 12 3 2 8 2 8 26 4 2 9 4 5 14 7 5 23 5 3 24 8 0 7 209 65 0 32
Community Living of Rhode Island 9 2 15 5 26 13 19 2 13 10 0 2 9 2 0 5 12 1 0 1 24 10 1 12 5 3 17 3 6 16 3 0 3 172 56 0 21
Community Residences Inc. 1 1 0 0 3 3 1 1 0 2 0 0 1 1 1 0 0 1 1 0 0 0 0 0 0 0 0 9 7 0 1
Corliss Institute 0 0 1 0 1 0 0 0
EASTERSEALS RI 5 1 16 0 1 0 2 0 4 0 0 1 17 0 0 0 3 0 0 0 15 0 0 0 8 0 0 7 0 0 78 1 0 1
Frank Olean Center, Inc. 1 0 0 1 15 0 22 0 10 1 0 1 17 1 0 1 21 1 1 15 1 0 1 12 1 0 9 0 0 1 8 0 0 1 130 6 0 6
Gateways to Change 40 11 21 6 23 6 25 10 21 12 0 6 22 4 0 2 17 2 2 26 4 2 195 55 0 12
Goodwill of Southern New England 0 0 1 0 1 0 0 1 1 0 1 0 0 0 0 0 0 0 1 0 0 0 2 1 0 0 1 1 0 0 1 1 0 0 9 4 0 0
James L. Maher Center 80 4 67 7 82 3 61 4 49 2 0 2 70 3 0 0 98 7 0 4 98 6 0 7 152 1 0 4 757 37 0 17
JRI 6 0 1 2 3 0 2 1 0 0 2 0 0 3 3 2 0 1 1 0 1 2 1 1 3 1 0 23 7 0 6
Kaleidoscope 109 3 64 3 66 3 1 71 2 1 27 0 0 2 17 0 0 1 67 0 0 2 48 1 0 1 82 1 0 1 71 1 0 2 89 2 0 1 711 16 2 10
L.LF.E.Inc. 21 10 25 6 12 4 18 5 0 20 4 0 4 18 3 0 4 23 9 0 5 12 3 0 3 13 5 0 5 16 4 0 4 178 53 0 25
LifeConnections/Beckett 18 1 17 1 30 3 27 2 18 0 0 0 12 0 0 0 18 0 0 23 2 0 14 0 2 28 2 0 205 11 0 2
Living Innovations* 0 0 0 0 0 0 0 0 0 stopped day program 0 0 0
Looking Upwards 70 7 73 15 91 6 1 65 7 36 9 0 2 37 8 1 5 40 9 0 7 44 4 0 2 57 9 0 5 46 5 0 3 48 4 0 2 607 83 2 26
Opportunities Unlimited 18 4 21 7 6 3 5 1 6 1 0 3 16 3 0 6 1 1 9 0 2 11 2 2 22 7 3 120 29 0 11
Perspectives Corporation 139 7 121 14 76 12 1 115 9 2 114 5 2 13 121 10 0 6 245 8 0 6 151 4 0 5 91 10 0 12 63 9 0 8 85 15 0 4 1321 103 5 54
ReFocus, Inc 25 7 33 8 19 7 29 3 21 5 0 0 25 1 0 2 23 5 0 4 32 5 0 1 31 2 0 3 18 4 0 3 19 3 0 3 275 50 0 16
RICLAS 0 0 30 6 12 0 12 2 0 0 0 5 21 6 0 2 0 0 3 28 3 1 0 0 0 0 0 0 0 0 0 5 1 103 22 0 12
Seven Hills Rhode Island 70 4 32 20 51 10 70 12 0 57 5 0 1 58 6 0 8 237 5 1 21 40 0 2 6 159 5 2 6 39 2 2 7 29 4 0 3 842 73 7 52
spurwink|ri 5 1 12 6 8 2 12 2 8 3 1 5 8 6 0 3 10 3 0 3 11 1 0 1 8 1 0 1 9 2 0 5 14 6 0 4 105 33 1 22
The Arc of B.C. dba proAbility 12 10 4 3 6 4 1 5 4 0 2 1 0 0 10 3 0 3 19 2 0 2 22 4 0 8 10 3 0 4 4 0 0 2 13 4 0 1 107 38 1 20
The Arc of Blackstone Valley 10 0 14 2 9 4 98 1 0 7 3 0 0 13 2 0 2 59 1 0 0 6 6 0 0 9 6 0 4 13 2 0 5 23 7 0 1 261 34 0 12
The C.0.V.E. Center/Groden Network 42 8 13 4 11 6 12 1 8 3 0 10 13 4 0 2 17 2 0 2 199 3 0 3 160 3 0 3 6 3 0 5 15 2 0 5 496 39 0 30
The Fogarty Center 17 4 185 4 75 9 114 11 0 92 4 0 6 103 5 0 3 153 10 0 6 147 5 0 5 213 7 0 5 160 5 0 5 1259 64 0 30
[ Town of Coventry Project FRIENDS 0 0 1 1 0 0 0 4 1 0 3 0 0 0 4 1 0 1 2 0 0 0 0 0 0 0 2 0 0 0 1 0 0 0 1 0 0 0 18 B 0 1
Trudeau 127 5 103 7 46 6 92 2 59 1 0 2 79 4 0 2 58 2 0 76 0 1 77 6 2 80 3 0 1 62 4 0 0 859 40 0 8
UCPRI 237 5 196 8 104 3 114 4 73 0 0 3 53 3 0 3 56 2 0 94 1 4 77 1 5 54 3 4 1058 30 0 19
West Bay RI 131 22 120 36 99 27 82 24 0 55 16 0 7 42 10 0 5 93 8 0 4 99 13 0 9 91 15 0 6 68 11 0 4 77 17 0 10 957 199 0 45
Whitmarsh 13 2 77 5 34 1 54 0 63 1 0 2 2 0 0 2 15 1 0 0 31 0 0 0 6 0 0 1 40 0 0 3 20 2 0 0 355 12 0 8
WORK Inc 0 0 0 0
Work Opportunities Unlimited 25 0 0 0 62 1 43 0 0 77 0 0 1 126 1 0 0 0 0 0 1 6 0 0 0 0 0 0 0 32 0 0 0 0 0 0 0 456 2 0 2

Totals: 1343 156 1377 195 1027 146 4 1326 123 4 860 20 3 83 924 89 1 73 1323 86 1 78 1268 81 2 69 1301 90 2 78 819 68 2 73 0 93 0 49 11904 1217 19 503

* Living Innovations is no longer offering community based day supports,

so will no longer have DSP data to provide.

** # of staff lost was first requested starting in November.
highlight = updated info since last report

highlight = no information provided
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STATE OF RHODE ISLAND

RAODE

ot Bl Department of Behavioral Healthcare, Developmental Disabilities & Hospitals
@ DIVISION OF DEVELOPMENTAL DISABILITIES
AL 6 Harrington Road — Simpson Hall TEL: (401) 462-3421
Cranston, RT 02920 FAZ (401) 462-2775

Capacity — Workforce Required Outcomes

The Statewide Workforce Initiative (SWI) was established to build capacity within the Adult DD
Provider Organizations and to assist individuals Self-Directing their services with workforce
related concerns. This work took the form of establishing workgroups (Recruitment/Retention;
Credentialing/Standards; Training/Professional Development; and Institutions of Higher
Education) to assist with addressing specific areas of work-related needs and to address ways to
effectively increase number of DSP. This also meant that the staff would need to be trained so
they have the skill set to do the work, feel competent in their roles, and remain in their positions.
Throughout this past year a lot of work has been done. Two Statewide Workforce Summits were
held, one in December and one in January. Both were well attended with a variety of stakeholders.
There was work done at these Summits to direct the course of action the SWI will take.

There was a subject matter expert, Amy Hewitt, consulted for these Summits. Amy Hewitt was
able to be a part of both Summits and help inform the agendas. As a direct result of her
organization’s participation, she has now taken on the scope of the SWI work. Direct Workforce
Solutions is now providing the support for the SWI. There has been some reframing of the work
currently underway. The workgroups tasked with implementing many of the tasks and activities
have shifted. The new groups are Marketing and Recruitment, Data and Reporting, Policy
Guidance and Worker Voice, Training and Professional Development, and Selection and
Retention. There is also the Coordinating Council, which plays a supporting role to the above-
named workgroups. Work will continue to be done with Provider Organizations and with those in
the Self-Direct Service Model. Direct Workforce Solutions Subject Matter Expert (SME) Amy
Hewitt will be engaging with these two groups to develop a sustainable statewide workforce
development infrastructure over the course of 2.5 years. (See Sage Squirrel May Status Report)

Fully implement the expectations of the Statewide Workforce Initiative
Redefining the Position to Reflect Community-Based Responsibilities.

Effective Recruitment — Broadening Recruitment Populations and Demographics, Realistic
Job Previews, Broad Public Campaigns, Creating Apprenticeships and Pathways for
Secondary and Post-Secondary Students and other strategies referenced (in the report).
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Training Requirements based on the various core competency sets listed (in the report) and
unique needs of the Rhode Island workforce.

Credentialing Aligned with Training Requirements.

Effective Retention Strategies — Strategies that support personal and career growth
including facilitating completion of degree programs, exploration of public service loan
forgiveness, supporting staff to develop plans to achieve personal career goals.

Detailed plan (with dates) for accomplishing these functions

Please see Direct Workforce Solutions contract, which details SWI work to be done over the next
2 years.

Please also see the work being done with Rl EOHHS. The EOHHS is on a parallel track doing
Statewide Workforce efforts. DD partners with them in the activities they are doing, and one of
the state leads for this work is highly engaged in the DD SWI activities. They are a co-lead on one
of the workgroups mentioned in a section above. Please see attached Rhode Island Health and
Human Services Workforce Initiative Annual Progress Report. In the appendix, it lists
public/private partnerships in the work. Many of the DDOs are engaged with this work as well.

There are also the Transformation Phase | activities that were dedicated to increasing workforce
capacity. This work was started in February of 2022 when the funding was disbursed for the
Transformation Phase | activities. Please see the Transformation Fund Phase | Activities List
attached, which provides details on this work. Providers engaged in recruitment and retentions
activities, which included bonuses and trainings. These activities are still in progress and align
nicely with the SWI work.

Documentation of involvement from higher education in recruitment and retention strateqgies

In the SWI Marketing and Recruitment group, there are plans to engage Institutes of Higher
Education (IHE) in a more meaningful way to make solid connections. They are looking to assign
interested providers to each of the IHEs. One provider would be assigned to each IHE to form
relationships with each of the internship program managers. These assigned liaisons would be
able to find out what program’s DSP qualify for in the provider organization to do internships,
what the requirements are, and what the supervision requirement entails. This information can be
shared with providers interested in working with interns. By understanding the requirements and
having a person the providers know who can connect them to intern candidates makes the process
much less cumbersome, and therefore, providers more willing and open to utilizing interns.
(See Snapshot of Rhode Island’s State Workforce Initiative (SW1))

Some work did begin with looking at Secondary Education to find out about internships with high
school students. Needing to know what the requirements were, information was gathered from
different sources to understand if there is an interest in the CTE programs partnering with the SWI.
Please see the attached Memo regarding Age Requirements for Direct Support Professional
Interns. The EOHHS is working with the CTE Director to expand upon the technical careers
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currently offered. The issue with DSP is that it is not a recognized career field, there is no Federally
recognized code for this career, and it falls under personal care and home healthcare.

Documentation of specific outreach and guidance to those who-self direct their services

Individuals who self-direct their services and advocates/family members representing those who
self-direct are engaged in the SWI workgroups. There was a presence from those self-directing at
both Statewide Workforce Summits. In the Direct Workforce Solutions contract there is details of
the work that will be done with individuals self-directing their services. Please see Deliverable 3
in the Direct Workforce Solutions contract. There will be 3 cohorts with up to 8 self-directed
employers in each. Activities for each of the cohorts is listed in the attached contract under
Deliverable 3.

In addition, Sage Squirrel put together a comprehensive Rl Self-Directed Services Employer
Toolkit. This toolkit will be shared with individuals self-directing their services. It will be
provided to Fiscal Intermediaries, RIPIN, it will be put out on the Self-Directed Users Listserv,
made available on the DD website, the Sherlock website, and it will be shared with partner agencies
and advocates to disseminate.

The work RIPIN is beginning under their new contract will help with outreach efforts. They will
be tasked with assisting to disseminate any materials put together in the SWI workgroups. They
will begin to hold webinars late Summer and trainings in early Fall on several topics related to
self-direction. These sessions will be an opportunity to get information out to those self-directing
their services. There have been discussions with Direct Workforce Solutions to make sure that we
align the work being done under that contract with the work being done under the RIPIN contract.
When there is information and materials generated from the self-direct cohorts in the SWI work,
RIPIN will be able to partner to disseminate that work product to a broader audience.

Statewide Workforce Initiative will meet the benchmarks defined in the 5/3/2022 court order
and will include ALL partners public and private in development and implementation of
workforce initiatives.

Number of actual (not simply hits on a website) applicants — both agency-directed and self-directed

Please see attached Court Milestone DSP Hiring Report, which details the number of applicants
per Agency.

There currently is no way to track the number of applicants for those self-directing their services.
Individuals self-directing receive the applicant's information or applications themselves as they
are the employee. It is not until the employee is being hired is there a record of the applicant in
the system.

Number of new employees — both agency-directed and self-directed

Please see attached Court Milestone DSP Hiring Report which details the number of new
employees per Agency.
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The total number of hires for those self-directing their services was 686 from July 1, 2022 — June
27, 2023.

Number of paid internships and partnerships with higher education — higher education entities
involved, provider organizations involved, number of internships by discipline or role

The Court Milestone DSP Hiring Report has information on the number of interns. There are not
many at this point and time, but it is an area where work is being done to increase these numbers
as referenced above.
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