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D S P  Wo r k f o r c e :  
W h y  d o  t h e s e  D a t a  

M a t t e r ?  



Both HCBS Enrol lees and Spending are Increasing

• Enrollment in HCBS 
increasing

• More DSPs are needed 
than ever before

• 27 Million Americans 
will need LTSS in 2050.
▪ Demand for DSPs is 

expected to increase by 
48%* 

Making the Case for the Staff Stability Survey: 

*http://www.ancor.org/sites/default/files/pdf/ancor_minimum-wage-white-paper_07-11-2014.pdf 



Impact 

Wages below Federal Poverty Levels result in DSPs working 
several jobs 

There’s a good chance they are receiving some public 
benefits (e.g., food stamps, Medicaid)

Reduced training contributes to DSP skill stagnation 

High vacancy rates/turnover rates impact service delivery –
staffing ratios and access

High turnover rates: extra incurred costs to providers 

Limited candidate pool, competition from other businesses, 
makes providers consider candidates they wouldn’t have 
previously hired 
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Estimates of costs associated 
with replacing DSPs in IDD 
services range:

• $2,413 and $5,200

In NY, the cost of replacing DSP 
workers was estimated at 
$79,804,549.00 in 2015 *

* Hewitt, A., Macbeth, J., Merrill, B., and Kleist, B.  (2018) The Direct Support Workforce Crisis: A Systemic 
Failure. Impact (31) 1. 



Impact on People with IDD and Their 
Families

• Trouble creating trusting, meaningful 
relationships with DSPs

• Forced into congregate models because 
staffing is limited

• Less person-centered care 

• Families: 

▪ Career concessions

▪ Health issues, stress, burnout, societal cost



“A 30-year crisis is not a crisis; It 
is a systematic and pervasive 

failure in the long-term services 
and supports system in the 

United States that has created a 
public health crisis.”

Hewitt, A., Macbeth, J., Merrill, B., Kleist, B. (2018) The direct 
support workforce crisis; A systemic failure. Impact . 31(1)



How Can 
States Use 

the NCI Staff 
Stability 

Data?

Consider Consider performance measure links to 
other quality indicator data

Provide Provide context for consumer and family 
outcomes

Inform
Inform policy and program 
development regarding DSP 
workforce initiatives

Monitor
Monitor and evaluate the impact of 
workforce initiatives

Work Work with stakeholder groups to identify 
Quality Improvement efforts.

Compare
Evaluate and compare state workforce data 
with those of other states, and across providers 
if possible 
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What does the 2016 
NCI Staff Stability 
Survey Tell Us?



A note on 
response 

rates

• States provided email lists of providers
• Some states did not include ALL 

providers in the list they sent—
margin of error was not calculated

• Some states had more robust follow-up 
protocols to encourage participation
• Examples 

• Some states made mandatory

Response rates varied

• Difference in the population who chose 
to participate and those who didn’t—
we don’t know. 

Email survey: may not  be 
random

• Comparing with other states
• Assessing your state’s DSP 

workforce 

Important to keep in mind when 
looking at results 
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2016

• AL
• AZ
• DC
• GA
• HI
• IL
• IN
• MD
• MO
• NE
• NY
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20 States
3,022 Valid Responses

• OH

• OR

• PA

• SC

• SD

• TN

• TX

• UT

• VT

For this data cycle, we 
worked with OH to set up 
system to separately 
examine DSPs within HCBS 
Waiver Supports and 
those from ICF/ID 
supports. 

Therefore, throughout this 
report, the two groups are 
treated as separate entities 
(OH-ICF and OH-HCBS)



NOTES 
UNIQUE TO 

2016 NCI 
STAFF 

STABILITY 
SURVEY 
REPORT
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State operated facilities (for which wages 
are set by the state) were not included

“AVERAGE” data (at bottom of tables) are 
average of averages (not averages of all 
responding agencies)

All data refer to: 

Jan 1, 2016-Dec 31, 2016

Important to note that in the report, data 
are shown aggregated by state (not by 
individual provider) 

See Appendix in report for more info on 
state sampling procedures



Size of agency
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3022 agencies 
responded to 
this question

.....while 
the median 

is 54.3

The mean 
(average) 
number of 

DSPs employed 
102.5

...14.5% 
employed 

21-40 
DSPs, etc. 

30.9% 
employed 

1-20 
DSPs

61+ DSPs: 
States range from 
14.5%--73.8%



Types of 
supports: 

Residential 
70.7% of responding 

agencies 

************
In-Home 

58.6% of responding 
agencies

************
Non-Residential 

75.4% of responding 
agencies

************

Definitions of support types
• Residential supports

▪ People living outside of the family 
home.  

▪ 24-hour supports such as a group 
home or ICF/ID And/or 

▪ people living in supported housing or 
supported living < 24 hours of support 

▪ Key factor is provider agency owns the 
setting or operates the lease

• In-home supports
▪ supports provided to a person in their 

home (not owned or leased by a provider 
agency).

• Non-Residential Supports
▪ supports and services outside of the home.
▪ Day programs and community support 

programs 
▪ Job or vocational services 
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Turnover Rate
The turnover rate = 

number of DSPs separated in last 12 months / 
number of DSPs on payroll as of 12/31/16

• 12/31/16: 

▪ Responding agencies→253,223 DSPs on payroll. 

▪ Responding agencies →111,931 DSPs had left (separated 
from) agency in past 12 months. 

• Turnover rate → 45.5% (average of state averages) as 
of 12/31/16

# DSPs on 
payroll as of 
12/31/16

N # DSPs Separated 
in last 12 months

N Statewide 
Turnover Rate

2016 Annual 
Average 
Unemployment 
rate

NCI 
Average

253,223 3,022 111,931 2,953 NCI AVG: 45.5% US rate: 
4.9%

Does not include PRN, on-call, temporary or relief staff

States range:

24.1%--69.1%



Tenure: 
Employed 
DSPs 
(on payroll as of 
12/31/16)

States range: 
11.9% -- 31.2%



• Tenure: 
Separated 
DSPs
DSPs that left 
agency between 
1/1/16 and 
12/31/16

States range: 
23.2% -- 50.4%



Vacancy rate: 
Full time

National Core Indicators (NCI) 

Part-time vacancy rate, NCI 
Average: 15.4%

Table 19: Full-time DSP Positions and Vacancy Rates (As of 12/31/16)

# FT DSPs 
employed

# FT Position 
Vacancies

Total # FT DSP 
Positions

Statewide 
Vacancy Rate

NCI 148521 17953 166474 NCI AVERAGE: 
9.8%

Includes agencies that differentiated between full-time and part-time employees. 

• Statewide vacancy rates range from:

▪ 4.4% -- 14.6%



Wages

State range of 
median hourly wage: 

$7.25 -- $12.01

Note that this chart is for ALL DSPs in all 
agency types (Starting wages appear 

elsewhere in report)



Benefits
• We assessed two types of provision of benefits:
1) Some agencies offer paid sick, paid vacation, 
paid personal time off as separate, differentiated 
benefits
2) Some offer “pooled paid time off” 

▪ A bank of hours in which the employer pools sick days, vacation days, and 
personal days together and the agency doesn’t distinguish between category of 
time off. 

• This report shows the % of agencies that offer 
different types of benefits
▪ NOT the percentage of employees that can take 

time off with pay



Pooled Paid Time Off
• Offer Pooled Paid Time Off

“Pooled Paid time off” is defined as a bank of hours in which the employer pools 
sick days, vacation days, and personal days together and the agency doesn’t 
distinguish between category of time off. 

➢68.9% → pooled paid time off to at least 
some DSPs. 

▪ 35.2%→all DSPs

▪ 233.3% →FT DSPs only 

➢25.2% → No paid pooled time off

➢5.9% → Didn’t know



Differentiated paid time-off benefits

To All 

DSPs

To FT 

DSPs 

Only

To PT 

DSPs 

Only

Do Not 

Offer

Don't 

Know N

Paid sick 
time

13.2% 31.5% 0.7% 45.3% 9.3% Total: 

917

Paid 
vacation 
time

10.6% 39.2% 0.2% 41.1% 8.9% Total: 

871

Paid 
personal 
time

4.4% 19.2% 0.4% 65.9% 10.2% Total: 

929



Resist the temptation to only look at 
wages when examining workforce 

challenges in your state....

Full experience of work 
is important—Why do 

people leave jobs? 

Wages are very 
important, but the 

context matters 

Consider tenure, 
turnover and vacancy 

rates. 

Look at both wages, 
benefits and additional 

benefits such as 
offering some type of 

retirement benefit-

The size of the agency 
appears to have an 

influence



Worker Retention: 

Money matters: 
• Engagement: Feeling 

involved in, enthusiastic 
about and committed to work

• Wellbeing: helping 
employees with: purpose, 
social, financial, community 
and physical 

http://www.gallup.com/businessjournal/188399/retaining-employees-money-matter.aspx
https://cqrcengage.com/ancor/file/ZuL1zlyZ3mE/Workforce%20White%20Paper%20-%20Final%20-
%20hyperlinked%20version.pdf

When employees report well-being, 

they are 54% less likely to look for 

a job with a different organization 

in the next 12 months

http://www.gallup.com/businessjournal/188399/retaining-employees-money-matter.aspx
https://cqrcengage.com/ancor/file/ZuL1zlyZ3mE/Workforce White Paper - Final - hyperlinked version.pdf


Factors Tied to Retention 

1. Do I know what is expected of me at work?

2. Do I have the materials and equipment I 
need to do my work right?

3. Do I have the opportunity to do what I do
best every day?

4. Does my supervisor, or someone at work, 
seem to care about me as a person?

5. At work, do my opinions seem to count?

Buckingham M and Coffman C, First Break All The Rules: What the Worlds Great 
Managers do Differently  1999, Simon and Shuster and Gallup Organization.  P 33



I’ve examined my data-What next?

• Look at tenure and turnover

▪ Are the differences I am seeing consistent across
• Setting sizes?

• Service types (residential, in-home, etc?)

• Can we see relationships between 
benefits/wages and turnover in my state’s 
data?

• Form work group to use data to guide decision-
making. Include providers, DSPs, policy-
makers



What are other states doing?

• Using NCI Staff Stability Data to fulfill 
legislative mandates on data provision

• Using data in reports to legislature to in 
support of additional resource requests

• Data contributes to understanding provider 
performance

• Tracking whether rate increases are being 
allocated to wages
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