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Summary 

Our audit objectives were to answer: 

• Has JCDS used best practices to recruit and retain direct support 

professionals?  

• How will the pandemic change the work of JCDS? 

Johnson County Developmental Supports, or JCDS, helps people with intellectual 

and developmental disabilities, or IDD. Direct support professionals, or DSPs, 

directly assist people with IDD. 

JCDS generally follows best practices used to recruit and retain DSPs. Turnover 

averages 24 percent a year; lower than the national average but still high 

compared to the rest of County government. 

Reducing turnover could help people with IDD achieve their goals. Reducing 

turnover would also reduce costs to the County. 

The pandemic required JCDS to change how they operate and will likely result in 

changes in the future. The employment market for both people with IDD and DSPs 

is expected to change. JCDS and people with IDD will increasingly rely on 

technology including video conferencing and telehealth. The changes bring both 

opportunities and risks. 

The report includes three recommendations that could improve supports for people 

with IDD. 
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Introduction 

The audit answers two questions: 

• Has JCDS used best practices to recruit and retain direct support 

professionals?  

• How will the pandemic change the work of JCDS? 

The audit focuses on the community support provider program within Johnson 

County Developmental Supports, or JCDS. Direct support professionals, or DSPs, 

directly help people with intellectual and developmental disabilities. 

We compiled best practices used for recruiting and retaining DSPs. We reviewed 

literature, interviewed experts, and discussed practices with employees from JCDS 

and Human Resources. 

To answer the first question, we compared JCDS practices and data with the best 

practices we compiled. We reviewed documents and interviewed staff. We reviewed 

existing surveys of JCDS employees. We analyzed data about employees to 

calculate turnover. 

To answer the second question, we reviewed literature and interviewed experts. We 

also interviewed JCDS staff and attended meetings of a group of DSPs and a self-

advocacy group. 

We collected information about both audit questions through interviews with DSPs. 

We used an online survey form to conduct the interviews. We sent the form to all 

DSPs at JCDS. Ninety-three DSPs participated in the interviews (just over 50 

percent). 

The data used in the report are sufficiently reliable to address the audit objectives. 

We used exit interviews, employee information, and reports tracking employee-

supervisor meetings. To assess the reliability of the data, we conducted exploratory 

analysis and interviewed officials knowledgeable about the data. 

We conducted this performance audit in accordance with generally accepted 

government auditing standards. Those standards require that we plan and perform 

the audit to obtain sufficient, appropriate evidence to provide a reasonable basis for 

our findings and conclusions based on our audit objectives. We believe that the 

evidence obtained provides a reasonable basis for our findings and conclusions 

based on our audit objectives. 
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JCDS provides services and supports for people 

with intellectual and developmental disabilities 

 

JCDS serves people with intellectual and developmental disabilities 

Johnson County Developmental Supports, or JCDS, facilitates career, personal 

development, and residential services and supports for Johnson County residents 

with intellectual and developmental disabilities, or IDD. JCDS focuses on each 

person’s abilities, providing them with a choice in services and supports, and serves 

as an advocate for them as they live and work in the community. 

A seven-member governing board appointed by Board of County Commissioners 

guides JCDS. 

Intellectual disability is a diagnosis made by a licensed healthcare 

professional 

Intellectual disability is a substantial limitation in daily functioning and manifests 

from birth to the age of 18. It is characterized by sub-average intellectual 

functioning in adaptive skill areas. These adaptive skills can include communication, 

self-care, home living, social skills, health and safety, functional academics, and 

work. 

Developmental disability is a severe, chronic physical or mental 

impairment or a condition 

A developmental disability can be due to physical and/or mental impairment such 

as intellectual disability, cerebral palsy, epilepsy, autism or Down syndrome among 

others. Developmental disabilities generally manifest before the age of 22. 

Developmental disability is likely to continue indefinitely and results in substantial 

limitations in three or more areas of life functioning. Areas of life functioning  

include self-care, learning and adapting, mobility, understanding and use of 

language, self-direction in setting goals and undertaking activities to accomplish 

these goals, and economic self-sufficiency. 

The need for IDD supports and services are life-long. Supports and services are 

individually planned and coordinated. 

Better data needed to determine IDD prevalence 

It is unknown how many people with IDD have not been reached by JCDS. As of the 

end of 2020, 1805 county residents received supports through JCDS or other 

providers. Hundreds of other people (791) were on the waiting list the state 

administers. 
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Research on the prevalence of IDD suggests more residents could qualify for 

services.1 Researchers caution that better data is needed to know the number of 

people with intellectual and developmental disabilities. Better data at the state or 

national level would help plan programs, inform policy makers, project financial 

needs, and evaluate systems for helping people with intellectual and developmental 

disabilities. 

JCDS coordinates and provides supports and services for people with IDD 

JCDS is a community developmental disability organization, or CDDO. It is the 

single point of entry for Johnson County residents seeking IDD supports and 

services. The CDDO determines program eligibility for IDD supports and services 

and conducts functional eligibility assessments. 

JCDS is also a community service provider, or CSP. As a community service 

provider, they provide individualized supports and services based on each person’s 

needs, preferences, goals, and abilities. The State of Kansas licenses JCDS case 

management services, day and employment services, and residential services. 

JCDS provides supports and services to people with intellectual and developmental 

disabilities. These services can include: 

Case management—empower people to lead enriched, independent, healthy, safe, 

and choice-driven lives. Case managers help arrange a variety of individualize 

services. These include: 

• Identifying and accessing resources to increase independence, productivity, 

and inclusion and integration. 

• Support plan—developing a person-centered plan to meet personal lifestyle 

goals and support needs. 

Day & Employment Services—provide services that are person-centered and 

promote a high level of independence, inclusion, and productivity. People can 

choose from several programs according to their personal preferences and 

requirements. Some of the programs include: 

• Project Search.  An intensive 9-month internship program with the  goal for 

all interns to be integrated in competitive employment upon graduation. 

• Supported worksites. People earn minimum wage performing work within a 

local business. 

 
1 A study of insurance claimants found 1 percent of over 800,000 claimants had an IDD. See 

“Using all-payer claims data for health surveillance of people with intellectual and 

developmental disabilities” in the Journal of Intellectual Disability Research (2019). Applying 

that rate to Johnson County would result in an estimate of about 6000 residents with IDD. 

“A Systematic Review of U.S. Studies on the Prevalence of Intellectual or Developmental 

Disabilities Since 2020” in Intellectual and Developmental Disabilities (2019) found a range 

of estimates and emphasized the need for better data. 
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• Emerging artists. People who are artistic and interested in earning money 

through the sale of their art. 

• Retirement and dementia services.  Emphasizes community inclusion and 

opportunities to engage in community-based activities. The level of inclusion 

is individualized and varies on the person’s needs and preferences. 

Residential Services—can be a house, a group residence, or an apartment.  

Supports can range from a few hours each week to 24-hour a day. Residential 

Services promotes community integration and active participation. 

JCDS budget and staffing 

The supports and services provided by JCDS to county residents with IDD align with 

the Board of County Commissioners’ strategic priority to “strengthen and finance 

the appropriate level of service to meet the needs of the county’s vulnerable 

populations, pursing innovative strategies.” 

JCDS is a large County agency, with over 300 FTEs and expenditures over $23 

million in 2019. Expenditures were $15.5 million in 2020. The decrease was 

pandemic related. During the pandemic, JCDS adjusted and changed many of its 

supports and services.  
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JCDS uses best practices to recruit and retain 

direct support professionals 

 

JCDS has a high turnover rate, but lower than national average for DSPs 

Johnson County Developmental Supports, or JCDS, has a high turnover of DSPs. It 

has averaged 24 percent for the most recent six-year period. That’s more than 

double the rate for the rest of the County (11 percent) for the same six years. 

However, it fares better than the national turnover rate for DSPs. The national 

average was 43 percent for 2019.  

Finding and keeping direct support professionals, or DSPs, is a challenge faced by 

community service providers across the country. DSPs provide a wide range of 

individualized supports and services to people with intellectual and developmental 

disabilities. These supports and services occur in a variety of settings—individual 

homes, group homes, and day and employment settings. Being a DSP can be a 

stressful and physically demanding job. 

JCDS is using innovative ways to recruit DSPs.  For example: 

• One recent method was the use of a virtual job fair. 

• JCDS offers a recruitment bonus to employees who recommend a successful 

job applicant to JCDS. 

Interviews with DSPs currently working for JCDS show many (79 percent) of the 

responses described their greatest job satisfaction from helping others. Some of the 

written responses to the question “what gives you the most satisfaction in your 

job?” include: 

• “Helping others become more independent.” 

• “Feeling valued as an employee and knowing that the services I provide are 

beneficial to the individual I serve.”  

• “Taking care of the individuals I serve and helping them live the best life 

possible—daily interaction.” 

A little over 90 percent of the DSPs we interviewed agreed or strongly agreed with  

the statement “when I was first hired, I had a good understanding of what the job 

involved.”  JCDS provides a realistic job preview video to show applicants what the 

job is all about. See figure 1 and to view the video go to youtu.be/mi8iyJSbCvo. 

 

https://youtu.be/mi8iyJSbCvo
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Figure 1 Realistic job preview video 

 

 

DSP turnover impacts the community service provider, other staff, and the 

people who receive supports and services 

High turnover of DSPs places a financial burden on community service providers. 

DSP turnover costs about $7,000 per position. Turnover costs include direct hiring 

costs, on-boarding costs, loss of productivity, additional training costs, and 

overtime to cover mission essential positions. Covering these ongoing costs is 

challenging because most community service providers operate on limited budgets. 

A high turnover rate also places a burden on the other DSPs. The toll of additional 

work and work schedule changes adds to an already taxing workload for remaining 

staff. 

High turnover of DSPs has a real and significant impact on people with IDD. DSPs  

provide a wide and complex range of personal, and often individualized services.  

These services are often provided in a variety of settings, including participant’s 

homes, group homes, job settings, and day facilities. 

People with IDD are more likely to have unmet life goals or quality outcomes if they 

experience a high turnover of staff who provide the services they need and are 

dependent upon.  In addition to promoting health and safety, DSPs help improve 

the quality of life for people with IDD. Quality of life outcomes can include: 

• Emotional and physical well-being, 

• Improved interpersonal relationships (socially involved), 

• Personal development, 

• Self-determination (choosing individualize services), and  

• Community inclusion. 
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Recruiting and retaining direct support professionals is a challenge faced 

across the Country 

We reviewed literature to identify common themes on best practices used to 

successfully recruit and retain DSPs. Some common themes identified in the 

literature include: 

• pay and benefits,  

• training and development opportunities,  

• advancement opportunities,  

• and good workplace relationships.  

We interviewed experts and leaders who work with human service organizations.  

We wanted to know--from their perspective--what practices successful community 

service providers use to recruit and retain DSPs. We met with representatives of 

the Council on Quality and Leadership and the National Alliance for Direct Support 

Professionals. 

The experts we met with described similar practices. Some good practices for 

successfully recruiting and retaining DPSs include: 

• Offering on-going training, and 

• Providing a defined career path. 

Some reasons cited for the high turnover rate across the nation include: 

• Low pay and benefits, 

• Minimal or no training, and  

• No career advancement opportunities. 

DSPs are paid better than the national average 

DSPs working for JCDS are better compensated when compared to DSPs working 

for other community support providers.2 

Figure 2 DSP wage comparison 

Average Hourly Wage - Direct Support 

Professionals 

JCDS - 

Support 
Provider II  

JCDS - 

Support 
Provider III 

National - 
DSP 

$16.68  $21.23  $11.76  

 

 
2 The Bureau of Labor Statistics collects wage data for home health and personal care aides. 

Home health and personal care aides are similar to DSPs. Average national wages for home 

health and personal care aides was $12.71 in 2019. For the Kansas City metro area, the 

average was $11.50. The Bureau of Labor Statistics hasn’t established an occupation 

definition specifically for DSPs. 
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JCDS is also working with the Human Resources Department to address pay 

compression. Pay compression has occurred from pay table adjustments moving at 

a similar pace as the merit pool. This led to many employees who have been with 

the agency for a number of years being on the lower end of the pay range and new 

employees being hired in at levels similar to employees who have been with the 

organization for many years. 

Human Resources conducted a comprehensive study and, along with JCDS, 

developed a 3-year plan to address the issue. The plan will be fully implemented in 

2022. 

Johnson County offers a good health and benefits package for employees. We 

asked current DSPs “if you stay with JCDS in the next year, what do you think 

would be the main reason?” Almost 20 percent of the responses identified pay and 

benefits as reasons to stay. For example, responses included:  

• “The satisfaction of helping others and the excellent benefits through the 

county.” 

• “Benefits and love my job.” 

• “Compensation and communication.” 

 

People who left JCDS and responded to exit interviews rated benefits and pay 

relatively high. Almost three out of every four (73 percent) of the people from JCDS 

who completed exit interviews rated benefits as excellent. People who worked in 

other departments rated benefits significantly lower. Three out of every five (60 

percent) of the people from JCDS who completed exit interviews rated salaries as 

good or excellent. 

 

JCDS provides career development opportunities for its direct support 

professionals 

JCDS offers a structured training program, DSP Plus, for direct support 

professionals. Its purpose is to help prepare them for future Senior Direct Support 

Professional positions. It is a 30-hour training program presented over a 10-week 

period. 

Many direct support professionals have a clear understanding of their work 

priorities. According to the 2019 JCD Snapshot Analysis Report3, 83 percent of the 

JCDS workforce rated “clear on my work priorities” favorably. 

 
3 The 2019 JCD Snapshot Analysis Report is a part of the bi-annual survey of 

Johnson County employees to assess employee engagement. The employee 

engagement survey is conducted by BlessingWhite, a Division of GP Strategies. 
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JCDS provides advancement opportunities for its direct support 

professionals 

JCDS has a career ladder for direct support professionals.  Direct support 

professionals can competitively bid on open Senior DSP positions. 

People who left JCDS and completed exit interviews identified a career change as a 

common reason for leaving the job. One out of five (20 percent) of the people who 

left JCDS said the main reason was to change career fields. JCDS employees were 

about three times more likely than other county employees to leave to change 

career fields. 

Many DSPs feel connected to the agency, its mission and its culture of 

helping others 

The 2019 JCD Snapshot Analysis Report show high overall scores related to 

organizational culture. The following table compares JCDS workgroup scores to 

overall organization (Johnson County) scores: 

Figure 3 Employee survey comparison 

Scores Related to Organizational Culture 

  JCDS Johnson County 

Proud to work here 91% 88% 

Like the work that I do 91% 91% 

Satisfied to work here 84% 81% 

Understand what I do supports agency/department 93% 88% 

 

Our interviews of direct support professionals showed almost 69 percent of the 

respondents feel connected to the organization. The interviews also found many 

respondents saying “helping others and making a difference” gives them the most 

satisfaction in their jobs. Some responses include: 

• “JCDS is a great place to work.” 

• “I feel I can contribute and learn, and I also feel it is important work.” 

• “I love working for JCDS and being a DSP.” 

• “JCDS is the gold standard of this field.” 

 
Workplace relationships between supervisors and employees offer 

opportunity for improvement 

Supervisor and other workplace relationships are important to direct support 

professionals. Workplace relationship scores improved from 2019 to 2020. Scores 
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reported in the 2020 Gauge Snapshot Analysis Report4 showed improvement over 

scores reported in the 2019 Snapshot Analysis Report. 

 
Figure 4 JCDS survey comparison 

Workplace Relationships 

  2019 2020 Increase 

Employee-supervisor relationships 72% 78% 6% 

Trust supervisors 69% 78% 9% 

Asks for acts on employee input 68% 74% 6% 

Recognize and reward employees 64% 73% 9% 

 

The improvements may reflect actions undertaken by the JCDS leadership. These 

actions include quarterly meetings with all supervisors emphasizing leadership, 

coaching, and more involvement with staff on strategic planning. 

Timely check-ins offer additional opportunities for improvement 

About a quarter of JCDS employees had fewer than the required number of check-

ins recorded in 2020. 

Human Resources procedures require employees and supervisors to develop a 

priority plan and have regular check-in meetings. Both employees and supervisors 

may request check-in conversations. 

JCDS should take steps to ensure employees and supervisors hold the required 

check-ins. 

  

 
4 The 2020 JCD BlessingWhite Gauge Snapshot Analysis Report (Pulse Survey) is not a 

comprehensive assessment of workforce engagement like the 2019 BlessingWhite Snapshot 

Analysis Report. The 2020 Gauge Snapshot Analysis Report (Pulse Report) is designed to 

measure progress in a few key engagement drivers. 
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The pandemic required JCDS to change how they 

operate and will likely result in changes in the 

future 

 

The pandemic affected the daily lives of people with intellectual and 

developmental disabilities 

The number of people with intellectual and developmental disabilities, or IDD, in 

employment programs decreased in March 2020. People gradually returned to 

employment services over the following months. But at the end of 2020, the 

number of people in the employment programs was lower than at the beginning of 

the year. 

Figure 5 The pandemic resulted in fewer people served in employment programs in 2020 

 

The number of people with IDD participating in life enrichment programs increased 

over the year. The programs shifted from the Elmore Center to homes. Life 

enrichment emphasizes communication skills and participating in health and 

wellness activities. Life enrichment activities can include education and arts and 

crafts. 

People with IDD faced isolation due to the pandemic. Social relationships, 

recreation, and work have been disrupted. People with IDD have also provided 

support for friends, roommates and family. People with IDD dealt with uncertainty, 

anxiety and stress. 
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A national survey of direct support professionals, or DSPs, asked how isolation 

affected people they supported. The most common consequence was boredom 

followed by mood swings/depression. 

Figure 6 National DSP survey about the pandemic 

Consequences of isolation due to pandemic on people supported Percent  

Boredom 80% 

Mood swings/depression 57% 

Increased behavior issues 52% 

Loneliness 48% 

Sleeping more than usual 47% 

 

Other consequences included: confusion over why people couldn’t visit, anxiety 

over not seeing people or going out into the community, not being able to visit 

medical specialists and decreased exercise. 

Some DSPs who work for JCDS described how the pandemic affected people with 

IDD: 

• “The people I serve may have less opportunity for social interaction.” 

• “The lack of ability to have all residents return to day services at the Elmore 

center will lead to additional restlessness and anxiety in the residential 

setting as they lack the freedom they previously enjoyed through the week. 

Additional patience may be needed as the residents adjust to this change.” 

We also heard about some people with IDD having positive experiences during the 

pandemic. People used technology for social connections. Some people changed 

their routines in ways that may better suited their personal goals. 

People with IDD may face greater risks from Covid-19. Some data show that people 

with IDD have higher case fatality rates. People with IDD have higher rates of some 

risk factors including hypertension, heart disease, respiratory disease and diabetes. 

DSPs we interviewed indicated people they support have the support and 

information needed during the pandemic. 

Figure 7 Interviews with DSPs from JCDS 

Statement 
Respondents who agree or 
strongly agree 

The people I support receive the support they 
need during the pandemic 

80% 

The people I support have the information they 
need about the pandemic 

76% 
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JCDS adapted to the pandemic 

Johnson County Developmental Supports, or JCDS, took steps, beginning in March 

2020, to adapt to the pandemic. JCDS limited access and closed facilities, limited 

interaction, used telecommuting and video conferencing, and suspended some 

services.  Developmental Support furloughed and reassigned staff to adjust to the 

changes in services. 

JCDS also developed and updated plans and protocols. For example, JCDS wrote 

protocols for visiting and access, controlling infection, dealing with exposure or 

positive test results in different settings, cleaning and personal protective 

equipment. 

DSPs who we interviewed generally reported they had the information, technology, 

personal protective equipment and training they needed. About three out of five (62 

percent) also agreed or strongly agreed that they felt safe at work. 

Figure 8 Interviews of DSPs from JCDS 

Statement 
Respondents who agree or 
strongly agree 

I have the information about the pandemic I 
need to do my job 

88% 

I have the technology I need to do my job 
during the pandemic 

86% 

I have access to PPE during the pandemic 86% 

I have the training I need to do my job during 
the pandemic 

75% 

During the pandemic, I feel safe at work 62% 

 

Some DSPs who work for JCDS described the stress of working through the 

pandemic and how JCDS provides information: 

• “I do not plan on leaving JCDS within the year however the pandemic has led 

to a bit of a burn out feeling and a dread with not knowing how the 

individuals will respond to the pandemic and illness. There has been some 

disconnect with what DSPs have been experiencing compared to other roles 

that do not provide direct care.” 

• “The individuals that I support look to me for stability & support & I truly 

care about them. I keep telling myself, it can’t stay like this forever- we will 

get through it. I do feel like JCDS is trying really hard to keep everyone safe, 

informed, etc.” 

The County provides additional pay for DSPs who provide residential care to people 

who have Covid-19. DSPs working directly with people with presumptive, confirmed 

or clinically diagnosed Covid-19 face a higher chance of contracting the virus. 
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People with IDD may face changes in the work environment and 

interacting through technology may be more common 

People with IDD face uncertain employment opportunities in the future. The job 

market for people with IDD may not return to the same state as before the 

pandemic. Some experts say the pandemic will reduce the use of sheltered 

workshops for employment. 

People with IDD will be more likely to use technology for both supports and care. 

Experts anticipate more use of technology to interact with a health care provider 

without being in-person. Telehealth has potential advantages, like making it easier 

to reach healthcare. But it also raises the possibility for gaps in care. Technology 

may also be used to deliver virtual supports such as setting career goals. 

People with IDD will also be more likely to use technology to participate in the 

community. People in residential care can use technologies like video conferencing 

to socialize and interact conveniently. JCDS and Johnson County Mental Health 

Center cooperate to provide online groups for people with IDD aimed at coping with 

the pandemic. 

Using technology for social activities and interaction has strengths and weaknesses. 

Some people may prefer in-person supports and interaction, while others may 

prefer virtual supports or a hybrid. 

Some DSPs who work for JCDS described possible changes in employment and 

services: 

• “Many of the people I support will not be able to return to work, so they will 

not need support in the setting I am currently working.  Already only a few 

are able to return to work and the future looks like things will continue to 

change with more controls and less freedoms for all involved.” 

• “I believe most of our individuals will stay in home-based services instead of 

going out into the community for work.” 

Some DSPs who work for JCDS described uncertainty and the need to be innovative 

in the future: 

• “I think the pandemic will create new challenges that will need to be 

addressed at the time they occur in the future.” 

• “That remains to be seen.” 

• “Not much different.” 

• “No Idea as I go day by day as it changes every day.” 

• “We will need to be resourceful, thinking outside of the box in order to tap in 

and become more creative on how to best support our individuals.” 

Changes in employment and technology may have unanticipated impacts. The 

changes will affect different people in different ways. Evaluating impacts on 
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outcomes will require data and analysis. Collecting the opinions of people with IDD 

will help ensure positive outcomes and learning from the lessons of the pandemic. 

JCDS will face a changed labor market and increased use of technology 

JCDS may have more difficulty recruiting and retaining DSPs. Many DSPs find the 

work meaningful, but the pandemic made the risks and stresses of the job more 

apparent. A national survey of DSPs found that nearly half (42 percent) knew 

someone in the DSP workforce who had left their job due to the pandemic. As the 

job becomes more stressful, other jobs with similar pay become more attractive. 

Some DSPs who work for JCDS addressed increased stress and changing job 

responsibilities: 

• “I think it will get more stressful as this goes on.  There doesn’t feel like 

there is support if you need to take time off.” 

• “Be made to do things that make us uncomfortable and push us out.” 

• “I think that our job responsibilities will transform to meet the needs of the 

people we support, much like it already has.” 

JCDS will likely increase the use of technology to support and administer the 

department. Technology like videoconferencing can be used for telehealth, to 

provide supports, and to administer the department. Holding staff meetings and 

training online can be efficient. Using technology carries both opportunities and 

risks. Risks include the effectiveness of the tools, cybersecurity, and the cost of 

providing needed technology and training. 

Some DSPs who work for JCDS described the impacts of technology: 

• “More things can be done online which make us so much more efficient as a 

company.  

Zoom meetings save on commute times and increase attendance.  They also 

increase communication between staff and our CEO and also make it easier 

to get outside speakers to join since they don’t have to drive to our site.  

Online ordering saves time shopping in store and allows us to spend closer to 

our budget.  Telehealth saves on staff overtime and allows clients to stay 

safe in the comfort of their home.  Online staff trainings save on commute 

times and allows staff to move at their own pace.” 

• “I feel it will change due to the way we handle and do things as far as the 

technology in meetings I feel it’ll be less in person and impersonal.” 

• “More remote capabilities, access to better PPE and technologies.” 

• “I will need to learn how to use the new technology (computer)  much much 

better.” 

JCDS can learn lessons from the pandemic to become a more resilient and agile 

organization. JCDS should work to identify opportunities and risks related to 

changes including a different employment environment and increased use of 

technology. Identifying opportunities and risks will help develop plans to take 
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advantage of beneficial opportunities while mitigating risks. JCDS should identify 

the data needed to inform decisions and manage risks.  
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Recommendations 

1. JCDS leadership should ensure employee Pillars of Performance and 

Development, or PPD, check-ins are conducted in accordance with County 

procedures. 

 

2. JCDS should identify opportunities and risks related to the changing 

environment post-pandemic. JCDS should continue to seek input from people 

with intellectual and developmental disabilities and direct support 

professionals while identifying risks and opportunities. JCDS should share the 

results of the analysis with the JCDS board. 

 

3. JCDS should plan to manage the opportunities and risks and collect data 

necessary to inform those plans. 
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Management Response 

1. JCDS leadership should ensure employee Pillars of Performance and 

Development, or PPD, check-ins are conducted in accordance with County 

procedures. 

 

Concur 

The transition from an annual review process to PPDs has created some challenges 

and opportunities within JCDS. A consistent theme from staff at all levels is a desire 

to focus on how to effectively look forward at both job requirements and needs as 

well as ways to develop professionally. The PPD structure allows an opportunity for 

this to occur on a regular basis. The move to a looking forward approach, versus 

backward facing, is a change in mindset for many. 

JCDS conducts regularly scheduled management meetings to assist supervisors on 

their responsibilities and requirements. A regular topic is the PPD. We have spent 

time on the PPDs more intentional focus on coaching, offered for sharing of 

information on strategies that have proved successful and helpful and engaged 

Human Resources to assist in training. For example, the Human Resources Partner 

for JCDS provided a PPD refresher training on April 27, 2021. 

Near the end of the audit review process, JCDS updated the expectation for the PPD 

process to occur quarterly to meet the county required two PPDs per year. 

 

2. JCDS should identify opportunities and risks related to the changing 

environment post-pandemic. JCDS should continue to seek input from people 

with intellectual and developmental disabilities and direct support 

professionals while identifying risks and opportunities. JCDS should share the 

results of the analysis with the JCDS board. 

Concur 

The COVID-19 pandemic created many obvious health and safety concerns for 

people with IDD and direct support staff. The prevalence and mortality for those 

with IDD contracting COVID-19 were and are both higher than the general public. 

Despite the challenges, the pandemic allowed JCDS to evaluate all service options 

in much more detail. Both from the perspectives of value to the person in service 

and of resource utilization for JCDS. Some changes have already been implemented 

that will continue long-term, such as the approach to staffing and not differentiating 

day/employment from residential staff in similar positions. 

For programming, moving forward we are in the midst of federal and state policy 

changes that will also guide how services are delivered. Engaging employees and 

those in services is part of our culture and consistent with our accreditation through 
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the Council on Quality and Leadership. Internally, there have been ongoing 

conversations about what has been learned during the pandemic and what can be 

implemented long-term. The JCDS Governing Board will be involved in strategic 

conversations about the direction moving forward. 

 

3. JCDS should plan to manage the opportunities and risks and collect data 

necessary to inform those plans. 

Concur 

JCDS was accredited through CQL in 2019, which includes an increased emphasis 

on data specific to individual outcomes for people in services. On May 1, 2021, 

JCDS implemented Welligent, our new electronic health record system. This new 

system better equips JCDS to develop and maintain more robust reporting to 

improve data-based decision-making.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

__________________________________________________________________ 

Harry Heflin and Michael Eglinski conducted this audit. Please contact Ken Kleffner, 

County Auditor, at 913-715-1833 if you have any questions about this audit report. 


