NH DCYF ACCREDITATION REPORT

III.  STAFFING REQUIREMENTS, PROJECTED TIMETABLE AND COSTS

Staffing Requirements

Normally, organizations that contemplate accreditation through COA are faced with two human
resource issues. The first issue is the staffing needed by the organization to coordinate their
accreditation efforts and the staff time needed to self-assess organizational congruence with the
COA standards; to revise, develop and implement needed policy, procedures or protocols; and,
the time needed to assemble the required COA Self-study materials and prepare for the COA Site
Visit. The second issue is additional staffing that may be needed to address COA educational,
experiential or workload requirements. While both issues are important to resolve, within the
context of COA accreditation, it is the second issue that is usually the most concerning for

organizations and the issue that is the most misunderstood.

The staff member within an organization that will become the accreditation coordinator is critical
to the ultimate success of achieving accreditation. In our experience, assigning a staff member
with lead responsibility for the accreditation efforts and the commitment of organizational
leadership to the accreditation process are the two most critical factors in determining an
organization’s success at navigating the accreditation process and ultimately achieving this
quality benchmark. Depending upon the size and complexity of the organization, a staff person
with lead accreditation responsibility from .25 FTE to 1.0 FTE is necessary for most
organizations. NH DCYT has already identified a staff member within the Bureau of Quality
Improvement to be their Accreditation Coordinator. Should the decision be made to actively
pursue COA accreditation, this staff member will be able to devote most of her work time to this
effort. This staff person has a comprehensive understanding of the COA accreditation process, a
full understanding of what needs to be accomplished to achieve accreditation, and the skills and
position within the organization to get the job done. Therefore, this is not a staffing expense
DCYF will need to incur. The amount of additional staff time required to prepare the COA Self-
study and prepare for the COA site visit will be dependent on the desire and efforts to make this
quality improvement process organization-wide in its implementation. It is always the
recommendation of CWLA to allow this process to go as deep into the organization as is

possible. The true value of this accreditation process is the organizational
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awareness of systemic strengths and weaknesses and organizational efforts to improve upon

those areas collectively identified as needing improvement.

All too often, organizations are reluctant to pursue COA accreditation because they become
concerned with specific staff educational, experiential or workload requirements. The related
COA standards will be translated by the organization into the need to hire additional staff, which
quickly becomes a costly endeavor. COA requires, and CWLA recommends, that organizations
- approach every accreditation standard with the goal of achieving either full or substantial
compliance.” However, relative to the staffing related standards there are several important
accreditation process items:

% COA utilizes a weighting system to determine accreditation status and organizations do
not need to be in compliance with every standard to become accredited;

% Human resource standards that have specific educational or experiential requirements
will not necessitate the dismissal of existing job holders, who may not meet those
requirements, but will require the revision of job descriptions and job requirements for
future employees for those positions;

% Caseload/workload requirements for specific direct care and supervisory staff will not
require the immediate hiring of new staff but will require a proactive plan designed to
reach compliance in this area;

% COA will be more concerned with an organizational approach that meets the intent of
their standards rather than simply accepting non-compliance;

% The COA accreditation process is of a prospective rather than retrospective nature — that

is, organizations need to make changes from some future date onward.

As previously indicated, the recent authorization to hire 43 new positions, the organizational
decision to have at least one Permanency Services and one Adolescent Services worker in each
of the District Offices will bring DCYF close to the intent and reality of the COA direct care

worker caseloads. The CWLA consultants did hear some information about individual workers

? COA utilizes a four-point compliance scale to rate each of their standards — full compliance, substantial
compliance, partial compliance and non-compliance. The first two ratings, full and substantial compliance, are
considered “in compliance” ratings and the last two ratings, partial and non-compliance, are considered “out of
compliance” ratings.
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