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Strategic Plan in Action 

One of our Strategic Plan goals is to retain qualified Direct Support Professionals and reduce turnover to less than 30%. 

In pursuit of that goal, we conducted a staff satisfaction survey (see summary report below). We contracted with the 

Institute for Organizational Excellence at the University Texas at Austin. This is the second time we administered this 

same survey, so we have comparative data.  
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Response Rate 
The response rate to the survey is your first indication of the level of employee engagement in 
your organization. Of the 1621 employees invited to take the survey, 1104 responded for a 
response rate of 68.1%. As a general rule, rates higher than 50% suggest soundness, while 
rates lower than 30% may indicate problems. At 68.1%, your response rate is considered high. 
High rates mean that employees have an investment in the organization and are willing to 
contribute towards making improvements within the workplace. With this level of 
engagement, employees have high expectations from leadership to act upon the survey 
results. 
 

Overall Score 
The overall score is a broad indicator for comparison purposes with other 
entities. Scores above 350 are desirable, and when scores dip below 300, there 
should be cause for concern. Scores above 400 are the product of a highly 
engaged workforce. Your Overall Score from last time was 363. 

Employee Engagement Summary Report 
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We can sort this information by department, geographic region, and Director. Some of the information was surprising, 

but most was not. Pay is a concern across the organization, internal communication is still an area needing 

improvement however there are discrepancies between departments and Directors.  We are rolling out plans to 

respond to what the data is telling us.  

In order to enhance internal communications regular newsletter such as the attached are sent to all staff.  

Another Strategic Plan goal is leadership development and succession planning for staff. We are working with CMA 

(Colarelli, Meyer & Associates, Inc.)  a management consulting firm we use to assess candidates applying for 

leadership positions. See the summary below for the scope of the project. I will keep the Executive Committee 

updated about our progress and report to the full board by the end of the calendar year.  

 
1. Management Assessment – This assessment measures critical reasoning, personality, leadership behaviors, 

and motivators.   
2. Participant Feedback – After all the assessments have been completed, CMA will host a team feedback 

session.  
3. 9 Box Analysis – Using the 9 Box, CMA will facilitate sessions for leaders to plot a performance-potential 

matrix.  
4. Calibration Meeting – The purpose of these meetings is to align assessment data and individual goals within 

the context our strategic goals.  
5. Determine Development: Who & How – The last step is to leverage the results of the Talent Management 

findings to determine the “who” and “how” of development.  This step includes a planning meeting to identify 
next steps to follow through on development areas identified.  

Levels of Employee Engagement 
Twelve items crossing several survey constructs have been selected to assess 
the level of engagement among individual employees. For this organization, 
24% of employees are Highly Engaged, 27% are Engaged, 37% are Moderately 
Engaged, and 12% are Disengaged. 
 
Highly Engaged employees are willing to go above and beyond in their 
employment. Engaged employees are more present in the workplace and show 
an effort to help out. Moderately Engaged employees are physically present, 
but put minimal effort towards accomplishing the job. Disengaged employees 
are disinterested in their jobs and may be actively working against their 
coworkers. 
 
For comparison purposes, according to nationwide polling data, about 30% of 
employees are Highly Engaged or Engaged, 50% are Moderately Engaged, and 
20% are Disengaged. While these numbers may seem intimidating, they offer a 
starting point for discussions on how to further engage employees. Focus on 
building trust, encouraging the expression of ideas, and providing employees 
with the resources, guidance, and training they need to do their best 
work. 
 

_________________________________________________________________

_ 
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Together, we’re changing the way the world defines 

and views disability by making profound, positive 

differences in people’s lives every day. 

I am happy to announce that Jeanne Marshall has selected Cathy Brown as the Vice 
President of Employment Services.  Cathy is the former Director of Public Policy and 
Advocacy at Paraquad and we are excited about the talents she will bring to the 
table and her resounding passion for the rights and dignity of those we support.  
Thank you for your support as we continue to build a team of dynamic leaders to 
fulfill and guide our mission! 
 

 

Welcome Aboard 

 

We are delighted to announce the Centene Corporation and St. Louis City Government are both serving as host 

businesses in our expansion of Project SEARCH.  The Project SEARCH High School Transition Program is a unique, 

business led, one year school-to-work program that takes place entirely at the workplace. Total workplace immersion 

facilitates a seamless combination of classroom instruction, career exploration, and hands-on training through 

worksite rotations. This program provides real-life work experience to help youth with significant disabilities make 

successful transitions from school to adult life.  

 

Project SEARCH 

A breakdown of the $8 million of program revenue growth in FY18 was requested at the most recent board 

meeting. Of the 8 million, $1 million is the annualized revenue from new services in FY17, $2 million is the 

annualized revenue for the Buchanan County acquisition and the remaining $5 million represents new services 

beginning in FY18.   

 
 

Program Growth in FY2018 

https://www.linkedin.com/start/view-full-profile?_ed=0_65Q4l3Dmhn22h12nnLNrZmi1yxJ9jqvlW_Dg534YrLFEcRqGDTFUZBRVbL4HnJy_&trk=public_profile_tc-view

