ATTACHMENT F

March 29, 2019

Re: Burns & Associates Rate Study
We would like to thank DDS, Burns & Associates, and California Legislature for conducting a
comprehensive rate study to address service funding. We appreciate the opportunity to be part
of the process through the rate surveys and throughout this comment period. 24Hr HomeCare
provides services to Regional Centers serving individuals with developmental disabilities through
Agency Respite, EOR Respite, Financial Management Services, Personal Assistance, Homemaker,
and Socialization Training programs. Based on the operational and fiscal realities of our programs,
we recommend the below feedback be considered:

EOR to FMS Transition
24Hr HomeCare has serious concerns on the impact on accessibility if EOR services are mandated
to transition to FMS. At the heart of EOR services is family choice, cultural competency, and
increased access to services to those who have difficulty finding appropriate agency staff. The
EOR program addresses disparity for families whose culture doesn’t allow outside help, have
language barriers, and when staff is not easily available. We understand the fiscal impact shows
3.1% savings to the state. The FMS transition does not include the cost of management fees
which when added, will likely cost the state more than the EOR model.

FMS funding structure would create significant barriers to service. It would place limitations on
costs we currently cover under the EOR model including CPR and First Aid as well as background
checks. American Red Cross charges approximately $110 for CPR and First Aid, while background
checks can cost anywhere between $25-75. If the provider or family are required to fund these
costs (approximately $135-185 per provider), it would limit the program to families who have
sufficient economic resources. The FMS funding structure will significantly set-back disparity
efforts. Under a Co-Employer model, families will have additional responsibilities and liability
risks that will make them averse to utilizing the service. Regional Centers may require families to
“vendor” as a “parent-vendor” or “participant vendor” which is common practice under FMS
Transportation. Families would also be at risk of lawsuits as a “Co-Employer” even though the
FMS is insured. If implemented, we recommend grandfathering current EOR authorized services.

Annual Training - 35 Hour DSP Training
24Hr HomeCare has serious concerns on the impact to families that utilize their own respite
providers under the EOR program. Burns & Associates 35-hour annual training recommendation
will create further hiring and retention challenges for families relying on EOR providers. This will
cause disparity issues due to language barriers and for rural areas that don’t have easy access to
training sites. We recommend continuing current CPR and First Aid requirements.
For Agency Respite services, 24Hr HomeCare is in support of training but with amendments. Our
recommendation is to match current state Home Care Aide (HCA) requirements of 5 hours of
annual training which is a current industry standard set by the Department of Social Services
(DSS). Currently, our non-regional center Senior Care business meets this requirement.
1:10 Supervision
24Hr HomeCare meets the Burns & Associates recommended rate assumption of the 1:10
supervision ratio. We propose a more scalable option of $20 per day operations cost in lieu of
the supervision ratio which Burns & Associates already recommended as a viable supervision
replacement cost. It is a more reasonable approach as it is in line with the way our program
currently functions. Program Operations as it is written, includes supervision, quality oversight,
training, curriculum development, intakes, and other program-specific activities.

12% Admin
24Hr HomeCare has concerns on the proposed administrative rate of 12%. As it is written, all
administrative costs include; general management, finance and accounting, information
technology, and human resources. The 12% Admin would be less than the current standard which
is 15%. We understand Burns & Associates’ method of keeping the dollar amount the same.
However, this does not take into consideration that vendors have not received administration
compression funding with the marginal exception of ABX2-1 increases of approximately 0.37%.
We recommend keeping the administrative rate at 15%.

Mileage Built-in Reimbursement Rate
24Hr HomeCare is in support of the mileage recommendation. 24Hr HomeCare reimburses all
respite providers travel time and mileage, as it is required by law, and follow the IRS mileage
reimbursement rate. However, we are not compensated by all Regional Centers for these costs.
By building the mileage into the reimbursement rate, it will standardize and simplify the billing
process. We appreciate Burns & Associates recommendation to fund for these costs.

Thank you for your time and consideration of our feedback. Should you have any questions,
please do not hesitate to contact our agency.

24Hr HomeCare

DDS Rate Study Public Comment – Process Related
Name/Agency PathPoint
(Optional)
Comment Topic
Provider Survey

Family and Consumer
Survey

Public Comment
Process

The original plan, as recently as the DS Task Force Rates
Subcommittee meeting in November 2018, was for the
public comment period to occur prior to the submission of
the Rate Study to the Legislature. (See attached slide #22
from a Burns presentation in September 2018 that clearly
shows the submittal of the report to come after the public
comment period and the incorporation of those comments.)
Unfortunately, this did not occur and the Legislature
received what many in the field characterize as a flawed
rate study prior to the public having the ability to provide
comments. It is unfortunate that DDS could not maintain its
original schedule and have a process to engage the public
in the review of the rate study before its submission. This lack
of timely public engagement is a significant flaw in the rate
study process. Furthermore, it puts the Legislature in a
difficult position of responding to a study that its constituents
have not had the opportunity to review.
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Public Comments and Finalization


Solicit feedback on recommendations



Requirement is ‘through the DS Task Force’; still developing process
Anticipate ~ 4 weeks for review and comment



Update rate models and documentation as appropriate



Submit report
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Other

The proposed rate models have some important
innovations (e.g. DSP 1, 2, 3; job development) and provide
a transparent model that will simplify and make more
consistent the current system. However, many of the
assumptions in the proposed rate models are faulty and we
present comments here on the areas we found to be most
egregiously out of step with real conditions.

Other (Fiscal Impact
Analysis)

The Fiscal Impact Analysis has some notable and significant
flaws:
1. The fiscal analysis appears to suggest that people
served in 2019-2020 will be in the same programs as
they were in 2016-2017. As the models are
implemented, providers will shift their offerings to align
with the new rates and work with Regional Centers to
adjust IPPs and authorizations. The fiscal analysis is
under-projecting costs because many people will be
moving from lower rate programs to higher rate
programs.
2. Some current program models (e.g. Project SEARCH,
Tailored Day Services) don’t have rate models in the
proposed rate structure so it is difficult to see how a
fiscal impact analysis could be done on those
programs.
3. The draft rate models propose that some of the
services have substantial new requirements, such as
certifications for staff. The rate models propose an
increase for some of these services, but the increase is
not nearly sufficient to cover the cost of hiring staff
with those specific credentials and many of those
programs would have to close their doors. The Fiscal
Impact Analysis does not take into consideration the
number of programs that would close and the cost of
transitioning people served to other, more costly
models.
4. The Fiscal Impact Analysis assumes that the move to
hourly billing for day program will not impact overall
attendance rates. Our experience (detailed later in
these comments and confirmed by multiple providers)
is that half-day billing significantly lowered
attendance rates. Hourly billing will lower attendance
rates even more. In this area, the Fiscal Impact
Analysis overstates revenue increases by not
accounting for hourly billing rates lowering
attendance.
5. The change of billing structure from “per job coach”
to “per person served” in group supported
employment will have a similar impact on lowering
revenue projections as the hourly billing will have for
day programs.

DDS Rate Study Public Comment – Cross-Service Code

(for comments that affect multiple or all service codes)

Name/Agency PathPoint
(Optional)
Comment Topic
Wages #1
(geographic
differences)

The proposed rate models do not include local minimum wages
based on the explanation that the previous Administration felt
that the state should not cover the costs of local minimum wage
ordinances. There is a new Administration and, regardless, policy
preferences should not be part of the rate study. The Legislature
required that the rate study determine whether, “the current
method of ratesetting for a service category provides an
adequate supply of providers in that category…” If the rate
study does not consider the actual costs of operations in a
location, it cannot possibly provide for an adequate supply of
providers. For instance, the base DSP wage is built on 55% of the
BLS wage of a Personal Care Aide whose median wage of
$14.22/hour (adjusted to CA State Minimum Wage) is illegal to
pay in Los Angeles County. If adopted, the Rate Study would
result in a DD program desert in Los Angeles County and other
areas where the proposed rates are built on wages that are
illegal to pay.
The study authors contend that the geography multiplier for
wages counters the lack of adjusting base wages for local
minimum wage. This may work for San Francisco where the local
minimum wage ordinance has been in effect since 2003 and
wages have increased across the region and across all job
categories. The Los Angeles local minimum wage ordinance did
not go in effect until July 1, 2016 so wages have not had time to
adjust to the local minimum wage ordinance. The geographic
wage calculation in the proposed rate models is built on the BLS
data from May 2017, less than a year after the LA minimum wage
ordinance went into effect.
Further complicating the issue is that BLS data is based on MSA.
Los Angeles County is a single MSA of 13.5M people so there is no
way to differentiate high cost areas of the County (e.g. West LA,
Beverly Hills) from much lower cost areas (e.g. Antelope Valley).
LA County has more than 34% of CA’s population and comprises
seven of the 21 Regional Centers. It should not be lumped in one
geographic area for determining local wage rates. There are 26
MSAs in California; after the LA MSA, the next largest has only
4.7M people and 20 of the 26 MSAs have populations under 1M
people. There must be a better way for determining local wage
adjustments rather than MSA data.

The proposed rate models should: 1) use the local minimum
wage as the base wage modifier in each location rather than
state minimum wage; and 2) divide the LA BLS data into subregions so that regional centers serving high cost areas have a
higher wage adjustment.
Wages #2 (base
wage of DSP)

The proposed base wage of a DSP across many services is
based on 55% Personal Care Aide, 15% Home Health Aide, 15%
Psychiatric Aide and 15% Recreation Worker. This distribution
does not align with the primary tasks of a DSP and heavily weighs
caregiver rather than teaching and training occupations. This
skews the wage downward and creates a policy shift to more
IHSS or Home Health Aide style workers than training and
habilitation work. The consultants stated in their presentation
that many vendors completed their DOL annual reporting using
the Personal Care Aide BLS code. This is not a good rationale for
applying that BLS code across the board. DOL reporting is
typically completed by an administrative assistant who has little
direct knowledge of the appropriate job categories for a DSP.
Since there is no BLS category for a DSP, the administrative aides
chose one that seemed – to them – to match. However, this
should not be the basis for determining the appropriate job mix
for a DSP. Rather, the rate study should do a detailed analysis of
the DSP job responsibilities and align them to the most
appropriate BLS codes.
The model presented on the following page uses a
consolidated list of DSP function areas compiled from multiple
large vendors and assigns a BLS code to each functional area.
The resulting base wage is $19.35 per hour, which is a much
closer model of what a DSP should be paid to provide the highquality support and guidance that California’s people with
developmental disabilities deserve. (See attachment)

DSP Wage Assumptions ‐ Base Model
DSP Area of Responsibility

Assess and determine individual’s primary communication and
learning/information processing modalities.
Utilize individual’s communication and learning/information processing
modalities to promote person‐centered self‐advocacy skills,
Assist the individual to assess his/her current employment and community
engagement interests as well as current community employment and
community engagement skills and behaviors.
Collaborate with the individual and others in the development of an
individualized instructional/service program to assist the individual to
achieve skills and community behaviors necessary to succeed in desired
employment (paid or volunteer) and community engagement activities, to
assess and document progress, or, needs for instructional changes and to
participate in ongoing progress assessment.

Closest BLS Job Code
21‐1015 Rehabilitation
Counselor
25‐3021 Self‐
Enrichment Education
Teacher

10% $

1.62

$ 23.52

10% $

2.35

21‐1015 Rehabilitation
Counselor

$ 16.20

10% $

1.62

21‐1012 Education
/guidance/ school /
vocational counselor

$ 33.18

7% $

2.32

$ 33.96

7% $

2.38

$ 16.20

16% $

2.59

$ 32.13

10% $

3.21

$ 18.31

10% $

1.83

$ 14.22

10% $

1.42

$ 16.23

10% $

1.62

Wage $

19.35

other

Establish positive relationships with a variety of community entities including
employers, social, recreational and cultural community organizations and so
forth.
Provide primary first aid and be responsible for community emergency safety.
Provide supports as needed with daily living, as needed, such as eating,
toiletting and moving.
Provide personal and emotional support and counseling.

Percent of Weighted
Time
Wage

$ 16.20

Assess community employment environments (paid or volunteer) and other
25‐2059 Special
community venues and to develop task analyses, instructional services and
education teachers, all
supports unique to the consumer’s learning/information processing modalities.
Implement instructional, support programs in community employment and
other community engagement venues.

Wage

21‐1015 Rehabilitation
Counselor
11‐9151. Social /
community service
manager
31‐9092 Medical
assistant
39‐9021 Personal Care
Aide
31‐1013 Psychiatric
Aide

Benefits (Health
Insurance)

The Kaiser Family Foundation compiles an annual survey of
employer health benefits across the country
(https://www.kff.org/health-costs/report/2018-employer-healthbenefits-survey/), receiving information from over 2,100
employers. The 2018 survey reported that the average employer
cost for health insurance for a single person is $5,711/year and
$14,069/year for a family. The report stated that insurance costs
rose 5% from 2017 to 2018. Using that same inflationary factor,
the costs to employers could be expected to be $5,997 and
$14,772 in 2019. Estimating that 90% of employees take single
coverage and 10% elect family coverage, the weighted cost for
2019 should be $572.85/month rather than $450/month. (See
attachment)

Health Benefits Analysis
2018
Annual
Employer contribution average per
Kaiser study ‐ Individuals
Employer contribution average per
Kaiser study ‐ Family

$
$

Annual Monthly

5,711 $ 5,996.55 $

2019
Distribution

Weighted Cost

499.71

90% $

449.74

14,069 $ 14,772.45 $ 1,231.04

10% $

123.10

Total for 2019

$

572.85

Productivity Factors The proposed rate study model includes 25 annual days off,
(Paid Time Off)
including 10 holidays and 15 sick or vacation days. This is
insufficient for a number of reasons: 1) The Department is
proposing a 14-day standard holiday schedule. The rate models
should either include this 14-day holiday schedule or the
Department should withdraw its 14-day holiday proposal. 2)
Different Regional Centers have different holiday schedules. In
our service area, TCRC has 10 days while NLACRC has 12 days.
Since there are different rates for each Regional Center, the rate
models should incorporate the actual number of holidays per
Regional Center. Furthermore, the “Annual Days of Program
Operations” should be adjusted for the accurate number of
holidays. 3) The 15 combined vacation and sick days is based
on national BLS data for employees with 1-5 years of experience.
At PathPoint, more than 25% of our employees have over 10
years of experience. Putting every employee at the entry level
PTO allotments is a wrong assumption. A more accurate
assumption would be to place 50% of employees as under 5
years tenure, 25% at 6-10 years tenure and 25% at 10+ years
tenure. Using weighted averages, the accurate annual PTO to
apply is 31.75 days or 254 hours. This would then be further
adjusted up for more than 10 holidays. See attached.

Paid Time Off
Length of Tenure
0‐5 years
6‐10 years
10+ years

% of Employees Holidays* Sick Time Vacation Time Total PTO Weighted Total
50%
10
8
10
28
14
25%
10
8
15
33
8.25
25%
10
8
20
38
9.5
Total PTO

31.75
254 hours

* Note that holidays should be 14 if DDS pursues 14‐day standard holiday schedule and holiday schedules
should align with Regional Center calendars. (For instance, NLACRC has 12 holidays)

Productivity Factors The proposed rate study model does not include any provisions
(Rest Breaks)
for paid time off for legally mandated uninterrupted rest breaks.
These are significant costs to providers that are required by
California law but not included in the proposed rate models.
Each rate model should account for two ten-minute, paid
uninterrupted breaks for each workday that is at least six hours
long and up to 10 hours long (see attached policy as well as
https://www.dir.ca.gov/dlse/faq_restperiods.htm). Programs
must hire enough staff to cover these breaks as people served in
some programs cannot be left without care and supervision. The
statute requires that staff have a completely uninterrupted rest
break where they cannot be on-call or have any restrictions on
their time. For a typical 40-hour per week worker, this would
account to an additional 100 minutes (1.67 hours) of unbillable
time every week. The proposal should add 1.67 hours/week of
unbillable time for each rate model to account for legally
mandated rest breaks.

signed by both the employee and supervisor.
All employees will be given access to a work computer for entering their hours into NOVAtime. To
allow employees convenience of entering their work time daily, PathPoint permits them to record the
data in NOVAtime from their home computer. Recording data in NOVAtime from home is not
work time, and is permitted in order to save time and travel when appropriate. Employees must
note the time work ended and enter it honestly; travel to and from home is not work time.
More details and training on NOVAtime will be given shortly after hire. The training and reference
manual are accessible in the company folder (“P” folder).
MEAL AND REST PERIODS
PathPoint requires its employees in non-exempt positions, who work more than five hours in a
day, to take a mandatory unpaid, uninterrupted meal break for a minimum of 30 minutes
before the end of their 5th hour of work. Non-exempt employees working more than 10 hours
will be scheduled for a second meal break to begin before the end of the 10th hour of work. A
meal break is an unpaid period when employees are relieved of all work duties and
responsibilities. Employees may leave the premises during meal breaks if they choose to do so.
Employees must clock out when taking a meal break and clock back in when they resume
working. During the meal period break, employees may not perform any work-related activities.
There are two exceptions to consider:
1. When non-exempt employees are routinely scheduled to work between five hours and six
hours each day, the meal period can be waived by written mutual consent between the
employee and PathPoint.
2. When non-exempt employees have signed a meal break waiver agreeing to have an “on
duty paid meal period” where they are not relieved of duty because it would not be feasible
to offer a duty-free break period. The employee’s supervisor will alert the employee if their
position does not allow for a duty-free break period and will discuss the meal break waiver.
When a 30-minute duty-free meal period is missed, and the employee does not have a signed meal
break waiver in place, one hour of penalty pay will be given to the employee at their regular rate
of pay. Employees must notify their supervisor on any day they are unable to take a 30-minute
duty free meal period when they do not have a waiver.
PathPoint provides non-exempt employees with 10-minute paid rest breaks for each four-hour
work period or a "major fraction" of a work period (i.e. greater than two hours). Non-exempt
employees who works less than 3½ hours in a day are not eligible to take a rest break. The number
of breaks required are as follows:
•
•

Non-exempt employees who work between 3½ and 6 hours are entitled to one rest break.
Non-exempt employees who work more than 6 and up to 10 hours are entitled to two
rest breaks.
Approved
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•

Non-exempt employees who work more than 10 and up to 12 hours are entitled to
three rest breaks.

A rest break is paid time when you are relieved of all work duties and responsibilities. Rest breaks
“insofar as practicable” should be taken in the middle of each work period, but they don’t need to
fall specifically before or after a meal period. When there are considerations that make it
impractical to be relieved near the middle of a work period, the rest break may occur at other times
during the shift. Employees must self-monitor their rest breaks and ensure they are taken every
day. If any employee is unable to take the required rest break time, the employee must notify
his/her supervisor at the time the employee is unable to take the rest break. If an employee does
not take their rest break and fails to notify their supervisor, it will be presumed the employee
voluntarily waived the rest break.
When an employee notifies their supervisor, they were unable to take a rest break (or two if
required) in a day, one hour of penalty pay will be paid to the employee at their regular rate of
pay.
ACCOMMODATION FOR NURSING MOTHERS
California law requires reasonable lactation accommodation for employees who wish to express
breast milk for their infant when they return to work. PathPoint will provide a private place to
express milk near the employee’s work area, or the employee’s normal work area may be used if
it allows privacy. If the break time cannot run concurrently with meal and rest breaks already
provided or additional time is needed, the break time will be unpaid for nonexempt employees.
Employees should coordinate with their supervisor if additional time is needed beyond scheduled
breaks.
ILLITERACY ACCOMMODATION
PathPoint recognizes the importance of the ability to read and will reasonably accommodate and
assist any employee who reveals a problem of illiteracy. This includes assisting with locating an
adult literacy education program. For more information, employees should contact the
VP/Human Resources.
GRIEVANCES
In any work environment, there are occasions when an employee may feel they have a legitimate
grievance. PathPoint management believes in an "open ear" atmosphere in which an employee may
speak freely to their supervisor on any subject they feel is appropriate. A grievance that is "buttonedup" only grows worse, when simply talking-it-out (gaining a mutual understanding with the
supervisor) often relieves the problem.
PathPoint expects that if an employee has a grievance, they will arrange an appropriate time to meet
with their supervisor and discuss the difficulty in a private, businesslike manner.
If the supervisor is unable to resolve the grievance, the employee may continue the grievance process
Approved
Date
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Administration

The provider survey reported an average administrative rate of 16.9%.
The proposed rate models lowered the administrative rate across the
board to 12% with the argument that overall increases in the proposed
rates of 41% will be countered by lowering the admin rate by 41% to
keep the overall amount of administrative costs constant. The
consultants reported that when rates go up the amount of administrative
costs don’t increase so therefore the administrative rate should
decrease. However, there is a major fault in this reasoning.
Individual vendors do not provide all of the services in the proposed
rate models. Some vendors will see rate increases so their administrative
costs will be covered at a 12% rate with the overall rate increases.
However, for other vendors, their rates will decrease or will see increases
below 41% so their administrative costs will not be covered at the 12%
rate. For instance, our amount of administrative costs for Independent
Living, 1:1 is now $6.28/hour and it would go to $4.19/hour in the
proposed rate model. Our amount of administrative costs for Supported
Employment – Individual, Job Coaching is now $6.18/hour and it would
go down to $4.31/hour in the proposed rate model. (See attachment)
It is also important to note that the flat rates have forced vendors to
reduce their administrative costs to levels that are not likely sustainable.
The provider survey, therefore, under-reports needed administrative costs
due to the rate pressure on current administrative costs. Cutting
administrative costs for all services to 12% further provides a significant
cut to many individual services so that the proposed rate models are not
reflective of actual costs.
Furthermore, it is worth noting that the Burns 2015 study of rates in the
neighboring state of Oregon proposed a 20% administrative rate. It
doesn’t make sense that California’s administrative costs would be 40%
lower than its neighbor.
Additionally, the proposed rate models call for hourly billing and
separate billing for various services such as community-based versus
facility-based and DSP I versus DSP II services. In some cases, a person
served will have to be billed under multiple different rates on the same
day. These changes will add a huge administrative and data keeping
burden that will inevitably increase administrative costs significantly more
than they were reported on the provider rate survey.
A final flaw in the assumptions is that the consultants felt that the
amount of administrative costs should not increase. However, many
administrative staff are paid at or near minimum wage and their wages
need to increase as minimum wage increases. Further, leases have
clauses that raise rent annually, utilities increase rates, auditors increase
fees and other costs rise by inflation. Administrative costs should be
based on the actual costs provided in the rate study and what is
allowed by statute and kept at a percentage of overall costs so that
they can increase as rates rise.
The proposed rate model provides no justification for cutting the
administration percentage aside from keeping the administrative dollars
the same in the aggregate. This rationale breaks down as soon as the
individual services are separated by what each vendor provides and

when the issue is explored deeper. To go forward, the rate model should
be revised to present a base administrative rate of 15% across all services
that covers the administrative costs allowed by statute. Or, if the
Department insists on keeping administrative costs fixed in the
aggregate, it should have a different administrative rate for each service
based on the amount of change in the overall rate for that service.

Administrative Costs
Service
Independent Living, 1:1 (page 113)
Supported Employment ‐ Individual, Job
Coaching (page 1256)

Current Situation
Proposed Rates
Change
Rate (per hr) Admin % Admin $$/hr Rate (per hr) Admin % Admin $$/hr Per hour
$

37.16

16.9% $

6.28 $

34.89

12.0% $

4.19 $ (2.09)

$

36.57

16.9% $

6.18 $

35.89

12.0% $

4.31 $ (1.87)

Other (facility costs)

The facility costs for the rate models were based on standard
real estate data from LoopNet and Colliers International.
However, the models did not take into consideration the
specific real estate needs of DD programs. For instance,
licensed day programs must be in sprinklered facilities with a
high number of dedicated restrooms. In addition, many facilities
need to be on the ground level, be completely ADA-accessible
and be in integrated locations that are not proximate to other
similar facilities. Our experience is that these additional
requirements dramatically increase the facility costs versus what
a general search of all available commercial real estate would
find. For instance, the average cost of four PathPoint facilities in
diverse parts of the Tri-Counties Regional Center area (San Luis
Obispo, Santa Barbara, Simi Valley and Santa Maria) is $26.68/sf,
78% higher than the Rate Study’s rate of $15/sf. The Rate
Models should increase their rates by 78% to account for the
additional costs of leasing facilities that meet CCL requirements
and the needs of operating DDS-funded programs.

DDS Rate Study Public Comment – Specific Service Code
(you can copy this form if you have comments on other services)

Name/Agency PathPoint
(Optional)
Service Name/ Facility-Based Day Programs, Center/Facility and Community-Based
Code
Day Programs / 055, 505, 510
Comment Topic
Wages

Benefits

Productivity Factors
(Billable Hours)

See general comments on DSP wage and geographic
factors.
See general comments on benefits.

The rate models for day programs show billable hours in
excess of 30 hours per week, which is illegal. Programs are
only allowed to bill for 30 hours per week for each person
served. When raised in the briefing, the consultants
responded that some staff have to work early and late due
to early arrivals and late departures. However, their billable
time during these periods is not at a full FTE. Here’s an
example to illustrate:
Mary, a DSP, is responsible for four people served: A, B, C
and D in a 1:4 program that operates daily from 9:00 am to
3:00 pm. Person A arrives at 8:00 am and leaves at 2:00 pm.
Persons B&C arrive at 9:00 and leave at 3:00. Person D
arrives at 10:00 and leaves at 4:00. Mary must work from 8:00
to 4:00, an eight-hour day. From 8:00 – 9:00 she works with
person A and is able to bill for 1 person or 0.25 FTE-hour. From
9:00 AM – 10:00 AM she can bill for persons A, B and C for
0.75 FTE-hour. From 10:00 AM– 2:00 PM she bills for all four
people for a total of 4.0 FTE-hours. From 2:00 – 3:00 PM she
bills for persons B, C and D for 0.75 FTE-hour and from 3;00 –
4:00 PM she bills only for Person D for 0.25 FTE-hour. Her total
billing is 0.25 + 0.75 + 4.0 + 0.75 + 0.25 = 6 FTE-hours. Mary has
to work for eight hours but can only bill for six hours. All
productivity adjustments for all day programs cannot
exceed 30 hours of billable time per week. See attached.
One of the assumptions in the rate model is that program
set-up and clean-up is only about five minutes each day
when it should be at least 15 minutes each day for set up
and another 15 minutes for clean-up, increasing that line
item from 1.11 hours to 2.5 hours.

DSP Productivity in Day Program
One DSP to work with four people served
Time of Day
8:00 ‐ 9:00
9:00 ‐ 10:00
10:00 ‐ 11:00
11:00 ‐ 12:00
12:00 ‐ 1:00
1:00 ‐ 2:00
2:00 ‐ 3:00
3:00 ‐ 4:00
Total Hrs/person

Person A
X
X
X
X
X
X

6

Person B

Person C

X
X
X
X
X
X

X
X
X
X
X
X

6

6

Person D Number of people billed
1
3
X
4
X
4
X
4
X
4
X
3
X
1
6

Total DSP Hours Billed
Total DSP Hours Worked

Total DSP FTE covered
0.25
0.75
1
1
1
1
0.75
0.25
6
8

Productivity Factors
(Attendance Rate)

The rate model proposes an attendance rate of 90% for
day programs, which is significantly overstated. The Provider
Survey reported that Service Code 055 (non-medical, nonbehavioral) had an average attendance of 88%, Service
Code 505 (non-medical, non-behavioral) had an average
attendance rate of 87% and Service Code 510 (nonmedical, non-behavioral) had an average attendance rate
of 88%. Providers reported their attendance rates before
they were impacted by half day billing. PathPoint found that
half day billing lowered the effective attendance rate up to
16% in certain programs. Further breaking the day into
hourly billing will significantly impact attendance as the
effective attendance rate will decrease every time a bus is
late in the morning or a person served has a doctor’s
appointment or their family needs to pick them up early. (A
person who arrives 31 minutes late has an effective
attendance rate of 83% even if she never misses a day since
the provider can only bill for five of the six program hours.)
The average attendance rate reported by the providers
(87.7%) should be reduced at least five percentage points to
account for half-day billing and then another seven
percentage points to account for hourly billing to an overall
attendance rate of 75%.

Supervision and
Program Operations

The proposed Rate Model considered the Supervisor to
be BLS code 39-1021, First-line Supervisor of Personal Service
Worker. However, this code is for a worker with only a high
school education and less than five years of experience.
Nearly all of the day programs are licensed facilities and the
program supervisor serves as the Administrator of the
licensed facility per the CA Department of Social Service’s
Community Care Licensing. The qualifications and duties of
the Administer are defined in statute in section 82064 of Title
22 and state, “(a) All adult day programs shall have an
administrator who meets either of the following
requirements:
(1) A baccalaureate degree in psychology, social work
or a related human services field and a minimum of one
year experience in the management of a human services
delivery system, or
(2) Three years of experience in a human services
delivery system including at least one year in a
management or supervisory position and two years of
experience or training in one of the following:
(A) Care and supervision of clients in a licensed adult day
program, or an adult day health care facility.
(B) Care and supervision of one or more of the categories
of persons to be served by the day program.”
This type of position exceeds the basic requirements of
BLS Code 39-1021and a more appropriate BLS code is 119151, Social / Community Service Manager with a median

Administration

salary of $32.13/hour. The rate models should use this
designation for the supervisor to better reflect the actual
duties of the Program Administrator as defined by Title 22,
Section 82064 and the Department of Social Service’s
Community Care Licensing.
See general comments on administration.

Other (Group Size)

The rate models provide models for community-based day
programs with ratios of 1:3 and 1:2 but not 1:4. PathPoint
currently has nearly 300 people enrolled in communitybased 1:4 programs operating in five counties. The 1:4
model works for these people and they are successful in
being integrated into community work, volunteer and
education sites. The lack of a 1:4 community-based option
would force all of these people to transfer to a more
restrictive and costlier program. The proposed rate models
did not provide any rationale for taking this option away
from Californians who are thriving in these currently
operating programs that meet the HCBS Settings Rule. The
proposed rate models should add a 1:4 program model for
community-based programs.

Other (facility costs)

The rate models have a standard 50 sf/person allowance
across all program models. This is surprising given that the
Provider Survey results of 27 different types of day services
showed that 23 of those services had more than 50 sf/person
and only 4 had less than 50 sf/person. For instance, Service
Code 055 (non-medical, non-behavioral) had an average of
83 sf/person, Service Code 505 (non-medical, nonbehavioral) had 88 sf/person and Service Code 510 (nonmedical, non-behavioral) had 82 sf/person. Additionally, the
medical Management model had unweighted averages
between 101-390 sf/person in the provider survey, yet only
100 sf/person in the Rate Model. At a minimum, the rate
models should use an average of these three services for
non-medical, non-behavioral (84.33 sf per person) rather
than 50 sf per person and an average of 250 sf/person for
medical programs.

DDS Rate Study Public Comment – Specific Service Code
(you can copy this form if you have comments on other services)

Name/Agency PathPoint
(Optional)
Service Name/ Facility-Based Day Programs, Behavior / 055, 515
Code
Comment Topic
Wages

See general comments on geographic factors.
The proposed rate models require a Registered Behavioral
Technician certification for each DSP and the wage
presented is significantly out of line with the requirements for
such a position (https://www.bacb.com/rbt/rbtrequirements/). The attached Task List is the Behavior Analyst
Certification Board’s outline of critical job functions for a
Registered Behavioral Technician. The second attachment is
a wage assumption mapping of these task list areas to
appropriate BLS job codes and results in an average wage
of $29.54/hour. This is in line with anecdotal reporting from
current DD vendors that hire RBTs. The rate models should
adopt this wage as the base wage for an RBT.

Behavior Analyst Certification Board®

Registered Behavior Technician (RBT®)
Task List
TM

Introduction
The BACB’s Registered Behavior Technician (RBT) Task List includes the core tasks that are likely to be
performed by behavior technicians. These tasks are organized into the following areas: Measurement,
Assessment, Skill Acquisition, Behavior Reduction, Documentation and Reporting, and Professional
Conduct and Scope of Practice. The Task List covers tasks that a practicing behavior technician will
perform with some, but probably not all, clients. It is acknowledged that there might be other tasks
not listed here that a behavior technician would be expected to perform by a supervisor. It is the
responsibility of the supervisor to determine which additional tasks behavior technicians may perform
as a function of their competence.
The RBT Task List also serves as the curriculum for the training required by all candidates for the RBT
credential. The training requirements are as follows:
•

The training must cover all of the tasks and subtasks in the RBT Task List and the Professional
and Ethical Compliance Code for Behavior Analysts that have been designated as being relevant
for RBTs.

•

The cumulative duration of the training must be at least 40 hours (but may be offered in briefer
units).

•

At least three hours of the training must be devoted to ethics and professional conduct.

•

The training may be conducted in person or online.

•

The training may be didactic (e.g., lecture-based) or experiential (e.g., role-playing) in nature.

•

The training must be completed within a 180-day period.

•

The training must be conducted by a BCBA or BCaBA*.

Note: any additional agency-specific training should be conducted separately from the experience
described above.
Training providers must link to the RBT Task List and include the following text in all online and print
materials for their training program:
“This training program is based on the RBT Task List and is designed to meet the 40-hour
training requirement for the RBT credential. The program is offered independent of the BACB.”
Trainers must maintain documentation of training for each learner for a minimum of 7 years.
*This experience does not meet Type 1 continuing education requirements for BACB certificants.
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A. Measurement
A-01

Prepare for data collection.

A-02 Implement continuous measurement procedures (e.g., frequency, duration).
A-03 Implement discontinuous measurement procedures (e.g., partial & whole interval, momentary
time sampling).
A-04 Implement permanent product recording procedures.
A-05 Enter data and update graphs.

B. Assessment
B-01

Describe the behavior and environment in observable and measurable terms.

B-02 Conduct preference assessments.
B-03 Assist with individualized assessment procedures (e.g., curriculum-based, developmental,
social skills).
B-04 Assist with functional assessment procedures.

C. Skill Acquisition
C-01

Identify the essential components of a written skill acquisition plan.

C-02 Prepare for the session as required by the skill acquisition plan.
C-03 Use contingencies of reinforcement (e.g., conditioned/unconditioned reinforcement, 		
continuous/intermittent schedules).
C-04 Implement discrete-trial teaching procedures.
C-05

Implement naturalistic teaching procedures (e.g., incidental teaching).

C-06 Implement task analyzed chaining procedures.
C-07

Implement discrimination training.

C-08 Implement stimulus control transfer procedures.
C-09 Implement stimulus fading procedures.
C-10

Implement prompt and prompt fading procedures.

C-11

Implement generalization and maintenance procedures.

C-12

Assist with the training of stakeholders (e.g., family, caregivers, other professionals).
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D. Behavior Reduction
D-01

Identify the essential components of a written behavior reduction plan.

D-02 Describe common functions of behavior.
D-03 Implement interventions based on modification of antecedents such as motivating/			
establishing operations and discriminative stimuli.
D-04 Implement differential reinforcement procedures (e.g., DRA, DRO).
D-05 Implement extinction procedures.
D-06 Implement crisis/emergency procedures according to protocol.

E. Documentation and Reporting
E-01

Report other variables that might affect the client (e.g., illness, relocation, medication).

E-02 Generate objective session notes by describing what occurred during sessions.
E-03 Effectively communicate with supervisor.
E-04 Comply with applicable legal, regulatory and workplace reporting requirements (e.g., 			
mandatory abuse and neglect reporting).
E-05

Comply with applicable legal, regulatory and workplace requirements for data collection, 		
storage and transportation.

F. Professional Conduct and Scope of Practice
F-01

Describe the role of the RBT in the service delivery system.

F-02

Respond appropriately to feedback and maintain or improve performance accordingly.

F-03

Communicate with stakeholders (e.g., family, caregivers, other professionals) as authorized.

F-04 Maintain professional boundaries (e.g., avoid dual relationships, conflicts of interest, social 		
media contacts).
F-05

Maintain client dignity.

Copyright © 2013 by the Behavior Analyst Certification Board,® Inc. (“BACB®”), all rights reserved. Unauthorized reproduction, copying, or transmission in any medium is
strictly prohibited.
®
The trademarks “Behavior Analyst Certification Board,® Inc.,” “BACB®.” “Board Certified Behavior Analyst®,” “BCBA®,” “Board Certified Assistant Behavior Analyst®,” “BCaBA®,” and
“RBT ®,” are owned by the Behavior Analyst Certification Board®. Unauthorized use or misrepresentation is strictly prohibited.
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DSP Wage Assumptions ‐ Registered Behavioral Technician
DSP Area of Responsibility
A. Measurement

Closest BLS Job
Code

Percent of Weighted
Wage Time
Wage

A‐01 Prepare for data collection.
A‐02 Implement continuous measurement procedures (e.g., frequency, duration).
A‐03 Implement discontinuous measurement procedures (e.g., partial & whole interval, momentary
time sampling).

31‐9094 Medical
Transcriptionist

$19.87

13.5%

$

2.68

21‐1012
Education
/guidance/
school /
vocational
counselor

$33.18

10.8%

$

3.58

25‐2059 Special
education
teachers, all
others

$33.96

32.4%

$

11.00

25‐2059 Special
education
teachers, all
others

$33.96

16.2%

$

5.50

A‐04 Implement permanent product recording procedures.
A‐05 Enter data and update graphs.

B. Assessment
B‐01 Describe the behavior and environment in observable and measurable terms.
B‐02 Conduct preference assessments.
B‐03 Assist with individualized assessment procedures (e.g., curriculum‐based, developmental,
social skills).
B‐04 Assist with functional assessment procedures.

C. Skill Acquisition
C‐01 Identify the essential components of a written skill acquisition plan.
C‐02 Prepare for the session as required by the skill acquisition plan.
C‐03 Use contingencies of reinforcement (e.g., conditioned/unconditioned reinforcement,
continuous/intermittent schedules).
C‐04 Implement discrete‐trial teaching procedures.
C‐05 Implement naturalistic teaching procedures (e.g., incidental teaching).
C‐06 Implement task analyzed chaining procedures.
C‐07 Implement discrimination training.
C‐08 Implement stimulus control transfer procedures.
C‐09 Implement stimulus fading procedures.
C‐10 Implement prompt and prompt fading procedures.
C‐11 Implement generalization and maintenance procedures.
C‐12 Assist with the training of stakeholders (e.g., family, caregivers, other professionals).

D. Behavior Reduction
D‐01 Identify the essential components of a written behavior reduction plan.
D‐02 Describe common functions of behavior.
D‐03 Implement interventions based on modification of antecedents such as motivating/
establishing operations and discriminative stimuli.
D‐04 Implement differential reinforcement procedures (e.g., DRA, DRO).
D‐05 Implement extinction procedures.
D‐06 Implement crisis/emergency procedures according to protocol.

DSP Wage Assumptions ‐ Registered Behavioral Technician
E. Documentation and Reporting
E‐01 Report other variables that might affect the client (e.g., illness, relocation, medication).
E‐02 Generate objective session notes by describing what occurred during sessions.
E‐03 Effectively communicate with supervisor.
E‐04 Comply with applicable legal, regulatory and workplace reporting requirements (e.g.,

31‐9094 Medical
Transcriptionist

$19.87

13.5%

$

2.68

21‐1091 Health
Educator

$30.27

13.5%

$

4.09

$

29.54

mandatory abuse and neglect reporting).
E‐05 Comply with applicable legal, regulatory and workplace requirements for data collection,
storage and transportation.

F. Professional Conduct and Scope of Practice
F‐01 Describe the role of the RBT in the service delivery system.
F‐02 Respond appropriately to feedback and maintain or improve performance accordingly.
F‐03 Communicate with stakeholders (e.g., family, caregivers, other professionals) as authorized.
F‐04 Maintain professional boundaries (e.g., avoid dual relationships, conflicts of interest, social
media contacts).
F‐05 Maintain client dignity.

Wage

Benefits

The workers compensation rate reported for behavioral
programs is significantly under the real cost for those
programs. For instance, from 2013-2019 PathPoint had a
total of 116 worker’s compensation claims. Over 36% of that
total (42 claims) came from one behavioral program that
comprises just 5% of PathPoint’s staff. The majority of the
injuries in that behavioral program were due to people
served injuring staff. The workers compensation rate for that
program is now 12.46%. A different behavioral program at
PathPoint has a workers compensation rate of 11.07%. The
proposed rate models for behavioral programs should use
workers compensation rates of at least 10%.

Productivity Factors
(Billable Hours)

See comments from day programs on billable hours.

Productivity Factors
(Attendance Rate)

See comments from day programs on attendance rate.

Supervision and
Program Operations
Administration
Other (facility costs)

See general comments on administration.
The rate models have a standard 100 sf/person allowance
for behavioral programs. This is surprising given that the
Provider Survey showed a weighted average with outliers of
233 sf/person and, without outliers, of 159 sf/person. The
proposed rate models should increase the square footage
per person to at least 159 sf/person.

DDS Rate Study Public Comment – Specific Service Code
(you can copy this form if you have comments on other services)

Name/Agency PathPoint
(Optional)
Service Name/ Community-Based Day Programs, Community, Project SEARCH / 055,
Code
063

Comment Topic
Overview

A rate model does not exist for Project SEARCH, a highly
successful national program being replicated across
California. Project SEARCH is a year-long work-immersion
program combining classroom instruction with real-life work
experience in high-demand, complex industries such as
healthcare and hospitality. The goal is for interns to graduate
and find competitive, integrated employment and more
than 70% do so each year. Project SEARCH fits the HCBS
settings rule as it operates in a fully integrated setting and it
leads to competitive integrated employment. The proposed
rate models should include a rate for Project SEARCH and
attached is a proposed rate model. The model is discussed
in the comments below.

DDS Vendor Rate Study ‐ DRAFT Rate Models
prepared for California Department of Developmental Services
Project SEARCH

Direct Support Staff Wages and Benefits

Units of Service
‐Direct Staff Hourly Wage
‐Employee Benefit Rate (as a percent of wages)
‐Workers' Compensation Rate (as a percent of wages)
Hourly Staff Cost Before Productivity Adj. (wages + benefits)
Productivity Adjustments
Total Hours
‐Program Set‐Up/ Clean‐Up
‐Recordkeeping and Reporting
‐Supervision and Other Employer Time
‐Training
‐Rest breaks (two 10‐minute breaks per day)
‐Paid Time Off
"Billable" Hours
Productivity Factor

Attendance
Milleage
Facility
Supervision

40.00
0.89
1.11
0.89
0.67
1.67
4.88
29.89
1.34

Staffing Ratio
‐Group Size (Participants per Direct Support Staff)
‐Participant Attendance Rate
‐Adjusted Weighted Avg. of No. of Participants per Staff
Staff Cost After Productivity Adj. per Billable Hour

Admin and Prog.
Operations

Base Model
Hour
$
23.12
19.79%
5.43%
$
28.95

‐Annual Days of Program Operations
‐Annual Days of Participant Attendance
‐Hours per Day of Participant Attendance
Hours per Year of Participant Attendance
Amount per mile
‐Number of Miles Traveled per Week
‐Number of Participants per vehicle
Allocated Miles per Participant per Week
Annual Mileage Cost/Participant (at 246 days of operation)
Mileage Cost per Billable Hour
‐Square Feet of Service Space per Participant
‐Annual Cost per Square Foot
Annual Facility Cost per Participant
Facility Cost per Participant per Billable Hour
‐Supervisor Hourly Wage
‐Supervisor Benefit Rate (as a percent of wages)
‐Workers' Compensation Rate (as a percent of wages)
Weekly Supervision Cost
‐Number of Direct Staff Supervised
Supervision Cost per Participant per Billable Hour
Cost per Hour, Before Program Operations & Administration
‐Daily Program Operations Costs
Program Operations Cost per Billable Hour
Administration Percent
Administration Cost per Billable Hour
Rate per Billable Hour

3.0
80%
2.4
$

16.15

$
$

250.00
200.00
6.00
1,200
0.58
0
2.70
0.0
‐
‐

$
$
$

0
15.00
‐
‐

$

$

$
$
$
$
$
$
$

32.13
16.37%
5.43%
1,565.37
10
2.92
19.07
20.00
1.49
15%
3.63
24.18

Wages

See attached wage assumptions for a direct staff for the
Project SEARCH program. This position is responsible for
significant relationship development with multiple
departments within the host employer and with working with
those partners to develop the vocational skills of the interns.
The wage model shows that the base wage should be
$23.12 per hour.

DSP Wage Assumptions ‐ Project SEARCH
DSP Area of Responsibility

Assess and determine individual’s primary communication and
learning/information processing modalities.
Utilize individual’s communication and learning/information processing
modalities to promote person‐centered self‐advocacy skills,
Assist the individual to assess his/her current employment and community
engagement interests as well as current community employment and
community engagement skills and behaviors.
Collaborate with the individual and others in the development of an
individualized instructional/service program to assist the individual to
achieve skills and community behaviors necessary to succeed in desired
employment (paid or volunteer) and community engagement activities, to
assess and document progress, or, needs for instructional changes and to
participate in ongoing progress assessment.

Closest BLS Job Code
21‐1015 Rehabilitation
Counselor
25‐3021 Self‐
Enrichment Education
Teacher

10% $

1.62

$ 23.52

10% $

2.35

21‐1015 Rehabilitation
Counselor

$ 16.20

10% $

1.62

21‐1012 Education
/guidance/ school /
vocational counselor

$ 33.18

15% $

4.98

$ 33.96

15% $

5.09

$ 16.20

10% $

1.62

$ 32.13

15% $

4.82

$ 18.31

10% $

1.83

$ 14.22

0% $

‐

$ 16.23

5% $

0.81

Wage $

23.12

other

Establish positive relationships with a variety of community entities including
employers, social, recreational and cultural community organizations and so
forth.
Provide primary first aid and be responsible for community emergency safety.
Provide supports as needed with daily living, as needed, such as eating,
toiletting and moving.
Provide personal and emotional support and counseling.

Percent of Weighted
Time
Wage

$ 16.20

Assess community employment environments (paid or volunteer) and other
25‐2059 Special
community venues and to develop task analyses, instructional services and
education teachers, all
supports unique to the consumer’s learning/information processing modalities.
Implement instructional, support programs in community employment and
other community engagement venues.

Wage

21‐1015 Rehabilitation
Counselor
11‐9151. Social /
community service
manager
31‐9092 Medical
assistant
39‐9021 Personal Care
Aide
31‐1013 Psychiatric
Aide

Benefits

Benefits are adjusted using page C-2 of the proposed rate
models. However, PathPoint feels that the health insurance
costs are not reflective of national averages per its overall
comment.

Productivity Factors

As commented in the general comments, it is not legal to
have more than 30 billable hours in a day program.
Adjustments were made to include 100 minutes of unbillable
and legally mandated rest breaks, and 254 hours of PTO per
the earlier general comments.
As discussed earlier, attendance rate of 90% is not realistic,
especially with hourly billing. PathPoint’s experience is that
attendance is better at Project Search than a typical day
program so rate was lowered only to 80%.

Supervision and
Program Operations

See earlier comments about a more appropriate BLS job
category for the supervisor as 11-9151, Social / Community
Service Manager with a median salary of $32.13 per hour.

Administration
Other

Per earlier comments, administration entered at 15%.
There is no mileage as program is based at an employer’s
facility.
There are no facility costs to the vendor as the employer
provides space for the program to meet at its facility.

DDS Rate Study Public Comment – Specific Service Code
(you can copy this form if you have comments on other services)

Name/Agency PathPoint
(Optional)
Service Name/ Supported Employment – Individual, Job Coaching / 952
Code
Comment Topic
Wages

See attached wage assumptions for a direct staff for the
Supported Employment program. This position is responsible
for developing relationships with employers and supporting
individual’s learning and progression in paid employment.
The Job Coach must make field-based decisions and be an
expert resource for employers and persons served. The
attached wage model shows that the base wage should be
$21.11/hour.

DSP Wage Assumptions ‐ Supported Employment, Individual
DSP Area of Responsibility

Assess and determine individual’s primary communication and
learning/information processing modalities.
Utilize individual’s communication and learning/information processing
modalities to promote person‐centered self‐advocacy skills,
Assist the individual to assess his/her current employment and community
engagement interests as well as current community employment and
community engagement skills and behaviors.
Collaborate with the individual and others in the development of an
individualized instructional/service program to assist the individual to
achieve skills and community behaviors necessary to succeed in desired
employment (paid or volunteer) and community engagement activities, to
assess and document progress, or, needs for instructional changes and to
participate in ongoing progress assessment.

Closest BLS Job Code
21‐1015 Rehabilitation
Counselor
25‐3021 Self‐
Enrichment Education
Teacher

10% $

1.62

$ 23.52

5% $

1.18

21‐1015 Rehabilitation
Counselor

$ 16.20

20% $

3.24

21‐1012 Education
/guidance/ school /
vocational counselor

$ 33.18

10% $

3.32

$ 33.96

15% $

5.09

$ 16.20

10% $

1.62

$ 32.13

10% $

3.21

$ 18.31

10% $

1.83

$ 14.22

0% $

‐

$ 16.23

10% $

1.62

Wage $

21.11

other

Establish positive relationships with a variety of community entities including
employers, social, recreational and cultural community organizations and so
forth.
Provide primary first aid and be responsible for community emergency safety.
Provide supports as needed with daily living, as needed, such as eating,
toiletting and moving.
Provide personal and emotional support and counseling.

Percent of Weighted
Time
Wage

$ 16.20

Assess community employment environments (paid or volunteer) and other
25‐2059 Special
community venues and to develop task analyses, instructional services and
education teachers, all
supports unique to the consumer’s learning/information processing modalities.
Implement instructional, support programs in community employment and
other community engagement venues.

Wage

21‐1015 Rehabilitation
Counselor
11‐9151. Social /
community service
manager
31‐9092 Medical
assistant
39‐9021 Personal Care
Aide
31‐1013 Psychiatric
Aide

Benefits

See general comments on benefits.

Productivity Factors

Time for collateral contacts is too low and a more realistic
allotment is 15 minutes per day for 1.25 hours per week.
Travel time of 80 minutes per week (16 minutes per day) is
insufficient for basic job coaching. If a job coach visits just
two people per day, she has three drives (from office to
person 1, from person 1 to person 2, from person 2 to office).
A very conservative estimate is 10 minutes per drive, leading
to 30 minutes per day as a minimum requirement. The rate
models should increase travel time to at least 30 minutes per
day (150 minutes per week or 2.5 hours per week). As
commented earlier, PTO should be 254 hours per year (4.88
hours per week) and rest breaks should be 1.67 hours per
week as mandated by law.

Supervision and
Program Operations

Inexplicitly, supervision is not included in the proposed
rate models for Supported Employment, individual. Our
structure is that we have the same degree of supervision for
Supported Employment as we do for Day and Residential
services. It is imperative that there be an exemplary
supervisor to lead this program, not only supervising the job
coaches but obtaining authorizations, scheduling and
monitoring coaching hours, meeting with Regional Centers,
coordinating with the Job Developer and managing the
program. See earlier comments about an appropriate BLS
job category for the supervisor as 11-9151, Social /
Community Service Manager with a median salary of $32.13
per hour.
See general comments on administration.

Administration

Other

The draft models proposed for Supported Employment did
not include provisions for DSP 1, 2 and 3. We were pleased
to see this corrected in the final rate models presented to the
legislature.

DDS Rate Study Public Comment – Specific Service Code
(you can copy this form if you have comments on other services)

Name/Agency PathPoint
(Optional)
Service Name/ Independent Living / 520, 894, 896
Code
Comment Topic
Wages

See attached wage assumptions for a direct staff for the
Independent Living program. This position is responsible for
training and habilitation to support a person in successfully
navigating the complexities of living independently.
PathPoint’s direct care staff in this area do not focus on
personal supports but rather on training and habilitation.
The direct care staff must make important field-based
decisions that directly impact the lives of the people served.
The attached wage model shows that the base wage
should be $19.87/hour.

DSP Wage Assumptions ‐ Independent Living
DSP Area of Responsibility

Assess and determine individual’s primary communication and
learning/information processing modalities.
Utilize individual’s communication and learning/information processing
modalities to promote person‐centered self‐advocacy skills,
Assist the individual to assess his/her current employment and community
engagement interests as well as current community employment and
community engagement skills and behaviors.
Collaborate with the individual and others in the development of an
individualized instructional/service program to assist the individual to
achieve skills and community behaviors necessary to succeed in desired
employment (paid or volunteer) and community engagement activities, to
assess and document progress, or, needs for instructional changes and to
participate in ongoing progress assessment.

Closest BLS Job Code
21‐1015 Rehabilitation
Counselor
25‐3021 Self‐
Enrichment Education
Teacher

10% $

1.62

$ 23.52

15% $

3.53

21‐1015 Rehabilitation
Counselor

$ 16.20

10% $

1.62

21‐1012 Education
/guidance/ school /
vocational counselor

$ 33.18

10% $

3.32

$ 33.96

5% $

1.70

$ 16.20

10% $

1.62

$ 32.13

10% $

3.21

$ 18.31

10% $

1.83

$ 14.22

10% $

1.42

$ 16.23

10% $

1.62

Wage $

19.87

other

Establish positive relationships with a variety of community entities including
employers, social, recreational and cultural community organizations and so
forth.
Provide primary first aid and be responsible for community emergency safety.
Provide supports as needed with daily living, as needed, such as eating,
toiletting and moving.
Provide personal and emotional support and counseling.

Percent of Weighted
Time
Wage

$ 16.20

Assess community employment environments (paid or volunteer) and other
25‐2059 Special
community venues and to develop task analyses, instructional services and
education teachers, all
supports unique to the consumer’s learning/information processing modalities.
Implement instructional, support programs in community employment and
other community engagement venues.

Wage

21‐1015 Rehabilitation
Counselor
11‐9151. Social /
community service
manager
31‐9092 Medical
assistant
39‐9021 Personal Care
Aide
31‐1013 Psychiatric
Aide

Benefits

See general comments on benefits.

Productivity Factors

Time for travel between individuals should be at least 30
minutes per day. Allowing only 15 minutes each day is not
sufficient when a direct care staff has multiple appointments,
even if they are in the same city. If an ILS DSP visits just two
people per day, she has three drives (from office to person 1,
from person 1 to person 2, from person 2 to office). A very
conservative estimate is 10 minutes per drive, leading to 30
minutes per day as a minimum requirement. The rate
models should increase travel time to at least 30 minutes per
day (150 minutes per week or 2.5 hours per week).
Due to the intensive record keeping requirements, direct
care staff need at least 20 minutes per day for recordkeeping. The current rate model allows just 11 minutes per
day, which is insufficient. EVV requirements will likely
increase this in the future as well.
As commented earlier, PTO should be 254 hours per year
(4.88 hours per week) and rest breaks should be 1.67 hours
per week as mandated by law.

Supervision and
Program Operations

See earlier comments about an appropriate BLS job
category for the supervisor as 11-9151, Social / Community
Service Manager with a median salary of $32.13 per hour.

Administration

See general comments on administration.

