Tuesdays at Ten: Closing the OT Gap for Workforce ROI
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Agenda & Learning Objectives

1. Understand the workforce challenges facing our
industry including causes and underlying issues.

2. |dentify the primary drivers of overtime and labor
costs.

3. Explore best practices to reduce unplanned
overtime.
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State of the DSP Workforce

NCI

The DSP Workforce Crisis Is Real!

33.4%

NYS DSP Turnover Rate ( NCI-
IDD avg 37.1%)

12

Average Number of DSPs per 1
Frontline Supervisor (10 NCI-IDD

avg)

17.2%

NYS DSP Full Time Vacancy
Rate (NCI-IDD avg 9.7%)

SURVEY REPORT

NCI STATE of the
. .
34.8% WORKFORCE® 202

NYS % of agencies who turned
away or stopped accepting new National Core Indicators® Intellectual and Developmental Disabilities

service referrals due to DSP
staffing issues
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State of the DSP Workforce

ANCOR

THE STATE OF
AMERICA’S
DIRECT SUPPORT
WORKFORCE CRISIS

88% of respondents reported moderate or severe staffing
challenges in the past year.

52% indicated that they were considering further cuts to
programs if recruitment and retention challenges failed to
subside.

36% indicated that they were experiencing more frequent
reportable incidents due to staffing shortages.

Additionally, we asked respondents to identify which types of
services were most frequently eliminated due to ongoing
staffing challenges. The top two responses were residential
habilitation services (44% of respondents) and home-based
and day habilitation services (28% of respondents).
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State of the DSP Workforce
NCI

Impact of higher living wage compared to actual hourly
wage Impact

1. Recruitment challenges
2. Workforce stability & turnover
3. Productivity, engagement, & quality

4. Financial pressure on providers

https://idd.nationalcoreindicators.org/wp-content/uploads/2025/12/2024-NCI-IDD-SoTW _Final-Tagged.pdf

NCI STATE OF THE
WORKFORCE® IN IDD

WAGES
Median hourly wage for all DSPs

8.39
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States have made significant efforts to increase
wages for DSPs in recent years. The graph above
shows that median wages for DSPs continue to
increase each year.

Living wage is the hourly wage one full-time
warker must earn to cover the cost of their family’s
minimum basic needs where they live while still
being self-sufficient. The graph to the right shows
the median wage for DSPs by state, along with the
difference between median wages and living
wage for one adult without any children.

o

2024
SURVEY RESULTS

Difference between  hourly wage and

Hawaii, $17.75 [ $12.17 |
New York, $18.76

New Jersey, $20.00
Maryland, $18.00
Washington DC, $18.70
Colorado, $20.00
Connecticut, $19.11
Oregon, $20.00
Arizona, $16.50
Alaska, $20.00
Georgia, $14.56
Utah, $17.64 $6.27
Illinois, $18.75
Delaware, $18.40
Pennsylvania, $17.63

North Carolina, $15.76
South Carolina, $16.10
Tennessee, $15.45
Wyoming, $15.50
Nebraska, $18.00 $2.99

Missouri, $18.00 52.87

Indiana, $16.02

Louisiana, $10.00 | $10.51 |

Alabama, $14.00
Oklahoma, $13.00

North Dakota, $18.73 [1$1.05

s

Only one state currently pays DSPs median wages at or above living wage for one adult, :
while other states would need to increase hourly wages between $1.05 and $12.17. :

",
-----------------------------------------------------------------------------------
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OT Regulatory & Policy Environment

OT pay
regulations

Union and
contractual
constraints

Staffing
regulations
Impact

Financial
pressures
funders and rate
setting
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Key Drivers of OT

Staffing
vacancies and
turnover

Workforce Mandated HOUEIERR ol Inflexible
turnover staffing ratios

high acuity

needs scheduling

Unplanned
absences and
emergencies

Below living
wage
compensation

Limited pool Supervisory

span

float capacity
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How Much Overtime Costs Us as a System

Lets

Guess
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Programs With Highest Overtime Usage*

# # OT % OF DC ADDITIONAL OT AS % OF
PROGRAM PROVIDE PROVIDERS HCO)URS OT HOURS COST DUE DC
RS W/ OT TO OT ($) SALARIES
ICF — (Over 30 Beds) 11 9 15.2% 296,810 $2.64M 5.9%
ICF — (30 Beds or Less) 68 57 13.7% 1,431,693 $12.34M 5.4%
Supervised IRA 209 160 13.5% 11,274,586 $96.79M 5.4%
Recreational Respite 72 34 8.3% 12,675 $0.10M 3.0%
Supportive IRA 112 83 7.7% 135,310 $1.22M 3.0%
* Information from 2023 CFR Database
forvss

14 © 2026 Forvis Mazars, LLP. All rights reserved. m a Z a.rs



Impact on Reimbursement

Current

Rate
Components
|

| | |
Additional cost

Agency Associated

With OT

Average Wage

: Contracted
Regional Rate

Future???
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Addressing Overtime

Recruitment

Retention

Staff Flexibility and Training

Staff Scheduling and Attendance Monitoring

Overtime Controls and Incentives

Insightful Analytical Platforms/Data Driven Decision Making

forv/s
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Key Metrics & Benchmark

18

Overtime
Percentage
Benchmark

Vacancy and
Turnover Rates

Employee
and/or Site
Overtime Hours

Labor Cost per
Individual
Served
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Workforce
Monitorin

Productivity Manager
g Tools for Sustainability

BI-WEEKLY LABOR PRODUCTIVITY

Pay Period: FY 2025 - PP24 - 08/03/25 10 08116125
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1

Version 2024.11.21.1

Published data
is easy to read
& accessible

Drillable details
for labor hours
& volume

Consistency to
promote visibility
& accountability

Trended
Performance

Export
functionality
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Workforce Productivity Manager
Trend Departmental Performance
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Data

* Productive Hours

* Units of Service (volume)
* Overtime

» Performance Percentage

Enhancing Financial Acumen

» Accessible data for managers to leverage
and see trends

» Volume-adjusted performance

* Premium pay utilization
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To close ...

The DSP Struggle Is

Real
Stay close to the evolving
environment. Leadership
and strategic planning are a
must.

21

Be Honest
|dentify strengths and
weaknesses and gaps and
opportunities

Take Action and Be
Creative
Be collaborative; Invest in
recruiting, retention and
adoption of technology.

Complacency is not an
option
The stakes are too high;
failure is not an option when it
comes to connecting with your
workforce and serving our
people.

forvss
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Thank you!
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Contact

Forvis Mazars

Bryant Macaraeg
Managing Director
bryant.macaraeg@us.forvismazars.com

Koren Chen
Managing Director
koren.chen@us.forvismazars.com

The information set forth in this presentation contains the analysis and conclusions of the author(s) based upon his/her/their research and
analysis of industry information and legal authorities. Such analysis and conclusions should not be deemed opinions or conclusions by
Forvis Mazars or the author(s) as to any individual situation as situations are fact-specific. The reader should perform their own analysis
and form their own conclusions regarding any specific situation. Further, the author(s)’ conclusions may be revised without notice with

or without changes in industry information and legal authorities.
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