e\/@r‘(one bdongs

Fort St. John Assoaaﬂon
For Community Living

The Fort St John Association
for Community Living

20140utcomes Managemenw

10251-100" Avenue
Fort St John, BC V1J 1Y8

hone: (250) 789262

| Visit us on the web: www.fsjacm




Table of Contents

Introductory Message -------------=-m-m-m-mcmmom oo = mmememmemmem—eeeeeeeeeoee Page 3
Understanding this RepOrt ----------m-mmmmme oo e Page 4
We are an Accredited AgENCY =----=======s=s=mmemmme e oo e e Page5
Strategic Plan -----=-=-=-=eeeemcncmncncnnns - mmmmmmmmmeeeeeeeee Page 6
Satisfaction SUIVeYS --------mmmmmm oo - Page9
Persons Served
Family and Caregivers
Staff
Other Stakeholders
Plan to Communicate Outcomes Management Report ----- mmmmem e Page23
Characteristics of Persons Served --------------====---m-m--- memmmmmemmmmeemeee ceeeeeeeeeee Page24
Critical Incident ReVIEW  —-==-=mmm e oo oo oo Page26
Cultural Diversity Plan ---------m-m oo Page 29
Residential Programs  -------m--mm oo Page31
Effectiveness, Efficiency and AccessMeasures
Life Skills and Community Inclusion Programs = --------------- Page39
Effectiveness, Efficiency and AccessMeasures
Supported Employment Program  ---------=-==-=-=mmmcmmemmmmeo- Paged4
Effectiveness, Efficiency and AccessMeasures
Respite Program ---------=-=--=-=mnmcemmmmme e e Pages0
Effectiveness, Efficiency and AccessMeasures
Home Share Program -=------mmmmmm oo e oo e Pageb5
Effectiveness, Efficiency and AccessMeasures
Business FUNCLION MEASUIES -----==n=mmmmmm oo e e oo e Pages8
Staff Use of Sick Time
Staff Injuries on the Job
Staff Retention
Volunteer Recruitment
GlosSsary Of TeIMS —--mnmmmm oo Page64
Data Integrity Page65

Appendic es
Accessibility Plan
Risk Management Plan
Technology Plan

2 | Outcomes Management Report 2014



i OO1T AOAOT OU - AOOACA
This report representsur 10"AnnualOutcomes Management Report which summarizes our
efforts in continually improving our services to meet the needs efitidividuals we support.
The performancennprovement procss includes uasking for feedback from aif our
stakeholders: fie individuals we support, their families and support networks, staff,
community partners and our fundsr We take this input, revieity set goals for

improvement, andhen evaluate how we i doing in meeting those goals. Each year, we

then start the process agaihy askingor input from our stakeholdes. The process is
summarized in the chart below:

e

Becausehe individuals we supporfamilies,staff andother stakeholders take the timt give
us their feedbackywe can put together our year end reports, see howlwe have done and
setgoals for improvement.

We would like to sincerely thank each
and every person who has takdhe time

to give us feedback
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Performance improvement efforts should always work towards achieving our mission:
G{ dzLILI2 NI AY 3 | Rdzf 0&d 6A0K RSOSt2LIYSyYy Ol
lives in our community by providing resouréde2 A Y RA GA Rdzl € & |y

As you read through our plan, you will see that for each program area, we will measure goals
based on Effectiveness, Efficienéccess and Satisfaction. The following defines what we
mean by these terms:

Effectiveness A measure that looks at the direct impact of our servioes
LIS NBE<ryed &
Efficiency: A measure that lookat how well we do with the resources we are

provided {unds, staffing, time, etc.)
ServiceAccess: A measure that looks at baers that exist in agssingour services
or moving through our service system.

Satisfaction: A measurdhat reflects how satisfiedoeople are with our services.
Business Function:A measure that looks at some of the administrative aspects of the
agency

*LGQa AYLERNII Yyl inthisgpiae adcumuldd and dbcurfiehteddoNBed
fiscal yearApril T, 2013 to March 3%, 2014

Understanding this Report

It is the goal of the FSJACL that everyone can access and understand this report.
> ~
}\/_/// This report is like a report card. It says what we do and how we do it.
/f It tells what we think we do well and what we want to do better.

If this report is hard tounderstand

1 If you are having trouble understandiog readingwhat is in this report, dsa friend,
support workeror family member for help in reading this report .

1 Or call our office foassistancepur phone number is
(250) 7879262.
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In August of 2011the Fort St. John Association for Community Living attairgy a year
accreditation from the Commission on Accreditation of Rehabilitation Facilities (CARF).

CARFaccredited programs and services have demonstrated that they substantially meet
internationally recognized standards. CARF accreditation means that an organization has ma
a commitment to continually enhance the quality of its services and prograchgs®focus on

the satisfaction of the persons served.

What is accreditation?

Accreditation is a process that demonstrates a provider has met standards for the quality of it
services. CARF* establishes these standards to guide providers in offeiimsgetivices. CARF
also uses the standards to evaluate how well a provider is serving people and how it can
improve.

What is a CARF survey?

As a step toward accreditation, a provider invites CARF to send a team of professionals, calle
surveyors, to visiits site and evaluate its services for quality. The surveyors consult with staff
members and interview people who use the provider's services. Based on the surveyors'
review, the provider may be awarded CARF accreditation for one or three years. In some
cases, the provider may need to improve its services before it can become accredited.

*What is CARF?

CAREF is an international, nfatr-profit organization that accredits human services providers.
Founded in 1966 as the Commission on Accreditation for Iitigasion Facilities, the
accrediting body is now known as CARF.
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Strategic Plan

The Board and Leadershigamseta new Stategic Plann November2010 with new goals,
objectives and mission statement.

“Supporting adults with developmental disabilities to achieve full and meaningful lives in
our community by providing resources to individuals and families.”

Strategic Goals

Note: Goals set will help us achieve our mission and the Objectives further clarify how we pla
to reach that gal.

Goal #1
Foster a work environment that recognizes the value of empowering
individuals with developmental disabilities to reach their goals.

Strateqic Objectivel.l:
Develop keynessages based on the CredoSopport and embed in all training and written
documentation.

®" The Credo for Support has tdgrly been viewed before eadbadership, staff
and board meeting.

®' We have developed Guiding Principles which are incorporated into all training
publications job descriptionsand performance appraisald.he Guiding
Principles are also framed and displayed within each program.

™1 The Guiding Principles are also continually reinforced in the program. We als
surveyed all staff to see how we are doing in follagvihe Guiding Principles.
We hold an annual workshop to revigie Guiding Principles.
We are developing cfine training around ethics, which will help staff
understand their role

Strateqic Objective 1.2:
Modify employee recruitment tools to incluoidormation that articulates the benefits of being
FSJACL staff.
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® In our Guiding Principles, training and all publications we reflect the value of
working at the FSJACL and empowering individuals.

®' We have updated our website to reflect the Credo of Suppad highlight the
benefits of being an FSJACL staff on the site.
We have changed the wording of our advertisements to help recruit people
Encourage staff tgshare through blogs and surveys and inspire them to recruit
their friends who they feel wouldéa great support worker; we also provide
0KS awSONHzZA G | CNASYR t NPINI YE GKAC
people.

®1 We created recruitment cards that we can use to hand out to people who
would be a great addition to our team

Goal #2
Create amorganizational culture that respects the choices of
individuals with developmental disabilities and offers flexibility.

Strateqic Objective.1:
Create team charters based on the Credo for Support that build trust, commitment and
accountability.

®! Team Charters were created and we continue to reinforce these in each program.
®1 Team Charters are reflected in staff evaluations

Strateqgic Objective 2.2:
Create and implement a plan to increase the number of approved Soane providers.
Includerecruitment, networking, promotional and educational resources and strategies.

A brochure for the Home Share Program was created
We continue to use Facebook and the newspaper for recruitment
2SS FAYR GKIFIGO ag2NR 27F Y2 dzi Kidomé Shared S N
Ay 2dz2NJ awSONHzZA G | CNASYRE tNRBIANIY a
recruiting home share providers.

™1 We are advertisig on FSJ Now, our local community webaitd find that it
reaches the most amount of people in our commmity

Strategc Objective 2.3:
Develop a training program for approved HoBmare providers.
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We have devieped a manual and continue to look for additional training
We offer Open Future Learning to all our Home Share Providers

® We require all home share providers to leavirst Aid and CPIl. We coordinate
the workshops, but they are responsible for paying for the training.

Strategic Objective 2.4:
Prepare for alternative residential opportunities.

®' We have gathered information and housing examples and are still in process o
researching possibilities

Strategic Objective 2.5:
Improve the Perse@entered Plan process.

®1 A template, booklet and guide habeen created.
More staff are now involved ithe P@® process.
A PCP informational handobs beemmade for imiliesand it was added to
the Self Advocate and Family Handbook.
® PCRBare reviewed more frequently by staff supports
All staff participated in a workshop around effective goal setting
Aquiz was created around each PCP to ensure staff understand what is in eac
PCP
® PCPs are discussed more in detail during the Orientation Day that is held fo
new staff

Goal #3
Support individuals in acquiring and maintaining meaningful employment.

Strateqgic Objectives.1:
Create and implement a plan to increase successful employment opportunities for individuals
Include networking, promotional, and educational resources and strategies.

A Supported employment booklet was created.

An Employers Gugto Supported Employment was developed

A Guide for Family and Support Networks was developed

In depth taining for all &aff around the employment process was delivered in
2012 and early 2013

®1 Supportel Employment Success Stories wpublished every montlluring

the past yeain the Flipside newspaper

| A A A
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Satisfaction Surveys - Persons Served

Survey Method: The majority of S NE 2 Yy Q& & S NI S hpersoibhyBugedaNts S & ¢
ProjectsCoordinator A few weresurveyed with key staff and a few did the
survey on their own through a link to Survdpnkey.

Response Rate: 31 participants completed the surveyAlthoughwe serve a total ofi4
peope in various areas and degrees, not all are given the survibepare

very minimally supported, supptad for only a very short timaifficult to

getthe survey toor have moved.

Response Distribution:

Indicator Applied To | Time of Data Obtained | Goal Actual
(Target Measure Source By (Target or Results
Group) Benchmark)
Overall ncreased | All individuals| April 1,2013 | Surveg Special Average oft 85%
consumer receiving to March 31, Projects least 95%
satisfaction supports 2014 Coordinator | satisfaction in
all areas

Last year satfaction was rated at 9%, this gar our result wag5%.

Note: The NA was taken out of the-tine survey but was not taken out of the written survey so NA answered

guestions were put in as yes or no and then explained.
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Questions asked for Participants Satisfaction Survey

_______ Question | Yes | _no__| NA |

Do you like theorogram? 88% 12%
Is information about the FSJACL easily available 69% 31%
understandable?

Do you chose how you would like the FSJACL to 81% 19%
help you?

Are you happy with the things you do at the 94% 6%
FSJACL?

Do you feel you have a choice in activities? 84% 16%
Are you involved and included in activities in FSJ 88% 12%
Do you make friends and have a social life? 78% 22%
Do you learn and practice skills to help you at hoi  84% 16%
and in your job?

Are you treated as an equal? 91% 9%
Are your righs, beliefs and choices respected? 91% 9%
Do you have enough volunteer work? 91% 9%
Do you have enough paid work? 78% 22%
If you work, do you like your job? 84% 16%
Do you like the staff wheupport you? 88% 12%
52 adl¥F tAadSy (2 o6KI 78% 22%
Do you feel comfortable in approaching FSJACL 106 -
supervisors?

If you live in a FSJACL home, does it feel like hor  84% 16%
If you live in a FSJACL home, do you feel 84% 16%

comfortable inviting your friends and family over t
visit you there?

If you live in a FSJACL home, do you like your 84% 16%
roommate?

Do you have friends and family involved in your 88% 12%
life?

Are you getting all everythingpu need or want 91% 9%
from us?

Are you familiar with youPerson Centered Plan? 69% 31%
Are you having a chance to work on your goals fr  78% 22%

your Peron Centered Plan?
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Previous Recommendations and Actian€reated PCP Quizzésyve been very successful in finding volunteer
and paid work for individualsddedpictures tothe day program calendap help individuals understand the
schedule staff review a PCP monthly keep information fresh in their mind®CP checkligt being used by
programs.

Last, S I Retbinmendations Actions
® Ensure exit interviews are This continues to be a challenge. This goal needs to be
completed for all individuals exiting continued.
service
®  Create SelAdvocate DVD This project is still iprogress
# Continue to find more paid or Based on survey results, this is improving. This will contir
volunteer work for individuals to be a goal.
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Exit from Services:
We had two people exit services in this past fiscal year. Both people nroreaur
community and therefore that wathe reason for exiting services.

Recommendations for the next year:
®' Review survey questions
®' Create a community calendar of events that all employees can use and access
1 RR & @A S gacebddlopade anSommudity calendarto house meeting agenda
® Refer back to PCP on an ongoing basis, as required. This will assist individuals in
becoming more familiar with their PCP
® Self Advocate Complaint form more available to individuals
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Satisfaction Surveys zFamily and Caregivers

Survey Method:

Response Rate:

surveys to those whdo not have email.

For this report we amailed surveys via Survey Monkayd mailedor gave

10surveys were completed5 out ofthe 20 that were emded and 5 out

of 7 thatwere hand delivered to families. Therefore, a totall®f out of 27
were completed, which is a 37% success rate. Thisigharinate than the

last 2 years.
Indicator Applied To Time of Data Source | Obtaned By| Goal Actual
(Target Group) | Measure (Target or Results
Benchmark)
Increased All families, April 1, 2.3 | Surveys Special
satisfaction of | caregivers and | ¢ March31, | (ShareVision) | Projects 95% 87%
Families and | advocates of | 2014 Coordinator
caregivers the people we
serve
FFb20SY CrYAf& YR /I NBIAGSNE NBFTSNE G2 OF NBAA

Also note: weno longer have a na option on the survey

Last year our target was 100% and we achievéd.Ohhis yeaour target was 9% andwe
achieved37%

Questions

Is the program accessible and conveniently located?
Is information about the FSJACL readily available anc
understandable?

Does the FSJACL provide ongoing and updated
information?

Do you feel you are communicated with enough?

Is the FSJACL proactive in our community?

Does the FSJACL provide timely and quality service?
Is the person you care for involved in decision making
regarding their services?

Is the person you care for given opportunities to be
involved and included in community?

Is the person you care for given opportunities to make
friends and have a social life?

Is the person you care for given opportunities to kear
and practiceskills?

yes
100%
100%

80%
70%
100%
70%
100%
80%
70%

90%

20%

30%

30%

20%

30%

10%
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Is the person you care foreated as an equal by staff? 90% 10%

Is the person you care for receiving Person Centered  80% 20%
Suppors (rights, beliefs, and choices respected)?

Is the person you care for receiving enough volunteer  90% 10%
work?

Is the person you care foeceiving enough paid work?  50% 50%

Do you feel the FSJACL is advocating for the rights o 100%
individuals they serve?

Do you feel comfortable in approaching the FSJACL 100

staff?

Do you feel comfortable in approaching FSJACL 90% 10%
supervisors?

Do you feel comfortable in approaching the FSJACL  100%
Executive Director?

Do you feel your concerns are addressed in atimely  100%

manner?

Note:W52 @2dz FSSt @2dz | NB iahawgdegtibrOtisiyé&aR A G K Sy2dzaKKQ

Survey Results from FalgiCaregivers

( 100% - % 100% % )
90% 909 90% 90%
90% -
80% -
70% -
60% -
509 50%
50% -
40% ®2012/2013
b -
®2013/2014
30% -
20% -
10% -
0% -
Individual Opportunities Concerns Individual Provide Enough  Enough paid
involved in  for a social addressed in treated as Person volunteer work for
decision life atimely equal by staff Centered work for individual
Y making manner Supports individual y
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Previous recommendations and actions:

Involve families more in PQPocess(as notedin PCP Guide) and ask them during the PCP Process how they

would like to be informedif person served wants them to be communicated with)

Last, S I Retbinmendations Actions

Pt dzi 2y &dzN®S@ @ Thiswas addetb the surveyfor 2014
O2YYdzyAOI SR ¢

Recommendationdor the next year
® Will keep Rcebook updated weekly
" Supervisors to connect with families on a moegular basis
Pt NPINI YA (2 AYLIESYSYy(d LINROS
has been identified in their PCP

Q)¢

b SEI{ SIFNaR@a ¢ NHESGY

5

a
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Satisfaction Surveys - Staff

Survey Method: A survey was sent to staff using Survey Monkég. lihk was sent by-mail
to the programs and on ShareVisi@upervisors were asked to encage
staff and givevork time to completesurveysAll staffincluding new and
casual were asked to fill otite survey.

Response Rate: 42 staff completed the surveyanincrease of 10 peopligom last yearWe
had 59 employees wdking for us for thigear;therefore, the response rate
was71%.[ &G &SI NDa NBalLlyasS NIiS ¢t &

Indicator Applied To | Time of DataSource | Obtained | Goal Actual
(Target Measure By (Target or | Results
Group) Benchmark
Increase in staff AllBCGEU | April 1, 2013 | Surveys Special 95% 97%
satisfaction Staff March 31, 204 Projects
Coordinator

** Please pte: only the questions pertaining to stadtisfactionand not quality of service are used to
calculate the staff satisfactionResults were rounded up to the nearest number and if the result was .5, we
NBdzy RSR dzLJ 2y GKS &l ANBES¢ aARS®

Result:
Last year we achieved®% satisfaction. This yeaur goal was 9% andwve achieve®7%

satisfaction.

Questions asked on the Employee Feedback Survey regarding Staff satisfaction

Employees are provided with adequate and appropriate 93% 7%
training to do their job well.

The FSJACL treats ywith respect and dignity. 95% 5%
You are provided with opportunities for growth and 1006
development.

You are aware of your rights and responsibilities at work. 1006

Do you understand the PCP Process 98% 2%
You are given opportunities to be involvedth the PCP 88% 12%
process.

The FSJACL respects your confidentiality. 95% 5%
Information and communications from the FSJACL are easil  98% 2%
accessible to you.

Your work environment is safe and healthy. 98% 2%
The FSJACL encourages feedback. 106 0%
The FSJACL is responsive to the feedback it receives. 98% 2%
The FSJACL makes appropriate changes to reflect feedbact  95% 5%
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Staff Feedback regardinguality of Services Delivered
100% . 97% 98% 949, 100%  97% 979%698%  gqq,
93%
90% -
80% -
70% -
60% -
50% -
40% -
30% -
20% -
10% -
0% -
fsjacl promotes  fsjacl is fsjacl treats  Confidentiality Individuals are
inclusion for  responsive to individuals with of individuals involved in = 2012/2013
individuals needs & wishes respect & and their decisions
of individuals dignity families regarding their
respected services? ™ 2013/2014
\ 8 J

Previous recommendations and actions

Employees are quizzed éterson Centered Plans annuadligff are more involved in the PCP review process

to increase their understanding of the process and provide input, more awareness of how to deal with
O2yFTARSYUALFf R20dzYSyidas 6SQ@S LINRY2(0SR OoKtiBue®oS |
createan annualStaff Feedback newsage, attended &igh schoobpen house to inform families and

individuals who may require our services in the futuBiiding Principlesave been added as a measure for

all staff evaluations.

Recommendationgrom last year Actions

#  Will continue to have an annual worksho This is being done, no longer a goal.
for Team Building and Guiding
Principles/Team Charters.
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Will look into ways we can share with sta
the outcomes from workshops like
newsletter or DVD presentation.

Will put into annual workshop
O2 Yy ¥FARSY (i Aand doritidue t§ 2
encourage accountability with each other

We will continue to build relationships
with family and ensure individuals are
involvedin decision making regarding the
serviceqie: PCP mdings)

We will find training for foot care as some
AYRAQDGARdzZE & OF yQi
Wellness Center to have ibde

Supervisors will put PCP booklet into
LINEINI YQa aSY2 022

We will make a staff newsletter regarding
Staff Feedback Survey.

We will continue to take note of staff
feedback in theDutcomes Report.

In process of creating Behavior Support
Plans and will implement when done.

Order more saff encouragement items

Programs will have more staff meetings.

Will create a newsletter on Guiding

CtKA&a KFayQd KILLSYSR FyR A
continue to share materials from training as appropriate a
send staff to training that benefits them.

This is added to our Guiding Principles Workshop.

The Special Projects Coordinator participated in some P(
meetings and the supervisors will ensure the PCP Guide
reviewed by staff involved in the PCP process. This will
ensure that consistent communication with individuals ar
their support networks hppen.

In addition, during planning meetingsid house meetings
the individuals have input into what is going well for then
YR 6KIFIG AayQio
We have looked into training staff to do foot care and hav:
found thisis not something that can be passed onto
a2YS2yS 4K2 AayQi Ly wbo

This was done andlastaffwill review the PCP booklet prior
to participatingin a PCP review to ensure they understand
the process

Done no longer a goal.

Done no longer a goal.

Supervisors and some staff received training on creating
behavior support plans and they should become part of th
PCP.

Done no longer a goal.

This has continued to be a challenge with staff shortages.
We will continue to work on this goal.

Principles for families and give them direction to

contact the supervisor if they have concerns, or comments regarding supports, so they car
be properly addressed. This allows the supports to propergviaduate if requred.

Outcomes Management Report 2014



Supervisors to ensure they refer employees back to the Guiding Principles when there are
ethical decisions to be made.

Supervisors are going to oversee orientations.

Add a question to Knowledge Qui#* L ¥ (G KSé& aSS a2YSitkeny3d R?2
@2dzQ0S 0SSy &Kz2gy sThigwiheip addeedstsdine &f ZhdincBraistency
in supports that happen in the programs. This will also be added to the orientation
checklist so new staff are given direction to let the supervisor know itthes
inconsistencies.

Staff have indicated that they require training in dealing with people who have mental
health issueg we can only provide generalized training on how to communicate with
someone who has mental health issues, as each person hathe challenges and we
OFyQi OFGS3aI2NRT S LIS2LX ST ¢S ySSR G2 Iff2
plan to support that person, then we will follow the plan.

Remind staff that they are part of the PCP process when they atlie tNotesPage, this

can occur through the nes\page that we publish, through staff meetings and a question
will also be added to the knowledge quiz.

Will make a Table of Contents for ShareVision, ip k&aff navigate through the system

2 Af f | RR cblymn tBoudllead2rghip inutes

When staff have questions regarding information that is in the Collective Agreement,
supervisors need to refer the staff back to the Collective Agreement and show them where
the info is so they get used to looking up thimgshe agreement.

Supervisorsieed to work on having better communication with staff around scheduling
changes and ensure schedules are always updated the same day as the change.

We need better communication. Supervisors to ensure staff are checlamgjledaily. To
assist in this process we will ensure that only relevant program relatediks are sent to

the program email; informational emails that the employee may be interested in will be
sentto theirpersonal &' A f & 6dzyf Saa thekvB.QOS NBIjdzSada S

Target for next year:98%
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Satisfaction Surveys - Other Stakeholders

Survey Method: Stakeholders were-mailedthe surveythrough Survey MonkeySurveys
were emailed to professionalthat we interact with, sponsorfynder,
donors,contractors,employers, partner agencies anther community

agencies.
Note: the surveyiscalled 9 EG SNy I £ / 2y G O0ia CSSRol O1 { dzNI

Response Rate: 47 surveys were sent out anda&re completed which isa17%response
rate but many of these stakeholdefsave limited contact witlour
organizatiorand wealso recognize wkve in a very busy societylore
surveys have been sent out in the last couple of years, in hopes of regeivin
more inputfrom external contacts.

Indicator Applied To Time of Data Source Obtained By| Goal Actual

(Target Group) Measure (Target or | Results
Benchmark)

Increase All external April 1, 2.3 | Survey Special 100% 1006

overall stakeholders (funders| ¢ March 31, | Monkey Projects

satisfaction of | professionals, 2014 Coordinator

external community members,

stakeholders | etc.)

Results:

Last year our results were 100satisfaction This yeawe alsohad al00%satisfaction rate
**Please note that all n/a answers were eliminated from the results.

We havetakeninto consideration that different stakeholders will be interacting with us for
different reasons, and therefore, they may not know certain information about us, but are
content with the information they do have about us. W&ve beerstriving to reach a point
where external stakeholders know general information about who we are and what we do anc
also know wilere to findmore information if they need to In additionas recommended, we

have worked on promoting our website and logo so that we aregaizable in our

community (which ties into our strategic goals) by including it on all documeTgmos,

letters, posters, etc.
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Questions asked on External Contacts Feedback Survey

Are the FSJACL programs accessiblecandeniently
located?

Is information about the FSJACL readily available and
understandable?

Does the FSJACL provide ongoing and updated informati
Does the FSJACL respond to the needs of its stakeholdel
Is the FSJACL knovan its integrity and ethical practices?
Is the FSJACL proactive in our community to be a suppor
individuals, families and be a quality service provider?

Does the FSJACL respect the rights, beliefs and choices
individuals theyserve?

Is the FSJACL meeting the needs of the individuals they
serve?

Is the FSJACL staff qualified and competent in the
performance of their jobs?

Do the FSJACL staff members represent the agency in a
positive way?

Is theFSJACL responsive to critical feedback?

Does the FSJACL work well with other community
organizations to benefit the people they serve?

100%
100%
100%
100%

100%
100%

100%

100%

100%

100%

100%
100%

Previous recommendations and actionSacebook is up and running and updated biweedly,website is
updated regularly articles published in Flipsider the past year, and continue to network within the
community for employment opportunities.

Previous Recommendations

Actions

» Continue to utilize Facebook and o This is being done, will continue to be a goal
website to communicate with the

public

= Continue to work on good relations This is being done, this will continue to be a goal
with our sponsors and stakeholder:

Recommendations for next year :

P C2NJ YSEI
NEBf I GA2yaKAL G2
20KSN) 2LJiA2yas yR GKSy (GKSe@
Ensure surveys are seout to other Community Living organizations in the north

w

gISt NBRE GKABILSBALIZYRSNI (2
0KS C{W!/[£K
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LJdz(i
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®1 Add to Facebook at least weekly
® Get more quality photos of FSJA&VENnts and activities

Target for Next Year: 100%
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Plan to Communicate Outcomes Management Report

Persons Served

The Outcanes ManagemenReport isavailable atll work sites. Anemo will besent out to
persons served and their familigsotifyingthem of its availability on our website or hard

copies availablat our office. We havealso create a summarynews pagdor individuals and
families to help communicate important items in the repo&lso, some information is
summarized in our Annual Report which is available at our Annual General Meeting and on o
website.

Staff

All staff will be notifed once the annual Outcomes Manageme&saport is complete. It will be
uploaded into ShareVisiomd all staffwill be required to review ith dzNJ | ISy O0& Qa :
successes and steps to constantly impraveimportant for employeesd see and be part of.

We could notachieve any of our strategic planning goals and our mission would be
unachievable without the workf dedicated employees and itimportant that they see how

they fit into the bigger pictureThis year we also createsh Employee Feedback nepage to
communicate to employees the survey results.

Other Stakeholders

The Outcomes Management Repavailable on our website for all stakeholderShrough
eYIAf YR ySgat SGOGSNBE ¢S oAttt y20AFe LIS2 LI
is available by requesting one through our offic&lso, some information is summarized in

our Annual Report which is available at our Annual€ea@rMeeting and on our website. We

will also publish some highlighits our Newsletter.
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Characteristics of Persons Served

Number of Persons Served the FSJAC].49

Age of Persons Served

®2012-2013
H2013-2014
Age 18-40  Age 41-65  Age 66-85
Gender of Persons Served Ethnic Background of Persons
Served
25 40
20
15 - ¥ 2012-2013 30
M 2012-2013
10 - H2013-2014 20
5 . H2013-2014
8 9
0 - 10
Female Male 0 -
First Nations non First Nations

Which Programs are accessed by Persons Served

Some individuals access
more than one program

As you can see, people

AU AU moved from Residential
H2013-2014 Services to Hom8haring (#
Residential Day Supported Home Respite of placements in Residential
Program Emplymt Sharing decreased where Home

share increased)
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Barriers
All individuals we support have a developmeraability;however, some also have multiple

barriers as indicated in the charts below

m2012-2013 m2013-2014

50 ey 49

Physical Visual
Disability Disability ~Developmental

Disability

1 2012-2013 m2013-2014

10 12

Dual Non-verbal
Diagnosis Hearing

Disability

** Note: Disabilities range in severityAlthough there might be individuals that are/become a little
hard of hearing we did not record anyone as it is not a diagnosed disability.

By identifying barriers, we can then measure how each barrier impactsdodls in meeng
their goals. For exampld#,someones unable tacommunicate verballyand cata shows they
also have less of a supgt network than those who do ndiave a communication barrier,av
then have identified an area in which we can put tleeessary supports in place
(communication devices, etc.) and help eliminate that barrier.

Previous RecommendationsiVe asled individuals about barriers such as community
inclusion when surveying.
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Critical Incident Review

On an annual basis, alitiral incidents are reviewed to determine any trends or contributing

factors to incidents occurring. This helps to identify areas of improvement and increase the
health and safety of the individuals we support.

Definition: A Critical Incident is a setis or unusual event involving an individual receiving

services. Some examples of a critical incident are; unexpected illness or injury, a
fall that requires medical intervention, aggressive or unusual behavior, etc.

During the pat year there were a totaof 26Critical Incidents.

20132014 Critical Incidents

m Unexpected lliness

m Fall
m Other Injury

m Aggressive/Unusual Behavio

m Neglect

16
14

12
10
8
6
4
2 m 2013
0 -
m 2014
X
&
Q;&
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Review Results:

®  The numberof incidents has decreased by 6

® Unexpected llinesses are difficult to contrdogwever, the staff have been working with
the Health Services for Community Living (HSCL) nurse on segmngnhealth issues
that werecausing critical incidents. @dof the unexpected illnesses were involving our
aging individuals with incread heah issues, one being treated for cancer.

# of Critical Incidents/Individual

m Person A
m Person B
m Person C
m Person D
m Person E
m Person F
m Person G
m Person H
Person |
m Person J
m Person K
Person L

3

Previous Recommendations Actions

® Work with psychologist to create We have been contracting with a psychologist for assistar
behavior support plans and contint in evaluating and creating behavior supports for an indivic

to plan with individuals who have we support. We will continue this process in the coming
. ear.

mental health issues to attempt to /

avoid crisis in their lives

»  Find training for staff in dealing witt We cannot tain staff in dealing with mental illnes
mental illness as each case is so individualve willwork with
psychologists and psychiatrists to have support
plans in place for people who have mental health
iIssues.
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Recommendations for next year:
®1 Continue to work withpsychologists to create behavior support plans
" Work with staff on proper completion of incident forms and documentation
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Cultural Diversity Plan

The Fort St John Aaciation for Community Living is continually looking at ways in which it can
be more welcoming to the people it supports, our staff and our stakeholders. We work to
achieve this by educating and training our staff members on the dynamics of a growing and
culturally diverse community. Through this process, we will increase awareness, compassio
and the ability to effectively interact with others who are different than ourselves with dignity,
respect, patience and understanding. Embracing diversityamibrkplace makes for better
creativity, acceptance, tolerance and innovation. It also broadens the knowledge, skills and
abilities of our staff members. In addition, by creating a welcoming environment for everyone
we then can provide gooservices thaare also culturally sensitive, to the people we support.

The Fort St John Association for Community Living acknowledges and respects the value of ¢
diverse community. This recognition includes gender, race/ethnicity, family status, age,
mental/physi@l abilities, sexual orientation, religious beliefs, semonomic status and
occupational focus.We work to maintain an environment that is supportive of these

elements by promoting inclusion within the organization and the communities we serve.

We commit to:
® Offering services that respect individual and cultural differences
® Promoting cultural awareness and understanding
®" Reflecting the diversity of our community at staff/volunteer and Board levels as well as
with services provided
® No tolerance for dicrimination of any kind

Our current process includes the following:

® Equal opportunity employment initiatives for our hiring process

® All new employees take an dime Cultural Diversity workshop during their orientation

™ We review the demographic of thgeople we support annually as part of our Outcomes
Management Process

™ Try to recruit more employees who are aboriginal, by sending information to Nenas and
Treaty 8.

" We formed a committee of new employees, ensuring that different cultures were
representa and asked them about the workplaces to gain more insight into the barriers
or differences they notice

® Person Centered Plan template addressekure and spiritual beliefs
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®

All staff must read the Sexuality Handbook during their orientation to direct them

how to support someone regardle®f their sexual orientation

The board has set direction, through the Strategic Plan that states:

G/ NBFEGS Iy 2NBFYATIFGA2Y Odz G§dz2NB GKF G NE
disabilities and offers flexilil (i & £ ® ¢CKAAa 3IFAY &aLISFH1a G2
supports that need to be offered to indiwidls, respecting who they are

In addition, also in our Strategic Plan, Strategic Objective 1.1 states:

Gaz2RAFTE SYLX 228SS NB O NbnatibrytsayaiticulatesHe bendfitd A
2F 0SAy3 |y C{W /[ aill FFfo¢ I 188 0O2YLR
staff, regardless of their culture

Recommendations for the next year are:

"

Include questions in our staff feedback survey aroauldural diversity and welcoming
workplaces This will allow to get feedback and direction from people and implement
actions as a result of that feedback.

As a result of our New Employee Committeeeting in August of 2013he following
were recommendaons:

0 Begin reviewing Association and Program Policies and Procedures at staff
meetingsg to gain a better understanding of the policies. Reading them all at
2y0S 0 GKS o60S3IAYyYyAy3a 2NJ @2dzNJ SYLX 28
absorb all the iformation

o Due to cultural differences in how people cook, we should have corresponding
recipes and pictures, including spices. Staff are welcome to offer and cook their
own dishes withirLJS 2 LforBeQ so they can try something new, but keeping in
mndtKS YSydz KIFIa G2 NBFTfSOG OKSANI fA]S:
GKSe ftA1SY {SSLI AG 2y GKS YelStgdmpech T A
their choice

0 9yadzNB @&2dz KIS | 1jdzAi Ol NBEFSNByoas T2
dislikes and health concerns

otdzi 2y (GKS a4l FF YSSGAy3a |3ASYRIFIZIT R2A
gl eda 2F GOFNAYy3IE F2NI LIS2LIX S Ay 20KSN.
ethical discussion with your staff team. This will also be puberorientation
checklist for all new staff

Look for new ways to provide information and awareness about the differences in
cultures. To begin this, we will send out some discussion questions for the staff team
to answer regarding the differences inltues, and ideas on how we can make
workplace more welcoming

| 2y UAYydzS G2 aSS| ¢2NJ] akKz2Lla GKIFG g2dZ R A
to other cultures to create a moreulturally sensitive workplace
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Residential Programs

Residential Programs - Effectiveness Measures
Objective: To developsupport neworksfor the individuals we support.

Definition: Support networks aremeaningful relationshipandinteractions with people who
are outside of the FSJAQLare relationships that existbetweenan individual and
aperson/people in the community. o this purpose we do not include family in
the measurement.

Rationale: Inclusion happens by people having supports outside of tledationships with
paid supports, care givers and famBupports ardriends, coworkers and
acquaintanceswith similar interests irthe community.

Indicator Applied To Time of Data Source| Obtained | Goal Adual
(Target Measure By (Target or | Results
Group) Benchmark

# of individualswho | All individuals| April 1, 20130 | ShareVision | Supervisorg 12 9

have meaningful in residential | March 31, 204 | Goal Log

relationshipsn the | care
community (the
person knows
them)

Results: The previougearour goal wad5, and 10 out of 18eoplein residential care had meaningful
relationships.This past year, 8ut of 16 people had meaningful tationships, and our goal was .1Zhe
results changed from last year because some people are no longer in our staffed residential py@g@ams
went to a homeshare ahone passed away.

PreviousRecommendations and ActionsiVe have evised Foundations training n&tals and continue to
educate staff on their role in facilitating opportunities for individuals to form relationships.

Recommendations from Last Year Action taken

" Employment and volunteerism is a Some programs did really well with volunteerism
big part of building a support 2L NI dzyAGASa:T gKAES 2GKSNH
network ¢ will continue to explore
opportunitiesin the community

" Explore opportunities for individual; Some individuals joined a community bowling league, in
to be part of community groups addition individuals go to the Frienkip Center for Soup anc
Bannock
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In discussinghte results, the leadership teafalt that acontinuedbarrier in facilitating
opportunities for individuals to form meaningful relationships outside of paid supports
O2y AydzSa (2 0 SundeistarBlifig@iir roles antNadoivibgiiddividugls some
freedom to develop those relationships.

In addition, wecontinue tofind it is more difficult for individuals who are naerbal to create
new relationships anftiendships in the community Another barrier in our community is
accessibility for individualwho have mobility challenges btlte city istaking steps to improve
this.

Recommendationgor the next year
® Ensure that all staff take the Open Futwearning Workshops
"1 Supervisors need to hold staff accountable for lookorgojpportunities for
individuals. Evaluations will be used as one way to hold staff accountable, as
Guiding Principles are part of performance appraisals.
®1 Try to hire staff withsimilar interests as the individuals they work with

Target for next year:12

Objective: To ensure that individuals are meeting their goals as stated in their PCPs.

Definition: Each person we support has goals which are stated in their Person €gRtan
and measured regularlyThis measure only looks at individuals in residential care.
A goal will be considered successful if there is at lad®®6 success rate.

Rationale: ' Y AYRAGARdzZ f Qa t SNARA2Y [/ Sy (S NEByatef | v
how they need to be supported and what they want to achievéne FSJACL is
here to support individuals to reach their potential and theref@mpower and
assistthem to reach the goals they haget for themselvesThis measure allows
us totrack how we are doinm assistingpeople in achieving their goals.
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Indicator Applied To Time of Data Source| Obtained | Goal Actual
(Target Measure By (Target or | Results
Group) Benchmark
% of goals that are | All individuals| April 1, 20L3to | Quarterly Supervisors| 70% 43%
successfulrom receiving March 31, Goal Logs | & Special
Goal LodPCP) residential 2014 Projects
care from Coordinator
FSJACL

Results:The previouyear56% of individua® goals were achievethis year dotal of 43% of

their goals were achieved, therefore we did not meet our target. We struggled again this yea
with measuring the goals, and we therefore had tevigit what is successful and what is not.
2S faz2 OKIFIY3ISR GKS AYRAOH WZDONISEBNEFYZ G 32 It 4
32Ay3 3J21ta GKFEG YlFe y2G 6S | OKASOSRSE 0 dzi
working on that goal.

** Note: Sometimes goals are set but discontinued for various reastirese goals were not counted.

Previous Recommendations and Actionslad goal setting workshop in 2Blin process of updating
ShareVsion and leadership team retrieve goals to enscwasistency

Recommendations from Last Year Actions taken

* Create PCP meeting handout fo Created a PE double sided sheet for families

families

= Continue the ShareVision Share\sion is upgraded
upgrade

» Leadership will continue to Retrieving goals was a difficult process this year and we v
retrieve goals together continue to work on this for the coimg year

Recommendations for the next year :
™ Continue to work with staff and individuals to ensure goals are measurable and
obtainable
" Ensure staff review the PCP Manual prior to doing a PCP
Ensure regular review of the goal logs by the supervisor
Craate aquarterly reportin ShareWa A 2y (2 Y2y AU2NI AYRADARC

Target for next year:70%
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Residential Programs - Efficiency Measures

Objective: To recruit enough staff to effectively deliver services while regular staff is absent
(backfill).

Definition: To reach thigjoal we are tracking the numbef casual stafivho work in
residential programsand K2 | NBy QG T A f due o3 redidtrBentt | N
lag. This would be people who are on a castsf list who are available to fill in
for staff away on sick time, vacation, ef€o qualify as a person on the casual list,
they would need tavork an average of,@00 hours per year.

Rationale: hyS 2F (0KS | 3SyoOoeQa oA3I3aSad OKItfSy3
This leads tsewvice delivery challengesttie agency does ndtave enough
trained staff to effectively deliver the contracted hours addition, added
workload is placed on existing stathich leads to burnout.

Indicator Applied To Time of Data Obtained | Goal Actual
(Target Group) Measure Source By (Target or | Results
Benchmark)
Build a Applied to residentiall April 1, 2@3¢ | ComVida | HR 5 7
substantial programsdoes not | March 31, 204 | & Supervisor
casual stafpool | includecasualstaff personnel
who are in regular records
positions
(recruitmentlag)

Result: The previouyear wehad4 casual stafind this year we had casual staff.We

actually hach total of22 casual staff but onlywork an average of 1000 hours per yedfor

G6KS ySEG &@8SFENE ¢S Attt 068 OKIy3aIAy3ad GKS RS
YAYAYdzY | QLI AELFOAfTAGEE & LISNI 2dzNJ / 2f € SOUA
KISy Qi 0SSy KSNB FT2NJ GKS Fdzt f &SI NW

Previous Recommendations arkctions: We are n the process of training staff in more than one program,
continuing to usd-acebooko promote agency and advertising on FSJ Now, which seems to reach the most
people in our communityand supervisors entering availability for casuaffsbn ComVida whethey have it.

Recommendations from Last Year Action taken

= Gather and use staff testimonials ir In the process of putting theran our webpage; we do use
recruiting them in our brochures and at job fairs (put on the

PowerPoinfpresentation)
¢tKS 220 FTIANR KI@S LINPOYSR
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lot of interest as a result of attending the job fair

= Continue to cross train staff 2§ RARY QO ONR&A GNIAYy adl 1

cross training in 2014

= Continueto orientate staff in more We are in the process of doing more of this. This will
programs continue to be a goal.

»  Supervisors to continue to enter | This is currently being done.
staff availability onto ComVida

Recommendations for the next year

=

e
w
w

Continue to attend job fairs to recruit more employees

The HR supervisor to check in with new staff to see how their orientations are going
Continue to orientate staff in more programs

Supervisors to continue to be more involved in orientations, this will provide
consistency

For the next year, the measure will change from 1000 hours to staff who meet
minimum availability, as per our local agreement

Continue to promote recruit a friend

Target for next year9

Objective: To retain staff in programf®r a longer term

Definition: For this goal, wtrackregular staff thahave stayed in a program for at least one

year, wedo not track casual staff, unless they were filling a regptsition due
to a recruitment lag.

Rationale: Staff thathave been in a program for over a year provide a number of benefits to

the agency, such as:
™ Provide consistendipr the individuals in the program
Have built relationships with the individuals theypport and actively assist
them in reaching their goals and assist with person centered planning
Provide assistance with program documentation
Lessen the funds spent on orientation and training
Provide more leadership in the program

35

Outcomes Management Report 2014



Indicator AppliedTo Time of Data Source | Obtained | Goal Actual
(Target Measure By (Target or | Results
Group) Benchmark

% of staff who have| Applied to April 1, 2A3¢ | ComVida& | HR 85% 91%

been in the same | residential March 31, 204 | personnel Supervisor

program for at least| programs records

one year

The previougear our goal wa 65% and our result was ®3 This year, our goal was
85% and our result was 91%, which giastantialincrease.

Note: We havedund it a challeng#o recruit and retain staff as we are a transient community and also our
wage is a barrier. We are finding however that more and more staff are staying because the job offers so
much satisfaction in other areas, like working with the individuals andrtirihg andthe incentives we
provide.

Previous Recommendations and Actiong/e continue promote Team Charters athey are reinforced in

each program and discussed at each staff meetngaintain good morale in the programs. If values and
ethics are consistent in the programs, staff will be more content as they realize the difference they are making
Ay LIS2L)X SQa fAgSao WSAYT2NOAY A ok Fe dumuRktd pfanote NA Y
and use the Guiding Principles to ensure we are providing good serWéeslso promote Health and

Wellness and have expanded the program to include more benefits for employees.

Recommendations From Last Year Actions Take
* Continue to hold annudbuiding This is being done.
Principlesvorkshop
= Continue to reinforce Guiding This is being done, however, we will continue to work on t

Principles and direct back to Guidir goal.
Principles when making program

decisions
» Continue to promote health and We promote our Health and Wellness Program and will
wellness continue to do so.

* Job swap (cross train)to prevent 2 S RARY QU R2 GKA& Ay Hnmo3
burnout 2014.
7 Educate staff on opportunitie®r We have noted opportunities for advancement in the
advancement Employee Handbook and recruit annually for staff who are
interested in the Acting Supervisor Program.

®1 Continue to discuss incident reports at staff meetings so thatdam can discuss
techniques that may be successful
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|q A A A

{ dzZLISNIDA aA2NRE (2 NBIdA F NI & aOKSO| AyEéE 4
working, at staff meetings, etc.

The HR Supervisor will call new staff to see how their orientations are going

Staff to dopresentations of Guiding Principles at program staff meetings to keep the
DdzA RAY 3 t NR Yy OA LJ S &nd Tontiaue ko reinfdrecelGaidinglft S Qa
Principles

Programs to have more staff meetings

Do crosdraining

Continue to promote health and wellss at staff meetings

Holdstaff accountable for following Team Charter

Target for next year85%

Residential Programs - Access Measures

Objective: To assist individuals in communicating

Definition: This goal would apply to those individuals who hbi¢ée or no verbal

communication and the FSJACL has taken steps to provide tools for them to
improve their ability to communicate.The measure for this would be to consider
whether someone uses this system to communicatpdople outside of paid

staff or family.

Rationale: The bais of our mission is to heipdividualsachievefull and meaningful lives in

our community. Being able to communicate with others is key to building
relationships with othesin the community; ® speak up for yourself and to live as
independently as possible in the community.

Individuals need to have the tools to communicate their needs and wants. While
non-verbal individuals find other ways to communicate, usually only the people
closest to tlem are able tanterpret which makes true inclusion very challenging.
For building of support networks, having the ability to communicate with people
you meet is extremely important and is often a basis for forming a relationship
with someone.We would ike to explore augmented communication devices and
see if some of the people we support would welcome ksl of tool into their
livesand hopefully as a resulbpen up doors to opportunities thegid nothave
before.
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Indicator Applied To Time of Data Obtained | Goal Actual
(Target Group | Measure Source | By (Target or | Results
Benchmark
# of nonverbal persong To all individuals| April 1, 2A3 |t / t Q| Supervisorg 3 0
who have augmented | in residential ¢ March 31,
communication programs 2014
systems

Result: The previous year our goal veal and we had 2 people usin@dl3.This year our goal
was3 and we had people(the same people as the previous yea)We looked at how the 2
people from the previous year are using their IPADS and it was decided that they use it more
in the home, and not as a way to communicate to anyone in the community.

Previous Recommendations and ActionsiWWe have continueda work with CAYA to implement assistive
technology

Recommendations from Last Year Actions Taken

» Change wording on goal to include Done
people who have difficulty
communicating

= Look for opportunities to train staff Have beercommunicating with CAYA and they will come
in technology available in 2014

LT GSOKy2f238 A&¢KAa gtayQid R2yS AYy wHamo |
the PCP with clear instructions direction from CAYA yet, this will done in 2014

® ' Ensure technology @iscussedat ¢ KA & gtayQi R2yS Ay Hnamo |
a0 FF YSShGAy3a A
the program to identify barriers anc
resolve issues as they arise

Recommendationdor the next year:

™ Look for opportunities to train staff in tdnology that is available

FILF 0SOKy2f23& Aad dzaSRX SyadaNBE AdQa Ay (K

FroyadiaNSE G§SOKy2ft23& A& RAaO0Odzaas | G u |
barriers and resolve issues as they arise

"7 Inquire about CAYA coming annually

Pu

Target for next year:2
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Life Skills and Community Inclusion Programs

Life Skills and Community Inclusion - Effectiveness Measures

Objective: To ensure that individualare meeting their goals as &td in their PCPs.

Definition: Each person we support has goals which are stated in their Person Center Plan
and measured regularly.

Rationale: ' Y AYRAGARdzZ f Qa t SNA2Y [/ SYGdSNBR tfly
how they need to be supported and what they want to ackievlhe FSJACL is
here to support individuals to reach their potential and therefore, empower and
assisthem to reach the goals they haget for themselves. This measure allows
us to track how we are doing to assist people in achieving their goals.

Indicator Applied To Time of Data Source| Obtained | Goal Actual
(Target Group) Measure By (Target or | Results
Benchmark
% of goals All indivduals April 1, 2013 | Goal Logs | Supervisorg 60% 18%

achieved from | receiving support | to March 31,
Goal LodPCP) | from a Community 2014
Inclusion Program

Results The previouyear16 people had atotal of 50 goalsand 21 of thosegoals were
achievedc a 42% success rateThis yeaB4 people set94 goals and 17vere achieved; an
18% success rate, therefore, n@aching our target of 60%For the next year, we will be
measuring how many goals were successful, which will inclueog goals where the
progress is ™ successful.

Our agency chose to track this goal as an indicator that we are supportipiepeaneet their
individual goals. We wanted to ensure that all staff are aware of the goals for each individual
0KS& | NBE &dzLIR2 NI Ay3IoP LF¥ adl¥F 1SSLI SI OK
activity planning, then each individual hasettbr chance at being successful at meeting or
exceeding theigoals.
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Recommendations from Last Year Actions taken

=

" Use new ShareVision goal log Thisisnow being done, there have been a number of

challenges in creating and tracking goals, we will continue
work on this.

= Continue to find training for goal Supervisors are working with their staff to teach them how
setting for new staff to assist the idividuals in creating SMART goals

* Ensure a more timely reviewof t / t Q& N8 6SAy3 NBGASHESR |
PCR#® ensure goals are curren need to change.

and realistic
®  Ensure staff are knowledgeable Staff arebecoming more knowledgeable, but this will
Fo2dzi t/ t Qa continue to be a goal.

Recommendationgor the next year
®1 Continue to work with staff on how to set SMART goals
®1 Continue to ensure that all staff are reading the PCP Guide prior to assisting with a PCF
®' Ensure staff are aware of, and using the PCP notes page to keep the PCP up to date

Target for next year70%

Life Skills and Community Inclusion Programs - Efficiency Measures

Objective:

Definition:

Rationale:

To recruit enough staff teffectively deliver services while regular staff is absent
(backfill).

To reach this goal we are tracking the amount of chstaf thatare notfilling

regular positionsn the Life Skills and Community Inclusion (gapgramsdue to

a reauitment lag. This would be people who are on a castadf list who are
available to fill in for staff away on sick time, vacation, etc. To qualify as a person
on the casuastafflist, they would have to workin average of deast 1000 hours
peryea. This measure imken as of March 31, 2013

hyS 2F GKS 3SyodeQa oA33Said OKIfftSy3
This leads to service delivery challengg®u do nothave enough trained staff to
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effectively deliver theeontracted hours. In addition, added workload is placed on
existing staffvhich leads to burnout.

Indicator Applied To Time of Data Obtained By Goal Actual
(Target Group) | Measure Source (Target or | Results
Benchmark)
Build a Applied to April 1, 2A3¢ | ComVida& | HR Supervisor | 4 1
substantial community March 31, 204 | personnel | & Special
casual stafpool | inclusion records Projects
programs Coordinator

The previougearwe had4 casual staff but none meet the criteria of an average of
1000hrs worked.This year we had a total of 5 casual staff and only 1 met the
criteria of over 1000 hours worked, therefore, we did not meet our goal.

Previous Recommendations and Actiar@rientating staff in more than one program

Recommendations froni.ast Year Action taken

*  Will work on following up quickly This is now being done, applicants are contacted right aw
with new applicants to avoid
them getting other jobs

= Can begin office portion of This is being now being done and working well.
orientation once successfully
checking references arabing
interview.

= More communication between This is getting much better, however, it contirsu® be a
supervisors to ensure that casu: goal and will be monitored by the HR Supervisor.
staff are being orientated in
20 KSNJ LINPINI Ya
a full schedule

Continue to attend job fairs to recruit more employees
The HR supervisor to check in with new staff to see how their orientations are going
Ensure casual stadire being orientated in more than one program if they are not
getting enough hours in the programs they are orientated in.

®' Promote Recruit a Friend
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Life Skills and Community Inclusion Programs z Access Measures

Objective:

Definition:

Rationale:

To assist individuals in communicating

This goal would apply to those individuals who have little or no verbal
communication and the FSJACL has taken steps to provide tools for them to
improve their ability to communicate.

The bass of our mission is to help individuashievefull and meaningful lives in
our community. Being able to communicate with others is keyuitding
relationshipsn the community; to speak up for yourself and to live as
independently as possible in t@mmunity.

Individuals need to have the tools to communicate their needs and wants. While
non-verbal individuals find other ways to communicate, usually only the people
closest to them are able tmterpret, which makes true inclusion very challenging.
For building of support networks, having the ability to communicate with people
you meet is extremely important and is often a basis for forming a relationship
with someone. We would like to explore augmented communication devices and
see if some of the gople we support would welcome this kind of tool into their
lives and hopefully as a result, open up doors to opportunities theéyothave
before.

Indicator Applied To Time of Data Source| Obtained | Goal Actual
(Target Measure By (Target or | Results
Group) Benchmark

# of nonverbal To all April1,203¢ |t / t Q& | Supervisory 3 people 1

persons who have | individuals in | March 31, 204 | Goal Logs

augmented residential or
communication day programs
systems

Result: The previougyearwe had 2 people, one persd@@AYA set up a communication system
with and the individual and staff are learning to use it more regulditys year that person is
no longer with us. We have a new person though that uses a communication system.

PreviousRecommendations and Actiongdave worked with CAYA in the past and would like to continue to
work with them to address communication barriers. We have added assistive technology into the PCP
template to be used for when individuals require assistive tetbgy to ensure that staff understants
importance and how to support individuals in using it.
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Recommendations from Last Year Actions Taken

® Provide more training for staff in We have arranged for CAYA to come to FSJ in the spring

how to use augmented 2014.
communication

® ' Ensure clear instructions in PCF This is currently not being done, but continues to be a goz
for staff 2y 0S ¢ &e@Bh CAYA on how to propgrsupport
people in using assistitechnology

Recommendationgor the next year
®' Provide more training for staff in how to use augmented communication

® Ensure clear instructions in the PCP for staff on how to support people who have
augmented communication

Target for next year:1
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Supported Employment Program

Supported Employment - Effectiveness Measures

Objective: To measure how many people in the Supported Employment Program have
achievedpaidemployment

Definition: For this goal we would like to measuteetnumber of peoplevho have achieved
employment during theear, from our waitlistthrough our Supported
Employment Frogram If they are no longer working, we would still nsese that
they had employmentIf one persorreceivedpaid employment and then left
that job and moved onto a differerjbb, thatwould only be counted once.

Rationale: To measure the number of people who obtained paid employment during the

year.
Indicator Applied To | Time of Data Source| Obtained By| Goal Actual
(Target Measure (Target or | Results
Group) Benchmark
# of people who All individuals| April 1, 2A3¢ | ShareVision | Supported | 5people 9 people
have paid receiving March 31, Employment
employment support from | 2014 Supervisor
the FSJACL & Special
and who Projects
want to work Coordinator

Previous Recommendations and ActianBrovidedon-line job coach training for staff and a two part
employment workshop for all stafii 20122013 Wealsocreated an Employer Handbook.

Recommendations from Last Year Actions Taken
» Continue tooffer training for This is being done, and also there is a module through Oy
staff Future Learning that staffan take.
= Explore getting resourcesfor (2 S Kk @S 06SSy f221Ay3 odzi *&
employers (training video) Inclusion BC is loalg at creating some resources that may

meet our needs. This will continue to be a goal.
» Continue educating employers ¢ Have distributed brochure, we also did a number of article

supported employment in the Flipside
# Continue promoting Supported | Distributed brochure, we also did a number of articles in tl
Employment Flipside
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Recommendationgor the next year

® Continue to look for resources for employers

®1 Continue to ensure that all staff take dine training through Open Future Learning on
Employment

®1 Continue to ensure that employees that support individuals in employment take more
in-depth training
Offer Open Future Learning to Employers
Continue promoting Supported Employment in the community

Target for next year:7

Objective: Totrack the numbeiof peoplewho are keeping pai@mployment for three
months or longer.

Definition: Wewould betracking the people who have paid employment draekept their
employment for three months or longend are supported by the FSJAOlhis
would apply toall people who are working within this period his includeself
employmentas well.

Rationale: To measurehe number of people who are keeping employment long term. This
allows our agency to identify what reasons or barriees greventing people from
retaining employment.

Indicator Applied To Time of Data | Obtained By Goal | Actual
(Target Group) | Measure Source Results

%of people who have | Allindividuals April 1, Share | Supported 1006 | 92%

paid employment and | receiving serviceg 2013¢ March | Vision | Employment

haveretained their from the FSJACL| 31, 24 Superviso&

employment for 3 and who want to Special Projects

months or longer work Coordinator

Result:The previougear18 out of 18people that had jobs, ¢ld theirjob for over 3 months.
This year 2»ut of 23peopleheld their job for over 3 months, which % and our goal was
100%.

Our agency was interested in tracking this goal, as it may lead to indicators that while we are
perhaps finding employment for petg we may not be finding good matchkes people that
lead to long term employmentlf certain matches are ndéading to long term employment, it
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may indicatethat we need to providenore suppot to the employee or employer or that we
are notproperlymt 4t OKAy 3 GKS LISNER2YyQa aiAtfta FyR | ¢

Our hope is that through the proper process we can find employment that lasts long term and
therefore true connectias and inclusiohappen

Previous Recommendations and ActianBrovided jobcoach training to employees amdeated an Employer
Handbook.

Recommendations from Last Year Actions Taken

= Will continue to look for taining 2 S RARY QG FAYR Fy&GKAy3 {F
resources for employers employers this past year. Inclusion BC is going to be wor
2y GKSANI awSIFReéex 2AttAy3a |
year and we hope to be able to use some of the resource:

that they are creating.

Recommendations:
® Continue to look for resources for employers
®1 Continue to ensure that all staff take dine training through Open Future Learning on
Employment
® Continue to ensure that employees that support individuals in employment take more
in-depthtraining
®1 Offer the Open Future Learning Modules to employers

Target for next year90%

Supported Employment Program - Efficiency Measures

Objective: To ensure that there is an adequate numbestE#ff orientated to the Supported
Employment Program to effectively deliver all contracted hours.

Definition: In addition to staff who are filling the permanent positiomse need to have
adequate casuataff who are orientated to the positions so thegn fill in when
the permanent staffsaway. Staff would need to be orientated to the position
and be able to step in and deliver the required supports.

Rationale: Supported Employment is a priority of the FSJACL. We believe that employment
isthe key to true inclusion and all individuals who want to wakpuld be
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working. If we do nohave adequateaumber oftrained staff to deliver tk
services, we are unable to provideality, consistentsupports.

Indicator Applied To Time of Data Obtained By Goal Actual
(Target Group)| Measure Source Results

Tohave enough casug The Supported| April 1, 23 | ComVida& | HRSuperviso& | 2 1

staff to effectively Employment | ¢March 31, | Personnel | Special Projects

deliver supports while| Program 2014 Records Coordinator

the regular job

coaches are absent

Results: ¢ KS LINBQGA2dza &SI NJ 2dzNJ 32+t g1 a4 m | YR
criteria. This yearhere is Icasual staff that can deliver supp®mhen the job
coach is absent, however, we did not meet our target.

** Note: The casual staff pool is shared between Supported Employment and Community Inclusion Programs

Previous Recommendations and Actiararovidedon-line job mach training forstaff, continue to train casual
staff in more than one program.

Recommendations from Last Year Actions Taken

»  Staff who support individuals in Will continue this goal, as we recruit more employees
employment should take chne
job coach training
** Note: We have 17 staff from all programs that have taken thdina job coach training.

Recommendations:
® Ensure that all staff take the Open Future Learning Employment Training

Target for next year:2

Supported Employment Program - Access Measures

Objective: To increase the number of businesses who are willing to hire someone with a
disability.
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Definition: This applies to all businesses in the FSJ trashave hiredor are willing to hire,
someonewith a disability. If theyrire someone and the employmeRt2 Sa y Q
work out, this business is still countetf.the business hires more than one
person, the business is still counted as one. If the business has more than one
location but has different managers, each location wdagdcounted.

Rationale: To increase the number of businesses in our area who are willinggatimeone
with a disability. This goal allows us to measure how successful we are at
advocating for the individuals we suppoiThis was also a recommendatigiven
to us during our last accreditation survey; to increase the types of businesses in
which people are employed.

Indicator Applied To | Time of Data Source| Obtained | Goal Actual
(Target Measure By (Target or | Results
Group) Benchmark)

To increase the& of | All businesseq April 1, 203¢ | Employer Job Coach | 4 12

businesses who in FSJ and March 31, Contact Log | & Special

hire people with area 2014 ShareVision | Projects

disabilities Coordinator

Results: Last year, our goal was 3 and we had 4 new busingsaegvere willing to hire
someone with a disability. This year, our goal was 4 amtiad 12new businesses hirer
ready to hre people, therefore, we achieved our goal.

Previous Recommendations and Actionktave articles in Flip Side newspaperaise awareness of
supported employment; thgob coach meets with businesses regularly, and general word of mouth in
community.Ready, Wiing and Able Campaign to start, which was created by Inclusion BC and highlights
employment.

Recommendationsrbm Last Year Actions Taken

= Beinvolved in Ready, Willingar 2 S éSNBy Qi lotS G2 3ISd Ylhy
Able campaign last year, but Inclusion BC is hiring someone this year for
campaign and plans to create more resources. We will
continue this goal.
= Continue to explore 2SS RARY QO FAYR Fyé& NBA&2dzNX
opportunities to educate employers, so we will continue this goal for the next year.
employers ad promote program
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Recommendations:
® Plan to put employment success stories in different media (Northeast News, Alaska
Highway Newsgtc.)
Attend job fair at Pomeroy Hotel
Work with Inclusion BC to create resources for employers

Continue to promote the Supported Employment Program

Target: 6

—
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Respite Program
Respite - Effectiveness Measures

Objective: Tobe able to provide person centered supports to individuals while they are
receiving respiteservicesby having a Person Centered Plan (PCP) in place.

Definition: This measure applies to all individuals who receagularrespite (not emergency
placemens)in ourresidencesthis does not include individuals who receive
respite outside of our sta#fd residences.

Rationale: We want to ensure that all individuals receiving supports have a persdareen
plan in place so staknow(i KS LISNBR 2y Qa fA1S&8 I yR RA
person centered supports.

Indicator Applied To Time of Data Source| Obtained | Goal Actual
(Target Measure By (Target or | Results
Group) Benchmark

# of people All individuals| April 1, 2A3¢ | ShareVision | Special 90% 33%

receiving respite | receiving March 31, Projects

services who have | respite in our | 2014 Coordinator

PCP residences

Results The previous year, 10 people accessed our respite sefvige® 17 KI R t / t €
was a 70% success rate. This past yeéatahof 6 people accessed our respitagees and
only 2had PCPs.

Previous RecommendationsCreate a basic PCP as soon as person begins to access respite.

Recommendations from Lastear Actions Taken

» Continue with above CKA&a 6l a RAFFAOdA G G2 | OKA
recommendation and ensure P(C going to be accessing our services on a regular basis and
is done in a timely manner intake pkgprovides enough information for us to provide

good respite services to the person. However, if someon
going to be using the respite services on a regular basis, |
would be beneficial to have a PCP in place to ensure
continuity and be able to help thperson achieve goals.
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