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Direct Care Workforce Strategies Center 
Technical Assistance Project
• New Jersey was chosen as one of six states to participate in the DCW 

State Advancement Lab, receiving individualized technical assistance from 
subject matter experts and working with a technical assistance coach on a 
project to support the state’s direct care workforce

• The TA team facilitated collaboration across state agencies, provided 
research support, and assisted in the development of project deliverables

• New Jersey utilized the TA to create and implement a comprehensive 
strategy that focuses on providing training and career development for 
DCWs.

• This strategy also included a landscape analysis of the direct care 
workforce utilizing public data.
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DCW Technical Assistance Project
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Key Components of Developing a DCW 
Strategic Plan
Interagency Coordination

Stakeholder Engagement

Cataloguing Existing State Programs and Resources

Working with Available Data

Subject Matter Expertise
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Agency Participation
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Public Data Analysis
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Data Sources

Quantitative 
• American Community Survey
• US Bureau of Labor Statistics
• Lightcast
• PHI National Workforce Data Center
• National Core Indicators I/DD State of the Workforce Survey
• Internal DHS Data 

Qualitative
• Listening Sessions
• Stakeholder Discussions
• Work Group Discussions



Direct Care Workforce Demographics
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Part-time vs. Full-time Employment

• Most DSPs nationally (62.1%) 
and in NJ (68.7%) are full-time, 
though over a third of DSPs in NJ 
are employed part-time.

• NJ has a higher percentage of 
part-time DSPs compared to the 
NCI average. 62.1%
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Persons Served Compared to Staffing

• From the start of 2022 to the 
end of 2022, there was a 
10.9% increase in persons 
served.

• From the start of 2022 to the 
end of 2022 there was an 
increase of 4% in staffing.

• Staffing growth is not keeping 
up with the growth of persons 
served.
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DSP Tenure

• The largest share of 
terminations occurred during 
the first 6 months of 
employment during the time 
period analyzed.

• The largest share (31.9%) of 
DSPs have been employed 
for 3 years or longer.

• Over half (56%) of DSPs had 
a tenure of less than 2 years.
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Starting wage versus average wage
• Both in New Jersey and across 

the nation, the average wage is 
only marginally higher than the 
starting wage for DSPs, 
suggesting minimal wage growth 
throughout the course of a DSPs 
career

• The maximum average wage in 
NJ was $29, the highest State of 
all participating in the NCI.
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Benefits

• The most common benefits offered 
in NJ were

• Paid sick time (92.9%)
• Any paid time off (83.5%)
• Paid vacation time(75.0%)

• NJ providers offer bonuses less 
frequently (54.7%) compared to the 
NCI average (67.1%) 25.1%
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Recruitment 
and retention 
strategies
• Most common recruitment 

and retention strategies in 
NJ:

• Training on a code of 
ethics (82.4%)

• Realistic job preview 
(78.8%)

• Employee recognition 
programs (61.3%)

• Training for DSPs 
(57.7%)
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Where do the data point us?

• Wage Conditions: Although there has been an increase in wages, 
wages have, on average, not been increasing faster than minimum 
wage increases 

• Benefits Packages: While many workers receive paid sick time and 
vacation, the inclusion of bonuses, vision insurance, and retirement 
plans could be expanded. Offering more attractive benefits might 
help in both recruitment and retention.

• Full-Time Opportunities: Data indicates a high percentage of part-
time work among home care workers. Increasing full-time 
opportunities could provide job stability and increase worker 
retention



Where do the data point us? (cont.)
• Career Advancement Opportunities: Many DSP employers do not provide a 

career ladder that recognizes and rewards skill development and tenure. 
• Diversity and Inclusion Initiatives: Given the diverse racial and ethnic 

composition of the workforce, develop policies that support inclusion and provide 
cultural competency training. This could improve workplace environments and 
retention rates.

• Educational Support and Training: This includes offering post-secondary 
education support and employer-paid job-related training to enhance skills and 
professionalism within the workforce.

• Working Conditions: Address concerns related to working conditions, such as 
workload and burnout. Implement guidelines to ensure safe and reasonable 
workloads and provide mental health support services to workers.



Data gaps
• Worker Satisfaction and Job Satisfaction: While there is data on wages, benefits, and 

working conditions, there is limited information on worker satisfaction or job satisfaction. 
Surveys or studies assessing the morale and satisfaction levels of direct care workers 
could provide valuable insights into retention challenges.

• Longitudinal Data on Career Progression: While tenure and turnover rates are 
addressed, there is limited longitudinal data on career progression and mobility within the 
direct care workforce. Tracking career paths over time could provide insights into retention 
and career development.

• Prevalence of Multiple Job Holdings: While there is information on employment status, 
there is limited data on the prevalence of direct care workers holding more than one job, 
which could be an indicator of compensation adequacy. Understanding trends in hours 
worked across multiple jobs could improve insights into care quality.

• Current Practices in Promotions and Hiring: There is limited information on current 
practices around promotions and the hiring of direct supervisors. Identifying these 
practices could illuminate areas for improvement in career advancement opportunities.



Direct Care Workforce Strategic Plan 
Overview
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DCW Strategic Plan Outline: Strategies to 
Support the Direct Care Workforce

Gathering Data to Support the Direct Care Workforce

Recruitment: Attracting Talent and Building Educational Pathways

• Employer Focused Strategies

Retention: Creating a Sustainable and Rewarding Workplace
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Practical Considerations

• Each strategy is labeled as either short-term, medium-term, or long-
term

• Icons are used to highlight the potential resource needs of each 
strategy

• Outreach
• Stakeholder Coordination
• Policy Changes
• Data
• Technical Assistance
• Incentives
• Training
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Gathering Data and Incorporating 
Stakeholder Input
1. Host ongoing listening sessions for direct care workers, employers, consumers, and other 

stakeholders
2. Incentivize greater participation by direct care employers and workers in existing survey and data 

collection efforts
3. Establish Direct Care Worker Advisory Board
4. Create ongoing touchpoints with industry stakeholders
5. Continue monitoring activities for providers that are required to pass funding through to direct 

care worker wages
6. Conduct additional surveys, focus groups, and other data collection efforts 
7. Incorporate standard direct care workforce impact evaluation into existing programs and 

initiatives meant to support direct care workers
8. Provide technical assistance and training to providers on how to collect and analyze their own 

data
9. Centralize data collection efforts
10. Advocate for the inclusion of Direct Support Professionals in the SOC system
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Gathering Data and Incorporating 
Stakeholder Input
Advocate for the inclusion of DSPs in the US Bureau of Labor Statistics Standard 
Occupational Classification (SOC) system
• The US Bureau of Labor Statistics established the SOC system, a standard used by 

federal agencies to classify workers by occupation, to create consistency across agencies 
as they collect data on the workforce. DSPs, despite their growing importance in providing 
care for individuals with I/DD, do not have their own SOC code, meaning that there is no 
data specific to them being gathered at the federal level. Creating an SOC code for DSPs 
would create a rich source of federal data on DSPs in New Jersey, and allow for a 
comparison of information across states. While New Jersey cannot create an integrated 
SOC code for DSPs at the state level, State staff and legislators can work to inform the 
federal government of the importance of the profession and advocate for its inclusion in 
the SOC system, potentially in collaboration with other states and vital stakeholders.

• Timeframe for Implementation: Long-term
• Resource Needs: Outreach, Stakeholder Collaboration
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Recruitment: Attracting Talent and 
Building Education Pathways
1. Incorporate information about direct care training and employment into services for unemployed individuals and job seekers

2. Raise awareness of existing training and support programs amongst aspiring direct care workers and direct care employers

3. Create ongoing process for reviewing licensure and certification processes

4. Raise awareness of the current licensure and certification processes

5. Create opportunities for individuals with lived experience to enter the workforce

6. Develop direct care workforce career pathway guides

7. Expand existing training programs and develop next training programs to support the direct care workforce

8. Incorporate financial aid and other resources to support direct care workers in completing training and education programs

9. Review contracts of direct care providers that are funded by state agencies

10. Provide sign-on bonuses to attract direct care workers to the field

11. Develop or expand apprenticeship programs specific to direct care workers

12. Develop a direct care worker matching registry

13. Develop a direct care worker training and certification system with stackable credentials and opportunities for career progression

14. Encourage integration of information a bout direct care professions into career counseling in middle schools, high schools, and institutions of higher education

15. Translate training and testing materials into commonly spoken languages and offer ESL courses to allow non-English speakers to enter the direct care workforce
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Recruitment: Attracting Talent and 
Building Education Pathways
Develop a direct care worker training and certification system with 
stackable credentials and opportunities for career progression
• Utilizes insights from states working on creating comprehensive DCW 

training systems, including Wisconsin, Massachusetts, Michigan, and 
Washington DC

• Outlines initial steps for establishing a unified and streamlined DCW 
training system, including identifying core competencies across existing 
training programs

• Timeframe for Implementation: Long-term
• Resources: Stakeholder Coordination, Policy Change, Incentives, Training
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Retention: Creating a Sustainable and 
Rewarding Workplace
1. Make direct care workers aware of their rights as an employee
2. Encourage employers to take advantage of state programs by implementing incentives 

such as technical assistance or financial support
3. Provide on-the-job training and upskilling opportunities
4. Create benefits coaching programs and online financial forecasting tools for direct care 

workers in or actively utilizing public benefits programs
5. Explore options to reduce the risk of benefits cliffs
6. Explore structures for consistent wage increases for direct care workers, such as 

gradual wage increases 
7. Partner with IHEs to create opportunities for direct care workers to advance in their 

education and career
8. Provide essential supports such as transportation and childcare to make it easier for 

direct care workers to attend work
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Retention: Employer-Focused Strategies
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Implementing the Strategic Plan
• Office of the Care Workforce

• The Office of the Care Workforce partners with state agencies to develop sustainable career pathways, improve 
skills, and increase compensation for care workers. The Office supports direct care workers, as well as early 
childhood care workers and maternal and infant health providers

• Direct Care Professional Advisory Council
• The upcoming Direct Care Professional Advisory Council will allow direct care workers across various roles the 

opportunity to share their challenges and experiences with the State, and provide input on policies and programs 
that affect them. Workers receive a stipend for their participation

• Continued Technical Assistance with the LEAD Center
• The federal LEAD Center is currently providing technical assistance to the State of New Jersey in order to continue 

to develop strategies to support the direct care workforce. This TA opportunity focuses specifically on utilizing 
apprenticeship models as a recruitment and retention tool

• Jobs That Care
• NJ DHS continues to update the Jobs That Care website with new resources, and recently expanded the page to 

include information regarding Certified Peer Recovery Specialists and Deaf Language Associates
• Successful initiatives supporting care workers

• CHHA Career Program
• HCBS Loan Redemption Program 
• NADD Training Grants
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