
TO: I/DD Waiting List Interim Legislative Committee 

FROM: Lori B. Feldkamp, President & CEO 

DATE: October 18, 2021 

RE: I/DD Waiting List and System Capacity 

Thank you the opportunity to share with you the challenges faced by community service providers when 

looking to address the I/DD waiting list.  This is a complex issue with no immediate and obvious 

solutions.  The difficulties we face in addressing the waiting list should not discourage us from moving 

forward and doing what is right for those who have been waiting nearly a decade for services.  This is a 

wrong that must be corrected, even if it takes years to do so. 

System Capacity 

The current I/DD service system does not have the capacity to expand services.  Big Lakes shutdown 

new admissions six years ago.  At this time, we are only accepting individuals into services to fill 

vacancies left by clients who have died or relocated.  No expansion of services is possible due to the 

chronic workforce shortage we have faced for over a decade.   

When I am asked by members of the community why we don’t expand services to serve individuals on 

the waiting list, my reason is always the same.  I can find a home to provide residential services but the 

home would be empty because there is no funding for clients on the waiting list and I cannot anticipate 

when such funding will become available.  Even if I could predict funding for new admissions, I cannot 

hire enough employees to adequately serve who we have in services right now. 

System Improvements 

On July 1st, I/DD providers received a 7% rate increase to our HCBS reimbursement rates.  I cannot stress 

enough how important this rate increase was to us.  With these funds, we were able to provide our 

employees a $1 per hour raise in pay and increase our starting pay from $11 to $12 per hour.  Along 

with the $1 per hour in pay increase, we implemented recruitment and retention bonuses, ahead of any 

ARP funds we may receive, and made retention bonuses retroactive for all hires this past year.  We 

simply could not wait for the ARP funds to arrive.   

A full time DSP who stays with Big Lakes will earn retention bonuses of $500 in the first six months, 

$1,000 at twelve months and $1,500 at 24 months.  We also increased the incentive pay for our current 

staff who help recruit DSPs by paying them up to $2,000, if the applicant they refer is hired and stays for 

a year.  I would like to say these incentives have made a difference in our recruitment and retention 

results, but sadly it has not made a significant impact in our employee vacancies to date.  

Workforce Capacity 

As of today, we have 46 Full Time Equivalent openings at Big Lakes for direct support professionals 

(DSPs).   We are operating with only two thirds of the workforce needed to maintain operations.  Since 

July 1st we have received 50 applications and of those applications: 

 20 did not return calls/or texts, cancelled interviews or withdrew

 10 did not meet minimum employment requirements



 3 rejected offers

 17 hires are still with us

 Since January, 2021 our DSP net hire is a negative 11

Every week 1,855 hours are being worked by substitute personnel, if they can be found.  Many of our 

DSPs are working extreme amounts of overtime to make up the difference.  Management and 

administrative personnel are plugging themselves into the direct support holes in the schedule who are 

necessary to ensure the health and safety of the people we serve. Even with these efforts, many hours 

are not being worked which means that quality is not up to our standards.  This past year, six of our 

direct support staff have AVERAGED 100 working hours per week.  Burnout and frustration is rampant.  

Consistency in services is impossible to maintain. We struggle with morale issues everyday as a result. 

Waiting List Strategies 

It is imperative that the I/DD service system infrastructure be repaired and strengthened prior to taking 

on the elimination of the waiting list.  There is no “silver bullet” that will fix the I/DD system.  In my 

opinion, a multilayered approach must be implemented over several years to make substantial progress 

on workforce shortages and reduction of the waiting list. 

1) New Service Options:  An additional HCBS waiver or state general fund options may provide less

staffing intensive options at a lower cost that may meet the needs of some individuals on the

waiting list.  Not everyone needs day and/or residential services.

2) Competitive wages and benefits for DSPs:  Additional resources are needed to provide more

than a $12 per hour starting wage for our employees.  National DSP studies have documented

the 2021 mean wage for a DSP is $14.60 per hour (ours is $13).  50% of DSPs receive public

subsidies and 40% work a second job or extra hours to make ends meet.

3) Provider Support:  Resources should not be limited to only DSPs but also front line supervisors,

managers and administrative support staff.  We are having a difficult time recruiting accounting,

HR and nursing staff, too.  Utilities and other bills need paid.  Business infrastructures needs to

be supported.

4) Automatic Reimbursement Increases:  After nearly a decade with no HCBS rate increases, any

infrastructure repair that is done must also be assured of not falling behind in the future.

Reimbursement rates must keep up with the costs of doing business.

5) Childcare Assistance Policies:  National DSP studies have documented that 81% of DSP staff are

female, 43% are single and 63% are the primary income provider for their families.  Affordable

and available childcare is a significant barrier to working in this field.

6) Technology Friendly Policies/Reimbursement:  Human services will always need humans to

deliver services in some capacity but technology can be substituted in some cases to meet

specific needs.

7) Immigration Policies:  While this may take intervention at the national level, immigration

policies that encourage employment in human services would help to address the growing

demand for employees.  Some of the best and most reliable employees I have on staff were

born in other countries.  The ability to directly recruit and move individuals to Kansas for the

purpose of filling jobs that others in our community will not consider would be very helpful.

Thank you for the opportunity to share my thoughts on the elimination of the waiting list.  You have a 

difficult task ahead of you but one that is absolutely necessary.  I will do whatever I can to support and 

assist you in your efforts. 


