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EXECUTIVE SUMMARY 
 

n.d.-

 
 

access to employment and employment-
VR in Ohio. 

 
 

 
 

VR industry problems. OPRA leadership notes that the current 

that 

complex problem.  
 

Diagnosing the Problem 
 

 the problem begins to be diagnosed with an assessment 
 

 
 

 

 
 

 
 

the impact of 

also supplies a 
Gaps in the literature were 

 
 



 

2 
 

 
 

-
S/Virtuous Business Model. The researcher used th
dataset and primary research through -structured interviews. The researcher then used 
the to  
 

 
 

-day virtual training to help employment specialists meet the 
employment specialist professional  -annual 

  
 

Change Management Approach 
 

-dues 

management integrates the 
Business Model int
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SECTION 1: PROBLEM IDENTIFICATION AND INVESTIGATION

about more than access to 
employment. It is about having equal access to life. The reality is that many individuals with 

community with non-disabled peers. Each state has a (VR) agency that aims to expand the number of 
in

-

organ provide
many employment services are available to address various needs and barriers individuals may have to 
get a job.

can contract 

. OOD decides which services an individual 
. 

-a). 
APSE created the professional

2020). In providing 

Note. From Disabled Icon. Worker Injury and Disability [Photograph] by Andrey
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VR industry the goal is the same – to 

of individuals of 
U.S. 2 ). As of 

rate for people without a disability (U.S. ). At 
U.S. 

not just for the individuals but for 
employers and the labor force as well. 
 
The VR 

246). Palis et al. (2018) 
health. Self-

s gained from 

 166). Meade et al. (2015) 

(2015) found that 

 (p. 8). Equal access to 

 
 
When the VR correctly

VR 
need  

 
VR 

-on-one with individual
successful integrated community employment a reality.  
 

 . OPRA 
VR VR agency OOD has 

required CRPs to have their employment specialists earn a CESP 
employment service . OPRA believes this 

service inadequacies 
CRPs and the current gaps 

surround the CESP. 
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to individuals with intellectual and developmental 
statewide service system that meets the needs of individuals and service providers. OPRA has around 200 
member agencies serving 

 
 

 
with one serving as supervisor –2.5 million 

).  
 
OPRA focused 

-

-
-   As community-based services 

ex

 
 

—the Ohio Department of 

overwhelmingly engaged with OPRA lea

tween 120–140 members  

budget incr

intellectual and developmental d  
 

Note. Image from OPRA (n.d.). Used with permission. 
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roughly 44
 8 -

- more prominent
role in the VR industry

  

Figure 1. OPRA’s Role in the VR Industry

an

OPRA membership to member agencies. OPRA leadership n
n

Problem Scenario

unique quality standards for employment specialists.

the . The CESP 
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Riesen 
OOD adopted the CESP as a requirement for employment specialists to provide supported employment 
job development services . This service includes 

2022b). Disabled individuals ne
 

 

individuals receive job development services from employment specialists without the CESP. OOD 
employment job development and job 

specialist to 
 

 
OPRA leadership that many of its members who provide VR services need help to meet the state 

COVID- -

crisis and t
 a self-described 

by training  on behalf of 
 

 
OPRA leadership understands that being a primary resource of quality employment specialist best 

rategic plan but also address a pain point in the industry 

try. OPRA 
-

 
 

employment specialists 
-

a study has yet to be conducted to show that an employment specialist with a CESP 

no federal-level 
evidence exists that demonstrates the CESP improves performance or  in other ways  
employm
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need for more 
specialists  the measure. 
OOD has  and establish 

need to be 
able to employ more CESP-  employees. Data-
shortage exists. Howeve

 
 

ons were  the 2019 
and 2022 VR Manual (  

 

pain point—

- vide 

b). 
OPRA leadership 

 
 

ing 

000 individuals over the next two years with the 

 
 
OPRA leadership believes that a  

 . OPRA leadership believes this will 

leadership be  to increasing 
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on 

relevancy to member agencies and OOD and meet its strategic plan duty to quality services.  
 

 
 

supported employment  ability to reach agency 

 
cred

. 
 

ain community employment more expediently. 

 
 

allows member agencies 

ntly to increase capacity to provide SE services. Doing so allows CRPs to 
 

 
individuals with 

es 

and 
requirements for  ved. OOD can 
also serve as a resource for other states focusing on this problem.  
 

higher unemployment 
those 

 for 
provides greater capacity for independence and access to greater social equality. 
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to individuals consistent from state to state. 
 
Employment specialists currently do not have a  

employability and credibility for employment specialists.   
 

employment equality for the disabled 
community. Self-
increases for an individual with a disability 

2016).  Burns et al. (2009) 

employment and improved health 

highest rat ealth 
were associated with engagement in 

(McCausland et al.

-
ose with a disability. 

 

-
oyed and underemployed at higher rates than 

their non-

employment spec  
 

Purpose of the Project 
 

easures requiring a CESP.  
 
This project explores 
OOD and member agencies. This exploratory research examined the following elements: 
 

 E employment outcomes 

Note. From Young Deaf-Mute African American Woman Using 
Sign Language [Photograph]  .  
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 Interview member agencies  i the 
 

 Explore  
 
This study details the interrelated aspects of the . 
 

 
 
This project provides the necessary 

e 
ecause OPRA leadership is at the forefront of . The overall 

 
 

using one state as an example. This explor
of future research areas

  and 

 
 

s of Key Terms 
 
A c  (CRP) 

instead of in a sheltered environment. 
 

 are the various aspects of community jobs that are found for individuals with 
 

 
An  is a professional who -
on-  
 

 is a service that prepares individuals for the job search process through resume 

to employer needs. 
 
Member agency  
 
Placements occur when a community employer hires an individual with a disability. 
 
State VR agency is the state agency responsible for administering VR services or funding for VR services to 

 
 

 is a subset of the job development service reserved for individuals with the most 
 support securing community employment. 
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 is the all-encompassing 
employment. 
 

Summary 
 
The current requirement of the CESP to provide supported employment services in Ohio has created a 

are 
They are compelled by its strategic plan to explore 

The  includes an 
 the underlying factors and contributors to the problem and suitability of current CRP 

requirements.   
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SECTION 2: DIAGNOSING THE PROBLEM

Note. From Man With Down Syndrome Working in S [Photograph]

includes an analysis of the environment and industry within which the Ohio Providers 

the needs and 
challenges facing

a greater understanding of the 
environment

OPRA leadership desires to add value to its members by staying relevant and on the frontline of concerns 

-point core purpose: c a i resources
. T throughout 

the United States 
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services require an employment specialist with a  

regarding a need for more employment specialists holding CESPs to provide supported employment 

ed years 
OOD echoes this anecdotal evidence ment 

social equity. OPRA leadership is aware of 

understands that  is needed on evidence-
 

 

being a resource 

addressing the shortage of CESP employment specialists.  
 

Environmental At-A-Glance 
 

thoroughly understand the various aspects of the VR industry environment to be viewed as a leader and 

a  
 

VR industry environment from several angles to provide 

 
  
Social Climate 
 
The U.S. 

20
sought 

e
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58). 

Figures 2 and 3 compare Ohioans with and without a disability based 

Figure 2. Workforce Engagement C With and Without D 1

Figure 3. Income With and Without D 2

1 Community and Work D

. 
2 Ibid.
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-  

 
Technology  
 

-19 

CRPs incorporate 
services. Employers rely more on technology as 

-from- s. 

2021).     
 
Economy  
 

 overall Ohio 

2023 than in 

 
 

-
prior year ( ). The CPI-

Services Commission face rising costs amidst the hardships of 
 

 
Environment 
 

e d a
-). His 

a-a
-appointed to governor- immediately 

a -a). Michael 
shortly 

 

(O  

-controlled fee schedule 
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the VR environment in Ohio. Services have been 
added or deleted  
slightly in terms of 

 2022a). 
 

 
 

 
-
 

(Exec. Order No. 2019- -
friendly in the 2024– VR 

OD  

 

he Ohio 

s 
). Those in the 

 minds nment that 
 

 

22 ). While the bill has never 
 

provides further evidence of the desire of state leadership to push for equality for individuals with 
 

 
th 

). 

). The 
co

 
 
Law 
 
The last 

U.S. 

U.S. 
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U.S. 

 which includes long-
(  
 

s and oversees 
-a). 

schedule of employment 
specialists (
Ohio  
 

for CRPs 
s 

employment specialists without a CESP to provide services as long as they are under the mentorship of a 
CESP-holding co- can modify its 

 nor does a 

 
. P. 22). The remaining 

 
-

 
 

 any federal 
 

 
Ethics 
 

them  to inclusion 
-

 
 
The VR 

-

 
e 

VR advancement.   
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Industry At-A-Glance  
 

– 813910. This industry advocates for 
 elected 

-a). 

al 

-person 
cerns within this industry include diversifying revenue 

 
 

Environment 
 

the forces that assessed the appeal 

(Isabelle et 
 including 

2020). The bargaining power of buyers 

2020). The bargaining power of suppliers focuses on where the control of changes in input 
price and product value lies 2020

forces a
 

 
-

OPRA leadership must  factors  to operate 

 The ve 
f  
achieve its strategic goals. Below is an analysis that focuses on the 
level in Ohio. 
 
Threat of New Entrants 
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success
operate 

 
 

expand into related areas to increase the number of 

remely 
narrow focuses can broaden related interests to include more businesses. 
 

 
 

Table 1 for the revenue of some 
 

 
 

 Revenue in USD$ 

Greater Cleveland Partnership  

Ohio Chamber of Commerce  

  

  

  

Table 1. 3 

abreast of changes.   
 

 
 

who is compensated to  
(    
3   arch.  

. 
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legislature ies 
–91

currently 
Leg

 
 
Buyer Power 
 

 buyer 

 
 
Supplier Power  
 

 are few suppliers. 

provide in-
with state agencies and busi
hold more power.  
 

 
 

Ohio (APSE Ohio
 

 
for directly 

refrain from doing 
of 

 
 

 
 

and 

Many state-  
focused 
mer loyalty as 
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aligns with their business needs. Switching 

 
 

 
 

agencies to reduce buyer power. OPRA leadership's ability to provide indispensable services to members 
strengthens it

 
 

 
 

-b). For OPRA to operate 

n Ohio.  
 

c
as 

 2015). The CRP 

state agency. Many services are paid for using an outcomes-
 

 

-b). The number of CRPs providing services in a 
ate. CRPs compete for referrals within the geographic regions 

 and the 
. 

 

costs when they move referrals from one CRP to another. New CRPs can struggle to gain referrals if 
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for VR VR 
VR 

1 ). 
 

 
 

 Number of individuals determined to be eligible for services  
 N  
 Number of individuals who receive services 
 Number of individuals who successfully obtain and maintain employment for 90 days 
 A  
 A  

 
The data for the past three program years is listed in Table 2. 
 

 
Metric 2021 2022 2023 
Eligibility    

    
Eligible and Served    

    
Average Wage    
Average Hours 26.8 26.8 27.4 

Table 2. 4 
 

-A-Glance 
 
OPRA leadership believes that its fundamental customer is an individual with a developmental disability 

-

 
 
Mission  
 
To support and provide advocacy for providers to ensure the availability of high-

serve to achieve a life of increasing indepen
-a). 

 
   
4 
Annual data for 2023 was provided by S. . 
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Culture  
 

providers and individuals with intellectual and 

 
 

 
 

 
 
Core Strategies 
 

plan. 
 

  
families and community-

 
 To protect the right of individuals and families to choose where and how their loved ones are 

-quality 
 

  
-a) 

 
 

 
1. 

front-line professionals and the people they support. 
2. We believe providers should be supported and trusted to support people with developmental 

 
3. 

needs of the people they support in an ever-evolving society and system. 
4. 

2023). 
 
Strategic Plan 
 
Examining the OPRA 2023 strategic p

-
 

w h what on the concentric 
dership demonstrates 
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how it acts 

strategic p
methods of achieving its goals such as building 

. 

are illustrated in Figure 4.  

Figure 4. 2023 Strategic Plan Framework5

5

adapted from Start With Why: How Great Leaders Get E Same Page
2009. 
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OPRA leadership demonstrates their commitment to their purpose in a variety of ways. OPRA leadership 
encourages community within its membership through service- -annual state 

 
 

ums for members to opine on policy issues. 
 

informs members of the latest state agency 
 

 

 direct support professional (DSP) 

agencies. 
 

-person 

 
 
Impact of Environmental Analysis  
 

employment specialists 

impact 
 

 
Impact of Industry Analysis  
 

leadership and employees  various aspects of the VR 

 
to OOD leadership allow OPRA to advocate  for the industry.  
 
McKinsey 7-  
 
OPRA members provide personal care and 

 in-home 
care. OPRA members also provide VR 

- l and 
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Strategy  
 
OPRA leadership maintains a rolling one-year strategic plan  which is revised and approved annually by 

currently contains four external principle focuses and four 
goals. 
 
Four Principles: 
 

1. We 
front-line professionals and the people they support. 

a. (Direct Support Professional)/front-line professionals 
b. Provider infrastructure/business support 
c. System barriers 
d. Technology and the provider 

2. We believe providers should be supported and trusted to support people with developmental 
 

a. Provider quality 
b. Provider in good standing 
c. Oversight reform  

3. 
needs of the people they support in an ever-evolving society and system. 

a. Value of DSP/front-  
b. Resources needed to support DSPs/front-  
c. Leadership sustainability 
d. Advocacy Army 

4. 
as crucial to each and every person we serve. 

a. Highlight the services across the spectrum 
b. Promote services 
c.  

 
 

 
 Recruit new members 
 -members 
 Expand in-person member engagement 
 ies (S.  

 
 

 
board of d

Ohio -b ). The OPRA 
and -large volunteer 

-b  
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- -
( -c ). One of these employees serves as President 

 
 
OPRA leadership retains contracted services for three areas:  (a) The Success Group for lobbying services
(b)  

 
 

 Form 990). At the beginning and height of the COVID-

s 

members and created a new channel for memberships by inc

membership ( -
 

 
Systems  
 

which is 
the 

 
 
Skills  
 

 and with experience directly 

adequate ongoing training 
  s and promotes them from within whenever 

possible.  
 

 
 
OPRA employs nine -Caucasian. 

 
 

 The p
the strategic plan. 

 The vice president is 
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 The chief i o
and agile processes. 

 The director of a

with contract lobbyists. 
 The director of r resources is 

 
 The member c manager manages the membership database and agency website 

  
 The events m spring and fall c t special e

 
 The o outreach m internal 

 
 An a

 
 

-related experience in the area for which they are hired. 
is 

carefully recruit new team members who are heavily interested in public policy.  Employees meet once a 

 
 
OPRA employees are accountable to each other and 

 

 
 
Style  
 

among 

resource-driving 
guidelines.   
 
Shared Value  
 

— —into 

 
 

VR 

areas of employee responsibility overlap  leads 
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VR industry leader. An analysis of the s w
o t the internal and external components 

See Figure 5 for OPRA

Figure 5. 6

profound them to the greatest threat of losing 
the leadership can more 

growing memberships to solidify their ability to advocate for public policy that 

The Virtuous Business Model (VBM) is useful for ng includes 
the Be- -Do to assess 

6 was derived
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-

Be- -Do frames. See Figure 6. H

culture.

Figure 6. Analysis of OPRA’s Strategic Plan Using the VBM7

Be 

& 
with a well-

Know 

-

improve processes.

7 Adapted from (Spring) e DeVoe 
.  
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Do  
 

are 
leadership provides quality services to its members as indicated by its strategic plan and everyday 

e advocacy and 
-

not just to observe 
concerns but also to roblems. 
 
Value of Study 
 

VR. While 

need this vital 
 

 

 
 

Diagnosing the Problem  
 

CRPs who need more 
CESP. The shortage of employment specialists with a CESP is leading to CRP-created waitlists and CRPs 

can 
service s for 

 because 
cannot the needed  roles
adds  
 

s 

one CESP- will 
). OPRA 

 and OOD and 
 

 

 
 
OPRA leadership  q :   
 

1. 
 

2.  
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3.  
 

 
 
Known Facts Associated With the Problem  
 

Form 990

 
 

statewide shortage of CESPs  

faces compared to the number of jobs available (
Services Commission a minimum of 

-b). 
 

Associated With the Problem 
 
This study assumes that OPRA can help member agencies  
or resource access

 (i.e.  high turnover) ns 
. 

 
Knowledge Gaps Associated With the Problem 
 

-
ments 

 
 
Hunches, Ideas, and Hypotheses Associated With the Problem 
 
This study includes the hypothesis 

-related topics to member agencies. his study 
-year 
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OOD requires 
. 

 
Associated With the Problem 

 
a 

 
believes that 

 
 

 
 
The VBM  

This problem deviates from the VBM in 
several areas. The problem demonstrates an unprincipled aspect of the VR industry. Shallow levels of 

-
eadership desires to bring into focus possible 

by addressing the problem 
 

 
Problem Statement 

 
cannot meet the demand for supported 

2022b). The shortage limits access to gainful employment for  
( face a labor 
shortage where job openings are higher than the number of unemployed people in Ohio (
Services Commission2023). The driving force behind 

) 
-  

employment specialists (

Riesen 
has yet to exist (Riesen 

require -related research-
-b). Research 

does not exist to 

 
 

 Advisors
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VR 

- -created 
wait lists for individuals needing the supported employment service (
D

VR 
VR 

cipants per its strategic plan (

(

n to 
VR industry within Ohio on the topic of employment 

 
 

 
 
This exploratory study details the impact of current quality measures for supported employment services 

 and includes the  other state VR 
providing data on the 

 
and service were determined as a result 
of focusing on answering t  
 

 
 

 
 
This study addresses 
specialists and provides areas for future research

VR 
helped to 

d 
 

 
1.  
2.  
3. What are the barriers to CRPs employing CESP-  
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4.  
5.  
6. -

an un-  
7. 

 
8. 

 
9. 

 
 

Scope of Study 
 
This study focused 

is study are discussed below.  
 

 
 

as 

study is that member agencies provided 
when A second was that OPRA has 

outcomes and e A third was that state VR agencies are honest and 

was 

 
 

 
 

VR 
VR agencies that use the 

 guide future 
 

 
 

 
chooses to limit the study to ensure adequate focus on 

focused VR 

of VR in other states and globally.  
 



 

37 
 

C Interest 
 

VR industry  recently serving on the APSE 
 is to expand the use of the CESP as a standard 

employment specialist VR agencies. APSE leadership was made aware of this study. 
An employee of APSE provided general 

The CRP with which this researcher is 
 and d in 

various focus groups with OOD.  
 

interested in the CESP in the VR industry in 
n actual 

 
 

Summary 
 

VR 

OPRA to increase its value to member agencies are equally interconnected. Exploring employment 

 and an opportunity for OPRA to add value to its members and 
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SECTION 3: EXPLORING SOLUTIONS

Note. From Small Business Family Created for Disabled P [Photograph]
Signature.

The following builds on the 
gain a more thorough understanding 

ensure that 
is collected and considered.

. -dues revenue was 
challenge

2023). the number of members or retaining more memberships were beyond the 
top three concerns. 
themselves as the 

ue streams 



 

39 
 

reinforce engagement can only be 
 

 

2018).  tangible value to 
recruit and 

retain when highly visible to non-
member agencies 

). N

not 
ver half of trade 

 

members and non-members. 
 

Comprehensive Review  
 

he 
increasing value to its member agencies requires them to understand employment 

 for employment specialists incorporate many 
variables. The impact of employment specialist 
agencies to employ quality employment specialists are two 
needs to ensure their 

 
 

Among States 
 
Since the success of supported employment services largely depends on the employment specialist 
(Riesen employment specialists 

9). While a federal standard for 
employment specialist 
(Riesen  
 

 
 

Some states use college degrees as training standards (Riesen 
These degree requirements can range from an associate's to a master's degree (Riesen Other 
quality standards  

 
accessible Riesen employment specialists to complete state-

Riesen  Several states require 
Riesen 
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2022). CRP employment 
specialist Riesen
among state-
Figure 7.  

Figure 7. State Q 8

various 
for supported employment service provision are reviewed more in-depth in Appendix 

A. and Tennessee

Third-
grant employment specialists specialist in 

8

graphic.
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 and acquiring  employment 
specialist and CRP meet employment 
specialists 
employment specialists for these states. 
 

Texas and Wisconsin  require state-  
  In requiring state-

the state VR agencies have a greater ability to impact the cost of the training
state- is employment specialists (Wisconsin Department of 

 These trainings are much shorter than a typical college degree program. 
training employment specialists are more 

readily available to provide supported employment services. 
 

 
 

Riesen –10 hours of annual 
Riesen – hours 

(Riesen employment specialist training does not 
-

 
 

 
 
Despite every state VR 
order for -b). State VR agencies use an order 

cannot serve every eligible individual (  -
b - - the most 

-b). 
 

employment training requirements vary 

 (Colorado Department of Health Care Policy and 
p. 5–

-
-b).  require state- e an 

 

-b)
or services 

-b ).   
 

regarding the 
services. Most 

 (Riesen  
Nearly one-  (Riesen  
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With Other States  
 

not for 

allow instead of 
–18 months to provide 

ists to 

requirement is not explicitly stated but implied as w

See Appendix E for individual state 
requirements. than in 
training or only state-

 college degree. ing ongoing training. 
reasonably 

 
 

 
 

that signify competence 
More research is needed 

for employment specialists on employment outcomes . 
that ly impact customer experience and outcomes in 
 ( so 

impact s  of  
 

 
 
Pressure to recruit and re

challenging 
The   
 

shortages 
-  
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long-

2020).

- -baccalaureate 
to prove

An -
employment specialists was conducted in 2022 which indicated that professionals earlier in their careers

gaps i
specialists obtaining a CESP. -baccalaureate 

social service and health industries. 

Individuals with behavioral health disorders can earn a 

use
help others receive services by drawing on their own 

22). Most 
red this 

-baccalaureate 
-

- - Employment probability 
et al. were to

receive 
T

with
integrated into career paths by employers tend to have wage increases and career 

- are vital for professionals 
ing mid-

Also be valuable to
led to greater esteem by co-

-
an increase in several intangible areas

Note. From Disabled Students [Photograph]
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increased  
 

Client’s  
 

 impact on outcomes. VR counselors provide case management for individuals with 
VR counselors decide which services an individual with a 

 
 
VR 

2019). A VR s 
et al.  51 VR counselors with 

the CRC are considered more professional and  engaged with individuals (Sherman et al.
CRC holders 

 (Sherman et al.

et al. . VR agencies may hire VR 

The Department of Veterans 

advance the 

 
 

client outcomes. 
 a costly 

barrier to employees.  
 
Measures of Quality Services 
 
The crux of employment specialist  impact  

employment's impact 
  

of employment on individuals aligns with the social model of disability 
versus the medical model considering 
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regarding 
during services and   
 

should feel empowered self-accepted l due to 
 

employment outcome -
increase individuals  

intangible  
 

If an individual is born with a disability or 

months Services A
throughout 

 
 
Quality outcomes lead to career advances

RSA measur
to evaluate encompasses feelings about the 

 how 
a person rates  

  
 

experience 
meaningful  determine quality service 

Professionalism refers to respect for yourse
- ). Meaningful 

er the  

outcomes. 
 
Service quality is evaluated by . Service outcomes include 

quality measures include tangible and 
intangible measures and . 
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Benchmarking 

It 
value to 

members. and member 
engagement to measure value.  

Membership value and growth

-
to strengthen diversity 

are being made to create an inclusive culture 
are

member Trade 

programs 

must
Understanding
value to members. 

various industry reports. Various measures exist to 
assess including the growth of 
non-dues revenue and the percentage of non-dues 
revenue compared to overall income. An 
indicator
with members each month and through what medium.

- is 
another measure for
leaders. indicator

.  

virtual and in- adding 

Note. From With Down Syndrome [Photograph] by FG 
Images Signature.
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- trade  
leader  leaders also perceive value in training and 

para. 5 value to their 
-

s Popular measures of engagement 

Membership data also measures engagement and the perceived value of membership. These measures 
include percentage length of 
membership.   
 

 Strategic 

industry . 
 

 
 

e

 
 

are 
explored below. 

 
 

 
Professional in   
because the three industries provide a high degree of hands- est 

 in nursing professional development rely -
-  

are built on partnership ongoing rapport  
 
Nursing Industry. 

professional development strives for quality by e the most recent and 
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understanding of 
relevant and up-to-  
 

. Professional development b rest on the  of 
Each of 

these three components is transformed as the  model is 
implemented See Figure 8. 

 
 

 
Figure 8. 9 

with each 

 

be  
287) . Interprofessional 

 

 
 

-
Five 

professional development methods include   
9 This model shows the progression from building capacity to learning to 

28(3  286. Copyright 2022 by Routledge Taylor & Francis Group. 
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 Six components of professional development 

 and encouragement of 
 . Teachers are provided a pathway to true 

professional development through persistent  
and change  
 
A culture of care begins with the 

Fostering this culture employs four 
: 

ust in 
Ca encourage the capacity for teachers 

 
 

Model for Professional Development. These three elements are then further developed to progress a 

 

learning. 
 

overlap and 
 

by persistent support of engagement in on upon emerging evidence-
 

promoted. 
 

 
 

with 
 are examined. 

 
. 

 
 

To 
successfully 
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Lobbyists. deliberately 

. See 
Figure 9. 
agency is or represents the messenger conveys and 

Figure 9. 10

The Responsible Lobbying Model
by addressing both lobbying content and process. The model an ethical 
dialogue

the basis of every step in the lobbyin

10 B O L Case 
Halduskultuur—

(2). 
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Figure 10. 11

to address 
the process of lobbying:   

demonstrate social responsibility.  

-

that the greater good of society is advanced
. 

-
bbying process due to increa

with a common goal though the individual 

demonstrate colla toward 

mpact on society

11 It was adapted from 
Lobbying: A M M 53

Copyright 2014 by Greenleaf Publishing. Used with permission.
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In exploring the challenges with the rofessional 
development strategies drawn from  OPRA leadership should consider 

s . The standard must produce the desired outcome and 
-based evidence. 

ng a professional growth 
-based 

methods. essional 

that delivers tangible value to its members. 
 

-building and lobbying strategies. 

that increase alignme s. 
 to 

exert . 
 
Research Methodology 
 

industry 

understanding of the impact sub-baccalaureat
-

 
 
Exploratory data analysis is ideal for this study  
2020

). 

and producing provisional analysis as opposed to  
 
Riesen et al. (2022) note -
with employment outcome data. The RSA-911 report contains performance data for each state VR 

Riesen et al. note that employment outcomes data in the RSA-911 report 

a study has yet to be conducted to show that an employment specialist with a CESP is more 

). 
research approach (Fife & Rodger

r
maintain credibility and transparency. 
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-hac

inappropriate 
 

 
r

2022). Three rules that apply include 

r
these rules allows 

 
 

there is 

of a previous study provide evidence that an exploratory study is appropriate for researching the CESP in 
the Ohio VR industry. 
 
Synopsis of the Literature 
 
The literature above reveals he 

that state VR agencies use to qualify employment specialists providing supported 

more resources than other states impose. 
-

outcomes. Further -

s but intangible elements such as job 
 

 
The literature above also provides 

 
 

 
 
Considering 

of 
more 

is needed  numbers of CESP-
cr    in this obstacle. 
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increase 
OPRA leadership to increase its value to members. 
 

 
 
The comprehensive literature review supports the by thoroughly examining 

his review contributes to a comprehensive understanding of both the VR and trade 
 

 
 was  

the 
outcomes   
 
Summary  
 

 a comprehensive 

is currently available 
-baccalaureate 

to 

 
 

challenges of 
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SECTION 4: MULTIPLE PERSPECTIVES AND TEST SOLUTIONS

Note. From Volunteer With Intellectual Disability Working at Bakery W [Photograph]

quality service measures

profession

an exploratory research design 

-
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(s).  
 
NOISE Analysis 
 
A SWOT analysis for OPRA is shown in Figure 5 in  . A NOISE analysis considers 

See Figure 11.  
 

 
        Figure 11. NOISE Analysis Diagram12 
 

  
12 A pictorial diagram of the NOISE Analysis. From NOISE Analysis: An A   

- -swot/ Used with permission. 
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The NOISE -
n.d.). content in the NOISE Analysis Diagram (Figure 11) and the primary NOISE analysis 

 listed below were considered in the research methodology and when the research 
 

 
 Needs—  
 —  
 Improvements—

 
 Strengths—  
 —

 ( ) 
 
Delta Model Analysis 
 

 to present an assessment of 

Model a scale of customer loyalty  as shown below. 
 

  means customers are 
.  

  is earned by engendering customer feelings towards product or service 
.  

  is the display of brand loyalty and commitment to repurchase. 
  

 
 
The Delta Model is a tool to help increase customer loyalty to the level of by focusing on 
customers. The model was created by Arnoldo Hax and is based on 10 

10 Haxioms: 
 

1. The center of strategy is the customer. 
2.  you win by achieving customer bonding. 
3.  it is love. 
4. A product-

 
5.  
6.  
7. Strategy has two : c  the 

 
8. Reject the two  needs and 

 
9. The strategic planning process is a dialogue among the —

. 
10.  
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The 10
-

12.

Figure 12. 13

McKinsey 7-S and Virtuous Business Model Analysis

e -S 
Model ( ) and the VBM (

and

-

13 A diagram of the Delta Model. Adapted from The Delta Model: How Arnoldo Hax R Corporate 
Strategy -made-to- -model-how-arnoldo-hax-

-corporate-strategy
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and Do structure ( -
form the cultural or spiritual capital of the VBM. Social capital becomes a new element provided by the 

-S does not include. This element is important to include as it consider

associates. Shared values become the central focus of all three grouped components. See Figure 13 for 
-S/VBM Combined Model.  

Figure 13. McKinsey 7-S and VBM Combined Model14

ing ing

in OPRA leadership to truly increase its value in this space.

was required for OPRA 

literature 
The planned inquiry was designed to further answer the driving 

H
i VR

  

14 Adapted from Change Management Models: A C Analysis and Concerns IEE 
46 and Virtuous Leaders and 

O by M. .  



 

60 
 

B. The secondary data consists of 

their agencies and the  
 

Research Methodology 
 

to gain insights 

an employment specialist without it ( ). A previous study 

(Fife & Rodger . The purpose 
& Rodger The mixed data 

  

data  for the exploratory study. 
 
Research Method 
 

 a  approach was used to collect 
e 

 was gathered from private agencies regarding their views of the impact 
. The semi-structured  

developed to . Q  aided in ing 
themes for future research regarding the CESP  on employment outcomes. 
 

 
 
This mixed-

ese  
 

 
 

. 
and the CESP status of the employment specialist producing the 

employment outcomes.  
 

. given to 

collected data: the aggregate placement outcomes by employment specialists
-

CRPs or 
employment specialists. 
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placements by the employee. The measurement scale of each variable is the following: 
 

 CESP Status  Nominal 
 Total Number of Placements   
 Average Wage   
 Average Hours   

 
The dataset provided 
services   
 

the its reliability and validity. 

in the future. 
 

. OPRA and the researcher maintained ethical 
boundaries in sharing the dataset collected and maintained by OPRA leadership. OPRA determined to 

 
 

. d CRPs who are members of the provider 
 that each member agency 

-
 

 
Role of the Researcher. 
outcomes dataset. Refer to Appendix G. 
 

 
 

. -structured 
C

to gather an in-
greater understanding of the role members feel OPRA should play in this 

-ended to obtain more 
diverse insights. Data satura

 
 

. This researcher was the primary data 
instrument. Six interviews were conducted over a three-  through 

-structured 

safe in the resear  
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. 
regarding the number of employees 

supported employment 
services OPRA 

 
 

. 

age (Appendix D) before 
 

 
The Belmont Report notes three basic ethical 
( ). The researcher preserved 

 
Ben was supported by maintaining 

-  
The goals were to e 

 
 

. included CRPs who are members of OPRA and 
provide the supported employment-
with experience related to 

the 

-  
those 

agencies providing supported employment services were included. purposive sampling of six CRP 
to meet the above criteria.  

 
Role of the Researcher. The researcher is an employee of a private CRP in Ohio  which is a member of 
OPRA. The researcher  years of experience 

As well-

before being interviewed. They were made aware of who would be interviewing them before 
Prior to 

-  further insight from 
each interviewee as warranted to clarify responses or to obtain more details

actor. 
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Research Analysis 
 

was applied to all data collected under the mixed methods design. While 

analysis that is used 

help to connect disparate types of 

ns of shared Ayre & 2022
Approach ). As such  the same principa  were followed for 
the analysis and then combining the datasets.  These steps involve fully immersing in the 

topics and 
 

 
Employment Outcomes Data Analysis 
 

re coded by using an assigned number. 
Employment specialists were also assigned a code. The researcher received the dataset with the CRP and 

employment specialist included 

  
 
Each variable was divided into two groups: those with their CESP and those without a CESP. These two 

 
 

exploratory data analysis (Fife & Rodger  

 of data. Histograms visually 

2020). 

measured using Measures of 

 were created using the Excel add-in Data Analysis feature. Following the steps of 

techniques. The graphical (Figures F1 and F2) (Tables F1 and 
F2) for each variable are located in Appendix F
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developed that were then 
analysis.  
 
Theme 1: Employment O Share S  
 

wages and average 
h
data  appear similar. The range of 

 
 
Figures 14 and 15  
by employment specialists with and without a CESP . 
 

 
Figure 14. S
With a CESP  

 
Figure 15. S
Without a CESP  

A 
and without a CESP . 
 

 
Figure 16. S With a CESP  

 

 
Figure 17. S Without a 
CESP  

of central tendency are quite similar to measures of variability and shape for those with and without the 

measures in Table 3.  
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  Yes CESP No CESP Yes CESP No CESP 

      
Mean 13.06 13.25 23.70 24.10 
Standard Error 0.27 0.41 1.27 1.53 
Median 12.97 12.97 21.7 21.7 
Mode 12.97 12.97 21.7 21.7 
Standard Deviation 1.0832 1.5911 5.0685 5.9072 
Sample Variance 1.1733 2.5316 25.6897 34.8953 

 3.8052 1.8256 7.2982 3.9474 
 -0.7756 0.6583 2.3795 2.1422 

Range 5.09 6.9 22.8 21.4 
Minimum 10.1 10.1 17.2 18.6 
Maximum 15.19 17 40 40 
Sum 208.92 198.68 379.24 361.47 
Count 16 15 16 15 

Table 3. S A Wage and Hours by CESP Status 

that 

as 
receiving VR assistance. The trend in commonality should not be considered absolute and widely 

area for 
 

 
Theme 2: Employment O D  
 
The total number of placements showed a  between having and not having the CESP. 

 
 
A comparison of the histograms for the total number of placements by employment specialists with and 
without a CESP. 
as seen in Figures 18 and 19. 
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Figure 18. S With a 
CESP

Figure 19. S Without a 
CESP

the 
o

suggest that the data See Figure 20 and Table 4.

Figure 20. Placements by S ’ CESP

Five-Number 
Summary Yes CESP No CESP

Minimum 1 1
First Quartile 5 2
Median 12.5 5
Third Quartile 24 16
Maximum 30 19

Table 4. Summary of Placements by S ’ CESP Status

Central tendency and 
as shown in Table 5. 

0
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Placements Yes CESP No CESP 

   
Mean 13.81 7.33 
Standard Error 2.35 1.72 
Median 12.5 5 
Mode 11 2 
Standard Deviation 9.3895 6.6619 
Sample Variance 88.1625 44.3810 

 -1.1009 -1.1895 
 0.3681 0.6978 

Range 29 18 
Minimum 1 1 
Maximum 30 19 
Sum 221 110 
Count 16 15 

Table 5. S Placements by  
 

that 
whom an 

ern and suggests an area for 
 

 
Semi-Structured Interviews: Data Analysis 
 

-

immersion. Reviewing recordings is preferred to reading transcripts for the data immersion step in 
analysis as it allows the researcher nuances of context 

  The researcher then reviewed 

develop themes.   
 
Theme 3: I Earn the CESP are Burdensome 
 

-  that is required before qualifying 

  up to a year before they can apply to 
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. . . . So I have people who are really 
 

-hosted 
study sessions for the exam were suggested. Respondents also indicated a desire that OPRA advocate to 

 
 
Theme 4: Training enew the CESP are D F  
 
The availability 

required ongoing training 

to try to cram all 36 
-led 

training. One respondent also added that OPRA should advocate to OOD and other state agencies to 
provide training that is already approved for CESP training credit. 
 
Theme 5: OOD P inder the Supported Employment S  
 

supported employment versus job development diminished the value and need for the CESP. Actual 

how 

. 
 
Theme 6: Opinion Exists egarding the View of the CESP 
 

Some 
employment specialists

- I - 
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Theme 7: Opinion Exists egarding the CESP 
 

 

wed us to help 
 

 
Other respondents found the cost of obtaining and maintaining  too high and did not see 

 as 
well as . One respondent noted that the test fee 
added to already high turnover costs. Respondents suggested that OPRA leadership should advocate for 

advocate for a higher reimbursement fee for supported employment servic
 

 
Theme 8: Member A Wide D E With the CESP  
 
Through all the responses provided

unanimous support from all respondents. None of the other themes 
interviews 

 
 
This study created codes and developed themes from the semi-structured interviews conducted with 

that provide supported employment services in various geographic 

 
 

Research Findings 
 
This study explored 

 
needs. The exploratory research included a mixed- with analysis of the 

 collected through semi-structured interviews. 

analysis was then applied to combine Eight themes were 
: 

 
  
 Theme 2: Employment outcomes diverge. 
 Theme 3:  
  
  CESP.          
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 Theme 6: Inconsistent opinion exists regarding the view of the CESP as meaningful or  
                  meaningless. 

 Theme 7: Inconsistent opinion exists regarding the CESP as a cost to a CRP or an avenue for    
                  growth. 

 Theme 8: Member agencies have diverse experiences with the CESP. 
 

as a whole. A new list of topics was developed. The researcher reviewed data again to group topics into 
upon the categories and the data to develop themes. 

. 
 
Finding 1: The CESP: Indicator of Quality Employment Outcomes  
 

et al

eir 
 whereas others felt there . In light of the 

-quality measure 
for employment specialists than tangible ones. While wage and hour data are more readily accessible and 

  
 
Finding 2: The Cost-B  of the CESP Varies by CRP  
 

the OPRA dataset had 
one placement  the placements 
count would directly impact an agency's 

 The 

force diversity ( Some 
ss with  with CESPs being seen 

 whether the CESP reduces 
turnover or adds to the cost of turnover. -even analysis is provided below to provide clarity on this 

  
Cost of CESP 
 

a 
examined below. 
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The total cost to apply for 
-c ). The  

 

development  a CRP 
-service-related Public 

that 

to 
-d)

: 
 

 
 

 

( -e)
 (n.d.-f) which 

 member 
year ( -f)  
 

is 
: 

 
 

 
 

 
 

supported employment services. The current OOD 

 
 
CESP Break-  Analysis 
 
A CRP needs an employment specialist to place two individuals receiving supported employment to fully 

in s :  
 

– - 
net loss 
 

-  
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From the data collected employment specialist with a CESP had one total 
placement in the six-month period the data was collected. This CRP may not see a cost-
maintaining  unless at least one more placement is obtained for the year. The 

 
on  

 
Finding 3: CRPs Face Varying Barriers  
 
Themes 3 and 4 are associated with 

The barrier of applicable and 

-oriented learning op
 from the Ohio VR industry.  

 
Finding 4: With OOD N Impact Views on the CESP 
 

employment specialists are mandated to have the creden . 
The 

While gener
decide  who should receive the supported employment service that requires a 
CESP and who should receive the comparable job development service that does not require the CESP. 
The variability  among counselors 

on  
 
Finding 5: The CESP C  P I Employment Specialists  
 

holder's  

respondents noted that employment specialists are pleased when they pass the CESP exam and earn the 
who t. This 

 
 
Finding 6: The Dichotomy of Opinions Suggests an Opportunity  
 
Theme 8 is 
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encourage the 

 

  
 

to use this issue as an opportunity to increase member 

in which  value. 
 

 
 

for OPRA leadership.  
 
NOISE Analysis 
 
Figure 21 represents the NOISE analysis. It shows the synthesis of 
and the mixed-methods research  
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Figure 21. 15

1) sessions and mentoring 

2)
3)

and the ongoing cost of the CESP for CRPs.
4) OPRA leadership can foster discussions surrounding the CESP and the various impacts members 

of the diversity of shared experiences and create a goal for advocacy that supports all 

Delta Model Analysis

improvement are 
created. The Delta Model strives to achieve increased loyalty through a customer-focused strategic 

Table 6 along with the 

15 Adapted from NOISE Analysis: An Al -
-swot/
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 Best Product  System Lock-In 
Scope Defeatured  Full-featured 

 
Broad Product Range: 

 Bundling 
  
 Outsourcing 

Nurturing Complementors: 
 Variety and number 
 Open architecture 

Scale Product: 
  

Customer: 
 Customer share 

System: 
 Complementor share 

Bonding  
  
 Dominant design 

 
 -in 
 Learning 
  

 
 -out 
 Proprietary standards 

Table 6. hree O Strategic P 16 

Table 7
 

 
  

Best Product OPRA leadership advocate to OOD regarding the 

of the CESP for CRPs. 
OPRA leadership -day training on topics 
related to the CESP. 

 
semi-annual conferences. 
OPRA leadership coordinates member-led 

development. 

use the CESP to advance professionalism in VR. 
-In OPRA leadership brings in training providers as 

Associate Members to provide CEU trainings. 
OPRA leadership invites 

-hour required intensive training that 

of experience instead of one year. 
OPRA leadership forms 

inform and educate member agencies. 
Table 7. S Using the Delta Model17   
16 Adapted from Three O Strategic P  in Delta M
Management for a Changing World    
17 Ibid. 
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Using a customer-
-

 
 

 
McKinsey 7-  
 

-S/VBM Combined Model is well-suited 

values. 
 

 
 

1. O s and mentoring 
 

2. OPRA leadership can advocate to 

and the ongoing cost of the CESP for CRPs. 
3. OPRA leadership can foster discussions surrounding the CESP and the various impacts members 

of the diversity of shared experiences and create a goal for advocacy that supports all 
 

4. -day training on topics related to the CESP. 
5. -annual conferences. 
6. OPRA leadership coordinates member-

development. 
7. 

industry. 
8. OPRA leadership brings in training providers as Associate Members to provide CEU trainings. 
9. -hour 

experience instead of one year. 
10. 

agencies and improve opinions of the CESP in Ohio. 
 

-S/VBM Combined Model: 
 

 c a
i r
assigned for each . 

  
  
  
  



 

77 
 

  
 Social Capital: Using  

. 
 Shared Values: One point is assigned for each  

 
 
Table 8 

 
 

 
 

Economic Capital Spiritual Capital Social 
Capital 

Shared 
Values Total 

Strategy Structure Systems   Style 
1 2 0 0 0 0 0 0 2 4 
2 2 1 1 1 1 1 1 1 9 
3 3 1 1 1 1 1 2 5 15 
4 1 1 1 1 0 1 2 4 11 
5 3 1 1 1 1 0 3 4 14 
6 2 0 0 0 1 0 2 3 8 
7 2 1 0 1 1 1 2 5 13 
8 2 1 1 1 1 1 1 2 10 
9 2 0 0 1 1 1 2 2 9 

10 3 1 1 1 1 1 1 3 12 
Table 8. Ranking P S Using the McKinsey 7-S/VBM Combined Model 

-
alignment scores will next be assessed for 

 viability. 
 

 
 
Five  . The 

and viability of  will now be evaluated.  
 

 
 

 OPRA leadership can foster discussions surrounding the CESP and the various impacts members 

of the diversity of shared experiences and create a goal for advocacy that supports all 
 

 -annual conferences. 
 

industry. 
 

member agencies and improve opinion of the CESP in Ohio. 
 -day training on topics related to the CESP. 
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s Explored 
 

 
 
OPRA leadership can foster discussions surrounding the CESP and the various impacts members feel it has 
made in their CRP to 

 
 

. 
the CESP. The literature review found that successful 

rnover 
With OPRA leadership-led discussions to 

created.  
 

. 

y. 

CESP requirement. -

Shareholder 

ing value 
to current members and increasing membership renewals. 
 

 
 

-annual conferences. 
 

. -related 
-person events 

that add  

). 
 

.  
 

disadvantages include expanding the focus of OPRA conferences from agency leaders to include agency 
frontline employees. 

 
-approved for CESP CEU 

Shareholder value increases through enhanced 
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strategic  
 

 
 

 
 

. 
meaningfulness of the CESP. as found in the literature review  

for VR 
counselors lead to higher-
2020). 
 

. 

. 
-

Focus on enhancing the quality of employment 
specialists and increasing professionalism in the VR industry adds shareholder value. OPRA leadership 

  
 

 
 

improve opinion of the CESP in Ohio. 
. E

 . literature review that 
the CESP requirement is similar and equitable 
standards.  a commitment to professional growth 

 
 

. include increasing the value of OPRA through 

the future. member disappointment if OPRA 
leadership cannot advocate for all changes invite 

  
 

Shareholder value increases some through a greater understanding of ways to meet requirements. 
Shareholder value increases much more if OPRA leadership can 

of 
-in. 
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-day training on topics related to the CESP. 
 
Research and . Indicated in the research there was a need for increased 
CESP-  members value professional 

events -
 add  

 
. 

 that is cost-
disadvantages include expanding the focus of OPRA-provided training from agency leaders to agency 

one-day in-person training includes 
-

for The cost  a one-day virtual training would limit 
 from having to rent space. non-dues revenue. 

-
 

 
 

 

helps various 
). FMEA requires input such as 

). The purpose of using an FMEA in a service 
).  

). 
ing  are listed in 

Table 9. 
 

Severity Likelihood  
4  4 High 4  
3  3 Probable 3  
2 Moderate 2 Occasional 2 Moderate 
1 Minimal 1 Remote 1 Easy 

Table 9. Risk Scoring 

 the three scores above 
).  

 
were proposed: 

 
1. OPRA leadership can foster discussions surrounding the CESP and the various impacts members 

feel it has made in their CRP to encourage 
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of the diversity of shared experiences and create a goal for advocacy that supports all 
 

2. -annual conferences. 
3. 

industry. 
4. 

member agencies and improve opinion of the CESP in Ohio. 
5. -day training on topics related to the CESP. 

 

 
 

1. -day training on topics related to the CESP. 
2. 

opinion of the CESP in Ohio. 
3. -annual conferences. 
4. 

industry. 
5. OPRA leadership can foster discussions surrounding the CESP and the various impacts members 

of the diversity of shared experiences and create a goal for advocacy that supports all 
 

 

assessed. 
   

 
Table 10 displays the  assessment for the .  
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Risk  S L D RPN TOTAL 

1 Decreased 
engagement  

1 1 1 1 52 

Member 
tension 

OPRA leadership can set the tone for the 
 

3 3 3 27 

Poor value OPRA leadership can explain how a 

 

2 3 4 24 

2 Decreased 
engagement early to produce interest. 

3 1 1 3 22 

Member 
tension 

OPRA leadership can clarify the general 
member needs to be met  

1 1 3 3 

Poor value OPRA leadership can get conference 
proposals pre-approved for CESP training 
credit. 

4 2 2 16 

3 Decreased 
engagement  

2 2 1 4 40 

Member 
tension 

OPRA leadership can provide in-depth 

had on other industries. 

3 3 3 27 

Poor value OPRA leadership can explain the importance 

the industry. 

1 3 3 9 

4 Decreased 
engagement 

OPRA leadership can explain the type of 
 

2 1 1 2 14 

Member 
tension 

 2 1 3 6 

Poor value 
-  

1 2 3 6 

5 Decreased 
engagement 

-day 
training and 

.   

3 1 1 3 12 

Member 
tension 

OPRA leadership can expound on the 
 

1 1 3 3 

Poor value OPRA leadership can get training topics pre-
approved for CESP training credit. 

3 1 2 6 

Table 10. Risk Assessment for P S  

Test  
 

one- ecialists -annual 

engagement  
access CESP-
APSE. This test considers  -centric 

. T
OPRA to generate non-dues revenue
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. 
improving OPRA leadership

 
 

 the driving 

 
to address this problem. The literature review found that using the CESP as a 

ing a 
- customer 

outcomes. The exploratory research discovered that CRPs had mixed experiences with the CESP and 
Considering the literature 

inform  
 

-day training  encourages employment specialists to 
maintain their CESP. 

ng 

obtain and maintain their CESP.  
 

 
 

training 

development is a value component 

increasing non-
events.  

 

-day trainings
-annual conferences -hour one-day virtual trainings a 

employment specialists can  all 36 hours of ongoing training required by the CESP
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-annual conferences will allow employment specialists
and earn

OPRA leadership also opens an alternate avenue for non-

See Figure 22 illustrates these 

Figure 22.

Rigor of the Research

The exploratory study used a mixed-
analysis can be completed rigorously as long as it is 

 (

the ability for outsiders to 
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Dependability,  
 

 of results. The researcher addresses credibility by aligning the 

 details on choosing the research 
design and outside reviewers 

-structured interviews. 
  

Generalizability 
 

 and 
. This research was designed to be 

widely 
applicable conclusions are made.  
 

phenomenon

research into the CESP regarding 
 

 
Summary 

 

The 

the overall research design. M  were used to interpret and assess the 
 

-day CESP-related 

a

needs. 
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SECTION 5: CHANGE MODEL 

Note. From Photo of P Working in the O [Photograph]

the -7S/VBM Analysis. The exploratory research included a secondary 
- T

revealed a - the driving research 

VR industry to 
  

and the importance of managing change. A custom 
change management plan for OPRA 
leadership to execute.

the 
of change.
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Making the Case for Change:  
 

from the literature review were 
covered in- for understanding the various components of 

-
-  

 

-day trainings
-

CES
 

 
 

 

 outlines strategies 
t  

change 
without a management plan can lead to project delays and budget overruns caused by people-related 

Th e purpose of a change management plan is principally 

Choosing an appropriate change model is 
 

 

Pepple et al. (2024) ed 
. a

The study describes the remedial 
change as The authors 
portray incremental change as a slight  or 
response to environmental changes. Finally
unscheduled changes  . In 

considered when 

 
 
Incremental change appears unobtrusive on the surface but can lead to -wide 

for 
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ADKAR Change Model 
 
DePodesta (2024) states that t

he awareness stage  
why a change is necessary. T

DePodesta describes t  what 
must 

he change occurs. The author goes on to explain the ability period as 

 .  
 

As a trade 

-suited for 
 implement. 

in this study. 
 

 
Figure 23. ADKAR Change Model18 

 
 

are part of 
 

-   
18 Adapted from The Development of Leadership C P   

48(3).  
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0). 
 

 combines 
discipline—

58).  

of industry- tems 
 a simple linear model. successfully 
   

 

 
Figure 24. 19 

VBM Framework 
 
The 

 leader frame  the 
 and  and is 

al frame is divided into the 
is also centered around Christ 

 Both are shown in Figure 25. concept   
19 Adapted from R Learning O  in Teach O How to 
Become Responsible I  b  27  

-11-2019-0164 
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This concept aligns with systems 
 

 
The VBM outlines an avenue for an individual to be virtuous in 

change management is largely focused on helping individuals through change. The individual 
character

 of the VBM 

ensures  
 

 
Figure 25. Virtuous Business Model20 

Customized Change Management Model 
 

It is developed based on the 
assum  that the OPRA  CRPs strive to be s. 

  
 
Awareness/Mental Model Phase 
 

r awareness . By doing   
20 From Virtuous Leaders &       
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broader 
goals . Examining mental models  requires the 

respect for new ideas . 
 
Desire/Shared Vision Phase 
 

 
 

 
Knowledge/Personal Mastery 
 

 hips
to foster a learning environment.  
 
Ability/Team Learning 
 
Team learning can 
problem-

 
 

 
 

 

 
 

systemic 
 This combined approach ensures that change is implemented and deeply 

the industry. Refer to Figure 26.  
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Figure 26. Customized Change Model

Change Management Plan

- - -

of 

E
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can help shape their 
 

 
 

 
As OPRA employees encourage 
specialists must  of engaging in 

. 
this stage. 
 

 
 
As learning experiences

 
 

 
 

 ing change as it considers how 

 
 
Type and Scope of Change 
 
While the proposed change is necessary and su

ange 
The proposed 

ental 

 

 to create a shared belief that the CESP is valuable to 
 

 
The proposed change has a limited scope and 
and processes. 
 
Intended Outcomes  
 
While 
eases the barriers for employment specialists to obtain and maintain the CESP through OPRA-provided 
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-step proposed change 
to encourage system-wide buy-

-person training

-holders 

will 
will will 

can ly
OOD will have Figure 
27 e 

Figure 27. Change Vision: 

Assessment of the Impact of the Proposal 

mission to support providers to ensure the availability of high-quality services to support individuals with 
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statement 
 

 

-in  
 
Change Through the Lens of the VBM 
 
The VBM is an integral aspect of the proposed change. The basis for this change is the profound new 

A
 

of the change. OPRA 

crede
respect to promote the change systemwide. 
 
Stakeholder Analysis 
 

planned change.  
 

 
 

several OPRA employees -day training and a CESP 
-

-solver with the Ohio VR industry should nurture acceptance of this change within 
OPRA employees. by 
implement the change.  
 

 
 

will help create awareness and a desire for change. -
day training and a CESP conference 

sed training 
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encouraged to create training content for their 
percentage of 

 
 
APSE 
 

 
Awareness and a shared vision can 

commun

can be measured in the  
 

of the Change on the  
 

dichotomy of opinion presented in the semi-structured interviews. OPR
indicated that OPRA is absolutely ready to begin 

prepare them for the proposed change. 
 

 
 

eight months to fully implement. Figure 28 illustrates the 
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Figure 28.

Due to the limited scope of the proposed incremental expected. From the 

conference.

to Change: Reinforcement Strategies 

implemented
e 

planning 
systemwide impact

-
cy.  

Measuring Change Performance

-
semi-
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 of Proposed Change: 
 
1. Count of r s for virtual one-day training 
2. Count of a ees at virtual one-day training 
3. -day training 
4. Count of r s for the the in-person conference 
5. Count of a ees at the the in-person conference 
6. the in-person conference 
7.  
8. Percent change in a  
9.  
 

o : 
 
1. Percent change in non-  
2.  
3. Change in member engagement rate 
4. Increase in the number of members 
5.  
 
Scenario Planning 
 

-
This analysis and foresight is accomplished through scenario planning. The scenario planning process 

One approach to scenario 
 

Börjeson (2005): 
 

  
 What-   
  
  
  
 

 
 
D three external scenarios are explored 
below. 
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appens if OOD No Longer C  
 

regardless of OOD policies. 
 

Membership D  
 
Increasing avenues of non-
members and non-members provides revenue channels independent of membership numbers.  
 

appens if Member A Choose Not to P     
 
If OPRA leadership implements the proposed change and member agencies choose not to 

will have 
incremental change. OPRA leadership can 

 
 

  
1 

Although t
change model is meant to be dynamic  with phases revisited as needed. 
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Phase  

Mental Model 
 

Shared Vision  
 

Personal 
Mastery 

 
Team Learning 

 
Systems 
Thinking 

 Create awareness 
of the merits of 
the CESP within 
member agencies 

Create a shared 
vision for 

 

1. Engage APSE  
2. Request 
proposals for 
one-day training 
presenters 
3. Request 
conference 
proposals 

1. Hold one-day 
training 
2. Execute a 

the Spring OPRA 
conference 

1. Celebrate 
training 

 and 
conference 

 with 
 

3. Spotlight 
presenters on 
social media 

Responsible 
Party researcher 

OPRA 
leadership 

OPRA 
leadership 

OPRA 
leadership
Employment 
specialist 
presenters 

OPRA leadership 

Method Present at an 
OPRA 
employment 

 

Discuss at OPRA 
employment 

 

1. Reach out to 
APSE 
2. & 3. Reach 
out to member 
agencies 

1. & 2. Foster 
dynamic 
learning and 
exchange of 

 

1. Emailed 
 

2. Social media 
posts 

Time Period Oct 2024 Oct 2024 1. Dec 2024 
2. Dec 2024 
3. Feb 2025 

1.  
2. Apr 2025 

1. & 2. Ongoing 
 

Where 
  

1. Phone/email 
2. & 3. Email 

1. 
 

2. TBD 
(wherever the 
spring 
conference is 
held) 

1. Email 
2. Social media 

Purpose 

disparate 
experiences of 
member agencies 
with the CESP 

Engage member 
agencies to 
contribute to 
forming support 
for the CESP 

1. Begin forming 

 
2. & 3. 
Encourage 
current CESP 
employment 
specialists to 
provide the 
training 

1. & 2. Support 
employment 
specialists in 
earning CEUs 
and furthering 
professional 
development 

1. & 2. Reinforce 
change and 
encourage 

 

Table 11.  

Conclusion 
 
Introduced in is the problem of an industry in crisis with an employment 
that has 
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crisis could be obtained. 
 
A  

 nown 
are 

explored. al for developing the problem statement as well as the driving 
: How 

VR 
G

were scope of the study outlining the research boundaries. 
 

s an in- Topics explored include 
e  the industry
measures of quality services

. The exploratory 
research methodology and the gaps in the literature helped to inform the research design. 
 
M  are introduced and explained . 
R -s/VBM 

is threefold: 
approach to introduce one- the add  -
and the development of the 

 
 
In the case for change is presented

 

custom ed model was used to create a change management plan for OPRA. The plan was thoroughly 

 measurement.   
 

CESP issues ve gained valuable insights 

the tangible an

-dues revenue and 
member engagement for OPRA. 
 

as customer-
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-dues revenue. 
 on employment specialist 

. The case is made to support ving wide-reaching 
   level. In aligning the trade 

industry.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  



 

103 
 

REFERENCES 
 

erformance benchmark r . 
 

 

 -021-00707-y 
 
Alabama Family Central. (n.d.) r s . 

- -service/ 
 

r counselors: A social j issue. 
–281. -D-

20-00030 
 

(n.d.). Woman with disability working at home [Photograph]. Canva Pro. 
 

Community and work 
. Center on Disability. 

 
 

Disabled icon. Worker injury and disability.  
 

). r : 
 - - . 
-Policy-Manual-16-1-Service-Provider-

 
 
ASphotofamily. (n.d.) Young deaf-mute African American woman using sign language [Photograph]. 

-photo/young-deaf-mute-african-american-woman-using-
sign-  

 
 

 
-a). About APSE. -2/ 

 
-b). 

for the CESP™ -what-are-the-eligibility-
requirements-to-sit-for-the-cesp-  

 
-c). .   

 
-d). . 

-ce-credits-basics 
 



 

104 
 

-e). . 
-types-of-approved-ce-  

 
-f).  

- -types/ 
 

Ohio APSE. 
 

 
A CESP c

 First. 
- -allows-employment- -to-showcase-professionalism/ 

 
n  Journal of 

 68 –79.  
 

. -2022-0004 
 
Barnes Reports. (2022). r s industry (NAICS 62431).  
 

53
61–76.   

 
California 

–162.  
 

h trade a
regulatory nowledge in micro- rms. –907. 

-8551.12314 
 

-a-new-trade-  
 

– 
 

 
Bostrom. (n.d.). Managing – A – Your . 

-and- -your- -business-model/ 
 

-
science.  .  

 

  –352. 
 



 

105 
 

56–60.   
 

 
placement and support. –958. 

 
 

 Journal of Research in 
Nursing  25 –661.  

 
. - -

swot/ 
 

(1). 
- -the-noise 

 
CauseIQ. (2021). . -

provider-resource-  
 
CauseIQ. (n.d.). . 

 
 

-
–382. 

 
 

.  
 
Colorado Department of Health Care Policy and Financing. (n.d.). – 

. -employment-training-  
 

. -
-services-commission-director/24178129007/ 

 
The Columbus Dispatch. (2009a . 

-may-put-state-
rehab/23868777007/ 

 
The Columbus Dispatch. (2009b Don't let the door hit you on the way out. 

-t-let-door-hit/23990151007/ 
 



 

106 
 

A renching decision. 
-renching-decision/23540307007/ 

 
Community Resources Development. (2023) 

 
 

-
- -  

 

–139. -981-15-2537-  
 

–278. -191007 
 

d tool for o ethical culture with 
futures t scenario planning.  
524–536.  

 
—Determining 

  8 1–
10.  

 

factors. 84 –35.  -
content/uploads/2022/01/AQCD-Paper.pdf 

 
. 

d
 

-oh-c.pdf 
 

. Delaware Department of Labor. 
-  

 

  48 –233. 
 

 

–9. 
 

 



 

107 
 

 
 

future is s job search scenario planning exercise to encourage 
student resilience capacity and reduce stress.  48 –
230.  

 
 Wounds UK  –130. -

- - -research-3/ 
 
Exec. Order No. 2019-03D (2019). -orders/2019-03d 
 
Fatcamera (n.d.). Disabled students  
 
Ferrantraite. (n.d.). Volunteer with intelectual  

Images Signature.  
 
FG Trade. (n.d.).   
 

analysis.  –1075. 
 

 

–466. 
 

 
(2021). . Florida Division of 

-
- -manual.pdf 

 
-analysis and review of 

–26. 
 

 
-

Journal of Disability Policy Studies –163.  
 

management models: A c analysis and concerns. IEEE Engineering 
–132.  

 
. 

- -  
 

The role of data analysis. Australian and New Zealand Journal of Public 
Health  –550.  

 



 

108 
 

–171. 
-014-9392-0 

 

-ways-to-show-a-strong-
value-  

 
-centered disability 

services in the United States. Disability & Society. 
 

 

with polypharmacy in Victorian adults with intellectual disability. 
–3080.  

 
analysis and exploratory research –583. 

 
 

- -

agency capacity. –145. 
-170921 

 

  27 –
74. -11-2019-0164 

 

( –309. -06-2018-0190 
 

Hawai’i Di V R . Hawaii 
Department of Human Services.  

 
Sloan 

–28. -delta-model-
-management-for-a-changing-  

 
Higher Logic. (2022). . 

-member-experience-report/ 
 
Higher Logic. (2023). .  

- -member-experience-report/ 
 

discipline advantage.  27
54–64. -09-2019-0137 

 



 

109 
 

. 
 

 
. 

- -v.-2.0-October-2023-.pdf 
 
Illinois Department of Human Services. (n.d.).  

 
 
Illinois Department of Human Services. (2023). 

. Illinois Department of Human Services. 
 

 

202–224.  
 

- - -
- -employment-services/ 

 

endor s manual. Indiana Family and Social Services 

-
 

 
Internal Revenue Service. (2018). . 

 
 

 
 

ve forces f s
r

–41. 
 

 

A scoping review. –16. 
-

   
 

research. Human  27 –276. 
 



 

110 
 

Ohio Lobbying Handbook 
General. -  

 
 [Photograph].  

 
. 

 
 

—
related - G . 

 
 

How do they 
(10) –9. 

 
 

Center.  
 

c job q direct care w labor 
shortages. –420. -020-
09312-5 

 
t analysis of transcripts in social change r

common m r r Results. 
–11.  

 
-

Society. –186. -
180931 

 
government resources related to research rigor and 

reproducibility.  46 –27. 
 

 
roles and r trade  

a –4. 
 

 

–9. 
 

 

COVID-19 pandemic. –2583. https://doi.org/10.1017/S0022109021000326 



 

111 
 

Industrial and 
–230. -12-2015-0079 

-12-2015-0079 
 
Lisegagne. (n.d.). Small business family created for disabled  

Signature.  
 

. 

 
 

. . y  
 

-
  43

33–40. -150752 
 

. State of 
Maine Department of Labor.  

 
s

.  
 
Mason  M. (2010). Sample s sa studies using q interviews. Forum: 

 (3) . -
 

 

. -provider-
services-standards/download 

 

–397. 
 

 
1). 202  

report].  
 

. [Member report].  
 

. 
individuals with spinal cord injury.  –9. 

-1 
 



 

112 
 

Michigan Labor and Economic Opportunity. (n.d.). . 
- -for- -for-

providers-and-vendors 
 

 -/media 
/Project/Websites/leo/Documents/MRS3/202202-Final-MI-VR- -Statement-for-CE-v3.pdf 

 
. 

Advisors. - -insights-to-drive-change 
 
Minnesota Employment and Economic Development. (n.d.). . -

-services/services/ 
 

 
 Business Ethics and 

 6 –13. -13.2022 
 

-a). 
. 

 
 

-b). e . 
- -employment 

 
CRP- A . 

-e 
 

b o l c
Halduskultuur— –
59.  

 
Montana Department of Public Health and Human Services. (2023). Contract for CRP services. 

-8-23MasterCRPContract23-24.docx 
 

. Montana 
Department of Public Health and Human Services. 

 
 

does a researcher choose a q q mixed research 
a –131. 

-021-09447-  
 

 . 
 

 



 

113 
 

Policy manual
and Human Services. -

 
 

–1516.  
 

. Nevada Department 

 
 

. New 
-we-are/deputy-

commissioner/bureau- - -vr/community- -program 
 

. New 

-documents/sonh/crp-
service-agreement-form-2019.pdf 

 

. -
 

 

/job coaches. -
 

 
- Core 

 
-gc24003.pdf 

 
.  Business 

Analyst Mentor. -and-steeple-analysis/ 
 
Nisonger Center. (n.d.). director. The Ohio State University. -

content/uploads/2021/02/BIO-for-OOD-Director- -Miller.pdf 
 

. (n.d.-a). — . 
-code-  

 
-b). —

-code-
 

 

. North Carolina Department of Health and Human 
Services. -policy-manual-2023-8-21pdf/open 



 

114 
 

Services. -policies 
 

Services. -
Supported-Employment-SE.pdf 

 
-

Journal 
–107. -140679 

 
. 

4-  
 

r . 
-and-policy/belmont-report/read-the-belmont-

report/index.html 
 

Accessible Ohio will make Ohio a 
. 

 
 
The Ohio Legislature. (n.d.). . 

-

. 
 

s Baseline forecast of GRF tax revenues and 
Medicaid expenditures for the FY 2024- th Ohio General Assembly 

-
baseline-forecast- -as-passed-by-the-senate-135th-general-assembly.pdf 

 
. 

 
 

. (n.d.-a). About OPRA
 

 
. (n.d.-b). Board of directors

 
 

. (n.d.-c). 
 

 
. (n.d.-d). b

 
 



 

115 
 

. 
 

 

quality and safety of care provided by hospitals to children and young people with an intellectual 
  27 –16. 

 
 

Manual.  
 

Manual.  
 

–Best 
 [Memo].  

 

 
 

 
- -bios/01- -miller 

 
b

 [Memo].  
 

c

-1-  
 

Director Miller announces new 
 - - -miller-

announces-new-strategic-plan 
 

 - -investments-in-
ohioans-with-  

 
Extended CESP allowance. 

-for-providers/provider-news/extended-cesp-allowance 
 
Oregon Department of Human Services. (2022). 

. Oregon Buys. 
-10000-

 
 

- outcomes a
c behavioral health peer specialist in four U.S. states
1239–1247.  

 



 

116 
 

-
belonging and self-rated mental health among Canadians with mental or substance use 
disorders. –175. 

 
 

 –1316. 
 

 
Program guidelines. Pennsylvania Department 

of Labor and Industry. -Services/Documents/OVR-
Employment-Supports-Policy.pdf 

 
 Principles and 

guidelines. School of Public Policy Blog. 
-lobbying-ethics-principles-and-

guidelines.htm 
 

-
 African 

Journal of Business & Economic Research  –430. -
4562/2024/v19n2a18 

 

 
 

–232. 
 

 

d   27 –53. -10-2019-0144 
 
Register of Ohio. . Register of Ohio. 

-1-
 

 
. (n.d.-a) RSA mission.  

 
. (n.d.-b). 

- -state-grants/order-of- -
 

 
.  

employment. -faq-supported-
employment-05-10-2017.pdf 



 

117 
 

—

2022. . -01.pdf 
 

.  
 

requirements for providing employment supports Journal of 
–25.   

 
a

911 supported and c employment outcome data for scal years 2017–2020. Research 
 48 –126. 
 

 

–58.  
 

-  
 

. 
Dayton 24/7 Now. -visits- -
developmental-disability-awareness-month-the- -a 

 

v r professionals regarding W
I policy changes and employment outcomes. Journal of 

–61. 
-

  
 

Start with why: H   
 

delta m . 
-made-to- -model-how-arnoldo-hax- -

corporate-strategy 
 

. 
-Training-Placement 

 

.   
 

ress. (2021–2022). 
-congress/senate-bill/4102 



 

118 
 

 Risk management using failure mode and e a  (2nd ed.). ASQ 
Quality Press.  

 
DVR standards for community 

-standards-for-crps.pdf 
 

. State of 

 
 

c c career levels and 
professionalism on the s nurses in psychiatric h
Indonesia. (1) –29. 

  
 
Tennessee Department of Human Services. (2020). . 

-
 

 
employment specialist 

competencies: Results of a p research study. 
56 –447. -019-00497-3 

 

. -
 

 

and endorsements. University of North Texas.  
 

d research process. 
–163.  

 
Toro- - - ethical 

o c version of the shortened corporate ethical 
virtues model. –574. -020-
04687-y 

 
. 

statewide needs assessment  

0Report.pdf 
 

statewide needs assessment  
 

 



 

119 
 

U.S. 
— .  

 
U.S. 

. TED: The Economic Daily. -job-openings-than-
unemployed-people-since-may-2021.htm#  

 
U.S. Department of Labor. (n.d.). Workforce I O Act. 

 
 
U.S. Workforce I O Act: Final rule. 

 
 
U.S. Department of Labor. (2023). Disability e s . 

-   
 

 . (2020). 
.  

 

-employment-program 
 

 
 

. Journal of 
–249.    

 
Washington Department of Social and Health Services. (2021).  

-CRP-IL-Sample-Contract-for-
Training.pdf 

 
Washington Department of Social and Health Services. (2023). 

contracts. - -programs-contracts 
 

. 
 

 

–11. 
 

 
 
 



 

120 
 

 Integrated 
 - - -tech- -

everything-you-need-to- -
125998826.1704578668 

 
. 

-providers/training/ 
 
Wyoming Employment First. (n.d.). 

  
 

c model for professional development. 
28 –300. 

 
 

strategies of social enterprises explained using 
ve forces analysis m mental challenged car wash as an example. 

–64. 
-

  
 

–355. 
 

 
  



121

APPENDIX A



122

  



123

APPENDIX B

In Review Board Approval Documents 
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APPENDIX C 
 

Semi-Structured   
 
 
1. What are the three biggest barriers to employing more CESP-  
2. 

 
3.  
4. What other thoughts    
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APPENDIX D

and Sample Informed Consent
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RESEARCH PARTICIPANT CONSENT FORM 
 

 
 
Title of Project:      

 Linsey Hollingshead     
        

 DeVoe School of Business      
 

Purpose of the Research 
I understand that the purpose of this study is to explore the impact of the 
Specialist Professional   
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APPENDIX E 
 

 
 

 Alabama—  are 

 
 — -

). 
 —

 
 —

 
 California—

 
 Colorado—

 employment 
 

 —
 

 Delaware—
. 

 Florida—  
requiring 

 
 Georgia—Georgia employment specialists must have an 

degree a  employment services 
 

 Hawaii—  (Hawaii 
. 

 Idaho—
 ing if individual providers have completed 

2023). 
 Illinois— 

program and require a high school diploma or GED  state-
). 

 Indiana—

sion of Disability and 
2023). 
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 Iowa—Supported employment services are divided into two categories: job development and 
job coaching. Each type of supported employment service requires at least one of the following 
criteria to -day in-person 

 a degree in a 

 
 —

).  
 —Supported employment services require employment specialists to complete state-

six months of hire and 15 

p. 5–6). 
 Louisiana—

. 
 Maine— the 

 
 Maryland—Supported employment services are provided through the Behavioral Health 

 
 —Employment specialists need a degree or two years of comparable 

 
 Michigan—Supported employment services and job development services do not require 

). 
 Minnesota—

 
 

 Mississippi—
-a -b). 

 Missouri—With 11 approved sources of training  
College of Employment 14 hours of classroom 
training and six hours of supervised hands-on learning (Missouri Department of Elementary and 

). 
 Montana—All employment specialists must have a high school diploma or GED as well as two 

services-
related n.d

). 
 —

employment specialists must complete state-
 

 Nevada—  
n.d.). 

 New Hampshire— found in agency service agreements or 
2019). 
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 N —
 state-  

- a related 
  

 New Mexico—

 
r c

 
 —

to meet one of the following criteria: 
o a  -

   
o a   

-  
o 

-
 

 North Carolina—The policy  (North Carolina Division of 
 

 —
2020). 

 Ohio—
employment services per the provider manual (

-c). 
 —Employment specialists must complete state-

 
 Oregon—  or  in 

 
o  
o  
o CESP 
o APSE training 
o ACRE training 
o O

 
 Pennsylvania—

employment-

p. 4–5).  
 Rhode Island—

 
 South Carolina—  (n.d.) website 

. 
 —
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 Tennessee—

possess 
and obtain one of the following in 12 

(Tennessee Department of Human 
).  

 Texas—Texas employment specialists must obtain a state-
 2022) 

 Utah—

 
 Vermont—

 (2023).  
 Virginia—

 
 Washington—CRP employment specialists are required to complete 13 state-

-employed individual providers have two years to 

Health Se  2023).  
 West Virginia—Employees of the state VR agency provide employment services (West Virginia 

 
 Wisconsin—Employment specialists 

-
 

 Wyoming—Supported employment services require employment specialists to achieve a 

-  
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APPENDIX F

Figure F1. by 

Five-Number 
Summary Yes CESP No CESP

Minimum 10.1 10.1
First Quartile 12.97 12.63
Median 12.97 12.97
Third Quartile 13.16 13.49
Maximum 15.19 17

Table F1.

Yes CESP No CESP

Average Wage

Yes CESP No CESP

Average Wage
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Figure F2.

Five-Number 
Summary Yes CESP No CESP

Minimum 10.1 10.1
First Quartile 12.97 12.63
Median 12.97 12.97
Third Quartile 13.16 13.49
Maximum 15.19 17

Table F2. Summary of Hours 

Yes CESP No CESP
15

20

25

30

35

40

45

Average Hours

Yes CESP No CESP
15

20

25

30

35

40

45

Average Hours
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APPENDIX G 
 

OPRA Employment Outcomes Dataset 
 

Agency Employee # CESP Total Number of 
Placements  

 Average 
Starting 
Wage  Hours  

1 MM02 Yes 5  17.2 
2  No 2  24 
2 CA01 No 1  20 
2  No 1  25 
2 MI01 No 2  40 
2 MS01 No 2  24 
2 MI02 No 1  36 
2  Yes 1  40 
3 SC01 No 16  21.7 

3  No 16  21.7 

3  No 17  21.7 

3 BP01 No 19  21.7 

3 MR01 No 9  21.7 

3 ST01 No 10  21.7 

3 BC01 Yes 30  21.7 

3 BC02 Yes 11  21.7 

3 BD01 Yes 25  21.7 

3 DR01 Yes 21  21.7 

3 AS01 Yes 14  21.7 

3 GW01 Yes 28  21.7 

3 MD01 Yes 24  21.7 

3  Yes 7  21.7 

3  Yes 4  21.7 

4 DB1 No 6  22.67 
4 PE1 No 3  21.00 
4 DS1 No 5  18.60 
4 HA1 Yes 2  27.50 
4 BB1 Yes 14  26.93 
4  Yes 16  20.88 
4 BR1 Yes 8  25.25 
4 AW1 Yes 11  26.18 

Table 12.  
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APPENDIX H 
 

 
 
Barriers to CESP 

  
 Needing a year of experience (+3) 
 No  
 No reimbursement for the test fee 
 the test 
  
  
 the cost 
 Passing the test 

 
Barriers to Industry 

 PRN-style schedules 
 the the outcome is achieved 
 Industry pay is low in general 
  

 
CESP is NOT a Barrier to Industry 

 CESP has 
agency 

  
  

 
Agency and Industry Impact 

 Agency:  
o Helped us expand into new areas bc the 

ing  
o S  
o C  
o G

agency growth 
o Expand services to SE clients 

  
o An extra thing to do 
o A the long-

 
 Industry:  

o more services available to individuals 
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 Agency/Industry: Neutral 
o 

 
o 

at hand-
-CESP 

 
 

 
 Advocate to bring more common sense to the APSE test 
 Advocate for test reimbursement – the cost of the 

the test 
  
 Advocate that OOD and DODD have a of how services are actually provided 
 Advocate to get rid of the  
 Advocate for DODD and OOD to have CEU material available to providers 
 Advocate for more reality-  
 OPRA  CESP-  
  
 the CESP test 
 Coordinate member agency-provided training 
  
  
  
  
 the help 

 
Other thoughts 

   
 CESP is a  
 the whole process of 

  
  
  
  
 Need a library of free CEU training courses available 
 Have APSE expend what counts towards CEUs 
 Feels neutral towards the CESP 
 CESP  
  
  in trainings to get the CEU credits 
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 Hates that CESP was forced down  throats loses value 
 who were not able to pass the CESP  
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APPENDIX I

Copyright Permissions
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