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SURVEY SUMMARY 
Winona O.R.C. Industries, Inc., has strengths in many areas. 

■ At all levels, Winona O.R.C. has taken the opportunities offered and the strategic desires of its 
mission and values for its clients to cohesively make the necessary decisions to become a 
stronger, more transparent, and more programmatically positioned entity with a greater 
community presence to grow into its desired future. The board members, leadership, and 
personnel are all commended for these efforts and their willingness to persevere during this 
ongoing process of growth, redesign, and reorganization. 

■ Over the past three years, Winona O.R.C. has developed and redesigned many plans, policies, 
procedures, forms, and checklists used throughout its operations, along with its corporate 
bylaws, to better meet operational objectives and the needs of its clients and the entire Winona 
service area. 

■ Many personnel have long tenure with the organization and have maintained a high level of 
loyalty and commitment to its clients, despite times of reorganization, program growth, and 
revamping. Commitment by both tenured personnel and new hires was evident. 

■ Corporate citizenship is shown not only by relationships with legislators and involvement in the 
local chamber of commerce and service organizations such as the Lions Club, but also by having 
a community presence with a wide variety of employers and community establishments where 
clients are either employed or volunteer. Winona O.R.C. is rightfully proud of its current level of 
visibility and recognition throughout the Winona area. A map in the conference room proudly 
displays this visually. Winona O.R.C.’s outreach can be felt throughout the city and surrounding 
areas. 

■ The organization has completed a successful $1.2 million internal capital campaign to develop a 
laundry area in its facility. The resources are already available to expand this employment 
operation as additional contracts are acquired. The local hospital is its largest laundry customer 
as the Winona O.R.C. laundry facility is the only one located within the Winona city limits. 
Winona Health has also partnered with Winona O.R.C. to provide janitorial and plastic recycling 
services. 
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■ Winona O.R.C. is taking the initiative to use mechanization to complement and enhance client 
skills in order to maximize the number of clients who can be paid at minimum-wage levels. Cash 
reserve levels allow for facility expansion, knowing that any additional revenue generated can 
primarily go to client wages employed in the various jobs available. 

■ The board of directors is commended for taking ownership of the CARF governance standards 
and having the willingness and openness to reorganize itself to better meet the organization’s 
future needs. The board has expanded its membership to meet the dual needs of mission and 
business functions to ensure that all of the resources needed and all the topics that need to be 
discussed have members with the necessary skill sets at the table. 

■ The executive director has been a “game changer” in changing the tenor and priorities of the 
organization’s daily operational needs. She is highly respected at all levels of the organization, 
and it is apparent that she rightly does what needs to be done. 

■ The organization has recently acquired a new residential facility—the Lewiston Villa. This 
25,000-square-foot building valued at $1 million was donated, with Winona O.R.C. only needing 
to provide for closing costs. Discussion is now underway on how to best utilize this facility to 
meet the future needs within the community. 

■ Winona O.R.C. has begun a multiphase implementation of Vertex Software that will combine 
case management documentation; time and attendance procedures; payroll logistics; and 
financial reporting needs together into one consolidated, Cloud-based computer software 
package. It is impressive that the first module being targeted for implementation is case 
management documentation—the needs of the frontline personnel to have streamlined 
technology assets at their fingertips is the first priority for the organization as a whole. 

■ The organization has a documented commitment to competency-based training. It utilizes a 
Lezage computer-based training program to supplement other funder and organizational training 
requirements.  

■ The organization has posted a visual, clear, and concise emergency chart throughout the facility. 
It allows anyone walking by to quickly locate the information needed in an emergency. 

■ The organization’s commitment to serving clients throughout their lives was clearly evident by 
one client, who not only was recently named employee of the year, but who has also been a part 
of Winona O.R.C. for 40 years. Another client, who thanks to the training she received through 
Winona O.R.C., now has the skills and strengths to make earnings above the level to qualify for 
benefits.  

■ In 2013, Winona O.R.C. was the recipient of a $50,000 training grant awarded by the Minnesota 
Jobs Skills Partnership (MJSP). The organization, in partnership with Minnesota State College-
Southeast Technical, has developed a 60-hour certification program for its job coaches. The 
program includes training in seven core areas: safety, customer service, disability awareness, 
positive intervention, adaptive technology, teamwork and regulations, and accreditation 
standards and ethics. 

■ A sixteen-hour commercial laundering techniques and operations training program is also being 
developed and offered to clients and staff working in the laundry facility. Instruction will cover 
operation and maintenance of commercial laundry equipment, sterilization and sanitation, 
healthcare rules and regulations, laundering, and laundry supervision. This training program will 
provide information to an essential core of individuals who will serve as mentors for others. 
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■ Clients, funders, and employers express a high level of satisfaction with the services provided by 
the organization. Clients and employers are particularly pleased with the level of support 
provided by the organization and the dedication of its personnel. 

■ The organization is extremely responsive to the individual needs of clients. Community-based 
assessments, job shadowing/job sampling sites, and job placements are developed based on the 
expressed interests of the clients. The organization demonstrates a high level of creativity and 
innovation in identifying potential job sites and developing these opportunities into employment 
sites that reflect the clients’ interests, utilize skills, and address the individualized needs of the 
clients. 

■ Winona O.R.C. is commended for its active involvement in the southeastern placement group, 
which promotes sharing employment opportunities among public and private agencies in order 
to increase the employment of people with disabilities. 

■ Through partnerships with the Winona Area Public Schools and Chartwell Foodservice, Winona 
O.R.C. has developed an array of assessment, training, and employment opportunities for people 
with disabilities who desire to work and advance in the food service field. 

■ Winona O.R.C. is commended for its participation in the Individual Placement Support (IPS) 
model, a program that offers job placement and supports for people with serious mental illness. 
Winona O.R.C., Hiawatha Valley Mental Health Center (HVMHC), and Minnesota Vocational 
Rehabilitation Services work together to provide the necessary direct and wraparound services to 
help clients to quickly obtain and maintain competitive employment. 

■ Employees interviewed report being very satisfied with the services they receive at Winona 
O.R.C., with one employee who works at RTP Company even stating that he feels “100 percent 
supported” by the staff.  

■ The Winona O.R.C. Workers Council is a group of clients elected by peers to represent the 
entire workforce. This group raises money and uses the money to sponsor social events and 
awards ceremonies and make donations to nonprofit organizations such as St. Jude and the local 
Project COMPASS.  

■ The scanning project is thriving and providing a valuable service to the civic entities of Winona. 
Employing between twelve and fifteen clients, this project has scanned more than a million 
documents since its inception late in 2013. It has been given offices in the county and 
government centers, and these settings have modern technology that includes large screen 
monitors, funded by the county, for employees who find it easier to read larger font.  

■ Winona O.R.C. was approached by Peerless Chain about the possibility of doing some assembly 
work on a poultry processing chain. This assembly would be built on the chain and then sold to 
the Meyn company in Amsterdam. Winona O.R.C.’s personnel accompanied Peerless Chain 
executives to Amsterdam to visit the Meyn company and, after several meetings, Winona O.R.C. 
agreed to a test run of 800 meters of chain assembly. If successful with the next bid, Winona 
O.R.C. could begin a full assembly process for distribution in the United States, Canada, and 
South America.  

■ Personnel are dedicated to delivering services that are individualized and meaningful. One client 
said that she “knew she could change jobs if she wanted” and that she loved working. 

■ Winona O.R.C. is fortunate to have facilities that are welcoming, modern, and attractive. The 
recent addition has enlarged the space available and added to the fresh feel of the building.  
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■ A recent agreement with Winona Health will provide work for Winona O.R.C. clients to fill in 
for hospital personnel away from their jobs due to a variety of reasons (e.g., maternity, medical, 
etc.). This agreement provides an opportunity for clients to experience a variety of paid jobs in a 
medical setting. 

■ Thanks to a concerted effort on behalf of the entire workforce at Winona O.R.C., its workers’ 
compensation rate has fallen from 2.87 percent to 0.84 percent, resulting in substantial savings 
and incentives to maintain a healthy workplace.  

■ The Skills, Education and Training (SET) program is a thriving program designed to maximize 
client awareness in the community and with resources available. This program provides exposure 
to typical employment options in the area, interpersonal growth, and wellness seminars and is 
provided in conjunction with Project COMPASS. 

Winona O.R.C. should seek improvement in the areas identified by the recommendations in 
the report. Consultation given does not indicate nonconformance to standards but is offered 
as a suggestion for further quality improvement. 

On balance, Winona O.R.C. is commended for its ongoing evolution to always be the organization it 
needs to be for the community it serves. It demonstrates substantial conformance to the CARF 
standards, and it is evident that the clients benefit from the programs and services provided. 
Leadership and personnel diligently work to fully implement the CARF ASPIRE to Excellence® 
standards into their business structure. The development and/or strengthening of its risk 
management plan, purposeful outcomes planning report, cultural competency and diversity plan, 
and technology and system plan have led the organization into a deeper discussion of leadership and 
board responsibilities and its overall strategic planning efforts. This is an organization that is in a 
continued state of transition and evolution. The energy, passion, and devotion demonstrated by 
personnel, along with a desire, voiced time and time again, to adapt services as client needs arise, and 
their full understanding of the CARF standards and accreditation process truly speak to the depth of 
commitment seen. Winona O.R.C. should focus on its strengths and the continued application of 
the CARF standards to continue a path of evolution as an organization. It is urged to have a 
continued focus in the areas of strategic planning and board development. The recommendations 
and consultation given are meant to provide the organization with talking points, planning points, 
and strategies that can be used to work toward ongoing service expansion, proven business and 
client-centered practices, and an organizational structure to achieve whatever goals it seeks for its 
future. 

Winona O.R.C. Industries, Inc., has earned a Three-Year Accreditation. The organization is 
commended for its efforts to provide quality services. It is encouraged to use its resources to address 
the improvements noted in this report and to use the CARF standards as guidelines for continuous 
quality improvement. The organization is further encouraged to continue using the CARF standards 
to assist with its growth and success highlighted by client-centered programming. 
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SECTION 1. ASPIRE TO EXCELLENCE
® 

A. Leadership 

Principle Statement 

CARF-accredited organizations identify leadership that embraces the values of accountability and 
responsibility to the individual organization’s stated mission. The leadership demonstrates corporate 
social responsibility. 

Key Areas Addressed 

■ Leadership structure 

■ Leadership guidance 

■ Commitment to diversity 

■ Corporate responsibility 

■ Corporate compliance 

 

Recommendations 

A.6.a.(4)(c) 

A.6.a.(4)(d) 

A.6.a.(4)(f) 

A.6.b.(2)(a) 

A.6.b.(2)(b)  

Written ethical codes of conduct should include personal fundraising, personal property, and the 
witnessing of documents. The written procedures to deal with allegations of violations of ethical 
codes should include time frames that are adequate for prompt consideration and result in timely 
decisions. Individual topic areas are spread throughout various organization documents, such as the 
employee handbook, corporate compliance policy, and code of ethics policy; however, the 
organization might take this opportunity to review all of the documents that reflect code of ethics 
areas and develop a single document that covers all the CARF standards related to ethical codes of 
conduct with consistent language and written procedures throughout. This could lead to a simple, 
signed annual recommitment process for everyone at all levels of the organization from board 
members to personnel. 
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Consultation 

■ During the survey, it was difficult to ascertain who was specifically designated with the 
responsibility for overseeing the corporate compliance areas. The organization might want to 
annually clarify within board minutes or other avenues of documentation the specific individual 
or position title that fulfills this capacity so everyone who needs to know is clearly aware of who 
the responsible person is. 

 

B. Governance 

Principle Statement 

The governing board should provide effective and ethical governance leadership on behalf of its 
owners’/stakeholders’ interest to ensure that the organization focuses on its purpose and outcomes 
for persons served, resulting in the organization’s long-term success and stability. The board is 
responsible for ensuring that the organization is managed effectively, efficiently, and ethically by the 
organization’s executive leadership through defined governance accountability mechanisms. These 
mechanisms include, but are not limited to, an adopted governance framework defined by written 
governance policies and demonstrated practices; active and timely review of organizational 
performance and that of the executive leadership; and the demarcation of duties between the board 
and executive leadership to ensure that organizational strategies, plans, decisions, and actions are 
delegated to the resource that would best advance the interests and performance of the organization 
over the long term and manage the organization’s inherent risks. The board has additional 
responsibilities under the domain of public trust, and as such, it understands its corporate 
responsibility to the organization’s employees, providers, suppliers, and the communities it serves. 

Key Areas Addressed 

■ Ethical, active, and accountable governance 

■ Board composition, selection, orientation, development, assessment, and succession 

■ Board leadership, organizational structure, meeting planning, and management 

■ Linkage between governance and executive leadership 

■ Corporate and executive leadership performance review and development 

■ Executive compensation 
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Recommendations 

B.2.a.(1) 

B.2.f.(2) 

B.2.f.(3) 

B.2.g.(1)(b) 

The organization is urged to further develop governance policies relative to the board membership 
criteria, composition, and the definition of independent unrelated board representation. It might 
want to include these areas in its discussions during the annual self-assessment of the entire board 
and the periodic self-assessment of individual members, processes that have been fully implemented 
since the previous survey. Doing so at this point in time could be apropos given the ongoing 
commitment of the board to represent all stakeholder and community needs. In addition, the 
organization is urged to expand its policies regarding financial matters between the organization and 
individual board members to address loans.  

Consultation 

■ The organization might want to have a discussion and clarify within the bylaws and other 
corporate documents the specific roles and responsibilities of each delineated level of leadership. 
It is suggested that the organization define clearly the responsibilities of a senior management 
employee role versus a corporate officer with the authority to legally bind the corporation by 
virtue of fiduciary responsibilities versus an individual who holds an office on the board of 
directors, such as chairman of the board. With the growth and evolution Winona O.R.C. has 
experienced since the previous survey, it might want to consider greater officer representation at 
the level of senior management and look at board members holding offices on the board to 
ensure that effective leadership at all levels meets the organization’s needs at this time and as it 
moves forward. 

 

C. Strategic Planning 

Principle Statement 

CARF-accredited organizations establish a foundation for success through strategic planning 
focused on taking advantage of strengths and opportunities and addressing weaknesses and threats. 

Key Areas Addressed 

■ Strategic planning considers stakeholder expectations and environmental impacts 

■ Written strategic plan sets goals 

■ Plan is implemented, shared, and kept relevant 
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Recommendations 

There are no recommendations in this area. 

 

D. Input from Persons Served and Other Stakeholders 

Principle Statement 

CARF-accredited organizations continually focus on the expectations of the persons served and 
other stakeholders. The standards in this subsection direct the organization’s focus to soliciting, 
collecting, analyzing, and using input from all stakeholders to create services that meet or exceed the 
expectations of the persons served, the community, and other stakeholders. 

Key Areas Addressed 

■ Ongoing collection of information from a variety of sources 

■ Analysis and integration into business practices 

■ Leadership response to information collected 

 

Recommendations 

There are no recommendations in this area. 

 

E. Legal Requirements 

Principle Statement 

CARF-accredited organizations comply with all legal and regulatory requirements. 

Key Areas Addressed 

■ Compliance with all legal/regulatory requirements 

 

Recommendations 

E.2.c.  

E.2.d. 

As recommended in the previous survey report, the organization should implement written 
procedures to guide personnel in responding to investigations and other legal actions. It could 
choose to expand its current policy regarding investigations by regulatory agencies to include other 
investigations by competent authorities or other legal actions that might arise.    
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F. Financial Planning and Management 

Principle Statement 

CARF-accredited organizations strive to be financially responsible and solvent, conducting fiscal 
management in a manner that supports their mission, values, and annual performance objectives. 
Fiscal practices adhere to established accounting principles and business practices. Fiscal 
management covers daily operational cost management and incorporates plans for long-term 
solvency. 

Key Areas Addressed 

■ Budget(s) prepared, shared, and reflective of strategic planning 

■ Financial results reported/compared to budgeted performance 

■ Organization review 

■ Fiscal policies and procedures 

■ Review of service billing records and fee structure 

■ Financial review/audit 

■ Safeguarding funds of persons served 

 

Recommendations 

There are no recommendations in this area. 

 

G. Risk Management 

Principle Statement 

CARF-accredited organizations engage in a coordinated set of activities designed to control threats 
to their people, property, income, goodwill, and ability to accomplish goals. 

Key Areas Addressed 

■ Identification of loss exposures 

■ Development of risk management plan 

■ Adequate insurance coverage 
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Recommendations 

G.1.b.(1) 

Winona O.R.C. has developed and implemented a thorough risk management plan and policy. It is 
recommended that the risk management plan be reviewed at least annually for relevance. 

 

H. Health and Safety 

Principle Statement 

CARF-accredited organizations maintain healthy, safe, and clean environments that support quality 
services and minimize risk of harm to persons served, personnel, and other stakeholders. 

Key Areas Addressed 

■ Inspections 

■ Emergency procedures 

■ Access to emergency first aid 

■ Competency of personnel in safety procedures 

■ Reporting/reviewing critical incidents 

■ Infection control 

 

Recommendations 

H.1. 

Winona O.R.C. has extensively remodeled its plant facilities over the past several years. As it 
continues to revamp and expand opportunities for its clients, it is recommended that maintaining a 
healthy and safe environment continue to be a critical focus. The following should be discussed and 
addressed: putting warning signs on doors not to be entered by people, striped walkways being 
clearly indicated throughout the facility so pedestrians and individuals operating forklifts both know 
the appropriate accessibility routes, and marking areas around machinery as off limits to passersby.  

H.6.a.(1)  

H.6.b. through H.6.d. 

Although the organization has annual fire and tornado drills, it is recommended that unannounced 
tests of all emergency procedures be conducted on each shift and include complete actual or 
simulated physical evacuation drills. These unannounced tests should be analyzed for performance 
that addresses areas needing improvement, actions to be taken, results of performance improvement 
plans, and necessary education and training of personnel. All tests and their analysis should be 
evidenced in writing. 
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H.8.e. 

It is recommended that Winona O.R.C. develop written procedures regarding critical incidents that 
include timely debriefings being conducted following critical incidents. Topics such as the availability 
of grief counselors or other advocates might be considered for all involved in an incident, including 
personnel, clients, and bystander witnesses.  

H.14.b. 

It is recommended that the written procedures concerning hazardous materials be expanded to 
address safe storage. It is suggested that hazardous materials, especially located in the personnel-only 
maintenance area of the facility, be securely stored in some type of cabinet or closet, or that this 
portion of the facility be cordoned off so access by others is prohibited. Hazardous materials used in 
other areas of the facilities might also be addressed as these procedures are revised and expanded.    

 

I. Human Resources 

Principle Statement 

CARF-accredited organizations demonstrate that they value their human resources. It should be 
evident that personnel are involved and engaged in the success of the organization and the persons 
they serve. 

Key Areas Addressed 

■ Adequate staffing 

■ Verification of background/credentials 

■ Recruitment/retention efforts 

■ Personnel skills/characteristics 

■ Annual review of job descriptions/performance 

■ Policies regarding students/volunteers, if applicable 

 

Recommendations 

I.7.e. 

When students or volunteers are used by Winona O.R.C., it should ensure that a final assessment of 
performance is completed. 
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J. Technology 

Principle Statement 

CARF-accredited organizations plan for the use of technology to support and advance effective and 
efficient service and business practices. 

Key Areas Addressed 

■ Written technology and system plan 

 

Recommendations 

There are no recommendations in this area. 

 

K. Rights of Persons Served 

Principle Statement 

CARF-accredited organizations protect and promote the rights of all persons served. This 
commitment guides the delivery of services and ongoing interactions with the persons served. 

Key Areas Addressed 

■ Communication of rights 

■ Policies that promote rights 

■ Complaint, grievance, and appeals policy 

■ Annual review of complaints 

 

Recommendations 

K.2.e.(3) 

K.2.e.(4) 

The organization has policies promoting the rights of clients; however, these should be expanded to 
specify the right of informed consent or refusal or expression of choice regarding concurrent 
services and composition of the service delivery team. 

K.4.a.(1)  

K.4.a.(8) 

The organization has a written procedure for formal complaints that specifies the efforts that will be 
made to resolve complaints and time frames for review; however, the policy and written procedure 
concerning formal complaints should specify that the action will not result in retaliation or barriers 
to services and the availability of advocates or other assistance. It is suggested that the organization  
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include the availability of external review earlier in the complaint process and clearly identify the 
people or organizations that may be used for external review. It is also suggested that a copy of the 
complaint form be included in the client handbook.  

 

L. Accessibility 

Principle Statement 

CARF-accredited organizations promote accessibility and the removal of barriers for the persons 
served and other stakeholders. 

Key Areas Addressed 

■ Written accessibility plan(s) 

■ Status report regarding removal of identified barriers 

■ Requests for reasonable accommodations 

 

Recommendations 

L.2.a. 

L.2.b. 

The organization has an accessibility plan that clearly defines what the organization intends to do to 
promote the removal of barriers. Winona O.R.C. is urged to expand the accessibility plan to include, 
for all identified barriers, the specific actions to be taken and time lines.  

L.3.c.(2) 

The annual written accessibility status report should include areas needing improvement. For clients 
within its community integration program, Winona O.R.C. might want to include within its barrier 
assessment actions leading to increased inclusion in community activities.  

 

M. Performance Measurement and Management 

Principle Statement 

CARF-accredited organizations are committed to continually improving their organizations and 
service delivery to the persons served. Data are collected and information is used to manage and 
improve service delivery. 

Key Areas Addressed 

■ Information collection, use, and management  

■ Setting and measuring performance indicators 
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Recommendations 

There are no recommendations in this area. 

Consultation 

■ The organization’s annual purposeful outcomes planning report clearly details many of the 
processes used to obtain the results as presented within this final status report. However, 
Winona O.R.C. might want to develop a separate written description of its performance 
measurement and management system that includes, at a minimum, its mission, the services 
seeking accreditation, the objectives of the services seeking accreditation, and personnel 
responsibilities related to performance measurement and management. This process might allow 
the organization to take a fresh look at what it is measuring, why it is measuring it, and how each 
objective helps in the totality of the strategic planning process whether in program/service areas 
or business function needs. This might also enable a more streamlined process focused clearly 
on the needs of the organization at this time. 

 

N. Performance Improvement 

Principle Statement 

The dynamic nature of continuous improvement in a CARF-accredited organization sets it apart 
from other organizations providing similar services. CARF-accredited organizations share and 
provide the persons served and other interested stakeholders with ongoing information about their 
actual performance as a business entity and their ability to achieve optimal outcomes for the persons 
served through their programs and services. 

Key Areas Addressed 

■ Proactive performance improvement 

■ Performance information shared with all stakeholders 

 

Recommendations 

There are no recommendations in this area. 

Consultation 

■ Winona O.R.C.’s purposeful outcomes planning report contains a wealth of information and 
detail that clearly show the level of data collection being done throughout the organization. As it 
revisits its measurement system to narratively document written procedures, it might want to 
take the opportunity to analyze each objective to ensure that the efforts involved relate to 
specific operational needs and strategic planning efforts. Streamlining or revising this process 
could assist the overall organization in furthering its mission and vision and setting its tone for 
future endeavors.   
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SECTION 2. QUALITY INDIVIDUALIZED SERVICES AND 

SUPPORTS 

A. Program/Service Structure 

Principle Statement 

A fundamental responsibility of the organization is to provide a comprehensive program structure. 
The staffing is designed to maximize opportunities for the persons served to obtain and participate 
in the services provided. 

Key Areas Addressed 

■ Services are person centered and individualized 

■ Persons are given information about the organization’s purposes and ability to address desired 
outcomes 

■ Documented scope of services shared with stakeholders 

■ Service delivery based on accepted field practices 

■ Communication for effective service delivery 

■ Entrance/exit/transition criteria 

 

Recommendations 

A.13.a. 

A.13.b.    

It is recommended that personnel receive training in the use of positive interventions upon hire and 
on an annual basis. 

Consultation 

■ It is suggested that the organization revise its client handbook to make it more comprehensive 
and easier to use. The first section could address those topics that are applicable to all clients 
such as the organization’s mission and value statements, facility admission criteria, rights, the 
grievance procedure, service planning, etc., and the remaining sections could address topics 
specific to each program such as eligibility criteria, available services, expected outcomes, 
responsibilities of the involved parties, etc. It is suggested that the organization add entry, 
transition, and exit criteria for all programs to the client handbook. 

■ Release of information is authorized by the client and/or his or her legal guardian. It is suggested 
that all release forms be thoroughly completed, leaving no blank spaces. 
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■ Although the organization does have a policy stating that it will not dispense and administer 
medications, it is suggested that the policy expand its statement on physical control of 
medications self-administered by the clients. It is also suggested that the organization review any 
medication used by personnel and how they are stored while at work.  

 

B. Individual-Centered Service Planning, Design, and Delivery 

Principle Statement 

Improvement of the quality of an individual’s services/supports requires a focus on the person 
and/or family served and their identified strengths, abilities, needs, and preferences. The 
organization’s services are designed around the identified needs and desires of the persons served, 
are responsive to their expectations, and are relevant to their maximum participation in the 
environments of their choice. 

The person served participates in decision making, directing, and planning that affects his or her life. 
Efforts to include the person served in the direction or delivery of those services/ supports are 
evident. The service environment reflects identified cultural needs, practices, and diversity. The 
person served is given information about the purposes of the organization. 

Key Areas Addressed 

■ Services are person-centered and individualized 

■ Persons are given information about the organization’s purposes and ability to address desired 
outcomes 

 

Recommendations 

B.5.a. through B.5.e.(2) 

Records in the certified nursing assistant tutoring program did not have service plans, and plans in 
the community employment and work adjustment records lacked specific measurable objectives. It 
is recommended that the organization develop an individualized service plan that is consistently 
developed with the active involvement of the person served and also consistently identifies the 
person’s overall goals, specific measurable objectives, methods/techniques to be used to achieve the 
objectives, those responsible for implementation, and how and when progress will be reviewed. The 
plan should be consistently communicated to the client and those responsible for implementing the 
plan. The individual plans should be consistently reviewed on a regular basis with respect to 
expected outcomes and be revised, as appropriate, based on the changing needs and satisfaction of 
the person served. Winona O.R.C. currently has a peer review process. It is suggested that the 
organization use this process to review all case records, help personnel learn how to write 
measurable objectives, ensure that this practice remains consistent across all programs, and help new 
personnel improve their skills in this area. 
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C. Medication Monitoring and Management 

Key Areas Addressed 

■ Current, complete records of medications used by persons served 

■ Written procedures for storage and safe handling of medications 

■ Educational resources and advocacy for persons served in decision making  

■ Physician review of medication use 

■ Training and education for persons served regarding medications 

 

Recommendations 

C.1.d. through C.1.g.(2)   

As stated in the prior survey report, the individual record of all medications used by clients should 
include the instructions for use, including administration routes, potential side effects, and drug 
interactions. For prescribed medications, these should include the prescribing professional and 
phone number and the dispensing pharmacy and contact information. The organization might want 
to revisit whether this policy is still relevant based on its current programming focus, clients served, 
and need areas seen.   

C.2.a. through C.2.f.   

As stated in the prior survey report, it is recommended that Winona O.R.C.’s written medication 
monitoring procedures address storage, including handling of medication requiring refrigeration or 
protection from light, safe handling, packaging and labeling, safe disposal, maintenance of an 
adequate supply of medications for the clients, and documentation of medication use. The 
organization might want to revisit whether this policy is still relevant based on its current 
programming focus, clients served, and need areas seen. If not applicable, the organization is 
encouraged to revisit CARF standard Section 2.A.17.a. through 2.A.17.d. and write an appropriate 
policy.  

 

D. Employment Services Principle Standards 

Principle Statement 

An organization seeking CARF accreditation in the area of employment services provides 
individualized services and supports to achieve identified employment outcomes. The array of 
services and supports may include: 

■ Identification of employment opportunities and resources in the local job market. 

■ Development of viable work skills that match workforce needs within the geographic area. 

■ Development of realistic employment goals. 
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■ Establishment of service plans to achieve employment outcomes. 

■ Identification of resources and supports to achieve and maintain employment. 

■ Coordination of and referral to employment-related services and supports. 

The organization maintains its strategic positioning in the employment sector of the community by 
designing and continually improving its services based on input from the persons served and from 
employers in the local job market, and managing results of the organization’s outcomes management 
system. The provision of quality employment services requires a continuous focus on the persons 
served and the personnel needs of employers in the organization’s local job market. 

Key Areas Addressed 

■ Goals of the persons served 

■ Personnel needs of local employers 

■ Community resources available 

■ Economic trends in the local employment sector 

 

Recommendations 

D.9. 

The organization maintains a standardized system of quality control for its janitorial contracts. It is 
recommended that the organization maintain a standardized system of quality control for all 
contract work. The quality control steps for each contract could be added to the existing task 
analysis form. 

Consultation 

■ Although there is information in the case records regarding how a person’s disability affects his 
or her productivity, this information is in several different places. It is suggested that this 
information be summarized and recorded on a separate form. 

 

F. Community Services Principle Standards 

Key Areas Addressed 

■ Access to community resources and services 

■ Enhanced quality of life 

■ Community inclusion 

■ Community participation 
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Recommendations 

There are no recommendations in this area. 

 

SECTION 3. EMPLOYMENT AND COMMUNITY SERVICES 
Principle Statement 

An organization seeking CARF accreditation in the area of employment and community services 
assists the persons served through an individualized person-centered process to obtain access to 
the services, supports, and resources of their choice to achieve their desired outcomes. This may 
be accomplished by direct service provision, linkages to existing generic opportunities and natural 
supports in the community, or any combination of these. The persons served are included in their 
communities to the degree they desire. 

The organization provides the persons served with information so that they may make informed 
choices and decisions. Although we use the phrase person served, this may also include family served, 
as appropriate to the service and the individual. 

The services and supports are arranged and changed as necessary to meet the identified desires of 
the persons served. Service designs address identified individual, family, socioeconomic, and 
cultural preferences. 

Depending on the program’s scope of services, expected results from these services/supports may 
include: 

■ Increased inclusion in community activities. 

■ Increased or maintained ability to perform activities of daily living. 

■ Increased self-direction, self-determination, self-reliance, and self-esteem. 

■ Increased independence. 

■ Increased employment options. 

■ Employment obtained and maintained. 

■ Competitive employment. 

■ Economic self-sufficiency. 
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A. Employment Planning Services 

Principle Statement 

Employment planning services are designed to assist a person seeking employment to learn about 
employment opportunities within the community and to make informed decisions. Employment 
planning services are individualized to assist a person to choose employment outcomes and/or 
career development opportunities based on his or her preferences, strengths, abilities, and needs. 
Services begin from a presumption of employability for all persons and seek to provide 
meaningful information related to planning effective programs for persons with intervention 
strategies needed to achieve the goal of employment. 

Employment planning uses some type of employment exploration model. This may involve one or 
more of the following: 

■ Situational assessments. 

■ Paid work trials. 

■ Job tryouts (may be individual, crew, enclave, cluster, etc.). 

■ Job shadowing. 

■ Community-based assessments. 

■ Simulated job sites. 

■ Staffing agencies/temporary employment agencies. 

■ Volunteer opportunities. 

■ Transitional employment. 

Key Areas Addressed 

■ Employment opportunities within the community 

■ Informed decision-making by participants 

■ Referrals to services to implement employment plan 

 

Recommendations 

There are no recommendations in this area. 

 



 

 Page 22 

C. Community Employment Services 

Principle Statement 

Community employment services assist persons to obtain successful community employment 
opportunities that are responsive to their choices and preferences. Through a strengths-based 
approach the program provides person-directed services/supports to individuals to choose, 
achieve, and maintain employment in integrated community employment settings. 

Work is a fundamental part of adult life. Individually tailored job development, training, and 
support recognize each person’s employability and potential contribution to the labor market. 
Persons are supported as needed through an individualized person-centered model of services to 
choose and obtain a successful employment opportunity consistent with their preferences, keep 
the employment, and find new employment if necessary or for purposes of career advancement. 

Such services may be described as individual placements, contracted temporary personnel services, 
competitive employment, supported employment, transitional employment, mobile work crews, 
contracted work groups, enclaves, community-based SourceAmerica™ (formerly NISH) contracts, 
and other business-based work groups in community-integrated designs. In Canada employment 
in the form of bona fide volunteer placements is possible. 

Individuals may be paid by community employers or by the organization. Employment is in the 
community. 

Job Development 

Successful job development concurrently uses assessment information about the strengths and 
interests of the person seeking employment to target the types of jobs available from potential 
employers in the local labor market. Typical job development activities include reviewing local 
employment opportunities and developing potential employers/customers through direct and 
indirect promotional strategies. Job development may include facilitating a hiring agreement 
between an employer and a person seeking employment. Some persons seeking employment may 
want assistance at only a basic, informational level such as self-directed job search. 

Employment Supports 

Employment support services are activities that are employment-related to promote successful 
training of a person to a new job, job adjustment, retention, and advancement. These services are 
based on the individual employee with a focus on achieving long-term retention of the person in 
the job. 

The level of employment support services is individualized to each employee and the complexity 
of the job. 

Often supports are intensive for the initial orientation and training of an employee with the intent 
of leading to natural supports and/or reduced external job coaching. However, some persons may 
not require any employment supports at the job site; others may require intensive initial training 
with a quick decrease in supports, while some will be most successful when long-term supports 
are provided. 

Supports can include assisting the employee with understanding the job culture, industry practices, 
and work behaviors expected by the employer. It may also include helping the employer and 
coworkers to understand the support strategies and accommodations needed by the worker. 
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Supports are a critical element of the long-term effectiveness of community employment. Support 
services address issues such as assistance in training a person to complete new tasks, changes in 
work schedule or work promotion, a decrease in productivity of the person served, adjusting to 
new supervisors, and managing changes in nonwork environments or other critical life activities 
that may affect work performance. Routine follow-up with the employer and the employee is 
crucial to continued job success. 

Key Areas Addressed 

■ Integrated employment choice 

■ Integrated employment obtainment 

■ Pays wages at or above minimum wage 

■ Provides a benefits package 

■ Employment provided in regular business settings 

■ Integrated employment retention 

■ Provides career advancement resources 

■ Business plan is used to design service 

 

Recommendations 

There are no recommendations in this area. 

 

E. Employee Development Services 

Principle Statement 

Employee development services are individualized services/supports that assist persons seeking 
employment to develop or reestablish skills, attitudes, personal characteristics, interpersonal skills, 
work behaviors, functional capacities, etc., to achieve positive employment outcomes. 

Such services/supports are time limited and can be provided directly to persons seeking 
employment or indirectly through corporate employer/employee support programs. These 
services/supports can be provided at job sites, within formal and organized training and 
educational settings, through coaching, by tutorial services, or within the organization. These 
services may be offered in a free-standing unit or as a functional piece of other services. 
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Key Areas Addressed 

■ Skills development/reestablishment 

■ Attitude development/reestablishment 

■ Work behaviors development/reestablishment 

■ Employment outcomes 

 

Recommendations 

There are no recommendations in this area. 

 

F. Employment Skills Training Services 

Principle Statement 

Employment skills training services are organized formal training services that assist a person 
seeking employment to acquire the skills necessary for specific jobs or families of jobs. Such services 
can be provided at job sites in the form of apprenticeships, on-the-job training, and/or volunteer 
situations; within formal and organized training and educational settings (such as community 
colleges and trade and technical schools); or within the organization. 

Key Areas Addressed 

■ Formal training services 

■ Skills, attitude, and work behaviors development/reestablishment 

 

Recommendations 

There are no recommendations in this area. 

 

G. Organizational Employment Services 

Principle Statement 

Organizational employment services are designed to provide paid work to the persons served in 
locations owned, leased, rented, or managed by the service provider. A critical component and 
value of organizational employment services is to use the capacity of the organization’s 
employment and training service design to create opportunities for persons to achieve desired 
employment outcomes in their community of choice. 

Service models are flexible and may include a variety of enterprises and business designs, including 
organization-owned businesses such as retail stores, restaurants, shops, franchises, etc. 
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Key Areas Addressed 

■ Paid work provided by organization 

■ Employment goals of persons served 

■ Legal guidelines adherence 

■ Increased wages and skills 

 

Recommendations 

There are no recommendations in this area. 

 

N. Services Coordination 

Principle Statement 

Services coordination programs provide goal-oriented and individualized supports focusing on 
improved self-sufficiency for the persons served through assessment, planning, linkage, advocacy, 
coordination, and monitoring activities. Successful services coordination results in community 
opportunities and increased independence for the persons served. Programs may provide 
occasional supportive counseling and crisis intervention services, when allowed by regulatory or 
funding authorities. 

Services coordination may be provided by an organization as part of its individual service planning 
and delivery, by a department or division within the organization that works with individuals who 
are internal and/or external to the organization, or by an organization with the sole purpose of 
providing community services coordination. Such programs are typically provided by qualified 
services coordinators or by case management teams. 

Organizations performing services coordination as a routine function of other services or 
programs are not required to apply these standards unless they are specifically seeking 
accreditation for this program. 

Key Areas Addressed 

■ Goal-oriented and systematic process of advocacy 

■ Coordination of services 

■ Formation of linkages with community resources and services 

 

Recommendations 

There are no recommendations in this area. 
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P. Community Integration 

Principle Statement 

Community integration is designed to help persons to optimize their personal, social, and 
vocational competency to live successfully in the community. Persons served are active partners in 
determining the activities they desire to participate in. Therefore, the settings can be informal to 
reduce barriers between staff members and persons served. An activity center, a day program, a 
clubhouse, and a drop-in center are examples of community integration services. Consumer-run 
programs are also included. 

Community integration provides opportunities for the community participation of the persons 
served. The organization defines the scope of these services and supports based on the identified 
needs and desires of the persons served. This may include services for persons who without this 
option are at risk of receiving services full-time in more restrictive environments with intensive 
levels of supports such as hospitalization or nursing home care. A person may participate in a 
variety of community life experiences or interactions that may include, but are not limited to: 

■ Leisure or recreational activities. 

■ Communication activities. 

■ Spiritual activities. 

■ Cultural activities. 

■ Pre-vocational experiences. 

■ Vocational pursuits. 

■ Development of work attitudes. 

■ Employment activities. 

■ Volunteerism in the community. 

■ Educational and training activities. 

■ Development of living skills. 

■ Health and wellness promotion. 

■ Orientation, mobility, and destination training. 

■ Access and utilization of public transportation. 

■ Interacting with volunteers from the community in program activities. 

■ Community collaborations and social connections developed by the program (partnerships with 
community entities such as senior centers, arts councils, etc.). 
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Key Areas Addressed 

■ Opportunities for community participation 

 

Recommendations 

There are no recommendations in this area. 

 

 

 


