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MORROW COUNTY BOARD OF COMMISSIONERS MEETING AGENDA 
Wednesday, October 7, 2020 at 9:00 a.m. 

Bartholomew Building Upper Conference Room 
Heppner, Oregon 

Zoom Meeting Info on Page 2 
AMENDED 

 
1. Call to Order and Pledge of Allegiance:  9:00 a.m. 
2. City/Citizen Comments:  Individuals may address the Board on topics not on the agenda 
3. Open Agenda:  The Board may introduce subjects not on the agenda 
4. Consent Calendar 

a. Accounts Payable and Payroll Payables 
b. Minutes:  September 2nd, September 9th 

c. Eighth Amendment to Oregon Health Authority Intergovernmental Agreement 
#159175 for the Financing of Mental Health, Addiction Treatment, Recovery & 
Prevention, and Problem Gambling Services 

d. Oregon Department of Veterans’ Affairs, 2020-21 Transportation of Veterans in 
Highly Rural Areas, Grant Agreement – Morrow County 

e. Professional Services Agreement with Regence Blue Cross Blue Shield of Oregon, 
Network Subcontractor TriWest Healthcare Alliance Corp. 

f. Jail Use Agreement with Umatilla County  
g. Defined Contribution Retirement Plan Agreement  
h. Morrow County Cultural Coalition Grant 

5. Recognition of Retired Public Health Director Sheree Smith 
6. Break 
7. Business Items 

a. Mutual Aid Agreement with Umatilla County for Public Health Services (Diane 
Kilkenny, Interim Public Health Director) 

b. Morrow County Government Command Center Update 
c. Community Counseling Solutions Quarterly Report (Kimberly Lindsay, Executive 

Director) 
d. Public Hearing Cancellation Discussion – Appeal of Morrow County Planning 

Commission Decision LUD-N-26-20 (Justin Nelson, County Counsel) 
e. Planning Director Designation (Lindsay Grogan, Human Resources Manager) 
f. Irrigon Building Update (Darrell Green, Administrator) 
g. Disbursement of Funds to Non-Profits (Kate Knop, Finance Director) 
h. Northeast Oregon Water Association (NOWA) Dues Invoice 
i.  Review Agenda for October 12th City-County-Port Meeting 

8. Department Reports - Written 
a. Administrator’s Monthly Report 
b. Sheriff’s Office Monthly Report 
c. Treasurer’s Monthly Report 
d. County Counsel/District Attorney Quarterly Report 
e. Fair Office Quarterly Report 

9. Correspondence 
10. 11:30 a.m. Cliff Bentz, Candidate for U.S. Senate Position 2 
11. Commissioner Reports 
12. Signing of documents 13. Adjournment 
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Agendas are available every Friday on our website (www.co.morrow.or.us/boc under 
“Upcoming Events”).  Meeting Packets can also be found the following Monday. 

 
The meeting location is accessible to persons with disabilities. A request for an interpreter for the 
hearing impaired or for other accommodations for persons with disabilities should be made at 
least 48 hours before the meeting to Roberta Lutcher at (541) 676-5613. 

 
Pursuant to ORS 192.640, this agenda includes a list of the principal subjects anticipated to be 
considered at the meeting; however, the Board may consider additional subjects as well. This 
meeting is open to the public and interested citizens are invited to attend. Executive sessions are 
closed to the public; however, with few exceptions and under specific guidelines, are open to the 
media. The Board may recess for lunch depending on the anticipated length of the meeting and 
the topics on the agenda. If you have anything that needs to be on the agenda, please notify the  
Board office before noon of the preceding Friday. If something urgent comes up after this 
publication deadline, please notify the office as soon as possible. If you have any questions about 
items listed on the agenda, please contact Darrell J. Green, Administrator at (541) 676-2529. 

 
Zoom Meeting Information 

 
 
Join Zoom Meeting 
https://zoom.us/j/5416762546  PASSWORD:  97836 Meeting ID: 541-676-2546 
 
Zoom Call-In Numbers for Audio Only Using Meeting ID 541-676-2546#: 
1-346-248-7799   1-929-436-2866 
1-669-900-6833   1-253-215-8782 
1-312-626-6799   1-301-715-8592 
 
 

http://www.co.morrow.or.us/boc
https://zoom.us/j/5416762546














































































































































































































 
 

 

 

“Assisting People to Become Independent, Healthy and Safe” 

Oregon Department of Human Services 

Office of Developmental Disabilities Services 

500 Summer St. NE E-09 

Salem, OR 97301-1073 

Voice: 503-945-5811 

Fax: 503-373-7274 

TTY: 800-282-8096 

Oregon 
Kate Brown, Governor 

 

 

Date:   September 14, 2020  

 

 

To:   Dustin Wyllie, Program Manager 

From:  Neal Kushiyama – ODDS QA Unit 

Re:    Community Counseling Solutions-Grant, Lake, Morrow, Wheeler, 

Gilliam QA Field Review Closure Notification 

 

The Office of Developmental Disabilities Services (ODDS) Quality Assurance 

(QA) team has reviewed the remediation documentation submitted by Community 

Counseling Solutions following the QA onsite review conducted on July 27, 

through July 31, 2020.  

 

This letter is to notify Community Counseling Solutions that documentation 

submitted demonstrated remediation of required actions listed in the Correction 

Action Plan issued to Community Counseling Solutions by the ODDS Quality 

Assurance unit. ODDS QA has accepted the documentation regarding the cited 

deficiencies and acknowledges the 60-day remediation has been completed; no 

additional follow up is required on those items. The formal review is now closed 

but we will follow up on some ancillary items that will take longer than 60 days to 

finish. Please complete the following tasks and submit evidence of completion by 

12/31/20.   

 

• Obtain signed Notification of Rights form and complete Annual plan for the 

one individual receiving General Fund services.  If continued attempts at 

contacting this family is unsuccessful, and the stay on issuing Notification 

of Planned Actions are lifted, CME to pursue the necessary steps to exit the 

individual from services.      

 

ODDS would like to thank Community Counseling Solutions again for your 

assistance in the process and completion of this review. 

 

 

 



Sincerely, 

 
Neal Kushiyama  

Oregon Department of Human Services 

Office of Developmental Disabilities 

Quality Assurance  

3541 Fairview Industrial Drive 

Salem, OR 97302 

Phone: 503-757-3001 

Email: Neal.T.Kushiyama@dhsoha.state.or.us 

 

 

cc: Darlene O’Keeffe; Anna Lansky; Lea Ann Stutheit; Chris Pascual; Brent 

Watkins; Matt Bighouse; Carolyn Sahr 
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ODDS QA Field Review Corrective Action Plan for Community Counseling Solutions: Lake, Grant, 
Morrow, Wheeler, Gilliam 

Onsite Date: 
7/31/2020 

Date Report Issued: 
9/1/2020 

Report Type: 
 Final 

Date CME Planned Actions/Corrections 
Due: Completed 

Date Remediation Due: 
 10/30/2020 

 

Section: 
A.)  Level of Care/Eligibility 

Findings 

Areas of 
Strength 

Level of Care (LOC) 
1. All files had a current completed Level of Care in their files. 
 
2. Although not reviewed due to COVID-19, LOCs were being completed within 12 months of the previous assessment except for one file.     
 
3. All files reviewed had a completed Freedom of Choice form in their files. 
 
Eligibility 
1. All files contained a completed intake/application form. 
 
2. All but two files reviewed included a Notification of Eligibility Determination letter.   
 

Identified 
Issues # Identified Areas of Improvement Summary of Cause(s) 

(Primary reasons for non-compliance, if identified) 
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1.  

Two files reviewed did not have a Notice of 
Eligibility Determination letter addressed to 
the person.  (This is not a citation; current 
OARS require everyone to have a notice in 
their files.) 

Individuals who were made eligible prior to 7/09 did not require a Notice of Eligibility Determination 
form to be sent to them. 

 

 

Corrective Action Summary (ODDS Developed) 
A.)  Level of Care/Eligibility 

Identified 
Issue # Required Action/Correction Activity Source of Remediation 

Evidence 

Date CME 
Completed 

Remediation 
CME Comments ODDS Comments 

1. 

The CME will need to review the 
eligibility documents for those 
individuals that were marked as 
“indeterminable” for Eligibility question 
#2 and generate a notice and place in 
their file.  Progress note the activity and 
explain why they are adding a notice to 
the file. 

NA   CME does not need to send the 
developed notice to the 
individual.  Filing the notice in 
the individual’s file is enough.  
This required action needs to 
happen even if the finding is 
“indeterminable” and the person 
was enrolled prior to July 1, 
2009.  The OARS require the 
Notice as part of the service 
records.      
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Corrective Action Summary (CME Developed) 

A.)  Level of Care/Eligibility 

Identified 
Issue # Planned Action/Correction Activity Source of Remediation 

Evidence 

Date CME 
Completed 

Remediation 
CME Comments ODDS Comments 

1. 

CCS will review the eligibility 
documents for the individuals that were 
marked as “indeterminable” for 
Eligibility question #2 and generate an 
eligibility notice and place it in their 
file.  The CCS Eligibility Specialist will 
also progress note the activity and 
explain why they are adding a notice to 
the file by 12/31/2020. 

Eligibility Statements    

 
     

 

Section: 
B.) Service Plan 

Findings 

Areas of 
Strength 

1. The desired outcomes identified in the service plans (ISP) were consistent with the information gathered through a person-centered process.  
 
2. Individual preferences for how services will be delivered were documented for identified services in the ISP. 
 
3. Relevant chosen services and the "Informal supports, community resources and other voluntary services and supports" sections of the ISPs were 
filled out completely. 
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4. Most of the files reviewed, the Services Coordinator provided detailed information to the individual and or guardian of all available options for 
alternative home and community-based settings, including non-disability specific settings in their ISPs and/or in a progress note. 
 
5. All identified support needs were addressed in all but one service plan.  Additionally, most ISPs included specific details describing those supports. 
 
6.  Identified health and safety risks from the Risk Identification Tool (RIT) were addressed in the Risk Management Plans. 
 
7.  In general, ISPs seemed to be well written, contained a good amount of valuable information and were person-centered. 
 
8.  Although not reviewed due to COVID-19, all service plans were completed within 12 calendar months of the implementation of the previous plan.    

Identified 
Issues # Identified Areas of Improvement Summary of Cause(s) 

(Primary reasons for non-compliance, if identified) 

1. 

Not all files reviewed contained 
documentation that the SC informed the 
individual of all available options for 
alternative home and community-based 
settings, and the individual’s choice was not 
documented in the ISP. 
 

The Acknowledgement section of the ISPs inquires about Alternative home and community-based 
settings (including non-disability specific settings); however, in several ISPs the section where the ISP 
form directs the SC to describe and list the options that were offered and chosen by the individual did not 
include all options or was left blank.   

o Progress notes, were also searched regarding whether this discussion was documented somewhere 
else, but the information was not found. 

2. 

Not all files reviewed documented 
strategies for solving conflicts or 
disagreements.   

Per the ISP Guidance, the 7/19 ISP form has some formatting errors which include the Differences 
section checkbox.  If the "No known Differences" boxes were checked, once printed, the two sentences 
under the Differences Section, would have no space between them and the "No Known Differences" 
boxes would not show.  However, if the "No known Differences" boxes were not checked, there would be 
a space between the two sentences as these three ISPs showed.   
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Corrective Action Summary (ODDS Developed) 

B.) Service Plan 

Identified 
Issue # Required Action/Correction Activity Source of Remediation 

Evidence 

Date CME 
Completed 

Remediation 
CME Comments ODDS Comments 

1. 

NA NA NA NA No ODDS mandated 
remediation required. CME will 
develop the required 
corrective action- (see CME 
Developed section below) 
 

2. 

NA NA NA NA No ODDS mandated 
remediation required. CME will 
develop the required 
corrective action- (see CME 
Developed section below) 
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Corrective Action Summary (CME Developed) 

B.) Service Plan 

Identified 
Issue # Planned Action/Correction Activity Source of Remediation 

Evidence 

Date CME 
Completed 

Remediation 
CME Comments ODDS Comments 

1. 

The CCS Developmental Disabilities 
Program will complete training with all 
DD Services Coordinators on informing 
individuals of all the available options 
for alternative home and community-
based settings and documenting these 
services on the Individual Support Plan 
by remediation due date. 
 

Training Logs    

2. 

The CCS Developmental Disabilities 
Program will complete training with all 
DD Services Coordinators on ensuring 
they review and document strategies for 
solving conflicts or disagreements on 
the Individual Support Plan by 
remediation due date. 

Training Logs    
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Section: 
C.) Employment 

Findings 

Areas of 
Strength 

1. All required individual files documented conversations regarding Employment and/or career advancement at the annual ISP meeting. 
 
2. If a Career Development Plan (CDP) was not created, a Decision Not to Explore Employment was completed and indicated why employment was not 
being pursued. 
 
3.All relevant CDPs included at least one employment outcome; and a goal to pursue, maintain or advance in individual integrated employment in the 
community. 
 

Identified 
Issues # No deficiencies found in this area.  No corrective action is required.   

 

 

Section: 
D.) Health & Welfare 

Findings 
 
 

Areas of 
Strength 

1. All but one file had a copy of the Notification of Rights form (SDS 0948). 
 
2. Most of the files reviewed, Incident Reports (if applicable) were found for any unusual/serious incidents and there were corresponding progress 
notes.  Only one file did not have a corresponding progress note for a serious incident. 
 
3.  All relevant files that a serious incident occurred; the CME entered the information into the incident management system.  
 
4.  All but one abuse allegation was entered into the incident management system by the CME.   
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5.  In all documented cases, the SCs did a nice job following up on any noted concerns regarding health and safety concerns, reported serious events, 
and unusual incidents, and documenting this in the progress notes.   
 

Identified 
Issues # Identified Areas of Improvement Summary of Cause(s) 

(Primary reasons for non-compliance, if identified) 

1. 
A copy of the Notification of Rights form 
(SDS 0948) was missing in one file. 
 

SC attempted to meet with the family for an annual plan; however, parents were not at home.  The SC 
attempted to contact the family since but was not successful.   

2. 

Not all serious events/incidents and abuse 
allegations were entered into the incident 
management system.   

In two files reviewed, a serious event and an abuse allegation were not entered into the SERT system 
prior to the implementation of Centralized Abuse Management System.   

• In one file, there was a progress note and an Incident Report indicating a hospitalization for 
surgery where the individual stayed for three days, but this incident was not entered into the 
incident management system. 

• Another file, APS referred the pending abuse allegation to the DD office as the individual was not 
eligible for APS services because of DD jurisdiction.  The adult DD abuse investigator followed 
up on the referral from APD and found that it did not meet the criteria for abuse; however, the 
information was not entered into the incident management system.   
 

3. 

One file did not document any actions taken 
related to the serious incident including 
recommended actions or follow-up and the 
date it occurred.   
 

There was no progress note found for this incident and therefore, no action was determined to be 
completed.   
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Corrective Action Summary (ODDS Developed) 

D.) Health & Welfare 

Identified 
Issue # Required Action/Correction Activity Source of Remediation 

Evidence 

Date CME 
Completed 

Remediation 
CME Comments ODDS Comments 

1. 

Obtain a current signed Notification of 
Rights (SDS 0948) for the one individual 
who did not have one in their file. 
 

Copy of completed 
Notification of Rights 
form (SDS 0948). 

   

2. 

CME Adult Abuse Investigator to enter 
the serious event and abuse allegation for 
the two individuals into CAM. 
 

Documentation showing 
the incidents were 
entered into CAM. 

   

3. 

NA NA NA  No ODDS mandated 
remediation required. CME will 
develop the required 
corrective action- (see CME 
Developed section below) 

 

 

Corrective Action Summary (CME Developed) 

D.) Health & Welfare 

Identified 
Issue # Planned Action/Correction Activity Source of Remediation 

Evidence 

Date CME 
Completed 

Remediation 
CME Comments ODDS Comments 
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1. 

The CCS Developmental Disabilities 
Program will obtain a current signed 
Notification of Rights (SDS 0948) for 
the one individual who did not have one 
in their file. If we continue to have 
difficulty contacting the family their file 
may be closed with a Notice of Planned 
Action once the COVID-19 stay is lifted 
by 12/31/2020 
 

    

2. 

The CCS Developmental Disabilities 
Adult Abuse Investigator will enter the 
serious events and abuse allegation into 
the Centralized Abuse Management 
system for the two identified individuals 
by remediation due date. 
 

    

3. 

The CCS Lake County Developmental 
Disabilities Services Coordinator will 
complete a “late entry” progress note 
documenting the actions taken related to 
the serious incident including 
recommended actions or follow-up and 
the date it occurred by 10/31/2021.  
 

Progress Note in Credible 08/03/2020 Progress Notes was made on 
08/03/2020 indicating what 
follow-up was complete 
regarding the incident. 

8/28/20-P-note viewed in 
Credible documenting follow-
up was made and observation of 
individual completing task.  No 
further action required.     
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Section: 
E.) Complaint 

Findings 

Areas of 
Strength 

1. All but one file had a copy of the Notification of Rights form (SDS 0948). 
 
2. Notification of Planned Action section was not reviewed due to COVID-19.   
 

Identified 
Issues # Identified Areas of Improvement Summary of Cause(s) 

(Primary reasons for non-compliance, if identified) 

1. 
A copy of the Notification of Rights form 
(SDS 0948) was missing in one file. 
 

SC attempted to meet with the family for an annual plan; however, parents were not at home.  The SC 
attempted to contact the family since but was not successful.   

 

 

Corrective Action Summary (ODDS Developed) 
E.) Complaint 

Identified 
Issue # Required Action/Correction Activity Source of Remediation 

Evidence 

Date CME 
Completed 

Remediation 
CME Comments ODDS Comments 

1. 

Obtain a current signed Notification of 
Rights (SDS 0948) for the one individual 
who did not have one in their file or 
close the individual  
 

Copy of completed 
Notification of Rights 
form (SDS 0948). 
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Corrective Action Summary (CME Developed) 

E.) Complaint 

Identified 
Issue # Planned Action/Correction Activity Source of Remediation 

Evidence 

Date CME 
Completed 

Remediation 
CME Comments ODDS Comments 

 

CCS Developmental Disability Program 
will obtain a current signed Notification 
of Rights (SDS 0948) for the one 
individual who did not have one in their 
file. If we continue to have issues 
contacting the family their file may 
close with a Notice of Planned Action 
once COVID-19 restricted are lift by 
12/31/2020. 
 

SDS 0948 Form or 
Notice of Planned Action 

   

 

 

Section: 
F.) Monitoring 

Findings 

Areas of 
Strength 

Case Management Contact (CMC) Monitoring 
1. Most of the progress notes for CMCs were well written and included plenty of details to document the service was provided.  The progress notes 
were personalized to everyone.   
 
2. Required elements of a CMC were addressed at least once a year for everyone that required them.  Most of the required elements were asked each 
time a CMC was made.   
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3. For most of the CMCs made with individuals living in residential settings, the SCs were able to meet with the individual or observe the individual 
prior to COVID restrictions.  
 
4.  Some CMCs were done via video observation/and or conversation with the individual living in a residential setting when restrictions to the home 
was made due to COVID-19.  
 
Site Visits 
Due to COVID-19, this section was not reviewed by the QA team.  However, it should be noted that site visits in all types of settings were being made 
by the SCs.   
 
Service Monitoring 
 
1.  All of the files reviewed, the Services Coordinators documented that services are being delivered as outlined in the ISP. 
 
2.  When issues or concerns with services and supports were identified by the Services Coordinators, the SCs followed up on it and documented the 
remediation of the identified issue. 
 
3.  The annual review of services specific to health, safety and behavior for individuals receiving residential services, were completed and documented 
in progress notes as required. 
 
4.  The semi-annual review of individuals’ funds, for those receiving residential services, were completed and documented in progress notes in their 
files as required. 
 

Identified 
Issues # Identified Areas of Improvement Summary of Cause(s) 

(Primary reasons for non-compliance, if identified) 

1. 

Case Management Contacts were not 
completed timely as required by rule and/or 
within the timeframe identified in the ISP. 

• There were some progress notes that indicated the SC contacted someone other than the person or 
their legal/designated representative when the adult individual was not able to communicate their 
needs. A couple of these were parent/guardians who were also Personal Support Workers (PSW).  
These would have counted as CMCs if conversation with the parent/guardian/PSW and an 
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observation of the adult individual, who is unable to communicate their needs, was made at the 
same time the contact was being made.   

• The time lapse was greater than once every three months/or monthly per the plan. 
• There were misunderstandings of required services for individuals who qualified under PMDDT 

and or the 300% rule.  These individuals require a monthly waivered service but does not mean 
they need a monthly CMC unless they have 3 or more identified high risks on their risk 
management plan.    

• No contact was attempted.   
 

 

 

Corrective Action Summary (ODDS Developed) 

F.) Monitoring 

Identified 
Issue # Required Action/Correction Activity Source of Remediation 

Evidence 

Date CME 
Completed 

Remediation 
CME Comments ODDS Comments 

1. 

NA NA NA NA No ODDS mandated 
remediation required. CME will 
develop the required 
corrective action- (see CME 
Developed section below) 
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Corrective Action Summary (CME Developed) 
F.) Monitoring 

Identified 
Issue # Planned Action/Correction Activity Source of Remediation 

Evidence 

Date CME 
Completed 

Remediation 
CME Comments ODDS Comments 

1. 

The CCS Developmental Disabilities 
Program will provide training on the 
CCS Case Management Contact Policy 
and completing Case Management 
Contacts in a timely manner and/or 
within the time frames identified in the 
Individual Support Plan by remediation 
due date. 

Training Log    

 
     

 

 

Section: 
G.) Progress Notes 

Findings 

Areas of 
Strength 

1.  Most progress notes were well written and included enough information to easily determine what service was provided. 
 
2.  Many of the progress notes reviewed meet the criteria of a qualifying encounter. 
 
3.  In general, late progress notes were appropriately noted. 
 
4.  Most progress notes documented case management services being delivered.  
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5.  In general, indirect progress notes had all required elements to meet a qualified encounter. 
 

Identified 
Issues # Identified Areas of Improvement Summary of Cause(s) 

(Primary reasons for non-compliance, if identified) 

1. 

Not all Qualifying Encounters meet the 
criteria required to show a case 
management service was provided and that 
it could be billed for.  
 

• There were instances where the SC billed for a case management service but there was no progress 
note on that specific date.  CME acknowledged that some were billed in error and were voided out 
during the review.  

• There was a small amount of qualifying encounter claims that did not meet the criteria due to being 
more of an informational note or a task that is considered administrative. 

 

2. 
Not all progress notes that were entered late 
were appropriately noted.   

There were progress notes that were not entered and signed by the SC until weeks or months after the 
service was provided and there was no indication in the body of the note that they were late entries.   
 

 

Corrective Action Summary (ODDS Developed) 

G.) Progress Notes 

Identified 
Issue # Required Action/Correction Activity Source of Remediation 

Evidence 

Date CME 
Completed 

Remediation 
CME Comments ODDS Comments 

1. 

Review the Qualifying Encounters 
spreadsheet and void all eXPRS claims 
that did not meet billable criteria. 
 

Acknowledgment when 
all encounters have been 
voided. 

  Those that were voided during 
the review due to a billing error 
or were provided a late entry 
progress note are considered 
remediated and are noted on the 
Qualifying Encounters 
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Spreadsheet. See ODDS 
comments in Corrective 
Action Summary (CME 
Developed) 
 

2. 

NA NA NA NA No ODDS mandated 
remediation required. CME will 
develop the required 
corrective action- (see CME 
Developed section below) 
 

 

 

Corrective Action Summary (CME Developed) 
G.) Progress Notes 

Identified 
Issue # Planned Action/Correction Activity Source of Remediation 

Evidence 

Date CME 
Completed 

Remediation 
CME Comments ODDS Comments 

1 

CCS will review the Qualifying 
Encounters spreadsheet and void all 
eXPRS claims that did not meet billable 
criteria. 
 

Qualifying Encounters 
Spreadsheet 

08/27/2020 All 3 remaining encounters 
that did not meet the standard 
of a Qualifying Encounter 
have been be voided out of 
eXPRS as of 08/27/2020. 

8/28/20-Reviewed in eXPRS 
and confirmed the 3 encounters 
that did not meet billable 
criteria were voided.  No 
further action required. 

2. 

The CCS Developmental Disabilities 
Program will retrain all Services 
Coordinators on CCS Progress Note 
Policy and the specific process of 

Training Form    
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documenting late progress note entries 
by remediation due date. 

 

 

Section: 
H.) Assessment 

Findings 

Areas of 
Strength 

1. Although not reviewed due to COVID-19 on whether assessments were completed within 12 months of the previous assessment, all but one 
assessment was completed within the 12-month period.  The one assessment was submitted a day late. 
 
2.  In general, assessments contained descriptive and useful information. 
 
3.  Due to COVID-19, face to face observation of individuals were not reviewed.   
 
4. When individual’s support needs or circumstances changed necessitating revisions to the ISP, assessments were completed.   
 
5. When an individual requested a new assessment outside the normal 12 months, an assessment was completed.   
 

Identified 
Issues # No deficiencies found in this area and no corrective action is required.   
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Section: 
I.) HCBS Individually Based Limitations 

Findings 
Areas of 
Strength 

1. There were no Individually Based Limitations for any of the individuals reviewed. 
 

Identified 
Issues # No deficiencies found in this area and no corrective action is required.   

 

 

Section: 
J.) General Fund Services 

Findings 

Areas of 
Strength 

1.  Not all files reviewed, included annual plans or a comprehensive progress note that addressed all required elements. 
 
2.  When documented, the plan for individuals in General Fund services contained a lot of valuable descriptive information. 
 

Identified 
Issues # Identified Areas of Improvement Summary of Cause(s) 

(Primary reasons for non-compliance, if identified) 

1. 

One file did not contain a current Annual 
Plan or comprehensive progress note.   

There was no Annual Plan or comprehensive progress note completed for 2019.  Per the SC’s notes, the 
SC tried to contact the family to complete the 2019 annual plan with no success.  CME reports that they 
were in process to exit the individual from services and issue a NOPA; however, due to COVID-19 and 
direction from ODDS, no services can be terminated or reduced until further notice.   
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Corrective Action Summary (ODDS Developed) 

J.) General Fund Services 

Identified 
Issue # Required Action/Correction Activity Source of Remediation 

Evidence 

Date CME 
Completed 

Remediation 
CME Comments ODDS Comments 

1. 

If the CME is still unable to contact the 
family to complete the plan, the CME is 
required to take the steps to exit the 
individual from services once the stay is 
lifted.   
 
Per Worker’s Guide, Case Management 
Activities During COVID-19 (Updated 
7/8/20), do not issue any Notices of 
Planned Action (NOPAs) related to 
termination or reduction of service until 
further notice.   

Documentation that 
NOPA has been issued to 
exit the individual or 
documentation showing 
the CME has made 
contact and a plan is in 
place. 

  Per 411-415-0030(5)(b)(F)- A 
CME must exit an individual 
from CM services when any of 
the following occur: 
(F) After the individual either 
cannot be located or has not 
responded after a minimum of 
30 calendar days of repeated 
attempts by CME staff to 
complete ISP development, 
annual plan development, or 
monitoring activities. 
 
Should this continue to be the 
issue and when Case 
Management Activities During 
COVID-19 Worker’s Guide is 
updated to allow for 
terminations or reductions, 
CME to pursue the necessary 
steps to exit the individual from 
services.   
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Corrective Action Summary (CME Developed) 

J.) General Fund Services 

Identified 
Issue # Planned Action/Correction Activity Source of Remediation 

Evidence 

Date CME 
Completed 

Remediation 
CME Comments ODDS Comments 

 

To address the one file that did not 
contain a current Annual Plan or 
comprehensive progress note. 
 
The CCS Developmental Disabilities 
Program will continue to make attempts 
to contact the family during the COVID-
19 pandemic to complete the annual 
plan, if no contact is made with the 
family to complete the Annual Plan the 
CCS DD Program will take the steps to 
exit the individual from services once 
the COVID-19 stay is lifted by 
12/31/2020. 
 
 

Annual Plan or Notice of 
Planned Action 

   

 

The CCS Developmental Disabilities 
Program will retrain Services 
Coordinators on issuing Notices of 
Planned Action, specifically pertaining 
to closing files due to lack of contact 
with individuals or families by 
remediation due date.    

Training Log    
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Section: 
K.) Personnel 

Findings 

Areas of 
Strength 

1. All staff files contained an approved background check. 
 
2. All new hires had with their application, the inquiry of any founded reports of child abuse or substantiated abuse. 
 
3. All new hired employees and employees who changed positions had up-to-date job descriptions and documentation of confirmation of qualifications 
prior to hire. 
 
4. All files contained documentation of annual notification of abuse reporting status. 
 
5. All relevant files met the 20 hours of annual job-related training requirement.  
 

Identified 
Issues # No deficiencies found in this area and no corrective action is required. 

 

Section: 
L.) Complaint Log 

Findings 

Areas of 
Strength 

1. The three CDDPs (Lake, Grant, Morrow/Wheeler/Gilliam) all maintain a current Complaint Log as required. 
 
2. Complaint Logs at all three CDDPs contained all the required elements per the OARs. 
 

Identified 
Issues # No deficiencies found in this area and no corrective action is required. 
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Additional Comments 
 
 
 
 
 
 

 



Community Counseling Solutions ranked 40 among the 54 Large nonprofits that participated in the 2020 100 Best Nonprofits to Work For 
in Oregon survey.

Community Counseling Solutions

September 16, 2020

The 100 Best list is comprised of the top 34 Large and top 33 Medium and Small Nonprofits that participated in our survey. Your 100 Best 
Nonprofits score was 534.72 and 81 of your Oregon employees completed the survey.

– 100 Best Research Team

Oregon Business magazine and CheckPoint Surveys LLC are pleased to present the attached results of your company's participation in our 
survey. This information should help you better understand how your employees perceive their workplace. 

You'll find here your Basic Report, which shows how employees rated their satisfaction (on a scale of -3 to +3) in regard to 20 workplace 
characteristics and 11 Sustainable Practices areas. The first chart shows their satisfaction (on a scale of 0-100) in the five broader survey 
categories, as well as Sustainable Practices, your Participation Score and your Employer Benefits Survey score. This feedback should 
validate your best practices and zero in on those workplace issues that remain a challenge. Your company's Employee Comments provides 
workplace feedback in your employees' own words. These anonymous comments tell you what they enjoy most about their jobs and what 
they would like to see changed.

Participating in the survey initiates an important dialog within your company. We encourage you to continue the discussion by sharing the 
information in this report with your employees through such forums as regular company meetings or off-site retreats. As a team you can 
devise key strategies to address the findings of the report. After 28 years of conducting this process, we know how much employees 
appreciate having their feedback acknowledged by management: Please let them know you heard them.



100 Best Nonprofits survey
2020 Basic Report with Employee Comments

• Overall category scores
• Employee satisfaction ratings
• Employee write-in comments

Community Counseling Solutions



2020 Basic Report with Employee Comments

CheckPoint Surveys LLC
www.checkpointsurveys.com
541-233-8354 

Oregon Business magazine
715 S.W. Morrison St., Suite 800
Portland, Oregon 97205 

How to read your results:

Scores for each employee survey statement, as shown in most the graphs of this report, were calculated from the average of all of your 
employee/volunteer ratings for that particular statement on the range of -3 (not at all satisfied), 0 being neutral, to +3 (very satisfied). To review all 
the survey statements, click on this link: http://www.oregonbusiness.com/npsurveyinfo

You'll note that we had six major categories in the employee survey: 
1) Work Environment
2) Management & Communications
3) Mission & Goals
4) Career Development & Learning
5) Benefits & Compensation
6) Sustainable Practices (Used only to determine 100 Best Green Companies, released in June issue of Oregon Business)

The first graph in this report (8 vertical bars) displays your average score for each of these six major categories on a scale of 0 to 100 - keeping it 
consistent with scoring system used in past surveys for the magazine. It's the -3 to +3 average per category converted into a 100 point scale.The  
participation score  was determined by comparing your organization's completion percentage to others in your respective size category  The last 
vertical bar titled "Employer Survey of Benefits" came from the employer survey completed by a representative of your organization. A perfect score 
is 700.

To order subsequent reports that include other data, such as importance ratings and benefits benchmarks, visit 
http://www.oregonbusiness.com/100best/nonprofit/nonprofitssurvey

Thank you. We hope these reports will help create best workplace practices within your organization.
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1.6

1.7

1.9

2.2

-3.0 -2.0 -1.0 0.0 1.0 2.0 3.0

Quality and efficiency of physical workspace, tools and equipment

Teamwork, cooperation and fun at work

Equity for differing racial, gender, sexual-orientation, ability, age and
economic groups

Flexibility to balance family, community and job obligations

Employee satisfaction ratings 
Work Environment

Community Counseling Solutions



1.3

0.5

1.5

2.1

-3.0 -2.0 -1.0 0.0 1.0 2.0 3.0

Rewards and acknowledgement for top performance

Timely discipline and termination for poor performance

Open and clear communications with diverse groups within organization

Treatment by supervisors and management

Employee satisfaction ratings 
Management & Communications

Community Counseling Solutions



1.9

1.3

1.5

1.9

-3.0 -2.0 -1.0 0.0 1.0 2.0 3.0

Pride and belief in the organization

Employee involvement in decision-making

Trust in management and/or Board decisions

Progress of mission and purpose

Employee satisfaction ratings 
Mission & Goals

Community Counseling Solutions



1.2

1.6

1.3

1.3

-3.0 -2.0 -1.0 0.0 1.0 2.0 3.0

Opportunities for equitable promotion and advancement

Opportunities to grow and stay challenged

Support for off-site education and training

On-the-job training

Employee satisfaction ratings 
Career Development & Learning

Community Counseling Solutions



1.1

2.0

2.0

1.7

-3.0 -2.0 -1.0 0.0 1.0 2.0 3.0

Opportunities for increases in pay and benefits that are equitably offered to all
employees

Paid time off and leave benefits

Retirement plan options and employer contribution

Health and wellness plan quality, options and cost

Employee satisfaction ratings 
Benefits & Compensation

Community Counseling Solutions
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1.0

0.8

0.4

0.9

0.7

1.1

1.2

1.4

1.5

-3.0 -2.0 -1.0 0.0 1.0 2.0 3.0

Organization’s practice of buying local for materials, food, etc.

Workplace practice of energy conservation, such as turning off unused
equipment and use of high efficiency appliances

Support for travel alternatives such as public transit, carpools, telecommuting,
walking and bicycling

Efforts to use nontoxic, natural materials

Waste reduction, such as composting, reuse of materials, and minimal
packaging

Conservation of water, such as low-flow plumbing fixtures and native-plant
landscaping

Workplace recycling of paper, glass, metals, packaging and other materials

Measurement of progress toward sustainability and sharing of results

Rewards and recognition of employee efforts toward sustainability goals

Efforts to incorporate sustainability ethics into organization's services and
products

Sustainability as part of the organization’s mission

Employee satisfaction ratings 
Sustainable Practices

(Used for 100 Best Green Workplaces in June issue of Oregon Business)

Community Counseling Solutions



100 Best Nonprofits survey

Employee write-in comments



Interested in additional information?

A comprehensive report provides:

* Charts showing how your employees/volunteers responded to importance vs. satisfaction for each 

workplace quality.  This allows you to find areas to reinforce and areas to improve.  If "Teamwork, cooperation 

and fun at work" is very important to your employees and they are not at all satisfied with the current 

environment, you should know. 

* Charts showing how your employees/volunteers satisfaction/ importance reponses compare to your choice of:

a) All the organizations in the survey
b) The 100 Best Nonprofits

c) The top 33/34 nonprofits in your size category

You can receive credit for money already invested in this report towards additional, specialized reports.  

These reports are available for year over year comparisons of your organization, demographic breakdowns and more.

Please contact Craig Peebles for more information at 503-445-8824 or craigp@oregonbusiness.com
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 Employee Comments for Community Counseling Solutions — 2020 

   

 What about your organization makes it great? 
What about your organization would you like to 

improve? 

1 

CCS is a great agency to work for. Most 
employees are dedicated and appear to be 
committed to the mission. Most employees seem 
happy and I hear a lot of laughing (that's good). I 
feel that the board of directors and administration 
listens and works in the best interest of the 
employees and our communities.   

I wish we were not so spread out. I don't think 
there is much to be done about that.   

2 Kind people.  

3 

Our organization clearly lives by our mission 
statement. Everyone I have interacted with from 
front desk staff to agency directors clearly cares 
about those we serve.   

4 You're assuming I think it's great. 
Communication, ability of HR to give a damn and 
employee trustworthiness. 

5 

I enjoy my boss. I like that my job is close to 
where I live and that I only work 3 days a week 
so that I can have a lot of time with my family. 

There are many things that could be improved. 
Within the group home that I work at, we are often 
forced to work with broken-down and 
nonoperational equipment. The annual raises are 
said to be merit based, but when a person gets an 
exceptional review, their raise is usually 
nonexistent, and those who do not do their job, 
are mean to both residents and staff, or hardly 
ever show up to work never get reprimanded. 

6 
I believe we have a wonderful board of directors 
as well as the Executive Director of our agency.  Recycling.  

7  More support of my professional growth.  

8 

We are community partners helping individuals 
and families with needs to educate them on 
resources available to them for assistance both 
for mental health, public health and overall well-
being; food, housing and transportation. 

Hire additional QMHAs and QMHPs. Create a 
confidential environment where the clinician isn't 
talking to a front desk employee regarding clients’ 
PHI. 

9 
Client best interest is a strong focus. Employees 
are supported in caring for families. Don't feel safe sharing. 

10 Coworkers.  

Upper management and their accountability. 
Taking care of their employees and being open 
and honest with the board about what is really 
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 Employee Comments for Community Counseling Solutions — 2020 

   

 What about your organization makes it great? 
What about your organization would you like to 

improve? 

going on.  

11 

This company goes above and beyond to treat 
their employees like a family. It is a close 
community of employees that all look out for each 
other at work as well as in off time. This company 
steps up and helps employees’ families if in 
need. They help their employees!   

I was under the impression this company was a 
"degree driven" company, but I feel that the 
company overlooks the hard work that some 
employees have put into their educations and 
they’re not paid what they should be for the 
education they have. It is hard to watch job 
postings come up that require less of a degree 
than what I have but pay a significant amount 
more than what I make.  

12 
We have a great team of supportive people with 
whom to work. 

More time off; mental health days, for example, 
and a little more vacation. This is a stressful job! 

13 

They focus on teamwork and the ability for 
everyone to work together. Communication is a 
huge component especially between supervisors 
and supervisees.  

I think that it would benefit CCS if we looked at 
hiring more clinicians in the rural areas where 
there may only be one or two clinicians. 

14 

Wages are very competitive, great benefits, great 
people working hard to help our community in a 
variety of ways.  More training for supervisory staff. 

15 The people and the mission of helping others.   

16 

There have been times in the not so distant past 
that I had lost faith in the agency's belief in its 
employees. However, the agency response to 
COVID-19 restored my faith. I truly believe upper 
management is making employee satisfaction, 
health and well-being a priority.  

Continue to show employees that they are 
important and the backbone of the agency. Also, 
community partner satisfaction is very important, 
but in situations where community partner 
satisfaction is a detriment to agency employees, I 
would like to see the agency choose employees 
first.  

17 

Challenging environment, supportive board of 
directors, supportive CEO, supportive CFO, and 
wonderful supervisor. We have good benefits and 
some good people who work here.   

Communication (create teams of folks that need to 
know information every time an event happens 
and get that information to them). Such as 
contracts: Develop who in the agency a contract 
affects, and make sure they get the ones that 
affect their jobs. Cross-training. Hiring process 
improvement (too slow). Reviewing job 
descriptions regularly, and training for admin staff 
on how to do that, and start that conversation with 
direct reports. 
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 Employee Comments for Community Counseling Solutions — 2020 

   

 What about your organization makes it great? 
What about your organization would you like to 

improve? 

18 
They care about workers, clients, volunteers, 
even bosses.  

19 The diverse group of employees and customers.  
I would like to the option to work from home more 
often.  

20 

CCS is open to requests from the community as 
to developing new programs to meet community 
needs. It actively seeks current information that 
will help in meeting those needs, and actively 
takes steps toward meeting those stated needs. 

Internally, CCS directors appear disconnected 
from their staff, and have been known to 
consistently use intimidation in their 
communication with staff both in open meetings 
and one-to-one interactions. CCS administrators 
repeatedly purport to want to "attract skilled and 
seasoned professionals" yet have driven away 
many of their well-equipped managers who will 
not tolerate this type of treatment, and they foster 
an atmosphere of timidity and insecurity among 
their clinical and support staff. CCS is located in a 
sparsely populated area, and staff have few 
options for employment in their stated field should 
they elect to leave CCS, and are unlikely to push 
against this type of treatment due to obvious 
consequences. New employees are unlikely to 
express their opinions regarding this form of 
treatment. Despite years of complaints from 
managers regarding these behaviors, little has 
changed. Staff have dubbed this "The CCS lie."  

21 

This is a safe place for those who are in need of 
MH and A&D services. We are able to help those 
who need a safe, nonjudgmental place; I see it as 
a place of refuge.    

Communication between staff. Somehow convey 
we are all in this together and each person in this 
wheel "which is CCS" is important. We are a 
spoke in the wheel; if a spoke is damaged, it 
affects the entire wheel. I would like to see more 
collaboration between departments.   

22 

The time CCS spends nurturing and cultivating 
their employees is epic. This goes a long way 
toward job satisfaction and passes down to job 
performance and helping each and every one of 
us provide the quality services we do. They catch 
us doing something right and reward us for that 
with praise and recognition, and financially as 
well. I am proud to be a member of this 
organization because they hire the best and 
retain them.  
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 Employee Comments for Community Counseling Solutions — 2020 

   

 What about your organization makes it great? 
What about your organization would you like to 

improve? 

23 
Great benefits. Doing a wonderful job for our 
community. 

A very big lack of communication! Not everyone 
gets informed about what is going on here until it 
happens. Some clinicians treat front office staff 
like they should be their private assistant.   

24  

The pay rate along with cost-of-living raises, not 
merit-based raises. You can have an excellent 
review and not receive a raise, and that makes no 
sense at all. 

25 

The positive communication and 
collaborative/teamwork atmosphere are great. 
From staff, managers to program manager. It’s 
really good. 

Keeping in mind the program is totally dependent 
on the acquired funding. This particular office is so 
tiny, it really is quite difficult to work with more 
than one person in this office. It does interfere with 
client comfort levels, because they can overhear. 
Also our own ability to hear the client even though 
we are very considerate and supportive about the 
situation. It's better than no office.   

26 

They really care about their staff and working 
with each individual. They are very flexible with 
schedules and really make it a point to make 
people feel appreciated. They send out pins for 
years of service and make it a point to 
acknowledge every worker.  

The lack of communication from supervisors to the 
employees, no weekly or even monthly meetings. 
We learn things from the internet or paper about 
stuff going on in our own company. When there 
are updates, we are the last to know. COVID 
really showed the lack of communication and what 
we as a company should be doing. I think we 
should sit down at least once in a while so people 
could ask questions and voice their concerns.  

27 

Supervisors are helpful and have the experiences 
of many of the positions they supervise. The job 
is very flexible and the supervisors seem very 
willing to accommodate any alternative needs or 
ideas employees might have. I feel relaxed and 
feel like I am co-creating or collaborating with 
supervisors when meeting about my work.  

28 

Response to COVID-19 and remote work 
opportunities and support have been impressive.  
Grateful to Board and Executive Director for 
making this time of pandemic as stress-free as 
possible — their flexibility is very appreciated.  

29 

Community Counseling Solutions is like a family, 
and I have been welcomed into that family. I have 
worked for many other organizations and many 
other people, but I have not found anything close 

More tacos? Honestly, I don't have any complaints 
or suggestions to improve. This is the best 
company I have ever worked for and likely ever 
will. 
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 Employee Comments for Community Counseling Solutions — 2020 

   

 What about your organization makes it great? 
What about your organization would you like to 

improve? 

to CCS. I look forward to coming to work, I enjoy 
serving the communities we are in, and I 
appreciate the leadership of the agency greatly! 

30 
A wonderful way to find support and a shoulder to 
lean on for an underserved population. 

Increase numbers of peer supporters in the 
community. 

31 Real people, real expectations. Communication to all shifts. 

32 

This organization truly strives to focus on and 
meet their mission statement. They do this by 
supporting their direct customers, their staff, and 
the community organizations that we work with. 
The board and all the senior management do 
their best to model characteristics that support 
the mission statement, and take personal and 
professional pride in contributing their best work. 
They listen to the input and suggestions of the 
employees so that they can provide the best 
support possible to those working on the 
frontlines. I am truly proud to work here. 

I would improve this company by organizing the 
on-boarding training process and giving new 
employees more time to learn about their position 
via shadowing, being observed, and longer 
training processes, so they feel more capable and 
prepared to do the work. There is a lot to learn, 
and it feels very overwhelming if you are brand-
new. A longer period of training and a more 
organized process would solve problems that end 
up coming up later.  

33 

I love how everyone gets along and works 
together to help the people get better. They’re 
very open to everyone being who they want to 
be.  

I would like to see the RAs get a little more 
recognized for the hard work they do. I would like 
the RAs to get paid a little more than what we do.     

34 
The kindness and understanding plus addressing 
what needs to get done and how. 

More training on computer, for those who are less 
familiar with one. 

35 

Understanding that we are all humans. I don't feel 
that any position here is more important than the 
next. I feel that the "top positions" are held to the 
same expectations as the frontline staff. All 
opinions and ideas are taken seriously. My health 
care for myself and family is amazing. I enjoy our 
team.  

We need more staff in the HR department. They 
are always so busy, sometimes disciplinary items 
don't get addressed in a timely manner or the 
hiring process. I think that the frontline workers 
should be getting better pay.  

36 
Seeing the way we help clients turn themselves 
around. Pay scale. 

37 
Provides a safe environment for the mentally ill. 
Employee appreciation (nothing). 

Yearly cost of living! If you receive a good annual 
review, give a raise. 
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 What about your organization makes it great? 
What about your organization would you like to 

improve? 

38 They sincerely care for the clients we serve. Not much. 

39 
I love who I work with, and the team as a whole 
are great people.  

The pay scale is very off. I've been in mental 
health for almost 10 years, working here for 
almost 3, and I get $.06 more than people who've 
never worked in the field and are freshly hired. I 
like the job more than any job I’ve ever had, but 
I’m almost forced to find outside employment due 
to the pay.  

40 
Outreach and assistance to local individuals. 
Leadership and compassion. 

Process of discipline when employees are not 
following protocols, or are unreliable employees. 

41 
I am so thankful for how flexible they are with my 
schedule and the support I have from everyone.  

Space, there is not as much space as needed to 
grow. We have limited space but need more.  

42 

The David Romprey Oregon Warmline with 
Community Counseling Solutions is rated as one 
of the best Peer Support Warmlines in the 
country. In the last few months since I started 
working, the demand from people in need calling 
in has doubled if not almost tripled in volume. I 
have the privilege to work with an amazing group 
of supervisors and teammates that value great 
communication, support for team members, and 
the same tenacity to help people in need that call 
in. This organization is unique in the services it 
provides and deserves recognition from the 
community.  

There is not really anything that I would improve 
other than perhaps more funding so that there can 
be better technology provided to operate. This 
would really only be computers for telecommuters 
like myself. I work from home since COVID hit, 
and the arrangement works so well. It would be 
great if we could have the best computers to 
conduct our calls and records.    

43 
We are a family, and everyone works toward a 
common goal.  Nothing. 

44 

There are many great things about our company, 
but I think the board of directors and Executive 
Director are what make it exceptional! I can't really think of anything. 

45 

My boss, I have had the opportunity to work with 
him for the last 10+ years in a couple of different 
roles. I really appreciate his openness and 
honesty. He's been a tremendous mentor for me 
and makes coming to work tolerable when we 
have difficult times or clients in our program. He's 
always smiling and seems like he is having a 

Our upper management could use some help, 
they aren't very personable or approachable. It 
always feels awkward when trying to talk with 
some of our leaders; they make us feel like we are 
less than they are. If feels like you are either in the 
in crowd or you are out, it’s not a very inviting 
atmosphere they create.   
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 What about your organization makes it great? 
What about your organization would you like to 

improve? 

good time, and it rubs off on those around him.   

46 

I like the people that I work with, it makes coming 
to work fun. I like the 3 days on, 4 days off; it 
helps with life balance. The clients that I get to 
work with.  

We need stronger leadership. A good boss is 
sometimes hard to find, I left a job with a really 
good boss to come to CCS and I am disappointed 
with some of our leaders within the agency. I 
wonder if my boss even knows my name or what I 
actually do sometimes. I've seen some of the 
good leaders that CCS has, and I wish I worked 
with them. They are polite, friendly and 
approachable but also can get the job done. 
People in management roles should be assertive 
and have the people skills to be successful. We 
don't have many of those managers.  

47 

Working with kind and generous employees and 
management. My job helps me to feel like I am 
contributing to the good of our community.  

48 

I enjoy working with my coworkers in the 
workspace at LVH that we have been able to 
create. It’s a good atmosphere to work in led by 
good people. I do enjoy the amount of time off we 
get, though I would like a little more flexibility in 
my position.   

Some consistency of treatment by our upper 
management and administration. You never know 
where you stand with people, and it’s always a 
“What kind of mood is that person in today?” It’s 
not good, it leaves a lot of uncertainty for 
employees and mid-level supervisors. We need 
improved leadership on all levels. We have 
handful of good leaders within the agency.    

49 

CCS really works to make sure those who are 
getting our services are getting great care. CCS 
works hard to bring us together even though we 
are spread throughout multiple counties. Our 
leadership, specifically our CEO, really cares 
about our organization and the people who make 
up the organization. 

Paid maternity leave, more flexibility with hours 
and working from home.  

50 

CCS is an amazing company to work for! 
Encouraging, understanding, I feel they really 
care. This is my dream job/company. This 
company gave me the chance to reach goals.   

51 

My coworkers, direct supervisor. Retirement 
match, employee recognition, our yearly eval 
system.   
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 What about your organization makes it great? 
What about your organization would you like to 

improve? 

52 Flexibility. Nothing. 

53 

CCS has changed its focus from what it looks like 
from the outside in to what it looks like from the 
inside out over the last six to eight months. This 
has changed the dynamics within CCS 
significantly into a much better organization that 
is built on a great mission statement.   

It needs to sustain the positive changes it has 
made over the last six months.    

54 

The enthusiasm of the director of the 
organization and the quality of time and energy 
put in to keep the employees doing their best. 

I'm quite satisfied with my position and the amount 
of training I've received. 

55 
The openness and opportunity to feel like not just 
co-workers but family or close friends. 

Increasing our hours to 24 hours a day may 
enable us to tap into an untapped resource. I feel 
sometimes we kind of end too early. 

56 

CCS is awesome when it comes to adopting new 
programs like zero suicide to really try and 
reduce death by suicide. CCS is a supportive 
organization that supports employees in 
furthering education, training, and growth within 
the agency. CCS strives to be client centered and 
offer diverse supports, making mental health 
services more attainable.  

Cultural competency is an area that we are 
lacking in. CCS has done the bare minimum in 
keeping up to date. It is crucial to work on ways to 
support our people of color in our communities 
and recognizing bias, and how they contribute to 
the work that we do in the mental health field. 
Reducing waste is an area the agency can 
improve upon.  

57 Flexibility. Type of work we do.   Being able to fill key positions in a timely manner. 

58 

This agency holds very high appreciation for their 
employees and understands the connection 
between amazing and efficient services, and the 
quality of compassion and support for the 
employees providing those services.  

Increase the availability of on-site or in-agency 
training opportunities that can contribute toward 
continuing education credits for certifications or 
licensing. Being a rural agency, at times it can be 
difficult to rely on trainings that are held out of the 
area.  

59  

Boundaries and dual relationships addressed by 
example from the top down. There is a clear need 
for policy that eliminates dual relationships such 
as those created by hiring family members of 
executive/administrative staff and board members.  

60 
Great learning environment and helpful co-
workers who are always willing to help.   Cultural competency. 
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 What about your organization makes it great? 
What about your organization would you like to 

improve? 

61 It’s such a solid organization.  

62 

Everyone is supportive, and during COVID, 
sending out check-in emails to people they 
haven't met was amazing. It really makes me 
proud to work there.  

We are spread out, so it would be awesome to 
see more connections with the other parts of CCS. 

63 
They are all so willing to come together and help 
each other in times of need.  

I feel that the organization as a whole is doing 
good, especially when there is a need that can be 
addressed and fixed. 

64 

The department I work in is recognized by its 
customer base as the best in the nation on a 
consistent basis. My leadership team and co-
workers are very supportive and easy to work 
with. I feel valued and appreciated. Hearing my 
customers say that they feel heard, validated and 
that at the end or our time together, their state of 
well-being has improved helps me know that I am 
providing a valuable and worthwhile service. I am 
honored to serve here.  

Our organization has many different teams and 
service projects. I am fairly new to this 
organization, and it is the first time I have worked 
for a nonprofit program. I am confused as to how I 
fit into the greater scheme of things at CCS. There 
seems to be a significant power/privilege 
difference between CCS Mental Health Service 
Delivery staff and the outreach program I work in. 
This lends to a sense of feeling "less than" or 
underappreciated. Company communication is 
often sent out via email to the entire organization 
that is intended only for CCS Mental Health 
practitioners. Having a graduate-level educational 
background in social work, I feel that our section 
of the CCS team has much valuable insight to 
offer the Mental Health side with regard to how 
their "best practices" actually impact their 
customer base, and thus collaboration and team 
building among our different programs should be 
supported to bridge the significant current 
divisions such that a more tangible wraparound 
approach to service delivery might be achieved. I 
also feel we as an organization could reach even 
higher levels of customer and employee 
satisfaction if opportunities to foster solid 
connections across programs were supported. I 
feel validated and supported within my particular 
program. However, with regard to the other 
programs and the organization as a whole, I 
frankly feel marginalized, isolated and 
disconnected. Recently, there was an activity in 
which we as a company were encouraged to 
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 What about your organization makes it great? 
What about your organization would you like to 

improve? 

reach out to the CCS Director's Executive 
Assistant to answer questions about ourselves 
that others would not necessarily know. I believe 
perhaps that activity was only meant for the 
Mental Health side of the organization, because I 
have had no opportunity to be introduced or 
supported in "knowing/establishing'' peer 
relationships with these staff members save the 
exception of one sole employee whom I saw 
regularly because we physically worked at the 
same building. Since interaction between my 
program and the rest of the organization is not 
fostered or supported at this time, there is no way 
that I could truly participate in this activity other 
than to submit a reply email to the E.C. about 
myself. I regularly receive similar emails even 
though they in spirit are not intended for me. 
Receiving email invites to these activities and 
knowing that they do not apply to me (i.e., 
Christmas parties for the Boardman and Heppner 
Mental Health Staff), which I can physically get to 
in December, leave me feeling intentionally left 
out. In all fairness, I did have an opportunity to 
communicate about this concern via email with the 
director. Though I reviewed the content of this 
email with a program supervisor prior to sending 
it, and the director has invited me to have an in-
person discussion about these concerns, I cannot 
help sensing based on her reply that there is still a 
significant power imbalance standing in the way of 
truly being heard and having my concerns 
validated. The incredible training I received to do 
my present job is predicated on the concepts of 
eliminating power differences and mutual 
empowerment via the establishment of trust and 
open-mindedness such that there is a balancing of 
power. It is my hope that as I continue in 
employment with this company, the concept of 
shared power and privilege will permeate and help 
shape/create opportunities for collaboration 
across all of our CCS programs such that no 
employee needs to feel less than or left out.                
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