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IN 

In the rush of the week, the crisis of the day, or 
the urgency of the hour, it could be easy to lose 

sight of the importance of caring not just for our 
residents and family members, but for those who dedicate 

themselves to this incredibly demanding work. This News & 
Views looks at some of the challenges in managing the people 

charged with creating the resident experience. It also celebrates 
their excellence and shares their successes. We hope you’ll find tools 

and inspiration to inspire your own excellent employees.

“The way your employees 
feel is the way your 

customers will feel. And if 
your employees don’t feel valued, 

neither will your customers.”* 

*Sybil F. Stershic, Taking Care of the People Who Matter Most: A Guide to 
Employee-Customer Care.
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Some of you may have started out in a traditional hospitality 
environment—serving guests at a hotel, for instance—before 
making the move to serving residents. Or, maybe your training 

was in general physical therapy when you realized you most enjoyed 
working with older adult clients. It may have been a volunteer project 
with a local community or the experience of caring for a family 
member that encouraged you to make the move to an Assisted 
Living career. Here, a handful of CALA members share their personal 
stories about how they found their way to Assisted Living.

professional
pathways
How did you find your way to a 

career in Assisted Living? Some 

of you may have always known 

you enjoyed working with older 

adults. Your career path was 

probably pretty straight, from 

a gerontology degree or an 

after-school job as a community 

concierge to your current 

position. Chances are, though, 

that it wasn’t a straight road but 

rather a meandering pathway 

through other professional 

experiences.

Tom Berry, Associate Director of Operations, 
Sunrise Senior Living
While studying Political Science at George 
Washington University and interning on 
Capitol Hill for Sen. Tom Daschle, it became 
very apparent to me that the aging of America 
would be the biggest challenge my generation 
would face. I wanted to work on the front lines 

directly with seniors so I could make a meaningful contribution. My 
grandmother also lived in Assisted Living, and I knew firsthand the 
challenges families were going through as caregivers for a loved one 
with Alzheimer’s disease.

By Katie Cappello, Public Affairs AssociateC
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I graduated from UC Berkeley with a Social 
Sciences major and have spent the majority 
of my career in the hospitality industry. I 
worked for several hotel chains, including 
Hyatt, Hilton, and the Peninsula Hotel 
Group. 

After many years in the hotel business, I saw 
numerous colleagues leave the industry for a career in Assisted 
Living. My colleagues encouraged me to do the same, as they 
told me that I would enjoy an industry which offered both a 
service-oriented focus and a compassionate sense of purpose. I 
transitioned from the hospitality industry to Assisted Living over 
six years ago and am so thankful, every day, for the time I spend 
with my residents. 

I have found my work to be extremely personally rewarding. 
I utilize a variety of skills in order to effectively manage and 
motivate my team, and to provide a high level of heartfelt 
service for all of my residents and their families. Assisted Living 
is a wonderful career for those looking to make a real difference 
in this world through the care of the elderly during the twilight 
years of their lives. I feel so privileged to have found the Assisted 
Living field as my life has been enriched well beyond words.

Each of these members is helping others follow their 
own career paths to Assisted Living by sharing their story 
with students through the efforts of CALA’s Workforce 
Development Committee. One of the main goals of the 
committee is to expand awareness of Assisted Living 
career benefits to California university students, which it 
does by organizing guest lectures and panel discussions 
with student groups as well as promoting CALA’s Student 
Scholarship program. 

The scholarship program benefits all involved. Qualified 
students who apply for the scholarship can attend CALA’s 
Conference & Trade Show free of charge to learn more 
about Assisted Living as a care model and a career choice. 
Providers who fund scholarships get the chance to meet 
with recipients one-on-one during a special event and 
learn more about students’ interests and innovative ideas. 
Many communities have gone on to bring these same 
students on as interns or employees.

Students get even more in-depth exposure at campus 
events where CALA members speak about Assisted 
Living careers. During these discussions, they outline the 
interview process, job search strategies, and their own 
journeys to Assisted Living careers. These are the practical 
tools that really benefit someone just starting to explore 
career opportunities, and they are being delivered by 
people with first-hand knowledge of the hiring process.

Regardless of the venue, the message that CALA members 
are delivering to students is clear. Assisted Living has a 
lot to offer young professionals or those just graduating 
from college: a fulfilling work environment, innovative 
solutions to unique challenges, growth opportunities, and, 
most importantly, the satisfaction of becoming a part of 
residents’ lives.

Most of us don’t know what we want to 
do after high school. My parents were 
convincing in predetermining my career as 
a doctor. I dutifully obliged and majored 
in Biology at UC Irvine. It wasn’t until my 
senior year, when I took a business class, 
that the light switch turned on and I 
could see a future. After completing my 

undergraduate degree, I went on to USC’s MBA program. I 
always had my eye on the health care industry and knew that 
this was my path.

Sylvia Chu, Executive Director, 
Aegis of San Francisco

After graduating, I started working for a new Assisted Living 
community in San Francisco. I spent much of my time helping 
families that were going through the same challenge my family 
was experiencing—finding quality care for a loved one with 
Alzheimer’s disease. This experience was a real eye opener, and 
inspired me to further my education by obtaining a Master’s 
Degree in Gerontology from San Francisco State University.

I have now been working in the Assisted Living field for 15 years, 
in sales and operations roles. My philosophy has always been 
that a country should be judged, in large part, by how they 
care for their seniors. Working in Assisted Living gives you the 
opportunity to make a difference in peoples’ lives, often during 
very difficult times. The work never becomes dull or routine; it 
forces you to think on your feet and find ways to make life better 
for residents and families. It is important work that needs the 
best and brightest minds to ensure our senior population gets 
the care and respect they deserve in the later years of their lives. 

Daizel Gasperian, Regional Vice President of 
Operations, Silverado

I had minimal work experience. After graduate school, I was 
offered a Marketing Director position in a skilled nursing 
facility (SNF). Again, the light switch turned on and I could 
see my future even clearer. I fell in love with serving elders. 
I was promoted to Assistant Administrator in Training, then 
Assistant Administrator. Before I knew it, I was a licensed SNF 
Administrator. Several years later, I went on to Assisted Living, 
working for Silverado as Administrator and now as Regional 
Vice President of Operations.  

Working in Assisted Living and with Silverado is where I found 
my passion. I have the opportunity to apply my education and 
experience in making a difference in people’s lives. Regardless 
of my position and responsibilities, I get to engage and laugh 
with the residents, share stories with families, and support 
associates in their growth and development. Every day, I feel 
enriched. I consider myself fortunate to have found a career 
that I love.

If you would like to learn more about participating in the 
Student Scholarship program, visit www.CAassistedliving.
org. Have a unique story about how you found your way to a 
career in Assisted Living? Email kmc@CAssistedliving.org to 
be featured on CALA’s blog, The Hearth.
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Fund a Student Scholarship Recipient
Visit www.CAassistedliving.org for more info

ACCESS 
the next 
Assisted 
Living 
 leaders
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By Diane Marie O’Malley, Esq.

HOT BUTTON 
items in 
california 

LAW

2015’S
TOP
TEN

We are almost mid-year into 2015—a good 

time to stop and revisit the top ten recurring 

employment issues. This is not meant to 

be an exhaustive list, nor a comprehensive 

discussion of each topic, but rather a quick 

list of the most frequently violated California 

Wage and Hour laws. Think of this as your 

“Thou Shall and Shall Not List.”

LABOR
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Remind Employees to Take Meal and Rest Breaks

Never Alter Time Cards Without Employee Consent

Recently, a California Court of Appeal cited supervisor emails as evidence an employer was complying 
with the law. While the case, In re WALGREEN COMPANY OVERTIME CASES, has since been de-published, 
some of the court’s thinking is worth noting. In the case, the plaintiffs submitted supervisor emails to 
demonstrate that Walgreens was not in compliance with the law. It backfired, as the court noted:
For instance, the first of these emails apparently was sent to Walgreens’s “District 293 [managers].” 
(Walgreens had some 555 stores in California, divided into districts that vary in size and composition.) 

This email was filled with casual capitalizations and ellipses. It said:

“Just an FYI…if anyone is on this list, they did not receive a lunch. Please, you must talk to the assistant managers and find 
out why…please make a big deal about this…remind employees that it is their job to ask for a break or lunch if they did not 
receive it, but also remind the Managers on duty that they must have a break schedule created for every shift…there is no 
negotiation about this…there is no excuse not to give a break or lunch…look at your schedule and make sure you have the 
right people at the right time. Two of the people received a lunch, but it was after the 5 hour mark and both did not take a 
30 minute lunch. Please…Please address in every store…This is one day in the district…but this is occur[r]ing in every store! 
Thank you for your complete follow through on this. If you have any questions, please let me know. I will be sending out some 
guidelines to help you succeed on making sure everyone gets a 30 minute break within 5 hours of their shift. Thank you”

The trial court concluded the emails do not “support the assertion that employees are forced to miss meal periods on a 
class-wide basis due to alleged understaffing, or for any other reason. To the contrary, the emails would tend to support 
a finding of the significant importance Walgreens attached to the meal break issue and the efforts of Walgreens to 
provide meal breaks to all employees.”

This email evidence cuts against Collins’s motion and shows the opposite: Walgreens pressuring store managers to 
ensure employees took meal breaks. The emails show respect for workers’ rights, not pressure against them.

Thus, continue to encourage—that is require—supervisors to remind employees about the opportunities available for 
meals and rest breaks.

Payroll must be cut at least every two weeks for non-exempt employees. It is tempting to “alter,” 
“modify,” “amend,” “add time to,” or “subtract time from” employee time cards so that payroll can be 
closed and then hunt down the employee later to get changes approved. However, despite good 
intentions, employers may never get around to finding that employee; everyone moves on to the next 
week; and the end result is the employer has altered time cards with no employee consent.
Altering an employee time card without an employee’s consent has cost employers millions of dollars in attorneys’ fees 
and judgments. 

In 2014, McDonald’s employees filed multiple pending class actions in California, Michigan, and New York, alleging that 
the restaurant chain steals wages from employees. In the three California suits, workers claim that McDonald’s failed to 
pay them for all time worked, failed to pay proper overtime, altered pay records to erase some employee hours worked, and 
deprived them of timely meal periods and rest breaks.  

The time card “time shaving” claims are now prevalent and difficult to “disprove.” In a 2007 federal court decision in a 
Walmart case, the court described a “time shaving” claim.

“Time-shaving” is the practice of doctoring hourly employees’ time sheets to reduce their pay. See Cynthia Estlund, 
Rebuilding the Law of the Workplace in an Era of Self-Regulation, 105 Colum. L.Rev. 319, 392 (2005) (citing Steven 
Greenhouse, U.S. Jury Cites Unpaid Work at Wal-Mart, N.Y. Times, Dec. 20, 2002, at A26). In the WalMart case, the 
complaint alleged the following: “During Plaintiff Michael Wiggins’ employment with Wal-Mart, Wal-Mart failed to 
pay overtime. Wal-Mart would shave off time from his time cards whereby Mr. Wiggins would not be paid for all the 
hours he worked.”

To avoid such claims, simply don’t change the time.
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The More Lenient Wage Order No. 15 Overtime Rules Apply Only to 
Personnel Attendants Working in a Personal Residence

Never Require an Employee Who Is Absent on a Medical Leave of Absence 
to Be 100% Medically Cured Before They Return to Work

Never Immediately Terminate an Employee Who Has Exhausted 
a Protected Leave

The recent Domestic Worker Bill of Rights (California Labor Code sections 1450 to 1454) and the changes to the federal 
personal attendant exemption to the overtime rules have employers’ heads spinning. One basic Wage Order distinction 
particular is confusing to some senior care providers.

Employers have always been required to pay at least minimum wage for all hours worked. But regardless 
of the number of hours worked, employees were not entitled to overtime if they were governed by Wage 
Order No. 15, which has always exempted personal attendants from California’s overtime rules. A personal 
attendant is someone who provides services related to the care of persons in the home—that is, private 
households.

Wage Order No. 15 does not apply to workers in a community even if they work as private caregivers 
on a one-on-one basis because they are not providing the services in a private household1.  These 

employees are covered by Wage Order No. 5, and they must be paid in accordance with that Wage Order.

Whether intentionally or otherwise, employers quite often violate the law when they write letters to employees who are on 
a medical leave of absence. Inviting employees back to work when they are “fully recovered,” “can work without limitations” 
or “do their job fully;” telling the employee, “don’t come back until you are 100 percent better;” or terminating an employee 
who has exceeded a specific time-off policy anticipates that the employee will not need an accommodation or that the 
employer does not have to engage in the interactive process. As such, those phrases are illegal.

According to the Equal Employment Opportunity Commission (EEOC), one of the “hottest areas” is employer inflexible leave 
policies—where an employee will automatically be let go after an absence of a particular length or where an employee must 
be “100 percent better.” According to the EEOC, these policies eliminate an employer’s legal obligation to explore and make 
reasonable accommodations for employees returning from medical leaves of absence.

Most courts that have examined these so-called “100 percent healed” policies have concluded that they 
violate the Americans With Disabilities Act. Why? Because when an employee is out on disability leave, 
employers must communicate with the employee and engage in a good faith interactive process as an 
attempt to accommodate the employee and allow him or her to perform the essential functions of the job.

Thus, avoid any language that could be interpreted as requiring an employee to be 100 percent cured before 
returning to work and avoid automatically terminating employees after a certain time period.

A leave of absence is a form of a reasonable accommodation. Thus, when your employee has exhausted all 
protected leaves—such as a leave under the Family and Medical Leave Act (FMLA), California Family Rights 
Act, or California’s Pregnancy Disability Leave law (PDL)—you should engage in the interactive process with 
employees who are still unable to return to work. Ideally, this process should start when the employee is 
nearing the end of the leave.

In Sanchez v. Swissport, Inc. (2013), the Second District Court of Appeal held that disability discrimination laws augment 
employee rights under the PDL. In the Sanchez case, the pregnant employee required bed-rest for eight months. Swissport did 
provide the employee with 19 weeks of pregnancy leave, which included the four months required under law, plus her accrued 
vacation time, but denied additional leave when the employee was unable to return to work at the end of the 19 weeks, even 
though she was still pregnant. Instead, Swissport terminated the employee. The Court held that continuing a leave of absence 
may be a reasonable accommodation, provided it does not impose an undue hardship on the employer, reversing the trial court 
which had ruled in Swissport’s favor, finding that it had given the employee all the time to which she was entitled under the PDL.

1 The Domestic Workers Bill of Rights eliminated the “personal attendant” exemption from Wage Order 15 and requires the payment of certain overtime. Personal attendants now are entitled to overtime (one-and-a-half 
times the regular rate of pay) for any hours worked over nine hours per day or over 45 hours per week. The law contains a sunset clause. Unless new legislation is passed, it expires on January 1, 2017. Domestic workers 
have always included nannies, childcare providers, caregivers, housekeepers, cooks, personnel attendants, and other household workers.

C
A

L
A

 
N

E
W

S
 

&
 

V
I

E
W

S
 

I 
S

P
R

I
N

G
 

2
0

1
5



J
A

N
U

A
R

Y
 

2
0

1
0

,
 

V
O

L
U

M
E

 
1

10

Never Assume that an Employee On Workers’ Compensation Is Not Part 
of the ADA/FEHA Disability Interactive/Accommodation Process

Overtime for Overnight Shifts is Governed By the Shift, Not the Workday

As found in City of Moorpark v. Superior Court (1998), the Fair Employment and Housing Act (FEHA), which 
provides a basis for discrimination claims based upon disabilities, is not preempted by The Workers’ 
Compensation Act. Thus, an industrially injured employee may bring claims of disability discrimination, 
failure-to-accommodate, or failure to engage in the interactive process against the employer while 
pursuing a workers’ compensation claim. 

Therefore, don’t ignore obligations under the FEHA with industrially injured employees, and keep track of 
workers’ compensation cases. Recently, one of the EEOC’s in-house attorneys wrote a memo on workers’ 
compensation and the ADA which states, essentially, that an employer should not wait until an employee 
reaches maximum medical improvement—or, a permanent and stationary status in California workers’ compensation 
lingo—before starting the reasonable accommodation process.

As California employers know, California requires overtime pay for all hours worked in excess of eight 
hours in a work day. But what happens to employees who work longer than eight-hour shifts that 
cross over two workdays—the proverbial graveyard or NOC shift?

For example, an employee may be scheduled to work from 10:00 pm to 6:00 am, Monday through 
Friday. The employee takes Tuesday off and thus has not worked a full 40-hour workweek, but she 
does work a ten-hour shift from Friday evening to Saturday morning. So, she worked eight hours 
on Friday (six from Thursday  and two from the Friday shift) and eight hours on Saturday (six from 
the Friday NOC shift and two hours “overtime” on that shift). At no time did the employee work 

more than eight hours in a 24-hour day; therefore, if the employer looked at hours worked each “workday,” no 
overtime would be owed despite the fact that the employee worked 10 straight hours in a shift.

In Seymore v. Metson Marine, Inc. (2011), the Court of Appeal found that, in such a situation, the employee 
should be paid overtime because a fixed workday should not be allowed to override the purposes of 
California’s overtime law. The 2007 federal court decision in the Walmart case agreed with this approach: 

the first sentence of Labor Code section 510(a) bluntly states: “Eight hours of labor constitutes a day’s 
work.” In the context of an overtime statute, this sentence clearly conveys the legislature’s intent 
that, other than in the case of specific enumerated exceptions, a shift of more than eight hours of 
consecutive work qualifies for overtime pay. California’s overtime laws are remedial and are to be 
construed so as to promote employee protection.

The federal court noted that the California Department of Labor Standards Enforcement (DLSE) has interpreted 
Labor Code section 500 to mean that “[t]he beginning of an employee’s workday need not coincide with the 
beginning of that employee’s shift, and an employer may establish different workdays for different shifts” 
(DLSE Enforcement Policies and Interpretations Manual). Walmart argued that, if the end of one workday and 
beginning of the next is set at midnight, only hours worked in excess of eight in one or the other workday 
entitle an employee to overtime pay. The court, however, viewed the dispositive issue as whether an employer 
may circumvent the overtime pay provisions of the Labor Code by setting the beginning of the “workday” in 
the middle of a shift that would otherwise require overtime pay appears to be one of first impression. Thus, 
it did not foreclose the possibility that having different work weeks and work days for NOC shift employees 
would solve the overtime problem. Also, in October 2012, the Eighth Circuit held that under the Fair Labor 
Standards Act, employers may change the days contained in employees’ workweek to minimize overtime pay 
as long as the change is intended to be permanent (Abshire v. Redland Energy Services, LLC).

Employers should review their payroll calculations to assure that employees working more than eight-hour 
shifts are receiving overtime pay. 
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Do Not Require Your Employees to Maintain Confidentiality 
During an Investigation

Pay Non-Exempt Employees Who Take Work Home; But You Should 
Have a Policy that Forbids It

Beginning July 1, 2015, Every Employee, Subject to Certain Eligibility 
Requirements, Is Entitled to 24 Hours of Sick Leave Per Year

Surprised? It’s likely; many employers routinely ask or direct employees to keep confidential the 
fact that it is conducting an investigation. This practice is good for a number of reasons, among 
the following: it protects the integrity of the investigation as employees cannot compare notes; it 
prevents a slide in productivity due to water cooler gossip; and, it protects the privacy and reputation 
of those accused of wrongdoing.

However, in 2012, the National Labor Relations Board announced a new rule prohibiting employer policies mandating 
confidentiality during workplace employee investigations. According to the Board, an employee’s right to discuss 
investigation matters was recognized as statutorily protected and concerted activity. In Banner Health System d/b/a 
Banner Estrella Medical Center (2012), an employer’s blanket policy prohibiting discussion of investigation matters was 
found to chill employee protected and concerted activities2. 

In an Advice Memorandum after the Banner case, the Board’s General Counsel wrote:

Rather [than a blanket policy], an employer must “determine whether in any give[n] investigation witnesses 
need[ed] protection, evidence [was] in danger of being destroyed, testimony [was] in danger of being 
fabricated, or there [was] a need to prevent a cover up.” Thus, a blanket rule prohibiting employee discussions of 
ongoing investigations is invalid because it does not take into account the employer’s burden to demonstrate a 
particularized need for confidentiality in any given situation.

CALA members should assure that they conduct their investigations in accordance with this rule to avoid an unfair 
labor practice charge.

More and more in this 24/7 connectivity age, employees are accessing employer systems to finish tasks at home—
completing time cards, charts, reports,  emails, phone calls, etc. Depending upon the length of time of this activity, it 
could be compensable time.  

Time is compensable if it is not de minimis. Courts apply a three-part test to determine whether off-the-clock work 
time is considered de minimis: (1) the practical administrative difficulty of recording the additional time; (2) the 
aggregate amount of compensable time; and (3) the regularity of the additional work (Lindow v. United States (1984)).
Although there is no precise amount of time defined as de minimis and courts refuse to adopt a hard and fast rule as to 

time-frame, generally non-routine, off-the-clock work of less than 10 minutes qualifies as de minimis 
work time, as found by courts dating back to 1949. This de minimis rule is the same under California 
case law, as found in Gomez v. Lincare, Inc. (2009).

Employers should have clear policies regarding “take-home” work, such as having rules that explicitly 
forbid it, with discipline to follow, if an employee continuously abuses the rule. Most importantly, if 
they know employees are doing it, they must compensate those employees.

And finally, don’t forget: CALA members who currently offer a paid sick leave benefit to their employees 
should review their policies in light of the requirements of the new California sick leave law to ensure 
compliance.

2 The Supreme Court held in NLRB v. Noel Canning that the Board Members appointed on January 4, 2012, were not validly appointed. The Board decided Banner in 2012. However, on July 18, 2014, 
the Board unanimously ratified all administrative, personnel, and procurement matters taken by the Board from January 4, 2012 to August 5, 2013.

Diane O’Malley is a partner at Hanson Bridgett with expertise in traditional labor law. Her practice concentrates exclusively on 
representing employers mainly in the health care and public transit industries. C
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MBK’s philosophy, yoi shigoto, means “the good work” in 
Japanese. It comes from MBK’s Japan-based parent 

company, Mitsui & Co., which describes yoi shigoto as “work 
that is: (1) beneficial to society; (2) useful and value-creating 
for our customers and partners; and (3) a worthwhile challenge 
for each employee.”  While the philosophy is foundational in 
various aspects of the company’s work, MBK especially seeks to 
implement yoi shigoto by inspiring employees to give back to 
their greater communities. 

Like many Assisted Living communities, when MBK residents 
engage in volunteerism, the community associates work 
alongside them. It’s well known that residents’ volunteerism 
adds excitement and a sense of purpose to their lives; MBK 
believes that volunteerism is equally important and rewarding 
for associates on both a community and personal level. To create 
a work environment conducive to volunteerism, MBK’s COO 
Danielle Morgan explains that the company “accommodates 
work schedules the best they can to allow associates to volunteer.” 
Robin Craig, Corporate Director of Marketing, elaborates that 
“with busy work schedules, it’s so special when your employer 
and work environment gives you an opportunity to give back.” 

According to Ms. Craig, management plays a key role in 
encouraging associate volunteerism. New community 
management team members visit the home office quarterly 
to participate in a formal “on-boarding program.” During this 
time, management reviews strategies for teaching other team 
members about the company philosophy and helping them 
incorporate it into community practices. As a result, associates 
working in MBK communities have embraced the philosophy 
by volunteering time for charitable efforts both on-site and in 

How One Assisted Living Provider Cultivates Employee Volunteerism

No matter the type of work environment, employee volunteerism can 

provide benefits that are lasting and far-reaching. For Assisted Living 

employees, giving back is intrinsic to providing care and services to 

residents and their families. Recognizing the value of giving back, MBK 

Senior Living uses a unique company philosophy to foster employee 

volunteerism. 

w rk 
The GOOD 

By Megan Geremia, 
Associate Director of Public Policy

C
A

L
I

F
O

R
N

I
A

 
A

S
S

I
S

T
E

D
 

L
I

V
I

N
G

 
A

S
S

O
C

I
A

T
I

O
N



w w w . C A a s s i s t e d l i v i n g . o r g 13

their communities-at-large. The efforts that are fostered by the 
community resident enrichment teams include many of the 
activities that other Assisted Living communities participate in, 
such as:

 X Honoring first responders, such as police, fire, and EMTs, 
with barbeques hosted for them and their families. 
Associates have also personally delivered food to first 
responder stations and have hosted them in their 
communities for pancake breakfasts.

 X Conducting numerous fundraising activities to raise 
money for the Alzheimer’s Association walks in each of 
the markets MBK serves. Some examples of fundraising 
efforts led by community associates include carnivals, 
casino nights, dunk tanks, and cooking contests.

 X Offering caregiver support groups to local families 
struggling to care for loved ones or facing caring for a 
loved one with Alzheimer’s.

 X Hosting educational lectures for community members 
on senior health and wellness, brain health, dementia, 
grief and dying, and elder finances. These events are 
either led by MBK staff, such as Executive Directors or 
Directors of Resident Enrichment, or sometimes guest 
speakers brought in by staff. 

According to Ms. Craig, it’s the company-wide dedication to 
this “good work” that makes volunteering a special experience 
for MBK’s associates. Recently, home office associates spent 
half a day volunteering at a food bank. While their time was 
spent working to help others, it also indirectly turned into 
a teambuilding exercise. Since many of the home office 
associates travel among MBK communities on a regular basis, 
the volunteers in attendance don’t have much chance to spend 
quality time together. That day, they got to work alongside 
each other in a fun way and become better acquainted. The 
experience ended up successfully benefitting the food bank 
while strengthening connections between MBK employees at 
the same time. 

Ms. Craig also explained that yoi shigoto is a central part of 
company retreats. After discussing yoi shigoto, retreat attendees 
do something together as a team in the spirit of the philosophy. 
During one corporate retreat, team members provided 
donations and made improvements to a women’s shelter. The 
retreat attendees were separated into a number of teams that 
each had a wish list of items to purchase and bring back to the 
shelter to put away and organize. One team purchased storage 
bags and boxes to organize and store children’s bedding 
and birthday decorations. Another purchased a toy shed, 
assembled it, and organized and repaired the outdoor toys that 
they placed within it. 

To spruce up the shelter’s front and back yards, another 
team purchased and planted shrubs and flowers—during a 
hailstorm! Leaving no stone unturned, other teams restocked 
and reorganized a storage room with essential items like 
cleaning items, toiletries, non-perishable foods, and diapers. All 
of the volunteers were in awe at the difference they had made 
with just a couple hours of work, and were pleased that their 
donations funded the shelter for weeks. Out of protection for 
the women in the shelter, MBK did not publicize any details 
of the volunteer experience. However, the anonymity of the 
contributions did not detract from their efforts as the immense 
gratitude displayed by the shelter was a reward in itself.

MBK demonstrates the power of implementing a company 
volunteerism philosophy. By adhering earnestly to yoi shigoto, 
MBK is building a culture that enhances employee satisfaction 
and ultimately positively impacts the care provided to 
residents. Encouraging generosity and kindness from the top 
down supports employees’ efforts to improve their services. 
A volunteer program for employees can be cultivated in 
many different ways, but the overall benefits are consistently 
widespread. g C
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CALA Members Walk 
t   End Alzheimer’s
The partnership between California’s Assisted Living 
communities and the Alzheimer’s Association is a natural 
one. As the state’s population ages, the number of older 
adults with dementia will rise; the Alzheimer’s Association’s 
2015 Alzheimer’s Facts and Figures report estimates that the 
number of Californians with the disease will almost double 
over the next decade.

Many of those with dementia choose the unique 
combination of services and engagement offered by 
Assisted Living. Caregivers and team members providing 
these services are trained in dementia-specific symptoms, 
behaviors, and therapies in order to help residents with 
dementia live fulfilling lives with dignity and respect. 

It is natural that the dedication shared by Assisted Living 
staff members who care for residents with dementia would 
overflow into support of the Alzheimer’s Association. 
And it does; each year, Assisted Living communities 
throughout the state form teams for the annual Walks to 
End Alzheimer’s. 

According to the Alzheimer’s 
Association, the Walk to End 
Alzheimer’s is the world’s largest 
event to raise awareness and funds
for Alzheimer’s care, support, and research. 
Held annually in more than 600 communities 
nationwide, this inspiring event calls on participants of all 
ages and abilities to reclaim the future for millions.
 
Even though the 2015 walks are still months away, CALA 
members are already spreading awareness and raising 
funds. So far, more than 60 CALA-member communities are 
signed up to participate—a number that is sure to grow as 
walk dates approach. In the past, CALA-member fundraising 
efforts have included everything from luaus to “flower” 
gardens, and we can’t wait to see what our members have 
planned for this year!

If you’re interested in participating or supporting a team, 
visit the Walk to End Alzheimer’s website: www.alz.org/walk. 
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Engaged, enthusiastic employees are the backbone of quality care 

and satisfied residents. We’ve asked two experts to discuss the ways 

that workplace factors can be optimized to sustain a healthy, positive 

environment for employees.

WORK ENVIRONMENTS

BUILDING 
optimum 

What are the hallmarks of a healthy work environment?Q
WADE GATES: The tragedy is that, according to various studies, only about 30 percent of 
American employees can be considered “engaged” right now—that is, working with passion 
and connection to their organization. More than half are unengaged, what I call the “walking 
dead.” Their relationship with their employer is merely transactional. Worse, however, is that 
almost 20 percent are actively disengaged, and are working to undermine the positive things 
that we’re building among engaged audiences. This creates a real challenge for employers 
today in creating a healthy work environment.

That said, there is no universal answer for what defines a “healthy” work environment, since 
      each workplace culture varies greatly. What motivates a group of autoworkers may or may 
         not motivate a team of long-term care workers. However, there are certain hallmarks of 
               engagement that one can identify within their own unique environment. 
                        For example:
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• To what degree do employees feel empowered? Do they 
believe that they have the ability, authority and resources 
to do what they know needs to be done? Do they believe 
they have the support to do their job well? To what degree 
do they have actual control to make a difference?

• Do employees have the answers? Do they have access to 
timely and relevant information? Is there a transparency 
in the organization? Do employees understand their 
connection to this information and their ability to  
influence it?

• Do employees have the knowledge? Beyond information, 
do employees have the skills, abilities and knowledge 
to accomplish not only their goals, but also the goals of 
the organization? Are they able to “connect the dots” and 
understand how their contributions influence the overall 
success and purpose of the organization?

• Can employees focus? Do employees have the ability to 
focus and concentrate, and to do the job right? Or do they 
constantly feel like they’re having to compromise?

• Do employees feel valued? This is bigger than “rewards.” 
Do employees believe that anyone cares? Do they think 
that anyone “has their back?” If an employee expends extra 
effort, will it matter?

• Do we have purpose? Does any of this matter? And is my 
personal purpose supported by – or compromised by – the 
real purpose of my organization, despite whatever clever 
mission statement is printed on a piece of paper in the 
lobby?

• Is work a place of renewal? Do employees get recharged 
on the job? Or is it a total drain, and must employees 
“escape” at the end of each day simply to recharge 
personally?

• Do employees see us as a career, or a job? Do 
employees choose to stay with the organization and 
pursue promotion opportunities? Beyond enhanced 
compensation, do they view promotions as a gateway to 
greater professional development or simply something 
that brings a new title and insurmountable challenges? Do 
they recommend the organization to friends and former 
colleagues?

The key is that if an organization is not purposefully cultivating 
attributes like these, and more, then they’re being actively 
eroded. We see this quite often in long-term care settings, 
where caring for others is a passion and source of personal 
identity. There’s nothing more frustrating for someone with a 
passion to care for others to feel like they’re doing so despite 
the organization around them.

TOM ZIGRAY: Creating a healthy work environment 
starts with stating a clear mission for the organization, 
then living that mission every day. For Assisted Living 

communities, living the mission depends on the commitment 
of the leadership team.

Staffing the leadership team at every community is critically 
important. Leadership sets the tone that creates the culture of 
the organization. Enlightened leadership leads to enlightened 
employees.

Once the mission is clarified and strong leadership established, 
consider the following:

• Develop a strategic plan that’s understood and embraced 
by every employee, then communicate a clear direction.

• Developing a strong communications process.

• Reaching out to the staff: Leadership needs to engage 
employees.

• Training and Development: Continuous improvement is 
critical for leadership and employees.

• Teamwork: The better the team, the better the 
organization can serve the residents.

• Being responsive and flexible to change.

• Have Fun: We often get so focused on the mission that we 
forget how powerful this can be to creating a productive 
work environment.

• Focus on the well-being of all employees.

What constitutes positive employer/employee 
communications?Q
TOM ZIGRAY:  Good communication is imperative 
for a positive workplace culture. An organization 
that practices openness and transparency in 

communicating with  its employees has a much better chance 
of creating a great working environment. Here are some key 
factors to consider:

• Relationship: Develop an open, honest relationship with 
employees by engaging them—ask employees about their 
lives, families, and interests. Keep employees in the loop 
and seek their input on key business decisions.

• Gratitude: Be empathetic to your workforce and 
appreciate their efforts. A “thank you” can go a long way. 
When employees consistently perform well and receive 
no recognition, their job satisfaction will suffer. Show 
appreciation for outstanding effort through public or 
private recognition.

• Feedback: To improve work performance, an employee 
needs to receive feedback, both positive and critical. 
Employees will grow when offered frequent feedback on 
their work.

• Follow Through: Leadership credibility suffers when you 
overpromise and don’t deliver. You owe it to your staff 
to follow through on your commitments. You will gain 
trust and respect from your staff by showing that your 
commitment to them is important.

WADE GATES: There are a lot of basics about 
communication, in general, that apply in employee/
employer relationships as well. For example, people 

talk about “two-way” communication, yet rarely do it in earnest.
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The most common problem is when organizations view 
employee communication as events, rather than conversations. 
Frequently, organizations will describe their communications 
by the tools they use—we send out a monthly this, two weeks 
ago we mailed a that, we get together once a quarter—but 
they can’t describe where the conversation is going. What are 
we talking about? How are we growing together? What are we 
working on? None of us would describe a personal relationship 
in terms of the mechanics and tools we use, so why do we do 
that with our employee relationships?

More importantly, marketers and advertisers talk about market 
“differentiation,” and customizing messages, means, and 
mission to fit with audience segments. But we tend to take a 
one-size-fits-all approach to employee communication. We 
put our standardized memo or deliver a universal PowerPoint 
presentation, assuming that what speaks to a 56-year-old male 
in the middle of his career also speaks to 26-year-old female at 
the beginning of her career. And, as we all know, one-size-fits-
all clothing rarely fits anybody well.

We’ve been doing a lot of research in multi-generational 
employee communications, customizing messages, mission 
and means of conversations with employees to bring each 
individual along in an ongoing dialogue. We know that 
different generations approach fundamental elements like 
change, risk, reward, and purpose very, very differently. In fact, 
what may engage one generation actively disengages another. 
Right now, the average American workplace is equally divided 
between Boomers, Gen X, and Gen Y populations—with Gen 
Z quickly coming on board. Yet, employers do not seem to 
understand the dramatic differences that this will mean for 
the workplace in coming years. For example, most vacation 
decisions in the United States are made by children, with 
parents giving their kids the authority to determine what they 
want to do. These kids have now grown up and are entering the 
workplace with the same assumptions—that they get to make 
the rules, or at the very least, have a seat at the table. That’s 
just one example of how few employers are equipped today to 
build the relationships they’ll need for tomorrow.

Similarly, employers have been slow to embrace social media 
in employee communications, either because of labor law or 
technology concerns, although useful applications can be seen. 
Peer-to-peer communication continues to be one of the most 
trusted, most credible conduits of employee communication, 
and social media can play an appropriate role. Further, social 
media also can provide a worthwhile diagnostic tool not only 
in gauging engagement among current employees, but also 
by providing leading-indicator insight into future employees’ 
perceptions and pursuits.

Are there unique challenges in the Assisted 
Living environment?

How can an Assisted Living employer foster 

both a healthy work environment and 
positive employee communication?

Q

Q

WADE GATES: Almost universally, long-term care 
is a passion, a personal mission. And the biggest 
challenge for any organization in the long-term care 

field is our stance at the end of the day: do we help or hinder 
our caregivers in pursuing their personal passion to care? At 

WADE GATES:  Relationships are complex networks of 
trust, motive, mission, values, expectations, experienced 
reality, and the like, and dynamic organizations are 

constantly focused on building these qualities—starting with 
leaderships. It’s more than just mechanics—some events, some 
meetings, some newsletters. It really is about aligning the 
organization—in communications and performance—around 
key values that define who we are, what we do, why we do it, 
and where we’re going.

the same time, there is perhaps no other profession today 
that is more burdened by worries about regulations, rules, 
and reimbursements. This often leads employees to a simple 
equation—is my employer part of the solution, or just another 
part of the problem? We’ve got to win this battle every day.

TOM ZIGRAY: Staffing Assisted Living communities 
is very challenging. Caregivers in the industry have 
long understood that the work has a psychological 

toll that most employees fail to perceive before taking on the 
role. Caregivers often form close personal relationships with 
residents and their families, while watching those who they care 
for decline. This is a key factor in the high employee turnover 
rates within the field.

With this in mind, organizations should focus on two key points:

1) Hiring primary caregivers who demonstrate that they have 
a “care gene.” Employees joining the organization have to 
have a strong desire to care for the residents who need their 
support and are in various states of physical and mental 
decline. Potential employees should understand the unique 
demands of the job before accepting a position.

2) Organizations should provide leadership and training that 
will enable employees to deal not only with the physical 
demands of the job but also the psychological demands of 
supporting the residents.

The intrinsic value of providing care and support to residents 
is extremely rewarding to those who have the calling. Making 
the right staffing decisions is a key factor in developing a great 
team.

TOM ZIGRAY: The top executive of the organization 
must be committed to creating a high quality work 
environment and positive employee communication. 

If the Leader of the organization does not set the tone, this 
overarching goal is not likely to be attained.

Wade Gates is Managing Director of Burson-Marsteller’s Workplace and 
Labor Communications Group, specializing in internal communications, 
organizational alignment and other employee-engagement challenges.

Tom Zigray is a founding partner of The Alignment Group, a consulting 
firm that partners with business leadership and employees to remain 
union free. Tom’s experience includes HR leadership positions for some of 
the top companies in the world. C
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READY? 

Training 
new Requirements

ARE YOU
In Assisted Living, having well-trained employees, including administrators, direct caregivers, 

and other staff, provides a strong foundation to offer the best care possible for residents. In an 

effort to promote well-qualified employees and support the welfare of residents, 2014 legislation 

greatly increased RCFE employee training requirements. The bills—specifically AB 1570 (Chesbro), 

sponsored by CALA, along with SB 911 (Block), AB 2044 (Rodriguez), and the final version of AB 

2171 (Wieckowski)—collectively provide a comprehensive update to training requirements for RCFE 

employees; some requirements took effect in 2015 and some will take effect in 2016. 

By Megan Geremia,  Associate Director of Public Policy
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be a direct care staff member who is not required to meet 
the educational, certification, or training requirements of an 
administrator, but must meet all of the following requirements 
(AB 2044): 

 X Knowledge of the requirements for providing care and 
supervision appropriate to each resident of the facility

 X Familiarity with the facility’s planned emergency 
procedures

 X Training to effectively interact with emergency personnel 
in the event of an emergency call, including an ability 
to provide a resident’s medical records to emergency 
responders

A new “resident bill of rights” for RCFE residents also took 
effect in 2015 (AB 2171). Along with adding 30 new resident 
rights to statute, this bill added the requirement for initial staff 
and administrator training to include all of the resident rights 
specified in the new law in Section 1569.269 of the Health and 
Safety Code.

In 2015, new requirements included additional topics added to 
the initial caregiver training (currently 10 hours), a CPR training 
requirement, and a requirement to have a designated substitute 
on premises at all times (AB 2044). For initial direct caregivers, 
training must now address building and fire safety and the 
appropriate response to emergencies. 

Further, all licensees must ensure that at least one staff member 
on duty and on the premises at all times, whether a direct 
caregiver or other type of staff, has appropriate training in CPR; 
however, this staff person is not required to provide CPR, allowing 
for DNRs to be honored. Additionally, at least one administrator, 
facility manager, or designated substitute must be on the 
premises 24 hours a day; this person must be at least 21 years old  
and have qualifications to be responsible and accountable for the 
management and administration of the facility. 

If this person is a designated substitute, certain additional 
requirements must be met to fill the role. This person may 

TRAINING REQUIREMENTS EFFECTIVE JANUARY 1, 2015

TRAINING REQUIREMENTS EFFECTIVE JANUARY 1, 2016

All RCFE Caregivers
Before working with residents, staff members assisting with 
activities of daily living (ADLs) must be instructed on a variety of 
subjects. In addition to the current first aid training requirement, 
by January 1, 2016, all new direct caregivers shall receive at least 
40 hours of initial training (up from the current requirement of 
10 hours) and 20 ongoing training hours on the following topics 
(new 2016 topics in bold):

 X The aging process, physical limitations, and special needs of 
elders

 X The importance and techniques of personal care services, 
including, but not limited to: bathing, grooming, dressing, 
feeding, toileting, and universal precautions

 X Medication policies and procedures

 X Psychosocial needs of elders (e.g. recreation, 
companionship, independence, etc.)

 X Recognizing the signs and symptoms of dementia in 
individuals

 X Residents’ rights and personal rights (AB 2171 rights 
effective 2015)

 X Building and fire safety and appropriate response to 
emergencies (added by AB 2044 in 2015)

 X Dementia care, including the use and misuse of drugs 
such as antipsychotics, and special needs of persons 
with Alzheimer’s disease and dementia, including 
nonpharmacologic, person-centered approaches to 
dementia care (to constitute 12 hours of the initial 40-
hour training and 8 hours of ongoing training per year 
[AB 1570])

Dementia care is a unique type of care and must be 
approached with training specific to key dementia care 
issues, including but not limited to:

 � Hydration
 � Skin care
 � Communication
 � Therapeutic activities
 � Behavioral changes
 � Environment
 � Assisting with ADLs
 � Recognizing symptoms that may create or aggravate 

dementia behaviors
 � Recognizing the effects of medications commonly 

used to treat the symptoms of dementia
 � Responsiveness to the general security and 

supervision of dementia residents

The sensitive needs of residents on hospice are the focus of 
additional training requirements for all direct care staff; this 
applies to all RCFEs, even those who do not have a hospice 
waiver. This new training requirement does not affect the 
existing requirement for the hospice agency to provide 
training specific to the current and ongoing needs of each 
individual resident receiving hospice care. Staff must still 
receive this specified training before hospice services begin.
Some of the needs covered in hospice training include, but 
are not limited to:

 � Turning
 � Incontinence care to prevent skin breakdown
 � Proper hydration
 � Infection control

AB 1570 and SB 911 take effect on January 1, 2016. Originally separate bills that both addressed administrator and direct caregiver 
training requirements, they were signed into law as companion bills with complementary provisions that greatly increased both 
types of initial and ongoing training. Together, the bills’ requirements expand initial and ongoing administrator training and 
certification requirements, and initial and ongoing training for direct caregivers and staff who assist with medication. 

C
A

L
A

 
N

E
W

S
 

&
 

V
I

E
W

S
 

I 
S

P
R

I
N

G
 

2
0

1
5



J
A

N
U

A
R

Y
 

2
0

1
0

,
 

V
O

L
U

M
E

 
1

20

 X Postural supports, restricted conditions, and hospice 
care (to constitute four hours of initial training and 
four hours of ongoing training per year[SB 911])

 X Cultural competency and sensitivity in issues relating 
to the underserved aging LGBT community (AB 1570)

The new requirement for 40 hours of initial direct caregiver 
training is separated into 2 phases: training before working 
independently with residents and training within the first four 
weeks of employment. 

 X First, caregivers shall receive 20 hours of training before 
working independently. This training shall include: 

 9Six hours of dementia care training (regardless of 
whether the community advertises or promotes 
dementia care) 

 9Four hours of training on postural supports, restricted 
conditions, and hospice care

 X Caregivers shall receive an additional 20 hours of training 
within the first four weeks of employment. This training 
shall include: 

 9Six hours of dementia care training

The annual 20 hours of ongoing training, required after the first 
year of employment, shall include the following:

 9Six hours of dementia care training

 9Four hours of training on postural supports, restricted 
conditions, and hospice care 

Staff Assisting with Medications
In keeping with the importance of proper medication 
management, staff members who assist with medication 
must receive specialized training; they will have to meet the 
following expanded training requirements:

 X In a community licensed for 16 or more persons, 
employees must complete 24 hours of initial training 
within the first two weeks of employment and pass a test 
of the required subjects

 X In a community licensed for 15 or fewer persons, 
employees must complete 10 hours of initial training 
within the first two weeks of employment and pass a test 
of the required subjects

 X In all RCFEs, employees will need to receive eight hours 
of in-service training on medication-related issues in each 
succeeding 12-month period.

Administrator Requirements and Training
The responsibilities of Assisted Living administrators are 
broad and include, but are not limited to, overseeing resident 
care, managing staff, and regulatory compliance. Effective in 
2016, AB 1570 and SB 911 will expand the initial training and 
certification requirements for administrators to include:

 X An 80-hour, DSS-approved Initial Certification Training 
Program:
At least 60 hours must be conducted in-person; up to 20 
hours can be completed online.

 X Passing a 100-question test administered by DSS
There is also a new requirement for DSS to keep these 
questions current. DSS’s Administrator Certification 

Section (ACS) is in the process of updating the administrator 
curriculum and related regulations.

Additionally, the 2016 requirements for administrator certification 
will add topics to the Core of Knowledge. New additions to the 
administrator Core of Knowledge are as follows:

 X Resident rights (AB 2171 rights effective January 1, 2015)

 X Medication management, including use/misuse and 
interactions, as well as antipsychotics and adverse 
effects of psychotropics for controlling behavior 

 X Managing Alzheimer’s, including nonpharmacologic, 
person-centered care 

 X Cultural competency related to LGBT issues 

Furthermore, continuing education for administrators will remain 
at 40 classroom hours during each two-year certification period; 
eight of those hours must be related to serving residents with 
Alzheimer’s Disease and other dementias.

Working in concert with these new 2016 requirements, the 
minimum requirements for Administrators will remain as follows:

 X Knowledge of the requirements for providing care and 
supervision appropriate to the residents

 X Knowledge of and ability to conform to the applicable laws, 
rules, and regulations

 X Ability to maintain or supervise the maintenance of financial 
and other records

 X When applicable, the ability to direct the work of others

 X Good character (including a criminal record clearance 
through the Department of Justice)

 X A high school diploma or equivalent

 X Proof that they are at least 21 years of age

Requirements for administrators that are tied to community size 
also remain as follows:

 X The administrator in a community of 16 to 49 residents 
must have:

 9Passed at least 15 college or continuing education 
semester or equivalent quarter units
AND
 9At least one year’s experience providing residential care 
to the elderly
OR
 9Equivalent education and experience as approved by 
DSS

 X The administrator in facilities licensed for 50 or more 
residents must have:

 9Completed two years of college
AND
 9At least three years of experience providing residential 
care to the elderly
OR
 9Equivalent education and experience as approved by 
DSS

Finally, the administrator is responsible for having the personal 
characteristics, physical energy, and competence to provide care 
and supervision and, where applicable, to work effectively with 
social agencies.
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We are proud of the efforts our members made last year in 
getting these CALA-sponsored training bills passed, and our 
associate members who provide continuing education are just 
as involved in the evolution of training requirements in Assisted 
Living. Here’s an update on what they’re working on to help 
providers ensure quality training and compliance:

ASSISTED LIVING EDUCATION:

According to Assisted Living Education President Jane Van 
Dyke-Perez, the new requirements are nothing to be afraid 
of. “Many of the new items that were expanded upon in the 
Core of Knowledge were already items that we were teaching, 
such as postural supports and hospice,” she says. Assisted 
Living Education already offers the initial RCFE administrator 
certification course and RCFE, ARF, SNF, and BRN CEU/CE 
courses, over 50 hours of which are online. They also offer the 
10-hour caregiver, 8-hour medication, and 6 -hour Alzheimer 
training hours that are required for RCFEs.

In order to prepare students for the new requirements, Van 
Dyke-Perez says they are writing an additional 40 hours of 
material for the Initial Certification course as well as additional 
material for the medication, caregiving, and Alzheimer’s 
training. To keep students up-to-date on changing regulations, 
they distribute updates through their subscription service and 
a bimonthly newsletter and offer a course titled “Current Trends 
and Practices 2015.” This course gives students the opportunity 
to discuss and ask questions about the laws that went into 
effect January 1, 2015 and will go into effect July 1, 2015.

She says the new requirement that is most likely to benefit staff 
is the increase in medication training hours added to the Core 
of Knowledge for the initial RCFE certification course. “These 
are definitely needed as that is our most liable department.” 
While medication assistance staff was already receiving training 
over and above previous requirements, the increase in this 
regulation will help them demonstrate competency in that 
area. And, she adds, there is hope that DSS’s new dedication 
to timeliness will extend to updating the state forms, such 
as the LIC 613C and SOC forms. “I’m excited…ever since Pam 
Dickfoss came on board as Deputy Director of Community Care 
Licensing, we’re seeing so many changes!”

CARE & COMPLIANCE GROUP: 

In tandem with the growth in training is the growth of Care 
and Compliance Group, which has recently become part of 
the Institute for Professional Care Education (IPCed), according 
to Sharon Brothers, IPCed’s Chief Executive Officer. Brothers 
expresses enthusiasm for the expanded training needs. “Quality 
of care is directly related to the quality—and consistency—of 
training. The new topics being required for 2016 in the areas 
of dementia care, hospice care, and cultural competency are 
important to build a team that truly meets the needs of more 
complex residents that we are caring for today and will be 
caring for in the future.”

According to Brothers, Care and Compliance Group is deep into 
preparations for the new 2016 requirements for the expanded 
administrator certification training, continuing education for 
administrators, and new caregiver training; these should all 
be available by late summer which will give providers plenty 
of time to prepare for compliance. She adds that their focus is 
on making these new requirements fit seamlessly into current 
training programs. “We are developing the resources so that 
as much training as possible can be provided online, saving 
time and money for everyone involved. We're pleased that the 
regulations for 2016 allow even more opportunity for providers 
to leverage the benefits of online training.”  

Brothers notes that, with any large-scale change such as this, 
comes the opportunity to reconnect with students. She says 
they have a team of training specialists and support staff 
available to answer any questions students may have about the 
new requirements, and they will offer webinars and distribute 
informational emails on this subject throughout the summer 
and fall. In the end, Brothers says, their main goal is “helping 
providers better understand these complex new requirements 
as they develop their own training programs.”

CAREERSMART LEARNING:

Alysha Loumakis-Calderon, Vice President & General 
Manager for CareerSmart Learning, says there is much 
to celebrate about the new training requirements. “A more 
educated care team can only enhance the quality of care for 
residents, the facility’s overall programming and branding 
capabilities, and compliance.” 

In particular, she calls out the expansion of the initial 
certification course and administrator test as progressive 
changes—the additional programming and time commitment 
will help ensure that the people who become RCFE 
administrators are dedicated to the field. “Historically, it’s always 
been a challenge to cover all we wish we could in the initial 
course…the expanded core of knowledge will allow us to really 
bolster what’s covered and enhance the content to include 
areas related to quality of life and resident care.”

CareerSmart offers a suite of consulting options to reduce the 
risks and liabilities associated with noncompliance in addition 
to the initial certification training and continuing education. 
According to Loumakis-Calderon, day-to-day operations will 
benefit from the additional requirements for staff to be trained 
in areas such as restricted and prohibited health conditions 
and hospice care. “These are subject areas for which we’ve 
frequently been called out to facilities to do training...They 
will greatly improve the preparedness of staff to take on their 
role as caregivers and give them a more realistic idea of what 
is expected of them under the new paradigm.” She explains 
that, as the average resident age and acuity levels rise, it will 
be harder for administrators to be involved in all aspects of 
care. “They have to be able to trust in their staff and trust that 
through formalized training and on-the-job training, their staff 
will make good choices.”

TRAINING PARTNERS
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Loumakis-Calderon says that CareerSmart is already preparing 
by tasking subject matter experts, including former Licensing 
Program Managers and Administrators, to add new content and 
offerings, as well as surveying current students and Assisted 
Living clients to determine preferred educational environments 
and learning styles. “Change can be a painful process,” she says, 
“but what these changes reflect is an added societal value on 
elder care and the professionals providing care to our elders, 
and in the end, that’s something we can all be excited about.”

COMMUNITY TRAINING CONNECTION:

Rhonda Krantz Mayer, President of Community Training 
Connection, sees the changes in training requirements as 
reflection of how the older population—including Assisted 
Living residents—is evolving. “As we see residents coming to 
Assisted Living communities with greater needs for support, 
we are excited about the opportunity to spend more time on 
topics that are key to success with this group.” She says the 
comprehensive nature of the new requirements, and the fact 
that they cover issues like dementia which are projected to 
become more prevalent, will help providers address these 
growing needs.

She adds that another exciting development is the new cultural 
competency and LGBT training requirements, which mirror 
the growing diversity of the elder population. “Living in a state 

For more information on new 2016 requirements 
for RCFE staff, direct caregivers, and administrators, 
please visit CALA’s New Laws page at www.
caassistedliving.org/advocacy/new-laws/
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with as diverse a population as California, we look forward to 
continuing to expand our work on the diversity of residents 
and managing a diverse workforce, including race, sexual 
orientation, gender, faith, ethnicity, and language.”

Community Training Connection offers the initial certification 
program for RCFE administrators, as well as CEU programs in 
a variety of formats. Looking forward to 2016, Mayer says that 
a review of all course material is being completed so “we can 
continue to meet our promise of classes that are informative, 
lively and fun.”  She notes that they try to avoid “teaching to 
the test” and that the expansion of the administrator training 
requirements will give them the opportunity to focus their 
coursework on what matters most: maintaining compliance 
and serving elders. “We have been concerned for years that 40 
hours is not nearly enough time to prepare administrators—
particularly those without experience in the field—to really 
understand the work. We are thrilled that additional time will 
be required for administrators to certify.”

As trainers, Mayer says, “we have a responsibility and an 
opportunity to show how valuable our caregiving staff 
members are to the field. The research is clear that investing 
in employee training leads to a more stable, productive and 
satisfied workforce.”

C
A

L
I

F
O

R
N

I
A

 
A

S
S

I
S

T
E

D
 

L
I

V
I

N
G

 
A

S
S

O
C

I
A

T
I

O
N



w w w . C A a s s i s t e d l i v i n g . o r g 23

Honoring
excellence  
     Assisted 
Living Service
Staff members at Assisted Living communities are charged with the complex task of providing intimate care with dignity and respect, 

in a way that enriches residents’ lives and helps them to live as independently as possible. It takes a special combination of energy, 

kindness, and dedication to perform this work, and we think that our members’ associates have all three in spades. 

In order to formally recognize the efforts of California’s caregivers, team members, and executive directors who go above and beyond 

their job descriptions to provide excellent care and service to residents, CALA created the Excellence in Service Award in 2009. In 

2012, a category for department directors was added. To date, we have honored 42 outstanding individuals—and we’re getting ready 

to celebrate four more. Meet the recipients of the 2015 Northern California Excellence in Service Award:

Outstanding Caregiver
Vicenta Garcia 
Regency of Evergreen Valley

For the past 13 years, Vicenta Garcia has arrived for her shift 
eager to work, with a smile and disposition that immediately 
rubs off on those around her. She began as a housekeeper at 
the community before transferring to a caregiving position 
in the memory care neighborhood. She says, “Once I was a 
caregiver, I knew that this job was for me.”

Vicenta’s patience and confidence help put residents at ease, 
including those who are new. Family members have noted the 
remarkable transformation of previously reclusive residents in 
her care. And because she takes the time to really know each 
resident, they feel like a vital part of the community. 

 According to Executive Director Jolie Higgins, Vicenta 
embodies her own philosophy about what makes an ideal 
caregiver: “You have to have the fire in your belly and the 
passion in your heart in order to succeed.”

Outstanding Team Member
Valerie Etzel 
Cardinal Point

According to Executive Director Michele Moros and her 
team, Activities Assistant Valerie Etzel is the “glue” that holds 
the Cardinal Point family together. Since 2009, she has 
utilized her organizational and problem-solving abilities 
to keep residents informed of daily activities, plan weekly 
excursions, and remember every resident and staff birthday. 

Valerie also heads up the high school student volunteer 
program. She is incredibly flexible and willing to rearrange 
her day as needed to assist others, and all her work is done 
with graciousness and a can-do attitude. 

But her true dedication is to the residents. According to 
Moros, she’s been offered the position of Activity Director 
twice, but has turned it down because she wants to remain 
actively involved with the residents. And they can’t wait to 
see what she has planned for them next.

in 
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Outstanding Department 
Director 
Lonnie Julius 
The Vistas Assisted Living & 
Memory Care

The manner in which Lonnie serves others is truly inspiring. 
According to Executive Director Karilee Baird, “Her 
authentic love for people and drive to make a difference 
has impacted our community of residents, family members, 
staff, and friends immeasurably.”

As Community Relations Coordinator, Lonnie displays the 
same selflessness and willingness to help that epitomized 
her 2001 mission trip to Africa. She has raised money for 
low-income seniors, provided child care for a team member 
in need, used vacation time to visit a resident that moved 
to Arkansas, and picked up a resident’s daughter at the 
Sacramento airport two hours away from the community.

No task is too great or small for Lonnie. Baird says, “Lonnie’s 
willingness to do whatever it takes, and the time she 
invests in relationships, speaks louder than a marketing or 
advertising plan ever could.”

Outstanding Executive 
Director 
Scott Carlson 
Brookdale Paulin Creek

Since his first job as a dining room server at age 16, to his 
tenure as Executive Director for which he is receiving this 
award, to his new position as Regional Director of Sales, 
Scott’s passion and commitment for serving residents have 
been described as “infectious.” 

His goal is always to enrich residents’ lives—whether he is 
donning a Toga for the Greek celebration, assisting a resident 
in the search for a lost, treasured item, or staying late to meet 
with a concerned family member. 

This energy also extends to his employees. He regularly writes 
personal notes to associates, thanking them for going above 
and beyond their duties to make a difference in residents’ 
lives, and he adopted innovative training practices so that 
department managers would have more time with residents. 
One employee shares, “He empowered me and gave me 
confidence; for that I will always be grateful. I…have him to 
thank for the career I love.”

These four outstanding employees will receive their awards during the Spring Conference & Trade Show in Santa Clara. Can’t 
attend, but want to join in the celebration? We’ll be spreading the word about these amazing individuals on social media—
subscribe to CALA’s blog, The Hearth, and follow CALA on Facebook, Twitter, and YouTube to like, favorite, and add your 
congratulatory comments. Let’s show Vicenta, Valerie, Lonnie, and Scott how truly appreciated they are!

 Are your employees just as outstanding? Let us know!

 Southern CA Excellence in Service Awards 

Submissions Now Open www.CAassistedliving.org

SoCal 
members:

Deadline: July 24, 2015
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Eskaton Kids Connection
What started as a partnership between a single Eskaton 
community and a first grade class in 2009 has since 
blossomed into an intergenerational “buddy” program that 
includes residents from 25 Eskaton communities and 650 
children from 23 local K-to-8 classrooms each year. 

During educational activities like arts and crafts, reading, 
music, and technology, the personal relationships and 
mutual respect created between the "buddies" have far 
exceeded expectations. Students are more eager to read and 
write when they are doing it with their buddies, and teachers 
have reported measurable improvements in these skills. 
Residents enjoy the socialization and increased sense of 
purpose while sharing important life skills and lessons.

According to one teacher, “This is one of the most enjoyable 
and rewarding educational programs in which I have been 
involved. My students are developing relationships with their 
buddies that transcend cultural, economic and generational 
barriers.” 

SUBSTANTIAL SAVINGS...
PERSONAL SERVICE...

A BRILLIANT PARTNERSHIP!
At HPSI, we strive to deliver substantial savings on 
just about everything you need for your residents. 
Whether you’re purchasing products, services, 
technology or equipment, we provide many options 
and don’t sacrifice quality for savings. Your residents 
deserve the best.

Experience Group Purchasing Power At Its Best!

800.223.4774
www.HPSIonline.com

Why Haven’t You Called?

Sunshine Care 500 Pinewood Derby Race
This race, first developed in partnership with local Boy 
Scout troops in 2010, is an annual Memorial Day weekend 
tradition, but the preparation and excitement begins weeks 
before. Residents participate in activities that exercise their 
creativity and memory, reminiscing about first cars, and 
sanding and painting their race cars with the help of family 
members, volunteers, and staff. 

On race day, Scout troops arrive in uniform and perform the 
opening ceremony. Residents enjoy interacting with the 
“polite and handsome” Boy Scouts, and the Scouts enjoy 
learning about the residents’ histories. One Scout says, “It is 
really cool. [The residents] like to cheer for us, and some of 
them were Boy Scouts too.” While there are many “heats” that 
are raced, everyone’s a winner in the end. 

As a result of the Sunshine 500, partnerships have formed 
with other local groups, including local Girl Scouts, 4-H, 
Campfire Girls, and Cheer Camp, and there are many more 
hoping to partner with Sunshine Care.

2015
RECIPIENTS
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Show off the talent of your residents & employees. CALA is looking for 
poetry, short stories, memoirs and art exploring issues such as aging, 
wisdom, caregiving, and community. All submissions should be sent via 
email to Katie Cappello at  kmc@CAassistedliving.org. Include your contact 
information and a short (25-30 word) bio. News & Views assumes the right 
to publish pieces on their website as well as in the physical issue. All rights 
revert back to the author after printing.

Secret Garden
By Anna Levenson

By Wanda Stigge, Regency Place

How is it when life can become hard but some seem to find the green? 
the leaves falling to the ground from things that are not seen. 
Then the door just opens wide to take us to the place,
where flowers bloom bright that brings us sweet grace. 

How do we even understand when someone that we touch,
goes through a garden of rocks and stones that hurts us very much.
How do we pull into the place of beauty and of rest,
to a garden made inside our hearts where beauty makes us our best. 

I see it all in my mind as I hold onto my loved one’s hand.
I feel the love flow through me as if he still understands. 
I wander off into the place I know will bring me joy,
a place of sweet smell and beauty that even now I can employ. 

So when I’m told how can, you smile while standing in the rough.
I say we can get through to a secret garden that’s a must.
To get there simply open the door and smell sweet flowers and pine.
You will know you’re in the special place and a peace you will find. 

A secret garden is the place we hold the very best.
To make a hardship very strong and rise above the rest,
to always feel and always know we can escape the pain,
to unleash your soul and hold to faith while stopping the ongoing rain. 

So onward as our lives go forth to make a difference here,
to know we can open the door to a garden that releases fear.
That in our minds, our hearts and souls we can take a hardship down,
to arrive into the special place, where the secret garden is truly found. 

Come and see what our God has done, what awesome miracles he performs for people
~ Psalm 66

Anna Levenson is a Residency Counselor in the Senior Living Industry and has been serving 
seniors for over six years. Born and raised in Southern California and an avid surfer girl, 
Anna wrote her first poem at six years old. Anna is the author of The Ultimate Faith, and 
her new book, The Silent Wind, will launch in bookstores in Fall 2015.

This painting captures the beauty that is northern California. From 
the severe and colorful valley, gazing up at the majestic Sierra 
Mountains, California is truly a beautiful place.

Bio: Wanda was born in 1925 in Barnes, KS. She moved to Monterey, CA with 
her husband, then moved to Sacramento where she stayed. Wanda took art 
lessons from Eugene Garin in the early 60s, then started making dolls in the 
80s. Wanda loves crafts of all types.

Artwork: The Journey

the 
creative view
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barriers and 
benefits

Describing his typical business day in a 2006 article for CNN Money, 

Bill Gates said, “Paper is no longer a big part of my day.” What was once 

commonplace only in the technology industry is now becoming true for 

other fields, including health care and Assisted Living, as electronic health 

records (EHRs) and electronic resident records are increasingly being used.

of

electronic resident records
By Katie Cappello, Public Affairs Associate
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According to the California Healthcare Foundation (CHF), 
physicians’ EHR use has grown significantly in the last 

six years, in large part because usage was incentivized 
by 2009’s Health Information Technology for Economic 
and Clinical Health (HITECH) Act. In their 2014 report, 
Ten Years In: Charting the Progress of Health Information 
Exchange in the US, CHF reports that “HITECH’s cornerstone 
was the Medicare and Medicaid EHR Incentive Programs, 
which provided eligible hospitals and professionals with 
financial incentives for the ‘meaningful use’ of certified 
EHR technology to improve patient care.” This year, the 
program will transition from offering incentives to imposing 
penalties, which may offer additional encouragement for 
those who have not yet begun using EHRs.

According to CHF, HITECH included these incentives 
because “EHR adoption is a critical first step to electronic 
sharing of information to support better care coordination 
and improved health outcomes.” Other benefits of EHR 
adoption include increased cost savings, a reduction 
in medical errors, earlier diagnoses, and improved 
management of chronic disease, according to the 2012 CHF 
report, On the Road to Meaningful Use of EHRs. 

But, the 2012 report notes, there are some barriers to 
use. “EHR adoption has been slow for certain groups of 
physicians who are concerned about privacy, the lack of 
certification and standardization, and the high cost of 
implementation and maintenance.” In addition, CHF’s 2014 
report points out that, because long-term and behavioral 
health providers were not included in HITECH’s financial 
incentives, their adoption of electronic record systems has 
been much slower. This exclusion has some worried that 
there will be “a potentially dangerous dearth of health care 
data from the post-acute sphere of the health care system 
at a time when care coordination has been identified as a 
top priority.”

Assisted Living is not included in HITECH’s incentive plan 
either, yet many providers are still choosing to transition to 
an electronic resident record system. So, what are Assisted 
Living’s “incentives” to do so? We asked Phil Altman, 
Executive Director for Elder Care Alliance (ECA), a provider 
that has recently adopted an electronic resident record 
system. 

According to Altman, one of the main incentives for 
the change was efficiency. “We were unhappy with the 
redundancy in the work,” he explains. By transitioning to 
an electronic system, ECA was able to consolidate many 
functions, including billing, budgeting, and resident 
records, into one system. Now, Altman says, staff members 
aren’t “using paper and having to go back to a binder or 
spending a large amount of time at the end of the shift 
entering information into residents’ records.” Instead, he 
says staff are encouraged to use the electronic resident 
record system throughout the day, saving them time and 
effort so they can focus more time on direct interaction 
with the residents.

ECA began implementation of their current system in the 
fall of 2011; the process was completed in about 11 months. 
Since then, they have noticed other benefits in operations 
and resident care. Altman says, “One key component is 
the increase in instant communication.” He describes how 
caregivers can create notes and alerts in a resident’s record 
which are sent automatically via email to the Resident 
Care Director and Executive Director. “This increase in 
communication allows us to quickly see trends, address 
issues, and help staff.” 

These communications can be time-sensitive—such as 
when a resident requests a change in care—allowing the 
management team to remain aware of residents’ needs and, 
if needed, act quickly. Another example of time-sensitive 
communications is when a resident leaves the building—to 
have lunch with her daughter, for an overnight trip, etc. Staff 
who normally care for that resident can be alerted at the 
start of a shift that she is out, allowing them to adjust their 
own schedules accordingly.

Or, Altman says, electronic alerts can help staff members 
enhance a resident’s quality of life. “Say I help Mrs. Jones, 
who lives in memory care, with her bathing and she is 
normally agitated and upset. But today, I turned on some 
Frank Sinatra music while doing her bathing routine. She 
was excited and helpful in the process. I can send an alert to 
my co-workers letting them know that this simple thing can 
make the task easier and more enjoyable for her.”

Electronic resident records also allow for consistency and 
ease of reporting. Altman says, “We use it for our state 
reports and internal reporting. The ability to have role-based 
security with clear audit trails helps us maintain the integrity 
of the data. It also helps managers identify performance 
issues and process opportunities.” In addition, as the 
executive director, Altman can maintain an overall view of 
the community’s operations, including resident assessments, 
staffing levels, and trends in care.

But despite these benefits, there are similar barriers to 
adoption as with EHRs: namely privacy, implementation, 
and maintenance. According to Altman, ECA proactively 
developed solutions for each of these concerns to help make 
the transition as seamless as possible. 

The first step? “Picking the right vendor is a critical part of 
the process—someone who will be your true partner and 
open to enhancing the system.” Altman says that ECA made 
sure the electronic records software they chose was HIPAA-
compliant; it is also only accessible internally on company-
owned devices, thus ensuring that the privacy of residents is 
upheld.

Another concern to be aware of, says Altman is “having 
enough bandwidth to ensure that the terminals don’t 
slow down.” During the transition, ECA increased their 
bandwidth in order to make sure this wasn’t an issue after 

C
A

L
I

F
O

R
N

I
A

 
A

S
S

I
S

T
E

D
 

L
I

V
I

N
G

 
A

S
S

O
C

I
A

T
I

O
N



w w w . C A a s s i s t e d l i v i n g . o r g 29

implementation was complete and the 
software was being used regularly.

Finally, providers considering transitioning 
to electronic resident records should plan 
for both initial and ongoing training on the 
system. In addition to the initial training, 
Altman says, “We do frequent one-minute 
reminders, training, and refreshers covering 
all aspects of the system.” One particular 
problem for users, he says, involved system 
passwords. “Staff had issues remembering 
their passwords and knowing who has access 
to reset the password,” he explains. This is 
not surprising, given the vast amount of 
knowledge and information that Assisted 
Living staff process each day Altman says 
they created work flows and trained staff 
members to that they would know how to 
get help with any password-related issues.

In the end, Altman says, the benefit of 
being able to spend more quality time with 
residents vastly outweighs any barriers to 
implementation. If you’d like to learn more, 
don’t miss the session on electronic resident 
records at CALA’s 2015 Fall Conference & 
Trade Show. Phil Altman will be speaking 
with other leaders in the field, sharing best 
practices for transitioning to and maintaining 
a beneficial electronic record system. Save 
the date: October 19-21 at the Westin 
Mission Hills in Rancho Mirage. g

It was all right there: confidential customer 

information, proprietary business data, 

social security numbers and more. Then 

it was gone, just like that. With Propel’s 

CyberSmart™ Coverage, we’ll be there 

almost as fast—helping your business 

manage the potentially devastating 

consequences of exposing or losing 

sensitive information. From making sure 

all your company’s legal obligations 

are met—to helping keep your business 

running as usual.
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Find your momentum. 

In the end, Altman says, the 
benefit of being able to spend 
more quality time with residents 
vastly outweighs any barriers to 
implementation.
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Help Me if You Can: 
A Review of Research on 
the Approaching Care Gap

By Katie Cappello, Public Affairs AssociateC
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In addition, the appendix reports that, even though 
“early diagnosis and effective management of chronic 
conditions can enable older adults to enjoy their later 
years as functional, active, independent members of their 
communities,” older, more vulnerable Californians “receive 
about 50-60 percent of recommended care,” and care is 
particularly underused among certain ethnic groups.

Gaps in Health Care
The rising numbers of older adults and their growing need 
for long-term care becomes particularly urgent when it is 
considered that the number of geriatricians and nurses, 
especially those with a specialization in geriatrics, will not 
keep pace. 

According to the Shattered System appendix report, 
geriatricians are specially trained to recognize “the unique 
needs of older adults transferring to or living in home or 
skilled nursing.” Yet, while this specialized knowledge will 
be needed for the growing older population, A Shattered 
System reports that there were only 739 geriatricians in 
California as of 2011, or about one geriatrician for every 
5,968 older adults. 

A 2008 report by the Institute of Medicine of the National 
Academies, Retooling for an Aging America, shares that 
in the next 15 years, some estimate the number of 
geriatricians “will have increased by less than 10 percent” 
while “others predict a net loss of these physicians because 
of a decreased interest in geriatric fellowships and the 
decreasing number of physicians who choose to recertify 
in geriatrics.”

The number of nurses, especially those specializing in 
geriatrics, is also projected to decline. The Eldercare 
Workforce Alliance issue brief reports that “by 2020, the 
nursing workforce is expected to drop 20 percent below 
projected requirements.” What’s more, Retooling for an 
Aging America notes that only one percent of all registered 
nurses are certified in geriatrics. As the overall number of 
nurses decreases, so too will that small percentage who 
have specialized geriatric training.

A main component of this drop in the number of registered 
nurses is the shortage of faculty in college nursing 
departments. According to the American Association of 
Colleges of Nursing’s 2014 “Nursing Faculty Shortage Fact 
Sheet,” nursing programs had to turn away almost 80,000 
qualified applicants in 2013, mostly due to the fact that 
there weren’t enough faculty members to teach classes. 
The fact sheet notes that the reasons for nursing faculty 
vacancies, including “budget constraints, an aging faculty, and 
increasing job competition from clinical sites,” are not easily 
resolved.

CNA IS PROUD TO SUPPORT
THE CALIFORNIA ASSISTED 
LIVING ASSOCIATION

California is a better place, thanks to the California Assisted Living 
Association. When you’re looking for an insurance carrier committed 
to building stronger communities … we can show you more.®

For more information, contact our San Francisco Branch at  
415-932-7500 or visit www.cna.com/healthcare.

CNA is a registered trademark of CNA Financial Corporation. Copyright © 2015 CNA.  
All rights reserved.

There’s no question: the aging population is growing nationwide, and the 

state of California is no different. This increase in the older population will 

come with an increase in need for services and supports. According to the 

“Senate Office on Research: Demographics and Workforce” appendix in the 

Senate Select Committee on Aging and Long-Term Care’s report, A Shattered 

System: Reforming Long-Term Care in California, 70 percent of Californians 

aged 85 or older have at least one disability. For 47.8 percent of these older 

Californians, their disability impacts their ability to live independently. 
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Gaps at Home
The care gap even extends to family caregivers. According to 
AARP’s The Aging of the Baby Boom and the Growing Care Cap: 
A Look at Future Declines in the Availability of Family Caregivers, 
there were more than seven potential family caregivers for 
every person 80 years and older. But, as authors Donald 
Redfoot, Lynn Feinberg, and Ari Houser note, “as the population 
in this age group increases during the next 20 years, the 
number of people in the primary caregiving years (ages 45-64) 
is projected to remain flat.” The report notes that the ratio will 
fall to four to one in twenty years, and decline even further to 
three to one by 2050. 

This change in the ratio of family caregivers to older adults 
is developing, the report notes, because of the aging of the 
boomer generation. Between 1990 and 2010, boomers were 
“aging into the prime caregiving years, with the result that the 
caregiver ratio was high and increasing.” 

But that will no longer be the case as boomers age. “The 
departure of the boomers from the peak caregiving years,” 
say authors Redfoot, Feinberg, and Houser, will mean that the 
prime family caregiving population “is projected to increase by 
only 1 percent between 2010 and 2030.” And, the report adds, 
as “the availability of potential family caregivers…to arrange, 

coordinate, and provide LTSS is expected to decline 
dramatically…overall care burdens will likely intensify” 
leading to potential caregiver burnout.

Think Outside the Health Care Box
But, despite this growing care gap, there is hope, 
especially when looking at who is actually providing long-
term care. For instance, while the number of geriatricians 
and registered nurses may be dropping, a 2015 study 
by the University of California - San Francisco, Entry and 
Exit of Workers in Long-Term Care, notes that, “within LTC, 
physicians and registered nurses (RNs) provide less than 
10% of care.” According to study authors Bianca Frogner 
and Joanne Spetz, the majority of long-term care is 
provided by CNAs, LPNs, LVNs, home health aides, and 
personal care aides (PCAs).

A Shattered System’s appendix report shores up this 
finding: “in California, direct-care workers provide an 
estimated 70 to 80 percent of the paid hands-on care 
for older adults or those living with disabilities or other 
chronic conditions.” And unlike the geriatrician and 
nursing populations, the direct care workforce—including 
personal care aides and nursing assistants—is growing. By 
2018, direct care workers are projected to be the second 
largest occupational group in the U.S., outnumbering 
teachers, law enforcement, and nurses.

Coupled with the rise in direct care workers, studies note 
that the provision of variety in LTC can help fill the care 
gaps. For instance, A Shattered System warns against 
“miss[ing] the opportunity presented by health reform 
to think creatively about how services are arranged and 
provided.” And according to Retooling for an Aging America, 
“there is no single approach or best model that could 
be broadly adopted for all older patients. Older adults 
have diverse health care needs and a variety of models 
are necessary to meet those needs.” As a care model 
founded on individualized care and with a variety of living 
environments and service options, Assisted Living is one 
such solution.

Alter Attitudes about Aging
Perhaps the most effective solution to the care gap—and 
the most nebulous—will be to change negative views 
about aging and caring for older adults. Retooling for 
an Aging America identifies such attitudes, “including 
negative perceptions about working with older patients, 
concerns about physically and emotionally demanding 
working conditions, and misgivings about the financial 
disadvantages of such work,” as major obstacles to 
workforce growth.

The Journal of Gerontological Nursing’s 2014 literature 
review, “What’s Stopping a Career in Gerontological 
Nursing?” examined studies of undergraduate nursing 
students and their attitudes towards a career in long-term 

www.on4today.com
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Quick and Easy Access for Riders of All Abilities!
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care and found that a career in gerontological nursing 
is not desirable for similar reasons. Among others, study 
authors cite the following “reasons for non-preference” 
of gerontological careers: the negative influence of the 
media and stereotypes; lack of confidence with older 
adults; fear of suffering and dying; and an uninspiring 
career lacking prestige.

The review also notes that the prevalent perception 
in college nursing programs that “’nurses save lives’ as 
opposed to chronic and long-term care had a significant 
impact on career preferences” So, how can Assisted Living 
and other long-term care providers help dispel these 
negative attitudes about working with older adults?

According to the review, “Students with experience in 
caring for older adults were more likely to demonstrate 
an interest in this area.” Assisted Living communities are 
already providing this by partnering with universities and 
student organizations. Whether it is building an internship 
program, serving as a guest speaker, or engaging with 
students at job fairs, employers can help build experience 
and confidence with older adults, leaving students more 
open to considering a LTC career and closing the care gap. 
g

Save the Date & 
Make a Difference

Day in Your District
July 30, 2015
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resident 
-Art Show-

at USC
Selections from CALA’s California Inspires art show 

on display at USC - Davis  School of Gerontology

Summer/Fall 2015 | Los Angeles, CA

Artwork by Jayne Ross-Matsuda, The Carlisle
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