
 
 
 

DABSJ Organizational Assessment and Action Plan 

The agency’s Leadership team recently completed an assessment and analysis of our 
organizational structure. The process was simple in its approach – start with a blank slate and 
build the organization from the ground up, with nothing but our mission and vision, contracts, 
accreditation, and regulatory standards to guide us. The team worked diligently to set its own 
agendas and departmental boundaries aside and avoid “but that’s how it’s always been” 
thinking. What emerged is a structure that respects and honors the agency’s long history of 
community-based, residential, and child welfare services while acknowledging and integrating 
the strengths, needs and perspectives of our clients, community partners, staff, volunteers, and 
other stakeholders.  

Part of the process was meeting with Program Managers, Coordinators, and Supervisors to 
review the work to date and hear their thoughts and questions. From that meeting, we have 
generated a list of FAQs for your information: 

1. Why was an organizational assessment needed? 

This need has been much discussed going way back to the D.A. Blodgett for Children and St. 
John's Home merger in 2010 and chipped away here and there. The primary drivers of this 
(now) holistic approach are as follows:    

 Our community relies on our help and the needs are increasingly diverse and complex. 
Last year we served more than 9,000 children and families – and that number has been 
increasing significantly in recent years. To meet demand and provide exceptional 
services, our organization must grow and adapt.  

 Our 2017-2020 Strategic Plan called for this assessment and action plan, given our 
primary goals to strengthen organizational capacity, quality, and sustainability. The 
strategic plan was developed using several internal and external information sources. 

 Two recent critical incidents and the resulting lawsuits reinforced the need for this and 
called for additional agency infrastructure to increase our risk management and quality 
improvement capabilities.  

2. What was the outcome of the organizational assessment? 

After months of discussion and input, an organizational structure emerged to assure DABSJ is 
strong, competitive, flexible, responsive, and sustainable. 

As a result, the following organizational changes are slated for implementation: 

 Elimination of the Director of Compliance, Grants, PQI, and Medical Services position 

 Director of Permanency will no longer be the Director of IT and Facilities 

 Creation of a Quality and Risk Manager position 

 Creation of two new Chief Officer positions, both of which will report to the 
President/CEO: 

 Chief Operations Officer (COO) provides senior level leadership, management, and 
vision to assure the agency has effective operational systems, controls, and resources to 



 
 
 

achieve its mission and vision, including high quality service delivery and strategic and 
sustainable growth. Core areas of responsibility include Performance and Quality 
Improvement, Risk Prevention and Management, Human Resources, Information 
Technology, and Facilities. The COO assures key infrastructure systems support 
substantial compliance with licensing, contractual, accreditation, and regulatory 
standards; acquisition and retention of exceptional employees; relevant, timely and 
responsive staff training and development; diversity and inclusion; staff access to 
information systems and technology that enhance and support their work; relevant and 
timely data collection and reporting; and facilities that reflect the agency’s commitment 
to high quality client care, compassion, and respect. 

Direct Reports:  Director of Human Resources, Manager of Quality and Risk (new), 
Manager of Information Technology, Manager of Facilities and Maintenance (posted 
earlier this year as a Supervisor position and remains vacant).  

 Chief Program Officer (CPO) leads the direct service divisions of the agency and is 
responsible for program development, innovation, best practice, and client outcomes 
excellence in balance with productivity demands and financial sustainability.  The CPO 
serves as a central strategist, working closely with the senior management team to 
identify and articulate internal and external needs and opportunities in alignment with 
the organizational mission, vision, and master strategic plan. The CPO role is a high-
visibility position and requires strong communication skills with the highest level of 
clinical acumen, integrity, accountability, transparency, and professionalism.  The CPO 
works cooperatively and synergistically with the Chief Operations Officer (COO) to 
ensure compliance with licensing rules, contractual and grant expectations, 
accreditation standards, and regulatory requirements.  

Direct Reports:  Director of Residential Services, Director of Child Placing Services, 
Director of Family Preservation Services, Manager of Medical Services. 



 
 
 

3. How will the agency pay for these new positions? 

We will use our Endowment Fund to cover these costs over the next 2-3 years (pending board 
approval).  Our endowment fund (like endowment funds of other nonprofit agencies) is a 
separate and stand-alone investment fund established by our Board of Directors. It is restricted 
in use to support our operations and mission.  

4. Will this affect PBDs or raises in the future? 

No. Each year the Board of Directors evaluates our financial health to determine if PBDs and/or 
raises are possible. Since these new positions will be funded through our endowment fund, 
they will not impact whether staff receive PBDs or raises. 

5. How does this leadership structure compare to other agencies?  

We looked at organizational charts of many other same or similar sized and scoped nonprofit 
agencies during our process. In the end, this structure made the best sense for our needs and is 
still below average (lean) compared to how other agencies allocate for administrative 
overhead.  The most recent CEO report (posted on Tree House) provides more detail about this.      

6. How will these changes help me or my program? 

It is expected the new structure will provide more consistent, timely, and specialized support to 
programs and staff, thereby increasing our ability to deliver effective, compassionate, and 
superior services to our clients. 

7. You mentioned the team evaluated the agency "from the ground up." What other 
changes are planned? 

As you may know, some actions are underway or near completion. For example, the changes in 
our Residential Services and Family Preservation Services. We want to get the COO and CPO 
positions in place and working with the directors, managers, and supervisors before finalizing 
any additional changes at the program level.     

8. Will any additional positions be added or eliminated in the future? 

There are no immediate plans for additional positions or layoffs. DABSJ is committed to positive 
and mission-driven change in a strategic, sustainable, and responsible way. 

Conclusion 

This new structure integrates a core belief that administrative and infrastructure capacity must 
be more than just enough to get by day to day – it is paramount we implement and maintain 
that which is necessary to not only support the tremendous responsibility we have to deliver 
excellent services, but also the inherent risk and liability we carry in doing so.  

If you have any questions, please speak with your manager or supervisor.  

 


