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DISCLAIMER

The views and opinions expressed in this report are those of its authors and not the official policy or
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Introduction

In 2018, British Columbia made an initial $136m investment in an Early Care and Learning Recruitment

and Retention Strategy (ECL R&R Strategy) for the province’s Early Care and Learning sector. The ECL
R&R Strategy is part of a larger ten-year plan (“ChildCareBC”) to increase the quality, affordability, and

availability of child care spaces in British Columbia.

The ECL R&R Strategy has been expanded in various ways since 2018, but it remains with its original
intent, to meet the following three overarching long-term goals:

= Anadequate and stable workforce comprised of qualified and skilled early care and learning
professionals;

= Early care and learning as a viable, sustainable, and valued career;

= Appropriate compensation plans and human resource strategies.

The then Ministry of Advanced Education and Skills Training (AEST, now the Ministry of Post-secondary
Education and Future Skills. PSFS) engaged with the Early Childhood Educators of BC (ECEBC) to lead
a Sector Labour Market Partnerships project. The collaboration seeks to provide a mechanism for regular
sector feedback on the overarching impacts of the ECL R&R Strategy and its many tactics (such as the
wage enhancement and supports for professional development) on B.C.'s child care workforce.

ECEBC selected the Social Research and Demonstration Corporation (SRDC) to produce and implement
the sector-led impact assessment framework that will measure the direct and indirect effects of the ECL
R&R Strategy on the sector.

This Evaluation Technical Report is one of two evaluation reports presenting project progress from data
collected in 2022. The report provides information about the project management work plan, the Sector
Steering Committee activities, the evaluation methodology, and the evaluation framework. The report
provides detailed tables and figures presenting results from quantitative data and a detailed narrative
analysis of qualitative data collected over year. Results are ordered according to the evaluation’s Key
Performance Indicators. Analysis and findings from these tables are summarized in the accompanying
Findings Report.

Social Research and Demonstration Corporation 1
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Evaluation Workplan

The original evaluation design was based on monitoring the progress and outcomes of the ECL R&R
Strategy and its tactics, as launched in 2018, to the end of 2021. SRDC drafted its original description of
project tasks and activities to include in the evaluation workplan in January 2019. New initiatives and
expansions of the original tactics since 2018 have enhanced provincial supports for the development of
BC’s ECL workforce. These developments have been embraced as far as possible in updates to the
evaluation work plan since 2019.

The evaluated period since March 2020 has been subject to the direct and indirect effects of the
COVID-19 pandemic and the evaluation has included additional data collection, where feasible, to identify
the influence of the pandemic on workforce outcomes as distinct from those related the ECL R&R
Strategy itself.

The Ministry decided in late 2021 to support a two-year extension of the evaluation to cover the fourth
and fifth years of the ECL R&R Strategy. Subsequently, SRDC revised its evaluation framework and
updated its evaluation tasks and activities. These were finalized in consultation with the Sector Steering
Committee in June 2022 and summarized in the Updated Evaluation Methodology Report of July 2022.
There have been no subsequent changes to the work plan. There have been no additions to the team of
SRDC staff responsible for the project who were last described in the Evaluation Report for 2021, but
Ricardo Meilman Cohn left the team and SRDC in July 2022.

Evaluation Tasks and Activities

Engaging and Consulting with Project Partners

As the evaluation partner, SRDC engages with groups overseeing and guiding the project, including the
Government Working Group and the Sector Steering Committee. SRDC coordinates and consults with all
partners, as well as with ECEBC, to receive input on the direction of the evaluation, its data collection
activities, evaluation instruments, and reports.

Creating and Maintaining Data Management Systems

To ensure reliability across time periods, SRDC developed data management systems, including a
comprehensive contact database of child care providers and their employees. SRDC established a
process for developing the initial sample frame for employer and workforce surveys in October 2019. The
contact database is updated every year, ahead of all subsequent cross-sectional surveys.

The aim has been to assemble the contact database in a way that also allows assessment of the
changing composition of the sector each time it is updated, but inconsistencies in data provision have

Social Research and Demonstration Corporation 3
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prevented this use to date. SRDC will continue to seek the missing data to allow it to analyze the annual
databases to quantify provider entries and exits.

Data Collection

SRDC’s evaluation relies on several data collection strategies to provide evidence along each of the
project’'s key performance indicators. Below is an overview of the data collection activities conducted by
SRDC as part of the evaluation. A detailed description of the evaluation methodology can be found in the
Evaluation Methodology section.

Table 1 Evaluation Methodology

Source Description

News and social media  An analysis of child care-related social media posts and news articles news in BC, from
analysis’ 2019 up to 2021.

Key informant Klls have been a consistent feature of data collection for implementation research,
interviews (Klls) case studies, and for the development of the ECL R&R Strategy theory of change.
Case Studies SRDC selected in July 2019 six case study sites province-wide for onsite fieldwork. Site

visits took place in September and October 2019. In 2022 as the project was being
extended, three new sites were added to replace three of the original sites less keen to
continue annual participation.

Follow-up “virtual” visits were made in 2020 and 2021 (roughly September through
December of each year). To the extent centres allow, SRDC has been resuming in-
person visits in 2022. The fieldwork allows evaluators to document the impact of the
ECL R&R Strategy and its tactics on varying types of child care centres.

Census microdata For the 2019 evaluation benchmarking report, SRDC analyzed 2016 Census microdata
to create a profile of the BC ECL workforce characteristics, including family
background, income, earnings, credentials, location, and well-being. In late 2023,
SRDC will use Census 2021 data to analyze how the workforce has changed since
2016. SRDC additionally uses Labour Force Survey data to examine trends over the
lag period between Census data collection and reporting.

1 Data collection ceased in December 2021 and will not be pursued in the final two years of the
evaluation. The exercise consumed considerable resources to establish media search strings,
algorithms, and analytical scope month by month, without yielding an equivalent benefit. The evidence
stream has been discontinued to permit more effort to be diverted to other evaluation evidence streams.
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Source Description

Education and tax SRDC analyzed education data linked to tax records of individuals enrolling in post-

records secondary ECE programs in BC, results that are used to report on education outcomes.
SRDC plans to repeat the analysis in late 2023 to take stock of changes in education
participation during the initial years of the ECL R&R Strategy.

Annual cross-sectional  SRDC develops, revises, and administers the annual cross-sectional surveys of child

surveys of child care care employers and professionals. Since 2020, these surveys have been administered
employers and separately, with a staggered launch schedule. The employers’ survey is launched in
professionals early-mid October; the professionals’ survey is launched in late-October.

Survey instrument drafts are presented to the Sector Steering Committee and the
Government Working Group for their review, input, and recommended changes every
year before the launch of the survey.

The tasks include email reminders in the event of non-completion, SSC promotion
including social media and newsletter invitations and ECEBC website publicity. SRDC
staffs a helpline and email support service to fulfil requests for telephone or paper
completion of the survey.

Public Opinion surveys  Public opinion surveys are being administered in 2019, 2022, 2023, and 2024, to a
representative sample of BC adults aged 18+ years. An additional survey is
administered to a sample of emerging adults, between 13 and 23 years of years, to
gauge their career aspirations.

SRDC designs and tests public opinion survey instruments. SRDC has commissioned
an external market research firm (Maru Matchbox) to field the survey to its
representative panel of British Columbians. SRDC supports and monitors fieldwork,
receives and checks the quality of survey data, then undertakes analysis.

Data analysis

Data analysis covers a broad range of tasks including planning for analysis, quantitative analysis of
Census and linked education and labour market microdata, administrative data and the provider
database, quantitative and qualitative analysis of public opinion, employer and workforce survey data,
and qualitative analysis of KlIs.

SRDC is also increasing its focus on documenting the origins and destinations of ECL professionals
entering and leaving the child care sector, and on understanding the reasons motivating these transitions.

This Technical Report includes tables and figures for each KPI in an attempt to better understand the
situation in the province with respect to the project’'s many measures of recruitment and retention
outcomes. Interpretations and results are documented in the Findings Report.
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Since 2022, tables and figures examine differences between ECL professionals according to:

= The respondent’s role and the programs offered in their centre (for example, to include those working
at $10 a day sites and at before-and-after-school programs each as a separate category), and

= The respondent’s highest ECL certification.

Findings from the 2022 cross-sectional surveys are presented according to these categories and
compared—whenever possible and relevant—to the baseline 2019 data to capture changes since the
start of the evaluation on consistently measured outcomes.

Regression analysis

SRDC uses several regression analyses to better understand the core influences on KPI recruitment and
retention outcomes. This analysis is a relatively new addition to the evaluation of the ECL R&R Strategy,
undertaken to generate a deeper understanding of what factors might be the most important policy levers
to improve outcomes.

Regression analysis estimates the relative effects of an independent (or explanatory) variable on an
outcome, while controlling for the effects of all other independent variables in the model. Put simply, a
regression model tells us which factors—among many—are responsible for differences in outcomes, and
to what extent.

Some associations seen in data can be spurious and using regression methods helps to identify the
strongest underlying relationships, getting us closer to understanding what is “causing” the observed
outcomes.2 A strong model can predict outcomes, within a margin of error, for individuals that are similar
across characteristics included in the model.

Independent variables include characteristics that—at least in the short term—remain unchanged by an
individual’s experiences in child care (such as their demographic characteristics or their workplace
working conditions) but can help understand, explain, or even exert influence on their behaviours,
attitudes, and decision-making. Our analysis points to which independent variables have a non-zero
effect on outcomes and whether this effect is positive or negative.

As part of this analysis, several tests were administered to determine which independent factors should
be included in the regression model:

= Atheoretical analysis to determine whether there are any theoretical or previously established
relationships of cause and effect between potential explanatory factors and selected outcomes.

2 Nonetheless, regression alone cannot attribute causality and is unable to account for unobserved
factors — key influences that may not be measured in the data. More on the strengths and limitations of
regression is included in the relevant report sections.
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= Testing the “collinearity” between independent variables to ensure that they are not strongly
correlated. This is to ensure that each independent variable included in the model independently is
capable of being associated with the dependent variable (outcome). We could not include hours of
work, wage, and income in the same model simultaneously, for example, because they are too
closely related. Most often, we use income.

= A correlation analysis to determine whether there are any existing relationships between independent
and dependent variables in the research sample.

Due to the structure of the selected outcomes, one of three different types of regression methods was
used depending on the outcome:

= alogistic regression model (or logit) for binary outcomes like yes/no. A logistic model estimates the
odds of an independent variable yielding the outcome. The logistic regression coefficient 5; can be
transformed into an odds ratio by taking its exponent (e5:) but either can be reported to signal the
direction and strength of the relationship (relative to the coefficient/odds ratio for other independent
variables).

= a multinomial regression model for nominal (i.e., unordered categorical variable) outcomes, like
occupational categories. A multinomial model conducts a similar estimation as a logistic regression
but does it for every two-way comparison between the categories in the nominal outcome and the
independent variable. The coefficients 8; can be transformed as a relative risk ratio by taking its
exponent (ePi).

= Alinear regression model for continuous variables, like wage rates. A linear model estimates how
much a one-unit change in the independent variable will change the mean (average) of the outcome
(dependent variable like wages).

Reporting and knowledge sharing

SRDC’s activities including the production of more than 30 project deliverables. All reports are submitted
for review first by ECEBC, then by the SSC and finally by the Government Working Group. Feedback is
integrated into final versions of the reports.

In November 2022, SRDC adopted a simplified reporting strategy to the SSC. Henceforth, SRDC will
provide a Technical Report along with a Findings Report. The former will provide detailed methodological
and analysis information; the latter will provide more visually engaging information, focusing on the
findings and conclusions from SRDC'’s analysis of the Technical Report. Both reports will align with the
project’s suite of evaluation products, including presentations and infographics, in terms of their
presentation, colours, and layout.
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A PowerPoint presentation accompanies the annual draft evaluation report, which is presented to the
SSC and Government Working Group, the board of directors of ECEBC and in a public webinar. The
presentation highlights the findings of each year’s evaluation.

SSC members are encouraged to identify “communication assets” from the evaluation’s key findings.
SRDC will develop four or five such assets each year in the form of infographics to appear on ECEBC's
website while ECEBC will develop a video to promote the evaluation reports’ key findings.

Evaluation Timeline and Reporting Schedule

Box 1 sets out the updated tasks and project activities using a Gantt chart format, with a separate page
for each remaining fiscal year.

SRDC and ECEBC worked closely to develop the evaluation workplan, including determining the logical
flow of evaluation activities, setting deadlines for the submission and review of deliverables, and
scheduling meetings.

These charts illustrate the timeline for the principal tasks set out below and indicate when each type of
activity was or will be most prevalent.
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Box1  Updated project tasks and activities by year

TASKS YEAR 2022-2023 2022 2022 2022 2022 2022 2022 2022 2022 2022 2023 2023 2023
April May June July Aug Sep Oct Nowv Dec Jan Feb March

Project liaison, work plan development, coordination and consultation including sector steering committee

Project coardination

with g ing group, sector steering committee

In parson mesting and virtual meetings
Data assessment, scan, building and maintaining data systems including database of ECE providers

and including provider contact info
Key informant interviews for theory of change, implementation research/case studies

case study and Kl fieldwork
Design of employer and workforce surveys, loyalty systems, fielding and follow up

Follow up reminders for non completes

Design and commissioning of public opinion survey questions (including age 13+ for career aspirations)

ﬂ
[
[

and data

Evaluation report and communication assets
Other report writing and presentations, incorporation of feedback
Deliverables

EVALUATION REFORT 2021 (FINAL) 31-May-22

EVALUATION REPORT 2021 COMMURNICATION ASSETS 31-May-22

UPDATED EVALUATION METHODOLOGY 31-May-22

EVALUATION TOOLS 2022 13-Aug-22

INTERIM REPORT 224 1-Now-22
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TASKS YEAR 2023-2024 2023 2023 2023 2023 2023 2023 2023 2023
April May Jumne July Aug Sep Oct Nov

Project liaison, work plan development, coordination and consultation including sector steering committee

i
gi
|
5
|

In person mesting and virtual meetings
Data assessment, scan, building and maintaining data systems including database of ECE providers
MMaintaining and updati including provider contact info

2023
Dec

2024
Jan

2024
Feb

2024
March

Key informant interviews for theory of change, implementation research/case studies

Case study and KIl fieldwork
Design of employer and workforce surveys, loyalty systems, fielding and follow up

%
%
a

Design and commissioning of public opinion survey questions (including age 13+ for career aspirations)

Analysis

:
|
|

Report writing and presentations, incorporation of feedback

Orther report writing and presentations, incorporation of feedback

Deliverahles

EVALUATION REPORT 2022 [FINAL) 13-fpr-23

EVALUATION REPORT 2022 COMBUNICATION ASSETS 13-#pr-23

EVALUATION TOOLS 2023 13-Aug-23

INTERIM REPORT #3 AND FINAL REPORT OUTLINE S-Mow-23
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TASKS YEAR 2024-2025 2024 2024 2024 2024
April May June July

Project liaison, work plan development, coordination and consultation including sector steering committee

a
|

|
|
:
:
|
%

Im person mesting and virtual mestings
Data assessment, scan, building and maintaining data systems including database of ECE providers

Maintaining and updating database including provider contact info
Key informant interviews for theory of change, implementation research/case studies

Case study and KIl fieldwork
Design of employer and workforce surveys, loyalty systems, fielding and follow up

:
%
|

Design and commissioning of public opinion survey questions (including age 13+ for career aspirations)

Analysis

;
|
|
!

Report writing and presentations, incorporation of feedback

Other report writing and presentations, incorporation of feedback

Deliverables

EWALUATION REPORT 2023 [FINAL) 11-8pr-24

EVALUATION REPORT 2023 COPBMUNICATION ASSETS 11-Apr-24

DRAFT FINAL PROIECT REPORT AND PRESENTATION 11-May-24

FINAL PROJECT REPORT AND COMMUMICATION ASSETS 17-Jun-24
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Updated schedule for deliverables

Table 2 Remaining schedule of deliverables 2023-24

DELIVERABLE DUE DATE

PROPOSED PROJECT DELIVERABLE/ACTIVITY TITLE

ECEBC Ministry

DRAFT EVALUATION REPORT (2022) AND PROJECT

23. February 21, 2023 March 31, 2023

PRESENTATION (2022)
FINAL EVALUATION REPORT (2022) AND

24.  EVALUATION REPORT (2022) COMMUNICATION April 13, 2023 May 11, 2023
ASSETS

25.  EVALUATION TOOLS (2023) August 13, 2023 September 10, 2023

26.  INTERIM REPORT #4 AND FINAL REPORT OUTLINE November 9, 2023 December 8, 2023

DRAFT EVALUATION REPORT (2023) AND PROJECT

27. PRESENTATION (2023) February 20, 2024 April 1, 2024
FINAL EVALUATION REPORT (2023) AND

28.  EVALUATION REPORT (2023) COMMUNICATION April 11, 2024 May 6, 2024
ASSETS
DRAFT FINAL PROJECT REPORT AND

29. PRESENTATION May 11, 2024 June 6, 2024

30, FINAL PROJECT REPORT AND COMMUNICATION June 17, 2024 July 7, 2024

ASSETS
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Sector Steering Committee Activities

Purpose

The Sector Steering Committee (SSC) was established in early 2019 for the purpose of guiding the
evaluation of the ECL R&R Strategy. The SSC assists the Project Manager and ECEBC in its function of
governance by providing quality control of the contract deliverables, and oversight of the contractors
(SRDC) engaged to complete the project. The SSC approved Terms of Reference in March 2019 that
have been updated periodically, most recently on March 8, 2022, to guide their governance function.
They include committee composition, roles and responsibilities, meeting frequency and confidentiality
agreements.

Engagement

The SSC held its inaugural meeting on February 20, 2019, in Richmond, BC Twenty organizations were
initially invited to appoint representatives to participate as members. Representatives from the Ministry of
Post-secondary Education and Future Skills, the Ministry of Education and Child Care (MECC), the
Project Manager, and SRDC also attended each meeting as ex-officio members of the committee without
voting rights.

Composition

Currently, the following organizations have an appointed representative to participate as a member of the
Sector Steering Committee:

= Aboriginal Head Start Association of BC = ECE Articulation Committee
= Aboriginal Supported Child Development = Early Childhood Educators of BC (ECEBC)
= BC Aboriginal Child Care Society = Early Childhood Pedagogy Network3

= BC Association of Child Devel
C Association of Child Development and « Meétis Nation BC

Intervention
= BC Family Child Care Association = Multi-Age Childcare Association of British Columbia
= BC First Nations Head Start = Pacific Immigrant Resources Society

3 New member, joined in 2022.
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= British Columbia General Employees’ Union = Peer Mentoring for Early Childhood Educators in BC3
= Canadian Childcare Federation = Provincial Child Care Council
= Child Care Resource and Referral = School Age Childcare Association of BC
= Child Care Professionals of BC* = Supported Child Development
= City of Surrey = UBC Childcare
= Coalition of Childcare Advocates of BC = Vancouver Coastal Health
Activities

Through November 2022, the SSC has met twice in person (February 2019 and May 2019), two times by
phone (March and November 2019) and 12 times by Zoom (March, July, and December 2020; March 8,
March 30, June 28, and November 30, 2021; March 8, June 16, and November 17, 2022; March 16 and
May 4, 2023). Minutes from these meetings are available upon request. The SSC last met on

May 4, 2023.

During July and August 2022, the SSC provided feedback on the 2022 Employer Survey and BC Child
Care Workforce Survey, primarily via online Google Docs. These surveys were fielded in October and
November 2022. In November 2022, SSC members were asked to review and approve more ambitious
changes in report structure for Evaluation reports covering 2022 and 2023, to better meet the needs of
ECL sector partners, as these are now permitted under the extension agreement signed on

March 18, 2022.

SRDC staff responsible

As set out in the original Project Management Workplan, SRDC draws resources for this project from
across its cadre of 60+ researchers and evaluators as required. Its staff possess a broad range of data
collection and analytical skills, policy knowledge and disciplinary perspectives. The team has undergone
some changes in recognition of the changing stage of the evaluation work involved, as well as due to
SRDC experiencing the arrival of new suitable staff to SRDC and departures of existing team members.

The project lead is Dr. Reuben Ford who acts as the principal point of contact for project management
and liaison with the project manager at ECEBC. Descriptions of the current staff and their roles in the
project are included below.

4 Formerly the BC Child Care Owners Association.

Social Research and Demonstration Corporation 14



Evaluation of Early Care and Learning
Recruitment and Retention Strategy

Evaluation Technical Report 2022

Reuben Ford

Reuben Ford is a research director at SRDC and responsible for its program of work promoting access to
skills development through advanced education and training. He is a Credentialed Evaluator as
recognized by the Canadian Evaluation Society and has directed a wide range of evaluations. These
have included determining the impacts of new grants in the form of Learning Accounts, evaluating student
aid to Indigenous students and BC’s Northern Skills Training Program. Dr. Ford has designed and
evaluated career education workshops. Shortly after joining SRDC, he designed the evaluation for the
Community Employment Innovation Project community evaluation study. This evaluated the impact of
295 locally developed social employment projects across four communities over a 5-year period. He also
led the final evaluation of the Self-Sufficiency Project. Prior to joining SRDC, he worked for the Policy
Studies Institute in the UK where he authored several reports on the role of child care in the labour
market and gave the keynote address to the UK Government Childcare Strategy conference in 1998.

Dr. Ford is the project lead at SRDC and principal point of contact for ECEBC, committee members and
other stakeholders.

Barbara Dobson

Barbara Dobson is a principal research associate at SRDC. She has worked for SRDC in various
capacities since 2005. She rejoined as a permanent employee in 2020 and has been engaged in
qualitative data collection and analysis on the evaluation of the ECL R&R Strategy. This includes day-to-
day management responsibility for work on the key informant interviews and case studies. She has over
20 years’ experience in research and evaluation and has worked on a range of program evaluations
within the social policy and public health arenas. Several themes run through Dr. Dobson’s career. Much
of her work has involved issues around employment, health, low income, and social inequalities. In
exploring these issues Dr. Dobson has worked with different groups of people including people with
disabilities, seniors, those who have been unemployed for long periods of time, and families living on low
incomes. Throughout her work she has tried to actively involve those who participate in her studies so
that the research process is seen to be useful and interesting to all who participate in it. Barbara has
designed and implemented both local and national evaluation studies, and her interest in behavioural
insights lies in how to move beyond empirical findings to support positive changes in policy and practice.
Dr. Dobson holds a PhD in Social Policy from the Loughborough University, UK.

Taylor Shek-wai Hui

Taylor Shek-wai Hui is SRDC’s Chief Data Scientist in quantitative evaluation of social programs. His
areas of interest and expertise include experimental and non-experimental methods of evaluation, human
capital formation and utilization, social policies, cost-benefit analysis, as well as applied survey and
statistical methodologies. Prior to SRDC, he was an Assistant Professor of Economics at the University of
Winnipeg. He holds a PhD in Economics from the University of Western Ontario.
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Dr. Hui is the chief advisor to other members of the team on the acquisition, development, analysis, and
reporting of national and regional data sets.

Paul Lalonde

Paul Lalonde started his career with SRDC in 2008, working as a quantitative data analyst on it first child
care project: the Readiness to Learn in Minority Francophone Communities Pilot Project. Since then,

Mr. Lalonde has proven to be an integral part of SRDC'’s research team, contributing to over 50 SRDC
projects of various sizes, scope, and policy areas as a skilled evaluator, data analyst, and author. He
joined the evaluation of the ECL R&R Strategy team in April 2022 to work on the design, programming,
and analysis of its cross-sectional surveys and more recently its report design.

Much of Mr. Lalonde’s previous work has focused on improving access to services and the effectiveness
of programs that facilitate the economic and social integration of newcomers to Canada, increase the
essential skills of workers in various sectors of the Canadian economy, and reduce the incidence of
individuals experiencing poverty in Canada. He holds a Master’'s degree in Public Policy and
Administration, with a specialization in Policy Analysis from Carleton University, in addition to an
undergraduate degree in mathematics and second undergraduate degree in International Studies and
Modern Languages, both from the University of Ottawa.

Xiaoyang Luo

Xiaoyang Luo joined SRDC in February 2019. She brings significant experience working with newcomers
to BC and conducting and facilitating research to support their integration. Her research experience in the
settiement sector supported service providers to develop and propose responsive and client-centred
programs for immigrants and refugees in Metro Vancouver. She also delivered training to settlement staff
to increase their research capacity and understanding of the impacts of immigration policies on their
clients and their services. Outside of the settlement sector, Ms. Luo has research experience in the K-12
and higher education sectors. Her research interests include immigration and integration, supportive
family policies, and intersectionality. She is passionate about improving the economic and social
outcomes of individuals and communities experiencing marginalization.

Ms. Luo holds a Master of Public Policy from Simon Fraser University and a Bachelor of Arts in Sociology
from McGill University. Ms. Luo has held different project responsibilities over time including developing
initial systems for social and news media monitoring, qualitative data collection, analysis, and reporting.

Jessica McQuiggan

Jessica McQuiggan joined SRDC in April 2022 as a Research Associate in the Vancouver office. In
addition to a strong research background, Jessica has experience with evaluation, knowledge translation,
and science policy. She is passionate about science communication and loves to explore creative ways
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of disseminating and implementing research findings. Jessica also has extensive volunteer and
committee experience; she enjoys pursuing upstream, permanent solutions and tends to take a systems-
level approach to her work.

Dr. McQuiggan has a PhD in cognitive psychology from the University of Toronto. Her research focused
on how healthy adult brains process various types of speech, and the implications for broader theories of
learning and memory. She has undertaken most of the survey design, coordination, and analysis in this
project since 2021.

John Sergeant

Mr. Sergeant joined SRDC from the Education Policy Research Initiative at the University of Ottawa
where he had worked since 2014. He holds a Bachelor's degree (Honours) in Political Science from the
University of Waterloo. He was engaged in social and news media content analysis and reporting as well
as coordinating the administrative data collection and analysis.
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Theory of change consultations

The approach outlined in the Updated Evaluation Methodology will be implemented through 2023. There
have been no changes in plans nor implementation during 2022 up to this point.

Child care workforce contact information database

Purpose

A major component of the evaluation framework comprises repeat cross-sectional surveys of the ECL
workforce in BC, including annual surveys of employers combined with an annual nested survey of
employees within each facility. These surveys require preparation of a sample frame—a database
including available points of contact for survey outreach and invitations. This contact database is
intended to perform two roles in the evaluation: it represents the sample frame for the cross-sectional
surveys, and it has the potential to support comparison of the universe of licensed operators each year to
assess the changing composition of the sector, though this latter use has not been possible as, for
various reasons, requested data has not been supplied.

Methodology implementation

SRDC’s initial plan was to set up a comprehensive contact database of the ECL workforce, including
directors and operators. The database was going to be built from public and private sources and ongoing
tracing of additional entries. Due to the unavailability of data sources, SRDC was only able to consider
inclusion of child care providers from the following sources:

= Licensed child care providers receiving the Child Care Operator Funding (CCOF)—Publicly available
database

= $10 a day ChildCareBC Sites—Data held by the Ministry of Education and Child Care

= Licensed child care providers not receiving CCOF—Data not covered above but held by health
authorities. Not all have been able to release this information to SRDC in time for use in surveys.

The database is being updated on an ongoing basis. Requests to data suppliers such as health
authorities are dispatched in the summer months of each year (from 2019 onwards), in anticipation of
receiving the data for September of the same year. This approach has not been fully successful in any
year. At least two health authorities in each year were either very late to deliver data or did not deliver
any data.
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Notwithstanding these challenges, SRDC used all information available to build as complete a sample
frame as possible for its 2022 surveys. For employers, this meant supplementing contact information from
the CCOF database and Health Authorities with the list of employers assembled in 2021.

For the workforce survey, multiple contact lists were developed, including invitations to employers (to
both complete and distribute the survey), licensed family care providers, and previous respondents.

Challenges or limitations

The main limitation pertains to the scope of the database. Ideally, the database would have been
exhaustive, with an equivalent number of entities as child care providers, either as individuals (as noted
in the Benchmarking Report the BC workforce numbers roughly 35,000) or workplaces. Such a database,
kept up to date, would allow SRDC to estimate the impact of the ECL R&R Strategy on the entirety of the
sector. However, for reasons of feasibility, SRDC has had to restrict the scope of the survey sample
frame to licensed child care providers, and even then due to inconsistent availability of data from health
authorities, data do not consistently cover all such providers.

Next steps

For 2022, CCOF data was sought and obtained as in previous years. However, only one health authority
supplied sufficiently comprehensive data files in time for the surveys’ launch. Data frequently reach
SRDC late. A best attempt to construct comparable annual databases will be undertaken at the end of the
project to support a final assessment of changes in operators through the evaluation period. SRDC
anticipates such an analysis only being possible for a subset of health authority regions.

Social Research and Demonstration Corporation 20



Evaluation of Early Care and Learning
Recruitment and Retention Strategy

Evaluation Technical Report 2022

Administrative outcomes database

Purpose

Existing administrative data provide a source of information for descriptive analysis of the pace and
pattern of implementation of the ECL R&R Strategy tactics as well as enumeration of changes being
brought about by the ECL R&R Strategy in the number and characteristics of child care providers.

Methodology implementation

These (mostly) publicly compiled data cover aspects of tactic delivery, education pathways and additional
means to take stock of the wide variety of operators and professionals working in the sector. SRDC’s
work with these data this year began following MECC supplying data files starting in mid-2022. The
following data sources have been received by SRDC from different sources:

= Data on $10 a Day ChildCareBC Sites (formerly prototype sites)—received from MECC on
July 11, 2022. These supplement CCOF data on certification for sites no longer included in CCOF.

= Child care job postings—SRDC has used the Labour Market Information Council’s Canadian Job
Trends Dashboard to obtain job postings data. The Dashboard provides access to data from online
job postings collected from thousands of Canadian websites and job boards by Vicinity Jobs. The
dashboard is updated weekly and SRDC recorded the number of postings for each month at the
midpoint of the following month, with data collected covering up to December 2022 at the time this
report was prepared. These data are used to track changes in recruitment needs to the extent these
are captured in advertised vacancies.

= ECE Bursary Program—made available by ECEBC. Data have been obtained covering the period
from the Fall 2018 semester to the Summer 2022 semester. These are used to monitor
implementation of this tactic.

= ECE Workforce Development Fund—made available by ECEBC. Data have been obtained covering
the period from the Fall 2018 semester to the Summer 2022 semester. These are used to monitor
implementation of this tactic.

= Numbers of seats and students in ECE programs, including degree and higher credential programs,
in BC’s public post-secondary institutions annually since 2018. SRDC received a first tranche of
these data from the Ministry of Post-secondary Education and Future Skills in October 2022.
Headcounts and enrollments in ECE programs could not be linked to data from StudentAidBC and so
proportions in receipt of student aid could not be estimated.
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= Child Care Operating Fund Data—contact data obtained.

= ECE Registry aggregate data—received from MECC on November 25, 2022. These data help to
track changes in certifications over time. Additional data clarifying the transitions from ECEAs to
ECEs in the 2021 data were requested in April 2022, however, on November 25 MECC also informed
SRDC that they are unable to determine the number of ECEAs who became ECEs using these data.

= Registered Licence-Not-Required providers (RLNR)—SRDC received a table from MECC with the
number of RLNR certificates in each health region as of the beginning of the fiscal year, from 2016 to
2022.

= Members of the ECL workforce qualified as Responsible Adults—in January 2023 SRDC received
CCRR data on the number of participants in Responsible Adult courses that were delivered in each
health authority in 2022. But these courses do not cover all those receiving the qualification.

= New Spaces Fund data—This fund helps with the creation of 22,000 new child care spaces in BC
MECC has provided to SRDC aggregated data up to September 30, 2022. These include application
forms, number of approved and non-approved/withdrawn applications, type of organization, health
authority region; spaces created for each type of organization, and spaces created for each age

group.

= Start-up grant data—This fund assists registered licence-not-required child care providers in
becoming licensed. Aggregated data have been received from the Ministry of Children and Family
Development/MECC up to September 30, 2022, including fiscal years 2018-19 through 2020-21 and
2021-22 year to date.

= ECE Wage Enhancement—received first from MECC on November 25, 2022. These are used to
monitor implementation of this tactic.

= The Statistics Canada Survey on Early Learning and Child Care Arrangements (SELCCA)—these
annual data are also available for analysis of changes in the sources of child care parents report
using in BC Initial analysis was conducted in 2021 using the 2019 data that was available at the time.
No further analysis occurred in 2022 but these data will be revisited alongside newly released 2021
data in 2023.

= The British Columbia Priority Nominee Program (BC PNP)—An immigration program jointly
administered by the Province and Canada under the Canada-British Columbia Immigration
Agreement (CBCIA). Nominees and their families are able to apply to Immigration, Refugees and
Citizenship Canada to become permanent residents of Canada. The province is allocated a set
number of nominations each year and nominates applicants who can help address the province’s
unique labour market needs and contribute to economic development. Early childhood educator is an
occupation that has newly been given priority access to the PNP through targeted draws for qualified
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workers with a job offer as an Early Childhood Educator or Assistant. Weekly targeted draws sending
invitations to ECEs to apply to become a permanent resident were introduced in March 2022. SRDC
has collected the weekly draw results posted on welcomebc.ca.®

The following is a list of data sources not yet obtained by SRDC:

= Updated occupational competencies for training ECE and updated ECE standards of practice—to be
obtained as and when they are released publicly.

= The number and types of complaints received by the ECE Registry with respect to the
conduct/professionalism of ECEs and ECEAs over time.

SRDC also previously sought the following data source:

= Early Childhood Pedagogy Network (ECPN)E.

Challenges or limitations

The first limitation relates to the availability of data. Several data requests have not been successful due
to lack of data availability, non-response, privacy reviews and technical problems that delay analysis
(one example is the closure and restricted services at Statistics Canada Research Data Centres for
COVID-related reasons, including staff quarantines). SRDC continues to connect with the various
agencies to try to secure responses from pending data requests.

A second limitation relates to quality and consistency of data. SRDC is not the primary holder of data, and
as such, cannot perform checks on the quality of data released. SRDC does not control how source
databases are maintained and updated by their current custodians. The quality of the data obtained relies
on the quality control practices and mechanisms program managers and data custodians follow.
Inconsistency in the upkeep of data sources over time especially poses challenges to SRDC’s ability to
track changes in KPIs. Some data can only be provided in an aggregated form, which prevents linkage

5  The targeted draw is based on Statistics Canada’s National Occupation Classification (NOC) code for
Early childhood educators and assistants. On November 12, 2022, Statistics Canada switched from the
four-digit NOC 2016 to the five-digit NOC 2021. From March to October, the code for Early childhood
educators and assistants was 4214. Following Statistics Canada’s change, the code is now 42202. Itis
not clear whether in practice there will be prioritization of ECEs relative to ECEAs, which could have
implications for whom ultimately joins the sector workforce. Data are not reported to identify the specific
credential held.

6 The Early Childhood Pedagogy Network is the successor tactic to the Community Early Childhood
Facilitators Program. In 2021 SRDC received evaluation reports based on a survey and interviews with
stakeholders but there has been no further evaluation in 2022.
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reducing the utility of the information for tracking the impact of specific tactics, and the use of the data in
contribution analysis related to the theory of change.

Lastly, even for publicly available data, SRDC has not always been able to receive data from the data
holder in a format friendly for data cleaning and manipulation, for example, in an Excel or CSV format.
SRDC writes programs to transform these data files into useable analysis files.

Next steps

SRDC has been revising and updating its database to accommaodate the received data. As new data are
received and the full range of eventual data becomes easier to define, SRDC is updating its analysis plan
to use the supplied data to inform the ECL R&R Strategy KPIs. In most cases, administrative data provide
estimates for KPIs where other data sources also exist, such as for wage levels, and these multiple data
sources help to validate the trends in the sector over time, increasing confidence that changes since the
introduction of the ECL R&R Strategy are genuine.
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Annual cross-sectional surveys of ECL employers and professionals

Purpose

The cross-sectional surveys collectively represent one of the main evaluation activities. They seek to
measure the success of the ECL R&R Strategy in making progress on its ten-year goals and three-year
outcomes by providing data on the majority of the evaluation’s KPIs. They also document key aspects of
the implementation of the ECL R&R Strategy.

The target sample for the surveys includes operators, anyone working in child care (i.e., working directly
with children or supervising staff who work directly with children), administrative staff who can provide
centre staffing information, and certified ECES/ECEAs not currently working in child care. For the 2022
Workforce survey, non-ECE/ECEA child care professionals who no longer work in the sector were also
invited to respond to the survey. They are invited to respond to a newly introduced module of research
questions on labour mobility.

Methodological approach

In 2022, SRDC made few changes to its methodology, opting to stay as close to the 2021 methodology
as possible. The following describes its key features.

= Two cross-sectional surveys: The cross-sectional surveys continue to be administered in
two parts. The Employer Survey is a workplace-level survey sent to owners, operators, and
employers of child care centres, and collects aggregate data on the staff there. The Workforce
Survey is intended for all current and former child care professionals, regardless of their position or
certification. This survey collects individual-level data about child care professionals’ experiences,
opinions, earnings, and professional development activities over the preceding year, as well as a
number of other indicators that inform the project’s KPIs. The employer survey is delivered using
Qualtrics, while the workforce survey is delivered using Voxco. SRDC hoped that using two different
platforms would help to visually differentiate the surveys while still maintaining the same “brand.”
Both online surveys were pre-tested by SRDC staff.

= Incentives: Similar to previous years, employers are not offered an incentive for participating in the
employer survey. However, the employers’ organizations that participate are each entered into a
draw for a $500 Wintergreen Learning Materials or Strong Nations gift card. Workforce survey
participants are offered their choice of one from up to five free professional development activities
offered online. The survey was set up to redirect participants to the registration pages for these
activities as soon as they complete the survey. Individual respondents to the workforce survey are
also entered into a draw to win a $500 gift card for Wintergreen or Strong Nations.
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= Survey accessibility and assistance: Respondents can request assistance from SRDC to complete
the surveys via a toll-free line or email. The online instruments are accessible using desktop/laptop
computers, smartphones, and tablets. Respondents’ progress with the employer survey is saved at
each point to allow them to take a break and resume later, or to share with a colleague who could
help provide answers. The workforce survey allows respondents to use a “Finish Later” function.
Respondents can leave the survey using this function. They receive their unique survey link via
email, allowing them to return and complete their survey later at the same point where they left off.

= Changing the focus from COVID-19 and its effects: There were few, if any, mandated workplace
closures due to COVID-19 in BC in 2022. SRDC removed sections seeking to quantify the number of
staff affected by closures, layoffs, and other disruptions due to the pandemic. Instead, the focus
shifted to measuring the effects of the pandemic on labour mobility (e.g., professionals leaving the
sector due to negative experiences during the pandemic).

= Maintaining respondent streams: In 2021, SRDC simplified how respondents flowed through the
workforce survey by reducing the number of streams from 7 to 3. The three streams are now:
(1) child care centre professionals (including owners, operators, supervisors, and professionals
working directly with children); (2) home care providers (including providers offers child care services
in their own home and those working in the child’s home); and (3) child care professionals not
currently working in child care. These streams were maintained in 2022, though the third stream (Not
working in child care) now includes non-ECEs/ECEAs no longer working in child care. The purpose
of pre-defined streams is to minimize errors in skip patterns and to ensure that respondents are
shown questions that are relevant to their experiences. SRDC also expanded the number of
questions shown to Streams 2 and 3, in order to capture more information on the experiences of
home care providers and to better capture earnings information from professionals who are not
currently working in child care.

= More extensive and coherent module on Labour Mobility: Using the 2021 workforce survey data,
SRDC produced a short report assessing labour mobility within the child care sector. The analysis
pointed to the need for new survey questions. SRDC modified the survey’s inclusion criteria to allow
for a wider range of former child care professionals to respond to the survey, and added several new
questions that should capture more meaningfully the reasons why people are entering or leaving the
child care sector, and where they go after they leave.

Survey design

SRDC collected feedback on draft versions of the 2022 survey instruments from the SSC through Google
Docs. This approach simplified the reviewing process by asking all reviewers to share their comments in
a single document and by making comments visible to all reviewers in real time, reducing redundancies
and allowing subsequent reviewers to challenge or confirm previous comments.
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In August 2022, SRDC received feedback from the SSC. Since the survey remained relatively similar to
the 2021 questionnaire, SRDC was not anticipating significant changes to the survey questions
themselves. However, there were changes to the response options. SRDC received and adjusted the
survey in response to helpful feedback, such as:

= Adding “Balancing school and work responsibilities” as a reason why some professionals may be
working as a substitute or casual employees;

= Ensuring consistency in the use of “First Nations, Métis and Inuit” throughout; and

= Adding ECE to both Infant and Toddler Educators and Special Needs Educators, indicating that an
ECE is a requirement for these certifications.

Both instruments were subjected to rigorous internal testing in the weeks prior to launch.

Distribution

SRDC continued its practice from earlier years of deploying a two-stage approach to distribution,
combining direct invitations from its sample frame with a snowball distribution asking project partners,
sector stakeholders, and employers to share the survey invitation within their networks, in social media
posts, and within their workplaces.

SRDC uses a sample frame for the Employer Survey that is largely constructed from the CCOF database
and supplemented with information when provided from each health authority and MECC (for $10 a Day
ChildCareBC Centres). The CCOF database download took place about 3 weeks before the survey’s
distribution. The Workforce Survey sample frame uses the same list as the Employer Survey, with
supplements from other aspects of the CCOF database and with respondents from the 2021 workforce
survey who had consented to be contacted in the future. Respondents who unsubscribed from SRDC’s
email invitations for the 2021 surveys were removed from these lists.

Survey distributions and reminders for the employer survey were all managed in Qualtrics. All direct
invitations and reminders for the workforce survey are sent through Voxco’s distribution function. The
invitation and reminder messages have been drafted using practices from behavioural insights to
increase response rates.

For 2022, reminder messages were shortened, and the survey link was highlighted to increase the
probability of response. The reminders were customized for three groups: non-starters (non-employers
who did not start the survey), partial respondents (personalized links to encourage those who started to
return and complete their own survey), and distribution reminders (asking employers who agreed to be
contacted to share the generic link to the survey with their staff).

The employer survey launched on October 4, 2022, by sending invitations to a small batch of
95 employers. Following no issues with this small test, the survey invitation was shared with an additional
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3,419 employers on October 5, 2022. Respondents with incomplete surveys received a reminder on
October 171, The survey closed on November 14, 2022.

Initial invitations to the workforce survey were sent to a small batch of 152 previous respondents on
October 24, 2022. Following an analysis of preliminary response data, the survey was launched to a total
of 6,056 workforce professionals and employers on October 26, with social media invitations and SSC
communications also beginning as of October 26. The survey closed on November 14, 2022.

Employers who happen to respond to the workforce survey first could request an email invitation to the
employer survey from within the workforce survey.

Challenges or limitations

The scale of the data collection process inevitably presents challenges due to the considerable volume of
activity required to develop, verify, program, implement, and monitor the surveys. Intensive activity in a
short period increases the risk of errors. To mitigate these risks, SRDC’s team spent a considerable
amount of time ahead of the 2021 data collection period simplifying the survey structure and flow and
streamlining the survey’s outreach strategy. This strategy was time consuming in 2021 but yielded
efficiencies in 2022. SRDC's team did not need to adjust the programming of the survey extensively this
year, freeing up time for enhancements to the survey questionnaire in response to new research
questions.

SRDC did not receive contact information on licensed operators from four health authorities in time to
update its contact database used for emailing survey invitations, which is likely to impact the scale of
responses (addresses may be more outdated than usual in the COVID-19 era). Once again, SRDC
resorted to using previous years’ contact information for the missing health authorities. This information is
now two years old for some health authorities and is likely to be outdated.

An additional challenge this year was the change in scope of the workforce survey. It is difficult to create
sampling strategies to reach credentialed individuals not currently working in child care. There is also a
communication challenge to ensure such potential respondents understand that they are eligible to
complete the survey. In 2022, the scope for invitations of those not working in child care widened to
anyone who previously worked in child care. While the hope was to broaden the reach of the survey, it
was difficult to ensure invitations reached a large share of this newly eligible group and to convey to them
succinctly that they met survey eligibility criteria.

The above two issues are compounded by the fact that the employer survey is distributed first, before the
workforce survey is available. A number of people contacted have provided feedback after receiving the
employer survey to explain that their child care workplace had closed. Naturally, they request that their
information be removed from the contact list. SRDC'’s team is responding to each individually, thanking
them for the updated information and explaining that they would still be eligible to complete the upcoming
workforce survey given their previous employment in child care.
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Determining ECE-Certification Requirements

For the 2021 evaluation report, respondents from both the ECL employer and professional cross-
sectional surveys were categorized according to their child care centre’s ECE requirements. However, at
that point, the surveys did not directly collect any information about whether child care centres required at
least one staff member to be a certified ECE. Instead, SRDC determined the ECE-certification
requirement indirectly, according to the programs offered by the child care centre that required at least
one ECE-certified professional. This became known as the “proxy” variable for child care centres that
require an ECE certification.

Respondents who selected group care under 3, group care 2.5 to school age, preschool, multi-age
programs, or Seamless Day Kindergarten (in 2022) as being offered at their workplace were deemed
ECE-required workplaces. All other workplaces were deemed ECE not required.

In the 2022 surveys, SRDC included a direct measure of ECE certification, asking both ECL employers
and professionals whether their child care centre required at least one staff member to be a registered
ECE. This question had a dual purpose:

1. To determine whether the proxy variable was a reliable measure of ECE requirement when
compared to responses to a direct question, and

2. As the survey had no direct measure of ECE-required workplaces prior to 2022, it was important to
determine whether the evaluation could continue to use the proxy variable in subsequent years to
compare with 2019 proxy measures.

The analysis from both the ECL employer and professional 2022 cross-sectional surveys confirmed that
there was a very strong association between the proxy (indirect) and direct measures of ECE-certification
requirements in child care centres.

In the survey of ECL employers, there was an 89 per cent match between the two measures. Only 9 per
cent of employers in 2022 responded Yes to the direct question (all programs require at least one staff to
be a registered ECE) but were classified as a No using the proxy measure; and 2 per cent responded No
but were classified as Yes using the proxy measure. Using the proxy, 64 per cent of employers were
deemed “ECE required” compared to 71 per cent using the direct variable.

For the survey of ECL professionals, the association between the two measures was even stronger, with
a 95 per cent match between both measures. Only 2 per cent responded Yes to the direct question but
were classified as a No using the proxy measure and only 3 per cent responded No to the direct question
but were classified as a Yes using the proxy measure. In both cases, roughly 91 per cent of the sample
worked in an ECE-required workplace.

SRDC conducted further analysis by looking at differences in outcomes between types of centres when
using the proxy versus the direct measure. The differences in outcomes were negligible. Taken together,
these results suggest that the proxy variable is a close-enough approximation that the evaluation can
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continue to use it for comparing changes over time between professionals working at different types of
centre.

Profile of 2022 Workforce Survey Respondents

The workforce survey results are presented using two main categorizations to divide ECL professionals:
by program/role and by highest ECL-related qualification.

Program and role categorization

Professionals working at licensed child care centres are divided into three more policy-relevant
program categories:

= ECE certification required: child care centres (including multi-age child care), preschool, and
seamless day kindergarten,

= ECE certification not required: before & after school or recreational care programs, and

= $10 a Day ChildCareBC Centres.

Staff within these programs are further separated by role: directors (including owner operators),
managers and supervisors are reported as “Managers and Supervisors” or M/S while other employees
are included as professionals or non M/S. The sample size at $10 a Day ChildCareBC Centres to date
has been too low to permit subdivision by role.

Part of the rationale for this division of programs is the very different certification requirements for child
care centres/preschool compared to before & after school/recreational care programs. Given the very low
participation of Registered Licence not Required, Unregistered Licence not Required and in-child’s-own
home providers, these responses are grouped together with those of Licensed Family Child Care under
the label Home Child Care Providers (HCPs). In the few analyses where sample size permits, as in
Table 3, we also separate HCPs by their possession of an ECE certificate.

As before, Certified ECE/ECEAs not in child care form their own category. The 2022 survey also sought
data from non-ECE/ECEASs not in child care as their own category, but due to small sample sizes, their
results had to be combined with those of ECE/ECEAs not in child care for reporting purposes.

In Table 3, we use respondents’ job title to determine whether respondents not working in child care:

= are currently working in a field related to early care and learning (e.g., Aboriginal Supported Child
Development consultant/coordinator, Supported Child Development consultant/coordinator, Infant
Development consultant, Early Years coordinator, Child Care Resource and Referral, Strong Start
educator/facilitator) or

Social Research and Demonstration Corporation 30



Evaluation of Early Care and Learning
Recruitment and Retention Strategy

Evaluation Technical Report 2022

= are currently working in a field not related to early care and learning, are not working, or did not
specify an occupation (e.g., college instructor, teacher or teaching assistant, health care workers,
caregiving for their own children, unspecified occupations, currently unemployed).

The sample size was not sufficient to maintain this split in analytical tables.

Highest ECL-related qualification categorization

The second categorization was simpler, by highest ECL-related qualification, essentially capturing
respondents’ answers from among those below to the survey question: Which early childhood
certifications do you have?

= |nfant and Toddler Educator

= Special Needs Educator

= Early Childhood Educator (5 year)
= Early Childhood Educator (1 year)’
= Early Childhood Educator Assistant

= | do not have certification but am qualified as a Responsible Adult.

These new categorizations are used to better differentiate understanding of trends over time in ECL R&R
Strategy KPIs for different groups of ECL professionals. A similar approach was taken to break down data
from the employer survey, which was collected at the level of the workplace. This report separates results
from 2019 and 2022 for licensed centres where ECE certification is a requirement for at least one ECL
professional from those where no ECE certification is required.

= Employers with all programming ECE-certified includes employers who exclusively operate one
or more of the following programs: group care under 3, group care 2.5yrs—school age, preschool, or
multi-age programs.

= Employers with some or all programming not requiring ECE includes employers who operate
one or more of the following programs: group care school age, occasional care, or recreational care
(defined separately only in the 2022 survey).

7 ECE Registry certificates are valid for 1 year and 5 years. Anyone who graduates from an approved
ECE program can apply for either certificate. But the 1 year tend to be held more often by those who
are recent graduates because it can be difficult for them to accumulate the required work hours to apply
for the 5-year. The 1-year certificate can be renewed once only.
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Broadly, Table 3 illustrates that the Workforce survey sample composition in 2022 was similar to 2019,
with a few exceptions.

= The share of respondents from $10 a day sites had been steadily growing over time and has now
reached a high of 14.4 per cent of the sample, compared to only 3.0 per cent in 2019.

= The response overall is dominated by licensed child care centres (roughly 58 per cent), which is not
surprising given the sample frame used each year.

= Respondents identifying as HCPs represent a much smaller share of the workforce survey sample
than in the overall workforce. The 2016 Census estimates published in the Benchmarking report
imply HCPs make up close to half the ECL workforce in BC but represent only 10.3 per cent of the
2022 workforce survey sample.

When interpreting results from the workforce survey, it is important to account for the above differences in
respondents’ workplaces compared to the likely pattern of programs for the overall workforce. To reduce
the extent to which survey results may be biased towards licensed care centres, we report nearly all
results by type of program. Since the objective of the evaluation is to determine how the working
conditions in the sector are changing over time since the launch of ECL R&R Strategy tactics, the
representativeness of the overall sample is less important than the composition of the target groups
captured in each year.
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Table 3 Number and percentage of workforce survey respondents by program/role
2022, including equivalent survey shares for 2019 and 2020

Workforce survey (Individual level)

Program/role

Child care centre (including multi-age child care) or preschool—ECE required, not $10 a Day
Managers or Supervisors (M/S) 545 27.4% 27.4%
Other ECL professionals (Non M/S) 620 31.2% 38.7%

Before & after school or recreational care program—ECE not required, not $10 a Day

Managers or Supervisors (M/S) 64 3.2% 3.7%
Other ECL professionals (Non M/S) 47 2.4% 2.8%
$10 a Day ChildCareBC Centres
$10 a Day ChildCareBC Centres 287 14.4% 3.0%
Home Care Providers (HCPs)
HCPs ECE certified 94 4.7% 6.1%
HCPs not ECE certified 112 5.6% 10.5%

ECEs/ECEAs and non-ECEs/ECEAs not working in ECL

Current position related to Early Care and Learning 111 5.6% 5.6%
Not in a position related to Early Care and Learning 110 5.5% 2.2%
Total (N) 1,990 100% 100%

Note: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner operators),
managers and supervisors. These professionals may or may not have child care duties. Home Care providers (HCPs) includes
Registered Licence not Required, Unregistered Licence not Required and in-child’s-own home providers, together with Licensed
Family Child Care.
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Licence-not required home based care

A group largely missed by the workforce survey every year is licence-not required home-based care, and
care in the child’s own home, where ECE certifications are not required. It is very difficult to obtain
contact information for those providing child care in this way. They are not the direct subject of ECL R&R
Strategy tactics to promote recruitment and retention, except perhaps to the extent such individuals are
drawn into seeking certification and into work in licensed care programs by the tactics. Although they are
an important part of the workforce, they are largely outside the scope of the evaluation of the ECL R&R
Strategy.

One data source that indirectly helps to quantify the size of this group is the Survey of Early Learning and
Child Care Arrangements, which Statistics Canada launched in 2019. In it, parents report their use of
different child care arrangements. SRDC analyzed the first wave of survey data in last year's evaluation
report. The 2021 survey will be analyzed in next year's report, meaning there are no new trends to report
in the present report. Since the unit of analysis is the child and the respondents are “persons most
knowledgeable” about the child in the household, usually parents, the data have limited use for evaluating
sector-level working conditions, especially since only the first year of data is available and trends cannot
yet be analyzed. In future years, measures of the difficulty finding care, and difficulty finding quality care,
may be of value.

Workforce survey sample characteristics

The 2022 workforce sample characteristics (Table 4) were very similar to those in 2019. In 2022, we find
the same proportion of women respondents compared to the 2019 workforce survey sample—96 per cent
in both years. The age distribution was also the same to within two percentage points, except for the
category of older professionals—50 years of age or older—where we find a 3-percentage point decline
(34 per cent) compared to the 2019 sample (37 per cent).

A small proportion of respondents identified as Indigenous (First Nations, Métis, or Inuit: 6 per cent) but
this represented an increase over 2019's 4 per cent. Only 4 per cent of the sample in 2022 reported
having a disability, slightly higher than the 3 per cent in 2019. Slightly fewer ECL professionals in 2022
than in 2019 (31 versus 34 per cent of the sample) were born outside Canada. This proportion was again
higher among HCPs (38 per cent) and lower among managers and supervisors in both child care centres
(26 per cent) and in before & after school programs (22 per cent).
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Table 4 Demographic characteristics of the 2022 Workforce Survey sample,
compared to total sample proportions from 2019

Experience Born outside
disability Canada

Women Indigenous

Child care centre (including multi-age child care) or preschool

Managers and Supervisors (M/S) 96% 7% 4% 26%
Not Managers and Supervisors (non M/S) 97% 6% 3% 37%
Before & after school or recreational care program

Managers and Supervisors (M/S) 88% 9% 3% 22%
Not Managers and Supervisors (non M/S) 88% 12% 12% 35%

$10 a Day ChildCareBC Centres

$10 a Day ChildCareBC Centres 96% 5% 6% 31%
HCPs

ECE certified 97% 2% 2% 38%
Not ECE-certified 97% 4% 3% 31%

ECEs/ECEAs and non-ECES/ECEAs not working in ECL

ECEs/ECEAs and non-ECEs/ECEAS not

0, 0, 0, 10
working in ECL %6% %% 5% 31%
2022 Total 96% 6% 4% 31%
2019 Total 96% 4% 3% 33%

Source: 2019 and 2022 SRDC workforce surveys.

Note: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner operators),
managers and supervisors. These professionals may or may not have child care duties. Home Care providers (HCPs) includes
Registered Licence not Required, Unregistered Licence not Required and in-child’s-own home providers, together with Licensed
Family Child Care.
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Table 5 Age categories of 2022 Workforce Survey sample, compared to total sample

proportions from 2019

<18

Child care centre (including multi-age child care) or preschool

19-24 25-29 30-34 35-39 40-44 4549 =250

Managers and Supervisors (M/S) 0% 1% 4% 13% 16% 15% 15% 37%
Not Managers and Supervisors (non M/S) 0% 6% 1% 13% 15% 13% 13% 28%
Before & after school or recreational care program

Managers and Supervisors (M/S) 0% 2% 10% 6% 8% 15% 17%  42%
Not Managers and Supervisors (non M/S) 0% 18% 15% 15% 15% 12% 9% 18%
$10 a Day ChildCareBC Centres

$10 a Day ChildCareBC Centres 0% 4% 12% 10% 1% 12% 21% 30%
HCPs

ECE certified 0% 0% 1% 6% 1% 7% 23% 51%
Not ECE-certified 0% 1% 6% 1% 2%  15% 18%  56%
ECEs/ECEAs not working in ECL

ECESs/ECEASs not working in ECL 0% 2% 15% 8% 16% 13% 14% 33%
2022 Total 0% 3% 9% M1M% 13% 13% 16% 34%
2019 Total 0% 4% 8% 10% 13% 14% 14% 37%

Source: 2019 and 2022 SRDC workforce surveys.

Note: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner operators),
managers and supervisors. These professionals may or may not have child care duties. Home Care providers (HCPs) includes
Registered Licence not Required, Unregistered Licence not Required and in-child’s-own home providers, together with Licensed

Family Child Care.
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When it came to contracts of employment (Table 6), 94 per cent of respondents reported permanent
positions compared to only 2 per cent in temporary positions. We find a decline in the proportions of Child
Care Centre (CCC) ECL Managers and Supervisors who worked as casual workers since 2019 (not
shown), with no managers or supervisors in the workforce survey sample employed in casual positions in

2022.

Casual employment was more common for CCC ECL staff (non M/S). Among CCC ECL staff (non M/S),

18 per cent were unionized, compared to 23 per cent of unionized workers at before and after school care

and recreational care programs, and 26 per cent at $10 a day sites.

Table 6 Selected employment characteristics of respondents who work in licensed
centres, preschools, and before-and-after-school care

Job tenure
Permanent
Temporary

Casual or substitute

Unionized

Unionized

Non-unionized
Child-to-staff Ratio

Usually

Some of the time

No or don’t know

Child care centre (including
multi-age child care) or

preschool

Before & after school or
recreational care program

Non M/S

99%
1%
0%

10%
90%

76%
20%

4%

90%
3%
6%

18%
82%

92%
3%
5%

95%
3%
0%

9%
91%

67%
20%

12%

96%
0%

4%

23%

7%

91%
2%

7%

$10 a Day
ChildCareBC
Centres

91%
3%
6%

26%

74%

80%
14%

6%

Total

94%
2%
4%

17%

83%

84%
1%

5%
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Respondents in 2022 were broadly similar to those in 2019 in terms of their distribution across different
types of programs. For example, in 2019, 37 per cent of managers and supervisors were engaged in
Group care for under 3 years old, 55 per cent in Group care for 2.5 years to school age and 36 per cent
for school age. In 2022, the equivalent percentages were 44, 66 and 41. These proportions from the 2022
survey sample are shown for CCC and before and after school/recreational programs separately in the
table. Importantly, the responses indicate that many professionals working in child care centres offer
many different program types simultaneously.

Table 7 Types of programs offered in respondents’ licensed centres, preschools,
and before-and-after-school care

Child care centre (including
multi-age child care) or
preschool

Before & after school or $10 a Day
recreational care program ChildCare

BC Centres

Group care, under

44% 46% 0% 0% 64% 45%
3 years old
G ,25 t
FOUp Care, 2o years o ggv 57% 0% 0% 70% 58%
school age
Group care, school age
(before-and-after-school 32% 25% 80% 7% 47% 35%
program)
Preschool, 2.
resctiool, 2.5 years to 41% 44% 0% 0% 39% 39%
school age
Multi-age 21% 23% 0% 0% 19% 20%
Occasional care 2% 2% 13% 0% 2% 3%
Recreational care 2% 2% 13% 19% 4% 3%
less D
Seamless Day 19% 2% 0% 0% 1% 1%
Kindergarten
Other 3% 5% 14% 13% 1% 4%

Source: 2022 SRDC Workforce survey.

Note: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner operators),
managers and supervisors. These professionals may or may not have child care duties. Home Care providers (HCPs) includes
Registered Licence not Required, Unregistered Licence not Required and in-child’s-own home providers, together with Licensed
Family Child Care.
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Table 8 presents the years of experience of professionals in ECL across respondent groups. The results
indicate that HCPs were the most experienced, with 59 per cent of non ECE-certified HCPs and 55 per
cent of ECE-certified HCPs reporting 16 or more years’ experience working in the sector.

Managers and supervisors working in CCC were also among the most experienced, with 53 per cent
reporting 16 or more years’ experience working in the sector, slightly higher than the 49 per cent who
reported this level of experience in 2019.

On the other hand, CCC ECL professionals (non M/S) reported a wider range of work experience than the
other groups, similar to their reported experience in 2019. For instance, 33 per cent of non-M/S CCC staff
in ECL and 49 per cent of those in before and after school and recreational programs reported five or

fewer years of experience in the ECL sector, compared to the 23 per cent average for the ECL workforce.

The experience of ECE/ECEASs not in child care who responded to the 2022 survey had shifted since
2019, with more—25 per cent—holding just one to five years’ experience and 34 per cent with 16 or more
years. The equivalent percentages in 2019 were 15 and 40 per cent. This is another indication that the
composition of those in this group responding to the survey changed since the first year of the evaluation
period.
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Table 8 Proportion of respondents by years of experience in the early care and learning sector

Child care centre
(including multi-age child
care) or preschool

Before & after school or
recreational care program  §10 a Day

Child ECEAS/EC

(1] ECE Not ECE- Es not in

WS WS g:n‘:re(s: cert(i:fied certified child care
Less than one year 0% 5% 3% 7% 1% 0% 3% 5% 3%
One to three years 5% 15% 3% 28% 20% 9% 7% 10% 12%
Four to five years 5% 13% 12% 14% 10% 2% 5% 10% 9%
Six to ten years 17% 22% 17% 14% 17% 18% 12% 22% 19%
Eleven to fifteen years 20% 17% 24% 16% 13% 16% 14% 19% 17%

Sixteen years or more
years old

53% 28% 41% 21% 39% 55% 59% 34% 41%

Source: 2022 SRDC workforce survey.

Note: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner operators), managers and supervisors. These professionals may
or may not have child care duties. Home Care providers (HCPs) includes Registered Licence not Required, Unregistered Licence not Required and in-child’s-own home providers, together
with Licensed Family Child Care.
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Profile of 2022 Employer Survey Respondents

A total of 820 employers were included in the final analysis for 2022. Most employers (80 per cent) were
responding on behalf of a single facility, while 4 per cent responded on behalf of 10 or more, and less
than 1 per cent represented 50 or more facilities in BC.

In terms of their current operations, 807 employers were working in child care centres that were currently
operating, while 8 were working in centres that had closed but were planning on reopening, 5 worked in
centres that had closed and not planning on reopening. Among those centres that had closed, 75 had
closed completely at some point after November 1, 2021.

Most employers work in child care centres that require at least one ECE-certified staff for all (71 per cent)
or some (11 per cent) of their programs, with most offering Group care, 2.5 years to school age (56 per
cent), an increase from 2019 (49 per cent).

Table 9 Respondents to the employer survey by programs offered, 2019 and 2022
I
Type of program
Group care, under 3 years old 33% 37%
Group care, 2.5 years to school age 49% 56%
Group care, school age (before-and-after-school program) 32% 35%
Preschool, 2.5 years to school age 30% 33%
Multi-age 30% 16%
Occasional care 4% 3%
Recreational care N/A <1%
All of the above 2% <1%
Other 6% <1%

At least one staff required to have ECE certification

All programs N/A 1%
Some programs N/A 1%
No programs N/A 18%

Source: 2019 and 2022 SRDC employer surveys.
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More than half of all employers operate a private business (51 per cent), albeit down from the 2019
sample (57 per cent). Roughly 9 per cent of employers operate a $10-a-day ChildCareBC Centre.
Employers who are not operating a $10-a-day ChildCareBC Centre were asked whether they would want
their centre to become one, if eligible. While most answered “Yes as soon as possible” (39 per cent), and
another 14 per cent said “Yes but not right now,” nearly a third were unsure (32 per cent). Another 15 per
cent said no.

Table 10 Proportion of employers by type of organization

Type of organization

Private business 57% 51%
Not-for-profit 37% 40%
Operated by school or school district 5% 3%
Operated by a municipal or post-secondary institution N/A 2%
Operated by a provincial or federal agency N/A <1%
Operated by First Nations or Indigenous community or org 3% 3%
Other 5% <1%
$10 a day Child Care BC Centres
$10 a day Child Care BC Centres N/A 9%

Source: 2019 and 2022 SRDC employer surveys.

Respondents to the ECL employer survey were primarily from the Fraser and Vancouver Coastal Health
Authority regions (both accounting for 27 per cent of the sample). Roughly one fifth of the sample was
from Vancouver Island Health Authority region (21 per cent) or from the Interior Health Authority region
(18 per cent), while only a small number of respondents were from the Northern Health Authority region
(6 per cent).
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Table 11 Employer organizations by health authority region, 2022

Health Authority Number oz :]n;zl;:f;su |t\tj:);:onding to %of er:ﬂ:lﬁ:'esrrselslfvzr;ding to
Fraser Health 223 27%

Interior Health 150 18%

Northern Health 52 6%

Vancouver Coastal Health 223 27%

Vancouver Island Health 172 21%

Total 820 100%

Source: 2022 SRDC employer survey.

Table 12 Number of positions reported in employer surveys, 2022 and percentage
point change in vacancy rate since 2019

Vacancy % Vacancy %

Filled Vacant ~ CTANOE gy Vacant ~ (change

since since

2019) 2019)

ECL professionals 3,556 351 9% (2) 1,808 181 9% (-2)
Supervisors 673 50 7% (4) 129 88 41% (36)
Managers 769 15 2% (1) 131 5 4% (-2)
Administrative directors 400 31 7% (4) 114 2 2% (-7)
Total 5,398 447 8% (3) 2,182 276 1% (1)

Source: 2019 and 2022 SRDC employer surveys.

Note: ECL Professional refers to “a person who has primary responsibility for a group of children. This person can be a Responsible
Adult, ECEA, or ECE.” Supervisor refers to “a person who has responsibility for a group of children and supervises child care
workers [professionals]. This person can be a Responsible Adult, ECEA, or ECE.” Manager refers to “a person with management
duties (which can include hiring, payroll, performance reviews, compliance with licensing requirements, etc.). This person has
administrative duties and may have child care duties.” A director refers to “a person who has management or administrative duties
only.”
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Figure 1 Number of staff reported by employers in employer survey by health

authority region in 2019 and 2022
762
I 578
2,076

690 676
557
508
- H H

278 336
95 84
M ==
2019 2022 2019 2022 2019 2022 2019 2022 2019 2022
FHA IHA NHA VCH VIH

m Full time Part time

Source: 2019 and 2022 SRDC employer surveys.
Note: FHA: Fraser Health Authority; IHA: Interior Health Authority; NHA: Northern Health Authority; VCH: Vancouver Coastal
Health; VIH: Vancouver Island Health.

In 2022, the government of British Columbia transferred the responsibility for managing child care from
the Ministry of Children and Family Development to the Ministry of Education, henceforth becoming
known as the Ministry of Education and Child Care (MECC). As part of the evaluation, employers were
asked to share their opinions regarding the transition, particularly whether they thought this was good
news for their child care program or whether they agreed that the transition was good news for the long-
term future of ECL in BC.

Most respondents (40 and 41 per cent, respectively) were unsure or preferred not to answer these
questions. This could indicate a lack of awareness within the sector regarding the change, or a lack of
understanding about how this change may impact the sector over the longer term. Nevertheless, among
those employers who did provide a response, we find strong agreement, indicating that most employers
believe that this transition is indeed good news for the sector.
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Figure 2 Employers’ perspectives on transition of child care responsibilities in BC
from the Ministry of Children and Family Development to Ministry of
Education and Child Care, 2022

m Strongly Disagree Disagree Not sure / Prefer not to say Agree Strongly Agree

Overall, the transition
is good news formy  E¥/416% 41% 36% 13%
child care program

Overall, the transition
is good news for the tY315% 40% 34% 16%
long-term future of ECL in BC

Source: 2022 SRDC employer survey.
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Public opinion survey

Purpose

SRDC has developed a survey instrument to measure whether and how public opinion regarding the ECL
profession changes over the duration of the evaluation period, from the perspective of both (a) the
general public, and (b) of people making decisions regarding their own career. Specifically, the aim is to
determine whether public confidence in the professionalism and accountability of ECL professionals is
improving, and whether the value B.C. residents place on those engaged in ECL as a career and their
opinions of the viability and sustainability of the ECL workforce is changing over time. The surveys have
been fielded in 2019 and 2022, and are being fielded again in 2023 and 2024, to capture whether public
opinion is sensitive to the effect of changes since 2018 in public policy with respect to the ECL workforce,
such as increased participation in ECL education and professional development. Similarly, by comparing
responses of successive cross-sections of emerging adults and others looking at a career change
between survey waves, SRDC hopes to determine whether interest in pursuing a career in ECL is
increasing in BC over time.

Methodology implementation

The target group for the public opinion survey is a general population sample of BC residents aged 18
and older. SRDC also developed an accompanying set of questions targeted to emerging adults (under
25 years old) and to adults 25 and over who are looking for a career change, which is fielded to
respondents meeting these criteria who respond to the general population survey. Those aged 18 or
older are asked whether a person aged 13-17 years is in their household and if so, the younger person is
asked to complete the targeted set of questions. Skip patterns in the survey instrument determine the
questions that are asked of each respondent.

SRDC contracted Maru/Matchbox to implement the survey and commissioned a proprietary population-
representative survey of British Columbians aged 18+ years. Maru/Matchbox is responsible for all
aspects of data collection, including programming the survey, and data cleaning and processing. SRDC
receives quality checks on the survey data and receives anonymized data files after each wave in SPSS
or CSV format.

The only change to the 2023 survey is in the career interest module, completed by youth and those
considering a career change. SRDC shifted the focus from why youth are not sure about working in ECL
to understanding the appeal of the work to those who are interested (in addition to probing the reasons
among those not interested in an ECL career). This change will provide a more balanced view of interest
in child care work and will help shed light on the aspects of the sector that both attract and deter potential
ECL professionals.
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Challenges or limitations

As with any survey, there is a potential risk of selection bias, in which the sample obtained is not
representative of the general population. SRDC sought to mitigate this issue by using the services of
Maru/Matchbox, who hold a panel sample representative of the BC population.

The sample of 13- to 17-year-old respondents is surveyed via their parents. That is, Maru/Matchbox asks
a parent who is part of the panel to pass the survey to their child aged 13-17. There is a small risk that
the parent will either refuse to pass the survey to their child or complete the survey on their child’s behalf.
In addition, since the parent may have an influence on the child’s choice of career, and the child’s
responses will not necessarily be hidden from the parent, there is a risk of social desirability bias on the
part of the child. This means the child might answer questions based on what they think their parents
want to hear, rather than based on their own opinions. The characteristics of respondents (reported in the
final benchmarking report) appeared balanced, but ultimately such sources of bias in responses cannot
be entirely ruled out.

The COVID-19 pandemic poses an additional challenge to the original plan for measuring changes in
public perceptions of ECL work. Responses to COVID-19 have generated an unusually high level of
coverage for issues related to ECL, not least BC’s designation of members of the ECL workforce as
essential in some contexts. Plausibly, the views of the public on what ECL professionals do and on the
attractiveness of working in ECL has changed. SRDC is aware of the challenges imposed by the
pandemic on interpretation of survey results and will take into consideration these challenges when
analyzing the results of each survey wave.

The public opinion survey was fielded in February 2023. In early March 2023, Maru/Matchbox delivered
‘cleaned” and anonymized data files to SRDC. SRDC analyzed these weighted data files and generated
results on public perceptions of child care work and interest in child care as a career among youth and
those considering making a career change. These were added to the April version of this report, with
2023 levels being compared to benchmark levels established in 2019 to understand the extent of the
impact of the ECL R&R Strategy.

Profile of 2023 Public Opinion Survey Respondents

As in previous years, the results of 2023 public opinion survey were weighted to match male/female ratio
and age distribution of the general population of BC. As a result, the respondent characteristics match
those of the original 2019 benchmarking survey (see Table 13). Most characteristics are relatively
consistent with the general population, though respondents without children are once again over-
represented in the public opinion survey at 77 per cent.
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Table 13 Respondent characteristics of the public opinion survey, 2023 and 2019

2019 2023

Male/female
Female 51% 51%
Male 49% 49%
Age
13-17 years 10% 10%
18-34 years 25% 25%
35-54 years 30% 30%
55+ years 35% 35%
Parents
Yes 21% 22%
No 78% 7%
Prefer not to say 1% 1%
Indigenous Identity
Yes 6% 5%
No 93% 94%
Prefer not to say 2% 1%
Rural Community
Yes 22% 18%
No 74% 76%
Not sure 4% 6%
Born in Canada
Yes 80% 76%
No 20% 24%

Next steps

SRDC anticipates repeating the public opinion survey in early 2024, for inclusion in the final evaluation
report.
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Key informant interviews and case studies

Purpose

Initially, SRDC conducted interviews to collect data for the development of the ECL R&R Strategy theory
of change. SRDC interviewed developers of the ECL R&R Strategy and its tactics in April and May 2019,
which improved understanding of how the Strategy and its tactics were expected to bring about the
anticipated improvements for the workforce.

The purpose of the case studies—SRDC’s next and ongoing stage of qualitative fieldwork—is to provide
detailed understanding and rich information about each of six centres that have agreed to participate in
this component of the evaluation. The fieldwork collects accounts of the impact of the ECL R&R Strategy
and its tactics at the level of individual centres of different types and examines the successes and
challenges related to the delivery and impact of the ECL R&R Strategy and the key factors that facilitate
or impede its overall effectiveness, also primarily through in-depth interviews.8 A data collection exercise
each year since 2020 has traced ECL professionals interviewed in the previous year who had ceased
employment at each case study centre. These professionals are asked the reasons for leaving their
employment and their current employment circumstances and plans.

To account for context, the case studies involve a thorough description of each child care workplace,
including its operations, management, staff, and the families and communities it serves. (i.e.,
owners/operators and managers, as well as staff members).

The purpose of the ongoing key informant interviews (KllIs) is to gather detailed, in-depth information
about the first-hand experiences of diverse stakeholders, including those who are directly affected by the
ECL R&R Strategy and those who are involved in its implementation and delivery. These interviews are
particularly important to obtain a comprehensive understanding of the implementation and effect of the
ECL R&R Strategy and to understand the challenges experienced by ECL operators and professionals.
Interviews with stakeholders, developers, and implementers of the tactics began in 2019 to support
development of the theory of change. Most interviews are with operators of child care workplaces in
categories not included in the case study data collection. These interviews are particularly important
because the data from the 2019 case study visits suggested that on balance the case study sites
appeared to represent favourable conditions in the sector. For example, all staff interviewed enjoyed

8  Following consultation with the SSC, SRDC selected in July 2019 six case study sites province wide for
onsite fieldwork. Site visits took place in September and October 2019. Follow up “virtual” visits were
made in each subsequent year (roughly September through December of each year). In 2022,
three new case study sites replaced three previous sites in the same health authorities. SRDC selected
and invited these sites by considering the variables listed in the Updated Evaluation Methodology
July 2022 report. By doing so, SRDC ensured that the selected case study sites as a group cover a
range of conditions and variations in the child care sector. In 2022, case study visits took place both
virtually and in-person, based on the preferences of the centres and logistical factors.
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working there, employers were supportive of career development, and staff received health and other
benefits. These observations did not align with the findings for all centres in the cross-sectional survey.
The key informant interviews to date with other child care centres have been providing a broader
understanding of centre experiences with the ECL R&R Strategy in terms of implementation and
consequences.

Methodology implementation

Qualitative data collection explores personal experiences and perceptions in relation to the ECL R&R
Strategy.

Case study visits

Following consultation with the Sector Steering Committee on the best approach, SRDC selected in

July 2019 six case study sites province-wide for onsite annual fieldwork. In 2019, all case study visits
were conducted in-person, whereas they were conducted virtually during 2020 and 2021 due to pandemic
restrictions.® In 2022, case studies were conducted both virtually and in-person according to the
preferences of the child care centre and other logistical factors.

SRDC invited all six case study sites to continue to participate in the extended evaluation and three sites
agreed to continue to take part. Three additional sites were recruited in the summer and fall of 2022. As a
group, the six sites continue to reflect the variations that exist in the child care sector. The variables
considered are listed in the Updated Evaluation Methodology July 2022 report. By doing so, SRDC has
ensured that the selected case study sites as a group represented a range of conditions and variations in
the child care sector.

Prior to each visit, SRDC staff reviews the data from the previous year and during each interview, probes
for the types of changes and the reasons for changes. In addition, interviews explore the consequences
of the COVID-19 pandemic on operating status and workplace procedures. This information is vital to
enable SRDC to disentangle changes that occurred because of the ECL R&R Strategy and those arising
from the response to COVID-19.

SRDC works with the centres to identify members of staff to participate in the case study interviews.
SRDC also contacts staff who have left the case study centres and invites them to participate in a
telephone interview or survey. The purpose of this follow-up is to explore reasons for leaving and the
departing staff's current employment status.

9 Interview protocols were amended for 2020 (and subsequent years) to include the impact of the
COVID-19 pandemic.
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The data collected during the case studies will remain consistent with previous years. They include:

= In-depth, structured interviews/or focus groups with individual owner/operators, managers, and
staff using pre-designed interview guides.

= Phone calls conducted before, after, and/or in between site visits to gather preliminary information,
verify initial findings, and increase participant retention over time.

= Informal, conversational interviews that occur naturally during site visits. Note that informed
consent will be obtained from all participants prior to including any informal conversation “on the
record” as part of data collection.

= Review of supportive program documents on an ad hoc basis. Documents of interest may include
job postings and descriptions; number of children on waitlist; staff qualifications and credentials;
adult/child ratios; history of reportable incidents and publicly available inspection reports; wages and
rates of pay and guidance related to COVID-19.

= Contextual information, both internal and external to the program. During site visits, researchers
will conduct basic observation of the internal context of the program, noting the program’s location
and physical site; adult/child ratio; general atmosphere; and application of policies and practices,
including human resource strategies, in a real-world setting. The purpose of observation is not to
evaluate the individual child care program itself, but rather to gather insight into the context for
recruitment and retention challenges in order to better understand the impact of the broader
ECL R&R Strategy on the day-to-day experiences of stakeholders and the overall functioning of
programs. External contextual information about the community setting of the child care program will
also be noted through basic observation and through a cursory review of publicly available
information about demographic characteristics, socio-economic index, and geography.

The themes explored in the data will continue to include:

= Update and overview of centre and program—\What is the current operating capacity of the centre
and programs? What are the main changes that have occurred from year to year?

= Changes made to centre and program due to consequences of COVID-19—How has COVID-19
affected the operations and procedures of the centre?

= Recruitment and hiring. How do owners/operators and/or managers approach recruitment and
hiring of ECL professionals under the ECL R&R Strategy? What are the experiences of early
childhood educators when searching for, applying to, and starting a new job? Have there been
changes in the past year?
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= Compensation and benefits. What experiences do individual ECL professionals have in obtaining a
wage increase as a result of the ECL R&R Strategy? How does the wage increase affect personal
job satisfaction, tenure, and career pathways? How do owner/operators and/or managers address
compensation and benefits for staff under the ECL R&R Strategy? Have there been changes in the
past year?

= Training and development. What are the first-hand experiences of ECL professionals in pursuing
credentialing, training, and/or professional development under the ECL R&R Strategy? How do
owner/operators and/or managers support the training and development of their staff under the
ECL R&R Strategy? Have there been changes in the past year?

= Qualifications, skill levels, competencies of staff. To what extent do ECL professionals consider
themselves and their colleagues to be competent and sufficiently skilled to meet the demands of the
job? Has this changed in the past year?

= Perceptions of early childhood education as a career. What are the personal perspectives of ECL
professionals about the future of their careers under the ECL R&R Strategy? Has this changed in the
past year?

= Job satisfaction. What factors influence personal job satisfaction among ECL professionals under
the ECL R&R Strategy? What are the views of individual early childhood educators on the positive
and negative aspects of work in the child care sector? Has this changed in the past year?

= Retention. To what extent do the activities and tactics of the ECL R&R Strategy influence the
decision-making of individual ECL professionals about whether to remain in their jobs? Has this
changed in the past year?

= Career pathways. To what extent are individual ECL professionals aware of their career options and
how to pursue them under the ECL R&R Strategy? To what extent do ECL professionals consider
various career pathways to be feasible? Has this changed in the past year?

= Standards and oversight. How do individual owner/operators and managers respond to changes
made to sector standards and oversights under the ECL R&R Strategy? What has changed in the
past year?

Key informant interviews

SRDC has been conducting annual telephone interviews with between 10 and 16 stakeholders since
2019. SRDC has asked for and received permission to continue to invite these stakeholders to participate
in annual interviews. Interviews have been conducted with representatives of licensing bodies and
regulators; professors and administrators of early childhood education training programs; post-secondary
students and recent graduates; owner/operators and managers of child care centres including those
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which are designated licensed not required and advisors at resource centres. With Klls, SRDC reserves
the option to interview individuals more than once over the course of the evaluation if they have
information about a topic of interest (such as occupational competencies) that is likely to evolve as the
ECL R&R Strategy proceeds.

Prior to each interview SRDC sends a copy of the approved protocol tailored to the respondent and their
informed consent is collected prior to the interview. The telephone interviews last approximately

45 minutes and each is recorded and then analyzed thematically. Those who participate in an interview
receive a gift card to thank them for their time.

Similar to the approach used in the case studies, the Kl participant sampling strategy is intended to
ensure adequate variation and representation. Potential Kll participants are identified and recruited on an
ongoing basis using varied approaches, including the following:

= Based on recommendations made by members of the Sector Steering Committee, who may assist in
identifying and engaging with certain key stakeholders based on their knowledge of and connections
within the sector.

= Based on information gathered through the cross-section workforce survey. Survey respondents are
asked to indicate their willingness to participate in additional evaluation components. Potential Kl|
participants may then be identified based on their responses to particular survey questions of
interest.

= An opportunistic approach based on early findings. SRDC researchers may purposefully target a
particular group of stakeholders for recruitment in Kll interviews in order to gather more information
on a specific topic of interest or theme identified in other areas of the evaluation.

Analysis of Case Study and Kll data

Qualitative data from interviews and focus groups is analyzed using a general inductive approach,
including thematic analysis with both preset and emergent codes (i.e., codes that are determined in
advance and codes that arise from analysis of the data). NVivo software is used to assist in data analysis.
The qualitative data is integrated into the research reports in order to contribute understanding to the
nature of changes on KPls.

Challenges or Limitations

A significant challenge to the case studies and Kll has been and remains the COVID-19 pandemic and
the uncertainty this creates for child care centres and others involved in the sector. SRDC will continue to
follow provincial guidelines and will negotiate with each case study site to agree whether to conduct in-
person or virtual site visits.

Social Research and Demonstration Corporation 53



Evaluation of Early Care and Learning
Recruitment and Retention Strategy

Evaluation Technical Report 2022

SRDC emphasizes its role as an external, arms-length evaluator throughout the process of recruitment
and engagement with case study sites and key informants. SRDC will continue to assure participants that
the purpose of the project is to evaluate the ECL R&R Strategy itself and not to inspect or investigate
individual child care programs, managers, or staff. Case study sites and Kll participants will not be
identified in any public forums. Maintaining confidentiality in this way should facilitate participant
recruitment and encourage transparency and openness during data collection.

However, SRDC will continue to make the limits of confidentiality clear to all participants. Specifically, we
expect that individual Sector Steering Committee members will be aware of the identity of some or all of
the case study sites and KlI participants because of the role the Committee has played in recruitment and
engagement and because of their in-depth knowledge of the sector and its key players. The composition
and role of the Sector Steering Committee is made clear to all participants in the evaluation. All have
agreed to the confidentiality of materials shared in non-public documents relating to the evaluation.
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Evaluation Questions
The overarching questions the evaluation aims to answer derive from the ECL R&R Strategy goals and

outcomes. They have been expressed in previous reports as nested questions relating the expected
three-year outcomes (now extended as “medium-term outcomes”) and longer-term goals, as follows:

Does the ECL R&R Strategy result in the long-term goal of an adequate and stable workforce,

comprised of qualified and skilled early care and learning professionals?

Over the medium term of the evaluation, does the strategy contribute to:
00O = adequate supply of ECL professionals entering the workforce?
lﬂ} Il Ill = opportunities for career growth and development in the ECL sector?

= expanded education, training, and professional development opportunities to

ensure a skilled workforce?

Does the ECL R&R Strategy result in the long-term goal of ECL being viewed as a viable,
sustainable, and valued career?

Over the medium term of the evaluation, does the strategy promote

public confidence in the professionalism and accountability of the ECL
workforce?

Does the ECL R&R Strategy promote the long-term goal of appropriate compensation plans and

human resources strategies to be put in place?

P Over the medium term of the evaluation, do retention strategies

E] = support the long-term engagement of ECEs and others in the workforce, to help
keep them in the profession?
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Key Performance Indicators

SRDC worked with the Sector Steering Committee to identify 13 Key Performance Indicators (KPIs). As
shown in Tables 12 and 13, the KPIs provide an organized structure for the evaluation’s data collection
strategy, linking the ECL R&R Strategy’s tactics to its outcomes and its goals. Collectively, these KPIs
provide a structure to develop relevant data collection instruments that will monitor changes across the
child care sector in British Columbia and provide answers to specific evaluation questions on the effects
of the ECL R&R Strategy. The permutations of KPIs are shown against each evaluation question in the
original Evaluation Framework (see Table 14).

KPIs are “neutral,” that is, they do not describe a positive or negative change themselves. It is the change
in the KPI over time that describes the consequences and impact of the implementation tactics and the
achievement of the goals.

For the 2019 year, the project reported benchmarks (the benchmarking report was deliverable #9
published in July 2020). Benchmarks are derived from data from the period 2015-2019 that captured the
starting point for many of the changes the ECL R&R Strategy is expected to produce. Critically, later
reports—starting with the evaluation report in 2020—compare the data on indicators from 2020, 2021,
2022 and later to the benchmarking indicators reported for 2015-19. The comparison determines change
in the KPIs. It is the specific combination of changes across the KPIs that can signal success or failure for
the ECL R&R Strategy in achieving its medium-term outcomes and indicate progress towards realizing
the ten-year goals.

SRDC has subdivided the second KPI to make explicit the consideration of benefits—as distinct from
wages—in fieldwork and analysis. This reflects the fact that benefits are frequently bundled with salary
and wages in consideration of employment compensation.
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Table 14 Codes for tactics, Medium-term Outcomes, and 10 Year Goals

Tactics Code

Compensation

Post-Secondary

Bursaries

Professional Networks and Supports
Professional Development

Industry Standards

Work-based education and training

Training Supports

Recruitment strategies will ensure an adequate supply of ECEs and other child care staff entering
the workforce

Retention strategies will support the long-term engagement of ECEs and others in the workforce, to
help keep them in the profession

Career pathways will provide opportunities for career growth and development within the early care
and learning sector

Education, training, and professional development will be reviewed, enhanced, and expanded to
ensure a competent early care and learning workforce with the skills, knowledge and abilities
required to provide quality services to children and families

Public confidence in the professionalism and accountability of early care and learning professionals
from rigorous standards and oversight

10 Year Goals Code
An adequate and stable workforce, comprised of qualified and skilled early care and learning A
professionals

Early care and learning as a viable, sustainable, and valued career B
Appropriate compensation plans and human resources strategies c

Table 15 Key performance indicators

Social Research and Demonstration Corporation 58



No.

2A
2B

10

1

12

13

Evaluation of Early Care and Learning
Recruitment and Retention Strategy

Evaluation Technical Report 2022

KPI

ECL professional satisfaction and perception of
appropriateness of compensation

Average real wages and salaries of ECL professionals
[Benefits of ECL Professionals]

The extent to which updated Sector Occupational
Competencies are integrated into education and training
programs

Proportion of ECL professionals with credentials relevant
to provision of child care for provincial ECL needs,
including regional and Indigenous ECL needs

Perceptions of ECL career among those making
decisions with respect to their own careers

Proportion of ECL workforce who self-report possession
of core skills and supplementary skills

Awareness of ECL career pathway options, how to
pursue them, and expectations of their feasibility in terms
of finances and availability of training opportunities

Proportion of ECL workforce who self-report participation
in professional development activities

Hours of professional development per ECL workforce
member per year

Employers report of the share of their ECL workforce
possessing core skills and possessing supplementary
skills

Employment stability of ECL workforce, including
variances for staffing for providers, work hours, job
tenure, job exits

Ratio of positive to negative opinions (with respect to
standards of care, viability, sustainability, and value)
among those already working in the sector

Ratio of positive to negative opinions (with respect to
standards of care, viability, sustainability, and value of
ECL work) in general population, thought leaders, mass
media, youth, and parents

Medium-term 10 Year

i Outcomes Goals

1t0 8 -V

1t0 8 -V

1t0 8 -V

AB,C
2,345 Nl
4578 I1, 101 IV
457 I, IV

1108 ItoV

1,7 Il

1,4,5,6,7,8 1, 11, IV

12368 111,V
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A note on the presentation of KPIs

Most KPIs draw on multiple data sources and several data sources (e.g., the cross-sectional surveys)
contribute to multiple KPIs. Some data sources, such as the public opinion survey, contribute to few KPIs
or even to a single KPI. Each KPI relies on multiple data points, even from a single data source. For
instance, there are several ways to obtain and present information on wages and each one provides a
nuanced understanding of changes over time.

Using multiple measures to track changes in a KPI improves the validity of the results and enables some
level of continuity in annual reporting in a situation where not all data sources can report in every year.
For example, the Census data from 2001 through 2016 included in the benchmarking report provided
useful demographic information on the sector’'s composition and its evolution between 2000 and 2015.
However, the 2022 Census data will not be released until later in 2023, so changes in the sector’s
composition cannot be reported on using this data source until then.

To maximize internal validity, we compare changes in KPIs over time only within the same data sources.
As the reader will notice, each baseline KPI with more than one data source can have a slightly different
value for each data source. This potentially confusing factor is due to definitional differences between
data source measures. As an example, job posting data identify members of the child care workforce
somewhat differently from the cross-sectional survey, and different again from the administrative data.
Nevertheless, changes across time for each data source provide a reliable assessment of how the sector
is evolving, even if those data sources cannot be compared directly.

Sample related limitations of confidence in interpreting results

Annual data from the cross-sectional surveys are drawn from a sample of British Columbia’s ECL
workforce. These samples are independent from each other. While there is overlap in the survey’s
sample from year to year, responding to the survey is voluntary and respondents are therefore free to
decline the survey’s invitation. Consequently, some of the variation in estimates of means and
proportions can be explained, in part, by survey sampling from one year to the next.

It is important to note that increases or decreases in percentage estimates from 2019 to 2022 may be
spurious where sampling error is large.

We include measures of variation (standard deviations) and statistical tests of differences to help assess
whether the changes observed are statistically significant. However, these are not included throughout to
avoid over-complicating tables and figures.

Consistency in repeated measures over time is one of the strongest indications of whether change over
time is genuine or a consequence of sampling error. For the 2022 Evaluation Report, including the
current technical report, tables were simplified to include only 2019 and 2022 comparisons for the cross-
sectional surveys. Readers are invited to consult the 2021 Evaluation Report to compare 2022 evaluation
trends with 2020 and 2021 data.
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Evaluation Framework

The Evaluation Framework (Table 16) is presented according to the five key evaluation questions. Each
evaluation question is associated to one or more of the Strategy’s implementation tactics. The framework
then identifies how each question will be answered through Key Performance Indicators (KPls), from
which data collection method, and at which point in time.

For example, the first KPI for the first Key Evaluation Question is the “Proportion of ECL professionals
with credentials relevant to provision of child care for provincial ECL needs, including regional and
Indigenous ECL needs.” This requires data collection on the number of ECL workforce members with
credentials such as ECE and ECEA as well as the overall needs for ECL professionals in the province
with disaggregation by region and Indigenous communities. Proposed data collection methods require
reviews of administrative databases such as the ECE registry and centre licensing, as well as a survey of
operators about their employees and their unmet workforce needs. The final column describes the timing
for data collection and reporting.

The evaluation framework is based on the Theory of Change and the potential impact pathways, all of
which were reviewed with the Sector Steering Committee. The evaluation framework follows careful
consideration of the long-term goals of the ECL R&R Strategy with respect to BC's child care workforce
development, as well as the outcomes anticipated from the implementation of its tactics.

SRDC considers each element of the Strategy’s goals and outcomes separately to hypothesize expected
changes resulting from the Strategy’s successful implementation. The framework ties each of the
Strategy’s tactics to KPI data that can be collected systematically over time to determine whether the
ECL R&R Strategy is on track to achieve its medium-term (five-year) outcomes and its long-term
(10-year) goals. Baseline measures of outcomes for the current evaluation (denoted by the term
benchmark) serve double duty as baseline measures (benchmarks) for the evaluation of long-term
(10-year) goals also.

Social Research and Demonstration Corporation 61



Evaluation of Early Care and Learning Recruitment and Retention Strategy
Evaluation Technical Report 2022

Table 16 Evaluation Framework
Data collection Data collection and
Key question Implementation tactics Key performance indicators methods reporting timing
1. Over the medium  Post-Secondary: 1,150 new = Proportion of ECL professionals with credentials ~ Cross-Sectional Annually
term of the spaces in ECE programs at public relevant to provision of child care for provincial ~ Surveys
evaluation, do post-secondary institutions and an ECL needs, including regional and Indigenous
recruitment expanded dual-credit pathway for ECL needs Child Care Workforce
strategies achieve high school students. = Perceptions of ECL career among those making  contact Information  Annually
the outcome ofan o . Funding through the decisions with respect to their own careers Database
a?eECéUEa‘te SZPP:: ECE Bursary Program and = Proportion of ECL workforce who self-report
o . sandother . oo Development Bursary possession of core skills and supplementary Key Informant Ongoing throughout
child care staff skills Interviews and Case i
entering the . project
g = Awareness of ECL career pathway options, how gy dies
workforce? to pursue them, and expectations of their
feasibility in terms of finances and availability of  Public Opinion 2019, 2022, 2023 &
training opportunities Survey 2024

= Employers report of the share of their ECL
workforce possessing core skills and
possessing supplementary skills

= Ratio of positive to negative opinions (with
respect to standards of care, viability,
sustainability, and value of ECL work) in general
population, thought leaders, mass media, youth,
and parents

Social and News Retroactive to 2016,
Media Monitoring then ongoing to 2021
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Key performance indicators

Data collection
methods

Data collection and
reporting timing

2. Over the
medium term of
the evaluation,
do retention
strategies
support the
long-term
engagement of
ECEs and
others in the
workforce, to
help keep them
in the
profession?

Compensation: At eligible
facilities, a $1/hr wage
enhancement started in early
2019, retroactive to

Sept 1, 2018. A second
increase of $1/hr was effective
April 1, 2020 and then another
$2/hr was added in
September 2021.

Work-based Education and
Training: A pilot project to
provide more options and
flexibility to professionals who
have considerable experience
to upgrade their qualifications.

Training Supports: Funding
to help ECL professionals and
employers with costs
associated with continuing
education and training, such
as travel and paid time off.

Incentives for transitions:
Includes a recruitment and
retention incentive program to
encourage new ECEs who
become certified through the
ECE Registry to work in the
sector.

ECL professional satisfaction and perception of
appropriateness of compensation

Average real wages and salaries of ECL professionals
Proportion of ECL professionals with credentials
relevant to provision of child care for provincial ECL
needs, including regional and Indigenous ECL needs
Perceptions of ECL career among those making
decisions with respect to their own careers

Proportion of ECL workforce who self-report
possession of core skills and supplementary skills
Proportion of ECL workforce who self-report
participation in professional development activities
Employers report of the share of their ECL workforce
possessing core skills and possessing supplementary
skills

Employment stability of ECL workforce, including
variances for staffing for providers, work hours, job
tenure, job exits

Ratio of positive to negative opinions (with respect to
standards of care, viability, sustainability, and value)
among those already working in the sector

Ratio of positive to negative opinions (with respect to
standards of care, viability, sustainability, and value of
ECL work) in general population, thought leaders,
mass media, youth, and parents

Census, Labour
Force Survey and
other microdata
analysis

Cross-Sectional
Surveys

Child Care Workforce
Contact Information
Database

Key Informant
Interviews and Case
Studies

Public Opinion
Survey

Social and News
Media Monitoring

Benchmark analysis
in 2019, follow-up
analysis in 2023

Annually

Annually

Ongoing throughout
project

2019, 2022, 2023 &

2024

Retroactive to 2016,
then ongoing to 2021
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Data collection and
reporting timing

Data collection
methods

Key question

Implementation tactics Key performance indicators

to encourage new ECEs who become
certified through the ECE Registry to work in
the sector.

respect to standards of care, viability,
sustainability, and value) among those
already working in the sector

3. Over the Post-Secondary: 1,150 new spaces in ECE ; - : o

medium term programs at public post-secondary Proport|.on of ECL professu?n.als with , Public Opinion 2019, 2022, 2023 &
institutions and an expanded dual-credit credentials relevant to provision of child care Survey 2024

of the pathway for high school students. for provincial ECL needs, including regional

evaluation, i

does the Professional Networks and Support: and Indl.genous ECL needs

_ . The Early Childhood Pedagogy Network to Perceptions of ECL career among those Cross-Sectional

implementation  provige ECEs with more opportunities to making decisions with respect to their own S Annually

of career share best practices, innovative methods, careers urveys

pathways and exchange ideas related to the early Proportion of ECL workforce who self-report

T years. A new online Learning Hub provides ) ) .

P N resources and leaming tools so that ECEs possession of core skills and supplementary Child Care

opportunities ;3 continue their professional development skills Workforce

for career from anyy\{here in the province. More Awareness of ECL career pathway options, Contact Annually

growth and :’hppgrtun'lt'/les :0 ?ha'ﬁ tt’eSt Ifracuces through how to pursue them, and expectations of their Information

development in '€ Feerivientoring NEwork. feasibility in terms of finances and availability Database

the early care Professional Developmep.t: of training opportunities

and learning Funds to expand opportunities for members Proportion of ECL workforce who self-report Key Informant

) of the ECL workforce to complete ongoing cination in professional devel . Ongoing throughout
professional development with inclusion participation in professional development Interviews and oject
support, deaf/hard-of-hearing training, and activities Case Studies pPro)
peer mentoring. Hours of formal and informal professional
Training Supports: Funding to help ECL development per workforce member per year
professionals and employers with costs Employers report of the share of their ECL
associated with continuing education and workforce possessing core skills and .
training, such as travel and paid time off. . . ) Retroactive to 2016,

possessing supplementary skills Social and News )

Incentives for transitions: Includes a Ratio of positive to negative opinions (with Media Monitoring then ongoing to
recruitment and retention incentive program 2021
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Key performance indicators

Data collection

methods

Data collection and

reporting timing

4. Over the medium

term of the
evaluation, are
education,
training, and
professional
development
opportunities
expanded so that
the ECL
workforce has
the skills,
knowledge, and
abilities required
to provide quality
services to
children and
families?

Post-Secondary: 1,150 new spaces in ECE
programs at public post-secondary institutions
and an expanded dual-credit pathway for high
school students.

Professional Networks and Support:

The Early Childhood Pedagogy Network to
provide ECEs with more opportunities to share
best practices, innovative methods, and
exchange ideas related to the early years. A new
online Learning Hub provides resources and
learning tools so that ECEs can continue their
professional development from anywhere in the
province. More opportunities to share best
practices through the Peer Mentoring Network.

Professional Development:

Funds to expand opportunities for members of
the ECL workforce to complete ongoing
professional development with inclusion support,
deaf/hard-of-hearing training, and peer
mentoring.

Work-based Education and Training: A pilot
project to provide more options and flexibility to
professionals who have considerable experience
to upgrade their qualifications.

Training Supports: Funding to help ECL
professionals and employers with costs
associated with continuing education and
training, such as travel and paid time off.

= Proportion of ECL professionals with
credentials relevant to provision of
child care for provincial ECL needs,
including regional and Indigenous ECL
needs

= Perceptions of ECL career among
those making decisions with respect to
their own careers

= Proportion of ECL workforce who self-
report possession of core skills and
supplementary skills

= Proportion of ECL professionals who
self-report participation in professional
development activities

= Hours of professional development per
ECL workforce member per year

= Employers report of the share of their
ECL workforce possessing core skills
and possessing supplementary skills

= Ratio of positive to negative opinions
(with respect to standards of care,
viability, sustainability, and value)
among those already working in the
sector

Administrative
Outcomes
Database

Cross-Sectional

Surveys

Child Care
Workforce
Contact
Information
Database

Key Informant
Interviews and
Case Studies

Annually

Annually

Annually

Ongoing throughout
project
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Data collection and
reporting timing

Data collection
methods

Key question

Implementation tactics Key performance indicators

5. Overthe medium  Industry Standards: Reviewand  »  Thg extent to which updated Sector

Key Informant

term of the update of the Sector Occupational Occupational Competencies are integrated into Ongoing throughout
evaluation, does Competencies to ensure providers education and training programs nterviews gnd Case project
the strategy are delivering the highest Proportion of ECL professionals with credentials Studies
promote public standards of care relevant to provision of child care for provincial
confidence in the ECL needs, including regional and Indigenous
professionalism ECL needs Public Opinion 2019, 2022, 2023 &
and accountability Perceptions of ECL career among those making Survey 2024
of early care and decisions with respect to their own careers
learning Proportion of ECL workforce who self-report
professionals? possession of core skills and supplementary
skills
Employers report of the share of their ECL
workforce possessing core skills and
possessing supplementary skills Social and News Retroactive to 2016,
Ratio of positive to negative opinions (with Media Monitoring then ongoing to 2021

respect to standards of care, viability,
sustainability, and value of ECL work) in general
population, thought leaders, mass media, youth,
and parents
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KPI 1 Summary

Levels of satisfaction with different aspects of work in ECL are generally high across the sector. But the
proportions satisfied have not increased since 2019. For many aspects, satisfied has become a more
common response than very satisfied. ECL professionals are least likely to report satisfaction with their
income and despite some increases from 2019 to 2020 and 2021, rates in 2022 were either similar to
2019 or lower, perhaps in part due to high price inflation in 2022.

Satisfaction with benefits followed a similar pattern since 2019. Although responsible adults’ satisfaction
with benefits increased substantially, for all other groups defined by their qualification or program/role
satisfaction with benefits in 2022 was similar to 2019.

Regression results suggest that increasing benefits increases overall job satisfaction. As might be
expected, regressions found the only factors associated with higher satisfaction with earnings and
benefits were receiving higher monthly earnings or more benefits.

Motivating factors remained relatively high, increasing most for those at $10 a day ChildCareBC sites. But
there was a decline in the proportions of all groups other than HCPs feeling their job made good use of
their skills and abilities.

There was an increase since 2019 in proportions feeling physically exhausted at the end of the day and
who felt frustrated by their job—both indicators of burnout. Regression results suggest that earning more
per month was associated with reporting these aspects of burnout.
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Table 17 Rates of satisfaction with aspects of job by program/role 2022

Child care centre (including multi- | Before & after school or recreational S EDE,
age child care) or preschool care program ChildCareBC

Non-M/S Centres

Sat.

V. Sat.

Hours of work 43% 44% 50% 36% 47% 45% 64% 22% 51% 38% 56% 26% 49% 38%

Physical indoor space of your
child care workplace

41% 51% 51% 37% 45% 44% 64% 22% 57% 32% 51% 45% 49% 41%

Physical outdoor space of your
child care workplace

41% 44% 51% 33% 33% 49% 57% 30% 49% 33% 44% 50% 46% 39%

Resources or equipment for the
children

48% 40% 52% 29% 49% 46% 66% 21% 55% 29% 60% 39% 53% 34%

Opportunities for advancement
available to you

47% 35% 50% 21% 40% 40% 55% 23% 50% 26% 55% 20% 49% 27%

Overall workload 49% 22% 57% 19% 52% 27% 61% 22% 53% 18% 60% 17% 54% 20%

Opportunities for input into
decision-making

37% 53% 47% 33% 41% 54% 54% 35% 45% 33% 42% 46% 43% 41%

Opportunities for ongoing
professional learning

40% 51% 51% 33% 46% 51% 55% 32% 45% 44% 52% 32% 47% 41%

Relationships with centre
management

34% 51% 43% 43% 41% 55% 40% 49% 42% 44% N/A N/A 40% 48%

Relationships with your co-
workers

34% 63% 47% 47% 34% 66% 39% 48% 41% 51% N/A N/A 40% 54%
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Child care centre (including multi- Before & after school or recreational $10 a Day
age child care) or preschool care program ChildCareBC

M/S Non-M/S M/S Non-M/S Centres

Sat.

V. Sat.

Relationships with families you
work with

37% 62% 51% 46% 34% 66% 43% 50% 50% 47% 31% 66% 43% 54%

FlBEl ) E G I 8%  70% | 49%  44% | 32%  66% | 46%  43% | 40%  52% | NA  NA | 39%  56%

workplace

Job security 32% 61% 52% 39% 37% 56% 47% 47% 46% 47% 43% 40% 43% 48%
Job overall 43% 49% 52% 37% 45% 52% 57% 37% 49% 39% 57% 37% 49% 42%
Health and safety protocols 36% 60% 50% 41% 39% 59% 43% 38% 48% 46% 56% 40% 45% 49%

Source: 2022 SRDC workforce survey.

Note: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner operators), managers and supervisors. These professionals may
or may not have child care duties. Home Care providers (HCPs) includes Registered Licence not Required, Unregistered Licence not Required and in-child’s-own home providers, together
with Licensed Family Child Care. V. Sat = proportion stating “Very Satisfied” with this aspect of their job.

Social Research and Demonstration Corporation 70



Evaluation of Early Care and Learning Recruitment and Retention Strategy
Evaluation Technical Report 2022

Table 18 Change in work satisfaction rates by program/role 2019-2022

Child care centre (including multi-age
child care) or preschool

Non-M/S

Before & after school or recreational
care program

Non-M/S

$10 a Day
ChildCareBC HCPs Total
Centres

Sat. V. Sat. Sat. V. Sat.

Hours of work 2% 0% 0% -2% -5% 1% 8% -12% 1% -9% 10% -10% 2% -2%
Physical indoor
space of your child -2% 4% 0% 1% 10% 5% 4% -10% 4% 2% 16% -18% 1% 1%
care workplace

Resources or
equipment for the N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A
children

Opportunities for
advancement 1% -2% 2% -3% 8% 9% 14% -20% -1% 2% 14% -15% 3% -2%
available to you

Overall workload 2% 2% 6% 0% -12% 17% -1% -1% 2% 1% 5% -8% -4% 1%

Opportunities for
input into decision- 2% -1% -2% -3% -6% 6% 1% -11% 2% 2% 17% -14% 0% -3%
making

Opportunities for
ongoing
professional
learning

0% -3% -1% -4% 5% -2% 3% -5% 3% -1% 6% -16% 0% -3%

Relationships with

centre management 1% 1% 3% -5% 6% 16% 6% -9% 3% 0% 1% -1% 2% -1%
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Child care centre (including multi-age Before & after school or recreational $10 a Day
child care) or preschool care program ChildCareBC
Centres

Relationships with

3% -4% 1% -4% 8% 0% 0% -4% 4% 2% N/A N/A 2% -4%
your co-workers
Relationships with
families you work 0% 1% 1% -3% -4% % 0% -12% 1% 5% N/A N/A 0% -1%
with
Philosophy of child

5% -3% 5% -5% -1% 2% 7% 0% 12% -13% -2% -2% 4% -3%
care workplace
Job security 3% -1% 5% -5% -3% 4% 2% -9% -6% 4% N/A N/A 2% -2%
Job overall -1% 0% 3% -3% 0% 3% -5% 4% 0% -4% 1% -3% 1% -1%
Health and safety

N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A
protocols

Source: 2019 and 2022 SRDC workforce surveys.

Note: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner operators), managers and supervisors. These professionals may
or may not have child care duties. Home Care providers (HCPs) includes Registered Licence not Required, Unregistered Licence not Required and in-child’s-own home providers, together
with Licensed Family Child Care. V. Sat = proportion stating “Very Satisfied” with this aspect of their job.
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Table 19 Compensation satisfaction rates by program/role 2022
Child care centre (including multi- Before & after school or $10 a Day ECEs and non-
age child care) or preschool recreational care program ChildCareBC HCPs ECEs not in
Mis Non-M/S Mis Non-M/S i il €1
Str. Str. Str. Str. Str. Str. Str. Str.
Agree. Agree. Agree. Agree. Agree. Agree. Agree. Agree.
e Agree e Agree e Agree e Agree e Agree e Agree e Agree L1 Agree
Income 38% 12% 31% % 55% 9% 34% 5% 34% 8% 47% 6% 40% 10% 37% 9%
Benefits 46% 15% 47% % 50% 13% 51% 8% 52% 1% N/A N/A 44% 22% 48% 12%

Source: 2022 SRDC workforce survey.

Note: Respondents were asked to provide their level of agreement with the following statements: “I am satisfied with the income that | receive for my work” and “I am satisfied with the

benefits | receive.”

Table 20 Change in compensation satisfaction rates by program/role 2019-2022
¢ € ding ="“' ool 0 0 a Da d no
M/s Non-M/S M/s Non-M/S entres i
Agree. Aztr:e.e Agree. Aztr:;e Agree. Aztr:;e Agree. Aztr:;e Agree. Aztr:;e Agree. Aztr:;e Agree. Aztrre'e Agree. Aztrl;e
Income 2% 2% | 4% 1% | 12% 6% | -11%  -9% 1% 5% 7% 2% | NIA NA | 4% 1%
Benefits 1% -3% 3% -4% 8% -2% 8% -5% 6% -3% N/A N/A N/A N/A 4% -2%

Source: 2022 SRDC workforce survey.

Note: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner operators), managers and supervisors. These professionals may
or may not have child care duties. Home Care providers (HCPs) includes Registered Licence not Required, Unregistered Licence not Required and in-child’s-own home providers, together
with Licensed Family Child Care.
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Table 21 Work satisfaction rates by ECL qualification 2022

ECE+SNor +IT  ECE+both SN&IT Total

Hours of work 52% 52% 51% 37% 50% 38% 46% 41% 48% 37% 53% 37% 49% 38%

Physical indoor space of your
v PRESEI 40%  40% | 48%  42% | 50%  40% | 51%  39% | 50%  42% | 50%  41% | 49%  41%
child care workplace

Physical outdoor space of your
) 39% 39% 44% 41% 54% 32% 44% 40% 45% 38% 49% 32% 46% 39%
child care workplace

Resources or equipment for
the children 48% 48% 51% 34% 57% 32% 53% 32% 53% 33% 50% 31% 52% 34%
e chi

Opportunities for advancement
pporiunt b 46%  46% | 44%  31% | 52%  26% | 52%  25% | 50%  26% | 49%  27% | 49%  27%
available to you

Overall workload 52% 52% 49% 23% 55% 22% 54% 18% 54% 20% 55% 18% 54% 20%

Opportunities for input into
pporiunities for input! 4% 4% | 46%  38% | 45%  41% | 43%  41% | 40%  44% | 39%  40% | 42%  42%
decision-making

Opportunities for ongoing

) ) 45% 45% 47% 38% 49% 38% 48% 41% 42% 49% 44% 42% 46% 42%
professional learning

Relationships with centre
35% 35% 38% 52% 49% 40% 44% 45% 39% 48% 36% 48% 40% 48%
management

Relationships with your co-
‘ 39% 39% 41% 54% 43% 51% 40% 54% 39% 57% 44% 51% 41% 54%
workers
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ECE+SNor +IT  ECE+both SN&IT Total

Relationships with families you
ork with 35% 35% 44% 53% 40% 55% 46% 53% 46% 52% 43% 55% 44% 54%
work wi

Philosophy of child care
36% 36% 35% 57% 45% 49% 42% 53% 36% 59% 38% 57% 39% 56%

workplace

Job security 40% 40% 43% 49% 43% 44% 44% 47% 43% 49% 40% 53% 42% 49%
Job overall 47% 47% 49% 44% 51% 39% 51% 39% 51% 42% 47% 42% 50% 42%
Health and safety protocols 42% 42% 42% 51% 50% 44% 45% 48% 46% 49% 44% 49% 45% 49%

Source: 2022 SRDC workforce survey.

Note: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator Certificate), ECE 5 yr (Five-Year Early Childhood Educator
Certificate, ECE+IT or SN (an ECE 1 yr or 5 yr with either an Infant Toddler Educator certification or a Special Needs Educator certification), ECE + both SN&IT (an ECE 1 yr or 5 yr with
both an Infant Toddler Educator certification AND a Special Needs Educator certification). V. Sat = proportion stating “Very Satisfied” with this aspect of their job.

Social Research and Demonstration Corporation 75



Evaluation of Early Care and Learning Recruitment and Retention Strategy
Evaluation Technical Report 2022

Table 22 Change in work satisfaction rates by ECL qualification 2019-2022

ECE+SN or +IT ECE+both SN&IT

Hours of work 6% 1% 1% 2% 7% -3% -1% 1% 2% 0% 7% -5% 2% -1%
Physical indoor space

of your child care 1% 17% 5% -3% 2% -5% 2% 2% 0% 4% -1% 5% 1% 1%
workplace

Resources or

equipment for the N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A

children

Opportunities for

advancement available 0% 7% 5% -6% 7% -6% 5% -5% 2% 1% -2% 2% 3% -2%

to you

Overall workload 7% 5% -5% 2% -6% 0% -2% -1% -1% 4% -2% 1% -4% 1%

Opportunities for input

e e -3% 2% -8% -3% 0% -2% 2% -6% -1% 0% 3% 0% 0% -2%

Opportunities for

ongoing professional 3% -5% 3% -5% 3% -1% -1% -1% -5% 1% 1% -T% -1% -3%

learning

Relationships with

O TETERETE 2% -1% 4% -3% 2% -6% 1% 0% 0% 4% 2% -3% 1% -1%

Relationships with your

co-workers 0% 0% 7% -8% 10% -13% 4% -5% -3% 0% 0% -3% 2% -4%

Relationships with . . . ) . ) . . . . . . ) )

e 3% -3% 1% -1% 1% -2% -1% 0% -6% 5% 3% -4% -1% 0%

Philosophy of hild care | - o g 0% % | 0% 0% 6% % | 7 % | 7 % | 4% 4%
'4 0 (1] 0 =170 0 (] 0 ==/0 0 =l7/0 0 =170 0 ==/0

workplace
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ECE+SN or +IT

ECE+both SN&IT

Total

Job security
Job overall

Health and safety
protocols

-1%
0%

N/A

2%
0%

N/A

0%
3%

N/A

8%
1%

N/A

-9%
-4%

N/A

4%
1%

N/A

-4%
0%

N/A

-3% 3%
0% 0%
N/A N/A

2% 0%
2% -3%
N/A N/A

2% 2%
0% 0%
N/A N/A

Source: 2019 and 2022 SRDC workforce surveys.

Note: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator Certificate), ECE 5 yr (Five-Year Early Childhood Educator
Certificate, ECE+IT or SN (an ECE 1 yr or 5 yr with either an Infant Toddler Educator certification or a Special Needs Educator certification), ECE + both IT& SN (an ECE 1 yr or 5 yr with
both an Infant Toddler Educator certification AND a Special Needs Educator certification). V. Sat = proportion stating “Very Satisfied” with this aspect of their job.
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Table 23 Compensation satisfaction rates by ECL qualification 2022

ECE+SN or +IT ECE+both SN&IT Total

Sat.

V. Sat. Sat. V. Sat. Sat. V. Sat.

31% 8% 29% 5% 37% 6% 35% 10% 36% 12% 51% 1% 36% 9%

52% 1% 49% 7% 45% 10% 48% 13% 45% 14% 48% 15% 47% 12%
Source: 2022 SRDC workforce survey.

Sat. V. Sat. Sat. V. Sat. Sat. V. Sat. Sat. V. Sat.

Income

Benefits

Note: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator Certificate), ECE 5 yr (Five-Year Early Childhood Educator
Certificate, ECE+IT or SN (an ECE 1 yr or 5 yr with either an Infant Toddler Educator certification or a Special Needs Educator certification), ECE + both SN&IT (an ECE 1 yr or 5 yr with
both an Infant Toddler Educator certification AND a Special Needs Educator certification). V. Sat = proportion stating “Very Satisfied” with this aspect of their job.

Note: Respondents were asked to provide their level of agreement with the following statements: “I am satisfied with the income that | receive for my work” and “I am satisfied with the
benefits | receive.”

Table 24 Changes in compensation satisfaction rates by ECL qualification 2022

ECE+SN or +IT ECE+both SN&IT Total

ECE 5yr

Sat. V. Sat. Sat. V. Sat. Sat. V. Sat. Sat. V. Sat. Sat. V. Sat. Sat. V. Sat. Sat. V. Sat.
Income 0% -1% -5% -4% -12% -6% 2% -4% -1% 2% -1% 3% -4% -1%
Benefits 9% -1% % -6% 5% -5% 2% 2% 0% -1% 3% -1% 3% -2%

Source: 2022 SRDC workforce survey.

Note: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator Certificate), ECE 5 yr (Five-Year Early Childhood Educator
Certificate, ECE+IT or SN (an ECE 1 yr or 5 yr with either an Infant Toddler Educator certification or a Special Needs Educator certification), ECE + both SN&IT (an ECE 1 yr or 5 yr with
both an Infant Toddler Educator certification AND a Special Needs Educator certification). V. Sat = proportion stating “Very Satisfied” with this aspect of their job.
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Table 25 Logistic regression results for dimensions of workplace satisfaction

Satisfaction with philosophy
of child care

Satisfaction with earnings and
benefits

Satisfaction with Job Overall

Independent variables Coeff. ?;f: SE p | Coeff. ?;f: SE p | Coef. ?:t‘l’: SE p

Private business 0.21 1.23 0.28 0.46 0.48 1.62 0.40 0.23 0.12 1.13 0.16 0.47
:ie:;z:rz;kmg in Child care 007 107 008 042 | 042 143 041 026 | 005 105 005 029
Monthly earnings (+ $1,000) -0.15 0.86 0.08 0.07 -0.05 0.95 0.12 0.69 0.31 1.36 0.06 0.00
Bachelor or Masters Degree -0.34 0.71 0.28 0.22 -0.31 0.74 0.38 043 -0.19 0.83 0.20 0.34
Men and non-binary -0.23 0.80 0.66 0.73 0.44 1.56 1.07 0.68 -0.04 0.96 0.49 0.94
Indigenous persons 0.09 1.09 0.50 0.86 0.36 1.44 0.76 0.63 -0.10 0.91 0.29 0.73
Newcomers -0.13 0.88 0.25 0.60 0.01 1.01 0.34 0.98 -0.08 0.93 0.16 0.64
Member of a Union -1.19 0.30 0.28 0.00 -1.32 0.27 0.37 0.00 -0.61 0.54 0.20 0.00
Age (+ 5 years) 0.07 1.07 0.07 0.30 -0.04 0.96 0.09 0.64 0.07 1.08 0.04 0.08
Number of benefits received 0.1 1.12 0.03 0.00 0.14 1.15 0.04 0.00 0.01 1.01 0.02 0.52

Source: 2022 SRDC workforce survey.

Notes: The odds ratio is calculated by taking the exponent of the regression coefficient (eﬁ,.)_ The significance of the coefficient is indicated by the columns p (i.e., p-value). An
independent variable whose regression coefficient has a p-value of less than 5% (p <0.05) is considered to have an effect on the outcome that is significantly different from 0. Significant
effects are highlighted in yellow in the table. A negative coefficient means that, after controlling for all other factors, the independent variable has a negative effect on the outcome.

A positive coefficient means that, after controlling for all other factors, the independent variable has a positive effect on the outcome. For more information about logistic regressions,
please consult the methodology section.
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Figure 3 Logistic regression results for dimensions of job satisfaction
Satisfaction with Job Satisfaction with philosophy Satisfaction with earnings
Overall of child care and benefits
Private business —— —H— e
Years working in Child care HH H— Hi
Monthly earnings — —H I
Bachelor's or Master's Degree — —_— —
Men and non-binary —T C ! —_—
Indigenous Persons —T b i H—
Newcomers —{— —t— —
Member of a Union — —_— —
Age [ HH L
Number of benefits received H H n

Source: 2022 SRDC workforce survey.

Notes: Bar graphs indicate the size of the coefficients () for each independent variable included in the model. Error bars indicate the 95% confidence interval for each coefficient; error
bars for independent variables that have a non-zero effect on the dependent variable do not cross the 0 line. Additionally, a significantly negative effect is indicated by a red bar; a
significantly positive effect is indicated by a blue bar; a non-significant effect is indicated by grey bars.
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Proportion of respondents who often or always experienced different

motivational factors in 2022 by program/role

L]
%%
DA\ o1%

My work is important ***

93%
99%
97%
T
%
My job makes good use _ 83%
of my skillignd abilities &\\\\\\\\\\\\\\\\\\ﬁ 72%
80%
94%
92%
I
%7
Workplace policies and _ 86%
proczit;irﬁesdafi well- W 69%
79%
90%
92%

® CCC or preschool - M/S
= B&A orRCP - M/S

$10 a Day ChildCareBC Centres

HCPs - not ECE-certified

Source: 2022 SRDC workforce survey.
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Notes: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner
operators), managers and supervisors. These professionals may or may not have child care duties. Home Care providers (HCPs)
includes Registered Licence not Required, Unregistered Licence not Required and in-child’s-own home providers, together with
Licensed Family Child Care. CCC child care centre. B&A before and after school programs. RCP recreational care programs.
Statistical significance of the chi-square test of independence is denoted by asterisks: *** p <0.01, ** p <0.05, * p <0.10. In this
statistical comparison of the experience of different groups, the p-value describes how likely the observed result is if the true
situation is no difference between the groups. The smaller the p-value, the greater the confidence in rejecting no difference between

the groups, i.e., the more significant the result is statistically.
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Proportion of respondents who often or always experienced different

motivational factors in 2022 by qualification group
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Source: 2022 SRDC workforce survey.

Notes: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator
Certificate), ECE 5 yr (Five-Year Early Childhood Educator Certificate, ECE+SN or +IT (an ECE 1 yr or 5 yr with either an Infant
Toddler Educator certification or a Special Needs Educator certification), ECE + both IT& SN (an ECE 1 yr or 5 yr with both an Infant
Toddler Educator certification AND a Special Needs Educator certification). Statistical significance of the chi-square test of
independence is denoted by asterisks: *** p <0.01, ** p <0.05, * p <0.10. In this statistical comparison of the experience of different
groups, the p-value describes how likely the observed result is if the true situation is no difference between the groups. The smaller
the p-value, the greater the confidence in rejecting no difference between the groups, i.e., the more significant the result is

statistically.
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Figure 6 Change in proportion of respondents who often or always experienced
different motivational factors 2019-22 (percentage points)
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Source: 2019 and 2022 SRDC workforce surveys.

Notes: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner
operators), managers and supervisors. These professionals may or may not have child care duties. Home Care providers (HCPs)
includes Registered Licence not Required, Unregistered Licence not Required and in-child’s-own home providers, together with
Licensed Family Child Care. CCC child care centre. B&A before and after school programs. RCP recreational care programs.
Statistical significance of the chi-square test of independence is denoted by asterisks: *** p <0.01, ** p <0.05, * p <0.10. In this
statistical comparison of the experience of different groups, the p-value describes how likely the observed result is if the true

situation is no difference between the groups. The smaller the p-value, the greater the confidence in rejecting no difference between
the groups, i.e., the more significant the result is statistically.
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Figure 7 Change in proportion of respondents who often or always experienced
different motivational factors 2019 and 2022 (percentage points) by
qualification
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Source: 2019 and 2022 SRDC workforce surveys.

Notes: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator
Certificate), ECE 5 yr (Five-Year Early Childhood Educator Certificate, ECE+SN or IT (an ECE 1 yr or 5 yr with either an Infant
Toddler Educator certification or a Special Needs Educator certification), ECE + both IT& SN (an ECE 1 yr or 5 yr with both an Infant
Toddler Educator certification AND a Special Needs Educator certification). Statistical significance of the chi-square test of
independence is denoted by asterisks: *** p <0.01, ** p <0.05, * p <0.10. In this statistical comparison of the experience of different
groups, the p-value describes how likely the observed result is if the true situation is no difference between the groups. The smaller
the p-value, the greater the confidence in rejecting no difference between the groups, i.e., the more significant the result is
statistically.
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Figure 8 Percentage of respondents who often or always experienced different
burnout measures by program/role in 2022
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Source: 2022 SRDC workforce survey.

Notes: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner
operators), managers and supervisors. These professionals may or may not have child care duties. Home Care providers (HCPs)
includes Registered Licence not Required, Unregistered Licence not Required and in-child’s-own home providers, together with
Licensed Family Child Care. CCC child care centre. B&A before and after school programs. RCP recreational care programs.
Statistical significance of the chi-square test of independence is denoted by asterisks: *** p <0.01, ** p <0.05, * p <0.10. In this
statistical comparison of the experience of different groups, the p-value describes how likely the observed result is if the true
situation is no difference between the groups. The smaller the p-value, the greater the confidence in rejecting no difference between
the groups, i.e., the more significant the result is statistically.
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Figure 9 Percentage of respondents who often or always experienced different
burnout measures by qualification in 2022
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Source: 2022 SRDC workforce survey.

Notes: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator
Certificate), ECE 5 yr (Five-Year Early Childhood Educator Certificate, ECE+SN or IT (an ECE 1 yr or 5 yr with either an Infant
Toddler Educator certification or a Special Needs Educator certification), ECE + both IT& SN (an ECE 1 yr or 5 yr with both an Infant
Toddler Educator certification AND a Special Needs Educator certification). Statistical significance of the chi-square test of
independence is denoted by asterisks: *** p <0.01, ** p <0.05, * p <0.10. In this statistical comparison of the experience of different
groups, the p-value describes how likely the observed result is if the true situation is no difference between the groups. The smaller
the p-value, the greater the confidence in rejecting no difference between the groups, i.e., the more significant the result is
statistically.
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Figure 10 Change in percentage points of respondents who often or always
experienced different burnout measures by program/role 2019-22
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Source: 2019 and 2022 SRDC workforce surveys.

Notes: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner
operators), managers and supervisors. These professionals may or may not have child care duties. Home Care providers (HCPs)
includes Registered Licence not Required, Unregistered Licence not Required and in-child’s-own home providers, together with
Licensed Family Child Care. CCC child care centre. B&A before and after school programs. RCP recreational care programs.
Statistical significance of the chi-square test of independence is denoted by asterisks: *** p <0.01, ** p <0.05, * p <0.10. In this
statistical comparison of the experience of different groups, the p-value describes how likely the observed result is if the true
situation is no difference between the groups. The smaller the p-value, the greater the confidence in rejecting no difference between
the groups, i.e., the more significant the result is statistically.
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Figure 11 Change in percentage points of respondents who often or always
experienced different burnout measures by qualification 2019-22
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Source: 2019 and 2022 SRDC workforce surveys.

Notes: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator
Certificate), ECE 5 yr (Five-Year Early Childhood Educator Certificate, ECE+SN or +IT (an ECE 1 yr or 5 yr with either an Infant
Toddler Educator certification or a Special Needs Educator certification), ECE + both IT & SN (an ECE 1 yr or 5 yr with both an
Infant Toddler Educator certification AND a Special Needs Educator certification). Statistical significance of the chi-square test of
independence is denoted by asterisks: *** p <0.01, ** p <0.05, * p <0.10. In this statistical comparison of the experience of different
groups, the p-value describes how likely the observed result is if the true situation is no difference between the groups. The smaller
the p-value, the greater the confidence in rejecting no difference between the groups, i.e., the more significant the result is
statistically.
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Table 26 Logistic regression results of factors contributing to burnout

The work | do is There is too little time to

stimulating and e ey e do all that needs to be | feel frustrated by this job
: at the end of the day
challenging done

Coeff. OR  SE p | Coeff. OR SE p | Coeff. OR SE p | Coeff. OR SE p
Private business 013 114 019 048 | 008 108 0.16 061 | -019 083 016 024 | 033 139 023 0.15
Years working in child care (+5 years) | 0.18 120 0.06 0.00 | 003 103 005 058 0.07 107 005 015 -001 099 0.07 092
Monthly earnings (+ $1,000) 005 105 006 042 014 115 005 0.01 | 027 1.31 006 0.00 017 1.8 0.07 0.01
Bachelor’s or Master's Degree 005 09 021 081| -016 085 018 039 | 018 120 0.19 034 | 016 118 025 0.50
Men and non-binary 007 107 051 090 | -045 064 045 031 -003 097 046 095| 078 218 051 0.13
Indigenous persons 028 076 032 038| -020 082 027 047 | -052 060 027 006 | 030 135 036 040
Newcomer status 082 044 017 0.00| 000 1.00 016 1.00| -0.35 0.71 0.6 0.03 | -0.12 089 022 0.60
Member of a Union 036 070 022 010 024 127 019 022 | 024 128 019 021 | 091 248 0.24 0.00
Age (+ 5 years) 004 104 005 038 | -008 093 004 006 -005 095 004 020 -007 093 006 022
Number of benefits received 0.07 1.07 0.02 0.0 000 100 002 078 0.00 100 002 095| -002 098 002 048

Source: 2022 SRDC workforce survey.

Notes: The odds ratio (OR) is calculated by taking the exponent of the regression coefficient (eﬁi). The significance of the coefficient is indicated by the columns p (i.e., p-value). An
independent variable whose regression coefficient has a p-value of less than 5% (p <0.05) is considered to have an effect on the outcome that is significantly different from 0. Significant
effects are highlighted in yellow in the table. A negative coefficient means that, after controlling for all other factors, the independent variable has a negative effect on the outcome.

A positive coefficient means that, after controlling for all other factors, the independent variable has a positive effect on the outcome. For more information about logistic regressions,
please consult the methodology section.
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Figure 12 Logistic regression results of factors contributing to burnout
The yvork I. dois | feel physically There is too little time | feel frustrated
stlmulatlng exhausted to do all that needs by this job
and challenging at the end of the day to be done
Private business —— —— ——t e
Years working in Child care — HH - -
Monthly earnings HH — — —
Bachelor's or Master's Degree —t —t —— —_
Men and non-binary
Indigenous Persons L —— — —_ (I— _
Newcomers — —t— — . _ 1
Member of a Union — A — _
Age HH = H —h
Number of benefits received H ! T N

Source: 2022 SRDC workforce survey.
Notes: Bar graphs indicate the size of the coefficients () for each independent variable included in the model. Error bars indicate the 95% confidence interval for each coefficient; error
bars for independent variables that have a non-zero effect on the dependent variable do not cross the 0 line.

Additionally, a significantly negative effect is indicated by a red bar; a significantly positive effect is indicated by a blue bar; a non-significant effect is indicated by grey bars.
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Findings from qualitative data

As in previous years, ECL professionals at case study sites reported a high level of satisfaction in their
work. The main source derived from their passion for working with young children and seeing them grow
and develop.

“The joy that | get is watching the development of these children and like tiny little things
that | can see. | had some sort of small, microscopic fingerprint on their development
in a positive way... That’s pretty, pretty awesome to witness. Them learning and
becoming more independent and having those boosts of confidence once they level up
communicatively. We like those litfle moments: those little nuggets we get to witness.”

For profit Case Study Site

“Watching the children grow up and watching them learn, and seeing where they
came from and how they are now. And that’s one thing that I love.”

Not for Profit Case Study Site

This passion for early years development and working with young children is the reason many entered
and remain in the sector. As the pandemic restrictions have been removed, ECL professionals welcomed,
once again, being able to interact with parents and guardians in person as drop-off and pick-up policies
allowed for children to be dropped off in their classrooms. Four of the six case study sites continued to
use apps to update parents and guardians on activities and events. Although these were recognized to
be very useful, information tended to flow one-way from the childcare centres to the parents. The informal
drop-off and pick-up conversations allowed for an exchange of information, concerns, and suggestions
and were appreciated by staff. These conversations were particularly important in the transition of some
‘Covid kiddos’ (Not for Profit Case study site) who had experienced fewer opportunities for socialization
outside the home and where the move to ECL was more challenging for all involved: parents, children,
and staff. Being able to liaise with parents to best support these children to make a successful transition
was also a source of great satisfaction.

ECL professionals identified a further source of satisfaction in the support they received from their
organization and their colleagues. All acknowledged working in the sector was demanding and all
appreciated being able to rely on their colleagues for support and advice. Across the six case study sites,
those interviewed recognized the importance of an open and transparent approach to management. Staff
welcomed being able to have an open dialogue with managers to raise concerns and issues as well as to
share ideas for improving programing. For many ECL professionals, this increased their commitment as
they felt personally invested in the organization as well as the children.
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“We all get along really well, but we've got this close-knit staff network sort of thing
going on here, where we all care about each other, understand each other’s
feelings and listen to each other.”

Not for Profit Case Study Site

The workforce survey closed with an open-ended question: “If you would like to share any additional
information or if you have any questions regarding the evaluation of the Early Care and Learning
Recruitment and Retention Strategy, please do so in the box below.” Similarly, the employer survey
asked: “If you have any questions, suggestions, or additional information you would like to share
regarding the ECL Recruitment & Retention Strategy, or anything else, please do so below:”.
Respondents were free to write in any response in their own words. Among the open-ended questions of
all respondents in both the workforce and employer surveys, roughly four per cent used the space to
express their high level of satisfaction and passion for their work. Some participants suggested that their
passion for their work was/is the main thing keeping them in the ECL field, given their other frustrations
related to compensation and staffing.

In previous years, respondents at case study sites emphasized how the additional cleaning protocols and
changes to programming required as a result of the pandemic had added to their workloads and
increased staff stress levels. By 2022, the case study sites had incorporated enhanced cleaning protocols
into their usual routines. These were no longer considered as stressful as previously. Programming had
generally returned to pre-Covid early years learning activities: sensory and other activities were
reintroduced. Staff also associated this with reduced stress and increased satisfaction.

Conversely, shortages of qualified ECEs continued to present a considerable source of stress for
managers and ECE professionals. Two case study sites had opted to close some programing or not to
open up spaces because they did not have enough ECEs to remain in ratio. Managers at all case study
sites reported recruitment remained extremely challenging and some speculated about where all the ECE
graduates were, following recent investments in training.

“Yeah, I'm baffled at where the people are, the ECEs,
especially with all of the training that’s been offered.”

Not for Profit Case Study Site

Staff shortages also impacted professionals’ satisfaction as they tried to respond to staff sickness and
absences. As in previous years, all case study sites struggled to find ECL substitutes to cover staff
ilinesses. Only two of the six case study sites had a list of casual staff they drew upon and most of the
individuals on these lists were working to their preferred hours. The remaining four sites had recruited
additional ECL staff (despite the recruitment challenges) and operated above ratio so that when a
member of the team called in sick, programs could remain within ratio. In these situations, ECEs may
have to move to another classroom but this was better than having to call parents and close programs.
These case study sites considered this tactic financially challenging as they were operating under tight
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margins but they “made the budget work” because it removed uncertainty about whether or not the
program would be able to operate every day. Typically, it also improved the quality of ECL delivered and
meant staff were able to take their breaks. This tactic had become more important at all the case study
sites because periods of staff sickness tended to be longer and spread more throughout the centre due to
COVID and the flu. Staffing above ratio helped those who were ill to feel less guilty about taking time off
as they knew their colleagues and the children would be able to manage without them.

Some managers and supervisors expressed concern and anxiety about $10 a day child care and its
implications for staff to child ratios. These reactions were voiced at centres operating above ratio in order
to protect the well-being of their staff and reduce burnout by enabling them to manage staff absences, as
described above. Some managers and supervisors were uncertain that they would be able to continue to
operate above ratio under the $10 a day ChildCareBC program.

‘I can see they’re thinking they can spread people out. There’ll be more people. We're so
short-staffed, but if you’re looking for retention in the field, you have to make it a work
environment that you want to work in. You have to make it doable in the long run. Like people
are like coming into the field for like one year and quitting or like a couple of years and then
they’re burnt out. ... And with these changes that the government wants to make, having [to]
run as a 3.5 staff, it’s like a nightmare waiting to happen because then you get someone sick,
then you can't replace that person. Now you're totally down to bare bones and you’re running
your staff at such a higher stress level and twice as much work. Like the great thing about
[my centre] is that they provide five staff, which is different than a lot of other centres. And
a lot of our parents come for that because of the quality of care. It’s just better because you
have more staff and more one-on-one time with the kids. We can do more things with our
curriculum. You don’t have as much burnout. So, my biggest concern with the changes is
having to mandate that you can only have this many staff. So that causes me a lot of stress
because that [day with a] three-person team was just horrible.”

For profit Case Study Site

Although ECL professionals experienced high levels of job satisfaction, the majority reported they felt
underpaid for the level of responsibility they had and the work they did.

“I think it’s an exhausting job with not very high pay and you burn out so quickly like it’s,
the kids are taxing, although lovely, like they make it worth it ... but | could definitely see
why there’s a high burnout rate ... it is just not sustainable.”

For profit Case Study Site

Respondents in both the workforce and employer surveys reported burnout among themselves and their
colleagues in open-ended responses. Some mentioned that the amount of work and responsibility
required by their positions was not proportional to their wages. Some participants mentioned that the
exhaustion from their work coupled with not enough money for a good quality of life contributed to
burnout. Some participants mentioned regularly having to complete unpaid preparation or overtime.
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KPI 2A Summary

Including the enhancement, wages increased by roughly $5 over 2019. The real increase in wages is
closer to $2.50 after we account for the high rate of inflation in the post-pandemic period. In fact, after
adjusting for inflation and excluding the wage enhancement, hourly wages in 2021-22 are at similar levels
to those in 2018-19.

Considering the important effects of inflation on the cost of living, SRDC has adjusted financial
information (e.g., wages and monthly earnings) to constant 2022 dollars using the Statistics Canada’s
monthly Consumer Price Index (CPI)', in March 2019 and March 2022. Wherever relevant, SRDC uses
2019 dollars that are equivalent—and comparable—to 2022 dollars. For some analyses showing trends
over time, nominal dollars (i.e., not adjusted for inflation) are used, and then contrasted with adjusted
wages to demonstrate the effects of inflation on wages and earnings.

The earnings premium of basic ECEs over those with no certification has remained approximately $2.40
per hour while the premium for IT or SN certifications has declined to between $2.50 and $3.00 per hour
in 2021-22. Professionals considered their wages only modest recognition for their credentials and
seniority. Payments of the wage enhancement began to kick in from 2019. These were worth $4.00 per
hour for payments, effective from September 2021 and received since March 2022. The number of claims
for the wage enhancement and percentage of those eligible claiming have both increased since 2019.
Survey estimates of the latter rate increased from 78 to 91 per cent.

Regression findings suggest Indigenous ECL professionals are less likely to receive the enhancement, all
else equal. Part of the reason for this finding may be explained by funding provided to the Aboriginal
Head Start program in urban areas. Its professionals are eligible for alternative wage supports and,
consequently, are ineligible for the BC Wage Enhancement program. In future iterations of the survey,
questions will be added to probe the receipt of a wage enhancement as part of the Aboriginal Head Start
program.

10 Information regarding the CPI, including its current and historical values, can be access on Statistics
Canada’s website:
https://www150.statcan.gc.ca/tl/tbl1/en/tv.action?pid=1810000401&pickMembers%5B0%5D=1.2&cube
TimeFrame.startMonth=04&cubeTimeFrame.startYear=2005&cubeTimeFrame.endMonth=03&cubeTim
eFrame.endYear=2023&referencePeriods=20050401%2C20230301
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Figure 13 Median wages of BC’s child care workforce [CCOF Provider profile] (Nominal
dollars—not adjusted for inflation)
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$20.89
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$15.20
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----- BC Minimum Wage No ECE Basic ECE
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Sources: British Columbia Ministry of Children and Family Development and MECC; minimum wage data compiled by Employment
and Social Development Canada.

Notes: ECE: Early Childhood Educator Certificate; IT: An ECE with an Infant Toddler Educator certification; SN: An ECE with a
Special Needs Educator certification; IT&SN: an ECE with both an Infant Toddler Educator certification AND a Special Needs
Educator certification.
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Figure 14 Median wages of BC’s child care workforce [CCOF Provider profile]—Real
2022 dollars (adjusted for inflation)
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Source: British Columbia Ministry of Children and Family Development and MECC.
Notes: ECE: Early Childhood Educator Certificate; IT: An ECE with an Infant Toddler Educator certification; SN: An ECE with a

Special Needs Educator certification; IT&SN: an ECE with both an Infant Toddler Educator certification AND a Special Needs
Educator certification.
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Figure 15 Facilities with wage enhancement claims by region by month
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Source: British Columbia Ministry of Children and Family Development and MECC [FHA: Fraser Health Authority region; IHA:
Interior Health Authority region; NHA: Northern Health Authority region; VCH: Vancouver Coastal Health Authority region; VIH:
Vancouver Island Health Authority region].

Note: Summertime closures of preschool and out-of-school programs can account for temporary drops in receipt.
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Figure 16 Early childhood educators with wage enhancement claims by region by
month
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Source: British Columbia Ministry of Children and Family Development and MECC [FHA: Fraser Health Authority region; IHA:
Interior Health Authority region; NHA: Northern Health Authority region; VCH: Vancouver Coastal Health Authority region; VIH:
Vancouver Island Health Authority region].

Note: Summertime closures of preschool and out-of-school programs can account for temporary drops in receipt.
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Table 27 Self-reported hourly wage rates of ECL professionals by qualification and
change since 2019 (adjusted for inflation)

Hourly wage Change from 2019

Qualification/Certification N Mean Std. Dev Mean Std. Dev

Child care centre (including multi-age child care) or preschool—Managers or Supervisors

Responsible Adult <5

ECEA 17 $27.31 $5.37 +$3.14 - $1.59
ECE (1 year) 13 $26.24 $2.77 +$1.29 - $0.87
ECE (5 year) 112 $29.01 $5.10 +$4.40 +$2.31
ECE+IT 47 $28.09 $4.15 +$2.40 +$0.62
ECE + SN 20 $29.08 $4.76 +$3.14 +$1.57
ECE+IT + SN 78 $28.77 $4.16 +$1.81 +$1.09

Child care centre (including multi-age child care) or preschool—Non Managers or Supervisors

Responsible Adult 12 $21.78 $5.14 +$257  +$2.98
ECEA 71 $20.53 $2.67 +$1.06 -$0.14
ECE (1 year) 32 $23.96 $271  +5230  -$0.52
ECE (5 year) 149 $24.42 $3.20  +$209  +$0.28
ECE+IT 65 $26.13 $3.58 +$2.71 +$0.58
ECE + SN 10 $24.30 $3.50 +$1.98 +$1.82
ECE+IT+SN 85 $26.58 $3.05 +$3.61 +$0.58

Before & after school or recreational care program—Managers or Supervisors

Responsible Adult 15 $30.24 $5.58 +$7.36  +$2.08
ECEA <5

ECE (1 year) <5

ECE (5 year) 6 $26.93 $2.72

ECE+IT <5

ECE + SN <5

ECE+IT+SN <5
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Hourly wage Change from 2019

Qualification/Certification Mean Std. Dev Mean Std. Dev

Before & after school or recreational care program—Non-Managers or Supervisors

Responsible Adult 8 $20.56 $2.03 +$1.57 +$0.54
ECEA <5
ECE (1 year) <6
ECE (5 year) <5
ECE+IT <5
ECE + SN <5
ECE+IT + SN <5

$10 a Day ChildCareBC Centres

Responsible Adult 5 $22.00 $2.20
ECEA 26 $22.13 $5.86 +$2.75 +$3.28
ECE (1 year) 12 $26.36 $2.92
ECE (5 year) 55 $27.68 $6.79 +$5.84 +$4.12
ECE+IT 43 $27.88 $5.23 +$3.74 +$1.75
ECE + SN 6 $28.71 $4.76
ECE+IT+ SN 63 $28.60 $6.23 +$4.92 +$3.87

Source: 2019 and 2022 SRDC workforce survey, answers include hazard pay, wage enhancement. Responses based on sample
sizes below 5 are suppressed.

Note: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator
Certificate), ECE 5 yr (Five-Year Early Childhood Educator Certificate, ECE+IT or SN (an ECE 1 yr or 5 yr with either an Infant
Toddler Educator certification or a Special Needs Educator certification), ECE + both IT&SN (an ECE 1 yr or 5 yr with both a Special
Needs Educator certification AND an Infant Toddler Educator certification). 2019 dollar amounts are not adjusted for inflation:
increases since 2019 would be $1.50 to $2.00 less after allowing for inflation.
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Table 28 Average hourly wage rates for non-M/S ECL professionals by membership in
a union and change since 2019 (adjusted for inflation)

Non-unionized Unionized

Change Change

N Average ¢ om 2019 N Average ¢ m 2019
Child care centre (including multi-age child care) or preschool
Mean*** 340 $23.99 +$2.08 80 $26.20 +$5.23
(Std. Dev) $3.81 +$0.73 $3.45 +$0.39
Responsible Adult <5 <5
ECEA *** 58 $20.35 +$0.82 8 $22.91 +$2.24
ECE (1 year) 27 $23.88 +$1.82 5 $24.37 +$2.54
ECE (5 year) 124 $24.32 +$2.09 20 $25.43 +$1.78
ECE+IT ** 46 $25.89 +$2.49 16 $26.71 +$2.87
ECE+SN 5 $21.76 - $0.60 5 $26.85
ECE+SN+IT 60 $26.08 +$3.16 24 $27.97 +$4.86
Before & after school or recreational care program
Mean 28 $21.80 +$2.53 9 $22.64 +$2.30
(Std. Dev) $3.78 +$1.97 $2.88 - $0.64
$10 a Day ChildCareBC Site
Mean 149 $28.01 +$5.19 59 $25.47 +$2.58
(Std. Dev) $6.92 +$3.47 $3.90 +$1.04
ECE (all) 124 $28.79 +$5.05 50 $26.36 +$3.23

Source: 2019 and 2022 SRDC workforce surveys. Responses based on sample sizes below 5 are suppressed.

Note: Statistical significance is denoted by asterisks: *** p <0.01, ** p <0.05, * p <0.10. They represent the test to compare means of
hourly wage between unionized and non-unionized professionals for the different categories e.g., whether the hourly wage between
unionized and non-unionized members are different for ECEAs, etc. RA (Responsible Adult), ECEA (Early Childhood Educator
Assistant), ECE 1 yr (One-Year Early Childhood Educator Certificate), ECE 5 yr (Five-Year Early Childhood Educator Certificate,
ECE+IT or SN (an ECE 1 yr or 5 yr with either an Infant Toddler Educator certification or a Special Needs Educator certification),
ECE+SN+IT (an ECE 1 yr or 5 yr with both a Special Needs Educator certification AND an Infant Toddler Educator certification).
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Table 29 Average hourly wage rates for non-M/S Centre ECL professionals by
qualification and organization status, and change since 2019 (adjusted for
inflation)

Child care centre (including multi-age child care) or preschool

Sg. N Non-profits and Change since Priyate Change since
others 2019 business 2019
Mean 220 $24.92 +$2.75 195 $21.72 +$0.41
(Std. Dev) 3.57 +$0.29 2.89 +$0.09
Responsible Adult <5 <5
ECEA w34 $21.54 +$1.97 26 $19.46 +$0.18
ECE (1 year) 19 $24.25 +$2.33 10 $23.75 +$2.58
ECE (5 year) 63 $24.77 +$2.05 72 $24.21 +$2.58
ECE+IT 33 $25.69 +$1.94 24 $26.49 +$3.73
ECE+SN 7 $25.29 +$2.69 <5
ECE+SN+IT 56 $26.88 +$3.76 27 $26.28 +$3.73

Source: 2019 and 2022 SRDC workforce surveys. ‘Others’ includes operated by Indigenous or public sector organization.
Responses based on sample sizes below 5 are suppressed.

Note: Statistical significance is denoted by asterisks: *** p <0.01, ** p <0.05, * p <0.10. They represent the test to compare means of
hourly wage between private businesses and not-for profit & others for the different categories e.g., whether the hourly wage
between private business and not for profit & others are different for ECEAs, ECE (1 year), etc. RA (Responsible Adult), ECEA
(Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator Certificate), ECE 5 yr (Five-Year Early
Childhood Educator Certificate, ECE+IT or SN (an ECE 1 yr or 5 yr with either an Infant Toddler Educator certification or a Special
Needs Educator certification), ECE+SN+IT (an ECE 1 yr or 5 yr with both a Special Needs Educator certification AND an Infant
Toddler Educator certification).
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Table 30 Lowest and highest weighted average wages of ECL professionals in centre-
based ECL where all programs require ECEs by position and qualification
2019 through 2022
N Lowest Highest N Lowest Highest
RA 2019 52 $17.72 $19.93 7 $24.73 $28.49
RA 2020 32 $18.09 $18.84 <5
RA 2021 81 $18.61 $19.31 <5
RA 2022 117 $18.80 $19.99 5 $25.47 $26.07
ECEA 2019 156 $18.39 $19.84 6 $22.06 $24.11
ECEA 2020 125 $18.99 $20.60 13 $22.59 $23.02
ECEA 2021 202 $19.52 $21.16 13 $23.75 $25.34
ECEA 2022 270 $19.41 $21.29 23 $23.76 $25.30
ECE 2019 262 $20.66 $23.80 112 $23.34 $24.96
ECE 2020 207 $21.43 $24.04 87 $24.12 $25.91
ECE 2021 372 $22.88 $25.11 146 $26.39 $27.52
ECE 2022 449 $22.31 $25.16 157 $25.62 $27.10
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N Lowest Highest N Lowest Highest
RA 2019 7 $23.54 $28.93 15 $22.57 $24.82
RA 2020 <5 <5
RA 2021 <5 14 $30.96 $31.24
RA 2022 14 $34.30 $34.85 29 $26.64 $28.23
ECEA 2019 20 $23.64 $24.30 6 $24.74 $25.66
ECEA 2020 14 $23.51 $25.15 11 $25.03 $27.57
ECEA 2021 16 $27.15 $28.20 14 $26.42 $28.73
ECEA 2022 30 $26.39 $27.04 19 $28.42 $29.14
ECE 2019 203 $25.14 $26.37 51 $25.41 $26.41
ECE 2020 143 $25.90 $26.72 20 $26.52 $27.74
ECE 2021 222 $27.82 $28.79 73 $29.02 $31.03
ECE 2022 278 $27.23 $28.19 87 $28.34 $29.28

Source: SRDC employer survey. Includes employers who exclusively operate one or more of the following programs: group care
under 3, group care 2.5yrs—school age, preschool, or multi-age programs. Responses based on sample sizes below 5 are
suppressed.

Note: N represents the number of employers who provided wages and staffing data per category.

ECL Professional refers to “a person who has primary responsibility for a group of children. This person can be a Responsible Adult,
ECEA, or ECE.” Supervisor refers to “a person who has responsibility for a group of children and supervises child care workers
[professionals]. This person can be a Responsible Adult, ECEA, or ECE.” Manager refers to “a person with management duties
(which can include hiring, payroll, performance reviews, compliance with licensing requirements, etc.). This person has
administrative duties and may have child care duties.” A director refers to “a person who has management or administrative duties
only.”
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Table 31 Lowest and highest weighted average wages of ECL professionals in centre-
based ECL where some or all programs do not require ECE by position and
qualification 2019 through 2022

N Lowest Highest N Lowest Highest
RA 2019 127 $17.43 $19.37 40 $22.22 $24.78
RA 2020 1M $17.96 $20.43 28 $23.25 $24.74
RA 2021 168 $18.80 $20.68 33 $22.39 $24.36
RA 2022 214 $18.93 $21.13 48 $22.77 $24.28
ECEA 2019 145 $18.10 $20.16 29 $22.60 $25.26
ECEA 2020 95 $18.83 $21.44 20 $22.24 $23.63
ECEA 2021 157 $19.23 $21.55 31 $22.16 $23.14
ECEA 2022 169 $19.17 $21.27 18 $22.81 $24.52
ECE 2019 153 $20.39 $23.44 85 $23.59 $26.13
ECE 2020 110 $21.45 $23.79 63 $24.00 $26.37
ECE 2021 171 $22.24 $25.50 88 $26.25 $28.19
ECE 2022 193 $22.20 $25.25 86 $25.09 $27.21
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N Lowest Highest N Lowest Highest
RA 2019 38 $23.20 $25.60 30 $27.86 $31.90
RA 2020 37 $24.19 $27.11 22 $28.96 $30.59
RA 2021 52 $25.87 $27.09 23 $28.77 $30.54
RA 2022 51 $26.56 $28.85 42 $28.51 $31.29
ECEA 2019 24 $24.23 $26.35 8 $25.31 $30.55
ECEA 2020 17 $24.09 $26.41 12 $26.27 $29.82
ECEA 2021 26 $25.80 $28.16 13 $32.01 $36.36
ECEA 2022 20 $24.40 $26.64 21 $28.25 $31.81
ECE 2019 110 $26.27 $28.38 52 $30.79 $33.79
ECE 2020 59 $26.02 $28.85 10 $30.79 $36.30
ECE 2021 1M $27.40 $29.15 43 $31.54 $34.13
ECE 2022 123 $27.67 $29.55 38 $31.51 $34.13

Source: SRDC employer survey. Includes employers who operate one or more of the following programs: group care school age,
occasional care, or recreational care.

Note: N represents the number of employers who provided wages and staffing data per category. Amounts are not adjusted for
inflation.

ECL Professional refers to “a person who has primary responsibility for a group of children. This person can be a Responsible Adult,
ECEA, or ECE.” Supervisor refers to “a person who has responsibility for a group of children and supervises child care workers
[professionals]. This person can be a Responsible Adult, ECEA, or ECE.” Manager refers to “a person with management duties
(which can include hiring, payroll, performance reviews, compliance with licensing requirements, etc.). This person has
administrative duties and may have child care duties.” A director refers to “a person who has management or administrative duties
only.”
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Figure 17 Employer-reported lowest and highest average hourly wages for ECL
professionals in centre based ECL by health authority 2019 to 2022 (adjusted
for inflation)
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Source: SRDC employer survey.
Note: FHA: Fraser Health Authority; IHA: Interior Health Authority; NHA: Northern Health Authority; VCH: Vancouver Coastal
Health; VIH: Vancouver Island Health.
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Table 32

Monthly income by program/role 2019 and 2022 (adjusted for inflation)

Child care centres (including multi-age child care) or preschool
Non M/S

2019 2022 2019 2022 2019 2022
Mean $3,954.87 $4,582.82 $3,239.58 $3,466.40 $2,866.16 $3,869.24
Std. Dev $872.32 $1,513.43 $1,163.00 $1,287.90 $1,379.92 $1,758.41
N 106 425 611 486 173 101
Less than $1,499 1% 3% 9% 7% 17% 6%
$1,500-$2,999 10% 6% 22% 23% 41% 28%
$3,000-$4,499 62% 37% 63% 55% 28% 33%
$4,500-$5,999 26% 43% 4% 14% 14% 21%
$6,000 or more 0% 1% 2% 2% 1% 13%
Before & after school or recreational care program $10 a Day ChildCareBC Site
Non M/S
Mean $3,485.50 $4,602.03 $1,544.89 $2,631.88 $3,293.06 $4,191.22
Std. Dev $1,738.32 $1,530.72 $772.02 $1,515.92 $1,054.14 $1,491.10
N 21 41 39 41 49 246
Less than $1,499 14% 0% 49% 29% 8% 4%
$1,500-$2,999 29% 10% 46% 29% 12% 12%
$3,000-$4,499 38% 39% 5% 32% 73% 47%
$4,500-$5,999 14% 39% 0% 7% 6% 27%
$6,000 or more 5% 12% 0% 2% 0% 9%

Source: 2019 and 2022 SRDC workforce surveys.

Note: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner operators), managers and supervisors. These professionals may
or may not have child care duties. Home Care providers (HCPs) includes Registered Licence not Required, Unregistered Licence not Required and in-child’s-own home providers, together
with Licensed Family Child Care.
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Table 33 Monthly income by ECL qualification 2019 and 2022 (adjusted for inflation)

2019 2022 2019 2022 2019 2022
Mean $2,484.61 $3,782.96 $2,850.79 $3,186.81 $3,240.12 $3,858.35
Std. Dev $1,419.93 $1,942.08 $1,066.87 $1,462.25 $1,016.06 $1,293.95
N 100 91 147 146 89 87
Less than $1,499 23% 11% 9% 1% 9% 3%
$1,500-$2,999 47% 24% 41% 29% 22% 18%
$3,000-$4,499 22% 31% 44% 45% 60% 54%
$4,500-$5,999 7% 20% 6% 10% 9% 20%
$6,000 or more 1% 14% 1% 5% 0% 5%

ECE 5 yr ECE+SN or +IT ECE + both SN & IT

Mean $3,289.29 $4,009.96 $3,675.95 $4,195.52 $3,488.93 $4,398.35
Std. Dev $1,039.14 $1,520.22 $1,279.37 $1,449.54 $1,231.80 $1,432.85
N 279 449 185 276 143 296
Less than $1,499 8% 5% 7% 3% 8% 4%
$1,500-$2,999 22% 16% 1% 12% 16% %
$3,000-$4,499 63% 45% 67% 51% 65% 42%
$4,500-$5,999 7% 26% 12% 28% 8% 39%
$6,000 or more 1% 7% 4% 7% 2% 8%

Source: 2019 and 2022 SRDC workforce surveys.

Notes: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator Certificate), ECE 5 yr (Five-Year Early Childhood Educator
Certificate, ECE+IT or SN (an ECE 1 yr or 5 yr with either an Infant Toddler Educator certification or a Special Needs Educator certification), ECE+SN+IT (an ECE 1 yr or 5 yr with both a
Special Needs Educator certification AND an Infant Toddler Educator certification).
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Figure 18 Monthly income (all sources) by program/role
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HCPs - Not ECE-certified

Source: 2022 SRDC workforce survey.

Note: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner operators), managers and supervisors. These professionals may
or may not have child care duties. Home Care providers (HCPs) includes Registered Licence not Required, Unregistered Licence not Required and in-child’s-own home providers, together
with Licensed Family Child Care.
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Figure 19 Monthly income (all sources) by qualification
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Source: 2022 SRDC workforce survey.

Notes: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator Certificate), ECE 5 yr (Five-Year Early Childhood Educator
Certificate, ECE+IT or SN (an ECE 1 yr or 5 yr with either an Infant Toddler Educator certification or a Special Needs Educator certification), ECE+SN+IT (an ECE 1 yr or 5 yr with both a
Special Needs Educator certification AND an Infant Toddler Educator certification).
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Figure 20 Percentage point change in 2022 relative to 2019 monthly income by program/role (adjusted for inflation)
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Source: 2019 and 2022 SRDC workforce surveys.
Note: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner operators), managers and supervisors. These professionals may

or may not have child care duties. Home Care providers (HCPs) includes Registered Licence not Required, Unregistered Licence not Required and in-child’s-own home providers, together
with Licensed Family Child Care.
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Table 34 Wage enhancement recipients by program/role 2019 and 2022

Child care centre (including multi-age $10 a Day
child care) or preschool ChildCareBC

M/S Non M/S Centres
2019 2022 2019 2022

% “eligible” 65% 80% 74% 73% 76% 78% 1% 7%

% reporting receipt among those eligible:
Yes 76% 89% 80% 88% 84% 95% 78% 90%

Don't know 2% 1% 5% 1% 2% 1% 4% 1%

Source: 2019 and 2022 SRDC workforce surveys.
Note: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner operators),
managers and supervisors. These professionals may or may not have child care duties.

Table 35 Wages by receipt of enhancement by program/role 2019 and 2022 (adjusted
for inflation)

Child care centre (including multi-age $10 a Day
child care) or preschool ChildCareBC

/S Non M/S Centres

2019 2022 2019 2022 2019 2022 2019 2022

Average hourly wage among those “eligible” for WE:
Receiving WE $25.63  $28.42 $22.63 $25.27 $23.32 $28.00 $23.09 $27.00

Not receiving WE ~ $25.83  $29.90 $21.94 $21.64 <5 $22.95 $22.87 $23.59

Source: 2019 and 2022 SRDC workforce surveys. Responses based on sample sizes below 5 are suppressed.
Note: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner operators),
managers and supervisors. These professionals may or may not have child care duties.
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Table 36 Logistic regression results of factors predicting receipt of the wage
enhancement

Wage Enhancement recipients among those eligible

Odds ratio

Private business 0.17 119 0.36 0.64
Years working in child care (+ 5 years) 0.00 1.00 0.10 0.96
Monthly earnings (+ $1,000) 0.22 1.25 0.12 0.06
Bachelor's or Master’s Degree -0.69 0.50 0.41 0.09
Women 0.72 0.49 1.09 0.51
Indigenous persons -1.72 0.18 0.39 0.00
Newcomers 0.52 1.68 0.40 0.19
Member of a union -0.26 0.77 0.39 0.50
Age (+ 5 years) -0.08 0.92 0.09 0.38
Number of benefits received 0.00 1.00 0.04 0.99

Source: 2022 SRDC Workforce Survey.

Notes: The odds ratio (OR) is calculated by taking the exponent of the regression coefficient (eﬁi). The significance of the
coefficient is indicated by the columns p (i.e., p-value). An independent variable whose regression coefficient has a p-value of less
than 5% (p <0.05) is considered to have an effect on the outcome that is significantly different from 0. Significant effects are
highlighted in yellow in the table. A negative coefficient means that, after controlling for all other factors, the independent variable
has a negative effect on the outcome. A positive coefficient means that, after controlling for all other factors, the independent
variable has a positive effect on the outcome. For more information about logistic regressions, please consult the methodology
section.

Context: To better understand this result, additional analyses were conducted. These analyses suggest that Indigenous
respondents to the workforce survey were less likely to work in eligible child care centres than non-Indigenous respondents (83 per
cent compared to 89 per cent, respectively; the result is significant at the 10 per cent level). The Aboriginal Head Start program,
which provides child care spaces in urban areas, provides starting wages at $25/hour. Its professionals are ineligible for the BC
Wage Enhancement program.
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Figure 23 Logistic regression results of factors predicting receipt of the wage
enhancement
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Source: 2022 SRDC Workforce Survey.

Notes: Bar graphs indicate the size of the coefficients () for each independent variable included in the model. Error bars indicate
the 95% confidence interval for each coefficient; error bars for independent variables that have a non-zero effect on the dependent
variable do not cross the 0 line.

Additionally, a significantly negative effect is indicated by a red bar; a significantly positive effect is indicated by a blue bar; a non-
significant effect is indicated by grey bars.

Social Research and Demonstration Corporation 118



Evaluation of Early Care and Learning
Recruitment and Retention Strategy

Evaluation Technical Report 2022

Findings from case study sites

Within the case study sites in 2022, there was less variation in the salaries of ECEs mainly due to the
inclusion of three new sites. The salaries for ECEs before the wage enhancement ranged from $21 to $26
per hour depending on individual experience. When ECEs moved to a new centre, they negotiated similar
or improved hourly rates. We learned from ECL Centre managers that when discussing salaries with their
staff, they are now trying to broaden the conversation to include the whole compensation package,
including vacation, sick days, extended health care, training funds and either pensions or RRSPs with
employer contributions. Respondents said they were adopting this approach to differentiate themselves
from other centres who may offer similar hourly rates but did not have the same range of benefits.

An emerging theme from the case studies in 2022 was the difference in wages between newly qualified
ECEs and experienced ECEs who had been in the sector over 10 years and who had reached the top of
pay scales in their organizations. While these senior ECEs appreciated the increase in wages across the
sector, they felt their experience and expertise was not being recognized. In some instances, the
difference between themselves and newly graduated ECEs with no experience working in the sector was
only two or three dollars. This left senior ECE staff feeling underappreciated while their managers
reportedly could do little in the short term due to financial constraints. One suggested a possible solution
to review the current wage enhancement model and enhance it to recognize the expertise, knowledge,
and mentoring skills that senior ECEs bring to the sector.

“It’s about 30 bucks ... an hour [with wage enhancement]. Yeah, with 37 years of experience.
So, yeah, | mean, | don’t know, like | sometimes I wish that | could do something else.”

For profit Case Study Site

“‘Somebody who'’s fresh out of school ... if they start at $21, with wage enhancement they're
making $25. And then you have a staff member who’s been around for 10, 15, 20 plus years
and they’re now making the same as someone who just came out of school. That’s tricky for
them. You know, of course, you can’t go backwards, but you still want to be recognized for
the time that you have put in”

For-profit Case Study Site

For many ECEs the additional income received from the wage enhancement persuaded them to stay in
the sector.

‘Huge. Yeah, | definitely notice it. You can always tell when it’s the wage enhancement pay
cheque. When you know that that one’s coming out, that one’s great.”

For profit Case Study Site
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“Yeah, because | had an idea of not staying in this field before because | felt that, you know,
where would it take me because | didn’t see the future to be honest. But right now, [ think
being recognized by the government and also some changes within the organization, | do see,
slightly hope to kind of move up and then also that within the organization, it’s been trying to
promote people who are really good at their job.”

Not for profit Case Study Site

Respondents acknowledged considerable variation in salaries across the ECL sector. The wage
enhancement was welcomed. But as in previous years, there was concern about the actual wages paid
by some employers who might be using the wage enhancement as cover to lower their salary costs rather
than to enhance their remuneration to ECEs. One respondent suggested that employers should only be
eligible for the wage enhancement if wages were within a certain range.

“And it also kind of depends on what your base is: what you're paid as well
[whether it is making a real difference].”

For Profit Case Study Site

Alongside welcoming the wage enhancement, there was concern about the cost of living especially
among those individuals who were not living at home or for whom the ECL pay cheque comprised the
entire household income.

“‘I'm worried about the young people, you know, like with the amount they pay for rent,
‘Oh my gosh, you know, how are you doing?’ You know, | really worry for them
[—especially if they have student debt].”

Not for profit Case Study Site

Respondents recognized the wage enhancement as an important strategy to encourage people to enter
the sector. But getting people in was just the start: the challenge then becomes retention as ECEs want
to purchase homes, raise families and/or save for retirement.

“I think it’s fantastic to get those into the sector. | think what a great initiative. It does show
value in what we do and that it’s needed and essential... So that gets you in the door. It may
not retain you past five or six years because the wage is just still an industry low wage. And
S0 again, you're starting with nearly really young employees coming in, you know, like, ‘Oh,
children, that’s fun. That seems great. | love working with children, | will enter into this.” And
then, you know, you start to grow and maybe you’re growing your family and you want to buy

a house or you want to do things with your life, investments or what have you. And you realize
this job isn’t going to do that for me. | need to move to something else to get higher income
and do another education to get higher income.”

For profit Case Study Site
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There was considerable discussion about the limited impact the wage enhancement was having on
retention. At the same time, many participants mentioned that they would leave the field if the wage
enhancement ended.

‘[The wage enhancement] not only does it make it easier to live, especially right now and in
the way that the world is, but it also helps us feel more valued ... there’s still that stigma of
people that work in daycares are just glorified babysitters and that’s not the case at all.
We’re very, very important to children’s early years. And | think that government funding is
helping show that. | think that it motivates people to get their ECE, but not like a great amount,
maybe they get their ECE and they come into the field and then they realize: ... this is a lot of
work! ... It might encourage them to come into the field, but it isn’t quite enough to make them
stick around.”

For profit Case Study Site

“I think | probably quit if there’s no more wage enhancement, | think my co-workers, too!”

For profit Case Study Site

Extending eligibility of the wage enhancement to supervisors has made a significant difference when
trying to promote staff to take on additional responsibilities. In previous years, supervisors’ and
managers’ eligibility for the wage enhancement depended on the proportion of time they spent in the
classroom. This year supervisors and managers became fully eligible for the wage enhancement, and
they reported it made a huge difference financially and also provided recognition of the additional work
they did to provide high quality ECL programs.

One intention underlying the wage enhancement was to encourage ECEAs to complete ECE certification.
It appeared that this goal was being achieved at case study sites for younger ECEAs who had been taken
on with the expectation they would complete their certification. Employers provided financial supports to
enable them to achieve this either from their own funds or by using the BC Employer Training Grant.
However, ECEAs were working full-time and so had limited study time which constrained the number of
courses they could complete. As a result, completion of certification took longer. Yet during this study
period they were not eligible for the wage enhancement and found themselves struggling financially. We
estimate they averaged $18 per hour. ECEAs suggested the wage enhancement be prorated to
recognize the fact they were in the process of completing the certification, while also recognizing that
implementing a fair system would be challenging.

ECEAs who had been working in the sector for more than 10 years and/or were older questioned the
financial and practical feasibility of completing the ECE certification. They felt they would have to leave
their job and go back to school. These ECEAs felt the time and money required to obtain ECE
certification were not realistic for them to combine with their family commitments. These ECEAs
suggested solutions such as a challenge exam specifically for experienced ECEAs which they could take
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and pass to obtain ECE certification and eligibility for the wage enhancement. We heard more than once
that Alberta had a Life Experience Equivalency Process (LEEP) for ECEAs. !

During case study visits, we heard concern that the wage enhancement could be at risk of being
discontinued. Those interviewed felt that there was a strong consensus within the sector that the wage
enhancement was essential but speculated that a change of government could bring it to an end.

Managers advocated for a strategy or policy on the wage enhancement to make clear whether it was
permanent or temporary. They wanted to make it clear to employees that the wage enhancement was a
provincial initiative and not provided by individual centres. This was because managers were fearful their
centre in particular would lose staff when the wage enhancement was discontinued even though its
removal would actually have identical implications for remuneration province-wide.

Findings from open-ended survey questions

The most frequently mentioned topics among both workforce and employers survey open-ended
responses were related to compensation, for the most part insufficient wages, concerns about the wage
enhancement program and lack of employment benefits. Compensation was raised regardless of
workplace type, locations, position or levels of certification. 61.0 per cent of open-ended responses in the
workforce survey and 43.6 per cent of open-ended responses in the employer survey mentioned
concerns related to insufficient compensation. Of these, 137 open-ended responses mentioned
insufficient wages. Concerns were expressed regarding high inflation rates as well as the high cost of
living in British Columbia.

“ECEs have financial dreams and goals to achieve in life too—I shouldn’t have to give up
my goals and dreams just because I'm in ECE.”

Open-ended survey response

Some participants suggested the need for a provincial wage grid. Some participants mentioned that they
or someone that they knew had left the field for other positions that paid more, such as retail or public
education. Some participants mentioned the difficulty of being a single parent receiving low wages.
Others mentioned that their wages would not be sustainable if their spouse wasn’t making more than
them.

11 According to the Child Care Staff Certification Guide (2012) the Alberta LEEP program recognizes the
childcare competencies that child care professionals have obtained through experience and informal
learning opportunities. LEEP provides a way for child care professionals to demonstrate that they have
the competencies needed to advance from the Child Development Assistant level and be certified as a
Child Development Worker.
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‘I get embarrassed when people ask where | work and how much | make for my job.”

Open-ended survey response

Many survey respondents said that although the wage enhancement was helpful, it was inadequate and
needed to be higher. Some mentioned that they did not view the enhancement as reliable income
because it could be taken away too easily. Some participants mentioned that employers used the
enhancement as a way to pay their employees less, or that they advertised positions misleadingly with
the enhancement already applied. Some participants mentioned that the enhancement should be applied
more widely, and not be limited to direct contact hours worked only.

It was widely suggested that the enhancement should apply to ECEAs as well, though perhaps at a lower
rate per hour than ECEs receive. Participants who suggested this reasoned that ECEAs worked just as
hard as ECEs, and additionally that a wage enhancement would assist them in further education.

“‘ECE assistants do exactly the same work in every childcare centre as ECE’s and deserve
to be compensated with the Wage Enhancement.”

Open-ended survey response
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KPI 2B Summary

According to employers, benefit provision has remained stable with modest increases relative to 2019.
However, the proportion of employers that do not provide any benefits has decreased, down from

19-22 per cent in 2019 to 4-5 per cent in 2022, which is an improvement again over 2021. Stated
differently: more employers are offering benefits to their staff. More non-manager/supervisor respondents
at child care centres report receiving each type of benefit. More in before and after school care report
extended health care, dental coverage, and paid sick days.

Social Research and Demonstration Corporation 125



Table 37

Workforce survey

Evaluation of Early Care and Learning Recruitment and Retention Strategy

Evaluation Technical Report 2022

Employer survey

Benefits received by ECL professionals and provided by employers by program/role 2019-2022

Child care centre (including Before & after school or Employers with all Employers with some or all
multi-age child care) or recreational care program | programming requiring at | programming not requiring
preschool Non M/S Non M/S least one ECE at least one ECE
Core benefits 2019 2022 2019 2022 2019 2022 2019 2022
Extended Health Care 43% 53% 24% 26% 55% 59% 63% 65%
Dental coverage 43% 50% 24% 33% 54% 57% 61% 61%
Life insurance 25% 31% 16% 14% 41% 42% 50% 52%
Short-term Disability 15% 19% 10% 5% 25% 21% 27% 28%
Long-term Disability 13% 17% 10% 7% 29% 23% 30% 32%
Paid sick days 51% 1% 31% 44% 61% 86% 61% 89%
Paid parental leave N/A 20% N/A 9% N/A 16% N/A 15%
Vacation or other PTO N/A 63% N/A 42% N/A 79% N/A 78%
Retirement/Pension plan 21% 26% 14% 14% 22% 23% 27% 27%
:f::ﬁ:i:gﬁgﬂ;gaizzﬁz?v 4% 6% 2% 2% 4% 1% 9% 10%
Cash bonuses (other) N/A 5% N/A 0% N/A 23% N/A 25%
None of the above 25% 10% 33% 21% 22% 5% 19% 4%
| don’t know 13% 8% 25% 23% 1% 1% 1% 1%
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Employer survey

Table 37 (continued) Workforce survey

Child care centre (including Before & after school or Employers with all Employers with some or all
multi-age child care) or recreational care program programming requiring at | programming not requiring
preschool Non M/S Non M/S least one ECE at least one ECE

Additional benefits 2019 2022 2019 2022 2019 2022 2019 2022
Paid breaks 27% 26% 18% 12% 45% 43% 42% 40%
Paid overtime 40% 39% 20% 30% 49% 57% 61% 61%
Time in lieu for overtime 21% 21% 12% % 35% 33% 42% 31%
Pa|d. staff meetings that occur 50% 529 59% 49% 61% 65% 80% 76%
outside regular work hours
Financial assistance for 42% 42% 24% 40% 66% 65% 70% 74%
professional development
Financial aSS|stan(.:e. for courses 18% 209 249 30% 349 519 539 579
or ECE-related training
Paid release time for training 18% 23% 31% 26% 38% 41% 39% 42%
Reduced child care fees 20% 20% 14% 16% 39% 36% 61% 52%
Paid documentation time 12% 10% 10% % 28% 28% 35% 35%
Paid programming and prep time 23% 23% 31% 26% 49% 49% 70% 59%
None of the above 14% 1% 16% 12% 12% 3% 2% 1%
| don’t know 6% 5% 8% 9% 0% 1% 0% 0%

Note: “Employers with all programming ECE-certified” includes employers who exclusively operate one or more of the following programs: group care under 3, group care 2.5yrs—school
age, preschool, or multi-age programs. “Employers with some or all programming not requiring ECE” includes employers who operate one or more of the following programs: group care
school age, occasional care, or recreational care (2022). Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner operators),
managers and supervisors. These professionals may or may not have child care duties.
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Table 38 Benefits received by ECL professionals by auspice and union membership 2019-2022

Union Membership Business Type

Non-union member Union member Not-for-profit, school, other Private business
Core benefits 2019 2022 2019 2022 2019 2022 2019 2022
Extended Health Care 37% 57% 68% 79% 52% 73% 28% 46%
Dental coverage 36% 56% 75% 79% 55% 2% 24% 44%
Life insurance 22% 38% 44% 50% 33% 50% 14% 27%
Short-term Disability 13% 21% 31% 40% 22% 34% % 11%
Long-term Disability 12% 22% 29% 42% 21% 37% 5% 10%
Paid sick days 43% 75% 87% 91% 68% 90% 26% 61%
Paid parental leave N/A 19% N/A 45% N/A 33% N/A 10%
Vacation N/A 68% N/A 84% N/A 82% N/A 56%
Retirement/Pension plan 16% 27% 51% 62% 31% 50% 9% 9%
Flexible spending account/
Health spending account R 7% 4% 12% S Y% 2% 6%
Cash bonuses (other) N/A 10% N/A 4% N/A 9% N/A 8%
None of the above 32% 11% 4% 4% 12% 3% 47% 18%
| don’t know 12% 5% 7% 2% 13% 2% 1% 6%
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Business Type

Non-union member Union member Not-for-profit, school, other Private business

Additional benefits 2019 2022 2019 2022 2019 2022 2019 2022
Paid breaks 22% 27% 54% 58% 33% 38% 22% 23%
Paid overtime 34% 37% 58% 57% 44% 42% 31% 39%
Time in lieu for overtime 16% 28% 47% 43% 31% 41% 8% 15%
Paid staff tings that

i Sialmestings Mt Oceun 44% 55% 80% 72% 66% 66% 29% 45%
outside regular work hours
Financial assist f

nancial assistance for 38% 54% 55% 63% 52% 67% 27% 39%
professional development
Fi ial assist fi
0:”:2‘;1?:23 frr:i’r:n‘;r courses 16% 39% 26% 31% 23% 42% 13% 33%
Paid release time for training 17% 28% 33% 44% 28% 40% 10% 17%
Reduced child care fees 23% 28% 13% 11% 19% 21% 27% 32%
Paid documentation time 12% 17% 16% 18% 16% 21% 8% 11%
Paid programming and prep time 23% 31% 26% 29% 30% 37% 16% 22%
None of the above 17% 11% 3% 4% 4% 4% 26% 17%
| don’t know 6% 3% 2% 1% 5% 1% 6% 5%

Source: 2019 and 2022 SRDC workforce surveys.

Note: Auspice refers to the ownership of the ECL business.
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Table 39 Benefits received by ECL professionals by ECL qualification 2019-2022

Workforce survey

RA ECEA ECE 1 yr ECE 5 yr ECE+SN or +T EC:N;:’T‘““
Core benefits 2019 2022 | 2019 2022 | 2019 2022 | 2019 2022 | 2019 2022 | 2019 2022
Extended Health Care 28%  51% | 34%  53% | 35%  53% | 40%  56% | 55%  69% | 53%  73%
Dental coverage 26%  53% | 34%  52% | 3%  53% | 39%  54% | 56% 6% | 57%  712%
Life insurance 19%  38% | 23%  35% | 20%  24% | 23%  37% | 32%  45% | 34%  47%
Short-term Disability % 4% | 8% 1% | 15%  19% | 15%  21% | 19%  30% | 26% = 32%
Long-term Disability 8% 3% | 10%  19% | 10%  21% | 13%  24% | 18% 3% | 24%  32%
Paid sick days 33%  68% | 44%  68% | 49%  73% | 48%  75% | 56%  85% | 65%  85%
Paid parental leave NA 2% | NA 8% | NA  19% | NA  22% | NA  29% | NA  32%
Vacation NA  62% | NA  58% | NA  58% | NA  69% | NA  76% | NA  81%
Retirement/Pension plan 15%  29% | 18%  26% | 16%  26% | 19%  30% | 25%  39% | 29%  46%
E':;‘:ﬁ:i;g‘;zl‘:ggaizzzgrt’ 4% 6% | 6% 5% | 3% 4% | 3% 5% | 4% 8% | 6%  13%
Cash bonuses (other) NA 0% | NA 8% | NA 5% | NA % | NA 0% | NA 9%
None of the above 45% 17% 28% 1% 23% 1% 27% 1% 20% 6% 18% %
| don't know 1% 8% | 18%  13% | 19% 7% | 11% 5% | 10% 3% | 9% 2%
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Workforce survey

ECE + both

+ +
RA ECEA ECE 1 yr ECE 5 yr ECE+SN or +IT NaIT

Additional benefits 2019 2022 | 2019 2022 | 2019 2022 | 2019 2022 | 2019 2022 | 2019 2022
Paid breaks 2%  28% | 2% 2% | 27% 2% | 30%  29% | 31%  38% | 31%  39%
Paid overtime 17%  23% | 43% = 35% | 26%  36% | 38%  39% | 46%  44% | 48%  46%
Time in lieu for overtime 13% 3% | 17% @ 22% | 15%  22% | 18%  26% | 27% = 41% | 33%  39%
Paid staff meetings th

aid staif meetings that oceur 39%  45% | 53%  62% | 37%  48% | 46%  54% | 54%  60% | 64%  60%
outside regular work hours
Financial assistance for ECE-
re'T:tQZ'fraﬁZ ance for 19% 3% | 37%  39% | 31%  36% | 42%  36% | 53% 4% | 51%  40%
Financial assistance f
Olnsgi'zgzst':’;?nr:sz or courses 19%  54% | 28% = 41% | 14%  48% | 15%  52% | 21%  66% | 18%  59%
Paid release time for training 2%  33% | 14%  24% | 19%  28% | 19%  26% | 23%  36% | 23%  41%
Reduced child care fees 19% 2% | 28% 2% | 19%  16% | 23% = 25% | 27% 2% | 20%  24%
Paid documentation time 8% 19% 10% 15% 10% 17% 12% 13% 13% 22% 18% 17%
Paid programming and prep time 23% 29% 21% 26% 23% 27% 26% 29% 22% 33% 27% 27%
None of the above 28% 17% 12% 8% 15% 14% 12% 1% 11% 7% 8% 7%
| dor’t know 8% 5% 6% % | 10% 5% 6% 3% 2% 2% 5% 1%

Source: 2019 and 2022 SRDC workforce surveys.
Notes: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator Certificate), ECE 5 yr (Five-Year Early Childhood Educator
Certificate, ECE+IT or SN (an ECE 1 yr or 5 yr with either an Infant Toddler Educator certification or a Special Needs Educator certification), ECE+SN+IT (an ECE 1 yr or 5 yr with both a

Special Needs Educator certification AND an Infant Toddler Educator certification).
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Findings from qualitative data

Both employers and employees at case study sites considered workers’ benefits essential. All six case
study sites provided paid sick leave, paid vacation, extended medical care and training funds. There were
no dramatic changes in the benefits provided to employees since 2021. While centres provided mostly
the same types of benefits to their employees, there were differences in the extent and amount of
coverage. The most notable variation was in the amount of leave employees were entitled to. For
example, paid sick days ranged from over 30 paid sick days to just 5 (the statutory minimum). One case
study site provided employees with a health spending account rather than extended health benefits
through a health insurance provider. The unionized sites provided the most extensive benefits to their
employees.

Employers and employees stressed the importance of these benefits as they enabled those who were ill
to afford to stay home and get better. This was recognition of a physically demanding job which brought
professionals into close contact with young children who are frequently ill meaning those working in the
sector also get ill. Concerns about COVID and flu meant that managers and supervisors wanted
employees to remain at home until they were better and not to risk coming into the centres where they
might infect more staff and children. However, the situation was less clear-cut for ECL professionals
some of whom questioned whether they could afford to stay home or risk letting their colleagues and
children down, especially when other employees were off work at the same time.

Some of those working in the sector reflected on the impact of burnout and stress on their mental health.
They reported feeling that this issue merited more attention across the sector, even though it was not
widely discussed within centres. Resources and supports available to those in the field could be
inadequate as a result. Supervisors and managers felt that resources to support mental health and well-
being of those working in the sector were difficult to find and in this respect their situation was unlike that
of teachers and nurses.

‘Like taking care of people’s mental health is important also. It's not always everything
physical. We get injured and all of that, but mental health is something we don’t see.
| would always tell my team, ... it is always better to stay home. Take care of yourself ...
and come back refreshed.”

Not for profit Case Study Site

In 2022, five of the six case study sites provided some sort of retirement package, either a pension or an
RRSP with employer contributions. The remaining site was investigating employee retirement plans and
planned to implement one in the coming months. For most of the case study sites, pensions and
retirement plans were relatively new and, while they were appreciated by employees, those who were
getting close to retiring reported that the pensions would not provide them with adequate financial
supports when they did retire.

Social Research and Demonstration Corporation 132



Evaluation of Early Care and Learning
Recruitment and Retention Strategy

Evaluation Technical Report 2022

“‘So the RRSP started ... maybe five years ago now and that is awesome. And you have to
work for the company for five years to get that. But the only thing is: all the experienced
teachers who have been here for close to 20 years, it hasn't really helped us because
it was too close to our retirement.”

For profit Case Study Site

In survey open-ended responses, more than 50 respondents in both the workforce and employer surveys
mentioned a need for better benefits. Many specific mentions included a pension plan as well as
extended health coverage. Some participants highlighted that professionals in this field tend to be more
exposed to ilinesses but receive little or no paid sick time, although since January 2022 employers have
been required by law to offer at least five days to most employees. Some participants also mentioned that
they or their colleagues go to work when they are sick, both due to limited sick time as well as lack of
staff. Other participants also highlighted that the nature of their work caused physical strain, but they
received no or insufficient extended health benefits (for example, to cover physiotherapy or massage
therapy) to assist with this. Some participants suggested that early childhood educators should be
unionized.

‘I would also like to see a pension plan brought into our sector, as we leave after 50 years
with nothing.”

Open-ended survey response
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KPI 4 Summary

The number of active ECE and ECEA certifications has been increasing since 2018-19 with 2021-22
seeing 8,597 new certificates granted—a 54 per cent increase over 2018-19. There has been no
consistent change in survey-captured proportions of ECL professionals in the workforce possessing ECL-
related credentials in 2019 through 2022, however. Just 7 per cent of professionals in $10 a day sites and
8 per cent of ECL professionals in other child care centres did not hold credentials at the college level or
above.

The majority among professionals at ECE level (median qualification year 2010) and above (median
qualification year 2012) had received their instructions in person. But for ECEAs (median qualification
year 2020), the majority (56 per cent) had received training exclusively online, with another 11 per cent
trained via hybrid delivery. Typically, half of directors, but three quarters of managers and supervisors,
held an ECE certificate.

While invitations for professionals to apply to migrate to Canada for BC ECE and ECEA positions through
the provincial nomination program increased dramatically from 90 in 2021 to 749 in 2022, a declining
share of credentials held among 2022 survey respondents were from non-Canadian institutions. While
employers who reported having children with special needs were more likely to report a higher proportion
of staff with special needs certification, 45 per cent of employers with such children had no staff with SN
certification, up from 40 per cent in 2021.
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Table 40 Prevalence of staff with Early Childhood Education (ECE) certification/training [data from CCOF Provider profile]

201718 2018-19 2019-20 2020-21 2021-22 2022-23

ECE+ 10,674 10,411 10,483 10,545 11,479 12,493
Early Childhood Educator (ECE) 6,675 6,410 6,363 6,474 6,959 7,572

Infant Toddler Educator (IT) or Special Needs Educator (SN) 3,999 4,001 4,120 4,071 4,520 4,921
Non ECE 6,345 6,373 7,240 8,033 8,482 8,838
Early Childhood Educator Assistant (ECEA) 3,264 3,694 3,665

Responsible Adult 3,630 3,653 4,117

No Certification 1,139 1,135 1,056

Total staff reported 17,019 16,784 17,723 18,578 19,961 21,331

Source: British Columbia Ministry of Children and Family Development to 2021-22 and MECC 2022-23.
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Table 41 Early Childhood Educator (ECE) Certifications Fiscal Years 2014/15 to 2021/22

201415 201516  2016-17  2017-18  2018-19  2019-20  2020-21  2021-22

New ECE Five-Year certifications 1,422 1,361 1,462 1,767 1,707 1,677 1,599 2,675
New ECE One-Year certifications 812 678 742 738 914 956 1,103 1,440
New Special Needs or Infant/Toddler Educator certifications 808 792 752 931 1,008 1,216 1,185 1,798
New Infant/Toddler Educator certifications 459 470 606 642 768 774 1,130
New Special Needs Educator certifications 297 277 319 359 445 406 666
New ECE Assistant certifications 1,789 1,424 1,524 1,865 1,953 2,457 2,212 2,684
Total New Certificates Granted 4,831 4,255 4,480 5,301 5,582 6,306 6,099 8,597
Certifications renewed 2,168 1,862 2,452 2,912 2,807 2,988 1,862 4,316
Active Special Needs Educator certifications 3,544 3,841 4,155 4,579
Active Infant/Toddler Educator certifications 5,520 6,099 6,769 7,546
Total Active ECE+ certifications 9,064 9,940 10,924 12,125
Active ECE Assistant certifications 6,029 6,163 6,316 6,765 7,073 7,920 9,022 9,159
Percentage of Active certifications for ECEAs 28% 28% 27% 27% 27% 28% 30% 29%

Total Active ECEs (Five-Year and One-Year certifications) 15,402 16,085 16,806 18,157 19,298 20,049 21,502 22,972

Total Active ECE and ECEA certifications 21,431 22,248 23122 24,922 26,371 27,969 30,524 32,131

Source: Early Childhood Educator (ECE) Registry, Summary Report, as of March 31, 2022.
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Table 42 Postsecondary enrolment and completion rates in ECE programs at public and private BC institutions

Number of FTE enrolments in ECE in
B.C. Public PSE institutions
(fiscal year)

967 1,096 1,261 1,239

2017/ 2018/ 2019/ 2020/
2018 2019 2020 2021

Number of unique students completing final
practicums identified by the ECE Registry
(academic year)

655 720 540 845
2017/ 2018/ 2019/ 2020/
2018 2019 2020 2021

Source: Ministry of Post-Secondary Education and Future Skills.

Number of unique students commencing
enrollment in ECE programs in B.C.

(academic year)
660 825 805
2017/ 2018/ 2019/ 2020/
2018 2019 2020 2021

Number of enrolments in ECE in B.C. PTIB
certified Private Training Institutions
(academic year)

3,277
2,478
2017/ 2018/ 2019/ 2020/
2018 2019 2020 2021

Note: The data above presents PSE enrolment data as available. There is a lag between the accessibility of the data and the evaluation reports and, therefore, data for recent years are

unavailable. Fiscal or academic years with the highest numbers are presented with coloured bars.
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Table 43 Participants who completed Responsible Adult courses, by Health Authority

Region

2018 2019 2020 2021 2022
Fraser Health Authority Region 112 151 94 63 101
Interior Health Authority Region 86 154 96 45 62
Northern Health Authority Region 68 77 62 45 35
Vancouver Coastal Health Authority Region 271 225 159 215 260
Vancouver Island Health Authority Region 39 39 19 0 5
TOTAL 576 646 430 368 463

Source: Child Care Resource and Referral Centres compilation.
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Figure 24 Highest level of education in a program specific to early care and learning by program/role 2022

75%

69%

62% 64%

46%
39%
0 34%
30% 3%
8% 8% 7%
CCC or preschool - CCC or preschool - B&A or RCP - B&A or RCP - $10 a Day HCPs - HCPs - ECEs/ECEAs not
M/S Non-M/S M/S Non-M/S ChildCareBC ECE-certified not ECE-certified  working in child
Centres care
Below College level m College, CEGEP, or other m University Certificate, diploma
non-univerity above High School or degree or above

Source: 2022 SRDC workforce survey.

Note: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner operators), managers and supervisors. These professionals may
or may not have child care duties. Home Care providers (HCPs) includes Registered Licence not Required, Unregistered Licence not Required and in-child’s-own home providers, together
with Licensed Family Child Care. CCC child care centre. B&A before and after school programs. RCP recreational care programs.
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Highest level of education in a program specific to early care and learning by program/role—change since 2019

Figure 25
13.0
9.7
45 5.0 53
24 2.6
0.0 - 0.8
24 -3.6
51 58
-10.3
-12.3
-15.5
CCC or preschool - CCC or preschool - B&A or RCP - B&A or RCP - $10 a Day HCPs - HCPs - ECES/ECEASs not
M/S Non-M/S M/S Non-M/S ChildCareBC ECE-certified not ECE-certified working in child care
Centres
Below College level m College, CEGEP, or other m University Certificate, diploma
non-univerity above High School or degree or above

Source: 2019 and 2022 SRDC workforce surveys.
Note: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner operators), managers and supervisors. These professionals may

or may not have child care duties. Home Care providers (HCPs) includes Registered Licence not Required, Unregistered Licence not Required and in-child’s-own home providers, together
with Licensed Family Child Care. CCC child care centre. B&A before and after school programs. RCP recreational care programs.
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Table 44 Ratio of ECE-certified to non-ECE certified ECL professionals

Child care centre (including
multi-age child care) or

Before & after school or $10 a Day

T recreational care program ChildCareBC HCPs
Centres
Non M/S Non M/S
2019 7:1 4:1 2:5 1:5 5:1 1:1
2020 5:1 3:1 2:5 1:2 6:1 1:1
2021 6:1 5:1 2:5 1:2 5:1 1:1
2022 7:1 4:1 3:10 3:5 4:1 1:1

Source: 2019, 2020, 2021, and 2022 SRDC workforce surveys.
Note: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner operators),
managers and supervisors. These professionals may or may not have child care duties.
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Figure 26 Qualification and training by Centre-based program 2022
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m Child care centres (including multi-age m Before & after school and $10 a Day ChildCare BC
child care) or preschool recreational care programs sites and HCPs

Source: 2022 SRDC workforce survey.

Notes: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator Certificate), ECE 5 yr (Five-Year Early Childhood Educator
Certificate, ECE+IT or SN (an ECE 1 yr or 5 yr with either an Infant Toddler Educator certification or a Special Needs Educator certification), ECE+SN+IT (an ECE 1 yr or 5 yr with both a
Special Needs Educator certification AND an Infant Toddler Educator certification).
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Figure 27 Qualification and training by Centre-based program—change in percentage points since 2019
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child care) or preschool recreational care programs sites and HCPs

Source: 2019 and 2022 SRDC workforce surveys.

ECEIT &SP

Notes: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator Certificate), ECE 5 yr (Five-Year Early Childhood Educator
Certificate, ECE+IT or SN (an ECE 1 yr or 5 yr with either an Infant Toddler Educator certification or a Special Needs Educator certification), ECE+SN+IT (an ECE 1 yr or 5 yr with both a

Special Needs Educator certification AND an Infant Toddler Educator certification).
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Table 45 Percentage of respondents by place where training was obtained for their
ECL qualification 2022

Infant and Special
Toddler Needs

ECEA ECE 1year ECE5year

British Columbia 93.64% 94.32% 90.66% 89.13% 85.15%
(change since 2019 in percentage points +/-) 0.27 3.01 1.18 -0.15 -1.58
Alberta 2.54% 1.70% 2.04% 1.65% 2.55%
(change since 2019 in percentage points +/-) -0.99 -1.37 -0.79 -0.10 -0.13
Manitoba 0.85% 0.00% 0.37% 0.66% 0.93%
(change since 2019 in percentage points +/-) 0.54 0.00 -0.08 0.08 0.38
New Brunswick 0.00% 0.00% 0.00% 0.00% 0.00%
(change since 2019 in percentage points +/-) 0.00 0.00 0.00 0.00 0.00
Newfoundland and Labrador 0.00% 0.57% 0.00% 0.00% 0.00%
(change since 2019 in percentage points +/-) 0.00 0.57 -0.08 0.00 0.00
Northwest Territories 0.42% 0.00% 0.19% 0.00% 0.00%
(change since 2019 in percentage points +/-) 0.42 0.00 0.11 -0.05 0.01
Nova Scotia 0.00% 0.00% 0.00% 0.16% 0.23%
(change since 2019 in percentage points +/-) -0.26 0.00 -0.32 0.16 0.07
Ontario 0.00% 0.00% 0.00% 0.00% 0.00%
(change since 2019 in percentage points +/-) 0.00 0.00 0.00 0.00 0.00
Prince Edward Island 0.00% 0.00% 0.00% 0.00% 0.00%
(change since 2019 in percentage points +/-) 0.00 0.00 0.00 0.00 0.00
Quebec 0.00% 0.57% 0.46% 0.00% 0.46%
(change since 2019 in percentage points +/-) -0.26 0.28 0.00 -0.58 0.09
Saskatchewan 0.00% 0.00% 0.00% 0.00% 0.00%
(change since 2019 in percentage points +/-) 0.00 0.00 0.00 0.00 0.00
Yukon 0.00% 0.00% 0.00% 0.00% 0.00%
(change since 2019 in percentage points +/-) 0.00 0.00 -0.08 0.00 0.00
Outside of Canada 0.42% 1.70% 2.31% 247% 1.86%
(change since 2019 in percentage points +/-) -0.14 -0.28 -0.52 -0.64 -0.84

Source: 2019 and 2022 SRDC workforce surveys.

Notes: ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator Certificate), ECE 5 yr (Five-Year
Early Childhood Educator Certificate, Infant and Toddler (an ECE 1 yr or 5 yr with either an Infant Toddler Educator certification,
Special Needs (an ECE 1 yr or 5 yr with a Special Needs Educator certification.
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Table 46 Percentage of respondents by the training delivery mode for their ECL
qualification 2022

ECE 1 year ECE 5 year Iﬁ::;laenrd Special Needs
Online 56% 24% 16% 25% 19%
Hybrid 11% 1% 7% 8% 8%
In person 33% 65% 7% 67% 73%

Source: 2022 SRDC workforce survey.

Notes: ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator Certificate), ECE 5 yr (Five-Year
Early Childhood Educator Certificate, Infant and Toddler (an ECE 1 yr or 5 yr with either an Infant Toddler Educator certification,
Special Needs (an ECE 1 yr or 5 yr with a Special Needs Educator certification.

Table 47 Year of initial ECL qualification obtained

ECEA  ECE1year ECES year '"Tf:::ﬂae"rd Z'ﬁ:'
N 232 172 1065 597 423
Earliest initial certification year 1986 1971 1971 1965 1965
Median 2020 2010 2010 2012 2012
Latest initial certification year 2022 2022 2022 2022 2022
Mean certification year 2018 2009 2007 2009 2008
Standard deviation 5.3 years 12.4 years 11.1 years 10.4 years 10.8 years

Source: 2022 SRDC workforce survey.

Notes: ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator Certificate), ECE 5 yr (Five-Year
Early Childhood Educator Certificate, Infant and Toddler (an ECE 1 yr or 5 yr with either an Infant Toddler Educator certification,
Special Needs (an ECE 1 yr or 5 yr with a Special Needs Educator certification. The data above does not look at the highest
credential obtained, but the year at which respondents obtained their credentials.
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Figure 28 Certification or training by position of ECL professionals in organizations
that exclusively operate programs requiring ECE certification, 2022

47% 46%

41%

33%
29% 30%

Responsible Adult ECEA ECE only ECE + Specialty

Professionals = Supervisors ® Managers ® Directors

Source: 2022 SRDC employer survey. Includes employers who exclusively operate one or more of the following programs: group
care under 3, group care 2.5yrs—school age, preschool, or multi-age programs.

Note: Professional refers to “a person who has primary responsibility for a group of children. This person can be a Responsible
Adult, ECEA, or ECE.” Supervisor refers to “a person who has responsibility for a group of children and supervises child care
workers [professionals]. This person can be a Responsible Adult, ECEA, or ECE.” Manager refers to “a person with management
duties (which can include hiring, payroll, performance reviews, compliance with licensing requirements, etc.). This person has
administrative duties and may have child care duties.” A director refers to “a person who has management or administrative duties
only.”
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Figure 29 Certification or training by position of ECL professionals in organizations
that operate at least one program not requiring ECE certification, 2022

45%

37%

27% 27%

18% 18%

17%
11% 10%

Responsible Adult ECEA ECE only ECE + Specialty

Professionals = Supervisors ® Managers ® Directors

Source: 2022 SRDC employer survey. Includes employers who operate one or more of the following programs: group care school
age, occasional care, or recreational care.

Note: Professional refers to “a person who has primary responsibility for a group of children. This person can be a Responsible
Adult, ECEA, or ECE.” Supervisor refers to “a person who has responsibility for a group of children and supervises child care
workers [professionals]. This person can be a Responsible Adult, ECEA, or ECE.” Manager refers to “a person with management
duties (which can include hiring, payroll, performance reviews, compliance with licensing requirements, etc.). This person has
administrative duties and may have child care duties.” A director refers to “a person who has management or administrative duties
only.”
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Figure 30 Change in certification or training by position of professionals in
organizations that exclusively operate programs requiring ECE certification
since 2019, in percentage points

Responsible Adult ECEA ECE only ECE + Specialty
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Professionals Supervisors ~ ®Managers ~ ® Directors

Source: 2019 and 2022 SRDC employer surveys. Includes employers who exclusively operate one or more of the following
programs: group care under 3, group care 2.5yrs—school age, preschool, or multi-age programs.

Note: Professional refers to “a person who has primary responsibility for a group of children. This person can be a Responsible
Adult, ECEA, or ECE.” Supervisor refers to “a person who has responsibility for a group of children and supervises child care
workers [professionals]. This person can be a Responsible Adult, ECEA, or ECE.” Manager refers to “a person with management
duties (which can include hiring, payroll, performance reviews, compliance with licensing requirements, etc.). This person has
administrative duties and may have child care duties.” A director refers to “a person who has management or administrative duties
only.”
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Figure 31 Change in certification or training by position of professionals in
organizations that operate at least one program not requiring ECE
certification since 2019, in percentage points

Responsible Adult ECEA ECE only ECE + Specialty
16

14

Professionals Supervisors ~ ®Managers ~ mDirectors

Source: 2019 and 2022 SRDC employer surveys. Includes employers who operate one or more of the following programs: group
care school age, occasional care, or recreational care (2022).

Note: Professional refers to “a person who has primary responsibility for a group of children. This person can be a Responsible
Adult, ECEA, or ECE.” Supervisor refers to “a person who has responsibility for a group of children and supervises child care
workers [professionals]. This person can be a Responsible Adult, ECEA, or ECE.” Manager refers to “a person with management
duties (which can include hiring, payroll, performance reviews, compliance with licensing requirements, etc.). This person has
administrative duties and may have child care duties.” A director refers to “a person who has management or administrative duties
only.”
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Figure 32 Certification of professionals in licensed child care centres, preschools
before and after school programs, or recreational care programs by health
authority, 2019 to 2022
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Source: 2019, 2020, 2021, and 2022 SRDC employer surveys [FHA: Fraser Health Authority; IHA: Interior Health Authority; NHA:
Northern Health Authority; VCH: Vancouver Coastal Health; VIH: Vancouver Island Health].
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Figure 33 Proportion of senior staff in licensed child care centres, preschools before
and after school programs, or recreational care programs with ECE
certification by health authority 2022

. 81%
o 73% 72% _ 719, 76% 75% 73%

75%
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= Supervisor ® Manager ® Director

Source: 2022 SRDC employer survey.

Note: FHA: Fraser Health Authority; IHA: Interior Health Authority; NHA: Northern Health Authority; VCH: Vancouver Coastal
Health; VIH: Vancouver Island Health. Supervisor refers to “a person who has responsibility for a group of children and supervises
child care workers [professionals]. This person can be a Responsible Adult, ECEA, or ECE.” Manager refers to “a person with
management duties (which can include hiring, payroll, performance reviews, compliance with licensing requirements, etc.). This
person has administrative duties and may have child care duties.” A director refers to “a person who has management or
administrative duties only.”
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Figure 34 Change in proportion of senior staff in licensed child care centres,
preschools before and after school programs, or recreational care programs
with ECE certification by health authority (employer survey) since 2019

FHA IHA NHA VCH VIH

= Supervisor ™ Manager ® Director

Source: 2019 and 2022 SRDC employer surveys.

Note: FHA: Fraser Health Authority; IHA: Interior Health Authority; NHA: Northern Health Authority; VCH: Vancouver Coastal
Health; VIH: Vancouver Island Health. Supervisor refers to “a person who has responsibility for a group of children and supervises
child care workers [professionals]. This person can be a Responsible Adult, ECEA, or ECE.” Manager refers to “a person with
management duties (which can include hiring, payroll, performance reviews, compliance with licensing requirements, etc.). This
person has administrative duties and may have child care duties.” A director refers to “a person who has management or
administrative duties only.”
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Table 48 Proportion of workforce survey respondents reporting different children’s
backgrounds and needs 2022

Child care centre Before & after

(including multi- school and

age child care) or recreational care $10 a Day

preschool programs ChildCareBC sites

Identified special needs 60% 62% 68%
Neither English nor French spoken at 40% 19% 40%
home
New immigrants or refugees 28% 23% 33%
Ind?gencl)us (First Nations, Métis, or 30% 289% 459%
Inuit) children
None of the above 14% 15% 13%
[ don’t know 4% 9% 5%

Source: 2022 SRDC workforce survey.
Note: Proportion includes individuals who reported working with at least one child who falls in each category.
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Table 49 Proportion of centre-based ECL with all programs requiring ECE reporting

children’s backgrounds and needs 2019-2022

2019
Identified special needs 50%
Neither English nor French spoken at home 39%
New immigrants or refugees 33%
Indigenous, First Nations, Métis, or Inuit children 33%
None of the above 25%

2020
57%
43%
31%
33%

20%

2021
62%
44%
36%
37%

15%

2022
62%
50%
41%
42%

14%

Source: 2019, 2020, 2021, and 2022 SRDC employer surveys. Includes employers who exclusively operate one or more of the

following programs: group care under 3, group care 2.5yrs—school age, preschool, or multi-age programs.

Note: Proportion includes employers who reported having at least one child in their program who falls in each category.

Table 50 Proportion of centre-based ECL with some or all programs not requiring
ECE reporting children’s backgrounds and needs 2019-2022

2019
Identified special needs 76%
Neither English nor French spoken at home 44%
New immigrants or refugees 43%
Indigenous, First Nations, Métis, or Inuit children 54%
None of the above 8%

2020
76%
46%
39%
52%

9%

2021
7%
39%
38%
43%

9%

2022
84%
46%
51%
56%

6%

Source: 2019, 2020, 2021, and 2022 SRDC employer surveys. Includes employers who operate one or more of the following

programs: group care school age, occasional care, or recreational care (2022).
Note: Proportion includes employers who reported having at least one child in their program who falls in each category.
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Table 51 Percentage of organizations that exclusively operate programs requiring
ECE by children’s languages spoken at home and staff language skills, other
than English, 2019 to 2022

Staff’s ability to speak the language

Children’s languages spoken of the children in centres where
at home (other than English) children speak language at home
Language 2019 2022 2019 2022
Mandarin 32% 48% 57% 54%
Cantonese 31% 38% 50% 53%
French 35% 31% 47% 39%
Spanish 25% 40% 35% 33%
Punjabi 23% 33% 30% 38%
Farsi 17% 22% 42% 38%
An Indigenous language*® 10% 4% - -
Korean 3% 5% 53% 48%
Russian 15% 5% Small sample sizes (s.s.s.)
Japanese 21% 4% 24% 35%

Source: 2019 and 2022 SRDC employer surveys. Includes employers who exclusively operate one or more of the following
programs: group care under 3, group care 2.5yrs—school age, preschool, or multi-age programs.

*Note: The proportion of centres with staff who speak the same Indigenous language as children could not be assessed in 2019.
This information was collected in 2022 but no single Indigenous language reached the threshold for reporting (5%) and so the data
was suppressed. The numbers in the two left columns represent the proportion of centres with at least one child who speaks any
Indigenous language.
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Table 52 Percentage of organizations that operate at least one program that does not
require ECE by children’s languages spoken at home and staff language
skills, other than English, 2019 to 2022

Staff’s ability to speak the language of

Children’s languages spoken the children in centres where children
at home (other than English) speak language at home
Language 2019 2022 2019 2022
Mandarin 45% 48% 41% 54%
Cantonese 40% 38% 40% 53%
French 51% 31% 62% 39%
Spanish 35% 40% 55% 33%
Punjabi 32% 33% 44% 38%
Farsi 23% 22% 51% 38%
An Indigenous language* 22% 4% - -
Korean 2% 5% 20% 48%
Russian 26% 5% Small sample sizes (s.s.s.)
Japanese 33% 4% 26% 35%

Source: 2019 and 2022 SRDC employer surveys. Includes employers who operate one or more of the following programs: group
care school age, occasional care, or recreational care (2022).

*Note: The proportion of centres with staff who speak the same Indigenous language as children could not be assessed in 2019 and
2020. This information was collected in 2022 but no single Indigenous language reached the threshold for reporting (5%) and so the
data was suppressed. The numbers in the two left columns represent the proportion of centres with at least one child who speaks
any Indigenous language.
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Figure 35 Monthly job postings for Early Childhood Educators and Assistants in BC
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Source: Labour Market Information Council Canadian Job Trends Dashboard.

Figure 36 Monthly job postings for Home Child Care Providers in BC
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Source: Labour Market Information Council Canadian Job Trends Dashboard.
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Figure 37 BC Provincial Nomination Program-Invitations to Apply for Early Childhood
Educators and Assistants

2021 2022
90 749

| _

1% 8%

m ECEs and ECEAs m ECEs and ECEAs

Total Skills Immigration Stream PNP Nominations Total Skills Immigration Stream PNP Nominations

Source: BC Provincial Nominee Program.

Notes: The figure above captures the total annual PNP invitations for 2021 and 2022. In red are the targeted weekly invitations that
nominate ECEs and ECEAs through the new PNP priority recruitment strategy for child care workers that was introduced in

March 2022. This number should be considered as the minimum number of invitations involving ECEs and ECEAs, as these
professionals could have been invited outside of the priority program at any time between January and December 2022. Data are
not reported to identify the specific credential held. When a weekly draw is for less than five invitations, the number is reported as
“<5.” The figure above assumes 2.5 invitations in those weeks.
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Findings from qualitative data

Consistent with previous years, interviews at case study sites heard about the ongoing “crisis” in
recruitment of ECE certified professionals. Managers at all case study sites reported that hiring ECE
professionals was very challenging given a shortage of individuals with ECE certification. When recruiting
new ECEs, centre managers wanted to hire professionals who they believed had the necessary skills and
who would be a good fit with their existing teams. Despite this goal, managers reported that on occasion
they had to settle for hiring ‘a certificate’ (For profit Case Study Site) because they needed an ECE-
certified individual for their program to continue to be able to operate in ratio. Applying to licensing for
variances to allow non-ECE staff to occupy positions did not resolve such situations as they did not have
access to sufficient ECL professionals to fill vacant positions and being granted more time did not solve
the problem caused by a shortage suitability qualified staff. Some centres had decided not to open new
locations and/or to close some programming due to this inability to source qualified professionals.

Strategies reportedly used to recruit staff were similar to those in previous years. They typically involved
one or more activities, including advertising locally on their own website or on job bank websites, relying
on word of mouth and recruiting practicum students. The use of recruitment agencies appears to have
decreased given agencies also struggle to find ECE certified professionals. When managers identified a
suitable candidate, they had to make an offer quickly or risk the individual accepting an offer from a
different centre.

“Why we have not opened another centre is because we don’t have the staff and [employer]
has such a high standard. We’re not going to just put a body in there ... like you can pump out
people with these online certificates and stuff like that, that are just looking for a job. But if you

want to find somebody who'’s into education, like sees the value in three- to five-year-olds...
That’s a different person... Even though we have a lot of centres, they don’t open as many as

they could until they have the right people first.”

For profit Case Study Site

Furthermore, managers reported the increasing difficulty they were facing hiring ECE certified
professionals with the additional Infant Toddler and or Special Needs specialization. They speculated
fewer ECE professionals were taking this additional training partly because the costs and investment of
time would not be reflected in higher salaries.

Across all case study sites, there was concern that fee reduction and the extension of $10-a-day
programs would further increase the demand for child care space, meaning demand for certifications
would outstrip supply. Managers reported parents switching from preschool programs to child care
because the fee reductions made child care a less expensive option. While managers wanted to
accommodate parental preferences, converting preschool programs to child care spaces was not
necessarily a straightforward process given licensing requirements around the ratio of ECEs to children.
The case study sites which provided preschool programming highlighted how their conversions away
from this type of program would reduce parental choice.
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All six case study sites held to a philosophical approach of being inclusive of all children including those
with additional needs. Many of the sites had built a reputation for accepting children that other ECL
providers had been unable to support. However, all six sites in 2022 reported challenges adhering to their
inclusive policies.

Nearly 60 open-ended survey responses spanning both the workforce and employer surveys mentioned
issues with access to or the quality of ECL education. Both the high cost and high time commitment of
further education were widely mentioned by survey participants as barriers to pursuing education.

Some participants highlighted barriers to completing unpaid practicum requirements in particular, where
time must be taken off work to complete this requirement with no financial compensation. Additionally,
practicum requirements were cited as contributing to staffing issues, in that it was difficult to find
replacements to cover staff who were completing their practicums at another location. Finally, some
participants mentioned that supporting students in completing their practicums was sometimes too much
extra work and time for the employer and that they were not adequately supported by the college for this
burden.

Some participants felt that ECE programs did not adequately prepare students for the profession,
referring to unprepared newly graduated employees who had not spent enough time in the field. Some
participants highlighted concerns with online learning, suggesting it was less effective and yielded poorer
acquisition of necessary skills and knowledge than in-person programs. Respondents in both the
workforce and employer surveys mentioned that care quality was being negatively impacted by the lack
of qualified staff. A few participants mentioned a specific lack of support for children with special needs.

Finally, some employers cited extensive administration work as a barrier to securing qualified staff, such
as long wait times for ECE registration or renewal.

Nearly 100 respondents in both the workforce and employer surveys also mentioned lack of staff in their
open-ended responses. Many participants expressed concern over what they saw as a severe staffing
shortage in the ECL sector. More than 30 mentioned issues with recruitment. Many participants described
the difficulty in hiring qualified staff.

‘I feel that ECEs are being left behind and the government is just making more spots for
children but don’t have the staff to fill the programs.”

Open-ended survey response

Many participants expressed frustration at the $10 a day ChildCareBC program and government
promises of more ECE spaces for children, when in their view there were too few staff to support these
new spaces. Some participants cited a need for more infant and toddler specialists in particular, and
some suggested there was a need for more incentives to encourage ECEs to get their IT certification.
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KPI1'5 Summary

The career interest module of the public opinion survey was completed by young adults (age 13-24) as
well as by adults age 25+ who are considering making a career change. Overall, 29 per cent of those
under 18 years would be interested in a career in child care compared to 39 per cent of those aged 18-24
and 42 per cent of those aged 25+ who are considering a career change. Across all age groups, female
respondents were only slightly more likely than male respondents to be interested in a career in child care
(37 per cent compared to 33 per cent), though respondents with children were more likely to be interested
compared to those without children (48 compared to 32 per cent).

Although we observed more variability across age groups this year compared to last year, it remains clear
that the 25+ year old age group is most amenable to careers in child care, particularly if working
conditions such as extended health benefits and flexible work hours/days are present. Despite these
increases since 2019, the majority of those making decisions with respect to their careers do not show an
interest in working with children, despite generally indicating that it would be a rewarding career.

When asked how their personal interest in child care work had changed since 2019, the majority of
respondents in each age group indicated that their personal interest had not changed. However,
compared to the 2019 sample of respondents, there is higher interest in child care work in 2023,
especially among older adults. Changes in working conditions of child care professionals were more likely
to contribute to increased interest in child care work compared to decreased interest in child care work.

When asked the minimum wage required to consider a career in child care, the model response was
$25-27 per hour. Approximately 14 per cent of respondents indicated that they would never consider a
career in child care.
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Figure 38 Opinions on child care as a career by age group and percentage point

change since 2019

m 2019 Agree or Strongly Agree m 2023 Agree or Strongly Agree
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43% (-11)
45% (7) 46% (16)
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Years Years Years

In my career, | would like to
work with children

Source: 2019 and 2023 Public Opinion Surveys.
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| believe working in child
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Table 53 Career opinion responses by age group and change in percentage points since 2019
2019 2023 Change Since 2019
Age Group Disagree Not Sure Agree Disagree Not Sure  Agree Disagree  NotSure  Agree
Under 18 33% 34% 34% 32% 34% 34% 0.2 0.2 0.0
In my career, | would like to 18-24 36% 28% 36% 28% 29% 43% -8.5 1.1 7.5
work with children 25+ 1% 29% 30% 31% 26% 43% 104 34 13.8
Total 37% 30% 33% 30% 29% 41% -7.0 -0.7 7.6
Under 18 46% 20% 34% 33% 28% 39% -13.1 8.5 4.6
I knew working in child care  18.24 44% 18% 39% 32% 23% 45% 122 585 6.7
was a possibility before this
survey 25+ 54% 16% 30% 30% 24% 46% -24.3 8.6 15.7
Total 48% 18% 35% 31% 25% 44% -16.2 7.1 9.1
Under 18 23% 24% 53% 23% 34% 43% 0.3 -10.9
| believe working in child 18-24 15% 22% 63% 15% 24% 62% -0.7 1.7 -0.9
care would be a rewarding
career 25+ 22% 22% 56% 14% 19% 67% 8.1 2.7 -
Total 19% 22% 59% 16% 25% 59% 2.9 24 04
Source: 2019 and 2023 Public Opinion Surveys.
Note: Strongly Disagree and Disagree were collapsed into a single category for reporting, as were Strongly Agree and Agree.
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Figure 39 Interest in working in child care by age group and percentage point change
since 2019 [Source: Public Opinion Survey]
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Career interest module by age group and change in percentage points since 2019

Age Group Disagree  Not Sure Agree Disagree  Not Sure Agree Disagree  Not Sure Agree
Under 18 49% 27% 24% 40% 32% 29% 9.1 4.6 4.6
I would be interested in  18.24 47% 27% 27% 36% 25% 39% -10.6 1.9
working in child care as
a career... 25+ 54% 24% 22% 36% 21% 42% -17.5 -3.0
Total 49% 26% 25% 37% 25% 38% -12.4 -0.8
Under 18 36% 18% 47% 24% 29% 46% -11.1
tralning was accessible 5z, 38% 17% 45% 25% 18% 57% 13.0
Total 34% 20% 45% 22% 24% 54% -11.8 3.1 8.9
Under 18 32% 18% 50% 23% 25% 52% -8.6 7.0 1.7
__if this career offered 18-24 26% 21% 54% 18% 22% 60% -8.4 1.8 6.6
flexible work hours/days )5, 34% 16% 51% 22% 13% 65% 115 23 14.0
Total 30% 19% 52% 20% 20% 60% 9.3 1.6 7.8
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Age Group Disagree  Not Sure Agree Disagree  Not Sure Agree Disagree  Not Sure Agree

Under 18 33% 18% 49% 22% 3% 47% 114
it this career offered a 1824 27% 25% 48% 16% 25% 59% 10.7
pension plan 25+ 35% 15% 50% 23% 18% 59% 126
Total 3% 20% 49% 20% 24% 56% 115
Under 18 30% 15% 55% 22% 25% 53% 8.1
it this career offered 1824 26% 20% 55% 16% 21% 63% 9.8
extended health benefits -, 34% 13% 53% 22% 15% 63% 1.7
Total 29% 16% 54% 20% 20% 60% 9.8
Under 18 35% 16% 49% 25% 25% 50% 10.3
it this career offered 1824 28% 24% 48% 17% 21% 62% 115
sick pay 25+ 34% 19% 46% 24% 16% 61% 0.7
Total 32% 20% 48% 21% 20% 59% 10.9
Under 18 32% 22% 46% 23% 33% 44% 84
.. if this career offered 1824 27% 29% 44% 18% 27% 55% -8.9
professional
development 25+ 34% 20% 46% 22% 22% 55% 118
Total 30% 24% 45% 21% 27% 52% 96
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Age Group Disagree  Not Sure Agree Disagree  Not Sure Agree Disagree  Not Sure Agree

Under 18 37% 13% 50% 27% 25% 48% 9.8
... if the cost of training 18-24 29% 23% 48% 18% 21% 61% 113
was affordable 25+ 37% 17% 46% 22% 22% 56% 5.7
Total 34% 19% 48% 21% 22% 57% -12.2
Under 18 34% 24% 42% 27% 35% 38% 72
... if there were quality 18-24 26% 26% 47% 17% 23% 61% 9.4
child care spaces for all
who wanted one 25+ 39% 22% 39% 24% 23% 54% -154
Total 32% 24% 43% 22% 26% 53% -10.6

Source: 2019 and 2023 Public Opinion Surveys.
Note: Strongly Disagree and Disagree were collapsed into a single category for reporting, as were Strongly Agree and Agree.
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Figure 40 Ratings of 2023 interest in working in child care compared to personal
assessment of interest four years ago, among career interest module sample

m Much lower = A bit lower The same A bit higher Much higher

Under 18 Years [B¥A /A% 61% 17%

18-24 Years Y 15% 50% 22%

25+ Years K/ IG1 60% 20%

Source: 2023 Public Opinion Survey.
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Table 55 Minimum wage required to consider a career in child care among career

interest module sample, 2023

_ Expanded response options Original response options

n % n %
Minimum wage 15 3% 19 4%
$16-$18 29 6% 17 3%
$19-$21 58 11% 50 10%
$22-$24 78 15% 86 17%
$25-$27 90 17% 109 21%
$28-$30 87 17% 79 15%
$31-$33 41 8% 33 6%
$34+ 60 1% 51 10%

$34-$39 25 5% - -

$40-$45 15 3% - -

$46-§51 5 1% - -

$52+ 15 3% - -
[ would never consider a 65 12% 77 15%

career in child care

Source: 2023 Public Opinion Survey.

Note: In the 2023 version of the public opinion survey, we tested whether the number and range of response options available to

respondents influenced the pattern of responses. Half of respondents (n=524) were provided with 12 expanded response options,

shown here on the left, in which the maximum value was $52 per hour or more. The other half (n=520) saw the 8 original response

options on the right, in which the maximum value was $34 per hour or more. Results show that the number and range of response

options has no effect on the minimum wage needed to consider a career in child care; across both groups, the modal response

option is $25-27 per hour. However, the next most common option is one higher for the expanded options ($28-30 per hour) and the

option immediately lower for the original response options ($22-24 per hour). Thus, it is possible there is a slight skewing effect that

does not meaningfully impact the results. Based on this analysis, we will return to the original response options in future surveys.
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Findings from open-ended survey responses

Thematic analysis of open-ended responses from the public opinion survey was conducted on

three questions related to interest in child care work: why respondents would not be interested (n=381),
why respondents would be interested (new question in 2023, n=404), and for those who experienced
either a positive or negative change in interest in child care work since 2019, what caused this change
(n=470).

The themes for this analysis were generated in previous years and approximately corresponded to
intrinsic and extrinsic factors. Intrinsic factors are largely seen as having a personal or internal locus of
control. An example of someone who identified intrinsic motivations for being interested in a career in
child care is someone who feels they are good with children and would enjoy the work. An example of an
extrinsic motivation for being interested in a career in child care is someone who feels the job offers good
working conditions like being low-stress and well-paid.

Respondents who identify stable, internal motivations for not being interested in a career in child care are
unlikely to be swayed by strategies and tactics designed to increase recruitment to child care. Those who
identify extrinsic factors, on the other hand, are more likely to be interested in working in child care if
working conditions are improved. Thus, extrinsic factors are most relevant to the ECL R&R Strategy.

Reasons for lack of interest in child care work

Respondents to the career interest module of the public opinion survey were asked why, in their own
words, they would not be interested in a career in child care. Responses overwhelmingly clustered in
intrinsic, or personal, factors, which highlight the lack of alignhment with the respondents’ personality or
interests. The most common reason was simply a preference for another type of work, such as already
being in another career or pursuing training for another field. Relatedly, another common reason was a
lack of interest in working with children. Many of the respondents in this theme claimed to not like
children, while others identified that they did not have the skills, such as patience and energy, that are
required for working with children:

‘I personally don't think I'm good with kids, especially with very young children.
I'll rather leave the job to people who know how to properly take care of kids.”

Public opinion survey open-ended response

Extrinsic factors also highlighted the skilled nature of child care work, which, compared to intrinsic
factors, focused on the demands of the job rather than a personal misalignment. The work being difficult,
“too much”, as well as mentally or physically demanding were common responses.
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“It can be quite difficult to care for children, having to deal with parents, and
working in child care sounds stressful.”

Public opinion survey open-ended response

In addition to the stress of the job, low pay or benefits was a common extrinsic factor. Especially
prevalent this year was reference to inflation and the rising costs of living, as well as an
acknowledgement of the low pay given the skills required to work in child care.

“You are paid poorly for a really hard job. Many parents don’t value child care workers enough
and treat them poorly. Kids are difficult to deal with 1 on 1, 15 of them is worse.
You get paid an unliveable salary.”

Public opinion survey open-ended response

‘I love children and preschool age is my speciality. | would have gone the ECE route if the pay
and benefits were greater but they're not a livable wage, so | am a teacher instead.”

Public opinion survey open-ended response

Reasons for interest in child care work

A new question in the 2023 public opinion survey, respondents of the career interest module who
indicated an interest in working in child care were asked to explain their reasons in their own words.
Again, intrinsic factors dominated the responses, with the vast majority of comments relating to the
perceived enjoyment of a career in child care. Respondents highlighted that they love children or
working with children and that they would find the field rewarding to work in.

Perceived enjoyment from child care work described a variety of experiences, such as it being a happy
environment to work in, building meaningful connections with children, and helping contribute to society.

‘I think it would be enjoyable, as I love playing with kids, and rewarding since you're playing an
important part in their development stage, as well as helping working parents who depend on
someone reliable to watch over their children.”

Public opinion survey open-ended response

The desire to having a meaningful career was a prevalent notion that highlights both intrinsic and
extrinsic motivations. The theme of the importance to society was the most prevalent extrinsic factor
associated with interest in a career child care. Respondents who cited this reason described making a
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difference in the lives of children and generally investing in the future, as well as supporting others to
work. Some respondents also referenced the highly respected nature of the work, contrasting with those
who were not interested in child care because the work is undervalued:

“I think it has benefits and you are a hero when in the field”
Public opinion survey open-ended response

In general, extrinsic factors were more prevalent among those interested in a career in child care
compared to those who are not interested in child care work, highlighting an area of opportunity for ECL
R&R Strategy tactics to continue attracting new talent to the field. Other extrinsic factors included the
nature of the work, for example being an interactive, low-stress, or fun job. A small minority of
respondents noted that child care work is perceived as being well compensated, and is a sustainable
career that will always be in demand. Some also felt the career would fit well with their schedule and/or
allow them to respond to their personal needs, such as being able to stay home when sick or needing to
take care of a sick family member.

“I think the work hours would be similar to my kids school schedule and | would still be able to
spend evenings with them after work.”

Public opinion survey open-ended response

Change in interest in child care work

Repeated public opinion surveys in 2019, 2022, and 2023 help us assess change over time at the
population level, but do not allow us to track individuals over time. By asking about personal changes in
interest since 2019, we can better understand the factors that contribute to increased or decreased
interest in a career in child care within an individual.

As shown in Figure 40 above, most respondents’ interest in child care work has not changed since 2019;
however, of those who have experienced a change, more have experienced an increase compared to a
decrease in interest. Overall, the change in perception of child care as a career choice was more likely to
be cited as a reason for increasing interest (i.e., it is a positive career choice) than as a reason for a
decreasing interest (i.e., it is a negative career choice).

Specifically, the importance of child care to society was a common reason for increased interest in a
career in child care. Respondents identified this as a motivating factor both because of the desire to
contribute/help others and because it means the job is in demand.
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“The pay and realizing how important being a child care [worker] is not only important for
yourself as a career but for the children you help in the long term.”

Public opinion survey open-ended response

These types of ‘realizations’ stemmed from respondents maturing, gaining more information, generally
thinking more about their careers, and from their own personal experiences or the experiences of others.
Other common extrinsic factors that have lead to increased interest in child care work include increasing
wages and henefits as well as the emphasis on ample job opportunities.

‘I changed my interest in child care because | found out you can get sick pay which has
advantage to some other jobs in my opinion.”

Public opinion survey open-ended response

Additionally, the increased perceived respect and recognition of the importance of child care
professionals contributed to some respondents being more interested in a career now compared to
four years ago:

“Now, child care workers are highly valuable in the society as compared to past.”
Public opinion survey open-ended response

On the other hand, those whose interest in child care work decreased over the past four years highlighted
negative aspects of the job that have either changed or become more well-known among the general
public. The demands of the job and the low pay/benefits were common extrinsic factors.

‘BECAUSE they need more benefits and increase in their pay.”
Public opinion survey open-ended response

Responses often encompassed multiple overlapping factors, highlighting the complex situation and need
for a systemic approach to child care.

“‘Lack of support, resources, and compensation for working in child care has become more
pronounced over the years and the government has made it clear that’s not a priority for them.”

Public opinion survey open-ended response

Perhaps unsurprisingly, public health and the COVID-19 pandemic was identified as a reason for change
in interest, both positive and negative, more so than a motivation for generally being interested or notin a
career in child care. However, this was not a major factor among those whose interest in child care work

changed since 2019.
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KPI 6 Summary

Self-assessed skills mostly dropped from 2019 to 2022, especially for ECEs. RAs were the only group to
rate their skills above average or excellent more often in 2022 across the full range of skills. In 2022,

76 per cent of ECEAs felt themselves skilled at making the environment inclusive for children with special
needs, up from 67 per cent in 2019. However, this skill along with demonstrating cultural sensitivity were
the two lowest-rated skills overall as in earlier years. ECEs were increasingly likely to rate themselves low
on demonstrating cultural sensitivity in 2022 compared to 2019. PD was sought out by members of the
ECL workforce for many low-assessed skills, and there was an across-the-board increase in completion
of training in relation to Indigenous children and in relation to trauma-informed practice.
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Table 56 Self-assessment of core skills by ECL qualification 2022

ECE 1 year ECE 5 year ECE+SN or IT ECE+both SN&IT

Demonstrating cultural sensitivity** 39% 28% 32% 44% 30% 29% 35% 30% 39% 27% 40% 31%

Respecting diversity in their daily
i ) 40% 41% 36% 50% 38% 44% 38% 39% 40% 38% 42% 40%
interactions

Building caring relationships with
) o 25% 1% 28% 69% 28% 63% 27% 67% 31% 64% 27% 68%
the children in their care

Communicate effectively with
hild 38% 54% 38% 55% 27% 62% 30% 60% 35% 58% 31% 62%
children

Communicating effectively with
) - 34% 53% 21% 51% 32% 44% 33% 48% 40% 43% 35% 49%
children’s families

Taking children’s stage of
development into account when 42% 49% 31% 49% 37% 47% 33% 52% 38% 51% 35% 56%
planning activities**

Making the environment inclusive

) ) ) 29% 29% 31% 45% 30% 31% 32% 35% 34% 36% 38% 45%
for children with special needs***

Source: 2022 SRDC workforce survey.

Note: Statistical significance is denoted by asterisks: *** p <0.01, ** p <0.05, * p <0.10. This is a chi-square test. In this statistical comparison of the experience of different groups,

the p-value describes how likely the observed result is if the true situation is no difference between the groups. The smaller the p-value, the greater the confidence in rejecting no difference
between the groups (i.e., the more significant the result is statistically). RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator
Certificate), ECE 5 yr (Five-Year Early Childhood Educator Certificate, ECE+IT or SN (an ECE 1 yr or 5 yr with either an Infant Toddler Educator certification or a Special Needs Educator
certification), ECE+SN+IT (an ECE 1 yr or 5 yr with both a Special Needs Educator certification AND an Infant Toddler Educator certification.
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Table 57 Self-assessment of core skills by ECL qualification: change in proportion indicating Above Average or Excellent
skills since 2019

ECE + both

ECEA ECE 1 year ECE5year |« ECE+SNorlT

Demonstrating cultural sensitivity -16% -13%

Respecting diversity in their daily interactions 3% 5% -3%
Building caring relationships with the children in their care 2% 3% -5% -1% -1% 0%
Communicate effectively with children 0% 0% -3% -4% -4% 2%
Communicating effectively with children’s families 0% 6% 6% 1% 6%
Taking children’s stage of development into account when

g enicren s siage of cevelopment info aceotm W 3% 7% 7% 5% 3% 3%
planning activities
Making the environment inclusive for children with special 59 2% 4% 5% 20,

needs

Source: 2019 and 2022 SRDC workforce surveys.

Note: Statistical significance is denoted by asterisks: *** p <0.01, ** p <0.05, * p <0.10. This is a chi-square test. In this statistical comparison of the experience of different groups,

the p-value describes how likely the observed result is if the true situation is no difference between the groups. The smaller the p-value, the greater the confidence in rejecting no difference
between the groups (i.e., the more significant the result is statistically). RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator
Certificate), ECE 5 yr (Five-Year Early Childhood Educator Certificate, ECE+IT or SN (an ECE 1 yr or 5 yr with either an Infant Toddler Educator certification or a Special Needs Educator
certification), ECE+SN+IT (an ECE 1 yr or 5 yr with both a Special Needs Educator certification AND an Infant Toddler Educator certification.
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Figure 41 PD activities associated with cultural sensitivity and special needs
completed in the past 12 months as a proportion of those taking any PD
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Source: 2022 SRDC workforce survey.

Notes: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator
Certificate), ECE 5 yr (Five-Year Early Childhood Educator Certificate, ECE+IT or SN (an ECE 1 yr or 5 yr with either an Infant
Toddler Educator certification or a Special Needs Educator certification), ECE+SN+IT (an ECE 1 yr or 5 yr with both a Special
Needs Educator certification AND an Infant Toddler Educator certification.
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Figure 42 PD activities associated with cultural sensitivity and special needs
completed in the past 12 months as a proportion of those taking any PD:
change in percentage points since 2019
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Source: 2019 and 2022 SRDC workforce survey.

Note: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner operators),
managers and supervisors. These professionals may or may not have child care duties. Home Care providers (HCPs) includes
Registered Licence not Required, Unregistered Licence not Required and in-child’s-own home providers, together with Licensed
Family Child Care.
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KPI7 Summary

Programs without a requirement for ECEs on staff were consistently slightly more likely to engage in
activities to promote staff advancement than those with an ECE requirement and increasingly so since
2019. The proportion of the workforce believing that there were opportunities for career growth and
development within the ECL sector remained at 2019 levels, which were also similar to 2021 levels.
Employers reported providing career development supports of various types considerably more than they
did in 2019. Only nine per cent applied for the workforce development bursary on behalf of their staff. The
top reasons they gave for not doing so were because no staff had applied (48 per cent of employers) and
employers were not aware (39 per cent).
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Figure 43 Agreement with the statement “There are a variety of opportunities for
career growth and development within the early care and learning sector in
BC” by ECL qualification 2022

ECE5yr | 10% 31%
ECE+SNor IT 9% 32%
ez | 1o R

Strongly disagree m Disagree m Agree m Strongly agree

Source: 2022 SRDC workforce survey.

Note: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator
Certificate), ECE 5 yr (Five-Year Early Childhood Educator Certificate, ECE+SN/IT (an ECE 1 yr or 5 yr with either an Infant Toddler
Educator certification or a Special Needs Educator certification), ECE+SN+IT (an ECE 1 yr or 5 yr with both a Special Needs
Educator certification AND an Infant Toddler Educator certification.
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Table 58 Participation in postsecondary education (PSE) by receipt of ECE workforce
development bursary 2019-2022

Child care centre (including multi-
age child care) or preschool,

Before & after school [and

e . recreational care] programs
current ECL qualification: Iprog

(iniﬁjiisn Not-ECE (iniﬁjlcsiisn Not-ECE
Hene certified Heing certified
specialties) specialties)

2019 2022 2019 2022 2019 2022 2019 2022

Not participating in PSE 89% 90% 61% 62% 97% 87% 74% 90%
Participating in PSE 1% 10% 39% 38% <5 <5 26% <5

Received the WD bursary | 13% 12% 13% 22% <5 <5 0% <5
Has not received the WD bursary |  87% 88% 87% 78% <5 <5 100% <5

Source: 2019 and 2022 SRDC workforce surveys. Responses based on sample sizes below 5 are suppressed.
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Figure 44 Proportion of employers that exclusively operate programs requiring ECE
certification that have engaged in activities that promote staff’s career
advancement in the last 12 months, 2022 and change since 2019
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Source: SRDC employer survey. Includes employers who exclusively operate one or more of the following programs: group care
under 3, group care 2.5yrs—school age, preschool, or multi-age programs.
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Figure 45 Proportion of employers that operate at least one program that does not
require ECE certification that have engaged in activities that promote staff’s
career advancement in the last 12 months, 2022 and change since 2019
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Source: SRDC employer survey. Includes employers who operate one or more of the following programs: group care school age,
occasional care, or recreational care (2022).
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Figure 46 Student bursaries by health authority region 2018 to 2022
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Source: Early Childhood Educators of British Columbia.
Note: FHA: Fraser Health Authority region; IHA: Interior Health Authority region; NHA: Northern Health Authority region; VCH:
Vancouver Coastal Health Authority region; VIH: Vancouver Island Health Authority region.

Figure 47 Workforce development bursaries by health authority region 2018 to 2021
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Source: Early Childhood Educators of British Columbia.
Note: FHA: Fraser Health Authority region; IHA: Interior Health Authority region; NHA: Northern Health Authority region; VCH:
Vancouver Coastal Health Authority region; VIH: Vancouver Island Health Authority region.
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Table 59 Reasons respondents do not intend to apply for the ECE Workforce
Development Bursary by credential group

+

| al h I'th lificati

ligzzdy avealine quUalicalions oo 479%  38%  45%  52%  T76% | 52%
| don’t have the time t d

myozre dz:\:alseat'?ﬁsct’i:]zgra ¢ 7%  AT% 2% 3%  22% 9% 23%
Lfeﬂe”;gl“steresmd inupdatingmy e 475, 2% 1% 8% 17%
[ 't afford th front costs of

u;:'r‘a d?n;)rmy :ﬂ: dpe;‘i; |S°°S S0 18% 7%  16%  15% 7% 4% 1%
There's too much paperwork in the 6 59 5%
application process ° ° ’
| do not qualify 4% 4% 4%
The courses | need to upgrade my 49 2
credentials are not available to me ° °
| was not aware of it 4% 2%

Source: 2022 SRDC workforce survey.

Note: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator
Certificate), ECE 5 yr (Five-Year Early Childhood Educator Certificate, ECE+SN/IT (an ECE 1 yr or 5 yr with either an Infant Toddler
Educator certification or a Special Needs Educator certification), ECE+SN+IT (an ECE 1 yr or 5 yr with both a Special Needs
Educator certification AND an Infant Toddler Educator certification.

Each row is an independent item in the workforce survey. Respondents were asked to select from a binary (yes/no) choice. As such,
each cell in the table should be interpreted as the proportion of respondents from the corresponding credential group who selected
“yes” to the corresponding reason for not applying to the ECE Workforce Development Bursary. For instance, 22 per cent of
Responsible Adults selected yes to “| already have the qualifications they need” as a reason for not applying to the ECE Workforce
Development Bursary.

Categories with less than five respondents are left blank. The cells within a row where we find the highest proportion by credential
group is greyed and bolded.
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Findings from qualitative data

Case study site participants had different levels of awareness regarding where and how to pursue
additional training and education. There were also differing levels of awareness in terms of the availability
of bursaries and grants. Respondents suggested there should be increased promotion about the different
types of education programs and financial supports available to encourage more people to upgrade their
credentials.

“There needs to be more or different ways of having ECEs do their ... schooling. The ones
| went through, a lot of people don’t know about it ... at least three or four colleges, universities
are there doing the schooling and most people | know, [know] about two of them. If there was
more information ... it would be easier to access them.”

Not for profit Case Study Site

As in previous years, those working in the sector suggested the system of providing bursaries
retrospectively whereby ECE students have to pay for their training upfront and then apply for the
bursary, paid on completion of the course should be changed. Older students with financial commitments
and who do not have access to savings, are effectively unable to access the bursaries because they
cannot meet the upfront costs. Respondents were not aware of alternative models for financial support
that could be available.

More than 20 respondents in both the workforce and employer surveys also mentioned issues with the
bursary program. Some participants expressed frustration at being denied the bursary despite what they
felt were strong applications, as well as limited or no explanation being given for rejections. Some
participants also highlighted the issue that tuition must be paid out of pocket, and not finding out about
bursary application status until much later.

“It's very frustrating to not know if | will get funding or how much until late in the semester.”

Open-ended survey response

Some participants also reported difficult application processes and limited government support as
administrative barriers to the bursary.

At case study sites, for older ECL professionals who had already been in the field for a long period, going
back to school seemed less feasible. They felt their years of experience were not being considered
because they had not completed the “right” credential, though they had been allowed to enter the field
and work in their role before credential requirements changed. They spoke of the opportunity cost of
foregoing work while pursuing education to be set against the relatively small wage increase that would
result being inadequate as an incentive to upgrade their credentials.
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“I would be expected to go back to school, take a year leave of work and basically do what |'ve
been doing. I'd be learning about teaching circles and cutting out felt stories and different things.
And I'd be losing a year wage. | know there are grants. | did look into it, but at this point in my
life, to lose a year of salary, really not much more of an increase. | would get $4, but | would be
paying for school as well. So | would love ... to see a challenge program or something that would
allow us to show that we’re a very competent person so we can qualify for wage enhancement,
not have to go back to school or make that decision at, I'm going to be 50 next year.”

For profit Case Study Site

Perception of the availability of leadership positions and advancement opportunities was mixed. While
some participants saw opportunities for growth in larger centres, participants who did not see themselves
taking on leadership roles or who preferred to work directly with children felt like they quickly reached a
ceiling. Others did not foresee many advancement opportunities unless a vacancy emerged due to
someone else leaving.

“I think some people are able to stay for a long time and they do advance in their careers if they
are able to have the opportunity to become a supervisor and a manager in a leadership role. If
that is their passion, then I think there’s definitely room for growth, in that avenue. But if that’s

not the direction that they want to go, then | feel like your opportunities are kind of limited ...
| know there are opportunities for me to grow within the organizations that are available to me.
But ... a leadership role in the child care sector is not my goal ... staying in this field is kind of
hard because... | am just stuck.”

Not for profit Case Study Site

‘I don’t see any advancement... Like the administrator is the administrator, the managers are
the managers. Unless somebody quits, there’s no way to pop up.”

Not for profit Case Study Site

Participants in case study sites reflected on the changing perceptions of the sector. Some suggested
previously ECL had been regarded as a job, not a profession, that usually would provide a

second income for a household. Perceptions have changed and for many in the sector, ECL may be
the main source of income for their household. What has not changed is that the sector remains
predominately female. Many employed in the sector are lone parents, newcomers, or other women
struggling to pursue a career with a positive and sustainable trajectory.

“It’s largely predominated by struggling women .... | guess in the past, it’s always been thought

of as a second job. It’s the job that supports the husband’s income. And that is not ... we have

single moms. We have single women. The platform has changed. But how we look at it, view i,
and in terms of financials, hasn’t changed, and that’s not helping anything.

For profit Case Study Site
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KPI 8 Summary

Overall participation in professional development (PD) since 2019 increased for most groups defined by
qualification. Some 83 per cent reported participation within the past 12 months, identical to 2021. The
only exception was a decline among those with a 5-year ECE certificate.

PD participation declined at privately run before and after school/recreational programs. Increased take
up of many topics was seen, especially in PD related to Indigenous (First Nations, Métis, or Inuit) children
and also personal stress management. More types of PD experienced increases than declines in
participation.
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Table 60 Participation in professional development activities in the 12 months
preceding the survey 2022 (workforce survey)

Participated in any professional
development activity

60% 73% 84% 84% 9N0% 89%  83%

Participation by topic

Child growth and development 63% 50% 51% 48% 44% 47% 48%
Outdoor play and learning 36% 30% 36% 41% 37% 36% 37%
Curriculum or program development 29% 36% 29% 35% 39% 36% 36%
Managing child behaviour 56% 37% 38% 42% 33% 35% 39%
Child mental health 54% 34% 30% 35% 28% 40% 35%
Child health, safety, and nutrition 33% 35% 27% 28% 25% 28% 28%
Indigenous (First Nations, Métis, or Inuit) 25% 31% 33% 30% 33% 39% 33%
Advocacy for children and families 17% 24% 26% 25% 25% 30% 26%
Child care policy 17% 20% 6% 19% 18% 20% 18%

Personal stress management and

) 24% 14% 21% 21% 19% 25% 21%
work-life balance

Leadership 22% 14% 14% 14% 15% 18% 16%
Family support 24% 19% 23% 18% 18% 23% 20%
Administration and business 21% 13% 10% 13% 15% 16% 14%
Trauma informed practice 21% 20% 24% 17% 17% 23% 19%
Interpersonal communication 14% 17% 12% 15% 16% 15% 15%
Infant and Toddler care 14% % 12% 6% 21% 23% 14%
Special Needs 24% 22% 14% 13% 13% 21% 16%
Abuse, touching and bullying 22% 15% 16% 10% 9% 10% 1%
Professional ethics and practice 6% 13% 8% 14% 16% 17% 14%
Gender identity 14% 14% 12% 10% 10% 10% 1%

Immigration, refugee, or
English-learner needs
Other 6% 6% 6% 8% 7% 7% %
Source: 2022 SRDC workforce survey.
Notes: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator
Certificate), ECE 5 yr (Five-Year Early Childhood Educator Certificate, ECE+IT or SN (an ECE 1 yr or 5 yr with either an Infant
Toddler Educator certification or a Special Needs Educator certification), ECE+SN+IT (an ECE 1 yr or 5 yr with both a Special
Needs Educator certification AND an Infant Toddler Educator certification.

3% 4% 8% 4% 3% 5% 4%
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Table 61 Participation in professional development activities in the 12 months
preceding the survey: percentage points change since 2019

ECE+
ECE both

ECEA 1yr SN&IT  Total

Participated in any professional

L +0.7 +1.1 +6.4 -1.3 +4.6 +0.6 SEY)
development activity

Participation by topic

Child growth and development +3.4 -3.0 -35 -6.9 -8.9 +0.6 -5.1

Outdoor play: Nature as a teacher N/A N/A N/A N/A N/A N/A N/A

Curriculum or program development +2.3 +4.2 -13.6 -7.2 -2.8 -5.6 -4.0

Managing child behaviour +76 -15 -11.0 -74 -11.8  -101 -7.9

Child mental health +8.0 +0.2 -10.4 -56 -5.2 +23 -3.0

Child health, safety, and nutrition -7.0 -6.6 -11.9 -44 -10.8 -36 -7.2

Indigenous (First Nations, Métis, or Inuit) ~ +11.0 +125 +152 +132 +135 +128 +138
Advocacy for children and families -3.8 +2.6 +8.2 +0.2 +1.3 -1.1 +14
Child care policy -6.1 -0.2 -6.2 +4.8 +1.5 +4.9 +1.9

Personal stress management and

) +7.2 -1.2 +0.9 +3.8 +2.2 +24 +3.0
work-life balance

Leadership +8.2 +3.2 +26 0.0 -6.1 -94 -1.7
Family support +6.7 +22 +59 -2.6 -16 +1.9 +0.5
Administration and business +4.5 +4.0 +1.8 +2.2 +1.3 -0.7 +1.8
Trauma informed practice +74 +5.3 +13.1 +52 +4.6 +5.3 +6.0
Interpersonal communication -0.7 +2.6 +1.0 +13 -2.0 -0.1 +0.4
Infant and Toddler care -6.0 +1.6 +2.3 -5.2 -2.0 +4.7 -1.0
Special Needs +7.8 +57 -4.0 -5.2 -7.1 +0.2 -2.3
Abuse, touching and bullying +53 -4.2 +3.6 -3.8 -14 -33 -24
Professional ethics and practice -6.7 +1.8 -3.2 +0.0 +0.4 +0.0 0.0
Gender identity +2.2 +1.6 +3.6 +1.3 -0.1 -0.3 +0.8

Immigration, refugee, or
English-learner needs

Other -0.9 -15 -22 +1.9 -0.3 -14 0.0
Source: 2019 and 2022 SRDC workforce surveys.
Notes: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator
Certificate), ECE 5 yr (Five-Year Early Childhood Educator Certificate, ECE+IT or SN (an ECE 1 yr or 5 yr with either an Infant
Toddler Educator certification or a Special Needs Educator certification), ECE+SN+IT (an ECE 1 yr or 5 yr with both a Special

-3.7 -1.6 +5.5 +1.2 -1 +3.3 +0.7

Needs Educator certification AND an Infant Toddler Educator certification.
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Table 62 Participation in professional development activities in the 12 months
preceding the survey 2022 (workforce survey)

Child care centre Before & after school
(including multi-age child [and recreational care]
care) or preschool programs

$10 a Day
Not for profit Private Not for profit Private ChildCare
& others business & others business BC sites

Participated in any professional

90% 76% 7% 54% 87%
development activity
Child growth and development 46% 47% 46% 50% 46%
Outdoor play and learning 36% 36% 21% 29% 37%
Curriculum or program development 36% 35% 17% 21% 42%
Managing child behaviour 39% 36% 48% 29% 39%
Child mental health 35% 35% 42% 36% 38%
Child health, safety, and nutrition 26% 27% 23% 21% 30%
::g:genous (First Nations, Métis, or 389 249 359 21% 40%
Advocacy for children and families 24% 26% 23% 21% 28%
Child care policy 18% 17% 23% 7% 20%
Leadership 17% 17% 27% 14% 17%
Family support 20% 20% 17% 21% 18%
Administration and business 13% 17% 29% 0% 16%
Trauma informed practice 22% 14% 21% 14% 21%
Interpersonal communication 13% 16% 15% % 20%
Infant and Toddler care 1% 17% 2% 7% 17%
Special Needs 18% 17% 13% 14% 15%
Abuse, touching and bullying 10% 13% 10% % 1%
Professional ethics and practice 16% 10% 17% % 19%
Gender identity 9% 10% 10% 14% 14%
Immigration, refugee, or 5% 49 4% 0% 3%

English-learner needs
Other 9% 8% 2% 21% 5%
Source: 2022 SRDC workforce survey.
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Table 63 Participation in professional development activities in the 12 months
preceding the survey percentage points change since 2019

Child care centre Before & after school
(including multi-age child [and recreational care]
care) or preschool programs

$10 a Day
Not for profit Private Not for profit Private ChildCare
& others business & others business BC sites

Participated in any professional

development activity i U s Iz i
Child growth and development -6.7 -5.7 -4.5 +3.7 -71
Outdoor play and learning N/A N/A N/A N/A N/A
dc:\:;';“;‘:n”;:tr program -42 .32 2219 122 .83
Managing child behaviour -10.2 -13.0 +2.1 -17.7 +24
Child mental health -8.3 -0.2 +3.3 +2.9 +3.0
Child health, safety, and nutrition -6.0 -89 -10.3 -12.5 +10.1
::3:genous (First Nations, Métis, or £ 125 111 £ 126 117 £ 123
Advocacy for children and families -19 +2.8 -1.8 -0.2 -4.2
Child care policy +2.3 -14 +10.3 -10.8 +14
Leadership -26 +1.1 +5.8 -0.6 -4.2
Family support -0.2 -0.6 -0.5 +0.5 -1.8
Administration and business -0.2 +29 +18.5 -13.8 +5.1
Trauma informed practice +6.1 +3.7 +3.3 +3.8 +3.1
Interpersonal communication -3.3 +3.8 -36 -59 -2.7
Infant and Toddler care +1.4 +1.3 -12.7 -74 -1.6
Special Needs -6.5 -0.5 -6.4 -1.8 -29
Abuse, touching and bullying -6.3 -1.8 -3.0 -55 +24
Professional ethics and practice -0.1 -39 +3.0 -74 +0.5
Gender identity -1.8 +2.1 -1.7 +9.1 -0.7
Immigration, refugee, or “12 +05 4 0.9 29 20

English-learner needs
Other -0.6 +1.5 -4.0 +16.2 -10.0
Source: 2019 and 2022 SRDC workforce surveys.
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Table 64 Participation in professional development activities in the 12 months
preceding the survey 2022 (workforce survey)

ECE certified

Not ECE-certified

Participated in any professional development activity 86% 58%
Child growth and development 63% 61%
Outdoor play and learning 47% 53%
Curriculum or program development 38% 31%
Managing child behaviour 39% 45%
Child mental health 33% 41%
Child health, safety, and nutrition 33% 45%
Indigenous (First Nations, Métis, or Inuit) 32% 22%
Advocacy for children and families 28% 18%
Child care policy 13% 16%
Personal stress management and work-life balance 22% 22%
Leadership 6% 10%
Family support 26% 20%
Administration and business 7% 16%
Trauma informed practice 21% 20%
Interpersonal communication 15% 12%
Infant and Toddler care 13% 24%
Special Needs 7% 18%
Abuse, touching and bullying 1% 22%
Professional ethics and practice 13% 8%

Gender identity 13% 12%
Immigration, refugee, or English-learner needs 7% 4%

Other 3% 2%

Source: 2022 SRDC workforce survey.
Note: Home Care providers (HCPs) includes Registered Licence not Required, Unregistered Licence not Required and in-child’s-
own home providers, together with Licensed Family Child Care.
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Table 65 Participation in professional development activities in the 12 months
preceding the survey percentage points change since 2019

ECE-certified

Not ECE-certified

Participated in any professional development activity + 6.1 +4.0
Child growth and development +4.8 +3.0
Outdoor play: Nature as a teacher

Curriculum or program development -7.2 -2.5

Managing child behaviour +0.7 +3.2
Child mental health -4.1 +3.8
Child health, safety, and nutrition -7.3 -7.9

Indigenous (First Nations, Métis, or Inuit) +19.7 +8.3
Advocacy for children and families +9.1 +1.8
Child care policy -1.3 -6.5

Personal stress management and work-life balance +9.2 +1.2
Leadership -34 +3.1

Family support +7.7 +2.3
Administration and business -3.6 +2.2
Trauma informed practice +14.3 +16.5
Interpersonal communication +5.5 +4.4
Infant and Toddler care -8.6 +4.0
Special Needs -36 +8.1

Abuse, touching and bullying +14 +99
Professional ethics and practice +4.4 -1.3

Gender identity +6.0 +2.0
Immigration, refugee, or English-learner needs +4.5 -0.6

Other -6.2 -35

Source: 2019 and 2022 SRDC workforce surveys.
Note: Home Care providers (HCPs) includes Registered Licence not Required, Unregistered Licence not Required and in-child’s-
own home providers, together with Licensed Family Child Care.
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Figure 48 Main reasons for not participating in professional development activities 2022 by program/role
69%
58% 56%
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47%
40% ? 42%
3 34% /
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19% b 19%
%13%§ 7% 1454 Z 14%; o 0% 10%17% %13%10%14%
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Lack of information about Lack of time Could not get time off work Cost Conflict with time to spend with my
professional development family
opportunities
m CCC or preschool - M/S # CCC or preschool - Non-M/S m B&A or RCP - M/S 2 B&A or RCP - Non-M/S
$10 a Day ChildCareBC Centres HCPs — ECE-certified HCPs - not ECE-certified

Source: 2022 SRDC workforce survey.

Note: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner operators), managers and supervisors. These professionals may
or may not have child care duties. Home Care providers (HCPs) includes Registered Licence not Required, Unregistered Licence not Required and in-child’s-own home providers, together
with Licensed Family Child Care. CCC child care centre. B&A before and after school programs. RCP recreational care programs.
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Figure 49 Main reasons for not participating in professional development activities 2022 by qualification
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7§ %% %12% i 0% 7%
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opportunities
= RA = ECEAs mECE1yr mECE5yr = ECE+ SN/IT ECE+SN+IT

Source: 2022 SRDC workforce survey.

Notes: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator Certificate), ECE 5 yr (Five-Year Early Childhood Educator
Certificate, ECE+IT or SN (an ECE 1 yr or 5 yr with either an Infant Toddler Educator certification or a Special Needs Educator certification), ECE+SN+IT (an ECE 1 yr or 5 yr with both a
Special Needs Educator certification AND an Infant Toddler Educator certification).
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Figure 50 Main reasons for not participating in professional development activities: change in percentage points since 2019
by program/role
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$10 a Day ChildCareBC Centres HCPs — ECE-certified HCPs - not ECE-certified

Source: 2019 and 2022 SRDC workforce surveys.

Note: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner operators), managers and supervisors. These professionals may
or may not have child care duties. Home Care providers (HCPs) includes Registered Licence not Required, Unregistered Licence not Required and in-child’s-own home providers, together
with Licensed Family Child Care. CCC child care centre. B&A before and after school programs. RCP recreational care programs.
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Figure 51 Main reasons for not participating in professional development activities: change in percentage points since 2019
by credential group
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Notes: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator Certificate), ECE 5 yr (Five-Year Early Childhood Educator

Certificate, ECE+IT or SN (an ECE 1 yr or 5 yr with either an Infant Toddler Educator certification or a Special Needs Educator certification), ECE+SN+IT (an ECE 1 yr or 5 yr with both a
Special Needs Educator certification AND an Infant Toddler Educator certification).
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Table 66 Regression results for participation in professional development activities

Attended PD activities in the last year Hours spent in Professional Development in the last year

Coeff. Odds ratio SE p Coeff. Robust SE P>t
Private business -0.71 0.49 0.22 0.00 -3.65 3.90 0.35
Years working in child care (+ 5 years) 0.10 1.10 0.07 0.15 -2.30 1.32 0.08
Monthly earnings (+ $1,000) 0.14 1.15 0.08 0.06 0.74 0.96 0.44
Bachelor or Masters Degree -0.35 0.70 0.25 0.17 9.90 6.26 0.1
Men and Non-binary -1.21 0.30 0.55 0.03 -3.61 8.01 0.65
Indigenous person -0.76 0.47 0.34 0.02 1.57 4.25 0.71
Newcomer status 0.24 1.28 0.23 0.30 -0.89 4.57 0.85
Member of a union 0.65 1.91 0.37 0.08 -6.87 3.18 0.03
Age (+ 5 years) 0.00 1.00 0.06 0.99 1.74 1.21 0.15
Number of benefits received 0.07 1.08 0.03 0.01 0.29 0.29 0.32

Source: 2022 SRDC Workforce Survey.

Notes: The odds ratio is calculated by taking the exponent of the regression coefficient (eﬁ,.)_ For the outcome hours spent in PD in the last year, a linear regression model was used, and
odds ratio is therefore not appropriate. The significance of the coefficient is indicated by the columns p (i.e., p-value). An independent variable whose regression coefficient has a p-value of
less than 5% (p < 0.05) is considered to have an effect on the outcome that is significantly different from 0. Significant effects are highlighted in yellow in the table. A negative coefficient
means that, after controlling for all other factors, the independent variable has a negative effect on the outcome. A positive coefficient means that, after controlling for all other factors, the
independent variable has a positive effect on the outcome. For more information about regressions, please consult the methodology section.
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Figure 52 Regression results for participation in professional development activities
Attended professional development Hours spent in professional
activities in the last year development in the last year
Private business l—-
Years working in Child care H— —
Monthly earnings — H—
Bachelor's or Master's Degree —
Men and non-binary
Indigenous Persons
Newcomers —— b
Member of a Union b { |—-
Age 1 H—
Number of benefits received - iH

Source: 2022 SRDC workforce survey.

Notes: Bar graphs indicate the size of the coefficients () for each independent variable included in the model. Error bars indicate the 95% confidence interval for each coefficient; error
bars for independent variables that have a non-zero effect on the dependent variable do not cross the 0 line.

Additionally, a significantly negative effect is indicated by a red bar; a significantly positive effect is indicated by a blue bar; a non-significant effect is indicated by grey bars.

The variable used to regress “Hours spent in professional development in the last year” only considers respondents who attended in at least one professional development activity in the
previous year.
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Findings from case study sites

Participation in professional development activities was important for all ECEs both in terms of keeping up to
date with current practices but also as a requirement for renewing their ECE licence and updating first aid
certification. Across the case study sites, managers and supervisors encouraged all those in the centre to
participate in training and provided details of upcoming events and activities. In addition, all centres had
professional development days during which they closed their programming so all employees could
participate in training. Often, outside speakers were brought in to deliver training which was appreciated by
those who attended. Many participants did not have to seek out additional professional development beyond
what was offered at their centre to complete their 40 hours towards licensing. Offering professional
development onsite during workdays also eliminated many barriers to accessing training.

“We do two Pro-D days a year, so we get a lot of great speakers... That’s another benefit is

that we have to do our 40 hours every five years to get recertified. And if | just show up for

my Pro-D days, | get those 40 hours ... saves me money because | don’t have to pay for it.

So that’s another bonus to me. | don’t have to go outside of my time, like, I'm getting paid.
It's on a work day, so | get paid to go and then | don’t have to pay for it.”

For profit Case Study Site

During 2022, only a small number of ECL professionals attended in-person training outside of their
centres despite more events being held. While those interviewed enjoyed in-person events, they
regarded the time, registration costs, and travel expenses as barriers. For most, the preferred training
option was online as most online PD was free and could be completed outside of work hours. Courses
are often self-directed. This flexibility is appreciated, as is the ability to access completion certificates
immediately.

The case study sites provided on average $250 in annual training funds for employees. However, some
sites reported these funds went unused by employees, particularly in those centres which covered the
cost of first aid training. If funds were not used by individuals, other employees could request additional
help with training costs.

Three case study sites had registered and paid for access to online training academies. Those employed
in these centres enjoyed the range of courses available and the flexibility they allowed. Online courses
could be paused and resumed repeatedly. Managers regarded these online academies as good value for
money and were satisfied with the range of courses provided. They reported them to be accessible, to
provide up-to-date information, and to be satisfied with the format and content. There was no cost to
those who attended.

To ensure ECE licences did not expire, centres kept training logs for employees and would notify them
when their licence had to be renewed. The centres would then provide a record of training completed for
those applying for a licence renewal. This avoided situations where an ECE licence reached expiry
leading the program to be out of ratio.
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Findings from open-ended survey responses

Some 60 respondents in both the workforce and employer surveys mentioned various issues with
professional development in the field. Some reported barriers with licensing, registration and renewals,
administrative barriers (e.g., having to wait too long to receive certifications), or high financial costs of
upgrading credentials. Some participants also mentioned limited opportunities for career advancement.

“I'm noticing for myself, and several of my local colleagues who have been in the field for
many years that our careers tend to stall after the first 10 years. There are few
management/supervisory roles to move into and we are limited in our ability to increase
our wages or to move into new/challenging roles outside of working on the floor. This makes
for well-experienced front-line workers, but little growth or challenge for the educators.
Personally, I've done a lot of advocacy for the field to keep myself engaged and stimulated
professionally but this is all unpaid work.”

Open-ended survey response

Some participants highlighted the issue of different ECE requirements across different jurisdictions (e.g.,
differences between provinces, countries, etc.), making it difficult to transfer credentials to work in other

areas.
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KPI1'9 Summary

Mean hours of PD ranged from 14.3 hours among non M/S staff at before and after school and
recreational care programs to 37.6 hours among non ECE-certified HCPs. Mean hours of PD were higher
in 2022 than 2019, almost doubling for responsible adults and increasing by nearly ten hours on average
for those with basic ECE 1-year certificates. For those with ECE specialty certificates and ECEAs, mean
hours of PD were slightly lower. Regression analysis (relating to hours but which appeared in Table 65
and Figure 52 in the preceding section) suggested a positive association between workplace benefits and
attending PD, while men and non-binary and Indigenous ECL professionals as well as those working at a
private business were less likely to attend PD.
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Table 67 Professional development hours completed in the 12-month period preceding the survey in 2019 and 2022 by ECL
qualification

RA ECEA ECE1yr ECE 5 yr ECE+SN or IT ECE+both SN&IT

2019 2022 2019 2022 2019 2022 2019 2022 2019 2022 2019 2022
0.1-10 46% 28% 35% 30% 31% 36% 37% 31% 26% 32% 27% 27%
11-25 37% 35% 37% 34% 52% 33% 39% 41% 44% 36% 43% 38%
26-50 13% 19% 13% 19% 13% 23% 18% 21% 22% 25% 23% 24%
51-100 4% 9% 6% 10% 3% 4% 4% 5% 5% 4% 5% 8%
101+ 1% 9% 10% 6% 1% 3% 2% 2% 3% 2% 2% 1%
Mean 19.8 36.2 43.5 37.5 23.0 32.6 24.7 25.2 31.4 271 28.1 26.2
Standard Deviation 31.9 41.2 83.1 54.7 46.4 74.8 38.2 38.9 58.3 41.6 49.9 23.9

Source: 2019 and 2022 SRDC workforce surveys.
Notes: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator Certificate), ECE 5 yr (Five-Year Early Childhood Educator

Certificate, ECE+IT or SN (an ECE 1 yr or 5 yr with either an Infant Toddler Educator certification or a Special Needs Educator certification), ECE+SN+IT (an ECE 1 yr or 5 yr with both a
Special Needs Educator certification AND an Infant Toddler Educator certification).

Social Research and Demonstration Corporation 210



Evaluation of Early Care and Learning Recruitment and Retention Strategy
Evaluation Technical Report 2022

Table 68 Professional development hours completed in the 12-month period preceding the survey in 2019 and 2022 by
program/role

Child care centres (including multi- Before & after school and

age child care) or preschool recreational care programs $10 a Day
e EEEEeEasasssssssm ChildCareBC

Non M/S sites ECE certified

Not ECE-
certified

M/s Non M/S M/s

2019 2022 2019 2022 2019 2022 2019 2022 2019 2022 2019 2022 2019 2022
0.1-10 29% 30% 35% 31% 37% 33% 61% 33% 18% 26% 38% 39% 48% 38%
11-25 43% 33% 41% 45% 42% 43% 22% 48% 44% 37% 38% 36% 33% 28%
26-50 19% 26% 17% 18% 12% 20% 15% 14% 35% 27% 18% 20% 12% 18%
51-100 6% 8% 4% 4% 7% 0% 2% 5% 0% 8% 3% 3% 4% 8%
101+ 3% 3% 3% 2% 2% 3% 0% 0% 4% 2% 3% 2% 3% 10%
Mean 29.9 31.2 26.0 26.0 20.9 28.0 14.3 21.0 30.7 27.8 30.9 28.1 25.5 37.6
Standard Deviation | 54.9 48.3 44.9 45.8 23.2 47.5 13.6 214 45.8 24.4 72.0 64.8 52.2 56.4

Source: 2019 and 2022 SRDC workforce surveys.
Note: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner operators), managers and supervisors. These professionals may
or may not have child care duties. Home Care providers (HCPs) includes Registered Licence not Required, Unregistered Licence not Required and in-child’s-own home providers, together

with Licensed Family Child Care.
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KPI1 10 Summary

In general, employers were more likely in 2022 to report that no staff need to improve their skills than in
2019. Employers’ assessment of their staff’s core skills universally increased from 2019 to 2022 except
employers only operating programs that require ECE certification who reported lower skill levels in
making the environment inclusive for children with special needs. The overwhelming majority of
employers (between 82 and 93 per cent) felt that management staff were respected by their teams and
could easily handle their management responsibilities.
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Figure 53 Proportion of employers that exclusively operate programs that require ECE
certification who indicated none of their staff needed to improve ECL core
skills, 2019 and 2022

m 2022 2019

70%
(+3)

Building caring relationships
with the children in their care

66%
(+4)

Respecting diversity in
their daily interactions

Demonstrating cultural 60%
sensitivity (+1)

Taking children's stage of 53%
development into account (+1)

55%

Communicating effectively +5)
+

with children

Making the environment 52%

inclusive for children with (=7)
special needs
0,
Commuricating efecicty [ NN '

with the children's families

Source: SRDC employer survey. Includes employers who exclusively operate one or more of the following programs: group care
under 3, group care 2.5yrs—school age, preschool, or multi-age programs.

Social Research and Demonstration Corporation 214



Evaluation of Early Care and Learning
Recruitment and Retention Strategy

Evaluation Technical Report 2022

Figure 54 Proportion of employers that operate at least one program that does not
require ECE certification who indicated none of their staff needed to improve
ECL core skills, 2019 and 2022

m 2022 2019

. . o 62%
Building caring relationships (+13)

with the children in their care
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Respecting aversiy i [ ERMEEE .
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. . 44%
Taking oidrer's sage of | /)

development into account

o . 44%
Communicating efecivety I

with children

(+12)

inclusive for children with
special needs

o , 37%
Commuricating efectvely RN .

with the children's families

Source: SRDC employer survey. Includes employers who operate one or more of the following programs: group care school age,
occasional care, or recreational care (2022).
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Table 69 Proportion of employers who agree or strongly agree that management staff
possess core skills, 2022

Employers with all Employers with some or all

programming requiring at programming not requiring
least one ECE ECE

Management staff are respected by their team 92% 93%

Management staff can easily handle their

I 86% 82%
management responsibilities

New management staff are fully prepared to
take on management responsibilities when they 81% 79%
begin their role

Source: 2022 SRDC employer surveys.
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Findings from case study sites

In 2021, managers at some centres expressed concerns about the competencies and capabilities of
newly graduated ECEs. In 2022, these concerns were reported at all case study sites. Managers reported
wide discrepancies in the skills of new ECEs. Some appeared ignorant of some core functions including
ensuring safety, establishing an emotionally safe and nurturing climate, and communicating effectively
with colleagues and families.

“... considering it’s an ECE certification that comes out of it, you would think that there
would be some sort of consistency across schools, but that’s just not what we've seen ...
it’s almost alarming with the inconsistencies in training and what people say that they've

learned... It absolutely is integral to the sustainability of this industry to make sure that

there are well-trained people.”

Not for profit Case Study Site

To compensate for the discrepancies in competencies, managers and more senior staff provided
additional supervision and mentoring. While this was an effective strategy to support the development of
the required competencies and improved the quality of programming provided, it represented additional
work and responsibilities for experienced ECEs. Experienced professionals providing additional
mentoring and supervision were irritated that new ECEs with much less experience were essentially
earning the same as they were.

“I've worked with people who got their ECE during COVID. So their practicum was completely
different because the teachers hardly came in... While they've got their ECEs and they qualify
for the $4 wage enhancement, we are having to pour a whole lot of time and energy in training
them in sort of the most basic skills of what it actually means to be an early childhood
educator... | think if the government really wants to stand behind not just affordable
child care but quality child care, then they will have to align the standards for colleges...
Because in terms of a metric like guiding and caring, most colleges are not meeting the most
basic training in terms of what it means to teach somebody how to guide and care for young
children ... we’re now retraining them plus we’re trying to run the centre with the children,
take care of our families. So the role of an ECE supervisor is greater now than it was.”

For profit Case Study Site
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In addition to the inconsistencies across institutions, participants reported a hierarchy in terms of the
quality of post-secondary institutions providing ECE certification.

“There’s definitely three tiers [of training] where the lowest level in-house training that we're
doing through [name of college]. Lowest quality educator in terms of technical knowledge.
Highest quality as far as good fit: wants to be here, all those things that we screened for,
attitude, coachability, all that type of thing. Then you go to the middle ground. You've got
your private schools, [name of institutions], really, really dependent on the school because

they’re all independent [with different standards]. The top level are the universities and
some of the established colleges.”

For profit Case Study Site

“I think the online schooling is not that thorough. | talked to somebody else here, though,
who did their schooling [at college], and it was incredibly thorough. And I love picking her
brain for information just because, like I think she has like such a wealth of knowledge that
she gained... The online, I'd say, is not the best. | passed very easily with feeling like
| didn’t gain all that much information in all honesty.”

For profit Case Study Site

Managers and supervisors expressed the most concern about the quality of some online ECE courses
and questioned if they provided students with adequate supports and education.

“I've seen a dramatic change like in the quality of people too. Like since they ve gone online
with a lot of the teaching, teachers don’t know what they’re doing when they come out...
Our field is so hands on. It’s like a whole language that you have to learn with guiding and
caring for the children that you can’t just learn that from a computer ... a lot of the teachers
that we've had that are taking the online, they’re missing like a lot of key components of
the practical.”

For profit Case Study Site

Managers, supervisors and ECE professionals appreciated there were more opportunities to train to
become an ECE; however, they were concerned the focus was on the number of ECEs in the sector
rather than the quality of their training. Those in the sector who felt they had worked hard to be
recognized as professionals who deliver high quality ECL were worried their efforts would be in vain if the
lack of high-quality training negatively impacted the quality of the programming their programs offered.
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‘I'm a little more dissatisfied with the quality of early childhood educators. There’s all this push
to get more educators trained, but the quality! In our community, there’s no requirements
to get into the ECE program. You sign up for it. And if you've got like your Grade 12 English,
you're in, and a clear crim check. It’s not like if | went into nursing, there are certain
requirements and skills and abilities to be able to be accepted into that program.

They just want to fill seats.”

Not for profit Case Study Site

“Not as optimistic about the quality ... we want quality, right? Everybody passes and then
there’s just schools popping up, every right, left and centre, and I just wonder about
the oversight of all those programs.”

Not for profit Case Study Site

Managers highlighted the inconsistencies for ECE students doing their practicums. Some post-secondary
institutions allow ECE students who are currently employed as an ECEA in a child care centre to do their
practicum placement (or some of it) where they are employed; while other institutions do not. The
practical implication is that ECEAs who have to complete their practicum at another centre have to leave
their job either on a temporary or permanent basis. There are also inconsistencies in whether or not
ECEAs can be paid during their practicums, which would allow them to be included in the ratio.

“If 'm an ECE student or if I'm looking at joining, and | see that one [institution] allows me
to be paid for practicum and the other one’s going to require me to take a leave of absence
from a job to basically do a practicum for six to eight weeks, I'm going to go with the program
that allows them to be paid. So, we're getting more and more people signing up through
[name of college] ... | just don’t understand. In my worst moments, it feels a little bit sexist
because, try as | might, to think of any male dominated field where women are not paid
for training?”

For profit Case Study Site

Social Research and Demonstration Corporation 219



Employment stability
of ECL workforce,
Including variances
for staffing for
providers, work hours,
job tenure, job exits




Evaluation of Early Care and Learning
Recruitment and Retention Strategy

Evaluation Technical Report 2022

KPI 11 Summary

More than a third (37 per cent of) employers reported that they had at least one vacant position that they
have been unable to fill. 45 per cent said they had to fill a vacant position with an individual with lower
qualifications than they wanted. 32 per cent said they had to refuse children in the last 12 months due to
not having enough staff while 26 per cent refused children because they felt they did not have staff with
the right qualifications to support the children.

The most common qualifications required but not available were an ECE certificate (73 per cent) then an
IT certificate (51 per cent) and SN (37 per cent). 47 per cent of employers in programs without an ECE
requirement (and 40 per cent of those with an ECE requirement) reported experiencing staff net loss
across all positions in the 12 months preceding the survey. Reports of net loss increased in four of

five health authority regions compared to 2019. Regression analysis found exit rates higher at centres
with low average wages.
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Table 70 Job retention expectations by program/role 2019 and 2022

ECEAs/
ECEs
not in
$10 a Day Child
/s Non M/S Non M/S ChildCareBC sites Care

Child care centres (including Before & after school and
multi-age child care) or preschool recreational care programs

Expect to work with current employer after 1 year?

2019 2022 2019 2022 2019 2022 2019 2022 2019 2022 2019 2022 2022

N 731 485 967 540 98 58 58 37 77 253 437 — —

Yes 88% 81% 7% 69% 82% 79% 73% 62% 81% 72% 91% N/A N/A
Don'’t know 8% 15% 16% 21% 15% 17% 20% 24% 13% 23% 7% N/A N/A
No 4% 4% 7% 10% 3% <5 7% 14% 5% 5% 3% N/A N/A

Expect to work in ECL after 1 year?

N 731 529 1051 582 98 64 73 45 82 277 167 196 187
Yes 92% 84% 86% 80% 92% 83% 82% 62% 90% 81% 92% 84% 28%
Don't know 6% 12% 11% 16% 7% 13% 17% 24% 6% 15% 6% 11% 21%
No 2% 4% 3% 4% 1% <5 1% 13% 4% 5% 2% 5% 44%

Source: 2019 and 2022 SRDC workforce surveys. Responses based on sample sizes below 5 are suppressed.
Note: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner operators), managers and supervisors. These professionals may
or may not have child care duties. Home Care providers (HCPs) includes Registered Licence not Required, Unregistered Licence not Required and in-child’s-own home providers, together

with Licensed Family Child Care.

Social Research and Demonstration Corporation 222



Evaluation of Early Care and Learning Recruitment and Retention Strategy

Evaluation Technical Report 2022

Table 71 Job retention expectations by ECL qualification 2019 and 2022
RA ECEA ECE 1 yr ECE 5 yr ECE+SN or IT ECE+both SN&IT

Expect to work with current employer after 1 year?

2019 2022 2019 2022 2019 2022 2019 2022 2019 2022 2019 2022
N 245 72 198 136 654 79 435 425 333 268 303 288
Yes 87% 82% 74% 80% 79% 68% 80% 75% 85% 75% 83% 72%
Don’t know 8% 7% 16% 13% 13% 23% 13% 19% 1% 18% 8% 22%
No 4% 1% 8% 7% 6% 9% 4% 6% 3% 7% 7% 6%
Expect to work in ECL after 1 year?
N 296 133 225 188 743 120 485 559 410 342 323 356
Yes 89% 85% 82% 81% 85% 76% 83% 77% 86% 7% 83% 73%
Don't know 7% 9% 15% 10% 1% 15% 10% 15% 10% 15% 8% 17%
No 3% 6% 4% 9% 5% 9% 7% 8% 5% 8% 8% 10%

Source: 2019 and 2022 SRDC workforce surveys.
Notes: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator Certificate), ECE 5 yr (Five-Year Early Childhood Educator

Certificate, ECE+IT or SN (an ECE 1 yr or 5 yr with either an Infant Toddler Educator certification or a Special Needs Educator certification), ECE+SN+IT (an ECE 1 yr or 5 yr with both a
Special Needs Educator certification AND an Infant Toddler Educator certification).
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Figure 55 Reasons why ECL professionals expected to leave child care or their job in

the next year

Dissatisfied with career
advancement opportunities

Dissatisfied with
working conditions

Dissatisfied with benefits

Taking a break to
further studies

Frustrated by the negative effects
of COVID-19 on working conditions

Expect to be promoted or
moved to a new role/promotion

| am retiring

Il health

Taking parental leave to
care for my own children

Moving

Frustrated with government policies,
including 10$ a day child care

Temporary position
Looking for a change

Stress and burnout

Feel unprepared for a
new role/promotion

Insufficient staff or funding

Dissatisfied with centre
management

Not feeling valued as a professional

Source: 2022 SRDC workforce survey.
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Table 72 Demographic characteristics of ECEs/ECEAs not in child care compared to
the total 2022 Workforce Survey sample

ECEs/ECEAs not in child care

All survey respondents

Female 96% 96%
Indigenous (First Nations, Métis, or Inuit) 9% 6%
Experience disability 4% 4%
Born outside Canada 29% 31%
Age

20-24 2% 4%
25-29 15% 8%
30-34 8% 10%
35-39 14% 13%
40-44 14% 14%
45-49 14% 14%
50 or older 32% 37%

Years of experience in ECL

Less than one year 5% 3%
One to three years 10% 12%
Four to five years 1% 9%
Six to ten years 20% 19%
Eleven to fifteen years 19% 17%
Sixteen years or more 35% 41%

Source: 2022 SRDC workforce survey.
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Table 73 Field of work of former ECL professionals employed outside of ECL

Current job title
SRDC categorization

ECE-related job (e.g., family resource program, StrongStart, Licensing Officer) 76 56%
Supported Child Development Worker 11 8%
Education-related job (e.g., K-12 teacher, Education Assistant) 19 14%
Social service job that is not ECE-related (e.g., Seniors care) 3 2%
Other employment not related to early care and learning 17 13%
Prefer not to answer 10 7%
Total 136 100%

Source: 2022 SRDC workforce survey.
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Figure 56 Reasons why ECEs/ECEAs are not in child care, ranked according to
weighted average

Dissatisfied with working conditions in

child care 9.06
Preference for other occupation 8.94
Dissatisfied with career advancement
e . 8.92
opportunities in child care
Dissatisfied with benefits in child care 8.73
Taking a break to further studies 547
Other personal reasons 4.00

Frustrated by the negative effects of

COVID-19 on working conditions 3.59
[l health 3.05
Care giving for own children (including 919
mat leave) '
Retired 1.23
Not able to find a job in child care 1.04
Other reason 0.90

Source: 2022 SRDC workforce survey: survey respondents not in child care.

Notes: Respondents were asked to rank all the reasons that contributed to their decision to leave the sector, in order from most
important to least important reason. The results in this figure correspond to the weighted average, a descriptive measure that
provides the relative importance of each item. Each rank is associated with a decreasing weight (wi), where the top rank is assigned
a weight of 12 and the lowest rank is assigned a weight of 1. The weighted average (wA) for each item is calculated summing the

product of the number of respondents (n) with the corresponding weight (w) at each rank and dividing the total by the sum of the
12 wing

12 .
Z¢=1 wi

Common responses shared in the “Other reason” field were considered as distinct categories (e.g., care giving for one’s own

weights, thus wA =

children, including maternity leave; retired; moved; burnt out; dissatisfied with management and provincial regulations; laid off).
However, due to small numbers, some of these categories were omitted from the figure above.
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Table 74 Jobs sought by ECEs/ECEAs working in child care and looking for a new job

What type of job are you looking for?
[multiple answers possible]

%

A child care job with higher seniority 77 39%
A non-child care job elsewhere 67 34%
A similar job 47 25%
A non-child care job in a school or postsecondary institution 42 22%
I plan to open my own child care workplace 18 9%
Other 16 8%
[ don’t know 23 12%
Prefer not to answer 8 4%
Number of Job Seekers (% among ECEs/ECEAs in the sector) 197 14%

Source: 2022 SRDC workforce survey.
Note: Common responses shared in the “Other” category included ECE trainer or instructor, administration position within child care
centres, child care licensing, positions in elementary schools, and support and counselling services for children and youth.
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Figure 57 Reasons why ECEs/ECEAs currently working in ECL are looking for a new

job
Career advancement 49%
Looking for better benefits 43%
Dissatisfied with the

0,
current work environment 33%

Want an ECL-related job

that is not in centre-base 13%
child care
Want a job that is not 1%
related to ECL 0
Want to work more hours 9%

Want to work with a

0,
different age group 7%
Planning to move 6%
somewhere else ’
Health and burn out 4%

Centre closure or laid off 1%

Other (please specify) 1%

Source: 2022 SRDC workforce survey.

Note: Respondents who select no to job retention questions (are you expected to work in ECL with your current employer or in ECL
in one year) were asked to select up to three reasons explaining why they were looking for a new job. Two additional categories
were created from “Other” responses and are included in the table above: Health and burn out, and Centre closure or laid off. These
categories may be added to the list of options in future surveys.
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Table 75 Demographic characteristics of new entrants to ECL and experienced ECL
professionals starting a new child care job

ECL workforce survey respondents who are...

Experienced in ECL, in new job (%)

Demographic characteristics New to ECL (%)

Women 94% 97%
Indigenous 8% 6%
Born outside of Canada 31% 34%
Have a disability 7% 5%
19-24 29% 4%
25-29 29% 10%
30-34 12% 18%
35-39 12% 17%
40-44 6% 13%
45-49 9% 1%
50 and + 3% 26%
Total 83 390
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Table 76 Qualifications of new entrants to ECL and experienced ECL professionals
starting a new child care job

ECL workforce survey respondents who are...

Qualification New to ECL (%) Experienced in ECL, in new job (%)

ECEA 40% 12%
ECE 1 year 1% 10%
ECE 5 year 17% 30%
ECEIT 6% 17%
ECE SN 1% 3%
ECE SN+IT 1% 22%
Responsible Adult 1% 4%
Total 72 362
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Table 77 Workplace characteristics of new entrants to ECL and experienced ECL
professionals starting a new child care job

ECL workforce survey respondents who are...

Experienced in ECL,

Type of child care workplace New to ECL (%) in new job (%)
A private business 37% 39%
A not-for-profit 27% 39%
Not known 18% 8%

Programs offered at workplace

Group care, under 3 years old 46% 47%
Group care, 2.5 years to school age 55% 56%
Group care, school age (before-and-after- 41% 33%

school program)

Preschool, 2.5 years old to school age 36% 37%
Multi-age 23% 19%
Other 2% 5%
Is a $10 a day ChildCareBC Site 20% 15%
Total 83 390
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Table 78 Centre level average staff turn-over and net change, 2022
Left Net Change Left Net Change
Dismissed  voluntarily Hired change from 2019  Dismissed voluntarily Hired change from 2019

Organizations where all programs require ECE

Professional 0.24 1.07 0.61 -0.70 -0.69 0.06 0.30 0.20 -0.16 -0.19
Supervisor 0.01 0.05 0.02 -0.03 0.00 0.00 0.01 0.01 0.00 0.00
Manager 0.01 0.05 0.04 -0.01 -0.04 0.00 0.00 0.00 0.00 -0.01
Director 0.00 0.01 0.00 -0.01 -0.04 0.00 0.00 0.00 0.00 -0.01

Organizations where some or all programs do not require ECE

Professional 0.22 0.98 0.63 -0.57 -0.40 0.12 1.37 1.08 -0.41 -0.46
Supervisor 0.03 0.08 0.04 -0.07 0.05 0.00 0.02 0.02 -0.01 -0.03
Manager 0.02 0.09 0.06 -0.05 0.05 0.00 0.01 0.02 0.00 -0.04
Director 0.00 0.03 0.02 -0.01 0.03 0.00 0.00 0.00 0.00 0.01

Source: 2019 and 2022 SRDC employer surveys. Top section includes employers who exclusively operate one or more of the following programs: group care under 3, group care 2.5yrs—
school age, preschool, or multi-age programs. Bottom section includes employers who operate one or more of the following programs: group care school age, occasional care, or
recreational care.

Note: Net change = Hired minus Dismissed minus Left Voluntarily: all values rounded to two decimal places. Numbers represent the average change in number of staff positions per
employer in the last 12 months. Professional refers to “a person who has primary responsibility for a group of children. This person can be a Responsible Adult, ECEA, or ECE.” Supervisor
refers to “a person who has responsibility for a group of children and supervises child care workers [professionals]. This person can be a Responsible Adult, ECEA, or ECE.” Manager
refers to “a person with management duties (which can include hiring, payroll, performance reviews, compliance with licensing requirements, etc.). This person has administrative duties
and may have child care duties.” A director refers to “a person who has management or administrative duties only.”
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Table 79 Number and proportion of employers who reported net losses in 2022 by
staffing categories and change since 2019

Full Time Part Time Overall (FT+PT)
Number Percentage Number Percentage Number Percentage
ECL professional 263 33% (+9) 185 23% (+3) 341 43% (+11)
Supervisor 34 4% (-1) 7 1% (0) 37 5% (-1)
Manager 37 5% (+2) 4 0% (0) 41 5% (+2)
Director 9 1% (0) 3 0% (0) 1 1% (-1)
All positions 273 34% (+7) 190 24% (+3) 347 43% (+9)

(B) Organizations where all programs require ECE (n=433)
ECL professional 170 33% (+11) 85 17% (0) 205 40% (+13)
(C) Organizations where some or all programs do not require ECE (n=268)

ECL professional 93 32% (+4) 100 34% (+9) 136 47% (+7)

Source: 2019 and 2022 SRDC employer surveys. Section (B) includes employers who exclusively operate one or more of the
following programs: group care under 3, group care 2.5yrs—school age, preschool, or multi-age programs. Section (C) includes
employers who operate one or more of the following programs: group care school age, occasional care, or recreational care (2022).
Note: Increases are shown in red as it is a negative result, indicating an increased loss of staff since 2019. ECL professional refers
to “a person who has primary responsibility for a group of children. This person can be a Responsible Adult, ECEA, or ECE.”
Supervisor refers to “a person who has responsibility for a group of children and supervises child care workers [professionals].”
Manager refers to “a person with management duties (which can include hiring, payroll, performance reviews, compliance with
licensing requirements, etc.). This person has administrative duties and may have child care duties.” A director refers to “a person
who has management or administrative duties only.”
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Figure 58 Proportion of employers who experienced overall staff net loss since 2019
44% 45% 43%
34%
2019 2020 2021 2022

Source: 2019 and 2022 SRDC employer surveys.

Figure 59 Proportion of employers who experienced overall staff net loss by health
authority region, 2022 and percentage point change since 2019

2019 = 2020 = 2021 m 2022
49% 48% 50%
(+10) (+18)

39%

38%

FHA IHA NHA VCH VIH

Source: 2019 and 2022 SRDC employer surveys.

Note: FHA: Fraser Health Authority; IHA: Interior Health Authority; NHA: Northern Health Authority; VCH: Vancouver Coastal
Health; VIH: Vancouver Island Health. 2019 estimates have been recalculated using 2022 methods to ensure a fair comparison
across years, and a reporting error from 2020 has been corrected.
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Figure 60 Employers’ ranking of the main reasons for employees leaving their
organizations where all programs require ECE, 2019 to 2022

2019 2020 2021 2022
Another job in child care @) O a\
Dissatisfied with salary \Q Another job in child care
3k
3 o Dissatisfied with salary

O @ Parental leave
Health reasons J \ 2 © A job not in child care

A job not in child care O

*Non-health reasons
related to COVID

Health reasons

Source: 2019-2022 SRDC employer surveys. Includes employers who exclusively operate one or more of the following programs:
group care under 3, group care 2.5yrs—school age, preschool, or multi-age programs.

Note: There was a tie for seventh place in 2020 between “job too stressful” and “returned to school.” There were two ties in 2022:
for fifth place between “job too stressful” and “a job not in child care” as well as for seventh place between “returned to school” and
“health reasons.”

* “Non-health reasons related to COVID” was not an option in 2019 or 2022. It was not a top-rated reason in 2021.
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Figure 61 Employers’ ranking of the main reasons for employees leaving their
organizations where some or all programs do not require ECE, 2019 to 2022

2019 2020 2021 2022

Another job in child care Q

A job not in child care

Dissatisfied with salary @] Dissatisfied with salary

A job not in child care @ Wanted fulltime job*

5 Another job in child care

Family move 0 e Family move

(7] 7

Non-health reasons
related to COVID

Health reasons [ Health reasons

Source: 2019, 2020, 2021, and 2022 SRDC employer survey. Includes employers who operate one or more of the following
programs: group care school age, occasional care, or recreational care (2022).

Note: There was a tie for fifth and seventh places in 2020.

* “Wanted full-time job” and “non-health reasons related to COVID” were not options in 2019.
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Table 80 Influence of key factors on staffing difficulties among ECL professionals, 2022
Net Change ir??_t:s(t):;lill\;le:s Rat;‘f;:ﬁ?&a;isons Rate of Vacancies
Coeff. SE ] Coeff. SE p Coeff. SE P Coeff. SE P
Auspice 0.03 0.03 0.24 -0.02 0.02 0.37 -0.01 0.02 0.59 -0.03 0.02 0.14
Average wage 0.01 0.00 0.17 0.00 0.00 0.96 -0.01 0.00 0.02 -0.01 0.00 0.06
Number of ECL prof. 0.00 0.00 0.39 0.00 0.00 042 0.00 0.00 0.14 0.00 0.00 0.01
Wage differential -0.01 0.04 0.88 0.00 0.04 0.94 0.02 0.03 0.51 -0.01 0.03 0.80
Receipt of WE -0.04 0.04 0.27 -0.06 0.04 0.07 -0.05 0.03 0.09 -0.02 0.03 0.45

Number of core benefits 0.00 0.01 0.46 0.00 0.00 0.54 0.00 0.00 0.65 0.00 0.00 0.74
Number of added benefits 0.00 0.01 0.80 0.01 0.01 0.12 0.01 0.00 0.22 0.01 0.00 0.12
Senior staff have ECE 0.00 0.03 0.97 -0.03 0.02 0.28 -0.01 0.02 0.48 0.03 0.02 0.10
Staff responsibilities -0.03 0.03 0.41 0.01 0.03 0.71 0.02 0.02 0.36 0.01 0.03 0.61
Staff recognition — wages 0.00 0.03 0.98 0.02 0.03 0.53 0.02 0.02 0.39 -0.01 0.02 0.76
Career outline 0.01 0.03 0.80 0.00 0.02 0.85 -0.01 0.02 0.65 0.03 0.02 0.12

Performance reviews -0.02 0.03 0.38 -0.02 0.03 0.53 0.00 0.02 0.99 0.00 0.02 0.91

Source: SRDC employer survey.

Note: Coeff = coefficient (describes the impact of the independent [predictor] variables on the dependent [outcome] variables in both strength and direction); SE = standard error (indicates
the variability of the estimated impact); p = estimate of statistical significance of the impact (confidence is higher when the SE is smalll relative to the size of the coefficient). ECL Prof. refers
to “a person who has primary responsibility for a group of children. This person can be a Responsible Adult, ECEA, or ECE.”
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The regression analysis included four dependent variables measured over the last 12 months: net change in ECL professionals, rate of ECL professionals hired, rate of ECL professionals
who left voluntarily, and vacancy rates for FT and PT ECL professional positions. The independent variables were: auspice type (private business or non-profit/public); average ECL
professional wage; differential between the highest and lowest hourly wage per workplace; whether at least one staff member at the workplace is receiving the ECE-WE; total number of
core and additional benefits; whether all senior staff at the workplace have an ECE certification (yes/no); whether employers recognize staff who have different levels of training with
different responsibilities (yes/no); whether employers recognize staff that have higher levels of education and experience with higher wages (yes/no); whether employers provide staff with
an outline of career options at the workplace (yes/no); and whether employers conduct performance reviews with staff (yes/no). Number of ECL professionals at the workplace was also
included to control for effects related to workplace size.
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Findings from qualitative data

The majority of case study participants intended to remain in the ECL sector. While they enjoyed working
in the field and wanted to remain in the sector due to their passion for working with children, they
mentioned that the combination of low pay, low perceived respect from others outside of the sector, and
the high demands of the job has created a high burnout rate.

“It’s an exhausting job with not very high pay and you burn out so quickly like it’s, the kids are
taxing, although lovely, like they make it worth it. But | could definitely see why there’s a high

burnout rate just in regards to pay, respect, and the environment too. Like so many people do,
put in so much work outside of the daycare, like outside of work hours. It's not sustainable.”

For profit Case Study Site

Participants felt that higher child to staff ratios, particularly for infants, negatively impacted the quality of
care they could provide and their sustainability in the sector.

“The ratio that licensing has outlined for infant and toddler. It works for toddlers, maybe, but
definitely not for infants! Like a one to four ratio for a group of 12, when you have a 4-month-old
and then there’s a 16-month-old, there’s such a wide range. We can manage, but at what cost
to our well-being and health? ... at the end of the day, our wellness and our health and our
physical body really takes a toll. And then in the end, we re not able to provide the best care.
So, in the long term, who does that really benefit? It’s hard to stay in the field when your body
is getting worn down.”

Not for profit Case Study Site

Participants highlighted the importance of employers providing enough support and recovery time to staff
in order to reduce burnout and improve retention and career sustainability. Examples they cited included:
having good communication with colleagues, having extra staff to share the workload and to cover
unexpected absences, and the ability to take time off.

“It's easy if you are able to take proper rest times and take vacations and be able to be sick
and rest at home. But ... that’s a really tricky thing to make happen ... if you have a great team
and you'’re able to bounce off each other and you have the flexibility of extra staff and being
able to financially close down for a week at a time here and there so that your co-workers and
yourself can rest, you could easily stay in this field for years.”

For Profit Case Study Site
Participants who had been in the sector for a longer period of time considered that newer and younger

staff tended to leave more quickly. Some have speculated that wages played a bigger role in the sector
now than before, due to changes in the economy and workforce. For professionals entering the sector
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without an additional income from a higher-earning partner, it was more difficult to cover living expenses
relying solely on one salary from ECL work.

“You know what | saw; I've observed that most of the people who get into the sector and then
leave as well are the younger generations. Like, | don’t know if they’re still unsure of what they
want or something like that, but then like, most of the time they’ve been coming and going.”

For profit Case Study Site

“That’s why [the government] had to step in and [offer the wage enhancement]. Because, like

young people who are single with the inflation and how much it costs to rent things, you just

can't live off [child care wages]. Whereas before people could do it as a couple ... it would be
more sustainable and then you could work part-time.”

For profit Case Study Site
Similarly, staff speculated low wages reduced interest from men to work in the sector.
“I think for males, it’s kind of hard this kind of money. | guess here everyone is moving on,
especially now because the rents, that’s super expensive.”
For profit Case Study Site

The relatively lower wage and higher demands of the job acted as “push” factors for ECL professionals to
find work in other fields.

“So you kind of like think: Oh, if I'm getting the same amount with that level of stress,
why would | not consider moving on to that profession?”

Not for profit Case Study Site

Managers suggested that the licensing process in general and applying for variances to licensing was a
“hit and miss affair” (For profit Case Study Site). They recounted differences in the way different licensing
officers implemented the regulations. Centres which spanned more than one licensing area reported
different responses by different licensing officers. This made managing ECL unpredictable.
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KPI 12 Summary

In general, most members of the ECL workforce held positive opinions about their work in 2022. Positive
views that they considered child care their chosen profession outhumbered negative ones by larger ratios
than in 2019 but other positive perceptions (such as feeling comfortable telling new people that they
worked in child care) were declining in frequency (albeit still in the majority). Indigenous centre-based
ECL professionals tended to hold more positive perceptions than non-Indigenous professionals on most
measures since 2019. However, the apparent trend for Indigenous professionals to hold increasingly
more positive perceptions seemed to come to an end in 2022.
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Table 81 Ratio of positive to negative comments regarding ECL work 2019 to 2022
Child care centres Before & after school and

(including multi-age child recreational care $10 a Day

care) or preschool programs ChildCare

s BC sies
2019 11:1 8:1 7:1 4:1 6.1 9:1 9:1
Consider child care as chosen 2020 12:1 10: 1 9:1 4:1 13:1 12:1 10:1
profession [agree; disagree] 2021 15: 1 8:1 9:1 4:1 8:1 13:1 10: 1
2022 21:1 12:1 6:1 3:1 16:1 17:1 14:1
2019 6:1 3:1 3:1 1:1 3:1 6:1 4:1
My current job is a stepping stone 2020 6:1 3:1 4:1 1:1 4:1 5:1 4:1
2022 5:1 2:1 4:1 2:1 3:1 4:1 3:1
2019 12:1 4:1 7:1 2:1 5:1 8:1 6:1
My current job is temporary 2020 12:1 5:1 7:1 2:1 7:1 9:1 7:1
[disagree: agree] T 2021 10: 1 4:1 10: 1 3:1 8:1 16 1 7:1
2022 8:1 3:1 7:1 2:1 5:1 7:1 5:1
2019 3:1 2:1 4:1 9:1 1:1 4:1 3:1
Would recommend child care as a 2020 3:1 2:1 5:1 6.1 3:1 3:1 3:1
profession [agree: disagree] 2021 3:1 2:1 3:1 2:1 3:1 2:1 2:1
2022 2:1 2:1 2:1 3:1 2:1 2:1 2:1
| feel comfortable telling new people 2019 9:1 7:1 301 9:1 6:1 14:1 9:1
o i 2020 9:1 7:1 13:1 8:1 9:1 11:1 9:1
that [ work in child care [agree: 2021 8: 1 6:1 14:1 12:1 8:1 7:1 7:1
disagree] 2022 7:1 6:1 14:1 14:1 5:1 7:1 6:1

T Responses to these statements were reversed to estimate ratio of positive to negative opinions.

Source: 2019, 2020, 2021, and 2022 SRDC workforce surveys.

Note: Managers or Supervisors (M/S) includes those in licensed care who identify their role as directors (including owner operators), managers and supervisors. These professionals may
or may not have child care duties. Home Care providers (HCPs) includes Registered Licence not Required, Unregistered Licence not Required and in-child’s-own home providers, together
with Licensed Family Child Care.
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Table 82 Ratio of positive to negative opinions of Centre-based ECL professionals regarding their work 2019 to 2022
Survey year N on- Indigenous Sig. Born in Born outside
Indigenous Canada Canada

2019 8:1 6:1 not sig. 7:1 9:1 =

Consider child care as chosen 2020 9:1 8:1 not sig. 8:1 14:1 "

profession [agree: disagree] 2021 8:1 10:1 not sig. 6:1 12:1 *
2022 13:1 11:1 not sig. 11:1 16:1 not sig.

2019 3:1 2:1 * 3:1 2:1 b

My current job is a stepping stone 2020 3:1 2:1 not sig. 3:1 2:1 *

[disagree: agree] T 2021 3:1 3:1 not sig. 4:1 2:1 b

2022 3:1 1:1 not sig. 3:1 2:1 ik

2019 4:1 5:1 not sig. 4:1 4:1 *

My current job is temporary [disagree: 2020 5:1 8:1 not sig. 5:1 3:1 *

agree] T 2021 5:1 6:1 not sig. 5:1 4:1

2022 3:1 2:1 not sig. 4:1 3:1 o

2019 2:1 3:1 not sig. 2:1 4:1 o

Would recommend child care as a 2020 2:1 5:1 not sig. 2:1 4:1 "

profession [agree: disagree] 2021 2:1 3:1 * 2:1 3:1 i

2022 1:1 3:1 b 1:1 2:1 o

. 2019 7:1 9:1 * 7:1 8:1 *
1;:?: sc’oT;‘?:iz'i?dt‘z!'r”eg[;‘gexé’:eop'e 2020 7:1 8:1 not sig. 7:1 7:1 not sig.

disagree] 2021 7:1 17:1 * 7:1 7:1 *
2022 6:1 6:1 not sig. 5:1 7:1 not sig.

T Responses to these statements were reversed to estimate ratio of positive to negative opinions.

Source: 2019, 2020, 2021, and 2022 SRDC workforce surveys.

Note: Statistical significance (Sig.) is denoted by asterisks: *** p <0.01, ** p <0.05, * p <0.10. This is a t-test. In this statistical comparison of the experience of different groups,

the p-value describes how likely the observed result is if the true situation is no difference between the groups. The smaller the p-value, the greater the confidence in rejecting no difference
between the groups (i.e., the more significant the result is statistically).
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Table 83 Ratio of positive to negative comments regarding ECL work by qualification, 2019 to 2022

ECE+SN or ECE+both

Survey year ECEA ECE1yr ECE5yr

IT SN&IT

2019 1 7:1 20:1 12:1 13:1 12:1

Consider child care as chosen profession 2020 6.1 9:1 13:1 16: 1 12:1 16 : 1
[agree: disagree] 2021 5:1 6:1 8:1 10: 1 12:1 11:1
2022 10:1 6:1 20:1 16:1 33:1 22:1

2019 3:1 3:1 5:1 4:1 4:1 4:1

My current job is a stepping stone 2020 3:1 4:1 4:1 5:1 4:1 5:1
[disagree: agree] T 2021 3:1 3:1 5:1 4:1 3:1 3:1
2022 3:1 2:1 2:1 4:1 4:1 4:1

2019 6:1 4:1 6:1 6:1 7:1 7:1

My current job is temporary 2020 4:1 7:1 10:1 8:1 7:1 7:1
[disagree: agree] T 2021 8:1 4:1 8:1 7:1 6:1 6:1
2022 4:1 3:1 5:1 5:1 6:1 5:1

2019 4:1 3:1 3:1 2:1 2:1 2:1

Would recommend child care as a profession 2020 3:1 3:1 3:1 2:1 3:1 2:1
[agree: disagree] 2021 4:1 3:1 2:1 2:1 2:1 2:1
2022 2:1 2:1 2:1 2:1 2:1 1:1

2019 12:1 7:1 7:1 9:1 8:1 7:1

| feel comfortable telling new people that | work 2020 9:1 8:1 12:1 7:1 11:1 6:1
in child care [agree: disagree] 2021 10:1 8:1 10:1 7:1 7:1 6:1
2022 9:1 9:1 8:1 6:1 7:1 5:1

* Responses to these statements were reversed to estimate ratio of positive to negative opinions.

Source: 2019, 2020, 2021, and 2022 SRDC workforce survey.

Note: RA (Responsible Adult), ECEA (Early Childhood Educator Assistant), ECE 1 yr (One-Year Early Childhood Educator Certificate), ECE 5 yr (Five-Year Early Childhood Educator
Certificate, ECE+IT or SN (an ECE 1 yr or 5 yr with either an Infant Toddler Educator certification or a Special Needs Educator certification), ECE+SN+IT (an ECE 1 yr or 5 yr with both a
Special Needs Educator certification AND an Infant Toddler Educator certification).
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Findings from case study sites

All those who participated in the case studies were asked if they would recommend working in the sector
to friends or family members. The overwhelming majority of answers were yes, they would recommend
working in the sector but as in previous years, respondents qualified their answers. Respondents
mentioned four different caveats. First, those thinking about working in early care and learning should
only do so if they were passionate about working with young children and supporting their growth and
development:

“If you love helping children grow and creating those life tools that they need to go into the
school to kindergarten and planning developmentally appropriate activities for them and just
really engaging them with activities and teaching them things, then yes, | would tell people
to get their ECE and work at a daycare.”

For profit Case Study Site

Second, they should understand that working in the sector was hard work both physically and mentally.
Third, to be aware working in ECL was not well paid in comparison to professions which require similar
training and ongoing licensing requirements. And finally recognize there were limited opportunities for
career development especially while remaining working directly with children. Most career development
involved moving into management positions of which there were relatively few within the sector.

As part of the interviews, participants were asked if they were optimistic about the future of the ECL
sector. Responses were mixed. Some cited improvements in the sector including the wage enhancement
and funding for new spaces but others said the infrastructure in the sector was unable to cope with the
scale of expansion. Some felt it could take years before new policies and practices became established.
In one respondent’s words, the ‘cart had been put before the horse’ (Not for profit Case Study Site). A
further issue was the perceived lack of consultation from governments and institutions with those in the
sector about key issues including inconsistencies in ECE education and training, the introduction of the
fee reduction, moving responsibility for the sector to the Ministry of Education and what this meant for
providers, parents, and licensing. At all the case study sites we heard appeals for ECL professionals to
be consulted by the government about future developments and changes to the sector.

‘At some point it would be smart for the government to get 20 of us in a room for a few days,
be really focused — | mean, pick the top two things. So professional development and quality
training. Just pick our brains and we’ll come prepared ... that’s the piece where our staff ask
us this regularly, and | know it’ll come up at our February Pro-D Day again .... if it seems like
in terms of quality, in terms of what it actually takes, it’s like they don't really know what
they’re doing yet.”

For profit Case Study Site
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Findings from open-ended survey responses

Approximately 45 respondents in both the workforce and employer surveys mentioned that the ECL field
was unsustainable as a career. Some participants reported ECE professionals leaving the ECL field to
work in public education or other sectors, for better compensation and improved working conditions.
Some participants mentioned that they would not recommend ECL as a career to others, or that they
would only recommend it if someone was passionate enough about the work that they could deal with the
limitations in other areas.

More than 80 respondents in both the workforce and employer surveys wrote in that their work in the ECL
field was undervalued by others. Some participants mentioned that K-12 teachers were much more
valued than ECL professionals, even though they felt ECL was at least as important. Some participants
mentioned frustration at being perceived as nannies or babysitters. A few participants expressed concern
that some survey questions referred to ‘child care’ instead of ‘early childhood education’.

“Throughout this questionnaire, you have referred to our industry as "childcare." If we want
to be taken seriously in this industry, we need to continue to use Early Childhood Educator.”

Open-ended survey response

Some participants expressed frustration that there was a larger focus on making ECL services more
affordable for families than on fairly compensating ECL professionals. Some participants expressed
frustration that years of experience in the ECL field were not valued in the same way as the right
credentials or educational certifications. A few participants suggested that the fact that the field was
largely dominated by women contributed to ECL professionals being undervalued.

“If ECE was an industry dominated by men, we would be paid so much more [than] we are now.”

Open-ended survey response

Workforce respondents among all positions, regions and workplace types mentioned not feeling valued
by others in their careers.

“Through the pandemic we were told we were “frontline workers” but treated like garbage
and fast-food workers received more praise than we did.”

Open-ended survey response

Feeling undervalued was not as prominently mentioned among employer survey respondents as it was
among workforce survey respondents.
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KPI 13 Summary

New data on opinions of ECL professionals’ work among public opinion survey respondents aged 18+
show overall positive views of child care professionals, with 86 per cent of adults in BC valuing the work
done by child care professionals and 10 per cent being unsure.

Overall, there were no differences between female and male respondents in ratings of value of child care
work. However, female respondents were more likely to “strongly” value the work done by child care
professionals compared to male respondents. Similarly, value for child care work was equivalent among
parents and respondents without children; but parents were more likely to “strongly” value child care work
than those without children.

There is general agreement that child care professionals are vital to children’s learning and development
as well as the economy. However, the general public is unsure whether child care is a smart career
choice and whether child care professionals in BC are well-trained and well-paid. There was more
disagreement than agreement for the statement “Child care workers in BC are compensated fairly”.

The public sentiment towards child care professionals is generally similar to last year's results, showing
an improvement since 2019, though attitudes towards the perceived skill required to work in child care
have decreased. When asked about personal opinions of child care professionals, 34 per cent of
respondents indicate that they value child care professionals more than they did in 2019, with most
respondents not experiencing a change in value. As may be expected, parents were more likely than
other groups to value child care professionals more than they did in 2019, with 41 per cent experiencing
an increase.
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Figure 62 Public sentiment with respect to child care professionals, 2023

Child care workers are

0, 0,
vital to children’s learning 5% 11%

Child care workers contribute

to children's development 4% 13% 83%

Child care workers play
a vital role in the economy

| consider child care o . .
workers professionals 16% 73%

| consider child care
an essential service

Wakirg n i

In general, child care workers
in BC are well-trained

5% 12% 83%

Wyt 15% 73%

13% 50%

m Strongly Disagree or Disagree Not Sure = Strongly Agree or Agree

Child care workers
in BC are compensated fairly

Source: 2023 Public Opinion Survey.

Note: *For this figure only, these items were reverse-coded to aid in interpretation. This means the direction of the items was flipped
and the per cent agreeing and disagreeing with each statement was reversed to display consistent sentiment. Original items were:
“Working in child care in BC doesn’t require many skills”, “Child care workers are less important than teachers”, and “Working in
child care is equivalent to being a babysitter.”
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Table 84 Public perceptions of ECL professionals, 2023, and percentage point change since 2019

_ S S e

Disagree  Not sure Agree Disagree  Not sure Agree Disagree  Not sure Agree

In general, child care workers in BC are well trained 16% 54% 30% 13% 50% 37% -3 -4
Child care workers in BC are compensated fairly given the o o 0 o o o .

skills and training they have 37% 43% 20% 31% 45% 25% 9 !
| consider child care workers professionals 12% 17% 1% 11% 16% 73% -1 0
Child care workers contribute to the long-term 5% 10% 85% 49 13% 83% A 3

development of children in BC
Working in child care is equivalent to being a babysitter* 69% 12% 19% 61% 15% 24% -8
Working in child care in BC is a smart career choice 15% 43% 42% 14% 40% 46% -1

Working in child care in BC doesn'’t require many skills* 82% 10% 8% 68% 16% 16% -14

Child care workers are less important to children’s 71% 16% 12% 61% 20% 18% 10 -

development than elementary school teachers*

1

2
4
N
L

| consider child care an essential service N/A N/A N/A 12% 15% 73% N/A

Child care workers in BC play a vital role in the economy

0, 0, 0,
because they support others to work N/A N/A N/A 5% 12% 83% NIA N/A N/A

Child care workers play a vital role in children’s learning

0, 0, 0,
and development N/A N/A N/A 5% 11% 84% N/A N/A N/A

Source: 2019 and 2023 Public Opinion Surveys.
Note: Strongly Disagree and Disagree were collapsed into a single category for reporting, as were Strongly Agree and Agree. Statements denoted with * represent reverse-coded
statements, in which disagreement reflects a positive view of child care.

Social Research and Demonstration Corporation 252



Evaluation of Early Care and Learning
Recruitment and Retention Strategy

Evaluation Technical Report 2022

Figure 63 Percentage point change in public perceptions of ECL professionals since
2019

Working in child care doesn't = 8
6
4
5
2
5
1
1
3

require many skills* 14

Child care workers are less

important than teachers* 10

Working in child care is
equivalent to being a babysitter*

Child care workers in BC
are compensated fairly

In general, child care workers 4 -_ !

in BC are well-trained 3

Working in child care in 3 -_ 4

BC is a smart career choice

Child care workers contribute 2

to children's development

-1

| consider child care 0
workers professionals p
-1

m Strongly Agree or Agree  ® Not Sure Strongly Disagree or Disagree

Source: 2019 and 2023 Public Opinion Surveys.

Note: *Disagreement reflects a positive view. The fact that the reverse-coded items have the most change since 2019 could
suggest a misunderstanding by survey responses to the public opinion survey. If sentiments are generally increasing, these items
should show the opposite pattern compared to the other statements (i.e., more disagreement). We will consider adjusting these
items to ensure data integrity in the future.
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Table 85 Agreement related to valuing the work done by child care professionals
among general population of BC and specific subgroups, 2023

Disagree Not Sure Agree
Male/female

Female 3% 9% 88%
Male 5% 11% 83%

Parental Status
Parent 4% 6% 89%
Not Parent 4% 11% 85%
Overall 4% 10% 86%

Source: 2023 Public Opinion Survey.
Note: Strongly Disagree and Disagree were collapsed into a single category for reporting, as were Strongly Agree and Agree.

Table 86 Self-reported ratings of current value of child care professionals compared
to personal opinion in 2019

Compared to my opinion in 2019, | currently value child care workers... Less The Same  More
Male/female

Female 4% 62% 34%
Male 7% 60% 34%

Parental Status
Parent 8% 51% 41%
Not Parent 4% 64% 32%
Overall 5% 61% 34%

Source: 2023 Public Opinion Survey.
Note: A lot less and A bit less were collapsed into a single category for reporting, as were A bit more and A lot more.
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Findings from case study sites

Although participants spoke about having good relationships with the parents of children in their care who
appreciate and understand the work that they do, there were still others from outside of their work
environment who they felt underestimated the value of ECL work. Feeling undervalued could negatively
influence preferences to remain working in the sector.

“The parents can be very thankful at times but like all around, like people are like, ‘Oh, you're
a daycare worker, you don’t need to make that much money. What you do isn’t as important
as other people.’ But like, we’re shaping the minds of little two- to five-year-olds, that is
incredibly important. | think the industry deserves more respect.”

For profit Case Study Site

“We are caregivers, but we are also educators... | feel like people don’t see that unless they
are in the program. So, when we feel like we’re not valued, that also kind of affects your
willingness to stay in the field too.”

Not for profit Case Study Site

Participants expressed concerns that reducing educational requirements needed to work in ECL would
lead to less respect for the sector.

“You know, you start to decrease the education needed for it and people start to decrease the
respect that they have for it: ‘Oh you only had to do that. It’s that easy of a job that you barely
need schooling.”

For profit Case Study Site

Participants acknowledged that, while opinions were still mixed, there seemed to be a gradual increase in
people outside of the sector who have realized the importance of ECL work.

“I think it’s split. One side of the board is worshipping early childhood educators and the other
side just thinks of us as glorified babysitters. | don’t think there is a middle ground there. | think
it’s so split... | do think that because there’s such a demand for it, that people are slowly
realizing how important of a job it is and how needed it is for parents and families and
communities. And | think this side of the table is growing with the amount of people that are
realizing early childhood education is so important. And there’s more to the job and children
need it. They learn from it.”

For profit Case Study Site
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The gradual shift towards more positive perceptions may have been related to the role that ECL
professionals played as essential workers during the pandemic.

“COVID hit and we were open and we were serving the doctors and all the rest of us.
So that they could go to work. And then since then, the word is slowly getting out as to exactly
what our qualifications are... I'm starting to hear it. But it’s still few and far between.
Most people still think of us like a babysitter.”

Not for profit Case Study Site

‘I do see that we're kind of slowly making our way to people realizing
what an important practice this is.”

Not for profit Case Study Site
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Career-Related

Term Definition

Career Pathway A progression of educational qualifications, credentials and training that build upon
one another and enable members of the ECL workforce to advance in their careers.
Career pathways can be flexible, with multiple entry and exit points, to allow the ECL
workforce, made up of diverse learners and non-traditional students, to acquire the
necessary career-related skills and knowledge.

Certification (Staff) The process by which an individual or institution attests to or is shown to have met a
prescribed standard or set of standards.

Credentials Academic degrees, licences or certificates awarded to individuals who successfully
complete state or national requirements to enter specialized roles in the ECL
workforce.

ECL workforce; Members  The broad range of individuals engaged in the care and education of young children.

of the ECL workforce Members of the ECL workforce may include teachers, caregivers, and administrative
staff, as well as consultants, learning specialists, and others that provide training and
Technical Assistance to programs.

Professional Development  Refers to a continuum of learning and support activities designed to prepare

(PD) individuals for work with, and on behalf of, young children and their families, as well as
ongoing experiences to enhance this work. Professional development encompasses
education, training, and Technical Assistance (TA), which leads to improvements in
the knowledge, skills, practices, and dispositions of members of the ECL workforce.

Retention (Staff) Refers to the ability of programs to retain their employees over time.

Source: Child Care & Early Education Research Connections Child Care and Early Education Glossary
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Types of Child Care Programs

Term Definition
Before or After School Licensed Care provided to school age (kindergarten and
Program up) children in a community-based facility or centre.

Also applied to programs that are educational in nature
and/or less than 2 hours in duration.

Centre-Based Child Care  Child care provided in non-residential group settings,
such as within public or private schools, churches,

preschools, day care centers, or nursery schools.

Home-Based Child Care  Child care provided for one or more unrelated children in
a provider’'s home setting/personal residence—may be
licensed/licence-not-required, paid/unpaid,
listed/unlisted. In a licensed home-based child care
centre, licensee is a Responsible Adult and personally
provides care, within the licensee’s personal residence,

to no more than 7 children.

In-Child’s-Own-Home Unlicensed care when parents arrange for child care
within their own home (e.g., nanny, babysitter). Children
from other families cannot be included in this
arrangement and the care provider cannot be a relative
who lives in the home. There are no legal requirements
for monitoring this type of care and no specific

qualifications for the care provider are required.

Informal Child Care A term used to describe child care provided by relatives,
friends, and neighbors in the child’s own home or in

another home, often in unregulated settings.

Licence-not-Required
Child Care (see also:
Registered Licence-Not-
Required Child Care;
Unlicensed Child Care)

Providers can care for up to two children (or a sibling
group) who are not related to them. Can operate legally
in BC. Not registered or licensed, thus not monitored or
inspected, do not have to meet standards for health and
safety.

Source

BC Government
Understand the Different
Types of Child Care in B.C.

Child Care & Early
Education Research
Connections Child Care
and Early Education

Glossary

Child Care & Early
Education Research
Connections Child Care
and Early Education
Glossary; BC Government
Understand the Different
Types of Child Care in B.C.
(see family child care)

BC Government
Understand the Different
Types of Child Care in B.C.

Child Care & Early
Education Research
Connections Child Care
and Early Education

Glossary

BC Government
Understand the Different
Types of Child Care in B.C.
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Term

Licensed Child Care

Occasional Child Care

Preschool

Registered Licence-Not-
Required Child Care

Unlicensed Child Care
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Definition

Child care programs operated in homes or in facilities
that fall within the regulatory system and must comply
with specific requirements for health and safety, staffing
qualifications, record keeping, space and equipment,
child-to-staff ratios, and programming. Monitored and
regularly inspected by regional health authorities.

A program that provides care on an occasional or short-
term basis.

Licensed programs that provide early education and
care to children before they enter kindergarten, typically
from ages 2.5-5 years. Preschools may be publicly or
privately operated and may receive public funds.

Providers do not require a license but are registered
with a Child Care Resource and Referral Centre.

1 Responsible Adult per 2 children (or sibling group)
who are not related to the provider. Setting is the child
care provider's own home. To become licensed,
operators must have completed criminal record checks,
character references, home safety assessment, first aid
training, child care training course or workshops.

Child care programs that have not been licensed by the
regulator. The term often refers a program that can
legally operate without a license as well as a program
that illegally operates without a license.

Source

BC Government
Understand the Different
Types of Child Care in B.C.

BC Child Care Licensing
Regulation

Child Care & Early
Education Research
Connections Child Care
and Early Education
Glossary; BC Child Care
Licensing Regulation

BC Government
Understand the Different
Types of Child Care in B.C.

Child Care & Early
Education Research
Connections Child Care
and Early Education

Glossary

Note: Links were updated in 2022 to correct broken links in previous reports; however, definitions are unchanged.
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Types of Providers

Term

Auspice

Centre-based
ECL professional

Child Care
Operator

Child Care
Provider

Early Childhood
Educator
Assistant (ECEA)

Early Childhood
Educator (ECE)

Home Care
Provider (HCP)

Definition

Auspice refers to the ownership of the ECL business (e.g.,
non-profit, public, etc.).

A person who has primary responsibility for a group of
children for child care provided in non-residential group
settings, such as within public or private schools, churches,
preschools, day care centers, or nursery schools. This
person can be a Responsible Adult, ECEA or ECE.

The person running the child care facility. In Centre-based
care this role can be termed a director and, in some
circumstances, (such as for-profit centres) is also the
owner.

An organization or individual legally responsible for
operating ECL services. The provider is the entity that
applies for the licence(s) and/or funding for facilities.

Graduates from an approved education program can work
as an Early Childhood Assistant once they receive a
certificate from the ECE Registry in MECC (formerly the
Ministry of Children and Family Development). Can then
work with young children in an early childhood setting under
the supervision of a qualified Early Childhood Educator.

Often used in the literature interchangeably with employees,
staff, child care workers, front-line ECEs. But to be qualified
to work as an early childhood educator (ECE) in BC, you
are required to complete a basic early childhood education
training program from an approved training institution.
Graduates from an approved training program can work as
an early childhood educator or assistant once they apply to
receive a certificate from the provincial government (see
ECE certification below).

SRDC'’s cross-sectional survey definition of HCP, which
denotes Home-Based Child Care (above). This group
includes family child care providers, LNRs, RLNRs and
nannies, but very few nannies responded to SRDC’s
survey.

Source

Parent Guide

Report terminology

BC Government Understand
the Different Types of Child
Carein B.C.

Child Care & Early Education
Research Connections Child
Care and Early Education

Glossary

University of BC Early
Childhood Education Program

University of BC Early
Childhood Education Program

Report terminology
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Term Definition Source

Licensee A licensee is a person, an organization, a company, or a BC Government Child Care
partnership that has applied for and been granted a license  Licensing Regulation Fact
to operate a community care facility in BC. A license is not Sheet
transferable from one person to another or one facility to
another. Any changes to a licensed facility, such as moving
to a new location, changing managers, or making physical
renovations, must be discussed with a licensing officer.

Manager Delegated full authority to operate the child care centre. Interior Health Hiring a
Licensee must examine manager’s work history and copies ~ Manager in a Licensed Facility
of diplomas, certificates, other evidence of training and
skills. Manager must be physically and psychologically
capable of working with children.

Owner-operators A person who is an owner-operator, director or manager of ~ Report terminology
a licensed child care centre, preschool or after-school
program. This person may or may not work directly with

children.
Responsible A Responsible Adult is a person who is at least 19 years of ~ BC Government Child Care
Adult age, has completed at least 20 hours of training, has Licensing Requlation Fact

experience working with children, and can provide care and ~ Sheet
mature guidance to children.

Note: Links were updated in 2022 to correct broken links in previous reports; however, definitions are unchanged.
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https://www2.gov.bc.ca/assets/gov/health/about-bc-s-health-care-system/child-day-care/fact_sheet_-_responsible_adult.pdf
https://www2.gov.bc.ca/assets/gov/health/about-bc-s-health-care-system/child-day-care/fact_sheet_-_responsible_adult.pdf
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Type of ECE certification

Term Definition

ECE (1 year) Certification for early childhood educators without 500 hours of supervised work
experience. Requires proof of graduation from a recognized basic and/or post-basic
ECE program. The One-Year ECE Certificate allows a person to act in the position of a
fully certified ECE while working towards their 500 hours and it can only be renewed
once.

ECE (5 year) Certification for early childhood educator with proof of graduation from a basic ECE
program recognized in BC and 500 hours of work experience under the supervision of a
Canadian-certified ECE.

Infant Toddler Educator  Certification for early childhood educators with an ECE (5 year) certificate and proof of
graduation from a recognized ECE program recognized in BC with Infant and Toddler
specific courses.

Special Needs Educator ~ Certification for early childhood educators with an ECE (5 year) certificate and proof of
graduation from a recognized ECE program recognized in BC with Special Needs
specific courses.

Source: BC Government Website-Education/training > Become an Early Childhood Educator
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Type of position

Term Definition

Child care or ECL professional A person who has primary responsibility for a group of children in a centre.
This person can be a Responsible Adult, ECEA or ECE. Not a supervisor,
manager, or director.

Supervisor A person who has responsibility for a group of children and also has
supervisory responsibility for child care professionals. This person can be a
Responsible Adult, ECEA, or ECE.

ECL professional-Manager A person with management duties (which can include hiring, payroll,
performance reviews, compliance with licensing requirements, etc.). This
person has administrative duties and may have child care duties.

Administrative-Director Refers to a person who has administrative duties only.

Source: Child care workforce and employer cross-sectional survey definitions.
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