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Executive Summary
Background to the study (Chapter 1)

This report presents the findings of a predominately qualitative study of recruitment and
retention of childcare, early years and play workers. The Department for Education and Skills
commissioned the study to identify issues surrounding recruitment and retention, from the
experience and perspective of Early Years Development and Childcare Partnerships (EYDCPs) !,
childcare providers and workers themselves.

The study was intended to inform the national recruitment campaign by identifying successful
and less successful approaches to the recruitment and retention of childcare workers, by
EYDCPs and providers, and by obtaining childcare workers’ own perspectives on the features of
the work which drew them to the sector and encourage them to remain. A central aim of the
study was to find examples of good practice which other Partnerships and providers might use to
improve recruitment and retention rates. These findings have been published separately as guides
to good practice for Partnerships and for providers (DfES 2002).

The research was carried out in 3 stages:

e Stage 1: A review of existing literature on recruitment and retention of childcare workers and
secondary analysis of the Labour Force Survey in relation to the sector;

e Stage 2: Interviews with 8 Early Years Development and Partnerships;

e Stage 3: interviews with managers in a range of childcare settings, including day nurseries,
out of school and holiday schemes, pre-school play groups; and interviews with 39 workers
in the same settings, and 14 childminders.

Key findings
The Labour market (Chapter 2)

Existing research on the childcare sector notes that it is an expanding sector, which is reliant on
both a good supply of labour and its retention for the quality of its provision. A number of
studies refer to high levels of satisfaction with intrinsic features of the job, particularly contact
with children, but that low pay and the low value attached to the work makes it vulnerable to
high levels of turnover. Labour Force Survey (LFS) data shows median pay for childcare
workers substantially lower than those with similar qualification levels working elsewhere. Some

' Local Authorities have a statutory duty to establish an Early Years Development and Childcare Partnership
(EYDCP) as a forum for consulting and involving a full range of local partners in planning and monitoring early
years and childcare services. The EYDCP, or 'partnerships' referred to in this document, and references to Lead
Officers or others carrying out the work on developing early years services locally (generally local authority
employees), should therefore be recognised as being part of local authority delivery structures.



day nurseries visited paid some of their staff at the level of the minimum wage, including the
‘development’ rate for young workers of £3.50 an hour.

Men, ethnic minorities and older workers are currently under-represented in the childcare labour
force. Literature on diversity within the workforce has not addressed the issue of the under-
representation of ethnic minorities in childcare occupations. Existing research has looked at
barriers to the employment of men in childcare, exploring some of the possible issues for
providers, prospective employees and for parents. However, research from the perspective of
men, both current and prospective employees, is limited. It may be particularly useful to know
the views of boys of secondary school age on working in the sector, in order to identify any gaps
in knowledge or misconceptions about the work.

Research has looked in some detail at the experiences of nursery workers and childminders, but
other sections of the childcare, early years and play workforce have been given less attention.
Therefore, relatively little is known about the motivations and experiences of workers in after
school and holiday schemes, playgroups and schools. More information about these groups
might help to identify differences in employment conditions and other features of the work that
affect recruitment and retention.

One of the main gaps in evidence concerns the recruitment process and how it can help to create
a stable workforce. Existing research shows the importance of ‘word of mouth’ to some types of
providers, but reasons for the widespread use of this method are not explained. Moreover,
research has not looked in any detail at the methods used by providers to recruit staff, and
whether they are the most effective. Existing research refers to poor management practices in the
sector, but more detailed information is needed on practices that may assist retention, including
induction, on the job training, appraisal and staff consultation.

Existing research has referred to low levels of qualifications among childcare workers. Training
structures for childcare are seen to lack coherence and the proliferation of qualifications and
routes is believed to lead to possible confusion among providers, workers and potential entrants.
There is disagreement amongst writers on childcare and early years training on the most
appropriate type of training for childcare, including over NVQs. Some researchers have
advocated the development of a highly trained ‘core’ worker able to work across a range of
childcare and early years settings.

Studies of staff retention in other sectors state the importance of recruiting the ‘right people’ in
the first place. Nursery workers in particular enter at a young age straight from school or college
and research on turnover in the childcare sector suggests that younger and less experienced staff
are more likely to leave than those with more experience. It is possible that new entrants have
inaccurate expectations of the work. Research on young people’s expectations of working in
childcare might help to identify possible misconceptions and help to improve information and
guidance for childcare careers. Such information would also be useful in recruiting older people.

This research study aimed to address some of the current gaps in research identified, by
exploring the experiences of childcare workers across a range of settings and from different
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backgrounds. The study also explored the effectiveness of recruitment practices, and at the role
of management practices in retaining staff.

The recruitment of childcare, early years and play workers (Chapter 3)

Methods used by providers to advertise vacancies for childcare workers depended on the
seniority of the post, the cost of advertising and its effectiveness in the past. Organisations with
larger staffing requirements and with bigger budgets, such as private nurseries, tended to use
formal methods to advertise posts, for example newspaper advertisements, while smaller,
voluntary, organisations relied on informal and low cost methods.

Some out of school and holiday schemes and playgroups did not use newspaper advertising
because they believed they could only recruit people living very locally, and that those traveling
more than walking distance would not stay. This belief may be misguided and result in missed
recruitment opportunities.

Settings with low budgets, such as out of school care and playgroups made extensive use of free
sources of advertising. These included local shops, libraries, community centres and school
noticeboards. Many found such methods to be more effective in attracting applicants than formal
methods such as newspaper advertising. Some settings were quite innovative in the sources they
used, for example entertainment guides. Other providers could be encouraged to follow their
example.

Job Centres were used by most organisations, but in general were not found to attract suitable
candidates in terms of experience or motivation. This suggests a need for better sifting of
potential applicants by Job Centres.

A number of providers had found that constant advertising loses its impact on potential
applicants. Therefore, when recruiting for one vacancy, some providers placed suitable but
unsuccessful candidates on a list to be offered employment if a subsequent vacancy arose.
Providers also believed that the wording and content of advertisements can affect the number of
responses and warned against the use of unfamiliar job titles such as ‘Nursery Practitioner’ and
the omission of information about hours.

Word of mouth was used by all types of provider, but was favoured above other methods by out
of school and playgroups, which had received poor response from advertising. Although it may
be effective in identifying good candidates, over-reliance on word of mouth can exclude people
outside of informal local networks and may be poor practice in terms of equal opportunities.

Many providers reported difficulties recruiting staff, particularly day nurseries, out of school care
and pre-school/playgroups. Providers explained their recruitment difficulties with reference to
pay, hours of work, image of the sector, competition from other sectors and their location. Few
had received help with their problem, although some were using services developed by their
EYDCP.
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A number of the EYDCPs had set up job vacancy bulletins and websites, which were tried by
providers, with mixed experiences. A common complaint concerned the relative infrequency of
some of these when vacancies often had to be filled quickly. Some settings were setting up a
'bank’ of staff who could work as supply. EYDCPs might provide assistance to providers wishing
to set up such a facility.

Most providers used structured systems for selecting staff, including use of application forms and
interviews, but some carried out a telephone interview with prospective applicants. This may
result in initial screening based on highly subjective factors and lead to discrimination. Some out
of school and holiday schemes recruited from volunteers without advertising the post or
conducting any form of interview. Whilst giving opportunities for employment to volunteers
should be encouraged, it is poor practice in terms of equal opportunities to exclude other
candidates from the opportunity to apply.

Most providers were reasonably clear on the criteria they used to select at interview, but rarely
had fixed requirements. The importance attached to qualifications depended on the post, with
managers generally requiring a qualification at level 3 for senior posts only. Although many
providers looked favourably on applicants with qualifications, almost all valued experience
highly. Providers looked for recruits who could relate well to children. Other qualities valued by
recruiters included team-working ability, enthusiasm, energy, cheerfulness and a caring attitude.

Almost all providers asked for names of referees, and most took up references. Criminal record
checks were carried out by all providers, or on their behalf, and some carried out their own
police check. They were concerned to screen out people whose offences involved abuse of
children, but were not concerned about petty offences such as shoplifting.

Managers expressed support for the aim of increasing diversity in workforce, largely from
concerns to enrich children’s learning experience. In general, providers did not consider that they
had a role in increasing diversity within the labour force, and some had stereotyped views about
ethnic minorities, disabled people and older workers. Very few providers had given
consideration to how their advertising and recruitment practices might disadvantage some
groups, for example those outside informal 'word of mouth' networks. Many providers did not
even have basic practices in place, such as monitoring of applicants. Therefore, as a first step,
providers need to be made aware of the important role they can play in increasing diversity
within the sector

Many providers in the study made assumptions about the suitability of particular groups for
working with children which were based on stereotypes, for example that people over 50 are less
able to cope with the physical demands of the work, or that a disabled person cannot cope in an
emergency. Of particular concern are the assumptions made about the preferences and customs
of some minority ethnic groups by many childcare providers. There is a need for research on the
reasons for the under-representation of minority ethnic groups in childcare. Work with providers
to promote the recruitment of ethnic minorities can then be based on understanding of the real
issues involved, rather than on stereotyped notions.
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Retaining workers (Chapter 4)

Some providers in the study, for example nursery and reception units in schools, reported low
rates of staff turnover, while others said that they had to recruit almost continuously to retain
their required staffing levels. While some providers regarded high turnover as a serious problem,
others believed it 'went with the patch'.

Many day nurseries said that low pay is a factor in staff turnover and some were also aware of
higher turnover rates among younger and unqualified staff. Out of school and holiday schemes
and pre-school playgroups reported high levels of turnover because staff typically join when
their children are young and leave when they were older. Where turnover was low, managers
explained this partly with reference to good team working and training opportunities.

Providers were generally aware of the role of human resource practices in retaining staff, but
many had poorly developed systems for introducing staff to work routines, though induction, and
for staff appraisal and development. In many settings staff were often given documents to read at
home and were taken through only the most important documents. Although staff sometimes
work initially under supervision, they usually take on their full duties from the first day.

Most providers were aware of the benefits of training. Most training offered by providers was on
short courses away from the workplace. Where staft attended courses outside of their paid hours,
they were often not given time off in lieu. Many providers regarded training to NVQs as optional
and something which staff might chose to do for their own interest. Therefore, while some
providers paid for NVQ training, often subsidised by their EYDCP, others did not. Providers
rarely allowed staff to do course work in working hours so that training encroached on workers’
own time. NVQ awards sometimes resulted in an increase in pay and responsibility, but reward
structures often were ill-defined and promotion criteria unclear. Many providers and workers
said that the benefits in obtaining such qualifications were in future job prospects rather than in
the present job.

Some providers had structured systems for managing staff, which included appraisal and staff
consultation. However, in some cases such systems were entirely absent, and appraisals were
often unconnected with staff training and development. They may not therefore be effective in
reducing staff turnover. Many providers had regular staff meetings, which staff were usually
required to attend. These were often outside of work time and staff were not paid over-time. This
may lead to excessive working hours and to resentment.

Childcare workers placed considerable value on good staff relations and team working. A
number of staff said that relations between nursery managers and staff were poor and that staff
were not treated fairly. Poor working relations between management and staff were found to
result in some cases from incompetence among managers, including poor organisation, and in
others from authoritarian styles of management.

Workers in all types of setting said that the best thing about their job was working with children.
In line with other recent research, this was universally seen as a highly positive feature of the
job. Many simply enjoyed the company of children and seeing to their needs, while others



enjoyed assisting with their development. Many valued the variety in their job, absence of a
fixed routine and the ‘fun’ of working with children.

The most negative aspect of working in childcare was identified as low pay. Although this was
remarked upon by workers in all settings, it was a particular problem when combined with the
long hours worked in private day nurseries. On the issue of hours, workers in settings such as
play groups and after-school care said that sessions are sometimes at awkward times of the day
and can adversely affect family life. However, short and dispersed hours suited some people in
particular circumstances, or who combined their childcare job with other work. Workers in most
settings complained of the low status of the work, in particular the perceptions of people from
outside the sector that the work involves 'playing' with children.

A number of workers saw the demands of paper work, such as report writing and lesson planning
as a negative feature of the job. This was often because it had to be done at home. However,
some childcare workers disliked such tasks even if their employer allowed them time to do it at
work, mainly because they reduce time spent with children.

The research findings suggest that current problems of recruitment and retention in the sector
could be eased by the following changes:
e Increased pay across the sector
Reduced hours in private day nurseries
Improved career structure in all parts of the sector
Greater encouragement for training, and opportunities to train during working hours
Greater use of 'family friendly' policies in day nurseries
- Free or subsidised nursery places for staff children
- Time off for assemblies, sports day etc.
e Improve status across the sector, possibly through a change in job titles, eg practitioner and
greater emphasis on aspects of the work relating to education and development

Although workers felt that changes such as those listed above would help recruitment and
retention, many were also were concerned that the principal motivation of those who go into
childcare occupations should be to work with children and that campaigns should aim to attract
people who are genuinely suited to the work.

The recruitment and retention of childminders (Chapter 5)

All of the childminders in the study were parents. They had a range of work experience, from
low skilled work in supermarkets to well paid jobs in sales and marketing. Some had experience
of working with children, mainly as volunteers. A strong motivation for many was to be at home
during the day or after school with their own children. Like other childcare workers, the aspect of
the work they enjoyed most was being with children.

Although some childminders seemed to be making a reasonable income from the work, a number
of childminders stated that their earnings were not high and that money was not therefore a
motivating factor. Childminders were very flexible in the childcare arrangements they made with
parents.



Three of the childminders were men, two of them providing day care on contract with their local
authority. Many were lone parents. A possible explanation for this is that lone parents may
experience more difficulty combining work outside the home with bringing up children. If lone
parents have found childminding a good employment option, they may be an appropriate group
for recruitment campaigns.

Few problems were reported with setting up, although a small number of childminders reported
difficulties getting their first clients, probably because most childminders obtain their clients
through word of mouth.

Most childminders had experienced problems filling places, and day places were reported to be
harder to fill than after school and holiday provision. There was some concern that the national
childcare recruitment campaign might result ‘flooding’ of the market and make it more difficult
for childminders to fill places and make a living.

Childminders reported difficulties dealing with parents, with the most common problems
reported with parents arriving late to collect children and difficulties over fees, either the amount
due, or punctuality of payment. There were indications that some childminders were not
comfortable negotiating financial matters with parents and might be assisted through further
training in this area.

Childminders had taken up opportunities for training, in addition to introductory courses, mainly
motivated by their own interest in childcare and development. Parents were seen as more
interested in childminders’ experience rather than their training. Nevertheless, a number of
childminders had developed folders with details of their training and certificates to show to
prospective clients and to OFSTED. More widespread use of this practice might encourage
parents to take more interest in training and qualifications when choosing a childminder, and
could help to raise the status of the job.

Childminders valued opportunities for social contact with other childminders and a number said
they would welcome more opportunity to meet other childminders. The NCMA was reported to
be a valuable source of information and support, providing help on such matters as record
keeping and accounts and standard terms and conditions. Childminders generally reported
positive experiences of the inspection process through OFSTED.

Childminders resented the low status of the job. They felt there is a widespread misconception
that childminders ‘park’ children in front of the television and literally ‘mind’ children rather
than actively engage with them. Childminders therefore felt that greater awareness of the training
and inspection involved would help to dispel this view. It was also suggested that a change in job
title would help raise its status.

The work of the Early Years Development and Childcare Partnerships (Chapter 6)

Partnerships varied in the approach they adopted towards recruitment and retention. Three of the
Partnerships identified an immediate need to recruit childcare workers to expand current
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provision or to fill vacancies. These Partnerships therefore concentrated on work with the general
public to stimulate demand for services and interest in employment in the sector. In the other five
areas there was less urgent need to fill vacancies and long-term goals such as improving quality
and training were more strongly emphasised.

Although the approach of EYDCPs varied according to local conditions, the expertise and
background of key staff were also found to influence the emphasis of work on recruitment and
retention. Those with a background in training appeared to bring a stronger appreciation of some
issues associated with recruitment and retention than those with a background in childcare.

Few Partnerships gave sufficient consideration to the decision-making process among those
interested in a career in childcare and to the role of guidance. However, to prevent early leaving,
it is important that individuals considering working in the sector are well informed, well
motivated and have explored their own suitability for the work with a careers adviser.

Partnerships identified a number of issues for recruitment into the sector, including low pay,
hours of work, and low status. Further problems were identified in competition from other
sectors, particularly Supermarkets and call-centres and competition within the childcare sector
from the maintained nursery sector. Rural areas were identified as having poorer provision of
childcare and more recruitment difficulties than urban districts. Partnerships’ assessment of
recruitment problems in the sector corresponded closely with the views of providers.
Partnerships also identified issues for childcare and early years workers, including the demands
of paper work, such as lesson planning and progress records.

The emphasis of the campaign work conducted by the Partnerships was strongly on recruitment,
with retention taking a back seat. The main reason given for this was the concern by Partnerships
to meet their targets for new childcare places. There was some evidence of attempts to meet
targets with only limited expansion of provision.

Some Partnerships felt there were practical difficulties of working with providers on retention.
There was also evidence of more limited expertise in retention issues, than in recruitment, among
Partnership representatives. A number of representatives of Partnerships expressed the view that
they could do little about the issues affecting retention, other than encourage providers to train
staff. The emphasis on recruitment and sidelining of retention is problematic because, unless
issues of retention are addressed, efforts expended on recruitment are likely to have only short-
term benefits.

Partnerships were, however, taking active steps to improve the retention of childminders, partly
because of concern to meet Government targets over the retention of this group. Some
Partnerships were working with providers on retention issues and planned to do more. This work
included business support and professional training and seminars on retention. Providers said
they found these useful, or were interested in such events.

Representatives of all but one of the Partnerships said that the main emphasis was on work with

the public. This included posters, leaflets, newspaper articles, radio broadcasts and fairs.
Monitoring of telephone enquiries gave Partnerships some indication of effectiveness. Their
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findings suggest differences between areas and a need for local variation in campaign methods.
However, the effectiveness of different methods and materials is not fully known because
enquiries were not systematically followed-up. This is an issue which Partnerships need to
address.

All of the Partnerships had held at least one fair, which they felt had raised the profile of the
Partnership and of opportunities for working in the sector. A key factor in the success of fairs, in
terms of attendance levels, was identified in their location with those in busy areas attracting the
largest number of participants.

Although only one of the eight EYDCPs said that working with providers on recruitment and
retention was a key part of their work, Partnerships were trying to strengthen their links with
providers, through setting up structures such as sector groups. EYDCPs were developing a
number of ways to give providers practical assistance with recruitment, including help with
advertising vacancies. One Partnership had developed a recruitment pack, which included model
contracts, job descriptions and similar documents. Partnerships had run seminars in quality
assurance, including in relation to staffing practices which were reported to attract a lot of
interest from providers.

Partnerships have targets to increase the proportion of childcare workers from under-represented
groups. Although these include men, ethnic minorities, disabled people and those aged over 40
years, efforts to increase diversity focused on ethnic minorities. Partnerships were keen to
promote the recruitment of men, and used ‘role models’ in their campaigns. However, some were
pessimistic about the success of any campaign targeted at men.

The work of Partnerships in promoting the recruitment of disabled people and those aged over 40
was less developed than for minority ethnic groups or men. Seminars on issues surrounding the
employment of disabled people had been held for employers, but recruitment work with the over
40 age group was somewhat unimaginative, consisting largely of features on local ‘solid gold’
music radio stations. Other possible targets, such as parents of school children, those caring for
grandchildren and people taking early retirement, were not being tapped by the Partnerships.

Partnerships supported a range of types of training, including introductory and initial training,
skills training and short courses for existing employees. The introductory ‘Making Choices’
course was central to Partnerships’ recruitment campaigns, but was reported to be sometimes
poorly attended. Some Partnerships were aware of the need to build on the enthusiasm among
some participants in introductory courses by providing swift transition to sector-specific training.
Some Partnerships had taken steps to clarify entry routes and training courses through
developing a training guide.

Although Partnerships used DfES materials on recruitment, they did not always fully support the
messages of national campaigns, for example portraying childcare as easy and 'fun' rather than a
serious profession. Some EYDCPs have developed strong reputations for the quality of their
materials, and these are sought after for the quality of their content and design. Partnerships
found campaign materials for target groups particularly useful and it was suggested that the
DfES collate the best materials produced locally to distribute to EYDCPs.
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Chapter 1. Introduction

Background

In a buoyant economy, recruiting and retaining workers can present particular challenges for
employers in some industries. Childcare is a sector which has long experienced such problems,
which are heightened when other jobs are easily found. This is despite the intrinsic attractions of
working in the sector and the high levels of occupational commitment (see for example Cameron
et al 2001b). The childcare sector plays a crucial role in the economy by assisting women with
children to work outside the home. Therefore, unlike other sectors, problems of recruitment and
retention in childcare can impact on other sectors. Given that women with children will have
different preferences for hours of work, as well as the sector they wish to work in and have the
skills for, a strong childcare sector which can meet these needs exerts a strong influence on their
participation.

In recognition of the crucial role of childcare in women's participation in the labour market and
in outcomes for children, the National Childcare Strategy was introduced in 1998, with three
main aims: to improve the quality of care; to enable more families are able to afford childcare;
and to expand the number of childcare places and improve information about what is available
(DfEE, 1998). In July 2000, the Department for Education and Skills launched a National
Childcare Recruitment Campaign, aimed at raising the profile of childcare as a career through a
television and press campaign. This campaign is planned to continue across England until March
2004.

The National Childcare Strategy and national campaign are being carried out at local level by
Early Years Development and Childcare Partnerships (EYDCPs). These are located within Local
Education Authority areas and include representatives of local childcare providers, such as
nursery owners and playgroup leaders, as well as representatives from other organisations with
an interest in the childcare strategy, such as voluntary organisations, the health authorities,
employers, parents and local authority departments such as Education and Social Services.
EYDCPs are required to run a Children’s Information Service (CIS) and to provide advice,
support and training for early years, play and childcare workers. This includes helping potential
recruits to find work and training locally through telephone information lines and events such as
recruitment fairs and short courses.

EYDCPs and providers are expected to help to meet the increased demand for early education
and childcare places, and facilitate the new recruitment needed to achieve this. Each EYDCP sets
its own targets for recruitment, based on a number of additional places agreed with the DfES. In
addition, the Department has set targets for recruiting groups currently under-represented in the
childcare workforce. These are men, people from ethnic minority groups, people with disabilities
and people aged over 40. National targets for these groups are currently men (6%); ethnic
minorities (6%), people with disabilities (15%) and people aged 40 and over (40%). EYDCPs are
expected to have higher targets where they believe they can achieve a higher representation from
these groups (EYDCP Implementation Planning Guidance, 2002).



The early years, childcare and playwork workforce

The childcare and playwork sector employs an estimated 275,000 paid staff®. Childcare workers
are employed by a wide range of settings, including day nurseries, nursery and reception classes
in schools, pre-schools and playgroups, out of school and holiday schemes, and creches in
locations including shopping centres and sports clubs. Some of these settings offer both full and
part-time jobs, but many settings offer just part-time employment. Therefore, the majority of
childcare employees are part-time. In addition, many childcare workers are self-employed with
childminders constituting the largest group, followed by nannies and au-pairs.

Existing research has found the sector to experience problems both recruiting staff and retaining
them (see for example, Cameron, 1997; SQW/NOP, 2002). The evidence for this and possible
explanations are explored in Chapter 2, and include low pay, low status, poor career progression
and poor terms and conditions, including lack of paid holidays and sick leave. Recruitment and
retention problems are worse in some parts of the sector than others, with vacancies in the
maintained nursery sector being easier to fill than those in private provision. Moreover, even
among providers who have experienced problems, these are not uniform, so that in some types of
setting long hours have resulted in difficulties recruiting and retaining staff, while in others, such
difficulties result from the availability of short and dispersed hours.

A further issue for recruitment concerns the composition of the childcare workforce, which does
not reflect the diversity of the population. It is predominantly female and people with disabilities
and from ethnic minorities are under-represented, as are workers aged over 50 (see Bertram and
Pascal, 2000; Cameron et al, 2001a; SQW/NOP, 2002). The aim of the Government to introduce
greater diversity into the childcare workforce is reflected in the targets agreed with DfES for the
recruitment of under-represented groups at local level, and in the content of its own national
advertising campaigns.

Research Aims

To achieve the National Childcare Strategy’s aims, it is important that the barriers to recruitment
and retention across the sector are fully understood. The study was intended to inform the
national recruitment campaign by identifying successful and less successful approaches to the
recruitment and retention of childcare, early years and playworkers, by EYDCPs and providers,
and by obtaining childcare workers’ own perspectives on their work. A central aim of the study
was to find examples of good practice which other Partnerships and providers might use to
improve recruitment and retention rates. These findings have been published separately as guides
to good practice for Partnerships and for providers (DfES 2002).

The aim of the research with EYDCPs was to look at how they organise and run the recruitment
campaign in their local area. Issues explored with EYDCPs therefore included their perspective
on the campaign, their expertise on the issues involved and what activities they found to have

% This figure is from the 2001 childcare workforce survey (SQW/NOP,2002) and does not cover early education
setting s or creéches, nannies or au pairs.



worked well in their areas. These included such activities as advertising, events and use of
materials.

The aim of the research with providers was to examine how they go about recruiting staff and to
investigate practices in the sector which may assist retention, and those which can lead to staff
turnover. By including a range of types of providers, for example day nurseries, out of school
care and playgroups, the study aimed to identify which sectors experience particular problems
with recruitment and retention and which do not and to identify the reasons for such variation.

The research also included interviews with 53 staff. These were across the range of occupations
found across different forms of childcare provision, including nursery nurses, nursery assistants,
playgroup leaders and helpers, other play staff and those doing similar jobs with a range of titles.
They also included 14 childminders. The aim of these interviews was to find out more about
people's motives for working in the sector, their experiences of the recruitment process and of
working practices, and their plans for the future. Interviews with childminders addressed similar
issues, but included experiences of setting up, support and inspection, issues which are thought
to present barriers to recruitment.

Research Methods
The research was carried out in 3 stages:

Stage 1: A review of existing literature on recruitment and retention of childcare, early years and
play workers and secondary analysis of the Labour Force Survey in relation to the sector;

Stage 2: Interviews with Early Years Development and Childcare Partnerships in 8 areas;

Stage 3: case studies of 40 childcare providers. This stage of the research consisted of interviews
with managers in a range of settings, including day nurseries, out of school and holiday schemes,
pre-school play groups; and interviews with 39 workers in the same settings, and 14
childminders. The case studies involved interviews with managers and senior staff and a range of
childcare staff, including those with and without qualifications. Topic guides used in interviews
with EYDCPs, providers and staff are included in Appendix 1 of the report.

The empirical research was designed to include qualitative case studies with eight EYDCPs to
allow adequate representation of different types of experience in terms of success in meeting
targets, geographical spread and local labour markets. The study therefore included two rural
areas, four areas with high demand for labour and two areas which have failed to meet targets
agreed with by the DfES for the number of new childcare places. Interviews with Partnerships
explored issues including methods used to promote recruitment, the role of training, use of the
DfES materials covering recruitment and retention, equal opportunities and diversity, and
relationships with partners and childcare providers.

40 providers took part in the study, including 14 childminders and 26 group settings. These were
selected to cover a wide range of providers in the maintained and non-maintained sectors.
Therefore, they included day nurseries under private ownership, and a creche run by a charitable
organisation; school nursery and reception units in the state education sector, out of school and



holiday playschemes usually in the voluntary sector, and pre-school playgroups, also in the
voluntary sector. Staff were interviewed in each setting, usually selected at random from a staff
list, but sometimes from who was available at the time. Additional information was collected
from providers on all staff: their age, gender, ethnicity, length of service and range of pay. This
information is presented in Chapter 2 of the report.

Table 1. Providers visited and staff interviewed

Type of provider Number of | Staff interviewed
settings
Day Nurseries (including workplace nurseries | 8 14

and creche)

Pre-schools/playgroups 5 7
Out of school and holiday schemes 6 9
Nursery and reception classes in schools 7 9
Childminders 14 14
Total 40 53

Structure of the report

There are six chapters to this report. Chapter 2 looks at the childcare labour market, through a
review of existing literature and an analysis of data from the Labour Force Survey. This chapter
also describes the background of childcare workers included in the study. Chapter 3 looks at the
methods used by providers to recruit workers, and who they recruit and the potential for
increasing diversity within the workforce. The chapter presents the perspective of providers on
whether they have a recruitment problem. It also looks at workers' experiences of the recruitment
process and how they came to be in their current jobs. Chapter 4 explores issues relating to the
retention of childcare workers; at providers human resource practices which may affect workers'
decisions to stay in their jobs. The chapter presents providers' views on whether they have a
retention problem. It also presents workers' own views on the positive and negative aspects of
working in the sector.

The issues surrounding the recruitment and retention of childminders are somewhat different to
those for other childcare workers because childminders are self-employed childcare workers
operating from their own homes. Therefore, the experiences and views of this group of workers
are presented separately in Chapter 5. Chapter 6 looks at the work of the EYDCPs in delivering
the childcare strategy and campaign at local level, at their work with providers and with the



general public. The chapter also looks at providers' views of the work of the Partnerships in their
area. Section 7 concludes the report with a discussion of the main findings of the study.






Chapter 2. The labour market
Introduction

This chapter provides a background to the findings of the case study research presented in later
chapters of the report. It begins with a review of existing literature on the childcare, early years
and playwork workforce, which was conducted both to place the current research in context and
to inform the design of the qualitative research with providers and childcare workers. Therefore,
the literature is largely recent, most of it dating from the 1990s to the present. The focus is on
British literature, but some involves cross-national comparisons. The review looks at the main
areas of research and policy analysis, identifying the main issues addressed, findings and issues
which have been left unexplored. Key issues and implications are identified for the current
research. This is followed by a presentation of data on the childcare workforce from the Labour
Force Survey, which includes analysis of the personal characteristics of childcare workers,
characteristics of the job, length of service and movement. The final part of the chapter describes
the childcare workers employed by the participating organisations, and the characteristics,
background and hours of work of those who were interviewed in the research.

Existing research on the childcare, early years and playwork workforce
Introduction

Recent literature on childcare and early years provision has considered issues of employment,
including recruitment and retention, even where these are not the main focus. Discussions of
policy, provision, and quality, all lead inevitably to consideration of such issues because the
sector is by nature labour intensive. Therefore, the expansion of the sector and the quality of
provision are dependent on the childcare workforce. Five main areas of literature can be
identified, although these are by no means discrete:

Childcare and early years policy and provision

The childcare workforce

Gender segregation and ethnicity in the childcare workforce
Training and quality issues in childcare

Turnover of childcare workers and turnover in other sectors

Childcare early years and playwork policy and provision

There is a large body of literature on childcare policy and provision, some of which addresses
issues of the childcare workforce, and much of which includes international comparisons of
provision. This literature is based largely on analysis of policy, rather than on empirical research
and its focus is on three main policy issues:

e The role of childcare in supporting maternal employment, children’s development and
tackling economic disadvantage



e The relationship of childcare to education
e Which type of childcare provision is most necessary and appropriate

The childcare workforce is reported to be diverse and varied, reflecting a wide variety of services
in different areas of the country, or between countries (see Bertram and Pascal, 2000). Expansion
within the sector during the 1980s and 1990s has led to differences between areas of the country
in terms of the extent of provision and its type. Although childcare provision is intended in part
to address inequality and deprivation, in the UK day care has increased most in the least deprived
areas, reflecting the association between childcare and the employment of women with children,
but has declined in the most deprived areas (see Randall and Fisher, 2001). The literature also
identifies changes in the type of provision, such as the increase in day nursery provision and in
out of school care and holiday care, a decline in play groups and childminders and an increase in
the average size of provider (SQW/NOP 2002; IFS, 2002). Such changes have implications for
the supply and recruitment of childcare workers.

Literature on childcare policy has addressed issues of quality and training in childcare,
identifying a tension between the need for low cost provision and the need for quality care by
trained staff. A number of commentators therefore express concern that poor pay and conditions,
combined with limited opportunities for training lead both to high levels of staff turnover and to
poor standards of childcare (see Cameron, 1997). Training is identified as a key issue to be
addressed with the expansion of the sector, to address issues of quality and low status of the
work. The case is made for an improved career structure, with a single, integrated early years
profession. The UK has recently integrated administrative responsibility for early welfare and
education within the education system, but retains a split system of education and training for
early years teachers and childcare workers (see Moss, 2001).

A number of studies note that many childcare workers are without specialist training and that,
despite the variety of provision, the workforce in many parts of the sector is homogenous. Many
who work in the sector are young, female and white. The literature also remarks on the poor
salaries and poor working conditions offered and the low status of the work (see Penn, 1995). In
this context, concerns are raised for the supply and recruitment of qualified education and early
years workers during a period of rapid expansion, which has been fueled by Government policy
and a buoyant labour market. However, this is counter-balanced by high levels of intrinsic job
satisfaction found among childcare workers (see, for example, Cameron et al, 2001b).

The childcare, early years and playwork workforce

A number of studies have been carried out on the childcare, early years and playwork workforce,
focusing on its characteristics, and the extent of training and qualifications held. These include
studies for the DfEE/DfES and others which have taken an international perspective to identify
variations and similarities in the childcare labour force.

Studies have looked at employee characteristics, including gender, age and -ethnicity,
qualifications, both educational qualifications and in childcare. Research has also looked at
training opportunities for childcare workers. Much literature on the childcare workforce has been



informed by recruitment difficulties experienced by the sector. Therefore, it looks at the
perspectives of childcare workers on their jobs, and what motivates them to work in the sector.

These studies reach similar findings on the nature of the childcare workforce, in particular that it
is predominantly female and white and, in many parts of the sector, for example day nurseries,
young. Some studies express concern for the future prospects of the sector, as the pool of
potential recruits diminishes with the rise in qualifications among school leavers. A number of
studies refer to differences within the childcare workforce between types of setting. Women with
children are found to predominate in pre-schools and playgroups. Men are in a small minority in
all types of setting and ethnic minorities are under-represented. However, higher proportions of
men and ethnic minorities are found to work in out of school care and holiday schemes. Research
which has included volunteers as well as paid workers has found a higher proportion of men and
ethnic minorities among volunteers in out of school clubs and pre-school/play groups
(SQW/NOP, 2002). Some parts of the sector offer full-time jobs, but in other parts of the sector,
for example playgroups and after school care, hours of work are part-time and dispersed.
Research has reported examples of workers taking two or even three jobs in the sector to obtain a
full-time equivalent wage (IdeA, 1999; Scott et al, 2001).

Research which examines the motivations of childcare workers reports high levels of intrinsic
commitment to and reward from childcare and playwork. However, at the same time childcare
workers complain at the low value attached to their work. (see for example Cameron et al, 2001).
Research on childcare workers’ attitudes to their work has concentrated on nursery workers and
childminders, and identifies these groups as vulnerable to competing sources of employment (see
Cameron et al, 2001; IdeA, 1999; Mooney et al, 2001). Many childcare workers are parents
themselves, and research reports problems experienced by some workers in combining childcare
work with parenting (Cameron et al, 2001a).

Policy suggestions resulting from existing studies include the need to diversify recruitment to
lessen the current reliance on young female labour force and the potential to raise career
prospects and pay through creating an 'early childcare worker'. This is modeled on the ‘core’
early childhood worker found in integrated childcare and education systems in other European
countries, described by Moss as follows:

‘The worker is relatively well trained (with at least a three year training in higher
education) and well paid (at or just below the level of school teachers), and works across
the whole early childhood age range...... These ‘core’ workers usually work with less
qualified workers...” (2001:5).

This idea is advocated by the national childcare charity, the DayCare Trust, and by Calder (1995)
who propose a three year programme of higher education for such workers (see below).

Childminders
Childminders constitute an important section of the childcare labour force. After relatives and

friends, childminders are the most commonly used form of childcare (see Mooney et al, 2001).
The issues surrounding the recruitment and retention of childminders are somewhat different to



those for other childcare workers because childminders are self-employed childcare workers
operating from their own homes. Therefore, the experiences and views of this group of workers
have been considered separately by research on the childcare labour force (see Moss, 1987;
Mooney et al, 2002). Research on childminders has found that many women take up the work
because it allows them to combine paid work with caring for their own children (see Mooney et
al, 2001). Childminders have been found to have low levels of education and worked previously
in low skilled work. They do not generally hold qualifications in childcare, although some have
experience of paid or voluntary work in childcare in addition to childminding (see IdeA, 1999).

Turnover among childminders has been estimated to be just over 18 per cent (IdeA, 1999)° but
research has also identified two main groups of childminder: those who view it as a long-term
career; and those who plan to remain in childminding for a temporary period while their own
children are young, with turnover lower among the first group. Pay has been identified as a factor
in childminders’ decisions to give up and find alternative employment (see Mooney et al, 2001).

Recent research has identified a fall in the number of childminders and vacancies among
childminders, which suggests they are an under-used resource (see SQW/NOP, 2002; IFS, 2002;
Mooney et al, 2002). This also has implications for policy aimed at increasing the number of
childminders and reducing childminder turnover. However, childminders are likely to remain a
popular choice for some parents because they are able to fit in with parents’ working hours (see
La Valle et al, 2000) and because of the value placed by parents on providers who can show their
child affection (see Woodland et al, 2002).

Gender segregation and ethnicity in the childcare, early years and playwork workforce

Literature on diversity within the childcare workforce has focused on gender. In comparison very
little consideration has been given to the issue of ethnicity, although a number of UK studies
have noted that ethnic minorities are under-represented in the childcare workforce. Studies of
gender in childcare work have largely consisted of comparative studies based on secondary
analysis or on literature reviews (see Moss, 2000; Cameron et al, 2001a) and any empirical
research has been small in scale (see Cameron et al, 1999). However, this research offers a useful
insight into the key issues in the under-representation of men in childcare in addressing three
main questions:

e Why are men under represented in the workforce?
What would be the benefits of recruiting more men into childcare?
e What could be done to increase the number of men in childcare?

The first question has been answered mainly with reference to poor pay and conditions in the
sector and the predominance of part-time jobs in many types of setting. However, researchers
have pointed out that even where the work is more highly paid and full-time, in Nordic countries
which provide greater Government subsidies to childcare, men are still a relatively small

® Researchers arrived at a figure of 18.3 per cent, as a sum of childminders surveyed who had worked for one year
or less (14.4%) and the fall in employment of 3.9 %. A follow-up survey in 2001 did not include an estimate of
turnover (SQW/NOP, 2002).
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minority of childcare workers. (Moss 2000; Bertram and Pascal, 2000). It has therefore been
suggested that the image of childcare as ‘women’s work’ may be an important factor. Research
has also identified a problem in suspicion of the motives of male childcare workers, in particular
that they may be perceived as having perverse sexual motives (Cameron, 2001).

Studies have identified a number of potential benefits of recruiting more men into childcare.
These include:

e Male childcare workers as role models for boys

e To demonstrate equality in roles of men and women to children

e To provide children with a balance of experience and approach to childcare offered by men
and women

e To reduce the current reliance on a young female workforce, which is inherently less stable
because of periods of absence for childbirth and childrearing

A number of suggestions have been made on measures which might attract more men into
childcare. These include improving pay and career structures and to recruit men into centres with
an emphasis on play and education, and where work is more compatible with traditional views
on men’s role. There is a need for further research to explore how successful these are likely to
be in increasing the proportion of men in childcare, and to more clearly identify what the barriers
to entry are for men of different ages and backgrounds.

Training and quality issues in childcare, early years and playwork

Research on the areas of training and quality stem from concerns with the quality of care and
provision for young children and from a drive for professional status for childcare and early
years workers. On the first of these, a number of studies suggest a link between staff training and
the quality of care (Palmerus, 1996; Munton et al, 2002) which identifies a need for
improvements in training and qualifications. Much of the recent literature on training has focused
on the current split in the UK between education of young children and their care. The literature
therefore remarks on different training routes for early years teachers, and childcare workers,
with teachers undertaking 4 years of Higher Education course, and childcare workers taking a 2
year course in Further Education for a qualification at level 3. Comparisons are made with some
countries with combined systems of training of early years education and childcare workers (see
Calder, 1995; Moss, 2001; DayCare Trust, 2001). Moreover, many childcare workers in the UK
have qualifications lower than level 3 or none at all, and there is a heavy reliance on experienced,
but unqualified staff (see Bertram and Pascal, 2000). Research has also found a lack of
consistency in the requirement for training to work with young children across the UK, which
presents a problem for mobility of childcare workers and for career progression (Cordeaux, 1999
Bertram and Pascal, 2000). However, recent research suggests that there are improvements in the
skill levels of the workforce, with indications of a recent increase in qualifications and training in
the sector (SQW/NOP, 2002).

Childcare providers are believed to place insufficient importance on training (see Vernon and
Smith, 1994). The 1998 Childcare Workforce Survey reports lack of time and funding as two
restraints on staff training (IdeA, 1999) and the 2001 survey refers to issues of access to training
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courses (SQW/NOP, 2002). Childcare workers are believed to be restricted by family
commitments, the cost of training and by lack of flexibility in their hours (see Bertram and
Pascal, 2000; Mooney et al, 2001). Research on childminders found that over one in four were
interested in pursuing a qualification in childcare® (see IdeA, 1999). Research by Mooney and
colleagues of former childminders gives a number of reasons why childminders may not attend
courses, including lack of time and their own childcare responsibilities (see Mooney et al, 2001).
Cameron and colleagues found differences in views of nursery workers about training between
those with qualifications and those without: those with qualifications were more convinced of the
benefits to childcare provision than unqualified workers. The same study also found that half of
those who thought they would still be in childcare in the next five years thought they would
study for a qualification (see Mooney et al, 2001).

Research on childcare training policy has also identified a problem in the proliferation of
qualifications and awarding bodies which results in confusion among providers, employees and
potential childcare workers (see Cordeaux, 1999). This is identified as an important issue in the
Green Paper Meeting the Childcare Challenge (1998) which states:

‘Deciding which training and qualifications are suitable for different jobs and career
paths in the sector can be confusing. There are many different types of work (early years,
playwork, and other related areas such as social care and youthwork) and many training
courses and qualifications. There seems to be little consistency among childcare
employers on the qualifications they require or recognise for childcare workers doing
similar types of work. This can be particularly problematic for childcare workers moving
to a new area’ (HMSO, 1998)

National Vocational Qualifications have been developed within the UK partly to deal with such
problems, and to increase certificated training in sectors where it is low. However, as the Green
Paper also points out, there are only a few higher level qualifications in the profession.
Moreover, NVQs have not been given a universal welcome by writers on childcare policy, and
have been criticised for down-grading the importance of knowledge (see Calder, 1995). As
stated above, it has been argued that care and education should be combined in early years
provision. It has also been argued that training for such work should be placed in Higher
Education (see Calder, 1996) and supported by post-graduate modules (see DayCare Trust,
2001). The ‘core’ childcare worker developed by such a system is described by Moss (2001).

A number of issues have been raised in relation to proposals to improve the training and
qualifications of childcare workers. The first of these is that childcare workers might have
increased expectations for earnings, which may be difficult to meet in a largely unsubsidised
childcare sector, and which might lead to turnover. Secondly, concerns have been raised for the
prospects for women, and some men, who are keen to work in the sector but have little interest in
training, particularly in theoretical aspects of childcare and education. It is therefore feared that
efforts to raise qualifications might exacerbate current recruitment difficulties. In response to
these concerns, it has been argued that competency based qualifications allow individuals to
progress at their own pace, and they need not be discouraged by requirements to gain

* However, the survey achieved a response rate of only 30 per cent and the sample may therefore be biased.
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qualifications. Moreover, it has also been argued that training should not be kept at a low level
for such reasons (Moss, 2000).

Turnover of childcare, early years and playworkers and turnover in other sectors

A number of studies have drawn attention to high levels of staff turnover experienced by
employers in the childcare sector (see Penn, 1995; Cameron, 1997; Bertram and Pascal, 2000).
Recent studies report increasing problems of recruitment and retention in the sector (see
Cameron et al, 2001b; IDS, 2001). A survey of nurseries found a third of providers had
difficulties with staff retention, and two-thirds had recruitment problems (IDS, 2001). Cameron
(1997) states, °...the rate at which staff leave childcare work is alarming’. However, reliable
figures on turnover in the sector are difficult to find, because of variations in methods of
measuring turnover, varying economic climate and variations between types of provider. The
2001 Childcare Workforce Survey found turnover rates of 16 per cent among nursery workers;
13 per cent in playgroups and 19 per cent among workers in out of school clubs, but these rates
are lower than other studies, particularly of nursery workers: Penn (1995) and Cameron (2001a)
both report turnover rates between 25 and 30 per cent.

The emphasis of a number of studies has been in identifying reasons for staff turnover, focusing
on reasons why people leave the sector. Some research is motivated principally by concerns
about the implications of turnover for the quality of care (see, for example, Bertram and Pascal,
2000). Problems of recruitment into the sector are given less consideration, since the focus of
research is on workers rather than employers, although recruitment difficulties are widely
reported (see for example SQW/NOP, 2002). Some research on turnover has been conducted
from an international perspective, including within Europe and elsewhere (Cameron, 1997;
Bertram and Pascal, 2000). Issues of staff turnover have also been addressed in American
literature on childcare (see Manlove and Guzell, 1997; Wilder Research Center, 2001).

Studies suggest that reasons for staff turnover in childcare occupations may differ from those
elsewhere. The main reasons for this are that the intrinsic rewards of the job are high, but status
and extrinsic rewards are low (see Cameron, 1997). Therefore, childcare workers report high
levels of satisfaction with the content of their jobs, and particularly their contact with children,
but report low levels of satisfaction with pay and benefits such as holidays. Studies have focused
on nursery workers and have identified low pay, poor terms and conditions such as pension
rights and sick pay, poor career structures, lack of consistent training and poor quality standards
as features of the childcare sector which result in high staff turnover (see, for example, Bertram
and Pascal, 2000; DayCare Trust, 2001). Recent research by the national childcare charity
Daycare Trust reports average pay in the sector at less than £11,000, with more than 80 per cent
of childcare workers earning less than £13,000 a year (Daycare Trust, 2001). As shown later,
many day nurseries pay at the level of the minimum wage, including the ‘development rate’ of
£3.50 an hour for young workers. Although pay is widely referred to as an issue for retention,
American research has suggested that pay is less important in retention of staff than in
recruitment (see Manlove and Guzzel, 1997). However, it is possible that pay combines with
other factors to result in staff turnover, for example with long hours or few opportunities for
advancement.
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Studies identify higher rates of turnover among junior staff and those with shorter periods of
service. This suggests a need for better induction, in-house training and management of new
staff. Turnover has been found to vary according to type of setting, and is typically lower in the
maintained sector, particularly school based care, than in private or voluntary settings. This may
be due to a number of factors, including pay and training opportunities, which are known to vary
across the sector.

Recent research refers to poor management as a factor in staff turnover, with the day nursery
sector identified as particularly problematic. Staff in this sector have reported ‘lack of respect’
from management as contributing to staff turnover and high levels of stress, resulting in
‘burnout’ (see Cameron et al, 2001b). Research which looks at employer practices through
managers’ own accounts adds an additional and useful perspective on staff turnover. This has
found poor training opportunities, low priority given to staff development, poor planning and
staff supervision and limited non-contact time for administrative work and staff discussions (see
Vernon and Smith 1994).

Although existing research suggests that poor terms and conditions of employment and poor
management practice in the childcare sector make a significant contribution to turnover, attention
has also been drawn to the predominance of women in the workforce and the role of factors such
as family and personal reasons, for example pregnancy and house moves, in decisions to leave
(Cameron et al, 2001a). These findings suggest a need for ‘family friendly’ policies (see
Cameron 1997), but also to the benefits of creating a more diverse workforce, particularly
through an increase in male childcare workers.

Studies of staff turnover in childcare suggest that the following might help to improve retention:
e improved pay and benefits,

paid time for preparation, meetings and training,

flexible working to accommodate family responsibilities

team working, good communication and a supportive work environment

opportunities for training, including in-house

Literature on turnover in other sectors, for example health and education, which have
experienced similar difficulties, has identified similar problems in respect of access to training
and career routes. These have been identified as issues for the retention of nurses (see Firth and
Britton, 1989), and for teachers (see Smithers and Robinson, DfES 2001). Other studies have
focused on issues leading to turnover among women workers (see Huws et al 1999; IDS, 1991)
and, in addition to training opportunities, have noted the importance of flexible work options and
family friendly policies as well as attractive employee benefits packages. This stems in part from
the findings of some research that women are more likely to leave their jobs for personal or
family reasons than are men. Studies have also noted the importance of intrinsic motivators
associated with the nature of work in reducing turnover. On this issue childcare is likely to differ
from other sectors because satisfaction with the work itself has been found to be generally high.
Therefore issues affecting turnover in the childcare sector may be different to those in other
sectors, and may need to be addressed in different ways.
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Gaps in evidence

The main gaps in evidence concern the experiences of childcare workers across a range of
settings and from different backgrounds; the effectiveness of recruitment practices; and the role
of careers information and guidance.

On the first of these, research has looked in some detail at the experiences of nursery workers
and childminders, but other sections of the childcare workforce have been given less attention.
Therefore, relatively little is known about the motivations and experiences of workers in after
school and holiday schemes, playgroups and schools. More information about these groups
might help to identify differences in employment conditions and other features of the work that
affect recruitment and retention.

Existing research has looked at barriers to the employment of men in childcare, giving full
consideration to some of the possible issues for providers, prospective employees and for
parents. However, research from the perspective of men, both current and prospective
employees, is limited. It may be particularly useful to know the views of boys of secondary
school age on working in childcare. This might help to identify possible gaps in knowledge and
misconceptions about childcare careers. Reasons for the under-representation in the sector,
including ethnic minorities and older workers, have not been addressed in existing research.
Information about this issue could be of considerable assistance to the current National Childcare
Strategy and recruitment campaign.

One of the main gaps in evidence concerns the recruitment process and its role in creating a
stable workforce. Existing research shows the importance of ‘word of mouth’ to some types of
providers, particularly playschemes, after school and holiday schemes (see SQW/NOP, 2002).
However, reasons for the widespread use of this method are not explained. Moreover, research
has not looked in any detail at the methods used by providers to recruit staff, and whether they
are the most effective. This includes the criteria used to select applicants. Existing research refers
to poor management practices in the sector (see Vernon and Smith, 1994; Cameron et al, 2001b).
However, more detailed information is needed on practices which may assist retention, including
induction, on the job training, appraisal and staff consultation.

Studies on retention across a range of sectors refer to the importance of recruiting the ‘right
people’ in the first place (see IDS, 2000). Research on turnover in the childcare sector suggests
that younger and less experienced staff are more likely to leave than those with more experience
(see IdeA, 1999; Bertram and Pascal 2000; SQW/NOP, 2002). It also notes that many childcare
workers, particularly nursery staff, enter at a young age straight from school or college. While a
certain level of turnover may therefore be expected among this group, it also points to the
importance of careers information and guidance for young people entering employment in the
sector. Childcare is a popular career choice for young women, but it is possible that new entrants
do not fully appreciate the nature of the work. Research on young people’s expectations of
working in childcare might help to identify possible misconceptions and help to improve
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information and guidance for childcare careers. Such information would also be useful in
recruiting older people.
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Childcare, early years and playwork workforce: evidence from the Labour Force Survey

Introduction

As part of the study, a number of analyses were conducted using the Labour Force Survey (LFS).
The purpose was to contribute to our assessment of good practice through a better understanding
of childcare employment and the childcare workforce. The analyses examined the personal
characteristics of the childcare workforce and identifies groups who are under-represented. It
considers how job characteristics may affect recruitment and retention, including who works in
the sector. The prevalence of jobs with few hours is an issue for recruitment and retention and, as
an indicator of demand for longer hours and of a possible source of supply, multiple job holding
was examined. Job movement was examined, in order to identify the extent of the retention
problem and the extent to which this leads to loss of childcare workers. Finally, the LFS has
information on recruitment methods and this was analysed to explore whether advertising
methods might be improved.

Childcare occupations identified in the Labour Force Survey

Analysis of the childcare workforce, using the Labour Force Survey encounters a major problem:
the occupational breakdowns are not fine enough to identify the childcare workforce fully.
Childcare workers can be found under the following classifications:

650 Nursery nurses

651 Playgroup leaders

652 Educational assistants

659 Other childcare & related occupations not elsewhere specified (nes)

234 Primary (& middle school deemed primary) & nursery education teaching professionals
235 Special education teaching professionals

239 Other teaching professionals not elsewhere specified (nes)

managers

However, all but the first two classifications will also include workers outside our definition of
childcare workers. The following pragmatic approach was taken: those working in the first four
categories were included in the analysis, with the exception of educational assistants working in
secondary, higher or adult education, and other childcare & related occupations nes who worked
in secondary education. This means that the following excludes those classified as managers.

The analysis uses the Spring 2000 Labour Force Survey, the latest available at the time of
writing.
Who works in childcare?

The LFS data show that the childcare workforce is overwhelmingly female (97%) and white
(97%), Table 2. The majority employed in childcare are aged between 30 and 50 (60%) and have
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children of their own aged under 19 (65%). Sixty-four percent do not have qualifications higher
than level 2 and 13% no qualifications. On each of these five characteristics, the childcare
workforce is over-represented” °. However, there are some important differences across childcare
occupations. The following discusses these differences, together with some other characteristics
of the childcare workforce.

> Apart from where otherwise specified, the childcare workforce is compared with all women employed. This is a
more useful comparator than the workforce as a whole (men and women): comparing the almost female childcare
workforce with all employed would largely identify differences between male and female employment generally,
rather than any peculiarities of the childcare workforce.

¢ Forty-four percent of all people employed are female; of females employed 95% are white, 53% are aged between
30 and 50 and 46% have children aged under 19. Fifty-five percent do not have qualifications higher than level 2.
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Table 2: Characteristics of the childcare workforce

percent of the childcare workforce (column %)

percent of all (column %)

nursery nurses playgroup education other childcare | other childcare | all childcare | in employment 1ILO inactive population
leaders assistants occupations, occupations, occupations unemployed
(primary) excluding social | those in social
work work
Female 99 98 98 96 97 97 45 39 63 50
ercent of females
Women 63 80 82 64 80 73 73 43 61 69
married/cohabiting
Women non- | 36 18 15 32 17 25 27 57 39 31
married
age
Under 18 3 0 1 7 1 3 3 11 7 4
18 to under 20 7 4 1 4 1 3 4 9 5 4
20 to under 25 20 3 5 8 9 10 9 14 11 10
25to under 30 12 2 3 11 8 8 12 13 10 12
30 to under 35 14 11 10 9 21 12 14 12 12 13
35 to under 40 12 16 24 13 22 18 14 12 12 14
40 to under 45 14 24 20 15 15 17 13 11 9 12
45 to under 50 9 18 18 12 14 13 12 6 8 11
50 to under 55 5 16 11 9 6 9 12 7 12 12
55 to under 60 4 4 4 9 2 5 8 5 14 9
60 and over 1 3 3 5 1 3 -
Children
none under 19 46 35 28 41 23 35 54 42 41 50
Some under 2 5 4 3 4 8 5 6 8 14 8
Some 2-4 10 0 5 8 20 9 10 14 19 12
Some 5-9 18 32 34 28 44 31 17 24 24 19
Some 10-15 28 48 50 44 39 39 22 28 25 23
Some under 16 (tot) | 46 60 65 51 72 58 41 53 52 44
British nationals 99 95 97 90 97 95 95 92 91 94
of  which  non- | 0 0 6 45 24 26 7 7 10 8
nationals  arrived
since 1999 (earliest
childcare 1950)
non-white 4 5 3 2 3 3 5 12 11 7
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Qualifications

Higher 22 13 20 7 14 15 27 12 11 22
A level or equiv. 25 34 21 13 23 20 18 16 15 17
GCSE grades A-C 42 30 37 28 34 35 29 32 23 27
Other 9 21 12 23 21 16 14 19 16 15
None 2 3 10 29 9 13 12 21 34 19
Enrolled on fit | 1 2 1 10 4 4 5 11 16 8
course

Health probs >1year | 20 17 18 20 21 20 19 29 40 25
Affect kind of work | 7 3 6 9 8 7 7 19 32 15
Disabled 12 9 9 13 16 12 12 23 35 19

All holding childcare jobs (first and second jobs)

LFS, Spring 2000
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Men working in childcare and studying

A large minority of the small number of men who work in childcare may be doing so
to fund studying: 38% are in full-time education, with 17% at school and 21% at
college or university. This varies substantially by childcare occupation, with the
highest percentage in other childcare workers (excluding social work): 60% of men in
full-time education. Nursery nurses and other childcare workers in social work also
have a high percentage of their male workers in full-time education, 37% and 29%
respectively. Only 10% of male education assistants and no male play group leaders
were in full-time education. It is not possible from the LFS to identify whether
employees are students who are employed to fund their study or whether they are
childcare workers who are increasing their skills.

Four percent of the female childcare workforce were studying full-time. This
compares with 5% of all female employees (aged under 60). Full-time study was most
common for other childcare workers (in social work), where 10% of the workforce
were studying full-time, split equally between those at school and those at college or
university. This suggests that, for women, employment as other childcare workers (in
social work) may be an attractive option for full-time students.

Family responsibilities

The relatively high percentage of women with children (aged under 19) working in
childcare suggests this is either seen as an appropriate job for mothers or is relatively
easy to combine with mothers’ own childcare. However, the pattern varies across
occupations and by age of workers’ own children.

The high percentage of childcare workers with children was due to childcare workers
being much more likely to have a child over the age of four. 31% of childcare workers
had at least one child aged 5 to 9, much higher than the average for employed women,
17%. Similarly, childcare workers were more likely to have a child aged 10-15 (39%
and 22%, respectively). Childcare workers were actually slightly less likely than all
employed women to have any children under the age of 4 (9% and 12%, respectively).

This pattern varied by occupation. Nursery nurses were the least likely to have
children under 19, although, at 54%, this was still higher than the average for all
employed women. For nursery nurses, the spread across children’s ages was similar to
the national average. Other childcare workers in social work, education assistants and
play group leaders were most likely to have children aged under 19, around three-
quarters for the first two occupations and two-thirds of play group leaders. For all
childcare occupations, except nursery nurses, a high percentage of workers had
children in the 5-9 age range and the 10-15 age range. This was particularly high for
play group leaders and education assistants for 10-15 year olds (with about half
having children in this age range) and for other childcare workers in social work for
children aged 5-9 (44%). Other childcare workers in social work were the only
occupation to have a high percentage of workers with children aged under five (with
20% aged 2-4). These patterns suggest a strong link between own childcare
responsibilities and working in the childcare sector for most childcare occupations,
but that this is much less strong for nursery nurses.
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A minority of the childcare workforce are single women, 27%. This is similar to the
female workforce as a whole. However, single women are over-represented amongst
nursery nurses and other childcare workers (excluding social work) (around one third)
and substantially under-represented amongst the other childcare occupations (around
one sixth).

Age

The age profile of childcare workers is likely to be driven by the link between own
childcare responsibilities and working in the childcare sector. The concentration of
childcare in the 30 to under 50 age range applies to play group leaders, education
assistants and other childcare workers in social work. Nursery nurses and other
childcare workers (excluding social work) have a younger age profile, with 42% and
30%, respectively, aged under 30, many of whom are in their teens and early 20s. A
small percentage, 3%, of the childcare workforce are aged over 60, with the oldest in
this survey aged 70.

Qualifications

Thirteen percent of the childcare workforce have no qualifications, 64% are qualified
to level 2 or lower and a further 20% are qualified to level 3’. The relatively low
qualification level of the childcare workforce is mainly due to few childcare workers
holding a higher education qualification (15% v 27% of employed women)®.

Nursery nurses and education assistants are the most highly qualified, with 22% and
20%, respectively holding a higher education qualification (including a degree). Other
childcare workers (excluding social work) are the least qualified, with only 7%
holding any form of higher education qualification, whilst 29% have no qualifications
(and 23% hold ‘other qualifications’). This suggests that, in terms of qualifications, at
least, no great barriers should exist to recruitment.

Twenty percent of the childcare workforce were studying for a qualification (similar
to the average for employed women under 60, 19%). Four per cent were studying for
a higher level qualification (slightly fewer than average, 6%). The majority of those
studying for a qualification were enrolled part-time at a university or college (65% of
those studying, 12% of the childcare workforce).

Other characteristics

Two other characteristics of the childcare workforce stood out: disability and
nationality.

Twelve percent of the childcare workforce were disabled (either under DDA
definition or due to a work-limiting disability), similar to the average for employed

7 These data cover all qualifications, whether childcare specific or not.
% 4% of the childcare workforce have a degree compared with 16% of employed women.
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women. Play group leaders and education assistants had the lowest percentage of
disabled people, 9%, whilst other childcare workers in social work the highest, 16%.

In respect of nationality, 5% of the childcare workforce were non-British nationals,
similar to the percentage for employed women. However, non-British nationals were
under-represented amongst nursery nurses (1%) and over-represented amongst other
childcare workers (excluding social work) (10%). Nationals of Eastern European
states were over-represented (1.6% of the childcare workforce v 0.2% of all female
employed).

Many childcare workers who were not born in Britain had arrived since January 1999,
24% compared with 7% of non-British born employed women. This suggests either
that recent immigrants are particularly likely to work in childcare or that this figure
includes many temporary entrants (e.g. young people working temporarily in this
country as home helps and au pairs).

Characteristics of the job9

The ability to attract people to the childcare workforce and to retain workers will be
affected by the nature of the job. Childcare jobs are similar to other jobs in terms of
self-employment, with the exception of other childcare workers in social work, which
has a much higher incidence of self-employment. Part-time work predominates and a
relatively high percentage of jobs have very few hours. Homeworking is more
common than average. Amongst employees, temporary, including casual, work is
more common and pay rates are relatively low.

Contractual

The majority of jobs in childcare are for employees, 88%, with only 11% self-
employed, Table 3. The self-employment rate is the same as for the workforce as a
whole but is higher than the average for women, 7%. However, this is almost wholly
due to the concentration of self-employment in other childcare workers in social work
(where 55% are self-employed, compared with 5% or fewer in other childcare
occupations). The LFS data is not specific about these workers’ roles, but we would
expect this group to include childminders.

Overall 71% of jobs are for employees and permanent, with large differences across
occupations: 40% in other childcare workers in social work and 66% in education
assistants, but over 80% for nursery nurses, play group leaders and other childcare
workers (excluding social work). This compares with 82% of jobs in the workforce as
a whole being for employees and permanent.

? The data refers to main jobs only (i.e. not childcare jobs which are a second job). This is because the
LFS provides little information on second jobs.
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For employees, 8 out of 10 jobs were permanent (81%). This fell to 67% for education
assistants. Temporary employment is more prevalent than in the workforce as a
whole, where 93% of employees are in permanent jobs, with similar figures for
women and men.

The main form of temporary work was fixed-term contract, 69%, although this varied
by occupation, with only around one third of temporary work of this form for play
group leaders, other childcare workers (excluding social work) and other childcare
workers in social work. Casual work was common in other childcare workers in social
work (56% of temporary employment) and accounted for around one-third of
temporary work in other childcare workers (excluding social work), whilst agency
temping accounted for almost one-third of temporary work for play group leaders.
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Table 3: Job characteristics

childcare all occupations
nursery nurses playgroup leaders | education assistants other childcare other childcare all childcare male female all
(primary) occupations, excluding occupations, those occupations
social work in social work
percent of all jobs (employee plus self-employed)
Employee 96 91 99 94 44 88 85 92 88
self-employed 2 8 0 6 55 11 15 7 11
Government scheme 2 0 1 <0.5 1 1 * * *
Permanent employees 84 84 66 81 40 71 80 85 82
Percent of employees 88 92 67 86 91 81 94 92 93
full-time 67 20 37 15 35 37 91 54 74
part-time 33 80 63 85 65 63 9 46 26
part-time, comprising:
students 2 4 1 11 2 4 3 5 4
Part-time from preference 24 68 55 67 57 52 4 37 19
Could not get full-time job 6 9 6 6 6 6 2 3 3
part-time, could not get full-time job:
Have 2" job 1 5 2 1 1 2
Have 2™ job in childcare 0 4 1 0 <0.5 1
Available as extra childcare workers 5 6 5 5 6 5
Hours of work, per week
4 hours or fewer 1 7 2 5 3 3 1 2 1
>4 — 8 hours 3 5 6 54 9 18 1 5 3
>8 — 16 hours 11 23 20 12 26 17 3 13 8
>16 — 20 hours 6 21 9 7 13 9 2 9 5
>20 — 30 hours 21 33 42 10 16 24 4 17 10
>30 hours 59 10 21 12 33 29 90 55 73
ercent of employees
Length of service (employees)
Joined 1999 onwards 33 24 27 36 42 32 25 26 25
Joined more than 5 years ago 36 46 35 31 19 33 46 42 44
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Place of work

Fourteen percent of childcare workers worked from home (whether as their sole
workplace or as a base). This is only slightly higher than average, although relatively
high for women, as 11% of the workforce and 8% of employed women work from
home. (13% of employed men work from home.) Most of those working from home
were other childcare workers in social work (57% of whom worked from home).
Otherwise, 15% of other childcare workers (excluding social work) and 6% of play
group leaders worked from home. Only 2% and 1% of nursery nurses and education
assistants, respectively, worked from home.

The majority of those working from home, were self-employed or working for a
family business, 73%. However, all education assistants who worked from home were
employees, as were 78% of nursery nurses and 67% of play group leaders, whilst 42%
of other childcare workers (excluding social work) were and only 7% of other
childcare workers in social work.

Part-time working

Part-time working predominates, with nearly two-thirds working part-time (63%).
This compares with 26% in the workforce as a whole (46% for women and 9% for
men). Many jobs involved very low hours of work: 21% were for eight hours of fewer
and 38% for 16 hours or fewer. Few hours were particularly common for other
childcare workers (excluding social work), with 59% working eight hours or fewer
per week (and 71% working 16 hours or fewer). Only for nursery nurses were hours
worked similar to that in the female workforce as a whole.

Given the high degree of part-time working in childcare, it is possible that there is a
substantial untapped supply of childcare working amongst those working part-time,
i.e. part-time childcare workers who would prefer to work full-time. However, 90
percent of childcare workers who worked part-time in their main job either did not
want a full-time job (83%) or were students (7%) with only 10% of part-timers
working part-time because they could not find a full-time job (equivalent to 6% of the
childcare workforce). Some of these already had a second job in childcare
(approximately 9% of those who did not work part-time by choice). Assuming all
those childcare workers who work part-time in their main job because they cannot
find a full-time job and do not have a second job or whose ond job is outside childcare
were willing to take a full-time job (or a 2™ job) in childcare, this would be the
equivalent of raising the number of childcare jobs by about 6% overall.

1963% of the childcare workforce work part-time; 10% of these wish to work full-time; i.e. 6% of the
whole childcare workforce work part-time and would prefer to work full-time. After subtracting those
who already have a 2™ job in childcare (and rounding), the figure of those available to take additional
or full-time job in the childcare sector remains at 6% as the numbers who wish to work full-time and
already have a 2™ job in childcare are small. (Of those who work part-time and wish to work full-time,
73% do not have a second job, 9% have a second job in childcare and 18% have a second job not in
childcare. Thus 91% of those working part-time and wishing to work full-time do not already have a
2" job in childcare and may therefore be available to work full-time in childcare, without reducing the
supply of childcare workers working in childcare by more than one. After rounding, this equates to 6%
of the childcare workforce.)
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Pay

Pay is relatively low. Median'' pay for employees in childcare was £4-70 per hour,
Table 4. This is not only substantially below median pay for all employees (£7-00 per
hour) but also below median pay for women employees, £6-00 per hour. However,
this comparison ignores the lower qualification level of the childcare workforce.
Taking just those qualified to level 3 or lower, median pay for women is £5-30 per
hour, still substantially above median pay in childcare. Indeed, the median pay of
women whose highest qualifications are level 1, at £4-80per hour, is still slightly
above median pay in the childcare sector (irrespective of qualifications), whilst that of
men is £6-20.

Table 4: Pay, childcare employees and all employees

£ per hour
median lower mean upper
quartile quartile
all childcare 4.7 3.8 5.1 6.3
nursery nurses 5.2 3.9 55 7.1
play group leaders 5.0 3.6 4.8 5.6
education assistants 5.0 43 54 6.5
other childcare workers (excluding social work) | 4.2 3.6 4.8 5.1
other childcare workers in social work 3.6 3.3 3.9 4.1
all employees
all 7.0 4.9 8.6 10.5
Male 8.0 5.6 9.8 11.9
Female 6.0 43 7.3 8.9
Table 5: Pay by qualification level, all employees
£ per hour
Highest qualification employees median lower mean upper
quartile quartile
up to level 3 all 6.1 4.4 7.2 8.5
male 7.0 5.1 8.1 9.8
female 53 4.0 6.1 7.1
up to level 2 all 5.6 4.2 6.6 7.7
male 6.4 4.7 7.5 8.8
female 5.1 4.0 5.9 6.9
up to level 1 all 53 4.1 6.3 7.2
male 6.2 4.7 7.1 8.2
female 4.8 3.9 54 6.3

Multiple job holding

Multiple job holding may indicate that available jobs do not provide suitable hours. In
the case of childcare, this may occur both in relation to the number of hours (given the
percentage which offer very few hours) and the timing of work. Childcare workers

"' Median pay is a better indicator than mean pay of the pay facing most childcare workers as it is not
influenced by the very high levels of pay of a small number of high earners.
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who hold second jobs outside childcare may be a particularly easy group to attract to
increase their employment within childcare by changing the hours of work offered.

Of all those working in childcare, 17% have more than one job, with 14% having a
job outside childcare. Half of these (7% of the childcare workers) see their childcare
job as a secondary job.

Multiple job holding is most common amongst ‘other childcare workers’ (excluding
social work), where 26% of workers have more than one job. Eighteen percent of
those working in this sector see the job as a secondary job and for 13% their main job
is outside childcare. Multiple job holding is also very common for play group leaders
and for education assistants, with 20 per cent having two jobs. However, for nearly all
such workers the job is their main job (94% and 95%, respectively). Although
multiple job holding is slightly less common for other childcare workers in social
work (16%), 11% do not see this as their main job and for 9% their main job is
outside childcare. Multiple job holding is rare amongst nursery nurses, with only 7%
holding more than one job and nearly all see being a nursery nurse as their main job,
98%.

Table 6: Multiple job holding

percent of childcare workers

nursery | play group | education other other all childcare
nurses leaders assistants | childcare | childcare
workers, | workers in
excluding | social work
social work
One job only 93 80 80 74 84 83
Multiple job holders 7 20 20 26 16 17
one job not in a childcare occupation 7 10 12 20 13 14
both jobs in childcare occupations, other job in: 1 10 8 6 3 3
nursery nurses * 0 0 * 0
play group leaders 0 3 1 * *
education assistants 0 3 1 5 1
other childcare workers (excluding social work) * 2 6 0 *
other childcare workers in social work 0 1 1 * 1
Main job (single and multiple job holders) 98 94 95 82 89 93
Main job outside the occupation 2 6 5 18 11 7
Main job outside childcare 2 4 4 13 9 7
Total people 135421 27150 183526 185776 103481 621099

*<0.5

Most people were employees in their second job (84%) and worked regularly (80%).
As with main jobs, few worked from home (16%). For those who had worked in a
second job in the week previous to the survey, the hours worked in the second job
were low: 22% had worked four hours or fewer, 41% had worked more than four but
no more than eight hours, 25% had worked more than eight but no more than 16 hours
and 12% had worked more than 16 hours in their second job. There was no
relationship between hours worked in the main and second job, except that those who
worked 30 hours or more in their main job were much less likely to have a second job
(only 7% had a second job).
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Although some people may prefer to have two jobs and to do two different type of
jobs, the above suggests that up to 7% of those already working in childcare might
be amenable to working longer hours in the childcare sector, with the figures
particularly high amongst other childcare workers (excluding social work).

Job tenure and movement

Previous studies indicate a turnover rate for between 13% and 29% for various types
of childcare workers (see above). Leavers may move to other childcare jobs or out of
the sector (or out of the labour force altogether). The Childcare Workforce Survey
2001 estimated that 5% of out of school club workers, 4% of nursery workers and 3%
of playgroup workers had moved out of the childcare sector in the previous year
(SQW/NOP, 2002). Analysis of the LFS data on length of service and on job
movement over the year prior to survey provides further information on this. (The
latter compares employment at the time of survey and one year previously.) Neither
are the same as turnover (in particular, the annual change does not capture multiple
changes within the year) but both provide an indication of tenure and job movement.

Length of service”

Length of service amongst childcare workers was relatively short: 33% had been with
their employer for more than five years, whilst 32% had joined within the previous
year, Table 7. This compares with 44% and 25%, respectively, for employees in all
occupations'.

Fewer play group leaders and education assistants had very short periods of service
(24% and 27% respectively). Other childcare workers in social work had the shortest
periods of service (42% less than one year and only 19% with over five years service).

Job movement

For those with their main job in the childcare workforce at the time of survey, 74%
had been with their current employer in exactly the same occupation one year ago and
a further 2% had been with the same employer but changed occupations, Table 7. This
is similar to the female workforce as a whole. Stability was highest for play group
leaders and lowest for nursery nurses and other childcare workers (excluding social

"2 Note that the discussion of multiple job holding refers to those with more than one job (and is based
on all those who work in childcare whether as a main or 2™ job and who have more than one job),
whereas the previous discussion of part-timers who wish to have a full-time job refers to only those
whose main job is in childcare. Given that less than 1% of childcare workers who worked part-time but
wished to work full-time and had a second job in childcare was less than 1% of all childcare workers,
the overlap is small.

'3 Note that these data do not indicate turnover, as they only give information for those who were with the
employer at the time of survey, not those who had left.

The figures for all employees are similar for women and men.
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work), but even for these groups stability was only slightly lower than average for all
women.

Those that had not been with their employer over the whole period, if they had been
employed, tended to have been in the same occupation or in childcare more generally.
Only 6% had been employed in a non-childcare job. However, 16% had not been
employed a year previously, a higher percentage than the norm for female
employment: 11%. The main difference from average was the high percentage who
had been looking after their family or home, 8%, compared with women in all jobs,
3%. The percentage who had been unemployed (2%) or a full-time student (5%) was
similar to the average for employed women.

Conversely, one can look at the probability of job change. Those employed in
childcare were similarly likely to be employed a year later as the rest of the female
workforce, around 94% and 93% respectively, Table 7. (Three percent had left and
were looking after their family or home, 1% were unemployed and 1% were full-time
students.) Of those who were employed in childcare in 1999, 85% were with the same
employer (including 2% who had changed occupations). This is slightly higher than
average for females, 82%. The probability of staying was highest for education
assistants, with 91% staying with their employer. Only 6% had moved out of
childcare into other employment.

Table 7: Employment one year previously
percent of those employed in 2000

current employment
Nursery play |education other other all non- non-
nurses group | assistants | childcare, | childcare | childcare | childcare, | childcare,
Situation one year previously leaders excluding | in social female all
social work| work
Employed 84 89 89 80 83 84 89 91
Employee (81) (83) (88) (76) (37) (75) (84) (81)
self-employed 3) (©) 1) “ (46) (10) (6) (10)
Unemployed 2 4 2 1 1 2 2 2
Special government scheme 1 0 1 0 0 * * *
Full-time student 9 2 1 8 3 5 4 4
Looking after family or home 4 3 8 10 11 8 3 1
Other * 2 * 2 1 1 2 2
Same employer, exactly same occupation 73 80 76 73 77 74 75 77
Same employer, not exactly same occupation 1 5 * 0 3 3
Exactly same occupation, different employer 3 1 2 1 3 3
Occupation one year previously
nursery nurses 78 0 * * 18 * *
play group leaders 0 80 * * 4 * *
education assistants 0 0 79 0 0 24 * *
other childcare workers (excluding social work) 1 0 1 75 * 20 * *
other childcare workers in social work * 2 1 0 77 13 * *
not childcare 5 7 7 5 4 6 89 91

*<0.5
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Table 8: Employment change

percent of those employed in 1999

employment one year previously
Nursery play |education other other all non- non-
nurses group | assistants | childcare, | childcare | childcare | childcare, | childcare,
leaders excluding | in social female all

Current situation social work| work
Employed 95 93 96 94 89 94 93 95

Employee 93 85 96 89 41 83 87 83

self-employed 3 5 0 4 49 10 6 11
Unemployed 1 3 1 * 3 1 2 2
Special government scheme * 2 0 * 0 * * *
Full-time student 0 1 0 1 1 1

looking after family or home 2 2 2 4 5 1

Other 3 2 3 2 2
Same employer, exactly same occupation 83 83 88 81 80 83 79 81
Same employer, not exactly same occupation 2 2 3 2 1 2 3 3
Exactly same occupation, different employer 3 0 1 2 1 2 3 4
Occupation

NUIsery nurses 88 0 0 1 * 20

play group leaders 0 82 0 1 4

education assistants 3 91 2 1 28

other childcare workers (excluding social work) 0 0 84 0 22

other childcare workers in social work * 2 * 82 14

not childcare 6 6 7 5 6

*<0.5

Advertising method

The LFS identifies the advertising method used for those who had been recruited
within three months of being surveyed. Note this does not identify all methods used,
but only the method used for appointees. (As some recruitment methods may tend to
be more successful, these will differ).

The most common approach was word of mouth, 42%, with advertisement second
most common, Table 9. The approaches varied across occupations, although, word of
mouth was the most common mode in all childcare occupations except nursery nurses.
It was particularly dominant for play group leaders and education assistants (65% and
54% of jobs), although the Jobcentre was also an important means of recruitment for
play group leaders (36%). The Jobcentre was also important for other childcare
workers in social work (used for 25% of jobs). For nursery nurses, more jobs were
filled by advertisement than by any other single method (37%), with word of mouth
second (31%).

Childcare recruitment is more reliant on word of mouth and less reliant on
advertising, in particular, than for jobs in the workforce as a whole. Childcare
recruitment is also less reliant on direct applications and private employment
agencies. Word of mouth recruitment tends to perpetuate recruitment of the type of
people already employed. It may therefore restrict supply. Open advertising methods
(e.g. press and the Jobcentre) can avoid this and open recruitment to a wider group.
However, further research would be required to know whether the childcare sector is
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restricting advertising to word of mouth or whether this is the most successful
method. Without such research, it might be useful to ensure that childcare providers
are aware of the benefits of open advertising, despite, in some cases, their greater cost.
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Table 9: Recruitment: advertising method (jobs obtained in previous three months)

nursery nurses playgroup education other childcare other childcare all childcare all occupations
leaders assistants occupations, occupations in occupations men women all
excluding social social work
work

word of mouth 31 65 54 40 38 42 29 27 28
Advertisement 37 0 15 16 14 20 24 31 27
Jobcentre 0 36 8 4 25 8 11 9 10
Private employment agency 9 0 0 8 8 6 12 11 12
Direct application 0 0 12 4 0 5 12 12 12
Careers office 8 0 0 0 0 2 1 1 1
Some other way 14 0 11 28 16 17 12 10 11
N
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Extending the childcare workforce

The above analysis identifies both positive and negative aspects of the childcare sector which are
likely to affect the ability to recruit and retain workers. The childcare workforce is
overwhelmingly female. Some sectors are primarily composed of women with young children
and of certain age groups. This degree of segregation means that the pool of labour available to
childcare is substantially restricted and suggests that one approach to increasing the childcare
labour force would be to encourage employment amongst under-represented groups. However,
whether this is likely to be effective and how this might be achieved will depend on why certain
groups are not employed in childcare. The LFS cannot fully address this. However, it can
provide some strong indicators.

On the positive side, low qualifications are not a barrier to employment in the sector and
childcare employment appears to offer the opportunity to combine childcare and employment.
On the negative side, pay is low, security is low, relatively few women with pre-school children
work in the sector and the high percentage of childcare workers with school-aged children may
indicate that, as children age, workers leave the sector.

Whilst the hours of work may suit some of the labour force (notably women with school-aged
children) and this may compensate for the low level of pay, it is likely that both hours and pay
result in low levels of employment amongst other groups and certainly amongst men. To
compete with other jobs, raising pay to a more competitive level would be helpful and as would
providing more full-time employment (particularly if men are to be attracted). This does not
necessarily mean reducing the availability of jobs with very low hours, but enabling jobs to be
combined. Increasing the security of employment may also help attract more workers.

There also may be scope for increasing the supply through targeting certain groups of workers
who may be willing to accept the current terms and conditions of employment. In general, this
means people who can command relatively low rates of pay or who wish to work very short
hours. (It will also include people for whom pay rates are relatively unimportant, but these
cannot be identified in the LFS.) These include non-employed women, non-employed men and,
due to their under-representation in the childcare workforce (and, in the labour market as a
whole, high levels of unemployment and racial discrimination), ethnic minorities.

Non-employed women

We would suggest that the main pool from which workers with similar characteristics could be
drawn are non-employed women (unemployed and inactive), although, of course, women might
be attracted from other jobs.

Unemployment is relatively high amongst the under 25s (34% of female unemployed are under
25) suggesting a potential source of labour. Inactivity is also high amongst the under 25s
(although this will include those in full-time education). The relative unemployment and
inactivity patterns amongst female 35 to under 50 year olds do not suggest a particularly large
untapped source, as these age groups amongst women have a relatively low unemployment rate
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and high participation rate. Single women comprise 57% of unemployed women and 39% of
inactive (excluding those aged over 60).

Qualifications (as opposed to skills) would not prove a barrier. Although the unemployed
workforce and non-participants are, on average, less qualified than the childcare workforce, both
groups contain a large number of women qualified to the average standard of the childcare
workforce. Indeed, unemployed women are, on average, more qualified than other childcare
workers (excluding social work). Non UK nationals are also over-represented amongst the
unemployed and the economically inactive and so may provide a source of workers.

Older women might provide a useful pool of labour: 74% of those aged 60 to under 65 and 92%
aged 65 to 70 are inactive. These are equivalent to 9% and 12% of employed women for the
younger and older age groups respectively. However, as employment in childcare tends to be
lower in the higher age groups, this suggests that tapping this pool may require some effort. As
the extent to which the low percentage of older women is due to their choice not